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The Impact of Employee Empowerment In
Organizational Performance With Special
Reference To IT Sector
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Abstract— In view of the rapidly changing business
environment, the success of an organization depends on
committed, highly motivated, satisfied and innovative human
resources. Employee empowerment is gaining momentum in the
effective functioning of an enterprise. This paper focuseson the
role and importance of employee empowerment with reference to
organizational, occupational and individual factors supported by
employee motivation based on Maslow’s theory, in the
Information technology sector.

Key words: Employee, empowerment, motivation,organization.

I. INTRODUCTION

The IT industry has made the world a worldwide village,
reduced domestic borders and integrated cultures.India has
been able to accelerate its development through this
sector.Different scientists have looked at the aspects of
empowerment through varying angels. Controlling one's own
work, work autonomy, teamwork differences, and
pay-performance structures all refer to
empowerment.Maslow created his theory of hierarchy in
which food is our basic necessity; in pyramidal, we move up
to the greatest self-realization requirements.Each phase of
human development is based on a previous phase and every
phase is moved to a greater sequence.Every employee in an
organization should be recognized as an individual, since
what motivates one individual cannot motivate
another.Circles of quality have been superseded by employee
empowerment; motivation schemes operate only if the staff
are confident that leadership is ready to make real efforts.

Employee Empowerment is the method by which a person
can believe, act, regulate and take decisions in independent
ways or authorize them to take decisions.It is a state of
self-empowerment in which you take control of your own
fate. Empowerment is not what one is doing for another in
human relationships.This is one of the issues with the notion
of empowerment in organizations.People believe that
someone, generally the manager, should empower the
individuals who tell him.The reporting employees, therefore,
wait for the empowerment, and the manager asks why
individuals are not empowered.This resulted in a general,
largely undeserved lack of joy in many organizations with the
notion of empowerment.The organization is responsible for
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creating a working atmosphere that promotes employees '
capacity and willingness to behave empowered.The
Workplace is responsible for removing obstacles which
restrict the capacity of employees to behave with
empowerment.

Il. OBJECTIVES OF THE STUDY

e To examine the relationship between empowerment and
employee motivation

e To analyze the motivational factors of employees with
Maslow’s Need theory

e To identify and study the factors of empowerment
which positively influence employee motivational need
theory in the IT sector

I1l. REVIEW OF LITERATURE

Uman and Vasanathi (1999) argued that there is now
widespread acceptance of the practical significance of
Maslow’s theory. Physiological needs are taken into account
in decision-making regarding space, lighting and general
working conditions; work safety; love for cohesive work
teams; appreciation through responsibility and recognition ;
self-actualisation in terms of providing opportunities for
creative jobs or tasks.

According to Chandler (2004), the most widely-known
theory of motivation was the one developed by Abraham
Maslow in his book entitled Theory of Human Motivation
typically referred to as the hierarchy of needs. A hierarchy of
five fundamental levels was built by Maslow.In addition to
these requirements, there are greater needs.These include the
need for knowledge, recognition and purely spiritual
requirements.In the five basic Maslow-related requirements,
a person will not feel the second need, until the requests of
the first or the third have been met.Nearly all continuous
employees have significantly met their lower-order
requirements.The hierarchical theory is often portrayed as a
pyramid, while the bigger, smaller theory represents the
smaller requirements and the highest theory is the
self-actuality.

Jhul and Wilkinson (1997) explained the objective of the
empowerment process is to improve employee power,
understanding, motivation for the job ; thus, to improve
employees ' contribution to business satisfaction and
customer satisfaction, while at the same moment increasing
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respect for themselves, trust and allegiance towards the
business.

As per Honold, (1997) suggested The empowerment
content can be explained: since it can be achieved at an
individual level, it can be achieved at a team level that
includes all staff in size in one process, in one unit, in a
business or in one organization.

Yazdani, B.O, (2011) explains Empowerment offers
organizations advantages and makes sense of workforce
membership and pride.It establishes a win-win relationship
between companies and staff and is seen by many companies
and their staff as an optimal setting.The empowerment of
virtual human abilities can thrive.

IV. CONCEPTUAL FRAMEWORK FOR THE
STUDY
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Fig: 1 Conceptual Framework for the present study

In order to be effective in the dynamic business
environment of today, organizations have to be able to foster
the wish of employees to participate and produce, that is,
have to be able to influence and motivate their workforce, act,
achieve the desired objectives. They need to combine the
various human capacities and powers of many people
employed in a smooth working team with high levels of
human resources.Unfortunately, a process isn't so easy to
empower and motivate. The mixture of individual
requirements, drivers, tensions, discomfort, and expectations
is complicated. Every person's motive is currently ' partially
understood, ' and even the easiest.Moreover, needs vary
significantly with the individual and lead to differential
behavior patterns. The other matter even further, an
individual’s needs vary over time, his value system evolves
continually, and an integral part of that evolution is the
motivational process. As some needs are satisfied, they
become less important in the scheme of things. Others
develop through experience.

According to the conceptual model for the present study
states that though there are different forms of empowerment
present, but for the present study the three forms of
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empowerment  the  organizational, individual and
occupational factors are studied to find out whether they
influence the motivation aspect in view of Maslow’s
motivational need theory which includes the basic, safety,
esteem, affection for work relationship and self-actualization
need of an individual person. This paper focuses on how the
empowerment factors are influencing and empowering the
different motivation factors and the outcomes aresatisfied
and motivated employees.

4.1 Empowerment

Empowerment is one of the many ideas in
HRM.Empowerment is what young employees in
organizations’ are looking for.In addition to monetary
rewards, the worker has the impression that he or she is
nowadays motivated by the work. Empowerment can be
considered to be "a method to improve the self-efficiency of
organizational employees by identifying circumstances that
promote impotence, and by removing them through both
official organizational procedures and casual methods of data
delivery."Strong and enthusiastic staff are empowered.lt is
because they receive personal rewards for this that they are
seeking a better job.The employee's emotions of
empowerment are the answer to employee performance.The
model described in this figure assumes that there are much
distinct significance, interpretations, and expectations of
empowerment, but since leadership policies are taken and
implemented to satisfy the organizational and business
purposes, an understanding of the significance and myths that
executives use in terms of empowerment must be developed.
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Fig: 2key stages in empowerment

V. RESEARCH METHODOLOGY

The research is to find the employee empowerment in the
organization and to study the relationship between employee
empowerment and motivation.

Research Design:

Descriptive researchhas been used as a research
design.

Sampling techniques:

Simple Random sampling has been used.

Data Collection:

Data is collected through Questionnaire. Primary
Data was collected using a Questionnaire.
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Sample Size:
Among the total level of population, 50 employees
from the IT sector have been chosen for the study.
Tools and Techniques:

e Paired t-test analysis
o Correlation analysis
e Friedman test analysis

VI. DATA ANALYSIS AND INTERPRETATION &
RESULTS
6.1 Paired T Test Analysis

Paired T-test analysis is used to compare between two
factors of Need theory and will compare which factor among
them is favored by the employees.

Null hypothesis:

There is no significant difference between the mean score
of factor Esteem and factor Self Actualization.

Alternative hypothesis:

There is a significant difference between the mean score
of factor Esteem and factor Self Actualization.
Table : 1 Paired T Test

Factors Mea | Std. t P
n Deviati | Valu | Value
on e
Esteem 12.4 | 3.62
5 1.41 | 0.001*
Self-Actualizat | 12.5 | 3.65 4 *
ion 5

NOTE: ** Denotes the significant level at 1%

Inference:

Since P-value is less than 0.01 then the null hypothesis is
rejected at 1 % level of significance. Hence, it is concluded
that there is a significant difference between the mean score
of esteem and self-actualization.Based on mean score the
opinion regarding self-actualization {12.55}% is better than the
esteemed factor {12.45}.

6.2 Correlation Analysis

Correlation analysis is used in this study to find whether
the empowerment and the motivation are having a perfect
correlation.

Null hypothesis:

There is no relationship between the empowerment and
motivation in this study.

Alternative hypothesis:

There is a relationship between empowerment and
motivation in this study.
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Table: 2correlations Analysis

Cornbt
Motivation | Empowement
Motivation Dearson Comelation I 157
Sig. (Mailed) 000
N 30 A
Empowement Pearson Comelation | 615" |
Sig. (Malled) i1}
N 30 il
Vaables Coefficent of conrlation P-Vele
Motivation 0813
| Empowement 0615 Horr

NOTE: ** Denotes the significant level at 1%

Inference:

Since P-Value is less than 0.001, hence the null hypothesis
is rejected at 1% level of significant. The correlation and
coefficient between motivation and empowerment are 0.615
which indicates 61.5 % (0.615/50) positive relation between
empowerment and motivation. Many authors suggest that
empowerment is one of the major driving forces of
motivation which further enhances Performance and
productivity and helps to retain employees.

6.3 Friedman Test Analysis

This test is used to find whether a significant difference
between the ranks among the motivation factors i.e. between
basic need, safety, esteem, work relationship, and
self-actualization.

Null hypothesis:

There is no significant difference between the mean ranks
towards factor on motivation factor.

Alternative hypothesis:

There is a significant difference between the mean ranks
towards factor on motivation factor.
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Table: 3 Friedman Analysis For Motivational Factor

Factors of Motration | Mean  |Sumof | RSquare | ChiSquare | P-Vahue
Rak | Sqmre Valie
Basic Nead 3% |85 (67630
Safiry 36| 4100
| Eseem M| 100
| Affection forwork 1% 6975|4800
| RSP
relatioaships
1057 /11 )
Sef-Achuzliztion AR ) 332900
Inference:

Since P-value is less than 0.001 the null hypothesis is
rejected at 1% level of significant difference between mean
ranks towards factors on motivation. Based on mean rank
basic need (3.29) is an important factor on motivation,
followed by safety (3.16), esteem (2.84), affection for work
relationship (2.79), and self-actualization (2.92).

6.4 Friedman Test Analysis

Null hypothesis:

There is no significant difference between the mean ranks
among the empowerment factor.

Alternative hypothesis:

There is a significant difference between the mean ranks
among the empowerment factor.
Table: 4 Friedman Test Analyses For Empowerment

Factor
Factors of | Mea | Sum R Chi-Squ | P-Val
Empower n of Square | are ue
ment Ran | Squa Value

k re
Organisatio | 2.81 | 702.5 | 493506.
nal Factor 25
31.96 | 0.001

Occupation | 1.96 | 490 240100
al Factor
Individual 1.23 | 307.5 | 94556.2
Factor 5
Inference:
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Since P-value is less than 0.001 the null hypothesis is
rejected at 1% level of significant difference between mean
ranks towards factors on motivation. Based on the mean rank
Organisational factor (2.81) is an important factor in
empowering the employees, followed by an occupational
factor (1.96), individual factor (1.23).

VII. SUGGESTIONS

Following suggestions will be helpful to motivate and
empower the employee of the organization.

1. It shows as the work experience is increasing the level of
an organisational factor in empowerment is also decreasing.
Employees working for more than 5 years show less interest
in the organisational factor. Organizations should adopt hew
ways to motivate and empower the employees to retain them
and to motivate them. The employee’s role in the current
position should be enhanced.

2. Proper career planning should be made for the
employees working for more than 5 years so that employees
feel the growth in the job and remain in the same organization
and be a motivated workforce.

3. The employees working for a long time in the
organisation should be provided with further education
schemes and trainingprograms so that employee feels growth
and bright future with working experience and can improve
skills. Employees working for more than 8 years should be
provided appraisals, job position, and financial growth.

4. The employees opted for self-actualization among the
esteem and self-actualization factor of motivation. To
improve the esteemed factor for employees, organizations
should provide them with responsibility for the job
completion and role in the organization, should give the
accountability for work done, should be provided with the
status i.e. position in the organization and visibility and
transparency with the management.

VIII. LIMITATIONS OF THE STUDY

The research study is limited to a few aspects. The study
has considered only limited variables while assessing
motivation and empowerment, and its different determinants
and the measuring approach of respondents is quite
subjective. Although great care was taken for precision, yet
there may be certain gaps which need to be rectified. The
model needs to be tested on a larger dataset. Many employees
were not interested in giving a response, perhaps many felt
that the domain of factors like motivation and empowerment
of their workforce (or perhaps lack of it) was a sensitive area
and believed that it would reflect poorly on the organization.
However, if more variables are taken into consideration, and
if the questions used to measure the respondents’ attitudes
toward work are re-evaluated and adjusted, a better result can
be attained.

1. The study is based on the sample size of 50 employees
from IT sector organizations only.

2. The study is restricted to units located in Chennai city
only hence has geographical limitations.

3. The subject of motivation and empowerment is
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extensive and vast. Therefore, investigating all aspects of it
was not possible due to the time limit and the enormous
research that already existed.

IX. CONCLUSION

The world is currently experiencing fast environmental
transformations, which have a drastic effect on organizations
and present fresh difficulties to the overall leadership of
human resources and motivation.The present study tries to
look at motivation beyond the limited frontiers of business
and economics by also studying the strong motivation
practices amongst and how the factor empowerment is
affecting the 1T sector. The research tends to come up with
such a motivation model to be implicated in the IT sector so
as to yield much higher productivity through a highly
empowered and motivated workforce. The study clearly
shows that there is a positive association between motivation
and empowerment in IT sectors. It demonstrates that a
satisfied employee will demonstrate greater commitment to
the organization.
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