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ABSTRACT

The study examines the role of strategic human capital management (SHCM) in advancing higher education performance and employee satisfaction 
in Pakistan. Human resource practices have been studied extensively in the past, while few studies have examined how SHCM influences workplace 
dynamics in complex academic settings, particularly in developing countries. The study employed a mixed-methods approach, examining the responses 
of 498 stakeholders, including academics, administrators, and graduate scholars, on SHCM processes. Survey results indicate that fair compensation, 
inclusive management, and supportive leadership are key to fostering job performance. Additionally, cultural values influence the employer-employee 
relationship, and self-efficacy mediates the impact of SHCM approaches on employee satisfaction. Qualitative observations highlight the importance 
of participatory environments and professional advancement. The findings illustrate practical ways for university administrators to develop effective 
and culturally sensitive HRM systems, contributing to human capital research.

Keywords: Strategic Human Capital Management, Employee Satisfaction, Employee-Employer Relationship, Rewards, Cultural Values, Self-
Efficacy, Higher Education Institutions 
JEL Classifications: D23, J24, M14

1. INTRODUCTION

Strategic human capital management (SHCM) is becoming 
increasingly important for organizational effectiveness in 
knowledge-intensive businesses, such as those involving academia-
industry linkages. Institutions must develop comprehensive 
human capital management strategies in a world of rapid digital 
innovation, competitive academic environments, and shifting 

worker expectations (Alfawaire and Atan, 2021). SHCM extends 
beyond traditional human resource management by linking worker 
development, engagement, and welfare to the institution’s goals. 
This strategic alignment is crucial at higher education institutions 
(HEIs), as the productivity and satisfaction of academic and 
administrative staff directly impact the reputation, research 
output, and student achievement. Despite its growing relevance, 
there is limited evidence of SHCM’s influence on employment 
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outcomes in higher education in emerging countries, particularly 
in South Asia (Sharif et al., 2024; Malik et al., 2024). HEIs in 
Pakistan face challenges such as rising enrollment, reduced 
funding, and global competition. Strategic human resource policies 
significantly impact institutional performance and employee 
satisfaction; therefore, understanding these policies is crucial 
to organizational effectiveness. This study examines SHCM 
practices, employee satisfaction, and institutional performance 
to bridge this information gap, focusing on cultural values and 
self-efficacy as moderators and mediators. The study’s theoretical 
and practical findings provide valuable insights into human 
resource approaches. It advances the strategic management and 
human capital literature by offering non-Western perspectives. 
It offers evidence-based advice for policymakers and university 
administrators on creating friendly, adaptive, and productive 
learning environments. The study employs both quantitative and 
qualitative methods to explore how SHCM can be applied in 
higher education in Pakistan and other similar contexts, addressing 
evolving needs in institutional settings.

Human resource management is increasingly important because 
effective HRM practices drive long-term economic success. 
Strategic HRM investments may increase firm performance 
and competitiveness. The complexity and unpredictability of 
globalization prompt businesses to adapt swiftly in order to 
compete in the global market (Sadikin et al., 2023). Geethanjali 
et al. (2024) stated that HR methods enhance company performance 
by aligning policies with business objectives. As the business 
landscape evolves, human resource management must develop 
sound human capital strategies, adopt modern marketing methods, 
integrate advanced technology into daily operations, and adapt to 
new automation trends, such as robotics, to manage workflow. 
According to Kaur and Gandolfi (2023), these evolving roles of 
human resources reflect the increasing need for digital literacy 
and strategic agility in SHCM frameworks. Kumari and Kumar 
(2023) argued that motivation improves working conditions and 
helps schools achieve their objectives. Jahmani et al. (2023) stated 
that several linked factors determine an organization’s strength 
and success, including the job satisfaction of higher education 
professionals and institutional support, which impact human capital 
development. Knowledge management strategies indirectly affect 
cross-cultural company performance via employee satisfaction. 
Staff development and training are crucial as HRM methods that 
enabled remote work allowed firms to continue functioning and the 
public to remain safe during the COVID-19 pandemic (Hamouche, 
2023). This highlighted the challenges of maintaining performance 
and productivity in dynamic environments. Sustainable HRM 
(SHRM) views workers as assets that contribute to a lasting 
organizational culture; therefore, it prioritizes employees’ desires, 
needs, and perspectives. E-HRM systems enhance corporate 
performance by positively impacting employee satisfaction and 
productivity (Nyathi and Kekwaletswe, 2024).

The study addressed the following research concerns within the 
context of evolving workforce management, technology, and 
globalization. First, how do employee-employer relationships, 
rewards, and SHCM impact employee satisfaction in Pakistan’s 
HEIs? Given globalization and technological advancements, 

this study examines how effective HR management affects 
organizational success. Second, how do cultural values moderate 
the relationship between employee-employer relationships and 
employee satisfaction in HEIs? This examines how organizational 
support systems impact employee motivation and performance 
in academia. Third, to what extent does self-efficacy mediate 
the effects of SHCM on employee satisfaction in Pakistan’s 
HEIs? Aligning human resource strategies with corporate goals 
is crucial in today’s digital, competitive market. This examines 
how employee outcomes influence sustainable HR strategies 
and business performance. Globalization and technological 
advancements have led researchers to explore how strategic human 
resource management affects organizational performance and 
competitive advantage. Based on the stated research questions, 
the following are the study’s objectives:
1.	 To investigate the direct effects of employee-employer 

relationships, rewards, and SHCM strategies on employee 
satisfaction in Pakistan’s HEIs.

2.	 To examine the moderating role of cultural values in the 
relationship between employee-employer relationships and 
employee satisfaction.

3.	 To evaluate the mediating role of self-efficacy in the 
relationship between SHCM and employee satisfaction in 
HEIs.

The study’s practical recommendations help policymakers and 
administrators develop culturally relevant SHCM policies that 
foster employee satisfaction and institutional success. Their efforts 
advance academic understanding and provide the framework for 
similar research.

2. LITERATURE REVIEW

Theoretical underpinnings, notably SHCM at Pakistan’s HEIs, 
shape this study’s conceptual framework. Human Capital Theory 
provides the best foundation for understanding how strategic 
human capital expenditures may improve company performance 
and employee satisfaction. Becker’s (2009) work inspired the 
human capital theory, which promotes employee development 
to enhance organizational performance. According to this theory, 
success in higher education depends on intellectual and professional 
capacities; therefore, SHCM tactics such as training, mentorship, 
and career advancement are particularly relevant. Institutional 
goals that support human capital development can foster employee 
happiness and retention (Cachón-Rodríguez et al., 2022). Cultural 
theory examines how cultural values indirectly affect workplace 
dynamics and attitudes. In Pakistan, a collectivist society, 
interpersonal harmony, community orientation, and respect for 
hierarchy greatly affect employee-employer relationships. Culture 
moderates the efficacy of SHCM techniques, as Hofstede (1984) 
stated that national culture dimensions—collectivism and power 
distance—explain this phenomenon. Collective societies may have 
happier workers if awards are focused on team performance rather 
than individual achievement. This theory supports the study’s 
central claim that cultural values moderate organizational practices 
by illustrating how cultural settings impact business outcomes. 
Human capital theory and cultural theory are used in this study 
to bridge the gap between global-scale theoretical constructs 
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and their localized applications. Human capital theory offers a 
fundamental justification for investing in people, whereas cultural 
theory ensures that Pakistan’s distinctive cultural norms are 
incorporated (Waheed and Zhang, 2022). Combining two theories, 
this study improves its predictions about how SHCM strategies, 
perks, and employee-employer relationships affect job satisfaction. 
The interactions between these theories illuminate both extrinsic 
and intrinsic motivators, complicating the relationship between 
organizational practices and employee outcomes.

According to Bandura’s (1997) self-efficacy theory, this framework 
also supports the mediating role of self-efficacy, which is the 
belief that one can succeed, affecting motivation, behavior, and 
performance. SHCM relies on self-efficacy to link organizational 
strategy to employee satisfaction. Professional development 
activities that enhance employees’ knowledge and skills can 
reinforce their self-efficacy, resulting in improved job satisfaction 
and productivity (Van Tam, 2024). Employees in higher education 
routinely encounter intricate and diverse situations, making this 
mediating influence all the more crucial. Encouraging self-efficacy 
can help workers overcome these issues and boost organizational 
performance. Cultural values moderate the success of SHCM 
methods and other organizational practices. In societies with 
high power distance, workers may seek hierarchical connections 
and recognition from leadership (Farooq and Tripathi, 2024). In 
low-power-distance environments, collaborative and participatory 
management may be more effective. This study employs cultural 
theory to examine cultural values as a moderator, providing 
practical guidance for tailoring SHCM strategies to Pakistan’s 
cultural context. This approach ensures that the study’s findings 
are theoretically robust and practically relevant.

Employee satisfaction and organizational performance depend on 
employer-employee relationships, the foundation of organizational 
dynamics. HEIs emphasize intellectual engagement and mutual 
respect, making employee-employer relationships crucial (Yesufu 
and Alajlani, 2024). Open communication, trust, and mutual 
understanding may strengthen employer-employee relationships. 
High morale, minimal turnover, and a strong sense of belonging are 
all fostered by good connections, which inspire employees. Strong 
employee-employer relationships are crucial in Pakistan’s higher 
education sector, as workers often face limited resources and 
bureaucratic hurdles. Culture influences workers’ expectations and 
perceptions of managerial action (Fawehinmi et al., 2024). Malik 
et al. (2023) examined faculty satisfaction with HRM policies and 
practices at private institutions in Rawalpindi, Pakistan. The results 
suggest that private schools should prioritize HRM to improve 
staff development and institutional growth, as teacher satisfaction 
and academic success depend on it. Hazeen Fathima and Umarani 
(2023) examined performance management, wage equality, and 
employee relations from the standpoint of Indian construction 
engineers. Their study shows that engineers’ intentions to stay with 
their present employer depend on the fairness of these processes. 
If management treats employees fairly, they tend to stay. This 
research explains how HRM justice influences construction crew 
retention, laying the groundwork for initiatives that enhance 
engineers’ job satisfaction and retention. Ahmad et al. (2023) 
examined the employability, organizational commitment, and 

HRM practices of sports graduates. Their study reveals that 
employability acts as a mediator between HR management and 
organizational commitment. These findings enhance student 
interest and employability by enabling institutions to tailor courses 
to meet the needs of local companies.

Motivating and inspiring employees requires bonuses and 
incentives, as these programs attract, retain, and motivate 
workers. Higher education institutions must provide competitive 
salaries, health insurance, retirement benefits, and professional 
development opportunities to meet the needs of both academic 
and administrative staff. Non-monetary advantages, such as 
public recognition, professional growth opportunities, and 
work-life balance initiatives, make employees happier (Binghay, 
2022). Due to budget constraints, Pakistan’s universities and 
colleges cannot afford to offer substantial scholarships and 
other financial assistance. Creative, non-monetary incentive 
systems may be beneficial in this situation. Research indicates 
that incentive systems should align with cultural norms to be 
most effective (Xu et al., 2021). Collectivist countries, such as 
Pakistan, value teamwork and public recognition above individual 
accomplishments. These results emphasize the necessity for reward 
schemes that incorporate cultural norms and address both intrinsic 
and extrinsic worker motivations. Haque (2023), in a study of 
modern firm retention methods, emphasized the importance 
of healthy employer-employee relations. The study highlights 
effective retention methods and provides recommendations for 
enhancing employee satisfaction and productivity. Fitri (2024) 
examined how compensation constraints affect employee retention 
in the food business. Employee retention was most significantly 
affected by professional advancement, healthcare benefits, flexible 
schedules, and competitive compensation. Although the food 
business was competitive, wage practices proved the most effective 
at retaining workers.

2.1. Hypotheses Development
SHCM is essential in today’s knowledge-driven and competitive 
economy, particularly for HEIs. This study applies human capital 
theory to argue that investing in people through structured learning, 
fair remuneration, career advancement, and supportive work 
environments can enhance performance and employee satisfaction. 
According to Becker (2009), any economy benefits from people’s 
knowledge, skills, and talents; such investments in intellectually 
labor-intensive HEIs help reproduce sustained growth. Supportive 
leadership positively impacts the emotional and professional well-
being of academic and administrative staff at HEIs, enabling them 
to work diligently. Compensation, recognition, and incentives 
continue to influence employees’ perceptions of the organization 
significantly. SHCM frameworks extend beyond economic 
transactions to convey organizational value, trust, and future 
investment in individuals through both physical and intangible 
incentives. Since incentives promote creativity and knowledge 
sharing, HEIs must align pay with expectations. Based on this 
view, the first hypothesis is as follows:
H1: �Strategic human capital management practices, supervisor-

employee relationships, and compensation and incentives 
positively impact employee satisfaction in higher education 
institutions.
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The study employs the Self-Efficacy Theory (Bandura, 1977), 
which posits that self-confidence influences job motivation, 
behavior, and emotions. Mentorship, performance review, and 
skill development are more effective in SHCM contexts for 
self-efficacy-driven workers. Self-efficacy affects employees’ 
perceptions of challenges and resilience in achieving goals. 
Positive supervisor connections enhance job satisfaction, another 
key component of SHCM. The mediation hypothesis is as follows:
H2: �Self-efficacy mediates the relationship between strategic human 

capital management practices and employee satisfaction.

Cultural theory (Douglas, 2013) critiques the ways social 
and cultural elements affect business in collectivist societies; 
loyalty, respect for authority, community emphasis, and indirect 
communication shape workers’ expectations of leadership, justice, 
and acknowledgment. Cultural norms can either enhance or hinder 
SHCM processes. Praise and tranquil workplaces may be more 
essential in a collectivist society than performance-based rewards, 
which may motivate individuals. Thus, the third hypothesis is as 
follows:
H3: �Cultural values moderate the relationship between SHCM 

practices and employee satisfaction.

These theories provide a comprehensive framework by integrating 
strategic HRM with environmental and psychological factors. 
The research integrates human capital, self-efficacy, and cultural 
theories into academic and professional HRM literature. This 
multidimensional technique helps understand HEI employee 
satisfaction. Figure 1 shows the conceptual framework for the 
study.

The current literature on SHCM, employee satisfaction, and 
corporate performance reveals significant research gaps. Since 
most SHCM research has focused on specific businesses or 
regions, its generalizability remains to be established (Ghlichlee 
and Goodarzi, 2023; Ray et al., 2023). Most studies have focused 
on private-sector enterprises or larger firms (Dwikat et al., 2023); 
thus, more is needed to know how SHCM influences organizational 
performance and employee satisfaction in Pakistan’s HEIs. 
Pakistan’s universities have received little attention in the 
literature; thus, this study addresses this gap. Despite considerable 

research on SHCM procedures and employee happiness, only 
a few comprehensive studies incorporate both qualitative and 
quantitative methods (Abellán-Sevilla and Ortiz-de-Urbina-
Criado, 2023; Martínez-Falcó et al., 2024). This study used 
quantitative surveys and qualitative interviews with academic 
professors, faculty members, graduate students, administrative 
staff, and other stakeholders. Further research is needed on 
how benefit packages impact organizational performance and 
employee satisfaction in academia. This study demonstrates that 
offering competitive salaries, comprehensive health benefits, and 
flexible work arrangements enhances employee satisfaction and 
improves business performance. The survey also reveals a lack of 
understanding of how SHCM procedures and workplace culture 
impact organizational performance (Aggarwal and Agarwala, 
2023). The effects of SHCM on organizational performance 
have yet to be thoroughly studied, although the influence of 
culture on employee engagement has been extensively examined 
(Sypniewska et al., 2023; Nguyen and Nguyen, 2023). This study 
addresses that gap by examining how business culture affects 
SHCM practices and organizational performance, revealing how 
culture can either boost or hinder SHCM initiatives.

3. METHODOLOGY

3.1. Population and Sample
The study surveys a broad sample of interested groups to 
obtain diverse perspectives on SHCM at Pakistani institutions. 
The population includes academic Professors, think tanks, 
administrators, instructors, and graduate students. These groups’ 
diverse viewpoints illuminate SHCM techniques and their 
influence on institutional functioning. Table  1 lists the study 
institutes and sample dispersion. The sample was carefully selected 
from different Pakistani universities and postgraduate colleges, 
including Abbottabad University of Science and Technology, 
Haripur University, Hazara University, Wah University, COMSATS 
University Islamabad, and the Government Postgraduate Colleges 
in Abbottabad, Haripur, and Hazara. The research surveyed 644 
individuals, including 67 academic Professors, 58 administrative 
staff, 495 graduate students, and 24 advocacy groups. Institutions 
include a broad spectrum of academic and administrative contexts, 
providing a dynamic picture of SHCM.

Figure 1: Conceptual framework of the study

Source: Author’s work
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Table 1: Target institutions and sample distribution
Institutions Academic 

professors
Administrative 

staff
Graduate 
students

Think 
tanks

Total 
participants

Abbottabad University of Science and Technology 10 8 70 5 93
The University of Haripur 9 7 65 4 85
Hazara University 8 6 60 3 77
University of Wah 7 5 55 2 69
COMSATS University Islamabad 12 9 75 6 102
Government Postgraduate College Abbottabad 6 5 50 2 63
Government Postgraduate College Haripur 5 4 45 1 55
Government Postgraduate College Hazara 5 4 40 1 50
Total 67 58 495 24 644
Source: Author’s survey

3.2. Sampling Technique
A stratified random sample was employed to represent the whole 
population. The sample frame included target universities’ 
administrative staff, academics, graduate students, and advocacy 
groups. Randomly selecting stratum members in proportion to their 
population percentages yielded a comprehensive and representative 
sample. Table 2 shows the study’s sample breakdown, including 
survey numbers, responses, and completion rates. A high response 
rate was achieved, with 55 out of 67 academic staff completing 
the surveys. Similarly, 44 of 58 administrative workers responded. 
Out of 495 graduate students polled, 381 completed the whole 
questionnaire. Only 18 of 24 think tanks completed surveys. 
This breakdown reveals that all participant groups were engaged, 
proving the study’s reliability and robustness. The overall sample 
response rate was 77.3%.

A mixed-method research study combining quantitative and 
qualitative data examined the relationship between employee 
satisfaction, SHCM strategies, self-efficacy as a moderator, and 
cultural values in Pakistan’s HEIs. Stratified random sampling 
ensured a robust and representative sample, ensuring variation 
in institutional type, geographic location, staff duties, and 
demographics. Educational institutions in Khyber Pakhtunkhwa 
(KPK) and Punjab are diverse, and the research institutes primarily 
represent them. The research includes the University of Wah, 
Abbottabad University of Science and Technology, Government 
Postgraduate Colleges Abbottabad, Haripur, Mansehra, COMSATS 
University Islamabad (various campuses), and the University of 
Haripur. The study used a mix of public and private institutions, 
large and small, so including them helped us understand regional 
dynamics. Academic and administrative staff were preferred 
when choosing participation based on institutional affiliation 
and function. Stratified sampling ensured that demographic 
characteristics, including experience, education, and institutional 
function, were adequately represented. The study interviewed 
employees from different backgrounds to better understand 
employee satisfaction and SHCM performance. A random sample 
of eligible individuals from each institution was selected to reduce 
bias and ensure regional applicability.

The study’s design excluded control variables from the analysis. 
This option explored cultural values as moderators, and the direct 
and indirect connections among SHCM procedures, employee 
happiness, and self-efficacy, with self-efficacy as a mediator. The 
study focused on the key components, although control variables 

Table 2: Sampling breakdown and response rates
Groups Total 

sample size
Response 

rate
Completed 

surveys
Academic Professors 67 55 55
Administrative Staff 58 44 44
Graduate Students 495 381 381
Think Tanks 24 18 18
Total 644 498 498
Source: Author’s survey

such as organizational size, institutional finance, and departmental 
differences may have offered insights. Not including control 
variables makes it difficult to draw broader conclusions, but it 
helps isolate and understand the most relevant constructs and their 
interactions in higher education. Future research should include 
control variables such as institutional size, geographic location, 
and departmental conflicts to understand SHCM processes and 
employee contentment better. Control variables help researchers 
understand SHCM techniques and employee satisfaction.

Self-reported data raise the risk of common method bias; thus, 
numerous steps were taken to mitigate this risk and ensure the 
reliability of the results. Secrets and anonymity were maintained 
throughout data collection to reduce socially desirable responses. 
Participants gave honest feedback since the poll promised 
anonymity. The questionnaire was carefully designed to minimize 
leading questions and clarify measurements. Common method bias 
was assessed using Harman’s single-factor test. This test examines 
whether a single component explains most of the variation in the 
data. Since no one factor explained most of the difference, this 
test revealed that common method bias was not a substantial 
issue. The variance inflation factor (VIF) was used to quantify 
multicollinearity in regression models. These approaches reduced 
typical technique bias and ensured accurate findings.

Because of the research model’s granularity and the target 
community’s diversity, this study included 498 individuals to 
yield strong, generalizable findings. Several factors determined 
the sample size. First, the study targeted professors, academics, 
graduate students, administrative staff, and other key participants at 
institutions in Pakistan. Due to this variability, a large sample size 
was needed to represent the population accurately. Power analysis 
confirmed the suitability of the sample size. For multiple regression 
analyses, the minimum sample size was 120 individuals, with a 
small effect size (Cohen’s f2 = 0.15), a significance threshold of 
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0.05, and a power of 0.80. Since this study includes moderation and 
mediation analyses, the sample size of 498 exceeds this criterion, 
ensuring significant statistical power to find relevant correlations. 
A large sample size may alleviate concerns about missing data or 
about subgroup analyses failing to detect demographic differences. 
This comprehensive approach ensures statistical validity and 
reflects Pakistan universities’ diverse cultural and organizational 
contexts.

3.3. Data Collection Techniques
The study’s mixed-methods approach collects quantitative and 
qualitative data to examine SHCM procedures.

1.	 Qualitative data collection: Qualitative data was collected 
using semi-structured interviews and open-ended questions. 
It included 65 interviews with academics, administrative 
leaders, and think tanks. Open-ended questions were used to 
assess participants’ views on SHCM activities, such as staff 
development, business culture, and satisfaction with benefits. 
The researchers used thematic analysis to gain insight from 
these interviews.

Table  3 offers interview questions that promote detailed 
responses. These carefully crafted questions explored many 
facets of Pakistan’s institutions and colleges’ employee-employer 
relationship. The poll questions about participants’ work 
experiences, job satisfaction, benefits, and salary, and HRM 
improvements. Each question seeks qualitative data on SHCM 
practices and their effects on institutional performance and 
personnel satisfaction. This strategy ensures a diverse range of 
perspectives and experiences, leading to comprehensive research.

A thorough qualitative data analysis was done using theme 
analysis. A six-step procedure, adapted from Braun and Clarke 
(2006), was used throughout the analytical process to ensure 
rigor and transparency. First, read the interview transcripts 
several times to understand the data. Second, to access the data, 
the study highlighted and named key extracts to develop initial 
codes. Third, analysis of these codes revealed patterns and 
initial themes based on similarities and differences. When asked 
about “employee-employer relationships,” several respondents 
stressed open communication and trust; these comments were 
grouped under “Workplace Relationships.” Step four involved 
repeatedly checking the themes to ensure they met the study’s 
goals and accurately represented the coded data. The study merged 

overlapping themes and removed weak or unnecessary ones. Fifth, 
finished themes were named to express their meaning concisely. At 
last, “Benefits and Rewards” evolved from participants’ views on 
wages, incentives, and recognition. The results were documented 
to support themes and provide context. Table  4 presents the 
thematic stepwise process adopted in the study for ready reference.

2.	 Quantitative data collection: A total of 498 respondents were 
surveyed to collect quantitative data. The surveys used five 
Likert-scale questions (1 = Strongly disagree, 5 = Strongly 
agree) to gauge how people felt about SHCM policies, their 
working conditions, and their benefits. The study tested 
hypotheses and examined associations among variables using 
descriptive and inferential statistics, including regression 
analysis.

Table 5 lists variables and sample questions. The factors include 
employee satisfaction, employee-employer relationship, benefits 
and rewards, and strategies for human capital management. 
Participants may rate each attribute on a 1-5 Likert scale. Benefit 
Package Satisfaction assesses employee satisfaction with wages 
and benefits, whereas positive work environment measures 
workplace satisfaction. A company’s performance measures might 
indicate its efficiency and success. This organized measuring 
approach allows accurate evaluation of SHCM operations and 
outcomes.

3.4. Mixed methods approach
The study used a mixed-methods approach, combining qualitative 
and quantitative methods to examine SHCM practices. It used 
qualitative interviews and quantitative survey data to show 
how SHCM improves employee satisfaction and organizational 
performance.

3.4.1. Moderation and mediation factors
1.	 Moderation: The study examines how cultural values moderate 

the relationship between SHCM practices and employee 
satisfaction. Employee satisfaction and productivity may 
depend on cultural norms that shape workers’ understanding 
and response to SHCM initiatives. Cultural values moderated 
this study. Collectivism, power distance, and uncertainty 
avoidance were used to quantify and operationalize these 
constructs in Pakistan’s higher education setting. These 
criteria were chosen based on workplace culture, notably 
in academic and administrative settings. The study used 
a standardized survey to gauge cultural values at various 
institutions. Workers’ attitudes about workplace uncertainty, 
hierarchical decision-making, and group objectives were 
surveyed. The sample includes “Respect for authority and 
seniority is emphasized in workplace interactions” and “In 
my workplace, employees are encouraged to prioritize group 
goals over individual goals.” Items were assessed on a 5-point 
Likert scale, with 1 indicating strong disagreement and 5 
strong agreement. The aggregated answers created a cultural 
values index for moderation analysis. This technique was used 
to objectively examine how cultural values influenced SHCM 
and employee satisfaction, revealing how cultural contexts 
affect company success.

Table 3: Sample of open‑ended interview questions
No. Questions
1 How would you describe the employee‑employer 

relationship within HEIs in Pakistan?
2 What are the key factors influencing employee satisfaction 

and retention in Pakistani universities?
3 How do you perceive the benefits and rewards offered to 

employees in higher education?
4 What strategies do you believe are effective in enhancing 

human capital management in universities?
5 How can HEIs better support the professional development 

of their staff?
Source: Author’s survey
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Table 4: Thematic analysis process
Step Description Example/outcome
1. Familiarization Interview data has been transcribed and 

meticulously evaluated many times for 
comprehensive understanding.

Significant conclusions, including the crucial role of trust in the 
employer‑employee relationship, were derived from the analyzed 
interview transcripts.

2. Initial coding Finding and labeling key data segments that 
correspond to research aims.

Codes like “trust,” “compensation satisfaction,” and 
“professional development” were created.

3. Theme identification Utilizing common attributes and patterns to 
categorize codes into initial themes.

Themes such as “Workplace Relationships,” “Benefits and 
Rewards,” and “Professional Growth Opportunities” emerged.

4. theme review Refining themes for clarity, coherence, and 
prominence.

Weak or redundant themes were eliminated; overlapping themes 
like “Supportive Environment” and “Trust” were merged.

5. Definition and naming Enumerating each theme and assigning it a 
concise, descriptive title.

Final themes included “Workplace Relationships, “Fair 
Compensation,” and “Growth Opportunities.”

6. Validation Authenticating members’ identities and 
doing peer debriefings to foster trust.

Participants validated preliminary data, whilst independent 
researchers analyzed themes.

Table 5: List of variables
Variables Sample question Scale Reference
Employee 
satisfaction

I am satisfied with the support provided by my 
institution for professional development.

Employee satisfaction scale Macdonald and 
Maclntyre (1997)

Employee‑employer 
relationship

My institution fosters a positive work environment 
conducive to collaboration and communication.

Employee‑Employer Relationship 
Scale 

Coyle‑Shapiro and 
Kessler (2002)

Benefits and rewards The benefits package offered by my institution meets 
my needs and expectations.

Preceptor’s perceptions of benefits and 
rewards (PPBR) scale

Hyrkäs and 
Shoemaker (2007)

Strategies for human 
capital management

My institution has clear policies and procedures for 
employee development and performance evaluation.

Human resources management policies 
and practices scale (HRMPPS):

Demo et al. (2012)

Source: Author’s survey.

2.	 Mediation: Self-efficacy was used to assess how SHCM 
activities, such as staff development and benefit satisfaction, 
affect employee performance. Self-efficacy, a measure of 
workers’ confidence in their abilities, may mitigate the 
associations among SHCM practices, job satisfaction, and 
institutional success. Understanding how self-efficacy 
influences employee satisfaction and retention is crucial 
to SHCM. This stems from Bandura’s (1977) theory. 
Motivation, resilience, and work performance are all linked 
to self-efficacy or confidence in one’s ability to complete tasks 
and achieve goals. According to Bandura’s social cognitive 
theory, self-efficacy affects how workers solve problems, 
remain motivated, and use professional development tools. 
Self-efficacy is vital to SHCM methods because it mediates 
the relationship between organizational practices and 
employee outcomes. Effective methods, including training, 
mentorship, and skill development, enhance workers’ 
confidence. When employees think they can make a difference 
at work, they are happier and like going to work. When they 
believe SHCM will help them achieve their professional 
objectives, employees are more engaged in the business and 
less inclined to leave.

Table 6 lists research variables, descriptions, and measurement 
scales. Workplace perceptions, benefit satisfaction, and 
professional advancement possibilities are independent variables. 
Organizational performance measures how effectively and 
efficiently an institution performs. Culture mediates the association 
between SHCM practices and employee satisfaction, whereas 
self-efficacy reflects workers’ confidence in their abilities and 
influences their attitudes toward SHCM activities. This overview 
shows how SHCM procedures affect employee outcomes in 

complex ways by listing all factors and their contributions to the 
study.

3.5. Data Techniques
The thematic analysis examined respondents’ views on SHCM 
processes and employee contentment. Regression analysis 
was used to identify associations between SHCM procedures 
and employee happiness. Mediation and moderation studies 
examined how cultural values and self-efficacy affected these 
relationships. The study examines SHCM practices in Pakistani 
universities using a mixed-methods approach, incorporating 
input from professors, instructors, administrators, students, and 
think tanks. Studying SHCM practices, employee happiness, and 
organizational performance may improve SHCM techniques and 
institutional effectiveness. The study conducts moderation and 
mediation analyses to understand the relationships among the 
variables better.

4. RESULTS AND DISCUSSION

4.1. Qualitative Results
The qualitative analysis was organized around five primary themes 
identified from responses to open-ended questions. The subjects 
presented provide a thorough understanding of the factors that 
affect staff satisfaction and the effectiveness of human capital 
management techniques at universities in Pakistan.

4.1.1. Employee-employer relationship
The participants emphasized that an intricate interplay of 
institutional rules, socio-political factors, and conventional 
academic traditions shapes the relationship between employees 
and employers in educational institutions in Pakistan. Respondents 
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Table 6: Moderating and mediating variables and their measurement
Variable Role in study Description Item scale Reference
Cultural values Moderating 

Variable
Beliefs and values influencing 
responses to SHCM practices.

Cultural Values 
Scale (CVSCALE)

Prasongsukarn (2009)

Self‑efficacy Mediating 
Variable

Belief in one’s ability to succeed 
and perform effectively.

5‑point Likert scale Sherer and 
Adams (1983)

Source: Author’s survey

highlighted a well-defined organizational framework in which 
officials have substantial decision-making power, whereas 
instructors primarily focus on academic and research objectives. 
Respondents argued for a clear hierarchical structure inside 
institutions, characterized by well-defined roles and duties for 
administrators, teachers, and staff. Although tenure-track jobs 
provide job stability and academic autonomy, non-tenured 
academics and staff work under more uncertain employment 
circumstances. Responses indicated significant cooperation and 
collegiality among faculty members. Scholarly independence 
is often limited by socio-political considerations, especially 
regarding sensitive subjects or contentious research. The influence 
and efficacy of unions and groups representing faculty and staff 
interests differ, affecting the general nature of the employee-
employer relationship. In general, the participants said that a strong 
connection between employees and employers creates a favorable 
environment for delivering excellent education and achieving 
stronger financial and productivity results.

4.1.2. Key factors influencing employee satisfaction
Participants highlighted several crucial elements that significantly 
impact employee satisfaction and retention in institutions in 
Pakistan. These aspects were categorized as remuneration and 
perks, work-life balance, leadership style, and firm culture. 
Competitive remuneration, comprehensive health insurance 
coverage, pension schemes, and generous bonuses are essential 
components of compensation and benefits. A considerable number 
of participants observed that the sufficiency of remuneration 
substantially influences both work satisfaction and retention 
rates. Flexible working hours, telecommuting opportunities, and 
effective task management contributed to job satisfaction and 
work-life balance. Many participants highlighted the significance 
of successfully managing work obligations with personal life. 
Enhancing professional growth, providing well-defined career 
trajectories, and offering promotion prospects were crucial 
factors in sustaining employee motivation and satisfaction. 
A favorable organizational culture marked by openness, fairness, 
and transparent communication enhances employee happiness. 
Critical criteria like ethical standards, employment security, and 
leadership effectiveness were also recognized.

4.1.3. Benefits and rewards offered to employees
During the discussion, participants highlighted the significance 
of incentives and rewards in recruiting and retaining skilled 
individuals in higher education. They underscored the need for 
implementing thorough and equitable compensation systems 
that acknowledge and motivate employees’ efforts. Respondents 
identified competitive wages and pay packages, which included 
performance-based incentives and merit raises, as significant 
criteria. Comprehensive health insurance and retirement plans 

are widely recognized as crucial factors that significantly enhance 
employee happiness. Providing professional development 
opportunities, such as financial support for conferences and 
seminars, was seen as a significant benefit that improves job 
satisfaction and facilitates career advancement.

4.1.4. Effective strategies for enhancing human capital 
management
The respondents delineated several approaches to enhancing 
university human capital management, with a focus on 
optimizing the capabilities and effectiveness of teachers, staff, 
and executives. Effective implementation of comprehensive 
professional development programs for professors and staff was 
essential. These programs must include workshops, seminars, 
and certifications that enhance relevant skills and knowledge. 
Strategic resource allocation to leadership training programs 
for academic and administrative authorities was highlighted 
as essential for cultivating a favorable work environment and 
achieving institutional excellence. Implementing technology to 
optimize human capital management, such as using HR software 
for recruiting and performance assessment, was recognized as a 
successful approach. Policies and programs promoting diversity, 
equality, and inclusion were crucial for establishing an inclusive 
atmosphere.

4.1.5. Supporting professional development in educational 
institutions
The participants provided the following suggestions on how 
institutions of learning may enhance their support for career growth 
and cultivate a more involved and efficient staff. Implementing 
organized training programs that include technical and soft skills 
was recognized as essential. These programs should be continuous 
and customized to meet the particular requirements of the teachers 
and personnel. Implementing a systematic approach to routine 
performance assessment and feedback was considered crucial to 
pinpointing areas for improvement and establishing objectives 
for professional growth. Enabling research and collaboration 
opportunities with colleagues nationally and globally was a crucial 
approach to promoting professional development.

4.2. Quantitative Results
Figure 2 shows that 35% of the participants were female and 65% 
male. The sample is more evenly aged, with 33% over 35 years old. 
27% of the sample is 31-35 years old, 26% is 26-30 years old, and 
14% is 20-25 years old. Graduate students comprise 37% of the 
population, followed by instructors and professors (28%). One in 
six of the sample is an undergraduate, and one in ten is “Others,” 
which include persons with non-academic backgrounds or other 
forms of education. The educational curriculum emphasizes 
higher degrees needed to understand complex topics. Due to the 
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Figure 2: Demographic characteristics of the respondents

Source: Author’s survey estimates

significant number of professors and instructors, who undoubtedly 
have much professional expertise, the data is more complete and 
credible. Participants’ awareness of the study subject is high, with 
52% highly informed and 43% moderately aware. Employment 
status might reveal a person’s professional engagement and 
economic situation. 40% of participants work full-time and 20% 
part-time. The population is 15% unemployed and 5% retired. 
From actively seeking employment to retirement or being out of the 
workforce, this job-status distribution encompasses a broad range 
of economic conditions and life experiences. Experience varied 
from 1 to 5 years for 35% and 6-10 years for 30%. A quarter of 
participants had more than 10 years of experience, while 10% had 
less than a year. The residential region enhances the demographic 
profile—participant residence breakdown, i.e., metropolitan areas 
60%, suburban 25%, and rural 15%. Participants’ principal fields 
of study or profession were also recorded: 30% social sciences, 
25% natural sciences, 20% engineering and technology, and 15% 
arts and humanities—the other 10% cover other fields. Lastly, 
the study examined how frequently and how seldom respondents 
engaged in study-related activities. 35% engaged often, 50% 
sometimes, and 15% never.

Table 7 summarizes the key factors explored in the study, providing 
a comprehensive understanding of employee satisfaction in 
organizations. Employee satisfaction is assessed on a 5-point 
Likert scale. The average score is 3.70, with a standard deviation 
of 1.150, indicating moderate to high worker satisfaction. This 
reliable measure may assess employee pleasure with a Cronbach’s 
alpha of 0.87 and good internal consistency. The KMO score of 

0.81 confirms that the sample size is sufficient for factor analysis. 
Independent elements include HR management, employee-
employer relations, and benefits and remuneration. These variables 
have mean scores of 3.80, 3.60, and 3.50, with standard deviations 
of 1.140, 1.210, and 1.200, respectively. The reliability coefficients 
for these scales are 0.84-0.86, indicating high internal consistency. 
This suggests that the scales used to measure these constructs are 
credible. The KMO values for these variables range from 0.78 to 
0.80, suggesting that multivariate analysis would reinforce the 
study’s results. The study utilizes cultural values as a moderating 
variable to examine how cultural context influences employee 
satisfaction and the independent variables. The variable’s 
mean score is 3.65, and the standard deviation is 1.180. With a 
Cronbach’s alpha of 0.82 and a KMO of 0.76, the construct has 
strong internal consistency and adequate sampling, supporting 
the validity and reliability of the moderating effects. Self-efficacy 
moderates the association between workers’ confidence in their 
talents and job satisfaction. The self-efficacy measure shows that 
employees have a mean score of 3.75 and a standard deviation of 
1.160. The self-efficacy scale’s 0.88 Cronbach’s alpha reliability 
indicates its consistency. The sample size is large enough for factor 
analysis (KMO = 0.82), indicating that self-efficacy mediates the 
relationship between the independent variables and employee 
satisfaction.

Table  8 presents the multivariate regression estimates and 
describes the influence of demographic characteristics on 
employee satisfaction. Age has a significant relationship with 
employee satisfaction. This suggests that employee satisfaction 
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Table 8: Regression estimates
Variables Standardized 

β‑value
t‑value Prob. 

value
Demographic variables

Age 0.127 1.852 0.065
Educational background 0.246 2.235 0.028
Awareness level of study topic 0.078 1.115 0.266
Employment status 0.081 1.162 0.245
Years of experience in field 0.172 2.012 0.047
Region of residence 0.138 1.741 0.082
Primary discipline 0.117 1.558 0.121
Participation in related activities 0.093 1.221 0.223

Independent variables 
Employee‑employer relationship 0.547 5.976 0.001
Benefits and rewards 0.221 2.243 0.027
Strategies for human capital 
management

0.262 2.487 0.015

Moderator and mediator variables
Cultural values (moderator) 0.183 1.98 0.049
Self‑efficacy (mediator) 0.32 3.52 0.001

Statistical tests
R2 0.752 F‑Statistic 9.482
Adjusted R2 0.657 F‑Prob. 

value
0.001

Source: Author’s survey estimates

Table 7: Descriptive statistics, reliability, and sampling 
adequacy of variables
Variables Mean Standard 

deviation
Cronbach’s 

Alpha
KMO 
Value

Dependent variable
Employee satisfaction 3.7 1.15 0.87 0.81

Independent variables
Employee‑employer 
relationship

3.6 1.21 0.85 0.78

Benefits and rewards 3.5 1.2 0.84 0.79
Strategies for human 
capital management

3.8 1.14 0.86 0.80

Moderating variable
Cultural values 3.65 1.18 0.82 0.76

Mediating variable
Self‑efficacy 3.75 1.16 0.88 0.82

Source: Author’s survey estimates

may vary by age due to age-related characteristics. Its marginal 
significance suggests a little effect; thus, employee demographics 
are relevant. This conclusion is consistent with past research on 
age and work satisfaction; it illustrates that different generations 
may respond differently to the same job elements (Climek et al., 
2024; Nguyen, 2023). Years of experience in the field substantially 
affect employee satisfaction. This suggests that job happiness is 
strongly influenced by years of experience. This supports prior 
research showing that job satisfaction increases with experience 
due to greater job understanding and skill mastery (Nikolova 
et al., 2023; Fateh et al., 2024). A significant correlation exists 
between educational background and employee satisfaction 
(β = 0.246, P = 0.028). This suggests a favorable relationship 
between education and job happiness. Previous studies have shown 
that education affects work satisfaction and that more educated 
people may be better suited to their occupations and expectations 
(Fütterer et al., 2023; Molwitz et al., 2023). The results show 
that age, experience, and education affect employee happiness, 

whereas subject expertise has minimal effect. This understanding 
contributes to the work happiness discourse and supports earlier 
studies on how personal attributes affect workers’ perceptions and 
experiences (Elshaer et al., 2023; Lee and Kim, 2023).

The employee-employer relationship positively impacts 
employee satisfaction. This study found that employer-
employee relationships foster job satisfaction. An effective 
workplace requires helpful and engaged colleagues. According 
to organizational behavior theory, management’s ability to build 
positive employee relationships affects morale and job satisfaction 
(Bahadır et al., 2024). Employees are happier when they have 
positive opinions of their superiors and colleagues and maintain 
helpful, respectful relationships. This supports social exchange 
theory, which posits that supportive ties and positive encounters 
enhance equality and reciprocity, thereby boosting job satisfaction 
(Bhinekawati and Yunita, 2024). Prior studies have indicated that 
relational dynamics are vital in the workplace, supporting the 
employee-employer connection (Boukef et al., 2024; Al Doghan 
and Zakariya, 2023). Imam et al. (2023) found that employees 
who feel supported by their superiors perform more and are 
happier. Connected individuals communicate better, trust more, 
and feel more at home at work. Excellent outcomes are essential 
for employee happiness and engagement. This research supports 
the premise that strong, supportive employer-worker relationships 
improve job satisfaction and well-being (Adam Perry and 
Nicholson, 2025). Further, it shows that ideal employee-employer 
relationships are advantageous, organizations should prioritize 
them. Consistent praise, honest communication, and constructive 
criticism may assist. Employees feel valued and supported, which 
may boost job satisfaction and retention (Le et al., 2023). The 
study’s practical applications for human resource management 
include enhancing relationship dynamics to increase employee 
satisfaction and organizational culture.

The benefits and rewards variable positively affects employee 
satisfaction, indicating the extent to which wages and perks 
influence work satisfaction. For workers to feel valued and 
compensated fairly, benefits must be adequate and equitable. 
Equity theory suggests that workers assess their job satisfaction 
by comparing their remuneration to that of similar peers and 
the effort they put in (Adriaans et al., 2023). Vivian and Amah 
(2024) showed that complete benefits packages, including health 
insurance, retirement plans, and performance bonuses, make 
workers happier and more loyal. Perks that meet workers’ financial 
and health needs indicate how much the company regards them. 
This confirmed that perks and rewards boosted employee pleasure, 
indicating that fair and competitive pay systems improve job 
satisfaction (Balkin and Werner, 2023). Offering fair and enticing 
rewards may enhance employee satisfaction, retention, and talent 
acquisition (Trivedi et al., 2024).

Strategies for human capital management positively impact 
employee satisfaction. These findings demonstrate the effectiveness 
of strategic management in improving workplace happiness. 
Effective human resource management involves aligning practices 
with business goals and promoting employee growth. Ravina-
Ripoll and Robina-Ramírez (2023) found that well-planned 
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HR policies lead to happier, more productive workers. These 
techniques include aligning HR procedures with corporate 
objectives, supporting career advancement, and fostering 
professional development. Strategic HR management improves 
employee satisfaction, supporting prior studies on HRM’s role in 
workplace happiness. Wright and McMahan (1992) found that 
devoted, happy workers work for companies that care about their 
employees’ progress and satisfaction. This suggests prioritizing 
comprehensive human capital management techniques to improve 
employee satisfaction and organizational success (Akgunduz 
et al., 2023). HR Strategies for human capital management affect 
employee happiness; thus, aligning them with company goals is 
vital. An engaging and happy work environment may be created 
by planning and implementing programs that help people develop 
professionally, progress in their careers, and align with the 
company’s goals (Salvadorinho and Teixeira, 2023).

The moderation result found that cultural values influence the 
employer-employee relationship and employee satisfaction. This 
shows that cultural norms and values affect employee-employer 
relationships and job happiness, not vice versa. This moderating 
effect reveals that cultural characteristics strongly influence 
how workers perceive and respond to employers. Cultural traits 
such as individualism versus collectivism, power distance, and 
uncertainty avoidance influence workplace interactions (Carter 
et al., 2024). Positive employer-worker relationships may boost 
job satisfaction in collectivistic cultures that value harmony and 
relationships. The employee-employer relationship may affect 
happiness in increasingly individualistic cultures that emphasize 
personal achievements and autonomy. This shows how vital it is 
for firms to adapt their management practices across cultures to 
enhance employee satisfaction (Ramirez-Lozano et al., 2023). 
Moderation and mediation analyses demonstrate that self-efficacy 
mediates the effects of employee-employer interaction, perks 
and incentives, and human capital management techniques on 
employee happiness. Table 9 presents Harman’s single-factor and 
multicollinearity analyses for ready reference.

Table  10 shows the moderation analysis for ready reference. 
There is a significant moderating effect on the interaction between 
cultural values and employee-employer relationships. This 
suggests that cultural values moderate the link between employee 
happiness and employer-employee interactions. Employee 
happiness is increased by the employee-employer connection in 
culturally significant circumstances. This supports prior studies 
showing that cultural factors may enhance or dampen the effects 
of management techniques on employee outcomes, depending 
on organizational and cultural norms (Rockstuhl et al., 2023; 
Adamovic, 2023a). Similarly, the interaction term between benefits 
and rewards and cultural values yields a positive relationship. 
This found that benefits and rewards affect employee satisfaction 
and cultural values. In culturally strong businesses, bonuses and 
awards boost employee happiness. Cultural context is crucial for 
designing and implementing incentive systems.

The interaction term between strategies for human capital 
management and cultural values significantly moderates the 
relationship. According to the study, cultural values moderate the 

relationship between HRM techniques and employee satisfaction. 
Culturally ingrained human capital management methods boost 
employee happiness. The cultural context may impact how 
successfully human capital strategies operate. Table 11 shows the 
mediation analysis between the variables.

Self-efficacy successfully explains the association between the 
quality of the employee-employer relationship and employee 
satisfaction. Employee confidence and perceived competence 
influence satisfaction outcomes, and increased self-efficacy boosts 
satisfaction in the employee-employer relationship. Self-efficacy 
significantly mediates the relationship between benefits and 
rewards and employee satisfaction (β = 0.321, t-value = 3.488). 
High-self-efficacy employees are more likely to be satisfied 
with their incentives, supporting the premise that self-efficacy 
boosts employee satisfaction. Mediation between strategies for 
human capital management and employee satisfaction is most 
significant. This shows that self-efficacy mediates and amplifies 
the relationship between employee happiness and human capital 
management. High-self-efficacy workers might benefit from 
human capital management practices that enhance morale and 
productivity (Ocak et al., 2024). Table 11 further illustrates the 
Sobel test statistic, P-values, and indirect effects of self-efficacy, 
the mediating variable, on employee satisfaction. In all cases, self-
efficacy mediates the effects of SHCM approaches on employee 
happiness, and the effects are statistically significant. A  results 
matrix displays the combined data effect in Table 12.

5. IMPLICATIONS

5.1. Theoretical Implications
The study contributes to SHCM by examining how cultural 
values influence satisfaction and self-efficacy among higher 
education staff. The findings apply these impulses to academic 
institutions that operate differently from the private and corporate 
organizations studied before. It confirms Bandura’s theory and 
illustrates how self-efficacy mediates; it is particularly significant 
in organizations that require engaged and adaptable staff (Hassan 

Table 9: Results of harman’s single‑factor test and 
variance inflation factor (VIF) analysis
Test Variable/factor Value (%)
Harman’s 
single‑ actor test

Total variance explained by first factor 42
Total variance explained by all factors 72

Variance 
inflation 
factor (VIF)

Employee‑employer relationship 3.5
Benefits and rewards 2.8
SHCM strategies 4.1
Self‑efficacy 3.2
Cultural values 3.0

Table 10: Moderation analysis
Variables β‑ 

value
t‑ 

value
Prob. 
value

Employee‑employer relationship × cultural values 0.202 2.751 0.007
Benefits and rewards × cultural values 0.187 2.442 0.015
Strategies for human capital management × 
cultural values

0.165 2.039 0.042

Source: Author’s survey estimates
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Table 11: Mediation analysis
Variables β 

value
S.E t‑ 

value
Prob. 
value

Indirect 
effect

Sobel test 
statistic (Z)

Sobel test 
prob.value

Employee‑employer Relationship→Self‑Efficacy→Employee Satisfaction 0.299 0.050 3.22 0.001 0.163 3.23 0.001
Benefits and Rewards→Self‑Efficacy→Employee Satisfaction 0.321 0.045 3.488 0.001 0.161 3.42 0.000
Strategies for Human Capital Management→Self‑Efficacy→Employee 
Satisfaction

0.34 0.040 3.71 0.000 0.173 3.85 0.000

Source: Author’s survey estimates

Table 12: Integration of qualitative and quantitative findings
Key variables Qualitative insights Quantitative results
Employee‑employer 
relationship

The participants highlighted the importance of trust and 
respect in creating a satisfying environment.

Strong positive impact on satisfaction 
(β=0.547, P=0.001).

Benefits and rewards Participants emphasized the need for precise and equal 
incentive mechanisms.

Significant positive association with 
satisfaction (β=0.221, P=0.027).

Strategies for human capital 
management (SHCM)

Participants emphasized the need for tailored strategies to 
address employee needs and promote their advancement.

Positive impact on satisfaction (β=0.262, P=0.015).

Self‑efficacy (Mediator) Participants indicated that employees with positive 
self‑perception performed better and were happier.

Significant mediation effects on all explanatory 
variables (β range: 0.299‑0.340).

Cultural values (moderator) Several participants linked cultural norms to employee 
engagement and adaptability.

Moderating effect observed between employee‑employer 
interaction and satisfaction (β=0.183, P=0.049).

et al., 2024). Cultural theory has been criticized for failing to 
adapt to multicultural, ever-changing situations. This study 
addresses that gap by revealing how cultural values influence 
employee pleasure. The findings show that cultural congruence 
between workers’ attitudes and company actions affects employee 
contentment beyond institutional restrictions (Iqbal and Parray, 
2024). Cultural theory is applied to numerous institutional settings 
in this research, which is relevant in Pakistan’s HEIs. HRM studies 
frequently ignore university SHCM, but this research illuminates 
it. The study emphasizes personalized employee-employer 
interactions and remuneration methods to improve scholarly 
knowledge of employee satisfaction. This framework offers a 
strong foundation for future investigations of the SHCM method 
in related sectors and can be applied across diverse locations and 
institutions.

5.2. Practical Implications
The findings illustrate how crucial cultural fit and self-efficacy are in 
HR practices that enhance employee satisfaction. Human resource 
managers should prioritize self-esteem-boosting and advancement-
promoting training. Businesses can also include employees in 
decision-making to promote morale and mission commitment. 
Higher education officials should prioritize inclusive HR 
management solutions that include employee culture. For instance, 
rewards and incentives should be adjusted to cultural preferences 
to treat employees with diverse backgrounds fairly (Adamovic, 
2023b). Clear career paths, health programs, and flexible work 
hours make employees happier and more loyal (Scheide Miller 
and Giblin, 2024). These practical recommendations are crucial 
for achieving organizational objectives and motivating workers 
at low-resource HEIs.

6. LIMITATIONS AND FUTURE RESEARCH

6.1. Limitations of the Study
Despite its benefits, this study has some limitations. The study’s 
main limitation is that its findings may not generalize beyond 

Pakistan’s HEIs; even if the area’s cultural and socioeconomic 
dynamics illuminate critical challenges, they may not generalize 
to other countries or industries. Cross-sectional data make it harder 
to determine causality, as relationships may change over time or 
with organizational development. Variable incorporation is another 
limitation. While the study covered important categories such as 
self-efficacy and cultural values, omitting other potentially relevant 
control variables, including organizational size, leadership styles, 
and external economic conditions, may have affected the results. 
Another impediment is that employee performance and turnover 
rates may have offered a fuller picture of SHCM’s effects on the 
workforce. However, this study examines employee happiness.

6.2. Future Research Directions
Future research should examine universities across several cultural 
and economic settings, using a multi-regional approach to address 
these issues. Comparative research between the academic and 
corporate sectors, or between developed and emerging countries, 
may help explain the applicability of the findings. Longitudinal 
research designs that examine the dynamic relationships between 
variables over time are recommended to yield more precise 
causal estimates. Future studies should incorporate additional 
control variables to account for external factors affecting 
employee satisfaction. Organizational leadership styles, employee 
engagement initiatives, and macroeconomic conditions might 
help clarify and validate the results. Researchers should consider 
organizational performance, personnel retention, and innovation 
potential to better understand SHCM’s impacts. Advanced 
statistical approaches, such as hierarchical modeling, may help 
explain mediation and moderation effects. These methods may 
uncover complex relationships among variables.

7. CONCLUSION

The study examined how SHCM affects employee happiness in 
Pakistani HEIs, utilizing cultural values as a moderator and self-
efficacy as a mediator. The findings show that SHCM procedures 
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increase employee happiness, and self-efficacy mediates this 
relationship. Cultural values attenuated these associations, 
suggesting that local HRM approaches may be more effective 
in making workers happy. The results advance SHCM theory 
by applying cultural value and human capital theories to higher 
education. They note that HRM strategies that account for cultural 
differences and promote human capital development have happier 
workers. This supports and extends HRM’s need for human and 
organizational factors. For higher education HR managers and 
policymakers, the study provides practical advice. It emphasizes 
culturally sensitive HRM practices, including social and personal 
factors affecting employee engagement, happiness, and skill 
development. The study suggests that HR practices should foster 
self-efficacy to increase employee satisfaction and productivity. 
This finding affects Pakistan’s HRM, as cultural values are 
critical. The study emphasizes SHCM strategies like cultural 
awareness and staff development. HRM approaches that align 
with cultural values and concentrate on self-efficacy may improve 
employee satisfaction and corporate success. Future research may 
examine how these findings apply across different businesses and 
locations better to understand SHCM’s role in long-term worker 
contentment.
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