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Abstract

This study aims to develop and explain a novel model of human resource empowerment based on technical skills development in the
automotive industry. This applied research adopts a mixed-methods design; the qualitative phase employed grounded theory with semi-
structured interviews of 15 experts, while the quantitative phase involved 375 employees of Saipa Automotive Company using a 153-item
researcher-made questionnaire, analyzed through structural equation modeling with SPSS and LISREL. The results indicate that human
resource empowerment is influenced by five key dimensions: causal factors, contextual factors, intervening conditions, strategies, and
outcomes; model fit indices confirmed adequacy (RMSEA<0.09, X?/df<3), and both convergent and discriminant validity were
supported, demonstrating statistically significant relationships among constructs. The proposed model provides a comprehensive and
empirically validated framework for enhancing human resource empowerment in the automotive sector through systematic development
of technical skills.
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Extended Abstract

Introduction

In the contemporary global economy, human resources are increasingly recognized as the most critical
determinant of organizational competitiveness and sustainability. Organizations operating in complex and
technology-driven industries, such as the automotive sector, are particularly dependent on highly skilled and
empowered human capital to navigate rapid technological change, global competition, and market uncertainty.
Human resource empowerment has therefore emerged as a central paradigm in modern management,
emphasizing the enhancement of employees’ capabilities, autonomy, and engagement to improve
organizational outcomes (Heidari Fard & Rezayati, 2025; Joo et al., 2016). Empowerment not only
strengthens employees’ competencies but also fosters innovation, adaptability, and proactive behavior, which
are essential for organizational resilience in dynamic environments (Avey, 2008; Kim et al., 2018).

The automotive industry, as one of the most influential and interconnected industries globally, plays a pivotal
role in economic development and industrial growth. It is often referred to as a “mother industry” due to its
extensive linkages with numerous upstream and downstream sectors. However, this industry faces significant

challenges, including technological gaps, competitive pressures, and structural inefficiencies, particularly in



developing economies (Ahmadi et al., 2009; Islamic Parliament Research Center & Mine, 2016).
Addressing these challenges requires a strategic focus on human resource development, particularly through
the enhancement of technical skills, which are fundamental to improving productivity, quality, and innovation
capabilities.

Technical skill development is widely acknowledged as a cornerstone of employee empowerment. It equips
employees with the knowledge and competencies necessary to perform complex tasks, adapt to technological
advancements, and contribute effectively to organizational goals (Piwowar-Sulej, 2021). Furthermore,
investments in training and skill development have been shown to significantly enhance employee performance
and organizational efficiency (Hebenstreit, 2012; Miri et al., 2012). In this context, empowerment is not
merely a psychological state but a structural and strategic process that integrates learning, participation, and
resource accessibility.

The concept of empowerment encompasses multiple dimensions, including structural, psychological, and
behavioral aspects. Structural empowerment refers to organizational practices that provide employees with
access to resources, information, and opportunities for growth (Clavelle et al., 2016). Psychological
empowerment involves employees’ perceptions of meaning, competence, autonomy, and impact in their work
roles (Freez & Barney, 2017). Behavioral empowerment, on the other hand, reflects employees’ active
participation in decision-making and organizational processes (Coun et al., 2022). These dimensions
collectively form a comprehensive framework for understanding and implementing empowerment in
organizational settings.

Recent studies have emphasized the role of leadership, organizational culture, and strategic human resource
practices in facilitating empowerment. Empowering leadership styles, characterized by trust, support, and
delegation, have been shown to enhance employee motivation and performance (Parthasarathy et al., 2025;
Susita et al., 2023). Similarly, organizational environments that promote learning, innovation, and
collaboration contribute to the effective implementation of empowerment strategies (Begzadeh & Saebnia,
2023). Despite these advancements, there remains a lack of comprehensive models that integrate the various
determinants and outcomes of empowerment, particularly in the automotive industry context (Niyaz et al.,
2025).

Moreover, the rapid evolution of workforce requirements in the automotive sector necessitates continuous skill

upgrading and workforce planning. Organizations must adopt proactive approaches to human resource
development to remain competitive in the face of technological disruptions and changing market demands (Liu
et al., 2017). This highlights the need for integrated models that consider both internal organizational factors
and external environmental conditions in shaping empowerment processes.

Given these considerations, the present study seeks to address the existing research gap by developing and
explaining a comprehensive model of human resource empowerment based on technical skill development in

the automotive industry.



Methods and Materials

This study adopts a mixed-methods research design, integrating qualitative and quantitative approaches to
provide a comprehensive understanding of human resource empowerment. The qualitative phase employs a
grounded theory approach to explore and identify the key components and dimensions of empowerment. Data
were collected through semi-structured interviews with a purposive sample of experts, including academic
scholars in public and industrial management, as well as senior managers and specialists in the automotive
industry. The sampling process continued until theoretical saturation was achieved.

The data obtained from the interviews were analyzed using open, axial, and selective coding procedures to
identify key categories and establish relationships among them. This process resulted in the development of a
conceptual model comprising various dimensions of empowerment.

In the quantitative phase, the proposed model was tested using a survey method. The statistical population
consisted of employees and managers in the automotive industry. A sample was selected using a random
sampling technique based on standard sample size determination methods. Data were collected nwxgnra a
researcher-developed questionnaire with multiple items measured on a Likert scale.

The validity and reliability of the measurement instruments were assessed using appropriate statistical
techniques. Data analysis was conducted using structural equation modeling to evaluate the relationships
among variables and to test the overall fit of the proposed model.

Findings

The results of the qualitative analysis led to the identification of five main dimensions influencing human
resource empowerment: causal factors, contextual factors, intervening conditions, strategic actions, and
outcomes. These dimensions collectively form a comprehensive framework for understanding empowerment
in the automotive industry.

The quantitative analysis confirmed the validity of the proposed model. The results of the structural equation
modeling indicated that all five dimensions significantly contribute to the empowerment of human resources.
Model fit indices demonstrated an acceptable level of fit, with values indicating that the model adequately
represents the observed data.

Causal factors were found to include elements such as meritocracy, managerial policies, macro-level planning,
and regulatory stability. Contextual factors encompassed organizational infrastructure, training systems,
cultural aspects, and employee participation. Intervening conditions, such as environmental uncertainties,
administrative barriers, and investment risks, were identified as factors that can either facilitate or hinder the
implementation of empowerment strategies.

Strategic actions included initiatives such as privatization, legal compliance, innovation development,
employee well-being, and strategic thinking. These strategies were shown to mediate the relationship between

contextual and causal factors and the outcomes of empowerment.



The outcomes of empowerment were reflected in improved organizational culture, increased employee
commitment, enhanced professional ethics, and greater organizational competitiveness. Additionally, the
analysis demonstrated significant relationships among the model components, indicating a coherent and
integrated structure.

Discussion and Conclusion

The findings of this study highlight the multifaceted nature of human resource empowerment and underscore
the importance of adopting a holistic approach to its implementation. The identification of five interrelated
dimensions provides a comprehensive framework for understanding how various factors interact to influence
empowerment outcomes. This integrated perspective emphasizes that empowerment is not a standalone
initiative but a systemic process embedded within organizational structures and strategies.

One of the key contributions of this study is the emphasis on technical skill development as a central _ s~ of
empowerment. The results suggest that enhancing employees’ technical competencies plays a crucial role in
improving their performance, adaptability, and innovative capacity. This finding reinforces the notion that
empowerment is closely linked to continuous learning and professional development.

The study also highlights the critical role of organizational context and leadership in shaping empowerment
processes. Supportive leadership, effective communication, and a culture of trust and collaboration are
essential for creating an environment conducive to empowerment. Furthermore, the presence of enabling
structures, such as access to resources and opportunities for participation, is vital for translating empowerment
strategies into tangible outcomes.

Another important implication of the findings is the recognition of intervening conditions as significant J«!s=
influencing empowerment. External uncertainties, administrative complexities, and economic constraints can
impede the effectiveness of empowerment initiatives. Therefore, organizations must adopt proactive measures
to manage these challenges and create a stable and supportive environment for human resource development.
Overall, the proposed model offers a comprehensive and empirically validated framework for enhancing
human resource empowerment in the automotive industry. By integrating multiple dimensions and considering
both internal and external factors, the model provides valuable insights for managers and policymakers seeking

to improve organizational performance through human capital development.
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