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Abstract 

Building strong teams and developing employee capacity are two important elements of 

achieving employee empowerment. In addition to the confidence, knowledge and skill to 

undertake increasingly new challenges and assignments, employees need opportunities for 

growth and career development. The confidence and capabilities of the employees will be 

enhanced as they attain more experience in management and organisation, as well as develop 

new skills and knowledge, including the capability of passing the acquired knowledge. 

Employee empowerment is not a simple and one-time task. Empowerment is an ongoing 

process for which effort and dedication are the prime requisites in order to improve the 

relationships at work, which ultimately improves the effectiveness of the organisation 

 Many a times in organisations superiors are fully hesitant to fully adapt to the 

principles of employee empowerment. This is because the superiors have a feeling that 

empowerment of employees‟ means relinquishment of their own power. But, it should be 

understood that empowerment doesn`t mean giving up their entire power. Rather, it is about 

sharing their knowledge and power together with others in the hierarchy. However, employee 

empowerment will only end up in changes in procedures and processes. Key factors like 

decision making and problem solving needs the involvement and active participation from the 

employees in lower levels of command. Empowering employees doesn`t just mean 

participation of the employees. It is about decision making, independence in analysis and 

action. Employees experience authority to make independent decisions in their own area of 

expertise. For which reason true empowerment requires a great deal of mutual respect, trust 

among the superiors and the subordinates coupled with transparency. 

This paper highlighted how to empower the Employees, Methods of Empowerment, 

Implications of Employee Empowerment 

In today`s era of globalization there is dire need for employees „empowerment in 

organisation so that employees will be in position to make quick decision and respond 

quickly to any changes in the environment. Organisation which are  committed to employee 
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empowerment  are in a position to motivate and retain their employees, although it‟s a 

complex management tool which needs to be nurtured and handled with a lot of care (Nick et 

al., 1994). Employee empowerment leads to enhancing productivity, performance and job 

satisfaction (Nick et al., 1994). Employee empowerment is associated with the concept of 

power, implying that power in organisation should be distributed from the top management to 

the lower management (Tulloch, 1993). In a free market economy where there will be  open 

competition, challenging environment  to provide quality product and services,  

innovativeness and turbulent changes in the macro- environment, employee empowerment is 

the need of the hour. The employee empowerment literature reiterates that empowered 

workforce help the organisation in achieving a competitive advantage (Conger and Kanungo, 

1988;Forrester, 2000; Quinn and Spreitzer, 1997; Sundbo,1999; ). 

 

Empowerment of employees means enlargement of an employee‟s job responsibility 

by giving him freedom in decision making about his own job without approval of his 

immediate supervisor. The degree of responsibility and authority given to an employee is 

empowerment. Through empowerment, the employees are supported and encouraged to use 

their skills, abilities and creativity by accepting accountability for their work. Empowerment 

happens when employees are trained enough, given information and best possible tools , fully 

involved in   decision making and are rewarded fairly. Employee empowerment identifies 

how much an individual can effectively handle without becoming over-burdened or stressed. 

 

The process of empowerment includes superiors and employees working together in 

order to establish clear goals and expectations with-in agreed boundaries. Employee is a 

strategy and philosophy that enables employees to take decisions about their jobs. 
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Empowering employees will help them in owing their work and take responsibility for their 

actions. Empowerment helps employees in serving the customers at that level in the 

organisation where the interface with the customer exists. Empowerment of the employees is 

an important organisational issue. The process of enabling and authorizing an employee to 

think, behave, take action, control work and make decision in autonomous ways is employee 

empowerment. It is the state of feeling of self empowerment to take control of one`s own 

action. The strategy and philosophy that enables employees to make decisions in their jobs is 

employee empowerment. It helps the employees to own their work and take responsibility for 

their actions and helps employees to serve customers at that level where the customer 

interface exists. In order to face changes in dynamic work environments, employees who are 

empowered with new ideas and innovative attributes may increase their ability  respond more 

effectively.  

 Employees who are empowered will be balanced, confident, aware, vital, caring, and 

ready. Empowered employees are not depressed, confused, aggressive, divisive, or 

indecisive. The organizations that successfully implement employee empowerment have 

certain values at their core from which the process of empowerment comes.  Respect and 

appreciation and value that they bring to the organization are among the values.It can`t be 

said that values alone do not make up an organization's culture and it is also respect for 

individuals is  one of the outward signs of an empowered culture. 
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The primary aspect of empowerment is to delegate responsibility to the employees in 

the lowest levels of the organization. The decision making process should be highly 

decentralized and employees or teams should take responsibility for the work processes. The 

term “Employee Empowerment” is expressed to show the ways in which non-managerial 

staff members can take decisions without consulting their superiors. The decisions can be 

small or large and depend upon the degree of power with which the organization wishes to 

invest in employees. Empowering employees begin with training and converting the whole 

company to an empowered model. In a narrow sense employee empowerment merely means 

the ability to make some decisions by their own. The concept of employee empowerment is a 

two sided coin. To see that the employees are empowered, the leadership of the organizations 

should believe that employee empowerment means making good business and employees 

must immediately act.  

Review of Literature  

In  USA, the first formal study of empowerment dates back to Mary Parker Follett‟s 

management ideas. She distinguished between “power-with” and “power-over” and 

suggested the process of integration to increase power-with while decreasing power-over. 

The human relations movement had a great impact on employee empowerment. The 

Hawthorne studies concluded that the workers were more responsive to social situations than 

to management controls(S. Yang and S.O. Choi, 2009). Empowerment is the centre of 

attention in 21 century‟s organization. It is said that, proper employee empowerment   leads 

to organizational commitment and reduction of employees turnover. Empowerment with 

confidence making, participation in decision making, and elimination of the border line 

between management and employee, cause increase of productivity, performance and job 

satisfaction(Blanchard Kenneth et al.2006).  
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Empowerment seems to be a powerful management tool, which is used to exchange 

the shared vision that the organization expects to materialize into common goals. The reality 

is that empowerment could be utilized as an expression to explain diverse plans providing an 

expedient oratory, advocating that empowerment is hypothetically a fine object that fabricates 

a „win-win‟ condition for workers and administrators(A. Raquib et al.2010),.   

 

Empowerment has been defined in numerous ways, but most authors agree that the 

core element of empowerment involves giving employees a discretion (or latitude) over 

certain task related activities. Randolph (1995) defines employee empowerment as “a transfer 

of power” from the employer to the employees. Blanchard et al. (1996) for instance argued 

that empowerment is not only having the freedom to act, but also having higher degree of 

responsibility and accountability. This indicates that management must empower their 

employees so that they can be motivated, committed, satisfied and assist the organization in 

achieving its objectives(K. Dewettinck and M.V. Ameijde,2011).   

 

Mohammed et al. (1998) states that empowerment is a state of mind. An employee 

with an empowered state mind experiences feelings of 1) control over the job to be 

performed, 2) awareness of the context in which work is performed, 3) accountability for 

personal work output, 4) shared responsibility for unit organizational performance, and 5) 

equity in the rewards based on individual and collective performance. Rodwell (1996), Hage 

and Lorensen (2005) label empowerment as an „enabling process‟ or an object occurs from a 

joint allocation of possessions and prospects which boost „decision making‟ to accomplish 

change. Luke, Rappaport, and Seidman suggested that empowerment is more than a mere 
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process, solution, or exemplar as is, for instance, prevention. Instead, they posit that 

empowerment is the process to which the primary energies of psychologists, counselors, 

social workers, and others should be directed and through which most of the goals for social 

and individual change will be most appropriately accomplished(K. Foster and M. 

Sandel,2010).  

 

Employee empowerment refers to the delegation of power and responsibility from 

higher levels in the organizational hierarchy to lower level employees, especially the power 

to make decisions(K. Baird and H. Wang,2010).  Employee empowerment will lead to 

improving productivity, performance and job satisfaction (Nick et al., 1994). Employee 

empowerment has been associated with the concept of power, implying that power in 

organization should be re-shared from the top management to the lower management(A.N. 

Pieterse et al.,2010).   

Methods of Employee Empowerment 

If an organization wants to create a work environment in which people are empowered, 

productive, contributing, and happy, then the organization should not limit their tools or 

information. Management should trust employees that they  do the right thing.  

Following are the ten most important principles of employee empowerment, accomplishment, 

and contribution.  

 Demonstrate That the organization’s Value to the employees 

The employer regards for people shines through in all of his/her actions and words. The 

employer facial expression, body language, and words express what he/she is thinking about 

the people who report to the employer. The employer goal is to demonstrate his/her 

appreciation for each person's unique value. No matter how an employee is performing on his 
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or her current task, the employer value for the employee as a human being should never falter 

and always be visible. 

 Share Leadership Vision 

It is better that the goals and vision should be shared. Where possible, either make progress 

on goals measurable and observable, or ascertain that the employer has shared his/her picture 

of a positive outcome with the people responsible for accomplishing the results. If a picture 

and meaning, are shared,it means that the management  agreed upon what constitutes a 

successful and acceptable deliverable. Empowered employees can design their own without 

close supervision. 

 Trust People 

It is compulsory that trusting the intentions of people that they  do the right thing, make the 

right decision, and make choices that, though  maybe not exactly what you would decide, still 

work. When clear expectations are received from their superior, employees relax and trust the 

supervisor. Consequently they focus their energy on accomplishing, not on wondering, 

worrying, and second-guessing. 

 Provide Information for Decision Making 

Make certain that the employer has given people, or made sure that they have access to, all of 

the information they need to make thoughtful decisions. 

 Delegate Authority and Impact Opportunities, Not Just More Work 

Employer knows, delegate the important meetings, the committee memberships that influence 

product development and decision making, and the projects that people and customers notice. 

Then employees l grow and develop new skills. The employer‟s plate will be less full so 

he/she can concentrate on contribution. The employer reporting staff will gratefully shine - 

and so employer too. 
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 Provide Frequent Feedback 

Frequent feedback should be provided so that people know how they are doing. Sometimes,   

feedback works as a  reward and recognition as well as improvement coaching. People 

deserve employer‟s constructive feedback, too, so they can continue to develop their 

knowledge and skills. 

 Solve Problems: Don't Pinpoint Problem People 

When a problem arises, enquire with the employees what is wrong with the work system that 

caused the failure, not what is wrong with them.  

 Listen to Learn and Ask Questions to Provide Guidance 

Ensure that people communicate by listening to the management and ask questions. 

Guidance should be given to grown up employees by asking questions not by telling 

instructing them what to do. Employees generally know the right answers if they are given 

an opportunity to exhibit them. When an employee comes with a problem to solve, ask them 

“What is your opinion to solve this problem”?  or enquire with them “ What steps of action 

do you suggest?”Employees should demonstrate what they knew and grow in the process. 

Eventually, the employer will feel comfortable telling the employee that he or she need not 

ask about similar situations. The employer should trust their judgment. 

 Help Employees Feel Rewarded and Recognized for Empowered Behavior 

If  employees are under-compensated, under-titled for the responsibilities they take on, under-

noticed, under-praised, and under-appreciated, results of employee empowerment can`t be 

seen. The basic needs of employees must feel met for employees to give their discretionary 

energy, that extra effort that people voluntarily invest in work. Recognition plays an 

important role in  employee empowerment. 
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Implications of Employee Empowerment 

Empowered employees generate good ideas 

Employees who interact with customers  provide important insight into management 

decisions, product and service innovations on a regular basis--if they're empowered to share 

those insights. Those organisations that are interested in effective organisational development 

and change management programme regularly seek, acknowledge and reward employee 

feedback. 

Empowered employees provide better products and service 

Employees who are empowered connect with their organisations. They feel that they belong 

to their organisation and have a strong sense of ownership. This sense of ownership translates 

into a concern for providing better products and services. The programmes such as 

Organisational Development and change management improve outcomes and service by 

empowering their employees to take responsibility and ownership of their jobs, and the 

delivery of products and services to their customers. 

Empowered employees are committed and loyal 

Employers‟ do not like high employee turnover even in a tight economy; and recruitment and 

training become very expensive. During the process of organisational change, especially 

when stress and uncertainty are high, induction of employee empowerment as a strong 

foundation for organisational development activity can help in ensuring the employees 

remain committed and loyal. 
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Empowered employees are productive 

If the employees fee that they have a say in the decisions that affect them and know the fact 

that the management listens to their ideas and their concerns, they strive more and word 

harder for the achievement of the goals of the oraganisation. Implementation of programs 

such as Organisational development and change management programs help the employees 

feel empowered. And this will have an impact on the productivity of the organisation. 

Empowered employees spread the word 

The pride of the employee in a company is boosted by employee empowerment and change 

program. Among potential employees, word –of-mouth information raises awareness. The 

empowered employees who are satisfied, spread the word to others about how great their 

organisation is and why they are working there.  

Conclusion 

There is an immediate need to pursue with employees what will make the employees 

more effective and competitive as the number of Organisations and Business are increasing. 

The above mention benefits reinforced the belief that human resource empowerment is a 

major factor for business activity, because it may contribute to the viability and profit 

increase of organizations. So, empowerment must not be considered as a simple technique or 

process which makes employees feel good about their job but an organizational need which 

takes extensive planning, requires time and requires capable and trained managers to 

empower human resource so that the latter constitutes an advantageous competitive resource 

for the organization. 
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