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Abstract. Decisions regarding to effectively manage its Human
Resources, especially, to provide employees with motivation, positive attitudes,
job satisfaction, is essential, since the prosperity and comparative advantage of
any enterprise depends on faithful, progressive, contented and highly motivated
human resources [1]. So, current study discussed about employee
empowerment, and its role in the modern organization. Moreover, benefits for
companies from the initiation of employee empowerment were discussed in
current paper, comprising different branches and segments. The paper specified
that empowered employees discern plenty from their non-empowered co-
workers and it is expressed in many advantages. Moreover, there founded that
the empowerment practice through autonomy fetch greater satisfaction of
employees. The study finally displays the positive relationship of
employee’s empowerment and green tasks.
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skeksk

Anparna. KeBMmeTkeprepai yokXIeyMeH, OH KapbIM-KaThIHACTA,
KYMBICKa KaHaraTTaHyMEH KaMTaMachl3 €Ty YIIiH ajaM pecypcTapblH THIMII
Oackapyra KaTbICThI IICTIIMIECD MaHBI3/IbI, O©UTKEHI Ke3 KEeJITeH KOMITAHUSHBIH
OpPKEHJIEyl MEH AapTHIKIIBUIBIFBI aJall, TPOTPECCUBTI, pU3a KOHE >KOFAPHI
nonenal amamm pecypcrapra OaimaHbeIcThl [1]. CoHbIMEH, OCBI 3epTTeyle
KBI3METKEpIEePAIH KYKBIKTaphl MEH MYMKIHIIKTEpPIH KEHEUTY KOHE OJap.IbIH
3aMaHayd YWBIMIAFbl peili TalKbulaHaAbl. bBymaH Oacka, OCBI JKYMBICTa 9p
TYpJl cajajap MEH CEerMEHTTEpJi eCKepe OTBIPBIN, KbI3METKEepIepAiH
KYKBIKTaphl MEH MYMKIHIIKTEpIH KEHEWTyre OacTaMaimibUIbIK >KacayaaH
KOMIIAaHUSATIAp  YIIIH  maiga  TankpulaHaabl.  JKyMeicta  yoKineTTi
KBI3METKEPJICP/IIH ©3/ACPIHIH YOKIJIETTI €eMeC opINTECTEPiHEH dp TYPJI €KeHIr1
KapaJiIbl )KOHe OYJI KeNnTereH apThHIKIIBUIBIKTapAaH kepineni. COHBIMEH KaTtap,
ABTOHOMUS apKBUIBI KYKBIKTap MEH MYMKIHIIKTepJi KEHEUTY Toxkipuobeci
KBI3METKEpJICPAIH YIKEH KAHAFaTTAHYIIBUIBIFBIHA OKEJIETiIHI aHBIKTaJIbL.
3epTTey COHBIHAA KBI3METKEPJIEPAiH KYKBIKTAphl MEH MYMKIHIIKTEPiHIH
KEHEI01 MEH TarchblpMaiapiblH [ puH apachiHIarbl OH OaillaHBICTBI KOpCeTe .
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Tyiiin ce3mep: KbI3MeTKepiepaiH MYMKiHAIKTepiH KeHeity, HR,
peHTabenpaUTK, 3aMaHayn YIUbIMIap, MOTUBAITHSI.

kksk

AHHoOTauus. Pemenus, kacatommecs 3((EKTUBHOTO YHpaBICHUS
YeJI0BEYECKMMH pecypcaMu, 4yToObl 0OecleyuTh COTPYAHMKOB MOTHBaIUEH,
NO3UTHUBHBIM OTHOIICHUEM, YAOBJIETBOPEHHOCTHIO paboTOll, MMeeT Ba)xKHOE
3Ha4YeHHe, TaK KakK MMPOLBETaHHE U MPEUMYIIECTBO 000N KOMIaHUU 3aBHCHUT
OT  JOOpOCOBECTHBIX,  INPOTPECCUBHBIX,  JIOBOJBHBIX M  BBICOKO
MOTHBHUPOBAaHHBIX 4YeloBedecknux pecypcoB [l]. Hrak, B HacTosmem
UCCIICIOBAaHUM  OOCYXKJaeTcsi  pacHIMpeHHe TIpaB M BO3MOXKHOCTEH
COTPYAHMKOB M HX pPOJb B COBPEMEHHOW opraHusamuu. Kpome Ttoro, B
HacTosIel padore, 00CYXKIAIOTCS BBITOJbI I KOMIIAHUH OT WHUIIMAPOBAHUS
paclMpeHusl MpaB M BO3MOXKHOCTEHW COTPYIHHUKOB, YUMTBIBASI Pa3IUdHbIC
OoTpaciM M CerMeHThl. B paboTe paccMOTpeHO, 4YTO YIOJHOMOUYEHHBIE
COTPYAHUKH Da3au4Hbl OT CBOMX HE YIOJHOMOYEHHBIX KOJUIEr, W 3TO
BBIPA)KAaeTCsl BO MHOTUX TNpeumyinecTBax. Kpome Toro, ObLIO yCTaHOBIIEHO,
YTO NPAKTHKA PaCIIMPEHHs NpaB WU BO3MOXHOCTEM 4epe3 aBTOHOMMUIO
IOPUHOCUT OOJBIIYI0  yAOBIECTBOPEHHOCTh COTPYAHUKOB. MccnenoBanue,
HAKOHEIl, MOKa3bIBAET IMOJIOKUTEIBHYIO CBSI3b MEXY PACIIMPEHHUEM MpPaB U
BO3MOKHOCTEHN COTPYIHUKOB U I puH 3a1aHui.

KuarwudeBble cjioBa: pacuimpeHue BO3MOKHOCTEM cOTpyaHUkoB, HR,
PEHTa0eNbHOCTh, COBPEMEHHBIE OpPTaHU3alll1, MOTHBALIUS.

Introduction

Nowadays, in light of rapidly developing business conditions,
organizations must dedicate greater exertions to reinforce their capabilities.
And perhaps most importantly, it must be remembered that the prosperity and
comparative advantage of any enterprise depends on faithful, progressive,
contented and highly motivated human resources [1].

The notion of employee empowerment has taken an incremental
attention by academic researchers and scientists interested in human resources
issues. While, human resources are the most substantial means of any
company, its prosperity or failure depends on HR efficiency and quality [1]. It
is also determined that products, services or technologies used are simply being
imitated by competitors, but, ultimately, employees are considered as the most
strategic and unique assets of the business [2]. That is why an appropriate
Human Resource Management is a crucial for any company’s success [3].

A new way of management is “employee empowerment” or participative
management, providing people with authority to control working process- the
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people who know the processes best, is what from which the quality beginning
[1]. The wvalidity that empowerment is related to providing different
initiatives, this fact itself could suggest that it is basically a preferable
thing, by providing a win-win situations for managers and its subordinates
[4].

Bill Gates said: “As we look ahead into the next century, leaders
will be those who empower others” [5]. So, what is empowerment? Most
exactly, what is employee empowerment and is it matter, or not? Let’s
discuss about employee empowerment deeply, as well as considering its role in
the modern organizations.

Main Body

Napoleon Bonaparte is believed to have mentioned, during giving order
for their subordinates, he leaved them to choose the way to perform
assignment. American professor A. Johnson commented this statement, that it
insists a significant reality about empowerment: managers must provide their
subordinates with freedom to choose their own way of accomplishing
objectives.

The framework of analysis conducted by Professor Conrad Lashley
suggests that there is a necessity to approach the understanding of
empowerment in a thoroughgoing manner, which goes out of treating
empowerment as what which is labeled empowerment [4].

The “empowerment” is considering as a new word, about idea of
providing authority to employees for job-related decisions-making operations
in order to appreciate their performance. But it is really not altogether novel in
the literature about organizational management. For example, job enhancement
concept via vertical integration [6] or procedures related to authority delegation
have had wide acceptance among management [7]. It is not long-ago
researchers have enlarged the approach to “employee empowerment”
concerning to delegating of organizational power, exciting employees via
leadership, increasing self-efficacy through diminishing powerlessness [8]
and enhancing intrinsic motivation to perform tasks [9].  Further
confirmation of the fact that “employee empowerment” has recently started
reconsidering more, is related to Lawler, Mohrman and Benson (2001)
study, they empirically revealed the significant progress of empowerment
experiences in the recent 15 years. They found that more than 70% of
companies have implemented the empowerment of their employees. David
Doneson (2018) explained this tremendous growth in employee empowerment,
arguing that companies applied empowerments due to demands for better
performance, better flexibility, low costs in order to respond increasing
competition and correspondingly to elevate their performance.
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Before being disposed to conclude certainly if employee empowerment is
preferable is it compatible and practical, first of all, it is required to consider
the definition of employee empowerment its proponents and contradictors give
it. Let’s review and compare different points.

The idea about empowerment is the matter of a lot of arguments,
because when we talking about concepts of employee empowerments, we don’t
know exact meaning of it. Although some researchers consider empowerment
as a generally distinct term [13], there are a lot of arguments and contradicting
points, via differences in understanding. It depends completely on what we
suppose about implication of empowerment, in specific cases as well as
sweeping theoretical, historical and substantially political principles [14].

Employee empowerment is often embodied with aim to eliminate
employees’ dissatisfaction, and to diminish turnover issues, poor performance,
and improve efficiency. This condition provides employees with ability to be
involved in decision making process, assisting them to escape of logged
mindsets to make risky decisions and implement something novel [15].

When it is comes closely to empowerment concept examination,
many researchers have made a distinction between psychological and
structural/environmental empowerment [16]. Environmental/structural
empowerment also referred as discretionary empowerment or socio-structural
empowerment, it is the condition in the organization that enables employees to
make autonomous decisions, it is the authority for employees to choose how to
treat their work [17]. In comparison to structural, the psychological
empowerment is specific personal employee’s recognition or perception about
the degree in fact delegated to make corresponding decisions [18]. Thomas, K.,
& Velthouse, B. (1990) argue that psychological empowerment is more
significant to employee job outcomes because their perceptions about degree of
empowerment may promote the achieving outcomes. An integrative approach
about psychological empowerment of employees was refined via the
presupposition that the psychological feeling of power emphasis the perception
of empowerment [7].

The importance of employee empowerment for modern organizations

According to Quinn and Spreitzer (1997) specified that empowered
employees discern plenty from their non-empowered co-workers in following
points:

e Empowered workers feel themselves as more productive in
performance than their non-empowered colleagues;

e Empowered workers feel themselves as more riskier and innovative in
proving new;
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e Empowered workers feel that their leadership are distinguish, so they

direct their concernment up and induce modifications;

e Their co-workers recognize them as charismatic, which empower them

to implement indicative improvements in company.

The Harvard Business Review, study of by Allan Lee, Sara Willis, Amy W.
Tian (2018), exploring the outcomes of 105 papers, which consist information
about more than 30,000 employees of 30 different countries. Findings has
demonstrated that, when employees are empowered at job place, it enables
better tasks performance and redress, influencing employees’ creativity,
moreover enables engagement to the working process.

According to Research by the Gallup Organization of “American
Institute of Public Opinion” proposes that companies, which empower their
workers, they observes significant increase in customers loyalty. This results
decreasing the needs in additional resources to holding the customers, so
correspondingly, earnings and profits are more possible to increase quickly
[21].

The study of I.Cunningham et al. (1996), in case of thirteen companies,
they revealed that empowerment has problems and limitations, so that little
delegation of authority, deep control, lack of opportunity of extra rewards,
leads the problems and undesirable results.

Also, research study by Sigler and Pearson (2000), examines a front
line workers of four large textile factory in Southeastern US is about how inner
culture maintain empowerment attempts. Their findings indicate that inner
culture of company that were deliberated as more task-oriented and more
congregate were associated to sufficiently larger empowerment perceptions.
However, power distance was bounded to empowerment and organizational
performance in undesirable manners.

Moreover, two experiments conducted by Mary A. Hocutt, Thomas H.
Stone (1998) related to employees and customers’ reactions to empowerment
in the case of restaurant, they found that the empowerment practice through
autonomy fetch greater satisfaction of employees. Into the bargain, the greater
customer satisfaction after some service issues was created by strong workers
empathy and feedback during service recuperation.

And finally, the search work by Tariq, Sanober et al. (2014), focused
on 104 of latest and relevant research works, found positive relationship of
employee’s empowerment and green tasks. They were deducted that
empowerment are mostly motivates employees to carry out environmental
works which pay to be green. They also noticed that HR are really the
mainstay of any successful company, and motivated green working
environment has a profound impact on company’s profitability and
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efficiency. It is some kind of employees’ intrinsic motivation to pursue
green tasks.

Conclusion

Benefits for companies from the initiation of employee empowerment
which were discussed in current paper, were confirmed in numerous research
works comprising different branches and segments. Consequently, the subject
of current paper is significant in terms of anticipated studies, particularly those
referring to modern companies.

Vast research works displays a close correlation between empowerment
and productivity of the company, for example Tariq, Sanober et al. (2014),
found empowered employees enables better tasks performance, influencing
employees’ creativity, moreover enables engagement to the working process.
The effect of empowerment on employees’ better performance was revealed in
latest study by A,Lee at al., (2018). In turn, Thomas, K., & Velthouse, B.
(1990) indicated that work satisfaction is highly related to psychological
empowerment and job commitment. D. Bowen and E. Lawler, 1995 confirmed
the positive relationship between employees’ satisfaction and empowerment.
Similarly, Mary A. Hocutt, Thomas H.Stone (1998) revealed that the
empowerment fetching greater satisfaction of employees. In addition, Tariq,
Sanober et al., (2014), discovered in their study, that employee
empowerment is positively affecting on green tasks.

At the and of the paper, after examining and comparing numerous
studies about employee empowerment, reconsidering it from different point,
we can conclude that the role of employee empowerment is significant, it is an
innovative way of management for modern organizations [1].
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