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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.

Human Resources, Individual

Keywords: Performance Management,

Differences, Individual Fit with the Organization.



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

Management and Sustainable Development Studies, 4(1): 73-89, Spring 2024 74

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.
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