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Objective: The objective of this study is to explore the lived experiences of
government managers regarding the implementation of the 34000 human resource
standard using a phenomenological approach.

Methodology: This research employed a mixed-methods approach, combining
qualitative phenomenological interviews with 12 experienced managers and a
quantitative analysis using ISM-DEMATEL to examine inter-variable
relationships. In the quantitative phase, the statistical population consisted of 200
HR professionals and managers from public organizations, with 127 participants
selected using Cochran’s formula. Coding in the qualitative section followed open,
axial, and selective procedures.

Findings: Five key components were identified: the essence, antecedents,
consequences, strengths, and weaknesses of the 34000 standard. Managers
emphasized improvements in HR performance, development of new organizational
structures, successful team-building, participative leadership, and challenges such
as technological limitations and organizational conflicts. Quantitative results
showed high reliability (Cronbach’s alpha and composite reliability > 0.7 for all
dimensions), and the model's Goodness-of-Fit index (GOF) was 0.388, indicating
strong structural validity.

Conclusion: The 34000 standard facilitates organizational cultural transformation,
strategic alignment of HR functions, and sustainable development of human
capabilities. The findings provide valuable insights for public sector managers
seeking to leverage this standard for enhanced organizational performance and
employee satisfaction.

Keywords: 34000 standard, human resources, lived experience, phenomenology,
human resource management
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EXTENDED ABSTRACT
Introduction

Human resources are widely regarded as the most vital asset of any organization due to their
unique, irreplaceable contributions to organizational knowledge, capabilities, and competitive advantage
(Mohammadi Yazdi et al., 2023; Mohammadi Yazdi et al., 2024; Rogiers et al., 2020). In today’s dynamic
environment, the ability of organizations to attract, retain, and nurture skilled human capital is increasingly
seen as a key differentiator (Mohammadzadeh et al., 2023). The experiences of leading organizations have
demonstrated that investment in human resources is foundational to their growth and strategic success
(Mohammadi & Nakshineh Fard, 2016; Mohammadi & Safavi Hammami, 2022; Rajabi Farjad & Toranian, 2024).
Consequently, organizations now view efficient human resource management (HRM) systems not merely
as administrative functions but as strategic tools that enhance competitiveness (Pak et al., 2019; Parsakia,
2024; Parsakia et al., 2023).

Given the increasing complexity of organizational environments and the external pressures they
face, traditional HRM approaches often fall short in ensuring sustained performance (Paais & Pattiruhu,
2020). Recognizing this gap, the 34000 Human Resource Standard was developed as a comprehensive and
phased model to promote continuous HRM improvement, strategic alignment, and capability development
within organizations. The model offers a roadmap for maturity in HR systems and aims to embed HR best
practices in alignment with broader organizational goals. It facilitates organizational transformation by
emphasizing participative leadership, quality management, and adaptive structures (Gholipour et al., 2021;
Gholipour & Esmaeili, 2017; Gholipour et al., 2022). The five-level maturity model ranges from ad-hoc HR
practices to optimized, integrated systems capable of fostering long-term strategic value (Tavoli et al.,
2018).

Literature has further highlighted that lived experiences of managers and employees provide
critical insights into the implementation and effectiveness of HR standards (Venugopal et al., 2020).
Research indicates that contextual factors such as organizational culture and environmental dynamics
significantly influence the success of models like the 34000 standard (Gholipour et al., 2022; Kakar & khan,
2022). Given these perspectives, this study aims to investigate the lived experiences of government
managers regarding the implementation of the 34000 Human Resource Standard through a
phenomenological lens, with a focus on identifying the essence, strengths, weaknesses, antecedents, and
consequences of the standard as perceived by those directly involved.

Methodology

This study adopted a mixed-methods research design with a phenomenological approach in the
qualitative phase and a descriptive-applied methodology in the quantitative phase. The qualitative phase
involved in-depth interviews with 12 government managers who had direct experience with implementing
the 34000 standard in their organizations. These interviews were conducted using an open-ended format
and analyzed through open, axial, and selective coding techniques to derive conceptual categories and
themes.
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In the quantitative phase, a sample of 127 HR managers and experts was selected from a population
of 200 individuals using Cochran’s formula. This phase employed the ISM-DEMATEL hybrid method to
determine interrelationships among identified variables, including the intensity and direction of influence
between them. Data reliability and validity were tested through Cronbach’s alpha, composite reliability
(CR), and Average Variance Extracted (AVE), with thresholds for acceptable values set at 0.7 and 0.5,
respectively. The structural model’s goodness-of-fit was also assessed to evaluate the quality of the
proposed framework.

Findings

The qualitative findings revealed five major themes related to the 34000 HR standard: the essence,
antecedents, consequences, strengths, and weaknesses of implementation.

Regarding the essence, managers emphasized that implementation enhanced the strategic position
and functional performance of HR departments. This included improved employee performance
evaluations, recognition of individual competencies, and increased job satisfaction.

In terms of antecedents, participants highlighted that establishing a modern HR structure and
achieving organizational acceptance were critical. These prerequisites helped foster a shared identity
among staff, strengthen organizational relationships, and embed knowledge management practices.

The consequences of the standard were found to include enhanced team-building, better alignment
between management and employees, and improved organizational performance indicators. These
outcomes facilitated collective synergy and knowledge transfer, and promoted cohesive operational
frameworks.

As for weaknesses, participants pointed to external environmental constraints, such as
technological limitations, market volatility, and geopolitical factors like sanctions. These elements
hindered the optimal application of the standard and created internal organizational conflicts and
knowledge deficits.

Strengths of the standard were perceived in areas such as participative leadership, organizational
citizenship behavior, and institutional support. These factors contributed to increased staff engagement,
alignment of values, and shared decision-making across organizational levels.

Quantitative analysis supported the qualitative insights. Reliability analysis showed Cronbach’s
alpha values ranging from 0.736 to 0.863, and CR values between 0.842 and 0.936 across all dimensions.
AVE values exceeded the minimum threshold, confirming convergent validity. The Fornell-Larcker
criterion confirmed discriminant validity among constructs.

Demographic data revealed that 43.2% of participants were male and 56.8% female, with the
majority aged between 31 and 50. Most had over a decade of professional experience. The model’s GOF
index was 0.388, indicating a good overall fit, and the R2 values for key constructs ranged from 0.325 to
0.410.

Discussion and Conclusion

This study provides an in-depth exploration of the lived experiences of government managers
during the implementation of the 34000 HR standard. The results suggest that the model enhances HRM
by elevating the status of HR within the organization and aligning it with strategic goals. The essence of
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the model was reflected in improvements to employee evaluation, competency recognition, and
satisfaction, indicating its practical benefits.

Antecedent factors such as the creation of a modern HR structure and internal organizational
acceptance were found to be essential for effective implementation. These elements fostered a sense of
shared identity, improved internal communication, and supported knowledge integration. Consequently,
these facilitated the model’s institutionalization within the organization.

The consequences of implementation, including successful team-building and improved
organizational performance, indicate that the model not only influences HR practices but also has broader
organizational impacts. Managers noted increased synergy among staff and improved alignment between
individual roles and organizational strategy.

Despite its strengths, the implementation process was not without challenges. Managers pointed
to technological gaps, market-related uncertainties, and broader external constraints that hampered full
deployment of the standard. These limitations point to the importance of context-sensitive application
strategies that account for environmental and institutional realities.

Nonetheless, the standard’s strengths in fostering participative leadership and collaborative
decision-making were widely acknowledged. These qualities contributed to the emergence of a supportive
organizational culture, which, in turn, reinforced employee engagement and organizational cohesion.

In practical terms, this study highlights several implications for public sector managers. First,
organizations should pay close attention to both the structural and cultural readiness required for
successful implementation. Second, efforts should be made to mitigate external constraints through
strategic partnerships and technological investment. Third, future deployments of the 34000 standard
should focus on continuous improvement, leadership development, and employee empowerment.

Finally, the research suggests several avenues for future study. Comparative research could
examine the applicability and impact of similar HR standards in different institutional or national contexts.
Additionally, longitudinal studies may offer deeper insights into how the impacts of implementation
evolve over time. This study contributes meaningfully to both the academic literature on HRM standards
and the practical field of public sector management.
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