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Article Info ABSTRACT

Purpose: Human resources are organizations’ most valuable asset, and strengthening
employee motivation through transforming tacit knowledge into explicit knowledge is
essential for improving performance. This study aimed to develop an employee
motivation model based on the lived experiences of the School of Martyr General
Qasem Soleimani in Iran’s public sector.

Methodology: This applied, cross-sectional mixed-methods study was conducted in
two phases. In the qualitative phase, the lived experiences of Martyr Qasem Soleimani
were explored through in-depth interviews with 12 experts familiar with him. Data were
analyzed using thematic analysis based on the externalization process of knowledge
conversion. Purposive and snowball sampling were used in the qualitative phase, while
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managers and human resource experts from five selected ministries participated in the
quantitative phase. Validity was confirmed through researcher triangulation, and
reliability was established using Cohen’s kappa coefficient (0/78).

Results: The motivation model comprised 35 basic themes, 35 organizing themes, and
9 overarching themes. Key dimensions included jihad-oriented human capital, a
supportive organizational climate, identity-based, service-oriented, and spiritual-ethical

Keywords:
Motivation,

Martyr  Hajj  Qasem
Soleimani School,
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motivation, emotional bonds with subordinates, risk-taking, delegation of authority,

Knowledge charisma based on moral influence, idealism, and a shared vision.

Transformation, Discussion: The findings indicate that the model extends conventional motivation
Knowledge theories by incorporating spiritual, ethical, identity-based, and value-oriented
Management. dimensions, offering a context-specific framework for Iran’s public administration.

Conclusion: Transforming Martyr Soleimani’s lived experiences into explicit
knowledge through training, behavioral guidelines, and managerial systems can
strengthen employee motivation in public organizations; therefore, applying this model
in management and training programs is recommended.
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Introduction

Human resources constitute the most valuable asset within any organizational framework, and their
competencies can function as a sustainable competitive advantage in dynamic market environments.
Consequently, in an increasingly competitive global economy, organizations are compelled to comprehend
and enhance employee motivation as a strategic imperative for talent retention, operational efficiency
augmentation, and innovation catalysis. Notwithstanding extensive scholarly inquiry into motivational
theories and frameworks, the practical implementation of evidence-based interventions for improving
employee motivation across heterogeneous work environments remains a formidable challenge for both
practitioners and academicians. Concurrently, knowledge management as an interdisciplinary field traces
its epistemological origins to the oral transmission of tacit knowledge in traditional societies, subsequently
evolving into a rigorous scientific discipline during the Industrial Revolution through the systematic
documentation of tacit knowledge and its transformation into explicit knowledge via codified
organizational systems and standardized protocols. Therefore, the present study was undertaken with the
objective of developing and presenting a comprehensive conceptual model for employee motivation
grounded in the lived experience of the School of Martyr Haj Qasem Soleimani within the public sector
context, employing a tacit-to-explicit knowledge conversion approach as the overarching theoretical and
methodological framework.

Methodology

The research strategy adopted a concurrent mixed-methods design, integrating qualitative and quantitative
approaches in a complementary manner. Given the fundamental nature of the primary research problem
concerning theoretical model development, the study was essentially qualitative and exploratory in its
ontological and epistemological orientation. Accordingly, this research is classified as applied in terms of
its purpose, cross-sectional in terms of data collection timeframe, and sequentially mixed in terms of
methodological phases—utilizing qualitative methods in the first phase and quantitative methods in the
second phase. The research approach was inductive in the qualitative phase and deductive in the quantitative
phase, ensuring methodological triangulation and robustness of findings. In the qualitative phase, with
particular emphasis on the tacit-to-explicit knowledge conversion approach, the externalization process—
one of the four modes of knowledge conversion in Nonaka's SECI model—was systematically employed
as the primary analytical mechanism. The lived experiences of Martyr Soleimani, conceptualized as rich
tacit knowledge embedded in personal practice and cognitive frameworks, were extracted through semi-
structured in-depth interviews with twelve domain experts who possessed a minimum of ten years of close
professional and personal acquaintance with the martyr. These experiential data were subsequently
documented and categorized as basic themes, organizing themes, and global themes following the thematic
analysis protocol developed by Braun and Clarke. In the quantitative phase, a structured questionnaire was
meticulously designed utilizing the indicators and dimensions obtained from the qualitative phase, and
distributed proportionally among human resources personnel across five strategically selected government
ministries. The statistical population in the qualitative phase encompassed both library research
components—including biographies, speeches, scholarly articles, and the martyr's testamentary will—and
field research components comprising interviews with twelve individuals selected through snowball
sampling technique. The sampling method was purposive in the qualitative phase to ensure information-
rich cases, and random convenience sampling in the quantitative phase to enhance generalizability. The
sample size was statistically estimated at 150 respondents; however, 200 questionnaires were distributed
proportionally among managers and human resources staff experts across the five ministries, of which 180
were deemed analyzable and methodologically usable after data cleaning procedures. Thematic analysis
was employed for qualitative data analysis following the six-phase framework. To assess the reliability and
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inter-coder consistency of the research instrument, Cohen's Kappa coefficient was calculated between two
independent analysts, yielding a coefficient of 0.78, which indicates substantial agreement and good
reliability among the extracted codes. Researcher triangulation was additionally employed to enhance the
validity and credibility of the research findings.

Results

This study developed an employee motivation model grounded in the lived experiences associated with the
School of Martyr Soleimani by employing the approach of converting tacit knowledge into explicit
knowledge. Based on the factor loadings of the identified components, nine overarching themes were
validated: (1) Human Capital with a Jihadi Orientation, (2) A Supportive and Inspiring Organizational
Climate, (3) Identity- and Ideal-Oriented Motivation, (4) Service- and Social-Oriented Motivation, (5)
Spiritual and Ethical Motivation, (6) Emotional and Heartfelt Connection with Subordinates, (7) Risk-
Taking and Empowerment through Delegation, (8) Personal Charisma Based on Spiritual Influence, and
(9) Idealism and a Shared Vision. Each of these nine overarching themes represents the outcome of the
process of transforming tacit knowledge into explicit knowledge. Specifically, the lived experiences,
underlying values, and tacit competencies attributed to Martyr Soleimani were elicited through in-depth
interviews with subject-matter experts and subsequently conceptualized into these nine explicit themes. The
factor loadings for these themes are presented in the following table.

Table 1. Factor Loadings of the Overarching Themes

Row Overarching Theme Factor Loading
1 Human Capital with a Jihadi Orientation 0.95
2 A Supportive and Inspiring Organizational Climate 0.94
3 Identity- and Ideal-Oriented Motivation 0.92
4 Service- and Social-Oriented Motivation 0.92
5 Spiritual and Ethical Motivation 0.87
6 Emotional and Heartfelt Connection with Subordinates 0.82
7 Risk-Taking and Empowerment through Delegation 0.78
8 Personal Charisma Based on Spiritual Influence 0.73
9 Idealism and a Shared Vision 0.73

Based on the above table, each overarching theme comprised a set of constituent themes as follows:

- The overarching theme "Human Capital with a Jihadi Orientation" consisted of the constituent themes of
self-confidence and reliance on domestic capabilities, courage and proactive field leadership, jihadi
commitment and diligence, and continuous learning and strategic insight.

- The overarching theme "A Supportive and Inspiring Organizational Climate" included the constituent
themes of respect and compassion toward subordinates, trust, participation and consultation, field presence
and role modeling, constructive and paternal feedback, and continuous and careful monitoring of
employees' morale.

- The overarching theme "ldentity- and Ideal-Oriented Motivation" comprised the constituent themes of the
identity of resistance and the righteous front, pride in organizational affiliation, learning from martyrs and
jihadi elites as role models, and a sense of civilizational mission aligned with the Second Step.

- The overarching theme "Service- and Social-Oriented Motivation" encompassed the constituent themes
of people-centeredness and respect for human dignity, service orientation and self-sacrifice, commitment
to administrative justice, and the social and divine mission of public service.

- The overarching theme "Spiritual and Ethical Motivation™ included the constituent themes of God-
centeredness and duty orientation, sincerity and integrity, self-discipline through inner struggle, trust in
God, hope and patience, and the integration of pure intention with professional competence.
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- The overarching theme "Emotional and Heartfelt Connection with Subordinates” consisted of the
constituent themes of support for employees' families, the use of persuasive communication, empathy, and
humility alongside strength and authority.

- The overarching theme "Risk-Taking and Empowerment through Delegation™ comprised the constituent
themes of youth-oriented leadership and delegation of authority.

- The overarching theme "Personal Charisma Based on Spiritual Influence" included the constituent themes
of emphasis on developing individuals and charismatic influence through heartfelt relationships.

- The overarching theme "ldealism and a Shared Vision™" consisted of the constituent themes of clearly
articulating ideals, aligning organizational goals with higher ideals, creating a shared global visionary
outlook, and promoting a spirit of dedication and struggle.

In the figure below, llustrates the process of developing the employee motivation model for public-sector
organizations based on the lived experiences of the School of Martyr Haj Qasem Soleimani through the
tacit-to-explicit knowledge conversion approach.

[ The Lived Experiences of Martyr Haj Qasem Soleimani ]

Tacit Knowledge
Skills, Values, Beliefs, and Lived Experiences

Externalization Process (Tacit-to-Explicit Knowledge Conversion)
In-depth Interviews with Experts, Thematic Analysis, and Systematic Coding

Explicit Knowledge
Basic Themes, Organizing Themes, and Overarching Themes

e

[ Public-Sector Employee Motivation

Nine Overarching Motivation Themes
Human Capital with a Jihadi Orientation, Supportive and Inspiring Organizational
Climate, Identity- and Ideal-Oriented Motivation Service- and Social-Oriented
Motivation, Spiritual and Ethical Motivation, Emotional and Heartfelt Connection
with Subordinates, Risk-Taking and Empowerment through Delegation, Personal
Charisma Based on Spiritual Influence, Idealism and a Shared Vision

Fig. 1. The Process of Developing the Proposed Model

Following the mapping of the implementation process and the development of the proposed model, the
table below presents the stages of the research methodology, the actions undertaken, the tools employed,
the procedures for extracting codes and themes and validating them, as well as the necessary explanations
regarding the design of a motivation model for public-sector employees. The model is grounded in the lived
experiences embodied in the School of Martyr General Qassem Soleimani and adopts a tacit-to-explicit
knowledge conversion approach.
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Table 2. Conversion of Tacit Knowledge into Explicit Knowledge

Section Description
Lived Experiences of Primary Source of Tacit Knowledge
Martyr General All experiences, behaviors, and interactions accumulated throughout his years of
Qassem Soleimani leadership
Core Components of Tacit Knowledge
Tacit Knowledge Leadership competencies; spiritual—ethical values; identity—ideological beliefs; emotional

and heartfelt experiences.

Externalization Process (Articulation)
Twelve in-depth expert interviews, thematic analysis, systematic coding, and inter-rater
reliability (Cohen's Kappa = 0.78).

Externalization Process
(Articulation)

Knowledge Extraction Outcomes

Explicit Knowledge 35 basic themes, 35 organizing themes, and 9 overarching themes.

Public-Sector
Employee Motivation
Model

Final Output
An implementable motivation model for public-sector employees.

An implementable motivation model for public-sector employees.
Nine Overarching Themes (Factor Loadings)
Human Capital with a Jihadi Spirit
Supportive Organizational Climate
Identity—Ideological Motivation
9 Overarching Themes Service-Oriented Social Motivation
Spiritual-Ethical Motivation
Emotional and Heartfelt Attachment
Risk-Taking and Empowerment through Delegation
Personal Charisma
Idealism

The externalization process resulted in the conversion of tacit knowledge into explicit knowledge, yielding
35 basic themes, 35 organizing themes, and 9 overarching themes. Together, these themes constitute the
final motivation model for public-sector employees.

Discussion

While predominant motivational theories and models—ranging from Maslow's hierarchy of needs to
Herzberg's two-factor theory and contemporary self-determination theory—focus predominantly on
individual psychological needs and psychosocial factors, the School of Martyr Soleimani offers the
distinctive capacity to provide an indigenous, value-based, and culturally-embedded model for
understanding and enhancing motivation within the Islamic administrative system of Iran. By incorporating
spiritual, ethical, identity-based, value-laden, and affective-emotional charismatic influence dimensions,
this model extends the analytical scope of motivation beyond the individual level and explains and analyzes
it within an endogenous-exogenous cultural framework that is contextually appropriate for Iranian public
organizations. In this regard, analyzing and consequently enhancing employee motivation in Iranian public
organizations without adequate consideration of cultural, religious, and identity contexts constitutes a futile
endeavor toward motivating employees to achieve organizational objectives. Instead, it necessitates
imbuing administrative work with profound meaning as a divine duty or sacred responsibility, fostering an
emotional-affective bond between manager and subordinates based on mutual respect and trust, cultivating
the manager's personal charisma grounded in spiritual influence and moral authority, promoting idealism
and a shared transcendent vision between manager and subordinates, and institutionalizing a culture of
jihadi service and selfless dedication within the Islamic administrative system.
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Conclusion

In this model, the martyr's lived experience as rich, contextually-bound tacit knowledge, converted into
explicit knowledge through systematic training models, behavioral guidelines, and motivational systems,
can be effectively implemented in the public sector and render employee motivation profoundly meaningful
in connection with spiritual, ethical, social, and idealistic values. From this theoretical and practical
perspective, the School of Martyr Soleimani can serve as a valuable, accessible, and culturally-relevant
resource for public organizations to redesign human resource management strategies and policies and
improve both individual and organizational performance in the public sector. Through the systematic tacit-
to-explicit knowledge conversion process, this school of thought can become a transferable, scalable
educational model that introduces a new generation of public managers to essential spiritual, ethical, and
identity-based values. Therefore, it is recommended that public organizations systematically utilize self-
efficacy training programs, empathetic management guidelines, organizational identity-building systems,
service-orientation frameworks, spiritual-ethical training programs, employee emotional support systems,
delegation of authority guidelines, manager charisma development programs, and strategic vision
management systems to operationalize this model.
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