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ABSTRACT

Human Resource Management is one of the main tasks of management. Other management tasks should fulfilled in
practice when there is appropriate and qualified personnel to run it. Proper selection of employees is important;
because the wrong choice means the choice of those who have not the ability and competence to do, or those who
leave the organization later, thus they imposes a heavy cost to the organization. Statistical community of this study
isincluded 33 participated who were members of scientific mission of the university, directors of human recourses,
experts of educational management and specialists working for attraction and providing personnel. The appropriate
method, which is utilized in this study for the first step, is using the arithmetic mean of the major and minor effective
selection criteria identified in the job market in the private and public sectors. Then, using strategies are identified
(by the human resource management literature and from the authors) and using the method of Breda, effective
strategies to prioritize job was to fit and considered. The results show that strategy as the most effective strategy
enabling the creation of effective strategies to fit the job in the public sector while, in the private sector quality is
the main factor of creation of job fit .
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INTRODUCTION

Choosing a job and being ready for work is onehefmost important impaositions relating to growthipe that the

youngest in different societies especially in intdats face with; right choosing and suitability thie job can cause
the persons to be successful in the means of thi¢yfand social life. Today's world is changing ahd changing

very fast. Globalization and information technoldgy the benefit of shareholders expect more offtoeors that

makes the enormous pressure for organizationalgehélr®). Smith. J. A, Rayment (2007) believes suatess in a
rapidly changing environment requires that emplsygieed should fit with the organization (11). Chimg the right

career and job fit the person in the family andiadde will succeed. Happiness returns an undigali person for

the whole life and for her family, while choosirgetwrong direction can cause permanent health @nebkuch as
depression, job dissatisfaction, disappointmeriliyria to achieve dreams, failure to meet family enges, marital
problems (12). Today it is clear to all scholafsioman development and is a major cause of hureaaldpment

that goes just over the shoulder.

It can be said that If in the past years and cegy the source of wealth of various factors sashnatural
resources, strategic geographical location, machinechnology would be effective on the level ammlintries’
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development of the movement , today it is idemtifthe man as the sole factor influencing the esfetbpment.
When the organization achieves competitive advantaigh their own resources, none of its competitwaanot

copy from it and that’ is why human resources s thost important strategic resource organizati@®). (1This

feature is present in human capital (14) and (IT&g issue of proportionality in selecting employé&as grown
significantly in recent years (16). There are défa theories about the conditions for obtainirjgtain the late 40th
century to establish a career in human affairciademphasis. Based on Jersios Jvsyvs there are sffectiveness
situation for selecting employees in jobs such lgsjgal condition, mental condition, and emotiostte, social
and behavioral factors. In this course, the emghisson knowledge. And suggested people shouldbaopre-

defined framework, because their inhibit creativtyd innovation was limited and weakened. In regeats, much
emphasis was on personality type and the job apiatam (17). In addition, Rial cost and timgustified to train

to the specialized people and drawing them inigitet channels (18).

On the other hand, providing personnel is one ef éBsential responsibilities of managers, so therst(e.g.
programming, organizing) will be practical whenrithare suitable expert personnel. It must be pa@htion to
attracting, teaching and treading the efficient andable personnel. Providing, employing and zitij of the
personnel, of course, is so difficult and complextee organization will be suffered from high expesiby choosing
in correctly which means to choose someone. Whwisable to do the work or abandons the organiaatiter
some times. Thus, if the individuals and organtagi pay attention the job proportion for choosingrkvand
worker and set the required considerations, thélyuse its efficiency while decreasing the unpledissmnsequences
of being inappropriate. Therefore, finding a cure@maging is necessary and inevitable.

This study represent the importance of the job qriign in rising the function of the employees,addition to,
makes manifest the degree of business indexes,iesdrand identified the absorption of the employeed ranked
by preference, for managers of the organization.

Charging the employees in a proper job and devefpfiie job proportion in which the rules of valuesltures,
personality and perception about working are carsid and there is basis for creativeness, will fiective and
encourage the individuals for working better. Thieme, to make profit will be increased and theesafind mental
health of the society be obtained. Besides, thé d&id time expenses for training the experts walljbstified and
administered in the right channels.

Research questions

1-What are the essential and secondary indexes ieffeah choosing persons in the public and privatgiens of
Qazvin’s business? And how much effect do thesexeglhave on developing the job proportion?

2-Which strategies have effect on developing thepjaportion in the public and private section?

3-In what order is the preference of these strategffesting on developing the job proportion?

Literature of the research

The recently researches have been shown that shada very important and serious problem andatifies in
relation to the developing countries is the lack adjustice between the needs of society and tbpepruse of
specialists by organizations are not (19).

Researchers as Werbel,Glliland,1999, Gomeri 199&dfr1996 and Bouen 1991 ,believe that there shdd
proportion between person and organization, ang &g mention that such factors as type of pelggnaalues
and the requirements of the applicants are so itapofor choosing the competent employees. Jousjyalso says
that physical, mental, emotional, social and bedraviconditions are the essential factors for chmppersonnel.

Bouental believes that prosperity of the organtratin quick environmental change required to empiloy
personnel in appropriate with the whole of the aigation.

Dave Ulrich believes that organizational capalgiittreated by investigation in the human resources.

Kristof Brown, (2005) points out that correspondeind the job has an effective role in increasing shtisfaction
from job and organizational obligation and alsaétreasing the abandonment of the organization.

Harris and Fleming believe that evaluation of thenhn's personality has an important role in thepprton of
person and job, so it should be taken into conatd®r in personnel employment. (Verger 2003, Kfistad Brown
2005, Hofmen and Vehr 2006), says that usually wthendiscussion is about adaptation of person thighjob, it
means the adaptation of skill and knowledge ofeimployee with the job. The adaptation of employgessonality
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and their requirement with job ignored while thislpiem is observed in the next steps and duringvibek.
Analysis of the relationship between education poidsuccess of graduates employed quota showshbed is
significant positive relationship between acadeatfuiity and professional teachers, Pedagogicalesdrknowledge
and attitudes of the educational content of thecational content in the proficiency level of sucfak job
graduates.

MATERIALS AND METHODS

This study is a descriptive research of measuremgthican be accounted as an applicant researcdeeit seeks
the solution of the problem and the results shbgldised practically. The candidates in this stadjuded 33 who
were members of scientific clients of the Qazvinvérsity. Directors of human recourses, expertedicational
management and specialists working for attractioth providing personnel, while they have bachelayrede and
higher levels and all of them worked in Qazvin'sblgu and private sections (offices, factories, itnges,
universities, etc.) that they as an adept grogwared the questionnaires and interviews. Theyahaehast 5 years
experiences in human resource major and the avergeeir precedence was 11.5 years. The otheorfador
choosing this group were having precedent in theagement or similar positions, having the abilityl especial
skills related to human resources, attracting amgpleying the personnel having the proper inner ander
relationships. The measurement instrument of tbéearch was questionnaire. In the first step, #serdial and
secondary factors, which are effective on develpgime job proportion, recognized by the questiomnaiith
Linkrit spectrum. After recognition of such factprghich are also effective on the public and pevsgctions and
obtained by questionnaire number 2, they were ribgeBarda method.

1-Using the method of descriptive statistic for agitdfactors, which are effective on the proportidhe job in the
public and private sections.
2-The mathematical method of Barda which is includimgse steps:

Step 1: Some indexes, interval scale (pointingpfmality indexes and relative scales for quantitieixes, were used
by group in taking decision to make rij values (&&ch indexes of j) from Euclid conversion (for lealecision-
maker of p) immeasurable.

Step 2: There would be a matrix which its rows ¢adi¢d the selections and its columns shows thesvidveach
DM on the basis of an index, so the matrix of woaddassumed for n indexes.

Step 3: Sum of the rows for p decision-maker iqimetd in individual matrix and the last rank of leaelection for
individual indexes of j is accounted, so the rowhvthe highest sum is the first rank and the orté thie least sum
is the rank ofm.

Step 4: The matrix of Gmxm is derive by assumedoreaf w in such a manner that elements of thisrimathich
its rows and columns indicate the selections aedréimks by order, is obtained from the sum of twes that a
selection has gotten by considering its rank ifedént indexes.

Step 5: solving the liner programming model byiethod of Lingo:
YMax| w=XXyij Yij

S.T |:ZYij=1
Yij=1
Yij= | 1
0

RESULTS AND DISCUSSION

Findings of this research include 3 kinds of infation as following:

- Determining the essential and secondary indexéBeofob proportion and their effects in the pulaitd private
sections by the method of mathematical averagealaodomission of the factors with grades lower tBan

- Average of the experts™ opinions about the impaeaot original dimensions

Individual characteristics:

- Secondary indexes of mental and psychological

- Secondary indexes of skill and abilities

- Secondary indexes of knowledge and education

- Secondary indexes of precedents and experiences
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- Secondary indexes of Scio-economical factors
- Secondary indexes of employment and attraction

Table 1. Average of experts’ opinions on key and piciple aspects of dimension

=

Dimension Average
Public sector| private sectd
Personal information 3.54 3.81
Psychology characters 3.57 4.03
Abilities and skills 3.66 4.45
Education and knowledge 3.97 4.03
Experiences 3.55 4.18
Social and economic factofs ~ 3.51 3.51
Hiring and recruitment 3.96 3.55

Table 2. Sub-index profile

=

Dimension - Average_
Public sector| private sectd
Age 3.73 3.61
Gender 3.18 3.36
Marital 2.88 2.88
Loading 2.73 2.82
Adornment and appearances  2.91 3.82
Family History 3.39 2.97
Religion 3.57 2.64
Physical Properties 3.36 3.73
Military Status 3.36 3.12
Reagent 3.42 4.06

Table 3. Subsidiary of emotional and mental

Dimension - Average_
Public sector| private sectd
Personality Type 3.06 3.76
Humility 3.30 3.51
Confidence 3.76 4.21
Positive approach 3.88 4.30
A strong work ethic 3.79 4.33
Punctuality 3.97 4.55
Social Discipline 4.15 4.21
Physical ability and mental health 4.12 4.42
Mental and emotional balance 3.79 4.39
Volunteer needs and goals 3.03 3.66
Interest and motivation 3.18 3.90
Emotional Maturity 2.89 3.30

Table 4. A subsidiary of skills and abilities

=

=

Dimension - Average_
Public sector| private sectd
Communication skills 3.48 4.15
Creativity and initiative 3.30 4.30
Technical skills 3.51 4.30
Conveying content speed 3.27 4.06
Intellectual ability 3.42 412
Distinctness of expression 3.39 3.76
Comprehension 3.51 2.97
Willingness to work together 3.45 4.12
Communicating with suppliers 3.33 4.03
Tolerance of individual 3.70 3.15
The ability to build relationships with fello 3.66 3.90
Type of skill or expertise 3.51 4.27
Speed 3.57 4.30
Verbal skills 3.12 2.54
Writing skills 3.57 2.61
Communication skills with supervisors 3.75 3.06
Preparing for Change 3.18 4.18
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Table 5. A subsidiary of Knowl

edge and Education

Dimension - Average.
Public sector| private sectqr
field 3.82 4.09
Degree 3.85 3.93
Overall GPA 3.36 3.39
University 3.23 3.54
Year of Graduation 2.36 2.70
Foreign language proficiency leve|s  2.97 3.91
Level of computer proficiency 3.64 4.15
Quota Entry 2.73 2.21
Optional Courses 1.82 2.03
Training courses 2.79 3.27
Table 6. Sub-index Experiences
Dimension - Average.
Public sector| private sectqr
Experiences 3.36 4.21
Encourage letter and previous posts 3.58 3.85
Causes of turnover and service intervals  3.84 3.48

Table 7. Sub-indices of economic and social factors

Dimension - Average_
Public sector| private sectqr
The number of applicants 3.58 3.79
Possibility of participation in non-office hours 3.03 3.79
Clearance | 4.09 4.03
Table 8. Employment sub-index and absorption
Dimension - Average_
Public sector| private sectqr
Written employment test scorgs ~ 4.21 3.36
The practical exam 3.97 3.96
Success in Interview 4.42 4.06

1.Determining the strategies which are effectivetmnjbb proportion in the public and private seciion
Strategies that are effective on the job proportion developing the job proportion in the publicdaprivate
sections, were recognized according to the studi¢ise course of the leading literature of humasouece experts
and managers and also searchers monitoring anthguidhile the leadership styles are made correspobmdth the
requirements of different group of the employees.

Table 9. leadership styles and researches

=

No strategy’s type Leaders’ aims Sample of jobs Researcher
Provide specialized instruction to ensyrédministrative positions,| Leadership theory,
1 Guidance employee compliance variability, offeringtechnical jobs, assembly, (McGregor 1960), researc
( public sector) bonuses based on hours of work or lack| ainswering machine level, on punishment ( lvan Ovicl
affiliation or long-term commitment. planner, consultant 1980)
Quality assurance fu'n(':uons for CorporEt%ccountant, administrative Equity theory (Adams,
Exchange purposes, invest in training and development, 7. . . .
2 - . - .1 gositions, engineering, dealer,1963), expectancy theor
(General) provide appropriate rewards and maintain raphic Desianer (Vroom 1964
balanced exchange relations. p 9
Sociology of charismg
3 Transformative This vision of unity is necessary, usingStatistical consulting services, (Weber, 1964),
(General) valuable manpower, building mutual trust, | architecture, consulting transformative  leadershi
(Bas 1985, Berner 1978)
Research on the
Investment on domestic development . . Management off
> . Iy . Analyst, artists, strategic planner, -
participation in decision-making, encourage_. .1 'collaborative and
4 | Enabler (General) - . . S middle management, design__ 7" . ;
creativity and innovation, reliability anjen ineers participative goal setting
commitment to the organization. 9 (Likert 1961, Latham 1990
9
5 Re_duce costg Job d_escnpnons are relatively fixed apd Acur et al.,2003
(private sector) unambiguous focus on short-term results,
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employees should be required to have| a
minimum level of stability and security far
staff training and development to be
considered.

Lucent jobs  descriptions, employee
participation in decisions about initial
conditions typical of their work environment, ................c.coceiiine Acur et al.,2003
job training and staff development to the vast,
great attention to guality and process

6 Quality
General )

Interaction and coordination of groups of bits,
Flexibility staff must be highly creative, risk-taking,
(general) visionary and have a high tolerance [of
ambiguity. Emphasis on long-term results.

Acur et al.,2003
.............................. San t0s,2000

®)

All  elements associated with the total
enterprise and internal service chain, supply
chain. Decrease over time due to the product
innovation process.
Providing replacement parts quickly ampd " "tvtttTTTTTTTTTTTTITTT
giving prompt service
Al employees are committed to thejr
development goals. e‘

Transformation
8 | function (the
private sector)

Acure et al. 2003. (7)

1-To make the preference for the solutions which effective on the job proportion for developing tjub
proportion in the public and private sections bingBarda method and Lingo software:

3-1- In the public section
Max(z)=0.062*x11+0.94*x14+0.361*x22+0.641*x23+0.383*x31268*x32+0.361*x33+0.557*x41+0.386*x42+
0.062*x44;

s.t:

x11+x12+x13+x14 =1 Row Strategy

X214x22+x23+x24 =1 1 Enabler .

X31+x32+x33+x34 =1 2 Transformative
— 3 Exchange

X41+x42+x43+x44 =1 T Gudence

x11+x21+x31+x41 =1;
X12+x22+x32+x42 =1;
x13+x23+x33+x43 =1;
X14+x24+x34+x44 =1;

3-2- In the private section:
mMax=0.062*x11+0.024*x12+0.557*x13+0.14*x14+0.8*x21+@*k22+0.62*x24+0.14*x31+0.619*x32+0.249*x3
3+0.14*x43+0.8*x44;
s.t:

X11+x12+x13+x14 =1

X21+X22+X23+X24 =1 o TR

x31+x32+x33+x34 =1 2 Flexibility

X41+x42+x43+x44 =1 3 | Expenditure reductiod
4 Submission process

x11+x21+x31+x41 =1;
x12+x22+x32+x42 =1,
x13+x23+x33+x43 =1;
X14+x24+x34+x44 =1;

CONCLUSION

Results shows that some of the essential indexgishvare effective on choosing the employees invipaz public
and private sections of work, are knowledge andcation, skills and abilities, mental and psychotadi
characteristics, precedents and experiences, emplttyand attraction, Scio-economical factors ardividual

personalities that each of them has secondary @slevhich are effective in the business. It seeras iththe

recognized factors are controlled at the employnd choosing level, they can bring up the job priogo to the
most possible level because persons are differertheé course of potentials, interests, abilitiesl éime other
characteristics. Individuals™ abilities and spegatentials are required for being successful atjtin. We usually
ignore the correspondence between the job propoatial the employee when it is seen at the nexs;stapreover,
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during the work. It should be remember that gatitednd using the individual information about pessare so
effective specially for prediction of the persopassible function at the research indicate thatstn@tegy which
makes capability is the most effective strategyd@veloping the job proportion in the public sectidts main
purposes are inner developing and valuable andadgranan research for company, getting high commaitt and
long time relationships and individual benefitscofnpetition.

Quality is the most effective strategy in develgpihe job proportion in the private section. Thadier must pay so
much attention to quality and the process of pridocand actions should be done with low riskatidition, the
employees must high level of commitment.
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