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ABSTRACT
The main objective of this study was to investigate the relationship between teachers’ psychological
empowerment and the development of knowledge creation capacity at elementary schools in Ardabil in
School Year 2014-2015. To this end, a descriptive-correlational research design was employed. The
population under study consisted of all 1938 elementary school teachers in Ardabil. Cochrane formula
was used to determine the sample size. Accordingly, 320 elementary teachers were included in the final
sample as respondents in this study using two-stage clustering. The data were collected through Hemati’s
(2010) Knowledge Creation Standard Questionnaire and Spritzer’s (1992) Psychological Empowerment
Standard Questionnaire. SPSS Software was used to analyze the collected data and regression analysis
and Pearson correlation coefficient were used to test research hypotheses. The results showed that
psychological empowerment and components such as a sense of competence, job meaningfulness, selfindependence, being influential, and a sense of confidence have a significant relationship with the
respondents’ knowledge creativity capacity.
Keywords: Psychological Empowerment, Knowledge Creation Capacity, Teachers, Elementary Schools,
Ardabil
INTRODUCTION
Today, factors such as rapid development of information and communication technologies and growing
movement towards globalization have made organizational environments very dynamic and turbulent.
The knowledge-based organizations which are operating in such environments need to use innovative
strategies in order to supply their products and adapt themselves to dynamic environmental conditions
(Robins, 1997). Under such conditions, the development of new knowledge creation capacity can have a
significant impact on organizations’ improved performance and their survival. Organizational innovation
deals with designing and implementing changes in products, services, organizational structures, and
processes. Innovation, by definition, refers to creation and application of knowledge. One of the
objectives of implementing knowledge management projects is to develop innovation capacity in the
organization through systematic and effective creation and application of knowledge. Knowledge
management must be used purposefully to create organizational knowledge through employee’s
knowledge synergy (Soliman & Spooner, 2000). Therefore, at present organizations are making great
efforts to improve their innovation capacity and competitiveness by effective implementation of
knowledge management projects (Hislop, cited in Monavarian and Asgari, 2012). Knowledge
management has 4 basic dimensions including universalization, externalization, synthesis, and
internalization (Hemati, 2010).
The significance and the role of human factor in taking effective knowledge management actions and
creating and sharing knowledge in particular has made the preparation needed for active participation in
knowledge management actions indispensable (Asgari, 2011). Staff’s active participation depends on
their ability and willingness (Hislop, cited in Monavarian and Asgari, 2012). One of the important factors
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contributing to effective development and use of the staff’s knowledge capacity is to satisfy their
expectations and paving the way for developing their capabilities.
Employees’ empowerment seems to be able to facilitate the creation and development of such favorable
conditions. However, studies conducted on this issue are not enriched enough and the issue has not been
often investigated empirically. Human resources empowerment means to create a set of capacities needed
in employees to make them enable to create value added in the organization and perform the assigned
roles and responsibilities within the organization (Babayei, 2002).
Empowerment does not mean to give power to individuals. Individuals possess a great deal of power (in
the form of knowledge and motivation) by themselves and it enables them to perform their
responsibilities perfectly. Therefore, empowerment means to release this power (Jafari, 2001).
Psychological empowerment refers to enhancing intrinsic motivation to do assigned tasks and it is
characterized by five components: a sense of competence, job meaningfulness, powerfulness, being
influential, and a sense of confidence (Spritzer, 1992). Accordingly, the present study attempts to address
the impact of employees’ psychological empowerment on knowledge creation capacity in the
organization. It also aims to systematically and reliably determine how and to what extent each
component of psychological empowerment affects knowledge creation capacity in the organization. The
study also seeks to rank these components in terms of their influence on developing knowledge creation
capacity to find practical ways to develop knowledge creation capacity using each psychological
empowerment components.
Ardabil Department of Education as one of the largest and most influential educational organizations tries
to take some steps towards achieving more excellence in order to turn into a knowledge-based
organization and use the existing knowledge in its structures and process, and human resources storage to
achieve its desired perspective. The main question addressed in this study is: What is the relationship
between teachers’ psychological empowerment and the development of knowledge creation capacity at
elementary schools in Ardabil?
MATERIALS AND METHODS
Methodology
The present study used a descriptive-correlational research design to investigate the relationship between
teachers’ psychological empowerment and the development of knowledge creation capacity at elementary
schools in Ardabil. Concerning its objective, this study is an applied research. The population under study
consisted of all 1938 elementary school teachers in Ardabil. Cochrane formula was used to determine the
sample size which included 320 elementary teachers were included in the final sample as respondents in
this study using two-stage clustering. To this end, 10 schools were selected from each educational district
and 16 teachers from each school. Finally, 160 elementary teachers (80 males and 80 females) were
selected from each school with the final sample including 320 teachers (160 males and 160 females). In
the first stage, the data were collected using library techniques such as note-taking. In the second stage,
the data were collected through field methods including distributing questionnaires among respondents.
The data were collected through Hemati’s (2010) Knowledge Creation Standard Questionnaire and
Spritzer’s (1992) Psychological Empowerment Standard Questionnaire. Hemati’s (2010) Knowledge
Creation Standard Questionnaire contains 8 items with four components: universalization, externalization,
synthesis, and internalization. Spritzer’s (1992) Psychological Empowerment Standard Questionnaire
contains 15 items with five components: a sense of competence, job meaningfulness, powerfulness, being
influential, and a sense of confidence. Content validity was used to measure the validity of the
questionnaires. To this end, the questionnaires were reviewed by some professors to check the
appropriateness of items in measuring variables under study. Cronbach alpha coefficient was used to
determine the reliability of the questionnaire as shown in Table 1:
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Table 1: Reliability of items
Variable
Number of items
Cronbach alpha
Knowledge creation
8
0.78
Psychological empowerment
15
0.81
The data collected through administering the questionnaires were codified and analyzed by SPSS
Software. Descriptive and inferential statistics were used to analyze the data. Descriptive statistics include
measures of central tendency, percentage, and frequency. There results were presented through frequency
tables and graphs. Before running inferential statistics, Kolmogorov-Smirnov test was used to test the
data normality. In addition, research hypotheses were tested using Pearson correlation coefficient and
multivariate regression test.
RESULTS AND DISCUSSION
Results
Table 2 shows the respondents’ demographic characteristics:
Table 2: Respondents’ demographic characteristics
Variable
Description
Frequency
Gender
Male
160
Female
160
Age
Under 30
106
30-40
130
41-50
62
Higher than 50
22
Education
Associate
42
B.A
219
M.A
59

Percentage
50
50
33.1
40.6
19.4
6.9
13.1
68.4
18.4

As can be seen, 50% of the respondents were males and 50% were females. Besides, 33.1% of the
respondents were under 30 years old, 40.6% were 30-40 years old, 19.4% were 41-50, and 6.9% were
over 50 years old.
Concerning the education level, 13.1% had an associate degree, 68.4% held a B.A degree, and 18.4% had
an M.A degree. Table 3 presents the results of Pearson correlation test to determine correlations between
research variables:
Table 3: Results of Pearson correlation test
Dependent
Knowledge creation capacity components
variables
Universalization Externalization Synthesis
Psychological
0.343**
0.543
0.503**
empowerment
Sense
of 0.036
0.374**
0.221**
competence
Job
0.160**
0.181**
0.174**
meaningfulness
Self0.100
0.344**
0.332**
independence
Influence
0.271**
0.531**
0.508**
Confidence
0.340**
0.162**
0.208**
** Significant at 0.01
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Internalization
0.497**

Total
0.607**

0.221**

0.245**

0.323**

0.281**

0.282**

0.339**

0.438**
0.156**

0.559**
0.277**

2431

Indian Journal of Fundamental and Applied Life Sciences ISSN: 2231– 6345 (Online)
An Open Access, Online International Journal Available at www.cibtech.org/sp.ed/jls/2015/02/jls.htm
2015 Vol. 5 (S2), pp. 2429-2437/Vaseghi and Sattari

Research Article
As shown in the above table, it can be said that there is a positive significant relationship between the
respondents’ psychological empowerment and the development of knowledge creation capacity as the
correlation value between these two variables is 0.06. In addition, there is a positive significant
relationship between the respondents’ psychological empowerment and variables including
universalization, externalization, synthesis, and internalization. The strongest correlation was between
respondents’ psychological empowerment and externalization and the weakest correlation value was
found between psychological empowerment and internalization.
It was also noted that there is a positive significant relationship between the respondents’ feeling of
competence and the development of knowledge creation capacity with a correlation value of 0.24. In
addition, there is a positive significant relationship between the respondents’ feeling of competence and
variables including externalization, synthesis, and internalization. The strongest correlation was between
respondents’ competence and externalization and the weakest correlation value was found between
feeling of competence and universalization.
The findings of the study also showed that there is a positive significant relationship between the
respondents’ job meaningfulness and the development of knowledge creation capacity with a correlation
value of 0.28. Additionally, there is a positive significant relationship between the respondents’ sense of
job meaningfulness and variables including universalization, externalization, synthesis, and
internalization. The strongest correlation was found between respondents’ sense of job meaningfulness
and internalization and the weakest correlation value was found between job meaningfulness and
universalization.
In addition, a positive significant relationship was found between the respondents’ self-independence and
the development of knowledge creation capacity with a correlation value of 0.33. Furthermore, there is a
positive significant relationship between the respondents’ self-independence and variables including
externalization, synthesis, and internalization. The strongest correlation was found between respondents’
self-independence and externalization and the weakest correlation value was found between selfindependence and universalization.
A positive significant relationship was found between the respondents’ sense of influence and the
development of knowledge creation capacity with a correlation value of 0.55. Besides, there is a positive
significant relationship between the respondents’ sense of influence and variables including
universalization, externalization, synthesis, and internalization. The strongest correlation was found
between respondents’ sense of influence and externalization and the weakest correlation value was found
between sense of influence and universalization. Table 4 shows a summary of the regression model:
Table 4: Summary of the regression model
Correlation value
R2
0.633
0.439

Adjusted R2
0.430

As can be seen in the above table, the correlation coefficient between the respondents’ psychological
empowerment and the development of knowledge creation capacity is 0.66 and the value of the
coefficient of determination (R2) is 0.43. Table 5 shows the results of multivariate regression test:
Table 5: Results of multivariate regression test
Predictor variable
Nonstandard coefficients
Standard
T
P
coefficients
Beta
SE
B
Constant
-3.58
2.81
-1.27
0.20
Feeling of competence
-0.19
0.16
-0.06
-1.22
0.22
Job meaningfulness
0.27
0.11
0.10
2.32
0.02
Self-independence
0.57
0.19
0.14
2.94
0.003
Influence
1.52
0.16
0.52
9.50
0.001
Confidence
0.55
0.08
0.29
6.82
0.001
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As it is evident in the above table, of psychological empowerment components; job meaningfulness,
feeling of self-independence, feeling of being influential, and confidence can predict the development of
knowledge creation capacity at 95% level of confidence. The value of beta also shows that job
meaningfulness, feeling of self-independence, feeling of being influential, and confidence can predict
10%, 14%, 52%, and 29% of variances in the development of knowledge creation capacity.
Conclusion
The results of the present study indicated that there is a positive significant relationship between teachers’
psychological empowerment and the development of knowledge creation capacity. In other words, it can
be said that teachers’ increased psychological empowerment will increase the development of knowledge
creation capacity. This is in line with the results of a study by Asgari et al., (2013) who found a positive
significant relationship between teachers’ psychological empowerment and the development of
knowledge creation capacity. Similarly, O’Neil and Adia (2007) observed a positive significant
relationship between psychological empowerment in the organization and the development of knowledge
creation capacity.
Our findings also suggested that there is a positive significant relationship between teachers’ sense of
competence and the development of knowledge creation capacity. In other words, it can be said that
teachers’ increased sense of competence will enhance the development of knowledge creation capacity.
This can be explained in the light of the fact that a sense of competence can enhance a person’s selfconfidence to engage in working issues and make attempts for improvement and change. Having a sense
of competence makes one valuea his/her implicit knowledge and experience and makea attempts to
improve his/her performance. Such a feeling also helps a person to believe that he possesses valuable
knowledge and experience that can be used by others and this means to create new knowledge through
socialization. This is supported by Asgari et al., (2013) who found a positive significant relationship
between sense of competence and the development of knowledge creation capacity.
Results of this study showed that there is a positive significant relationship between teachers’ sense of job
meaningfulness and the development of knowledge creation capacity. In other words, it can be said that
teachers’ increased perception of job meaningfulness can increase the development of knowledge creation
capacity. In addition, the perception of job meaningfulness can create extrinsic motivation among
employees. One of the most important factors leading to intrinsic motivation is the feeling of having an
important and valuable job and the alignment of individual values with vocational values. Such
motivation can increase employees’ attempt to create knowledge creation through internalization
(changing explicit knowledge into implicit knowledge) and synthesis (changing implicit knowledge into
explicit knowledge), resulting in their improved performance. This is supported by Asgari et al., (2013)
and O’Neil and Adia (2007) who found a positive significant relationship between sense of job
meaningfulness and the development of knowledge creation capacity in the organization.
According to the results of this study, a positive significant relationship was found between the
respondents’ self-independence and the development of knowledge creation capacity with a correlation
value of 0.33. Furthermore, there is a positive significant relationship between the respondents’ selfindependence and variables including externalization, synthesis, and internalization. The strongest
correlation was found between respondents’ self-independence and externalization and the weakest
correlation value was found between self-independence and universalization.
Having the right of power and decision making (self-organization) enables knowledge workers to
recognize their strengths and weaknesses, eliminate their weaknesses, and enhance their strengths. This
will increase their ability for using their creativity and producing new ideas.in addition, the most
important outcome of self-organization is to allow oneself to make mistake and not considering making
mistake as a wrong act in vocational issues. Fear of outcomes of being defeated and subsequent blaming
often hamper looking for trialing new ways.
The findings of this study are consistent with the results of Asgari et al., (2013) who found a positive
significant relationship between the sense of self-independence and the development of knowledge
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creation capacity. Similarly, O’Neil and Adia (2007) found a positive significant relationship between the
sense of self-independence and the development of knowledge creation capacity in the organization.
The results of the present study indicated that there is a positive significant relationship between teachers’
perception of being influential and the development of knowledge creation capacity. In other words, it can
be said that teachers’ perception of being influential will promote the development of knowledge creation
capacity.
The belief in being influential will strengthen the feeling of having the ability needed to change in a
positive direction, influencing the status quo, the results obtained. Such a belief cause one to have a
feeling of attachment and possession to his job and its outcomes and be always concerned with improving
his performance. Therefore, the person will find the possibility of enhancing his efforts to create
knowledge through all four modes of Nunaka’s model. This finding is consistent with the results of
Asgari et al., (2013) and O’Neil and Adia (2007) who observed a positive significant relationship
between the sense of being influential and the development of knowledge creation capacity in the
organization.
Finally, the present study found that there is a positive significant relationship between teachers’
confidence and the development of knowledge creation capacity. In other words, it can be suggested that
teachers’ enhanced self-confidence will promote the development of knowledge creation capacity.
Knowledge creation especially through socialization requires a high level of cooperation and participation
among people and this is done if there is a high level of trust among them. Friendly relations, encouraging
employees to help each other when solving problems, promoting honest behaviors, putting emphasize on
keeping promises and commitments, paying more attention to meritocracy in the organization,
confronting destructive political behaviors in the organization, and effective management of
organizational conflict can strengthen the trust needed for enhancing cooperation among members of the
organization. This finding is in keeping with the results of Asgari et al., (2013) and O’Neil and Adia
(2007) who observed a positive significant relationship between trust and the development of knowledge
creation capacity in the organization.
The results of multivariate regression suggested that of psychological empowerment components; job
meaningfulness, feeling of self-independence, feeling of being influential, and having confidence can
predict the development of knowledge creation capacity. The value of beta also shows that job
meaningfulness, feeling of self-independence, feeling of being influential, and confidence can predict
10%, 14%, 52%, and 29% of variances in the development of knowledge creation capacity. This is
consistent with the results of a study conducted by Asgari et al., (2013) who concluded that a sense of
competence, job meaningfulness, having power, being influential, and perceiving trust in the organization
are significantly related to the development of knowledge creation capacity.
The results of the present study are contrary to the results of a study by Seyed et al., (2008). They
concluded that five factors including paying attention to personal growth and job design, attention to
human resources and work teams, focus on leadership styles, formality, and transparency, attention to
environment, and decentralization affect employees’ empowerment. In contrast, the results of the present
study indicated that psychological empowerment components affect the development of employees’
knowledge creation capacity. One possible reason for such inconsistency is that the authors in the above
study did not consider psychological empowerment when addressing employees’ empowerment.
Suggestions
Based on the results of the present study, the following suggestions are offered to improve the
development of knowledge creation capacity in elementary schools of Ardabil.
Management attempt to reduce bureaucracies and formal and written regulations concerning how to
perform organizational responsibilities and tasks, participating employees in problem solving processes,
encouraging innovative behaviors, granting more power to employees can enhance the sense of having
influence and self-organization as well as the perception of job meaningfulness among employees.
Promoting informal relations and interactions in the organization, increasing the power granted to
employees on how to carry out their responsibilities and tasks, facilitating communication flow among
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different organizational units, granting decision-making power to employees who have access to
appropriate information, holding regular meetings to exchange information between authorities and
employees, and making it possible for employees to have access to documents and information can
strengthen this belief in employees that they have the ability of performing the assigned tasks.
Knowledge employees possess expertise and know-how, which increases their commitment. Such
employees must be controlled internally. It should be acknowledged that high empowerment is in contrast
to close monitoring and control. By using internal controls, it is possible to enhance professional
commitment and a sense of self-organization among these employees.
Managers are required to create a context where employees share their knowledge and experience and at
the same time make sure that this will not endanger their job position. The organization managers are also
encouraged to embark on cultural modeling which refers to sharing knowledge and power not to hoard
them.
This can be done through the following actions: encouraging employees to share their knowledge and
experience, holding group discussions to exchange ideas, creating a friendly and trustable environment
among employees, providing bulletins and holding group discussions to make decision in especial cases,
increasing interaction among officials and employees, facilitating employees’ access to information
related to their jobs, and promoting communications among employees whose works are interrelated.
Such actions can enhance a feeling of power and trust among employees.
Proving a context so that members of the organization come up with sufficient and acceptable
understanding of each other, emphasis on transparency, empathy, openness, and acceptance in interaction
among members, creating an environment for cooperation and empathy among the members, commitment
to openness, exchanging views and values in the organization, observing justice among employees,
unifying the claim and action, facilitating and encouraging the exchange of information, and the use of
religious teachings to build trust among members of the organization can promote a sense of trust among
them.
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