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Abstract

Given the importance of human resource productivity and the examination of variables affecting it, the present study was
conducted with the aim of developing a human resource productivity model for Bank Melli Iran. The research method was
a case study using thematic analysis. Participants included university professors and experienced practitionersin the field of
human resources who held doctoraldegrees in management, economics, or accounting, and had professional experience in
managerial positions at Bank Melli Iran. Sampling was carried out purposefully with maximum diversity. Data collection
was performed through a semi-structured interview guide, which continued until theoretical saturation wasachieved. In the
fieldwork phase, higher-order policy documents and training documents were also examined in the library section. Data
analysis was conducted using thematic analysisin MAXQDA 20 software. The research findings were classified into three
main themes—technological, environmental,and market factors; managerial-organizational factors; and individual-welfare
factors—and nine basic themes, namely facilities and technology and knowledge management; recruitment, training, and
empowerment; welfare and financial; intra -organizationalrelations; organizational; individual; environmental; managerial,
and customers and market.
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Extended Abstract

Introduction

Human resource productivity is a central issue in organizational research and practice, representing a key
determinant of organizational competitiveness and sustainability. Employees constitute the backbone of
organizational success and are considered the most valuable asset that managers can mobilize to achieve
institutional goals (Husain et al., 2025). Productivity is not only an indicator of efficiency, understood as



NNb drgd 9 S (i igal

“doing things right,” but also of effectiveness, or “doing the right things,” and its enhancement is critical for
organizational survival in competitive environments (van Zyl & Magau, 2024). In the context of banking
institutions, where service quality and trust are essential, human resource productivity directly influences both
financial outcomes and customer satisfaction (Salehi Zadeh, 2024).

Organizations worldwide face challenges in improving productivity due to technological advancements,
globalization, shifting social norms, and increasing cultural diversity (Yanti et al., 2024). In this dynamic
landscape, innovative approaches to human resource management (HRM) are indispensable. Research
indicates that effective HRM strategies—such as talent acquisition, training, and knowledge management—
can significantly elevate workforce productivity (Kashtidar et al., 2024). Moreover, digital transformation
has reshaped the parameters of HRM, requiring organizations to integrate technological toolsinto HR practices
to enhance employee engagement and performance (Hidayat & Basuil, 2024).

The literature also points to the critical role of occupational health and safety as integral to human resource

productivity. Models that emphasize employee well-being within safe and supportive work environments
contribute to sustainable performance improvements (Hameed etal., 2024). Similarly, research highlights the
importance of discipline, structured training, and job design as mechanisms for boosting productivity in public
and private organizations (Erica et al., 2024). From an international perspective, innovative HRM strategies
adapted to the digital era serve as a foundation for organizations to achieve higher efficiency levels (Bahiroh
& Imron, 2024).

Other studies stress the relationship between workload, job stress, and productivity, particularly in high -
responsibility sectors. For instance, excessive workloads have been shown to elevate stress and reduce
productivity, while balanced workloads combined with effective stress management can yield higher output
(Annisa et al., 2024). In industries with intense service demands, such as banking, stress management and
workload distribution are thus central to human resource productivity. Furthermore, the quality of digital
communication infrastructure has been identified as a vital enabler of HR practices, as weak communication
systems can obstruct collaboration, efficiency, and service delivery (Al-aloosy et al., 2024).

Motivation policies and incentive systems are also prominent in the productivity literature. Studies have
demonstrated that motivated employees are more likely to exert discretionary effort, thereby raising overall
organizational productivity (Ahmad et al., 2024). This has been further reinforced by research focusing on
knowledge-based industries, where the integration of knowledge management practices directly strengthens
productivity outcomes (Zare et al., 2023). At the organizational level, scholars emphasize that anomalies such
as weak commitment, misaligned managerial practices, and a lack of meritocracy act as barriers to productivity
(Shamsipour & Taherirozbahani, 2023).

Technological shifts, especially the introduction of artificial intelligence (Al), also influence productivity
patterns. Research shows that Al adoption can enhance employee productivity by supporting decision -making,
streamlining processes, and promoting knowledge sharing (Shaikh et al., 2023; Yang, 2022). Meta-analytic
studies highlight that human resource productivity is determined by a broad set of antecedents ranging from
individual characteristics to organizational practices and environmental influences (Vakili & Khamehchi,
2022). Studies in small firms and developing economies further reveal that organizational size, productivity
levels, and access to financing are closely interconnected (Jaulin-Méndez, 2022).

The Iranian context adds additional complexities. Several studies have attempted to design HR productivity
models in higher education, automotive industries, and public sectors (Ghaffarian et al., 2022; Zareiet al.,
2021). These works underline the necessity of localized frameworks that account for cultural and institutional
particularities. Research has also identified compensation and reward systems as critical productivity drivers
(Ghorbani Oronji et al., 2021). Other investigations emphasize the importance of knowledge management in
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petrochemical companies (Seifollahi, 2021), the role of empowerment in the education sector (Mezgi Nezhad
et al., 2021), and the design of productivity models in policing organizations (Hozoori et al., 2021).
Globally, productivity has been analyzed across diverse sectors. For instance, research in healthcare stresses
that human resource productivity balances between innovation and staffing structures (Peters & Marnie,
2021), while agricultural studies show that turnover among caretakers can reduce efficiency (Black & Arruda,
2021). Broader organizational studies report challenges in public sectors, highlighting barriers such as
bureaucracy, rigid hierarchies, and limited knowledge flow (Lin et al., 2018; Zeraatkar et al., 2020). From a
macroeconomic viewpoint, measuring productivity in industries like transportation and education
demonstrates its role as a determinant of national competitiveness and quality of life (Sheehan & Shi, 2019;
Uludag, 2020).

Overall, the evidence suggests that human resource productivity emerges from the interaction of individual
welfare, organizational management, and technological-environmental factors. For Bank Melli Iran, as one of
the largest and most influential banks in the country, the need to design a comprehensive, localized HR
productivity model is not only timely but essential. This research aims to fill this gap by providing an
empirically grounded model derived from the insights of organizational experts and HR practitioners.
Methods and Materials

This study adopted a qualitative research design with a case study strategy. Data were collected through semi-
structured interviews with ten experts, including university professors and experienced HR professionals with
doctoral degrees in management, economics, or accounting, and managerial experience in Bank Melli Iran.
Sampling was purposive, with maximum diversity considered. Interviews continued until theoretical saturation
was achieved. Data were transcribed and analyzed using thematic analysis with MAXQDA 20 software,
following Braun and Clarke’s (2012) framework. In addition, upstream documents and training manuals were
reviewed. Validity and reliability were ensured through triangulation, member checking, peer review, and
adherence to credibility, confirmability, transferability, and dependability criteria.

Findings

Thematic analysis yielded three overarching themes encompassing nine basic themes.

1. Technological, Environmental, and Market Factors (22.6%): This category included facilities,
technology, and knowledge management; environmental factors; and customer and market factors.
Codes highlighted the importance of appropriate tools, updated hardware and software systems,
government policy alignment, customer satisfaction, loyalty, and service quality.

2. Managerial-Organizational Factors (45.2%): This category, representing the most significant share
of the data, included recruitment, training, empowerment, intra-organizational relationships,
organizational structures, and managerial behaviors. Codes emphasized effective training programs,
merit-based promotion, healthy communication, supportive leadership, reduced bureaucracy, and
transparent appointment processes.

3. Individual and Welfare Factors (32.3%): This category covered welfare and financial elements
alongside individual characteristics. Codes underscored the role of fair pay, adequate welfare facilities,
job security, healthcare services, organizational trust, personal skills, physical and psychological
readiness, responsibility, and job satisfaction.

In total, 296 initial codes were extracted, consolidated into 62 refined codes, and categorized into the nine
basic themes under the three overarching domains.

Discussion and Conclusion

The findings of this study indicate that productivity in Bank Melli Iran cannot be attributed to a single
dimension but rather emerges from a holistic interplay of technological-environmental, managerial-
organizational, and individual-welfare factors. Among these, managerial-organizational factors were the most
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influential, reinforcing prior research that emphasizes leadership, training, and organizational systems as
central to productivity (De Grip & Sauermann, 2018; Husain et al., 2025). This result aligns with studies
highlighting the role of structured training, effective recruitment, and clear organizational strategies in
fostering employee productivity (Kashtidar et al., 2024; Shamsipour & Taherirozbahani, 2023).

The prominence of welfare and individual factors underscores the importance of fairness, motivation, and
support systems. This resonates with research showing that compensation and welfare packages are decisive
in shaping employee commitment and productivity (GhorbaniOronji etal., 2021; Rezaeietal., 2020). It also
reflects the broader literature that recognizes motivation as a fundamental driver of performance in modem
workplaces (Ahmad et al., 2024).

Technological and environmental factors revealed the necessity of embracing modern tools, knowledge
management, and customer-oriented services. These findings echo international evidence on the transformative
effects of Al and digital technologies on productivity (Shaikh et al., 2023; Yang, 2022). Similarly, they
support research emphasizing the importance of knowledge flow and technological infrastructure (Lin et al.,
2018; Seifollahi, 2021). For service-oriented organizations like banks, customer satisfaction emerges as both
an outcome and a driver of human resource productivity, corroborating earlier studies in construction and
service industries (Al-aloosy et al., 2024).

The model proposed in this research highlights the interdependence of these three domains. Productivity can
only be achieved through integrated strategies that simultaneously address managerial structures, employee
welfare, and technological adaptation. This is consistent with meta-analytical findings that human resource

productivity is shaped by a complex set of antecedents across differentlevels of analysis (Vakili & Khamehchi,
2022). Furthermore, the contextualization of these findings within Iran’s banking sector contributes to
bridging the gap between global productivity research and localized organizational needs.

In conclusion, the study underscores that enhancing productivity at Bank Melli Iran requires a
multidimensional approach. Policy recommendations include implementing continuous training programs,
establishing fair compensation systems, upgrading technological infrastructure, and fostering transparent,
supportive managerial practices. By adopting such integrated measures, Bank Melli Iran can strengthen its
human resource base, improve service quality, and secure a competitive advantage in the evolving financial
landscape.
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