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ABSTRACT 

The purpose of this study was to examine the effect of organizational culture on manpower empowerment 

in the Dana Insurance Company of Boyerahmad. Research method is descriptive and it is a field research 

and questionnaire and library studying was used to collect data. The study statistical population consisted 

all employees and representatives with education higher than diploma. The method is simple random 

sampling, and 132 cases were chosen by Morgan table. The measuring tools include two questionnaires 

consist of 31 questions of organizational culture based on Robbins model and 32 questions of manpower 

empowerment based on the excellence model and Likhert model and the Cronbach's alpha was used to 

measure the reliability of the questionnaires. In data analyzing in both descriptive and inferential levels 

Pearson correlation, multivariate regression, ANOVA were used. The results showed that there is a 

significant relationship between components of organizational culture including innovation, adventurism, 

management attention to growth and development, management attention to the results and efficiency, the 

effect of management attention to work details, the effect of management attention to employee 

participation in decision making, employees' activity around the working groups and increasing 

manpower empowerment.  Multivariate regression results showed that the three factors of organizational 

culture including growth and development, management attention to employees' participation in decision 

making, management attention to work details, have had the greatest effect on increasing manpower 

empowerment respectively. 

 

Keywords: Organizational Culture, Manpower Empowerment, Growth and Development, Management 

Attention to Employee Participation 

 

INTRODUCTION 

Currently a lack of attention and cognition to the issue of organization culture has created some problems 

and restrictions for organizations and government agencies in the country that some of them are loss of 

empowerment, loss of productivity, not fulfilling the organization's goals, to be time consuming and 

costly to do projects and inefficiency of the organizations. The culture of each organization, as a key 

factor, plays an important role in other important organizational factors including organizational design 

and structure, internal and external environment of the organization, manpower and management style, 

and most importantly, the strategy of the organization in achieving its goals. If organization members 

have no knowledge of their organizational culture they won't be able to understand the nature of the 

organization and achieve the organization's goals. Culture impacts on the process of decision-making and 

problem-solving, motivation, satisfaction and morale, creativity and innovation and in a word, in the 

management nothing independent of the role of culture can be found. 

Organizational culture, grants a sense of identity to members of the organizations. Culture creates some 

commitments beyond personal interests. Managers can control employees' social and occupational 

behavior through the (strong) organizational culture, by unwritten rules, by group norms and their related 

care. Experts' findings, suggest that the success of organizations in addition to some hardware such as 

structure, strategy and systems require some software such as employees, skills, styles and employees' 

values (organizational culture). Also the successful implementation of strategy in organizations depends 

on creating the necessary cultural arrangements in them and without the consent and cooperation of the 
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organizational culture the organization cannot be changed. It must be understood that organizational 

culture criterion for judging is the degree of consistency and coordination with the mission of the 

organization. 

Organizational management has a significant role in organization cultural strengthening so it should know 

the organizational culture well to be aware of its impact on the organization to try values of organizational 

culture and the employees' intellectual culture to be consistent otherwise it can be problematic for the 

organization and one of its negative effects is reducing the effectiveness of the organization and thus 

reducing empowerment in the organization, so the organization cannot have  its optimal use of human and 

material resources. Therefore, given that the scientists of organizational culture sciences emphasize the 

values as explaining the essence of a culture, so researcher has tried to measure the effects of the basic 

values forming of an organization culture on manpower empowerment in Dana insurance company of 

Yasooj branch. 

Research Literature 

Organizational Culture 

 

Table 1: Some of the most important definitions of organizational culture (Allameh, 1993) and 

(Shafie, 2000) 

The researcher or scientist Definition 

Spender (1975) A belief system that is shared between members of an organization. 

Ouchi (1981) 
A series of symbols, rituals, myths which transmit the basic values and 

beliefs of the organization to the employees. 

Dill and Kennedy (1982) What we do in this organization. 

Peter and Waterman 

(1982) 

A set of shared correlated values that are transferred by symbolic concepts 

such as legends, myths and folktales, proverbs and lines. 

Smirsich (1983) 
A set of key values, beliefs and principles that is common among the 

members of an organization. 

Davis (1985) 

Organizational culture is a pattern of shared values and beliefs that gives 

meaning to the members of an organization and provides some commands 

for their behavior.  

E.Schein (1985) 

Pattern of basic assumptions that a given group has communicated, 

discovered or developed it in order to learn how to deal with problems of 

external adaptation and internal integration . 

Hofstede (1990) Organizational culture is the collective programming of the mind. 

French (1990) 
A dominant pattern of beliefs, feelings, attitudes and norms that guide the 

behavior of individuals as they believe and follow them. 

Tosi (1990) 

Organizational culture has been considered as the molded way to thinking, 

feeling and responding in a way that is in an organization. They consider 

organizational culture in mental and unique programming of the 

organization. That it can reflect the "limited organizational personality ". 

Ronin (1991) 

Organizational culture is a system of shared meanings that is maintained 

by members of the organization and leads to differentiation of an 

organization from other organizations. It represents the shared perceptions 

among organizational members. 

Gordon  (1992) 

Organizational culture is a system of assumptions of and shared values in 

an organization that is widely respected and leads to particular behavioral 

pattern. 

 

There is no generally accepted definition of organizational culture, but in the simplest way, organizational 

culture can be a combination of beliefs, values, and defaults that there are in organizations and all 

members of the organization are more or less equally exposed and there is consensus and unanimity about 
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it. Mr. "Dill and Kennedy" define organizational culture according to its working method and the produce 

method, method of payment of wages and bonuses, employees' behavior and all organizational activities 

can be considered as organizational culture (Toosi, 2001). 

Some of the most important definitions related to the organizational culture by scholars and behavioral 

scientists are in the above table: 

Component Elements of Organizational Culture 

It appeared that there were seven characteristics that collectively represents and reflects the essence of 

organizational culture; these features include (Robbins, 1999): 

1. Innovation and risk-taking: the extent to which employees are encouraged to innovating and risk-

taking. 

2. Attention to detail: The amount that an employee must pay attention to details, to be careful and to do 

the analysis. 

3. Considering the outcomes: the extent to which management should focus on the achievement results) 

4. Considering members: the extent of attention (at the time of decision-making and participation of 

individuals) the management organization's showed to members. 

5. Considering the team: how work and activities are concentrated on the team (not the people). 

6. Ambitions: The extent or degree to which individuals and members are ambitious. 

7. Sustainability: The extent or degree to which the organization emphasize on maintaining the existing 

condition. 

Manpower Empowerment 

Empowerment refers to the process by which managers help other employees to obtain the power to 

decide their own affairs. In other words, empowerment is educating employees so that they are less 

dependent on the manager. Empowering tells the employees that you have freedom to act and you are 

responsible for the results obtained this means that employees are responsible for their decisions and 

actions (Carlos john et al., 1999). 

Characteristics of Empowered Environment 

- Enriching the related components to the responsibility 

- Extending the skills and tasks required for each job 

- Creating the ground for the development of creativity and imagination 

- Creating conditions for people to control decisions relating to their work 

- Complete the entire job instead of part of it 

- Customer satisfaction 

- Aligning with market needs 

In this regard, energy of the force that is forming in empowered environments is forming not only from 

the new relations of employees but it is caused by new relationship between employees and the 

organization and these two factors move together. In this case, the individual has responsibility not only 

about his work and job but also he has a sense of ownership for the total problem.  

In the above condition the working groups react not only to what is expected of them but in most cases 

they are beginning an action. In this situation, employees are a decision maker, not the follower; everyone 

in the group feels constantly is learning and developing his skills to cope with present needs. 

It is often thought that in empowerment you are doing something for others. 

While empowerment refers to the stages of the operation, something happens in human relationships. 

Figure 1: Enabling from inside to outside (Dennis and Dee Scott, 1998) 

The Relationship between Organizational Culture and Employees' Empowerment 

From the experts' view, the ability to improve empowerment to a great extent depends on employees' 

performance and organizational culture affect people organizational behavior and thus their performance 

by shaping their beliefs and attitudes directly. According to Schermerhorn  and his colleagues 

effectiveness of a culture depends on three characteristics: 

1. It should increase the financial strength of the organization. 

2. It must be unique. 
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3. It should be difficult to imitate. 

In an article entitled "Making continuous variation" by Dr. Torzal, President of the World Confederation 

of Productivity that was delivered at the Seventh Congress of the Federation of Malaysia (November 

1990), components that are called performance improving components, The following components are 

elements of organizational culture that include employee participation, supervision, leadership, 

communication, commitment to quality. 

In the statement of "Montreal" that describes the concepts and principles of operation, the following 

fundamental principles are found that are deeply rooted in organizational culture. 

1- We believe that these improvements will start from the point to recognize what we should produce and 

what we should provide (effectiveness) how it should be produced and supplied (efficiency) and the 

production or supply of goods and services have no employment necessary. 

2- We believe that the effectiveness arises when organized human activities oriented to responding to the 

needs of society and individuals within the organization and the effectiveness emphasizes on the concept 

of quality in a changing sense of satisfying acceptance of goods and services. 

3- We believe that performance arises when organized activities carried out in a way that the amount of 

resources consumed not to be excessive to produce and supply high quality goods and services.  

4- We believe that occupation is when the effective human activities start and continue without 

interruption. 

5- We believe that when human activity is accompanied by the uniform, effective and efficient degree 

human kind will enjoy it with increase in the standard of living, more freedom in development and 

production, and broad opportunities for recovery and reform and solve the problems that the world faces 

them (Allameh, 1993). 

Dobrin shows culture results as follows: 

Figure 2 shows the culture results from Dobrin perspective (Ghobadi, 1996). 

Research Hypothesis 

The Main Hypothesis 

Management attention to organizational culture will empower the company's manpower. 

The sub hypothesis 

1-  Management attention to the innovation of employees empowers manpower. 

2- Management attention to the adventurism of employees empowers manpower. 

3- Management attention to the growth and development of employees empowers manpower. 

4- Management attention to the results and efficiency of employees empowers manpower. 

5- Management attention to the employee's participation in decision making empowers manpower. 

6- Management expectations of employees to pay attention to work details empower manpower. 

7- Organizing employees' activities around working groups will empower manpower. 

8- There is difference between respondents' views on organizational culture components with regard to 

education and work experience. 

9- There is difference between respondents' views on manpower empowerment components with regard 

to education and work experience. 

 

MATERIALS AND METHODS  
In this study research method is descriptive of field branch. The statistical sample of this study consisted 

of all government employees and all representatives of Dana Insurance Company of kohkiloyeh and 

Boyerahmad who have high school diploma included 210 patients. Sampling method for this study was 

simple random sampling.  

In order to select statistical samples for this study, the sample was randomly selected as an alternate after 

taking a computer diskette for all insurance company personnel of kohkiloyeh and Boyerahmad. 

Measuring tools consists of two questionnaires and the questions are designed based on a five-point 

Likert scale. The first questionnaire is organizational culture questionnaire, which included 31 questions 
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and was designed based on Stephen Robbins model. The second questionnaire is Manpower 

empowerment questionnaire which consists of 32 questions and is designed based on excellence model.  

In this study, Cronbakh alpha was used to measure the reliability of the questionnaire and 0.95 was 

obtained for organizational culture and manpower empowerment questionnaires. Inferential statistics, 

Pearson correlation, multivariate regression and ANOVA and Tukey's test were used to data analyze. 

Data Analysis 

The Most Important Hypothesis 

H0= there is no relationship between management attention to organizational culture and manpower 

empowerment.  

H1= there is a relationship between management attention to organizational culture and manpower 

empowerment. 

 

Table 2: The most important hypothesis 

Organizational culture Independent variable 

r
2
=0.940 P=0.000 r=0.970 Manpower empowerment 

 

According to the above table, the correlation between organizational culture and empowerment is 

significant at p 0.01, therefore, there is a relationship between manpower empowerment and 

organizational culture, in other words this hypothesis is accepted and the coefficient of determination 

showed that 94% of the score variance is shared between organizational culture and manpower 

empowerment. 

The First Sub-hypothesis 

H0= there is no relationship between management attention to employee innovation and manpower 

empowerment.  

H1= there is a relationship between management attention to employee innovation and manpower 

empowerment. 

 

Table 3: The first hypothesis 

Innovation Dependent variable 

r
2
=0.168 N=132 P=0.000 r=0.410 Manpower empowerment 

 

According to the above table, the correlation between manpower empowerment and innovation is 

significant at p 0.01, therefore, there is a relationship between manpower empowerment and innovation, 

in other words this hypothesis is accepted and the coefficient of determination showed that 94% of the 

score variance is shared between manpower empowerment and innovation. 

The Second Sub-hypothesis 

H0= there is no relationship between management attention to employee adventurism and manpower 

empowerment.  

H1= there is a relationship between management attention to employee adventurism and manpower 

empowerment. 

 

Table 4: The second hypothesis 

Adventurism Dependant variable 

r
2
=0.220 N=132 P=0.000 r=0.470 manpower empowerment 

 

According to the above table, the correlation between manpower empowerment and adventurism is 

significant at p 0.01, therefore, there is a relationship between manpower empowerment and adventurism, 

in other words this hypothesis is accepted and the coefficient of determination showed that 22% of the 

score variance is shared between manpower empowerment and adventurism. 
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The Third Sub-hypothesis 

H0= there is no relationship between management attention to employee growth and development and 

manpower empowerment.  

H1= there is a relationship between management attention to employee growth and development and 

manpower empowerment. 

 

Table 5: The third hypothesis 

Growth and development Dependant variable 

r
2
=0.403 N=132 P=0.000 r=0.635 manpower empowerment 

 

According to the above table, the correlation between manpower empowerment and growth and 

development is significant at p 0.01, therefore, there is a relationship between manpower empowerment 

and a growth and development, in other words this hypothesis is accepted and the coefficient of 

determination showed that 40.3% of the score variance is shared between manpower empowerment and 

growth and development. 

The Forth Sub-hypothesis 

H0= there is no relationship between management attention to results and efficiency of personnel and 

manpower empowerment.  

H1= there is a relationship between management attention to results and efficiency of personnel and 

manpower empowerment. 

 

Table 5: The forth hypothesis 

Attention to results and efficiency Dependant variable 

r
2
=0.268 N=132 P=0.000 r=0.518 manpower empowerment 

 

According to the above table, the correlation between manpower empowerment and results and efficiency 

is significant at p 0.01, therefore, there is a relationship between manpower empowerment and results and 

efficiency, in other words this hypothesis is accepted and the coefficient of determination showed that 

26.8% of the score variance is shared between manpower empowerment and results and efficiency. 

The Fifth Sub-hypothesis 

H0= there is no relationship between management attention to employee participation in decision making 

and manpower empowerment.  

H1= there is a relationship between management attention to employee participation in decision making 

and manpower empowerment. 

 

Table 5: The fifth sub-hypothesis 

Employee participation in decision making Dependant variable 

r
2
=326 N=132 P=0.000 r=0.571 manpower empowerment 

 

According to the above table, the correlation between manpower empowerment and employee 

participation in decision making is significant at p 0.01, therefore, there is a relationship between 

manpower empowerment and employee participation in decision making, in other words this hypothesis 

is accepted and the coefficient of determination showed that 32.6% of the score variance is shared 

between manpower empowerment and employee participation in decision making. 

The Sixth Sub-hypothesis 

H0= there is no relationship between management expectation from employees to pay attention to work 

details and manpower empowerment.  

H1= there is a relationship between management expectation from employees to pay attention to work 

details and manpower empowerment.  

 



Indian Journal of Fundamental and Applied Life Sciences ISSN: 2231– 6345 (Online) 
An Open Access, Online International Journal Available at www.cibtech.org/sp.ed/jls/2014/04/jls.htm 
2014 Vol. 4 (S4), pp. 547-557/Nasab and Soltani 

Research Article 

© Copyright 2014 | Centre for Info Bio Technology (CIBTech)  553 

 

Table 8: The sixth sub-hypothesis 

Management expectation from employees to pay attention to work 

details 
Dependant variable 

r
2
=0.263 N=132 P=0.000 r=0.513 manpower empowerment 

 

According to the above table, the correlation between manpower empowerment and work details is 

significant at p 0.01, therefore, there is a relationship between manpower empowerment and work details, 

in other words this hypothesis is accepted and the coefficient of determination showed that 26.3% of the 

score variance is shared between manpower empowerment and work details. 

The Seventh Sub-hypothesis 

H0= there is no relationship between organizing employees' activities around working groups and 

manpower empowerment.  

H1= there is a relationship between organizing employees' activities around working groups and 

manpower empowerment.  

 

Table 9: The seventh sub-hypothesis 

Forming team and working groups Dependant variable 

r
2
=0.179 N=132 P=0.000 r=0.424 manpower empowerment 

 

According to the above table, the correlation between manpower empowerment and forming team and 

working groups is significant at p 0.01, therefore, there is a relationship between manpower 

empowerment and forming team and working groups, in other words this hypothesis is accepted and the 

coefficient of determination showed that 18% of the score variance is shared between manpower 

empowerment and Forming team and working groups. 

The Eighth Sub-hypothesis 

H0= there is no relationship between respondents' ideas about components of organizational culture 

according to education level. 

H1= there is a relationship between respondents' ideas about components of organizational culture 

according to education level. 

 

Table 10: the sub-hypothesis 8-1 
Educational level 

 

             Cultural 

components 

Diploma
 Associate 

Degree
 BA MA 

Fob p 

X  S X  S X  S X  S 

innovation 11.39 2.71 11.76 2.02 11.69 2.80 12.15 3.41 0.306 0.821 

adventurism 13.65 3.05 13.70 2.57 13.70 2.77 13 3.87 0.215 0.886 

Growing and 

development 
12.23 3.47 13.29 3.08 12.76 3.17 12.38 3.45 0.517 0.671 

Results and outcomes 8.98 2.65 9.53 2.15 9.84 2.43 10.15 2.91 1.316 0.272 

Employees' 

participation 
12.43 3.32 13.47 2.67 13.14 3.00 12.69 4.05 0.649 0.585 

Work details 11.00 2.43 11.50 2.20 12.08 5.01 10.46 3.67 1.05 0.371 

Considering working 

groups 
11.04 2.67 11.18 2.40 11.08 4.97 10.31 3.64 0.165 0.920 

Fcr(α=0.05)=2.60 
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According to the above table there is no significant relationship for organizational culture components in 

level 0.05. According to results of analysis of variance it is observed that the observed f for all 

organizational culture components is less than the critical F-value of the table, so H1 is rejected and H0 is 

accepted. 

The Ninth Sub-hypothesis 

H0= there is no relationship between respondents' ideas about components empowerment according to 

education level. 

H1= there is a relationship between respondents' ideas about components of empowerment according to 

education level. 

 

Table 11: The ninth sub-hypothesis 

education level                    

                          components of         

empowerment 

Diploma
 Associate 

Degree
 BA MA 

Fob p 

X  S X  S X  S X  S 

Ability 17.84 2.89 18.18 4.16 17.47 3.09 17.69 3.07 0.249 0.862 

Clarity 13.29 2.56 13.94 2.46 13.68 2.35 13.15 4.24 0.407 0.748 

Assistance 10.63 2.59 12.12 2.37 12.58 5.04 12.38 2.78 2.570 0.057 

Motivation 15.82 2.78 15.35 2.37 16.19 2.77 16.77 3.98 0.746 0.526 

Evaluation 12.80 3.19 13.76 2.49 12.80 2.89 13.00 2.94 0.509 0.677 

Reliability 10.08 2.79 11.47 3.32 11.69 4.96 9.38 3.04 2.58 0.056 

Environment 19.96 2.65 20.23 3.38 20.69 5.67 18.38 3.50 1.06 0.369 

Fcr(α=0.05)=2.60 

 

According to the above table there is no significant relationship between employees' ideas for employees' 

empowerment components considering educational level in level 0.05. According to results of analysis of 

variance it is observed that the observed f for all employees' empowerment components is less than the 

critical F-value of the table, so H1 is rejected and H0 is accepted. 

 

Table 12: Analysis of multivariate regression 

Sig T Beta B Sig Fchangel Sig F R
2 

R  

0.000 9.51 0.635 2.77 0.000 90.37 0.000 90.37 0.403 0.635 
)3) growth and 

development 

0.000 

0.001 

6.83 

3.55 

0.504 

0.262 

2.20 

1.00 
0.000 12.62 0.000 55.42 0.455 0.674 

)3) growth and 

development 

(6) work details 

0.000 

0.000 

0.003 

4.46 

3.03 

3 

0.374 

0.221 

0.243 

1.63 

0.852 

1.09 

0.003 9.05 0.000 42.20 0.490 0.70 

)3) growth and 

development 

(6) work details 

(5) employees' 

participation 

  

Analysis of multivariate regression showed there is a relationship between attention to details of growth 

and development and empowerment. According to coefficient of determination of 40%, empowerment 

can be determined by growth and development, with the arrival of variable of work details and 

determined variance of 45% and inserting variable of employees' participating in decision making the 

determined variance increases to 49%, the orientation in this relationship shows that there is a direct 

relationship between components of attention to details of growth and development and employees' 

participation with empowerment. The highest impact of organizational culture components on manpower 
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empowerment are as follows: growth and development, employee participation in decision making and 

attention to details of work. Observed F in 0.01 levels is significant, so the result of the equation can be 

generalized to the target population. 

(0.221) Attention to details of work + (0.243) employee participation in decision-making + (0.374) 

growth and development + 58.22 = Y (Eq manpower empowerment)  

3x 221/0 + 2x 243/0 + 1x 374/0 + 22/58 = Y regression line equation 

 

RESULTS AND DISCUSSION 

The First Sub-hypothesis 

Analysis of the first sub-hypothesis findings of this study in (Table 3) showed that correlation coefficient 

is significant between manpower empowerment and innovation at 0.01(r=0.410) so there is a direct 

relationship between manpower empowerment and innovation. On the other hand, the coefficient of 

determination showed that 16.8% of score variance is shared between manpower empowerment and 

innovation. The results showed that management attention to six factors of innovation (capability, clarity, 

protection, motivation, evaluation, reliability) is significant at p 0.01 but it isn't significant for 

environment (p=0.0786, r=0.023). 

The Second Sub-hypothesis 

Analysis of the second sub-hypothesis findings of this study in (Table 4) showed that correlation 

coefficient is significant between manpower empowerment and adventurism at 0.01(r=0.470) so there is a 

significant relationship between manpower empowerment and adventurism. On the other hand, the 

coefficient of determination showed that 22% of score variance is shared between manpower 

empowerment and adventurism. The results of the table showed that correlation coefficient between 

management attention to adventurism is significantly related to four factors of manpower empowerment 

(capability, clarity, motivation, evaluation, environment) at p 0.01 and protection and reliability are 

significant at p=0.05. 

The Third Sub-hypothesis 

Analysis of the third sub-hypothesis findings of this study in (Table 5) showed that correlation coefficient 

is significant between manpower empowerment and growth and development at 0.01(r=0.635) so there is 

a direct relationship between manpower empowerment and growth and development. On the other hand, 

the coefficient of determination showed that 40% of score variance is shared between manpower 

empowerment and growth and development. The results showed that correlation coefficient between 

management attention to growth and development is significantly related to six factors of empowerment 

(capability, clarity, protection, motivation, evaluation, environment) at p 0.01 but reliability is significant 

at p=0.05. 

The Forth Sub-hypothesis 

Analysis of the forth sub-hypothesis findings according to (Table 6) showed that correlation coefficient is 

significant between manpower empowerment and results and efficiency at 0.01(r=0.518) so there is a 

relationship between manpower empowerment and results and efficiency. On the other hand, the 

coefficient of determination showed that 27% of score variance is shared between manpower 

empowerment and results and efficiency. The results showed that correlation coefficient between 

management attention to results and efficiency is significantly related to five factors of empowerment 

(clarity, protection, motivation, evaluation, reliability) at p 0.05 but environment isn't  significant at 

p=0.05 (r=0.127, p=0.140). 

The Fifth Sub-hypothesis 

Analysis of the fifth sub-hypothesis findings according to (Table 7) showed that correlation coefficient is 

significant between manpower empowerment and employee participation in decision making at 

0.01(r=0.571) so there is a relationship between manpower empowerment and employee participation in 

decision making. On the other hand, the coefficient of determination showed that 32.6% of score variance 

is shared between manpower empowerment and employee participation in decision making. The results 
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showed that management attention to employee participation in decision making is significantly related to 

seven factors of empowerment at p=0.01. 

The Sixth Sub-hypothesis  
Analysis of the sixth sub-hypothesis findings according to (Table 8) showed that correlation coefficient is 

significant between manpower empowerment and paying attention to work details at 0.01(r=0.513) so 

there is a relationship between manpower empowerment and paying attention to work details.  

On the other hand, the coefficient of determination showed that 26.3% of score variance is shared 

between manpower empowerment and paying attention to work details. The results showed that paying 

attention to work details is significantly related to six factors of empowerment (clarity, protection, 

motivation, evaluation, reliability, environment) at p 0.01 but capability isn't  significant (r=0.085, 

p=0.323). 

The Seventh Sub-hypothesis 

Analysis of the seventh sub-hypothesis findings according to (Table 9) showed that correlation coefficient 

is significant between manpower empowerment and forming team and working groups at 0.01(r=0.424) 

so there is a relationship between manpower empowerment and Forming team and working groups. Also 

the results showed that correlation coefficient is significantly related to three factors of empowerment 

(clarity, protection, environment) at p 0.01 but capability and evaluation  are  significant at 0.05 and 

motivation and reliability aren't significant at p= 0.05 (r=0.6, p=0.487), (r=0.138, p=0.108). 

Suggestions 

Organization management should consider the following regarding component of the "Innovation in 

Organization": 

- To take supportive strategies of new ideas in organizations. 

- To establish research groups. 

- To take some efforts in recruiting and attracting creative forces in the organization. 

- To provide facilities for research and funding for innovative efforts. 

Organization management should consider the following regarding component of the "growth and 

development": 

- To pay particular attention to the concept of "mutual respect" and to institutionalize the working 

relationship between supervisors and subordinates personnel. 

- To increase employees' empowerment by fostering a spirit of self-control and self-direction in 

employees. 

- To pay attention to institutionalize a culture of responsibility and conscientiousness. 

- Managers and supervisors should pay attention to employees' moral and material problems. 

Organization management should consider the following regarding component of the "adventurism": 

- Managers and supervisors should have the necessary protection from the employees through attracting 

their interest in confronting the problems of working and leading them to adopt more responsibilities. 

- Managers and supervisors should be aware of issues of "risk management". 

- It should be attempted to have monthly meetings of the authorities of different parts with their staff and 

to listen to their views and problems. 

Organization management should consider the following regarding component of the "paying attention to 

work details": 

- Topics such as job analysis, constructing work, work control strategies should be considered. 

- With regard to the issue of hourly, periodic, resting permission and its important role in increasing work 

interest and do things carefully in human resources; managers and supervisors should avoid 

obstructionism according to the criteria announced by personnel. 

Organization management should consider the following regarding component of the "employee 

participation in decision making": 

- Strategic Committee should be established to act in terms of the views and recommendations of staff. 

- MBO (management by objective) should be considered in respect of employee participation in decision 

making. 
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- The executive structure of employee participation in decision-making should be designed, documented 

and approved. 

Organization management should consider the following regarding component of the "attention to the 

organization's results and efficiency ": 

- Supervisors and managers should appreciate the results of employees' work. 

- They should pay attention to organization's headquarters based on the theory of system in terms of 

efficiency. 

Organization management should consider the following regarding component of the "attention to 

teamwork ": 

- The belief in team work and team work culture should be explained and promoted through conferences, 

seminars and briefing sessions.  

- Managers and supervisors of units should analyze the problems caused in the branch by the formation of 

specialized teams composed of experts. 
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