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ABSTRACT 
Empowerment as one of the approaches for the development of human resources in recent 

decades has been predisposing many positive evolutions in the implementation of work activities 

of staff. The objective of the present research is to examine the relationship between the 
components of empowerment and organizational commitment among Zahedan' municipality 

staff. The present research is of application, descriptive and correlation type from the objective, 

nature and method point of view. The statistical community of the research includes all staff of 
Zahedan's municipality. To determine the sample volume 235 people were selected using 

Morgan table. The sampling method is of simple accidental type. To collect data, the 

questionnaire was used. The researcher made questionnaire is for the empowerment and the 
questionnaire of organizational commitment is of Allen and Meyer, whose reliability was 

confirmed by management professors and experts. Cronbach's alpha was used to test the 

reliability, whose magnitude was obtained above 0.7 that demonstrates the credit of 
questionnaires. Pearson correlation coefficient and step by step regression tests were used to 

analyze the data. The obtained results show that there is a meaningful positive relationship 

between the empowerment and all its components on the one hand and the organization 
commitment in Zahedan's municipality on the other hand. 
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INTRODUCTION 

 

 In today's world especially in the countries with economic difficulties such as production problems, the 

management and its advanced and efficient methods have become distinguished more than ever before. In 

today's word, the efficient management manifests itself in more efficiency together with higher quality of 

products, and these achievements are not fulfilled unless human resources and capital are used.  

 The wealth and the capital of the current era's organizations are no longer of physical and technological 

type, and the staff forms the foundation of wealth of each organization by their science, skill and motivation. 

Most organizations assume the efficient human resource as the most important factor for efficiency, while some 

others don’t pay attention to the issue and assume their sustainability in having new technologies and increasing 

inhuman resources. Most managers take the empowerment of the staff as equivalent to releasing their duties. It 

is quite evident that sharing a responsibility doesn’t mean releasing it.  

 The ideal picture of the work environment will appear when each one of the human resources sees clearly 

that their creativity and participation in the assigned affairs leads to an organizational difference and evolution. 

Then, taking an ownership approach and with all their power and as self-managing teams they will certainly 

hasten to help the organization's manager. (Kaffashi, Hatami Nejad, 1388). 

 The fact is that empowerment as one of the approaches for the development of human resources in recent 

decades has been predisposing many positive evolutions in the implementation of work activities of the staff. In 

today's variable conditions, organizations have no choice but to exploit properly the human resource. 

Accordingly, the only factor to create a balance in an organization is to empower the staff (Mayday Glass, 

2004). 

 Today's organizations' staff must be empowered and empowerment of the staff necessitates the efficient and 

effective use of empowerment keys of human resource.  

 In this context, being clear the goals, responsibilities and authorities in the organization and awareness of 

the staff of responsibilities and jobs description, the goal, the organization mission and work processes as well 
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as enrichment of jobs and job promotion of the staff by the organization through updating the technical and 

expertise data together with the enhancement of the staff's job content using job rotation schemes and the 

succession planning principle is of great importance.  

 However, the important role of spirits and organization dependency, confidence, intimacy and honesty that 

refers to the staff's tendency to do the affairs they are entitled to and the resulted intimate workplace cannot be 

easily ignored in the empowerment of the staff.  

 What doubles the effectiveness of the above mentioned items on the empowerment of the staff is their 

involvement in decision makings, their participation in the promotion of the organization, delegation of 

authority to them in various levels and easy and clear communication of them with the supervisors and 

managers and awareness of the current affairs of the company in relation to the area of their job.  

 It is worth noting that in the category of empowerment of staff, items such as importance of safety and 

health, decrease of existing pressures and tensions in the staff's workplace, optimization of processes and 

procedures of doing tasks, their documentation and enhancement of information, knowledge and job skills of the 

staff through steady training programs shall be dropped because they have their own special importance in their 

time and location position (Ahmadi and Safari, 1390). 

 Therefore the issue is that the organizational commitment of Zahedan's municipality staff as an agent of the 

community of the country's municipalities, even though small, is to what extent related and is affected and 

dependent on their empowerment? In addition, the question that whether the empowerment of Zahedan's 

municipality staff is effective on their organizational commitment or not is the problem we will examine in this 

research and eventually answer, through which scientific and applicable suggestions be given to the involved to 

properly predispose to increase the capabilities and satisfaction of the staff using the staff's capabilities review 

and finally to result in as much tendency as possible in the municipalities' staff to serve more better. 

  

The Research Literature: 

Empowerment 

 The word "empowerment" has been translated in Compact Oxford Dictionary as to become powerful, to 

license, to offer power and to enable. In the special meaning, it is to give power and elbowroom to the people to 

administer themselves and in its organizational meaning is to change the culture and dare to create and lead an 

organizational environment.  In other words, empowerment is to design and make an organization in such a way 

that the individuals, while controlling themselves, are also ready to accept more responsibilities. Empowerment 

provides conditions for the smart, earnest, honest and confident employees to control their work life and achieve 

the necessary growth to accept more responsibilities in the future. (Ghasemi, 1390:15). 

 Many definitions have been suggested for empowerment. Most of the authors agree that the main 

component of empowerment is to give the staff elbowroom for the activities related to their job. Some of the 

definitions are as follows (Rassoli, 1389: 61): 

 It means by empowerment of staff that they will be able to develop all of their capabilities and sciences and 

use them to reach the individual and organizational goal. 

 Empowerment is the process of achieving the steady improvement of the organization performance, which 

is fulfilled through creating and developing penetration of individuals and groups' penetration on all domains of 

duties, and affects performance of the staff and the organization as a whole.  

 Empowerment is to inspire the power sense to the people because each management method that is able to 

strengthen the individuals' sense of independence, leads to their sense of power. Empowerment of human 

resource means creation of necessary capacity in the staff to enable them to create value added for the 

organization.   

 Empowerment has been known to be the creation of power according to the surrounding environment 

conditions, for which four factors have been accounted for.  

1- Affective support of the people involved in the stressful affairs 

2- Encouragement and giving them positive feedback 

3- Introduction of some successful and effective samples to them 

4- Acquiring experiencing through successful accomplishment of an activity 

 Nowadays, empowerment is a new management concept, being proposed necessarily due to the rapid 

change and increasing competition. Empowerment is one of the actions to be taken in order to improve and 

modify organizations especially productive companies, and in the first place empowerment of human resource 

which in turn results in the organizational capability, creativity of organizations and their tendency to become a 

company and decentralize due to lack of flexibility of traditional structures, have created a movement where the 

employee's role and their capability as the centre of gravity of all attempts to omit bureaucracy and improve the 

services to the customer have been insisted on seriously (Bijan Abdollahi, 1385). 

 

Dimensions of Empowerment: 

1- Clarification of goals, responsibilities and authorities in the organization:  
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 The staff must be aware of their responsibilities and job description, the organization's objective and 

mission and its work processes (Abtahi and Abesi, 1386). 

 

2- Enrichment of jobs and job promotion of the staff:  

 The organization must be active in updating the staff's technical and expertise data enhancement of the 

staff's job content, and uses job rotation schemes to fulfill the succession planning principle (Feyzi, 1390). 

 

3- Organizational dependence and spirits:  

 The organization staff shall be respected and be helped with their personal problems. To have creativity and 

innovation in the staff, suitable backgrounds shall be prepared and the senior management of the organization 

makes sure that the staff are willing to do the affairs assigned to them (Abtahi and Abesi, 1386). 

 

4- Confidence, intimacy and honesty:  

 The organization must create a friendly workplace between the organization staff and enhance the 

confidence between the managers and staff (Abtahi and Abesi, 1386). 

 

5- Diagnosis and acknowledgment:  

 The balance between the earned salary, wage and reward and the work the staff do and suitable distribution 

of welfare facilities in the organization and proportionality of job promotion of the staff with their competence 

can cover the mentioned factor in the organization (Rabinz, 1387). 

 

6- Cooperation and team work:  

 Participation of the staff in decision makings and their cooperation in the promotion of the organization's 

affairs, delegation of authority to staff in various levels, application of the staff's ideas to do the affair more 

better and control of the affairs by the staff can affect as cooperation and team work factors increase of 

empowerment of the staff in an organization (Rezaeian, 1388). 

 

7- Communications:  

 Includes easy communication of the staff with the managers and supervisors, clarification of work relations 

and awareness of the staff about current affairs of the organization in relation to their area of work (Alvani, 

1390) 

 

8- Workplace:  

 One of the affective factors which are insisted on in the organization is the workplace. Importance of safety 

and health of the staff in the workplace, creation of suitable backgrounds for job promotion of staff, decrease of 

existing pressure and stresses in the workplace (Abtahi and Abesi, 1386). 

 

9- Optimization of processes and work procedures:  

 Clarification of workflow and information flow in the organization, documentation of work procedures and 

periodical review and modification of work procedures and simplification of affairs are the affected factors on 

the fulfillment of optimization of processes and work procedures (Abtahi and Abesi, 1386). 

 

10- Information, knowledge and job skill:  

 The organization must facilitate the development of job skills of the staff, effective training and transfer of 

technical and expertise information on their units (Rezaeian, 1387). 

 

Organizational commitment: 

 Organizational commitment is the relative degree of determination of an individual's identity with a special 

organization and their involvement and participation with the organization. Organizational commitment includes 

three factors in this definition: 1- Strong belief in the organization' objectives and values, 2- Willingness to a 

noticeable attempt for the sake of the organization, 3- Strong ambition and demand to continue the organization 

membership (Astires and Porter, 1983). 

 Meyer and Allen (1991) have divided the organizational commitment into the following three dimensions: 

 

. 

1- Affective commitment:  

This part of the organizational commitment is defined as the fixation to an organization, which is clarified 

by the acceptance of the organizational values and tendency to remain in the organization. 

 

2- Duty based or normative commitment:  
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 Duty based commitment is defined as a perceived duty to support the organization and its activities and 

indicates a sense of responsibility and necessity to remain in the organization; when individuals feel that 

continuation of activity and supporting the organization is their responsibility. 

 

3- Continuance commitment:  

 Originates from the perception of increase of lost costs in an organization. Lost costs are the expenditures 

for an activity or a project, which are not recoverable. Therefore if someone has continuance commitment, will 

become sensitive to increase of such costs. 

 Presenters of the model believe that it is better to consider the normative, continuance and affective 

commitment as the constituent components of the commitment rather than its special components because if 

some special kinds of commitment are included, the individual as a member feels little necessity and sense of 

responsibility to remain in the organization.  

 

The conceptual model of the research: 

 According to the matters said in the research background, the conceptual model is shown in figure 1. 

 
Fig. 1: The research concept model. 

 

The research hypotheses: 

The main hypothesis:  

 There is a meaningful relationship between the empowerment of staff and with the organizational 

commitment of Zahedan's municipality. 

Secondary hypotheses: 

1- There is a meaningful relationship between clarification of goals, responsibilities and authorities and the 

organizational commitment of Zahedan' municipality. 

2- There is a meaningful relationship between enrichment of jobs and job promotion of staff and the 

organizational commitment of Zahedan' municipality. 

3- There is a meaningful relationship between organizational dependence and spirits and the organizational 

commitment of Zahedan' municipality. 

4- There is a meaningful relationship between confidence, intimacy and honesty and the organizational 

commitment of Zahedan' municipality. 

5- There is a meaningful relationship between diagnosis and acknowledgment and the organizational 

commitment of Zahedan' municipality. 

6- There is a meaningful relationship between cooperation and teamwork and the organizational commitment of 

Zahedan' municipality. 

7- There is a meaningful relationship between communications and the organizational commitment of Zahedan' 

municipality. 

8- There is a meaningful relationship between workplace and the organizational commitment of Zahedan' 

municipality. 

9- There is a meaningful relationship between optimization of work processes and procedures and the 

organizational commitment of Zahedan' municipality. 

10- There is a meaningful relationship between information, knowledge and job skill and the organizational 

commitment of Zahedan' municipality. 
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The research methodology: 

 The present research is of application, descriptive and correlation type from the objective, nature and 

method point of view. In order to quantitatively analyze the data and collect and use managers and staff's 

viewpoints and attitudes of the mentioned organizations, the questionnaire was used. Having consulted 

respectable professors, experts and the clear-sighted and having conducted the researches by the researcher, the 

variables that could have been used for the test of the hypotheses were identified in the standard questionnaire of 

empowerment and the commitment questionnaire of Allen and Meyer (1996). These questionnaires were 

selected using the empowerment dimensions to evaluate the amount of organizational commitment of staff.  To 

make sure of the reliability of the questionnaire, Cronbach's alpha coefficient method was used. Having 

calculated the coefficient by the software SPSS, 0.83 and 0.79 were respectively obtained for the empowerment 

and organizational commitment questionnaires. As a result, the internal correlation of questionnaires was also 

confirmed. The statistical community of the research includes all 605 people of Zahedan' municipality staff. 

According to Morgan table, 235 people were selected as the sample volume, and 209 completed questionnaires 

were received. To analyze the data obtained from questionnaires, SPSS software, version 17 was used. In order 

to statistically analyze the data and evaluate the research variables, the frequency table and Pearson and 

Spearman correlation coefficient test were respectively used.  

 

The research findings: 

 In order to test the research hypotheses, Pearson correlation coefficient test was used, whose results are 

shown in the following table: 

 
Table 1: Test results of the research hypotheses. 

Variables N R  αp-value 

empowerment of staff and organizational 

commitment 
 

209 

 

845/0 
 

05/0 

 

000/0 

clarification of goals, responsibilities and 

authorities and the organizational commitment 
 

209 

 

753/0 
 

05/0 

 

000/0 

enrichment of jobs and job promotion of staff and 

the organizational commitment 
 

209 

 

685/0 
 

05/0 

 

000/0 

organizational dependence and spirits and the 

organizational commitment 
 

209 

 

664/0 
 

05/0 

 

000/0 

confidence, intimacy and honesty and the 

organizational commitment 
 

209 

 

707/0 
 

05/0 

 

000/0 

diagnosis and acknowledgment and the 

organizational commitment 
 

209 

 

655/0 
 

05/0 

 

000/0 

cooperation and teamwork and the organizational 

commitment 
 

209 

 

604/0 
 

05/0 

 

000/0 

communications and the organizational 

commitment 
 

209 

 

711/0 
 

05/0 

 

000/0 

workplace and the organizational commitment 
 

209 

 

682/0 
 

05/0 

 

000/0 

optimization of work processes and procedures and 

the organizational commitment 
 

209 

 

651/0 
 

05/0 

 

000/0 

 

 Since p-value at 0.05 error level is meaningful, therefore it can be concluded with 95 percent of certainty 

that there is a relationship between all empowerment components and the organizational commitment. However, 

to examine the type and severity of the relation, the amount of Pearson correlation coefficient is considered. As 

the sign of Pearson correlation coefficient is positive for between the components and organizational 

commitment, their relationship is positive and the severity of the relationships for the components 

empowerment, clarification of goals, responsibilities and authorities, enrichment of jobs and job promotion, 

organizational dependence and spirits, confidence, intimacy, recognition and acknowledgment, cooperation and 

teamwork, communications, workplace and optimization of work processes and procedures are respectively 

0.845, 0.753, 0.685, 0.664, 0.707, 0.655, 0.604, 0.711, 0.682 and 0.651, which indicates that there is a good 

relationship between empowerment components and the organizational commitment.  

 

The step by step regression test: 

 While conducting researches of this study, the researcher concluded that a ranking for the empowerment 

components and their effects on the organizational commitment can be obtained, and to this aim the step by step 

regression test was used, whose results are shown in table (2). 
Table 2: Results of the step by step multivariable regression to forecast the organizational commitment. 

R R2
Adj  βt Sig step Variables 

0.753 0.566 0.753 16.48 0.000 Frist clarification of goals, responsibilities and authorities 

0.865 0.747 
0.577 
0.461 

15.25 
12.20 

0.000 Second 
clarification of goals, responsibilities and authorities+ 

workplace 

0.905 0.817 0.465 13.48 0.000 Third clarification of goals, responsibilities and authorities+ 
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0.373 

0.314 

11.11 

8.96 

workplace+ 

enrichment of jobs and job promotion 

0.908 0.821 

0.468 
0.431 

0.358 

-0.111 

13.71 
10.41 

9.07 

-2.33 

0.000 Forth 

clarification of goals, responsibilities and authorities+ 
workplace+ 

enrichment of jobs and job promotion+ 

cooperation and teamwork 

 

 The results of table 2 indicate that among the empowerment components, four components of clarification 

of goals, responsibilities and authorities, workplace, enrichment of jobs and job promotion and cooperation have 

the most effect on the prediction of the organizational commitment. As it is shown in the above table, in the first 

step, clarification of goals, responsibilities and authorities (the predictor variable) is entered into the regression 

equation, and predicts 56 percent of the organizational commitment (the criterion variable), which has done the 

most prediction of the organizational commitment in Zahedan's municipality. In the second step, workplace is 

entered into the regression equation, which predicts 74 percent of the changes of the criterion variable together 

with clarification of goals responsibilities and authorities as a whole. The workplace components itself predicts 

18 percent of changes of the criterion variable. In the third step, enrichment of jobs and job promotion is entered 

into the regression equation, which predicts 81 percent of changes of the organizational commitment together 

with the other two components, while enrichment of jobs and job promotion alone has been able to predict 7 

percent of changes of the organizational commitment in Zahedan's municipality. In the fourth step, the 

cooperation components is entered into the regression equation, which predicts 82 percent of the changes of the 

criterion variable together with the other three components, while cooperation by itself predicts 1 percent of the 

changes of the organizational commitment.  

 

Conclusion and suggestions: 

 The results of the research hypotheses are shown in the following table, and some suggestions are put forth 

in the end as well.  

 
Table 3: The summary of results of the research hypotheses. 

hypothesis R Result hypothesis 

The main hypothesis: There is a meaningful relationship between the empowerment of 

staff and with the organizational commitment of Zahedan's municipality. 
0.84 Confirmed 

1- There is a meaningful relationship between clarification of goals, responsibilities and 

authorities and the organizational commitment of Zahedan' municipality. 
0.75 Confirmed 

2- There is a meaningful relationship between enrichment of jobs and job promotion of 

staff and the organizational commitment of Zahedan' municipality. 
0.68 Confirmed 

3- There is a meaningful relationship between organizational dependence and spirits and 

the organizational commitment of Zahedan' municipality. 
0.66 Confirmed 

4- There is a meaningful relationship between confidence, intimacy and honesty and the 

organizational commitment of Zahedan' municipality. 
0.70 Confirmed 

5- There is a meaningful relationship between diagnosis and acknowledgment and the 

organizational commitment of Zahedan' municipality. 
0.65 Confirmed 

6- There is a meaningful relationship between cooperation and teamwork and the 

organizational commitment of Zahedan' municipality. 
0.60 Confirmed 

7- There is a meaningful relationship between communications and the organizational 

commitment of Zahedan' municipality. 
0.711 Confirmed 

8- There is a meaningful relationship between workplace and the organizational 

commitment of Zahedan' municipality. 
0.68 Confirmed 

9- There is a meaningful relationship between optimization of work processes and 
procedures and the organizational commitment of Zahedan' municipality. 

0.65 Confirmed 

10- There is a meaningful relationship between information, knowledge and job skill and 

the organizational commitment of Zahedan' municipality. 
0.56 Confirmed 

 

 According to table 3, it can be seen that all hypotheses are confirmed, and empowerment together with its 

components have meaningful relationships with the organizational commitment. Some suggestions have been 

put forth to improve the situation of empowerment and commitment as follows: 

- The type of an organization attitude toward rehabilitation of human resource must be changed. The 

organization shall always be seeking for the discovery of staff's talents and skills, and the principle of giving 

them time to divulge their capabilities shall be spread. In such conditions it can be expected that challenges such 

as lack of power, following orders, reacting, quantity and "the others are responsible" be respectively 

transformed to capability, willingness to do, creativity and construction, quantity and quality, and all are 

responsible.  

- An organization needs the employees who are active in solving problems, and have a sense of responsibility 

not only for their assigned duties but also for the improvement of performance of all the collection. The 

necessity for this issue is that the organization has positive thoughts, and showing flexibility, is ready to accept 

new ideas of the staff. Implementation of effective trainings on group decision making, strengthening 
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communication skills in group frameworks, strengthening planning skills and eventually the method of 

acknowledgment of organizational efforts can have deep effects on creation of sense of individual and 

organizational responsibility.  

- In order to empower, the organization must move towards decentralization. In this case, some teams or 

groups are formed which are linked to each other and help the qualitative development of the organization 

through continuous group relationship and decision making, while doing their own duties. Although some 

problems like the possibility of lack of necessary individual or organizational equipment and potentials may 

impact this variable while executing, its major advantages such as more flexibility to execute the programs, 

optimal use of resources and less organizational executive difficulties cannot be easily ignored.  
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