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This study used a structural model to explain and design the model 

of manpower productivity effects in Saderat Bank of Iran, a case study 

of Central Headquarters. For data collection and methodology, it is 

descriptive-correlation research. The sample size consisted of 360 

employees of Saderat Bank of Iran selected by stratified random 

sampling. Data analysis was performed using SPSS and confirmatory 

factor analysis was performed using AMOS software. The results 

showed that there is a positive and significant relationship between 

organizational related factors and manpower productivity effects in 

Saderat Bank of Iran.  There is a positive and significant relationship 

between the characteristics of individuals' attitudes and manpower 

productivity effects in Saderat Bank of Iran. Finally, organizational 

related factors with the characteristics of individual attitude in Saderat 

Bank of Iran have a positive and significant mutual relationship. 

Therefore, by providing appropriate strategies and planning to meet these 

components, organizational related factors and individual attitude of 

human resources can be strengthened and subsequently enhanced human 

resource productivity effects. 

Disciplinary: Management Sciences (Human Resources Management). 
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1. INTRODUCTION

Manpower is the main capital of the modern age organization. Employees are increasingly

contributing to the goals and functions of the organization (Rosiek et al., 2016: 24). Without efficient 

people, it is impossible to achieve organizational goals (Shapira, 2014: 676). 
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In the current era, like other institutions, government management faces many challenges in 

improving productivity that is due to developments in cultural, social, economic and political spheres. 

Extremely technological innovations, knowledgeable of organizations, globalization, diversification 

and cultural diversity, reducing public confidence in public institutions, and so on are the most 

significant changes that have made uncertainty about the performance and efficiency of public 

administration. In fact, productivity as a philosophy and vision based on improvement strategy 

considered to be the most important goal in any organization which can act as a chain of activity for 

all sectors of society so that, the mission of management and the main purpose of managers of each 

organization is efficient and optimal use of various forces and facilities such as labor, capital, 

materials, energy and information (Kudyba et al, 2003: 21). 

Therefore, the most important responsibility of managers is to adapt their managed complex to 

environmental changes and improve its productivity to provide better quality services in order to 

satisfy citizens' satisfaction and expectations (Attar et al., 2012: 12). 

But authors of the field, such as Souter Meister, Murray Ainsworth et al. (2002); Hersey 

Goldsmith (1980) almost agree that there can be only one specific cause for the increase in 

productivity, but that productivity promotion must be considered a combination of different factors. 

Most of these studies have provided reasons for greater productivity in organizations. In fact, each of 

these components can examine the productivity of human resources according to their dimensions 

and sub-components, to some extent to cover research weaknesses in the area of non-functional 

dimensions (Nardi & Schwars, 2012). 

Since productivity effects are not only considered as benchmarks and tools of economic activity, 

they are also considered strategically and important competitive advantages. Because it paves the way 

for achieving goals and strategies by identifying the critical points and tools used. 

It should be noted that the concept of productivity effects is not limited and in addition to features 

such as various aspects of spiritual life and development of individual goals and needs. Therefore, 

productivity effects are a broad concept of economic, managerial, social, and so on and cannot be 

limited. Productivity effects lead to organizational intelligence and put the organization on the 

strategic path (Hanaysha & Tahir, 2016: 277). 

In the context of scientific necessity, many scholars have been explored and explained the reasons 

of promoting productivity, among these, one can mention the scholarly studies such as Souter Meister, 

MurrayAinworth et al. (2002), Hersey Goldsmith (1980), Gangspadhyay et al. (2006), Lverson & 

Zatzick (2011), 

Memarzadeh et al. (2017) also investigated the factors affecting the productivity of employees 

in a military health care organization. Baradaran & Valligani (2016) in a study entitled " investigating 

the effective factors on promoting manpower productivity in the Tax Affairs Organization of Iran" (a 

case study of East Tehran tax Administration) and found that three organizational factors, namely, 

personal and environmental attributes, respectively, have the most impact on productivity 

improvement.  Shojaei and colleagues (2016), in a study, sought to identify factors influencing the 

productivity of manpower. Mirkamali and Ashob (2016), investigated the relationship between 

spiritual intelligence and productivity of artistic–cultural organization staff of Tehran municipality. 

Taghizadeh (2016) conducted a survey entitled "empowerment activity model aimed at promoting 

the productivity of employees in small and medium industries". 

Omidi et al. (2016) investigated factors affect the productivity of police force manpower using 
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multi-dimensional decision making.  Baladehi and Inejad (2016) investigate the leadership style of 

managers and their impact on promoting the productivity of manpower of police chiefs of 

Mazandaran Province. Aghani and Aghaee (2015) investigated factors affecting manpower 

productivity using the BSC model.  Iranzadeh (2018) investigated the effect of knowledge 

management components on or manpower productivity using factor analysis methods in financial and 

credit institutions of Tabriz province. Paradi and colleagues (2016) examined the effects of 

integration and property right on Spanish manpower productivity.  Guo et al. (2016) investigated the 

impact of structural activities of productivity on the stress and burnout of nurses in China.  Hanaysha 

and Tahir (2016) investigated the impact of employee productivity on organizational commitment. 

Appelbaum et al. (2015) identified and combined the main factors affecting the success and failure 

of manpower productivity activities in both macro and micro dimensions in organizations. 

Akhtar et al. (2015) investigated the impact of designing the work environment on the 

productivity of Oman Bank employees. 

Dobni (2004) designed a model for labor productivity divided organization services into two 

parts of the trading and exchange features into the services and segmented market strategies or 

services. 

Despite investigating the impact of various factors on employee productivity and research on 

different aspects of productivity models it seems that no progress has been made in explaining and 

designing the model of manpower productivity effects. Therefore, further research into the effects of 

productivity is needed. 

In the present study, it was attempted to investigate these relationships in Saderat Bank of Iran 

considering the following hypotheses: 

 

Figure 1: Conceptual Model of Research 

2. RESEARCH METHODOLOGY 
This research, in terms of the purpose, is exploratory combinatorial research and in terms of data 

collection and method of work is inductive- deductive.  A total of 360 employees were selected as 

the sample. The method is stratified random sampling. The quantitative data collection tool was a 

researcher-made questionnaire based on the results obtained in the qualitative section. The researcher 

developed three questionnaires on Productivity Effect, Organizational Factors, and Individual 

Attitudes variables with five questions, based on the theoretical foundations and content 



4 Seyed Kazem Mortazavi Oskouei, Saeed Sayadi, Sanjar Salajeghe, Ayyub Sheikhi, Navid Fatehi Rad 

 

 

understanding of each component, and based on theoretical foundations and expert coordination.  

Content validity was used to quantify the content validity ratio (CVR) and content validity index 

(CVI).  The results showed that the score of all 51 indices was higher than the Launch table number 

(0.42).  These results indicate that the indices have acceptable statistical significance (P <0.05).  All 

CVIs of all 51 indices are above 0.79, so they were appropriately diagnosed.  Cronbach’s alpha 

coefficient was calculated using SPSS23 software as described in Table 1. 

 

Table 1: Cronbach’s Alpha Coefficients 

Variables No of Questions Cronbach’s Alpha Coefficient 

Organizational Related Factors 14 0.89 

Individual Characteristics 21 0.78 

Productivity Effects 16 0.72 

Total Questions 51 0.89 

 

3. RESEARCH FINDING 
To investigate, the assumption of the normal distribution of variables, before performing other 

analyzes, the standardization (normality) test in 𝐴𝑀𝑂𝑆23 software was used to evaluate Skewness 

and Kurtosis of scales, to make the necessary conversions in case of intense Skewness and Kurtosis. 

If the Kurtosis and Skewness of the scales are less than 2, then there is no need for conversion, and 

the continuation of the statistical analysis process with these scales does not create a distortion in 

results (Tabachnick & Fidell, 2001). Based on the information in Table 2, the distribution of 

participants' scores on the research variables (organizational related factors, individual attitude 

characteristics, and manpower productivity effects) is shown.  These scores are described by using 

appropriate descriptive statistics such as average, standard deviation and distribution indicators such 

as Skewness and Kurtosis. 

Since Skewness and Kurtosis of the research variables are between ±2, the distribution of data 

is normal and indicates the desirability of the variable status for performing parametric analyzes and 

the use of structural equations. 

  

Table 2: Descriptive indicators of latent variable and their components 

Variables, Components Average Standard Deviation Skewness Kurtosis 

Organizational related Factors 3.62 0.51 -1.14 1.83 

Individual Attitudes 3.16 0.53 0.23 -0.58 

Productivity Effects 2.73 0.56 0.46 0.07 

 

4. RESEARCH HYPOTHESES TEST 
Regarding the fact that in this study, two predictive variables namely, "organizational related 

factors" with two components including hardware factors and software factors and "individual 

attitudes", with five components including positivism attitude, modernity attitudes, (modernism), 

feasibility attitude, extroverted attitude (transcendence ) and critical attitude and one criterion variable 

namely productivity effects with four components including reducing cost, saving time, increasing 

quantity and improving quality, a theoretical model in the structural model template is presented as 

follows: 
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Figure 2: Research Structural Model 

 

According to the results of Table 3, regarding the fit analysis of the model with respect to the 

fitness indices, it can be said that the factor analysis model has a good fit for answering the question 

and also testing the main hypotheses of the research. The model was used to explain and design the 

model of manpower productivity effects in Saderat Bank of Iran (Case Study of Central 

Headquarters).  Table 3 gives a result of the goodness of fit index (GFI) (a measure of fit between 

the hypothesized model and the observed covariance matrix), the adjusted goodness of fit index 

(AGFI) (a correction to the GFI), Incremental Fit Index (IFI), the minimum discrepancy divided by 

its degrees of freedom (CMIN/DF), the root mean square error of approximation (RMSEA), 

comparative fit index (CFI), and Tucker–Lewis index (TLI), and Normal Fit Index (NFI). 

 

Table 3: Goodness of fit indices of the structural model of research variables 

RMSEA NFI CFI TLI IFI AGFI GFI P NPAR CMIN/DF DF CMIN 

Fitness 

Indices of 

the Model 

0.041 0.98 0.99 0.98 0.99 0.95 0.99 0.060 50 1.59 16 25.57 Fitted Model 

<0.08 >0.90 >0.90 >0.90 >0.90 >0.90 >0.90 >0.05 - < 3 - =df 
Desirable 

Values 

 

The results of the above model test show that (Table 4) the relationship between organizational 

related factors and manpower productivity effects is positive and significant (β=0.24, t= 9.83, 

p<0.05). Also, the relationship between characteristics of individual attitude and manpower 

productivity effects (β=0.45, t=5.09, p<0.05) is positive and signification. Finally, the mutual 

relationship between organizational related factors and characteristics of individual attitude (β=0.21, 

t=2.74, p<0.05) is positive and significant. 

Table 4: the relationship of hidden variables with each other 

Significance 

level 

Path Coefficients 
Path 

(Directions) 
T value Non-Standardized 

Parameter 

Standardized 

Parameter 

0.001 9.83 0.32 0.24 Organizational related factors → 

productivity effects 

0.001 5. 9 0.62 0.45 Features of individual attitude 

→ productivity effects 

0.022 2.74 0.30 0.21 Organizational related factors → 
individual attitude 
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5. DISCUSSION 
Since the beginning of human creation, man has always sought to maximize the use of available 

power considering the specific spatial and temporal limitations; therefore, the history of productivity 

should be linked to human history. Productivity is an indicator of effective, useful and efficient use 

of various forces. Productivity effects are one step ahead of the outflow ratio to inputs or average 

product produce per unit. In fact, productivity effects are the same as the positive effects that 

productivity can have on society, organization, groups and individuals. 

Productivity effects are considered not only as a benchmark and tool for measuring the 

effectiveness of economic activities but also from a strategic perspective and an important 

competitive advantage. Because it paves the way for achieving goals and strategies by recognizing 

the critical points and the features and tools used. The important point is that manpower is the most 

important factor in improving productivity. In fact, human qualities are a kind of capital, because they 

can make our services more productive and ultimately more prosperous.  

The results of the first hypothesis showed that there is a positive and significant relationship 

between organizational related factors and manpower productivity effects. In this regard, the 

managers of Saderat Bank of Iran have been able to implement an organizational structure and control 

the internal human resources so that they are able to respond to the business environment in a timely 

and appropriate manner. This research result consistent with the results obtained by Jafari & 

Memarzadeh (2018), Baradaran and Valijani (2017), Shojaee et al. (2017), Guo et al. (2016), Akhtar 

et al. (2015), Dobni (2004) and Hanaysha & Tahir (2016). 

The second result showed that there is a positive and significant relationship between the 

characteristics of individual attitude and manpower productivity effects in Saderat Bank of Iran. 

Whereas among the factors of production, the factor of manpower, unlike other forces, has a high 

level of understanding and influence on the better use of other factors of production, in other words, 

it is the most important lever in increasing and decreasing the productivity of organizations. 

Therefore, it has a special place in the improvement of productivity and should be given special 

attention. The role of manpower in enhancing the efficiency of service organizations becomes more 

important due to the direct production and delivery of services by human resources. Applying 

motivated, empowered and productive manpower, in addition to providing efficient services, can 

utilize other intra-organizational forces efficiently and effectively, accomplishing all aspects of 

productivity and ultimately benefiting the organization. This result is consistent with the results of 

Jafari and Memarzadeh Tehran (2017), Baradaran and Valijani (2016), Taghizadeh (2016) and Omidi 

et al. (2016), have been consistent. 

6. CONCLUSION 

Based on the research findings, it can be observed that there is a mutual relationship between 

organizational related factors and the characteristics of individual attitude in Saderat Bank of Iran. 

The reason for this mutual relationship can be interpreted as having a direct and dynamic impact on 

the individual attitude, nervous and mental readiness of the employees of the Saderat Bank through 

the experience of the organization and their response to all issues and situations related to the bank. 

On the other hand, the managers and supervisors of these banks have been successful in dividing, 

organizing and coordinating organizational activities and have created structures that coordinate the 

activities and control the work of the members. The organizational structure of the Saderat Bank has 
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been able to specify how tasks are to be assigned, whom to report to, and what are the formal 

coordination mechanisms, as well as the interactive organizational models to be followed. Therefore, 

the attitudes of the personnel and the organizational structure of Saderat Bank have had a mutual 

relation. No research has been found to investigate the mutual relationship between organizational 

related factors and the characteristics of the individual attitude 

Based on the results of the research, considering the factors related to employee productivity 

through planning by policymakers and managers, it is necessary to provide more framework and 

appropriate mechanisms to improve employees’ productivity. 

7. AVAILABILITY OF DATA AND MATERIAL 
Data can be made available by contacting the corresponding author. 

8. REFERENCES 
Aghani, R., & Aghaee, M. (2015). Investigating factors affecting human resource productivity using the BSC 

Model. Journal of Human Resource Management Researches At Imam Hossein University, 4, pp.27-
49. 

Ahmadi Baladehi, S. M., & Ebrahimnejad,  S. (2016). Manager’s leadership styles and its impact on 
promoting manpower productivity. police development organizational quarterly, thirteenth, 57, 61-
85. 

Akhtar, N., Ali, S., Salman, M., & Ijaz, A. (2015). Interior Design and its Impact on Employees Productivity 
in Telecom Sector, Pakistan. Journal of Asian Business Strategy, 4(6), 74-82. 

Appelbaum, S. H., Karasek, R., Lapointe, F., & Quelch, K. (2015).  Employer powerment: factors affecting 
the consequent success or failure (Part II). Industrial and Commercial Training, 47(1), 23-30. 

Attar, A. A., Gupta, A. K., & Desai, D. B. (2012). A Study of Various Factors Affecting Labour Productivity 

and Methods to Improve It. Journal of Mechanical and Civil Engineering, Second International 
Conference on Emerging Trends in Engineering (SICETE), 11-14. 

Baradaran, V., & Valijani, M. (2017). Investigating the factors affecting the promotion of manpower 

productivity in the organization of tax Affairs of the country (case study of East Tehran Tax Affairs 
Administration), Tax Revenue Research, 29, 165-184. 

Dobni, D. (2004). A marketing‐relevant framework for understanding service worker productivity. Journal of 
Services Marketing, 18(4), 303-317. 

Gangspadhyay, S., Das, T., Ghashal, G., Ghash, T. (2006). Work organization insand core manufacturing for 
health and productiovity. International Journal of Industrial Ergonomics, 36(10), 915-920. 

Guo, J., Chen, J., Fu, J., Ge, X., Chen, M., & Liu, Y. (2016).  Structural empowerment, job stress and burnout 
of nurses in China. Applied Nursing Research, 31, 41-45. 

Hanaysha, J., & Tahir, P. R. (2016). Examining the effects of employee empowerment, teamwork, and 
employee training onjob satisfaction. Procedia-Social and Behavioral Sciences, 219, 272-282. 

Hersey, P. & Goldsmith, M. (1980). A Situational approach to performance planning. Training and 
Development, No 34. 

Iverson, R. D., & Zatzick, C. D. (2011), The effects of downsizing on labor productivity: The value of showing 

consideration for employees› morale and welfare in high-performance work systems. Human Resource 
Management, 50(1), 29-44. 

Jafari, A., & MEMARZADE, T. G. (2017). Identification of Effective Factors on Employee Productivity in A 
Military Health Organization. Journal of Military Medicine, 19(3), 234-244. 



8 Seyed Kazem Mortazavi Oskouei, Saeed Sayadi, Sanjar Salajeghe, Ayyub Sheikhi, Navid Fatehi Rad 

 

 

Kudyba, S. (2003). Knowledge management: The art of enhancing productivity and innovation with the human 
resource in your organization. Published in DM Review. 

Mirkamali, S. M., & Ashob, A. (2016). The relationship of spiritual intelligence with the productivity of 

employees of the cultural- Artistic organization of Tehran Municipality. Journal of Islamic 
Management, 4, 223-244. 

Murray, A., Smith, N., & Millership, A. (2002). Managing Performance Managing People (translation). 
Jakarta: PT Bhuana Popular Science, p. 7. 

Nardi, B., Whittaker, S, Schwarz, H. (2012).  lts not what You know: work in the Information Age, First 
Monday, May. http://www.firstMonday.org 

Omidi N, Askary, H (2016). Prioritizing Effective Factors on police force manpower productivity using multi-

purpose decisions, Quarterly Manpower Development and support, eleventh year, No. 39, spring, 104-
85 

Paradi, J., & Haiyan Z. H. U. (2016), A survey on bank branch efficiency and performance research with data 
envelopment analysis. Omega magazine, 41(1), 61–79. 

Rosiek, A., Rosiek-Kryszewska, A., Leksowski, Ł., Kornatowski, T., & Leksowski, K. (2016). The employee’s 

productivity in the health care sector in Poland and their impact on the treatment process of patients 
undergoing elective laparoscopic cholecystectomy. Patient preference and adherence, 10, 24-59. 

Shapira-Lishchinsky, O. & Tsemach, S. (2014). Psychological empowerment as a mediator between 
teachers’perceptions of authentic leadership and their withdrawal and citizenship behaviors. 
EducationalAdministration Quarterly, 50(4), 675-712. 

Shojaei, S. S., & Manteghi Nikzad, G. R. (2017). Identifying factors affecting manpower productivity, journal 
of manpower management researches at Imam Hossein University, 8(2), 161-181. 

Tabachnick, B. G., & Fidell, L. S. (2001). Using multivariate statistics.  4th Edition, Allyn And Bacon, Boston 

Taghizadeh, H. (2016). Model of empowerment activities aimed at promoting productivity of employees in 

the small and medium industries. Productivity management, tenth year, 39, 171-190. 

 

Seyed Kazem Mortazavi Oskouei is a PhD student at the Management Department, Faculty of Literature 
and Humanities, Islamic Azad University of Kerman Branch, Kerman, Iran.  He is Deputy Director of 
Plan & Program of Saderat Bank of Iran. His research interest is Human resources, Marketing and Digital 
Banking. 

 

Dr. Saeed Sayadi is an Assistant Professor at the Management Department, Faculty of Literature and 
Humanities and Faculty Member of Islamic Azad University, Kerman Branch, Kerman, Iran.  His research 
interests are Human resources and public management topics. 

 

Dr. Sanjar Salajeghe is an Assistant Professor at the Management Department, Faculty of Literature 
and Humanities and Faculty Member of Islamic Azad University, Kerman Branch, Kerman, Iran. 
His research interest is public management topics. 

 

Dr. Ayyub Sheikhi is an Assistant Professor at the Department of Statistics, Shahid Bahonar University 
of Kerman, Iran. He is interested in Structural Equation Modeling, Data Mining and Machine Learning. 

 

Dr.Navid Fatehi Rad is an Assistant Professor at the Department of Management, Islamic Azad 
University, Kerman, Iran. His research interests are Public Management topics and Business 
Management. 

Trademarks Disclaimer: All product names including trademarks™ or registered® trademarks mentioned in 

this article are the property of their respective owners, using for identification and educational purposes 

only.  The use of them does not imply any endorsement or affiliation.  

 




