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Abstract

1. Introduction \\

Human resqurces are rys factor in the progress of any
organization and"cauntry e technological advancements, no

factor has, been able t em. Therefore, attention to human

resources key fact managers must recognize the hidden
abilities of h and take steps to develop and flourish
them. Wor s one of the psychological constructs related
to work beha has received significant attention in recent

oncept of work behavior that managers should
lopment and progress of human resources is
employee empowerment. Empowered employees have high motivation
and abilities, and ‘managers can rely on these forces to respond to
environmental dynamics. Employee empowerment and work
engagement have a close relationship; in other words, increasing
employee empowerment leads to an increase in work engagement. One
of the tools for measuring employee engagement and empowerment is
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the group job evaluation model. The literature review of the research
showed that numerous studies have been conducted in Iran to examine
the relationship between employee empowerment and work
engagement, but very few studies have used the group job evaluation
model to examine this relationship. Therefore, this study aims to fill this
gap by using the group job evaluation model to measure employee
attitudes and effectiveness through empowerment and work
engagement in the Tehran Province Government.

Research Question(s)

H1: The components of work engagement amo
Tehran Provincial Government are at a

he employees of

H3: The performance effectiveness an Provincial
Government employees is at a desirak

Q1: Based on the
position of the Manag
Tehran Provincial G nme

Q2: Based the Ha
position, of theﬁe’y

matrix, what is the
] Resources Deputy of the

ctiveness matrix, what is the
Deputy of the Tehran Provincial

roup effectiveness matrix, what is the
n of Civil Affairs of the Tehran Provincial

Q4: Based on
position of the Poli
Government?

e Hay Group effectiveness matrix, what is the
al and Social Deputy of the Tehran Provincial

Q5: Based on the Hay Group effectiveness matrix, what is the
position of the Security and Law Enforcement Deputy of the Tehran
Provincial Government?

2. Literature Review

Since 1943, the Hay Group has been seeking ways to develop and
enhance employees and organizations. This Method, developed by
"Edward N. Hay. The Hay Group measures the effectiveness of
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employees based on two main variables work engagement and
employee empowerment, and based on a matrix that divides employees
into four categories star, capable, diligent, and anxious employees. Job
attitudes such as job satisfaction, job enthusiasm, and organizational
commitment, as well as employee engagement, affect employee
effectiveness and have consequences such as increased focal
performance, contextual performance, reduced absenteeism, and
turnover (Mackay et al., 2017). Employee empowerment and work
engagement are closely related; in other \words, as employee
empowerment increases, the level of work @ggagement in them
increases (Rudbari, 2021; Najafi, 2021; Bahramzadeh, 2020; Sabouri,
2020; Sarboland, 2019; Yaqubi & Yagqubi, 2017; Hashemi, 2017; Ali
et al., 2022; Leu et al., 2022; Tripati et aly, 2021; Amor &t al. 2021).
Employee empowerment increases participation angd tmproves work
results. On the other hand, there is a positiVigand Significant relationship
between employee empowerment and their performﬁnce, and in this
relationship, work engageqent playSi@mediating and intermediary role
(Dmour et al., 2018)._In%addition,\organizational changes affect
employees' sense of empowerment andswwork engagement but do not
significantly changegthe quality of services provided by employees
(Hulshof et al., 2020).

3. Methodology \

This research is chanactenied by its practical goal orientation and
falls within“the suruey-amalytical research framework. The study
population compkises 350 employees of Tehran Governorate, with a
stratified randam samd@ling method employed to select a sample of 185
individuals, of which 173 ultimately participated. Data collection was
conducted through ‘& researcher-developed questionnaire based on the
Hay-Group model, fencompassing 49 items to measure employee
engagement and wempowerment dimensions. The questionnaire's
validity was established through content validity, while its reliability
was confirmed via Cronbach's alpha coefficient (0.85). Data analysis
involved mean, standard deviation calculations, and binomial tests
using SPSS software

4. Results

The significance level of the two-sample test for job integration and
its components is less than 0.05. Therefore, there is a significant



difference between participants who scored more than 2 and less than
or equal to 2 on the job integration and its components. The significance
level of the components of performance management, delegation of
authority, empowerment, training, collaboration, work, structure, and
process is less than 0.05, indicating a significant difference between
employees who scored more than 2 and less than or equal to 2 on these
components. However, there is no significant difference in the
component of resources due to a significance level greater than 0.05.
There is a significant difference between employees who scored higher
than the average on the effectiveness of the Tehran Standards and those
who scored lower than the average.

5. Discussion

Findings indicate that employee engagement and empowerment
levels, along with all associated ‘eemponents  within Tehran
Governorate, are below desirable standards, feflectifig a notably low
organizational effectiveness. According to the aHay-Group model's
effectiveness matrix, employees iny deputygfdepartments such as
management and resouréedevelgpment,'ecanomic affairs coordination,
civil, political, and s@tial affairs ‘€gordination, as well as security and
law enforcement, are Categorized ashanxious employees with limited
capability and ¢@hesion.

\

6. Conclusion

The results of the resea}:h indicate that the best employers
distinguish themselvesthrough high levels of work engagement and, as
a result, achieyg bettegproductivity, improved financial performance, a
higher rate of attracting talented candidates, and a lower rate of
turnover. EngagedWemployees feel a high sense of responsibility
towards their tasksfand do not separate organizational goals from
personal goals, whi€h aligns exactly with the dimension of feeling
effective. When an individual feels that their work is important and is
recognized by supervisors and higher management, they feel
empowered become more involved in their tasks, and develop a sense
of belonging. According to the researcher, one of the reasons for the
low effectiveness of employees in various departments of Tehran's
governorate is the lack of meaningfulness. By acknowledging the lived
experiences of employees, it is clear that the tasks they perform are not
given much attention by supervisors and managers, which leads to
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demotivation and a lack of willingness to perform tasks, especially with
a creative approach. When employees are empowered, they come to
believe that they can perform any task and their self-confidence
increases. Employees constantly struggle with the mindset that they
may lose their jobs at any moment and suffer from job insecurity. This,
in turn, leads to job dissatisfaction and decreased job engagement. In
conclusion, the design of employee jobs within an organization should
be such that individuals feel a sense of identity when performing their
tasks and know that their work is valuable., By strengthening the
dimensions of empowerment, work engagement agong employees can
be improved.

Keywords: Employee Engagemen
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