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ABSTRACT

ARTICLE INFO

The aim of this study was to develop a model for examining the mediating role of job
characteristics in the relationship between structural empowerment and professional
commitment of referees in female's Futsal Premier League. To collect the required
data, we distributed the research questionnaires among 75 Futsal Premier League
referees invited to the pre-season qualifying class in 2020, and finally we received 63
valid questionnaires. We conducted structural equation modeling, confirmatory
factor analysis and path analysis for data analysis by using PLS Smart software. The
findings demonstrated that structural empowerment can predict professional
commitment, but the relationship between the two variables was not significant. The
relationship of structural empowerment with job characteristics and professional
commitment was not significant. The mediating role of job characteristics in the
relationship between the two variables was not significant. The components of
information sharing in structural empowerment, attachment to professional
commitment and diversity of skills in job characteristics had the highest averages.
Given that the lack of significance of the relationship among structural
empowerment, professional commitment and job characteristics, is questionable and
it should be assessed in great details.
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Introduction
In traditional organizations, the role of the manager was to strictly control manpower and employees’
behavior, but in the modern organizations, employees are empowered to make their own decisions

" Corresponding author.
E-mail address: JavadShahlaee@gmail.com


https://jnssm.uk.ac.ir/article_2723.html#aff3
https://jnssm.uk.ac.ir/

Journal of New Studies in Sport Management (JNSSM)/ Vol 2 Issue 1/ February 2021/126- 138 127

and manage affairs (Susan et al., 2014). Environmental changes have put the issue of employee
empowerment in the focus of managers. Because organizations with capable, motivated and
committed employees can better adapt to the changes. (Maleki et al., 2012). Empowerment is the
most important challenge for managers, because employees as the assets of the organization have
become the main managers of the workflow and partners of the organization (Lalianopour et al.,
2011). Managers multiply their effectiveness through employee empowerment and thus make the
organization more efficient (Spritzer, 1995).

In the empowerment process, the manager helps employees to acquire the necessary skills for
independent decision making. One of the dimensions of empowerment is its structural dimension,
which includes modification of workplace structures by managers and facilitating access to
organizational facilities (Eskandari et al., 2013). In this study, only the structural dimension of
empowerment includes four components of participation in decision making, information sharing,
delegation of authority, and control (from the perspective of Kordnahich et al., 2015) as well as the
other two components of opportunities and supports (from Kanter's view, 1993) is considered.

One of the most important results of employee empowerment is increasing their loyalty and
commitment to the organization. Committed manpower strives more than job descriptions (Sanchez,
2012). Commitment is one of the main pillars of ethics in any society. In fact, human relations with
each other are based on commitment. Commitment is a value that governs all ethics and norms and it
means adherence to the principles and contracts that human beings believe in (Rasouli, 2013).
Profession means the continuous improvement of work experience at any time and place (home,
organization or professional associations) and will continue even after retirement. Aranya et al. (2006)
state that commitment is defined as loyalty, the desire to stay in a profession, and a sense of
responsibility toward the profession's particular problems and challenges. Aranya et al (2006) also
consider professional commitment beyond job and organizational commitment. They consider the
three dimensions of Acquisition of identity, attachment and desire to stay in the job.

Studies show that empowerment is related to variables such as professional commitment, job
characteristics, productivity, and so on. Maleki and Qurbaniyan's results (2014) confirmed the
existence of a positive and significant relationship between professional commitment and structural
empowerment of nurses. Mirreshkaridehkahan (2017) and Liu et al (2007) also showed that
professional commitment has a significant and positive relationship with psychological
empowerment. On the other hand, professional commitment in organizations is related to factors such
as job characteristics. Job characteristics are a set of attributes that are present in job responsibilities.
There are many approaches to job design, followers of socio-technical systems believe that the needs
of the organization and employees should be considered in the job design (Robbins, 1996).

The second approach is the theory of job/task characteristics model of Hackman and Oldham (1976)
which suggests that in job / work design, the main elements of a job and the interrelationships between
them should be defined. This model determines the main characteristics of the job, their
interrelationships, and their effect on productivity, motivation and employee satisfaction. In fact, this
theory predicts attitudes and behaviors based on reactions to job requirements in employees' duties.
The five main dimensions of the job in this perspective include skill diversity, job importance, job
identity, independence, and feedback. In the following Jacko (2004) enriched job characteristics by
examining literature review in the field of the initial model of job characteristics (Hackman and
Oldham, 1975, 1980). He was able to use the specialty variable instead of the task identity feature
and added two new variables to the model called information processing and problem solving, in
addition to the independence variable for the relationship of responsibility experienced at work. Thus,
the Job Attribution Model was developed by Jacko (2004) and the main job dimensions for careers
were upgraded to seven attributes: skill diversity, expertise, task importance, independence,
information processing, problem solving, and feedback.

According to literature review, a direct relationship between job characteristics with psychological
and structural empowerment of employees has also been confirmed (Thomas and Velthouse, 1990;
Parastar et al., 2015). There is also a positive and significant relationship between job characteristics
and professional commitment (Rasouli, 2013; Ramezaninejad et al., 2017; Al-Abedi, 2015; and



128 Journal of New Studies in Sport Management (JNSSM)/ Vol 2 Issue 1/ February 2021/126- 138

Nasirloo, 2017). Researchers such as Simons et al. (2011) showed that the variables of professional
commitment and organizational commitment play a mediating role between job characteristics and
attitudinal outcomes. Simons et al. (2004); Said & Munap (2011) showed that job characteristics
increase professional commitment.

The review of research conducted about research variables showed that the relationships between
these variables in sports jobs have received less attention. One of the sensitive sports jobs is
refereeing. Referees are one of the valuable human resources of sports organizations. The refereeing
profession in all sports, especially in the field of futsal, has always been associated with stress and
anxiety. Futsal referees, like coaches and players, as one of the main pillars of the Premier League,
have the most important and difficult tasks of the federation and the referee committee. This group
faces all kinds of disrespect at sporting events. Because the losers of the competition always attribute
at least a share of their loss to the performance of the referees; and if they do their best, they still won't
get much attentionr

Therefore, good and fair judgment will lead to right participation, making the competition more
attractive and creating pleasure among managers, coaches, players and spectators (Dolatyari and
Sadeghi, 2017). Undoubtedly, considering the job characteristics, the level of commitment and, of
course, empowering the referees towards the desired goals can guarantee better judgment, and finally,
futsal matches can be held with less problems. Examining the research literature demonstrated that
studies have been done on the job characteristics of referees, and most of the studies have focused on
stress, disorientation, aggression and job characteristics of referees in football rather than Futsal.
Loghmani (2012) examined the job characteristics of Iranian football referees based on Jaco's job
characteristics model and showed that there are not problem solving and independence in the
refereeing job. Also, the job characteristic, the importance of the task as the main feature of the job
of football referees is very important. Rasouli's findings (2013) also showed that there is a positive
and significant relationship between all dimensions of professional commitment and the main
characteristics of referees' jobs and job characteristics significantly affect professional commitment.
Ramezaninejad et al. (2014, a) by examining the relationship between job characteristics and
important psychological feelings of football referees showed that The job characteristics of the
specialty did not have a significant effect on the work and also the information processing feature did
not have a significant effect on the responsibility of football referees. However, the diversity of skills
and the importance of the task had a significant effect on the significance of the work. Ramezaninejad
et al findings (2017) showed that professional commitment can significantly facilitate the relationship
between job characteristics and satisfaction of football referees. This means that the main job
characteristics of football referees, directly and indirectly, and through professional commitment, can
predict the job satisfaction of football referees. Al-Abedi (2018) by examining the relationship
between job characteristics with job satisfaction and professional commitment of Iraqi football
referees showed that there is a significant correlation between all dimensions of job characteristics
and professional commitment. Nasirloo's research results (2017) showed that from the referees' point
of view, the characteristics of task importance, specialization and diversity of skills were far greater
than the characteristics of job feedback, job independence and problem solving in this job.

The futsal league in Iran is being followed every year with great progress and sensitivity, It seems
that the presence of capable referees with the required job characteristics and high professional
commitment can be effective in better performance of national futsal league matches. Referees are
important part of the human resources in sports. Despite the sensitivity and importance of the role of
referees in better holding sports competitions, less research has been done on refereeing jobs,
especially in the field of futsal (in the women's community) compared to other sports professions,
and this little research also focuses on specific and limited aspects.

The literature review revealed that previous researchers have not yet considered the mediating role of
job characteristics in the effect of structural empowerment on professional commitment. In previous
studies, psychological and structural empowerment, professional commitment and job characteristics,
have been studied separately. Therefore, the aim of the present study is to fill this gap, especially in
female sport context. Moreover, paying attention to empowerment and examining its dimensions is
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one of the issues that have not been fully addressed. Therefore, the main objective of this study was
to develop a model for examining the mediating role of job characteristics in the relationship between
structural empowerment and the professional commitment of referees in female's Futsal Premier
League.

Methodology

The research was a descriptive-correlational and applied research. The statistical population of this
study consisted of 75 Iranian female referees invited to the pre-season class of the National Futsal
Premier League in the 2020. According to Morgan table 63 referees were found appropriate to
participated in this study, and finally 60 valid questionnaires were returned. The data collection tool
consisted of three separate questionnaires. These questionnaires include a combination of structural
empowerment of Kordaij et al. (2015) and Kanter (1993) with 18 questions in 6 dimensions
(delegation, sharing of information, participation in decision making, control, support and
opportunities), Arania et al.'s (1999) Professional Commitment Questionnaire including 12 questions
in 3 dimensions (identity acquisition, staying in a job, and attachment), as well as Jacko's Job
Characteristics Questionnaire (2004) with 16 questions in 5 dimensions (processing Information, skill
diversity, specialization, task importance, and job feedback were used in the Likert 5 value range.
The face and content validity of the questionnaires were reviewed and approved by 10 professors and
experts in the field of sports management and refereeing experts. Convergent validity (factor loads
and AVE values above 0.5) and divergent or diagnostic validity based on Fornell and Locker index
were also confirmed. The composite reliability of the questionnaire was confirmed by PLS software
(0.86, 0.82 and 0.89, respectively). The total reliability of the questionnaire was obtained through
Cronbach's alpha coefficient of 0.78. Kolmogorov-Smirnov tests. Kolmogorov- Smirnov (K-S) tests,
sample t-test, linear regression and finally structural equation modeling using PLS software were
used. Model processing was done in three stages. In the first stage, the evaluation of the external
model or measurement model (validity and reliability) was performed. Finally, the hypotheses were
tested at the level of significance (P < 0.05).

Findings
The demographic description of the research samples has been provided in Table 1.

Table 1. Statistical Description of the Research Sample

Variable type frequency Percentage
marital status Single 40 66.66
Married 20 33.33
Degree of judgment Grade 2 8 13.33
Grade 1 23 38.33
National 25 41.66
International 4 6.66
Educational degree Diploma 4 6.66
post-diploma 2 3.33
Bachelor 30 50
Master's degree 24 40
Field of study Physical training 34 56.66
Non-physical training 26 43.33

The inferential analysis of data includes the evaluation of external and internal models and testing of
hypotheses.

First stage: evaluating the external model (measurement).

At this stage, convergent validity, divergent (diagnostic) validity, Cronbach's alpha coefficient and
composite reliability were measured. Convergent validity was assessed based on the results of


https://abadis.ir/entofa/s/specialization/

130 Journal of New Studies in Sport Management (JNSSM)/ Vol 2 Issue 1/ February 2021/126- 138

extractive variance of each dimension. According to the values of this index, which was greater than
0.5 in all dimensions, the variance extracted from the structures was acceptable and convergent
validity was confirmed. Reliability was also measured using Cronbach's alpha coefficient and
composite reliability (Delvin Goldeshtain coefficient). Considering that all values in both indicators
are higher than 0.7, so reliability is also acceptable (Table 2).

Table 2. Variance Extracted from Constructs and the Reliability

Indices Variance  Total  Criterion Result Cronbach  Criterion Result The reliability
extracted reliabi 's alpha of the whole
from lity questionnaire
Variables structures
Structural 0.53 0.86 0.70 confirmed 0.81 0.70 confirmed 0.78
Empowerment
Professional 0.50 0.82 0.79
Commitment
Job 0.73 0.89 0.81

Characteristics

Divergent or diagnostic validity was also confirmed based on Fornell and Larker index. According to
the results, all values on the main diameter are greater than all the corresponding rows and columns,
so the divergent validity of the model was also confirmed (Table 3).

Table 3. Variance Derived from Constructs and Correlations Coefficients

Variables Structural Professional Job
Variables Empowerment  Commitment  Characteristics
Structural 0.705
Empowerment
Professional -0.136 0.727
Commitment
Job Characteristics 0.397 0.300 0.852

Investigating the relationship between research variables

Based on the data in Table 4, there is a relationship between structural empowerment and professional
commitment (P < 0.05, r = 0.334); But the relationship between structural empowerment and job
characteristics (P > 0.05, r = 0.016) and between professional commitment and job characteristics (P
>0.05, r = 0.233) There is no significance.

Table 4. Relationship between Variables

Variables Structural Professional Job
Variables Empowerment Commitment Characteristics
Structural r 0.334 -0.016
Empowerment Sig 0.018 0.912
Professional r 0.233
Commitment Sig 0.104
Job Characteristics r
Sig

Investigating the explanatory and predictive status of professional commitment based on
structural empowerment

According to the results of Table 5, the result of Durbin Watson test was (2.31), which confirms the
regression. The practical interpretation of the regression coefficient of 0.334 indicates that the
structural empowerment variable has a weak ability to explain and predict the professional
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commitment variable. Its statistical interpretation is that for every unit change in the linear
composition of structural empowerment (in terms of standard deviation), 0.334 units of change in
professional commitment (in terms of standard deviation) are expected to occur. A coefficient of
determination of 0.112 indicates that about 11% of the variance of professional commitment is
explained by structural empowerment (in the sample), while in the statistical population it is expected
that about 9% of the variance of professional commitment should be explained by structural

empowerment.
Table 5. Determination Coefficients
Model Regression Squared Modified r Estimated Durbin Watson
coefficient r squared standard
deviation
1 0.334 0.112 0.093 0.45 2.31

The results of Table 6 show that the linear relationship between the two variables of structural
empowerment with professional commitment (P<0.05 and F = 6.034) is confirmed. In other words,
the coefficient of determination is significant.

Table 6. Analysis of Variance Test for Predicting Professional Commitment based on Structural
Empowerment

Mode | Total squares ~ Df Average squares F sig
structural Regression  1.227 1 1/227 6.034 0.018
empowerment remaining  9.763 48 0/203

Total 10/990 49

According to Table 7, regression analysis shows that structural empowerment (P <0.05 and t =2.457)
has the ability to predict professional commitment. Based on the beta coefficient results, for one unit
of standard deviation increase in structural empowerment, the amount of professional commitment
(0.334) of standard deviation increases.

Table 7. Linear Regression Coefficients

model Non-standard Standard t sig
coefficients coefficients
B standard B
error
constant value 2.353 0.254 9.265 .001
0
structural 0.283 0.115 0.334 A57 .018
empowerment 5 0

Second stage: evaluating the internal model (structural)

To evaluate the internal model, the coefficient of determination was measured. In the study, the
coefficient of determination of R2 values equal to 0.19, 0.33 and 0.67 are considered weak, medium
and strong, respectively. According to the obtained results, the values of the determination coefficient
are weak (Table 8).

Table 8. Model Coefficient VValues

Variable The coefficient of  Criterion status Result
determination
Professional 0.168 0.19 weak weak structural
Commitment 0.33 Medium  model processing
Job 0.158 0.67 strong

Characterstics

Third Stage: Structural Model processing (GOF)
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In this section, five indicators d-G, d-ULS, Chi- Square, NFI and SRMR were used. Overall, based
on the mentioned indicators, it can be said that the model processing is poor.

Table 9. General Model Processing

Model processing SRMR d_ULS dG Chi-Square  NFI
indicators

Values obtained 0.084 2.539 0.690 172.563 0.555
Criterion 0.155 Below 95% Below 95%  --- Above 90%

To investigate the effect of model variables, the method of variance-based structural equation
modeling was used. The results of the research path model are presented in two modes of standard
coefficients (Figure 1) and the other significant coefficients (Figure 2). A summary of the hypothesis
test results is also provided in Table 9. The obtained values for the impact coefficients in the structural
model are evaluated in terms of sign, quantity and significance.

Figure 1. Research Model and Standard Coefficients

Figure 2. Research Model and Significance Coefficients
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The effect of structural empowerment on professional commitment (T-Value = 0.831 and B = - 0.303)
was not negative and significant, so the first hypothesis was rejected. The effect of structural
empowerment on job characteristics (T-Value = 1.616 and B = 0.397), positive and non-significant
and the second hypothesis was rejected. The effect of job characteristics on professional commitment
(T-Value = 1.186 and 8 = 0.421) was not positive and significant, so the third hypothesis was not
confirmed.

Also, in examining the fourth hypothesis, the mediating variable role of job characteristics does not
have a causal relationship between structural empowerment and professional commitment (T-Value
=0.826 and 3 = 0.167) (Table 11).

Table 10. Investigating the Mediating Role of Job Characteristics

Effective Mediator dependent T- P- Result
variable variable variable Indirect Value Value
effect
rate
Structural Job Professional  0.167  0.826 0.409 Not
empowerment characteristics commitment accepted

Discussion and conclusion

The results showed that structural empowerment could predict professional commitment. The results
also suggested that the effect of structural empowerment on professional commitment is negative and
not significant (T-Value = 0.831 and B = 0.303). This finding is not consistent with the findings of
Makeki and Ghorbaniyan (2014), Akbari-Sefideh et al. (2015), and Aggarwal et al. (2018).

The results of Makeki and Ghorbaniyan's studies (2014) have confirmed the existence of a positive
and significant relationship between structural empowerment and professional performance of nurses.
Aggarwal et al. (2018) also reported that Indian nurses have experienced a high level of structural
empowerment, which lead to high commitment. Also, the findings of Akbari-Sefideh et al. (2015)
showed that there is a significant relationship between nurses' empowerment and professional
commitment among the nursing community of Milad Hospital. Possible reasons for this finding can
be attributed to several factors. The nature of the refereeing profession, along with the culture and
type of view of the referees and the officials of the Futsal Referees Committee and the federation.
This may also be because of this fact that there is no consistent idea of empowerment in terms of
opinion or action in both groups (referees and officials) (Jamshidi, 2012). The referees probably also
took into account many considerations when answering the questionnaire. Therefore, a change of
attitude in each group (referees and officials) in relation to the effects and function of empowerment
is necessary. It is also necessary to formulate effective programs in order to empower the referees in
order to strengthen the necessary professional commitment.

The results showed that the structural empowerment had a positive and non-significant effect on job
characteristics (T- value = 1.616 and B = 0.397). These results are inconsistent with the findings of
Parastar et al. (2015), Khalili et al. (2015) and Khormiantoosi et al. (2020). Findings of Parastar et al.
(2015) showed that in male and female employees, the direct effect of job characteristics with
structural ability was significant. Khalili et al. (2017) also reported that there is a significant
relationship between job characteristics and employee empowerment. Khoramiantousi et al. (2020)
also examined the relationship between talent management and employee empowerment with the role
of mediating job characteristics and showed that job characteristics have a positive effect on
organizational citizenship behavior.

The result of this finding can be due to reduced self-confidence and lack of positive motivation in
referees, which ultimately lead to reducing the level and role of job characteristics dimensions. When
employees engage in empowerment programs in specific situations, they display more desirable
behaviors with greater self-confidence. Eventually, consequences such as initiative, hard work,
innovative behavior, quick response and flexibility that are necessary for the success of organizations
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are achieved (Spritzer, 1995). In addition, this insignificant effect can be attributed to the nature of
the refereeing job and the low experience of women in this profession and the lack of necessary
attention of the authorities to women empowerment.

The results also showed that the effect of job characteristics on professional commitment is positive
but not significant (T-Value = 1.186 B = 0.421). Therefore, according to these results, the job
characteristics of referees cannot predict their professional commitment. These results are not in line
with the researches of Rasouli (2013), Ramezaninejad et al. (2017), Al-Abedi et al. (2015), Nasirloo
(2015), and Nugroho and Haryanto (2019). Studies by Simons et al. (2004), and Said & Manap (2010)
showed that when jobs and the importance of job responsibilities are well understood by employees,
they become more involved in their work, so absence and leaving the job will be decreased, and the
attachment to professional commitment increases.

Findings of Rasouli et al. (2013) showed that there is a positive and significant relationship between
professional commitment and the main characteristics of referees' jobs. According to these results, as
the job characteristics of football referees become richer, commitment factors will improve.
Ramezaninejad et al. (2017) reported that the attitudinal and psychological structures such as
professional commitment can have much better conditions in the cycle of job characteristics in sports.
They also pointed out that all 5 main characteristics of referees 'jobs have a positive and significant
relationship with professional commitment, so that as the main characteristics of football referees'
jobs become richer, the factors of commitment and job satisfaction will also increase. Al-Abedi et al.
(2015), in their findings, concluded that there is a significant priority between the main job
characteristics and between the dimensions of professional commitment of football referees. There is
also a significant correlation between all dimensions of the main characteristics of the job and
professional commitment. The findings of Nugroho and Haryanto (2019) also showed that job
characteristics and professional commitment have a positive and significant effect on keeping
responsibilities as well as performance.

The reasons for the recent findings can be relevant to the dimensions of job characteristics that may
lead to a lack of intrinsic motivation in referees and thus reduce professional commitment. Another
factor is the reduction of professional commitment due to job dissatisfaction in referees. In other
words, the lack of appropriate job characteristics in refereeing has reduced job satisfaction and the
professional commitment of referees. By reducing motivation, attachment to work and gaining
identity (from the dimensions of professional commitment) due to inappropriate job characteristics,
may lead to a positive effect on professional commitment.

According to the findings of final hypothesis, job characteristics does not play a mediating and
significant role in the causal relationship between structural empowerment and professional
commitment (T-Value = 0.826 3=0.167). This finding is not consistent with the results of Khormian-
tousi et al. (2020) and Khalili et al in examining the mediating role of job characteristics in the
relationship between talent management and employee empowerment showed that job characteristics
have a positive effect on organizational citizenship behavior. According to the results, it can be
inferred that the nature of the refereeing job and the dimensions of job characteristics through lack of
intrinsic motivation in individuals, reduced promotion of referees' social status and also the values in
the job have caused job dissatisfaction among referees. According to the results of Rasouli et al.
(2013) and Al-Abedi et al. (2015), there is a positive and significant relationship between professional
commitment and the main characteristics of referees' jobs. According to other results, there is a
significant difference between the observed and hypothetical means of structural empowerment,
professional commitment, as well as job characteristics and all components of all three variables. The
results also show that among the main variables of the research, structural empowerment has the
highest average (3.40) and professional commitment has the lowest average (2.97). Findings also
showed that the skill diversity component had the highest mean (3.62) among the components of job
characteristics in referees, which is consistent with the results of Niehoff et al. (2001). These findings
are in conflict with Results of Loghmani (2012), Rasouli (2013), Ramezaninejad et al. (2017) who
all stated the importance of duty as the most important component of the main job characteristics and
reported the diversity of skills in the second priority. It also contradicts the results of Nasirloo (1398)
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and Hwang and Jang (2020). The result shows that referees need a variety of skills such as physical,
mental and perceptual. For this reason, the federations of each country allow their refereeing
committee to take physical fitness tests for their referees every year, and try to teach them the
techniques of reading, management, psychology, etc. to prepare the referees to the highest level to
judge the upcoming matches. It seems that this feature can make the referees more loyal to the futsal
refereeing job. In this regard, Niehoff et al. (2001) showed that among job characteristics, skill
diversity is the most effective factor on employee loyalty.

At the end of the results, the job feedback component obtained the lowest mean (3.02), which is
completely in line with the results of Loghmani (2012), Rasouli (2013) and Ramezaninejad et al.
(2017). The low priority of job feedback also indicates that referees do not need to review many data
to make decisions on various issues on the field due to formal and somewhat specific rules and
regulations.

Although the job feedback feature did not have a significant effect on the judges, the role of this job
feature in refereeing should not be overlooked. In principle, referees receive their job feedback
internally, because they know whether their decisions are right or wrong. However, they give
feedback on their performance directly and immediately through the reactions of players, coaches,
spectators, referee observers, other referees, federation officials, Referees Committee, families, club
managers and the media. Although these reactions may not be completely accurate, with a little
modification, their role in job feedback can be considered effective. In this regard, the role of referee
supervisors is very crucial. Because the most important and effective job feedback is provided by
them. The decision of the managers of the refereeing department is based on the information of the
observers and the selection of the referees for the future games is done with the evaluations of the
supervisors. Therefore, referee supervisors should provide the most accurate feedback while
accurately understanding their duties and the working conditions of the referees. The views of
colleagues (other referees) affect the referees' job feedback.

Many referees pay attention to the feedback of colleagues to determine the correctness or
incorrectness of their performance and their decision. Because of their specialization in this field,
they can influence the referees’ performance before, during and even after the competition more than
the other groups mentioned. Thus, the feedback of this group constitutes a strengthening of the job
characteristic of the feedback for the referees, which leads to their job enrichment. Examination of
the components of professional commitment of futsal referees showed that the highest average (3.38)
is related to the job attachment component of referees and the lowest average (2.31) is related to the
component of staying in the job. In fact, attachment is the most important factor in predicting the
level of professional commitment of referees. These results are completely consistent with the
findings of Rasouli (2013), Ramezaninejad et al. (2017) and Nasirloo (2017). Teng et al (2007) also
stated that attachment is the most important component in Taiwan nurses' professional commitment.
Of course, the common feature between futsal refereeing and nursing is the effect of the results of
referees and nurses on people's lives. There are also hardships and high job pressures in both ones.
Gendron & Suddaby (2009) identified attachment as the most important component in examining the
professional commitment of accountants in large Canadian corporations. Maria (2009) studied the
teachers' professional commitment and concluded that the acquisition of identity is the most important
component for predicting teachers' professional commitment, this result is not in line with the findings
of the present study. The referees accept any legal orders and recommendations in their area of work
from the relevant authorities and make every contribution to its development. Internal reasons seem
to have attracted the referees. People who choose the job of refereeing for these reasons respect all
the rules and values in that profession and consider themselves obliged to follow them. These people
are very sensitive to the position and future of their job, and they work hard to reach a higher level.
The findings also showed that the information-sharing component has the highest average (2.51)
among the structural empowerment components, which with the results of Abedzadeh (2016) who
reported the support component as the highest average is in a conflict. Also, in the study of Jamshidi
(2012) and Maleki and Ghorbaniyan (2014), access to opportunity had the highest average and in the
findings of Rashidinia (2017), delegation of authority had obtained the highest average, is
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inconsistent. In the present study, the information sharing component that has the highest average
among all the variable components of structural empowerment refers to the provision of necessary
and sufficient information and resources that may lead to appropriate judgments. It also provides the
refereeing committee with a lot of information that help referees to be more update. This process must
continue to improve the referees’ performance and to provide successful results in the future.

References

Abedzadeh, M. (2015). Investigating the effect of structural empowerment on psychological empowerment
(case study of nursing staff of Rasoul Akram Hospital in Rasht), Thesis for MA degree. Public
Administration, Payame Noor University, Rasht.

Aggarwal, A., Dhaliwal, R. S., & Nobi, K. (2018). Impact of structural empowerment on organizational
commitment: the mediating role of women’s psychological empowerment. Vision, 22(3), 284-294.

AkbariSefideh, M., HashemNia, S., & RazziqShirSavar, H. (2018). Investigating the Relationship between
Nurses' Empowerment and Organizational Commitment and Professional Commitment in Milad
Hospital. Health Management, 9 (1), 59-70.

Al-Abedi, S. (2018). Modeling the Relationship between Job Characteristics and Professional Commitment
of Iraqi Football Referees, M.Sc. Thesis, Physical Education, Ferdowsi University of Mashhad.

Aranya, N., Pollock, J., & Amernic, J. (2006). An examination of professional commitment in public
accounting. Accounting, Organizations and Society, 6, 271-280.

Chatzoglou, P. D., Vraimaki, E., Komsiou, E., Polychrou, E., & Diamantidis, A. D. (2011). Factors
Affecting Accountants Job Satisfaction and Turnover Intentions: A Structural Equation Model.
8thinternational Conference on Enterprise Systems, Accounting and Logistics (8" ICESAL 2011),
11-12 July 2011, Thassos Island, Greece, 130-147.

Dolatyari, E., & Sadeghi, R. (2017). Principles and bases of judging physical fitness. Nowruzi Publications,
first edition, Gorgan.

Eskandari, F., Pazargadi, M., Zagharitafrishi, M., Rabisiahkeli, S., & SHoghli A. (2013). Relationship
between psychological empowerment of nurses and their emotional commitment in Zanjan province
hospital. Journal of Advanced Care in Nursing and Midwifery, 3(3), 47-60.

Gendron, Y., Suddaby, R. (2009). Professional - Organizational Commitment; A study Canadian
professional Accountants. Austroalian Accountants Review, 50, 238-254.

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory.
Organizational behavior and human performance, 16(2), 250-279.

Hunter, P. E. (2006). Viability of the job characteristics model in a team environment: prediction of job
satisfaction and potential moderators, (doctoral dissertation), university of north Texas.

Hwang, J., & Jang, W. (2020). The effects of job characteristics on perceived organizational identification
and job satisfaction of the Organizing Committee for the Olympic Games employees. Managing
Sport and Leisure, 25(4), 290-306.

Jacko, P. (2004). Enriching the job enrichment theory, carols jjj university in Madrid department of
business administration. Research methods for social scientist, 1-20.

Jamshidi, F. (2012). The mediating role of psychological empowerment in the relationship between
structural empowerment and innovative behavior of nurses. Master Thesis, Public Administration,
Payam-e-Noor University, Shiraz Branch.

Kanter, R. (1993). Men and women of the corporation. New York: Basicbooks

Khalili, k., Amini, M., Fazeli, N., & Molaiizadeh, A. (2019). Investigating the relationship between talent
management and employee empowerment with the role of mediating job characteristics, Fourth
National Conference on Business and Business Management, Tehran, Permanent Secretariat of the
Conference.

Khoramiantousi, S., Sadeghitarbiati, V., Sasani, M., & Mousavimoalem, SM. (2019). Investigating the
Impact of Job Characteristics on Organizational Citizenship Behavior (Case Study: Mashhad
Region 4 Municipality. Quarterly Journal of New Research Approaches in Management and
Accounting, 3-13.



Journal of New Studies in Sport Management (JNSSM)/ Vol 2 Issue 1/ February 2021/126- 138 137

Knol, J., & VanLinge, R. (2009). Innovative behaviour: the effect of structural and psychological
empowerment on nurses. Journal of Advanced Nursing, 65(2), 359-370.

Kordnahich, A., Bakhshizadeh, A., & Fatholahi, M. (2015). Study of the effect of psychological
empowerment of employees on structural empowerment. Quarterly Journal of Organizational
Behavior Studies, 4(3), 97-119.

Lalianopour, N., Dosti, N., & Mohammadzadeh, A. (1390). The concept of empowerment and
organizational commitment of the studied employees of a new insurance company in the world of
insurance. JNS, 163, 24- 39.

Law, K., & Wong, C-S. (1999). Multidimensional Constructs in Structural Equation Analysis: An
Illustration Using the job Perception and job Satisfaction Constructs. Journal of Management, 25(2),
143- 160.

Liu, A. M. M., Chiu, W.M., & Fellows, R. (2007). Enhancing commitment through work empowerment.
Engineering, Construction and architectural management, 14(6), 568-580.

Loghmani, M. (2012). Study of job characteristics of Iranian football referees based on JCM model, M.Sc.
Thesis, Physical Education, University of Guilan.

Maleki, M., & Ghorbaniyan, A. (2014). The Relationship between Structural Empowerment and
Performance of Nursing Professionals in Hospitals. Journal of Occupational Medicine, 6, 32-40.

Maleki, M., Gohari, M., & Ghorbaniyan, A. (2012). The Relationship between Structural Empowerment
and Individual Nurses' Readiness for Change. Journal of Nursing Care Research Center (Iranian
Journal of Nursing), 25(76), 10-18.

Mirreshkaridehkahan, F. (2017). The Relationship between Psychological Empowerment and the Level of
Professional Commitment and Responsibility of School Assistants and Teachers in Bandar Abbas
M.Sc. Thesis, Educational Sciences , Azad University, Bandar Lengeh Branch.

Nasirloo, A. (2019). The effect of job knowledge characteristics on the professional commitment of Iranian
futsal referees based on the mediating role of mental states, Thesis for M.A. degree, Sports Science,
Shafaq Tonekabon Institute of Higher Education.

Niehoff, B. P., Moorman, R. H., Blakely, G., & Fuller, J. (2001). The Influence of Empowerment and Job
Enrichment on Employee Loyalty in a Downsizing Environment. Group & Organization
Management, 26(1), 93-113.

Nugroho, A. P., & Haryanto, A. T. (2019). The Role of Job Characteristics and Professional Commitment
to Tenure and Performance (Study of Teachers in Public High Schools in Solo Raya). Journal of
Indonesian Science Economic Research, 1(1), 26-31.

Parastar, F., Sepasi, H., & Parivash, N. (2015). The Relationship between Job Analysis and Job
Characteristics, Psychological and Structural Empowerment: A Model for Sports Workers'
Workplace. Contemporary research in sports management, 5, 25-35.

Ramezaninejad, R., Pursotani, H., & Loghmani, M. (2014, a). Experimental study of the model of job
characteristics in sports: Evidence from football referees. Sports Management, 6(3), 559-574.

Ramezaninejad, R., Shafiee, S., Rasoli, R., & Loghmani, M. (2017). The Relationship between Job
Characteristics and Satisfaction of Iranian Football Referees: The Mediating Role of Professional
Commitment. Applied Research in Sports Management, 6(1), 21 -32.

Rashidinia, M. (2017). Relationship between person-job fit and structural empowerment of employees with
organizational effectiveness (Study of the General Directorate of Sports and Youth of Guilan
Province), Master Thesis, Physical Education, University of Guilan.

Rasoli, R. (2013). Relationship between job characteristics and professional commitment and job
satisfaction of Iranian football referees, Master Thesis, Physical Education, University of Guilan.
(Persian)

Robbins, S. (1996). Organization Theory, translated by Alwani, Mehdi and Danaeifard, Hassan (2009).
Twenty-ninth edition, Saffar Publications- Ishragi.

Said, N. A., & Munap, R. (2011). Job Characteristics and Job Satisfaction: A Relationship Study on
Supervisors Performance. Proceedings of the 2010 IEEE ICMIT, 714-719.

Sanchez, T. (2012). Obtaining Employee Empowerment. Nurse Leader, 10(2), 38- 40.



138 Journal of New Studies in Sport Management (JNSSM)/ Vol 2 Issue 1/ February 2021/126- 138

Simons, J., DeWitte, S., & Lens, W. (2004). The role of different types of instrumentality in motivation,
study strategies, and performance: Know why you learn, so you’ll k now what you learn. British
Journal of Educational Psychology, 74, 343-360.

Spreitzer, G.M. (1995). Psychological empowerment in the workplace: dimensions, measurement, and
validation. Academy of Management Journal, 38(5), 1442-1465.

Spreitzer, G.M. (1995). Psychological empowerment in the workplace: dimensions, measurement, and
validation. Academy of Management Journal, 38(5), 1442-1465.

Susan, M., Broniarczyk, Jill G. Griffin. (2014). Decision Difficulty in the Age of Consumer Empowerment.
Journal of Consumer Psychology, 24(4), 608-625.

Taylor, A. H., & Daniel, J. V. (1987, January). Sources of stress in soccer officiating: An empirical study.
WORLD CONGRESS OF SCIENCE AND FOOTBALL.

Teng, Cl., Shyu, YIL., & Chang, HY. (2006). Moderating effects of professional commitment on hospital
nurses in taiwan. Journal of Professional Nursing, 23(1), 47-54.

Thomas, K., & Velthouse, B. (1990). Cognitive element of empowerment: An interpretive model of
intrinsic task motivation. Academy of Management Review, 15, 600-621.



