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Abstract
Purpose: The purpose of the current research is to provide a model to evaluate the

professional capabilities of non-academic members of Azad universities in Tehran province.
Method: The research method is a combination of qualitative and quantitative. The studied
population includes all non-academic employees of Tehran province (3069 people) who were
employed in university units in 1401. According to Morgan's table, 345 people were selected
from the mentioned society. To prevent the possible drop in the sample size, 450 people were
considered. A random sampling method was used to select the sample. For this purpose, 6
universities in the province were selected. The research tool includes a researcher-made
questionnaire that includes 9 components. These components and their subsets were made in
the form of a questionnaire; After collecting data using factor analysis and regression,
Cronbach's alpha coefficient was calculated as 0.834 for its reliability.

Findings: The findings of the research show that out of 53 sub-components related to the
main components, 36 indicators have a significant correlation with all 9 components.
Conclusion: The path analysis showed that the proposed model of 3 important factors
including the stages of implementing the framework is meaningful (0.90), having the right to
choose (0.92), being effective (0.92), and the competence component in the job ( 0.83) plays
a negative role in increasing the professional capabilities of non-academic human resources.
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A model for evaluating the professional capability of non-faculty members of Azad
universities of Tehran province

Introduction: Today's organizations are characterized by dynamism and complexity, ambiguity and
tradition avoidance, which are always influenced by their surroundings, and have accepted these
changes as an inevitable necessity. Predicting changes with relatively reasonable accuracy will be
difficult. With the understanding that change has become an integral part and the essence of
organizations of the third millennium, the power of adaptation and adaptation to recent developments
in various economic and social fields increases. In order to overcome uncertain, complex and dynamic
conditions, the only way facing managers is to empower the organization and employees through
knowledge and skills that quickly become obsolete. In this study, we have shown what are the obstacles
facing the empowerment of human resources of the university and what effect they have on the
provision of services in the university. Today, universities have complex and interconnected social,
cultural, educational and research roles. Due to the continuous changes and complications that the world
is constantly facing; Political and social systems, and especially the higher education system, have been

exposed to the criticism of the strong-minded society more than other systems.

Universities, as the most important institutions of education and weak will, are responsible for providing
necessary training to science applicants, training the specialized human resources needed by the
country, creating and producing new knowledge, and advancing the frontiers of science and knowledge.
Today, at the international level, the duties and missions of universities have increased. Therefore, the
purpose of this research is to provide a model to evaluate the professional capabilities of non-academic

members of free universities in Tehran province.

Materials and methods: The research method is a combination of qualitative and quantitative. The
studied population includes all non-academic employees of Tehran province (3069 people) who were
employed in university units in 1401. According to Morgan's table, 345 people were selected from the
mentioned society. To prevent the possible drop in the sample size, 450 people were considered. A
random sampling method was used to select the sample. For this purpose, 6 universities in the province
were selected. The research tool includes a researcher-made questionnaire that includes 9 components.
These components and their subsets were made in the form of a questionnaire; After collecting data
using factor analysis and regression, Cronbach's alpha coefficient was calculated as 0.834 for its

reliability.

Results and discussion: The findings from the first sub-question of the research show that 55 indicators
for human resource empowerment in Islamic Azad University were identified through exploratory
factor analysis, factor extraction method, principal component analysis and all indicators that have
values Their extracted commonality was greater than 0.5, they were identified, also 9 components, after
explaining the total variance remained in the analysis, and these factors explain almost 72 percent of
the variance of the indicators of non-faculty human resource empowerment components in Islamic Azad
University.

The findings of the second sub-question of the research: showed that according to the t calculated for
each of the dimensions of empowerment including meaningfulness (9.525), sense of competence
(8.408), right to choose (5.016), Effectiveness (3.209), participation (7.649), at the confidence level of
0.95, the null hypothesis that HO:M=3 and the counter hypothesis H1:M#3 have a significant effect.
According to the obtained findings, according to the positivity of the average difference (indicating that
the average is more than 3), it can be concluded that the state of the identified dimensions of human

resources empowerment in the Islamic Azad University is in a satisfactory state.
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The findings of the third sub-question of the research show that according to the t calculated for the
employee evaluation variable (39/542), at the confidence level of 0.95 the null hypothesis that HO:M=3
and the counter hypothesis H1:M# 3 has a significant effect. Therefore, according to the current
situation, all variables are at a favorable level due to the positive average difference. It is worth
mentioning that in the variable of employee evaluation, only the component of significance with
calculated t is 44.093 with calculated t (2.601) at the confidence level of 95/95. 0 has significant values
more than 5 hundredths, which can be concluded, the average for this component is not much different
from the number 3 (test value) and for this case, the null hypothesis is confirmed and the status of this
component in the studied society is not at a favorable level.

The findings of the fourth sub-question of the research: It showed that based on the confirmatory factor
analysis, there is a significant effect between each component and each variable. Because based on the
calculations, the factor loading of all components is more than 0.4 and is within acceptable limits. Also,
considering that all values of the t statistic of the routes are greater than 2.58. Therefore, the evaluation
variable is calculated with t (15.79) and the path coefficient is (0.91). have a significant effect on the
employee empowerment variable in Islamic Azad University.

The findings of the fifth sub-question of the research: based on the obtained model fit indices (chi-
square divided by the degree of freedom) with a value of (2.34), the mean root of the estimation error
with a value of (0.045), adjusted fit with a value of (98.98) 0) and... it can be said that the model of this
research has a good fit and the model estimated in the sample based on the observations corresponds to
the expected model in the society. Undoubtedly, in order to realize the output of the model, which is to
create the necessary opportunities to achieve the empowerment of employees, it is necessary to
emphasize the dimensions, components and indicators of the model.

Therefore, the findings of the research show that out of 53 sub-components related to the main

components, 36 indicators have a significant correlation with all 9 components in question.

Conclusion: The path analysis showed that the proposed model of 3 important factors including the
stages of implementing the framework is meaningful (0.90), having the right to choose (0.92), being
effective (0.92), and the competence component in the job (0.83) in increasing the abilities of speech
Non-faculty human resources play a negative role.

Keywords: Evaluation, Professional Capability, Non-Faculty Human Resources.
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Table 3. Review of employee evaluation variable

FEN YRR YO/ NN reF VEIEY 5 CulS g il
YOVY 5O VOA/ NN reF FYSITD Jos IS0
oL LU b))
FAMY YFYN (2T aosle TEF Yay/rs & 5ed
FYYN YVaN (22N ool reF YAIYS e
YEEN YIYN YAQ/) SN TFF Yorivs bS5 a3 !

7”'7‘3&«;5""0)[«»«3 ;MJMJM ‘jgu‘;wu«})}aigmy ) 3}3_‘5.a—k‘;4oh.&a£‘ ]



w2l S (Joo L1,

5V

O ol (e 4 4z 55 L b adlge (g 4,

AY/. ).:.w.,c%)b Lau.)l?r.».:‘yum‘»)ASO}:w)J

S gme AV Ko b a8 L i A/ 0g Sge
AV Jads jo Ssls Qe og

iR P Jlg

Sl e Sl plie gl ad,> sazeilys oo LT
Coglae 40 oyl e | (codlw T olT sla olKiils ade
§,l0 0925 (5,0 s Dglas alises sl

plxl Jole Jolod a2 4295 b Jlgw cnl & 2ol 12
Jrt—d 4z g b b adge 5l S y0 T gajl g oo
Sy (5 lolins s 4 4z g3 b gliw]) (nl jo o oS
2d,5 ami plg oo )l sl Sl g 4y 5 5l ool
2 oBEl G Al g Ji b (508 s (e b &S
255 593l Lol Joe S5 5 (5,800 5 Jids (Sils
P Bl Jue g oad il o w4l
9 Jow Lojle Ll cpl 4o sael cwas (g lolins >
b adlse (o aud; Cupnd g a5 48 S plonil o Jolod

ol odwl Jgam o b SEY

S 9y yuiio (w9 . F Jgu
Table 4. Work unit variable review

\¢4A IR Yrf

£/«

WIN 50 Y el
YEINF YY/sy V) 3]
Al ¥ #A pT 1K)
a8 s¥ sy S 9
YONF YE/5F 55 Ry

‘J.:.l?ﬁ w‘ )l») LSM M 6‘)‘.) )Ja.: Q)ya 4.9.]9.0
JQLZWJALcY')'I LS*’LQ"-“‘*’ Juﬁolodmw
&> Ol (4 8) g o (pme szl gl S e
é}L;.A 6‘ 4_5).> 6L¢: GM‘B-’ Q...;l)sl Je (+IAY) JM
S oo Wyl e 8 ede Sl e Sl

by (590l ol 0 e Ol @ L olSaily
Soys Sy ple Glolite 4 a3 sla Jiigel )
Qe Ao adsi g Bl 925 5L 0,90 paatiie Sl
D3l eage p ) (ilsg ple sl e 0 ying

(golaidl dengs Jalgs cp w3 (SO b olRisls
lpyisy (o0 led & gals> (Ko )8 g (ol ¢ eloiz]
pole ilize slo aine; )3 Slisiow plxil )5aS )5l
5 M1 g ple sloj e (A58 g aclil jolaie 4y (534
sl ] pote 00,518 alar I ity Sloas el

—oheg o) L sle wxly e (s

@ Giadly e g all> O (g)l) - (S 3 o eomiils
Oelee B Jolas (o Sz el (o0 sl bl 90
Sl LYY megh LS, lp susalys
s WY Lo Glsal LT K2 )8 5 oemiils VINY
g ol o VFIVO Jlae OBl L FFIVY (g lol LSS
2 O uly o ol e Sl lple

S5 Azl g Sy
Gadly ol e Jae al)] Lols ragh Bos
Sbwl ol sla sRidls cole Ol yue slacl gl a8,>

OF 5l aes oo lad Gapgh lo audly wil o ol
VIS L Siles ¥8 Lol sl adlge b Lo e adlge 5

7f'7‘31.2‘.«qb"‘fo)la.‘3 ‘,,é.)l;,_w‘ﬂ.w ‘)};vlwdwvé)}aicgwja‘s.&éjg_‘;olc saolilas



F5A

Ol 9 (MG 5 0>

WS (Ve 1) gghe 097 Sbegy lo axdly
Sl g 3520 5| Lol mls VFAR) oliles T+ A)
N e

iSe95 (28 po Sl 5l Jol> sla adly

a6l 00 Ao T4y am g5 b aS s o ol
o8 190 Sligabsl ehans ) (FRIBFY) LS, ;)|
shls YZHLM s o5 5 Y=HOIM a5 jau
dad 9250 Lundy oelul (ol Al o (5 )l0lins 36
gl 5o (ke BB (09 Cude 4 a2 b o i
@l e 5wl S8 GLle wls 3 oelhae
oot dmslome T L og oline dilge byo LSS
limoll a8 (V/8+ 1) o aloes t L FF/QY
aS bl oo poo O iy (g lolias yolas glls <70
alge nl slp eSle (285 axt iz OlY (0
oorl 6l g 43 (yge5T i) T sae b Slaie M3
Syge anelz )d adlse (nl Cundg 9 93l jho (58550
355 18 sllae mlaw o anlllas

ol g (V-00) Jy oSbe gz ool8l (hagsn
h awdyd onl Jelos 5 a5 5l Jol> b (WTAA)

1295 ok 258 Jlgw 5l Jol> sl aidly

b ol el oo eluly o5 ols i
bl 12500500 3929 pite po b adlge o (o 5 loline
DE 5 i b ailge plas ole S cons plosl Slisle
Sl @ axgi b Geizmen )0 18 Joud BB o> 0
1. s YIOA 51 255 U yoano T oylal yolie alls
s iy 5 (VOIVR) o sl Tl 5, paiie
ol olKisls yo LSS g5l vl pmite o (/AY)
ol 5 Jols sle axdl ol (o loline il oSl
s(Vo oA s sz S5y lo adl b Jlgw
4 onl Jelod g 4o 5l ol ls «(VTAY) Lo
A5 oo ulex

ioegh piy (£ Jlgw | ol sla aidl

@y Wb (oo Gy S Sl gl
bl R e Jelss g b addes glFinl g anogs
oo ol i Gl gl ol B gatdly
G 5 23lo g oo 0BT w5l s sl slealSsl
S e 4 1 008 (oo (A SLasST agn Koo
sl Gglans e

1295 =2 Jol Jlgw 5l ol sl axdly

i 53l il (el als DO a5 ams o bt
Shole oo b 5l ookl ST elKtils o il
delale gl Zeinl (o985 )13 lulid 590 (SLaS]
STl polie a8 slo (asls aes 5 Lol ailge Lo
WWu,5 olwlide il oags /0 51 118 5 LT =1 Sel
Jood 5o IS lly e ) o g A e
ol)ly de 3 VY Loy Jelge cpl &5 Gaile (B
e Sl gl il aailys gl adlge Gleaxls
DS o e 1y oDl BT oKils yo ele Sl

5 039S (Vo)) Gsie 97 SRameh sle sl
OYAR) SsSoby 15 «(F+ - A) DS (V89 354 o
Jeod g 32 5l Jol> el il OV YAA) (oezns
N

iGR9% (28 P90 Jlg | Jol> sla axily

31 S sl oads dsle Ly azgi b as ol s
(AAY) og Ll g ol (gile aailys slal
Fse (O118) Sl G (AFAA) (Sl ol
oliabl mho 45 (VFFR) S Lie (FIY-9) oon
YHLI:M# 83 5,85 Y=HOIM a5 a0 5,5 -/90
oy gl a8l bl sl o (s yolins il gl ls
OS] 09 Cudio 4y az gl b aS was o lid ool
oV it (eSilie 45 el gl s (L) eSils
slal Coxdy &5 C8F Al iz olg se(al
ol 3l olSils jagilusl mbie (5le (gusailys oals olulils

Sl I3 s cols, cdle o ol

’f"dwlf‘fa)lwﬁ ‘,,éol;,_w‘jlw ‘)f““&“""w)}”idwfcs‘“uﬁﬁ_s""k saolilas



w2l S (Joo L1,

54

EF 9 ©oylex ()18 g, Bygn g Cogh -

QLS 5o (gwgd

References

Abdullahi B. (2006). "The role of self-
efficacy in empowering employees",
Tadbir scientific-educational monthly, No.
168. [In Persian].

Abtahi H, Abbasi A. (2017). "Employee
Empowerment” (Tehran: Management
Research and Training Institute, Khurshid
Publishing. [In Persian].

Bostani Amlashi T. (2009).
"Empowerment and its implementation
methods in the organization”, Tehran:
Third Human Resource Empowerment
Conference. [In Persian].

Daft Richard L. (2016). “Organization
Theory and Design “, United States: South-
Western college.

Jahanian R. (2007). "Investigation of the
dimensions of the empowerment of
educational managers in order to provide a
suitable framework for the managers of
elementary and middle schools in the
country"”, "Specialized doctoral dissertation
in the field of educational management",
Tehran: Islamic Azad University, Science
and Research Branch. [In Persian].

Khalili Shurini  S. (2004). "Research
Methods in Human Sciences"”, 3rd edition,
(Tehran: Yadvareh Kitab Publications. [In
Persian].

Kinella Denis C. (2008). "Empowerment of
Human Resources”, translated by Mehdi
Irannejad Parisi and Masoom Ali Salimian,
second edition, Tehran: Madirean
Publishing House, 2017. [In Persian].

Litie N. (2008). Thaddeus and Linus Teku
Fon and Gbolahan Awomodu, “Top
Management Commitment and
Empowerment of Employees inTQM

3 (&) ol Ceway Jow o3lp sla aslis bl
el adyy (YVIPF) Jlako b (ol3] azy0p oo
Loamsl bass Sasly oo /- F0) Jlade b o,gly slla>
oo cpl Jae a5 CaS lg se g ((/AA) Sl
Bgad H0 odd 03] pedd Jdo g 3yl pwwle 3315
Cipllae asol> jo HUaml 5,50 Joo b Sloslice wluly
Cuo,d ol a5 Jaw olaigy G glpy S o o)
ol LS 5l wadlys 4 Gy S p3Y o
Jow saims LSis sl asls g le ddlgec olaly oS
o8l gt ez obe 4l L aS . cal (69,0 (5l
(Vo) Jg pSbe o(Ve s MDLLS (V2 o A) cd (aomen
S dels b «((VWAA) (SoS ol )15 «OYAY) Slo
R L S TN NE R
OO 9o 4 (i (o0 JRgR and bli alex
Ol il ol Sf5T la olKisls 4 (5ke] anals
O b iy (nl ol sleiing Ob e 53 93,5 0L
e SyS E esn S)se s walsz )0 (lse
bl oy oo 1y (o9 608 5 aolr G p Egdge
s pol> amghs D8
Ol 5o rol gl el v mli a4 az g L
25 kS b sle aly el ez 1) (Slolening
A ke aS ols &l olBidls jo (g5l wieiles Jow (gl
3
Comdg W)l L bl o ael> (53, sl G &l -
oBesils S grhans 5o (LS saadlys (2L
O, lawg oals &)l Sleas 3l pglae ol )l -
55 plexl
saxly 5 b oje> 5 ol slas Sles I -
a5 o line loj Jol o polSsls
&y oSl ol & o Wl 6l ey S s
D9 pladl b 059> il
ool b (LSS el gogiis maw iol58l -

’f"gl.&«.qlf‘fa)lwﬁ ‘,,éol;,_w‘jlw ‘)ngww)}of‘;mywjg_w saolilas



fv.

Oes g AL (5 0>

Quinn R and Gretchen S. (1999). “The
Road To Empowerment: Question Every
Leader Should Consider”, Marshall School
of Business University of Southern
California.

Ratmawati D. (2007). “Managerial
Competency and Management
Commitment to Employee Empowerment:
Banking Companies Case “, Proceeding of
the 13 Th Asia Pacific Management
Conference, Melbourne, Australia.
Ravichandran S and Shirley G. (2007). “To
Empower or not Empower: The Case of
Student Employed in One Midwestern
University.s Dining Services “, United

States: Kent State University.

Sabzikaran E. (2009). "Investigation of the
factors that create the feeling of
psychological empowerment of human
resources: the case study of Iran's National
Oil Products Distribution Company -
Tehran region”, Tehran: Third Human
Resources Empowerment Conference. [In
Persian].

Saebi M. (2002). "Trends and challenges of
human resource management in the
government sector”, "Modares Humanities
Quarterly”, Vol. 6. [In Persian].

Samad S. (2007)/ “Social Structural
Characteristics and Employee
Empowerment: The Role of Proactive
Personality ”, International Review of
Business Research Paper, Vol. 3, No. 4, Pp.
254-264.

Sayer K and Lynda H. (2004).
“Empowerment in Business Process
Reengineering: An Ethnographic Study of
Implementation  Discourses”,  Sydney,
University of Technology.

Taheri N. (2009). "Evaluation of the current
situation of human resources development
and formulation of productivity strategies:
the case study of Ipco company", "Master's

Implementation” Universit College of
Boras.

Maxwell James R. (2005). “Management of
Employee Empowerment “, Journal of
Organizational Culture, Communications
and Conflict, Jan.

Menon Sanjay T. (2001). “Employee
Empowerment: An Integrative
Psychological ~ Approach”,  Clarkson
University.Box 5790, Potsdam.

Mirzaei Daryani Sh. (2009).
"Empowerment of Human Resources and
Change Management”, Tehran: Third
Conference on Empowerment of Human
Resources. [In Persian].

Mohammadi H. (2009). "The role and
position of human resource empowerment
in Iran's administrative system", Tehran:
The Third Human Resource Empowerment
Conferenc. [In Persian].

Mohammadi P. (2009). "Informal learning
and its role in psychological empowerment
of employees”, Tehran: Third Human
Resources Empowerment Conference. [In
Persian].

Momeni M, Faal Qayyomi A. (2007).
"Statistical analyzes using SPSS", Tehran:
Kitab No. [In Persian].

Ongori H. (2009).“Managing Behind The
Scenes: A View Point on Employee
Empowerment “, African Journal of
Business Management, VVol. 3, No. 1, Pp. 9-
15.

Pour Safar A, Hosseini S R. (2009).
"Empowerment: Concepts, Theories and
Consequences"”, Tehran: Third Human
Resources Empowerment Conference. [In
Persian].

Qadirian A A. (2003). "Learning groups,
the axis of learning and development of
human resources”, "New Journal of
Cognitive Sciences”, Vol. 5, No. 2. [In

Persian].

’f"gl.&«.qlf‘fa)lwﬁ ‘,,éojf_w‘jlw ‘)}Jl‘u‘;ww)}oi‘;myw;jﬁ_wﬁc saolilas



b))l S (Joo &1,

™

Empowerment and Intent to Quit Among
Survivors of Restructuring and
Downsizing“, United States: A&T State
University, North Carolina.

Zare Benadkoki M R. (2009). "The role of
employee empowerment in the successful
implementation of TQM in organizations”,
(Tehran:  Third  Human  Resource
Empowerment Conference. [In Persian].

Thesis of Executive Management”, Tehran:
Industrial Management Organization. [In
Persian].

Talebian A. (2009). "Comprehensive
model of human resources empowerment”,
"Tadbir scientific-educational monthly",
No. 203. [In Persian].

Ugboro Isaiah O. (2006). “Organizational
Commitment, Job Redesign, Employee

’f"gl.&«.qlf‘fa)lwﬁ ‘,,éojf_w‘jlw ‘)}Jl‘u‘;ww)}oi‘;myw;jﬁ_wﬁc saolilas



