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Objective: The objective of this study was to examine the relationship between human
resource development strategies and employee empowerment considering the mediating
role of cultural intelligence at the Command Headquarters of Kerman Province Law
Enforcement. Methodology: This applied study employed a descriptive-survey design
in terms of data collection. The statistical population consisted of all employees at the
Command Headquarters of Kerman Province Law Enforcement (N = 640), from which
a sample of 242 individuals was selected using Cochran’s formula through simple
random sampling. Data were collected using three standardized questionnaires: the
Human Resource Development Strategies Questionnaire, the Employee Empowerment
Questionnaire, and the Cultural Intelligence Questionnaire. Data were analyzed using
SPSS version 25 with both descriptive and inferential statistical methods. Findings: The
results revealed a significant positive relationship between human resource development
strategies and employee empowerment. Furthermore, cultural intelligence served as a
mediating variable in this relationship; employees with higher cultural intelligence
experienced a stronger effect of HR development strategies on their empowerment.
Conclusion: Based on the findings, applying human resource development strategies
alongside the enhancement of cultural intelligence can effectively improve employee
empowerment. These results highlight the necessity of integrating educational and
cultural programs into organizational development efforts to enhance human resource
effectiveness.
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EXTENDED ABSTRACT
Introduction

The Law Enforcement Command, as a key institution in ensuring national security and stability,
plays a critical role in creating a healthy socio-economic environment. This organization, due to its size
and the complexity of its missions, requires knowledgeable, capable, and empowered staff to fulfill its
duties effectively (Babaei Nejad & Shamseddini, 2021). In this context, employee empowerment has
emerged as a cornerstone of modern organizational theories and practices (Afjeh, 2011). Empowerment is
not merely a managerial trend; it represents a deliberate organizational strategy for enhancing individual
competencies, fostering responsibility, and encouraging innovation and accountability. The empowerment
of employees is significantly influenced by internal organizational dynamics, including human resource
development strategies (Mohammadi Yazdi et al., 2023; Mohammadi Yazdi et al., 2024; Parsakia, 2024; Rajabi
Farjad & Toranian, 2024).

Human resource development (HRD) strategies aim to create competitive advantage by cultivating
a workforce that is skilled, committed, and adaptable (Ghaffarian et al., 2024; Shah, 2024). Psychological
empowerment—defined by self-efficacy, meaning, impact, and trust in others—enables individuals to
contribute meaningfully to organizational performance (Abdul, 2024; Tarigi & Haghighi, 2023).
Organizations lacking effective HRD strategies often face lower productivity, reduced innovation, and
higher turnover rates (Fan et al., 2023; lbukun & Pérotin, 2023; Nwachukwu et al., 2022; Riono et al., 2022).

Simultaneously, cultural intelligence has been identified as a key mediating factor that can enhance
the effectiveness of HRD strategies. Cultural intelligence encompasses the ability to function effectively
across cultural contexts, facilitating adaptive behavior and meaningful interaction in multicultural settings
(Akbarieh et al., 2024; Hernawati, 2024; Keikhosravi et al., 2023; Yadnya et al., 2023). It includes metacognitive,
cognitive, motivational, and behavioral components that enable individuals to interpret and respond to
culturally diverse situations. Cultural intelligence allows individuals to overcome communication barriers,
foster respect, and improve relational dynamics in diverse workplaces (Ahmadi et al., 2023; Khaki et al.,
2022).

Research has shown that cultural intelligence can positively influence employee empowerment.
For example, Shahcheraghi (2021) found that various dimensions of cultural intelligence contribute to
empowerment by enhancing cross-cultural communication and adaptability (Shahcheraghi et al., 2021).
Similarly, Aghabeyg (2021) demonstrated a significant correlation between cultural intelligence and
managerial performance in national pension fund organizations (Aghabeyg & Salehi Amiri, 2021). Papesko-
Green (2021) emphasized that culturally intelligent employees are better equipped to understand and act
upon local cultural norms, thereby enhancing empowerment (Papesko-Green, 2021).

Given these insights, this study investigates the relationship between human resource development
strategies and employee empowerment with the mediating role of cultural intelligence among staff at the
Command Headquarters of Kerman Province Law Enforcement.

Methodology
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This research followed an applied, quantitative design utilizing a descriptive-correlational survey
approach. The study was conducted in 2023 at the Command Headquarters of Kerman Province Law
Enforcement. The statistical population included all 640 employees, from which a sample of 242
participants was selected using Cochran's formula and simple random sampling. Data were collected
through three validated questionnaires: a 16-item Human Resource Development Strategies Questionnaire
based on the Hessmer model (2018), a 16-item Employee Empowerment Questionnaire based on the Hya
model (2014), and a 21-item Cultural Intelligence Questionnaire developed by Earley and Ang (2016).

The collected data were analyzed using SPSS version 25. Descriptive statistics and inferential
analyses were applied. The normality of variables was confirmed via the Kolmogorov-Smirnov test.
Pearson correlation was used for hypothesis testing due to normal data distribution, while multiple
regression was applied for additional hypothesis validation. The significance threshold was set at o= 0.05.

Findings

Descriptive statistics showed that the mean score for employee empowerment was 3.84 (SD =
0.67), for HRD strategies 3.92 (SD = 0.71), and for cultural intelligence 3.75 (SD = 0.69), all indicating
relatively high levels among participants.

Pearson correlation analysis revealed a significant and positive relationship between HRD
strategies and employee empowerment (r = 0.457, p < 0.01), HRD strategies and cultural intelligence (r =
0.236, p < 0.01), and cultural intelligence and employee empowerment (r = 0.258, p < 0.01). These results
suggest that improvements in HRD strategies and cultural intelligence are associated with higher levels of
empowerment.

Multiple regression analysis supported these findings. In the first model, HRD strategies and
cultural intelligence jointly predicted empowerment with a correlation coefficient of 0.709 and an adjusted
R2 of 0.497. The Durbin-Watson statistic (2.143) confirmed the absence of autocorrelation. In the second
model, the interaction term (HRD strategies * cultural intelligence) had a significant standardized
coefficient (B = 0.086, t = 4.163, p < 0.000), indicating a positive mediating effect.

The final regression equation was as follows:

Empowerment = 1.788 + (0.086 * HRD strategies * cultural intelligence)

This indicates that a one-unit increase in the interaction between HRD strategies and cultural
intelligence leads to a 0.086 unit increase in employee empowerment. Overall, the mediating role of
cultural intelligence was confirmed.

Discussion and Conclusion

The study demonstrated a meaningful and positive relationship between human resource
development strategies and employee empowerment. Moreover, cultural intelligence played a significant
mediating role in this relationship. In environments characterized by cultural diversity, the presence of
high cultural intelligence enhanced the impact of HRD strategies on employee empowerment.

These findings highlight the importance of integrating cultural intelligence development into HR
practices. As organizations grow increasingly diverse, particularly in the public sector, the ability to
understand, adapt to, and respect cultural differences becomes essential for effective communication,
collaboration, and performance.
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Given that cultural intelligence contributes to employees’ capacity to engage productively in
diverse settings, it also fosters empowerment by promoting self-confidence, mutual respect, and effective
problem-solving. The presence of culturally intelligent employees and leaders can significantly improve
organizational outcomes, especially in sectors like law enforcement where intergroup interactions are
frequent and complex.

This research underscores the need for HR departments to formulate comprehensive strategies that
not only focus on skill development and performance management but also actively cultivate cultural
intelligence through training, reflective practices, and intercultural engagement. Such efforts will
ultimately enhance both individual and organizational resilience in the face of cultural challenges,
enabling the workforce to thrive in a globalized and interconnected world.

In conclusion, the empowerment of employees is not merely a function of strategic HR
development; it also depends heavily on the extent to which those strategies are filtered through and
enriched by cultural intelligence. Investing in the cultural competence of employees is a vital lever for
achieving sustained empowerment and organizational success.
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