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Background: The Social Security Organization requires a model to enhance performance to succeed
in the complex global economy and survive the competitive business environment. On one hand,
traditional methods commonly used for performance evaluation in this organization need to be
revisited and aligned with the demands of the current era. A specialized study aiming to model the
antecedents and consequences of performance evaluation based on psychological concepts within
this organization was not identified in the literature review.

Aims: The present research was conducted with the objective of modeling the antecedents and
consequences of performance evaluation based on psychological concepts in the Social Security
Organization.

Methods: The design of the present research is exploratory mixed-methods (qualitative-
quantitative). Sampling was done using a purposive method. The qualitative research field included
expert professors in psychology, human resource management, and senior performance managers of
the Social Security Organization, with 26 of them being interviewed selectively. The quantitative
section’s population included the employees of the Social Security Organization. The sample size
was calculated as 384 individuals using Cochran’s formula and sampling was done through simple
random selection. Theme analysis and the software Maxqgda version 12 were used for identifying the
antecedents and consequences of performance evaluation within the Social Security Organization in
the qualitative part. For model validation in the quantitative section, the Partial Least Squares method
with Smart PLS software was employed.

Results: In the open coding stage, 408 codes were identified. Eventually, through axial coding, 2
overarching themes, 12 organizing themes, and 60 basic themes were developed. The findings
suggest that by maintaining psychological hygiene, accurate performance evaluation in this
organization is attainable. Ergonomics compliance aids in preserving the health of the employees.
Conclusion: Analysis and understanding of the findings of this study can help managers to have a
clear picture of the factors that affect performance evaluation methods and subsequently define
optimal strategies for improving organizational performance and employee welfare. These findings
can also lay the foundation for specialized training programs to enhance assessment and performance
management skills and increase staff awareness of organizational expectations in the overall success
of the organization.
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Introduction

In recent years, the importance of incorporating
psychological concepts in the evaluation of employee
performance has gained substantial attention (Memon
et al., 2020). The pursuit of effective performance
appraisals in organizations, particularly within the
context of Social Security organizations, necessitates
more than the traditional approaches of objective
metrics and bottom-line results (Dasanayaka et al.,
2021). This gap calls for an innovative evaluation
model that integrates psychological constructs into
the assessment of performance, thereby fostering a
work environment that is not only productive but also
psychologically conducive (Cotterill, 2018).
Performance appraisal is a critical component of
human resource management that directly influences
organizational outcomes, workforce development,
and individual employee progress. The relevance of
understanding the psychological antecedents that
motivate an employee’s behavior and the outcomes
following the appraisal process cannot be overstated
(Berman et al., 2022). The framework for
performance evaluation, hence, requires an intricate
understanding of motivation theories, job satisfaction
parameters, and organizational commitment indices,
among other psychological facets. The current article
proposes a comprehensive model premised on robust
psychological research, which provides new insights
into the antecedents and effects of performance
evaluation within the Social Security Organization
(SSO). The objective is to elucidate the implicit
psychological components that precede and follow
the evaluation process and their respective impacts on
both individual and organizational performance
(Brefo-Manuh, & Anlesinya, 2023). To underpin this
expansive model, we bridge multiple disciplines,
namely psychology, organizational behavior, and
human resource management, creating a unique
synergy of perspectives that is essential for
understanding the full scope of performance
evaluations. We argue that tapping into the
psychological dimensions informs a more nuanced
and humane appraisal, which, in turn, contributes
positively to employee satisfaction and loyalty
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(Belsito, & Reutzel, 2020). Considering the
specialized environment of the SSO, it is vital to
contextualize these components within the distinct
organizational culture and values of such entities.
Organizations vested in public welfare, social
security, and community services operate with
intricate dynamics that include public accountability,
ethical standards, and a commitment to social values.
As such, performance appraisal systems in these
environments require tailored methodologies that
capture these dynamics. To present a solid case for
our proposed model, we delve into seminal theories
and up-to-date empirical studies that advocate the
integration of psychological considerations into
performance evaluations. Our model development
follows a meticulous methodology, underpinned by
both qualitative and quantitative research approaches,
involving thought leaders and seasoned professionals
from the SSO as well as academic scholars. By
extending the borders of traditional performance
metrics to include psychological elements, the article
offers a nuanced approach to assessing and enhancing
the capability of SSOs to meet their objectives more
efficiently. This extended integration not only
enriches the performance evaluation practices but,
more importantly, aligns them with modern theories
of employee motivation and organizational
effectiveness. In sum, the extended introduction
outlines the need for a novel model that synthesizes
psychological perspectives into the performance
evaluation process within SSOs. It sets the stage for
unfolding a theoretically grounded and empirically
tested approach that potentially redefines
performance appraisal to be more aligned with
contemporary  organizational realities  and
psychological principles.

Method

The present study, in terms of its objective, is an
applied-developmental research that seeks to model
the antecedents and consequences of performance
evaluation based on psychological concepts within
the Social Security Organization. As for the data
collection method, it is a non-experimental
(descriptive) study conducted by means of cross-
sectional survey. Regarding the data analysis method,
it is an exploratory mixed research (qualitative-
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quantitative). The qualitative participant community
includes professors of human resource management,
psychology professors, senior managers, and
performance managers of the Social Security
Organization. Based on Miller et al's (2010)
viewpoint, five criteria were used for participant
selection: key informant status, renowned, theoretical
knowledge, diversity, and motivation to participate.
Sampling was through targeted method and
theoretical saturation was achieved after 26
interviews. The quantitative section's statistical
community includes employees of the Social Security
Organization in Tehran from the year 2020 to 2022.
Using Cochran's formula for large populations, a
minimum sample size of 384 was estimated
(Cochran, 1977). Since the statistical population is
homogeneous, simple random sampling was used and
continued until the required minimum sample size
was reached.

Results

In the qualitative section, perspectives from 26
individuals were used, including 7 human resource
management professors, 7 psychology professors,
and 12 senior managers and human resource
managers from the Social Security Organization.
Gender-wise, there were 23 males and 3 females. By
age, 7 individuals were under 40, 16 were between 40
and 50, and 3 were over 50. Educationally, 18 had a
master’s degree and 8 had a doctoral degree. In terms
of work experience, 7 individuals had between 5 and
15 years, and 19 had over 15 years of experience.

In the quantitative section, perspectives from 384
Social Security Organization employees were
utilized, consisting of 244 males (64%) and 140
females (36%). From an educational viewpoint, 42
individuals (11%) had an associate degree or less, 152
(40%) had a bachelor’s degree, 159 (41%) had a
master’s degree, and 31 (8%) had doctoral degrees. In
terms of age, 178 individuals (46%) were under 40
years old, 116 (30%) were between 40 and 50 years
old, and 90 individuals (23%) were 50 years and
older. Regarding work experience, 64 individuals
(17%) had less than 10 years, 126 (33%) between 10
and 15 years, 109 (28%) between 15 and 20 years,
and 85 (22%) had more than 20 years of experience.
Also, participation was as follows: 207 individuals
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(54%) from the insurance sector, 43 (11%) from the
investment sector, and 134 (35%) from the medical
sector.

Effect size (F"2) indicates the extent of variance in
dependent variables explained by independent
variables. The values considered are 0.02 (weak),
0.15 (medium), and 0.35 (large) (Cohen, 2013). The
effect size for the influence of performance policy-
making on corporate social responsibility was found
to be less than 0.02, leading to the rejection of the
related hypothesis. In other cases, the effect size was
estimated to be medium to strong.

The determination coefficient index (R"2) and the
predictive relevance index (Q”2) were used to assess
the predictive power of the model. These two indices
are calculated for endogenous variables. The model’s
predictive power indices (R"2) and (Q"2) are
reported in Table 1.

Table 1. The predictive power of the model of antecedents and
consequences of performance evaluation based on psychological

concepts
Main Themes R? Q2
Performance budgeting 0.741 0.312
Performance policy 0.682 0.106
Quality of working life 0.806 0.253
Work processes 0.756 0.231

Personality characteristics of employees 0.703 0.166
Strategic performance management 0.794 0.161

social responsibility 0.729 0.280
Psychological health 0.728 0.703
Personality characteristics of evaluators  0.753  0.257
performance evaluation 0.751 0.331

Based on the results presented in Table 1, the
determination coefficient of the model’s endogenous
constructs is satisfactory. The determination
coefficient for performance evaluation is reported as
0.768. Therefore, the variables of the model have
been able to explain about 77% of the variance in
performance evaluation. The predictive relevance
index (Q"2) has also been obtained as positive in all
cases, indicating that the model has an adequate
predictive capability.

For model fit assessment, the Goodness of Fit index
(GOF), RMS _theta, and Standardized Root Mean
Square Residual (SRMR) are used. For the GOF
index, the values of 0.01, 0.25, and 0.36 are
introduced as weak, medium, and strong,
respectively. For RMS theta, values below 0.12
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indicate a good model fit, while higher values indicate
a lack of fit. The SRMR index is ideally below 0.1
and more strictly less than 0.08. In this study, the
GOF index reached 0.545, which is greater than 0.36.
The RMS_theta value came out at 0.098, which is less
than 0.12. The SRMR was also calculated to be 0.05,
which is less than 0.08, and therefore, the model fit is
deemed satisfactory.

Conclusion

The current research was conducted to model the
antecedents and consequences of performance
evaluation based on psychological concepts in the
Social Security Organization. The results indicated
that the comprehensive themes of the model include
12 main themes: work psychology, performance
policymaking, = work  processes,  personality
characteristics of appraisers, personality traits of
employees, strategic performance management,
performance budgeting, quality of work-life, social
responsibility, performance evaluation, strategic
human resource management, and psychological
health. In the findings of Aslani et al. (2021) and Rana
and Singh (2022), performance policymaking and
work processes were mentioned, which is congruent
with the results of the present research. Additionally,
the findings of Karbalaei et al. (2022) also referred to
components such as quality of work-life, social
responsibility, and performance evaluation, which are
consistent with the results of this research.
Ultimately, it was determined that the components of
the personality traits of appraisers and employees are
in line with the results of studies by Olfat et al. (2022)
and llmazsoy (2022).

Modeling results showed that work psychology and
strategic human resource management are at the first
level. The aforementioned components have an
impact on second-level components that include
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organizational processes, performance policymaking,
and performance budgeting. The second-level
components impact the third-level components,
which are social responsibility and strategic
performance management. These two components
have a direct effect on fourth-level components,
including the personality traits of employees and
appraisers. Subsequently, these two components lead
to performance evaluation, and ultimately,
psychological health and quality of work-life can be
achieved.
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