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Abstract: Human resource development (HRD) has served the needs of organizations to provide employees
with up-to-date expertise. The present study aimed to identify  the  essential  independent factors for
developing human resource in Iran’s Hospitals. This study was descriptive and applicable. The study is done
through analysis of a questionnaire designed after recognition of the main variables. Sixty five Iranian Social
Security  Organisation’s hospitals (the major  governmental  health institutions in Iran), were chosen as a
sample among all Iranian healthcare centers. The educational managements and education experts were the
members of research community (n= 130). Content validity and construct validity were assured with expert
judgment and the reliability of the questionnaire was determined using Cronbach’s alpha and Pearson
correlation (first and second times) .Cronbach’s alpha coefficient was respectively as 0.810 and Pearson
correlation was (p<0.001) 0.870. After the sample size was proved to be sufficient, the exploratory and
confirmatory  factors  were analyzed. The findings of  the present Study showed  that  three factors which
named "welfare system", "organization development" and "performance management" were the essential
factors  for developing human  resource in these hospitals. The calculated fitness indexes proved the
desirability and appropriateness of the components and their structural relations. It is concluded that these
factors have essential roles in developing human resource in these organizations.
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INTRODUCTION of improving individual, team, work process, and

During this period of rapid technological Indeed, HRD is a process of developing and
development, the human resource development (HRD) unleashing expertise for the purpose of improving
function could be relied upon to support a broad range of individual,  team, work  process, and organizational
business initiatives that required a competent workforce system performance [4]. Indeed the goal of just a few
[1]. years  ago for  developing more theory-related

Today's business  environment requires that HRD scholarship in HRD is now becoming a reality [5-7].
not only support  the business strategies of Swanson and  Holton   discussed  that,  you can
organizations, but that it assumes a pivotal role in the think of HRD in more than one way. Our preferred
shaping of business strategy. Business success definition describes HRD as a process.  Using  the
increasingly hinges on an organization's ability to use process perspective, HRD can be thought of  as both a
employee expertise as a factor in the shaping of  business system and a journey. It is  useful  to  think  about  HRD
strategy [2]. as a process open to engaging different people at

Swanson and Holton argued that, HRD is a process different times and located in different places inside and
of  developing and unleashing expertise for the purpose outside the host organization [3].

organizational system performance [3].



World Appl. Sci. J., 19 (11): 1591-1595, 2012

1592

Two major realms of practice take place within HRD. Organization’s hospitals. The questionnaire  was  filled
One is organization development (OD); the other is out by the research community two times within an
training and development (T and D). As their names interval of 20 days. The reliability of the questionnaire
imply, OD focuses at the organization level and connects was determined using Cronbach’s alpha and Pearson
with individuals, while T and D focuses on individuals correlation (first and second times). Cronbach’s alpha
and connects with the organization [3, 8-9]. coefficient was respectively as 0.810 and Pearson

While acknowledging the progress made in HRD correlation was (p<0.001) 0.870. It showed that the
research in the past few years, we are asked to look questionnaire was reliable.
beyond the issue of what factors for developing human
resource are be needed at this time? Data Analysis: In the next step and before explanatory

In recent years, Iranian healthcare centres have paid factor analysis, the Kaiser-Meyer-Olkin approach was
some   attention    to    human    resource  development. used to determine the sufficiency of sample volume for
For instances, Khameda's Mesbahi's and Pahlavan's each component and Bartlet test of  sphericity was used
research indicated that the one of the most important to establish whether  the correlation  matrix has
issue in Iran's hospitals is human resource development meaningful difference with zero or not.
[10-12]. Then the exploratory factor analysis was performed

Previous studies in Iran have tended to report with maximum probability approach to  identify  the  rate
implementing of human resource development in Iran's of loading of variables identified in the component, and
hospitals, but it can be said that essential factors for Varimax orthogonal approach was used to interpret the
developing  human  resource  in  Iran’s hospitals and variables. Then  the confirmatory factor analysis was
other healthcare centers are not fully recognized and used, with application of LISREL 8.7, to verify the fitness
studied till now. Therefore, the present research was of  factors achieved during the explanatory factor
performed with objective such as the identification of analysis. The fitness indexes were as follows:
essential factors for developing human resource  in  Iran's Chi square index, goodness of fit index (GFI),
hospitals and the research question was “what were the comparative  fit  index  (CFI),  normed  fit  index (NFI),
main factors that affect developing human resource non-normed  fit   index  (NNFI),  incremental  fit  index
management in these hospitals?” (IFI), related fit index (RFI), adjusted goodness  of  fit

MATERIALS AND METHOD (RMSEA), and root mean square residual (RMR).

Design of the Study: This study was descriptive and than 0.90 and RMSEA and RMR are less than 0.50, it
applicable. Iranian Social Security Organization’s proves a desirable and appropriate fitness [13].
Hospitals (the major governmental health institutions in
Iran) were chosen as a sample among all Iranian RESULTS
Healthcare Centers (N=65). The educational managements
and education experts were the members of research Demographic characteristics of the research
community (n= 130). There  was no  sampling and all of community indicated  that  a  major  part of the members
the research communities were asked. of research community are very familiar with Human

Design a Questionnaire and Validity and Reliability of It: of them hold academic university degrees (Table 1).
The researchers developed a questionnaire based on In  the first step, correlation of each variables, and
variables  for  developing  human resource management internal consistency of all variables were calculated in the
in hospitals.  Expert  judgment method was applied, to component. The correlation and internal consistency was
assess  the validity of the questionnaire. Twelve suitable.
managers and experts of  human  resource  management In the next step and before explanatory factor
of Social Security Organisation’s  hospitals expressed analysis, the Kaiser-Meyer-Olkin approach was used to
their views on the questionnaire. Then the necessary determine the sufficiency of sample volume for each
amendments were made and the validity of  its content component and Bartlet test of sphericity was used to
and construct  were assured. To determine the reliability establish whether the correlation matrix has meaningful
of the questionnaire, it was sent to all Social Security difference with zero or not.

index (AGFI), root mean square error of approximation

If CFI, GFI, NFI, NNFI, IFI, RFI and AGFI are higher

Resource  Development topics in some details and most
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Table 1: Frequency distribution of research community in accordance with demographic characteristics
Demographic factors Frequency percentage
Sex Female 58%

Male 42%
Educational degree Associates’ degree 5%

Bachelor’s degree 59%
Higher 36%

Acquaintance with of Human resource Very high 14%
Development topics High 47%

Medium 36%
Low 3%
Very low 3%

Table 2: Recycled matrix of factors
Essential factors for developing human resource 
--------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Code Variables 1  factor 2  factor 3 factor t Rst nd nd 2

Variable29 Performance Management - - 0.316 5.56 0.21*

Variable30 Psychological assessment staff 0.919 - - 6.44 0.67*

Variable31 Introducing the best of employee 0.788 - - 5.46 0.85*

Variable32 Staff motivation 0.395 - - 5.45 0.16*

Variable33 Self assessment - - 0.441 5.94 0.20*

Variable34 Review system for developing organization - 0.455 - 5.42 0.48*

Variable35 Feedback system - 0.942 - 6.52 0.47*

Variable36 Measuring human resource development indicators - 0.788 - 5.49 0.18*

* t>1.96

Table 3: Fitness indexes calculated
Root mean square Root mean

Component error of approximation Goodness of Comparative fit Normed fit Non- normed Incremental Related fit adjusted goodness square residual
/ index (RMSEA) fit index (GFI) index (CFI) index (NFI) fit index(NNFI) fit index (IFI) index (RFI) of Fit Index (AGFI) index (RMR) x2 Pvalve
developing 0.030 0.93 0.96 0.94 0.93 0.96 0.86 0.84 0.023 21.19 P=0.017
Human
Resource

The sufficiency of sampling and meaningfulness of Feedback system
the correlation matrix   was  respectively: 0.710  and Review System for developing organization 
280.545 (p<0.001). It showed that the explanatory factor
analysis was permissible. The following variables formed the third factor: 

The explanatory factor analysis was performed with Self assessment
maximum probability approach and the variables were Performance Management (Table 2).
interpreted with Varimax rotation approach. The results
showed that three factors were extracted with a special Then, the confirmatory factor analysis was made with
value greater  than one. The first, second and third factors the use of the software “LISREL 8.7” to verify the fitness
explained 37.707, 17.482 and 13.420 percent of total of the factors achieved by the explanatory  factor
variances of  variables, respectively. Therefore, these analysis. In Figure 1 path diagram of this component was
three factors explained 68.609 percent of the total showed.
variances of variables. For this component, The fitness indexes of RMSEA, GFI, CFI, NNFI, IFI,

The following variables formed the first factor: 0.96, 0.94 and 0.023 for this component. The findings
Staff motivation achieved from the confirmatory factor analysis showed
Introducing the best of employee that these fitness indexes calculated for the component
Psychological assessment staff were  desirable.  AGFI  and  RFI were respectively 0.84

The following variables formed the second factor: Nevertheless, other fitness indexes are evidences of
Measuring human resource development indicators desirable and appropriate fitness (Table 3).

NFI and RMR were respectively 0.030, 0.93, 0.96, 0.93,

and 0.86 and Pvalve is less than 0.05 in this component.
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Fig. 1: Path diagram of essential factors for developing results of this research can be extended to other health
human resource centers of Iran.

In the component “developing human resource ACKNOWLEDGEMENTS
management” the 1 , 2  and 3  factors were namedst nd nd

respectively “welfare system”, “organization Our sincere thanks go to all the authorities and staff
development”, and “performance management”. of  the social  security  organization’s hospitals who
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implementing  organizational   change   for  the  purpose Performance: Tools for Diagnosing Organizations
of  improving  performance  [8]. Thus it can be said that and Documenting Workplace Expertise. San
the findings of this research, somewhat correspond with Francisco: Berreti-Koehler.
Swanson in some respects. 2. Torraco, R.J. and R.A. Swanson, 1995. The Strategic

Gilley and Maycunich argued that satisfying Roles of Human Resource Development. Human
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performance improvement, organizational learning, Quarterly, 15(2): 171-188.
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CONCLUSION

The finding of  this study showed  three factors
which named "welfare system", "organization
development" and "performance management" were the
essential factors for developing human resource in these
hospitals. The calculated fitness indexes proved the
desirability and appropriateness of the components and
their structural relations.

Based on the results achieved through the present
research, and taking into account that the factors such as
have been regarded by the those in charge of education
management in the Social Security  Organization
hospitals, It may be concluded that these factors have a
substantial role in developing human resource
management in these organizations. Since that there are
similarities in staff performance of hospitals in Iran, the
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