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INTRODUCTION 

In today's competitive world, productive human resources is considered as 

the most important organization capital that can cause changes in other 

Abstract: The aim of this research was to the effects of maintenance of manpower on 

organizational productivity at Telecommunication Company of Hormozgan. The research is 

descriptive-survey. Study population was all telecommunication company staff that 340 were 

studied by Stratified random sampling using Cochran formula. The research instrument was 

consist of manpower maintenance questionnaire anjaghi et al., Allahverdi et al., Mehrabian et al. 

and Olusanya & et al. questionnaire of productivity organization.  The validity was calculated by 

item analysis and reliability using Cronbach's alpha. Data were analyzed by descriptive statistics 

such as frequency, mean, standard deviation, percent, and inferential statistics such as linear 

regression, multiple regression, Friedman test and path analysis. The results of the regression 

analysis for each question showed that 1. Sense of organizational justice significantly positive 

effect on the productivity of the organization. 2. Employee needs significant positive impact on the 

productivity of the organization. 3. Institutional commitment was significantly positive effect on 

organizational productivity. 4. The content and nature of the job was a significantly positive effect 

on organizational productivity. 5. Satisfaction with job security and a significant positive impact on 

the productivity of the organization. 6. Set goals and expectations of a positive and significant 

impact on the productivity of the organization. 7. Space Cooperation and Cohesion group had a 

significantly positive effect on organizational productivity. 8. Paid their advantages and significant 

positive impact on the productivity of the organization .9. Management and leadership had a 

significantly positive effect on organizational productivity. 10. But the impact of the variables in the 

final model using multiple regression showed that the organization and climate justice, group 

cohesion, cooperation and other variables have significant effects on productivity. The impact of 

pay and benefits between management and leadership, had a negative  . 

Key words: System of Maintenance, Human Resource Management, Organizational Justice, 

Organizational Productivity, Telecommunication Company. 
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organization factors and provide fundamental results. If in past decades, reason 

for superiority of a country was quantity of human resources, modern weapons, 

strong army, vast territory and extensive underground resources, the right of veto 

in international forums, after this a country's power depends on quality of human 

resources particularly its retention and the level of productivity. Human resources 

productivity will not upgrade randomly, it should provide the necessary structural 

and organizational prerequisites and constantly should get notice by the 

organization 1. 

Productivity always is affected by a batch of intervening variables that cause 

ambiguity. Factors such as low level quality of doing tasks, inefficient structure, 

weakness of management systems, lack of meritocracy in management 2, lack of 

appropriate cultural contexts for implementation of projects related to 

productivity, employees job dissatisfaction, lack of job stability for managers and 

employees, lack of trust between managers and employees, lack of proper and up 

to date training of productivity system, lack of long-range management 

perspective, ambiguous in organization mission, lack of work ethic in employees, 

weaken participation of employees in the organization, lack of quality in 

management systems and other reasons has made the productivity as a 

complicated variable 3. 

Among these, we must remember that human resources are considered as a 

determinant factor in preserving the existence and success of organization, they 

also can be problematic and fail managers in achieving goals. Today key role of 

human resources is caused intense competition among organizations to recruit 

qualified employees and managers should pay attention with macro attitudes for 

turnover, consequences and costs of employees lost 4. This issue causes equipping 

a human resources retention system to be considered seriously by organizations 

and institutes . 

Taheri 5 states in present competitive world, productivity as a philosophy and 

perspective based on important strategy forms the most important goal of any 

organization and can include activities of all sectors in the society as a chain. Wright  

and Perrell 6 believe that this issue is caused in all countries productivity and 

correct use and more proper and better use of total production factors (both goods 

and services) turns as a national priority and all communities come to this belief 

that the survival of any community is not possible without attention to productivity. 

Since the most important factor or main levers of decrease or increase of 

organizational productivity is human resources, so one of the issues makes 

involvement the managers of leading organizations in coming decades is attempt 

to increase job productivity of employees 7 . 

Due to intensify competition in capital markets and for the purpose of earning 

more profits in the companies and institutions, especially Telecom Company which 

plays major role in the society, raising human resources and organizational 
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productivity can make closer Telecom Company to its goals. But this issue due to 

lack of attention to human resources retention system cannot be achieved. 

Today, human resources management, particularly human resources 

retention system plays a critical and expanded role in furthering the organization's 

activities. The fate of organization success is so interwoven with the fate of human 

resources management that has promoted the position of functional scope of 

organization as a strategic partner. This strategic role in practice turns into the 

function of human resources management subsystem that means recruitment 

and selection, training and development, deployment and retention of effective 

human resources 8. 

Today, researchers of human resources discussions have realized that 

qualified and 

Skilled human resources are valuable and illimitable capital factor to 

development of organizations and countries 9. So in last half century, a significant 

part of progress in developed countries has been due to development of their 

experienced human resources. If in the past, work, capital and land were 

considered as major factors, today Changes in technology, human resources and 

increase in productivity is considered as growth and development factors. Valuable 

experience of leading and successful organizations about human resources values 

indicates the importance of employed human capital in organizations 10. 

Maintenance and retention of design process employees analyze the health 

and safety programs and provide welfare services 11. Maintenance means to 

prevent turnover and maintaining people in the organization, which in the field of 

organizations should take necessary schemes. Maintenance and retention is the 

process that management tries by using factors such as effective payment system, 

training and development, promotion based on merits, granted proper facilities 

and services increase trends of employees to continuity working in the 

organization12. 

In today's competitive world, productive human resources is considered as 

the most important organization capital that can cause changes in other 

organization factors and provide fundamental results. If in past decades, reason 

for superiority of a country was quantity of human resources, modern weapons, 

strong army, vast territory and extensive underground resources and the right of 

veto in international forums, after this a country's power depends on quality of 

human resources particularly its retention and the level of productivity 13,14. 

Human resources productivity is the rate of real output (working hours) provided 

by organization employees 15. In most organizations, in order to measure the 

productivity of human resources, the amount of physical produced commodity or 

financial value of goods and services and in some cases, the value added are 

divided into the number of employees; because seems difficult to measure the 

actual working hours. If for productivity calculation of labor force the value added 

divided by the number of employees, the index indicates that each employee how 

much added value has made on average 16. 
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So we can talk about capital productivity, raw materials and human resources. 

Dorgan defines the productivity as increased organizational and functional 

performance that includes quality 17. 

International Labor Organization defines productivity as: 

Productivity is the ratio of output to one of the factors of production (land, 

capital, labor force and management). In this definition "management" is 

considered as one of the production factors. Production ratio to any of these 

factors is considered as a criterion measurement of productivity. Belief to 

productivity improvement means having faith to human progress 18. Based on the 

results of previous researches and existing theoretical principles of this study the 

following hypotheses have been investigated. 

 

Research Hypotheses: 

1.Dimensions of human resources retention system (organizational sense of 

justice, covering the needs of employees, organizational commitment, nature and 

content of job, job satisfaction and security, obvious goals and expectations, 

cooperation space and group cohesion, paid salary and benefits, leadership and 

management) has meaningful effect on organizational productivity in the 

Hormozgan Telecom Corporation. 

2.Component of human resources retention system has the ability to predict 

organizational productivity. 

3.How is the impact of final model of human resources retention system 

dimensions on human resource productivity? 

 

MATERIALS AND METHODS 

This research is functional type and correlation method. The statistical 

population includes all employees of the Telecom Hormozgan Province 

Corporation. The total number of members are 1546, including 631 staff members 

and 915 employees of the private sector. For sampling uses stratified random 

sampling method and Cocaran's formula and 340 people as research sample were 

evaluated. The research instrument includes questionnaire retention system of 

Sanjaghi and et al.,19 ,Allahverdi and et al., 6, Mehrabeian and et al., 20 and 

organizational productivity questionnaire of Olsanya and et al 21. Questionnaire 

was calculated by using item analysis and the reliability by using Cronbakh's alpha 

method. Reliability test was estimated by using Cronbakh's alpha method for 

questionnaire of retention system, Alpha coefficient of 96.0 and for organizational 

productivity questionnaire, Alpha coefficient of 90.0. For data analysis multiple and 

linear regression analysis tests and path analysis test is used. 
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RESULTS  

A)Descriptive findings 

Based on descriptive indicators of sample members, 36% of employee’s 

respondents are female and 64% formed male. In relation to education 2/24% of 

employee’s respondents with diploma, 35% of them hold associate degree, 38% 

undergraduate and 2% were graduate and above. In related to work experience 

can be said that 29% of employee’s respondents have work experience from one 

to ten years, 49% have work experience between 11 to 21 years and 22%  are with 

work experience more than 21 years. 

 

B)Analytical findings: analysis of research questions 

In response to first research hypothesis that dimensions of human resources 

retention system (organizational sense of justice, covering the needs of employees, 

organizational commitment, nature and content of job, job satisfaction and 

security, obvious goals and expectations, cooperation space and group cohesion, 

paid salary and benefits, leadership and management) have significant effect on 

organizational productivity in the Hormozgan Telecom Corporation, linear 

regressions test (simple) is used which its results are given in Table1. 

As shown in Table1, retention system variable and its dimensions - 

organizational sense of justice, covering the needs of employees, organizational 

commitment, nature and content of job, job satisfaction and security, obvious 

goals and expectations, cooperation space and group cohesion, paid salary and 

benefits, leadership and management - Each one respectively explains, 0.92, 0.88, 

0.60, 0.76, 0.76, 0.78, 0.71, 0.52, 0.22, 0.56 percent of the organizational efficiency 

variance. Also according to beta coefficient, It can be said retention system variable 

and its dimensions - Organizational sense of justice, covering the needs of 

employees, organizational commitment, nature and content of job, job satisfaction 

and security, obvious goals and expectations, cooperation space and group 

cohesion, paid salary and benefits, leadership and management - Each one 

respectively, 0.96, 0.94, 0.78, 0.86, 0.87, 0.88, 0.84, 0.72, 0.46, 0.75 has positive and 

significant impact in level 0.0001 on organizational productivity. 

In response to second research hypothesis that has the component of human 

resources retention system with organizational productivity predictability, multiple 

regressions test is used that its results are given in Table2. 

 
Table1. Linear regression analysis results in explaining the retention system and its dimensions 

on organizational productivity 

Significance 

level 

T β R2 R Dimensions 

0.0001 50.95 0.94 0.88 0.94 organizational 

sense of justice 

0.0001 22.96 0.78 0.60 0.78 covering the needs 

of employees 

0.0001 32.35 0.86 0.76 0.86 organizational 

commitment 
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0.0001 32.93 0.87 0.76 0.87 nature and 

content of job 

0.0001 34.65 0.88 0.78 0.88 job satisfaction 

and security 

0.0001 28.98 0.72 0.52 0.84 obvious goals and 

expectations 

0.0001 19.42 0.72 0.52 0.72 cooperation space 

and group 

cohesion 

0.0001 0.46 0.46 0.22 0.46 Salary and benefits 

0.0001 20.82 0.75 0.56 0.75 leadership and 

management 

0.0001 62.25 0.96 0.92 0.96 Retention system 

variable 

 
Table2. 

Significance 

level 

R2 R p F T Β Retention 

system    

Dimensions 

0.18 0.99 0.99 0.0001 7.90 1.33 -0.04 organizational 

sense of justice 

0.002 3.14 0.06 covering the 

needs of 

employees 

0.0001 23.67 0.32 organizational 

commitment 

0.0001 16.14 0.31 nature and 

content of job 

0.0001 6.94 0.16 job satisfaction 

and security 

0.0001 18.89 0.43 obvious goals 

and 

expectations 

0.54 0.60 0.01 cooperation 

space and 

group cohesion 

0.0001 4.08 -0.03 Paid salary and 

benefits 

0.0001 8.15 -0.10 leadership and 

management 

 

According to Table2, it observes that the retention system dimensions predict 

0.99% of organizational productivity variance. Findings indicate that after 

identifying the goals and expectations with the beta 43.0, it is the strongest positive 

and significant predictor of the organizational efficiency. After that organizational 

commitment with the beta 0.32, nature and content with the beta 0.31, job 

satisfaction and security with beta 0.16 are positive and significant predictor, after 
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leadership and management with the beta -0.10 are negative and significant 

predictor, after covering the needs of employees with the beta 0.06 are positive 

and significant predictor and after salary and benefits with the beta -0.30 are 

negative and significant predictor for organizational productivity. But 

organizational justice dimensions and cooperation space and group cohesion is 

not significant predictor for organizational productivity. 

In response to question that how is the impact of final model of human 

resource retention system dimensions on human resource productivity? Path 

analysis is used that results is given in Table3. 

For the purpose of validation and presentation of research final model, Lisrel 

software was used from path analysis method. Achieved results are in the figures 

No (1&2).  Figures No (1&2) has done study on the effect of retention of human 

resources and organizational productivity from the view point of staff in 

Hormozgan state telecom Corporation. For this purpose, human resources 

retention system dimensions are considered as independent variable and 

organizational productivity as dependent variable. The results indicate that some 

of human resources retention system dimensions have influence on organizational 

productivity. The results are: 

Results of Figures 1 and 2 indicated that each dimension of retention system 

- Organizational commitment (p<0.05 and β=0.32; t=23.63); organizational sense 

of justice (p<0.05 and β=0.04; t=1.33); covering the needs of employees (p<0.05 

and β=0.06; t=1.14); job satisfaction and security (p<0.05 and β=0.16; t=6.95); 

nature and content of job (p<0.01 and β=0.16; t=13.14); obvious goals and 

expectations (p<0.01 and β=0.43; t=18.89); cooperation space (p<0.05 and β=0.01; 

t=0.60); paid salary and benefits (p<0.05 and β=-0.03; t=1.08) – have positive and 

significant effect on organizational productivity. But leadership and management 

(p<0.05 and β=-0.10; t=8.15) have negative and significant effect on organizational 

productivity. 
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Figure1. Effect of human resources retention system dimensions on organizational productivity,In 

the form of standard numbers model 
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To specify of model fitting, using software Lizrel, different values of fitting were 

calculated (Table No.3). According to Table, it can be found that regarding the 

acceptability of fit indexes NFI, CFI, IFI, GFI and low error index SRMR mentioned 

have relatively good fit model.  

 

 

Organizational 
Commitment 

Organizational 

sense of justice 

Covering needs 

of employees 

Job 

satisfaction 

and security

Nature and 

content of job 

Obvious goals 

Cooperation 

space 

Paid salary and 

benefits 

Leadership and 

management 

Organizational 

productivity 

23.6

3 

1.3

3 

1.1

4 

6.9

5 

16.1

4 

18.8

9 

0.6

0 

1.0

8 

8.1

5 

Figure2. Effect of human resources retention system dimensions on organizational 

productivity In the form of significant numbers model 
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Table3. Fit indexes model of effects of human resources retention system dimensions on 

organizational productivity 

Amount Index 

0.83 NFI 

0.88 CFI 

0.87 GFI 

0.83 IFI 

0.10 SRMR 

 

The results can be summed up that in output of the linear regression, 

variables separately indicate significant effect. But in output, multiple regression 

and simultaneously entry path analysis of variables caused that the proportion of 

variables in certain effect and significant and non-significant be more accurate 

validation. Among these it became clear that covering the needs of employees, 

organizational commitment, nature and content of job, job satisfaction and 

security, obvious goals and expectations had a positive and significant impact on 

productivity and the impact of paid salary and benefits, leadership and 

management was negative significant. Among these organizational sense of justice 

and cooperation space and group cohesion had no significant effect on 

productivity. Also the most impact in simultaneously entry of dimensions and in 

path analysis model was the dimension share of goals and expectations. 

 

DISCUSSION 

The results showed that the retention system variable and its entire 

dimension - organizational sense of justice, covering the needs of employees, 

organizational commitment, nature and content of job, job satisfaction and 

security, obvious goals and expectations, cooperation space and group cohesion, 

paid salary and benefits, leadership and management had a positive and 

significant impact on organizational productivity. This result is consistent with the 

findings of previous research results 19,20. 

According to these results it can be inferred that services compensation 

procedure of this organization equally have been developed for all employees. 

Compensation procedure of the organization is applied equally to all employees. 

For compensation procedures of the organization, fair procedures are used. 

Employees believe that they have the necessary freedom to do their job duties in 

Telecom Company. The context of their potential incidence is provided in this 

organization. Their creativity and innovation are welcome in this organization. 

There is opportunity to incidence their ability in this organization. Also the 

employees of Telecom Company believe that they are emotional and psychological 

dependent to their organization. Personally, the success of their organization is 

very important to them. They really know the problems of the organization as their 

own problems. When talking with friends and acquaintances about the 
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organization are proud of that. And they don’t know as a right thing leaving their 

job in the organization . 

Also can be said that employees believe their work require a lot of job 

facilities. Their occupational activity is complex and difficult and requires expertise. 

Supervisors in carrying out their work give freedom of action to them and solve 

their job problems. Employees have cordial relationships with their colleagues and 

reciprocally, they also have this behavior and in performing the task support their 

colleagues. Institutional environments tend to teamwork. Have no stress in their 

workplace. Empathy and sympathy are seeing in their workplace. 

Other results indicates that multiple regression and simultaneously entry 

path analysis of variables caused that the proportion of variables in certain effect 

and significant and non-significant be more accurate validation. Among these it 

became clear that covering the needs of employees, organizational commitment, 

nature and content of job, job satisfaction and security, obvious goals and 

expectations had a positive and significant impact on productivity and the impact 

of paid salary and benefits, leadership and management was negative and 

significant. Among these organizational sense of justice and cooperation space and 

group cohesion had no significant effect on productivity. Also the most impact in 

simultaneously entry of dimensions and in path analysis model was the dimension 

share of goals and expectations. 

In overall conclusion it can be stated that employees are in believe if impact 

of such a retention system dimension be in a good condition then organizational 

productivity of Telecom Company can increase and upgrade. In analysis and 

interpretation of questions, it was indicated that all dimensions of retention system 

can separately have a positive and significant effect on organizational productivity. 

Each variable can have a separate share of impact on productivity . 

In final research model resulting from simultaneous entry variables are 

shown that organizational sense of justice and cooperation space and group 

cohesion were not significant predictor on productivity in Telecom Company. Also 

paid salary and benefits, leadership and management dimensions had negative 

and significant in forecasting organizational productivity. It can be said probably; 

concurrency entry of all the variables is caused the predicting share of some 

variables be low or not be shown. This finding also can be interpreted that 

implementation of all fields simultaneously is not possible for Telecom. Based on 

the results of the present study is suggested that the results of present study be 

provided to all Telecom centers in Hormozgan province. Also upgrading the level 

of organizational sense of justice, cooperation space and group cohesion, paid 

salary and benefits, leadership and management should be consider by managers 

and planners of organization. It is also suggested that upgrading the level of staff 

awareness and educating them are the ways of increasing organizational 

productivity. It is also proposed to consider the prosperity fields and infrastructure 

management capabilities in the field of attention to human resource retention 

system and also organizing training courses for managers in order to familiarity 

and proper utilizing about different styles of leadership and management. 
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