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ABSTRACT

Organisational effectiveness undoubtedly depends on well-designed human resource practices which
embrace vibrant industrial relations. The relations that exist between superior and subordinates in
industrial establishments are mostly contingent upon the degree of autonomy in the decision-making
process. As autonomous decision making is an integral part overall empowerment strategy, the
climate that fosters trust, creativity, competitiveness, and proactive problem-solving intention tend
to influence the employee perception towards improved organisational effectiveness. Earlier studies
have established the direct relationship between psychological empowerment and to a certain extent
in combination with structural empowerment variables and organisational effectiveness in a specific
context. But the present research seeks to study the role of empowerment climate as a moderating
variable for the aforesaid relationship which would ultimately bring about the effectiveness in the
selected industrial establishments.
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1. INTRODUCTION

Organisational sustainability is one of the critical factors through which organisations particularly
industrial organisations achieve competitive advantage in the changed business environment. It can
be attained through continuous improvement in human relations, technological interventions and
above all strategic goal internalisation. Further, it is acknowledged that understanding the worth of
human resources and its management is the key to improve the business performance (Kamble et
al., 2020). Besides, the autonomous work processes also help organisation to attain the competitive
advantage over others. In the globalised era, most of the organisations are resorting to the practice of
employee empowerment as a tool to enhance organisational performance (Zuiiiga et al., 2020). This
trend has called for a changed perspective of employee empowerment as an important measure to
enhance organisational effectiveness. In other words, the concept has received wide acceptance by the
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managers mainly because of its contribution to managerial and organisational effectiveness. Although
attempts have been made to find out mediating or moderating variables in such a relationship, no
concrete evidence has yet been found on this aspect (Lee and Kim, 2020).

Further, empirical studies have confirmed that ‘empowerment climate’ and ‘psychological
empowerment’ are distinctive elements (Seibert et al., 2004; Wang et al., 2013), but the former is
perceived as an important moderator that significantly influence the employee empowerment process.
Further, Lin, et al., (2020) found team empowerment climate as an antecedent of team empowerment
but it might have a moderating effect. Furthermore, it is also found that an adequate empowerment
climate could result in trust, information sharing autonomy and accountability in the team (Randolf,
1995). ‘Information sharing’ is the sharing of information about organisation with employees.
Similarly, autonomy as an organisational practice helps employees to demonstrate their behaviour
autonomously. In another study, it is held that team accountability occurs when teams become the
performance and decision-making mechanisms (Seibert et al, 2004). Thus, the previous literature
which tried to focus on this aspect seems to have limited distinctive contribution to the concept of
empowerment climate as some of them only emphasised on the team empowerment climate.

The rest of the section is organised as follows. Followed by introduction, Section 2 provides a brief
review of relevant literature. The conceptual framework of the study and the hypothesis framing is
discussed in Section 3. The methodology carried out in the research is explained in Section 4. Section
5 discusses analysis and interpretation of the result. Discussion on findings, limitation and scope of
future research is elucidated in Section 6. Finally, Section 7 discusses the conclusion of this study.

2. LITERATURE REVIEW

This section lists out the relevant literature pertaining to the study. The main aim is to identify the
key variables of the study based on the research gap. To this end, it elucidates various concepts
such as psychological empowerment, structural empowerment, organisational effectiveness, and
empowerment climate.

Psychological empowerment is one of the key research interests in recent studies pertaining to
organisational culture and development. It deals with the individual confidence building through
collection of powerfulness or eliminating the feeling of powerlessness from the individual point of
view. It generates through self-efficacy by the way of organisational practices and sharing informal
information. Few studies linked Organisation development culture with Total Quality Management
(TQM) in the healthcare organisation (Gozikara et al., 2018). Additionally, it examined the mediating
role of top management leadership and employee empowerment. The study employed structural
equation modelling (SEM) and found a significant positive influence of development culture towards
TQM. Further it is evident that the relationship is mediated by top management leadership but not by
the employee empowerment. Similarly, the direct as well as indirect influence of ethical leadership
on employee’s turnover intention is studied in the banking sector by considering psychological
empowerment and organisational identification as mediating effect (Sulfan et al., 2020). The result
showed that ethical leadership has negative effect on manager’s turnover intention. But it shows a
partial mediation effect. Further, Megan et al., (2018) studied the relationship between structural as
well as psychological empowerment of nurses and the clinical leadership behaviour in an emergency
healthcare department. The results confirmed that the nurses demonstrated their clinical leadership
behaviour, even though their sense of psychological empowerment is moderately affecting the
behaviour.

Psychological empowerment can be measured through various sub-dimensions. Thomas and
Velthouse (1990) substantiated Conger’s model with intrinsic task motivation that manifested
psychological empowerment with four sub-dimensions such as impact, competence, meaningfulness,
and choice. Similarly, Spreitzer (1995) talked about the multidimensionality of psychological
empowerment having four sub-dimensions such as meaning, competence, self-determination, and
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impact. Further, Menon (1999) devised a reliable psychometric based empowerment model having
three sub-dimensions. Likely, Menon and Pethe (2002) examined the role of climate and leader
empowering behaviour on psychological empowerment. Further, Sally (2004) also investigated the
role of empowerment as a mediator between climate and job satisfaction. Moreover, Kaur (2013)
investigated the impact of structural and psychological empowerment on organisational effectiveness.
Considering the above literature, the present study used four critical sub-dimensions for measuring
psychological empowerment such as meaning, competence, self-determination, and impact. Elharakany
et al. (2018) found that the performance of higher educational institutions depends upon effective use
of information and communication technology, empowering employees with the help of sustainable
human relations policies and practices of the organisation is another critical factor for achieving
the organisational effectiveness. Hence, the study pertaining to structural empowerment is gaining
research interest in recent days. Yurumazoglu et al., (2019) studied the relationship between structural
empowerment, supervisor’s co-worker’s incivility, and their intention to leave the organisation. The
study conducted a cross sectional correlation study on selected nurses and found that structural
empowerment had both direct and indirect effect. Similarly, the association between workforce
diversity and firm performance by taking structural empowerment as a moderator is also studied (Lee
and Kim, 2019). Further, few studies tested the role of hardness in the relationship between structural
empowerment, psychological empowerment, and burnout (Carlos et al., 2017). The study analysed 210
middle level managers response and obtained burnout is indirectly affected by structural empowerment
through psychological empowerment moderated by hardness. It also highlighted that the indirect effect
was only significant medium and high hardness. Furthermore, Amor et al., (2020), studied the effect
of structural empowerment in the context of transformational leadership and work engagement. The
study has revealed a partial mediation of structural empowerment between transformational leadership
and work engagement in the tourism industry. Abdullah & Igbal (2020) further examined the impact
of paternal human resource practices on the outcomes of employee behaviour.

Organisational effectiveness deals with the efficiency of the organisation in the direction of
achieving the desired goal and objective. The effectiveness of the organisation can be attained
through various factors. Hence, research has been carried out in the direction of finding these factors.
Recent studies have found a significant positive relation between high performance work systems
and organisational ambidexterity (Chang, 2016). Shukla, et al., (2019) explored the criteria for a
sustainable performance decision model in marble industry. Kadeem et al., (2017) used system
dynamics approach in work system design exploring management and organisational factors.
Similarly, Quinn and Cameron (1983), in their study, tried to design an organisational effectiveness
criterion scientifically. Further, Dumblekar and Sharma (2001) studied the roles of leadership in high-
performance organisation in the banking sector. Similarly, the effectiveness of research organisations
by developing a criterion is also studied (Jordan, 2003). Further, Priyadarshini and Venkatapathy
(2003) in their study identified important factors affecting the effectiveness in different categories
of banks. In the same way relationship between psychological empowerment and organisational
effectiveness is studied in banking sector (Sharma and Kaur, 2011).

Empowerment climate has limited application in studies pertaining to organisational effectiveness.
Recent studies examined the impact of empowerment climate on safety and quality of food and financial
performance in a national level food chain restaurant (Roseman, 2017). The study found a direct and
indirect relationship amongst psychological empowerment, food safety, food quality and financial
performance. Further, Lin and Ling (2017) examined three empowerment levels of empowerment
climate such as organisational, departmental, and individual. The study found the relationship among
three levels with the influence of empowerment climate. Moreover, Alexander et al., (2019) examined
the mediating role of decision process in the relationship between environmental dynamism, advise
seeking. The study also tested the moderating effect of empowerment climate and concluded that
there was close association between individual level and organizational level information processing.
Further, Seibert et al., (2004) in their study tried to establish the relationship between empowerment
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climate and psychological empowerment. Thus, the empowerment climate as a moderator has not been
given appropriate importance in the above studies. Simultaneously, it has not included as a linkage
variable between employee empowerment and organisational effectiveness. The following research
questions (RQ) and the related presumptions have been formulated based on the above studies.

2.1 Research Questions

RQ1: Does structural empowerment positively associate with organisational effectiveness?

RQ2: Does psychological empowerment positively affect organisational effectiveness?

RQ3: Does empowerment climate significantly influence employee empowerment to improve
organisational effectiveness?

2.2 Research Objectives

The study has the following broad objectives:

1. Toexamine the relationship between psychological empowerment and organisational effectiveness.
To investigate the relationship between structural empowerment and organisational effectiveness.

3. To study the moderating effect of empowerment climate on the relationship between employee
empowerment and organisational effectiveness.

3. RESEARCH HYPOTHESIS

The research hypothesis of this study is a tentative possibility of the research outcome. The assumptions
have been framed based on the significant relations that exist in previous literature. Moreover, it
provides the tentative outcome between the variables of interest. The following are descriptions about
the variables of the study and their possible effects on the outcome variable.

3.1. Psychological Empowerment

Psychological empowerment empowers the employees to take part in the organisational decision
making. It motivates individual to forego the inactive attitudes and to take active participation in
taking risk and innovate organisational decision. The meaning and competence are two critical factors
of psychological empowerment that found to have strong positive influence on job satisfaction, and
intention of career progression (Spreitzer, 1997). Similarly, Kraimer et al. (1999) found that self-
determination and impact do predict organisational commitment. Hence, we considered meaning,
competence, self-determination, and impact are four dimensions of psychological empowerment.
But there is not much evidence of a single dimension which relates to psychological empowerment.
Hence the hypotheses of the variable is formulated as follows.

H,: There is a significant positive influence of psychological empowerment on organisational
effectiveness.

3.2. Structural Empowerment

Structural empowerment makes the organizations standardize that in turn plays a significant positive
role in empowering behaviour of the employees. But most organisations face lack of consensus
regarding the structures and practices of the organisation. Limited research has carried out in the
direction of mere identification of organizational practices that, if used, could lead to empowered
employees. When information is shared between the user and the organization admin, security
plays a key role in any business organization in terms of privacy. (Auxilia, ef al.) It is evident from
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the previous studies that information sharing, power, rewards have positive outcomes for even
organisations in terms of improvements in QWL, the quality of products and customer service and
reduced employee turnover. (Lawler et al., 2001). Thus, based on the above literature, the following
proposition is formulated.

H,: There is a significant positive influence of structural empowerment on organisational effectiveness.

3.3. Empowerment Climate

Empowerment climate is found to have a group orientation and is quite distinct from psychological
empowerment as the former is incorporated in many HR policies and practices (Seibert et al, 2004).
Some of the researchers such as Spreitzer (1997) and Kaur (2013) have taken climate and culture as
a dimension of structural empowerment. But in this study empowerment climate was presumed to
have an important moderating role in bringing about organisational effectiveness. Hence the following
presumption is made.

H,: The effect of psychological empowerment on the perception of organisational effectiveness is
accentuated with favourable empowerment climate in the organisation.

H,: The effect of structural empowerment on the perception of organisational effectiveness is
accentuated with favourable empowerment climate in the organisation.

Based on the above literature and hypothesis the conceptual framework of this study is well
depicted in Figure 1.

4. RESEARCH METHODOLOGY

This section explains the detail outline of the research pertaining to organisational effectiveness and
its causal factors in the selected PSEs of India. The study is descriptive in nature where well validated
concepts such as structural empowerment, psychological empowerment, empowerment climate, and
organisational effectiveness are used as main variables of the study. Further, each variable consists
of various sub-dimensions that identified from the literatures. Structural empowerment encompasses
seven sub-dimensions such as locus of control, self-esteem, role clarity, autonomy, information
communication, reward system, and skill and knowledge. Similarly, psychological empowerment
has four sub-dimensions such as meaning, competence, self-determination and impact. Moreover,
organisational effectiveness embodies four sub-dimensions such as human relation, open system,
rational goal, and internal process. Empowerment climate is used as single variable consisting of
various factors such as trust, information sharing, support, competitiveness, innovation and problem
solving. The study segregated empowerment climate into two categories of favourable and unfavourable
climate. For better visualisations the variables for the study and the notations are presented in Table 1.

The research is mainly quantitative in nature where primary survey is undertaken in Indian
PSEs. Initially a structured questionnaire is adopted based on the selected variables. The data was
collected using convenience sampling technique. The PEQ of Spreitzer (1996) was used for framing
questionnaire of the variable psychological empowerment. A total of 12 items have been used for the
4 different dimensions such as meaning, competence, self-determination, and impact. Similarly, the
modified form of structural empowerment questionnaire was adapted from Kaur (2013) who used
around 50 statements for the selected variables like individual-centric, job centric and organisation
centric. But for this study, 28 items have been adopted for over 7 dimensions such as locus of
control, self-esteem, role clarity, autonomy, information & communication, reward system, skills
& knowledge. It is considered after discussing with a team of experts and a thorough review of the
existing literature. A self-designed 15 item questionnaire was also administered for this study. A 28-
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Figure 1. Conceptual framework
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item questionnaire called as organisational effectiveness questionnaire as validated by Kaur (2013)
was used for addressing the 4 sub-dimensions such as human relations, rational goal, open systems
and internal process) models based on the ‘competing values approach’ (Quinn and Rohrbaugh, 1983).
The 5-point Likert Scale was considered to measure all the above question items. The details of the
questionnaire and its adopted sources are presented in Table 2 and Table 3.

A pilot study was conducted to assess validity on a sample consisted of 160 individuals selected
from the population. Their suggestions were incorporated before administering the final form of the
questionnaire. The final structured questionnaire was distributed among 450 employees of which 413
responses were finally received. Further 55 responses were omitted considering the missing and
unreliable information. The final empirical study is conducted by considering 358 sample populations.
The reliability of all the above scale items presented in Table 2 and Table 3 was tested using Cronbach’s

Alpha formula as presented in Equation-1, where n is the number of items of each variable, o*f is

the variance of single item and af is the variance of sum of all item score:

Cronbach's alpha(a) = « |1 = 4=L W

n—1 o

The value of Cronbach’s alpha was found to be greater than 0.7 hence it is satisfactory as per the
reliability criteria. The Cronbach value for all the variables are presented in Table 4.

5. EMPIRICAL ANALYSIS

This section explains details of the empirical studies carried out by considering final 358 sample data
for identifying the factors influencing the organisational effectiveness. The key statistical measures
such as correlation and regression analysis are performed to examine the details of the empirical
analysis. The correlation analysis is used to find significant association between the variables. However,
regression analysis is performed to identify the impact of psychological empowerment and structural
empowerment towards the organisational effectiveness. Also, the same analysis is used for identifying
the moderating effect of empowerment climate on both psychological and structural empowerment
for improving the organisational effectiveness.

Initially, the association and impact of psychological empowerment and organisational
effectiveness is analysed by using correlation and regression as follows. The Pearson’s correlation
coefficients between psychological empowerment and organisational effectiveness is presented in
Table 5.

From Table 5 it is found that psychological empowerment and organisational effectiveness are
found to have strong positive correlation (r = 0.409, p<0.001). A relatively strong relationship is
demonstrated between the competence dimension and internal process model (r = 0.577, p<0.001).
Table 6 depicts that the four components of psychological empowerment as mentioned in the Table
significantly predict organisational effectiveness. Self-determination has the highest influence
(Standardized Coefficients = 0.369) and competence (Standardized Coefficients = 0.108) has the
lowest influence on organisational effectiveness.

Similarly, the correlation analysis is carried out between the sub variables of both organisational
effectiveness and structural empowerment is depicted in Table 7.

From Table 7 it is clear that the sub variables of organisational effectiveness and structural
empowerment are having strong positive relations. The overall correlation between two variables are
also found strong significant positive (r = 0.304, p=0.000). Above all it is also reveals that correlation is
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Table 2. Details of the questionnaire and scale items

Notations

Questionnaire Details

Sources

Responsible for changing what I do not like.

Promotion depends on my ability and effort.

Experience is most important in an organization

Kaur (2013)

Like and accept myself right now, even as I grow

Feel equal value to the other people regardless performance.

Do not dominate others or allow others to dominate.

Kaur (2013)

Clear about priorities in my role task.

Clear about what my senior officers expect from me.

Clear about rules, regulations and procedures relevant to me.

Clear cut idea about my authority.

Kaur (2013)

I can decide when to do particular work activities.

I am allowed to decide what methods to use for my job.

I have control over the scheduling of my work.

1 have control over what I am supposed to accomplish.

I have opportunity to solve problems faced during my work.

Kaur (2013)

Full knowledge about my organization’s long-term goals.

1 am told about my departments’ ongoing plans periodically.

Fully aware about my departments’ performance in 5 years.

1 can always approach those who are experts on the subject.

Kaur (2013)

People are very clear about how performance is measured.

My boss discusses my job with me very clearly.

My boss counsels’ improvement about my target.

The performance appraisal system is well defined.

People always recognized for a job, which is very well done.

Performance is always communicated through a written note.

Kaur (2013)

Special efforts are made to assess employees need training.

The organization supports me to upgrade my skills.

Organization organizes programmes to enhance the skills.

Kaur (2013)

21

The work I do is very important to me

My job activities are personally meaningful to me.

The work I do is meaningful to me.

Spreitzer (1995)

22

1 am confident about my ability to do my job.

I am self-assured about my capabilities in work activities.

I have mastered the skills necessary for my job

Spreitzer (1995)

23

I have significant autonomy in determining how I do my job.

1 can decide on my own how to do my work.

I have considerable freedom in how to do my job.

Spreitzer (1995)

24

My impact on what happens in my department is large.

I have a great deal of control over my department.

I have significant influence in my department.

Spreitzer (1995)
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Table 3. Details of the questionnaire and scale items (Cont.)

Notations Questionnaire Details Sources

1 give suggestions for the decisions, not affect my work area. Quinn and

0’31 Rohrbaugh (1983)

Employees are given periodic feedback to improve.

Employee suggestions are valued.

Sufficient organizational support for development of skills.

Proper grievance redressal procedure in the organization.

Enough managerial support for managing work and home.

Most policies of the organization are people friendly.

Incentive for employees to discuss with their superiors.

The mgmt’s attempts to be well informed about competitors. Quinn and

a32 Rohrbaugh (1983)

Improved infrastructure to meet customer demands.

Regular surveys to check customer satisfaction.

Survey findings are discussed and actions taken.

Service quality is considered most important.

My organization has a mission statement Quinn and

a’33 Rohrbaugh (1983)

The mission statement is known to and is understood by all

The org. uses mission statement for determining success.

Strategic plan is in tune with its mission statement.

Annual action plans consistent with its mission.

Action plans indicate the deadline for achievement.

Annual plan is continuously monitored.

Corrective actions are taken based on monitoring.

Organisational goals as targets for employees.

Systematic approach for identifying opportunities.

Clear-cut policies for resource allocation known to all. Quinn and

a34 Rohrbaugh (1983)

The managers are willing to take tough decisions.

Line manager’s decisions are consistent with corporate values.

Routine processes are simple and uncomplicated.

Managers can be called people friendly.

Degree of transparency is high in organisational comm.

continued on following page
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Table 3. Continued

Notations Questionnaire Details Sources

Excellent communication about organizational information. Self-Designed

The employees are willing to share information.

The work I do is challenging and stimulating.

High degree of transparency in org communication.

The work I do is challenging and stimulating.

Enough freedom to generate and implement new ideas

Creative and innovative behaviour is always encouraged

I am expected to be open about my feelings about the org.

Employees are always cooperative and eager to support others.

There is a feeling of competitiveness amongst the employees.

Trusted to carry out without the direction of supervisor.

High value is placed on trust between superior and subordinate.

It maintains good relationship with vendors and suppliers.

Able to identify and resolve the problems before they emerge.

found to be very strong between autonomy and open system. (r = 0.420, p<0.001). Further, regression
analysis is carried out to evaluate significant impact of sub-dimensions of structural empowerment
towards the dependent variable organisational effectiveness and is presented in Table 8.

From Table 8 it shows that all the seven components of structural empowerment significantly
predict organisational effectiveness. All the variables are significant and have a 27.9 percent variation.
In this Table, autonomy is found to have the highest influence (Standardized Coefficients= 0.282)
and locus of control has the lowest influence (Standardized Coefficients= 0.043).

Further, to study the moderating role of empowerment climate on the link between psychological
empowerment and organisational effectiveness, the mid-value split method is used. It identifies a
mid-value of 38 from the sum of scale value of 75 that in turn was used to split the data into two
different data sets, namely, unfavourable empowerment climate (<=38) and favourable empowerment
climate (>38). The mathematical representation splitting the variable is presented below in Equation

2. Where N represents sum of scores of items and a ; is the items of the variables:
N=3a, @
i=1

Unfavourable if 0 < N <38

N =
Favourable if 38 < N <75

The moderating role of empowerment climate on the link between psychological empowerment
and organisational effectiveness for the unfavourable empowerment climate is presented in Table
9. Similarly, the moderating role of empowerment climate on the link between psychological
empowerment and organisational effectiveness for the favourable empowerment climate is presented
in Table 10.
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Table 4. Reliability analysis

Notation Cronbach’s Alpha Notation Cronbach’s Alpha
ay, 0.823 y, 0.921
ay 0.777 ay, 0.943
a3 0.741 yy 0.897
a, 0.811 a,, 0.903
a, 0.868 ay, 0.884
Qg 0.833 ay, 0.911
a; 0.791 ay, 0.865
a, 0.756 a,, 0.831

Thus, Table 9 clearly shows that all the variables are found to be significant and have a 10.6 percent
variation in the organisational effectiveness scores. Two important components of psychological
empowerment are not significant in predicting organisational effectiveness e.g. meaning and self-
determination. Similarly, Table 10 reveals that all the components are found to be statistically
significant and have a 79.9 percent change in the organizational effectiveness scores.

The moderating role of empowerment climate on the link between structural empowerment and
organisational effectiveness for the unfavourable empowerment climate is presented in Table 11.

Table 5. Pearson’s correlation coefficients between psychological empowerment and organisational effectiveness

gy gy s g, aq
a,, 0.216%* 0.258%: 0.207%: 0.318%: 0.5913%:*
a,, 0.1897%: 0.577% 0.218%: 0.423%* 0.205%:*
,, 0.2207%* 0.200%: 0.213%%:k:% 0.2327%: 0.124%*
a,, 0.196%: 0.453%: 0.431%# 0.321%* 0.372%:*
a, 0.227%: 0.3807%: 0.5027%: 0.405%: 0.4097%*
*Correlation is significant at the 0.05 level (2-tailed)
*#* Correlation is significant at the 0.01 level (2-tailed)
*#*Correlation is significant at the 0.001 level (2-tailed)
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Table 6. Regression for psychological empowerment and organisational effectiveness

Model Un-standardised Std. Error Standardised t- value p-value
Co-efficient Co-efficient
ay 0.140 0.049 0.140 2.882 0.004
a,, 0.094 0.043 0.108 2.170 0.031
Aoy 0.321 0.046 0.369 7.032 0.000
a,, 0.134 0.053 0.155 2.514 0.012
Dependent Variable: organisational effectiveness
Table 7. Pearson’s correlation coefficients between structural empowerment and organisational effectiveness
a'31 CI/32 a33 a34 0/3
a, 0.163%* 0.302%+ 0.247%+ 0.273%+ 0.326%+
a, 0.268** 0.369%+* 0.472%%* 0.246%* 0.382%*
Qg 0.195%+ 0.123* 0.211%* 0.408** 0303+
a, 0.216%* 0.232%%* 0.197%*%* 0.501%* 0.420%*
Qg 0.167+* 0.135* 0.240%* 0.202%* 0.286%*
Q6 0.230%* 0.317%%* 0.248%** 0.224%* 0.208**
a,, 0.328%** 0.187%** 0.321%#* 0.320%* 0.252%%*
a, 0.236%* 0.362%* 0.333%* 0.406%* 0.304%*

**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed

Similarly, the moderating role of empowerment climate on the link between structural empowerment
and organisational effectiveness for the favourable empowerment climate is presented in Table 12.

In an unfavourable climate, five out of seven components of structural empowerment do not
significantly predict organisational effectiveness. Only the two components e.g. autonomy and reward
system are found significant in the analysis. Similarly, in a favourable climate, all the variables are
found to be significantly related and also result in a 28.2% variation in the organisational effectiveness
in the present research.
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Table 8. Regression for structural empowerment & organisational effectiveness

Model® Un-standardised Std. Error Standardised t- Value p-Value
Co-efficient Co-efficient
a, 0.141 0.044 0.043 3.205 0.000
a, 0.247 0.086 0.096 2.872 0.000
a, 0.410 0.176 0.109 2.330 0.020
a, 0.916 0.217 0.282 4.226 0.000
a,, 0.228 0.066 0.072 3.455 0.000
Qs 0.417 0.182 0.138 2.283 0.023
a,, 0.217 0.059 0.070 3.678 0.000
a. Dependent Variable: organizational effectiveness.

6. DISCUSSION

There is ample evidence in the previous studies that empowerment as an organisational practice is
useful for the employees and the organisation as well. It is held that the employees with empowerment
feeling have better job satisfaction (Spreitzer, et al 1997) and organisational commitment (Liden et
al., 2000). Likewise, Koberg et al. (1999) also confirmed that the empowerment feelings were related
to an enhanced level of work satisfaction and lesser chance of leaving the organisation. Thus, it is
found that all the above studies held the idea that psychological empowerment achieved organisational
effectiveness.

Moreover, in the present study, it is found that significant strong correlation between the
perception of psychological empowerment and organisational effectiveness. The strongest correlation
is demonstrated between the competence dimension and internal process model (r = 0.577, p<.001).
As competence is the capacity of one’s duties with requisite skills and the strength of this predictor
is significant for causing psychological empowerment. Thus, a significant association between
psychological empowerment and organisational effectiveness indicates that the former affects the
later. Thus, the first hypothesis (H,) that a sense of psychological empowerment results in enhanced
organisational effectiveness is supported. The details of the hypothesis and its result is presented in
Table 13.

Similarly, the findings also suggest that ‘structural empowerment’ is strongly correlated to
organisational effectiveness. This is proved by the correlation as well as regression analyses (Table
4-6). All the seven dimensions are positively and strongly correlated out of which the very strong
correlation emerged in the case of autonomy (r=.420, p<.001) and low level of correlation in
case of reward system (r=.206, p<.001) for overall organisational effectiveness. Moreover, a high
correlation was demonstrated between autonomy (r=.501, p<.001) and the open system model of
organisational effectiveness followed by self-esteem and rational goal model (r=.472, p<.001). Thus,
a strong relationship that exists between structural empowerment and organisational effectiveness
implies that the former has a definite impact on the later. Hence, in the light of the above discussion,
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Table 9. Effects of psychological empowerment on organisational effectiveness under un-favourable empowerment climate

Model® Un-standardised Std. Error Standardised t- value p-value
Co-efficient Co-efficient
ay, 0.149 0.126 0.067 1.188 0.236
a,, 0.282 0.112 0.147 2.530 0.012
a,, 0.124 0.119 0.064 1.045 0.297
a,, 0.295 0.137 0.154 2.151 0.032
a. Dependent Variable: organizational effectiveness.

Table 10. Effects of psychological empowerment on organisational effectiveness under favourable empowerment climate

Model* Un-standardised Std. Error Standardised t- value p-value
Co-efficient Co-efficient
a,, -0.957 0.066 -0.533 -14.552 0.044
a,, 2.776 0.135 1.786 20.510 0.031
Qyq 1.857 0.067 1.422 27.882 0.023
a,, -4.286 0.133 -2.897 -32.171 0.020
a. Dependent Variable: organizational effectiveness.

hypothesis (H,) that structural empowerment is significantly related to organisational effectiveness
is supported in the study.

Owing to the importance of favourable empowerment climate, it is pertinent to study the effect
of empowerment climate on psychological empowerment. The empowerment climate was made a
moderator to compare the effect of favourable climate from an unfavourable climate on psychological
empowerment. The analyses show the regression figures in both the favourable and unfavourable
empowerment. In an unfavourable empowerment climate, the overall model is significantly fit (p
value<.001) as all the variables are significant and result in a 10.6% variation in the organisational
effectiveness score. Two important components of psychological empowerment are not significant
in predicting organisational effectiveness e.g. meaning and self-determination. This implies that
unfavourable empowerment climate has no or little impact on meaning and self-determination and
the other two components like competence and impact are highly affected.

Similarly, the analysis of data shows that in a favourable empowerment climate, the overall model
is significantly fit (p-value < .001). In other words, a favourable climate influences in strengthening
psychological empowerment process that would lead to organisational effectiveness in the CPSEs.
Hence, the above discussion regarding the research objective supports the hypothesis (H,).
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Table 11. Effects of structural empowerment on organisational effectiveness under un-favourable empowerment climate

Model® Un-standardised Std. Error Standardised t- value p-value
Co-efficient Co-efficient
ay, 0.131 0.211 0.040 0.621 0.535
ay, 0.251 0.157 0.099 1.603 0.110
s 0.421 0.235 0.113 1.794 0.074
ay, 0.886 0.219 0.274 4.047 0.000
ay; 0.224 0.197 0.071 1.135 0.257
(g 0.394 0.184 0.131 2.144 0.033
ay; -0.195 0.212 -0.063 -0.923 0.357

a. Dependent Variable: organizational effectiveness.

Table 12. Effects of structural empowerment on organisational effectiveness under favourable empowerment climate

Model® Un-standardised Std. Error Standardised t- value p-value
Co-efficient Co-efficient
ay, 0.144 0.048 0.045 0.300 0.000
ay, 0.259 0.105 0.103 2.467 0.005
s 0.401 0.132 0.108 3.037 0.000
ay, 0.887 0.216 0.277 4.101 0.000
ay; 0.206 0.065 0.066 3.169 0.000
(g 0.401 0.181 0.135 2212 0.028
ay, 0.168 0.041 0.055 4.097 0.000

a. Dependent Variable: organizational effectiveness.

Further, the analyses provide us the regression estimates in both the favourable and unfavourable
empowerment climate. In an unfavourable empowerment climate, five out of seven components
of structural empowerment did not significantly predict organisational effectiveness. Only the
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Table 13. Hypothesis testing

Hypotheses Relations Result
H, a, — a, Supported
H, a, — a, Supported
H, a, — a, — aq Supported
H, a — a, — a, Supported

two components e.g., autonomy and reward system were significant in predicting organisational
effectiveness. Similarly, in a favourable empowerment climate, all the components of structural
empowerment significantly predict organisational effectiveness.

In other words, a favourable empowerment climate of trust, information sharing, cooperation
and support, competitiveness, creativity, innovation, and proactive problem solving, etc. statistically
influence in strengthening the structural empowerment process and which would ultimately lead to
organisational effectiveness in the PSEs. Thus, the moderating role of a supportive empowerment
climate is well established in influencing the structural components of empowerment in this case.
Hence, the hypothesis (H,) that the empowerment climate significantly influences structural
empowerment in improving organisational effectiveness is supported.

6.1. Limitations and Further Research

The data collection for the study was confined only to some of the industrial establishments based
in public sector. Constraints in some form or other were faced during the data collection process. To
ensure more appropriateness in generalization, studies with a larger sample size could be undertaken.
Moreover, the constructs of employee empowerment and organisational effectiveness were measured
through some specific instruments developed by researchers in other cultural contexts. The present
study was dependent on mostly quantitative aspects although qualitative aspects were not completely
ignored. Therefore, the qualitative methodology should be equally applied. As the empowerment
research related to public sector employees continues to be limited in scope, replication of this work
with other types of organisations like government departments, public agencies, semi-government
and private organisations might widen the generalisation of findings.

7. CONCLUSION

The sustainability of industrial establishments, by and large, are mostly contingent upon the degree
of adoption of the innovative human resource practices which unequivocally focuses on maintaining
human relations across the boundaries of the organisations. In short, human factor plays a critical role
in sustainable business performance. To ensure congenial relations at the workplace, organisations
make relentless efforts to empower employees and encourage their participation and involvement
by optimally utilizing human resources. As the empowerment programmes are aimed at enhancing
the level of communication, imparting appropriate training to the employees, and generating the
opportunities for personal growth should be undertaken. For making the empowerment practices
more effective, the organisations must make the employees understand the essence of the concept
itself. Moreover, a trusting climate when coupled with empowerment programmes can significantly
influence in enhancing effectiveness of the industrial establishments. Further, to achieve effectiveness,
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empowerment practices should embody transparent communication system facilitating the employees
to share vital organisational information. There should be an atmosphere of promoting creativity and
competitiveness amongst the employees at all levels and motivating subordinates for creative and
proactive problem solving. Thus, the superiors should make their subordinates feel that a complete
workplace empowerment climate prevails in the minds of the employees by way of taking periodic
feedback and discussing with them about organisational strategies, plans and objectives. Similarly,
the organisation should create and foster an enabling and supportive climate characterised by trust,
openness, competitiveness, creativity and proactive problem-solving across its boundaries and at all
levels of organisational hierarchy by way of preparing a meaningful and well understood mission
statement, judicious allocation of resources amongst organisational members and providing a
systematic approach for identifying business opportunities with a view to achieving sustainable
competitive advantage.
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