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bstract

Background: Academic faculty members of universities are the main element of science transfer and devel-
opment of societies whose empowerment is an inevitable necessity. Therefore, the main purpose of this study
was to predict the psychological empowerment of employees based on the model of spiritual leadership.
Method: The method of the present study was descriptive-correlational in terms of implementation method
and applied in terms of purpose. The statistical population of the study was 162 professors and lecturers of
Farhangian University of Isfahan in 2009-2010. Based on Morgan and Krejcie (1970) table, 110 of them were
selected by simple random sampling method. The research instruments were the standard questionnaires of
Fry Spiritual Leadership (2005) and Spreitzer Job Empowerment (1995), the reliability of which was obtained
by Cronbach's alpha test of 0.89. Pearson cortelation test with SPSS23 software and structural equation ap-
proach with Amos20 software were used to analyze the data.

Results: Data analysis showed that spiritual leadership has a significant relationship with psychological em-
powerment of employees (r = 0.44 and P <0.01). Spiritual leadership also predicts 0.45 variance of variable
psychological empowerment of Farhangian University faculty members. Among the dimensions of spiritual
leadership, perspective (0.83), altruism (0.81) and faith and hope (0.80) had the highest path coefficient on
empowerment, respectively.

Conclusion: Considering the effect of spiritual leadership on the psychological empowerment of faculty mem-
bers, it is necessaty to review the patterns of leadership in cultural universities and the appointment of individ-
uals as the president of universities should be done more with the style of spiritual leadership.

((eywords: Empowerment, Spiritual leadership, Altruism J

* Cortesponding Author: Email: mo_samie@yahoo.com
Received: 10 Aug 2021
Accepted: 07 Sep 2021

Copyright: © 2022 Samice Zafarghandi M. et al. Published by Iranian Association of Ethics in Science and Technology
This article is an open access article distributed under a Creative Commons Attribution-Noncommercial 4.0
International License. (https://creativecommons.org/licenses/by-nc/4.0/ ).

Available at: www.ijethics.com


mailto:mo_samie@yahoo.com
https://creativecommons.org/licenses/by-nc/4.0/
http://dx.doi.org/10.52547/ijethics.3.4.16
https://mail.ijethics.com/article-1-89-en.html

[ Downloaded from mail.ijethics.com on 2026-02-16 ]

[ DOI: 10.52547lijethics.3.4.16 ]

Samiee Zafarghandi M. et al.
International Journal of Ethics & Society (IJES), (2022) Vol. 3, No. 4

Introduction

Professors and faculty members are an important
element of the university. Faculty members have
the ability to direct their organization toward an in-
teractive environment or organizational weakness.
In fact, their ability is so important that this issue
leads to growth or in case of weakness, inefficiency
of the university administration (1). They must be
able to perceive changes in the environment in fa-
vor of the university, use teaching-learning pro-
cesses appropriate to the students' circumstances,
keep their students active and dynamic, and, on the
other hand, have effective relationships with their
peers (2). The realization of these processes re-
quires the empowerment of teachers as educational
staff (3).

There are many definitions of empowerment. Some
believe that the main element of empowerment is
to empower employees in relation to specific tasks
and define empowerment as the transfer of power
from the employer to employees to make decisions
quickly (4). Psychological empowerment as a new
approach to job motivation means releasing em-
ployees' internal forces and providing contexts and
opportunities for individuals to develop their tal-
ents, abilities, and competencies (5). There are two
different approaches to empowerment. The first
approach is called the communication approach,
which emphasizes environmental elements and de-
fines empowerment as a set of managerial activities
that give employees power, control, and authority
(6). Proponents of this view see the concept of em-
powerment as an effort to increase levels of em-
ployee participation in the decision-making pro-
cess, which encourages employees to be more ac-
tively involved throughout the organization (7).
The second approach arises from employees' pet-
ceptions. This approach emphasizes the concept of
psychological empowerment. This approach points
to whether or not employees feel empowered (8).
Employee empowerment has four main compo-
nents. 1- Meaning in work; Refers to the value of
work goals based on judgments about one's ideals
and criteria. It is also a person's inner interest in
work and includes the fit between the work require-

ments, values and beliefs of the person. 2- Compe-
tence; Refers to the degree to which a person feels
capable of performing professional tasks with skill.
3- Independence; A sense of independence at the
beginning of activities and systematization of work
is a reflection of the degree of freedom of action in
work behaviors and processes, and they can decide
for themselves the process of doing their work.
Thomas & Velthouse define autonomy as having
the right to choose. 4- To be effective; It is the de-
gree to which one feels one can influence the stra-
tegic, administrative, or operational consequences
of the job (8).

One of the important factors in employee empow-
erment is leadership styles (9). Spiritual leadership
is one of the leadership styles that enhances em-
ployee empowerment (10). Spiritual leadership in-
cludes the values, attitudes, and behaviors that are
needed to motivate oneself and others to experi-
ence spiritual survival through duty and member-
ship, and includes religious, moral, and value-based
approaches to leadership. Spiritual leadership is also
manifested through behavior, in one's thoughtful
action, or in the moral, compassionate, and respect-
ful behavior of others (11). Spiritual leadership also
helps employees understand the true meaning of
their job and care about their responsibilities. It also
gives them the feeling that their job is important to
the organization and other partners (12). Spiritual
leadership is a causal theory for organizational
change and spontaneous organizational creation.
This theory is based on the model of intrinsic mo-
tivation, which combines insight, faith and hope,
love of altruism, spirituality of the workplace, and
spiritual happiness and survival (13). In fact, spirit-
uality in the workplace describes the experience of
employees whose work is satisfying, meaningful
and purposeful. Experience spirituality in the work-
place is also associated with increased creativity, sat-
isfaction, honesty, trust and commitment at work
(14). Accordingly, the main goal in spiritual leader-
ship is to acquire the vision and core values for the
organization in order to empower employees for
the growth and excellence of the organization and
healthy competition with other organizations (15).
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Some scholars have suggested seven dimensions
for spiritual leadership; 1) A vision that includes the
image of the group and the group. 2) Love of the
same kind: Love of others means a set of values,
assumptions, and ways of thinking that are morally
correct and shared by group members and taught
to new members. 3) Membership, which is a sense
of understanding and appreciation, and to a large
extent, interaction and communication is created
through social interaction and membership in
groups. 4) Hope - Faith: A firm belief in something
for which there is no proof and physical and mate-
rial evidence has not proved its existence. 5) Mean-
ingful: It means that employees have a sense of im-
portance of their work and that performing the du-
ties of each one is socially and individually mean-
ingful for the individual. 6) Organizational commit-
ment: Organizational commitment is an attitude
and a mental state that indicates the desire, need
and obligation to continue operating in an organi-
zation. 7) Continuous empowerment: Continuous
improvement means that with innovation and cre-
ativity, new ways and high capabilities can be cre-
ated (106).

Employee empowerment studies have focused es-
pecially on manufacturing and industrial organiza-
tions and companies, but are scarce in educational
and scientific organizations. In a study of four di-
mensions of spiritual leadership (relationship with
God, relationship with others, relationship with
self, and work motivation) with the organizational
empowerment of the police has been a significant
relationship (17). In a study, spiritual leadership had
a positive and significant correlation with employee
empowerment (18). In a study, researchers analyzed
the effect of spiritual leadership dimensions and its
consequences on organizational performance em-
powerment and concluded that spiritual leadership
has a positive and significant effect on organiza-
tional performance empowerment (14). Other re-
searchers have concluded that the dimensions of
spiritual leadership (significance at work, organiza-
tional commitment, organizational perspective,
faith in work) are directly related to empowerment
(19). In another study, it was shown that spiritual
leadership is significantly related to psychological
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empowerment of employees (20). Other research-
ers have concluded that spiritual leadership has a
significant relationship with different levels of em-
powerment and its consequences such as work per-
formance and knowledge sharing and creativity of
employees (21). In another study, it was shown that
there is a significant relationship between managers'
spiritual leadership style and sense of competence,
sense of independence and sense of efficiency (22).
Researchers in another study showed that ethical
(spiritual) leadership is associated with leader-mem-
ber exchange, self-efficacy and organizational iden-
tity, and thus affects employee performance (23).
Spiritual leadership in educational organizations
consists of two pillars. First, creating a vision in
which members of the educational organization
feel an invitation in which their lives find meaning
and make a difference. Second, the creation of a so-
cio-organizational culture based on love and philan-
thropy in which leaders and followers express gen-
uine interest and gratitude both to themselves and
to others, thereby forming a sense of membership
and a sense of understanding and appreciation (24).
In this regard, Farhangian University is part of the
higher education system, which is directly responsi-
ble for providing manpower for education. Un-
doubtedly, the leadership and administration of
these universities have a great impact on various as-
pects of professors' capabilities and their output.
The leadership relationship in this university is very
important in that if the professors of these univer-
sities have the desired level of ability, we can hope
to train qualified human resources (teachers) be-
cause the product of Farhangian University is used
directly in education.

The innovation of the present study is that in Far-
hangan University, there are few researches that
have dealt with the issue of empowering professors
and a research gap has been created. The results of
the research can lead to increasing knowledge about
the empowerment of faculty members and use the
results for better management of leadership in Far-
hangian University. Accordingly, the main purpose
of this study is to predict the psychological empow-
erment of faculty members based on spiritual lead-
ership in Farhangian University.
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Material & Methods

The method of the present study was descriptive-
correlational and applied in terms of purpose. The
statistical population of all professors in different
fields of the two campus centers (gitls and boys)
was 162 that the sample size was determined based
on Morgan and Krejcie table of 110 people (Table
1). Simple random sampling method was used to
determine the sample.

The research tool includes the following question-
naires: 1- Spiritual leadership in the university
(2005). The Spiritual Leadership Questionnaire was
developed by Fry et al. This questionnaire has 7
components (vision, love of altruism, faith, signifi-
cance, membership, organizational commitment
and continuous feedback) and 25 items that accord-
ing to the Likert scale, strongly disagree (1), disagree
(2), have no opinion (3), Agree (4) and strongly
agree (5) will be ranked. A score range among 25 to
58 indicates low spiritual leadership, between 92-59
indicates moderate, and between 125-93 indicates
high spiritual leadership. In one study (25) the reli-
ability of this instrument was obtained by
Cronbach's alpha test (0.96) and in another study
the value was 0.91 (10).

2- Job Empowerment Questionnaire: This ques-
tionnaire was prepared by Spreitzer (1995) and has
5 components (meaningfulness, competence, inde-
pendence and autonomy and effectiveness) and 15
items with a range of five Likert options (strongly

disagree (1), disagree (2), I have no opinion (3), I
agree (4) and I completely agree (5) The reliability
of this questionnaire has been reported by its crea-
tor as 0.88.

Correlation tests in SPSS-23 software and structural
equation approach with Amos20 software were
used to analyze the data.

Table 1. Profile of respondents (gender, edu-
cation, age and academic rank)

Variable Factors Frequency Percentage
Gender Male 79 81.81
Female 31 28.18
Education M.A 34 30.90
Ph.D. 76 69.10
Age 30-40 29 26.36
41-50 39 35.45
51-60 31 28.18
More than 60 | 11 10
Scientific Invited 28 25.45
rank teachers
Teacher 33 30
Assistant 24 21.92
Associate 15 13.63
Professor 10 9
Results

Prior to correlation between the variables, the not-
mality distribution of the data was performed by the
Kolmogorov-Smirnov test and is reported in Table

2)-

Table 2. Kolmogorov-Smirnov test results

Variables Skewness Kurtosis Kolmogorov P Result
‘ value ‘
Spiritual leadership 0.98 0.9 0.96 0.495 Normal
Vision 0.03 0.91 0.84 0.372 Normal
Altruism love 0.95 0.51 0.93 0.459 Normal
Faith and hope 0.41 0.28 0.89 0.421 Normal
Meaningful 0.51 0.17 0.97 0.501 Normal
Membership 0.36 0.06 0.82 0.356 Normal
Organizational commit- 0.07 0.66 0.8 0.333 Normal
ment
Function 0.03 0.03 0.94 0.468 Normal
Empowerment 0.6 0.77 0.91 0.439 Normal
To make sense 0.47 0.38 0.87 0.404 Normal
Competence 0.55 0.83 0.88 0.413 Normal
Independence 0.62 0.91 0.9 0.43 Normal
Effectiveness 0.71 0.93 0.97 0.5 Normal
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The results of Table (2) show that the research var-
iables have a normal distribution (P <0.05). There-
fore, parametric tests can be used. The correlation
of the dimensions of the variables is shown in Ta-

ble (3).

Table 3. Correlation matrix of spiritual lead-
ership dimensions with empowerment

Relationship between empower- Pearson Sig.
ment and Spiritual leadership Coefficient

Vision 0.35 0.009
Altruism love 0.41 0.001
Faith and hope 0.55 0.001
Meaningful 0.28 0.001
Membership 0.19 0.026
Organizational commitment 0.63 0.001
Function 0.74 0.001
Spiritual leadership 0.44 0.001

The results of Table (3) show that between em-
powerment with perspective (0.35), love of altru-
ism (0.41) and faith and hope (0.55), significance
(0.28), membership (0.19), Organizational com-
mitment (0.63), performance (0.74) and spiritual
leadership (0.44) There is a positive and significant
relationship at 99% confidence level (P <0.05).
In the present study, confirmatory factor analysis
(CFA) was used to evaluate and evaluate the meas-
urement models. Spiritual leadership and empow-
erment are the two main scales of the model,
which after fitting in Amos software, its fitting in-
dicators are reported in Table (4). It should be
noted that in order for measurement models to be
validated, firstly, their indices must show a suitable
fit and secondly, the values of standard coeffi-
cients of factor loads must be desirable (more than
0.5) and significant.

Table 4. Fit indicators for each of the
measurement models

Index Optimum rate  Spiritual ‘ Empower-
leadership | ment
X2/df 3 and less 1.61 1.49
RMR About zero 0.041 0.014
GFI 0.9 and more 0.921 0.900
20
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AGFI 0.9 and more 0.945 0.925
NFI 0.9 and more 0.914 0.919
RFI 0.9 and more 0.931 0.945
IFI 0.9 and more 0.959 0.922
TLI 0.9 and more 0.924 0.931
CFI 0.9 and more 0.921 0.900
PRATIO | 0.5 and more 0.560 0.521
PNFI 0.5 and more 0.554 0.733
PCFI 0.5 and more 0.685 0.738
RMSEA Less than 0.08 0.001 0.078

The results of confirmatory factor analysis of Ta-
ble (4) showed that both measurement models
have a good fit because the value of 2 / df (chi-
square divided by the degree of freedom) is less
than 3 and the value of RMSEA is less than 0.08,
GFI and AGFI values and NFI is greater than 0.9
and economical indices (PNFI and PCFI) are
greater than 0.5 and the significance level of factor
loads is less than 5%, which indicates the signifi-
cance of the items in the measurement models
(206).

The extracted mean variance index (AVE) was
used to assess convergent validity and the com-
bined reliability index (CR) and Cronbach's alpha
were used to measure reliability (Table 5). Re-
searchers have found a value of 0.5 or higher for
AVE to be 0.6 or higher for CR and a value above
0.7 for Cronbach's alpha (27).

Table 5. Convergent validity results and com-

posite reliability
Variables AVE CR Cronbach's a

Spiritual leadership | 0.605 | 0.915 | 0.860
Empowerment 0.621 0.867 | 0.896

To measure divergent validity, the mean of the ex-
tracted variances (AVE) is derived and the ob-
tained numbers are compared with the correlation
value between the structures, which should be
greater than the correlation value between the
structures. Table (6) shows the root of the conver-
gent validity values in the original diameter of the
matrix.
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Table 6. Results of divergent validity by Fornell and Larcker method

Spiritual leadership Empowerment
Spiritual leadership VAVE = 0.778
Empowerment (r=0.44) VAVE =0.778

The results of table (6) showed that the root mean
of the extracted variances (AVE) in the two scales
of spiritual leadership (0.778) and empowerment
(0.788) is higher than the correlation coefficient
between them (0.44). Therefore, both scales have
an acceptable level of divergent validity.

Spiritual
leadership

Structural equation modeling has been used to fit
the research model. Structural equation modeling
helps the researcher to test and evaluate a theoret-
ical model consisting of different and diverse com-
ponents, both in general and in part (27). Figure
(1) shows the fitted structural model.

61
meaning
58
competance
82
self-
determination
67
ms (o)

Figure 1. Fitted structural model

Findings in the structural model (Figure 1) show
that the value of the coefficient of determination
(R2) of the empowerment variable is equal to 0.45.
In other words, 45% of the variance of the em-
powerment variable is explained by the spiritual
leadership variable. Other findings show that the

factor load of the components in two scales is
more than 0.7, which shows that the components
explain spiritual leadership and empowerment
well. Table (7) shows the fitness indicators of the
model.

Table 7. Fitness indicators of the research model

Fitness indica- ‘ x 2/df ‘ RMSEA
tots
1.39 0.042 0.917 0.955 0.934 0.941 0.938
Acceptable rate Less than3 <0.08 >0.9 >0.9 >0.9 >0.9 >0.8
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Fitting indices in Table (7) show that df. y 2 is less
than 3 and RMSEA is less than 0.05. CFI, TLI,
IFI, GFI and AGFT indices are all greater than 0.9.
Due to the desirability of the fit indices, the struc-
tural model of the research is approved.

Discussion

One of the main elements of universities are fac-
ulty members. They can facilitate or slow down
the growth and development of the university.
Empowerment of professors is an important fac-
tor in achieving these goals. Some studies have
shown that teacher empowerment is related to the
pattern of spiritual leadership. Therefore, the pur-
pose of this study was to predict the empower-
ment of faculty members of Farhangian University
based on spiritual leadership.

Findings showed that there is a significant rela-
tionship between faculty empowerment and spir-
itual leadership. In total, spiritual leadership is able
to predict 45% of the variance of the criterion var-
iable, i.e. empowerment of Farhangian University
faculty members.

Some researchers have also concluded that spir-
itual leadership has an effect on employee empow-
erment (14). In a study, researchers concluded that
the dimensions of spiritual leadership (relationship
with God, relationship with others, relationship
with self, and work motivation) are related to or-
ganizational empowerment (17). Other research-
ers have concluded that spiritual leadership has an
effect on employee empowerment and perfor-
mance (18, 19). In other studies, researchers have
concluded in similar results that the pattern of
spiritual leadership has an effect on organizational
empowerment and work performance of human
resources (13, 21-23).

Communication approach in employee empower-
ment believed that empowerment is a set of man-
agerial activities that give employees power, con-
trol and authority (6). In other words, this view
sees empowerment as an effort to increase the lev-
els of employee participation in the decision-mak-
ing process, which encourages employees to par-
ticipate more actively throughout the organization

22
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(7). Based on this, it can be said that spiritual lead-
ership style is a kind of management model that
can give value and value to employees as a training
staff. In fact, the scientific environment of the uni-
versity requires a reciprocal relationship between
management and staff. The higher the level of
these relationships, the more flourishing profes-
sors can be expected to flourish. The pattern of
spiritual leadership gives employees meaningful
work, independence in professional duties, com-
petence to be effective, and so on. In the scientific
environment, when the leadership of the univer-
sity 1s based on clear and ethical relations, the
members of the faculty will reach a sense of value
and effectiveness (16). In fact, spiritual leadership,
by creating relationships and professional inde-
pendence of duties, provides the ground for pro-
fessors to know the limits of their duties accu-
rately, and this can empower them in the fields of
science and education, creativity, reduce educa-
tional costs, increase social cohesion and increase
problem solving. And challenges within the uni-
versity organization.

Based on the psychological empowerment ap-
proach, it can be said that when teachers experi-
ence a sense of usefulness and value, this can make
their activities dynamic. Given that human needs
are hierarchical, that is, the need for respect, ac-
ceptance by others and gaining respect from oth-
ers is at a high level (28). Therefore, spiritual lead-
ership makes employees understand the true
meaning of their job and care about their duties. It
also makes them feel that their job is important to
the organization and other partners. This positive
assessment and perception of employees can help
improve the work environment and their abilities.
Therefore, it can be said that the model of spiritual
leadership that emphasizes the ethics and privacy
of employees makes a person find a positive pet-
ception of his position in the eyes of others. This
positive attitude and perception is a factor for
growth and ultimately empowerment.

The results showed a significant relationship be-
tween spiritual leadership and empowerment of
faculty members of Farhangian University. Never-
theless, research results should be viewed with
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caution. This study was a case study in Farhangian
universities of Isfahan province and to generalize
the results, there is a need for studies at a larger
level, which was not possible for the researcher
due to financial constraints. Another limitation of
the research was the quantitative research ap-
proach, which could not be studied with a com-
bined approach. Because the research period in
the early global pandemic conditions of the corona
virus was that universities did not allow face-to-
face interviews to comply with health protocols,
but it was possible to complete questionnaires.
Therefore, future researchers are suggested to
study the spiritual leadership and empowerment of
faculty members in the future with a combined ap-
proach (qualitative and quantitative). Also, the
study should be done at a larger level to provide
more confidence in the generalization of the re-
sults. Another suggestion is to select some profes-
sors from Farhangian University as qualified
teachers so that they can better understand Far-
hangian University. It is suggested that the selec-
tion of the deans of Farhangian University be cho-
sen from among the professors themselves and
not from outside in order to provide the ground
for more sincere cooperation as one of the im-
portant components of empowerment among the
faculty members of the university.

Conclusion

Spiritual leadership is a relatively new topic in the
field of management and leadership of organiza-
tions. Studies of spiritual leadership have shown
that the more spiritual leadership and its dimen-
sions are used in organizations, the better the abil-
ity and performance of employees can be wit-
nessed. The present study also showed that spir-
itual leadership is effective on empowering univer-
sity professors and its dimensions can predict the
psychological empowerment of faculty members.
Therefore, more attention should be paid to spir-
itual leadership in universities, especially Farhan-
gian University, the end product of which is
teacher training.
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