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1.  Introduction 

With the speed of change in knowledge and technology, 

firms and organizations become more complex, and with 

these developments, the management of organizations leads 

to more complexity. Today, organizations are not amenable to 

traditional methods because managing of people who are the 

main assets of organizations is not easy, and the leaders of 

organizations, especially human resource authorities, need to 

gain knowledge and expertise to do so and effectively employ 

them. Research and study on the role of human resource 

professionals and managers in the creation and maintenance 

of positive organization performance has been the subject of 

many organizational studies over the last two decades. 

Human resource management is closely associated with 

organizational performance [1-17]. 

Researchers have found that human resource managers 

can also take over the managerial roles of traditional 

organisations and convert it into a strategic asset of the 

organization [18-21]. In the last decades, the traditional use of 

capital and technology as competitive forces in various 

industries was increasingly dependent on knowledge 

management and intellectual capital, thus recognizing how 

human resource managers inside the organization were as 

fundamental to competition in industry [22-29]. Some 

scholars [30-36] have acknowledged that human resource 

management systems have a direct impact on the 

organization's performance [37-43]. In fact, the trend of 

changes and technological, social and economic changes in 

the internal and external environment of associations has led 

to a new attitude of management science to the category of 

human resource planning. Negligence can have caused 

irreparable consequences to organizations and has difficulty 

living in a turbulent current environment [44-49]. 

Human resource management systems can create 

economic value in companies and help achieve its high goals. 

The appropriate policies of human resource managers lead to 

the creation and training of dynamic human capital and 

enhances competitiveness of the organization, while human 

resource managers' activities are affected by their 

understanding of the systems and processes of human 

resources [50-55]. As stated, studies on human resource 

management axes in different industries of the country are 

very limited and most of the researches have focused on the 

fields of human sciences, engineering and medical sciences, 

and have less attention to their human resources and their 

optimal management. In the micro-economy, issues such as 

optimal production and distribution, process and behavior of 

input factors or aspect evaluation of more production methods 

have been discussed and issues such as the methods of 

improving or enhancing the productivity of company 

operations using the managers and scientific and practical 

guidance of human resources have not been discussed 

seriously. Over the last two decades, the change in social 

environments and major financial scandals, such as the 

collapse of Enron, the big company in 2002 America, and 

defalcation of Lee and Li Attorneys-at-law firm in Taiwan in 

2003, the great financial corruption of 2011, Iran, and the 

cases, increased the necessity of discussing human resource 

management and expanding organizational loyalty in 

organizations. Researchers maintains that organizational 

loyalty reflects the spirits and general policies of the 

organization in relation to ethical values [56-66]. 

While this research shows the opposite of this claim, the 

difference is attributed to the changes caused by the 

privatization of the industry. Prior to the big change, the 

finance, employment, accounting and auditing of these 

companies were funded by government regulations under the 

supervision of the concerned ministries, which included 

employees of the state, and the intensive care system was 

made for a small number of employees and did not care much 
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for others; but in this study the importance of this system will 

be on display after deregulation. The yeast industry was 

transferred to the private sector in 2012. In the years before 

privatization, a number of state-owned companies owned the 

yeast industry and their budget were defined in the country's 

annual budget. Therefore, the quality of products and 

attention to optimal management of resources was not 

important because of the introduction of the "principle 44 of 

laws" to identify the management of human resources, job 

satisfaction and organizational loyalty, and this debate 

becomes the focus of more attention on organizational policy 

decision - makers and the understanding of conventional 

models of service compensation systems is an important 

factor in job satisfaction and organizational loyalty. This 

study, which has been done in the yeast industry, discusses 

the difference between the pre - and post - privatization 

conditions in the industry. The present study was formed 

using the structural equation model to create a strong 

theoretical foundation, in order to defend the applicability of 

principle 44 of the constitution to achieve excellent 

organizational goals and optimal resource management. 

Accordingly, the present study analyzes the effectiveness of 

human resource managers and examines the relation between 

human resource management systems, job satisfaction and 

organizational loyalty. Finally, this study is formed to achieve 

the following objective: (a) Building a structural model for 

human resource managers in order to achieve organizational 

loyalty of employees; (b) Determining the degree of 

moderating effect of job satisfaction in employee 

organizational loyalty. 

2. Theoretical History and Background of Research 

2.1. Organizational Loyalty 

Scholars recognize the organizational loyalty of 

employees to identify aggressive and invasive levels of the 

organization, participate in organizational activities, identify 

organizational goals and hope of becoming a stable and long - 

term member in the organization. Organizational loyalty is 

inconsistent with the volume of absenteeism, from the 

perspective of Robbins organizational behavior, the attitude 

towards work depends on three factors: job satisfaction, 

interest, job intrest, and organizational loyalty [67-72]. 

Organizational loyalty, defined as the sentiment of 

belonging and the desire to maintain membership and 

communicate with an organization, implies a willingness to 

join a group, collaboration, sense of trust, voluntary 

alignment with a group, and tends to follow the 

organizational guidelines [73-84]. Based on the analysis of 

organizational loyalty measurement instrument, three factors 

have been extracted: organizational identification, 

organizational internalization and organizational compliance. 

organizational Identification and internalization shapes the 

company's values, while organizational compliance indicates 

the willingness and involvement of employees on 

organizational issues [85-91]. 

2.2. Employee Perception of Human Resource 

Management Systems and Job Satisfaction 

Perception is the complex process of knowing their 

sensory information and their understanding [92-99]. It is also 

the perception of the process by which people are regulated 

and interpreted by their own environment and give them 

meaning. Factors that affect a person's perception are: 

attitudes, motivations, experiences, expectations, personal 

goals and environmental conditions [100-103]. Therefore, 

understanding is the process in which individual feelings are 

motivated and different information is collected, and 

eventually the individual gives special value to the sum of the 

collected information and gives it meaning [104-107]. In this 

study, the dimensions of employees' perception of the new 

systems of human resource management of yeast industry are 

analyzed. Human resource management systems have 

undergone radical changes after deregulation, which will be 

analyzed in the process of this study, the effects of this new 

system on employee work behavior. This way, the study will 

determine how new human resource management systems 

can affect job satisfaction and organizational loyalty of 

employees. 

Scientists selected six companies for statistical sample in 

a study, and found that the changes in human resources 

systems and service compensation systems with 

organizational performance and job satisfaction have positive 

and meaningful relation. Researchers also studied all 

electronic companies and found that wages and rewards were 

very effective in job satisfaction [100-107].  

Managers need three reasons for their employees' job 

satisfaction. First, disgruntled people are more likely to be 

absent than others, quit and leave the workplace, leave and 

leave the workplace; secondly, satisfied employees enjoy 

more physical and mental health and live longer; third, with 

increased job satisfaction, commitment to job (organizational 

commitment) increases [100-107]. Research has shown that 

organizational loyalty and job satisfaction is positively related 

to organizational performance and job performance and is 

negatively associated with the transportation and absence of 

employees [97-107]. 

Accordingly, the present study adopts the view of social 

exchange, accepted psychological contracts, and social 

change theories examine the effects of privatization in the 

yeast industry and examine organizational loyalty in which 

politics and general policies of human resource management 

systems are undergoing drastic change. After the 

privatization, more mechanisms and services for service 

compensation in human resource management systems 

became more market-oriented, in addition hiring, developing 

and evaluating human resource performance and working 

systems in organizations became more flexible, which 

affected employees' perceptions and eventually generated job 

satisfaction. As a result, this study shows that perceptions of 

employees from human resource management systems affect 

their job satisfaction. 

2.3. Relationship of Human Resource Systems, Job 

Satisfaction and Organizational Loyalty 

Researchers studied the relationship between job 

satisfaction and organizational loyalty in Hong Kong's food 

industries and concluded that job characteristics, pre- and in-

service training, fair reward and job satisfaction are effective 

on organizational loyalty, so human resource management 

systems, which include the sum of these items, contribute to 

both job satisfaction and organizational loyalty [90-100]. 

In the analysis of 93 employees of government 

organizations, scholars have indicated that organizational 

loyalty and job satisfaction are highly related to the job 

performance of employees. In another study, for examining 

the factors affecting the organizational loyalty of employees, 

selected a government hospital and implemented his 

empirical research on them. In his study, he concluded that 

job satisfaction as mediator variable had a positive and 

significant effect on organizational loyalty [103-107]. Also, 

scientists conducted a study of employees of one organization 
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in two groups that treated them with specific organizational 

justice. They found that organizational justice equality affects 

employees' work range, job satisfaction (moderator variable) 

and organizational behavior (independent variable) [105-

107]. 

3. Experimental History and Background of Research 

Research Hypotheses 

Primary hypotheses: 

(i) There is a relationship between human resource 

management systems and organizational loyalty; 

(ii) There is a relationship between human resource 

management systems and job satisfaction. 

Secondary hypotheses: 

(i) There is a relationship between job satisfaction and 

organizational loyalty; 

(ii) There is a relationship between human resource 

development systems and organizational loyalty; 

(iii) There is a relationship between human resource 

conservation systems and organizational loyalty; 

(iv) There is a relation between service compensation systems 

and organizational loyalty; 

(v) There is a relation between human resource development 

systems and job satisfaction; 

(vi) There is a relation between human resource conservation 

systems and job satisfaction; 

(vii) There is a relation between service compensation 

systems and job satisfaction. 

4. Research Methodology 

This research is applicable in terms of purpose, and it is a 

survey research method in terms of implementation method 

and the research project is correlation. To measure the 

relationship between variables, the structural equation model 

(SEM) and factor analysis was used. In this model, the 

relationships between variables are determined. The 

endogenous latent variables are job satisfaction and 

organizational loyalty, the obvious variables of latent 

variables are observed in the Y1-Y6 section, and the latent 

variables are shown using the obvious and external variables 

as shown in the X1-X15. 

The statistical population of this study consists of all the 

employees of the country's yeast industry. According to data 

received from the yeast producers' union, the total of 1145 

people in seven companies of Iran-Maye, Iran-Malas, Pak-

Maye, Razi, Chahar_Mahal, Khuzestan and Razavi, in Iran 

cities of Tehran, East Azarbayjan, Khorasan, Khuzestan, 

Chahar-Mahal and Bakhtiari, Lorestan and kermanshah, are 

working where all employees of these companies are the 

statistical community of this study. The researcher chose a 

sample of 288 people using the stratified random sampling 

method and using the Cochran formula with 0.05 errors, for 

instance and participated in the study. The researcher 

distributed questionnaires and collected them by visiting all 

companies based in the seven provinces. The typical feature 

of society was that over 216 people (75 per cent) of the 

selected staff had academic education (Associate to master of 

degree). This feature is widely used in field research because 

people with college educations understand the depth of the 

concepts of research design and questions posed in it more 

than others and can analyze and report their working 

conditions in a more scientific way. 

The research tool of this study has been structured 

questionnaire. To determine the external validity and content 

validity of the questionnaire, English language expert 

reviewed and confirmed the validity of the questionnaire after 

translation and human resource experts confirmed using 

factor validity method. Factor validity is a kind of the validity 

of the structure obtained through factor analysis. One factor is 

a hypothetical (structural) variable that affects the observed 

scores in one or more variables. If a factor analysis is 

performed on the correlation matrix, the tests that are affected 

by certain factors earn a high factor in that factor. 

In order to measure job satisfaction from a sixteen-

question questionnaire of? With cronbach's alpha coefficient 

of 0.8, in four satisfaction dimensions of tasks assigned, 

service compensation system, promotion system and 

leadership were used. In order to measure loyalty, a dozen-

question questionnaire of organizational loyalty of with 

Cronbach's alpha coefficient of 0.78 was used. This 

questionnaire was designed in two dimensions of loyalty to 

organizational values and interest and willingness to 

organizational loyalty. Finally, to assess the status of human 

resource management systems and its relevance to 

organizational loyalty and job satisfaction, a dozen-question 

questionnaire has been used with Cronbach's alpha coefficient 

of 0.86. Also, the external validity and content validity of the 

questionnaires were approved by the guidance professors and 

consultants and experts of the management area. 

5. Results and Discussion 

Employees‘ perceptions of human resource management, 

which have specific amounts of larger than one, are shown (in 

the current study the standard coefficients larger than one are 

acceptable). 

The results show that each component corresponds to 

four dimensions of employee perception of human resource 

management systems. The cumulative variance of explained 

by human resource management is 6.429%, the cumulative 

variance of development management is 38.06%, cumulative 

variance service compensation management 8.96%, 

cumulative variance maintenance management and promotion 

of employees is 6.58% and the overall level of explained 

variance is 60.02%. 

The GFI value suggests that the higher the both the 

variance and the covariance level, the model is more 

appropriate; this has been proven in other theoretical studies. 

In this study, the results of analysis of values of each indexes, 

including employees' perception of human resource 

management, job satisfaction and organizational loyalty, were 

more than 0.9. In general, the GFI of model was 0.926, which 

indicates that there is a good fit between model indices and 

the sample is well fit. AGFI is another indicator used in this 

study. The AGFI values are calculated to 0.027 (close to 

zero), which means that the model is very good fit and 

appropriate. 

The internal structure of the model (internal quality) 

mainly deals with the revision and measurement of the 

reliability and validity coefficients, in which the results of the 

final analysis of the data enters the model, these results are 

reported. 

Each of the standard estimates (loading of the variable in 

the latent structure) is between 0.531 and 0.8070, except the 

organizational loyalty variable showing 0.383. In this study, 

the minimum reliability factor validity should be higher than 

0.5, as well as no component could have a negative variance. 

The Composit Reliability (CR) of all reported values was 

larger than 0.7, which is higher than the intended minimum 

(0.5). Average variance extracted (AVE) also has a value 

equal to at least 0.5. The loading of non-stationary indices 

(non-standard estimate≠1) and the latent construct are 
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reported. All reported values indicate very high CR levels, 

meaning that the interaction between variables is meaningful 

(the coefficients are between 4.249 and 17.062 and P < 0.00); 

the data indicates that the measurement model has 

convergence validity.  

Values of β and Y are estimated using the method of 

maximizing the probability, the values suggest that the 

hypotheses of the research will be acceptable or not. Using 

structural equation analysis in Amos software, we achieved 

accurate results of the hypothesized path of research that was 

briefly reported. Furthermore, the absolute values of 

parameter estimates t should be higher than 1.96, this number 

confirms estimating the parameters to the administrative level 

(0.05). 

Data obtained shows the relationship between human 

resource management, service compensation management, 

and organizational loyalty. The empirical data of this study 

showed significant levels of relationship between variables of 

values -0.125 to -0.075; in this sense, the relationships 

between variables are acceptable statistically at α=0.05 level. 

Based on the projected results in H1 and H3, the empirical 

results from the implementation of this study indicate that 

human resource management and service compensation 

management significantly affect organizational loyalty. 

The information obtained shows the path and relationship 

between management of human resource development, 

service compensation systems, promotion management, 

maintenance management of human resources and 

organizational loyalty. Empirical data of this study showed 

the Y values of these indices in order of 0.239, 0.580 and 

0.367, respectively; in this sense, the relationship between 

variables is acceptable statistically at α=0.01 level. Based on 

the predicted results in the H6, H7 and H8 hypotheses, 

empirical results from the implementation of this study 

indicate that the management of human resource 

development, management of service compensation and 

promotion management, maintenance management of human 

resources are key factors in job satisfaction. 

The information obtained shows the relationship between 

job satisfaction and organizational loyalty β=0.692 and 

α=0.01. The empirical data of this study indicate the 

relationship between job satisfaction and organizational 

loyalty and hypothesis H9 of this study is that the relationship 

between job satisfaction and organizational loyalty is 

confirmed. 

In a situation where there is a positive and significant 

relationship between the predictive and resulted variables, 

and in this case the moderator variable is considered to 

weaken or dilute this relationship, the interface moderator 

variable is considered to be a supplementary (main) variable. 

Scientists suggest that researchers should recommend 

competing (similar) identical models of a completely 

different construct to the characteristics of the hypothesized 

model. It can be found of the goodness and a weaker relative 

effect. In this study, researchers changed the degree of 

freedom and chi-squared to test the effect of the model. The 

results show that the total model has intermendiary effect and 

job satisfaction has been a intermendiary effect until now. 

The values of X2, RMAR, AGFI and GFI are calculated 

with intermediary effect. According to the data obtained, the 

following results can be expressed: 

(i) By removing the direct supervision of the government and 

implementing the principle of 44 of the constitution and 

extending privatization in various industries, the employee's 

perception was that human resource management as well as 

the relation between human resource development systems 

and upgrading systems, maintaining human resources, did not 

affect organizational loyalty (its not meaninfull statistically); 

(ii) The employee's perception of the impact of human 

resource management on job satisfaction was negative; 

(iii) There is a positive and meaningful relation between job 

satisfaction and organizational loyalty; 

(iv) Human resource management systems have a direct 

impact on job satisfaction and organizational loyalty and job 

satisfaction affects organizational loyalty (this results in the 

mediating role of job satisfaction); 

(v) The degree of organizational loyalty of employees in 

Kermanshah Yeast Company is more than job satisfaction 

and employee perception about human resource management 

systems; 

(vi) Job satisfaction constitutes the factor and variable of the 

interfaces between employees' perceptions about human 

resource management and organizational loyalty. 

The values of X2, RMAR, AGFI and GFI are calculated with 

intermediary effect. According to the obtained data, the 

following results can be expressed: 

(i) In the view of employees of human resource management 

systems and organizational loyalty development prior to 

arrival of the intermediary effect of job satisfaction, it had a 

significant role, while before the intermediary effect arrival 

job satisfaction had diminished the intensity of this relation. 

(ii) In the view of employees, the relationship between 

service compensation systems and organizational loyalty was 

not a significant relationship before the arrival of the 

intermediary effect of job satisfaction, while after the 

intermediary effect arrival job satisfaction of this relation has 

been highly significant. 

(iii) In the view of employees, the relationship between 

service compensation systems and satisfaction before arrival 

of intermediary effect, the job satisfaction was only an 

acceptable relationship, while after the intermediary effect 

arrival; job satisfaction of this relation has been highly 

significant. 

(iv) In the view of employees, the relationship between 

promotion systems, maintenance of human resources and 

organizational loyalty prior to the arrival of the intermediary 

effect of job satisfaction was a highly significant relationship, 

while after the intermediary effect arrival the relationship 

between the two variables is not significant. 

6. Conclusion and Recommendations 

Results and achivements indicate that the overall 

perception of employees from human resource management 

system for all four dimensions is 3.3662 and standard 

deviation is 0.5349%, job satisfaction job generally has 

3.3832 mean and standard deviation of 0.5177 and employee 

loyalty generally has 3.5090 mean and standard deviation of 

0.5597. According to the coefficients of the correlations 

between variables it can be concluded that the relationship 

between variables is positive and significant (P < 0.01). In 

this regard, researchers stated that human resource 

management systems available in manufacturing firms are 

highly correlated with organizational loyalty and job 

satisfaction with the results of this study also confirm this 

intensity. 

The results of this study also showed that organizational 

justice has a significant and meaningful relation with 

organizational loyalty; in this regard Pourezzat, et al. 

concluded that, organizational justice, in particular 
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observational and informational justice, has the greatest effect 

on employee organizational loyalty. 

Also, the results of this study show the existence of 

meaningful relation between organizational loyalty with job 

satisfaction which has already been confirmed. They believed 

that the organization's loyalty in Hong Kong's food industry 

companies had put job satisfaction because the satisfied 

employee could be loyal to their organisation. 

The findings of this study showed that there is a 

significant relationship between human resource management 

systems and job satisfaction (α=0.05, t-test=0.239). These 

results were confirmed in researchers‘ studies. The job 

satisfaction variable in his study as an intermediary variable 

played an important role in demonstrating the relationship 

between human resource management and organizational 

loyalty. In the second and third structural models of this 

study, the intermediary variable of job satisfaction with other 

variables was analyzed and finally determined that the 

relationship between different parts of the model is deepened 

when the intermediary variable of job satisfaction is entered 

into the final model which had proven that. Kevin and his 

colleagues also recognize the intermediary role of job 

satisfaction in achieving organizational loyalty is irrefutable. 

As well as, also cited organizational loyalty as one of the 

most challenging developments of job satisfaction among 

industry and mining bank employees. He stressed that job 

satisfaction, loyalty, persistence and job commitment greatly 

increase. 

Scholars also in a research concluded that the distributed 

leadership could be effective in the job satisfaction of 

teachers. The present study proved the findings of Yasini, 

because one of the distributed leadership statements this study 

is self-efficacy of human resources management 

(maintenance) as the establishment of communication paths 

between employees and leaders is proven (factor validity= 

0.661, reliability = 0.879). The results of this study also 

showed those of other researchs results that affect the role of 

human resource managers in employee loyalty and job 

satisfaction. Most of the findings of this study confirmed the 

results of other internal and external studies. 

Based on this, human capital is the most important asset 

of the organization. In the uptake of these funds, Fefer 

believes that it is not only possible to rely on a copy of the 

work and educational background of individuals, but we need 

to figure out how people have done things in the past and 

what abilities and capacities they have for the future. 

Therefore, prior to the testing of any behavior, the first one 

must learn about the relevant behaviors of individuals and, 

using work samples or interviews, find out how individuals 

can arise from post-related situations. After attracting, the 

best way to keep human capital is training. Maintenance is 

the key to economic success. Interest gain is associated with 

customer retention and customer retention is associated with 

the maintenance of employees. It is possible when employees 

stay and participate in tasks, then it comes to profit. If you go 

to an organization that is client-driven, you can shortly tell 

when the employees will feel bad, or when they retaliate to 

customers. Relationships are made through individuals, so 

making relationships with the client is more important than 

controlling it using a number of software products. The most 

important point in most industries is the distance between the 

client and the person who serves him. By hiring the best 

people and investing in their training, there are relationships 

that lead to customer relationship management. Without 

taking this step, it is not going to work; without people, no 

strategy is implemented; the client is not happy, and 

innovation does not happen. All non - human assets can 

easily be acquired in the trade and competition market and are 

not considered competitive advantage. If the right people are 

selected and their attitude is correct, the company can be 

successful at the same time as small and local. Accordingly, 

human resource management can implement the following 

actions to create job satisfaction and organizational loyalty: 

Job security should be provided. Certainly, employees 

who do not perform well, must go, but they should not be 

driven from the company due to the strategic errors of senior 

management or economic deficiencies; they have no role in 

this regard. A variety of criteria must be used to employ 

personnel, since the skill of the new employees can be 

provided through training, but the company has to pay more 

attention to cultural attitudes and compatibilities. 

Managers need to create key elements of organizational 

design using their groups of self-management and 

decentralized and to eliminate managerial layers. It can also 

be paid well for successful organizational performance. 

Sharing of financial and performance information can lead to 

the positive performance of human resource management vis-

a-vis the loyalty and job satisfaction of employees. 

The responsibility of human resource managers can be 

summarized in four roles: employees' hero, administrative 

expert, change agent, and strategic partner. The hero of the 

staff makes the staff committed and competent. A manager 

who is a good administrative expert performs the effective 

activities of human resources. A manager who is a change 

agent creates the capacity of change in the behavior of 

individuals and organizational culture. A manager who is a 

strategic partner is the founder of business consequences and 

outcomes. 

In the end, it is hoped that human resource managers 

learn from their strategic role in guiding human resources 

toward their excellent organizational goals and can benefit 

from dynamic human resources within the organization. 

Based on the findings of this study, the following 

suggestions are presented to organizations and managers: 

(a) Human resource managers tend to focus their efforts to 

demonstrate their strategic influence on performance drivers, 

but they often focus on a particular incentive, such as 

customer satisfaction, without proving its priority over 

business examples. This problem arises from the inherent 

difficulties determining the true contribution of human 

resources to the mission and general strategy of the 

organization. For this reason, in the companies there is often a 

gap between the indicators they use and the policies that 

apply to human resources. Therefore, human resource 

managers are proposed to eliminate the problem by separating 

the two important factors; 

(b) Human resource managers need to be looking for 

employees who are persistent. In other words, more than we 

think of driving out useless employees, we must strive to save 

employees so as not to quickly attract new jobs in their fall 

plans; 

(c) Gratefulness is one of the most important reasons for 

leaving the organization. Human resource managers can, for 

example, invite every employee every three months to 

appreciate them and ask for their advice on the work and 

improvement of the organization; 

(d) Since job satisfaction is a mediating factor between 

organizational loyalty and human resource management, 
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managers need to identify all direct and indirect factors 

involved in this variable and plan for each clear mechanism 

and increase employee loyalty by increasing job satisfaction. 

Following are some suggestions for other researchers: 

(a) Since the findings of this study focused on a certain 

industry, it may not be possible to generalize the results to 

other industries and communities, thus offering similar 

research to other researchers in industrial parks as well as non 

- productive enterprises in order to see the role of human 

resouece management in organizational loyalty in a more 

tangible form; 

(b) Privatization was the creator of the great evolutions in the 

field of human resources in organizations, so it is suggested 

to other researchers to compare the status of human resource 

management systems before and after privatization; 

(c) Since job satisfaction was considered an intermediary 

variable in this study, it is suggested that other researchers 

consider job satisfaction as a key variable versus managing 

human resources and this time to consider organizational 

loyalty variable to determine whether human resource 

management can also contribute positively and directly to 

these two variables. 
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