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Abstract

A fair and efficient compensation system is not merely a motivational tool, but a core pillar in realizing corporate governance
through establishing transparency, accountability, and the alignment of interests. Given the inefficiencies of rigid civil service
laws within the complex structure of the oil industry, this study aimed to design a comprehensive compensation model for the
National Iranian South Oil Company (NISOC) with an approach to enhancing corporate governance. This qualitative study
utilized thematic analysis, collecting data through semi-structured interviews with 19 managers and HR experts in the oil
industry (selected via purposive sampling until theoretical saturation). The analytical structure of the findings revealed a multi-
layered, dynamic model comprising 4 axial codes, 10 categories, and 65 primary codes. The model demonstrates that “fairness
and transparency,” acting as the core, directly fuels the pillars of corporate governance (trust, equity, and accountability). This
core interacts with the second level, “employee development and performance,” ensuring the strategic alignment of individual
and organizational goals, supported by the third level, “benefits and facilities.” The model’s adaptability to external factors
(global standards and economic conditions) ensures systemic resilience. The theoretical and practical innovation of this study
lies in transitioning from traditional payment approaches to an integrated system where compensation acts as the primary
lever for implementing corporate governance. By resolving current structural and legal conflicts, this model can reduce the
turnover of elite personnel and significantly enhance productivity and transparency in large oil companies.

Keywords: Compensation for Services, National Southern Oilfields Company, Large Oil Companies, Employee Performance,

Corporate Governance.
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Extended Abstract

»lntroduction
The compensation system refers to all salaries and other monetary and non-monetary benefits offered by a company to its
employees. Salaries and benefits are an important aspect of human resource management because they help maintain the
motivation of the workforce. The existence of an appropriate compensation system makes employees use their best efforts to
advance organizational goals. It is one of the important functions in human resource management for both managers and
employers and employees, and is an important source of motivation and a tool for attracting and retaining employees in
organizations. Given the importance of attracting employee participation and satisfaction, using modern knowledge, and the
direct impact of this industry on the political, cultural, economic, and social interests of society and the country as a whole, and
on the other hand, the existence of conflicts between employee needs and some existing legal guidelines, the need for a more
detailed study and more scientific and research work in this regard and having a model for attracting employee satisfaction and
voluntary participation in job processes that can provide the basis for proper performance by creating motivation is very urgent.
Methodology
The research method is qualitative with thematic analysis. The statistical population includes managers, human resources experts,
and experienced employees in the National Southern Qilfields Company and similar large oil companies. The statistical sample
included 19 senior managers, human resources experts, and employees with at least 10 years of experience in the field of
compensation and human resources. The purposive sampling method was based on the criteria of relevant work experience (at
least 10 years in the field of human resources or compensation), specialized knowledge (in-depth familiarity with compensation
systems in the oil industry), and access to key information (ability to provide accurate and reliable information). The criterion
for completing the interviews was to reach theoretical saturation. The research tool also included interviews (semi-structured).
Before each interview, previous interviews were analyzed and used as the basis for new interviews. The validity of the tool was
controlled and assessed as desirable using the aforementioned qualitative validity methods.
Findings
Based on the conceptual framework extracted, the research model for indicators included 4 core codes, 10 categories, and 65
initial codes. The results showed that the main axis of the model included fairness and transparency (the center of the model),
the second level included employee development and performance (in interaction with the main axis), the third level included
benefits and facilities (supporting performance and development), and external factors included global standards and economic
conditions (adapting and strengthening the model). These findings provide valuable strategies for human resource managers to
develop and improve corporate governance.
Discussion and Conclusion
The purpose of this research was to design a comprehensive compensation model in the National Southern Oilfields Company;
an approach to improving corporate governance. The results showed that the main axis of the model includes justice and
transparency (the center of the model), the second level includes employee development and performance (in interaction with
the main axis), the third level includes benefits and facilities (supporting performance and development), and external factors
include global standards and economic conditions (adaptation and reinforcement of the model). These findings provide valuable
strategies for human resource managers to develop and implement comprehensive compensation models. These interactions can
strengthen organizational trust and solidarity. Organizations should regularly evaluate the performance of the compensation
model and update it based on environmental changes, technology, and economic conditions. This will ensure that the model

remains efficient and competitive in the long term. These suggestions can help improve the efficiency and effectiveness of the
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compensation model in oil organizations and can be used as a model for other industries. Implementing this model will lead to
achieving strategic goals and increasing organizational productivity, while improving employee satisfaction and motivation. «
Keywords: Compensation for services, National Southern Oilfields Company, large oil companies, employee performance,
corporate governance.
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