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Abstract

The main objective of this article is to present an educational management model for the Medical Education
Development Center of the Islamic Azad University, Tehran Medical Sciences Branch. The research
employed a mixed-methods approach (qualitative—quantitative). In addition to document analysis, the
thematic analysis technique was used with MAXQDA14 software to identify factors influencing educational
management in the aforementioned center. The statistical population in the qualitative phase included all
faculty members from medical universities and experts in educational management and health services
management. A total of 18 semi-structured interviews were conducted until theoretical saturation was
reached. Based on these interviews, 9 dimensions, 42 components, and 103 indicators were extracted. In
the quantitative phase, a descriptive-survey method was applied. The statistical population included all
healthcare personnel responsible for education in the teaching hospitals affiliated with the Islamic Azad
University of Medical Sciences in Tehran, from which a sample of 227 individuals was selected using
Cochran's sampling formula. The results revealed that the dimension of executive characteristics had the
highest impact with a coefficient of 0.959, followed by personality traits (0.941), personnel management
(0.899), teamwork (0.896), perceptual dimension (0.867), communication (0.864), moral characteristics
(0.846), decision-making (0.839), and leadership (0.817), ranked from first to ninth priority in terms of their
influence on the educational management model at the center. Ultimately, the finalized model was
presented and validated, comprising five main dimensions: philosophy and objectives, theoretical
foundations, executive principles, evaluation system, and implementation mechanism.
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Extended Abstract
Introduction
In recent years, the transformation of higher education systems, particularly in medical sciences, has
necessitated an overhaul of educational management frameworks to better align with social
demands and the needs of the healthcare system. Contemporary literature emphasizes the critical
role of structured and context-sensitive planning in education to improve both material and moral
living standards (Mikla, 2025; Yargholi et al., 2024). Higher education institutions are now tasked with
addressing genuine societal needs, making medical education policy and planning a central concern
in health system reforms (Avetisyan et al., 2024). This is especially pertinent for medical universities,
which are expected to produce competent professionals capable of elevating national healthcare
standards (Ismaili et al., 2019).
Educational management in the context of medical sciences must be guided by quality-enhancing
theoretical frameworks that reflect global best practices while remaining sensitive to domestic values
and sociopolitical realities (Mahmoudi et al., 2020). Despite substantial quantitative expansion in

medical universities, concerns remain regarding the qualitative development of educational systems.
Several policy initiatives, such as the establishment of the National Committee for Educational
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Quality Improvement in 1998, have sought to address these concerns (Ehsan et al., 2023; Noshad et
al., 2023). However, a persistent gap exists between policy intentions and practical implementation.
Studies underscore the need for multidimensional frameworks that consider institutional context and
allow for adaptive, dynamic quality assurance systems (Golafshani et al., 2018; Mirhadyan et al.,
2021). Indeed, educational quality is a multifaceted and evolving construct that influences both
individual and organizational success. Effective management requires leaders with capabilities in
planning, critical thinking, communication, and information literacy, all of which can be nurtured
through systematic educational development strategies (Yu et al., 2020). While many factors
influence educational quality, they are only impactful when guided by coherent, empirically validated
management frameworks (Noshad et al., 2023).

Despite global interest in educational management, few qualitative models have been developed
specifically for Iranian medical education contexts. Therefore, this study aimed to develop and
validate a localized model for educational management at the Medical Education Development
Center of the Islamic Azad University, Tehran Medical Sciences Branch.

Methods and Materials

This research employed a mixed-methods approach comprising both qualitative and quantitative
phases. In the qualitative stage, thematic content analysis was applied to data collected through
semi-structured interviews with 18 faculty members and experts in educational and healthcare
management. MAXQDA14 software was used to analyze the qualitative data. Participants were
selected through purposive snowball sampling, and inclusion criteria required a minimum of three
years of professional experience and at least a doctoral degree.

Data trustworthiness was ensured through criteria such as dependability, credibility, confirmability,
and transferability. The qualitative analysis led to the identification of 9 dimensions, 42 components,
and 103 indicators related to educational management.

In the quantitative phase, a descriptive-survey design was used. The target population included
healthcare staff responsible for education in teaching hospitals affiliated with the Islamic Azad
University in Tehran. Using Cochran's formula, a sample of 227 individuals was selected through
stratified random sampling. Data were collected using a researcher-made questionnaire based on
the qualitative findings. SPSS and PLS software were used for descriptive and structural equation
modeling, respectively. Validity and reliability were confirmed through Cronbach’s alpha, Composite
Reliability (CR), Average Variance Extracted (AVE), and t-values from bootstrapping.

Findings

The qualitative analysis yielded a model with 9 main dimensions—cognitive, decision-making,
leadership, executive, communicative, teamwork, people management, personality traits, and ethical
characteristics. These were supported by 42 components and 103 indicators. Examples include
strategic and systems thinking under cognitive skills; motivational and empowerment abilities under
people management; and honesty, justice, and organizational commitment under ethical traits.

The t-test results showed that all dimensions had mean scores significantly above the midpoint of
the Likert scale, indicating that participants viewed each dimension as being moderately to highly
present in their organizational context.

The structural model confirmed high factor loadings for all components (>0.3), significant t-values
(>1.96), and good model fit indicators including R? = 0.799 and GOF values. Cronbach’s alpha values
exceeded 0.7 for all constructs, confirming reliability. The AVE values were above 0.5, ensuring
convergent validity.
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The dimension with the highest factor loading was executive characteristics (0.959), followed by
personality traits (0.941), people management (0.899), teamwork (0.896), cognitive abilities (0.867),
communication (0.864), ethical characteristics (0.846), decision-making (0.839), and leadership
(0.817). All these dimensions contributed significantly to the overall educational management model.
The final model presented five core pillars: (1) philosophy and objectives, (2) theoretical foundations,
(3) implementation principles, (4) evaluation system, and (5) operational mechanisms. Each
dimension aligned with a specific domain of educational management, allowing for systematic
training, evaluation, and performance improvement.

Discussion and Conclusion

Selecting and assigning suitable individuals for leadership roles in medical education is a strategic
necessity. This study emphasizes that defining measurable competencies across cognitive,
interpersonal, ethical, and executive domains can streamline managerial appointments and enhance
organizational efficiency. An effective educational management model helps institutions avoid
unstructured decision-making and resource misallocation by providing a scientifically validated
foundation for leadership development.

By analyzing documentation and conducting expert interviews, this study identifies a set of
competencies crucial for managing medical education development centers. These competencies
span across strategic thinking, emotional intelligence, administrative efficiency, ethical conduct, and
collaborative leadership. The alignment of these competencies with existing literature confirms their
validity and relevance.

This study reinforces previous findings regarding the importance of teamwork and people
management as core managerial competencies. Studies by Jamshidi (2021), Chit Saz et al. (2018),
Bagheri Karachi et al. (2019), and Zahedi and Sheikh (2020) similarly recognize teamwork and
interpersonal skills as essential for effective educational leadership (Bagheri Karachi et al., 2019; Chit
Saz et al., 2018; Jamshidi et al., 2021; Zahedi & Sheikh, 2020). Furthermore, the findings align with
Mahmoudi et al. (2020) and Rahimnia and Houshiar (2019), who highlight delegation, motivation,
and conflict management as key elements of managerial competence (Mahmoudi et al., 2020;
Rahimnia & Hoshyar, 2019).

The model developed in this study offers a systematic structure for assessing, training, and
improving managers in medical education. It allows institutions to tailor training programs and
performance evaluations based on empirically validated dimensions. Future research could extend
this model to other contexts, including public universities and private institutions across various
provinces in Iran. Comparative analyses between different medical fields (e.g., nursing, pharmacy,
dentistry) would further enrich understanding of context-specific management challenges.
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