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1. Introduction

Human resource management (HRM) (Wright & McMahan, 1992) plays essential role on the success
of any organization and there are several studies on measuring the effects of HRM on the performance
of firms (Barton & Barton, 2011; Bowen & Lawler III, 2006). Ahmad and Schroeder (2003) attempted
to generalize the efficacy of different HRM practices in the context of country and industry,
concentrating on the impacts of these practices on operations. Chow et al. (1999) studied cultural
influences on informal information sharing in Chinese and Anglo-American organizations based on
some exploratory study. They suggested the importance of individual differences, individual
assertiveness, and corporate culture in affecting informal information sharing in Australia. Collins and
Clark (2003) explored the relationship between human resources (HR) practices and firm performance
by examining the relationships between a set of network-building HR practices, aspects of the external
and internal social networks of top management teams, and firm performance. They reported that the
relationships between the HR practices and firm performance were mediated through their top
managers' social networks.
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According to Dessler (2006), several Chinese candidates may be unwilling to offer themselves during
an interview because of a strong cultural bias against boasting. Western organizations' attempt on
employee empowerment could be alien to those raised in the more conventional Chinese culture. Lee
et al. (2010) performed an investigation on the relationship between HRM practices, business strategy
and firm performance in steel industry in Taiwan. They reported that HRM practices could be positively
associated with firm performance, there was a close relationship between HRM practices and business
strategy, business strategies could be positively associated with firm performance and integrating HRM
practices with business strategies could be positively associated with firm performance.

Psychological capital is associated with one's positive psychological resources, which includes self-
efficacy, hope, optimism, and resilience, and psychological capital which are important resources for
organizational behavior and effectiveness. You (2016) examined the effect of psychological capital on
students' learning in an academic context, and proposed some structural models to test the relationship
among students' psychological capital, learning empowerment, and engagement. They reported that
college students' psychological capital maintained a positive relationship with learning empowerment,
and learning empowerment fully mediated the relationship between psychological capital and
engagement. Quinones et al. (2013) investigated whether psychological empowerment could act as a
personal resource mediating the motivational process from job resources to work engagement. They
reported that job resources could increase the perception of being empowered at work, which then
represents an essential factor to enhance work engagement.

Lee and Nie (2014) investigated the predictive relationships among teachers' perceptions of principal's
and immediate supervisor's empowering behaviours, teachers' psychological empowerment and three
teachers' work-related outcomes in terms of job satisfaction, organisational commitment and
professional commitment. They reported that the four dimensions of psychological empowerment (i.e.
‘meaning’, ‘competence’, ‘autonomy’, and ‘impact’) mediated the relationships between teachers'
perceptions of immediate supervisor's empowering behaviours and teachers' work-related outcomes.
Bitmis and Ergeneli (2011) examined the mediating effect of leader member exchange on the
relationship between psychological empowerment and job satisfaction in 21st century workplace.

2. The proposed study

The main objective of this study is to explain the relationship between human resources management
(HRM) and psychological empowerment of employees in the National Iranian oil company (NIOC).
The study population includes all NIOC’s 950 employees and the sample size is calculated as follows,

Nxzfm xXpxq

n= ; 1
eXx(N-1)+z2,xpxq M

where N is the population size, p=1-grepresents the yes/no categories, z,,,is CDF of normal

distribution and finally & is the error term. Since we have p=0.5,z,,, =1.96 and N=950, the number of

sample size is calculated as n=276. Therefore, 276 people are randomly chosen as sample study. The
survey uses a questionnaire originally developed by Spreitzer (1995) to measure psychological
empowerment and designs another questionnaire for measuring HRM. There are five hypotheses as
follows,

1. There is a relationship between team work activities and psychological empowerment in NIOC.

2. There is a relationship between extensive training programs and psychological empowerment
in NIOC.

3. There is a relationship between information sharing and psychological empowerment in NIOC.
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4. There is a relationship between performance-based pay and psychological empowerment in
NIOC.

5. There is a relationship between performance feedback and psychological empowerment in
NIOC.

We first examine whether the data were normally distributed using Kolmogorov-Smirnov test. Table 1
shows the results of our survey. As we can observe from the results of Table 1, all variables are normally
distributed when the level of significance is five percent.

Table 1

The results of Kolmogorov-Smirnov test
Variable Kolmogorov-Smirnov Z Sig. Result
Team work activities 1.112 0.225 Normal
Information sharing 1.149 0.109 Normal
Performance-based pay 1.130 0.215 Normal
Extensive training programs 1.198 0.092 Normal
Performance feedback 1.224 0.089 Normal
HRM activities 1.123 0.218 Normal
Psychological empowerment 1.169 0.098 Normal

3. The results

In this section, we present the results of the implementation of different parametric tests such as Pearson
correlation, stepwise regression and one-way t-test to examine the hypotheses of the survey. Table 2
shows the results of Pearson correlation to examine the hypotheses of the survey, and as we can observe,
there are some positive and meaningful relationships between HRM components and psychological
empowerment.

Table 2

The summary of Pearson correlation ratios
Variable Correlation ratio Sig. Result
Team work activities 0.429 0.000 Confirmed
Information sharing 0.465 0.000 Confirmed
Performance-based pay 0.340 0.000 Confirmed
Extensive training programs 0.385 0.000 Confirmed
Performance feedback 0.411 0.089 Confirmed
HRM activities 0.685 0.000 Confirmed

Table 3 shows the results of regression method between psychological empowerment as dependent
variable and HRM components as independent variables.

Table 3

The results of regression model
Variable B Beta t-value Sig.
Team work activities 0.255 0.261 5.376 0.000
Information sharing 0.282 0.287 6.063 0.000
Performance-based pay 0.135 0.126 2.562 0.012
Extensive training programs 0.157 0.162 2.709 0.008
Performance feedback 0.236 0.242 4.557 0.000

Adjusted R-Square = 0.492 F-value = 66.203 (0.000) df =270,5
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According to the results of Table 3, F-value is equal to 66.203 with Sig. = 0.000, which means there
was a linear relationship between independent variables and dependent variable. Adjusted R-Square is
equal to 0.492, which means that independent variables, HRM variables, could approximately describe
49% of the changes on dependent variable, psychological empowerment. All t-value numbers are
statistically significant. We also used one-way t-student test to measure the effects of psychological
empowerment and Table 4 shows the summary of our findings and we can confirm that all
psychological empowerment components are within desirable levels.

Table 4

The summary of the implementation of t-value on the effects of psychological empowerment
Interval

Variable t-value df Mean @ Sig. lower upper Result

Competence 26437 275 3846 0.000 0.7836  0.9097 desirable

Impact 7.999 275 3370 0.000 0.2795 @ 0.4620 desirable

Trust 9459 275 2477 0.000 -0.6318 -0.4141 desirable

Autonomy 6.082 275 3252 0.000 0.1707 0.3341 desirable

Being meaningful 11.323 275 3.572 0.000 0.4729 0.6720 desirable

Psychological 9.251 275 3303 0.000 0.2392  0.3685 desirable

Finally, we have applied one-Sample t-student test to measure the effects of HRM. Table 4 shows the
summary of our findings and we can confirm that most HRM components are not within desirable
levels. In other words, HRM activities including Performance-based pay, Extensive training programs
and Performance feedback were not within the desirable levels and only Team work activities and
Information sharing are somewhat desirable.

Table 5
The summary of the implementation of t-value on the effects of HRM components

Interval
Variable t-value df Mean Sig. lower upper Result
Team work activities -1.372 275 2924 0.171 -0.1831 0.0327 About average
Information sharing -1.088 275 2939 0277 -0.1696 0.0488  About average
Performance-based pay -8.505 275 2569 0.000 -0.5298 -0.3307  Undesirable
Extensive training programs -8.151 275 2.695 0.000 -0.3779 -0.2308 Undesirable
Performance feedback -13.224 275 2516 0.000 -0.5557 -0.4117  Undesirable
HRM activities -7.987 275 2729 0.000 -0.3375 -0.2040  Undesirable

4. Conclusion

In this paper, we have presented an empirical investigation to study the effects of HRM activities on
psychological empowerment among selected people in an oil company. The study used a well-known
questionnaire introduced by Spreitzer (1995) to measure psychological empowerment and designed a
questionnaire to measure HRM activities. The implementation of Pearson correlation test as well as
stepwise regression technique has indicated meaningful relationship between the mentioned factors.
The results of this survey are consistent with other findings such as Lee et al. (2010), Zimmerman
(1995), Cheung et al. (2012 and Spreitzer (1996). Allahyari et al. (2011), for instance, investigated the
relationship between the empowerment with organizational learning among the employees who work
for the University of Tehran. The implementation of the Pearson Correlation indicated that
empowerment had positive relationship with organizational learning. Moreover, the implementation of
the regression analysis indicated that sense of incorporation with others and sense of competence could
predict the organizational learning. Moreover, the result of One Sample T-Test indicated that there was
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no significant difference between empowerment and organizational learning of male and female
employers. In other words, gender did not have any impact on the relationship. Finally, they reported
that there was not any significant difference between empowerment and organizational learning of
managers and employees.
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