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ABSTRACT  
 
 According to a lot of experts, job satisfaction is one of the most challenging organizational concepts and 
the basis of many management policies and strategies for increasing productivity and organizational 
efficiencies. Empowerment and enabling the employees was considered within three variables of the feelings 
for job significance, competence, and effectiveness, and the required data was collected and analyzed in 
surveying method, by the use of a spectral questionnaire. Since the aim was studying the correlation and 
presenting the predicting model, the statistical inferring methods and also structural equations were used after 
determining the samples. The statistical population included the employed staff in the Social Welfare 
Organization of Markazi province, in 2009.  
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Introduction 
  
 One of the most vital behavioral concepts in 
organizations is job satisfaction. There have always 
been indications considering satisfaction or the lack 
of satisfaction that have been regarded as one of the 
very important factors in occupational success or 
otherwise, in lack of success. When employees join 
an organization, they take with them a combination 
of requests, requirements, wishes and past 
experiences that all together create occupational 
expectations. Job satisfaction indicates the 
combination of individuals’ occupational 
expectations and the provision of those expectations. 
The expectations differ from each other qualitatively 
and from intensity point of view, since people regard 
different aspects of jobs. If the obtained results were 
equal to their expectations, it is expected for the 
employees to be satisfied from their jobs, but if the 
results differed from their wishes, the organization 
would confront dissatisfactions and individual prefer 
to dissolve the discrepancies and inequalities, in 
some way or another. On the other hand, the factors 
such as the increase of customers’ expectations, 
globalization growth and very advance technology 
are among the factors that have caused 21st century 
organizations to get a different form as compared to 
traditional organizations. Only the energy of 
employees was managed in traditional organizations, 
while it is required in new organizations to manage 
initiations and ideas as well as energy. Not only in 

such conditions the hierarchical demanding-
controlling methods are not appropriate, but the 
employees themselves  should be creative and solve 
the difficulties quickly and play effective roles in the 
self-driven teams [8]. Thus, the necessity to train 
employees having self-management abilities has 
caused empowerment of human resources to be 
considered as a new paradigm, by management 
authorities. 
 
A review on the subject literature: 
 
  Job satisfaction could be defined as the 
mentality, sentiments and practical inclinations of 
individuals for their occupations. Job satisfaction is 
one of the extended subjects of management affected 
by different factors and variables. The subject of job 
satisfaction should be considered and analyzed from 
different angles and viewpoints for the extended 
research. Different theories such as human 
requirement and expectation theories, targets and 
documents have been presented in this regard. 
 In addition to providing appropriate conditions 
for replacements, promotions and job cycles, 
empowerment the employees and providing 
capabilities for them will follow other 
transformations in all dimensions and scopes 
(technical, administrative, organizational) in 
organizations. Hence, enabling and empowering of 
human resources should be done to fulfill the 
mentioned goals, in order to minimize the probable 
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problems as much as possible, and instead, have an 
effective step towards productivity and effectiveness. 
During the past 20 years, organizational theorists 
have considered the concept of empowerment, 
specifically and have called it as an element in 
increasing the efficiencies and motivations of the 
employees [9]. 
 The specialists and intellectuals in management 
science and organizational sociology have discussed 
about job satisfaction in various aspects such as 
requirements hierarchy theory, Herzberg dual factor 
theory, etc…..            
 Empowerment and enabling has been 
considered in the organization and management 
literature since 1980s. The principle philosophy of 
empowering is achieving participating management 
and providing attribution of responsibilities to 
individuals and groups. The capability and 
responsibility of staff increase, by this way, in 
participation, authorities and cooperation. The 
subject of empowerment is based on psychology, 
sociology and theology that goes back to past 
decades or even past centuries. The function of each 
organization follows the performances of human 
resources, facilities and the available financial and 
technical tools in that organization and the 
organization functions are based on the motivations 
and capabilities.  
 Empowerment is among the factors providing 
the expansion and development pyramid regarding 
the abilities of employees for better and more 
performances regarding the assigned duties to them. 
If the capabilities of individuals increased, they 
would be able to potentially work in higher levels 
and have betters activities. Clearly, this potential 
capability causes higher motivations. Hence, 
considering empowerment of human resources is a 
vital and essential task for developing organizations 
in different economic and financial aspects, 
organizational cultures, and technology.  
 There are various definitions for empowerment. 
Most researchers agree that the main element in 
empowerment is giving freedom of action to the 
employees in activities related to their occupations. 
Despite the wide application of empowerment in 
organizational science, one of the problems that is 
not considered properly in the primary application of 
this term is the lack of an operational definition from 
the phrase of empowerment. 
 Different models have been presented for 
empowerment, among which are the Bandura model, 

Noller model and Blanchard model. The result of 
Bandura’s research in psychology is the introduction 
of four different tools for empowering individuals: 
1- Using positive sentimental supports in working 
stresses and stimulations. 
2- Using positive encouragements and incitements. 
3- Having models of successful people, known to 
them. 
4- Actual experiences of domination in successful 
execution of work (successful experience). 
 Noller has attributed a 4-dimensional model for 
empowerment that he calls it “an ideal Webber 
model”. He believes:”We discuss about empowering 
individuals or groups in definite situations, when 
they are having the following conditions: 
1- They have full potential for decision making. 
2- They have full responsibility to perform any 
decisions. 
3- They have full access to relative tools for 
decision making and its execution. 
4- They have full responsibility of admitting the 
consequences of any kinds of decisions.” 
 This is a proper situation that is not observed in 
organizations, continually.  
 Blanchard et al. propose a model, too, in which 
three key factors are considered that include: 
1- Participating in public information. 
2- Creating autonomy with determining the limits, 
via specific frameworks and delimitations. 
3- Replacing self- governing teams to hierarchism 
(K.Basti, 2001). 
 
Research methodology: 
 
 Regarding the nature and aims, the present 
research is applicable type of research and is a 
surveying type with regards to data collection for 
examining the assumptions. Also since the relation 
between the variables empowerment and job 
satisfaction for managers and specialists is analyzed, 
this research is of correlation type Statistical 
population for the research includes the employees 
of Markazi province Social Welfare Organization, 
140 of whom were selected by a simple random 
sampling. 
 According to theoretical literature reviews, 3 
variables of the feeling for job significance, the 
feeling of competence and the feeling of 
effectiveness were determined as the establishing 
elements of empowerment, and fig.(1) shows their 
conceptual relationships. 

 
Table 1: The variable of research and number of question in questionnaire. 

Variable type Variable name Number of question(Q)  in 
questionnaire 

Related question 

Dependent variables Job satisfaction 10Q 27 to 18 
Independent variables occupation significance 3 Q 6 8 و 7 و 

Competency 3 Q 911 و 10 و 
determination of fate 3 Q 1214و 13 و 

Effectiveness 3 Q 1517 و 16 و 
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Fig. 1: Conceptual modle of reaserch. 
 
The four hypotheses provided in this research 
include: 
1st hypothesis) There is a significant relation between 
the feeling for occupation significance and 
employees job satisfaction. 
2nd hypothesis) There is a significant relation 
between the feeling of competence and job 
satisfaction. 
3rd hypothesis) There is a significant relation 
between the feeling of effectiveness and job 
satisfaction. 
4th hypothesis) There is a significant relation 
between determination of fate and job satisfaction. 
 The required data was collected by using a 
questionnaire with the qualitative scale of Likert. 
The durability of the questionnaire was calculated by 
Alfa-Cronbach method and the value of 0.86 was 
obtained for 33 questions. The collected data was 
analyzed by the aid of statistical techniques for 
correlation coefficient, testing the correlation 
coefficient, regression equation and coefficient of 
determination.  
 
Data and information analysis: 
 
 According to the performed analyses in testing 
hypotheses in this research, it was defined that there 
is a significant relation in the first hypothesis with 
the correlation coefficient of “r=0.498”, between the 
feeling for occupation significance and the level of 
employees job satisfaction. There is a negative 
relation with the correlation coefficient of “r=0.34” 
between the feeling of competence and job 
satisfaction in the second hypothesis. In the third 
hypothesis, there is a positive relation with the 
correlation coefficient of “r=0.505”, between the 
rights to determine the individuals fate and the level 
of job satisfaction. With the correlation coefficient of 
“r=0.516” in the fourth hypothesis, there is a positive 
relation between effectiveness and job satisfaction. 
The rate of correlation in this research was 
considerable in between all the variables apart from 
competence, and tree hypotheses of the research 
were approved among four in the statistical 
population, while the second hypothesis was refused. 
Moreover, regarding the minimum presented 
significance level for the coefficients, the regression 
line was defined. 

A) The constant coefficient could be neglected 
(Min. level of significance is higher that 0.05). 
B) The competence variable has negative effects 
and could be eliminated regarding the min. level of 
significance. 
 
Conclusions: 
 
 The obtained results from the hypotheses 
indicate that since the individual has a feeling of 
significance and his task is important d valuable for 
him, he will have adequate authority in doing his 
duties and could be decisive in his job, having 
sufficient freedom of activity in his work. 
Controlling, influence and the effectiveness of him 
on organizational matters have caused his job 
satisfaction to increase; i.e. by increasing the values 
of “X” (the feelings of effectiveness, significance 
and the rights to determine one’s fate), the value of 
“Y’ ( the level of employees job satisfaction) will 
relatively increase, too.   
 Hence, according to the analysis in testing the 
hypotheses in this research, it was found that there is 
a positive relation between the sense of job 
significance and the sense of job satisfaction, there is 
a negative relation between the sense of competence 
and the level of job satisfaction and there is a 
positive relation between the sense of effectiveness 
and the level of job satisfaction. Also, regarding the 
presented minimum significance level for the 
coefficients, the regression model was therein 
considered. 
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Diagrams, Tables and Charts 
Finding for Survey test 
Scale: ALL VARIABLES 
Case Processing Summary 

 N % 
Cases Valid 20 100.0 

Excluded(a) 0 .0 
Total 20 100.0 

 
a  Listwise deletion based on all variables in the procedure. 
 
Reliability Statistics: 

Cronbach's Alpha N of Items 
.860 22 

 
Item-Total Statistics: 

 Scale Mean if Item 
Deleted 

Scale Variance if 
Item Deleted 

Corrected Item-
Total 

Correlation 

Cronbach's Alpha if Item 
Deleted 

Significance 79.5500 100.892 .602 .849 
Significance 79.2000 104.484 .426 .855 
Significance 79.6000 99.832 .688 .847 
Competence 79.4500 110.366 .017 .869 
Competence 79.4000 111.621 -.044 .871 
Competence 79.8500 108.345 .131 .864 

Future determination 80.5000 103.211 .413 .855 
Future determination 80.3000 105.800 .237 .862 
Future determination 80.3500 107.818 .210 .861 

Effectiveness 80.0000 111.579 -.041 .871 
Effectiveness 80.2000 109.116 .095 .865 
Effectiveness 80.5500 98.787 .560 .849 

Job satisfaction 80.3000 100.853 .490 .852 
Job satisfaction 80.0500 95.418 .754 .842 
Job satisfaction 79.8000 95.537 .775 .841 
Job satisfaction 80.4000 93.937 .656 .845 
Job satisfaction 80.3500 104.766 .339 .857 
Job satisfaction 79.4000 97.832 .820 .843 
Job satisfaction 79.8000 94.168 .728 .842 
Job satisfaction 80.6500 97.713 .605 .848 
Job satisfaction 79.4000 98.147 .736 .844 
Job satisfaction 79.6500 103.187 .448 .854 

 
Table 1: Finding Results from Analyzing of Theories. 
The output of Theories Analyzing 

Related questions Number of questions  in 
questioner 

Name of Variable Kind of variable 

18-27 10 questions Job satisfaction Dependent variable 
 3 questions Job significance independent variables 
 3 questions Competence 
 3 questions Future determination 
 3 questions Effectiveness 
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Table 2: Some Statistical indices Related to Research Variables 
Descriptive Statistics 

 N Range of 
Changes 

Min. Points Max. Points Ave. Points Points for Standard 
Deviation 

Points for 
Variance 

satisfaction 140 3.60 1.40 5.00 3.6321 .72809 .530 
Significance 140 3.33 1.67 5.00 4.2286 .69953 .489 
Competence 140 4.00 1.00 5.00 4.1929 .66314 .440 

Future determination 140 4.00 1.00 5.00 3.3810 .82871 .687 
Effectiveness 140 4.00 1.00 5.00 3.1738 .95080 .904 

Valid N (listwise) 140       
 
Table 3:  shows correlation coefficient matrix between research variables 
Table 3: Correlations 

 Satisfaction manidarbodan shayesteghi 
Pierson Correlation coefficient Satisfaction 1.000 .498 .034 

Significance .498 1.000 .101 
Competence .034 .101 1.000 

Future determination .505 .148 .161 
Effectiveness .516 .190 .132 

Min level of Significance Satisfaction . .000 .346 
Significance .000 . .118 
Competence .346 .118 . 

Future determination .000 .041 .029 
Effectiveness .000 .012 .061 

Correlations 
 Future determination Effectiveness 

Pierson 
Correlation coefficient 

Satisfaction .505 .516 
Significance .148 .190 
Competence .161 .132 

Future determination 1.000 .637 
Effectiveness .637 1.000 

Min level of Significance Satisfaction .000 .000 
Significance .041 .012 
Competence .029 .061 

Future determination . .000 
Effectiveness .000 . 

 
Table 4: Modmaryel Sum. 
 

Model R R Square Adjusted R Square Std. Error of the Estimate Change Statistics 
R Square Change F Change df1 

 1 .697a .486 .471 .52972 .486 31.898 4 
a. Predictors: (Constant), effectiveness, competence, significant, Future determination 

 
Model Summary 

Model Change Statistics 
df2 Sig. F Change 

dimension0 1 135 .000 
 

 
Table 5:  

ANOVAb 
Model Sum of Squares df Mean Square F Sig. 

1 Regression 35.804 4 8.951 31.898 .000a 
Residual 37.882 135 .281   

Total 73.685 139    
a. Predictors: (Constant effectiveness, competence, significant, Future determination 

b. Dependent Variable: Satisfaction 
 
The Model for relationship of dependent variable and independent variables 
Y=a0+a1(x1)+a2(x2)+a3(x3)+a4(x4) 
Which 
Y    :   job satisfaction dependent variable 
X1 :    significance 
X2    :  competence 
X3    :  future determination 
X4  :  effectiveness 
are liner regression coefficients,   A0 , A1 , A2 , A3 , A4 
 
Table 6 Shows Models for Coefficient and Liner 
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Table #6Coefficientsa 
Model Unstandardized Coefficients Standardized 

Coefficients 
t Min level of 

significance 
B Std. Error coefficients 

1 (Constant) .718 .392  1.829 .070 
Significance .431 .066 .414 6.566 .000 
Competence -.098 .069 -.089 -1.422 .157 

Future Determination .254 .071 .289 3.589 .000 
Effectivness .203 .062 .265 3.287 .001 

a. Dependent Variable: Satisfaction 
 

Coefficientsa 
Model 95.0% Confidence Interval for B 

Lower Bound Upper Bound 
1 (Constant) -.058 1.494 

Significance .301 .561 
Competence -.234 .038 

Future Determination .114 .394 
Effectiveness .081 .325 

a. Dependent Variable: Satisfaction 
 

Below Diagrams show the relationship between Dependent variables and Independent variables respectively 
 

 
 


