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Introduction

Skilled and efficient manpower is the most valuable wealth and property of any orga-
nization. In recent years, the relationship between productivity and quality of work has been
considered and studied in management fields all around the world (Talebian & Vafaei, 2009).
Man has long been thinking of useful, efficient and fruitful use of his abilities, facilities and
available resources (Taheri, 2008, p. 17).

Manpower is the most important factor in increasing and decreasing the productivity
of the organization. This role becomes more important in service organizations. Now, if this
person is motivated, capable and productive, he can achieve all kinds of productivity (Alva-
ni, 2014). Lack of productivity indicators in an organization causes ambiguity in the status of
that organization and a scale gap to match current performance with the past with other or-
ganizations (Karimi, 2008). Paying attention to the effective factors of motivation in financial
dimensions (such as wages, rewards, welfare facilities, physical work environment, safety) en-
couragement and characterization of staff should be an integral part of the productivity system
(Samari, 2006).

Components such as intellectual and personality development, organizational support,
organizational culture, motivation, evaluation and performance feedback, ability, environment,
personal health, education, job clarity are the most important in increasing the productivity of
the organization’s human resources (Mastary et al., pp. 75-86). To increase the productivity
and the nature of business life, human resource management provides access to positive de-
velopments using various indicators in relation to the workforce in terms of productivity and
the nature of business life (Taheri, 2005). Numerous researchers in the field of human resource
management show that proper human resource management is directly related to increasing
organizational productivity (Kargar, 2009).

In general, every manager needs to evaluate the performance of employees, whether
formally or informally. Given the inevitability of this task, the condition for the effectiveness
and efficiency of the performance evaluation is that managers gather accurate and reliable
information. (Rasooli, 2003, p. 193).

The organizational atmosphere is a set of characteristics that describe an organization
and distinguish it from other organizations, is almost stable over time and affects the behavior
of people in the organization (Forehand & Gilmer, 1964). Organizational atmosphere can be
expressed more simply: “Organizational atmosphere is the employees’ perception of the envi-
ronment in which they work.” (Baker, 1992).

Wysocki and Kepner(2006) consider human resource productivity influenced by the na-
ture of work and the personality of individuals, job fit, motivation, material and spiritual, job
awareness, job satisfaction, quality of work-life, individual participation in the benefit of action
or activity, fair treatment of people. Stainer considers human productivity as speed of opera-
tion, quality of operation, unit cost, work flexibility, individual’'s commitment, correct commu-
nication, understanding the necessity of productivity, satisfaction and quality of working life,
and good participation. Productivity and its promotion are one of the main goals of any active
and living organization (Mizani & Bandak, 2013, p. 1).

In order to achieve high productivity, basic measures are necessary to improve the
culture of the organization (Mablaghi & Danesh, 2014). Hersy and Goldsmith have introduced
seven factors for measuring human resource productivity: job ability, job perception, organi-
zational support, motivation, feedback, credibility, and environmental appropriateness (Taa-
voni Guilan, 2012). Manpower productivity has the maximum appropriate use of manpower
in order to move towards the goals of the organization with the least time and minimum cost
(Bordbar, 2013).

Managing a changing work environment requires not only improved knowledge, tech-
nology, but also a need for self-awareness and interpersonal skills (Budlaei, Hassan et al. 2014).

The nature and quality of communication between employees, the issues between
them, the feeling of tension, the relationship between employees and clients, work norms,
evaluation criteria and quality level are some of the expected components of the internal work
environment. So such an environment is determined by nature and quality of individuals, the
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degree of purity created when arguing over activities, the relations between customers and
the organization, the level of employees ‘pride in their jobs, the employees’ norms about
the amount of work expected of them and the level of accountability for the quality of work.
Through thoughtful leadership and effective leadership, we can adjust variables such as reward
systems, workflow, communication, hiring patterns, performance standards, etc. in a way that
it leads to a productive work environment (Budlaei, Hassan et al. p. 44, 2014).

To create a productive work environment, we need team building, creating free infor-
mation communication channels throughout the organization, creating a flexible norm, and
improving the quality of work-life programs (Budlaei, Hassan et al., p. 44, 2014).

Human factors such as; Interpersonal relationships, employees’ motivation, work skills,
empowerment attitude, and the quality of effective work-life plans strike a balance between
the needs of the organization and the needs of employees. In other words, they make people
eager to work and also want to be productive. To create a productive environment, it is neces-
sary to provide incentives to people to provide this environment in the best possible way, so
the specific return on investment to develop a productive work environment, in turn, will be
high (Holzer et al., 2014, p. 72). Since the goal of human resource management is to increase
the success of the company with the success of employees using existing resources, five basic
goals should be considered, including productivity, competitive advantage, legal compliance,
quality of working life and workforce compliance (Satin & Ozken, 2014).

Environmental factors affecting the productivity of human resources include “participa-
tion, social relations, content of work and job satisfaction” (Emami Meybodi, 2000). The fac-
tor of social relations affects productivity through more communication between people. This
means that the more relationships, the more motivated people will be under the influence of
altruism, so productivity will increase. The factor of job satisfaction can have a positive effect
on productivity in the sense that the more satisfied a person is, the better his productivity will
be, and vice versa. (Abbaspour, 2005).

Effective leadership and management are the principles of effective manpower and the
active presence of successful, competent and efficient managers in the organization and are
more important than other factors (Nourizadeh, 2008). Factors affecting manpower productivi-
ty from the perspective of Hersy and Goldsmith include; Ability, clarity, assistance, evaluation,
motivation, valid credentials and personnel rights, environment (environmental appropriate-
ness) (Hersy & Blanchard, 1999).

Factors affecting the productivity of human resources from the perspective of Wysocki
and Kepner(2006) are the nature of work and personality of individuals (job and occupation
balance), motivation (material and spiritual), job awareness and knowledge, job satisfaction,
quality of work-life, individual participation in profit or action and treating people fairly.

Steiner considers good communication, satisfaction and quality of work-life, good parti-
cipation as factors of people’s productivity. Knowledge and acceptance of organizational goals,
initiative in achieving goals and objectives, teamwork and productive cooperation are the key
factors that affect Employees’ productivity (Holzer et al., 2014, p.p 72-73).

Productive organizations form distinct cultures that enable them to use existing resour-
ces efficiently (Budlaei et al., 2014).

Organizational Atmosphere is closely related to the concept of close communication
because the way to communicate determines the organizational atmosphere. The amount of
communication and the degree of coordination determine if this issue will improve productivi-
ty. In cold atmospheres, less social work is done and more employees stop working. The higher
the dismissal rate, the lower the productivity.

Open communication channels that provide easy and free access to information betwe-
en the bottom and top lines of the organization, clear and meaningful commands, encourage
employees to be more productive and feel proud of their jobs. It seems effective communica-
tion between employees satisfies basic social needs, communication with others, and enables
effective exchange of communication with the environment. (Budlaei et al., 2014).

Quality of work-life is a term that includes programs, policies and practices that improve
the quality of work of employees by which quality of work-life can increase the quality of work
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of employees and is ultimately effective on the general part of the organization. Therefore,
creating a balance between the needs of the organization and employees can be effective in
shaping a productive work environment (Budlaei, et al., 2014).

According to research by Yaghoubi et al. In 2011, there are four dimensions to producti-
vity. These dimensions include creativity, job satisfaction, commitment and cooperation.

If there are friendship and intimacy in the workplace and the organization, employees
will endure very hard work. One of the perfections of management in any organization is due
to the commitment of management to the organization. (Rezaian, Ali, 2008, p. 429).

Therefore, workplace conditions have a great impact on the quantity and quality of work
and to improve working conditions, measures such as intimacy in the workplace leads to grea-
ter obedience to subordinates and thus greater efficiency of the organization (Haman., p. 434).

Factors that have a negative impact on people’s spirit, reduce their efficiency, effective-
ness and thus reduce their productivity in the organization which are: incorrect management
methods, bad treatment of people, lack of attention to people and their efforts, failure to meet
the needs of individuals, especially their spiritual needs (Rezaian, Ali, 2008, p. 429).

Nasiri Lakeh quoted by Mohammadzadeh (2007), has made productivity a complex fac-
tor by the elements like the low quality of work, inefficient structure, weak management sys-
tems, lack of meritocracy in management, lack of appropriate cultural contexts to implement
productivity-related projects, job dissatisfaction, lack of job stability of managers and employe-
es, lack of trust between managers and employees, lack of appropriate training and updates
in the field of productivity system, lack of long-term vision in management, unclear mission of
the organization, lack of work ethic in employees, weakening of employee participation system
within the organization, lack of management system quality and other reasons (Mohamma-
dzadeh, 2016).

It is rare for a work environment to be fully productive. To achieve proper productivity
in the workplace, continuous effort, proper planning and most importantly, the existence of
sincere commitment on the part of employees and also patience will be required (Holzer et
al., 2014, p. 122).

In Hersy and Goldsmith model, the level of performance and productivity of human
resources in an organization is considered under the influence of the following factors: perfor-
mance, ability and power to successfully perform a task, clarity, evaluation motivation, credi-
bility, environment.

Creating commitment in employees, paying attention to employees, using talents,
paying attention to changes, good behavior of leaders and managers: the serious responsibility
of management and leadership should be entrusted to people who have special personality
traits, leadership skills and use proper management and be an ethical role model, provide the
necessary conditions for career advancement for all people, give adequate authority to em-
ployees, involving employees in decision making will make them feel responsible in the imple-
mentation of activities and make more efforts to achieve organizational goals (Pedram, 2011).

The most important factors in reducing productivity within an organization are the exis-
tence of discrimination between employees (due to poor management, job insecurity, failure
and reluctance of medium or long-term planning), poor management, lack of control (instabi-
lity in control programs), poor management, uncoordinated Field of study and job, not using
specialties in the relevant job, lack of management planning. Lack of training (poor manage-
ment, inconsistency of personal and professional talents, incompetence of supervisor, lack of
interest in current work and successive transfer of manpower and manpower inflation (Samari,
2006).

Almost all factors reducing the productivity of human resources are related to poor ma-
nagement. In between, the individual must have a reciprocal relationship with the organiza-
tion. A successful manager is someone who deeply knows the cultural environment of his or-
ganization which is a very effective factor in employees’ behavior and understands it and uses
it in the organization’s plans. (Gholamein, 2012).
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Review of previous studies

Table 1. Internal research in Iran

Researcher(s),
research year

Title of research

Results

Ramezan Jaha-
nian, Samira Hos-
sein

The role of organizational climate
on staff productivity in technical
Universities in Tehran province.

There is a positive and significant relation-
ship between the dimensions of organiza-
tional climate, i.e. team Spirit, interest in
work, consideration in the workplace, inti-
macy between employees, disturbance in
the workplace, distance in the workplace,
influence and dynamism of managers,
evaluation of knowledge production and
employee productivity

Aghayi, Reza & et
al. (2015)

Identify effective factors and
criteria for human resource pro-
ductivity in the military-industrial
organization environment.

Identifying 45 indicators affecting human
resource productivity and classification in
customer, financial, internal processes and
learning dimensions.

Mohammadzadeh
(2016)

Investigating and identifying the
effective factors on improving
the productivity of teachers in
Hir province.

21 components have significant results on
increasing productivity of teachers in Hir
such as; having job motivation, capabil-
ity and competence, adequate education,
teamwork, appropriate environment and
culture, subordinate participation, orga-
nizational justice, appropriate managerial
style, organizational commitment, facilita-
tion of communication, delegation, clarity
of job nature.

Saied Shojaee et
al. (2016)

Identifying Factors Affecting Hu-
man Resource Productivity.

Four factors have been identified as fac-
tors affecting human resource productiv-
ity including management, organizational
motivation, empowerment and facilities.

Shekarchi  zadeh
& Haji Esmaeeli ,
(2015)

A review of manpower produc-
tivity models and its relationship
with service quality in service
and government organizations.

Some important and influential factors on
manpower productivity are improving the
quality of services and identifying the per-
ceptions and expectations of the organiza-
tion’s manpower and comparing services
with other systems.

Arjmandineszhad
et al. (2016)

Exploratory study of the compo-
nents affecting human resource
productivity in the Islamic con-
text from the perspective of
Mashhad Municipality staff.

dimensions of organizational indifference,
human resource growth, empowerment,
structural and occupational issues, man-
agement laziness, organizational health
and the Islamic context were classified.

Jabbarzadeh
(2013)

Identification of effective indi-
cators in measuring employee
productivity a case study of NAJA
inspection”.

17 productivity indicators in 4 dimensions
of efficiency, effectiveness, commitment
and cooperation, problem solving were
identified.
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Researcher(s),
research year

Title of research

Results

Jamshidi, Mazdak,
2013, internation-
al  management

The effect of leadership style and
organizational climate on the
productivity of high school prin-
cipals in llam province.

There is no significant relationship be-
tween leadership style and the productiv-
ity of services of school principals. There
is a significant relationship between or-
ganizational climate and the efficiency of
services of managers of educational units
and also there is a significant difference
between leadership style and organiza-
tional climate in the efficiency of services
of male and female managers

conference, chal-
lenges and ap-
proaches
Taleghani et al.
(2011)

Investigating the effective factors
in increasing the productivity of
Saman Bank.

Paying attention to the basic needs of em-
ployees, employee participation in deci-
sions and the managerial leadership style
of the manager increases the productivity
of employees in the workplace

Ahmadi (2009)

Model of improving human re-
source productivity with the at-
titude of productivity manage-
ment.

different components of the human re-
source productivity model are expressed
from the dimensions of motivation, com-
petition, innovation, leadership style,
applied and general education, gender,
current job experience, experience in dif-
ferent jobs and productivity score Man-
power.

Mehrabian et al.
(2009)

The most important factors af-
fecting the productivity of human
resources.

the components are organizational cul-
ture, motivational factors, environmental
conditions, employee empowerment and
leadership style

Zandkarimi et al.
(2012)

The relationship between self-
discipline and its levels with the
productivity of production work-
ers in the industrial sector.

The correlation between self-discipline
and productivity was significant and self-
discipline and its levels have a high predic-
tive effect on human resource productiv-
ity.

Hajipoor

Factors affecting human resource
productivity.

Factors such as; Ability, willingness, orga-
nizational support, job recognition, feed-
back and performance, credibility, quality
of work-life, environment, job satisfaction
are considered to affect the productivity of
human resources

Table 2. Research done outside the country

Researcher(s),
research year

Title of research

Results

Ardil et al. (2011)

Relationship between loneli-
ness and social atmosphere
and its effect on staff well-
being at Kojali University in
Turkey.

there is an inverse relationship between
loneliness and social atmosphere and lone-
liness has a negative effect on the positive
mental well-being of employees. social at-
mosphere and loneliness affect mental well-
being.

Lutans et al. (2010)

The effect of positive psycho-
logical capital on employee
well-being.

Positive psychological capital is effective on
employee well-being.

Casti (2012)

The relationship between or-
ganizational human resource
growth and business.

Innovative human resource management
performance measures increase employee
productivity.
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Shashank et al.
(2014)

Analysis of key factors on
changes in manpower pro-
ductivity in the construction
project.

Six main groups have a significant impact on
the diversity of manpower productivity in
the construction project: labor group, man-
agement group, motivation group, materials
are equipment group, safety group and qual-

ity group.

Ryan McGrall (2009)

Productivity and delay in em-
ployee job satisfaction and
job security.

There is a strong relationship between em-
ployee satisfaction and competencies in their
jobs.

Ozbilijin (2005)

factors affecting people’s pro-
ductivity.

creativity and wage levels, people’s ability
and skill, the state of people’s work and posi-
tion, type of management and organizational

flexibility.

Investigating the effect of
nurses ‘health on increasing
productivity and quality of
work.

Nurses’ health leads to increased productiv-

Latvak et al. (2011) ity and quality of care.

They mentioned factors such as the quality
of leadership, the mutual trust of the worker
and the employer, the reciprocity of organi-
zational relations, the fairness of rewards,
the clarity of the job and the participation of
employees.

Kate Davis & John
Newstorm in 1986

Factors affecting human re-
source productivity.

people’s satisfaction with work and life, flexi-
bility of working hours, staff cooperation and
management, continuous planning and up-
to-date technology, training and empower-
ment of people, effective management, peo-
ple’s intelligence, wages and encouragement
systems, management’s view of productivity,
employees’ commitment to work, profession
and organization, employee responsibility.

Items affecting human pro-

Savari (1998) ductivity

Developing productivity indicators for organizations can provide a clear picture of the
situation of the organization, compare the situation annually with other organizations, identify
the strengths and weaknesses of the organization and create a healthy competition between
human resources (Karimi, 2008).

This study aims to factor analysis of human resource productivity indicators with em-
phasis on organizational climate and leadership quality.

Method

In this study, the sequential exploratory method, the combined method, was used. First,
the library method was used in order to collect productivity indicators from documents, dis-
sertations, researches, articles and books, and statistics and were dedicated to 20 university
professors and experts, which 18 indicators in two dimensions obtained from interviews in
the group focal points and theoretical saturation of sampling. In the second stage, in order to
validate the qualitative stage for data collection, a researcher-made questionnaire was deve-
loped and performed on 35 statistical samples with preliminary tests, which were validated by
Cronbach’s alpha of 0.988 and the validity and reliability of the questionnaire were confirmed
and then done on statistical population (all managers and staff experts of the General Direc-
torate of Education of Ardabil Province (250 people). Analyzing the qualitative data of the re-
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search was used through content analysis. In the quantitative part of the present study, accor-
ding to the research questions, descriptive and inferential statistical methods such as central
indicators and dispersion such as mean, standard deviation and to determine the relationships
between indicators and their coefficients of importance and ranking, factor analysis was used
and all analysis is done using SPSS software.

Figure 1. Research procedure

Gathering qualitative data » analyzing the qualitative data » qualitative findings » de-
veloping a questionnaire» Gathering quantitative data » results and general interpretation»
model

Findings

Indicators and dimensions of manpower productivity measurement with emphasis on
the dimensions of the organizational environment (organizational atmosphere), leadership
quality in service organizations, 18 indicators were extracted from articles and theoretical
foundations.

Table 3. Final list of components and indicators from interview sources and expert opi-

nions
Components and indicators appropriate to the dimensions of the or-
Dimensions Row | ganizational environment (organizational atmosphere) and leadership
quality
Environmental adaptation (the extent to which conditions outside the
1 organization affect employee performance) and maintaining a suitable
work environment
2 Creating a healthy and safe environment in the organization
3 Understanding the environment and the ability to design programs that
are environmentally friendly
4 Having the skills to recognize organizational problems and tensions and
Organizational establish effective interaction to solve them
Environment
(organizational 5 Observe the use of economic facilities in the workplace
Atmosphere)
6 Quality of work environment and feeling comfortable there
7 Paying attention to the problems of employees’ families and trying to
solve them on behalf of the organization
8 Job rotation in the organizational environment in order to enrich the job
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Components and indicators appropriate to the dimensions of the or-
Dimensions Row | ganizational environment (organizational atmosphere) and leadership
quality
1 Having informal and effective communication with people in the orga-
nization
2 Optimal use of organizational resources
3 Job clarity and redesign and job enrichment and the tendency to im-
prove and enrich jobs
4 Save and reduce various costs of the organization
5 Applying the right leadership style for employees and proper use of re-
ward and punishment mechanisms
6 Providing grounds for accepting the leadership model in the organiza-
Leadership tion
quality
7 Ability to work in a team and work productively with trained staff
8 Correct and error-free execution of tasks
9 Having participatory management and having a team spirit
10 Having organizational flexibility

Table 4. Bartlett and (KMO) test results to determine the adequacy of the sample ques-
tionnaire indicators

measurement adequacy of KMO sampling 0/896

Approximate chi-square 24813/782
Bartlett&(KMO) test Degrees of freedom 4950
The significance level 0/000

According to the approximate chi-square table or the Bartlett sphericity test is equal
with 2482/782, which is significant at the alpha level of less than 0.0001. Therefore, it shows
that the data correlation matrix in society is not zero and the act of factorization is justifiable,
so the assumption that the correlation matrix is a unit matrix is rejected.

Table 5. Results of Kolmogorov-Smirnov test for research variables

L T
. . Standard | Significance est .
dimensions number mean .. statis- | result
deviation | level

tics
Organizational | 3.94 0.66578 | 0.005 1264 | normal
Environment
Leadership qual- | 4.05 0.60978 | 0.019 1.676 | normal

ity

According to the results of Kolmogorov-Smirnov test, for the research variables in Ta-
ble (No. 4), the average of the two dimensions of organizational environment (organizational
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atmosphere) and leadership quality is higher than the average value. Since the standard de-
viation of the main variables (productivity dimensions) is less than one, so it can be concluded
that the thoughts of the majority of respondents are less scattered than the productivity in-
dicators provided by human resources in service organizations and most respondents agreed
with their answers in the questionnaire. The results show that both dimensions had a normal
distribution. The significance level was greater than 0.05 (P> 0.05) for two dimensions which
indicates that the variables are normal.

Table 6. Descriptive analysis of research variables

f | mean | Stand | Varia | factor mean Standar | Varianc | factor | mean | Stand | Varian | facto mean Stan | WVari

a ard nce d & ard e r dard anc

(< devia deviati devia devia e

t tion an tion tion

[+]

r

1| 392 0/980 | O/665 [ 4/22 0/843 0/692 11 4018 0/843 | 0/670 16 4/09 o7 | 07
4 12

2 | 411 | o871 | o/753 7 3/68 1/245 0/793 12 /04 0/240 | o/eao 17 | 420 o/7e | o7
2 61

3 | 4/04 0/788 | 0/735 8 3/e6 1/010 /812 13 4/02 0/914 | 0/744 18 4/10 ofse | 07
5 66

4 | 410 /781 | 0728 q 3/67 0/984 /736 14 4/06 0/812 | 0/748

5 | 3/95 0/8s8 | 0727 10 396 0/900 /702 15 4/24 /787 | 0/742 N=2350

Figure 2. Model for measuring the dimension of the organization’s environment in stan-
dard modes and significant numbers
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Table 7. Results of confirmatory factor analysis for the organizational environment

organizational

Correlation Correlation

rate with rate with
Question | latent varia- | StatisticT | Result Question | latent StatisticT | Result

ble (factor variable

load) (factor load)
Q1 0/68 11/49 Confirmed Q5 0/71 12/34 Confirmed
Q2 0/76 13/49 Confirmed Q6 0/63 10/52 Confirmed
Q3 0/75 13/33 Confirmed Q7 0/62 10/31 Confirmed
Q4 0/69 10/73 Confirmed Q8 0/66 11/24 Confirmed
Rmsea=0/165 & NFI=0/90 & GFI=0/91 &CFI=0/82 & IFI=0/91
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According to Table (No. 7), all related questions have a significant correlation coefficient
with latent variables (productivity dimensions) because the values of T statistic greater than
1.96 or less than -1.96 indicate the significance of the relationships at level of 0.05. On the
other hand, all the factor loads of 8 questions are more than 0.5 and the factor loads of all 8
questions are more than 0.6, which are very desirable. The results show that in the dimension
of the organization’s environment, the highest correlation is related to question number 2 of
“understanding of the environment and the ability to design programs compatible with the
organization’s environment.” This means that question 2 determines and predicts a greater
amount of variance of the relevant variables. Also, the values related to the table show that
Rmsea = 0.165 is the average model fit. Also, Chi-square = 155.24 and the fit indices of NFI, CFl,
and IFl are greater than 0.9. So this result shows that this model is a suitable one for measuring
research variables on the organizational environment and the fit indices are suitable for this
variable.

Figure 3. Model for measuring the dimension of the leadership quality dimension in
standard modes and significant values

Table 8. Results of confirmatory factor analysis for leadership quality dimension

Correlation
rate with Correlation
. latent . . . rate with .
Question variable StatisticT | Result Question [atent variable StatisticT | Result
(factor load) (factor load)
Q1 0/59 9/86 Confirmed | Q6 0/78 14/12 Confirmed
Q2 0/69 11/93 Confirmed | Q7 0/76 13/56 Confirmed
Q3 0/52 8/46 Confirmed | Q8 0/70 12/17 Confirmed
Q4 0/58 9/50 Confirmed | Q9 0/73 12/85 Confirmed
Q5 0/74 13/21 Confirmed | Q10 0/70 12/20 Confirmed
Rmsea=0/119 & NFI=0/93 & GFI=0/95 &CFI= 0/89& IFI=0/95

According to Table (No. 8), it can be seen that all questions related to variables have a
significant correlation coefficient with latent variables (productivity dimensions). T statistics
values greater than 1.96 or less than -1.96 indicate significance relationships at the level of
0.05. On the other hand, all factor loads of 10 questions are more than 0.5 and factor loads of
8 questions are more than 0.6, which are very desirable. In the obtained results, it is observed
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that in the dimension of leadership quality, the highest correlation is related to question 6
“providing grounds for accepting the leadership model in the organization”. This means that
question 6 determines and predicts a greater amount of variance of the relevant variables.
Also, the values related to the table show that Rmsea = 0.119 is the suitability of the model
average. Also, Chi-square = 158.68 and NFI, CFl, and IFI fit indices are greater than 0.9, so this
result shows that the model for measuring research variables on the leadership quality dimen-
sion is a suitable model and the fit indices are suitable for the variables.
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Figure 2) Model for measuring the quality of leadership dimension in standard modes
and significant numbers.

Discussion

This study was considered with emphasis on the dimensions of organizational environ-
ment and leadership quality considering the importance of productivity in service organiza-
tions and a new look at the classification of dimensions and indicators of human resource pro-
ductivity. Some questions raised in this study are: What are the indicators of human resource
productivity with an emphasis on the dimensions of the organizational environment and the
quality of leadership in service organizations? What is the validity of the dimensions and indi-
cators of manpower productivity in factor analysis? In order to achieve a deep understanding
of human resource productivity indicators and increase the generalizability of the findings, a
mixed research method of exploratory design (identification of human resource productivity
indicators) was used. 18 indicators of measuring human resource productivity in service orga-
nizations were classified into two dimensions of organizational environment and leadership
quality.

The quality of leadership with indicators such as; associating with people in the orga-
nization, applying the appropriate leadership style for employees and proper use of reward
and punishment systems, correct and error-free execution of tasks, delivery of good quali-
ty work and customer satisfaction (individuals or units receiving work output or stakeholder)
of employee performance, leadership and leadership quality, support of superiors and senior
managers of employees, providing opportunities for acceptance of leadership model in the
organization, effective management and optimal allocation of resources to activities and the
ability and capacity to improve performance methods Work, participatory management and
employee participation, having a team work spirit, organizational flexibility such as floating
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working hours, working hours flexibility were identified which were in line with the views of
Kate Davis and John Newstorm (1986), Rezaian (2007), Taheri (2008), Bordbar (2013), Jabbar-
zadeh (2013), Savari (1988), Steiner (1995), Adson (1999), Ozbilijin (2005), (Budlaei 2014) and
with the criteria of evaluation of sample employee selection, culture and guidance of Tehran
(2013) and criteria for evaluating the performance of education (2017).

In terms of organizational environment, indicators such as; environmental adaptation
and maintaining a suitable work environment, creating a suitable environment in the organiza-
tion, eliminating the fear in the environment and replacing the environment of trust in people
and the quality of the work environment (light, noise, humidity and ventilation, etc.), paying
attention to employees’ families On behalf of the organization, the use of job rotation techni-
ques in the organization are in consistent with the views of Farahmand (2002), Babaian (2015),
Henry (2003), Mastari et al. (2013), Ghasemi (2005), Moti Doost Komleh et al. (2014), Faghihi
(2000), Bordbar (2013), Nikokar et al. (2013). Alwani et al. (2001).

Figure 4. Final Model of Human Resource Productivity Indicators with Emphasis on Di-
mensions of Organizational Environment and Leadership Quality in Service Organizations
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Conclusion

Human resource productivity indicators help determine the strategy of total producti-
vity management in organizations and improve effective communication and cooperation be-
tween different units and parts of the organization. It causes compatibility between managers
and workforce and human capital empowerment and evaluation programs and a consistent
and uniform in determining the level of productivity. It helps all department managers, inter-
-sectoral and cross-sectoral human resource productivity and improves it in the headquarters.
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