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Abstract:

This paper has discussed the concept of employee empowerment and work performance in
aim to highlight the main dimensions, such as; Impact. trust Meaning choice Competence. This
paper mentioned the importance of targeting the employee empowerment and share in decision
making in aim to increase the working performance at the end stages.

To achieve the objective of the study, a questionnaire was used to collect data from respondents.
Multiple regression analysis was used for the analysis of the data. The statistical findings and test
hypothesize from the case study of Nail private hospital in Djelfa showed that different dimensions
of employee empowerment have an impact on the work performance
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1. Introduction:
Now days many companies have believed the importance of the human resources as a
key factor in achieving its targets and competitiveness. This can be happened only by
increasing the working performance of their employees, and through implementing a
strategy of employee empowerment in terms of creating a suitable environment for good
levels of work performance.
This study is starting based on the question of:
What is the impact of employee empowerment work performance?
Based on the findings, we propose for the following hypothesized relationship:
Main hypothesis: there is a relationship between employee’ empowerment and the work
performance.
To discuss and test the main hypothesis we build a sub hypotheses relationship as
following.
- Sub-hypothesis 1: there is a relationship between Impact and the work performance.
- Sub-hypothesis 2: there is a relationship between competence and the work
performance.
- Sub-hypothesis 3: there is a relationship between Meaning and the work
performance.
- Sub-hypothesis 4: there is a relationship between choice and the work performance.
- Sub-hypothesis 5: there is a relationship between trust and the work performance.
2. Study literatures background
2.1Employee empowerment
The concept of employee empowerment has been defined by scholars in different ways.
Most of them agree that empowerment connotes giving employees discretion over
certain task-related activities. ( HIEU, 2020) According to Randolph (1995) employee
empowerment is the “transfer of power” from the employer to the employees. He
believes that empowerment is not only "giving power to the people to decide" but he
believes empowerment is intelligent decision-making powers to help the company to
perform the effective activity.
Employee empowerment focuses on developing trust, motivation, and participating in
decision-making Empowerment gives an employee the authority to make decisions (Saif
& Saleh, 2013), thus, they can be motivated, committed, satisfied, and help in dealing
with customer needs (Jacquiline, 2014). Huxtable (1994) asserts that employee
empowerment is giving authority to employees to deal with daily job activities.
According to Kumar and Kumar (2017) employee empowerment is a motivational
strategy that promotes employees’ sense of satisfaction towards their job and
organization. They add that empowered employees are happy with the training they
received, self-development programs, employee meetings, their participation in the
various activities and consideration of their ideas and opinion ( HIEU, 2020)
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2.2Employee empowerment models & dimensions

Randolph W.A. (Randolph, 2000).and other scholars like Thomas, K.W. & Velthouse, B.A

express "psychological empowerment” as a process that increases the job internal

motivation that includes four areas such as Impact, competency, choice and meaning

(Thomas & Velthouse, 1990) and they enter this issue for the first time in management

literature.

» Impact: The dimension of “impact «refers to the degree to which employees can
influence strategic, management or operational results at work (Spreitzer, 1996) the
ability of influence or individual control over the activities results

» Competency having the confidence of ability to perform the duties successfully of .it
refers to self-efficacy to work effectively and is a belief that one feels able to perform
work activities skillfully.

» Choice having freedom of action and how to choose the method of work.

» Meaning The dimension of “meaning” refers to a sense of meaning regarding the
evaluation of specific tasks and getting value for career goals based on standards and
personal ideals.

» Trust refers to relationships between managers and subordinates (trust manager to
employee and vice versa). Empowering people have the sensory are called confidence
and they are sure that they will be treated fairly and equally. This feeling usually means
that they are confident that operators or owners of the power did not harm or loss to
them and that they will be treated with impartial (Ramesh , 2019)

2.3Employee empowerment ‘challenges
The upside to empowerment is that you get an employee population that is involved
intimately in the success of the company. However, there are many challenges
associated with employee empowerment as well. ( Uzoamaka & Nnamani, 2015)

» Message Disconnect
While empowering a workforce encourages employees to think on their own, it can create
chaos by developing different messages from various employees. What may work for one
employee may not be effective for another, and rather than creating a cohesive company
message, you wind up with fragments of individual messages. This can become challenging
in the area of customer service, for example, when one representative may handle a similar
situation differently from her counterpart within the company. When two customers with
the same issue get two different resolutions, this can lead to a disconnect between the
company and the customer.
» Insufficient Training
When managers are taken out of the day-to-day decision-making process for empowered
employees, it becomes necessary to increase the amount of training for employees to help
strengthen everyone’s skill set. A lack of training in an empowered environment can create
situations in which employees are working on intuition rather than following company
policy. As a result, customers can wind up with incompatible solutions or insufficient
information in answer to a question.
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» Reluctant Managers
According to employment expert the challenges in some empowered environments can
come from the managers. Some managers may not feel that their employees are competent
enough to handle an empowered environment, and those managers will still maintain an
employee-manager business model that can interfere with implementing the employee
empowerment model. In this situation, it helps if managers work closely with their
employees and gain the confidence in their employees necessary to allow the empowerment
model to take hold.

» Breakdown of Organizational Structure
As employees gain more confidence in an empowered environment, they begin to feel they
can take on more crucial decisions. Managers need to create clear guidelines for
empowerment, or they risk the possibility that the hierarchy within the organizational
structure will break down, making it difficult for them to maintain control over their
employees.

3. Work performance

The Work performance approach has become an indispensable tool in the hands of the
corporates as it ensures that the people uphold the corporate values and tread in the path of
accomplishment of the ultimate corporate vision and mission. It is a forward-looking
process as it involves both the supervisor and also the employee in a process of joint
planning and goal setting in the beginning of the year.
Job performance is defined as the total expected value to the organization of the discrete
behavioral episodes that an individual carries out over a standard period. Which can create
an added value for the organization and contributes on achieving her goals. s ¢ el ¢ 5L8)
(2023 « 2> 5 This definition is a slightly revised version of the definition of performance
presented in a previous publication in connection with a theory of individual differences in
task and contextual performance. ( Motowidlo & Harrison , 2012) Performance refers only
to behaviors that can make a difference to organizational goal accomplishment. The
performance domain embraces behaviors that might have positive effects and behaviors that
might have negative effects on organizational goal accomplishment.
A performance management system includes the following actions.
o Developing clear job descriptions and employee performance plans which includes
the key result areas and performance indicators.
Selection of right set of people by implementing an appropriate selection process.
Negotiating requirements and performance standards for measuring the outcome and
overall productivity against the predefined benchmarks.
e Providing continuous coaching and feedback during the period of delivery of
performance.
« Identifying the training and development needs by measuring the outcomes achieved
against the set standards and implementing effective development programs for
improvement.
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o Holding quarterly performance development discussions and evaluating employee
performance based on performance plans.

o Designing effective compensation and reward systems for recognizing those
employees who excel in their jobs by achieving the set standards in accordance with
the performance plans or rather exceed the performance benchmarks.

« Providing promotional/career development support and guidance to the employees.

o Performing exit interviews for understanding the cause of employee discontentment
and thereafter exit from an organization.

3.1Work performance ‘components

Any effective performance management system includes the following components:

1. Performance Planning: Performance planning is the first crucial component of any
performance management process which forms the basis of performance appraisals.

Performance planning is jointly done by the appraise and also the reviewer in the beginning

of a performance session. During this period, the employees decide upon the targets and the

key performance areas which can be performed over a year within the performance budget.,
which is finalized after a mutual agreement between the reporting officer and the employee.

2. Performance Appraisal and Reviewing: The appraisals are normally performed twice
in a year in an organization in the form of mid reviews and annual reviews which is held
in the end of the financial year.

In this process, the appraise first offers the self-filled up ratings in the self-appraisal form

and also describes his/her achievements over a period of time in quantifiable terms. After

the self-appraisal, the final ratings are provided by the appraiser for the quantifiable and
measurable achievements of the employee being appraised.

The entire process of review seeks an active participation of both the employee and the

appraiser for analyzing the causes of loopholes in the performance and how it can be

overcome. This has been discussed in the performance feedback section.

3. Feedback on the Performance followed by personal counseling and performance
facilitation: Feedback and counseling is given a lot of importance in the performance
management process.

This is the stage in which the employee acquires awareness from the appraiser about the

areas of improvements and information on whether the employee is contributing the

expected levels of performance or not.

The employee receives an open and very transparent feedback and along with this the

training and development needs of the employee is also identified.

The appraiser adopts all the possible steps to ensure that the employee meets the expected

outcomes for an organization through effective personal counseling and guidance,

mentoring and representing the employee in training programs which develop the
competencies and improve the overall productivity.

4. Rewarding good performance: This is a very vital component as it will determine the
work motivation of an employee. During this stage, an employee is publicly recognized
for good performance and is rewarded.

This stage is very sensitive for an employee as this may have a direct influence on the self-

esteem and achievement orientation. Any contributions duly recognized by an organization
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helps an employee in coping up with the failures successfully and satisfies the need for

affection.

5. Performance Improvement Plans: In this stage, fresh set of goals are established for
an employee and new deadline is provided for accomplishing those objectives.

The employee is clearly communicated about the areas in which the employee is expected to

improve, and a stipulated deadline is also assigned within which the employee must show

this improvement. This plan is jointly developed by the appraisee and the appraiser and is
mutually approved.

6. Potential Appraisal: Potential appraisal forms a basis for both lateral and vertical
movement of employees. By implementing competency mapping and various
assessment techniques, potential appraisal is performed. Potential appraisal provides
crucial inputs for succession planning and job rotation.

3.2 Work performance evaluation

There are many methods of performance evaluation, such as objective production,
personnel, and judgmental evaluation. Effective use of performance-evaluation systems
includes the selection of the best evaluation method(s) and effective delivery. The outcomes
of performance evaluation can include employee raises or promotions, as well as employee
improvement through identifying weaknesses.

» Objective Production: Under this method, direct data is used to evaluate the
performance of an employee. This often relates to simple and quantifiable data
points, such as number of students, number or classes, active training certifications
held, etc. However, one drawback of this process is that the variability in
performance can be due to factors outside employees’ control. Also, the quantity of
production does not necessarily indicate the quality of the products. Still, this data
reflects performance to some extent.

» Personnel: Recording the behavior of employees, such as tardiness, absences and
technical expertise. This personnel data usually is not a comprehensive reflection of
an employee’s performance and is best complemented with other metrics.

» Judgmental Evaluation: One of the primary drawbacks of employee performance
evaluation is the tendency for positive feedback despite negative behavior.
Judgments based on subjective opinions and intuitions, and therefore not necessarily
predicated in logic or reason. Too often people provide good evaluations for work
that isn’t up to standards. Judgmental evaluations need to focus on work benchmark
standards to promote constructive criticism (through relative scales) more accurately.
A few examples include:

» Graphic Rating Scale: The rater uses a 5 to 10 point scale to rate employees’
effectiveness in control of the class, course preparation, meeting teaching objectives,
class engagement in the material, etc.

» Employee-comparison methods: Rather than subordinates being judged against pre-
established criteria, they are compared with one another. This method eliminates
central-tendency and leniency errors but still allows for halo-effect errors to occur.
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» Behavioral checklists and scales: Behaviors are more definite than traits.
Supervisors record behaviors that they judge to be job-performance relevant, and
they keep a running tally of good and bad behaviors and evaluate the performance of
employees based on their judgment. Behavioral checklist is a list of criteria that an
employee should workup to be an attentive to the demands of the job. This method is
based on an individual’s performance without comparisons to other workers.

» Management by objective: This is an objective type of evaluation which falls under
modern approach of performance appraisal. The manager and the employee agree
upon specific and obtainable goals with a set deadline. With this method, the
appraiser can more easily define success or failure easily.

» Psychological appraisals: This appraisal method evaluates the employee’s intellect,
emotional stability, analytical skills and other psychological traits. This method
facilitates placing the employees in the appropriate teams.

4. Case Study of Nails private hospital in Djelfa
4.1 Research model and framework
Employee Empowerment as we have mentioned in literatures includes number of
dimensions that have an impact on the total work performance. The research model was
designed to show these dimensions as following (Impact Competence Meaning choice
and trust).
Figure 1. Research Model framework.
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4.2 Statistical methods

Statistical methods were used to analyze the data and test the hypotheses of the study:

Stability test of the study tool. Correlation and regression test.etc
The researcher used structured questionnaire to measure impact of employees
Empowerment on work performance in hospitals, taking Naila private hospital in Djelfa
City as an example. Where the secondary sources of the research were collected from
different sources; Books, reports, journals, research papers and the Internet. The study was
conducted between 03/01/2023 to 14/03/2023 and targeted a group of employees in the
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hospital. About 40questionnaires were distributed, 37 were retrieved, and and30
questionnaires were approved for the statistical study.

4.3 Validity
The Cronbach alpha test was used to measure the stability of internal consistency, the value
of total statements reached 0.79, while all individual values were higher than the acceptable
percentage for analysis (60%) it means that there is an excellent internal consistency, and
that the measurement instrument is reliable (Table 1).

Table 1 Cronbach’s alpha results.

Dimensions N of Cronbach’s
Questions Alpha

Employment empowerment
Impact 05 0.891
Competence 04 0.627
Meaning 04 0.751
Self Determination 04 0.689
trust 05 0.819
‘Work Performance 07 0.885

Total 29 0. 798

Source : By Author depends on SPSS data

5. Results analysis:

From the results in table2 below, it shows that.
we can see that the variable “Competence” has a lower average value (M = 2.28) while the
variable “Meaning” has a higher average value (M = 3.81).

We’ve used Pearson correlation coefficient in aim to test the extent of the
relationship between the different dimensions of the employee empowerment and the work
performance. the results were as following.

Table2 Statistical data results.

Variables Mean | Std Model | R R? F Sig. |H Test

deviation | 18 Decision
Impact 3.02 |0.358 .223* |1 0.392 |0.153 7.413 | 001 Accepted
Competence | 2.28 | 0.449 .148* 1 0.259 | 0.067 12.186 | .000 | Accepted
Meaning 3.81 |0.631 547* 1 0.473 |0.223 21.771 | .000 | Accepted
choice 2.31 10.501 .289** 1 0.348 | 0121 18.425 | .001 | Accepted
trust 2.37 10.397 217* 1 0.433 | 0.187 31.285 | .004 | Accepted
Work 3.68 | 0.466 - 598 | 0.357 9.887 |.000 | Accepted
performance

Work Performance=0.223 Impact+0.148 Competence+0.547 Meaning+0.289choice+0.217trust.
Source: By Author depends on SPSS data

» As the calculated F value for employee empowerment reached 9.887 It is a statistically
accepted at a significance level of (a< 0.05) And since the level of significance Sig
0.000 is less than 0.05, therefore we accept the principal hypothesis: There is an impact
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of employee empowerment on the work performance. At the level of significance. (o<
0.05)

» For the other dimensions (Impact. Competence. Meaning. Choice and trust) F value for
work performance reached (7.413/ 12.186/ 21.771/ 18.425/31.285).

> It is a statistically accepted at a significance level of (o< 0.05) and since the level of
significance Sig (.001/ 0.000 and.004) for all dimensions is less than 0.05, therefore we
accept Sub-hypotheses: There is an impact of employee empowerment’ dimensions on
the work performance. At the level of significance. (a< 0.05)

Main hypothesis: there is a relationship between employee’ empowerment and the

work performance.

Based on results shown in same Table 2 we can say that there is a correlation between the

employee empowerment and the work performance. The intensity of this relation is 0.598

and the coefficient of determination 0.357, which means about 35.7 % of work performance

is a result of employee’ empowerment.

Sub-hypothesis 1: there is a relationship between Impact and the work performance.

Based on results shown in same Table 2 we can say that there is a correlation between the

Impact and the work performance. The intensity of this relation is 0.392 and the

coefficient of determination 0.153, which means about 15.3 % of work performance, is a

result of Impact.

Sub-hypothesis 2: there is a relationship between competence and the work

performance.

Based on results shown in same Table 2 we can say that there is a weak correlation between

the Competence and the work performance. The intensity of this relation is 0.259 and the

coefficient of determination 0.067, which means about 6.7 % of work performance, is a

result of competence.

Sub-hypothesis 3: there is a relationship between Meaning and the work performance.

Based on results shown in same Table 2 we can say that there is a correlation between the

Meaning and the work performance. The intensity of this relation is 0.473 and the

coefficient of determination 0.223, which means about 22.3 % of work performance, is a

result of Meaning.

Sub-hypothesis 4: there is a relationship between choice and the work performance.

Based on results shown in same Table 2 we can say that there is a correlation between the

choice and the work performance. The intensity of this relation is 0.348 and the coefficient

of determination 0.121, which means about 12.1 % of work performance, is a result of

choice.

Sub-hypothesis 5: there is a relationship between trust and the work performance.

Based on results shown in same Table 2 we can say that there is a correlation between
the trust and the work performance. The intensity of this relation 0 .433 and the coefficient
of determination 0.187, which means about 18.7 % of work performance, is a result of trust.

6. Conclusion:
This study worked on same trends with the findings of some previous studies in term of the
existence of employee empowerment huge impact on the work performance.
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Case study’ findings and suggestions.
v' The level of interest of the hospital under study in employee empowerment is medium.

While the two dimensions of meaning and trust came at top levels compared to other
dimensions.

v The hospital is working with great efforts in aim to achieve high levels of empowering

their employees with a target of increasing their working performance.

v The organization under study —Naila hospital- understands the importance of supporting

the working performance especially with the special nature of services that they provide
to their customers. — Healthcare -

From research findings above we can come out with some suggestions.

>

>

Give more attention to employee empowerment studies and research in our Islamic
world and make the relation with our religion.

Implement the different strategies of employee empowerment in the institution under
study such as teamwork support, self-determination, decision making share.etc

In terms of targeting the employee empowerment the leaders should relate the
motivation system to the actual work performance in the control stages.

Establishing a rewards and incentives system to encourage workers to produce with high
quality.

The need to pay attention to the development of human resources forces, especially in
technical skills improvement.

The imperative to provide training for all workers at all levels, and developing training
programs based on clear scientific foundations that can help on increasing the work
performance.

6. References:

- Arvey, Richard & Murphy, Kevin. (1998). Performance Evaluation in Work Settings. Annual review
of psychology. 49. 141-68. 10.1146/annurev.psych.49.1.141.

- Hieu, Vu Minh (2020). Employee Empowerment and empowering leadership. A literature
review.. Technium Romanian Journal of applied science and technology.2(7): 20-28.

- Motowidlo , Stephan J.; Harrison , J Kell (2012). Handbook of psychology, vol. 12: Industrial and
organizational psychology Edition: 2ndChapter: Job performance Publisher: WileyEditors: Neal W.
Schmitt, Scott Highhouse. (pp.82-103) DOI:10.1002/0471264385.weil203 . ISBN,9780470768877.

- Ramesh,Datt Mishra (2019). EMPLOYEE EMPOWERMENT AND ORGANIZATIONAL
EFFECTIVENESS IN THE ORGANIZATIONS.. International Journal of Scientific Research in
Management and Business Administration . Vol. (1), Issue (1) :5-11.

- Randolph,,W.A(2000)."Re-thinking empowerment: why is it so hard to achieve? "Organizational
Dynamics.29(2): 94-107.

- Spreitzer, , G. M . Psychological Empowerment in the Workplace: Dimensions, Measurement, and
Validation. (1995).The Academy of Management Journal Vol. 38, No. 5 (Oct., 1995), pp. 1442-1465.
Retrieved from. Http://doi/10.2307/256789

- Spreitzer, G.M. (1995). Social structural characteristics of psychological empowerment. Academy of
Management Journal, 39 (2), 483-504.

- Thomas, Kenneth.W. & Velthouse, Betty .A.(1990). Cognitive elements of empowerment. Academy
of Management Review, 15(4), 666- 81. https://doi.org/10.5465/amr.1990.4310926

30



Journal of Economic Papers Volume : 14 — Issue:02 (2023) P: 21- 33

- Uzoamaka, Okechukwu & Nnamani, Emeka. (2015). Employee Empowerment and Team-Work in
Management of Change : Techniques , Challenges and Prospects. Journal of Policy and
Development Studies. 9. 126-141. 10.12816/0011171.

Gy 8 Galelall idda ) oY) e 3 Jaall GLEMAT )90 (2023) o e & s Alaa agdl | F SEE -
227-238 (1)14 Aobadl il dae saldl AV 5 desed) QWYL G de g Alls Al )y dgesen)
https://www.asjp.cerist.dz/en/article/221105

7. Appendices:

‘éd.a." Sedly ‘:.ILQ." p.;.l.a.ﬁ‘ 85039
Zalall yeile oL daals
sl pgle daylamilly 25Lazs¥) aglall 2 |

|

s
%
0N Universid de Djeita

% &
et”“ﬂmiq ues et =

ua\.;j\ :\.Ll..i L.sﬁ"ﬁ‘u js.L)A C'_i\.l:}mj\) ol
cldg ¢ gpdudl o1a¥1 e cnsladd STde dpatll Aglma ) @Sl o S LA Cauz

0l s AaSell Aaladl el asly il dage le Jlae (rass Lz ol Jo¥
Employee empowerment as a critical factor in improving work performance in
hospitals¢ case of Naila private hospital

e il @S5l Sad A1 ALY L lg A8y Aylony ¢ L] 1,28 Belyay oLl oLl
Lozl iy 9 Zalil) &yl (James g uo @SB (o donall cildaall slaglall off Lele
Jaas alall el (ol,2Y

31



Employee empowerment as a critical factor in improving
Siham Gourida work performance in hospitals¢ case of Naila private hospital

Aole Sbily! Jo¥1 el
ile Gabais G L ool (X) Adle g el

[] &t LS3 el

L] aSTomwdb [] 2db 3600 L] 235 0250 | 225 oo J3T: oadl

L] Wealals [ puilaad [ g8 L gedadl Japll-

0020 oo ASTL 2 20 3111 e [ ] @leiwe 10 1I5[ ] ity By 8T [ ] Bpied! ol gicaar
.............. 45,1 L e Al

onSalls G gzl

LI Lails Bylee S plal A Lkl el bl sl 8 (X)Adle aumg o3 Byl IS 3oty o)Sall 20
Laad aslg 5l V) elie s ¥ Bla] S o (e STl go). gl 1ol Liles]

Byallg 3. Lasyl

Il Holi | Glai| W | Lasls olylead!
Slpaall 286 pe i Sall 251801 55801 gl 01

LN IN]

el (31091 55050 2,811 el yedly oL el 02

Byl lgasal Cagyls ol i Jas 3l qiSa 03

Adle 3elaSy Jae 3l (aiSay 04

eall 3 Ll
Gy pat e Jo> blhall § il audazul 05
Lewelio syl Lo s las 5zl 06

deadl Slllatey Blug oy dulbol Lo S pdgiony | 07

Jlos! Jaud § S Sy palad oe wluiol | 08

R
Lazms LI Jall 15381 § el 09
as,Ladl
ol | ol | Llesl| W | Lels SlyLeall
Blats Lo S Jo> ol ogadl po mlaglall Jobs o1y 10
e
L bi> &1 Sle slall e Jgumnedl 460l [ 7 ls 11
Jealls aleall

leay Lalazll clylall ksl § eyl 12

Grb 81y 6881 st e apzeadll AL 13
Jeall o

Ges sk oLy ool Aall 28K (a5l Judny 14

gl

32



Journal of Economic Papers |

Volume : 14 - Issue:02 (2023)

P: 21- 33

Il | el | Llei| W | Lals \ Slyleall
| dos ol slm¥ 286 ol liaal] i
#157 @ Bpatll dulio g 48K Ligye ) 7 L]
Al
st s LT gty oyl Bl o981
£ L3 (quatty B oo 2821 (0 Alle Amys (e 9]
o2ssal
Leea¥l [ gally jaidl
sl | Lol | Llesi| I | Lals <lyleall
deal a3 albladd Jeat gl M olal
poizmeld Aslud! Sleds @udn ee IS 258
sl sl Flous e sl o Say ¥
slolatl ¥ faslagll
geinll § Gl spaddl gonies oal Gunlos
S1o¥1 S el
R
sl | Lol | Llesi| LI | Lals < lyleall

ndaladl ;‘JL_ dle LQ.I addadl ¢ls] dog>

llall gl 3g JSAIL es sl 3iSes

pueg Hhall 3Lt G aSHLadl aue ol se!
] Seild Slaall @al coyudl e Balat|
P 1‘

ol 1o 3aad Laddudl § 2adall (lyall

Cog,lall 43K e Lloe! &l Aadogll yagm
o § s1o¥1 Gamt) Alil

2151 & Jolianil 8 malug Aue gubgan Ll euds
e

Ly Sy oy Sl e 1ol ol Cllae lSey nSCatll s Lod il 40 clod s 3]

33




