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Abstract
Objectives: The purpose of this study is to design a model of positive organizational
behavior based on human resource management measures in the Ministry of Energy.
Methods: This research has been done within the framework of a mixed approach and
using the data research method of the foundation. The data collection tool in the
qualitative section was semi-structured interviews. In order to collect information,
snowball technique was performed with 31 experts from the Ministry of Energy. The data
analysis of this section was performed in three stages of open, axial and selective coding
and based on it, a qualitative research model was designed. The software used in this
section was MAXQDA, which was organized with 319 codes after open classification and
coding. In the second step in the quantitative section, the statistical population consisted
of 35000 employees of the Ministry of Energy and 410 people were selected as a random
sample and analyzed using confirmatory factor analysis using SPSS and PLS software.
The validity and reliability of the research has been confirmed by the method of internal
consistency, peer review and participatory research of members with the convergence
validity (correlation<0.5) and divergence. Cronbach was 84% confirmed in the
quantitative section.
Results: The results of the present study, which were selected by analyzing the data in
three stages of open coding, theoretical coding and coding, can be displayed within a
paradigm model and include: causal conditions (structural, managerial, behavioral),
contextual conditions (organizational capabilities, Environmental capacity, human
resource development), intervening conditions (lack of motivation in employees,
environmental barriers, inefficient management), strategies (modeling of leading
organizations, training, skills development), results (improving individual and
organizational performance) Be. Also, there is a positive and significant relationship
between positive-oriented organizational behavior strategies and individual and
organizational consequences of the research model (0.509) and (0.533), respectively.
Conclusion: Based on the results of this study, it seems that human resource managers
should pay special attention to the positive approach and implementation of components
of positive organizational behavior in the water and electricity industry and other similar
organizations.
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Introduction
There is now widespread evidence of the positive effects of positive emotions on a personal,
organizational and social level. Intrinsic motivation is considered as an intrinsic and natural
stimulus and seeks new challenges, opportunities and opportunities that have the highest
independence (Hamzehian & Keshavarz, 2019). Many researchers believe that in order to
succeed in intense competition, organizations need higher levels of performance and people
with positive thinking will be able to make better decisions.
These people are at a higher level in the workplace and have higher social skills and can
agree on intergroup conflicts and have more intimate relationships with others, so
organizations are looking for ways to helping their employees move toward the organization's
goals, and recognizing the importance of positivity and focusing on developing employees'
potential capabilities rather than focusing on their weaknesses. The need to pay attention and
invest in the positive aspects of employees for the success of organizations. Organizational
studies have led to a positive attitude. Organizational behavior research is increasingly
seeking to develop positive resources to improve organizational performance. In this regard,
positive organizational research by looking at the organization from group to individual and
using quantitative and qualitative methods to study organizational behavior and aspects.
Foundations Theoretical
Beginning in the 1990s, a group of psychologists led by Martin Seligman reviewed their
research findings over the past five decades, called the School of Pathological Psychology.
They concluded that despite the remarkable achievements in finding effective treatments for
mental illness and dysfunctional behaviors, relatively little attention was paid in psychology
to the growth, development, and self-fulfillment of individuals. Therefore, in reorienting
psychological research, they sought to consider two completely new missions, first by helping
people with healthy personalities to enjoy greater happiness and productivity in life, and then
by helping them to flourish. Humanity Thus, the school of positive psychology was created
(Asanjani Oskooi, 2009). With the advent of positivist psychology, experts and researchers
turned their attention to the study of human capabilities and instead focused on the
experiences or negative perceptions of individuals to examine structures such as spiritual
hope, optimism, gratitude (Farnam & madadizade, 2017).
The great challenge of organizations in the way of growth, development, use of human
capital as one of the most valuable assets and assets of organizations for the capacity to attract
and organize knowledge and innovation in companies (Lenihan, 2019), to achieve
organizational success (Saadat & Saadat, 2016). Human resource management in different
organizations faces different challenges, many of which are due to not paying attention to
positive organizational behaviors and ignoring positivist behavior, and among the most
important of them can be mentioned: Lack of accurate evaluation for diagnosis Managers'
performance and efficiency and disproportion between the assigned responsibilities and
authorities due to the scope of activities, a huge amount of knowledge is produced by
implementing various projects, part of which is in the form of documents, reports, software,
instructions.
Huffwell (2012) believe that when people have positive feelings of active employment and
personal relationships, meaning in life, perfection and personal virtues, their mental health
improves (Altmair, 2019). Donaldson and Co (2010) consider commonalities in the concepts
of positivist psychology at work, positivist psychology at work, positivist organizational
psychology as the science of studying mental experiences and positive traits in the workplace,
and introduce positive organizations and its application to improve the effectiveness of quality
of life in the organization. Therefore, in this new approach, the quality of employees' life
experiences and the positive context and environment in which employees work are important
(Forouhar, 2007). Positiveness according to Donaldson and Dalut (2013), includes the study
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of positive capabilities, capacities and virtues of employees and positive emotions, positive
organizational practices, policies and strategies, positive relationships as well as positive
leadership and development.
It also becomes oriented. Cameron et al., (2017) state that several studies on positive
behaviors have been conducted, for example, Glinska's (2012) study showed positive
relationships in Polish organizations with organizational efficiency, innovation, reputation,
and customer and employee satisfaction. Cameron et al., (2017) state that several studies on
positive behaviors have been conducted, for example, Glinska's (2012) study showed positive
relationships in Polish organizations with organizational efficiency, innovation, reputation,
and customer and employee satisfaction. Huffwell et al., (2012) believe that when people
have positive feelings of active employment and personal relationships, meaning in life,
perfection and personal virtues, their mental health improves (Altmair, 2019).

Positive Organizational Behavior
A positive psychological theory in the workplace focuses on the development of the
individual, team, and leadership. Recently, Searle and Barbuto (2013) criticized the levels of
positivity analysis in organizations and quoting Donaldson and Coe (2010), stated that 80% of
published articles on positivity at work focused on the individual level. However, as
theoretical and research discussions show, positive behavior does not occur only at the
individual level, but in practice can include larger levels. The purpose of positive
organizational behavior is to use scientific methodology to discover and improve the factors
that cause individuals, groups, organizations and communities to grow healthily (Nasr
Esfahani, 2016). Positive organizational behavior with the use of new management tools, in
addition to human and social capital, psychological capital is able to create a sustainable
competitive advantage for contemporary organizations.
The goal of positive organizational behavior is to use scientific methodology to discover
and promote the factors that cause individuals, groups, organizations and communities to
grow healthily (Nasr Esfahani, 2016). Shire et al., (1940) defined optimism as having positive
expectations for the future as well as looking at life events with a positive outlook. In today's
turbulent environments, as Lutanes and Olivier (2007) argue, employees with realism,
resilience, and optimism who are willing to accept change and eagerly ready for change are
preferred (kim et al., 2019(. The framework of positive organizational behavior research
considers the root of superior job behaviors and this approach seeks to create strengths of
employees' behavior as a sustainable asset (Rahmati et al., 2015(. Some components of
positive organizational behavior from the perspectives of various theorists and researchers are
collected in the Table 2.
Table 2. Components of positive organizational behavior from the perspective of theorists
Author Name

year

Dimensions of positive organizational behavior

Fry & Kriger

2020
2019
2019
2016
2010
2007
2011
2009

Luthans & Youssef

2007

Significance, perfection, individual virtues, mental health
Positive emotions - happiness, love, gratitude and love
Positive psychological capital - including hope, optimism, flexibility and self-efficacy
Welfare, self-esteem, self-efficacy and flexibility
Prosperity, self-esteem, self-image and flexibility, effort
Unanimity, honesty, trust, loyalty, compassion, courage, forgiveness, hope, virtue,
perfection, perseverance
Hope, faith, patience, kindness, gratitude, love of altruism, patience, virtue, perfection,
perseverance
Self-efficacy, hope, optimism and flexibility

Raberts

2006

Goodness, kindness, growth and flexibility, Compassion, gratitude, honesty, perfection,

Altmair
Cameron
Cameron et al.,
Rodrigues
Luthans et al.,
Fry et al.,
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humility, forgiveness, hope
Excellence, self-actualization, prosperity, abundance, flexibility, virtue

Giacalone &
Jurkiewicz,
Cameron et al.,

2003

Josephson

2002

Luthans,

2005

Luthans et al.,
Luthans et al.,

2002
2002

Civility, brotherhood moderation and work ethic
Confidence, hope, optimism, happiness and flexibility

Snyder & Lopez

2001

Optimism, forgiveness, gratitude, hope, humility, love and altruism, kindness,
compassion

2003

Trust, Merit, Respect, Patience, Trust, Accountability, Independence, Humility,
Fairness, Loyalty
Prosperity, happiness, health, well-being and well-being, satisfaction, contentment,
contentment, happiness and abundance for the present, happiness for the past, hope and
optimism (for the future), drowning and happiness (for the present). Ability to love and
work, capacity to love, courage, interpersonal skills, sensitive to beauty, perseverance
and perseverance, forgiveness, originality, spirituality, aesthetic nature, perseverance,
forgiveness, initiative, foresight, spirituality, high talent and wisdom.
Responsibility, upbringing, philanthropy, socializing with others, mediation, tolerance
and moral work, compassion, altruism, Self-efficacy, hope, optimism, resilience

Therefore, understanding the relationship between these theories is very important.
According to what was stated, the adverse consequences that are felt due to the weakness in
the intellectual foundations and practical and executive power of human resource
management in employing capable forces due to lack of attention to positivity in the field of
human resource management and management, is a lack of a comprehensive model of
behavior. A positive organization is felt in accordance with the human resources management
system of the Ministry of Energy. The main purpose of this study was to design a model of
positive organizational behavior in human resource management actions.
Also, this study is to understand the relationship between the components and indicators of
positive organizational behavior with emphasis on human resource management actions in the
Ministry of Energy. Therefore, considering the importance of positive organizational behavior
in using the positive capacities and capabilities of individuals in the organization and
emphasizing its implementation in all human resource management processes, the present
study has tried to design and explain the pattern of positive organizational behavior in the
Ministry of Energy. Therefore, the research question is: What is the model of positive
organizational behavior based on human resource management practices in the Ministry of
Energy? What are the causal, intervening, underlying and strategies and consequences of this
model? Whether strategies affect the consequences of developing positive organizational
behavior with respect to human resource management measures in the Ministry of Energy?

Research background
The results of Kim et al.,'s (2019) research entitled (Study of the history and consequences of
positive organizational behavior: The role of psychological capital for career advancement of
employees in sports organizations), showed significant employee performance and a
supportive organizational environment positively lead to psychological investment and it led
to high levels of job satisfaction and psychological well-being. In a study by Wefeld et al.,
(2017) entitled Workplace Capacity as a Structure of Positive Organizational Behavior, this
article is one of the first studies to use the five Lutans (2002) criteria for positive
organizational behavior. It is used as a method to evaluate a psychological structure. The
results have a positive effect on satisfaction and performance. This suggests that a deep
understanding of ability may contribute to our understanding of positive organizational
behavior.
In Yazdanashenas (2016), positive organizational behavior in the relationship between
transformational leadership and employee pessimism, the purpose of this study is to
investigate the relationship between positive organizational behavior and transformational
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leadership and employee pessimism. Findings showed that transformational leadership,
psychological capital and psychological empowerment can significantly reduce the pessimism
of employees in the organization. In the relationship between leadership, in addition to the
variables of positive organizational behavior, it played a mediating role in the relationship
between transformational leadership and employee pessimism. Golestaneh (2015), shows that
there is a positive and significant relationship between positive organizational behavior and
all its components with organizational citizenship behavior of employees. The regression
results also showed that hope and optimism had the greatest impact on organizational
citizenship behavior.
DiCipro et al., (2013) in a study entitled Positive Organizational Behavior and
Organizational Welfare: (Hope, Belief, Trust, Certainty in Antalya Health Special Section)
the results showed that individual indicators in the workplace are related to stress processes.
Shahnavaz and Hassan Jafari (2009) in a study entitled the study of the relationship between
positive organizational citizenship behavior with organizational commitment and citizenship
behavior that aims to investigate the relationship between positive organizational citizenship
behavior with organizational commitment and organizational citizenship behavior was
managed on managers and employees of two Indian information technology companies. The
basis of regression findings All components of positive organizational behavior have the
ability to influence organizational commitment and organizational citizenship behavior.
Carolin Youssef (2009) in a study entitled Positive Organizational Behavior in the
Workplace showed the effect of hope, optimism and flexibility based on the theory of positive
psychology and recent positive organizational behaviors, the findings generally indicate that
the capacity of positive psychological resources of employees is related to the results and
results of its unique variance. However, hope, and to a lesser extent, optimism and flexibility,
contribute differently to different outcomes. Ajam Hosseini, Shojaei Baghini (2015) study
was designed to identify the relationship between organizational identities on positive
behaviors of Ansar Bank employees in Semnan province. The results show that there is a
significant relationship between these two variables and all research hypotheses are
confirmed.
Methods
The present study is using a mixed research method and it is applied and developmental. In
the qualitative part of the research, in order to collect the required data, the opinion of experts
in the field of human resource management and organizational behavior management in the
university as well as executive managers active in the field of human resources has been used.
The selection criteria in this part of the research was to have knowledge and expertise and
work experience in the field of human resources. The statistical population of this study is
companies under the Ministry of Energy (Water and Electricity Industry) which includes 160
companies.
According to the number of employees and managers, which is equal to 35000 people,
according to the Morgan's table, 410 sample people were selected. The most important data
collection tools in this study include questionnaires, interviews and tests. The data collection
tool in the first (qualitative) stage of the research was face-to-face and in-depth interviews that
were conducted by asking open-ended questions between 30 and 100 minutes, sometimes
interviews in order to share preliminary findings, complete, modify and data adjustments were
repeated. In order to collect data, a researcher-made questionnaire with different dimensions,
items and indicators was developed. This measure has been prepared based on the points,
interpretations and terms derived from the quotations of the participants and the background
of the studies in the first stage of the research (questionnaire items based on the Likert scale).
In order to ensure the reliability of the questionnaire in the second stage, the Cronbach's
alpha coefficient calculated using SPSS software was indicative of the appropriate reliability
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of the measure and its components (alpha coefficient is 84%). Out of 319 indicators studied,
168 indicators were in the optimal range of the spectrum. In the implementation of the Delphi
method, the indicators that have been evaluated in medium to high three rounds have been
selected and entered the next stage of Delphi. Therefore, in the first and second rounds, the
indicators whose average was higher than 3 or average were selected and the rest of the
indicators were removed. The results of the third round showed that the average of the
indicators is higher than 3 or the average.
Research model

After analyzing the Delphi method with dimensions and indicators are presented:
1. Causal conditions) Structural factors, Management factors, Behavioral domain(
2. Field conditions (Organizational capabilities, Environmental capacities, Ability to develop
human resources)
3. Axial category )Positive Organizational Behavior based on Human Resource Management
Measures(
4. Interventionist conditions (Employee motivational barriers, Environmental barriers,
Inefficient management)
5. Strategies (Utilizing the structure patterns of leading and successful organizations, an
appropriate model for promoting positive organizational behavior, Positive Behavior Training)
6. Consequence (Individual consequences Organizational consequences).

Field conditions:
Organizational capabilities
Environmental capacities
Ability to develop human resources

Causal conditions:
Structural factors
Management factors
Behavioral domain

Strategies:
Utilizing the structure patterns
of leading and successful
organizations
An appropriate model for promoting
positive organizational behavior
Positive Behavior Training

Axial category:
)Positive Organizational
Behavior Baseon Human
Resource Management
Measures(

Consequence:
Individual
consequences
Organizational
consequences

Interventionist conditions:
Employee motivational barriers
Environmental barriers
Inefficient management

Figure 1. Research model

Findings
The quantitative part of the research includes descriptive statistics, test of normality of data
and inferential statistics that SPSS and PLS softwares were used to analyze the data.
Table 2. Descriptive statistics
Up 50
57

Age of respondents
41-50
31-40
99
163

20-30
61

Work experience of the respondents
Up20
16-20
11-15
6-10
1-5
19
34
121
148
49

Gender
Female Male
118
262

The scale for calculating the mean of independent and dependent variables is Hair (2006).
Based on this index, three numerical intervals have been defined to describe the average status
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of each of the variables, as follows: 1-2.33: low, 2.34-3.66: medium, 3.67-5: high. That is, if
the average obtained is in the range (1-2.33) in the level Poor, if in the range (2.34-3.66) at the
moderate level, and if it is in the range (3.67-5), it is estimated at the strong level (Hir, 2006).
Based on the results of descriptive statistics, it was found that the lowest average is related to
the social capital variable (0.5). The highest average is related to the variable of the existence
of information exchange mechanisms (6.36).The results of convergent confirmatory factor
analysis and validity for contextual factors, intervening factors, strategies and consequences
are presented in the table using PLS.

The causal conditions
Table 3. Indicators and factor loads, Causal conditions
Index

Factor

Causal
condition
s
Strengthen the motivational system
Development of human skills and
communication

Understanding employees' cognitive
factors

Load
index
0.752
0.777

Significance
coefficients
7.515
7.533

Approve or
rejection
approved
approved

0.789

7.645

approved

0.753
0.769
0.803
0.819
0.776
0.859

7.678
7.434
7.489
7.516
7.573
7.833

approved
approved
approved
approved
approved
approved

0.722
0.891
0.796

7.612
7.819
7.592

approved
approved
approved

The causative conditions
The field conditions
Table 4. Indicators and factor loads, Field conditions
Index

Factor

Field
conditions

Increase the level of public welfare
Culture of creativity and innovation

The axial category

Load
index

Significance
coefficients

0.742
0.867
0.685
0.753
0.769
0.803
0.819
0.776
0.729
0.859
0.722
0.239

7.527
7.673
7.449
7.678
7.434
7.489
7.516
7.573
7.335
7.833
7.612
7.416

Approve
or
rejection
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved

0.766
0.714
0.870

7.639
7.323
7.835

approved
approved
approved
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Table 5. Index, consequence factor loads of Axial category
Index

Factor

Load index
0.752
0.777
0.789
0.776
0.803
0.769
0.819
0.239
0.729
0.859
0.722
0.820
0.439
0.753
0.538
0.803
0.639
0.786
0.713
0.559
0.342
0.803
0.415
0.618

taking care
Integrity
Honesty
Self-actualization

Axial
category

enthusiasm
exercise
Altruism
Forgiveness
Emotional Intelligence

social participation
Humanity
Humanism

Significance
coefficients
7.515
7.533
7.645
7.573
7.489
7.434
7.516
7.416
7.335
7.833
7.612
7.517
7.396
7.678
7.634
7.489
7.588
7.575
7.335
7.822
7.652
7.489
7.736
7.763

Approve or
rejection
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved

Conditions Interventionist
Table 6. Index, consequence factor loads of Interventionist conditions
Index

Factor

Interventionist
conditions
Environmental
barriers

Lack of employee participation
Conservatism of managers

Load
index

Significance
coefficients

Approve or
rejection

0.738
0.745
0.731
0.762

7.444
7.611
7.576
7.144

approved
approved
approved
approved

0.746
0.710

7.189
7.211

approved
approved

Processes/ Interactions
The Strategies
Table 7. Index, consequence factor loads of Strategies
Factor
Strategies

Load
index
0.807
0.848
0.896
0.823
0.888
0.847

Significance
coefficients
7.195
7.641
7.684
7.783
7.632
7.717

Approve or
rejection
approved
approved
approved
approved
approved
approved
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0.844
0.835

7.763
7.777

approved
approved

Consequences
Table 8. Index, consequence factor loads Consequence
Index

Factor

Consequence
Organizational self-actualization
Organizational health

Load
index
0.713
0.745
0.731
0.722
0.716
0.762
0.730
0.242
0.729
0.829

Improve self-regulatory
Development of individual
capabilities
Promoting individual excellence 0.717
0.764
0.560
0.753
0.538

Significance
coefficients
7.674
6.621
7.576
7.124
7.349
7.541
7.554
7.616
7.407
7.837

Approve or
rejection
approved
approved
approved
approved
approved
approved
approved
approved
approved
approved

7.672
7.551
7.436
7.168
7.634

approved
approved
approved
approved
approved

The validity of the research in the qualitative phase is confirmed by the method of
adaptation by members, peer review and participatory research, and in the quantitative phase
by convergent validity (correlation above 0.5) and model divergence (Fornell and Blocker,
2007), an indicator that is examined in the divergent validity study. It is the method of Fronel
and Larker. The degree of relationship of a structure with its characteristics is compared to the
relationship of that structure with other structures. Divergent validity of a model will be
acceptable when the structure has more interaction with its characteristics than other
structures (i.e. the number displayed in the diameter of this matrix must be larger than the
other numbers in the same column). Also, the reliability in the qualitative phase was
confirmed as the open reliability and the decoder reliability (64%) and in the quantitative
phase with the combined reliability coefficient (76%) and Cronbach's alpha coefficient 84%.
The results of the study of the effect of strategic factors on the consequences of positive
organizational behavior through model testing are shown in Figures 3 and 4.

Figure3. Model (2) in standard mode
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Figure4. Model (2) in significant mode

The results of the model test are shown in the Tables (2 and 3) and in the Table 9. Based
on the findings, it was found that positive organizational behavior strategies based on human
resource management practices with the consequences of the model it has a positive and
significant relationship.
Table 9. Investigating the effect of strategic factors on the consequences of model
Impact causal relationships

T-Value

The impact of strategic factors on behavioral outcomes
The impact of strategic factors on organizational outcomes

6.144
6.318

Standard
estimate
0.509
0.533

Confirmation
or rejection
approved
approved

The priority of influencing positive organizational behavior strategies is: modeling
successful companies in the field of positive organizational behavior, training and promoting
positive organizational behaviors, and improving the skills and abilities of individuals.
Regarding the relationship between positive organizational behavior strategies and
organizational outcomes and behavioral outcomes, a positive and significant relationship was
confirmed with (0.533) and (0.509), respectively. Based on the obtained results, it was found
that strategic factors affect the consequences of positive organizational behavior and the best
path in this regard is the path of strategic factors and positive organizational behaviors with an
impact factor of 0.533. The average values of R Squares are the endogenous structures of the
model that are displayed inside the circles in the form of software output. This index is
introduced as weak, medium and strong values for GOF using 3 values of 0.01, 0.25 and 0.36:
GOF = range average (Communalities) * R2= 0.47
According to the obtained results, obtaining a value of 0.47 indicates a high fit for the model.

Discussion and conclusion
In today's world, organizations need higher levels of average performance to succeed.
Capable manpower is one of the most important and basic resources of organizations. In
recent decades, many empirical studies have shown that human resource management
measures help facilitate organizational growth and improve performance (Rahimi et al.,
2016). Proper use of human resources is within the scope of duties of human resources
managers of the organization and real investment in human capital and implementation of
human resources measures leads to increased performance and effectiveness and strengthens
the characteristics of human capital in the organization. In recent years, the attention of
organizational researchers has been focused on the capabilities and positive traits in
individuals and the importance of positive environments. Therefore, not only having
advanced facilities and technologies, skills and work experiences and social interactions of
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human resources, the success of organizations is not guaranteed, but also the issue of positive
traits and characteristics of employees is very important (Abbaszadeh et al., 2017). Today,
paying attention and investing in the positive aspects of individual and organizational is
essential for the success of organizations. Positive organizational behavior is one of the new
concepts that has been considered by researchers in the field of organization and management
in recent years. Positive organizational behavior with the advent of positivist psychology has
entered the field of organization and has opened a new discussion in the field of
organizational behavior. The present study is important in several ways:
- The importance of the issue of positive organizational behavior (POB) in order to
discover and maintain and expand potential capabilities and identify strengths of employees in
human resource management actions.
- The importance of recognizing the underlying and intervening factors and the
consequences of the model of positive organizational behavior in human resource
management.
- Innovation in research by studying and reviewing articles and researches in this field, so
far a research that establishes the components of positive organizational behavior with respect
to human resource management by data theory (and by combined method) and identifies as
We did not find a separate show in a patterned and comprehensive format.
The present study was conducted using a data theory strategy and a combined method
(quantitative, qualitative). According to the purpose of this study, which is to design a
positive organizational behavior model based on human resource management, for this
purpose, semi-structured interviews between 30 minutes to 100 minutes were conducted with
31 experts from the Ministry of Energy. For the validity of this research, an attempt was made
to collect data from various sources, including interviews, reviewing the texts of documents
related to the research topic. By categorizing the interviews conducted and preparing concept
codes by examining and analyzing the first interview, 316 key points were extracted. After
reviewing and analyzing 259 key points from the first and second interviews, in the next step,
axial coding was performed by MAXQDA quality software, which then received 17
dimensions and 55 indicators based on the selected coding.
Delphi assessment in the dimensions and variables of this research using a questionnaire
for each variable on the Likert scale OIL and the range of 9 degrees. The range of scores for
each index and each component was considered between 1 (lowest value) and 9 (highest
value)
In the second stage, using the relative sampling method, the statistical population was
selected. According to the statistical population of 35,000 people, using the Morgan table, it
was considered as the sample size and selected by random sampling at the Ministry of Energy
staff levels were 410. Questionnaires which were distributed in person and online by 410
questionnaires using available sampling method. After analyzing the concepts of the whole
interview, these concepts were categorized into six categories.
In response to the main question of the present study, the data model of the Positive
Organizational Behavior Pattern Foundation with respect to human resource management
measures in the Ministry of Energy was shown in Figure (1). The present model includes 6
main concepts
In response to sub-question 1: Causal factors affecting the pattern of positive
organizational behavior according to the human resource management actions in the Ministry
of Energy according to the table (3) were classified into three dimensions: structural factors
and managerial and behavioral factors. The structural domain in the Ministry of Energy
includes (using positive structure methods), the managerial dimension includes (participatory
management and effective communication) and the behavioral domain includes (personality
and motivational characteristics of individuals and the development of staff skills). Positive
structures lead to a new approach to positive behaviors. In order to develop responsibilities
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and empowerment, cooperation and participation and eliminate organizational hierarchy and
decentralization, have a great and important effect on increasing the positive performance of
employees and the organization. Positive structure in addition to affecting human
management activities. Increases employee independence and employees participate in the
decision-making process and we will see the growth of different ideas and opinions in the
organization. Based on the results, it can be seen that the experts in the Ministry of Energy on
the causal factors and its components in general, 46% completely agree and 54% agree. 92%
of the respondents agreed on the causal factors of the model obtained from the first
(qualitative) stage of the research.
In response to sub-question 2: Field factors in the pattern of positive organizational
behavior according to human resource management measures in the Ministry of Energy
according to Table (4) include organizational capabilities, environmental capabilities, human
resource development. In fact, 92% of the respondents had a consensus on the strategy
obtained from the first (qualitative) stage of the research.
In response to sub-question 3: Characteristics (central category) of positive organizational
behavior according to human resource management actions in the Ministry of Energy
according to Table (5) Characteristics of positive organizational behavior at three levels:
individual, organizational and social and Contains the following components. Respect, hope,
responsibility, progress, chivalry, team effectiveness, organizational virtues, work conscience,
social capital, psychological capital, social participation, philanthropy. The components of the
characteristics obtained from the present model are the results of the research of Altmair
(2020), Cameron (2019), Naderi Hashi and Najaf Beigi (2018), Rodriguez (2016), Lutans and
Yousef (2007) regarding the dimensions of behavior. Approves a positive organization. While
most of the published articles on positivity at work are focused on individual levels. The
model of this study showed that positive behavior does not occur only at the individual level
and in practice can include larger levels.
In response to sub-question 4: Interfering factors in the present model according to the
table (6) are: Lack of employee motivation, environmental barriers, inefficient management.
Therefore, attention to individual and psychological characteristics of people should always
be considered by managers at all stages of the job. Job adaptation in terms of psychological
characteristics and appropriateness of individual skills and attention to individual expertise
are the most important indicators that should be considered by human resource managers and
organizational leaders.
In response to sub-question 5: The strategies of the present study include modeling the
structure of leading and successful organizations in the field of positive organizational
behavior, establishing positive organizational behavior by employing skilled and capable
workforce, training and promoting successful behavioral examples among employees. In fact,
92% of the respondents had a consensus on the strategy obtained from the first (qualitative)
stage of the research. Aging of successful organizational examples (0.787) and training and
promotion of successful and leading models in the field of positive organizational behavior
(0.747) Individuals and capabilities (0.712) are the most important strategies of positive
organizational behavior in the Ministry of Energy, respectively.
In response to sub-question 6: The implications of the current research model in the
Ministry of Energy include individual and organizational dimensions. Experts from the
Ministry of Energy generally agree with 48% strongly and 72% strongly agree on its
consequences and components. Also, the components of improving mental health by 65%,
increasing the effectiveness and efficiency of the individual by 71%, improving the
performance of the organization by 73%, well-being of the individual by 56%, quality of
working life by 59% have been agreed. Therefore, if positive organizational behaviors are
implemented in the organization and the desired patterns are well drawn by managers, they
will achieve positive individual and organizational results.
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In response to sub-question 7: As to whether strategies affect the consequences of
developing positive organizational behavior with respect to human resource management
measures in the Ministry of Energy, it should be said in response to this question of the PLS
structural equation test according to the figure (3 and 4) and the table 9 is the answer yes. The
priority of influencing positive organizational behavior strategies is: modeling of exemplary
and successful companies in the field of positive organizational behavior with a coefficient
(0.787), training and promotion of positive organizational behaviors by managers of the
organization with a coefficient (0.747), and Improving the skills, capacities and capabilities of
individuals in the field of positive organizational behavior by a factor of (0.712).
Therefore, the strategies have a positive and significant effect on the individual and
organizational consequences of the current model in the Ministry of Energy (0.509) and
(0.533), respectively, and this relationship has been confirmed. Therefore, by implementing
positive organizational behavior strategies and implementing its strategies by human resource
managers in organizations, we can achieve effectiveness and development of individual and
organizational performance, and positive organizational behavior leads to improved
productivity in the field of mental and physical health of the individual and the organization.
This study showed that a positive organizational behavior approach, if considered in the
actions of human resource managers and other industry managers, in addition to having a
positive outlook, hopes to promote human mental health, but also at the organizational and
social levels. It will lead to the development and improvement of positive management
indicators. Therefore, it can be said that positive organizational behavior thinks of individual,
organizational and social prosperity.

Practical suggestions
According to the results of the research, it can be suggested:
1. According to the indicators obtained from the present study, it is suggested that
managers provide the field of proper communication within the organization and outside the
organization, and thus meet the needs and expectations of customers and citizens. In this
regard, it is also suggested to modify organizational processes, this item is considered in the
evaluation of organizational performance. In addition, the employees of each field should be
well aware of the improvement of the processes related to the specialized and general fields of
the organization.
2. It is suggested by creating an atmosphere of trust and by encouraging, admiring and
paying attention to the employees, the organizational managers identify the strengths of the
people so that the employees can carry out their duties and tasks with more ease in the
atmosphere of trust and despite effective communication.
3. It is suggested that human resource managers in the system in order to implement
positive organizational behavior, processes and ways to improve processes well designed,
formulated and implemented. One of the desirable results of a well-proportioned system
design is that good employees will be able to function properly alongside the optimal system.
4. In order to establish positive organizational behavior, organizational communication
should be formulated and designed to be effective.
It is suggested that in order to prevent duplication of work and waste of organizational
resources, the upstream laws should be clearly communicated by the Ministry in accordance
with the ethical charter of the organization.
5. According to the strategies obtained from the present model, it is suggested that the
necessary training be done for employees to emulate leading organizations. In order to reduce
the existing industry gap with successful organizations and companies, it is recommended that
managers make the necessary plans to identify and apply positive and successful systems in
various fields.
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6. Managers and planners are advised to pay more attention to effective technology and
communication for planning and training positive organizational behavior in the organization.
Try to strengthen the role of employees by providing facilities and capabilities and
strengthening the necessary infrastructure.
7. According to the positive structural factor, which is one of the causal factors in the
present model. Managers are advised to clearly and explicitly state macro goals and policies
in order to learn collaboratively in the organization so that the necessary information is
provided to individuals and participation, cooperation, and responsibility are promoted.
8. The managers of the Ministry of Energy are recommended to recognize the strengths
and weaknesses of their organization, to strengthen the strengths and eliminate the
shortcomings by increasing the potential capabilities of their employees. Provide a proper
employee self-assessment mechanism for effective planning and decision making.
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