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 Objective: The present study aims at invastigating the most effective measures from 
the human resources management unit in the sports federations of Iran. Materials and 

Methods: The research method applied here is of descriptive-surveying type done as a 

case study. Two standard questionnairs were used for determining the human resources 
strategies and performance assesssment. The justifiablity of the questionniars was 

affirmed upon soliciting the comments of university preofessors of the field and their 

reliablities were found to be 0.93, and 0.94 upon the application of Kronbach alpha. 
The statistical community of the study consists od all the staff and managers of 12 

different federations (N=285), from among whom some were randomly selected 

(n=160) to form the subjects of the study. The data thus gathered were then analyzed 
through the use of such statistical measures as variance analysis, Tukey test, and cluster 

analysis. Results: Results from these analyses showed that sports federation 

significantly vary in efficiency, “facilitation” strategy is the best one which proves the 
universal stance. 
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INTRODUCTION 

 

 As one of the important issues in the field of management from 1980s one, Human Resources Management 

has now firmly established within the strategies of an organization.Is especially important in that it provides for 

the improvement of the efficiency and effectiveness of an organization through recruiting and training unique 

human force for its posts. Through the application of certain strategies, an organization can provide for the 

appearance of certain effective features and behaviors in its employees which can help the success of its policies 

[1]. In other words, effective strategies from Human Resources Management (HRM) facilitates the 

organization’s efforts for achieving the basics of its general strategy through which the aims and missions of that 

organization can be reached [2]. 

 Bir[3] believes that a competitive environment, globalization and constant changes in markets and 

technologies are the main reasons for the change of the concepts of human resources management into strategic 

management of human resources. The traditional concepts of human resources management just emphasized the 

physical skills, special training courses, special expertizes and the personal efficiency of the staff, and cared for 

the work done not the human him/herself. The strategic human resources management, on the other hand, 

besides considering all such factors, emphasizes all the aspects, the total effectiveness and coherence of the 

various activities that the organization may undertake [4]. 

 The main challenge that organizations have always faced in the strategic management of their human 

resources is to decide which strategies and measures from their human resources management board can 

guarantee the success of its plans and be effective in the formation and growth of aworkforce that can be 

considered a competitive advantage for it. Two major approaches have been introduced in response to this 

challenge. The first one, which is known among the expediency theories, believes that for choosing a proper 

kind of strategy and working measures of human resources management, one must consider the conformity of 

such strategies and the other organizational variables, especially the grand strategy of the organization [1]. 
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 Not many studies have been able to justify the stability of this approach. And against it, universal 

approaches have been presented based on which only those set of best measures can bring the best performance 

for the organizations which improve the performance of it in comparison with the performances of those that 

have not implemented them [6]. 

 Can we devise and formulate the human resources management strategies upon knowing and realizing the 

competitive strategies of the organization? Can we possibly talk of any other factor significant in the relations 

between competitive strategies and the human resources strategies? In other words, the basic question that 

experts in the field of human resources management have always faced is: how and based on what can we select 

strategic measures from among the many measures that human resources management can offer[20]. Two basic 

theories have been suggested in response to the above questions: 1- expediency theory and 2- universal theory. 

 The very first theories presented in the field of human resources management were based on the expediency 

approach according to which in order to achieve a better performance in the realm of human resources 

management of an organization, it must provide for the best status of coordination between its general strategy 

and the plans and set of measures from the human resources management [13]. 

 Among the more prominent efforts that have been done in proposing human resources strategies 

coordinated with competitive strategies are those of Miles and Snow [13], Dayer and Holder [20], and Jackson 

and Schular[1]. Miles and Snow have suggested the strategies of creation, inception, and assignment for the 

human resources system along with the strategies of defensive, aggressive, and analytic [17].In accord with the 

general strategies of Porter, Dayer and Holder have offered those of “persuasion”, “investment”, and 

“interference[13].In accordance with their typology of the competitive strategies of an organization, Jackson and 

Schuler have introduced the strategy of “profitability” in proportion with the strategy of “innovation in 

products”, and the strategy of “merger” in supporting the competitive strategy of “quality improvement” in an 

organization [1].Although the “expediency approach” in the strategic management of human resources is widely 

favored and held, there are few studies and experimental evidences which can definitely affirm the expediency 

theory. Many studies have not been even able to find trustworthy evidences for supporting this approach.  

 Studies by Becker and Gerhardt[10] ,Huslid (1995), McDoni (1995), Gusset (1997), and Gholipour et al. 

(2006) are among such studies. Delleri and Dotti, for example, found relatively few evidences for the typology 

that Miles and Snow have offered in conforming the human resources strategies, competitive strategies and the 

performance of an organization [13]. 

 In their study (which was also based on the typology of Schuler and Jackson in Iran) also, Gholipour et al. 

could not come up with proper evidence on the effect of strategic proportion on the performance of an 

organization [14]. Due to the lack of experimental studies which indicate the importance of “expediency theory” 

in the coordination between the human resources strategies and the competitive strategies of an organization, 

this theory has been subjected to criticism.Although its critics consider this theory “logical”, they believe that it 

is unrealistic because, they suggest, the facts determining the strategies of human resources management are not 

exclusiveness of upper hand strategies or the competitive strategies of business, but other factors such as the 

measures of the rivals in staff management, staff’s characteristics and expectations, and also the concept of 

human asset have key roles in formulating and effectiveness of human resources strategies (Huselid, 1995). 

 The inefficiency of “expediency approach” has made the scholars propose the “universal approach” to be 

used for choosing the most effective measures from among the various measures of human resources 

management (Huselid, 1995).Based on this approach, in order to achieve a better performance, organizations 

must identify the best measures in their organizations and employ them in their affairs [2, 4, 5, 13]. Feffer 

(1998) identifies 16 different measures as the features of successful organizations. Some of the more noticeable 

ones of such measures, which he considers important in improving the productivity and profitability of an 

organization, are participation and empowerment, reward payment, job security, enhancing from within [5]. 

 Trepstra and Ruzell (1993) claim that some innovative measures such as team-making, job circulation, the 

cycles of quality and comprehensive quality management have led to productivity improvement in all the 

organizations in America (Trepstra and Ruzell., 1993). Employing the universal approach in studies demands 

two major considerations: 1- which measures from the strategic management of human resources are the best 

ones? 2- Howdoes each of these special measures affect the performance of the organization?The best strategic 

measures of the human resources office are those that have become theoretically or practically connected with 

the holistic performance of an organization. Now, there has appeared among the scholars a generally increasing 

consensus about the fact that the measures offered by the human resources management are the best ones [13]. 

 Based on the theoretic proposals of such people as Feffer, Miles & Snowand the experimental studies of 

such scholars as Delleri&Dotti, 6 more prominent measures from the human resources management are job 

innovation,career opportunities, training the staff, performance assessment, the quality of making up for the 

services, and how to define and explain duties[5]. 

 Results from the studies conducted based on the universal approach in human resources management show 

that this approach is qualified enough to guide us through the choice of the best strategic measures of human 

resources management [17]. 
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 The human resources strategy is especially important in that it can provide a tool for improving and 

enhancing the performance and efficiency of the organization. Employing the useful strategies of human 

resources can provide for the creation of certain features and behaviors in the personnel of an organization that 

are basically necessary for the success of it in a competitive milieu. Formulating and devising proper strategies 

for the human resources management of an organization enable it to achieve its goals and missions in a more 

effective way. Just how such strategies would help the organizations (here sports federations) in reaching their 

intended goals, or what certain strategies are more effective in a highly competitive environment, and finally, 

which measure from the human resources are the best ones are among the questions that federations often face.  

 In the present study, we have applied the framework and the typology of Schuller and Jackson for 

identifying the strategies of human resources management office of the federations so that we could test the 

relations between each one of such strategies and organizational performance of them. Accordingly, the present 

study aims at identifying and analyzing the most effective measures of human resources management for the 

organizational success of the sports federations of Iran.In other words, this research project means to answer 

these questions: do the triple strategies of human resources management help enhance the organizational 

performance of the sports federations of Iran? From among the various kinds of human resources management 

measures, which ones are the most effective? And from the triple strategies of human resources management, 

which one is the most influential one? 

 

Methodology: 

 Regarding the aims and subject matter of the study, the research methodology applied is of descriptive-

surveying type done as a case study. Two standard questionnaires were used for collecting the necessary data 

about the human resources management. Along with these, the 16-question questionnaires of Lee and 

Cheerelated to the 13 measures of human resources measures was also used. 

 This questionnaire was, however, given only to the mangers of sports federations to fill out. In order to 

identify the best strategy and assess the performance in the federation, the standard questionnaire of EFQM 

which was handed out to the staff.Thejustifiability of these questionnaires was approved of through soliciting 

the comments of university professors. For finding about the reliability of them also, 30 ones were distributed 

among the subjects after collecting which and calculating the Kronbach alphas were found to be 0.93 and 0.94, 

respectively.  

 The statistical community of the study consists of all the managers and staff of the sports federations of Iran 

(N=285), from among whom 160 ones (n=160) were randomly selected to form the subjects. The data collected 

through the questionnaireswas analyzed by applying such tools as non-parametric 2- statement test, Friedman 

ranking test, variance analysis, Tukey test, and Cluster Analysis all in the SPSS software version 16.  

 

Findings of the study: 
 

Table 1: Description of the demographic features of the subjects. 

Ferquency% span variables 

21.8 29-20 age 

28.1 39-30 

32.5 49-40 

17.6 50 and more 

56.3 male sex 

43.7 female 

4.2 PhD education 

18.5 M A 

48.5 B A, B S 

28.8 Pro-diploma 

25 Manager Organizational post 

75 staff 

 

 Table 2 presents the results from all the statistical analysis, the standardized value of each of the factors in 

each cluster along with the significant difference between the clusters in each of the factors (human resources 

measures). As we can see from this table, organizations in cluster 1 (3 federations) emphasize extensive job 

possibilitiesand careers, extending the job paths for all the personnel, higher basic salary, payment based on 

performance, caring for internal justice in payments, and providing the job security for the staff.  

 Based on the theory of Schuller and Jackson emphasizing such aspects rather accords with the “facilitating” 

strategy [5]. Organizations in cluster 3 (1 federation) focus on more precise job clarification, more restricted job 

careers , and short-term personal assessments. Compared with the other two groups, it cares less for training as a 

worthwhile measure for all the staff, in its service make-up system, it follows the same payment as its rivals, and 

emphasizes external justice and financial advantages. Therefore, organizations holding to thesemeasures employ 
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the “productivity” strategy for their human resources. Finally, federations adhering to the “merger” strategy, 

usually hold to policies between these two and make up those in cluster 2 (9 federations).  

 
Table 2: Cluster analysis test. 

Tukey(significant 

differences) 

Sig. f Cluster 

3, n=1 

Cluster 

2, n=9 

Cluster 1 

n=3 

Human resources measures 

1>3, 
1>2 

0.000 29.81 3.54 3.58 3.60 Supplying workforce for the vacant posts,[within the 
organization (5), outside (1)] 

1>3, 

3>2 

0.000 23.90 3.15 2.92 3.22 How precise and clear job clarifications are [very clear 

(5), ambiguous (1)] 

1>3, 
3>2 

0.141 1.98 3.20 3.00 3.27 Promotion and growth directions [multiple (5), single 
(1)]. 

1>2, 

2>3 

0.000 63.01 3.20 3.33 3.54 growth directions [multiple (5), single (1)]. 

3>1, 
3>2 

0.000 60.69 3.40 3.00 3.01 Time bases for performance assessment [long-term 
(5), short-term (1)] 

1>2, 

1>3 

0.000 61.10 3.20 3.20 3.54 Unit of performance assessment [group (5), person 

(1)] 

1>2, 
1>3 

0.003 5.99 2.90 2.83 3.18 Emphasizing staff training [too much (5), little (1)] 

3>2, 

1>2 

0.000 24.02 3.20 3.08 3.18 Developing job directions [for all (5), for the experts 

only (1)] 

3>2, 
1>2 

0.000 8.61 2.80 2.62 2.77 Basic salary compared with the rivals [high (5), low 
(1)] 

1>3, 

1>2 

0.000 102.65 3.30 3.33 3.72 Payment based on performance [high (5), low (1)] 

3>1, 
3>2 

0.000 9.37 3.60 3.08 3.27 Emphasizing external justice in making up for 
services [high (5), low (1)] 

1>3, 

1>2 

0.000 82.86 3.20 3.25 3.45 Job security [high (5), low (1)] 

1>2, 
1>3 

0.000 50.32 3.40 3.41 3.45 Emphasizing financial advantages [high (5), low (1)] 

 

 For determining the desirability and efficiency of the federations, we used the standard questionnaire of 

organization’s sublimity model results from whose application are presented in table below: 

 
Table 3: Results from analysis and variance tests. 

sig F Mean of second power Degree of freedom Sum of second power resources 

0.002 2407 11 11 67.21 Inter-group 

148 148 36.6 Intra-group 

159 159 103.81 total 

 

 Based on table 3 in which, as we see, the value of Significance is less than 5 percent, we can conclude with 

a 95-percent of confidence that sports federations are not equal in their efficiencies. Now, in order to find out 

which group has a better efficiencymean, we carried out a binary comparison among each pair of the factors 

through the Tukey test: 

 
Table 4: Results from Tukey test for comparing the efficiency mean of 12 federations. 

Group differentiation with 5-percent error number federations 

2 1   

 2.30 12 judo 

 2.32 13 running 

 2.56 12 Cycling 

 2.75 14 boat 

3.64  13 Weight-lifting 

3.67  19 wrestling 

3.76  13 volleyball 

3.87  10 basketball 

3.88  18 taekwondo 

3.94  11 boxing 

3.97  11 handball 

4.04  14 bowing 

0.662 0.468 - Sig. 

 

 Based on data presented in table 4, we can conclude that: a- the federations of weight-lifting, wrestling, 

basketball, taekwondo, boxing, handball and bowing are significantly efficient and their efficiencies are equal, 

and b- the federations of judo, running, cycling, and boat significantly are not efficient. Such other tests as 

cluster-analysis method, variance analysis, and Tooki test were also applied for clustering the federations and 

determining their efficiency or inefficiency.  
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 Based on results from Freedman test, we can say that the most effective measures from human resources 

management of sports federations, and with regard to ranking mean, are 1- supplying the workforce from within 

the federation, 2- payment based on performance, 3- careers and job chances. 

 
Table 5: The rank means of 13 measures (Freedman test) 

Emphasizi

ng 

finacial 

advantage

s 

Supplyi

ng 

workfor

ce for 

vacant 

posts 

Precisen

ess and 

clarity of 

job 

explanati

on 

Promoti

on paths 

Caree

rs and 

job 

paths 

Time-

bound 

standads 

of 

performn

ace 

assessme

nt 

Performa

nce 

assessme

nt unit 

Emphasizi

ng staff 

training 

Developi

ng job 

paths 

Basic 

salary 

compar

ed to 

rivals 

Payemnt 

based on 

performa

nce 

Emphasizi

ng 

external 

justice in 

making 

up for 

services 

Job 

securi

ty 

measur

es 

7.66 8.57 6.09 6.74 8.01 6.81 7.78 5.60 6.42 4.47 8.16 7.58 7.10 Rankin

g 

means 

10.00 Sig. 

 

Discussion and conclusion: 

 Based on results from this study, we conclude that regarding their achieved values of mean, the most 

important measures of human resources management in sports federations are: 1- supplying workforce from 

within, 2- payment based on performance, 3-careers and job paths, 4- performance assessment unit, 5- 

emphasizing financial advantages, 6- emphasizing external justice in making up for services, 7- job security, 8- 

time-bound standards for assessment, 9- promotion paths, 10- job path development, 11- preciseness and clarity 

of job explanation, respectively, 12- emphasizing staff training, and 13- basic salary compared to the rivals, 

respectively.  

 Our results agree with those of Farrahi (2011), SeidJavadin[18], Feffer (1998), and Husslid (1995). In his 

study on 100 premier companies present in the Stock Exchange, Farrahifound that the most effective measures 

of Human Resources Management are : 1- supplying workforce from within, 2- performance evaluation, 3- 

payment based on performance, 4- providing job security, and 5- emphasizing justice in making up for the 

services[6]. 

 SeidJavadin[18] suggests that supplying workforce from within the company is an important motivating 

factor which can enthuse the staff toward being loyal and committed to the affairs of the organization [19]. 

Hussild (1995) states that extensive training courses, which can teach the staff beyond the necessary skills other 

things on management issues and team-working, certainly has charges for the organization, but they are among 

the most important tools for enhancing the skills and capabilities of the staff [12]. 

 Feffer (1998) believes that designing certain systems for compensating competitive and based on 

performance services in a way that in addition to keeping the internal justice, be attractive enough to absorb able 

people to the organization, is among the strategies that successful firms have employed for bettering their 

performance [17]. 

 As was mentioned above, two major strategies were used for identifying the most effective strategies of 

human resources management: first, using the standard questionnaire on the model of organizational sublimity 

which presents 9 criterion for assessing the performance, which are: leadership, policy and strategy, human 

resources or the personnel, participations and resources, procedures, customers’ results, staff’s results, society’s 

results, and the key results of performancewhich are used for studying the efficiency of the sports 

federations.Next, we considered the parameters of organizational sublimity model for identifying its most 

influential strategies from the stance of the personnel of 12 sports federations. To do this, we first considered the 

status of all federations in terms of the 9 parameters, and then considered the difference between empowerment 

section and the results fields.  

 In what is to come now, we would provide the federations with some suggestions for enhancing their 

organizational sublimity and thus, facilitating the implementation of reformation management: 1- considering all 

the aspects of sublimity and enhancing them along with each other. Considered separately, the sublimity 

parameters have significant effects on each other, therefore, we suggest that any federation seeking the 

improvement of its present status through the implementation of sublimity model, try to enhance all of them 

together. 2- Devising and conducting certain plans for enhancing the sub-efforts empowering the sublimity of 

the federation: it is suggested that particular plans be carried out for training the staff on change process and 

commitment and the creation of a mutual relations between the personnel and the mangers based on mutual 

confidence. This can help the implementation of the procedures of change management and sublimity of the 

organization. 

3- Familiarizing the personnel and mangers of the federations with the significance of sublimity in the existence 

and productivity of the organization: as organizational sublimity is a recent issue, Iranian sports federations have 

not yet come to realize its full implications. Therefore, making for the staff and mangers acquaintance with it 

seems necessary. Holding special courses and classes on it and motivating the personnel toward it can also be 

fruitful.  
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4- providing conditions for facilitating the implementation of the improvement and commitment programs; 

regarding the importance of commitment in the affairs of an organization, providing conditions for attracting the 

confidence of the personnel is highly significant in the way toward sublimity.  

 The second stage: the findings of the study show that from among the three strategies of human resources 

management, “facilitation” is the best one in enhancing the performance of the organization. Our results on this 

point accord with those of Farrahi (2011), in whose study on the 100 premier companies present in the Stock 

Exchange, it was claimed that the best and most effective strategy of human resources management in such 

companies is “facilitation” and then “merger[6]. 

 In other words, along with the “universal stance”, which believes that there is one single best strategy for 

the successful performance of a company, in Iran’s sports federations’ also one single best strategy from human 

resources management. And this was found to be the case in assessing the inefficient performance of the 

companies that have applied the “profitability” strategy in their staff management. As Pusk (1988) has also 

concluded, although providing more limited chances of training and growth, limited development of careers, 

short-term and personal performance assessment, not compensating the services and lower payment may reduce 

the costs of a company, their effect would be only temporary and in long term, such strategies would leave 

negative effects on the performance, efficiency and productivity of it. 

 On the contrary, those that care more for their workforce, pay them more than their rivals, provide more for 

the job security of their personnel, put more emphasis on the training of them, like what is done under the 

strategies of “facilitation and merger”, can certainly absorb more able staff with more effective capabilities 

(Pucik, 1988). 
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