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Background: One of the concepts that has been proposed in order to increase human resources is to pay
attention to the factors affecting employee motivation. The putrpose of this study is to "investigate the rela-
tionship between ethical factors and job motivation in the employees of North Khorasan Power Distribution
Company."

Method: The present study was applied in terms of purpose and descriptive-survey in terms of type of re-
search. The statistical population includes all employees of 191 North Khorasan Power Distribution Company
and the sample accotrding to Cochran's formula is 127 people and the stratified random sampling method.
Research data were collected by two researcher-made questionnaires of effective factors for job motivation
and job motivation questionnaire. Pearson correlation coefficient and regression tests were used to analyze the
data and generalize the results using SPSS21 statistical software.

Results: The results showed that ethical factors have a significant relationship with job motivation and job
motivation of employees of North Khorasan Power Distribution Company and the highest relationship with
the factors of ethical relationship between manager and employees (0.430), non-abuse of authority (respec-
tively). 0.340), had a sense of responsibility (0.163), moral empowerment (0.131) with job motivation of em-
ployees.

Conclusion: The main achievement of the study showed that there is a significant relationship between ethical
factors (empowerment, manager's relationship, delegation, job appreciation, and feeling of ownership) and job
motivation.
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Introduction

Motivation is an inner state that produces energy,
determines the direction and intensity of a behavior
to achieve a need. This psychological concept often
has internal or external roots (1).

Extensive environmental changes in today's turbu-
lent world have made organizational flexibility es-
sential to ensure their survival, and empowering
and empowering employees is one of the key strat-
egies to increase performance and ensure survival
in today's organizations. In this regard, successful
empowerment means creating traits such as a sense
of competence (self-efficacy), a sense of choice
(self-organization), a sense of effectiveness (pet-
sonal acceptance of the result), a sense of meaning
or importance (value) and a sense of trust. When
managers can cultivate these five qualities in others,
they are empowered with success. In this way, em-
powered people can not only do their job, but also
think differently about themselves. Employee em-
powerment has two aspects: freedom of action and
authority on the one hand and expectations and re-
sponsibility on the other. Reducing distance and
gaps among employees allows employees to ex-
press their ideas easily, and as a result, creativity,
honesty, trust and satisfaction, and job motivation
increase. According to researches, there are two
ways to do this: reduce the difference in status, re-
duce the difference in pay levels across the organi-
zation and create organizational symbols in line
with organizational communication based on de-
veloping a culture of honesty, trust and organiza-
tional justice. In this regard, it is better for commu-
nication to be in the form of face-to-face interac-
tions, in order to be more effective (2). Paying at-
tention to communication makes employees feel
that managers care about what they say (3).

Of course, in such a situation, employees can ex-
press their problems and issues with more security.
The end result of effective communication in the
organization is loyalty, reducing absenteeism and
leaving the organization (4).

Delegation of authority, which is the transfer of
part of the specific executive powers and duties of
the manager and leader of the organization, regard-
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less of its origin, to subordinates and heads of sub-
ordinate units and departments in order to expedite
matters and achieve the goals of the organization
quickly and on time. The purpose of delegating au-
thority is for subordinates to be able to decide in-
dependently on the respective duties and responsi-
bilities and in any case not be obliged to seck the
opinion and order of their immediate supetior so
that the goals can be achieved quickly and perhaps
sooner than scheduled. The result of public satis-
faction and those who are interested should be ob-
tained faster (5).

Feelings of gratitude also have an effect on motiva-
tion. It follows a benefit that is glorified, valued, and
interpreted with altruistic intent (6).

Gratitude directly nurtures social support and pro-
tects individuals from stress and depression. The
tool of gratitude is associated with positive emo-
tions and increased social motivation (7).

Sense of ownership, which is another factor influ-
encing employee motivation, has been described as
a cognitive-emotional construct and is a state in
which people feel that the purpose of ownership or
part of it belongs to them. As this sense of individ-
ual consciousness reflects the thoughts, ideas and
beliefs aimed at the goal (8).

A researcher in a study entitled "identification and
ranking of factors affecting job motivation of em-
ployees" (9) concluded that the main factors affect-
ing job motivation of seafarers are: 1. Workplace
conditions, 2. Salary, 3. Special needs of job nature,
4. Providing welfare facilities, 5. Organizational fac-
tors, 0. Leadership style and leadership style, 7.
Growth and development factors. A study entitled
"study of the relationship between delegation and
job motivation of employees" concluded that with
increasing the amount of delegation of manager to
employees, their motivation increases (10). Another
study entitled "study of methods to motivate em-
ployees and managers of education", prioritizing
factors in methods of motivation, respectively, the
principles of human relations, the rule of ethical val-
ues in the workplace, delegation, attention to envi-
ronmental conditions in the workplace, the exist-
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ence of criteria in the payment of salaries and ben-
efits, attention to the quality of working life, partic-
ipatory management, support of superiors and at-
tention to job characteristics(11). A study entitled
"prioritization of components affecting job motiva-
tion in the staff of a military center using the Ana-
lytic Hierarchy Process (AHP)" concluded that the
components of job security and appropriate payroll
with a coefficient of importance of 0.29 and 0.20 in
the first and second priorities and the components
of communication, policy and environment with a
coefticient of importance of 0.02 are in the last pri-
orities (12).

A researcher in the study of factors affecting man-
agers' job motivation, sincere trelationships with
colleagues, high salaries and benefits, security in
various dimensions, good working conditions, sup-
port of officials, coherent and fair performance ap-
praisal system, thanks and appreciation, help Re-
garding personal and professional problems, partic-
ipation in all tasks was introduced by all members
of the working group(13). Factors of positive rein-
forcement, high job expectations, effective disci-
pline, fairness in dealing with others, meeting the
needs of employees, setting clear goals, meaningful
job, appreciation of efforts and endeavors by supe-
riors, Existence of group norm, exchange of infor-
mation and sincere cooperation, strengthening of
work conscience and responsibility and three indi-
cators of work progress, type of work and attrac-
tiveness of work environment have been consid-
ered as effective on job motivation(14).
Researchers introduced the factors of order, fair be-
havior among colleagues, successful and appropri-
ate leadership, professional and extra-structural
support through control, leadership, supervision
and participation in activities, and indicators of su-
perior treatment, client communication, experi-
ences Learning in the work environment, job op-
portunities, the effects of the family environment,
freedom of action and work interest and trust of the
supetvisor were considered as effective on job mo-
tivation(15). In the study of factors affecting job
motivation in intimate relationships with co-work-
ers, coherent and fair reward system, high salaries
and benefits, security in various dimensions, appro-

priate working conditions, attractive and motivat-
ing work, officials' support of the individual Intro-
duced a coherent and equitable performance ap-
praisal system, thanks and appreciation, help with
personal and professional problems, participation
in all tasks by all members of the working
group(16). He introduces financial rewards as an
external factor and does not consider it to be a con-
stant motivating factor. A researcher in a study con-
cluded that a level of job motivation is associated
with support for change and positive changes in job
and work environment are effective in employee
motivation. He considers the effective factors on
motivation are self-confidence, freedom of action
in the job and the possibility of advancement in it,
dignity and high social dignity of the job, sufficient
power and mastery of the job, coordinated and de-
sirable changes in job duties, challenging job, dele-
gating responsibility to Subordinates introduced the
delegation of powers and responsibilities in the ad-
ministrative hierarchy, strengthening work con-
science and responsibility in the job, the emergence
of capabilities and abilities, and changes in the field
of job duties (17).

Human resources are one of the most important
factors influencing the success or failure of a social
system (18). It is the human resources that guaran-
tee the survival, the effective factor and the key to
the success of a system, the human resources factor
can waste physical resources and waste, destroy or
fertilize it. The authors consider the motivating,
mutating and motivating force of human beings as
their motivation and believe that in every success,
20% of effort and 80% of motivation are effec-
tive(19). Perhaps it is safe to say that the biggest
problem of our organizations today is the most
challenging crisis that our managers face. Facing is
a bit of motivation and a decrease in employee re-
sponsibility. Unmotivated employees destroy the
best programs, the most effective structures, and
the most effective resources. Human behaviors fol-
low the law of cause and effect, and for each ob-
served behavior, hypothetical reasons or motives
that underlie that behavior can be imagined. There-
fore, when a behavior becomes strong in a person,
there is a motivation to do it. In other words, it can
be said that motivation is a prerequisite for the
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emergence of any behavior and the acquisition of
skills, and in fact is a powerful factor that guides
behavior. That is why the officials of the power dis-
tribution company, with the help of behavioral and
human resources specialists, pay special attention to
increasing the motivation of employees. One of the
concepts that has been proposed in order to in-
crease human resources is to pay attention to the
factors affecting the motivation of employees in the
North Khorasan Power Distribution Company.
North Khorasan Power Distribution Company, as
one of the main and large companies in the country,
has a basic need to train creative personnel and staff
to be able to meet the needs of its main customers.
Due to the administrative system of the power dis-
tribution company and the need to respond
propetly to the needs of customers, the attention of
officials to create and increase motivation in em-
ployees is necessary. Despite the benefits and posi-
tive results of using the factors affecting employee
motivation, not paying attention to the factors and
components of motivation causes many problems
and issues that not only will not increase perfor-
mance but also in some cases lead to major failures.
Although many researches have been done on em-
ployee motivation so far and each of them has dealt
with specific aspects of it, but less research has ex-
amined the factors affecting the motivation of its
employees. In fact, the dispersion of studies and
classification of components and the incoherence
of studies in some cases and the contradictory loca-
tion of single components in different studies, ne-
cessitate this research. Therefore, the main question
that this study seeks to answer is "Is there a rela-
tionship between the factors affecting job motiva-
tion in the North Khorasan Power Distribution
Company"?

Empowerment, managet's relationship with em-
ployees, delegation, appreciation, sense of owner-
ship, are effective factors in motivating employees
in the present study.
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Material and Methods

The present research is applied in terms of purpose
and descriptive-survey in terms of type of research.
The statistical population includes all the employees
of North Khorasan Power Distribution Company
with 191 people and the sample according to
Cochran's formula is 127 people and the sampling
method is stratified random. According to Table
(1), the highest frequency is related to male employ-
ees (117) with (92.1) percent, service history be-
tween 11 to 15 years (39) with 30.7%, in the head-
quarters (51) 40.2% and the lowest frequency re-
lated to female employees (10) with 7.9%, with less
than 5 years of service (15) with 11.8%, related to
Raz city and Jirgalan (3) people with (2.4) percent.
The data of this study were collected by two ques-
tionnaires. A) The researcher-made questionnaire
of effective factors of work motivation has 19 ques-
tions and 5 components (empowerment, managet's
relationship with employees, delegation, apprecia-
tion and sense of ownership). This questionnaire is
scored on a 5 Likert scale from strongly disagree
(1) to strongly agree (5). The validity of the ques-
tionnaire was a content that was approved by pro-
fessors and experts and was distributed among 30
employees of the electricity distribution company
through the implementation of the preliminary de-
sign of the questionnaire, the reliability of which
was estimated equal to (95.95) through Cronbach's
alpha. B) Wright (2004) Job Motivation Question-
naire was first translated by Arshadi (2007). It has 6
questions, the answers to which are 3 questions on
a 6-point scale from strongly disagree (1) to strongly
agree (6) and the answers to the other 3 questions
on a 5-point scale from never (1) to forever (5). The
validity of the questionnaire was content that was
approved by professors and experts and its reliabil-
ity was estimated equal to (0.88) through
Cronbach's alpha. To analyze the findings in the de-
scriptive statistics section, the frequency distribu-
tion table, graph, mean and standard deviation and
in the inferential statistics section to analyze the
data and generalize the results, Pearson correlation
coefficient and regression tests using SPSS21 statis-
tical software were used.
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Table 1: Frequently distribution of employees
Variables Frequency Percentage

Gender Male 117 92/1
Female 10 7/9
Years of service Less than 5 years 15 11/8
5-10 years 28 22/0
11-15 years 39 30/7
16-20 years 22 17/3
Up to 21 years 23 18/1
Provinces Setad 51 40/2
Bojnourd 21 16/5
Shirvan 19 15/0
Esfarayen 10 7/9
Maneh & Samalghan 9 7/1
Garmeh & Jajarm 6 4/7
Farooj 8 6/3
Raz & Jirgalan 3 2/4

Table (2) shows the results of describing the data
obtained from the questionnaires.

Table 2: Description of data

Variables Mean SD

Effective factors of work | Empowerment 11/2992 3/37195
motivation Interaction of manager | 11/3228 3/34256

with employee

delegation of authority 11/1811 3/37925

Acknowledgment 8/3701 2/76257

Sense of ownership 11/5591 3/38215
Effective factors 53/7323 14/85509
Job motivation 16/8976 4/92295

According to Table (3), the significance level of
Kolmogorov-Smirnov test in both variables is
more than 0.05, so parametric tests (Pearson cor-
relation coefficient) can be used.

Table 3: Normality of the data

Index Effective factors in
job motivation

Job motivation

Kolmogrov- | 1/049 1/020
Smirnov
Sig. 0/221 0/249

According to Table (4) because the calculated cor-
relation coefficient among all components of the
effective factors of work motivation (sense of
ownership, manager relationship with employees,
delegation, empowerment, appreciation) with job
motivation is 99% higher in the level of confi-
dence, the research hypothesis is confirmed. And
the null hypothesis is rejected; therefore, it can be
said that there is a significant relationship between
all the effective factors of work motivation (sense
of ownership, manager relationship with employ-
ees, delegation, empowerment, and appreciation)
and job motivation.
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Table 4: Relationship between variables with job motivation

Variables Cotrelation Coefficient

Empowerment 0/997 0/000
Interaction of manager 0/970 0/000
with employee

Delegation of authority | 0/909 0/000
Acknowledgment 0/664 0/000
Sense of ownership 0/926 0/000

As can be seen in Table (5), the effective factors
of work motivation are included in the regression
equation, which (96.2%) explains the percentage
of job motivation.

Table 5: Summery of model
Correla- R2

tion coef-

ficient

0/981 0/963 0/962 0/95592

According to Table (6), the managert's relationship
with employees (0.430), delegation (0.340), and
sense of ownership (0.163) and empowerment
(0.131) have the greatest impact on job motivation
in the company, respectively. They had electricity
distribution in North Khorasan.

Table 6: Beta coefficient and level of significance

Non-standard coefficient

Standard coefficient =T

B Beta

Constant number -1/793 0/075
Effective factors 0/325 0/006 0/981 56/717 0/000
Empowerment 0/191 0/072 0/131 2/658 0/009
Relation 0/633 0/090 0/430 7/027 0/000
Delegation of author- 0/495 0/036 0/340 13/905 0/000
ity

Acknowledgment -0/043 0/024 -0/024 -1/806 0/073
Sense of ownership 0/238 0/059 0/163 4/014 0/000

Discussion the study showed that there is a significant rela-

The main hypothesis of the study showed that
there is a significant relationship between effective
factors and job motivation with some researches
of are consistent. (9, 12-16). The first sub-hypoth-
esis of the research showed that there is a signifi-
cant relationship between empowerment and job
motivation that the results of this hypothesis are
consistent with the some researches. (15, 17). The
second sub-hypothesis of the study showed that
there is a significant relationship between man-
ager's relationship with employees and job moti-
vation. The results of this hypothesis with the
some researches are consistent. (11, 12, and 16).
Researcher in a study introduced the first factor
affecting job motivation in intimate relationships
with colleagues (16). The third sub-hypothesis of
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tionship between delegation and job motivation
that the results of this hypothesis are consistent
with the some researches (10, 11, and 17). studies
concluded that with increasing the amount of del-
egation of authority to employees, their motiva-
tion increases (10). The fourth sub-hypothesis of
the research showed that there is a significant re-
lationship between job appreciation and motiva-
tion that the results of this hypothesis are con-
sistent with the some researches (11, 14, and 16).
Studies considered the factors of justice in dealing
with others, appreciation of efforts and endeavors
by superiors, exchange of information and sincere
cooperation to be effective on job motivation (14).
The fifth sub-hypothesis of the research showed
that there is a significant relationship between the
feeling of ownership and job motivation that the
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result of this hypothesis is consistent with the
some researches (9, 11 and 13).

Based on the results of research hypotheses, it is
suggested that managers help their employees in
the empowerment process to improve their self-
confidence and overcome their feelings of help-
lessness and helplessness. In this way, opportuni-
ties can be provided for people to show that they
can come up with good ideas and put them into
practice. Employee training and empowerment is
one of the goals of organizations and is always
based on the belief and propaganda that produc-
tivity depends on educated and capable employees
and on this important cost, in-service courses,
short and long term or in other ways individual
abilities and some of them are in line with organi-
zational goals. In the field of communication, the
manager should value and respect his employees
and consider them as his colleague and not as a
subset. It is suggested that the organization formu-
late specific job descriptions for all employees and
identify communication barriers to facilitate or-
ganizational communication. It is recommended
to clarify and remove the ambiguity of employees
regarding their position in the organization as well
as controlling the relations between work units.
North Khorasan Power Distribution Company
should be able to increase the correlation based on
mutual trust of employees through the dimensions
of mutual trust (honesty, competence, stability,
loyalty) and increase employee motivation. Dele-
gation becomes more important with the develop-
ment of the organization to the extent that it is
possible to continue the life of the device without
delegation. Therefore, it is suggested that manag-
ers remove any ambiguity in the transfer of affairs
and strengthen the motivational practice in subor-
dinates. To be delegated. Therefore, delegating au-
thority and giving field to employees, while em-
powering and developing them can lead to increas-
ing motivation in employees. Everyone, regardless
of the type of personality, position and position of
the organization, wants to see his work. Therefore,
appreciating and appreciating the efforts and ef-
forts of employees can motivate employees even
verbally. It is recommended that employees be re-
warded in a timely manner so that bonuses are

paid to employees as soon as possible (immedi-
ately after positive performance). As far as possi-
ble, the methods and system of payments should
be clarified for the employees and while observing
the theory of expectation, discriminatory payment
methods should be avoided. When all of the above
is observed, other employees feel ownership and
consider themselves the owner of the work, com-
pany and institution, and as a result, internal moti-
vation is created.

Conclusion

The purpose of this study was to "investigate the
factors affecting job motivation in the employees
of North Khorasan Power Distribution Com-
pany". The main achievement of the study showed
that there is a significant relationship between eth-
ical factors (empowerment, manager's relation-
ship, delegation, job appreciation, and feeling of
ownership) and job motivation.
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