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June 6, 2022 e purpose of this research is to investigate the effect of mentorship and organizationa

attractiveness on human resource productivity with the mediating role of employee happiness
and moderating work-life balance in the health center of Tabriz city. This study is applied in
terms of purpose, descriptive-correlative in terms of method, and survey based on structural
equation modeling in terms of strategy. The statistical population is 1,200 employees of Tabriz
health center. The statistical sample size was estimated to be 291 people using Cochran's
correlation and selected by stratified random sampling. The tools of data collection in this
research are Jatmiko standard questionnaires (2004) for organizational attractiveness variable,
Hersey and Goldsmith questionnaire (2003) for human resource productivity variable, Tius et
al. questionnaire (2014) for employee happiness variable, Wong Wuko questionnaire (2009)
for variable Work-life balance and Qolipour et al.'s questionnaire (2010) for organizational
mentoring variable that has appropriate validity and reliability. Smart Pls software was used to
analyze the data. According to the results of the research, mentorship and organizational
attractiveness have an effect on the productivity of human resources through the mediation of
employee happiness. Also, work-life balance moderates the effect of organizational
attractiveness on human resource productivity, and the moderating role of work-life balance on
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Keywords: the effect of organizational mentorship on human resource productivity was not confirmed.
Organizational Mentoring, According to the results of the research, by creating effective programs of mentorship and
Organizational organizational attractiveness and work-life balance, an effective step can be taken to increase
Attractiveness, Manpower the productivity of human resources.

Productivity, Employee
Happiness, Work and Life

Balance

Extended abstract One of these training methods is mentoring, in
which mentors play a unique role in the teacher-

1. Introduction student relationship (Kiakajuri, Binagar &

Many training programs look for ways for Mirtagyan ~Rudsari, 2018). Mentoring is

educators to better communicate with learners. generally a one-to-one relationship that is
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typically between a senior and experienced
person (mentor) and a low-skilled person
(mentor) to help guide, to adapt effectively and
quickly to the business environment through
Counseling and guidance, so that mentors can
achieve organizational socialization, career
advancement and personal professional growth
(Gisbert et al, 2019). Lachance et al. See
mentoring as a tool for managing change,
contributing knowledge and skills, organizational
learning, and cross-sectoral communication
(Lachance et al., 2019). Disciples can learn
appropriate skills, attitudes, and behaviors by
interacting with and following their mentors, and
by receiving encouragement, feedback, and role
modeling from their mentors (Ahmady et al,
2015). Mentoring is an effective tool to increase
employee motivation and participation, better
work results and higher productivity of
organizational processes. At the same time, it is
an effective support for the rapid growth of highly
talented employees and one of the main tools for
the development of human capital (Baran &
Zarzycki, 2021). Mentoring programs have two
main elements: communication and support.
Communication can be in the form of providing
information about the procedures, content, tasks
or objectives of the mentoring program,
providing detailed explanations of the benefits of
mentoring, and providing detailed performance
feedback. Support is usually provided as mentors
to provide emotional support to students
(Baranik, Roling & Eby, 2010).

2. Research Methods

The present research is applied in terms of
purpose and correlation in terms of method and
based on structural equation modeling in terms of
survey strategy. The statistical population of the
study is the staff of Tabriz Health Center, whose
number according to the latest statistics provided
in 1399, is 1200 people. The size of the statistical
sample was estimated to be 291 people using the
Cochran relation and the selected categories were
randomly selected and a questionnaire was
distributed among them in the second half of
1399. The questionnaires were considered in
accordance with ethical considerations and
standards, including the freedom to accept
cooperation by the respondents, willingness and
satisfaction to complete the questionnaire,
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fidelity in using the data and their confidentiality.
Five questionnaires were used to collect data. The
first questionnaire is the Jatemico (2004) standard
questionnaire, which examines organizational
attractiveness with 6 questions in general. The
second  questionnaire is  the  standard
questionnaire of Hershey and Goldsmith (2003)
which measures manpower productivity based on
7 dimensions; Job ability, job perception,
organizational support, motivation, performance
feedback, credibility and  environmental
appropriateness are assessed with 21 questions.
The third questionnaire is the standard
questionnaire of Tius et al. (2014) which
measures employee happiness in 3 dimensions;
Fun activities, socializing with co-workers, and
managers' support for happiness are measured by
14 questions. The fourth questionnaire is Wong
Woo (2009) standard questionnaire with 27
questions to balance work and life through 7
dimensions; Examines adequate work time,
workplace support for work-life balance, work
loyalty, work schedule flexibility, life orientation,
voluntary reduction of working hours to meet
personal needs, and maintenance of work and
profession. The fifth questionnaire is Gholipour
et al's (2010) organizational guidance
questionnaire with 27 questions, which includes
7 dimensions; Role mastery is emotional support,
access, pattern, goal setting, feedback and
experience transfer. Data analysis was performed
using structural equation modeling based on
SPSS and Smart PLS software, the results of
which are presented in the research findings
section. Formal or symbolic validity and
convergent validity were used to calculate the
validity of the research tool. Which was approved
by professors and experts. In order to analyze the
reliability of the research instrument, Cronbach's
alpha coefficient and combined reliability were
used, which the results show that the research
questionnaire has a good reliability (above 0.7).

3. Results

In performing factor analysis, it must be ensured
whether the available data can be used for
analysis. In other words, is the amount of data
appropriate for factor analysis or not? For this
purpose, KMO index and Bartlett test have been
used. Based on these two tests, the data are
suitable for factor analysis when the KMO index
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is greater than 0.7 and the significance level of
Bartlett test (sig <0.05). According to the
findings, the KMO number was equal to 0.882.
Therefore, the number of samples (humber of
respondents) is sufficient for factor analysis.
Also, the significance number of Bartlett test is
equal to 0.000 and it can be said that the data are
suitable for performing factor analysis.

To evaluate the model fit, the measurement
model fit, the structural model fit and the overall
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model fit have been used. In order to evaluate the
reliability of the research measurement model,
we examined the factor load coefficients,
Cronbach's alpha coefficients and the combined
reliability, which is the criterion for the suitability
of the factor load coefficients is 0.4. And
according to Table (1), all numbers are more than
0.4, which indicates that this criterion is
appropriate.
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