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Abstract: Organizational change is one of the most important issues in organizational

behavior management that many studies have been done regarding the role of this factor in
improving organizational efficiency and achieving to organizational goals. One of the
factors that have an influential role in organizational efficiency and success is
psychological empowerment of employees. Today, in new management, strategic and
structural plans of leading organizations are formulated consistent with the development
and enhancement of its manpower. In this regard, attention to the role of organizational
culture is of great importance to achieve this objective. For this purpose and given the
diversity of organizational culture models, in this research, different organizational culture
patterns have been investigated, and then, the role of organizational culture in improving
psychological empowerment of employees to attain competitive advantage at Bank Shahr
was studied. The results indicated that organizational culture has positive, direct and
significant impact on improving psychological empowerment of Bank Shahr employees. In
this regard, improvement of organizational culture or its failure leads to an increase or
decrease in the psychological empowerment of employees. Accordingly, this has a direct
impact on their economic efficiency. Furthermore, the study of the model in terms of
goodness of fit showed that the theoretical model is statistically significant and the
theoretical concept is practical, and in terms of the desirability of fitness, according to the
statistics calculated by statistical software, it is estimated in an acceptable situation.
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1- Introduction

There are significant differences
between researchers in the context of the
concept of organizational culture, its
characteristics, its mode of study, its
recognition and measurement, the factors
affecting the formation and transformation
of culture, and the consequences of the rule
of a particular culture on the organization.
However, there is agreement on the subject
that the management of organizational
culture is one of the essential requirements
of management in the present era and is a
prerequisite for success (Choi et al., 2010).

In organizational behavior studies,
organizational culture has been described
as a strong predictor of organizational
effectiveness. As some organizational
researchers have shown, organizational
culture has a significant effect on long-
term organizational performance and
effectiveness (Zammuto & Krakower,
1991). In addition, some theorists consider
organizational culture to be a fundamental
model of shared values, beliefs, and
management assumptions that must be
understood clearly in the organization
(Mcshane & Glinow, 2000). The impact
of organizational culture on the members
of the organization is such that it can be
assessed by analyzing its angles about
how the behavior, feelings, attitudes and
attitudes of the members of the organization
are, and their possible reaction to the changes
considered, evaluated, predicted and guided.
Through organizational culture, it is easy to
facilitate change and create new orientations
in the organization (Alvani, 2014).

In modern management knowledge,
organizational culture has been developed
for management strategies and human
resources, and on this basis, extensive
research has been carried out by demographers,
sociologists, psychologists and economists
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on this subject. These researches have
been developed with a thematic approach
to identify the role and importance of
organizational culture in improving the
management system and the status of the
organization (Azizi et al., 2012). It is also
argued that in service organizations, a
vital factor in gaining a sustainable competitive
advantage is decent and service-oriented
(human capital) employees. This approach
to intangible resources of value reflects a
fundamental change in the nature of the
competitive advantage. Almost all of
these intangible assets are guided and
managed by human talent (Chiz et al.,
2015). In other words, leading organizations
in the field of competition and challenges
can only surpass other organizations with
the help of competent and knowledgeable
people (Rasooli & Rashidi, 2015). Therefore,
human resources in the organizational
complex are determined as the most
important determinant and effective
factor in the correct organization of the
movement towards the goals. On the
other hand, the important factors of
survival and life of organizations are
qualitative and capable human resources.
Furthermore, the important factors of
survival and life of organizations are
qualitative and capable human resources. The
role of efficient, capable and knowledgeable
human resources in achieving organizational
goals is undeniable; therefore, employee
empowerment is considered as a strategy
for increasing the performance and sustaining
the organization (Paktinat & Fathizadeh, 2008).

The effort to improve and effectively
and efficiently use of different resources
such as labor, capital, materials, energy
and information is the goal of all managers
of economic organizations, industrial
production units and service providers.
Appropriate organizational structure,
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efficient implementation methods,
healthy equipment and tools, a decent
workspace and, most importantly, qualified
and decent human resources are among
the essential requirements for managers to
achieve optimal productivity and gain
competitive advantage. Employee participation
in conscious and deliberate efforts with
work discipline can affect empowerment
beliefs, especially in a turbulent and volatile
environment, coupled with insecurity.
Accordingly, one of the most important
goals of each organization is to enhance its
empowerment level, and given that the person
plays a pivotal role in creating this, ones’
requests in the organization have a key effect.

Since human resource managers of
banks face economic, technological,
information technology growth, inadequate
supply of labor force with appropriate
skills for knowledge businesses, the level
of knowledge of staff in basic skills, increased
expertise, expansion of interaction between
customers and the bank and increasing the
importance of key customers, accordingly,
a bank is called effective that can identify
and properly utilize its human resources
with an appropriate organizational culture,
develop and maintain their capabilities in
order to achieve its goals.

Considering the issues raised and
also in line with the development of
psychological empowerment and its
widespread use in Bank Shahr, this research
investigates the role of organizational
culture in promoting the psychological
empowerment of Bank Shahr employees.

2- Literature Review

a) Foreign Researches

Sakhrekar & Deshmukh (2014)
investigated the impact of organizational
culture on employees. With a brief overview
of the literature in this field, they concluded

that organizational culture affects organizational
commitment, job satisfaction, employees’
performance and efficiency.

Sotirofski (2014) in a research entitled
“The Effect of Organizational Culture on
the Psychological Empowerment of the
Faculty Members”, after interview with
46 faculty members, concluded that
organizational culture appropriate to
hierarchical structure was determined as a
suitable culture, while the strongest
prediction for promoting psychological
empowerment was tribal culture.

Jorddo et al., (2014) investigated the
role of organizational culture in creating
change in management control systems in
Brazil and argued that the change made in
the organization creates new financial
results in an organization that is dependent
on culture and implementation of these
changes also involves modifications to
quality control, financial control and production.

Khan & Rasley (2015) stated that
higher education institutions in Pakistan
have always seen an increase in the level
of conflict among employees. This increase
was significantly influenced by their
organizational culture. The research
showed that to change the way employees
work, their ability is very effective. In
addition, studying the relationship between
conflicts and performance of employees,
with intermediary role of empowerment
and moderating role of organization
culture, showed that there is a negative
relationship between employee involvement
and employee performance and the moderating
empowerment of relationships, while
organizational culture plays a moderating role.

Yilmaz & Ergun (2008) investigated
the impact of Denison’s organizational
culture model on organization performance
and concluded that the mission aspect has
the greatest impact on increasing the
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performance of manufacturing companies.
Moreover, the ability to participate in the
production of new products is strongly
influenced by the dimensions of adaptability
and compatibility.

b) Iranian Researches

Aboodi et al., (2014) investigated the
relationship between organizational culture
and employees’ empowerment. In this
research, five features of organizational
culture were used including innovation,
organizational identity, management
support, and system reward taken from
Robbins’ model (1997) and focusing on
the results of O’Rielly et al., (1991)
organizational culture model. To measure
employee empowerment, the dimensions
presented by Whetten & Cameron (2012)
were used. The results indicate that there
is a positive and significant relationship between
organizational culture and empowerment of
employees in social security organization
of Khuzestan. Among the components of
organizational culture, innovation and
concentration had the most influences on
the empowerment of employees.

Mohammadpour Zarandi et al., (2014)
explained the role of organizational
culture in change management of Bank
Shahr employees. The results indicate
that there is a positive and significant
correlation between organizational culture
and its dimensions (engagement in work,
adaptability, adaptability and mission)
with readiness to change Bank Shahr
employees. In addition, the results of
stepwise regression showed that among
the four dimensions of organizational
culture (predictive variables), the predictive
variables of compatibility were 0.695,
mission 0.0511, and adoptability 0.444,
respectively predicted readiness to change
Bank Shahr employees.

Ahadi et al., (2011) investigated the

impact of organizational culture on
psychological empowerment in Academic
Society at Malaysian Research Universities.
The results indicate that organizational
culture is a strong factor in the psychological
empowerment of employees.

Jofreh et al., (2014) investigated the
impact of organizational culture on
empowerment of Shahid Beheshti University
employees (medical staff). The statistical
population included all the employees of
Shahid Beheshti University of Medical
Sciences about 900 people and 269
people were selected as sample size. Also,
randomly, the organizational culture was
selected to examine Denison’s model (2000)
and Mishra’s template (1992) for empowerment
effectiveness. The results showed that all
dimensions of Denison’s organizational culture
were effective on empowering employees.

3- Theoretical Framework

Organizational culture literature dates
back to the 1920s, but it has been seriously
considered since 1980 as a major area in
studies of organizational and management
theory. Some scholars such as Hofstede
and Schein (1990) argue that functional
look at culture can be used as a tool for
controlling behaviors, promoting desirable
behaviors, and achieving better performance
in an organization. In organizational
behavior, the term culture is used in a limited
way, such as values, beliefs, and attitudes.
Radcliffe Brown considers culture to be a
process through which a particular group
or class of language, beliefs, imaginations,
affirmations, knowledge, dominance, and
types of conventions are handed out from
person to person and from generation to
generation (Sahebi, 2004).

Organizational culture looks at the
organization’s transformation as a factor
of change and transformation, hence the
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transformation of the organizational
culture as the basis of transformation
(Atafar, 1996). Organizational culture
reflects the history of the organization
and it is shaped by a group of people in
the organization, its movement is hard
and fast, it is changing, challenging and
based on anthropological studies.
Accordingly, it can be concluded that
organizational culture, in the sense of the
personality of an individual or the soul of

the living being, gives the organization
certain characteristics that can express its
traits. In other words, organizational
culture is a set of common beliefs, values,
beliefs, assumptions, and common norms
that govern the organization, and it is the
same category that part of it is communicated
to employees and the other part goes
unwritten in the organization (Zareie
Matin, 1993). Table 1 presents a brief
overview of organizational culture patterns.

Tablel. Organizational culture patterns

Model Dimensions
Gordon Compatibility, Responsibility, Standard, Reward, Transparency, Intimacy, Support, Leadership
Robbins Individual Creativity, Risk Management, Leadership, Integration, Management Support, Encouragement/

Threat, Control, Identity, Conflict, Communication Model

Harvey & Brown

Number of people committed to values, commitment degree

Stalker & Bronze

The complexity of the environment, the amount of environmental changes

Charles Handy

Attention to inside / outside, stability and environmental sustainability

Quinn Attention (in / out), flexibility, control
Richard L. Daft Flexible, participatory, missionary, bureaucratic culture
Hofstede Power distance, ambiguity, manhood / feminism agitation, collectivism / individualism
Parsons Adaptation, goal, cohesion and integrity, legitimacy
Hersy & Blanchard | Internal cohesion, degree of adaptability
Ouchi Commitment to staff, evaluation, professional development paths, control, decision making,
responsibility, attention to individuals
Lite Wayne & Stringer | Standards, Responsibilities, Encouragement, Risk-taking, Support, Contradiction, Intimacy, Structure, Identity
Kurt Lewin Leadership, motivation, communication, decision making, goal setting, interaction, control

Peters & Waterman

Commitment to practice, attention to customer, self-regulation and entrepreneurship, productivity through
human resources, management overgrowth, small administrative staff, appropriate use of mechanical and
organic structure

Identity, Individual/ collective interests, Individuals’ duties or satisfaction, Control, Coordination of

Davis different units of the organization, Riskiness, Reward criteria, Conflict tolerance, Difference of taste
and Criticism, Emphasis on purpose or means, Systemic attitude
Kolb et al Compliance, Responsibility, Standards, Reward, Organizational Resolution, Intimacy and Support, Leadership

Anos Trompenaars

Globalism versus situationalism, individualism against groupism, special relationships focused on
broad relations, indifference to emotionality, doing things against dependencies and attachments, time
arrangements for things, simultaneous works, introspection / Outsourcing, organization structure, goal

Kotter & Hesket

Cultural power and adaptability

Schneider & Barsoux

Adaptability, control

Harvey & Brown

The degree of commitment to values and the number of committed members

Denison

Empowerment, team building, capability development, fundamental values, consensus, coordination and continuity,
variability, customer orientation, organizational learning, strategic orientation, goals and objectives, vision

Menguzzato

Integration

Deal & Kennedy

Values, Heroes, Customs, Cultural Network

Jeffrey Sanfield

The willingness to learn, fit the spirit of individuals to loyalty and commitment to organization,
seniority and age and service life, emphasis on innovation, risk taking and freedom of action,
organizational maintenance, scientific culture, club, team, castle

Edgar. H. Schein

Expression of feelings, speech, use of objects, actions of ceremonies, formalities and manifestations of
performance, valued criteria, values and practices and organizational behavior

Harrison & Hofstede

Role, outcome, exercise of power, support

Furham & Gunter

Reward, individual creativity, commitment to organizational values, structure, focus (internal /
external), collectivism, goal, perfectionism

Adaptability, responsibility, risk taking, integration, focus (internal / external), commitment to

Reynolds organizational values, flexibility, goal achievement, decision making center, individualism, creativity,
structure, education
Kanter Performance, decision making, hierarchical structure, support, encouragement
Alston Responsibility, clarity, leadership, collegiality, quality
Goffee & Jones Adaptability, Responsibility, Intimacy, Integrity, Conflict, Communication Pattern and Management Control

Level

Greenberg & Baron

Beliefs, values and assumptions of founders
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Empowerment means empowering
employees about the right to decide and
empower individuals and their growth. In
empowerment, there is a sense of delegation
of authority, with the difference that, in
contrast to the concept of empowerment
that the organization organizes in seeking
to match the quality of the organization,
empowering it to enable a worker based
on the credibility of ones’ various
attributes. By implementing the methods
of empowering employees, the level of
people’s trust in knowledge and expertise
increases, and it makes it possible to
control the events and the assigned tasks
in accordance with the goals of the
organization with innovation and
creativity. Empowerment in the light of
increasing authority, the development of
employee expertise and knowledge is
achieved through education, access to
resources, increased self-esteem and
motivation (Amirkabiri, 2016).

Spreitzer (1995) identified four cognitive
dimensions for empowerment. Mishra
also added one dimension. In order that
managers to be able to successfully
empower others, they have to create these
five features. Successful empowerment
means creating: 1) sense of competence
2) feeling of having a right to choose 3)
feeling of being effective 4) feeling of
being meaningful (valuable) 5) feeling of
having trust in others, which will continue
to examine each of these dimensions.

- Feeling Competent: When individuals
become empowered, they feel self-efficacious
or feel that they have the ability to master
the success of a job. Empowered people
not only feel competent, but also feel
confident that they can do the job adequately.
They feel personal supremacy and believe
they can learn and grow to face new
challenges.

- Sense of Having Choice: Empowered
people also feel self-sufficient. Being
self-sufficient means experiencing a sense
of choice in implementing and systematizing
a person in his or her own activities.
When people instead of compulsorily
engage in work or stop working, they
voluntarily and deliberately engage in
their duties, they feel that they have the
right to choose. Their activities are the
result of liberty and personal authority.
Empowered people feel sense of ownership
about their activities, feelings of responsibility,
and feelings. They see themselves as
starting and upright. They are able to take
initiatives at their own initiative, take
independent decisions and test new thoughts.

- Feeling Effective: Empowered people
have a sense of personal control over the
results. They believe they can change by
influencing the environment in which
they work or the results they produce.
Empowered people do not believe that
external barriers control their activities,
but believe that those obstacles can be
controlled. They have an active sense of
control that allows them to match the
environment with their own desires, in
spite of passive control, in which the
demands of individuals are aligned with
the demands of the environment. People
who feel effective are trying to maintain
their control over what they see rather
than reacting to their environment.
Having a feeling of being effective at
work is completely related to self-control.
In order that people feel empowered, they
not only have to feel that what they do
has an effect, but they must feel that they
can produce that effect; that is, in order
that they outcome to be accompanied by a
feeling of empowerment, they must feel
they control the outcome of production.
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- Feeling Meaningful: Empowered people
feel sensible. They value the goals or
activities they are engaged in. Their ideals
and standards are matched with what they
are doing. Activity in their value system
is considered important. Empowered
people care about what they are producing
and believe in it. In that activity, they
invest in psychological power and enjoy a
certain sense of personal significance
from their engagement and occupation.
As a result of their employment, they
experience personal activity and solidarity.
Therefore, meaningfulness is focused on
value attitude. Activities that have
meaningful taste create a sense of purpose,
emotion, or mission for individuals.
Instead of wasting power and enthusiasm,
they provide a source of strength and
enthusiasm for them. Only gaining rights,
helping the organization to earn money or
precisely doing a job does not feel
meaningful for many people. Some of the
more fundamental, personal, and more

intrusive things must be linked to activity;
work has to be accompanied by some
more humane things.

- The Feeling of Having Confidence in
Others: Ultimately, the empowered people
have a sense of trust. They are sure that
they will be treated fairly and equally.
These people maintain the confidence that
even in the subordinate position they will
be the final result of their work, not harm,
but justice. Usually the meaning of this
feeling is that they are sure that the
authorities of the centers of power will
not harm them and that they will be
treated with impartiality. However, even
when powerful people do not have the
right and the flexibility, empowered
people still retain their sense of personal
confidence; in other words, trust means
having a sense of personal security
(Fernandez & Moldogaziev, 2015).

Based on theoretical foundations and
studies, the following conceptual model
has been considered.

Feeling competent at work —
Individual
Feeling effective at work Procedural
Empowering Organizational
Feeling sensible at work < employees culture Managerial
Feeling of having confidence in others Performance
evaluation
Feeling self-sufficient in job Environmental

Figl. Conceptual model for the role of organizational culture in empowering employee

4- Research Method

In terms of purpose, this research is
applied and it is exploratory in terms of
method done by field and in a cross-
sectional basis. The statistical population
of this study is 198 experts of Tehran
central staff of Bank Shahr. The sample
size was calculated by Cochran formula

and 131 errors were corrected, but for
more precision, the questionnaires were
distributed among 165 people, which 162
questionnaires were completed. In this
research, a researcher-made questionnaire
was used to identify and measure the
factors of organizational culture and
employee empowerment in the form of
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five-point Likert scale. To assess the
validity, the content validity method was
used, and for reliability measure,
Cronbach’s alpha was used. To analyze
data and information, statistical analysis
of SPSS 21 and LISREL 8.8 and factor
analysis were used and structural equation
modeling technique was used to examine
the fit of the model.

5- Research Findings

Knowing that a variable follows what
distribution will enable us to comment
about normal and abnormal values of

Urban Economics and Management

variable. The Kolmogorov-Smirnov test
is a distribution-matching test for
quantitative data. If the significance level
of this test is less than 0.05, it can be
concluded that the distribution of
variables data according to the central
limit theorem has a significant difference
with normal distribution. As shown in
tables 2 and 3, the significance level of
each of the research indicators is greater
than 0.05. Therefore, it can be said that
the distribution of data related to the
variables follows the normal distribution.

Table2. The results of the Kolmogorov-Smirnov test for the organizational culture variable
and its dimensions

Component Kolmogorov-Smirnov Sig
Individual 1.002 0.178
Procedural 1.336 0.056
Managerial 1.247 0.077

Performance assessment 1.608 0.104
Environmental 1.090 0.093
Organizational culture 0.874 0.214

Table3. The results of the Kolmogorov-Smirnov test for empowerment variable and its

dimensions

Component Kolmogorov-Smirnov Sig
Feeling competent 0.997 0.200
Feeling effective 1.048 0.082
Feeling sensible 0.833 0.710
Feeling of having confidence in others 1.011 0.119
Feeling self-sufficient 1.036 0.218
Empowerment 0.961 0.409

Factor analysis is a technique that
allows the reduction of a large number of
dependent variables in the form of a
smaller number of dimensions of the
latent variable or agents (factors), in
which the least amount of data loss exists.
Its main purpose is to summarize the data.
This method examines the internal
correlation of a large number of variables
and ultimately categorizes and describes
them in the form of finite general factors.
Therefore, the value of factor analysis is

that it provides a useful organizational
design that can be used to interpert a large
amount of behaviour with the greatest
savings in explanatory structures. The
Kaiser-Meyer-Olkin statistical index
(KMO) is always fluctuating between
zero and one; if this index is less than 0.5,
then the data will not be suitable for an
analysis, if it is between 0.5 and 0.69, the
data is moderate and if this the index is
larger than 0.7, correlations between the
data will be suitable for factor analysis. In
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addition, for the interpretation of the
factors, it is determined which of the
factor loads should be considered as
significant values. This means that the
higher the factor load, the higher their
significance level in factor interpretation.
Factor loads greater than 0.03 are
significant, larger than 0.05, have high
significant level and factor loads exceeding
0.07 are considered to be very significant
(Eydi & Azadi, 2015). To do this, we first
use Kaiser-Meyer-Olkin statistical index
to determine the suitability of sampling
and Bartlett’s test to determine whether
the correlation matrix is suitable for
understanding the structure. Then, using
Varimax focal and rotational components
analysis, the dimensions of organizational
culture variable were investigated in five
individual factors (15 items) of the
procedural (13 items), managerial (11
items), performance evaluation (2 items)
and environmental (4 items). Also, the
empowerment of employees in the five
factors of the sense of competence in the
job (4 items), the feeling of effectiveness
in the job (4 items), the feeling of

meaningfulness in the job (4 items), the
feeling of trust in colleagues (4 items) and
the feeling self-sufficient in the job (4
items) have been reported. The results of
exploratory factor analysis for organizational
culture and employee empowerment
dimensions are shown in Table 4. Table 4
shows the KMO index, the Bartlett test
statistic (which is an approximation of
Chi-square statistics), the degree of
freedom, and the significance level of the
test and the amount of factor load for the
dimensions of organizational culture and
employee empowerment dimensions,
respectively. Since the value of KMO
indicator for the main variables of
organizational culture and employee
empowerment is 0.909 and 0.808 (more
than 50. O respectively), the number of
samples is sufficient for factor analysis.
Moreover, the value of significance level
(sig) of the Bartlett test is less than 5%,
which shows that factor analysis is
suitable for identifying the structure of
the factor model and the assumption of
known correlation matrix is rejected.

Tabled. Total determined variance for organizational culture and empowerment dimensions
of employees

Variables Dimensions Factor load | KMO BT DF Sig
Individual 0.969
Dimensions of Procedural 0.968
o Managerial 0.968 0.909 1141.870 10 | 0.000
organizational culture
Assessment 0.879
Environmental 0.925
Competency 0.832
Effectiveness 0.893
Dimensions of Sensibility 0.759 0.808 | 364111 | 10 | 0.000
employee empowerment Trust 0.759
Self- 0.908
sufficiency
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As shown in Table 4, the factor load
of all dimensions of the variables is
greater than 0.07, which means that the
factor loads are significant. Accordingly,
the dimensions of organizational culture
are categorized as follows: individual
factor of 0.996%, procedural and managerial
factors of 0.968% and environmental
variable of 0.925% and evaluation
variable of 0.897 on organizational
culture extension. In addition, according
to Table 3, the dimensions of employees’
empowerment were as follows: self-
sufficiency at work (0.908%), feelings of
effectiveness at work (0.893%), sense of
competence at work (0.832%), and the
factors of sensibility and trust at work (0.759%).

Table 5 represents the fitness test in
confirmatory factor analysis and path.
The RMSEA should be less than 3% and
the x? / df index must be less than three
non-standard fit indicators of (NNFI),
(CFI), and (IFI), Goodness index of fitness
(GFI) is higher than 90%, as well as the
value of (T-value) of the coefficients of
each variable is greater than 1.96 and less
than -1.96, so that the model has good
fitness. As shown in Table 5, the ratio of
Chi-square to the degree of freedom is
less than three, and other fitness indicators
all indicate an acceptable fit of the
research model.

Table5. Fitness indices of conceptual model

Row Fitness Indices
Symbol IFI NNFI CFI GFI RMR RMSEA X?/df
Empowering employees 0.91 0.95 0.90 0.96 0.088 0.030 1.11
Organizational culture 0.90 0.93 0.93 0.93 0.14 0.015 2.13
Overall research model 0.99 0.99 0.99 0.99 0.0001 0.00 0.00

In Figure 2, the overall model and the
results of the hypotheses are shown in the
standard state. The high numbers of
arrows are the values of the standard
coefficient of each of the independent
variables, which indicates how much the
dependent variable is predicted. The
predictive power of path coefficients is
determined by a significant level of t.

According to Chen (1998), path
coefficients with a coefficient of
significance (T-value) greater than 1.96

and smaller than 1. 96 indicates a 95%
confidence level (Aburub, 2015); hence,
in Fig. 3, the measurement model of
overall model and the results of the
hypotheses are shown in a significant
state. The high numbers of arrows show
the values of t-value or significant level
of each of the variables, all of which are
outside the range | -1.96 and +1.96 | that
is, all research hypotheses with a 95%
confidence coefficient are significant.


http://iueam.ir/article-1-737-en.html
http://dx.doi.org/10.18869/acadpub.iueam.5.19.15

[ DOI: 10.18869/acadpub.iueam.5.19.15 ]

Downloaded from iueam.ir at 22:23 +0430 on Thursday June 21st 2018

Investigating the Role of Organizational Culture in Empowerment ...

individu

surface

manage

revenue

circum

suitabil

effectiv

signific

trust

myself

LSS

N

-135

=}
ka
b

Chi-Sqguar=e=0.00, df=10, P-wvalue=e=1.00000,

25

culture

0. 25

- .00

Empowerm|-=--- 1. 00

BEMSER=0.000

Fig2. Measurement of the overall model and the results of the hypotheses in the standard state

individu

surface

manage

revenue

circum

suitabil

effectiv

signific

trust

myself

|

e

[V I
m
=1
s s

Chi-Sguare=0.00, 4f=10, P-wvalwues=1.00000,

culture

Empowerm

BMSER=0.000

- 3. 54

—— —

1]

.32

Fig3. Measurement of the overall model and the results of the hypotheses in the significant state


http://iueam.ir/article-1-737-en.html
http://dx.doi.org/10.18869/acadpub.iueam.5.19.15

[ DOI: 10.18869/acadpub.iueam.5.19.15 ]

Downloaded from iueam.ir at 22:23 +0430 on Thursday June 21st 2018

26

6- Conclusion and Discussion

The development of the banking
system of the country in recent decades
and the increasing number of banks and
financial institutions in the country have
raised the issue of providing appropriate
services and attracting citizens’ finances
as a major concern for Iran banks. According
to planners and policy makers of Bank
Shahr, as a young organization in a
changing and challenging business
environment, strengthening the bank’s
ability in this area is one of the most
important issues. On the other hand, the
role of bank staff, as a link between
citizens and the bank, is of great importance.
It is evident that more employees’ ability
to provide services to citizens will lead to
their satisfaction and attract more financial
resources for the bank; therefore, studying
the ways of empowering Bank Shahr
employees is very important as one of the
important issues in the field of human
resources management of the bank.

The results of this study showed that
individual, procedural, managerial,
performance and environmental assessment
factors have a positive effect on organizational
culture, which indicates that improvement
or non-improvement in these factors leads
to improvement or non-improvement of
organizational culture in the headquarters
of Tehran Bank Shahr. All dimensions of
empowerment of employees (feeling
competent at work, feeling of being
effective at work, a sensitive feeling at
work, feeling of trust in others at work
and feeling of self-sufficiency) have a
positive and significant effect on the
empowerment of employees, which
increase or decrease of these dimensions
leads to improvement or non-improvement
of empowering staff at the headquarter of
Tehran Bank Shahr.

Urban Economics and Management

In addition, the results indicated that
organizational culture has a positive effect
on staff empowerment in the central
headquarters of Tehran Bank Shahr.
Therefore, any improvement or lack of
improvement in organizational culture
leads to an increase or decrease in employee
empowerment at the headquarters of
Bank Shahr of Tehran. In this regard,
directors and supervisors of central
offices of Bank Shahr are recommended
to pay special attention to appropriate
remuneration, qualitative and quantitative
improvement of daily operations and increase
the simplicity of the work environment.
Because empowered people feel confident,
they can do the job adequately; therefore,
the ground should be prepared to improve
organizational culture at Bank Shahr. It
should be noted that conducting training
courses is one of the major strategies for
improving organizational change and
enhancing employee empowerment.

Moreover, regarding the adaptation
of employees to the rules and regulations,
common practices, policies and practices
in the organization, increasing responsibility
of employees, improving their individual
creativity, increasing employee identification,
increasing compromise with existing
conflicts, increasing commitment to
organizational values, improving the
flexibility of employees, increasing their
thresholds of tolerance, improving
collectivism, reducing individuality, to
improve organizational culture and,
consequently, increase empowerment of
employees at Bank Shahr, necessary steps
should be taken.

On the whole, with the promotion of
organizational culture at Bank Shahr,
employees feel their personal superiority
and believe that they can learn and grow
up to face new challenges, they will be
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able to take independent initiatives on
their own initiative, and to test new
thoughts, all of which will lead to bank
efficiency and achieve organizational
goals and missions.
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