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Abstract

This study aims to design a value co-creation model based on human resource perspectives within the
medical sciences universities of northern Iran. The research is applied in terms of objective and follows a
mixed-methods approach (qualitative and quantitative) for data collection. The qualitative phase employed
grounded theory using the systematic approach of Strauss and Corbin (1998), while the quantitative phase
utilized structural equation modeling (SEM). In the initial phase, concepts were extracted through a review
of theoretical foundations, prior research, and semi-structured interviews. The qualitative participants
included experts in organizational and human resource fields of medical universities, as well as faculty
members, selected through snowball sampling, totaling 36 individuals. Data were collected through in-
depth interviews, with theoretical saturation achieved in the 28th interview. In the quantitative section, the
statistical population included all managers, deputies, and employees of Guilan University of Medical
Sciences, Mazandaran University of Medical Sciences, and Golestan University of Medical Sciences,
amounting to 27,726 individuals. Using Cochran’s formula, a sample size of 379 was estimated. A stratified
random sampling method was applied. Findings revealed that organizational structure and leadership,
human resource development, communication and collaboration, responsiveness to labor market
changes, development and innovation, ethics and social responsibility, financial management and
resource allocation, and shared organizational culture are causal factors. Technical infrastructure,
organizational policies and strategies, technology service management, sustainable financial management
policies, philanthropic capacity in health promotion, shared workspace, and structured knowledge
management were identified as the governing context. Political conditions, external stakeholder
interventions, financial and resource constraints, inefficiency in enterprise resource planning (ERP)
management, administrative system inefficiency, organizational counterproductive behaviors, and cultural
diversity within universities were identified as intervening conditions. Strategic measures such as
implementation of the university’s strategic transformation plan, assessment center diagnostics and HR
development, modeling the role of knowledge-industry coordination centers in university-industry relations,
allocation of resources and administrative support for joint projects, formulation and execution of HR
capacity toward organizational mission achievement, strategic HRM goals and processes, and stakeholder
engagement in university policymaking processes lead to individual, organizational, and societal
outcomes. The model fit indices confirmed that all identified categories were supported in the confirmatory
analysis, and the research model demonstrated a satisfactory fit.
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Extended Abstract
Introduction
Value co-creation in human resources is increasingly recognized as a key paradigm in organizational
development, especially in knowledge-intensive institutions such as medical sciences universities.
Rooted in the assumption that all stakeholders—particularly employees—contribute to value through
mutual interactions, value co-creation aligns closely with service-dominant logic where value is not
merely delivered but collaboratively shaped (Lu et al., 2024; Narot, 2024). In the context of human
resource services, employees are not passive recipients but active participants in constructing
valuable outcomes through shared practices (Adam, 2018). This approach resonates with findings
that employee engagement with HR services positively influences their perception of HR value
(Afiouni et al., 2013).
Value is often understood as perceived utility, determined through interactions and interpreted by
users (Alcoba et al., 2017). In organizations, employees are the primary customers of HR services.
While HR professionals are traditionally seen as value providers, evolving frameworks now
acknowledge that employees, too, co-create value with HR through proactive involvement
(Banmairuroy et al., 2022). This interaction extends beyond transactional relationships, embedding
itself into strategic HR practices such as performance evaluation, leadership development, and
workplace learning (Ghorbanzadeh & Sharbatiyan, 2024; Jain et al., 2024).
In medical sciences universities, where educational and research quality are closely tied to the
effectiveness of human resources, neglecting value co-creation can hinder innovation, lower
academic performance, and compromise healthcare training outcomes (Biron et al., 2021). Faculty
disengagement, stemming from feelings of isolation and underappreciation, can directly impact
student satisfaction and institutional output. Conversely, cultivating collaborative HR environments
fosters professional fulfillment and academic excellence (Boadi et al., 2022). The lack of co-creation
strategies in educational design and administration can disconnect curricula from healthcare
realities, generating graduates ill-equipped for clinical demands (Bos-Nehles et al., 2013).
This study aimed to design a comprehensive structural model of value co-creation using a human
resource approach tailored to the specific dynamics of northern Iran's medical sciences universities.
By mapping causal conditions, intervening variables, contextual factors, strategic actions, and
resultant outcomes, the research responds to a pressing need for sustainable HR frameworks in
academic healthcare institutions.
Methods and Materials
This research adopted an applied mixed-methods design integrating qualitative and quantitative
approaches. In the qualitative phase, grounded theory using Strauss and Corbin’s systematic
methodology was applied. Data collection was carried out through in-depth semi-structured
interviews with 36 experts in HR and university administration, selected via purposive and snowball
sampling. Theoretical saturation occurred at the 28th interview, confirming code stabilization.
In the quantitative phase, the statistical population included 27,726 employees (managers, deputies,
and staff) from Guilan, Mazandaran, and Golestan Medical Sciences Universities. Based on
Cochran’s formula, a sample of 379 participants was chosen using stratified random sampling.
Qualitative data were collected through interviews and analyzed through open, axial, and selective
coding, while quantitative data were gathered via a questionnaire and analyzed using SPSS-27 and
SmartPLS through confirmatory factor analysis and structural equation modeling (SEM).
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Findings

The grounded theory analysis led to a structured paradigm model with five major components.
Causal conditions included organizational structure and leadership, human resource development,
communication and collaboration, innovation, labor market responsiveness, ethical responsibility,
financial management, and shared organizational culture. These were considered key drivers
influencing HR-based value co-creation.

Contextual conditions identified as governing factors included technical infrastructure, organizational
strategies, technology service management, sustainable financial policies, philanthropic health
promotion capacity, collaborative workspace environments, and structured knowledge management
systems.

Intervening variables such as political influence, external stakeholder intervention, budget limitations,
ERP inefficiencies, bureaucratic dysfunction, counterproductive behaviors, and cultural diversity
were seen to hinder or complicate implementation.

Strategic actions were defined as the operationalization of strategic transformation plans, HR
development center evaluations, fostering university-industry cooperation, administrative support for
joint initiatives, capacity building in HR, and active stakeholder involvement in policy formation.

The core phenomenon—value co-creation with a human resource approach—Ied to three categories
of outcomes: individual (employee satisfaction, skill development), organizational (enhanced
performance and innovation), and societal (improved public health services).

Quantitatively, the SEM results validated the model. All latent variables demonstrated strong factor
loadings (>0.4) and acceptable reliability (Cronbach’s alpha and composite reliability >0.7).
Convergent validity was confirmed with AVE values above 0.5. Discriminant validity was supported
by the Fornell-Larcker criterion.

Model fit indices revealed excellent goodness of fit (GOF = 0.648), with all R? values indicating strong
explanatory power, particularly for strategic actions (R?2 = 0.617) and outcomes (R2 = 0.677).
Predictive relevance (Q?) was moderate to high across all constructs, and all path coefficients in the
structural model were statistically significant (p < 0.01), with the highest impact observed from
strategic actions to outcomes (B = 0.823, t = 40.394).

Discussion and Conclusion

The findings affirm that value co-creation in HR is a critical mechanism for driving excellence and
sustainability in medical sciences universities. The model developed herein reflects a comprehensive
interaction of strategic, structural, and contextual elements required for effective HR transformation.
By embedding value co-creation into their operational DNA, universities not only enhance internal
cohesion and staff engagement but also fortify their societal mission.

This study demonstrates the importance of collaborative environments where academic leaders,
faculty, and HR professionals align their efforts toward shared institutional goals. It also underscores
the necessity of resilience in governance structures to withstand political, financial, and bureaucratic
disruptions. Future applications of this model may extend beyond medical education into broader
academic and health service domains, offering a scalable approach to organizational revitalization.
As higher education institutions seek to remain relevant in increasingly competitive and uncertain
environments, adopting a value co-creation model rooted in human resource strategy offers a
promising pathway to sustainable development, educational relevance, and public impact.
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