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Introduction 

Emergency and accidents department or medical emergencies unit, which is responsible for the prompt relief 

and comprehensive treatment of all emergency patients and victims of accidents, is one of the essential and 

inevitable pillars in a society (Gandhi, 2012). Optimization of emergency services and acceleration of useful and 

effective service providing will be all possible through a suitable management structure, effective process design 

and efficient and effective performance (David, 2002). Given that the organization of this department 

(Emergency Department) is far from desirable and in general, patient support and assistance is week, the 

experience of specialized (medical and nursing) staff is limited, support services are not sufficient and the 

available equipment are often of poor quality, the emergency department should be evaluated along with other 

units and, of course, at the top of them, and its improvement should be considered at any level (Rappe& Zwick, 

2007). The factors affecting the provision of better and more effective medical services to patients include 

human resources, space, facilities, equipment and activities, and regulations and guidelines available at medical 

centers. Regarding the sensitivity of the road emergency, it is obvious that if any of the above mentioned factors 

in these units have shortcomings, the effective and timely treatment of the patients will be malfunctioned and 

may lead to irreparable losses.  

Today, all organizations are looking for possible ways to improve their performance in order to survive and gain 

competitive advantage. Efficiency, effectiveness and performance improvement are among the most important 

goals of an organization. Any organization tries to strengthen these outcomes through a variety of approaches. 

Organizational performance is a general construct that refers to how an organization performs. Organizational 

performance is a complex phenomenon which can be simply defined as a set of activities focused on achieving 

organizational goals. Hence, organizational performance relates to the extent to which an organization has 

achieved its goals (Sanford, 2009). Neely et al. (2002) defined performance as a process to explain the quality of 

the efficiency and effectiveness of past measures. Therefore, numerous studies and researches have been 

conducted to identify the factors affecting the performance improvement (Walumbwa et al., 2010). 

Human resource management has been considered as one of the most important components affecting 

organizational performance (Pravda et al., 2011). Human resources, as the most valuable organizational 

resources, are the focus of approaches and organizational activities that play an essential role in enhancing the 

goals and goals of the organization. Human resources give the organization meaning and provide the ground for 
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realization of organizational goals, so that the most important competitive advantage for organizations in the 

third millennium is the level of intelligence and wisdom of human knowledge. It is believed that oil and natural 

resources cannot be sources of wealth, but human intelligence and wisdom that can lead to growth society. Nova 

et al. (2000) identified human resource management activities including job analysis and design, human 

resource planning, recruitment, selection, training and development, compensation services, management, and 

performance of employee relationshipsand believe that human resource managers improve the performance of 

the organization by performing these tasks.  

Junda and Golzar (2014) in their research " The Effect of Human Resources on Employee Commitment and 

Staff Maintenance" in Pakistan's Telecom sector by examining the role of mediation of staff loyalty showed that 

different HR actions have a significant effect on employee commitment and retention and this important 

increases the performance of organizations. 

Sheikh et al. (2012) in research entitled The Impact of HRM on employee retention (case study of the banking 

and education sector in Bahawalpur) showed that there is a positive relationship between HRM and employee 

retention. In his study, Bonets (2003) showed that organizations whose employees share their knowledge 

through reducing the costs associated with searching have been more productive for accessing valuable 

knowledge and technologies. In this regard, the researcher asks whether there is a relationship between human 

resources management and organizational performance in the employees of the road emergency departments in 

Tehran? 

 

Methods 

This research was based on the descriptive correlational method.The statistical population contained all the road 

emergency staff in Tehran. Of 157 emergency units, 90 departments were selected with 2 participants from each 

using multi-stage cluster sampling. 

Research tool: 

Human Resource Management Questionnaire: HRM questionnaire consists of 44 questions developed by 

Bosely and Weil (2002). It consists of 9 components, including way of informing, insight on goals and 

objectives, secondary job position, cooperation within units, information sharing, client-centric approach, 

cooperation between units and rights. 

Organizational Performance Questionnaire: The organizational performance questionnaire by Hersey and 

Goldsmith has 42 questions, including seven components of ability, clarity, help, incentive, assessment and the 

environment. The scoring is based on the Likert scale of 1 (very low), 2 (low), 3(average), 4 (high), 5(very 

high). In a study by Asadi and colleagues, the reliability of the questionnaire was 0.86. 

 

Finding  

Table 1: Table of center-centered incidence and dispersion indices for quantitative variables studied 
skewness Kurtosis Maximum minimum Standard 

deviation 

Standard 

error 

average levariab 

0.15 -1.36 191 13 1.88 25.23 151.56 Organizational 
performance 

- 0.09 -1.38 28 10 0.36 4.84 20.55 way of 

informing 

-0.07 -1.30 27 6 0.37 5.18 18.70 insight on 
goals and 

objectives 

-0.01 -1.12 32 11 0.55 7.37 19.15 secondary job 
position 

-0.18 -1.29 27 5 0.35 4.76 19.45 cooperation 

within units 

0.01 -1.33 29 5 0.56 7.57 16.65 information 
sharing 

0.82 0.36 21 5 0.30 3.97 10.75 centric -client

approach 

0.22 -1.39 37 5 0.76 10.15 19.8 cooperation 

0.92 -0.62 39 6 0.74 9.90 17.5 salary 

0.57 -0.91 31 11 0.46 6.16 18.15 Operation 

Leadership 

Service 

 

 

The organizational performance mean score was (151.56) with standard deviation (25.23). Moreover, way of 

informing had the highest mean score (20.55) with standard deviation (4.48) among human recourse 

management components. 

 

Kurtosis and skewness, which represents the variable dispersion, were calculated and included in the table. If 
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these indices have values between (-2,2), they have approximately a normal distribution. According to Table 1 

and the indices, the variables have a normal distribution as the obtained Kurtosis and skewness are in the desired 

range. Moreover, the results of the Kolmogorov-Smirnov test indicated that statistical data could be assumed 

normal: 

Table 2: Kolmogorov Smirnov test 
significant k-s Component of research 

0.00 4.091 Mental health 

0.00 3.109 History of drug use 

 

Table 3: Multiple correlation between predictor and criterion variables 
Correlated correlation coefficient squared Multiple correlation coefficient squared Multiple correlation coefficient 

( R)(R) ( R)(R) ( R ) 

0.65 0.67 0.82 

 

According to the results in Table 2, there is a multiple correlation (R = 0.59) between human resource 

management and organizational performance; in other words, mental health explains 35% of the criterion 

variable variance (organizational performance).  

 

Table 4: Standard and non-standard coefficients of human resource management and organizational 

performance 
Standardized coefficients Not standardized coefficients 

sig t Beta SD B variable 

0.002 3.22 - 11.19 36.05 Fixed number 

0.001 5.66 0.474 0.44 2.47 way of 

informing 

0.002 3.08 0.246 0.39 1.20 insight on 

goals and 
objectives 

0.021 2.32 0.148 0.22 0.51 secondary job 

position 

0.001 -4.17 -0.330 0.42 -1.75 cooperation 
within units 

0.001 3.27 0.253 0.26 0.84 information 

sharing 

0.102 1.64 0.109 0.42 0.69 centric -client
approach 

0.001 9.59 0.531 0.14 1.32 cooperation 

0.001 8.10 0.415 0.13 1.06 salary 

0.001 4.16 0.269 0.27 1.10 Operation 
Leadership 

Service 

 

According to the results in Table 3, human resource management has a significant role in predicting the 

organizational performance (p<0.01); Among the components of human resource management, cooperation 

between units with P <0.01, Beta = 0.531, t = 9.59 and secondary job position with p<02, t=2.32, Beta = 0.148, 

respectively have the highest and the lowest power of predicting the organizational performance. Client-centric 

approach did not have a significant role in predicting the organizational performance (p>0.10). 

 

Discussion and Conclusion 

The present research was conducted with the aim of human resource management and organizational 

performance in the employees of road emergency servicesdepartment in Tehran. The results showed that HRM 

played a significant role in predicting organizational performance, and among the components of human 

resources, collaboration between units, the highest predictive power and the position of the secondary job had 

the least power of predicting organizational performance. 

Client-centeredness has not played a significant role in predicting organizational performance. The results of 

this research are implicit with the findings of Jonja and Golzar (2014), Sheikh et al. (2012) and Bonita (2003). 

One of the general beliefs is that employees provide resources to organizations so they can effectively focus 

their efforts on the organization's objectives, mission and vision. Human resource management is the 

mining element of organizational performance and many organizations have taken measures to enhance deter

performance in order to improve organizational performance.  

Human resources are the strategic factors of production in each organization and the factor of development and 

economic and social progress of each country. The value of human resources is when the organization absorbs 

and adequately maintains and develops qualified and qualified personnel, and creates a common ground 

between the interests of the organization and the interests of the staff, in accordance with its actual needs. 
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Regarding the above mentioned items, the results of this research can be said that human resources are one of 

the most important elements that help organizations to become more effective and achieve competitive 

advantage. Having an effective insight into goals and managing information and transferring it to employees and 

having teamwork between organizational units can all provide greater effectiveness for the better functioning of 

emergency departments. In fact, human being plays a significant role as the pivot of organizational development 

within the framework of its group and organizational activities. Today, the growth and development of 

organizations in the group is the proper use of human resources. Human resource empowerment is highly 

effective, based on the managerial transformation attitude that, with the use of those organizations, can take very 

fast and rapid steps in the direction of development and productivity. On the based this, it is recommended that 

codifying programs to transfer experiences and knowledge of low-level managers to high levels, through 

consultation sessions and discussion boards, will be effective in this regard. Finally, in order to coordinate with 

general policies, attention should be paid to the sharing of information, teamwork and employee rights, and 

evaluating staff performance and developing programs to improve the weaknesses of emergency staff members 

will also be guided towards general policies. 
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