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ABSTRACT 
Spiritual leadership is one of the new styles of leadership that seeks to give meaning to the 
staff’s activities due to the deep internal values of individuals and organization. Researches 
show the effect of this style on employee empowerment. Accordingly, present study has 
investigated the relation between spiritual leadership and employee empowerment in 
Water and Power Qazvin organization. In a form of survey, a sample with 291 members 
from the target population sample with 1200 employees of Qazvin Water and Power 
organization were selected and two questionnaires of spiritual leadership and 
empowerment were distributed among them and data were analyzed. These findings of 
these researches demonstrated that spiritual leadership (vision, faith, love to altruism, 
significance membership, organizational commitment and performance feedback) have a 
positive and significant relation with empowerment of the staffs of Qazvin’s power and 
water organization. Also, the regression results showed that the components of 
organizational commitment, significance and vison have the most effect of empowerment 
variable, respectively.  
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INTRODUCTION 

 

 Developing the landscape of science and technology in different fields lead to advance and make extensive 

changes in this century and management is one of this process’s achievements in the today’s world. After 

development and start of different intellectual, social, cultural and economic development, the topic of 

leadership, and its different patterns and methods was considered as a social necessity more than before by 

scholars and experts (Nourbakhsh and Muhammadi, 2008). In fact, with the advent of these developments, most 

organizations don’t want to have been backward of the caravan competition, the organizations focus on 

organizational leadership and with courage and audacity, they want to create a fundamental change within their 

organization, because leadership is dealing with change (Wax, 2006). Humanities scholars have been discussed 

the leadership concept from different dimensions and they have been investigated two approaches of modern 

and traditional approach (Nourbakhsh and Mohammadi, 2007). While, failure in some traditional approaches in 

providing a complete solution on leadership effectiveness, and attracted the attention of thinkers to new styles of 

leader and individual characteristics of leadership, one more time (Bass, 1999). In fact, after Second World War, 

there has been a change in developing leadership theories. And several theories are presented in the field of 

follower’s motivation such as path-goal theory, charismatic leadership, transformational leadership and 

engagement (Fry, 2003). Entering concepts such as morality, truth, belief in God or a higher power, seeking 

meaningfully in work, altruism and… to researches and management practices and business are all indicative of 

the emergence of a new paradigm. According to many researches, this new paradigm of workplace which is 

derived from quantum physics, cybernetics science, Chaos theory, cognitive science and East and west traditions 

and religions. And in fact, and a reaction to dry and mechanistic modern paradigm is the spirituality paradigm 

(Wax, 2005). In this regard, the concept of spirituality in leadership in recent decades has attracted much 

attention (Gibbons, 2000; Robins et al., 2002).A topic that has been led to research on the characteristic of the 
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spiritual leaders and by appealing to spirituality, individual and organizational health, how the staff’s 

empowerment can be brought (Fry and Matherly, 2006). 

 The results of these studies suggest a link between new styles of leadership, including spiritual leadership 

by empowering employees (Fry, 2003). By considering mentioned topics, this paper investigates the effect of 

spiritual empowerment of the staffs of power and water organization. 

  
A review of the literature of spiritual leadership: 

 Despite much research in the field of leadership, yet this concept become ambiguous, because of its 

complex nature. The spiritual leader emphasize on the change of individual, others and group and includes the 

feelings and intellect, spiritual values, intellectual skills, heartfelt, the nature of individual and it is the basis of 

comfort, strength and happiness (Fariholm and Fariholm, 2009). Value-oriented and spiritual leaders give 

meanings to the works and activities of followers in organization or group by connecting them to their internal 

deep values. And they increase commitment, motivation, energy efficiency in an organization (KhaeifElahi, 

Mirzaii and Motaghi, 2010). In other word, the spiritual leadership occurs when the individual is in leadership 

position and is a symbol of spiritual values such as integrity, honesty and trustworthiness (Brown and Trevino, 

2009). Accordingly, the spiritual leadership is one who provides the spiritual survival pf organization’s 

members by using values, attitudes and behaviors that are essential to their intrinsic motivation or other 

motivation.  

 

This work is done in two stages: 

1-while each of the leaders and followers of organization feel that they have an important and significant job, 

spiritual leadership begins to create a common vision. 

2-by establishing organizational/social culture, spiritual leader based on human values causes that staffs show a 

particular interest to themselves and others and this sense is create among them that others are also important 

and they should be appreciated for their job (Fry, 2003; Fry, Vitucci and Cedillio, 2005) 

 About the elements and constituent elements of spiritual leadership, authors and researchers have several 

comments (Rio, 2005, Fry and Matherly, 2006). In this article, the dimensions of spiritual leadership from the 

Fry perspective (2003) are considered due for more comprehensive due to framework of spiritual leadership. 

These dimensions include: vision, faith in achieving this object, love to altruistic, significance work, 

membership, organizational commitment and feedback of leadership performance. In the following, we have a 

brief explanation of the above dimensions. 

 

Vision: 

  In the process of spiritual process, a clear vision of the destination is so important. And organization wants 

to reach it, in the not too distant future. Spiritual leadership creates a vison by considering the fundamental 

needs of followers where the members of organization experience a sense that they are called to a different life 

(fry et al., 2005). 

  

Faith to achieve the objective: 

 Peoples with faith and hope of the destination who are moving toward the objective and they have a clear 

vision to achieving it, and to achieve their goals they like to face with hardships and adversities (MacArthur, 

1998). 

 Spiritual leadership in an organization can lead to creating spiritual beliefs and faith in work among staffs 

and this issue is considered as an internal stimulus among employees and can lead to individual development 

and increasing their responsibility (Ziaii and Nargesian and Aybaghi Esfehani, 2008). 

 

Love to Altruistic: 

 Love to altruistic is a term which is often synonymous with charity and through values such as loyalty, 

charity and benevolence of yourself and others are shown. In spiritual leadership, the love in altruism shows the 

integrity, harmony and prosperity and happiness through meditation, attention, concern and appreciation (Fry, 

2003). Spiritual leadership by spreading altruism in the organization causes that people will have a deep interest 

to themselves and past life and they can create good relation with others (Sangari, 2009). 

 

Significance work: 

 Spiritual leadership enables the staffs to understand the true meaning of their job and they are care of their 

job; it means that importance and significance work from the staff’s vision leads to this position that they would 

have more understanding of their job and they can increase the analysis power of current and future conditions 

of organization and finally, they are more ready to accept higher liabilities (Ziaii et al., 2008).  
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Membership: 

 Spiritual leadership in an organization gives this sense to employers that their job is son important from the 

view of organization and other colleagues and employees have a sense of membership in an organization (Fry, 

2003; Fry et al, 2005). This sense leads to this issue that employees can strengthen the trust and intimacy sense 

between themselves and other partners, and the relations between leaders and employees will be facilitate and 

finally, employers sense in a responsible and common organizational decision-making, and they can help to 

leaders and other colleagues in an organization (RezaiiKilid Bari and Bagher Salimi, 2003). 

Organizational Commitment: 

 Spiritual leadership or creating organizational commitment among employees can lead to create the feeling 

of identity, loyalty and their attachment to the organization, so the person knows organization as its 

representative and wishes to remain in the organization (Sangari, 2009). So, this issue leads that the employees 

should consider the organization’s difficulty as their problem, and they should take steps to solve the problems 

of an organization and finally if the managers have trust to them, they can lead to increasing the employee’s 

participation in the organization (Ziaii et al., 2008). 

 

Performance Feedback: 

 Spiritual leadership by providing an unofficial daily performance of employees and also periodically 

official visit, they can provide their performance feedback (Rezaiikilid Bari and BagherSalimi, 2003). 

  

A review of empowerment literature: 

 Empowerment is one of the most promising concepts of business world that now has become the matter of 

days (Blanchard et al., 2000). Thomas & Velthouse (1990) believed that this notion can not be defined with one 

dimension. From their vision, empowerment includes the process of increasing intrinsic motivation to perform 

duties that include four cognitive areas of effectiveness, suitability, and significance and choice right. They 

entered the concept of psychological empowerment in the management literature. (Thomas and Velthouse, 

1990).Veten and Cameron (1998) by confirming four dimensions of empowerment of Thomas and Velthouse 

(1990) and Spritis (1995, 1996), later, they added the confident dimension due to the Mishra confident pattern 

(1992). Accordingly, the empowerment dimensions include competence, choice, significance, effectiveness and 

confident. 

 
Table 1: Dimensions of staff's empowerment from different visions (Amirkhani, 2008). 

Theorist Dimensions 

Conger and Kanugo (1988) Self-efficacy 

Thomas and Velthouse (1990) Sense of efficacy, competence efficacy , a sense of choice, a sense of significance 

Spritizer (1995) Effectiveness, competence, choice, significance 

Whetten and Cameron (1998) Sense of efficacy, competence efficacy, a sense of choice, sense of significance, trust sense 

 

 According to the importance of research of whetten and Cameron (1998), in particular, their empowerment 

model among other models, this model was considered as a measurement basis of employee’s empowerment in 

this study. Table 2 shows the dimensions of empowerment based on suggested model, briefly.  

 
Table 2: Descripting the dimensions of staff’s empowerment. 

Dimension Description 

Competence sense 
This sense means the one’s feeling toward his abilities to perform assigned tasks successfully 

(Spritiz , 1996) 

Sense of autonomy (sense of 

having choice) 

Means freedom and independence of individual in determining required activities for doing job 

duties (Thomas and Velthouse, 1990) 

Significance sense 
Being significance means the valuable job objectives and intrinsic worth of someone to job 

(Thomas and velthouse, 1990) 

Being effective sense 
It is a degree that an individual feels that he/she is effective on strategic results and implications, 

administrative, operational (Ashforth, 1989) 

Trust sense 
Empowered peopled feel confident and assured that they will be treated fairly (Whetten and 

Cameron) 

 

The relation between spiritual leadership and staff’s empowerment: 

 Today, the leadership task is to empowering a group. To achieve this goal, some important elements should 

be developed that managers and staffs are involved in developing these components and desired elements create 

the foundation of “decision making based on empowerment (RezaiiKilid Bari and Mohammad Zadeh, 2008). 

The role of leadership is that he will be the founder of empowerment activities of employees, and he measures 

results and respects to achievements (Reza Kilid Bari and Mohammad zadeh, 2008). Several studies emphasize 

on the importance of leadership and its effects of empowerment, (Conger and Cannego, 1985; Conger, 1989; 

Dohety and Danychuk, 1996). But, few studied have directly examined the effects of leadership behavior on 

empowerment. Among these studies we can point to the researches of Thomas and velthouse (1990) and 
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Thomas and Tymon (1994) and they concluded that supporter managers are training empowerment staffs. Also, 

the theoretical and empirical evidence suggest that spiritual leadership behaviors may have a positive effect on 

employee’s empowerment (Fry, 2003; Kakabadse et al., 2002). Empowerment among spiritual organizations is 

of particular importance (Rezaii Kilid Bari and Bagher Salimi, 2003). Now, all efforts of organizations do not 

focus on economic activities and profit gaining,  but also spiritual development is one of the major objectives 

(Knozand Ryan, 1999). In this paper, it is tried that the relation between spiritual leadership and staff’s 

empowerment should be studied.  

 
Fig. 1: conceptual model of research. 

 

The research Hypothesis: 

Main Hypothesis: 

 There is a significant relation between spiritual leadership and empowerment of staffs of power and water 

organization.  

 

Secondary Hypotheses: 

Hypothesis (1): There is a significance relation between organizational vision and staff’s empowerment. 

Hypothesis (2): There is a significant relation between love to altruistic and staff’s empowerment. 

Hypothesis (3): there is a significant relation between faith to work and staff’s empowerment. 

Hypothesis (4): there is a significant relation between significance and staff’s empowerment. 

Hypothesis (5): there is a significant relation between membership in organization and staff’s empowerment. 

Hypothesis (6): There is a significant relation between organizational commitment and staff’s empowerment.  

Hypothesis (7): there is a significant relation between performance feedback and staff’s empowerment. 

 

MATERIALS AND METHODS 
 

 According to the questions and research’s hypothesis, the present study is application from the object vision 

and from the nature and methods and data collection and from the descriptive vision is the survey and from the 

data analysis field is a correlation. 

 

Statistical sample and population and sampling method: 

 The present statistical population consists of employees of Qazvin power and water organization in Ahwaz 

city that are studied in two groups of managers (ie, all peoples who are in post-management levels) and official 

staffs of Qazvin power and water organization (who have a higher degree of diploma). Accordingly, the total 

members of statistical population are 1200 peoples among staffs of Qazvin power and water organization. 

According to Morgan table, sample size is 291 peoples and they are selected by using random sampling 

technique. Of the sample, 73.9% (215) are male and 26.1% (76 people) are women and 17.2% (50 people) are 

single and 82.8% (241 people) are married. In this sample, 14.4% (42 people) are between 20 to 30 years old, 

51.2% (149 people) are between 31 to 40 years old, 26.1% (76 people) are between 41 to 50 years old and 8.2% 

(24 people) are more than 50 years old. 14.4% (42 people) have higher than diploma degree, 53.6% (156 

people) have BS and 32% (93 people) were MS and higher. 

 

Tools of research’s data collection: 

 The main tool of data collection was questionnaire. So, to gathering the required data to performing 

research, two questionnaires were used. For doing this research, for measuring spiritual leadership, (Fry, Vitoky, 

Sedilv) were used in 2005 and to measure staff’s empowerment with 4 dimensions (significance, competence 

and effectiveness), Spritiz 1995 questionnaire was used. Since, the confident dimension was added to 

empowerment dimensions by Whetten and Cameron (1998). To measuring the questions related to confidence 

dimension, Mishra questionnaire 1994 was used, so by helping exploratory factor analysis and SPSS software, a 

measure for spiritual leadership and staff’s empowerment were designed. Spiritual leadership questionnaire 
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consists of 34 questions and empowerment questionnaire contains 22 questions and at total 56 questions based 

on five-item Likert scale were designed from 1 means strongly disagree to 5 means strongly agree. 

  

Validity and reliability of assessment: 

 In this research, for determining the validity of measurement tools, first, two standard questionnaires were 

used and by using other conducted studies and related literature to research topic, it was localized. And then, the 

measurement capability of desired characteristics was confirmed in questionnaire by a group of university 

professors. This stage showed that the spiritual leadership and empowerment questionnaires of staffs have 

acceptable face validity. To determine the reliability of spiritual leadership and staff’s empowerment, two test 

methods of “retest” and “Cronbach Alpha” were used. In retest method, 15 questionnaires were distributed and 

gathered within 10 days in statistical population and reliability of spiritual leadership was 0.846 and for 

empowerment was 0.867 and they were confirmed by using Spearman correlation coefficient. And by 

determining the Cronbach’s alpha coefficient and by using SPSS software, inter-rater reliability of the spiritual 

leadership questionnaire with 0.95 was confirmed and for empowerment with 0.88 was confirmed. 

 

RESULTS AND DISCUSSION 

 

 To test the research hypothesis, Pearson correlation test and multiple regressions were used by SPSS 

software. And the results of Pearson test are reflected in table 2. 

 
Table 2: the obtained results of Pearson correlation test between the dimensions of spiritual leadership and staff’s empowerment 

Hypothesis Correlation coefficient Significant number result 

The main hypothesis 0.706 0.000 Confirm the hypothesis 

The first sub0hypothesis 0.584 0.000 Confirm the hypothesis 

The second sub-hypothesis 0.594 0.000 Confirm the hypothesis 

The third sub-hypothesis 0.474 0.000 Confirm the hypothesis 

The fourth sub-hypothesis 0.655 0.000 Confirm the hypothesis 

The fifth sub-hypothesis 0.544 0.000 Confirm the hypothesis 

The sixth sub-hypothesis 0.673 0.000 Confirm the hypothesis 

The seventh sub-hypothesis 0.408 0.000 Confirm the hypothesis 

 

 In general, according to the significant number of correlation test (table 2), it can be concluded that spiritual 

leadership and its dimensions have a significant relation with empowerment. Also, the multiple regression 

results are used to investigate the effect of predictor variables (vision, faith, and love to altruism, significant, 

membership, organizational commitment and performance feedback) on criterion variable (empowerment).  

 
Table 3: the table of regression coefficients (significance, vision, organizational commitment). 

Model 2 

Non-standardized coefficients 
(common) 

Standardized 
coefficients Statistic 

T 

The value of P 

(significance) 
B 

Standard deviation 

Std, ERROR 
Beta 

Constant value 27.68 2.487  11.13 0.000 

Vision 0.479 0.155 0.152 3.090 0.002 

Significance 1.362 0.160 0.384 8.537 0.000 

Organizational 

commitment 
1.220 0.154 0.388 7.91 0.000 

 

Empowerment: Dependent variable:  

 In the above table, the significance level of vision, significance and organizational commitment variables 

are 0.002 and 0.000 and 0.000 respectively and they are lower than 0.05. This means that hypothesis H0 is 

strongly rejected based on this issue that the coefficient of above variables are not significant. The numbers in 

column B means that the variables of organizational commitment, significant and vision have the largest effect 

on empowerment variable.  

 

Discussion: 

 The general belief us that leaders play an important role in shaping employees’ perception of their work 

environment. Many writers such as Roy, Block and Benis and Seriosteva and Bartol investigated the leadership 

importance and its effect on empowerment. Spiritual leaders are leaders who realize the spiritual needs of 

leadership and his followers for spiritual survival and spiritual prosperity through membership satisfaction and 

meaning in work to create a consistent vision and value at the individual, team and organizational level and 

finally they realize the foster of positive mental health and commitment and organizational empowerment (Fry, 

2003).In addition, spiritual leaders can make culture where employees can easily work with their leader in the 

work group. The goal is the development of responsibility. Spiritual leadership has redefinition of leader role 

among leader and follower teams (Fariholm and Fariholm, 2009). 
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 According to many authors, the spiritual leader is linked to empowerment and it promotes the 

empowerment of employees (Reza Kilid Bari and Bagher Salimi, 2003, Fry; 2003; Konz and Ryan, 1999; 

Kakabades et al., 2002). Some of the researches support the hypothesis relations of present study model. For 

example, some authors provide evidence that spiritual leadership is leading to empowerment (Ziaii and et al., 

2008; Rezaii Kilid Bari and Bagher Salimi, 2003; Nour Alizade, 2008). 

 So, we can say the leadership plays an important role in employee’s empowerment. 

 

Conclusion: 

 In general, the findings of research show this issue that spiritual leadership (vision, faith, love to altruism, 

significance in work, membership, organizational commitment, performance feedback) have a positive and 

significant relation with employee’s empowerment of Qazvin power and water organization. It means that 

organizations that have spiritual leadership, by creating motivation among staffs, providing information to them 

and devolution can participate them in decision making process of organization and it provides the causes of 

their empowerment. In other word, spiritual empowerment to staffs that by providing favorable and supportive 

fields that by trying to realize the goals of Qazvin power and water organization, realize their needs and objects 

and they can reveal their potential ability. This research has practical and theoretical applications. From the 

theoretical view, by developing evidences for cognitive approach and multi dimensional approach, employee 

empowerment is conducted in organizational realm different from other studies and it proves the validity and 

reliability of previous study. According to this issue that spiritual leadership is not the reason of staff’s 

empowerment, directly and hundred percent, future researchers can investigate other factors that can be 

effective in staff’s empowerment. And also by considering different styles of leadership, in different researches, 

we can compare the effect of leadership styles on staff’s empowerment, with each other. The present knowledge 

from the present study helps to managers and organizational factors should consider the empowerment programs 

by developing leadership special behaviors with staff’s empowerment in organization. Since the organizations 

are seeking to increase performance with lower sources, they should focus on empowerment behaviors, and it 

can encourage the empowerment among employees. On the other hand, this research reminds the dynamic 

spiritual leadership in workplace to all managers and organizations. 
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