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Abstract:

This study aimed to examine the role of strategic human resource management in managing organizational reputation in Payame Noor
universities of Tehran province based on the Balanced Scorecard (BSC) approach. This qualitative study employed a systematic grounded
theory approach. Data were collected through semi-structured interviews with 19 experts and managers in the fields of human resource
management and university administration. The snowball sampling method was used until theoretical saturation was achieved. The collected
data were analyzed using open, axial, and selective coding, leading to the development of a conceptual model for strategic human resource
management in organizational reputation management. The results revealed that strategic human resource management within the BSC
framework consists of causal conditions, contextual conditions, intervening conditions, strategies, and outcomes. Causal conditions included
organizational leadership, stakeholder expectations, social responsibilities, and strategic management for growth. Contextual conditions such
as mission and policies, organizational strategies, and stakeholder interactions played a crucial role in achieving organizational reputation
management. Intervening conditions, including cultural awareness, organizational experiences, and university legitimacy, influenced
reputation management. Ultimately, HRM strategies, including macro strategies, service innovation, strategic orientation, and technological
strategies, contributed to enhancing organizational reputation. These strategies resulted in positive outcomes such as increased human capital,
stakeholder trust and loyalty, and an improved competitive position for the university. Strategic human resource management in universities
can play a significant role in strengthening organizational reputation. Implementing appropriate HRM strategies, leveraging modern
technologies, fostering positive community interactions, and fulfilling social responsibilities can enhance the university’s position at national

and international levels.
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Strategic Human Resource Management (SHRM) has emerged as a crucial element in enhancing organizational
effectiveness and sustaining competitive advantage across various sectors, including higher education. Universities, as
knowledge-driven institutions, rely heavily on their human resources to drive academic excellence, research innovation, and
institutional reputation. Effective SHRM practices contribute not only to optimizing employee performance but also to shaping
the public perception and reputation of an organization (Acar, 2024; Arora et al., 2023). Managing organizational reputation is
particularly important in the competitive landscape of higher education, where universities compete for students, faculty,
funding, and global recognition (Gautam & Saud, 2024; Hu et al., 2023). The reputation of a university influences student
enrollment rates, faculty retention, industry partnerships, and overall institutional sustainability (Idowu et al., 2023; Kumari et
al., 2021).

SHRM plays a vital role in managing organizational reputation by developing a skilled workforce, fostering a positive
organizational culture, and aligning human capital strategies with institutional goals (Magomedbekov et al., 2024; Podra et
al., 2024). Universities that effectively implement SHRM strategies can enhance their brand image, increase stakeholder trust,
and improve institutional performance. However, in many higher education institutions, including Payame Noor Universities,
HRM strategies are often fragmented and lack alignment with broader strategic goals. Moreover, universities must navigate
external challenges, such as regulatory constraints, technological disruptions, and changing societal expectations, which can
influence their reputation (Li et al., 2021; Zhou, 2023).

A structured approach to SHRM, such as the Balanced Scorecard (BSC) framework, provides a comprehensive method for
linking HRM practices with organizational performance and reputation. The BSC model, which integrates financial
perspectives, internal processes, customer satisfaction, and learning and growth dimensions, enables universities to create a
systematic HRM strategy that supports institutional reputation management (Minh & Lan, 2022; Reddy et al., 2022). By
incorporating BSC into HRM practices, universities can measure and optimize human resource contributions to institutional
reputation, ensuring a competitive edge in the education sector (Nurimansjah, 2023; Suharti & Sugiarto, 2020).

This study aims to explore the role of SHRM in managing organizational reputation in Payame Noor Universities in Tehran
Province using a qualitative approach. By examining causal conditions, contextual factors, intervening elements, HRM
strategies, and their outcomes, this research seeks to develop a conceptual model that illustrates how SHRM can enhance
institutional reputation.

Methods and Materials

This study employed a qualitative research design using a systematic grounded theory approach. Data were collected through
semi-structured interviews with 19 experts, including university administrators, HRM specialists, and faculty members with
expertise in strategic management. Participants were selected using a snowball sampling technique, ensuring that
knowledgeable informants contributed to the study. The interviews were conducted until theoretical saturation was achieved.

Data analysis was performed through open, axial, and selective coding. Initially, open coding was used to identify key
themes and concepts within the interview transcripts. Axial coding was then applied to establish relationships between
identified concepts, leading to the formation of major categories. Finally, selective coding integrated these categories into a
coherent theoretical framework explaining the role of SHRM in managing organizational reputation.

Findings
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The analysis revealed five major dimensions influencing SHRM in reputation management: causal conditions, contextual
factors, intervening conditions, strategic HRM approaches, and resulting outcomes.

Causal conditions included organizational leadership, stakeholder expectations, social responsibilities, local community
engagement, HR structure and strategy, and strategic management for institutional growth. Effective leadership was identified
as a key driver in shaping reputation through decision-making, financial sustainability, and fostering a performance-driven
culture. Stakeholder expectations, particularly those of students, faculty, and industry partners, played a significant role in
shaping HRM policies aimed at reputation enhancement. Social responsibilities, including corporate social responsibility
initiatives, environmental sustainability efforts, and student employability programs, were found to be critical in establishing a
positive institutional image.

Contextual factors encompassed the university’s vision and mission, strategic objectives, organizational communication,
and ethical leadership. A clear institutional vision aligned with market demands and academic trends was found to be essential
for reputation management. Effective organizational communication, both internally among employees and externally with
stakeholders, was highlighted as a key determinant in building and maintaining a positive reputation. Ethical leadership
practices, including transparency, accountability, and fairness in decision-making, were also identified as essential elements
influencing reputation.

Intervening conditions were categorized into three major aspects: cultural awareness, organizational experiences, and
legitimacy. Cultural awareness referred to the institution’s ability to adapt to societal expectations and global academic
standards. Organizational experiences, including past successes and failures, shaped HRM policies and their impact on
reputation. Institutional legitimacy, defined as alignment with national educational policies, regulatory compliance, and social
trust, was found to either facilitate or hinder reputation management efforts.

Strategic HRM approaches were classified into four main strategies: macro-level HR strategies, service innovation, strategic
orientation, and technological HR strategies. Macro-level strategies included structured recruitment and selection processes,
competency-based hiring, and leadership development programs. Service innovation strategies emphasized the enhancement
of student experience through career development services, experiential learning, and industry-academia collaborations.
Strategic orientation involved differentiating the university’s brand through specialized academic programs and aligning HRM
practices with long-term reputation goals. Technological HR strategies included the adoption of artificial intelligence in HRM
processes, digital learning platforms, and data-driven decision-making for workforce management.

The outcomes of effective SHRM in reputation management were categorized into four main areas: knowledge-driven
human capital, stakeholder trust and loyalty, organizational success, and competitive market positioning. Universities that
successfully implemented SHRM strategies experienced an increase in highly skilled faculty and administrative personnel,
leading to better academic performance and research output. Stakeholder trust and loyalty improved through consistent service
quality, student and faculty engagement, and effective grievance resolution mechanisms. Organizational success was reflected
in improved financial stability, student satisfaction, and external funding opportunities. Finally, universities that strategically
managed HRM practices gained a stronger competitive position in national and international education markets, attracting top-
tier students and faculty.

Discussion and Conclusion

The findings suggest that SHRM plays a fundamental role in managing organizational reputation within higher education

institutions. A structured and strategic HRM approach enhances workforce performance, institutional credibility, and
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stakeholder perceptions. Universities that integrate HRM with broader strategic goals, focusing on leadership effectiveness,
stakeholder engagement, and social responsibility, can significantly improve their reputation.

One of the key takeaways from this study is that reputation management in universities is not merely a function of marketing
and branding but is deeply rooted in HRM practices. A university’s reputation is directly linked to the quality of its faculty,
administrative efficiency, ethical leadership, and ability to provide a positive student experience. Universities that invest in
competency-based recruitment, leadership development, and employee engagement programs are better positioned to
strengthen their reputation over time.

Additionally, technology-driven HRM practices, such as Al-based recruitment, e-learning support for faculty, and
performance analytics, have emerged as significant contributors to reputation enhancement. Universities that leverage
technological innovations to streamline HRM processes and improve service delivery are more likely to gain a competitive
advantage.

Furthermore, the study highlights the importance of fostering a culture of ethical leadership and social responsibility within
universities. Institutions that prioritize transparency, inclusivity, and sustainability not only enhance their internal HRM
effectiveness but also create a positive external perception.

In conclusion, SHRM is a critical enabler of reputation management in universities. Implementing strategic HRM policies
aligned with institutional goals, fostering leadership excellence, leveraging technology, and maintaining strong stakeholder
relationships can significantly enhance university reputation. Future research should explore quantitative analyses to measure
the direct impact of HRM strategies on institutional reputation and examine cross-institutional comparisons to develop best
practices.
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