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ABSTRACT

The purpose of this study was to investigate the relationships of human resources management performance, job
motivational skill and turnover. The population of this study was 140 staff and managers that working for a sport
organization and randomly selected as subjects for this study. The effective management barriers on human
resour ce management (Kane and Crawford,1999), Job motivational skills (Lawrence and Jordan, 2009) and factors
reducing turnover (Ferris, 2004) questionnaires served as three instruments for measuring the intended variables.
The results showed that the relationships between affecting barriers on human resources management and reduce
staff turnover were significant at p< 0.05. But the relationship between affecting barriers on human resources
management and job motivation was not reported to be significant. The results of regression analysis showed that
neither affecting barriers on human resources management nor job motivation could not predict reduce staff
turnover asa criterion variable
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INTRODUCTION

Human resource management is an approach to manisgany organization. Since an organization iodybof
people, development of their job skills and moiimatto stay in organization are significant actasgt On the other
hand, achieving the objectives are the goals aftemce of any organization. Organizational objedigletermine on
the basis impacts of internal and external factAraong the internal factors, human force perforneaiscalways
considered as one of the most important factordlsSkbilities, knowledge etc. are all indicestthae effective on
human force efficiency and consequently impactatganizational performance and efficiency. Therefthe more
the quality of human resources is better and omggioinal roles and interactions are rationally fedmn order to
optimally use the human force, the better efficiens expected from the workforce [8]. Human reseurc
management is a term to widely describe diverswiges including attracting, maintaining and triaig talented
and energetic workforce. Human resources managemefies managers' responsibility for equippingarigation
with efficient employees and ensuring the utilifyapplying their talents [24]. A comprehensive humasource
management system increases organizational penf@enand while training its abilities, it simulatéke
organization. Individuals work in the organizatiand are considered as a resource and basis to afiy
resources [12]. Sports organizations are not aepan in this regard. At various levels, manageniersport
needs planning, guidance, and control and apptepdeganization, proper employment, coordinatiamj axact
budget and report [15]. Human resources are thet imggortant investment of any organization, esgbcia
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"physical education departments and its effectiennagement is a key to success in any organizafivany
organization, such as sports organizations, aahgewvbjectives is dependent on updating the plaaterohining
move style and path plan based on the modern dinteef methods. Given the importance of human wesss in
modern organizations, one of today's managemeriteolyas is to create integration between humanureso
strategies with the whole strategy of the orgaizatSports management is responsible for planronganizing,
allocating resources, leading, directing and cdlimig in the sports field like other manufacturirmond service
organizations.

However, directing, controlling and advancing olijexs are indirectly related to individual motivaii To achieve
the objectives and purposes of organization, masagest be aware of their employees' demands asicedeand
this issue requires understanding employees' ngedgganization.

A set of conditions and situations causing thaeesgn internally initiates to active is called mation. In other
words, motivation is interest to hard work to pawiorganizational aims so that this effort leadsdtisfy some of
the individual needs [21].

Motivation has three major components: its firsinponent is a synergy. The purpose of this concegtforce that
exists in living being and causes its activity. Téecond characteristic of motivation is leadingimyrwhich
individual behavior leads to a particular directidine third characteristic of motivation is behavi@rseverance.
So, when a person is employed in a job, it is etgzbto remain in the organization and work plagenfiany years
[14]. Now, job motivation is said to be the procegdsch gives force to the person's behavior in pizgion and
leads him to achieve job objectives [26]. To creatdivation in employees, a series of actions guired that the
most important ones are as the following:

1- Identifying individual difference, 2- objectivend result, 3- individual participation in decisiorakings, 4-
Relationship between reward and performance, 5iraling system in terms of equality [11]. If we [@p
management principles in motivating employees, wal waffect employees' absenteeism, organizational
commitment and the rate of employees' work efftirthas been proved that job motivation is able fiech
employees' support in making any changes in thanizgtion. Research findings indicate that any kidhange in
the organization relies on the internal motivatafremployees, in such a case, employees with aleig# of job
motivation probably or most probably will suppanetdesired organization changes (ibid). So, idgntf talents
and potentials of human resources in the departmiphysical education that is considered as a ¢exnand
advanced sport organization and institution andigding required facilities to enable them are rtohgs that are
possible through following the traditional prin@glof management.

By increasing competition and expanding methodeurhan resources development, organizations trydimtain
their talented employees and empower them so ltlegtdan present high performance. However, orgiaimare
always afraid of the issue that they lose their &nmapital and have no profit. Since, each orgéinizaspends
many costs for training, educating and prepariageinployees to the stage of productivity and ogtieffeciency
and by losing valuable forces, suffers from thes lokskills and experience which has been obtathethg years of
hardworking [17].

Turnover has been defined as a voluntary abandanofienembership in an organization and is considie® one
form of dismissal from the organization. Scientifindings indicate that tendency toward turnovemes from

conscious and deliberate tendency of the emplaygarhover [22].This issue is a challenge for mamagf human
resources because these turnovers are usuallyuviphediction and the organization must prepareleyegs to get
the vacant job with the help of development anihing programs. Although studies indicate that £hianagers in
state agencies normally cooperate with a comparpngltheir service, the rate of turnover in semnagement is
still high in companies and organizations. Themefatevelopment program should prepare other emgtoye

replace managers leaving the company. Organizaliausg excellent training and development prograeigeve

that these programs have been effective in redutirmgver. Accordingly, the present study is cortddoon the
assumption that it can predict effective managenteough two variables of job motivation and rediiternover

of male and female employees.
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MATERIALSAND METHODS

This research is based on the descriptive methudl itais correlative. The samples of this study sisted of 85
male and 55 female employees who were working lier $tate sport organization. Three questionnattes,
effective management barriers Kane and Crawfor@4),2Job motivational skills Lawrence and Jorda®0@ and
factors reducing turnover Ferris (2004) questioramiserved as three instruments for measuring ritemded
variables. The reliability and validity of thesesiruments and their sub-scales were reported tsatisfactory in
many different studies. In the present study, terall reliability coefficients of the three instnents reported to be
0.80, 0.75, and 0.90 respectively. The independariables (predictors) were job motivation and i@liturnover
and the dependent variable (criterion) was baroeeffective management.

RESULTS

The correlations between barriers and turnovertarders and job motivation in female employeessigeificant
at p< 0.05 (table 1).

Tablel. Correlationscoefficient among resear ch variablesin female employees

Variables Barriers| Job motivation  Turn over
Barriers 1 0.70 0.58
Job motivation 1 0.29
Turn over 1

* Sgnificant at p< 0.05

The correlation between barriers and turnover abdijotivation and turnover in male employees ageiicant at
p < 0.05 (table 2).

Table2. Pear son correlation coefficient among research variablesin male employees

Variables Barriers| Job motivation  Turn over
Barriers 1 0.40 0.80¢
Job motivation 1 0.70¢
Turn over 1

* Sgnificant at P < 0.05

To investigate the multi-regression between theidyar that affect on human resources managementjand
motivation and reduced turnover of female employeesiables of job motivation and reduced turnoweare
respectively selected and then, entered into thaéeireppplying regression analysis using step by steghod. Table
3 indicates the results of entering the first Malgainto the regression model. The results showttie variable of
turnover reduction has the most simple correlatioefficient with human resources management anctfibre it
enters into the regression model as the first fotgia

The multi- regression coefficient of the variablé tornover reduction with barriers on human resesarc
management i.e. the correlation coefficient betwibendependent and independent variable existitiggnmodel is
equivalent to 0.58 and the determination coefficthat is the percentage of the whole dependeinharexpressed
by a linear model is equivalent to 0.33 in thistieinship. Thus, the above-mentioned variable éxpla3% of the
variance of human resource management in the veaotple.

Also, the regression equation with F = 17.9 is i§igeint at p < 0.05. Then, variable of turnoveruetion is entered
into the model. Table 4 shows the regression anefft of the variable of turnover reductiof i0.33, and with t =
4.2 was significant at p < 0.05. Given that theresgion coefficient did not become significant a&atering the
variable of job motivation into the model, the e is not present in the model. Thus, the eguaifadhe simple
linear model will be as follow:

y '=52.9 + 0.36X
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Table3: Multi- correlation coefficient between the variablesfor female employees

o . Statistics F B
Criterion variable Predictor variable| MR RS P Turnover
. 179 | B=033
Barriers Turnover 0.58 | 0.33 0 0'01 t=4.2
' P =0.001

To investigate the multi- regression between bexrem human resources management and job motivatid
turnover reduction of male employees, variable®@bfmotivation and turnover reduction were respetyi selected
and then, entered into the model applying regresai@alysis. Table 4 shows that multi- regressiaffament of the
variable of turnover reduction and job motivatioithabarriers on human resources management is @guivto
0.17 and coefficient of determination, that is feecentage of all dependent variable expressealimear model,
is equivalent to 0.03. Thus, the above-mentionaihlikes explain only 3% of the variance of humasotgces
management in the sample of male employees. Atgordgression equation with F = 0.78 which is mgnificant
at p <0.05.

Table4: Multi- correlation coefficient between the variablesfor male employees

o . Statistics F B
Criterion variable Predictor variable| MR RS P Turnover
_ 0.78 f=0.43
Barriers Turnover 0.17 | 0.03 0'4 t=45
' P =0.001

DISCUSSION AND CONCLUSION

The purpose of this study was to investigate thatiomship between barriers that effective on hamesource
management, job motivation and turnover reductibthe men and women employees who were workingstfate
sport and youth organization. Research findingsagltiothat there are multiple relationships betwearnriérs to
effective human resource management and turnoderctien in female employees. The result is consistdth
some studies [22, 2, 3, 10, 18, 16, 5, EBffective human resources management’ barriersrgarozation can
dramatically reduce turnover in the organizatiom druman resource management and turnover reduatien
interrelated concepts.

The results of multi regression showed that théabée of job satisfaction is a predictable variadtel can consider
it as indicator of the competitive advantage ofoaganization[7]. Farzalipour et al. (2012), fourtt Job skKill
motivation and planning techniques are the mosbmamt management competencies in sport managejsAo,
results of linear regression for predicting retieemnand turnover showed that these problems cam dignificant
predictor of personnel problems and professioralds [6]. Mortazavi (2011) conducted a study teheine the
probability of turnover or retention of employeasorganization. In this model, it was assumed ‘itiegt probability
of retention or turnover" in the organization hgsoaitive relationship with the "intention to tuses”. In testing the
proposed model, a set of completely different itsswlere obtained than the initial assumptions. theowords,
although employees were not happy to stay in oegdioin, they did not want to leave it. Therefohgs point can be
paid attention to by the next researchers as a dievension in the development of the model, pardidylin
different organizations. Meanwhile, the reasonhig tesult must be sought among other confoundietpfs such
as the market status of the job and occupation [13]

Braison and Whyte (2011) addressed the relationshipuman resource management with its applicatiod
increasing employee commitment to the organizatidre relationships showed that various methodsuofidn
resources can have a positive relationship withleyee commitment and job satisfaction which mosttgurs in
high-level management in organizations. Interopenahe relationship of human resources, showsdfi@ient and
effective human resource management leads to cteatemployee commitment and additional motivation
better working [24].

Shahbazi et al. (2008) studied effective factorsthanintention of employee turnover and their ieteghip with
each other in a study entitled "The effect of jaifaction and organizational commitment of emplyurnover ".
Effective factors on the employee turnover inclugleh satisfaction, environmental opportunity, jobn#ict,
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autonomy, job stress, payment, organizational camenit, distributive justice, promotion opportungtiand social
support. In this study, employee turnover has memined and determined that it was revealed treaketwas a
relationship between these factors and the two iowed ones [15].

Lam et al. (2009) investigated the relationshipMeein perceiving activities of Human Resource Mameggg and
the goal of employees in their turnovers in Chind dapan. The results showed that staying for iaad official
educations has a significantly positive relatiopshith organizational behavior and negative retalup with the
intention of turnover. Overall, the findings showtbdt organizational behavior moderates the effetaying for
reward and official educations in the intentiortwhover [5].

Cotton and Tuttle (1986) compared men and womeredding turnover. They showed that men asked footter
more often than women. Eleven studies have shouirtlhlere is no specific difference between theticeiahips of
sex and turnover and also one study showed thata&turnover from the organization more than wodw{®].

In the present study, no significant relationshigsvobtained between variables of job motivation baiers to
effective human resource management. Also, in #mepte of male employees, there was no relationséipveen
job motivation and turnover with harriers to effeethuman resource management. The obtained resaklis that
the other factors must be examined. Many expertaafagement and administration sciences believdhbdirst
and ultimate goal of the individuals for the aceeywe of job is prosperity and wage and salary.iH@rother hand, if
we consider human resources as the most outstaimdimgment to achieve the goals of managementyieasily
understand that paying the salary and wage hasysseesitive role in the management domain [1]hBRes, due to
this reason and given the conditions of currentkimgr market, existing the personality differencesl also, the
difference in needs between male and female emg#pybe obtained results are justified.
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