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INTRODUCTION 

Entering the 21 century, manpower has been considered as a strategic 

partner and the most valuable asset of an organization. Clearly, assets are not 

achieved by itself and only having them doesn't seem sufficient because there 

have been many capitalists having lost their assets due to negligence. Similarly, 

the human capital needs to be achieved; preserved, exploited to create added 

value .Achieving this requires thoughts which know the value of the assets and 

action which shows the absorption, nurturing and maintenance method. 

Abstract: Today, the majority of managers have understood the crucial role of knowledge in 

gaining a competitive advantage and in following the organization's strategic objectives. Also, 

knowledge management has turned to a competitive necessity in organizations. However, 

unavailability of appropriate infrastructures and necessary prerequisites for using such a process 

would result in disgust with human resources and waste of financial resources. The main 

purpose of this research is to identify and describe the relationship between infrastructures of 

strategic human resources management and the ability to create organizational knowledge. 

Therefore, an experimental test was carried out in Hormozgan Power Management Company. 

This deccriptive-correlational research, which is specifically based on Structural Equation 

Modeling (SEM), proves the relationship between infrastructures of strategic human resources 

management and the ability to create organizational knowledge. The statistical research 

population was 180 members of Hormozgan Power Management Company among which a 

sample of 123 was selected using Simple Random Sampling (SRS). Also, field methods have been 

used in gathering required information. The main tool for data collection is questionnaire. The 

research data was tested using Spearman correlation coefficient test and SEM analysis. The 

results show that there is a relationship between infrastructures of strategic human resource 

management and the ability to create organizational knowledge. 

 Keywords:  Strategic Human Resources Management, Infrastructure Acquisition, Infrastructure 

Development, Commitment to Infrastructure, Maintaining Infrastructure, Organizational 

knowledge Creation Capability 

ORIGINAL ARTICLE                                          Received 9 Jan. 2014                                        Accepted 14 Feb. 2014 

 



Clarifying the Relationship between Infrastructures … 

Strategic human resource management indicates the thoughts and human 

resource show the action1. Considering the intense competition in the current 

world, manpower is the most essential competitive advantage in any company. 

Therefore, managers should know how to face this strategic factor and learn how 

to use this competitive advantage in the most effective way.  Combining strategic 

management ideas with management of human resources causes human 

resources to be seen as strategic ones. So, it necessitates a further deal than 

other factors of production. Also, this combination makes the interference of 

decisions related to human affairs inevitable in forming of major strategies of 

organization2. Passing industrial revolution and entering the third new 

millennium, the organization growth is not limited to capital and manpower 

anymore. But, in the current era, the most important comprehensive variable of 

organizations and businesses is knowledge3. Today, moving toward knowledge-

based societies is the most controversial topic everywhere. The emergence of 

information and communication technology and its influence on all aspects of 

man life, has put new paradigm and revolution in human life. Organizations are 

not exempted from this fact and have had great changes in this respect. To 

achieve competitive advantage, survive and cope with changing environment 

variables, organizations also have gotten into the new management tools, 

techniques and new principles, in this age of increasing changes. Knowledge 

management has been introduced as the last organizational discussions to help 

the organizations4. The view that is currently growing is how organizations 

process knowledge and more importantly, how they create new ones. Such a 

view includes conceptualization of creating organizational knowledge5. An 

organization theory conceptualizes the organization as a set which processes the 

information and solves the problems. The centerpiece of this theory is that the 

crucial task of the organization involves how to conduct information effectively 

and how to make decisions in today's untrustworthy environment. Any 

organization dealing with changing environment actively must not be simply 

satisfied with information processing but must create knowledge and 

information6. Organizational theorists have provided a knowledge-oriented view 

of the organization based on which organization knowledge is counted as the key 

asset of the organization. It's because of the fact that knowledge and the 

capability of creating it enables the organization to make a practical and effective 

use of other resources7. By assessing and analyzing knowledge and importance 

of its features in organizations performance, it can be revealed that having 

updated knowledge and information has been turned to an inevitable necessity 

for organizations' survival. Assessing the change process in contemporary society 

reveals that today's postindustrial society is an information society in which 

knowledge-enhancer technology gradually takes the place of force-enhancer on8. 

The existing knowledge of organizations alone is not sufficient to ensure the 

compatibility of organization with environment changes. Considering this, in 

order to be compatible with environment, it's essential that organizations 

reinforce the ability of learning and creating new knowledge. Based on this, the 
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central argument of an organization's knowledge-oriented view is that the 

organization's ability to create new knowledge determines its capability of 

ongoing develop of existing resources and combining them with the capability of 

creating sustainable competitive advantage9. As knowledge creations is basically 

related to knowledge and motivation of people in an organization 6 it seems that 

organizational policies and measures effecting human resources is one of  the 

most significant factors having impact on  the ability of creating knowledge in an 

organization. Human resources systems are as key tools for creating internal 

resources and individual capabilities10. Therefore, it's obvious that the human 

resources performance has the proper potential to make the organization move 

towards creating knowledge. However, the interaction of organization with the 

environment to create and distribute knowledge becomes of more importance 

when an active and dynamic understanding of the organization has been created. 

In the other hand, the role of human resources in knowledge environment is 

important as a sustainable competitive advantage. The trend of technologic, 

social and economic changes in both internal and external environment of 

organizations has resulted in a new approach towards the management sciences 

and also has led the organizations to human resources management and 

knowledge creation. In case organizations are of interest to keep up with these 

changes, they need to have comprehensive and strategic attitude towards their 

human resources management.   

Human resources are the most valuable factors of production, the main 

source of competitive advantage and creator of key features of any organizations. 

Human factor is a strategic resource for organizations. Therefore human 

resources planning are a component of strategic planning. Furthermore, the 

basis of human resources planning is identifying assumptions based on which 

decisions are made. In addition, expected objectives are met provided there are a 

proper predictability and judgments11. Commitment to Infrastructure, 

infrastructure acquisition, infrastructure development, maintaining infrastructure 

are counted as the major infrastructures of strategic human resources 

management12. In the present era in which efficient human resources or 

knowledge workers are the major competitive resources of organizations, it's 

important that strategic human resources management and the process of 

creating organizational knowledge being taken into a special consideration in 

order to train skillful and knowledge human resources . In this respect the 

situations necessary for creating knowledge-based organizations need to be 

provided. Considering the above-said issues, this research seeks for a proper 

reply to this question: Is there any relationship between the infrastructures of 

strategic human resources management and the ability to create organizational 

knowledge? Considering human resources as the most significant organizational 

resource in knowledge creation necessitates more attention and precise study. 

So, it's needed to take the issues of human resource strategic management and 

the ability to create organizational knowledge into consideration in order to make 

a better use of technology and knowledge creation for a better utilization of 



Clarifying the Relationship between Infrastructures … 

resources in organizations. In fact, due to the available restrictions on human 

resources, organizations with proper strategy in creating knowledge and applying 

it can perform more efficiently.  

The upward trend of creating organizational knowledge in Iran and 

unavailability of simultaneous research on infrastructure of strategic human 

resources management and the ability to create organizational knowledge 

requires the researcher to study the relationship between these variables based 

on the relationship between latent variables . 

 

Accordingly, the research hypotheses are: 

There is a meaningful relationship between infrastructure acquisition of 

strategic human resources management and organizational knowledge creation.  

There is a meaningful relationship between infrastructure development of 

strategic human resources management and organizational knowledge creation.  

There is a meaningful relationship between commitment to Infrastructure of 

strategic human resources management and organizational knowledge creation.  

There is a meaningful relationship between maintaining infrastructure of 

strategic human resources management and organizational knowledge creation.  

Therefore, based on existing studies and theories, this research develops a 

theoretical framework which clarifies the fact that how organizations facilitate the 

ability to create organizational knowledge through using a set of measures in 

strategic human resources management. 

 

MATERIALS AND METHODS 

With respect to its aims, this research is of applied type and descriptive 

(Non-experimental research) from the point of data collection and is a branch of 

field study. Also since it measures the relationship, it's considered as correlation 

type. This research methodology is of survey type which it’s most significant 

advantage is the ability of generalizing results. The research data analysis has 

been carried out by the statistical software LISREL 8 and SPSS18.   

Statistical population in this research includes managers and experts in 

Hormozgan Power Management Company in 2013. The used sampling method is 

unlimited probable sampling (Simple random). In this research, the statistical 

sample size (n) is estimated among managers and experts of Hormozgan Power 

Management Company using unlimited probable sampling in limited statistical 

population. This estimation was based on Cochran formula.  

𝑛 =
𝑁𝑍𝛼

2⁄
2 𝑝𝑞

𝛿2(𝑁 − 1) + 𝑍𝛼
2⁄

2 𝑝𝑞
 

𝒏 =
𝟏𝟖𝟎 × 𝟏/𝟗𝟔𝟐 × 𝟎/𝟓 × 𝟎/𝟓

𝟎/𝟎𝟓𝟐(𝟏𝟖𝟎 − 𝟏) + 𝟏/𝟗𝟔𝟐 × 𝟎/𝟓 × 𝟎/𝟓
= 𝟏𝟐𝟐/𝟕𝟗 ≅ 𝟏𝟐𝟑 

 

The required sample size for this research has been approximated 123 

members with regard to error rate at 0.05, probability of success at 0.5 and target 

population size of 180. 
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 A researcher-made questionnaire has been used as a tool for data 

collection in this research. The two used questionnaires totally consist of 48 

questions among which the questions 1 to 32 in the first questionnaire are 

designed to assess the indicators of strategic human resources management. 

Among all the components in scientific literature, the most practical and frequent 

ones were used to determine the major indicators of strategic human resources 

management. These components are: infrastructure acquisition, infrastructure 

development, commitment to infrastructure, maintaining infrastructure. 

Questions 1 to 16 in the second questionnaire are to assess the variable of the 

ability to create knowledge. Designing and codifying the questions of 

questionnaire was based on the questionnaire aims and hypotheses and are 

carefully designed to be sufficiently simple and clear. In order to assess the 

reliability of the questionnaire, a prototype sample containing 30 questionnaires 

has been pretested, then using their resultant data, the confidence coefficient 

level was calculated by SPSS. Cronbach's coefficient for the strategic human 

resources management was determined at 0.790 and the ability to create 

organizational knowledge at 0.770. Generally, the achieved alpha is over 0.7 

which indicates the reliability of the used questionnaire. In other words the 

questionnaire has the necessary reliability. The indicators being studied in the 

two questionnaires with reliability of each indicator is presented in the table 1.  

 
Table 1. Indicators used in the researcher-made questionnaire 

No. Indicator No. of question in 

questionnaire 

Reliability 

coefficient 

1 Infrastructure acquisition, 1-8 0.850 

2 Infrastructure development 9-17 0.705 

3 commitment to Infrastructure 18-25 0.758 

4 Maintaining infrastructure 26-32 0.756 

5 Strategic human resources 

management 

1-32 0.790 

6 the ability to create organizational 

knowledge 

1-16 0.770 

 

Also for validity test of questionnaire, both content validity and factor 

validity were used. In order to control the content validity which assesses number 

and content of questions to study all aspects of the research, first, 30 

questionnaires were distributed among a group of experts. In this step, after 

doing various interviews and having the peoples' opinion, the necessary 

corrections were made and all ambiguities regarding the questions were cleared. 

Afterwards, the designed questions were revised. So, it was ensured that the 

questionnaire assesses the researchers' desirable options. As the majority of 
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studies in the field of research variables had used 5 point Likert scale range, this 

research also accepted a 5 point Likert scale range.  

 

RESULTS  

In this part, firstly, descriptive statistics were used to study the 

characteristics of statistical population, then hypotheses test was performed by 

Spearman correlation coefficient and Structural Equation Modeling.  

 

Descriptive Statistic  

Resultant consequences from demographic statistic of respondent 

regarding gender are at  85.36 for  male and 14.63 for female. Regarding 

education 0.81 held Associate degrees and less, 91.05 held Bachelors and 8.13 

held Master degree. Regarding age 41.46 of respondents were less than 30, 37.39 

between 31-35, 7.31 between 36-40 and 13 percent were aged over 40.  

Distribution of respondents' work experience is as follow: 44.71 less than 5 years, 

34.14 between 6-10 years, 6.5 between 11-15 years and 14.63 over 15 years of 

work experience.  

 

Inferential statistics 

In order to study the relationship between dependent and independent 

variables and survey the research hypotheses, Spearman correlation coefficient 

test were performed using SPSS. The tests results and correlation coefficient 

between each of variables with a detention limit at 5% error and 95% confidence 

is presented in table 2.  

There is no relationship between two variables.      

There is a relationship between two variables    .                     

 
Table2. Spearman Correlation Coefficient 

No. of 

hypotheses 

Dependent variable Independent 

variable 

Correlation 

coefficient 

Sig Test 

result 

Major Ability of creating 

organizational 

knowledge 

Strategic human 

resources 

management 

0.93 0.000 Supported 

First Ability of creating 

organizational 

knowledge 

Infrastructure 

acquisition 

0.61 0.000 Supported 

Second Ability of creating 

organizational 

knowledge 

Infrastructure 

development 

0.74 0.000 Supported 

Third Ability of creating 

organizational 

knowledge 

commitment to 

Infrastructure 

0.93 0.000 Supported 

Forth Ability of creating 

organizational 

knowledge 

 Maintaining 

infrastructure 

0.627 0.000 Supported 

 

Relationship 

(2) 
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As the Table 2 reveals, the result of Spearman correlation coefficient test 

regarding all hypotheses are significant at detention limit 0.05. That is, null 

hypothesis statistical is rejected.   

 

Confirmatory factor analysis results 

In Confirmatory factor analysis the researcher seeks for providing a model 

which is assumed to describe, clarify and justify experimental data based on 

some relatively small parameters. This model is based on pre-experimental 

information about the data structure which can be considered as a theory or 

hypothesis, a plan of definite classifier for features in accordance with physical 

characteristics of form and content, definite experimental situations or the 

resultant knowledge from previous studies on extensive data. Approved methods 

(hypothesis testing) determine whether the data are according to a definite factor 

structure (presented in the theory) or not.  

 Measurement model of strategic human resources management (SHRM) 

As it's necessary to ensure about the accuracy of measurement models of 

strategic human resources management and the ability of creating organizational 

knowledge, measurement models of these two variables, which are performed by 

confirmatory factor analysis using Lisrel, are presented below respectively: 

Graph (3): the factor loading of confirmatory factor analysis for the ability to 

create organizational knowledge  

Given the Lisrel output, the resultant values of appropriateness indicator 

were suitable. Being over 0.3, numbers and factors loading were accepted and 

desirable. 
  Table 3.Fitting indexes of infrastructures of strategic human resources management  

Fitting index χ²/df SRMR RMSEA GFI AGFI NFI CFI IFI 

infrastructures fitness of 

strategic human resources 

management 

1.84 0.04 0.041 0.96 0.97 0.95 0.93 0.39 

Acceptance range 1-5 < 0.05 < 0. 5 >0.9 >0.9 >0.9 >0.9 0-1 

 

 Considering the acceptance range, the results of the above table shows that 

measurement model of infrastructure of strategic human resources 

management is in appropriate condition in terms of Fitting indexes.  

Fitting indexes are used in determining fitness and validity of designed 

models. It's also worth mentioning that there is no general agreement on these 

tests and several indicators are used to assess the model's fitness but 3-5 

indicators are often adequate to verify model.  

One of the general indicators to include free parameters in calculating 

goodness of fitting indexes is χ²/df indicator which is calculated by simply dividing 

χ²/df to model's degree of freedom. If the resultant value is between1-5, it is 

desirable. The statistic of χ²/df and degree of freedom is presented in graphical 

output of Lisrel.  

SRMR indicator should be less than 0.05 to be accepted.  
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 If the value of the RMSEA indicator, which is used in the majority of 

confirmatory factor analyses and SEM, is less than 0.1, the model fitness is 

excellent. If it's between 0.1 and 0.5 the model fitness is good and if it's between 

0.5 and 0.8 the model fitness is medium. Generally, if this indicator, which is 

presented in graphical output of Lisrel, is less than 0.5, it's counted desirable.  

The AGFI and GFI indicators, which are counted as the most significant tests 

for fitness of SEM, are based on sample size. The GFI range of variation is 

between zero and one and its value must be equal to or greater than 0.9. The 

AGFI indicator is between zero and one as well.  

The NFI and CFI indicators are acceptable for values over 0.9 and are signs 

of model fitness. The CFI indicator is the same as NFI in terms of significance, 

except that it's fined for sample size.  

Acceptance range of IFI is between zero and one.  

Graph (4): the factor loading of statistics T- value for confirmatory factor 

analysis of infrastructures of strategic human resources management 

Given t test, being over 1.96 in this model, the statistics T value or 

significance of observed correlations is accepted.  

 Measurement model of the ability of creating organizational knowledge 

Graph (5): the factor loading of standard confirmatory factor analysis of the 

ability to create organizational knowledge 

Given the Lisrel output, the resultant values of appropriateness indicator 

were suitable and being over 0.3, numbers and factors loading were accepted 

and desirable. 
  Table 4.Fitting indexes of the ability to create organizational knowledge  

Fitting index χ²/df SRMR RMSEA GFI AGFI NFI CFI IFI 

Fitness of the ability to create 

organizational knowledge  

3.95 0.01 0.049 0.96 0.94 0.98 0.98 0.62 

 

The results of the above table reveal that the measurement model for the 

ability of creating organizational knowledge is in appropriate condition in terms 

of fitting indexes.   

Graph (6): the factor loading, statistics t-value of confirmatory factor analysis 

for the ability to create organizational knowledge 

Given t test, being over 1.96 in this model, the statistics T-value or 

significance of observed correlations is accepted.  

 Structural equation modeling (SEM) of this research 

 After testing the measurements models, now it's necessary to present 

structural model showing the relationship between latent variables. Using the 

structural model, the research hypotheses can be surveyed. The following graph 

shows the total measurement model of the research in standardized estimates. 

Graph (7): the standard factor loadings of research model  

 

Given the Lisrel output, the resultant values of appropriateness indicator 

were suitable and being over 0.3, numbers and factors loading were accepted 

and desirable. 
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  Table 5. Fitting indexes of research model   

Fitting index  χ²/df SRMR RMSEA GFI AGFI NFI CFI IFI 

Fitness of model 4.37 0.03  0.034 0.93 0.91 0.93 0.92 0.74 

 

The results of the above table reveal that the model is in appropriate condition in 

terms of fitting indexes. 

 Next output shows the significance of coefficients and achieved parameters 

from total measurement model of the research which the achieved coefficients 

have become significance. It is on the fact that test of significance for each 

coefficient is greater than 1.96. The significance of this numbers shows that the 

model is significant. In other words, placing each of the components in each of 

the factors is significant. 

Graph (8): the factor loadings of statistics t-value in research model  

To study the significance of model coefficients, it's necessary to specify t- 

value in each path. Given the T test, all the T-statistics or significance of observed 

correlations is over 1.96 in this model. Now, with regard to the numbers 

significance of relationship between variables, it can be concluded that all the 

research hypotheses have been confirmed.  

 

DISCUSSION  

Understanding the current internal and external situations of a company in 

order to face the future is what has been taken into consideration in human 

resources planning in recent years. It's because of the fact that it's an aspect of 

planning for the company which considers manpower instead of financial 

matters or other resources .Also.the analysis of strengths, weaknesses, 

opportunities and threats are carried out considering internal and external 

factors effective on institute activities. Furthermore, with increasing competition 

and scarcity of skilled personnel with regard to appropriate needs of market, 

planning and resources management requires great attempt for human 

resources planning. Therefore, studying diverse patterns and models of human 

resources management and optimum use of them in organizations and 

companies for planning and improving human resources would be beneficial . 

With the ability to create organizational knowledge, the current research 

with the subject "Clarifying the Relationship between Infrastructures of Strategic 

Human Resource Management (HRM) and Organizational Knowledge Creation 

Capability" has been established on the purpose of studying the relationship 

between the four infrastructures acquisition, development, commitment and 

maintaining the strategic human resources management. Therefore, some 

hypotheses were compiled and tested using Spearman correlation coefficient test 

and structural equation. Analyzing the resultant data of this research revealed 

that there is a meaningful relationship between infrastructures of strategic 

human resources management and the ability of creating organizational 

knowledge . 
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The research results provide those involved in these affairs with some 

explicit suggestions and hints  : 

- Managers can achieve significant talents and competencies through 

creating (nurturing the existing talents), purchasing (bringing new talent), 

borrowing (access to intellectual leaders through incorporation or partnership), 

abandoning ( poor talents), making interest ( preserving the best talent), boosting 

(promotion of proper talent) . 

- Easy availability of informational- thematic experts in board of information 

scientists and knowledge agent causes reinforcement in gathering and effective 

use of knowledge. Also, this initiatives, creates informal networks of knowledge 

which are in parallel with formal networks within the organization . 

- Organizations need to take the process of recognition, attracting and 

revising talents into consideration and plan their policies and activities 

accordingly to be capable of creating organizational knowledge. 

- In order to help the employees to be more efficient, the organization is 

required to reinforce the principles of leadership, increase the organizational 

capability and develop the persistence rate of people in the organization. In other 

words, it needs to reinforce the ability of creating organizational knowledge 

through developing employees' skills  . 

- Organizations and their managers are required to recognize their 

distinguishing capabilities and without wasting their energy and power on 

inefficient activities, bring the development of these activities into focus. This is to 

achieve the organizational knowledge through attaining organizational objectives. 

- Organizations should play more highlighted roles in organizational 

improvement activities and help to create significant competencies effective on 

performance through focusing on work teams . 

- Organizations should determine their capabilities. To ensure that the 

information, employees, performance and work flows so that these capabilities 

are preserved, the custodians of human resources are required to aligned all the 

systems and processes. Also, they should provide the opportunities for 

participation in challenging tasks and organizational affairs holding added value 

to facilitate creating organizational knowledge. 

- Organizations should determine the competencies of which they are in 

shortage or in abundance and deicide on what has to be carried out to revise 

these competencies. Also, there is a need of creating reservoir of main 

developmental works and experiences that can support the organization as a 

vast resource of knowledge . 

Human resources should be taken into a greater consideration and be 

surveyed more precisely as it's counted as the most important organizational 

resource. Therefore, it's necessary to pay more attention to strategic human 

resources management in order to make better use of technology and creating 

knowledge for better utilization of resources in organizations.  In fact, due to 

restrictions on human resources, organizations with proper strategy in creating 

knowledge and applying it can perform more efficiently.  
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