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Abstract 
The aim of this research is to present a management dashboard 
framework model based on human resource productivity. The present 
research is applicable in terms of its purpose, and exploratory in terms 
of its data analysis process. The statistical population includes 
managers, vice presidents, supervisors, and heads of MAPNA 
Company, determined by a simple non-random method and the Cochran 
formula, with a sample size of 267 people; and the data collection tool is 
a researcher-made questionnaire validated through expert opinions and 
reliable with a Cronbach's alpha of 0.78; and structural equations were 
used to analyze the data. SPSS and PLS statistical software were used to 
analyze the data. The results showed that individual factors affect 
organizational factors with a coefficient of (0.405) and a t value of 
(4.051), organizational factors affect managerial factors with a 
coefficient of (0.233) and a t value of (3.789), commitment affects 
managerial factors with a coefficient of (0.085) and a t value of (2.298), 
motivation and satisfaction affect managerial factors with a coefficient 
of (0.234) and a t value of (4.877), and managerial factors affect human 
resource productivity with a coefficient of (0.449) and a t value of 
(4.305); and the calculated GOF value is equal to 0.65, which indicates 
a strong fit of the model. 
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Extended Abstract  
Introduction 
An organization is a complex ecosystem of services, customers, personnel, equipment, data, 
and information in which it is produced. In the past, organizational management focused on 
financial management indicators, but today, integration between organizational intelligence 
(experts), business intelligence (data types), and competitive intelligence (constant 
communication with internal and external customers) can be achieved through proper 
management. This integration provides an opportunity for the organization to have a view of 
real performance against strategic goals and change in the innovative organization. Access to 
strategic and timely information is essential for making correct and critical decisions to 
achieve this (Bach et al, 2019). To exchange such information and management priorities 
between different levels of operations using intelligent tools, dashboards can be very valuable 
and effective. Management dashboards are new software systems that help organizations 
enrich their goals using information and their analysis (Hashemi et al, 2017). Dashboards 
allow managers to define, monitor, and analyze key performance indicators to align goals and 
activities, visualize all organizational activities, and create a common display environment 
between goals and activities for effective and efficient decision-making (Nouri & Motadel, 
2022). 
Dashboards help managers identify trends, patterns, and visual anomalies in the business, 
which is important for visual information design. Several different goals are expected from 
dashboards, including adaptability and consistency, planning and control, and communication 
(Amin et al, 2022). Dashboards are expected to improve decision-making by enhancing 
cognition and investing in human cognitive abilities. Hence, interest in dashboards has 
recently increased, as evidenced by the expansion and increase in dashboard solution 
providers in the market (Vergo, 2022). Considering the above, the main research question is: 
What is the HRM dashboard framework model? 
 
Theoretical framework 
Organizational dashboard 
Organizational dashboard is a tool rich in indicators, reports, and charts that operate 
dynamically so that managers can observe the organization's performance at any time 
(Dadseresht et al, 2020). Dashboards are business tools and include a set of performance 
indicators, key performance indicators, and other business-related information. Key 
performance indicators basically indicate the degree of success of the business in achieving 
the organization's strategic goals and are therefore subject to attention and review (Faramaezi 
et al, 2014). 
Productivity 
Productivity is the effective and efficient use of inputs and resources to produce or provide 
outputs. Inputs and inputs are resources such as energy, raw materials, capital, and labor used 
to create outputs or outputs, which are goods produced and services provided by an 
organization; in other words, productivity is obtaining the maximum possible profit by 
utilizing and optimally using labor, human power, talent, and skills, land, machinery, money, 
equipment, time, space, etc. in order to improve well-being (Torani & Aghaei, 2019). 
Barmaki et al, (2024) examined the factors affecting the design of the management dashboard 
framework with an emphasis on the components of human resource productivity. The 
research findings showed that after collecting data, conducting interviews, and conducting the 
Delphi method; the final model was classified into 4 main components, 15 dimensions, and 53 
indicators. Among them, group dynamics and team spirit, motivations for success and talent 
assessment and completion of talent banks from employees, documentation and continuity in 
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learning, creating motivation and success among employees with a weighted average of 4.9 
are the most important factors identified. 
Mohmedi et al, (2024) studied the presentation of an organizational agility model in order to 
improve human resource productivity. The results in the qualitative section showed that there 
are 7 components and 52 indicators in the model. The components include 1- Causal factors 
(human and organizational factors); 2- Central phenomenon (organizational agility); 3- 
Strategies (agility strategy); 4- Context and facilitator (agility drivers); 5- Obstacles (human 
resource management challenges); and 6- Consequences (human resource productivity). The 
results in the quantitative section showed that human and organizational factors affect 
organizational agility and thereby improve the level of the organization's agility strategy and, 
as a result, employee productivity. The results also showed that agility drivers and challenges 
in human resource management affect productivity through agility strategy. 
 
Research Methodology 
The present research is applicable in terms of its purpose, and exploratory in terms of its data 
analysis process. The statistical population includes managers, vice presidents, supervisors, 
and heads of MAPNA Company, determined by a simple non-random method and the 
Cochran formula, with a sample size of 267 people; and the data collection tool is a 
researcher-made questionnaire validated through expert opinions and reliable with a 
Cronbach's alpha of 0.78; and structural equations were used to analyze the data. 
 
Research Findings 
SPSS and PLS statistical software were used to analyze the data. The results showed that 
individual factors affect organizational factors with a coefficient of (0.405) and a t value of 
(4.051), organizational factors affect managerial factors with a coefficient of (0.233) and a t 
value of (3.789), commitment affects managerial factors with a coefficient of (0.085) and a t 
value of (2.298), motivation and satisfaction affect managerial factors with a coefficient of 
(0.234) and a t value of (4.877), and managerial factors affect human resource productivity 
with a coefficient of (0.449) and a t value of (4.305); and the calculated GOF value is equal to 
0.65, which indicates a strong fit of the model. 
 
Conclusion 
The present study was conducted with the aim of presenting a management dashboard 
framework model based on human resource productivity. The results of this study are 
consistent with the results of Barmaki et al, (2024), Mohmedi et al, (2024), Salgado et al, 
(2022), Nouri & Motadel (2022), Abbasi (2021), Vázquez-Ingelmo et al, (2020), Bach et al, 
(2019), Munthe et al, (2019), Hashemi et al, (2019), and Hashemi et al, (2018). Vázquez-
Ingelmo et al, (2020) showed that these eight criteria: 1. Planning for human resources, 2. 
Organizing human resources, 3. Hiring human resources, 4. Human resources salaries and 
rewards, 5. Human resources safety and health, 6. Personal characteristics of the HR manager, 
7. Management skills of the HR manager, and 8. Personal abilities of the HR manager are 
introduced as the most effective factors on decision-making processes in learning ecosystems. 
According to the results of the research, the following suggestion was made: 
In career development, by eliminating the slowness of repetitive tasks and operations, an 
attempt is made to give more variety to the job. Personal or career development is an ongoing 
process of assessing the educational needs of each individual and planning to meet these 
needs. This process helps employees to reflect on their knowledge, performance or success; 
and plan their personal and educational progress. 
 


