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Abstract: The purpose of this research is to design a human resources
performance management model based on individual differences and the fit
between the individual and the organization, with a personalized approach in
Tehran Municipality. The current research is of a qualitative type and the
purpose of the research is developmental. The community of experts is the
senior managers of the 124 districts and human resources of Tehran
municipality, who have conducted a semi-structured interview with twelve of
them using a purposeful sampling method and in the form of a snowball until
the theoretical saturation limit is reached. Twelve sub-themes, four organized
themes and two overarching themes have been formed by the theme analysis
method at the individual level. At the group level, thirteen sub-themes are
organized in five theme categories and defined in two overarching theme
categories. At the organizational level, forty-nine sub themes have emerged in
eighteen themes, organized in the framework of six overarching themes. This
article theorizes the phenomenon of human resource management based on
individual differences and the fit of the individual with the organization.
According to this theory, the management of human resource performance is
different for different people in the same organization. This method seeks to
attract, develop and maintain better human resources and provides high
flexibility between human resources and the organization, which in general
provides better performance of human resources at three levels. This theory is
based on the theory of individual differences and the fit of the individual with
the organization. The presented model offers better flexibility and performance
than previous models.
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Extended Abstract

Introduction

Many organizations are moving away from completely standard HR management systems with
one-size-fits-all approaches and towards personalized HR performance management. As a result,
the identified research gap is that until now the management of human resources performance at
individual, group, and organizational levels, by environmental changes, especially technological
changes, to increase the performance of human resources, has not been examined and researched.
Therefore, in this research, this theoretical gap is resolved to develop the human resources
performance management model at the individual, group, and organizational levels, to increase
the performance of human resources within the framework of the new personalized human
resources management method. The developed model increases flexibility, efficiency,
effectiveness, and thus performance in human resource performance management. Considering
the existence of more than seven thousand human resources in the 124 districts of Tehran
municipality, the necessity of implementing a human resources performance management system
at all three levels, individual, group, and organizational, to increase the performance of human
resources is undeniable. Due to the dynamics and many changes, ignoring the levels of human
resources performance management in Tehran Municipality has negative performance
consequences. Therefore, this research is done to increase the efficiency, and flexibility and
increase the performance of human resources. This research seeks to answer the main question,
how is the design of the human resources performance management model based on individual
differences and the fit of the individual with the organization in Tehran Municipality? Another
guestion, what is the designed model of human resource performance management at individual,
group, and organizational levels in Tehran municipality with a personalized human resource
management approach?

Theoretical framework

All organizations face a level of human resource diversity that requires effective management.
Diversity management measures play a decisive role in reducing the negative effects of diversity
and increasing its positive effects (Hosseini & Qasimpour, 2023). The consequences of diversity
management include three main themes consequences of the individual level (increasing the
empowerment of human resources, improving organizational citizenship behavior, reducing job
leaving, and increasing employee satisfaction), at the team and group level (improving group/team
performance, improving the quality of team/group work). And at the organizational level
(increasing productivity; increasing creativity and innovation in the organization; improving
customer orientation; preventing protests; reducing organizational conflict; and increasing
organizational justice). Qaitrani (2019) also states that the development of a conceptual model is
to explain and predict the achievement of dynamic capabilities and competitive advantage through
attention to the organization's human resources (Qaitrani, 2019). The presented model has been
developed at two organizational levels according to the dimensions of the organization's mission,
strategic planning, and dynamic capabilities at the organizational level and the individual level
according to the internalization of individual goals and executive plans. It is expected that this
model can help to create knowledge in the field of behavioral strategies according to motivational
considerations in strategic management models in organizations. Employee commitment, which
is sometimes called passion or belonging to work, occurs when people are interested in their job,
enjoy it, and want to work hard to do it (Hasan Khani et al., 2018).
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Many models have been designed and built in the form of human resources performance
management in recent years, among the research that has been carried out for municipalities so
far, we can include the research of: Nazimi et al., 2022, ZarAli et al., 2019, Salamat et al., 2019,
Janalizadeh Ghazvini et al., 2023, Moinian et al., 2018, Tayibi Abolhasani & Kosha, 2016. But
what is important is that there is no model for managing the multi-level performance of human
resources in Tehran Municipality, with the approach of flexibility and increasing performance,
according to the changing environmental conditions and based on individual differences and the
fit of the person with the organization with a personalization approach.

Methodology

This article is qualitative and exploratory. From an objective point of view, this article expands
science because it has designed a model. Two field and library methods have been used to collect
data. In the field method with the tool of interview questions and the library method with the tool
of documents, data has been collected. The statistical population of experts are managers from the
124 districts of Tehran municipality who, in addition to having full knowledge of human resources
management issues, also have practical experience in municipal human resources. From these
expert managers, semi-structured interviews were conducted using purposeful sampling and
snowball, and the researcher reached theoretical saturation in the twelfth interview. The average
duration of each interview is one hundred and eighty minutes. The data obtained from the
interviews were coded in three stages with the method of thematic analysis, thus the research
model was obtained. Validity was measured once before the interviews and once after the
interviews. Reliability has also been done with the retest method. Reliability has been measured
in two stages, once before the interviews and once after the interviews.

Discussion and Results

Personalized human resource management at the individual level allows organizations to establish
a friendly and honest relationship with employees. Provide support rather than coaching and have
the ability to understand individual employees to best match the unique needs of employees and
effectively support the organization's goals.

The efficiency of human resource performance at the group level also depends on the credibility
of the group in terms of group competence and group atmosphere, and on the group's agility. The
main core of the work group depends on the individual; therefore, people should be members of
those work groups that have a high degree of compatibility and are efficient. When there is an
agile and reliable group, participation in decision-making increases, and appropriate decisions are
made to increase performance for the organization. The most important component in group agility
is creating a combination of skills and capabilities.

Finally, by using a personalized organization-wide human resource management process human
resource management principles, and human resource management programs and practices, an
organization will be able to create a highly differentiated and customized set of human resources
that are highly valuable, scarce, Unrepeatable, and stable. According to the personalized HRM
perspective, the most favorable employee and organizational outcomes can be achieved at the
organizational level because such systems are much more complex to imitate and have more causal
ambiguity for competitors. However, human resources management systems are standard,
comparable, and copyable.
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Conclusion

Personalized human resource management can bring long-term, sustainable benefits. In
this system, first, organizations must carefully weigh the costs and benefits of personalized
HRM approaches. Moving away from traditional HRM and towards personalized HRM
requires significant upfront investment, particularly in HR technologies and artificial
intelligence, and potentially incurs higher administrative costs compared to traditional
standard approaches. Due to the nature of the personalization of this system, the success
of personalized human resources management significantly depends on the company's
ability to collect relevant data at the individual level to attract specialists, develop and
improve human resources, maintain human resources, and create a task structure. O Sabz,
both the horizontal alignment of the organization and the vertical alignment of the
organization depend.


https://sanad.iau.ir/journal/msds

b A 93 9 ot 90 WS o

VY-AR o — 1F+F L o Jol o lod o slez Jlo

Homepage: https://sanad.iau.ir/journal/msds

L9 il g 509 SO 9 (Siwo lwil @lio 8 yShos Co oo
028 S 19 yew 30 5 )lwsadi 95599, b o jlw

Toat; pME hgn 1o (O Lioy e (B I e

Ol el oMol ST oKzl (635 0 )l 105 alg (g0 e 05,5 (5,55 (Gozils )
Ol el i Sl ol (g lalus 5y e 09,8 ol Y
Oyl el ool ST oKl (635 0 oyl 45 alg (g0 e 05,8 ¢ Lioliwsl Y

ool » e Sl gl o Slas Sy e Joo (b piagh onl 5l Sus iounSey
O el a5 (6l j0 eal (gilwpazed 0,505, b plele b oyd cls 5 (60,8
ABEVYY e al)l e ()8 15 axel> ol (glanwsi (yiogh Buas g S g4 3l ol
B AelS g0 a5 aredan (6T Agel (g 4 oS A (5 )l D Sl e
Lol a8y plonl Jlislo dess alas BT 51 o5 00jlgo b (o ks gl o> 4 (youms, B
99 9 00d (aulesle (gt Loz (22 (geute 03350 (50,8 mham 3 (geude koS )
us.o.m dwd T2 ° ‘59)5 QSM.A 00 jon ‘cs"’ﬁ)f CJa.w B J.v‘d.d)f J&w )..fl)s us.o.m
&g Joz ol (glojle mhaw o Wloads (ayyx5 313 yelas aiws g0 j0 5 2uilejle
ey 518 Geede D Cszly 50 sud (aailejle (gt cuza 3 (28 (gede
Olejlos b 0,8 el 5 69,8 slacsglis i Sl polie o 0say i oyl ilone]
SG o bz ol 3l gl gladl mlie o Shoe 3 S e s ylas cpl ay Ly oS oo 033,655 |
9 Q)‘Q e° ‘) ‘:Lu.d‘ é;l.».o b2 LS)‘A'Q’i 9 my 5ud> sos.».w U"‘ ] s.)jL‘L»A sul.n)l.w
3 o, les fgozme j0 a5 WS e Al Hloslu 5 Sludl b e oYL (5 pdylas]
5 692 lasgld 4l ASS L )98 Gl dpdee Al Alan pshaw o Sl wlie
Cod 1y 6yt 0 ,Sos 5 (6 pdyBllasil coads &l] Jow .l oy 7 e Lol b o 3 el

aas oo a3l iy gloJoe 4

b3l b 88 el (59,8 (Sgliy « Sl @bin 8 ySKhos Cy ke 1 godS 59

dodlo
5 0,5ee a5 sl B Ol awl ol s ol Gla 30 §yskd ol s

el yol cpliojlo (6,9ld &l poss 4y Coed (6 55l ls 0y Lo )loslas (5590 40

3T i

gy dlie :allio & gd
Okls; e i g oiuns 53"
a-rezaeian@sbu.ac.ir
VOVl A el s g b
VEYNYIYY iy b
VEOY Lo yLaail G )b

R R e
Copde OFY) e ls wolyedle
oy » (ive Sl gl o Shos
3,509, b plojles bojd ks g (g0
aslihad ol 5 )l e 5o il sasd
OOF Gl anng 5 Copoe Oldlas

doi: 10.30495/msds.2022.1963074.1065 .A-YY

weya>,s MSDS bl cblesl
5 oad yaite clhs o LS slaled)
oo )b o Slojlo sla Kiuuls

Coly St © 2024 by the authors.

Submitted for possible open access
publication under the terms and
conditions of the Creative Commons
Attribution (cc BY) license
(https://creativecommons.org/licenses/b
y/4.0).


https://sanad.iau.ir/journal/msds
https://orcid.org/0000-0003-4553-3030
https://orcid.org/0000-0002-0563-389X
https://orcid.org/0000-0002-3623-3813

It Jlgs VF-AT amio sl o loss oo ylaz Jlw yltsly drawsi' 5 Cop priko clefllao VA

5l clio (651 @ pac o5 5 SIS (ol o el o Lalejles 5 Lag y9lid oz 550 SIS S olox
sl bl el ailyslis Sl 1) alols oy a8 LSS oS LT 51 (Deloitte, 2018) cawl Sluilali clo
(shixial (oyas &) SIS o Shae cenlis Syt ok alold cul 5,5 o (sl |, 095 (3 28T
il 5 Sl aslin S prie o lasl aslin 4y dzgi a5 wilazdly s Laylojles 035,01 (Deloitte, 2018) wisly axsls
2805 ol o 4 ol 3 Shoe alox 5l lajls slagisn 2 (slod 1S lanm 55 Wigf oo Glilgplio gal pllis
@ Wl aiby lojle ) Sl glis sl plosle yo Slojle wlie (n e 5l (o (SLadl 950 15 sl
Cawsd 00% Cyatd hew 5 Blaal 4 Wilgty el dlewg (s U ol 0gups ylojle 0, Sles b ales S8 lesle
(Triwibisono et al., 2017) ceul Hlojle ;o ael,l5 Sluilpbio o Slas o e 5)1,8 5 prkine Lol den 5 20k
asls e B sle e S8 laplejle @ do pie plee Ll Code (05900 Laseie 5 0 Sloe slo e olulis
5 425 090 0,Skae Cupae pllis ;o Slosle 5 (B9F (5958 ok ;0 lapite ol 23l 5 (65,30
Sy g ol sl loslos 4 ol g ol 3 Shas byl pims Sy 3575 (GaNjAQ, 2018) wims )3 _Sopes,
wldls Hlai o )50 (29,5 5 598 gobw o 1) 3, Shee o2 a5 WBL gl 5 JolS Wl oo (Sl 0 Shes (bl e
Sl @lie 8 Shoe o oo g ul 5ams 18 4z g3 090 1) (29,5 5 (69,2 Tolaw (Stly g LLS )| aSul o2 g 2L,
(V- £) ) 05udsS 5 039,08 .(Ahammad, 2017) sl baoyleslos azgi 3,90 by 45 sl puslis] Yoy Jlono 51 S
(lizee zohaw 10) Glojlw o Slas o pae 5 (b, & dlwgy jsb 4 Wb bylejle e, o5 ailasls oLy
N itd (o, BBy 8 (6538 53T sla ke b g lags j9lid S 4 4255 b aplajls |5 ol
Cameron ) ogi oo oylojle ol o ,Slee coin lp ol SIS Jol38l corge 45 Wgh oo olacaakd poc
wlie o, Slas o e die) Ho puize ()5 g L3I aab Ll 5 Alie sy 5l iw ow, (& Quinn, 2006
s 59 by s 5y 31, dlilin o Slae S e ST b 50 5 e o5 o Sl (ol Sy il
Supde (owyp & Glojen job 4 eSE hagh g LS g wledged (owyn Slosle 5 (295 (08 mhaw an
lie @y bgype aie; (nl 5o gl (nipe Sy Slejlu 5 (0295 (508 gl o Sl mlie 3 Slee
crgo 4y 45 Sl slacexkid pue by agalye ol clive slaallin Lo g ol lie 1o .ol (VYAA) LazS
2 Byo g Conl 8,5 )15 az g 090 0 pdyiee D9 s )glid 5o LD SlysiS o (arne e Sl
(GanjAli, 2018) wlazsls y ¢ Slojls 5 2g)S «0 hiw dw ;5 Slasl mlio 3,Khas e (Gl
eV Conlid sus a5 piakael gladame b s)lis,y 5o eilosged Gl (YY) T lKen 5 Silga a5 wisilon
Shond 590 Jb g laplejle 5l (65l 45 wo S Lastine oz 5 050l sla, cnl 6yl Six asile s

Copde 50,590 (69, Jb 50 g aied (LSS g 05l slao ;S g, b o lastewl Sals Shlalo o pae slapllas

1 Cameron, K. S. & Quinn, R. E.
2 Huang et al.


https://sanad.iau.ir/journal/msds

VA& ohiKan 5 L8 olojlo boys canli g 50,8 locsyliy o (] olio 9, Klas o pyto

ool plold simgh SIS s (o (Huang et al., 2023) aiil oo ool (g5lo gased Sluilalio o, Sles
Slasts b el o Slojlos 5 (29,5 0638 gobaw )3 Sludl wlin 8 Shoe o oo (950 & Conl &0 (o
59 9l 5l 4855 18 (fegh 9 (o) p 990 (Slulilio 8 Shoe il Sz i(5 ol DS g (arore
slojle 5 25,5 53,3 o 5o ldlplio o Slae ke Joke dst joliie 4 (6, SIS ool gy ol
—so By oad (gilu ezt Glulplie Sy pas waz () wszlr o Gledl mlie o Sles il jslate 4,
Slaslalio 8 Slos o ppae jo 15 0 Slhos amil 4o 5 (cidu Sl (g0l )5 (5 piyillanl 0ol 0ols drwgs Jow 09,5
XAt
Pl Sy 18 po) Old il ABNYE (g mhaw jo Sludl (69,08 )50 Cida 5l in S92 g 4 a2 L
2RSSl e 5 Shoe (al8l cuz (Slole 5 (29,5 1503 haw 4w 2 )3 Sl glis o Shee g o
IR Ot 5 pbim @ a2 bl bt 0 Sl 38es o e ok (2855 oasl ol
Sl mlie 0, Slos o e B o g0l slagSl aS Conl [S3 @ 3 0400 ol e 4 (60 Slos st slavwly
355 o0 ol 00 plol b s 15 10 sl Sl a5 slo imghy alaz 5| el oud a5 les s >Lb 5 gl Lo o
YA Ko 5 codls (VYY) ) 5 el «(VF ) (S 5 oo islaimshy (97 59,l50
903 0,L31 1 FA0) L) Kan 5 ciwmdlynl ol (O FAA) L es 5 hisns (VP2 1) (e 5 935 0l) Leils
Janalizadeh Ghazvini et al., 2023; Moinian et al., 2018; Nazimi et al., 2022; Salamat et al., 2019; Tayibi )
iz 0,8es Copae slp (255 sl Coenl > axil Lol (Abolhasani & Kosha, 2016; ZarAli et al., 2019
5 b it Ll by ceslite 3 ,Shos Gial3dl 5 6 gl 3,555, Lol 85l o (sldlasbin (o
23 ol S5y mtzman )5 357 (Slsaid 3,55, b olejlo b )8 caslis 5 558 SSE » Sheo
da 3l oo 5 6515 am 5l em gl cnl plasl (ol ol 3 Le (6555 5 pten |y 5 (b Sl 059>
b shmgly SSE Wi oo gl Cnl plrl Ly el (65975 5 e 55 a5l el (5500 5 oo e52 )5
o Shos l58 5 (6 eigdllanil 0,515, Lol 651 5o (Slodl gt rlaaiz 3,Shas Sy o 5550 3545
s ol o3l a5l e tags nl plonl ans 2dsy s3by s 390 1) (asme poiite Ll b conlie
Al aw zshaw I 6 e GBS S preal S50 D)l w00 IS SRS Glpoe &5 Sl (5952 5 e
mlis Cosles Glansie b 48,5 & ygo 6s5S 5 Eon 4y Ly Kimghy il aily Sluslalie s ,Slas Cu o
laasliton yy JoSS 5l Jol> @l gl 5l Jol> o5 Gl olo et Sl i 05> 515 L (Sl
B )15 2 5 6,05 0550 (005 )l0505 5 45 Cansl 00y 5 argie willso (615 Y03l 5 Mgl tomis

9 S pdBlasl s(_gd.oi)lf o8l Gua b iaghs cpl agyeml 5l o)ls 029 (69,8 maw o) (LS sy b

(V) olis 5,15 g slayoS V8 asbi iy !
(VTT) 53,7 5 (mbogd QUSIS 05551 (slans VY e T


https://profdoc.um.ac.ir/list-writer-%D9%85%D9%87%D8%AF%DB%8C%20%D8%AC%D8%A7%D9%86%D8%B9%D9%84%DB%8C%20%D8%B2%D8%A7%D8%AF%D9%87%20%D9%82%D8%B2%D9%88%DB%8C%D9%86%DB%8C.html

It Jlgs VF-AT amio sl o loss oo ylaz Jlw yltsly drawsi' 5 Cop priko clefllao A

0,8 los Sy pin Juw oS cwl Ojso s Gieeh ol Jlgw (plply 098 co ploxl ¢ Sl mlie o Slos 201531
Sl 5500 g 5 Sl 458 015 650008 )3 Glojle b 08 el 5 (698 slaslss » e Sl ilie
3529, b Ol solod 5o Slojle 5 (295 (08 ok ;o Gludl plie o Shee o pie 0ud (2b Jas

Sl 58> o0 (55l paseds Sluslalie o o

B9 iy 9 (5515 (Sl
b olyem (S iU Sladl e S e die 13 35z5e (225 Slagtagh (VYY) T ke 5 ,Sane
9 oolatul 0 90 (2,25 Slad,Sug, cbgrye L () (p) Ho Sl ol ) Allie Cpl jo LiegTy eealae
(Sig S Goigel o (S iUl Sl cplaseinsl 53l aisjle anlllas slasl sl 0o Juloni g 4526 oo zglans
ol Gas (Nyathi & Kekwaletswe, 2023) S wSU ololy 5 (Sig mSdl Slbls )l o Sog oSl o Sloe b3
J 5o laslamdl o Slejle 5 (LS, o,Sdee sloo gliws §ams gl a5 conl Jow iolosl g oloian allis
Sy xSy o slapllas sloslaswl b losle YO Jold o lai G 55,k 5l baools sl ool >l )b axwgs
Slesle 5 BLS S o Slas e il S oS Slaslmlin e 48] amets 0 (6 slmas Slas! ailio
Sl 5 oy aalllae ool e il SIS 8 Slae s Samiles Gyl 5l olojler JS (sl stins oo
S Sl Slalmbie Cu o sleslannl oy alal) o Faldlae piie SG (lere QLS 0, Sloe A8 (o) 2
axgi S50 Slojlu o Sas (glas jgliws e o 1) lojle slael 5 Sloe i baasdly .ol Slosls 5,Ses 5
i 955 ol 3 QSIS 5 Slae al53l & ool o 35500 o 4y i loatily ol oprizan a3 o )3
Py Supde 4 ls oS anxlye Sl G958 g9 5l (rhaw b laplejle den wadias (V2 YY) (205 )50 ol
oel38l g £ai cie Ol 31 alS [y 0aiiS el i £445 S i Dleludl (Hosseini & Qasimpour, 2023) ws s
g slaglejle 10 g4 Co pan slaswly g Sleladl s Bua b pol> iagh g,0ml 510l o cude @l 3
o pke 09 53 Gl 5 Glpoe 5103 VA L Leal,y el jo sl a8 57 & j50 o5 Judos 9, b olnl )0 50
Jolis 55 o e Sloladl a8 wisls ylas jiogh ol del Joe a4 alas (ao jp S, a Y o Sl ple
—E55 (elie)l a8 emepsis plasiul (a0l ) jeme g5 plasiul 5 Ll (pbaie ) Lol slags
) €55 Su e 9,505, b (3590l il Glocio b (jgmmogsis plastinl an b ¢ oo s DLl Al B ¢ g
3 0 Gl Sl s €55 9,5, b 0 ,Shes Sy e s (535 Ca e glabisel 55590l sl 40
Blad 5 G¥ole loas ol 5 Bk 3aies (si> 5 (g95 ei5> o oShae o3l 5555 &yl 5 o Shas
o Ul ool slacslon 6l t o2, 5 Gl cciorl Sloas Cudgads g goiie a¥ole Sloss l,z)

laely lol o aw Jolds 555 oy sladwly puioran .cwl (aV¥sle s 5y slacanlow 5l ookl da g4

! Madhekar, M. S., & Bhargava, R.


https://sanad.iau.ir/journal/msds

AN ohiKas 5 LS olojlo boys canli g 50,8 locsyliy o (] olio 9, Klas o pyto

ols) iy ot S 5 Gals o Sl (g e 5185 Sgete o Sl (595 (s 3luiialles Ral8D) (69,8 whaw 5o
Slosl s ;3 5 (29,5 oo S CohsS Sgnn cualleg,S 3 Shes 92) (89,5 5 (oo mhaw jo (ULSLS
2 el Lol el 1 (65 Siay 1(s lacs st S9e tolejlo 5o (6sl5 5 S T3l oo y90 00 2l
5 Tod Slr oot S ST dnngi )b o (e 55 VAR Glilad ol (Slojlo e 2l e Sleosla
oatde anng (b el ol Sludl glis & 4z g8 @5k 5l (0B, Coje 5 b ekl 4 plites coain
4 OB 5 plejle 455y & dlas onl el S wozlr Glste 4 €los Glajle 4 lad 55 4SS L
o9 (6l €, b5r0055» a0 b disey jo KaiiS o JLio |, Ll Sealiedban job 4y g oud agate Slaal (5 Sy
wiled 4zt |y Glojles (M s 5o plejle Blaal il 5L iy Wlsi a5 (60,8 gl 55 031 Dl dsgs
Olosle Cojsele slal 4 az g5 b glojlu zhaw g0 j0 ol ools &3l Jaw .(Qaitrani, 2019) coul a8y & 50
5 0P Bl il bsye 4 azg b 602 g 1o 5 Sl mhaw ;o by locell 5 ol 5,40
axgi b 5,L8,; slao paly aney jo uils oloul 4y Wilgiy Jaw (ol 05, o0 jUaml .ol a8l anwgi ¢ ol )2 slaasl
OHlSan 5 S e sliiel 4 led SeS aglojle jo g0yl Copae o o L0551 ollasde 4
i o 313185 ] e 353 2 gley o35 ol S @ et b L plsie ol o (SIS A1 (O TRA)
Siagy (Hasan Khani et al., 2018) oS (o) 1 slol (sl sslgse § 0i 0 S35l il aeaddle 045
Cewd a2l e il ladlabes Jaw o9, b olnl (oo lesles PO 5londs (655105 (sloodls (g b L]
(P95 gl o 1iwsd ez g Slejle Ko Glesle Sulex (Glojle L (Glosle gl o a5 8L
b L)l g 25 zgog oaijle 3,555k« Slojle slazel (LS5 8 L cogs )15 Lo I35 50 (650,
osds STyl losles clas o Slojles ag ey (55653l cg,lS Il iy Copol c60,8 pela 4 g ¢ oVl
295 9 22 sle)Sal) slils agh (nlaiins S5e (LS el p (Coasd) @l S e 9 (i o

low

OHRIF 95
W 1y el ple oaims o xS wllie (pl iBan oSS 5l il BluaST g a8 g 5l canle a5l Lol dllis
o9y 5 el oo solaiwl daosls (5,915,5 (slp SlulS g Slowe g, 90 5 el 00gei pladl Jow >l b
dnol> .ol o pladl Laosls (5,910,545 o g sliwl Il b Aol bg, 40 5 axlas sl g Il b Sl
(sl gl o e oo o 4S5 ogdle a5 siiwd 05 (610,00 AEYY Gbls 5l Slpae (5 3 )bl
ErS g0 g, a0 pd Gl el 5laiil 5o g b, Sladl mbe jo Jes 4,25 glyls w5yls JelS a5

O @e233l90 dxlas o Siagh a5 Cépdy plodl w@idl Lsle ded sleaslas By elS O a0 4 5 diedan



It Jlgs VF-AT amio sl o loss oo ylaz Jlw yltsly drawsi' 5 Cop priko clefllao AY

loa>las 5l ooel s a5 clvosls .ol aids slis § duo alas ;o b)) Sae (Sl .8l s (5 ks el

el o..\.oT Cawd 4&5;: JJ..A dJ...wj R R W) 6)&5..\5 4.1.‘>J.A dw 4O ‘u}o.nm Ja.l?u L)’“"ﬁ) lJ

Joe 2195
31 Gt el 0uls eaoriw aslae sl 51w LSS g baslae sl 51 s LSS ol iogh cnl o
Pl 5l Gy (g Giomie sl sl oy (IS 05 s anl 4 lan slalie dadaslas sl
5 baslas Glagyie (cw)p 9,500, @l (o) n 9,50, Sl a8, 15 4 (6 Kasle 4w 5,50, S deaslas
ey MBI jeas aslas j0 a5 G513 (6,500 098 bawgi 0 s, s (ul dag A0S ) 2 0 S0,

Ailosges KW Iy 0,509, dw ;2 (JolS job 4y 05 Cin (pl olod diiid 0,5 Can Jol 09,5 (pl o S

Joe bk
o b S 5 e lan ol 51 iyl s b 50 55 bl el 85 ool 30Tk s, b bl
4 Cug 90 50 axlas WYlse deaslas pbxl 5l i oLl Giovws Cya el 00l saoriw raslas plxl
Colgs jo aiad dwslie o2 b Cugi 90l 3l Jols Dl el g ol ool ools il dayl 1l o 0,80 A 0,5 SO
b)jiﬁ Qo 50 AA su.n).....m‘ L;...m.)w.b u.:),.a )‘ oolarul l.) ‘UBA)T )L: 9o (5‘)—7‘ )‘ J..ol.‘> g_)‘ro.) O ‘;..m.aw.m w).«a
Sz e draslas sl 51 s UL Groriw gl 0ged (aseie 1) Slilekl oYL Colil oo ol s S
3 Joe ol g Sllas (i jled (edlio ol jar 4 bapyie ol asul Gl Bolal Ojge 4 ouls pll amlas
lgiome Jelod by, 5 Ghdgl E9o90 b &S QI 53 (nl 28,5 18 (B Wsdanlas I 1l 4 K00 00 4 LS
oy losliwl b (55 g Siwgh Jawgs ool plxil sla g la50S™ 38le5 e Cules o wiyls JulS Lalus
3 Ot e po ol ez el 0ols lid wo o Ae | 0,5 dl 33le5 oy Dlawlowe 1y ) taings ol ol

el 00 g_)L..a‘ J-.\A ‘s’l.ﬁl.t | o0 Y-

o slrasl

o9 (S slaassly

W G Jlo miyg Rz U 9 (o Om 0B 003k s 90 03 9 0 99 (B 55 1S Led Caprosr -]
S50 U1 o5 o Ml aits JLo bty 51 555 05 o 5 0500 JLa 00 B iy 5 ez o5 Sl
i 0] wlis S 3 et

olawy s o LS 1) Ay geuiae a5 ol adgl 610505 axlas sla e Tal i goude Judxi (g -

w0l 43‘)‘ \ Js-\} L) d\.Jﬁ‘ Lgl.b.&f u.s‘ )‘


https://sanad.iau.ir/journal/msds

AV oliKan 5 LS olojlo boys canli g 50,8 locsyliy o (] olio 9, Klas o pyto

(Source:By author) audgl g g,135us 51 golaxi N Jgu

&zl 4yl puplio o ls

‘e @9 & Olgn ) QLS U 09d carge Wlgoe a5 else 51 (Ko s )lo et slacend aen o

Ap ol 5 85 Jelge (B ojlail 4y ogd o 00w LS, @y oS s oS conl (plo S Copse ad SSl, )
Voo Aol Ay el ol

e

B> oo ,Sles 5l gls gl g uileladl ples (gl a5 WS Jee (3390 (5,050 yo Wilgi oo (g e

! Ypde 08wl Y
) sl asls e O P
We

Ve o B . ' . |

w213 LS gl ], el colo) a5 cuils (ghloyed o LSS g S e Glgse b o
" - PENFU S Y
.é)9|
\"a

LU ol oy als ey aslaid )3 )18 slaws o plas jo cils pa b as Slaalas uloly adsl slaas

b loile 9 29,5 (50,8 v dw o 5l Egemme H0 AT Wl Cawd 4 (5,500 sloalis daaS A Gaes axg

(Source:By author) 8,3 zdaw jo giluwil gslos y)Shos Cu oo p81 )8 colde .Y Jous
4l omolide o plojlw (raolido 2513 ol
b (Sl
628 5Lk Glojle (25 (pgmmen 0525l
s cols,
LS L wliwgs bLs |
LS, L wlsls bLs )

6,8 gy,

S5 sl gl 6258 G oozl S ales
Jub gols b8
Ol (2655sly
O & e Ul
S 08 00,8 b Ll
LS 0,8 s Ul

& 535 ol
©o 8 2lly

P8>S alwd jlx 0w Ty 0 A 318 elae alws 90 5l 608 mhaw s Slul mle o Sles Co poe

el 00 )‘«.\.’J.: L5(:-).‘3 UM oo)'|9o )‘ o ‘SQAALA)LM: L).Ml.ﬁa.ﬂ L)"‘ 9 Sl 00 ‘SQA:LA)LM: w.AL»AA

(Source:By author) og,5 e o Gilwd! gabio o ;Shos Co oo 51,8 (rolide Y Jgur

Gc).e u.a.ol.oa.o [ X W sb..\.al.o)lm ua.nl.ao ).SI)S QMLA.D
5 sliel 5o )
- 095 9= -
09,5 & NS 095 sl

Syl 9 08 (S5l m 095 (Kmmld




IPe¥ Loy VAT axdo o) o ylosd o ylgz Jlo sl drwgi 5 Sy pto Sleflao AY

09,5 o903 53l
&yl
Srdyad g
09,5 3 Jos ey
sl wYleb cpols =5 Li
05,5 slakebs mailosle 09,5 Sl
09,5 (soype Lo 05,5 Sl ols
09,5 lael slac Ll 5 oo lgo S
29,5 Sy J> o,
09,5 5,la5Bas

09,5 Jd, b

035 ool b sl

wmpgmo@uowﬁfﬁ)oﬁﬁ\)& Oaliae diws g0 oj)fc.la...;)é G;LM.;l &bo o Sas &y o

(Source:By author) gilojbw gdaw 30 (Slwil 2sbwwd Slos Cu o g8 )8 polino .F Jau

= 2 ool o0 (Ailojlw (rrolio 2513 melide
aylby Jolos
LS IS & 5o (S Sl (prasS
(@) J P b =9 =
Sl @lbs (59,8 S 2SIl Jolo 5 a5
el fyg 40
e O sl olie g Sl angs
Sk G2
5 Sl e Sois S i
Sldes olgs Sl il g Sl 258
L5 4 saedddle
.. b s""‘““ G.L‘*' d)LJ)lS ]
g;l*“’ °=)
. on s .. . .- E3 T - 3 Q}J)BA .
e 55T oloss o) (S S

: lojle slocalls
e gl oo il o

S Ay

el

T 3 ;’;‘.c»ol,.o“
Ay Ceo 8

Fleré bl

e adlae WARVE Y

slag, allas Slojle cdlae

el e

Sl )8, S

HUS{ WG ST-3-
Sl ol 5 b s

A Slosd ZodS S Sl i .
— — S 0 Shoe (Sig 2SI L5 ) o
S Slosle g, o, Slee Sy 2SIl o e Slaily Ll
Shbee sloaclp 55,0,k Sl plie (S955U 5 50540l 2



https://sanad.iau.ir/journal/msds

A liKan 5 LS olojlo boys canli g 50,8 locsyliy o (] olio 9, Klas o pyto

asl 5 (S8l oLl
ol (S Sl J s
Sl Ol e 5 Gilsd JalS (S iSUl gla il D]

L &, 4
Sl gl s g 38 asle s oo
L;»)Lw
S 2 ows
5 = lejles S5 LS Lo
sl sl >

S a5 ) e
M (5 jloases

: - olesle (B3l bl
6)L“f‘>-.¢-'

Soile @50k
OLSL Jos ey
b iy o ks 65,5 &
PSSl 6l slaisy ol e

s 53 (2580

Oboile sl

&0 gl jod )l o e 030>
Syl 5,185, oS lie

soelye Sl mls o &S L

Lasl solie 60 nl
Jole e 4 (20 5158 e o

&Sl Cu s Slosle 6950 lwl o
&5 Lt sl
Olpe s5lsiy
o5 oS> Syl 3925
Srhedls,

Ogoman odzxd ghils aS Wi oluls ;.51,8 Haede il o Slojle 0,504, b sludl mlie o Slae o o 6l 5

s (258 (i &g S b (oauiblejl

G5 A 9 S
oS Cuwl lojles (Sludl mlie Jeol 5l (sad0 05illy ol 4y (60,8 haw ;0 ouls (gilu gatd Gluidl mlie Zo po
chos o 0ad (gl pased Sl mlie o Slas g e Cudbge 50 ST 8 (LSS slacbil g Sl 5 5
63,8 055l 1Sl 6lp LS, L Cu e (3Ll alaly g8 4 () s (S Jele 90 4y (502
O pdySllasil g LS, 50 3985 (sl @lls als (V5 QLS L 69,8 (e ol Oalal (5,085 5 OLS 1
S 050 sa,ld) 5 bl lee 4y Sluslalio 6 pdySllasil a5 53 )ls oo (le (VAA) il g cal, . QLSBT ol o
aS wilosges Gylgie gladlin ;o 35 (Yo VY) o, § Slga 0,10 o )Ll laylo sl G551 ol Blasl 4y plows sl
Sl ol 0,38 o ,uil (LSS litily) 05Kl LUl 5 ol oads (giles paseds sl golie ke

58 o b lojle 0,Shee y Sladl lio il cales o g 920 o S5 |, Slasl wolie ol Ldlata



IPe¥ Loy VAT axdo o) o ylosd o ylgz Jlo sl drwgi 5 Sy pto Sleflao N4

L alole g ailbiwgs bls I b v oo o5l lalesle a5 ¢(60,8 mlaw 1o ool (g5lu pased Sluil sl &y pow
aas asl el |y (LS5 08 Syo olly 5 wes &l 6,5 o sl a4l g)ler 0gd S35 (LSS
LS Glatsy plojle Slaal 5l 5 ol 4 5 sl andls cllae (LSS 0,8 4 jamie lajls b azg on e
S & SIS & lbiasnnly 5 olpte JUsb ool s ale 03 Sy ol Sl 5 5 agls & s
Ao oo Gl gladl b o, Sles 50 (6 pdyBllasil o9l &3l (g g0 o Slos alizee slacasdss ;o (50,8
&l Copde yiie G pddlhsl g Siales 4 jzie Wlgh oo (izen 00l Gilupatid Slal mlie o o
Slaal a5 w12 1) gaiedon slaogds Jbie job 4 g oy 40 b amo o o5l aylosl o 15 0l gludl
Lgl!b)Lu QO)S")'.’ 6‘).: 4&1.: ‘099.' QSM" 6L®)Lu Qé)ﬂ).g Ls‘)" LQJ..’ 4 QLS)S A.\SLSA 00)91).3 ‘) L@‘)T u_i.:).:‘)a.w‘
O )lge 505550 dloul g5 45 Gl e Silasl molio e (sl el iy asins & las 5 05l w5 Slo sl
s gasis |y LSS s o

Blas a4 g 60,8 dad o Sae mls giluwaige slp YL Jsly sl gilo sased Sludl mlo gy
Lol a0 (B o3lal 4y asly casas co anseid |y (63,8 mpe Slasglas s &5 )] sloasls o 155 20,10 laass s0 sl
S5l cpline

Sz a5 05,5 57 5 09,5 (Seald L3 5log )T (og pree a3l 05,5 o o Sl glie 5 Sos sl
gac 6,15 slaog, 5 ol ;o b g0l 8l gyl 5lols Kws 08 5 ()15 09,5 Lol atun 5)ls Siww 09,5 0
S e ol ails 5935 puine § Sl 09,5 S5 AT ey anil ju del 5 g 55ls YL (6,55l ax 0 a5 Wigls
e g e 485 Glojle slp o Shae il (sliul) 5o ol (Glapaendl 5 95 o0 Sl (6 S el 5
Stags b Ghags ol @l wlesges il elaizl Cusn ki ubul 5 1) alinyd IS 095 sl
25l Cplie (VWWAA) (oS (Y- V)) Sl 9 508 (Y2 YY) omlior 5 S0 ,9)

ale o poe Jaol g plojle maw jo Sladl sl Co pow ool (g3le cased ail,d 5l eolal b LuLeH P
S Sl mlie l slasgazme G 092 aalss ;306 (lojles SG Glusl @lie o e slooged 5 baasli 5 (Sl
Blin Copos osBauo b llas il sl 5 Gois )15 cOleeS i)l jlowy a5 wiS olm! o0)law 5 glaie
O 15 6059l s s o ylojles b 10 g5 o 1y losles g LSS Cgllae Jlws zuls wodds (g5le cases Slu]
Co e 6L‘°f°""“""‘" Lol o L._‘B) L§‘)‘.’ & yion GI'C r:l.g‘." L;l)lo PR SUSWE IS TRVE I )L..M.’ J.,.Ln.a 6‘)‘.’ @L“W""‘“‘“’
Slre Wilgs co 00y (g3l st Sl mlie Sy o aiiwe 5 lo p oS BB g aslae LB o laibin! Sl sl
Cu e 520,50, sblie g laan e Wb el 5151 IPSWOURELIN) IS IV PR L] K SOV PRI VI SO PR B

&l Cu e G 4y 5 (s Sl molie Sy e 51 ol j50 doriny CBo L 1) 0ulds (gilw sl gludl milin


https://sanad.iau.ir/journal/msds

AV olKan 5 LS/ Olojlw b0y8 canlii g 50,8 slogldy p o (il Zolio 9, Khoc g pto

Eae a0 g Sl mlie lacs sl ;5 0hga k2 BB adsl ()l ke jo s 055l patd L]
e n Jazie i o jlalinl 6los )5, b aslie jo 1) 65V (g lof (sloas 30 00dlly jobo 4y 5 ol
stz P BB b 4 00 (lupand Sladl glie Copae Cudbse (s (nl il pard Coalo 4 a2 L
el ol (5lage g drmg ¢ maastio Cix sl (69,8 mhw 40 lad e lesls g slaen o0 oS0 LUl
S sleiler 5390 il 5 Shailer 1 il o sledliy S sl o sldl glie cublagS:
S5 ol <SSl 1) g5 5 SIS s V1Y) 52,0 5 e cslo gyl L ol ol
o (§lw sared gludl mlie Co e D5 co Slpiig 10l gl (V-TY) ), Sen 5 Kilga 9 (Y-19) SLJ

D dunldo ¢ s gluslmlio o paw b

oy Slolediday
laglis » e Slail wlie s Slae S e » 50 Jelse antoglsl plyie & az g5 b 60 )15 Dloleriny
el 0ol &Ll b3 708 4 gilagaid 9,505, b plosli b0 cenlis 5 02
SIS e sy gy sl sly e b 1 o Shas o proe (gl wonisle odLebsd il seaijle dlelss )
Selsl (ot GELsly; Plus Sule; lp 9550 e (S Wld g (n g0k on A e oS ( S5k
Sl mlie Hlpae 4 9,01 5l ¢ He55muly 5 ole (365 ilBolo ilings alayly idle  So .ol onijle
5] w3 1y LSS L o les Delad s aipn) 35,5 oo Slgiing (5,10,45
Sloogad b e 5 5925 3game HLS S & ol pae bawgs L3l oyols 4 Ls Lalgdl o i 0550 103,500 .Y
slecole g 1,85 (0, X0 ols o IS sl jo (6,0 o )5 (g5lwosln aile (5,500 lgl,8 5 goio
los (s3lsby (605 8 1y (i (KSilywo 5 Sl 5 eitls
Al oSy gy sk 4 ool nl 0503 22 sl g 9l bls |y (5LaSily Jsol ol e otz T
WS bl g s geis g
5oy I e il nlo 5 53k Al S Jesld 5l paasiio Sl 50 (lpae paasie i Y
igled kg 1) (5970 atnld 5 sl
21y o e bl Jad 5 ail S8l (n Fasiane g5) 5 3508 pydar sl mlie Sl 5 dnmgi 0
sk 18 olesla
Gy loly] LSS s o5l oyl e 89 oo Slion lojlu 40 Slasl (g9, cuilogSs gl eanlagSs .7
cdlas s sl wiies Jool, a5 Lisgs gl bs, 4 1) bayls 033 oS ke | o LasdISios i3y

S e A jlansl asl Yo ST Jlas g lis, o



It Jlgs VF-AT amio sl o loss oo ylaz Jlw yltsly drawsi' 5 Cop priko clefllao M

| Ol ol g Ololyiuiay

33,5 pladl Sl mlie o,Sles Co o (gaias, 5 2bj)l 4 Y

L3S 5y 6t aoiz b ol 6105t Sl mlie 5,Shas S e el gy LT

55505, b Sl mlis 3,Khos e Joo bbby lsie b paasi g5 Alle, g scae alie ol
r:l.«.? (e ol 6}5)“’ Q‘,&S d..>-|9 ‘L;o){.w‘ olj oKisls «Ql).QS LS)‘QJ'Q*:’ LENVYY f‘y cla.w 39 @Iaw&&
ailails a8 )lie (rgh opl 10 pmlp e Cod 4 B asn s

&bw (p,l
ol 0uis ply B o g lawgs pdlie o,lad g5 e

References

Ahammad, T. (2017). Personnel Management to Human Resource Management (HRM): How HRM
Functions. Journal of Modern Accounting and Auditing, 13(9), 412- 420.

Cameron, K. S., & Quinn, R. E. (2006). Diagnosing and Changing Organizational Culture. San
Francisco: The Jossey-Bass.

Deloitte. (2018). The Rise of the Social Enterprise 2018 Deloitte Global Human Capital Trends. Business
and Management: UK.

GanjAli, A. (2018). Designing a Comprehensive Model of Performance with a Multi-Level Approach.
Public Management Vision Journal, 10(1), 87-104. https://doi.org/10.48308/jpap.2019.96488
[In Persian]

Hasan Khani, M., Rahnavard, F., Taherpour, H., & Hamidi, N. (2018). The Structural Model of
Employee Commitment in Iran's Government Organizations. Management and Development
Process, 32(2), 31-59. https://doi.org/10.29252/jmdp.32.2.31 [In Persian]

Hosseini, A., & Qasimpour, G. (2023). Explaining the Actions and Consequences of Manpower
Diversity Management in Iran's Top Government Organizations. Sustainable Human Resource
Management, 5(8).

Huang, X., Yang, F., Zheng, J., Feng, C., & Zhang, L. (2023). Personalized Human Resource
Management via HR Analytics and Artificial Intelligence: Theory and Implications. Asia Pacific
Management Review.

Janalizadeh Ghazvini, M., Kafashpor, A., & Rahimpour & Samanyan, M. (2023). Design and
Explanation of Green Human Resource Management Model and its Effect on Environmental
Performance (Case study: Mashhad Municipality). Scientific Quarterly Journal of
Environmental Education  and Sustainable Development, 10(3), 99-117.
https://doi.org/10.30473/ee.2022.50583.2153 [In Persian]

Moinian, B., Mehrara, E., Bagerzadeh, M., & Qolipurkanani, Y. (2018). Designing a Green Performance
Management Model Based on the EFQM Model in Tehran Municipality. Economics and Urban
Management, 7(4), 113-126. https://doi.org/20.1001.1.23452870.1398.7.28.7.9 [In Persian]



https://sanad.iau.ir/journal/msds
https://doi.org/10.48308/jpap.2019.96488
https://doi.org/10.29252/jmdp.32.2.31
https://doi.org/10.30473/ee.2022.50583.2153
https://doi.org/20.1001.1.23452870.1398.7.28.7.9

A ohiKas 5 LS olojlo boys canli g 50,8 locsyliy o (] olio 9, Klas o pyto

Nazimi, Y., Timuranjad, K., & Daneshfard, K. (2022). Designing a Human Resources Performance
Management Model in Tehran Municipality According to the Requirements of the Digital City
(Qualitative Approach: Theme Analysis). Economic and urban management scientific-research
quarterly, 10(38), 113-126. http://iueam.ir/article-1-1869-fa.html [In Persian]

Nyathi, M., & Kekwaletswe, R. (2023). Realizing Employee and Organizational Performance Gains
Through Electronic Human Resource Management Use in Developing Countries. African
Journal of Economic and Management Studies, 14(1), 121-134.

Qaitrani, F. (2019). The Role of the Organization's Human Resources in Transforming Dynamic
Strategies and Capabilities into Competitive Advantage. Scientific Journal of New Research
Approaches in Management and Accounting, 4(13), 60-77. [In Persian]

Salamat, S., Mirsepassi, N., & Reshadatjoo, H. (2019). Designing Human Resources Performance
Management System to Improve Economic Productivity (Case: Ayandeh Bank). IUESA, 7(27),
86-100. http://iueam.ir/article-1-1249-fa.html [In Persian]

Tayibi Abolhasani, S. A., & Kosha, H. (2016). Performance Evaluation Using the Combination of Data
Envelopment Analysis Model and TOPSIS (Case Study: Mashhad Municipality Young
Consultant ~ Group).  Organizational ~ Culture ~ Management,  14(3),  909-936.
https://doi.org/10.22059/jomc.2016.58895 [In Persian]

Triwibisono, C., Sule, E. T., Effendi, N., & Yunizar, M. (2017). The Influence of Strategic Human
Resource Management on Employee Engagement. International Journal of Business and
Globalisation, 19(3), 414-432.

ZarAli, M. R., Mehrara, A., Matani, M., & Bagherzadeh, M. R. (2019). Identifying Management
Indicators of Organizational Resilience with the Aim of Efficient Human Resources
Management in Tehran Municipality and Presenting the Journal Article Model. Scientific
Quarterly of Economics and Urban Management, 32, 117-135.
https://doi.org/20.1001.1.23452870.1399.8.32.8.5 [In Persian]



http://iueam.ir/article-1-1869-fa.html
http://iueam.ir/article-1-1249-fa.html
https://doi.org/10.22059/jomc.2016.58895
https://doi.org/20.1001.1.23452870.1399.8.32.8.5

