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Introduction: Empowerment is one of the basic points in 

recognizing and improving the efficiency of any organization. This 

research was done with the purpose of recognizing and prioritizing 

in empowering the well-being of Ilam province. 

Materials and Methods: The method of this research was 

descriptive and analytical. The statistical population included 

employees working in welfare in 2022-2023. In this study, 150 

people were included, the least of whom had a diploma and the 

most of whom had a doctorate degree. In this research, descriptive 

and inferential statistical analysis was used. First, to describe the 

sample under study, central and dispersion descriptive indices are 

presented, and to determine the prioritization of employee 

empowerment components, Friedman's rank test was used in the 

inferential analysis section. 

Results: Based on the findings of the research, group skills have 

the highest level (71.11 ± 5.20) and moral competence has the 

lowest level (0.65 ± 8.45). In terms of the priority and importance 

of the components in the empowerment of the employees, group 

skills had the highest average rank of 3.68 and cultural competence 

had the average rank of 1.45 in the empowerment of the employees 

of the welfare department (P = 0.001). 

Conclusion: Paying attention to the recognition and importance of 

the components obtained from this study will improve and make 

the welfare department more efficient in solving problems. 
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Introduction 

There is no doubt that the age we live in is 

full of competition. Organizations are 

trying to achieve success by creating a 

competitive advantage, and the real focus is 

now on 'skills and knowledge'. 

Empowering employees makes human 

capital (such as employees) more valuable 

for organizational competitiveness (1). 
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Empowerment is globally accepted as a 

core concept for social well-being, as seen 

in the international definition, where 

empowerment is expressed as a core value 

(2). Some studies show that empowerment, 

in its various manifestations, can affect the 

health and well-being of employees (3). 

However, most research on the impact of 

empowerment has mainly studied its effects 

on organizational performance and other 

individual outcomes, and future research 

should examine a wider range of effects, 

including health outcomes (4). Little direct 

research has yet been conducted on the 

relationship between empowerment and 

health. Despite the research conducted to 

date, relatively few studies have examined 

the direct impact of empowerment on the 

mental and physical health of employees 

(5). In her research, Donerlin discussed the 

role of leadership in empowering 

employees and reported that leadership can 

unintentionally affect employees' unethical 

organizational behavior (UPB) (6). In their 

research, Lin et al. also discussed the effect 

of the stress of the manager's role on the 

career development of employees and 

managers through leadership 

empowerment and reported that managers 

with appropriate policies can cause the 

career development of employees (7). In 

their research, Kim and her colleagues 

focused on leadership empowerment and 

positive psychological states of employees 

and concluded that managers' behavior has 

a positive effect on employee productivity 

and organizational empowerment from the 

point of view of psychology (8). In their 

research, Daliz et al. focused on leadership 

empowerment and the performance results 

of health care workers in times of crisis, 

emphasizing the mediating role of safety 

climate, and reported that safety climate 

completely mediates the relationship 

between leadership empowerment and risk-

taking behavior (9). Therefore, it can be 

said that empowerment is seen as a multi-

level concept in which different levels of 

analysis can be distinguished. 

Psychological empowerment that is related 

to the empowerment of individuals, 

organizational empowerment, and 

community empowerment (10). Among 

these organizations is the welfare 

organization. 

The current situation shows that the welfare 

organization is facing challenges. The lack 

of documented information and reliable 

knowledge has caused that most programs 

in the field of human resources 

management are either not implemented or 

are only implemented and do not have 

tangible results. On the other hand, in 

addition to making fundamental changes in 

the enablers of the organization, welfare 

managers are associated with a high risk, 

the main reason of which is the lack of 

knowledge and information. In such a 

situation, one of the necessary abilities to 

overcome these challenges is continuous 

evaluation and research. Here, the question   

is what components are involved in 

empowering employees in order to provide 

a comprehensive model for Iran's welfare 

organization? 

Materials and Methods 

The method of this research was descriptive 

and analytical. The statistical population 

included employees working in the welfare 

department in 2022-2023. 150 people were 

included in the study, and the least educated 

were diplomas and the most educated were 

doctorates. Statistical analysis was used in 

this study in both descriptive and inferential 

ways. First, central and dispersion 

descriptive indices are presented to 

describe the studied sample and Friedman's 

rank test was used in the inferential 

analytical section to determine the 

prioritization of employee empowerment 

components. 

Results 

The findings of this study showed that in 

the empowerment of welfare employees, 

the components of moral competence, 

cultural competence, strategic capacity, 

management ability, individual skill ability, 
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knowledge ability, ability to improve the 

work environment, problem solving ability, 

group skill ability, communication ability, 

and the ability of education are effective. 

For this purpose, descriptive and inferential 

indicators have been used for the 

importance and priority of the component 

(Table 1).

 
Table 1. Descriptive indicators related to the main and sub-components of the research. 

Kurtosis Skewness Variable amount  Variable 

-1.40 0.11 8.45 ± 0.65 Moral competence 

-1.39 -0.01 17.11 ± 1.55 Cultural competence 

-1.15 -0.05 12.48 ± 1.42 Strategic capability 

-1.19 -0.33 17.85 ± 1.59 Management ability 

-1.22 -0.21 52.2 ± 4.36 Ability of individual skills 

-1.20 -1.28 17.96 ±1.65 Ability of knowledge  

-1.39 -1.02 13.53 ± 1.43 The ability to improve the work environment 

-1.29 0.45 35.85 ± 3.15 Ability to solve problems 

-1.45 0.13 71.11 ± 5.20 Empowerment of group skills   

-0.59 -0.11 42.25 ± 3.32 Communication ability 

-1.89 -0.33 12.75 ± 1.30 The ability of education 

Data are shown as mean ± SD. 

 

As you can see in Table 1, the mean and standard deviation of the skill components of group 

ability with 71.11 ± 5.20 and knowledge ability with the amount of 96.17 ± 65 have the most 

and the components of moral competence with an average of 45.8 ± 0.65 and the ability 

strategic has the lowest value with an average of 48.12 ± 1.42. 

To determine the prioritization of the components and sub-components of the empowerment 

of welfare workers, the Friedman rank test was used (Table 2). 

 
Table 2.  Friedman rank test results for prioritizing the research components. 

P value X2 Average rank Variable            

0.001 11.25 3.68 Empowerment of group skills   

0.001 4.26 3.51 Ability of knowledge 

0.001 83.56 3.24 Communication ability 

0.001 5.23 3 Ability of individual skills 

0.001 55.26 2.89 Ability to problem solving 

0.001 65.29 2.68 The ability of education 

0.001 6.58 2.65 Management ability 

0.001 8.52 2.32 Strategic capability 

0.001 96.56 1.87 The ability to improve the work environment 

0.001 12.26 1.56 Moral Competence 

0.001 52.01 1.45 Cultural competence 

 

According to Table 2 the prioritization of 

the components mentioned in the research in 

the order of group skill ability, knowledge 

ability, communication ability, individual 

skills ability, problem solving skill ability, 

education ability, management ability, 

strategic ability, and work environment 

improvement ability.  

Discussion 

Organizational communication is also very 

important in empowering the welfare 

organization. Paying attention to human 

capital is a very important organizational 

pillar on the process of failure or success of 

organizations, so trying to make employees 

more efficient is an important thing that 

managers should pay attention to, efficient 

people plays a very important role in 

realizing organizational goals, as shown in 

the research by Columbo (2012), did what 

helps the empowerment of patients in the 

health system is paying attention to factors 

such as the communication of effective 

members in the health system (11). 

 [
 D

ow
nl

oa
de

d 
fr

om
 jb

rm
s.

m
ed

ila
m

.a
c.

ir
 o

n 
20

25
-1

0-
22

 ]
 

                               3 / 6

https://jbrms.medilam.ac.ir/article-1-779-en.html


Identifying the components of empowerment in employees 

24 

Empowering people, paying attention to 

organizational communication, and 

establishing appropriate communication 

systems among people at different 

organizational levels can affect the 

efficiency of more people (12). 

In strategies, managers believe that they 

can create change by influencing the 

environment or work results, personal 

acceptance of the result is the individual's 

beliefs at a specific time about his ability to 

make changes in the desired direction. 

Powerful people do not believe that 

external environmental constraints control 

of their activities. Rather, they believe that 

they are able to control these obstacles. This 

sense of active control allows them to tune 

the environment to their desires (13,14) 

Also, loss of control can be associated with 

physical and mental losses, for example, it 

is known that lack of control leads to 

depression, mental stress, worry, low 

morale, lack of productivity, weakness and 

disability, and even increased probability of 

death (15) On the other hand, even the most 

powerful people will not be able to control 

everything that happens to them, has it )16). 

The consequences of empowering welfare 

employees include improving the provision 

of services to employees and using the 

potential capacities of employees. 

Therefore, the results can say that capable 

employees are those who know that they 

have the necessary ability and perform their 

duties successfully. Empowerment of 

welfare workers is an achievement of the 

whole organization. When leadership 

believes in managers, those managers are 

empowered to support employees, who in 

turn can empower them with feedback and 

appreciation (17, 18). In this way, 

empowerment can flow among people who 

believe in and support each other (19). 

Employee welfare empowerment has been 

consistently associated with positive 

outcomes for both employees and 

organizations in academic and professional 

research and can benefit by reducing the 

decision-making burden on leaders often 

without sufficient time and information to 

do so. 

Conclusion 

Based on the results obtained from this 

research, it can be said that the 

empowerment of welfare workers requires 

long-term planning and the interaction of 

the management levels of this organization 

with the workers. According to the 

consequences of the findings, it can be 

concluded that empowerment in the welfare 

organization requires special attention to 

understand the use of the potential 

capacities of employees in the organization 

and to improve the provision of services to 

employees. Paying attention to the 

capabilities of employees and providing 

them with more services in terms of the 

level of well-being and mental health leads 

to greater empowerment and productivity 

of the welfare organizational system and 

providing better services to clients. 
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