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ABSTRACT 
 

The aim of this study was to Assess the Relationship between technical-knowledge and behavioral 
Empowerment of Employees and human resources productivity. The research type was correlation. All of the 
participants were the employees of Cultural and Recreative organization of Esfahan Municipality (In total, 716 
people). Based on Kerjcie and Morgan table, 252 samples were obtained. And randomly classified among the 
organization was elected vice. The data collection tool was a questionnaire consisting of syberia shrinks 
emotional intelligence standard questionnaire and sussman, krivonos communication questionnaire and Snyder 
self-monitoring questionnaire to measure technical-knowledge and behavioral empowerment and Researcher-
designed questionnaire to measure human resources productivity. The content validity was confirmed by 
experts. The coefficient of reliability through Cronbach,s alpha indices were .085 and 0.88  respectively. Results 
were analyzed by using spss software and using descriptive statistics and tests of Pearson correlation, one way 
ANOVA, multiple regression and path analysis. The results showed that of all technical-knowledge and 
behavioral empowerment dimension there is just a meaningful and direct relationship between the Effective 
Communication and productivity of human resources. Self-Motivation and Experience have a direct relationship 
with Effective Communication and indirect with human resource productivity. Moreover, in employees of male, 
in employees with 1 to 5 and 10 to 15 years of experience, in employees with bachelor degree and contract 
employees, effective communication had a direct and meaningful relationship with human resources 
productivity. Moreover, in employees with postgraduate degree or higher and contract employees, work 
experience had a direct and meaningful relationship with human resources productivity. 
 
Key words: Empowerment, Human Resources Productivity, Cultural and Recreative Organization of Esfahan  
                    Municipality. 
 
Introduction 

 
Along with technology advancements and de-

layering and smoothing in organizations and 
elimination of middle management layers, 
empowerment has become important. Furthermore, 
increasing rate of competition has made the 
organizations to focus on employees' empowerment. 
Organizations with empowered, committed and 
skilled employees can better adapt to changes. In 
1990, empowerment concept received a lot of 

academic attention. This theoretical concept has a 
great influence on organizational and managerial 
effectiveness. It can result in job satisfaction and 
customer satisfaction increase. History of 
empowerment definition goes back to 1788 when 
empowerment was seen as delegation of power in 
one's organizational role [15]. Individuals are 
powerful due to their knowledge and motivation. 
Empowerment means releasing this power [2]. 
Empowerment means development and enrichment 
of employees' jobs [19]. Empowerment is a 
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mechanism for effective and efficient use of human 
resources (human resource productivity). 

 
2. Research literature: 

 
Knowledge-technical empowerment refers to the 

level of employees' technical skills in doing work, 
education level, work experience and trainings they 
receive concerning their job. Behavioral 
empowerment refers to skill level in effective 
communications of employees, self-motivation 
feeling and also self-control feeling in employees. 
Each of capabilities influence directly or indirectly 
on performance and productivity of employees. The 
mentioned dimensions are explained in the next 
sentences. 

Education: means knowledge and intellectual 
growth which is obtained through classic education, 
specialized educational courses and study. Education 
is an important factor in job and education level and 
type are important in education evaluation [11]. 
Employees' education level refers to academic and 
formal education of employees in educational 
centers. Knowledge capabilities learned during 
education years has inevitable influence on 
employees' performance [16]. 

Experience: refers to knowledge, skills and 
intellectual growth which is learned during work. It 
is one of the factors of job which is evaluated and its 
type and duration is important [11]. Experience 
means knowledge learned at work [7]. 

Technical skill: individuals' ability in application 
of specialized knowledge. Technical skill means 
ability to apply knowledge, method, and techniques 
to implement special duties which are learned 
through experience, education and teaching [16]. 
Technical skills are learned through education, 
experience and internship [10]. 

Effective communications: Is one of the key 
success factors for managers, because information is 
inserted into organization by means of effective 
communications and as it entered organization, it 
needs an efficient communication system to be 
processed and is circulated like blood in 
organizational vessels [14]. Communications has a 
very crucial role in satisfying the ever-changing 
human needs as the process of information trading 
and transfer. Communications provides a window 
opening towards internal complex transactions, and 
interaction of feelings, values, beliefs and so on [6]. 

Self-motivation: self-motivation means to focus 
on the deepest values and interests in order to 
achieve one's goals and use them to improve our 
performance and be strong in difficulties [21]. 
Highly-motivated individuals keep optimistic even 
when the results are against their feeling. When 
individuals love their job due to the job itself, feel 
committed towards the organization which is doing 
so for them [21]. 

Self-control: self-control (self-supervision) is 
one of the individual elements of emotional 
intelligence and means adjustment of individual 
feelings [21]. Self-control is the reflexion of 
individual differences in desires which take on a 
specific shape in management of feelings and 
emotions [22]. Furthermore, self-control is related to 
when feelings are managed and directed [18]. 

Human resource productivity:International labor 
organization: productivity means the relationship 
between outputs of a production system and input 
(like land, capital, work force and …) for production 
of that output [3]. Human resource productivity 
(individual) is the optimal use of individual potential 
abilities and talents in the path of progress. Teaching, 
learning and human force growth in an organization 
and individual's participation will increase 
productivity [8]. One of the main organizational 
resources is human force; and human resource 
productivity increase will result in organizational 
productivity increase. Work force is the main input in 
production of goods and service [1]. In the past, 
productivity referred only to work productivity. The 
goal was to increase human resource production 
force. This is possible through teaching and 
improvement of organization and proper leadership  
[8]. Isfahan cultural-recreational organization is an 
effective organization in citizenship life in 
Isfahanand has over 700 employees who are in direct 
contact with citizens. This organization needs to be 
aware of technical-knowledge abilities and 
behavioral capabilities of its employees and its 
relationship with their productivity in order to be 
able to identify strengths/weak points and increase 
capabilities. Therefore, it will be able to increase the 
productivity of its human force. At the end of the 
present research, some solutions will be 
recommended based on the results of the research. 

 
3. Research questions: 

 
1. Whether there is any relationship between the 

level of employees' empowerment and their 
productivity from education point of view? 

2. Whether there is any relationship between the 
level of employees' work experience and their 
productivity from education point of view? 

3. Whether there is any relationship between the 
level of employees' technical skill and their 
productivity from education point of view? 

4. Whether there is any relationship between the 
level of employees' self-motivation and their 
productivity from education point of view? 

5. Whether there is any relationship between the 
level of employees' effective communications and 
their productivity from education point of view? 

6. Whether there is any relationship between the 
level of employees' self-control and their 
productivity from education point of view? 
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7. Whether demographic variables like (gender, 
work experience, education degree and employment 
type) influence on the relationship between technical, 
knowledge and behavioral empowerment 
components and human resource productivity? 

 
4. Research Method: 

 
The present study is a correlation study. 

Population of the research included all employees of 
employees of recreational-cultural organization of 
Isfahan Municipality whether permanent, temporary, 
and employed by contractors and advisory (716 
people). Sample size was obtained by means of 
Krejcie and Morgan table. which was 252 people. 
Sampling method was stratified random sampling. 
Subsets and different deputations of the 
organizations were the categories of sampling 
method. Data gathering tool was a questionnaire 
which was a combination of a researcher-made 
questionnaire, emotional intelligence standard 
questionnaire of Siberia Shrink, communications 
questionnaire of Susman and Kriunus and self-
control questionnaire of Shnieder. This questionnaire 
included 2 parts (demographic and employees' 
empowerment information). In the first section, 
demographic information of the respondents was 
collected by means of 4 questions (gender, 
experience, education level and employment 
type).The second part contained 36 questions related 
to employees' empowerment dimensions (education, 
experience, technical skill, effective 
communications, self-motivation and self-control). 
Answers related to the three components of 
knowledge-technical ability and self-motivation had 
5-point Likertscale and effective communication 
component had 7-point Likert scale and self-control 
dimension had 2-point correct/incorrect scale. 
Human resource productivity questionnaire which 
was distributed among managers included 2 general 
questions, the first of which (quantity of work) 
included 2 subsidiary questions and the second 
(quality of work) had 8 subsidiary questions and each 
of these subsidiary questions was a 7-point spectrum. 
In order to calculate general point of productivity, the 
point achieved from the first general question was 
divided by 1.4 for permanent employees, 1.1 for 
advisory and temporary employees and 0.9 for 
contractor employeesand added to the general point 
of the second question and human resource 
productivity point was calculated. Reliability of the 
questionnaires was analyzed with Cronbach's alpha, 
0.85 and 0.88, respectively. Validity of the 
questionnaires was also tested by giving some of the 
questionnaires to several experts and they corrected 
the questionnaires. SPSS software was used to 
analyze data and Pearson correlation coefficient, 
determination coefficient, multiple regression and 
path analysis. 

5. Research findings: 
 
In the present research, 252 members of sample 

were separated in terms of gender, experience, and 
education level and employment type. 56.3% of the 
employees were female and 43.7% were male. 8.3% 
were below diploma, 19.8 had diploma, 15.1% had 
associate's degree and 51.6% had bachelor degree 
and 5.2% had master degree and above. 29.8% of the 
employees had a work experience between 1 to 5 
years, 48.4% had 5-10 years of experience, 16.6% 
had 10 to 15 years of experience and 5.2% of the 
employees had 15 and more than 15 years of 
experience. 56% of the employees were temporary, 
6% of them were permanent employees, 36.9% were 
contractor employees and 1.2% of them were 
advisory employees. The results of the analysis were 
as follows:  

1. Whether there is any relationship between 
employees' empowerment level and their 
productivity from education point of view? 

2. Whether there is any relationship between 
employees' empowerment level and their 
productivity from work experience point of view? 

3. Whether there is any relationship between 
employees' empowerment level and their 
productivity from technical skill point of view? 

4. Whether there is any relationship between 
employees' empowerment level and their 
productivity from self-motivation point of view? 

5. Whether there is any relationship between 
employees' empowerment level and their 
productivity from effective communications point of 
view? 

6. Whether there is any relationship between 
employees' empowerment level and their 
productivity from self-control point of view? 

 
Prediction of human resource productivity based on 
dimensions of knowledge, technical and behavioral 
empowerment: 

 
In this section, human resource productivity is 

predicted based on the dimensions of knowledge, 
technical and behavioral empowerment. Table 7 
shows the results of the analysis. 

According to table 8 and significance of self-
motivation coefficient dimensions and work 
experience, it can be said that self-motivation 
dimensions and work experience can predict 
effective communications better than others. 
Multiple correlation coefficient is 0.276 and 
determination coefficient is 0.076; therefore 24.1% 
of the changes in effective communications can be 
predicted by self-motivation and 12.9% of the 
changes in effective communications can be 
attributed to work experience. 
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Table 1: correlation coefficient between education and productivity of human resource 
variables Education 
Human resource productivity Correlation coefficient Sig. level Number 

0/023 0/721 252 
According to table 1, correlation coefficient between education and human resource productivity is not significant in p≤0.05 lev el and 
therefore, there is not any relationship between education and human resource productivity. 
 
Table 2: correlation coefficient between work experience and productivity of human resource 

variables work experience 
Human resource productivity Correlation coefficient Sig. level number 

0/090 0/154 252 
According to table 2, correlation coefficient between work experience and human resource productivity is not significant in p≤0.05 level and 
therefore, there is not any relationship between work experience and human resource productivity. 

 
Table 3: correlation coefficient between technical skill and productivity of human resource 

variables technical skill 
Human resource productivity Correlation coefficient Sig. level number 

-0/006 0/924 252 
According to table 3, correlation coefficient between technical skill and human resource productivity is not significant in p≤0.05 level and 
therefore, there is not any relationship between technical skill and human resource productivity. 

 
Table 4: correlation coefficient between self-motivation and productivity of human resource 

variables self-motivation 
Human resource productivity Correlation coefficient Sig. level Number 

0/031 0/633 234 
According to table 4, correlation coefficient between self-motivation and human resource productivity is not significant in p≤0.05 level and 
therefore, there is not any relationship between self-motivation and human resource productivity. 

 
Table 5: correlation coefficient between effective communication and productivity of human resource 

variables effective communication 
Human resource productivity Correlation coefficient Determination 

coefficient 
Significance level umber 

0/175 0/0306 0/007 238 
According to table 5, correlation coefficient between effective communications and human resource productivity is significant in p≤0.05 
level and therefore, there is relationship between effective communications and human resource productivity. 

 
Table 6: correlation coefficient between self-control and productivity of human resource 

variables self-control 
Human resource productivity Correlation coefficient Sig. level Number 

-0/020 0/751 252 
According to table 6, correlation coefficient between self-control and human resource productivity is not significant in p≤0.05 level and 
therefore, there is not any relationship between self-control and human resource productivity. 
 
Table 7: results of multiple regression analysis (step-by-step method) for the empirical model of the research based on employees' 

productivity 
Multiple correlation coefficient : 0/149                                                    value)F : (4/997 
Determination coefficient : 0/022                                                             sig. level : 0/026 
Adjusted correlation coefficient : 0/018 

variable t Standardized 
coefficints 

Non-standard coefficints Sig. level 
Standard deviation error 
(std. Error) 

Constant value 
(B) 

Effective 
communications 

2/235 0/149 0/059 0/132 0/026 

shape Sum of squares Degree of 
freedom 

Squares mean F Sig 

regression 
remainder 
total 

0/054 
2/363 
2/416 

1 
220 
221 

0/054 
0/011 

4/997 0/026 

variable t Beta in (Tolerance) (Partial Correlation) Sig. level 
education 
Work experience 
Technical skill 
Self-motivation 
Self-control 

-0/655 
1/047 
-0/161 
-0/407 
-0/135 
 

-0/044 
0/070 
-0/011 
-0/028 
-0/009 
 

0/989 
0/982 
0/987 
0/940 
1/000 

-0/044 
0/071 
-0/011 
-0/028 
-0/009 
 

0/513 
0/296 
0/873 
0/684 
0/893 

According to table 7 and due to the significance of the coefficient of effective communications, it can be said that effective communications 
is more effective than other 5 dimensions and it can predict human resource productivity better than others. Multiple correlation coefficients 
is 0.149 and determination coefficient is 0.022; therefore, 15% of the changes in human resource productivity can be attributed to effective 
communications. 
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Table 8: results of multiple regression analysis (step-by-step method) for the empirical model of the research based on employees' 
productivity 

Multiple correlation coefficient :0/276                                                                      value(F) :9/040 
Determination coefficient : 0/076                                                                              sig level : 0/000 
Adjusted coefficient : 0/068 

variable t Standardized 
coefficients 

Non-standard coefficients Sig. level 
Standard deviation error 
(std. Error) 

Constant 
value(B) 

Self-motivation 
Work experience 

3/706 
1/980 

0/241 
0/129 

0/081 
0/052 

0/301 
0/103 

0/000 
0/049 

shape Sum of squares Degree of 
freedom 

Squares mean F Sig 

regression 
remainder 
total 

0/235 
2/842 
3/076 

2 
219 
221 

0/117 
0/013 

9/040 0/000 

variable t Beta in (Tolerance) (Partial Correlation) Sig level 
education 
Technical skill 
Self-control 

1/001 
0/614 
-0/506 

0/066 
0/047 
-0/033 

0/860 
0/712 
0/984 

0/068 
0/042 
-0/034 

0/318 
0/540 
0/613 

 

 
 

Fig. 1: adjusted model of path analysis for empowerment dimensions (knowledge, technical and behavioral) and  
             human resource productivity 

 
Path analysis: 

 
Path analysis was used to determine relationships between other dimensions with each other; and its final 

model has been presented in figure 1 under the name of adjusted model. As it can be observed, effective 
communication dimension is directly effective in human resource productivity and the impacts of education, 
work experience, technical skill, self-motivation and self-control influences on human resource productivity are 
indirect. 

 
A) Gender: 
 
Table 9: Influence of employees' gender on relationship between empowerment components and employees' productivity 

Empowerment 
components 

education Work 
experience 

Technical skill Effective 
communicatio
ns 

Self-
motivation 

Self-control 

Employee
s' 
productivi
ty 

gender r p r p r p r p r p R p 
male 0/065 0/499 0/104 0/280 0/035 0/719 0/23

0 
0/021 -

0/058 
0/56
7 

-0/081 0/398 

Female -
0/020 

0/816 0/068 0/422 -
0/048 

0/573 0/13
4 

0/120 0/105 0/22
7 

0/036 0/667 

According to table 9, the relationship was not significant in any of the components in women but in men, this relationship was direct and 
significant for effective communications in p≤0.05 level.  
 
B) years of experience: 

 
Table10: Influence of employees' experience on relationship between empowerment dimensions and productivity 

Empowerment 
components 

education Work 
experience 

Technical skill Effective 
communication
s 

Self-motivation Self-control 

Em
pl

oy
ee

s' 
pr

od
uc

tiv
ity

 

Years of 
experience 

r p r p r p r p r p r p 

1to 5 years 0/044 0/708 0/059 0/612 -0/014 0/903 0/252 0/034 -0/021 0/863 -0/141 0/22
7 

5 t 10 years 0/080 0/380 0/171 0/060 0/038 0/677 0/139 0/139 -0/015 0/874 -0/045 0/62
0 

10 to 15 
years 

-0/217 0/167 0/163 0/303 -0/013 0/934 0/232 0/034 0/186 0/237 0/196 0/21
3 

Self-
 

 
0/15 

Experience 
0/129 

0/24
 Employees' 

productivity 

Effective 
communication

s 
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15 years 
and higher 

0/162 0/596 -0/376 0/205 -0/329 0/272 -0/446 0/146 0/344 0/273 -0/094 0/76
1 

According to table 10, in experience years (5-10 years) and (15 and higher years), the relationship was not significant in any of the 
components. However, in experience years 1-5 years and 10-15 years, this relationship was significant and direct for effective 
communications in p≤0.05 level.  

 
C) Education degree: 
 
Table 11: Influence of employees' education degree on the relationship between empowerment components and productivity 

Empowerment 
components 

Education Work 
experience 

Technical skill Effective 
communications 

Self-motivation Self-control 

Em
pl

oy
ee

s' 
pr

od
uc

tiv
ity

 

Educatio
n degree 

R p r p r p r p r p r p 

Below 
diploma 

0/046 0/843 -0/091 0/695 -0/045 0/846 -0/083 0/742 0/213 0/411 -0/066 0/775 

diploma 0/111 0/445 0/174 0/228 -0/024 0/869 0/101 0/505 -0/184 0/232 0/003 0/983 
Associate
s' degree 

0/202 0/225 -0/053 0/752 -0/147 0/380 0/205 0/237 0/114 0/509 0/182 0/274 

bachelor -0/126 0/155 0/057 0/521 0/056 0/525 0/281 0/001 0/067 0/460 -0/119 0/179 

Master -0/050 0/872 0/672 0/012 0/248 0/415 0/191 0/532 -0/042 0/891 0/143 0/642 
According to table 11, in degrees (below diploma, diploma and associates' degree), the relationship was not significant in any of the 
components but in bachelor degree, this relationship was direct and significant for effective communications and in master degree and 
above, the relationship was significant for work experience in p≤0.05 level.  

 
D) Employment type: 
 
Table12: Influence of employees' employment type on relationship between empowerment dimensions and productivity 

Empowerment 
components 

Education Work 
experience 

Technical skill Effective 
communications 

Self-motivation Self-control 

Em
pl

oy
ee

s' 
pr

od
uc

tiv
ity

 

Type of 
employ
ment 

R p r p r p r p r p r p 

tempora
ry 

0/014 0/867 0/215 0/010 0/054 0/525 0/187 0/030 0/065 0/456 0/084 0/321 

Perman
ent 

-0/082 0/771 0/126 0/653 -0/009 0/976 0/205 0/482 0/215 0/461 -0/010 0/971 

contract
or 

0/045 0/672 -0/066 0/532 -0/104 0/319 0/166 0/127 -0/065 0/562 -0/151 0/147 

Advisor
y 

0/157 0/899 0/390 0/745 -0/308 0/801 -0/353 0/770 -0/603 0/588 -0/603 0/588 

According to table 12, the relationship between empowerment dimensions and employees' productivity was not significant in any of the 
components in employment type (permanent, contractor and advisory). But in (temporary) employment type, this relationship was 
significant and direct for work experience and effective communications components in p≤0.05 level.  
 

7. Whether demographic variables (gender, work 
experience, education and employment type) 
influence on the relationship between empowerment 
components (knowledge, technical and behavioral) 
and human resource productivity? In this question, 
correlation coefficient between empowerment 
components and employees' productivity is 
calculated based on each of the variables of 
demography. 

 
6. Conclusion and discussion: 

 
According to the results of the research, it can be 

said that the relationship between the dimensions of 
knowledge, technical and behavioral empowerment 
and employees' productivity is as follows:  

1. According to the results of table (1), there is 
no relationship between education level and human 
resource productivity. It seems that absence of 
relationship between these two dimensions is due to 
the absence of correspondence between employees' 
empowerment in education dimension and level of 

managers' expectations from employees; because 
Abdollahi believes that [9] evidence shows that 
empowered employees have higher job satisfaction 
and productivity compared with unable employees. 
2- According to the results of table 2, there is not 
relationship between work experience and human 
resource productivity. It seems that this absence of 
relationship can be attributed to the fact that variety 
of duties and works is high within the organization 
and the employees can not apply their previous 
experience. 3- According to the results of table 3, 
there is no relationship between technical skill and 
human resource productivity. It seems that this is due 
to lack of employees' knowledge of managers' 
expectations. 4- According to the results of table 4, 
there is no relationship between self-motivation and 
human resource productivity. This can be attributed 
to the presence of motivation problems in employees. 
5- According to the results of table 5, there is 
relationship between effective communications and 
human resource productivity. Determination 
coefficient was 0.031 and this means that 3.06% of 
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the changes in human resource productivity can be 
predicted by employees' effective communications 
(that is to say, these two explain 3.06% of each 
other's changes); and do not explain 96.94% of the 
changes of each other. Therefore, this relationship is 
a weak relationship and this weak relationship can be 
due to the fact that employees who have good and 
effective relationship with their immediate boss have 
higher productivity compared with employees who 
have ineffective and bad relationship with their 
immediate supervisor. It can also be said that in 
organizations like the organizationed mentioned in 
the text, increase in effective communications will 
result in increase in human resource productivity 
because organizational affaires are dependent on 
establishment of effective relationship between 
employees and managers. 6- According to the results 
of table 6, there is no relationship between self-
control and human resource productivity. It seems 
that this is because employees' productivity is 
determined in this organization independent of self-
control factor. 7- According to table 7, it can be said 
that effective communications can predict human 
resource productivity in a more effectively manner 
compared with other dimensions. Multiple 
correlation coefficient was 0.149 and determination 
coefficient was 0.022; therefore, 15% of the changes 
in human resource productivity can be attributed to 
effective communications dimension and 85% to 
other dimensions. It seems that employees who have 
effective and constructive relationship with their 
immediate supervisors are more successful in their 
works. 8- According to table 8, it can be said that 
self-motivation and work experience dimensions can 
predict effective communications more effectively. 
Multiple correlation coefficient was 0.276 and 
determination coefficient was 0.076; therefore, 
24.1% of the changes in effective communications 
can be attributed to self-motivation and 12.9% of the 
changes in effective communications can be 
attributed to work experience and these two 
dimensions are directly related to human resource 
productivity. This shows that employees with high 
internal motivation and work experience can 
potentially establish effective relationships with 
managers; and therefore help human resource 
productivity increase in the organization. 9-according 
to the model obtained from path analysis in figure 1, 
except for effective communications which predicts 
15% of changes in human resource productivity 
directly, self-motivation and work experience 
dimensions indirectly predict human resource 
productivity and this shows that these three 
dimensions are important in employees' productivity. 
10-in terms of adjusting variables, and considering 
table 9, it can be said that gender only influences on 
relationship between effective components and 
employees' productivity in men. Results show that in 
this organization, male employees have higher 
productivity due to establishment of good 

relationship with their colleagues and managers. In 
terms of experience years and considering table 10, 
this factor only influences on relationship between 
effective communications and employees' 
productivity in employees who have experience 
between 1-5 years and 10-15 years. Results show that 
in this organization, employees with experiences 
between 5-10 and 10-15 years have increase in their 
productivity as their communications with managers 
increase. One of the reasons may be attributed to the 
fact that employees with experience between 1-5 and 
10-15 years are more sensitive to having effective 
communications with managers and colleagues 
(especially employees with 1-5 years of experience 
who have currently entered organization and want to 
become familiar with their colleagues). In terms of 
education degree and according to table 11, only 
influences on the relationship between effective 
communications and bachelor degree and 
relationship with work experience in employees with 
master degree. This can be due to the fact that 
employees with high education try to increase their 
productivity by achieving experience and knowledge 
and expertise. For employment dimension and 
considering the results in table 12, employment type 
only influences on relationship between work 
experience dimensions and effective communications 
with employees' productivity in employees with 
temporary employment contract. It seems that 
temporary employees show increase in productivity 
as they have higher and more effective 
communications with their managers. One of the 
reasons may be higher job security of temporary and 
permanent employees in comparison with other 
employees.  

 
7. Recommendations: 

 
We concluded that as employees' effective 

communication skill increases, human resource 
productivity will also increase. Therefore, it is 
recommended to the recreational-cultural 
organization of Isfahan Municipality:  

1)according to the results of table 5, it is advised 
to the managers of the organization to increase 
human resource productivity through more attention 
to improvement of employees' effective 
communication.4- according to table 7 and the model 
obtained from the research (figure 1), it is 
recommended that the 5th, sixth and 7th 
recommendations be considered in order to increase 
human resource productivity in addition to attention 
to other dimensions of knowledge, technical and 
behavioral empowerments. 5-according to Bown and 
Laver model [20], empowerment exists when 
organizations distribute power, information, 
knowledge and rewards. Therefore, free circulation 
of information must be provided by managers and 
employees must be up-to-date. 6-managers should 
consider incentives and rewards for dutiful and 
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hardworking employees instead of purely punishing 
offending employees and consider recreational plans 
for them and their families so that human resource 
productivity will finally be improved. 7- It must be 
tried that justice be observed when dealing with 
contractor and permanent employees in order to help 
increase their motivation. 8-according to the results 
of table 4, increase in employees' empowerment by 
means of self-motivation dimension (which is 
indirectly effective in human resource productivity) 
can be achieved with vertical development of job or 
job enrichment which increase employees' feeling of 
significance and responsibility. Managers can 
increase employees' job responsibility to increase 
their motivation. It is also advised to managers to 
improve success motivation in employees by 
increasing their organizational commitment. 9-
according to table 11, it is advised to managers to 
help increase employees' experiences by assigning 
specialized jobs to employees (especially employees 
with master degree and higher education) and 
facilitate the possibility of combination of knowledge 
and skill within their organizations. 
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