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Abstract

This study aimed to design a human resources performance evaluation model for a technical and
vocational university using a grounded theory approach. This applied qualitative study was conducted
based on grounded theory methodology. The research population consisted of human resource
management experts, experienced senior managers, and supervision and evaluation representatives from
provincial units of the Technical and Vocational University. Participants were selected through purposive
sampling and the snowball technique. Data were collected through semi-structured interviews, and
theoretical saturation was achieved after 19 interviews. The qualitative data were analyzed through open,
axial, and selective coding within the paradigmatic model. To ensure validity, prolonged engagement,
persistent observation, audit trail review, member checking, triangulation, and constant comparison were
used. Reliability was also assessed through test-retest coding by comparing selected interviews across
two coding intervals. The qualitative findings indicated that 31 concepts and 11 main categories were
extracted from the interview data and organized within the six dimensions of the paradigmatic model,
including causal conditions, central phenomenon, contextual conditions, intervening conditions, strategies,
and consequences. The causal conditions included existing challenges in performance evaluation,
incorrect implementation of performance evaluation, and optimal application of performance evaluation.
The central phenomenon emphasized organizational productivity, employee knowledge, talent
management, effective management, an appropriate reward system, and comprehensive performance
evaluation. The strategic categories included monitoring human resource needs, establishing a
transparent criticism and suggestion system, and diagnosing employee conflicts and proposing
improvement strategies. The contextual and intervening dimensions highlighted organizational justice,
participatory culture, communication skills, professional knowledge competencies, organizational
structure, lack of strategic planning, and environmental factors. The consequences included future-
oriented organizational planning, improved organizational productivity, effective human resource
management, and increased organizational learning. The findings suggest that an effective and indigenous
human resources performance evaluation model for the Technical and Vocational University should be
grounded in organizational justice, transparency, professional competencies, conflict management,
strategic planning, and an appropriate reward system. Implementing such a model can enhance
organizational productivity, promote organizational learning, improve managerial effectiveness, and
support a more systematic and fair evaluation process.
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Extended Abstract
Introduction

Human resource performance evaluation has become a strategic requirement for contemporary
organizations, particularly for higher education institutions whose effectiveness depends heavily on
the quality, competence, commitment, and developmental capacity of their human resources. In
traditional administrative systems, performance evaluation was often understood as a periodic
control mechanism designed to judge employees’ compliance with predefined duties. However, in
contemporary human resource management, it is increasingly conceptualized as a developmental,
evidence-based, and strategic process through which organizations identify strengths and
weaknesses, align individual performance with institutional goals, support professional development,
improve motivation, and enhance organizational productivity (Wilton, 2016). In this regard,
performance evaluation is not merely a technical or bureaucratic activity, but a core managerial
function that enables decision-makers to assess the extent to which human resources contribute to
organizational effectiveness, accountability, and long-term sustainability (Afrosheh & Mehrani, 2016).
The importance of this issue is even more evident in universities, because human resources in
academic and educational institutions are directly involved in knowledge production, educational
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service delivery, administrative coordination, student support, institutional development, and the
realization of academic values (Abed et al., 2020). Therefore, performance evaluation in higher
education must go beyond general administrative indicators and should reflect professional
competence, ethical conduct, organizational justice, responsiveness, learning capacity, and
alignment with the mission of the university (Rezvani et al., 2025). Despite its importance, many
organizations still face serious problems in designing and implementing effective performance
evaluation systems. In many cases, evaluation criteria are unclear, evaluators are insufficiently
trained, feedback is not provided constructively, subjective judgments influence evaluation results,
and the outcomes of evaluation are not meaningfully connected to promotion, reward, training, or
career development. Such weaknesses may reduce employees’ trust in the system and transform
performance evaluation from a developmental process into a source of dissatisfaction, conflict, and
perceived injustice (Amiri Ghaleh Rashidi & Razzaghi Kashani, 2013). Previous research has
emphasized that the effectiveness of employee performance evaluation depends on the clarity of
indicators, fairness of procedures, relevance of criteria to job roles, competence of evaluators, and
the existence of systematic feedback mechanisms (Hosseini et al., 2022). Furthermore, performance
evaluation systems should be tailored to the organizational context, because no single universal
model can effectively serve all institutions regardless of their mission, structure, culture, and
workforce characteristics (Mirbagheri et al., 2019). In the context of higher education, especially in
technical and vocational universities, this contextualization is particularly important. Technical and
vocational universities have a distinctive mission: they are responsible for training skilled human
resources, responding to labor market needs, promoting applied learning, and strengthening the
connection between education and employability. Consequently, evaluating human resources in
such institutions requires a model that captures not only administrative performance but also
professional competencies, organizational learning, strategic planning, talent management,
communication capacity, and responsiveness to changing educational and social demands.
Previous grounded theory studies in university settings have shown that data-based approaches are
valuable for designing indigenous performance evaluation models because they allow researchers
to derive categories from the lived experiences, perceptions, and judgments of organizational
experts and stakeholders (Nejad Irani et al., 2019). Similarly, studies on human resource performance
evaluation models in public and organizational contexts have demonstrated that causal conditions,
contextual factors, intervening conditions, strategies, and consequences should be considered
simultaneously in order to develop a comprehensive and operational model (Mostajab al-Dawa et al.,
2023). Moreover, the multidimensional and sometimes ambiguous nature of human resource
performance makes it necessary to use systematic, flexible, and context-sensitive approaches
capable of integrating both objective and subjective indicators (Raeesi Vanan et al., 2018). From this
perspective, performance evaluation should be designed as a comprehensive system that supports
productivity, identifies educational and professional needs, improves reward mechanisms, enhances
organizational justice, and strengthens human resource effectiveness (Gharibi, 2023). Accordingly,
the present study aimed to design a human resources performance evaluation model for the
Technical and Vocational University using a grounded theory approach.

Methods and Materials

This study was applied in terms of purpose and qualitative in terms of implementation. The research
was conducted using grounded theory methodology because the aim was to develop a context-
based model derived from the experiences, perceptions, and expert judgments of individuals familiar
with human resource management and performance evaluation in the Technical and Vocational
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University. The research population included experts in human resource management, experienced
senior managers, and supervision and evaluation representatives from provincial units of the
Technical and Vocational University. Participants were selected using purposive sampling and the
snowball technique. Initially, individuals who had sufficient knowledge and practical experience in
performance evaluation, human resource management, higher education, and organizational
supervision were identified and invited to participate. Each participant then helped introduce other
knowledgeable individuals who met the inclusion criteria. Sampling continued until theoretical
saturation was achieved, which occurred after 19 interviews. The data collection tool was a semi-
structured interview designed to elicit participants’ experiences regarding the current status,
challenges, requirements, strategies, and consequences of human resource performance
evaluation. Each interview lasted approximately 45 minutes. Data analysis was conducted through
grounded theory coding procedures, including open coding, conceptualization, categorization, and
organization of categories within the paradigmatic model. To ensure the trustworthiness of the
qualitative findings, strategies such as prolonged engagement, persistent observation, review of the
data collection path, member checking, triangulation, and constant comparison were used. Reliability
was also examined through a test—retest coding procedure in which selected interviews were coded
at two different time intervals and agreements and disagreements between coding stages were
compared.

Findings

The analysis of interview data led to the extraction of 31 concepts and 11 main categories, which
were organized within the six dimensions of the paradigmatic model, including causal conditions,
central phenomenon, contextual conditions, intervening conditions, strategies, and consequences.
The causal conditions consisted of existing challenges in performance evaluation, incorrect
implementation of performance evaluation, and the need for optimal application of performance
evaluation. These conditions showed that the current evaluation system faced problems such as
weak organizational justice, lack of appropriate feedback to employees, subjective influence in
evaluation results, insufficient familiarity of evaluators with evaluation indicators, lack of specific
indicators for different occupational groups, weak identification of employee competencies,
inadequate talent recognition, and limited meritocracy in appointments. The central phenomenon of
the model emphasized organizational productivity, employee knowledge, talent management,
effective management, appropriate reward systems, and comprehensive performance evaluation.
These components indicated that performance evaluation should not be limited to measuring past
performance, but should be linked to talent identification, knowledge development, managerial
effectiveness, and organizational improvement. The strategic dimension included monitoring human
resource needs, establishing a transparent criticism and suggestion system, diagnosing employee
conflicts, and proposing improvement strategies. These strategies reflected the need to transform
performance evaluation into a participatory and corrective process rather than a purely judgmental
one. The contextual conditions included organizational justice, participatory culture, communication
skills, professional knowledge competencies, and professional development infrastructure. These
findings demonstrated that the success of a performance evaluation model depends on cultural,
communicative, and developmental foundations within the organization. The intervening conditions
included organizational structure, lack of strategic planning, and environmental factors. These
conditions showed that structural and strategic weaknesses may either facilitate or hinder the
effective implementation of a performance evaluation model. Finally, the consequences of applying
the proposed model included future-oriented organizational planning, improved organizational
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productivity, effective human resource management, enhanced organizational learning, identification
of educational and individual needs, development of organizational communication, improvement of
technological skills, reduction of organizational conflicts, promotion of employee -creativity,
development of organizational innovation, stronger accountability culture, appointment of competent
employees, and establishment of an appropriate reward system.

Discussion and Conclusion

The findings of the study indicate that human resource performance evaluation in the Technical and
Vocational University is a multidimensional and context-dependent phenomenon that cannot be
effectively managed through general, formalistic, or purely administrative procedures. The extracted
model shows that the effectiveness of performance evaluation depends on the interaction between
causal challenges, organizational context, intervening structural conditions, practical strategies, and
developmental consequences. One of the most important implications of the findings is that
weaknesses in justice, feedback, evaluator competence, and indicator specificity can undermine the
credibility of the entire evaluation system. When employees perceive evaluation as subjective,
unclear, or disconnected from actual performance, the system loses its developmental function and
may produce negative outcomes such as reduced motivation, lower organizational belonging, and
increased conflict. Therefore, the proposed model emphasizes the necessity of transparent
indicators, trained evaluators, fair procedures, and systematic feedback. Another important
implication is that performance evaluation should be connected to strategic human resource
management. The results show that evaluation must support employee knowledge development,
talent management, professional growth, reward allocation, and organizational productivity. In this
sense, performance evaluation should function as a bridge between individual capabilities and
institutional goals. The model also highlights the role of organizational culture and communication.
Without a participatory culture, organizational justice, and effective communication, even technically
well-designed evaluation systems may fail in practice. For this reason, the proposed model considers
criticism and suggestion systems, conflict diagnosis, and employee participation as essential
strategies for improving the evaluation process. The findings further suggest that the Technical and
Vocational University needs an indigenous evaluation model aligned with its mission, structure,
geographic scope, and professional requirements. Such a model can help the university move from
a routine and form-based evaluation approach toward a developmental, strategic, and learning-
oriented system. In conclusion, the grounded theory model developed in this study provides a
comprehensive framework for evaluating human resources performance in the Technical and
Vocational University. Its implementation can contribute to greater transparency, improved
organizational justice, enhanced professional competencies, better talent management, stronger
reward systems, increased organizational learning, and higher productivity. The model can also
serve as a practical basis for revising current evaluation procedures and designing more effective
human resource policies in technical and vocational higher education.
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