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Aim. �e purpose of this study was to investigate the role of demographic characteristics of employees and the selection of human
resource management methods on organizational tensions and turnover intention.Methodology. �is study is applied in terms of
purpose and descriptive survey in terms of nature and method. �e statistical population of this study includes 380 employees
(scienti�c and administrative) of Payame Noor University of Kermanshah Province, which uses Cochran’s formula, and 191
people were selected as a sample. Data collection tools were questionnaire. Results. �e results of testing the hypotheses by
SMARTPLS software and using t-test statistics and path coe�cients (β) showed that the demographic characteristics of employees
on the selection of human resourcemanagementmethods, organizational tensions, and layo�s have a strong, direct and signi�cant
e�ect, a moderate, direct and indirect and signi�cant e�ect, and a moderate, direct and indirect and signi�cant e�ect, respectively.
�e choice of human resource management methods has moderate, direct, and signi�cant e�ects on organizational tensions and
turnover intention, and a weak, direct and ultimately indirect, and signi�cant e�ect, respectively. Also, organizational tensions
have a moderate, direct, and signi�cant e�ect on turnover intention. On the other hand, the choice of human resource
management methods can play a mediating role in in�uencing the demographic characteristics of employees on organizational
tensions and turnover intention goals. Also, organizational tensions can play a role as a mediating variable in in�uencing the
demographic characteristics of employees and the choice of human resource management methods on the purposes of turnover
intention. Conclusion. According to the �ndings of the study, it should be said that the relevant university to reduce the or-
ganization’s stress and intentions to turnover intention must resort to appropriate methods of human resource management. Of
course, in this way, university administrators can use the cognitive characteristics of employees to choose the best
management method.

1. Introduction

To be successful in an organization, �nancial tools and
human resources must be put together to increase overall
productivity, which is the success of the organization.
Organizational success actually refers to the achievement of
organizational goals and vision in a speci�c time frame.
�is study focuses on human resource management.
�erefore, organizations must make binding investments

in relation to employee rewards and training, which are
essential to achieving the expected results. In this case, the
loss of an employee is a direct loss to the organization,
which includes the cost and time spent hiring a new em-
ployee during the replacement. �us, according to research
by Khilji and Wang [1], motivated employees remain
strong in their current organization. �erefore, employees
need to be motivated to stay in the current organization.
Numerous studies have been conducted on the factors that
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affect human resources and employee retention in various
industries. Michel et al. [2] conducted a study to investigate
the impact of different human resource methods on or-
ganizational commitment of employees in the Kuwaiti
banking sector. /e results showed that fifty percent of the
variables confirmed previous studies and the remaining
fifty percent did not support studies due to factors such as
culture and value. Also, Komal and Samina [3] conducted a
research study to investigate the impact of employee
participation, job satisfaction, clarity of role, and organi-
zational space on organizational commitment of employees
in various banking industry organizations in Islamabad,
both in the public and private sectors. /e results of the
study showed that in addition to the four variables con-
sidered and effective in organizational commitment, there
are other variables. /ey also believe that job satisfaction
plays an imminent role in commitment to the organization
and work. Based on what has been said, the purpose of this
study was to investigate the role of demographic charac-
teristics of employees and the selection of human resource
management methods on organizational tensions and
turnover intention. /e employee’s purpose for thinking
about leaving the job comes from other employees. As a
result, there is a plan to leave the job, and as a result, the
search for an alternative job is done, and finally, the ten-
dency to leave the current job will increase and more or-
ganizational tensions will cause the job to leave. /erefore,
the management of the organization must choose the right
methods of human resource management.

Also, Komal and Samina [3] showed that employee
participation, job satisfaction, role clarity, and organi-
zational climate affect employee organizational commit-
ment. /ey also believe that job satisfaction plays an
imminent role in commitment to the organization and
work. According to what has been said, the purpose of this
study was to investigate the role of demographic char-
acteristics of employees and the selection of human re-
source management methods on organizational tensions
and turnover intention. According to the above defini-
tions and recent developments at Payame Noor University
in the field of human resources and strategy, one of the
factors that causes the failure of these developments and
their efficiency is the wrong choice of human resource
management methods. /erefore, by identifying the ef-
fects of proper human resource management methods, the
necessary decisions can be made to reduce organizational
tensions and turnover intention. Practically, this research
helps a lot in drafting the current organizational statutes
in educational organizations and increases the practical
commitment and interest of employees in their job per-
formance and work outcome. In general, organizational
improvement is a very broad process in which factors such
as human resource management methods are of great
importance. /erefore, the main question of the research
is as follows: does the role of demographic characteristics
of employees and the choice of human resource man-
agement methods affect organizational tensions and
turnover intention?

2. Research Literature: Job Leaving,
Demographic Effects, Choice of Human
Resource Management Practices, and
Organizational Stress

Turnover intention, in various ways, affects the dynamics of
the workforce within the organization and the ultimate
destiny of an organization. According to Stallworth, turn-
over intention costs a lot for the organization because most
organizations spend a lot of money in the areas of selection,
training, and development of human resources to achieve
efficient and effective human resources. Turnover intention,
in general, reflects the employees’ interest in looking for
alternative jobs and leaving the organization. Today, the
turnover intention is one of the biggest challenges in all
organizations, regardless of the type of organization. Experts
in economics and human resource management believe that
the cost of turnover intention of skilled and specialized staff
for the organization is high and even, in some cases, ir-
reparable. Employee dismissal costs, depending on the ef-
ficiency of each employee, cause damage to the organization
of between 25 and 200% per year. In addition, the spiritual
losses caused by turnover intention, such as loss of expe-
rience and reduced enjoyment of collective wisdom, as well
as reduced commitment, motivation, and work ethic among
the remaining employees, are among the things that cannot
be measured. Other costs associated with turnover intention
include the costs of recruiting and reusing people, selecting
and training them, reducing efficiency until a replacement
person enters the organization and becomes skilled, and
spending time and credit to compensate for shortcomings.
/erefore, identifying the factors affecting employee layoffs
in terms of demographics, methods of promotion (selection
of human resource management methods), and organiza-
tional stress (organizational stress) is very basic and im-
portant for organizations. /erefore, it can be said that
human resources are a valuable asset to any organization. By
choosing the best management method to manage them, not
only can steps be taken to reduce organizational stress, but
they can also help to reduce job losses. Of course, paying
attention to the demographic principles of employees can be
a great help in choosing management practices and reducing
organizational stress and ultimately reducing layoffs [4].
Based on the above, it can be said that much research has
been done on the research variables, which we remember
some of. Ebrahimi Nejad et al. [5] studied the relationship
between organizational tension variables and turnover in-
tention. /eir results showed that the stress caused by in-
appropriate organizational structure has a positive effect on
the turnover intention. /eir results also showed that stress
due to wage fluctuations and stress due to job insecurity are
factors affecting the willingness of employees to turnover
intention. However, the stress caused by the introduction of
new technology in the organization, as well as the stress
caused by unfavorable working conditions, respectively, is
the least effective factor compared with other factors in the
turnover intention in government organizations. Kanaani
[6] addressed the effect that human resource management
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measures can have on the tendency of employees to turnover
intention in small and medium businesses. /e results of
data analysis showed that there is a significant negative
relationship between training, service and benefit com-
pensation, performance management, job development, and
employee relationship with the desire to turnover intention.
Zahedi et al. [7] designed a model for selecting and
implementing organizational resource planning systems in
government organizations. /e globalization of competition
between organizations and companies to offer their products
and services has forced them to join global markets. One of
the important tools of information and communication
technology that plays an important role in the integration of
information in the organization and is one of the main
conditions for joining global markets is enterprise resource
planning (ERP) systems. /is system is currently considered
as the newest and most effective tool for planning the total
resources of the organization and includes a system of all-
inclusive information, engineering, and management that
meet all the needs of an organization with a process ap-
proach (operations) satisfies. Rangriz and Mahzabi [8] ex-
amined the role of human resource management measures
and the tendency to leave the organization, considering the
mediating role of psychological contract violations. /eir
results showed that human resource management measures
and their dimensions have a negative effect on psychological
contract violations. Also, the impact of human resource
management measures and their dimensions on the turn-
over intention was negative. /e critical value of the indirect
effect between human resource management measures and
the turnover intention through the mediating variable of
psychological contract violation is equal to 2.10. In other
words, the violation of the psychological contract, as a
mediating variable, plays a role in the effect of the above two
variables. Akbari and Ali Akbari [9] examined the effect of
demographic characteristics of employees and the selection
of human resource management methods on the purposes of
turnover intention. /eir results showed that payment
method, procedural justice, marital status, education, work
experience, and job position are important factors in de-
termining the goals of leaving the employee. Edgar and
Geare [10] examined the effect of employee demographic
characteristics on the choice of human resource manage-
ment methods. /e results of this study showed that the
demographic characteristics of employees will be able to
influence the choice of human resource management
methods. Ikhlas and Al-Kilani [11] in a study examined the
effect of choosing human resource management methods on
reducing turnover intention. /ey concluded that the choice
of human resource management methods has an effect on
reducing turnover intention. Gadi and Kee [12] in a study
examined the effect of choosing human resource manage-
ment methods on reducing turnover intention, considering
the mediating role of perceived organizational support. /ey
concluded that the choice of human resource management
methods has an effect on reducing turnover intention, and
this effect will be greater given the mediating role of per-
ceived organizational support. Agyeman and Ponniah [13]
in their study examined the role of demographic

characteristics of employees in reducing turnover intention
and employee survival. /eir results showed that the de-
mographic characteristics of employees are effective in re-
ducing turnover intention and the survival of employees.
Likoko et al. [14] in their research examined the role of
demographic characteristics of employees in reducing
turnover intention./e results showed that the demographic
characteristics of employees are effective in reducing turn-
over intention. Demir and Uyargil [15] examined the re-
lationship between employee demographic characteristics
and the choice of human resource management methods.
/eir results showed that the demographic characteristics of
employees and the choice of human resource management
methods have a significant relationship with each other.
Hassani et al. [16] examined the effect of the role of employee
demographic characteristics on organizational conflict as an
example of organizational tensions. /e results of this study
showed that the demographic characteristics of employees
have an effect on organizational conflict as an example of
organizational tensions. Darty [17] addressed the effect of
the role of employee demographic characteristics on work-
family conflict as an example of organizational tensions and
job satisfaction. /e results of this study showed that the
demographic characteristics of employees have an effect on
organizational conflict as an example of organizational
tensions, but work-family conflict has a negative effect on
job satisfaction.

According to what has been said, the conceptual model
of the research has been compiled according to Figure 1./is
pattern reflects the effects that have occurred between the
research variables.

3. Research Method

/is research is “applied research” in terms of purpose and
“descriptive survey research” in terms of how to collect data.
Because researchers seek to determine the relationship be-
tween research variables, this research is of the “correlational
research” type. /e statistical population in this study,
according to the research variables, were all employees of
Payame Noor University of Kermanshah Province, whose
number was 380 people. /e sample size was 191 people
obtained through the Morgan table, and the selection of
individuals was simply random. /e questionnaire on de-
mographic characteristics of employees, human resource
management methods, and organizational tensions, which
consists of 25 questions, and the Saeedipour and Akbari’s
questionnaire of intentions (2018), which consists of 3
questions, was used as the main data collection tools. /e
measurement tool was based on Likert’s five-choice range,
starting with “strongly disagree” and ending with “strongly
agree.” /e scoring method of the questions is also calcu-
lated from a score of 1 to a score of 5. To confirm the validity
of the measurement tool, three types of evaluation validity
have been used, namely content validity, convergent validity,
and divergent validity. Content validity is created by en-
suring consistency between metrics and existing literature.
/is validity was obtained by a survey of professors. Con-
vergent validity refers to the principle that the indices of each
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structure have an intermediate correlation with each other.
According to Fornell and Larcker [18], the criterion of
convergence validity is that the mean output variance (AVE)
is greater than 0.05. Divergent validity was also measured by
comparing the AVE root with the correlation between latent
variables (Table 1), and for each of the reflective structures,
the AVE root should be greater than the correlation of that
structure with other structures in the model of Choua and
Chen [19]. Also, in this study, three criteria (Cronbach’s
alpha coefficient, composite reliability coefficient, and Rho
coefficient) were used to determine the reliability of the
questionnaire according to Fornell and Larcker [18].
Cronbach’s alpha coefficients of all variables in this study are
greater than the minimum value (70.0). Composite reli-
ability, like Cronbach’s alpha, which implicitly assumes that
each index has the same weight, relies on the actual factor
loads of each structure and therefore provides a better
measure of reliability. /e reliability of the compound
should be a value greater than 0.70 to indicate the internal
stability of the structure. Tables 2 and 3 give the results of
reliability and validity of the measurement tool in full.

3.1. Research Findings. In this research, the partial least-
squares method has been used, which is a method for
structural equation modeling. Structural equation modeling
is the only tool for analyzing path or causal models./e path

model of this research has at least three dependent variables,
of which two dependent variables play the role of inde-
pendent variables for the third dependent variable. In this
study, the variable of turnover intention is a variable de-
pendent on the demographic characteristics of employees
and the choice of human resource management methods on
organizational tensions, and organizational tensions is a
variable dependent on the demographic characteristics of
employees and the choice of human resource management
methods. Also, the choice of human resource management
methods is a variable dependent on the demographic
characteristics of employees. In fact, this method is a
combination of principal component analysis (which links
indicators to latent variables) and path analysis (which al-
lows a system of latent variables to be created). Estimation of
parameters representing indices and path relationships is
done using conventional least-squares techniques. In this

DC
Age

Gender
Education

work experience

HRMP

Work–family conflict
Payment Method

Upgrade opportunities
Procedural Justice

Participate in Decision Making

TI

OT
Stress caused by inappropriate organizational

structure
Stress caused by job insecurity

Stress caused by poor working conditions
Stress caused by the arrival of new technology

Tensions arising from economic issues and
problems Tensions arise from employees family

H10

H3

H6

H2

H4

H9

H1

H7
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H5

Figure 1: Conceptual model of research.

Table 1: Separation of total, direct, and indirect effects.

Relationships Direct effects Indirect effects Total effects
DC⟶HRMP 0.927 — 0.927
HRMP⟶OT 0.261 — 0.261
OT⟶TI 0.104 — 0.104
DC⟶OT 0.258 0.30 0.558
DC⟶TI 0.169 0.186 0.355
HRMP⟶TI 0.014 0.166 0.18
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method, the researcher must first determine the structure of
the model and the relationships of the indicators. /e
software used in this research is SMARTPLS. /is software
uses the partial least-squares method to present structural
equation models. /is software is suitable for testing the
moderating effect of software (Fornell and Larcker) [18].
Esposito Vinzi et al. [20] stated that PLS path models are
estimated in two stages. In the first stage, the score of hidden
variables is estimated for each hidden variable, and in the
second stage, the moderating role of hidden variables is
estimated, depending on their status in the route model. Due
to the nature of the second step, many of the recommen-
dations are to test the moderation effect of multiple re-
gression through SMARTPLS software. In the following, the
outputs of the software and their analysis are given.

3.1.1. Measurement Model. /e contents and the results
obtained from the outputs of SMARTPLS software in the
above tables show that the measuring instrument has ap-
propriate validity (content, convergent, divergent) and re-
liability (factor load, composite reliability coefficient, alpha
Cronbach’s coefficient).

3.1.2. Structural Model. Structural equation modeling has
been a common research tool inmanagement, medicine, and
the social sciences for the last two or three decades.
According to the issues raised in this section, using

SMARTPLS, the effectiveness or ineffectiveness of the
mentioned factors is investigated as follows.

1) Significant numbers z (T-values) and path coefficients
β are a criterion for measuring the relationship between
structures in the model (structural part). It is noteworthy
that T-value shows the significance of the effect of variables.
If the value of T is greater than 1.96, then there is a positive
effect and it is significant. If this value is between +1.96 and
−1.96, then there is no significant effect, and if this value is
less than−1.96, then it has a negative effect but it is sig-
nificant. Also, path coefficients, if they are above 0.6, mean
that there is a strong correlation between the two variables. If
it is between 0.3 and 0.6, then there is a moderate correlation,
and if it is below 0.3, then there is a weak correlation. /e
data obtained from the field research were performed in
SMARTPLS software, and the above results were obtained
according to Figures 2 and 3. /e analysis of each rela-
tionship, which in fact reflects the research hypotheses, is
shown in a useful and brief way in Tables 1 and 4.

According to Table 4, which is based on the results of
testing the research hypotheses, it can be said that the result
of testing the first hypothesis, with respect to the path co-
efficient of 0.927 and the value of T�10.425, shows that the
demographic characteristics of employees have a significant
and strong effect on the choice of human resource man-
agement methods. In testing the second hypothesis with a
path coefficient of 0.261 and a value of T� 4.921, it was
concluded that the choice of human resource management

Table 2: Convergent validity and reliability of measurement tools.

Research variables AVE
Factor loads

Rho CCR Cronbach’s
alphaβ t

Demographic characteristics (DC) 0.65 — — 0.830 0.88 0.820
Age — 0.87 22.24 — — —
Gender — 0.86 16.32 — — —
Education — 0.85 12.85 — — —
work experience — 0.84 10.37 — — —
Selection of human resource management methods (HRMP) 0.63 — — 0.85 0.89 0.850
Work-family conflict — 0.87 28.51 — — —
Payment method — 0.83 19.91 — — —
Upgrade opportunities — 0.77 12.17 — — —
Procedural justice — 0.75 14.32 — — —
Participate in decision-making — 0.71 8.47 — — —
Organizational tensions (OT) 0.61 — — 0.87 0.90 0.870
Stress caused by inappropriate organizational structure — 0.90 44.63 — — —
Stress caused by job insecurity — 0.82 15.855 — — —
Stress caused by poor working conditions — 0.81 12.973 — — —
Stress caused by the arrival of new technology — 0.78 10.21 — — —
Tensions arising from economic issues and problems tensions arising from
employees’ family problems — 0.75 4.103 — — —

Turnover intention (TI) 0.100 — — 0.100 0.100 0.100

Table 3: Correlation matrix and divergent validity study.

DC HRMP OS TI AVE
Demographic characteristics (DC) 1 0.81
Selection of human resource management methods (HRMP) 0.927 1 0.79
Organizational tensions (OT) 0.273 0.239 1 0.78
Turnover intention (TI) 0.168 0.014 0.103 1 0.100
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methods has a significant and moderate effect on organi-
zational stress. /e results of testing the third hypothesis
with a path coefficient of 0.104 and a value of T� 3.039
indicate that organizational stress has a significant and

moderate effect on retirement goals./e results of the fourth
hypothesis test, with a path coefficient of 0.258 and a value of
T� 843/4, indicate that the demographic characteristics of
employees have a significant and moderate effect on

SEX
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SCIOS
SJI

SIWC
TANT
TEAP
SSPFP

PDMPJUOPMWFC

0.869
0.861
-0.034
-0.024
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0.900
0.820
0.810
0.690
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OS 0.014

0.104
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HRMP

0.4810.927

0.310 0.551 0.420 0.832 0.875
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Figure 2: Model path coefficients.
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0.138
0.098

DC
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9.885
4.289
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4.843

10.425

2.081 5.046 3.718 19.012 27.061
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0.863OS

3.039

+

T1

Figure 3: t-Test results.

Table 4: Summary of the results of the hypothesis test.

Variables Path coefficient T Significance level Impact rate
DC⟶HRMP 0.927 10.425 Significant Strong
HRMP⟶OT 0.261 4.921 Significant Medium
OT⟶TI 0.104 3.039 Significant Medium
DC⟶OT 0.258 4.843 Significant Medium
DC⟶TI 0.169 3.199 Significant Medium
HRMP⟶TI 0.014 0.863 Significant Weak
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organizational stress. /e results of testing the fifth hy-
pothesis with a path coefficient of 0.169 and a value of
T� 3.199 indicate that the demographic characteristics of
employees have a significant and moderate effect on re-
tirement purposes. /e results of testing the sixth hypothesis
with a path coefficient of 0.014 and a value of T� 0.863
indicate that the choice of human resource management
methods has a significant and weak effect on retirement
purposes. To examine the extent of direct and indirect effects
of independent variables on dependents, it is necessary to
provide total, direct, and indirect effects for the endogenous
variables of the model (Table 1).

As Table 1 shows, demographic characteristics of em-
ployees have a direct and significant effect on the choice of
human resource management methods, but also have a
direct, indirect, and significant effect on organizational
tensions and turnover intention. Human resource man-
agement has a direct and significant effect on organizational
tensions, but has both direct and indirect effects on turnover
intention. Finally, organizational tensions have a direct and
significant effect on turnover intention. Finally, it can be said
that the mediating role of the selection of human resource
management methods and organizational tensions on the
demographic characteristics of employees and turnover
intention were supported. In other words, the indirect effect
of demographic characteristics of employees on the purposes
of turnover intention with the presence of the role of
selecting human resource management methods and or-
ganizational tensions (indirect effect� 0.186) is greater than
the direct effect of demographic characteristics of employees
on turnover intention (direct effect� 0.169). In other words,
considering the total effect (0.355) of demographic char-
acteristics of employees on dismissal purposes, it can be
concluded that the demographic characteristics of em-
ployees with the help of mediating variables (selection of
human resource management methods and organizational
tensions) have a better effect on turnover intention.
/erefore, the seventh to tenth hypotheses of this study were
also confirmed. However, it is important that if the mediator
role wants to show its effect better, it should be possible to
examine their significant effects (t-test) with the Sobel test
and confirm the significant conditions mentioned above.
Here, for the seventh to tenth hypotheses, the significant
effects are 2.63, 2.67, 4.58, and 2.99, respectively. According
to the t-test, the effects of the independent variable on the
mediating variable and the effect of the mediating variable
on the dependent variable are obtained.

3.2. Model Fit. In PLS models, two models are tested, the
outer model that is equivalent to the measurement model
and the inner model that is similar to the structural model in
other software packages such as LISREL, EQS, and AMOS.
/e outer model (measurement) is a model that determines
the relationship between latent variables and explicit and
observed variables. To fit this model, the cross-validated
communality index (an index used to check the fit of a
measurement model of a block of “latent variable”) is used.
Also, the inner (structural) model is a model that determines

the relationship between latent variables, and the index of
cross-validated redundancy (Edgar and Geare coefficientQ2)
has been used to fit the structural model, which predicts the
indicators of endogenous latent variables (R2). If these two
indicators (cross-validated communality index and cross-
validated redundancy index) are positive, it indicates the
appropriate quality of the structural model. However, as can
be seen in Table 5, the two abovementioned turnover in-
tention indices are positive, which indicates the appropriate
quality of the model. /e value of R2, which indicates the
ability of the model to describe the structure, is 0.48 and 0.63
for human resource management methods and organiza-
tional tensions, respectively. Also, the value of R2 for
turnover intention purposes is equal to 0.48 when the
mediating role of human resource management methods
and organizational tensions is examined. /e following
results show that the proposed model has a good fit.

4. Discussion

As mentioned, the purpose of this study was to investigate
the effect of demographic characteristics of employees and
the selection of human resource management methods on
organizational tensions and turnover intention at Payame
Noor University in Kermanshah Province. /e results of the
first hypothesis showed that the demographic characteristics
of employees affect the choice of human resource man-
agement methods. /is result is in line with the results
obtained in the research of Akbari and Ali Akbari [8]; Edgar
and Geare [9]; and Demir and Uyargil [14]. Demographic
characteristics of employees can be a way to better categorize
employees in organizational positions. /erefore, due to the
importance of choosing human resource management
methods, the demographic characteristics of employees can
provide the necessary tools for better selection of man-
agement methods and selection of employees. /erefore,
Payame Noor University should pay enough attention to the
role of “demographic characteristics” in order to be able to
influence the choice of human resource management
methods and to be able to better control the organization.

Furthermore, the results obtained in the second hy-
pothesis indicate that the choice of human resource man-
agement methods has an effect on organizational tensions.
Confirming this hypothesis, we can say that today the world
is called the world of organizations and their trustees are
considered human beings, because human resources are the
most valuable resource for organizations. /erefore, paying
attention to this resource should be very important, as every
employee in the organization to achieve organizational goals
must be properly motivated because this factor is effective in
reducing organizational tensions. /ese statements prove
that the choice of human resource management methods
can reduce organizational tensions. /erefore, the relevant
university should be able to pay enough attention to this
issue in order to reduce organizational tensions and increase
the productivity of its human resources.

/e results of the third hypothesis also indicate the fact
that organizational tensions affect the turnover intention.
/is result is similar to the results obtained in research
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conducted by Ebrahimi Nejad et al. [5]. /erefore, in
confirming this hypothesis, it can be said that in today’s
organizations, reducing organizational turnover intention
tensions can be a source of human resource development in
the organization, because, sometimes, this factor will be able
to reduce the turnover intention. Since human beings are the
focus of productivity, it is important for managers of today’s
organizations to reduce their turnover intention goals. Good
human resources are able to increase the competitive ad-
vantage of the organization in which they work. In this way,
reducing organizational tensions can help human resources,
so that employees learn how to influence the reduction in
turnover intention goals, such that they can also achieve a
“competitive advantage” and increase the productivity of the
system. /erefore, the relevant university should pay at-
tention to the importance of the role of factors in reducing
organizational tensions in this field, in order to achieve a
competitive advantage.

/e results of the fourth hypothesis also indicate the fact
that the demographic characteristics of employees affect
organizational tensions./is result is similar to the results of
research conducted by Dartey-Baah [21] and Hassani et al.
[16]. /erefore, to confirm this hypothesis, it should be said
that in today’s organizations, the demographic character-
istics of employees can be a way to better categorize em-
ployees in organizational positions. /erefore, in this way,
organizational tensions can be reduced. Hence, the relevant
university should use the role that the demographic char-
acteristics of employees play in this field to reduce orga-
nizational tensions.

/e results of the fifth hypothesis also indicate the fact
that the demographic characteristics of employees affect the
turnover intention. /is result is in line with the results
obtained in research conducted by Akbari and Ali Akbari
[8]; Agyeman and Ponniah [13]; and Likoko [14]. /erefore,
in confirmation of this hypothesis, it should be said that in
today’s organizations, demographic characteristics of em-
ployees can be a way to better categorize employees in
organizational positions. /erefore, in this way, the inten-
tions of turnover intention can be reduced. /erefore, the
relevant university should pay attention to the importance of
the role played by the demographic characteristics of the
staff in this regard, in order to reduce the intentions of
turnover intention.

/e results of the sixth hypothesis also indicate the fact
that the choice of human resource management methods
affects the intentions of turnover intention. /is result is in
line with the results obtained in research conducted by
Akbari and Ali Akbari [9]; Kanaani Rangriz and Mahzabi
[8]; Kanaani [6]; Ikhlas and Al-Kilani [11]; and Gadi and Kee

[12]. /erefore, in confirmation of this hypothesis, we can
say that in today’s organizations, as mentioned, their trustees
are human beings. /erefore, human resources are the most
valuable resource for organizations. /erefore, attention to
this resource should be increased, because this factor is an
effective factor in reducing the turnover intention. /ese
statements prove that the choice of human resource man-
agement methods can reduce the intentions of turnover
intention. /erefore, the relevant university should be able
to pay enough attention to this issue in order to reduce the
intentions of turnover intention and increase the produc-
tivity of its human resources.

/e results of the seventh hypothesis also stated that
organizational tensions play a mediating role in influencing
the demographic characteristics of employees on turnover
intention. By confirming the fifth hypothesis, it is concluded
that through demographic characteristics such as age, the
tendency of employees to leave their jobs can be reduced.
Also, considering the confirmation of the third hypothesis of
the research, namely, “the effect of organizational tensions
on the purposes of turnover intention,” it can be hoped that
by reducing organizational tensions, employees can be en-
couraged not to turnover intention in the organization.
/erefore, the relevant university should pay enough at-
tention to the importance of reducing the effects of orga-
nizational tensions in order to increase the effects that the
demographic characteristics of employees have on the
purposes of turnover intention.

/e results of the eighth hypothesis also state that or-
ganizational tensions play amediating role in influencing the
choice of human resource management methods on turn-
over intention. By confirming the sixth hypothesis, it can be
said that the choice of human resource management
methods to better manage employees by the management of
the organization has been in the realm of organizational
behavior for many years. Since human resources are the
main and irreplaceable assets of the organization, so that the
success and survival of the organization depend on them,
therefore, the employees of the organization should be wary
of turnover intention, to reduce the tendency to leave their
jobs. Also, considering the confirmation of the third hy-
pothesis of the research, namely, “the effect of organizational
tensions on the intentions of turnover intention,” it can be
hoped that by reducing organizational tensions, employees
can be encouraged not to turnover intention in the orga-
nization. /erefore, the relevant university should pay
enough attention to the importance of reducing the negative
effects of organizational tensions in order to increase the
effects that the choice of human resource management
methods can have on the intentions of turnover intention.

Table 5: Model fit.

Variable Measurement model Structural model R 2
Cross-validated communality Cross-validated redundancy

Demographic characteristics (DC) — 0.109 —
Selection of human resource management methods (HRMP) 0.175 0.177 0.48
Organizational tensions (OT) 0.269 0.309 0.63
Turnover intention (TI) 0.353 0.1000 0.48
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/e results of the ninth hypothesis also indicate that the
choice of human resource management methods has a
mediating role in influencing the demographic character-
istics of employees on organizational tensions. By con-
firming the fourth hypothesis, organizational tensions,
which are created due to the role of employees in the or-
ganization, can be reduced through demographic charac-
teristics such as age. Since human resources are themain and
irreplaceable assets of the organization, the success and
survival of the organization depend on them. /erefore, the
employees of the organization should avoid organizational
tensions. Also, considering the confirmation of the third
hypothesis of the research, namely, “the effect of choosing
human resource management methods on organizational
tensions,” it can be hoped that, given the positive effects that
human resource management methods have on organiza-
tional tensions, the effects of demographic characteristics of
employees on organizational tensions will be doubled.
/erefore, the relevant university should pay enough at-
tention to the importance of the role of human resource
management methods in order to be able to show the
positive effects that the demographic characteristics of
employees can have on their organizational tensions.

/e results of the tenth hypothesis also state that the
choice of human resource management methods has a
mediating role in influencing the demographic character-
istics of employees for the purposes of turnover intention. By
confirming the fifth hypothesis, it is concluded that through
demographic characteristics, such as age, the tendency of
employees to leave their jobs can be reduced. Also, given the
confirmation of the research’s sixth hypothesis, “the effect of
choosing human resource management methods on turn-
over intention goals,” we can hope that the positive effects of
human resource management methods on turnover inten-
tion goals in the organization will be doubled the effects of
demographic characteristics on turnover intention. /ere-
fore, the relevant university should pay enough attention to
the importance of the role of human resource management
methods in order to show the positive effects that the de-
mographic characteristics have on the intentions of turnover
intention.

Finally, considering the results of the structural equation
model, it is concluded that this conceptual model of research
can be used as an experimental model, which can be a guide
and basis for future scientific and practical research.

5. Conclusion

According to the research findings, it should be said that the
relevant university must resort to appropriate methods of
human resource management in order to reduce organi-
zational stress and leave intentions. Of course, in this way,
university administrators can use the demographic char-
acteristics of employees to help them choose the best
management method. Finally, considering the results of the
structural equation model, it can be said that this conceptual
model of research can be considered as an experimental
model that can be a guide and basis for future scientific and
practical research.

5.1. Research Limitations. /e fewer limiting factors in a
study, the more controllable the research variables will be,
and examining the relationship between these variables will
provide more accurate and scientific results. /erefore, it is
necessary that these restrictions are communicated to future
researchers in order to consider the negative impact of these
restrictions on their research. Researchers face two types of
constraints before and during any research, which are
constraints that researchers have had and controllable and
constraints that are beyond their control. /is research also
faces a number of limitations of both types, which are as
follows.

5.1.1. Limitations Available to Researchers

(1) Only the university centers of Payame Noor Uni-
versity in Kermanshah Province have been studied in
this research, and in terms of research objectives and
time constraints, other university centers of this
university in other provinces have not been included.
It should be noted that Payame Noor University has
branches in all cities in Iran.

(2) In this study, the staff is only administrative, and
faculty members and students are not part of the
study population.

5.1.2. Restrictions beyond the Authority of Researchers. (1)
/e basic and unavoidable limitation of this research is
the use of a questionnaire to measure the number of
variables. /e results obtained depend to a large extent
on the perception, interpretation, and analysis of the
researcher and the respondents to the subject, and it is
not possible to determine their accuracy.
(2) Inadequate access to theses and related articles on

specialized websites, as well as a lack of resources and
books on applicable research and models.

(3) Concern among relevant university staff that their
responses and research findings will have a negative
impact on their service status, salaries and benefits,
and future careers. As a result, some university staff
have responded conservatively to a number of
questions or even delivered some unanswered
questions.

5.2. Suggestions for Future Research

(1) It is recommended that researchers, using the var-
iables of this research, conduct this research as a
provincial comparison between the executive organs
of the country and compare the obtained results with
the results of this research.

(2) It is recommended that researchers conduct this
research in noneducational organizations, with the
same variables as a relationship or comparison be-
tween national organizations, and compare the ob-
tained results with the results of this research.
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(3) It is recommended that researchers use the variables
of this research to conduct this research in the future
with more organizations and with more courses
using the methodology of this research in order to
increase the validity and reliability of the model
estimated in this study.
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