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Abstract
This study aimed to design a comprehensive model of human resource (HR) responsibility to

enhance HR performance and sustainable organizational development in Iran Air. This
research employed a descriptive-analytical and survey-based mixed-methods design. In the
qualitative phase, data were collected from 15 HR experts and senior managers at Iran Air
through interviews and close-ended questionnaires, analyzed using Braun and Clarke’s (2006)
thematic analysis with open and axial coding. In the quantitative phase, the statistical
population comprised 8,184 managers and employees, and 367 were selected using
Cochran’s formula through simple random sampling. A 26-item Likert-scale questionnaire was
used, and data were analyzed using SPSS, SMART PLS, and Super Decision software.
Findings revealed six main components of HR responsibility: improving organizational welfare
and health, responsible HR behavior, participation and supportive reward system
development, workplace constructive interaction development, and
improvement of HR management functions. Confirmatory factor analysis showed that all items
had factor loadings above 0.5 and were significant (t>1.96). The overall model fit index
(GOF=0.552) was acceptable. Among the components, “constructive interaction development”
had the highest loading (0.859) and “responsible HR behavior” had the lowest (0.545). The
results indicate that strengthening constructive interactions, organizational culture, employee
psychological health, organizational support, and performance-based rewards are essential to
enhancing HR responsibility. Implementing this model can improve HR performance, increase
organizational efficiency, and promote sustainable development in the airline industry.
Keywords: Human resource responsibility, constructive
organizational health, organizational culture, airline industry
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Extended Abstract
Introduction
In recent years, human resource (HR) responsibility has emerged as a crucial dimension of corporate
social responsibility (CSR), especially in industries characterized by high complexity, operational
risk, and public exposure such as the airline sector. The growing social and environmental
expectations from stakeholders have pressured organizations to transcend their traditional
administrative and operational focus in HRM and embrace a more strategic and ethical role in
fostering responsibility-driven workforces (Alcaraz et al., 2019). Scholars argue that integrating CSR
principles into HR practices not only strengthens organizational legitimacy but also enhances
employee work engagement, organizational justice, and organizational citizenship behaviors, which
are vital for sustainable development (Farid et al., 2019).
Despite the increasing scholarly attention, there remains a significant conceptual and empirical gap
concerning HR responsibility, particularly in developing contexts such as Iran where organizational
policies often lack structured mechanisms to promote responsibility-driven employee behavior
(Bagherinezhad et al., 2020). Research in similar sectors has shown that HR responsibility is shaped
by cultural, psychological, and organizational elements including supportive culture, ethical
leadership, organizational support, and social exchange dynamics (Bar-Haim & Karassin, 2018;
Ghasemi et al., 2019; Hasirchaman et al., 2018). These components foster responsibility by nurturing
trust, empathy, and communication skills, which in turn enhance psychological well-being and reduce
burnout among employees (Mosadegh & Khoshghamat, 2020; Mosavi & Alvani, 2019).
International research also underscores the critical role of HRM in achieving CSR goals, arguing that
responsible HR practices can build employees’ psychological safety, reduce burnout, and foster
long-term commitment (Zada et al., 2024). For instance, high employee participation, transparent
reward systems, and empowerment-oriented practices have been linked to improved justice
perceptions and stronger engagement with CSR initiatives (Rezaie et al., 2021; Sadeghimoghaddam
et al., 2021). However, organizations often encounter barriers to implementing responsible HRM,
such as lack of cohesive reward systems, insufficient ethical and skill-based training, and
misalignment between personal and organizational values (Barrena-Martinez et al., 2018; De Stefano
et al., 2018). These challenges are particularly critical in airline companies where employee
performance directly affects public safety, operational efficiency, and customer trust.
Research has further shown that HR responsibility contributes not only to organizational
performance but also to human capital sustainability. When organizations fail to support employee
well-being while increasing workloads, they risk heightened burnout and turnover, while supportive,
ethical work environments can counteract these effects (Nejati Karim Abad & Seyyed Nagavi, 2019;
Zada et al., 2024). Moreover, responsibility is closely associated with psychological and emotional
health; employees with stronger responsibility and communication skills are more resilient to stress
and more productive (Hasirchaman et al., 2018).
In the digital era, some scholars have described the evolution of HR responsibility as “HRM 2.0,”
emphasizing the role of digital technologies, data-driven HR systems, and participatory leadership
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cultures as core enablers of responsible HRM (Lase & Waruwu, 2025; Mulya, 2025). Such approaches
can create transparent, accountable, and learning-oriented work environments where employees
feel psychologically safe to engage in innovation and decision-making (Zada et al., 2024). However,
achieving this transformation requires rethinking motivation and reward systems and empowering
organizational leaders to serve as ethical role models (Bar-Haim & Karassin, 2018; De Stefano et al.,
2018).

Other studies suggest that responsible HRM also reduces corporate hypocrisy and enhances
stakeholder authenticity (Babu et al., 2020; Odunjo et al., 2025). When organizations genuinely embed
responsibility into HR processes, employees identify more strongly with the organization and
experience greater pride and belonging (Alcaraz et al., 2019; Farid et al., 2019), which fosters
organizational social capital and resilience in times of crisis (Sadeghimoghaddam et al., 2021). In Iran,
some evidence shows that HR responsibility can strengthen organizational agility and accountability
while improving employee trust and commitment (Rezaie et al., 2021; Sadeghimoghaddam et al., 2021).
Despite these advances, the literature reveals a lack of systematic, context-specific models of HR
responsibility in the airline industry of Iran. Most prior research has addressed CSR at a general
level, often overlooking the unique operational, cultural, and regulatory characteristics of aviation
organizations (Bagherinezhad et al., 2020; Mosavi & Alvani, 2019). Therefore, this study aimed to fill
this gap by designing a comprehensive and localized model of HR responsibility in Iran Air, which
can support HR performance improvement, employee well-being, and sustainable organizational
development (Tuyen Buia et al., 2025; Ziari & Ashrafi, 2024).

Methods and Materials

This study adopted an exploratory sequential mixed-methods design consisting of qualitative and
guantitative phases. In the qualitative phase, data were collected from 15 HR experts and senior
managers at Iran Air using semi-structured interviews and close-ended questionnaires. Thematic
analysis following the six-step framework by Braun and Clarke (2006) was used to identify codes,
subthemes, and main components of HR responsibility.

In the quantitative phase, the statistical population consisted of 8,184 managers and employees at
Iran Air. Based on Cochran’s formula, a sample of 367 participants was selected through simple
random sampling. A 26-item Likert-scale questionnaire was developed based on the qualitative
findings and validated through expert review. Data were analyzed using SPSS for descriptive
statistics and reliability analysis, SMART PLS for confirmatory factor analysis (CFA) and model fit
assessment, and Super Decision for weighting the components and ranking them by importance.
Findings

The thematic analysis of the qualitative phase identified six main components of HR responsibility:
(1) improving organizational welfare and health, (2) responsible HR behavior, (3) participation and
supportive reward system development, (4) workplace development, (5) constructive interaction
development, and (6) improvement of HR management functions.

The confirmatory factor analysis showed that all items had factor loadings above 0.5 and were
statistically significant (t > 1.96), indicating convergent validity. The overall model goodness-of-fit
index (GOF) was 0.552, which was considered acceptable. Among the six components, “constructive
interaction development” received the highest weight (loading = 0.859), followed by “improving
organizational welfare and health” and “workplace development.” Conversely, “responsible HR
behavior” had the lowest loading (0.545).

Reliability tests showed that Cronbach’s alpha and composite reliability (CR) values for all
components were above 0.7, confirming internal consistency. The Average Variance Extracted
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(AVE) values were all above 0.5, indicating convergent validity, while discriminant validity was
confirmed using the Fornell-Larcker criterion.

Discussion and Conclusion

The results highlight the multifaceted nature of HR responsibility and underscore the pivotal role of
constructive interaction in fostering responsibility within HR systems in the airline sector. The high
ranking of constructive interaction suggests that trust-building, open communication, and
collaborative work practices are essential foundations of responsibility. This aligns with previous
studies that showed how collaborative and participatory behaviors strengthen responsibility cultures
in organizations (Farid et al., 2019). Similarly, (Mosavi & Alvani, 2019) found that responsibility is
closely linked to empathy and accountability, which enhance employee calmness and satisfaction in
high-stress work environments.

The prominence of organizational welfare and health further indicates that responsibility cannot be
cultivated without ensuring employees’ psychological safety, legal protections, and well-being. This
finding is consistent with (Mosadegh & Khoshghamat, 2020), who demonstrated that workplace
spirituality positively affects responsibility and performance. Likewise, (Hasirchaman et al., 2018)
reported that responsibility and communication skills protect employees from mental health
problems, highlighting the need for well-being-centered HR policies.

The study also confirmed the critical role of workplace development and organizational culture in
strengthening HR responsibility. Supportive cultures and well-designed workplaces foster belonging,
motivation, and collaboration, which in turn reinforce responsibility. This is in line with (Bagherinezhad
et al.,, 2020), who showed that HR policies are most effective when aligned with supportive
organizational cultures, and with (Bar-Haim & Karassin, 2018), who argued that CSR-driven cultures
enable responsible HRM.

Furthermore, the results demonstrated that participation and supportive reward systems are key
enablers of responsibility. Employees are more likely to act responsibly when they are engaged in
decision-making and rewarded fairly for their contributions. This finding supports (Rezaie et al., 2021),
who found that engagement and participation drive responsibility among academic staff, and
(Sadeghimoghaddam et al., 2021), who emphasized the role of reward mechanisms in promoting CSR
and organizational agility.

Although responsible HR behavior ranked lowest among the components, it remains a foundational
prerequisite for HR responsibility, encompassing conscientiousness, loyalty, commitment, and
spirituality at work. This is consistent with (Alcaraz et al., 2019), who linked responsible HR behavior
to organizational reputation and sustainability, and (Farid et al., 2019), who found that responsibility
improves organizational justice, engagement, and citizenship behavior.

Finally, the results highlighted the importance of improving HR management functions, including
ethical decision-making, stakeholder engagement, social initiatives, and operational efficiency. This
resonates with (De Stefano et al., 2018), who argued that HR must take a strategic role in CSR
programs, and (Barrena-Martinez et al., 2018), who emphasized the critical role of HR managers in
integrating CSR into HR processes.

Overall, this study provides empirical evidence for a comprehensive six-component model of HR
responsibility tailored to the context of Iran’s airline industry. The model emphasizes the centrality of
constructive interaction, employee well-being, and supportive organizational systems in fostering
responsibility. By embedding these elements, airline companies can enhance HR performance, build
employee trust and commitment, and move toward sustainable organizational development (Tuyen
Buia et al., 2025; Ziari & Ashrafi, 2024).
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