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ABSTRACT

This research was conducted on a sample of public bank employees in order to examine the
effect of empowering leader behaviours on the structural and psychological empowerment
of the employees. In the study, on one hand the effect of empowering leader behaviours
(independent variable) on the structural and psychological empowerment (dependent
variables) is examined and on the other hand the relationship between psychological and
structural empowerment (independent variables) is examined.

The research data was collected by means of convenience sampling method through a)
Empowering Leader Behaviours Questionnaire b) Conditions of Work Effectiveness
Questionnaire-11 (CWEQ-II), c¢) Psychological Empowerment Questionnaire— with
demographic questions in the introduction part - filled on the paper and pencil test by 251
employees.

SPSS 20 package program was used for the analysis of data. Exploratory factor analysis
was performed primarily to determine the structural characteristics of the questionnaires.
As a result, it was observed that the empowering leader concept consists of “encouraging”
(¢«=66.36, internal consistency =0.95) and “authorising” («=8.09, internal
consistency=0.93); the structural empowerment concept consists of “employee’s access to
information” (a=45.86, internal consistency=0.87), “resources and support improving the
employee” («=9.55, internal consistency=0.85); the psychological empowerment concept
consists of “meaning of the work” has (a=44.00, internal consistency=0.90), “self-
efficacy” (o« = 16.85, internal consistency=0.82) and “autonomy” that the employee has in

the work (a=12.74, internal consistency=0.85).



Correlation, t-test, ANOVA and regression analysis were performed over the factors that
was found via factor analysis. As a result of the analysis, it was found that the empowering
leader perception had partial mediating effect between structural empowerment and
psychological empowerment. In addition, it was observed that there is a positive and
significant relationship between the empowerment factors: empowering leader, structural

empowerment and psychological empowerment.



0z
Bu arastirma giiclendirici lider davraniginin, ¢alisanin yapisal ve psikolojik giiclendirilmesi
iizerindeki etkisini arastirmak Ttizere bir kamu bankasi ¢aliganlar1 Ornekleminde
gerceklestirilmistir. Calismada bir taraftan giliglendiren lider davranisinin (bagimsiz
degiskenin) psikolojik ve yapisal giiclendirme (bagimli degiskenler) {izerinde etkisi
incelenirken; diger taraftan da psikolojik ve yapisal giiclendirme (bagimsiz degiskenler)

arasindaki iliskiler arastirilmistir.

Arastirma verileri kolay ulagilabilirlik yontemi ile 251 ¢alisandan, kagit iizerinde
doldurmus olduklar1 -giris kisminda demografik sorularin yer aldigi- a) Giiclendirici
Liderlik Davranist Anketi, b) Calisma Etkililigi Kosullar1 Anketi-1I, ¢) Psikolojik

Giiclendirme Anketleri ile toplanmaistir.

Verilerin analizinde SPSS 20 paket programi kullanilmistir. Anketlerin yapisal 6zelliklerini
belirlemek iizere dncelikle agimlayici faktor analizi yapilmistir. Sonug olarak, giiclendiren
lider kavraminin, “cesaretlendirici” (o= 66.36, i¢ tutarlilik=0.95) ve “yetkilendirici” (o=
8.09; i¢ tutarlilik=0.93); yapisal giiclendirme kavraminin, “calisanin bilgiye ulasimi”
(0=45.86, i¢ tutarlilik=0.87) ile “calisani gelistirici kaynaklar ve destek” faktorlerinden
(a= 9.55; i¢ tutarlilik=0.85); psikolojik giliglendirme kavraminin ise “isin tasidigi anlam”
(a= 44.00 ; i¢ tutarhlik=0.90) , “calisanin yetkinliklerine giiveni” (2=16.85, i¢
tutarlilik=0.82) ve galisanin iginde sahip oldugu “otonomi” faktérlerinden olustugu (a=

12.74; i¢ tutarlilik=0.85) gorillmiistiir.

Her 6lgegin faktor analizi sonrasinda ortaya ¢ikarttigi bilesenler arasinda korelasyon, t-test,
ANOVA, regresyon analizleri gerceklestirilmistir. Analizler sonucunda gii¢lendiren lider

algisinin yapisal giliclendirme ve psikolojik giiclendirme arasinda kismi araci degisken



etkisine sahip oldugu da goriilmiistiir. ilave olarak, giiclendirme boyutlar1 arasinda-
giiclendiren lider, yapisal giliglendirme ve psikolojik gii¢clendirme- pozitif ve anlamli bir

iliskinin var oldugu goriilmiistiir.
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Section 1 - Introduction

The concept of empowerment is defined by organizational behaviourists under
three basic concepts. Structural empowerment is arrangement of the work environment
according to appropriate conditions to enable employee’s effectiveness (Kanter, 1993).
Psychological empowerment is a motivational response to the meaning attached by the
employee to work environment, to the belief of self-efficacy, to the sense of autonomy and
the impact it creates (Spreitzer, 1995). The empowering leader is the manager who gives
the information and skills required by the employees by coaching; encourages the
employee to take initiative and; gives responsibility and also authority (Konczak, Stelly, &

Trusty, 2000).

This study deals with the the role of empowering leader behaviour on structural
and psychological empowerment. It also examines the relationship between three factors of

empowerment as structural, psychological and empowering leader.

1.1. Employee Empowerment Concept

In today's world, the human resources owned by the organizations are the most
important competitive element and the concept of empowerment gains importance every
day for the employee to produce fast, accurate and quality work. According to Dogan
(2006), the companies that know how to empower their employees will succeed. Menon
(2001) points out that employee empowerment to be implemented in the workplace is the

most important competitive factor to be used against internal and external competitors.



The concept of employee empowerment which is included in the management
literature since the 1980s (Hackman, & Oldham, 1980), as a means of providing employee
participation in decisions to improve performance and as a job delegation and job
enrichment, is being recently defined as sharing the power (Kanter, 1993), decreasing
incapacity of the employees by increasing their self-efficacy (Conger & Kanungo, 1988)

and increasing the internal work motivation (Thomas & Velthouse, 1990).

Although many articles were written on empowerment since the 1990s, making a
standard definition for the concept of empowerment is difficult due to the various
dimensions of empowerment; the researchers' expressions of the same concept in different
words; consideration of the concept sometimes as individual competence, sometimes as
organizational competence; and showing difference according to the culture and needs of

the organizations (Honold, 1997).

To summarize empowerment definitions that are available in literature review, it
is observed that it cannot have a single definition (Spreitzer, 2008). These can be gathered
under the three main categories as summarized in Table 1: the work environment provided
for the employee (structural empowerment), learning -teaching -management process

(empowering leader behaviours), and employee perception (psychological empowerment).



Tablo 1

Definition of Empowerment Concept

Work Environment Provided for the

Employee
(Structural Empowerment)

Learning -Teaching -Management
Process
(Empowering Leader Behaviours)

Employee Perception
(Psychological Empowerment)

To share the power in the
organization by allowing the
employees to participate in
decisions (Lawler, 1992).

Empowerment is that the employee
should be able to make use of the
resources of organization for the
purpose of achieving business
results and should make
independent decisions about the
work (Kanter, 1993).

To give authority to the employees

for solving daily problems they face

(Huxtable, 1995).

It is a form of management that
organizations apply in order to use
human resources effectively
(Siegall & Gardner, 2000).

It is to leave the order command
management style and enable the
employee to solve the
organization’s problems by using
the information, skills, creativity
and motivation powers (Dogan,
2006).

To delegate the power (Chen &
Aryee, 2007).

To give legal power and official
authority (Websters online
dictionary, 2016).

Empowerment is to bring into a
strong state, to gain strength
(Turkish Language Association,
Great Turkish Dictionary, 2016).

Empowerment is that the leader
clarifies the employees’ direction
and delegates the authority
(Burke, 1986).

Empowerment is the employees’
process of learning the transfer of
information and experience
(Conger & Kanungo, 1988).

It is the teamwork in which
experiences are shared,
cooperation is included and
employees participate in the
decision-making process, to
improve the employee (Vogt &
Murrel, 1990).

It is to teach the information
needed by employees to be able to
do their jobs (Buchanan &
Huczynski, 1997).

It is to provide learning
opportunities for employees and to
give the employees responsibility
for performance of the work, by
taking the risk of worse
performance of the works (Ozgen
& Tiirk, 1997).

It is the learning process in which
the employees find innovative
solutions to the problems they
encounter by taking initiative
(Laschinger, Finegan, Shamian,
&Wilk, 2004).

It is the process of increasing the
decision making rights of the
people and developing the people
by team work, cooperation and
sharing (Kogel, 2014).

Empowerment is the employees'
being impressed by the managers
(Lee & Koh, 2001).

Empowerment is the employee’s
showing high performance by
giving his/her heart and mind to
work with the responsibility for
customer satisfaction and
corporate performance
(Sarminah, 2007).

It is the employee’s feeling to
have the control of work
(Spreitzer, 2008).

If employee believes in
importance of their role in the
organization, empowerment
occurs (Knol & Van Linge,
2009).




1.2. Employee Empowerment Approaches

Honold (1997) argues in her meta-analysis that empowerment cannot be
considered under one dimension and should be considered under three dimensions as

leadership behaviours, employee perception, and organizational empowerment policies.

Menon (2001) states that there is no agreed standard definition of empowerment
and suggests that the researchers who will study empowerment should identify the
definition and factors of empowerment in their work. According to Menon (2001)
a comprehensive study should incorporate three dimensions: (a) structural,

(b) psychological, and (c) leadership.

Based on this idea, a three-dimensional approach will be followed in this study as
well: (a) Laschinger’s (2000) perspective who worked on Kanter’s (1993) structural
empowerment approach; (b) Spreitzer’s (1995) approach who has advanced over Conger
and Kanungo’s (1988) and Thomas and Velthouse’s (1990) studies for psychological
empowerment; and (c) Konzack, Stelly, and Trusty’s approach (2000) for empowering

leader. This integrative study will have multi-dimensional perspective.

1.2.1. Structural Empowerment Approach

Structural empowerment is described by Kanter (1993) as the preparation of
workplace environment that influences employee’s work behaviour. Components of
structural empowerment are the opportunities, resources, information, support, formal and

informal powers (Kanter, 1993).



Structural empowerment is to provide the necessary power sources for the
employees to perform their work with maximum performance and to equip the employees

with the information and skills to specialize them in the work (Laschinger et al., 2004).

Organizations seeking to empower their employees should have two key
characteristics: "opportunity structure” and "power structure”. Structural empowerment can
be a fact in the organizations which have these two characteristics in their institutions and

act according to these characteristics (Laschinger, 2012).

Structural empowerment is listed as follows through Kanter’s six dimensions

(Laschinger, 2012).

a) Access to Opportunity: This is related to providing the employees with
possibility of advancing within the organization and to provide a working environment that
will improve the job-related competencies (Laschinger et al., 2010). In other words,
equipping the employees with opportunities for improvement and advancement within the
organization in order to develop their information and skills and enabling utilization of the

acquired information and skills in the work are critical.

b) Access to Resources: Employees should be provided with adequate time,
materials, equipment, human and financial resources in order to fulfil the objectives of
organization (Laschinger, 2012). In other words, it is about; to give sufficient time to
employees that would be required for operational processes; to prevent employees from
time pressure while performing the work, the availability of physical tools and equipment

needed by employees during the work; to temporarily and/or permanently provide human



resources which may be necessary during intensive work processes and to provide

financial resources for overtime work where necessary.

c) Access to Information: The employees should be able to access within the
organization all the information within the scope of the technical and expertise required for
the job. Provision of information to employees at all levels from various information
sources is important for empowerment (Kanter, 1993). At this stage, two types of
information should be provided to the employees: (i) Provision of information about the
organization to the employees enables them to focus on the objectives of the organization.
(i) Information about the employees' performance helps them for self-assessment and self-

improvement (Lawler, 1992).

d) Access to Support: Providing constructive feedback from superiors, colleagues,
and subordinates is considered essential. Constructive feedback on employees'
performances will allow them to do the tasks better and to improve what they do

improperly (Dogan, 2006).

e) Formal Power: Employee should be given the opportunity for using authority
with high visibility. Employees are equipped with formal power by providing flexibility to
the employee for decision making specific to the work; adjusting the working hours, to
allow the employee to generate extra value for the organization by going beyond the
routine works; to award, to provide the employee participating in the trainings about the

work; “to make the employee's work visible in the organization (Laschinger, 2012).



f) Informal Power: The relationships that the employee establishes with his/her
managers, subordinates and other colleagues — in or out of the department — within the
organization, and the contacts that the employee makes outside the organization in order to
solve the problems he/she faces, for making the work better (Laschinger, 2001; 2006) is

defined as informal power.

In the structural empowerment approach, there is a power transfer from top to
bottom; the focus is on the behaviours of power holders and the psychological state of the

employee to whom the power is given is missed out (Menon, 2001).

1.2.2. Psychological Empowerment Approach

The fact that structural empowerment cannot be effective alone in employee
empowerment and that in some organizations employees do not feel empowered although
the structural empowerment tools are provided or employees feel empowered although the
structural empowerment tools are not provided, have led the psychological empowerment
approach to emerge as a second empowerment concept and tool (Spreitzer, 2008).
Psychological empowerment is defined as the response of employee to the empowerment

he/she perceives through the structural empowerment (Zhang & Bartol, 2010).

Conger and Kanungo (1988) pioneered the concept of psychological
empowerment and examined empowerment as employee’s confidence in his/her skills.
Thomas and Velthouse (1990) redefined the psychological empowerment over Conger and
Kanungo’s (1988) studies as the employees’ motivational perceptions on feeling

empowered or not while doing their work. Spreitzer (1995) extended the definition of



psychological empowerment through Thomas and Velthouse’s (1990) approach and

defined four factors:

a) Meaning: Means that the employee finds the work he/she does valuable and

important and that the activities he/she does are significant to him/her.

b) Competence: Means that the employee is confident that he/she has the skills

and capacity to do the work.

c) Self-determination: Means that the employee thinks that he/she makes his own

decisions while doing the work and that he/she is competent in operational processes.

d) Impact: Means that the employee thinks that he/she has significant influence on
the work he/she does and he/she contributes to the work, and that his/her ideas are being

used.

1.2.3. Empowering Leader Behaviours Approach

Although the issue of empowerment is a popular management style in recent
times, there is not enough study on the empowering behaviour of the leader who is the

main actor in management (Konczak et al., 2000).

The employee seeing the manager as an empowering leader is considered as a key
factor in empowerment (Parker & Price, 1994). The leader providing structural
empowerment factors to the employee, sharing information, sharing strategic goals,
helping him/her to reach opportunities and resources, will contribute the employee to find

his/her job meaningful and to feel psychologically strong (Bandura, 1997). In the



empowerment process, the behaviour of leader is very important. The leader delegating the
authority, coaching him and providing flexibility in decision making will make the
employee feel stronger (Druskat & Wheeler, 2003). There are many studies reporting that
employees who have good relationships with their managers feel empowered (e.g., Aryee
& Chan, 2006). A manager who supports the employee and trusts him/her plays an
important role in the psychological empowerment of employee. In other words, we can say
that empowering leader behaviour is a prerequisite to psychological empowerment
(Spreitzer, 2008). The manager's behaviours and the management method he/she applies
are the most important factors in empowering the staff. Provision of an open, sharing work
environment, learning from the failures and exhibiting a participatory management method
is considered as the indispensable management method in empowerment of the employee

(Kogel, 2014).

Konczak et al. (2000) study empowering leader behaviours under six main
headings as; to delegate the authority the employee, to hold the employee accountable for
business outcomes, to allow the employee to make decisions about his/her work freely, to
share the information necessary for performing his/her job with high performance, to
promote the employee for improving his/her competencies and to enable the employee to
show innovative approaches by coaching him/her; and state in their research that such six
factors may be a recipe and a useful guide for the managers for empowering their

employees.

a) Delegation of Authority: This factor is about authorization of the employee by

the manager in order to provide him/her to improve the work processes and procedures, to



make necessary changes about the work and to be able to make the necessary decisions
within this frame. Providing the opportunity for the employee to make his/her own
decisions while doing the work increases the job satisfaction, performance and motivation;
and reduces the tendencies of absenteeism and leaving the job (Hackman & Oldman,
1976). The empowering leader equips the employees with all the necessary information
and the authority required by their job and position in order to make important decisions

for the benefit of organization (Hakimi, Knippenberg, & Giessner, 2010).

b) Accountability: Accountability factor is that the employee is in a position to
answer all the questions that is related with the results of work. It is that the manager gives
to the employee the responsibility necessary to make the job better, by taking the risk of
not being done correctly (Ozgen & Turk, 1997). The empowering leader reallocates power
to its employees, gives them responsibility and keeps them responsible for the
consequences (Konczak et al., 2000). The concept of accountability is to establish the
perspective "you can trust me/us” in the organization. Empowered employees undertake
the responsibility in managing the processes required to maintain the organization's life

(Dogan, 2006).

c) Self-Directed Decision-Making: Indicates that the manager relies on the
decisions of employee about his/her work and encourages the employee to find solutions to
the difficulties he/she faces. Employees to find solutions to the problems they face about
their work is important for empowerment (Konzcak, 2000). Employee empowerment is
based on acceptance of the decisions about the work taken by the employee without the

consent of manager (Dogan, 2006).

10



d) Information Sharing: The information sharing factor describes the manager
sharing all the information that an employee needs to carry out works at a high quality.
Empowerment forces the managers to share information and skills with their subordinates
for success of the organization and such sharing effects success of the organization at the
highest level (Ford & Fottler, 1995). Sharing the causes of the decisions taken in the
organization with the employee makes it easier for the employee to adopt the decisions
taken and increases the employee's commitment to the organization (Wilkinson, 1998).
According to Kogel (2014), sharing of information is the most important success factor of

empowerment practice.

f) Skill Improvement: Skill improvement defines the manager exploring new
products, new technologies and processes and giving the employee the opportunity to
equip himself/herself with information and skills. For success of the empowerment, the
employee should be provided with the training opportunities to develop himself/herself
(Kogel, 2014). The manager’s role in developing skills is to facilitate the employee’s work
by providing the employee with the training he/she needs, instead of directing by orders

(Wellins, Byham, &Wilson, 1991).

g) Coaching for Innovative Performance: This factor refers to encouraging the
employee to test new ideas by taking the risk of making mistakes and managers being a
guide in this context. While working with their subordinates, the managers should take the
risks, understand the causes of employee’s mistakes and help him/her to avoid the mistakes

again, instead of punishing them for the mistakes (McConnell, 1994; Wallace, 1993). The

11



organizations should have a belief that the mistakes are educatory for development and

application of new ideas (Dogan, 2006).

As a result, the empowering leader behaviour is a macro-level empowerment tool
as management practices and processes that flow from management to employees (Seibert,
Silver, & Alan, 2004). Empowering leader behaviour is to share power and responsibilities
with employees and have significant influence on employee empowerment (Carmeli,

Atwater, & Levi, 2011).

1.3. Relationship among Structural, Psychological Empowerment and

Empowering Leadership Behaviours

A study similar to current research about the relationship between structural
empowerment, psychological empowerment and empowering leadership was conducted by
Bahron and Jimenez (2010) in the intranet environment, on 453 middle level managers
who were randomly selected from government staff (from 11 Ministries) and found out
that there is a significant relationship between structural empowerment and psychological
empowerment; and empowering leader behaviour has a direct influence on psychological
empowerment. Moreover, in the study concerned, it was concluded the cases where
structural empowerment and empowering leader behaviour are applied together have a

significant effect on psychological empowerment.

In another study in Thailand on leadership, empowerment and behavioural
outcomes (Boonyarit, Chomphupart, & Arin, 2010) at the end of a survey conducted on

154 public school teachers, it was determined that there is a positive relationship between
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structural empowerment, psychological empowerment and empowering leadership

behaviours.

In their study on the same issue in small and medium-sized entrepreneurs by 357
participants in India, Menon and Pethe (2002) have similarly found out the positive
relationship between structural empowerment, empowering leadership behaviours and

psychological empowerment.

1.3.1. Relationship between Structural Empowerment and Empowering Leader

The structural empowerment theory states that working conditions are essential
for empowered behaviours in the work place (Kanter, 1993). Empowered leaders create
empowered employees (Parker & Price, 1994). In their research in which data was
collected from 692 employees and 142 managers , it was found that managers, who are
themselves empowered, act as empowering leader. In addition, they also found that if
leader and employee access information, they feel empowered. Moreover, they found that,

employees feel empowered if their leaders are both supportive and empowered.

Same kind of result found by Upenieks (2003) who states that leader must
empower himself/herself by structural empowerment conditions first and later they offer

same empowerment conditions to their employees.

1.3.2. Relationship between Empowering Leader and Psychological Empowerment
As a result of the research conducted by Konzack et al. (2000) survey was
conducted by 1309 employees, and it was found that there was a positive relationship

between empowering leader and psychological empowerment.
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Empowering behaviour of the leaders leads the employee to perceive the

psychological empowerment dimensions at a higher level (Lee & Koh, 2001).

In their study on a manager and 113 employees, Skinner, Fleener, & Rinchiuso
(2003) found that there is a positive relationship between empowering leader behaviours

and the employee to feel himself/herself psychologically powerful.

In his study on structural empowerment, psychological empowerment and
burnout, conducted via e-mail with 1400 randomly selected nurses working at a dialysis
centre, O'Brien (2010) determined that there is a significant relationship between

empowering leader behaviours and psychological empowerment.

According to Arnold, Arad, Rhoades, and Drasgow (2000), the role of the leader
is important in all empowerment processes. The leader should enhance the employee's self-
worth by taking actions that will enhance the employee's self-worth and remove the factors
that weaken the employee in the business environment by enabling his participation in the
decisions. The empowering leader behaviours arouse the employee’s psychological

empowerment (Raub & Robert, 2010).

In their research titled empowering leader and employee creativity, as a result of
data collected by e-mail in an IT company consisting of 670 engineers and professional
employees, Zhang and Bartol (2010) found that there is a strong relationship between

empowering leadership and psychological empowerment.

In their research on empowering leader behaviours, psychological empowerment,

work commitment and leaving the job, as a result of survey conducted on 322 respondents
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through convenience sampling , Klerka and Standerb (2014) found a positive relationship

between empowering leadership behaviours and psychological empowerment.

1.3.3. Relationship between Structural Empowerment and Psychological

Empowerment

Empowerment of the employee in the working environment has a significant
effect on the attitude of the employee and provides success in his/her work (Kanter, 1993).
In other words, if structural empowerment is not provided for the employee, power sharing
or empowerment cannot be obtained (Laschinger et al., 2004). From this point of view, it is
possible to say that structural empowerment is a prerequisite for psychological

empowerment.

As a result of the survey conducted with 375 employees working on high
technology production, Seibert et al. (2004) determined that there is a positive and

significant relationship between structural and psychological empowerment.

In their study regarding effects of structural and psychological empowerment on
job satisfaction, as a result of a questionnaire conducted on 185 randomly selected nurses,
Laschinger et al. (2004) observed that changes in structural empowerment directly

influences the employee's psychological empowerment.

In their online survey Tolay, Siirgevil, and Topoyan (2012) with 243 research
assistants working in 25 faculties at two state in Izmir (Turkey) universities, found that

structural empowerment directly and positively influences psychological empowerment.
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1.4. Objective of the Research

In this research, the relationship between empowering leader, psychological
empowerment and structural empowerment is examined and the effect of empowering
leader behaviour on the structural and psychological empowerment of the employee will be
researched. For this purpose, through a public bank, the role of leader behaviours on
employee’s feeling of psychologically and structurally empowered will be analyzed by

measuring the level of empowering leader behaviours by the managers.

At the same time, the concept of empowerment will be defined in the research and
the relationships between the factors of structural empowerment (Laschinger et al., 2001),
psychological empowerment (Spreitzer, 1995) and empowering leader behaviours
(Konczak et al., 2000) developed by the most widely known theoreticians will be analysed.
In addition, the relationships between structural, psychological empowerment and
empowering behaviours will be studied and holistic approach to the concept of
empowerment in three factors will be identified for understanding the concept of

empowerment.

1.5. Model of the Research and Hypothesis

The study deals with the role of Konzcak’s (2000) leaders’ empowering
behaviours which acts on employees’ structural and psychological empowerment. The
relationship between empowering leader behaviour, structural and psychological

empowerment is given in Figure 1 and hypothesis is structured through this model.
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Research Model

Accordingly, the major hypothesis to be tested is as follows:

H1: Empowering leader behaviours have a mediating effect on the relationship

between the structural empowerment and psychological empowerment.
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Section 2 - Method

This section contains information on the design of research, data collection

method, measurement tools, and analysis method of the data.

2.1. Sampling

The research sample is constituted from a public bank with approximately 3000

employees, of which the general directorate is located in Ankara.

The research was conducted over the managers and employees who work in
Ankara General Directorate and Istanbul Regional Directorate. The demographic data of
research based on the answers given for the first seven questions - socio-demographic
questions - by the participants can be summarized as follows. Total number of participants

occurred to be 251 at the end of data collection.

2.1.1. Distribution of Status in the Organization

Considering the distribution by participants’ status in the organization, data were
collected from a total of 251 persons with managerial role (n = 50) and without managerial
role (n = 201). It is seen that 19.9% of the participants are managers and 80.1% of them are

employees who don’t have managerial roles.

2.1.2. Distribution of Gender

Considering the gender of employees participating in the research, it is seen that

39.4% of them are female and 60.6% of them are male.
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2.1.3. Distribution of Age

Considering the age of employees participating in the research, mean age is 41.01
(min=23, max= 63, sd=11.19). Examining the age distribution of the employees
participating in the research, it is seen that 22.7% of them are in the age of 30 and younger,
27.9% in the age of 31-40, 26.7% in the age of 41-50 and 22.7% in the age of 51 and older.

The mode of the distribution is the age of 31-40 as summarized in Table 2.

Table 2

Distribution of Age

Age Range Frequency Percentage (%)
30 and younger 57 22.7
31-40 70 27.9
41-50 67 26.7
51 and older 57 22.7
Total 251 100

2.1.4. Distribution of Educational Status

Examining the participants’ educational status, it is seen that 8.3% were graduated
from high school, 4.8% from vocational school, 51.4% from university, 31.1% from master

and 4.4% from doctorate degree (Table 3).
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Table 3

Distribution of Educational Status

Educational Status Frequency Percentage (%)
High School 21 8.3

Vocational School 12 4.8

University 129 514

Master's Degree 78 31.1

Doctorate 11 4.4

Total 251 100

2.1.5. Distribution of Education

Considering the participants’ field of graduation, 43.4% were graduated from

Economical and Administrative Sciences, 40.6% from Architecture and Engineering, 16%

from other fields (Table 4).

Table 4

Distribution of Education

Educational Field Frequency Percentage (%)
Economic and Administrative Sciences 109 43.4
Architecture-Engineering 102 40.6
Other 40 16.0
Total 251 100

2.1.6. Distribution of Tenure

Considering the participants' working year seniority, it is seen that there is no

employee worked for less than one year and 18.3% of them worked for 1-5 years, 7.2%

worked for 5-10 years and 74.5% of them worked for more than 10 years. It is seen that

74% of the employees of the researched public bank have more than 10 years tenure

(Table 5).
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Table 5

Distribution of Tenure

Work Experience Frequency Percentage (%)
Less than 1 year 0 0

1-5 years 46 18.3

5-10 years 18 7.2

More than 10 years 187 74.5

Total 251 100

2.1.7. Distribution of Tenure in the Current Organization

Considering the participants’ work experience in their current workplaces, it is
seen that there is no employee with a tenure less than one year and 30.6% of the employees
has a tenure of 1-5 years, 12.7% has 5-10 years and 56.7% has more than 10 years (Table

6).

Table 6

Distribution of Tenure in the Current Organization

Work Experience Frequency Percentage (%)
Less than 1 year 0 0

1-5 years 77 30.6

5-10 years 32 12.7

More than 10 years 142 56.7

Total 251 100

2.2. Data Collection Method and Tools

In the study, firstly the scales that measure the concept and factors of
empowerment in the literature were examined. Then the survey developed by Konczak’s

et al. (2000) empowering leader behaviours, Spreitzer’s (1995) employee’s psychological
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empowerment perception; and Laschinger’s et al. (2001) employee's structural

empowerment perception were used.

In the detailed literature study conducted for the questionnaires and as a result of
examination of the studies using them in Turkey, it was observed that there were
translation problems in the questionnaires used, there was no clarity about the cases to be
measured and the questionnaires were not suitable for the research sample. For these
reasons, some differences were made in the original survey and they are given in

Appendix.

The survey consists of two parts. In the first part, there are seven questions related
to the demographic characteristics (gender, age, educational status) of the employees of the
bank (managers, employees) and their working life (when they started to work, how many
years they have been working in the bank, how many employees managers have in the

organization.

In the second part, two different questionnaires were administered to the
employees and managers. Employees were given three questionnaires for measuring their
perceptions of structural empowerment, psychological empowerment and empowering
leader behaviours and the leaders were given only the empowering leader behaviours

guestionnaire.
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2.2.1. Structural Empowerment Scale

In the study, Conditions of Work Effectiveness Questionnaire-11 (CWEQ-II)
developed by Laschinger, Finegan, Shamian and Wilk (2000) which is theoretically based

on the structural empowerment model of Kanter (1993) was used.

The validity and reliability analyses of the questionnaire were carried out by
Stirgevil et al. (2013) and it was stated that in confirmatory factor analysis the factor

structure of the scale has yielded good adaptive values.

In the original scale of Conditions of Work Effectiveness Questionnaire-I1
(CWEQ-II), the concept of empowerment is measured through 19 items that were located
six factors entitled as “access to opportunity”, “access to information”, “access to
resources”, “access to support”, “formal power”, “informal power” (Laschinger; 2012).
The 5-point Likert scale is used to measure informal power through four items and other
factors through three items. Participants were asked to respond to questions within a scale
range of “1-none, 3-some, and 5-a lot”. High scores from scales indicate a high level of

structural empowerment in that organization (Laschinger, 2012).

To be used in the study, the original of the survey was obtained from Heather K.
Spence Laschinger on January 2015 via electronic mail together with a user guide and
permission form. This study was based on the original scale and the employee’s perception
of structural empowerment (“access to information” factor with four items, other five
factors with three items) was measured through a total of 19 items. The range of structural

empowerment survey is between “1-none, 6-much”.
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2.2.2. Psychological Empowerment Scale

In this study, the psychological empowerment perception of the employee was
measured using Psychological Empowerment Instrument (PEI) developed by Spreitzer
(1995). The confirmatory factor analysis conducted by Laschinger et al. (2001) showed
that the factor structure of the psychological empowerment content is acceptable

(Laschinger et al., 2003).

In the original scale, the participants were asked by the 5-point Likert scale to
specify their perceptions of psychological empowerment by marking one of the following:
"1 — | certainly do not agree, 2 - | do not agree, 3 - Neither agree nor disagree, 4 - | agree, 5
- | certainly agree™ The high scores be obtained indicate the participants' high perception of

psychological empowerment.

To be used in the study, the original of the survey permission was received from

Gretchen Spreitzer on December 2014 via electronic mail.

Just as it is in the original scale consisting of four factors and twelve expressions
such as “meaning”, “competence”, “self-determination” and “impact”, each factor is
measured by three items also in this research. In this study, participants were asked to
answer the questions in the survey on a 6-point Likert type ranging from "1- | certainly

don’t agree, 6- | certainly agree".
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2.2.3. Empowering Leader Behaviours Scale

"Empowering Leader Behaviour Questionnaire” of Konzcak et al. (2000) was
used to measure the perception of empowering leader behaviour. The validity and
reliability test of the scale was carried out by Konzcak et al. (2000) and it was stated that

the factor structure was acceptable.

In the original scale, 7-point Likert scale was used to specify their perceptions of
empowering leader behaviours by marking one of the following: "1 -strongly disagree, 7 -
strongly agree™. Empowering leader behaviour was assessed by the sum of the participants’
responses to each statement and the score for empowering leader was achieved. A high
score indicates that the leader demonstrates empowering leader behaviours in the

organization.

Just as it is in the original scale consisting of six factors and seventeen items, such
as “delegation of authority”, ‘“accountability”, “self- directed decision-making”,
“information sharing”, “skill improvement”, and “coaching for innovative performance”,
were measured (“information sharing” with two questions, other five factors with three
questions). This study, participants were asked to answer the questions in the survey on a

6-point Likert scale ranging from "1- I certainly don’t agree, 6- | certainly agree".

To be used in the study, the original of the survey was obtained from online article
of Konzcak (2000). In the empowering leader survey, employees assess managers'

empowering behaviours and managers assess their own behaviours in this context.
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Table 7

Structure of Measuring and Sample Items

Survey Factors # of items Sample Items
in each
dimension
Opportunity 3 My work prepares me for an upper position
Structural and new tasks.
Empowerment Information 4 I can access the information necessary for
my job in the organization.
(6 factors) Support 3 I can get specific support for issues that |
need improvement.
(19 items) Resource 3 The physical resources and equipment that
I need for work are available.
Formal Power 3 | see the contribution of my work to the
goals of the organization.
Informal Power 3 The work I do makes me the person that
my managers look for when they need.

) Meaning 3 The activities | carry out within the scope
Psychological of my work make sense to me.
Empowerment Competence 3 I am confident that I have the capacity to

carry out work related activities.
(4 factors) Self 3 I decide how I will do my work, to a large
) Determination extent.
(12 items) Impact 3 I have significant control over the work
done in the department | work in.
Empowering Delegation of 3 Authorizes me to make decisions that will
Leader Behaviour ~ Authority help me improve my work processes and
procedures.
(6 factors) Accountability 3 Keeps me responsible for the performance |
show and the consequences.
(17 items) Self-Directed 3 Encourages me to overcome the problems |
Decision Making face in my work by producing my own
solution.
Information 2 Shares with me the information I need to
Sharing work at high quality.
Skill 3 Allows me to explore the new
Development technologies, processes, techniques and
product ideas.
Coaching for 3 Leads me to finding the right thing, instead

Innovative
Performance

of blaming me for making mistakes.
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2.3. Procedure

The research was started by giving detailed information to Istanbul Bilgi
University ethics committee about the subject, objective, sampling of the research, and
measurement tools to be used. Upon ethics committee approval from the university, all
information about the research, research questions and surveys were sent by e-mail to the
Human Resources Management Department of the bank where the research was to be
carried out and data collection started with permission from the Board of the targeted bank.
The questionnaires were sent to the Managers of Ankara (Headquarter) and Istanbul
(Region) Human Resources Department via the Head of Department of Human Resources.
Detailed information on questionnaires were sent to the human resources managers who
acted as contact person for data collection in Ankara and Istanbul. The questionnaires were
administered via e-mail to the managers and employees working in Ankara and Istanbul. In
each questionnaire, firstly informed consent form was presented. In the form, the objective
and confidentiality of the questionnaire were stated and it was emphasised that the
participant can withdraw from the study at any time, would participate by complete
consent in order to contribute to the scientific research and may fill the questionnaire
anonymously. Participants were asked to fill out the questionnaire they had received in
their available time, on paper by printing out the survey form. The completed questionnaire
forms were left to the boxes in the bank and the questionnaires collected from Ankara and

Istanbul were delivered to the researcher in sealed envelopes.
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2.4 Analysis of Data

Questionnaire data used in the research were subjected to statistical analysis using
the SPSS 20.0 program. The statistical significance level of the data was considered as 5%

(p = 0.05).

In this study, exploratory factor analysis (Can, 2015) was used to question the
relationships between the items of each scale that constitute the survey. Separate reliability
analyses were performed for each sub-factor that emerged as a result of factor analysis.
Cronbach Alpha model was used for reliability analysis. Cronbach Alpha is the adaptive
value based on the correlation between the items and shows the total reliability level of the

items under the factor.

Each survey was subjected to exploratory factor analysis using the principal axis
factor analysis method with direct oblimin rotation. In the study, the Kaiser-Meyer-OlKkin
test, of which "values and interpretations™ are included in Table 8, was used in order to
demonstrate the adequacy of inter-variables correlations in the sampling adequacy of the
empowerment factors and the Barlett sphericity test was used in order to demonstrate
whether there is a sufficient relationship between factors (Durmus, Yurtkoru, & Cinko,

2011).
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Table 8

KMO Values and Comments

KMO Values and 0.80 and above Excellent
Interpretations 0.70-0.80 Good
0.60 - 0.70 Medium
0.50 - 0.60 Bad
Below than 0.50 Unacceptable

The relationship  between structural empowerment and psychological
empowerment were examined through the sub-factors after the factor analysis and finally,
mediating role of empowering leader behaviour was examined by analyzing holistically the
relationship between the empowering leader behaviour, structural empowerment and
psychological empowerment. The correlation, t-test, ANOVA and regression analysis
required by hypothesis were performed. Frequency distribution analysis was used for

demographic characteristics.
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Section 3- Results

Before starting testing of the hypothesis in the study, factor analysis was
conducted to determine the structural characteristics of the scales. Cronbach Alpha internal
consistency analyses were carried out on the new factors that resulted from the factor

analysis.

In the second stage analysis in the study, the testing of hypothesis was started and
correlation was conducted in order to see relationship between structural, psychological
and empowering leader behaviours in the new factors obtained from the factor analysis;
regression analysis was applied in order to identify mediating role of empowering leader
on the structural and psychological empowerment; and t-test and ANOVA statistical tests
were conducted in order to examine the relationship between the sub-factors of structural,

psychological empowerment, and empowering leader.

3.1. Factor Structure and Reliability Analysis of the Scales

Factor structure of all scales was conducted by Principal Axis Factoring with
Direct Oblimin rotation. Principal Axis Factoring was preferred because the scales of the
current thesis had an underlying structure which is theoretically designed by their original
developers. Moreover, direct oblimin rotation was preferred which aims to bring out the
factors from multiple items by assuming that these extracted factors will be correlated with
each other (i.e, share variance) since most of the time for psychological construct this is the

case (Costello & Osborne, 2005).
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In factor analysis, initial review of the analysis was done by checking the Kaiser
Meyer Olkin (KMO) analysis and Barlett Test of Sphericity for all three scales to check if

data set was suitable for factor analysis (Durmus et al., 2011).

Internal consistency was tested by Cronbach's Alpha. The scale is accepted to be

reliable when Cronbach's Alpha value is 0.70 or higher (Durmus et al., 2011).

3.1.1. Structural Empowerment (SE)

As a result of the factor analysis conducted by Principal Axis Factor Analysis
with Direct Oblimin rotation, it was seen that items 2a and 16a did not fit under any factor.
Moreover, it was observed that items 18a and 19a constitute the third factor. In the second
phase; in addition to the items which are not under any factor and the item which is loaded
on two factors, the items which create a third factor in themselves (18a and 19a) were
removed and factor analysis was repeated. At the point reached, it was determined that
items 5a, 4a, 6a, 3a, 7a, 11a and 16a are under the first factor, and 10a, 14a, 15a, 13a, 9a,
17a and la are under the second factor. Items 2a, 8a, 12a were removed from the scale
because of the factor loads and items 18a, 19a were excluded because of forming a
separate factor on their own, and the scale consisted of 14 items. As a result, the scale

yielded a two-factor structure.
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Table 9

Factor Structire, Expressions and Factor Loads of Structural Empowerment

Factors Item Items Factor
No Load
Factor 1 5a | can access the information necessary for my job inthe .88
organization.
Employee’s 4a | can access the necessary information about the current .87
Access to situation of the organization
Information 6a | know the priorities of top management. .60
Variance 3a | am able to use the information and skills I have, inthe .59
L work processes.
E;%Ig;/r;ed. 7a  Corporate goals are shared transparently and clearly. .56
11a Physical resources and equipment that | need for work .52
Alpha are available.
Coefficient: 16a | see the contribution of my work to the goals of the .42
0.87 organization.
Factor 2 10a | am given ideas that make it easier to work in difficult .73
situations.
gesources and 14a | am rewarded when | do innovative work that .67
upport .
Improving the contributes to WOI’k' results. o _ _
Emol 15a | have the working flexibility I need in business .66
ployee
processes.
Vari 13a | get extra human resource support when unexpected .63
ariance
Explained: works emerge. - .
9,550 9a I can get specific support for issues that | need .60
improvement.
Alpha 17a In cases of new implementations, process changes, etc. .59
Coefficient: for work, | have the flexibility to get the support | need
0.85 from the experts outside the organization.
la My work prepares me for an upper position and new 46
tasks.
Kaiser Meyer Olkin Scale Validity 0.88
Barlett Globality Test Chi square 1289.59
Sd 91
p 0.00

Such findings presented a structure different from the original structural

empowerment scale composed of six factors. The resulting two-factor new structure
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clarifies 55.41% of the variance in this scale. Thus, the scale gained a two-factor structure
(internal consistency= 0.91) called “employee’s access to information” (internal
consistency=0.87) and "resources and support improving the employee” (internal
consistency=0.85). Final structure converted to a scale consisting of 14 items. The factor

loads of the perceived structural empowerment scale are shown in Table 9.

The descriptive analysis results on the average scores of each factor throughout

the sample according to this factor structure are given in Table 10.

Among the structural empowerment dimensions, while “employee’s access to
information” had the highest average (X = 4.27; sd = 1.07), the employee's perceptions of
“resources and support improving the employee” is ranked as the second (X= 3.51; sd =

1.13).

Table 10

Descriptive Statistics of Structural Empowerment

N Minimum Maximum X S.td'.

Deviation
Structural Empowerment (SE) 184 1.43 6 3.90 1.02
Employee’s access to information 190 114 6 497 1.07

(SE-information)

Resources and Support

Improving the Employee 192 1.0 6 3.51 1.13
(SE-support)

The structural empowerment factors repeated t-test results showed that the
employee’s perception of level of “employee’s access to information” was statistically and

significantly higher than the employees' perception of “resources and support improving
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the employees” [t (183) = 11.36, p = .000; (n = 184, Xse-information = 4.27, sd = 1.08, Xsg-

support — 3.53, sd :114]

3.1.2. Psychological Empowerment (PE)

Exploratory factor analysis and internal reliability tests were conducted for the
validity of psychological empowerment scale. As a result of the factor analysis conducted
by Principal Axis Factor Analysis with Direct Oblimin rotation when the values of factors
with common variance were examined, it was seen that the item 10b did not fit under any
factor; it was removed from the scale because of the factor load and the factor analysis was
repeated; and a three factor structure with Eigen values greater than 1 was obtained. Two
variables 11c, 12c from the effect factor loaded in the self-determination factor — effect
and self-determination factor were combined — and a three-factor structure emerged,
unlike the four-factor structure defined in the original scale. Final structure converted to a

scale consisting of 11 items.

The items measuring the employee's Psychological Empowerment perception
were grouped into three factors as "meaning of work™ (internal consistency=0.90), "self-
efficacy” (internal consistency=0.82) and "autonomy" (internal consistency=.86) explains
73.59% of the variance in the scale model (average internal consistency of the scale =

0.87).
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Table 11

Psychological Empowerment Factor Structure, Expressions and Factor Loads

Factors Item No Items
Factor
Loads
Factor 1 3b When I look holistically, the work I'm .95
doing makes sense for me.
Meaning of Work 2b The activities | carry out in the context of .86
Variance Explained: 44.00% work are meaningful to me.
Alpha Coefficient: 0.90 1b My work is important to me. 176
Factor 2 4b | trust my talents in terms of carrying out .90
Self-efficacy my work.
Variance Explained: 16.85% 5b I am confident that | have the capacity to .86
Alpha Coefficient: 0.82 carry out the work related activities.
6b I am really competent in terms of skills .57
required for my job.
Factor 3 9b I am the authority to manage operational .85
processes in the work.
Autonomy 7b | decide how I will do my work, to a large .78
Variance Explained: 12.74% extent.
Alpha Coefficient: 0.86 8b I plan my business processes myself. 71
11b I have significant control over the work .67
done in the department I work in.
12b My opinion is frequently asked for the .56

work done in the department | work in.

Kaiser Meyer Olkin Scale Validity
Barlett Globality Test Chi square

sd
p

.82
1251.56
55

0.00

As can be seen in Table 11, the three factors explain 73.59% of the total variance.

The descriptive analysis results of the average scores of each factor throughout the sample

are given in Table 12 below.
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Table 12

Psychological Empowerment Descriptive Analysis

N Min. Max. X SD
Psychological Empowerment (PE) 196 2.18 6 4.46 0.86
Meaning of Work 196 1.00 6 4.84 1.19
Self-Efficacy 201 2.33 6 5.22 0.81
Autonomy 201 1.00 6 3.76 1.20

The results of repeated ANOVA of psychological empowerment showed a
statistically significant difference between the average scores of the three sub-factors
[F (2, 390) = 152.96, p = .000]. Among the factors, while employee’s “self-efficacy” had
the highest average (Xpeseireficay= 5.22, Sd = .81), it was followed by the “meaning of
WOrK” (Xpe-meaning of work = 4.84, sd = 1.19); it was observed that the employee’s evaluation on

the “autonomy" he/she has in the work had the lowest average (Xpe-autonomy= 3.76, sd = 1.20).

3.1.3. Empowering Leader Behaviour (ELB)

When Principal Axis Factor Analysis with Direct Oblimin rotation was conducted,
a three factor structure was observed in which the item 6¢ loaded on both factors. When the
item 6¢ was removed from the scale and the factor analysis was repeated, factor loads of
items 5¢ and 4c were found to be below .40. In the third phrase of the factor analysis, 5¢
and 4c were also removed in addition to item 6¢ and 14c, and a two-factor structure
consisting of 14 items has been achieved in which the items 14c, 16¢, 10c, 11c, 13c, 17c,
12c, 15¢, 7c and 9c are under the first factor and the items 1c, 2c, 3c and 8c are loaded

under the second factor.
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Table 13

Empowering Leader Factor Structure, Items and Factor Loads

Factors Item No Items Factor
Loads
Factor 1 14c Allows the information and skills A
development to be kept as a priority in our
Encouraging Leader department.
16¢ Encourages me to test new ideas even .88
Variance Explained: though it may be unsuccessful.
66.36 10c Shares with me the information I need to .85
work at high quality.
Alpha Coefficient: 11c Gives me the information | need to meet .83
0.95 the customer needs.
13c Provides opportunities for me to improve .82
new skills.
17c Leads me to finding the right thing, instead .80
of blaming me for making mistakes.
12c Allows me to explore the new .79
technologies, processes, techniques and
product ideas.
15¢ Allows me to work without hesitating to 74
make mistakes.
7c Helps me finding the solution instead of 12
presenting solutions for the problems
related to work.
9c Encourages me to overcome the problems | .69
face in my work by producing my own
solution.
Factor 2 1c Authorizes me to make decisions that will .99
help me improve my work processes and
Authorizing Leader procedures.
2C Authorizes me to make any necessary .95
Variance Explained: changes to the work.
8.1 3c Gives the necessary powers for the 81
responsibilities | take.
Alpha Coefficient: 8c Relies on my decisions regarding the 44
0.93 conduct of the work.
Kaiser Meyer Olkin Scale Validity .93
Barlett Globality Test Chi square 2698.62
sd 91
p 0.00
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The survey measuring employees’ perception of their managers the empowering
leader behaviours yielded a two-factor structure with an Eigen value greater than 1 and
clarified 74.46% of the total variance (internal consistency=0.96). Three expressions were
excluded from the scale due to the item loads and finally the empowering leader scale
consisted of 14 expressions. The items in each factor were read and the first factor was
named “encouraging leader" and the second factor was named as the “authorising leader".
The Croanbach Alpha (a) values were used to calculate the internal competencies of the
factors. These values are respectively “"encouraging leader™ (internal consistency=0.95) and
"authorising leader” (internal consistency=0.93). The results of the empowering leader
factor analysis are shown in Table 13 which summarizes the factor loads of the perceived
empowering leader behaviours scale.

The descriptive analysis of the average scores of each factor for empowering

leader behaviours throughout the sample are given in Table 14 below.

Table 14

Descriptive Statistics of Empowering Leader, Manager, and Employee Perceptions

N Minimum Maximum X S.td'.
Deviation
Managers’ Perception
Empowering Leader 50 4.00 5.79 5.05 44
Encouraging Leader 50 3.80 6.00 5.12 0.50
Authorizing Leader 50 3.75 6.00 4.89 0.49
Employees’ Perception
Empowering Leader 186 1.00 5.57 3.94 1.15
Encouraging Leader 187 1.00 6.00 4.30 1.26
Authorizing Leader 196 1.00 6.00 4.11 1.32

In the factor of encouraging leadership, while the average of managers is 5.12 (sd

= 0.50) for their own; average of employees’ perception as they evaluate their managers’
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1.26). In the factor of “authorizing

“encouraging leadership” characteristics is 4.30 (sd

leadership”, managers (Xeis-autorizing-managers—= 4.89, sd = 0.49) rated themselves higher than
the employees' evaluations for their managers (X eig-autnorizing-employees=4.11; sd = 1.32) and
assessed themselves higher in demonstrating an authorizing approach. So that managers’
evaluation for “encouraging leadership” is higher than “authorising leadership”. Overall,
on empowering leadership level, managers (Xeig-managers= 5.05, sd = 0.44) rated themselves
higher than the employees' evaluations for their managers (Xeig-empioyees=3.94; sd = 1.15) and

assessed themselves higher in demonstrating an empowering leadership as an overall

construct (Table 14).

In order to test the statistical significance of the difference between” authorising”
and “encouraging leadership” by managers themselves repeated t-test was conducted.
Repeated t-test results for the managers showed statistically significant difference [t (49) =

3.18, p=.003; (XELB-authorizing =4.90, sd = .50, XELB-encouraging =512, sd= -50]-

Similarly, repeated t-test was conducted for the results of employees showed that
the” encouraging leader” and “authorizing leader” scores were statistically and
significantly different [t (185) 2.68, p = .008 (XeLp-authorizing =4-12, sd = 1.35, Xe| p-encouraging
= 4.30, sd = 1.26]. So that employees’ evaluation for “encouraging leadership” is higher

than “authorising leadership”.
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3.2. Correlations Among the Factors of Structural Empowerment, Psychological

Empowerment, and Empowering Leader Behaviours

In this phase of the analysis, the analysis focused on whether the three factors of

empowerment are correlated or not.

3.2.1. Relationship between Structural Empowerment and Empowering Leader

Behaviours

Factors of structural empowerment and empowering leader ( Table 15), there is a

statistically significant relationship between all factors.

Table 15

Correlation between Structural Empowerment (SE) and Empowering Leadership (ELB)

X sd 1 2 3

1.SE-Employee’s access to information ~ 4.27 1.07
2.SE- Resources and support improving

the employee 3.51 1.13 .68**
3.ELB- Encouraging leadership 448 119 67** B1**
4.ELB-Authorizing leadership 427  1.24 52** 45%* T75%*

** n<0.01; p<0.05

It is seen that there is a relationship between the “employee's access to
information” and perception of the empowering leader's “encouraging” role (r =.671; p
=.000). There is a relationship between the “employee's access to information” and
perception of the empowering leader's “authorizing” role (r=.524, p =.000). There is a
relationship between the “resources and support improving the employee” and empowering

leader's “encouraging” role (r=.619; p=.000). There is a relationship between the
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“resources and support improving the employee” and empowering leader's “authorizing”

role (r=.451; p=.000).

3.2.2. Relationship between Empowering Leader Behaviours and Psychological

Empowerment

When Table 16 is examined, it is observed that there is a statistically significant
relationship between all the sub-factors of empowering leader and psychological

empowerment.

Table 16

Correlation between Empowering Leader (ELB) and Psychological Empowerment (PE)

X sd 1 2 3 4
1.ELB-Encouraging 4.48 1.19
leadersip
2.ELB-Authorizing 4.27 1.24
leadership I5**
3.PE-Meaning of work 4.84 1.19 527 437
4.PE-Self-efficacy 5.22 81 25" 347 407
5.PE-Autonomy 376 120 427 63" 42" 377

** n<0.01; *p<0.05

There is a relationship between the “encouraging” role of empowering leader and
the “meaning of the employee's work™ (r=.520, p=.000) ; between the “authorizing” role

of empowering leader and the “meaning of work” (r=.434, p=.000).

There is a relationship between the “encouraging” role of empowering leader and
the employee's “self-efficacy” and (r=. 250, p=.000); between the “authorizing” role of

empowering leader and the employee's “self-efficacy” (r=.341, p=.000).
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There is a significant relationship between the “encouraging” role of empowering
leader and the “autonomy” employee has in his/her work (r = .425, p = .000); between the”
authorizing” role of empowering leader and the “autonomy” employee has in his/her work

(r=.637, p =.000).

When we consider the relationship between the factors of psychological
empowerment and empowering leader, it is observed that the lowest correlation is between
the employee's “self-efficacy” and overall “encouraging” leadership behaviour (r=.250,
p=.001) and the highest correlation is between the approach of “authorizing leader” and the

“autonomy” that employee has in his/her work (r=0.637, p=.000).

3.2.3. Relationship between Structural Empowerment and Psychological

Empowerment

It is observed that there is a statistically significant relation between all the factors

of structural empowerment and psychological empowerment as shown in Table 17.

Table 17

Correlation between Structural Empowerment (SE) and Psychological Empowerment (PE)

X sd 1 2 3 4
1. Employee’s access to information ~ 4.27 1.07
2. Resources and support improving 3.1 113
the employee .68**
3. Meaning of work 4.84 1.19  B1**  42%*
4. Self-efficacy 5.22 .81 33** 17*  40**
5. Autonomy 3.76 120 43**  36**  42%* 37+

** n<0.01; *p<0.05

42



According to these findings, the highest correlation is between the “meaning of
work” and the “ employee’s access to information”. There is a relationship between the
“employee's access to information” and the “meaning of work” (r=0.516, p=.000).
Likewise, there is a correlation s between the employee's access to “resources and support
improving the employee” and the “meaning of work” (r = 0.422, p = .000).
Similarly, there is a correlation between the “employee's access to information” and the
employee’s “self-efficacy” (r = 0.330; p = .000). In the same way, there is a correlation
between the employee's access to “resources and support improving the employee and the
employee’s “self-efficacy” (r = 0.170, p = .000). By the same token, there is a correlation
between the “employee's access to information” and the “autonomy” employee has in
his/her work (r = 0.434; p = .000). Another correlation between the employee's access to
“resources and support improving the employee” and the “autonomy” employee has in

his/her work (r=0.368, p = .000).

The lowest correlation was found between the factors of employee’s “self-
efficacy” and the “resources and support improving the employee” (r=0.17, p=.019); and
the highest correlation was between the “meaning of work” and “employee’s access to

information” (r=.516, p=.000).

3.2.4. Comparison of Empowering Leader Behaviour Perceptions of Employees and

Managers

As a result of the independent sample t-test conducted in order to compare the
level of perceptions of managers and employees on empowering leadership behaviours

(Table 15), it was found that the perceptions of managers and employees on empowering
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leadership behaviours were significantly different [t (206.211) = 10.610]. Accordingly, the
level of perceptions of managers on empowering leadership behaviours (Xmanagers= 5.05;
sd=0.44) is higher than the employees' level of perceptions of empowering leader

(Lamployees=3.94; sd = 1.15).

As a result of independent sample t-test conducted to see the self-evaluation of the
managers showed a statistically significant difference from the evaluation of the employees
about managers, in both “encouraging” and “authorizing” factors of the empowering leader

behaviour.

3.2.5. Mediating Effect of the Empowering Leader Behaviour on Structural

Empowerment and Psychological Empowerment

The correlation analysis in the previous section statistically determines whether
there is a relationship between two variables. Regression analysis determines how a
variable is explained by other variable/variables (Durmus et al., 2011). Baron and Kenny’s
(1986) approach was used to examine the mediating role of empowering leader behaviours

between structural empowerment and psychological empowerment (Figure 2).
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Empowering Leader
e Encouraging Leader
e Authorizing Leader

Psychological Empowerment
e Meaning of Work

o Self-efficacy

e Autonomy

Structural Empowerment

® Employees’ Access to Information

o Resources & Support Improving the
Employee

v

Figure 2 Empowering Leader’s Mediating Role in the Relation between Structural and

Psychological Empowerment

Findings obtained as a result of regression analysis showed that empowering
leader behaviours play a partial mediating role between structural empowerment and
psychological empowerment (Table 18). As seen in Table 18, the employee's perception of
empowering leader is a statistically significant predictor for psychological empowerment
(Beta=0.587) and structural empowerment (Beta=0.688). Analyzing the contribution of
perception of empowering leader and structural empowerment variables together on
psychological empowerment; the significant predictive power of empowering leader
continues in the same way (t=5.424, p = .000); the contribution level of structural
empowerment decreases and statistical significance decreases (Beta=.191; p=0.024). It is
understood that the perception of empowering leader plays a partial mediating role
between structural empowerment and the employee's perception of psychological

empowerment.
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Table 18

Regression Analysis of Empowering Leader’s Mediating Role in the Relation between

Structural and Psychological Empowerment

Dependent Standard t- Correc

Independent Variable  Variable Beta value p tedR? F p
ELB PE

.58 9.7 000 .34 9416 .000
SE ELB .68 12.48 .000 .47 155.69 .000
SE PE 53 844 .000 .28 71.25 .000
SE and ELB PE .35 48.7 .000
ELB 45 5.42 .000
SE 19 227 .02
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Section 4- Discussion and Conclusion

This section includes firstly the summary of findings obtained as a result of the

research, then implementation and finally limitation and future research recommendation.

4.1. The Research Findings

There is a confusion on the definition of empowerment creates confusion in the
literature on the definitions of structural, psychological and empowering leader. As a result
of this research, firstly the concept of empowerment is defined in three different but
complementary factors, organizational, managerial and employee factors - by the concepts
of structural, psychological and empowering leadership -, for the ones who will study in

this area.

According to the relevant literature survey, Kanter (1993) described structural
empowerment as the preparation of the workplace environment that affects employees'
work behaviors, in six factors including “opportunity”, “resources”, “information”,

“support”, “formal” and “informal power”.

Spreitzer (1995) defined psychological empowerment in four factors. At first the
employee finds his/her work “meaningful” for himself/herself, for the organization and for
the society. Afterwards employee relies on his/her “competences” while doing the work,
acting “autonomously” while taking the decisions in the work. Later employee sees the

“effects” of his/her decisions in the business outcomes.
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Konczak et al. (2000) defined empowering leader behaviors under six main
headings as to “authorize the employee”, to hold the employee “accountable” for business
outcomes, to enable the employee “making free decisions” about his/her work, to “share
the information” necessary for the employee to perform his/her work with high
performance, to “support” the employee for developing his/her competencies and to

“coach” the employee for enabling to have innovative approach.

In this study secondly, as a result of structure and reliability analysis of the scales,
structural empowerment, which was described in six factors by Laschinger et al. (2001),
emerged as two factors in our study; (a) “employee’s access to information” and (b)
“resources and support improving the employee”. These two factors that are obtained in
this study were mentioned by Kanter (1993) as organizational empowering tool such as
“lines of supply”, “lines of information”, and “lines of support”. Moreover these two
factors underline Kanter’s definition of structural empowerment that is empowerment is
the preparation of the workplace environment that affects employees’ work behaviours.
Such situation supports the finding of the study "employees’ access to information has a
significant effect on the empowerment"” by Spreitzer (1996) conducted by 393 mid-level

managers from 50 organizations to determine the factors that influence empowerment.

Psychological empowerment which was developed in four factors by Spreitzer
(1995) in the article, submitted a three-factors in our work; (a) “meaning of the work”, (b)
“self-efficacy” and (c) “autonomy of employee” has in his/her work. In his study on

personnel empowerment conducted in manufacturing industry enterprises, Cavus (2008)
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concluded that the factors of psychological empowerment are under three factors as

“meaning”, “self-efficacy”, and “autonomy” as we have concluded in our study.

Empowering leader behaviours studied by Konzack et al. (2000) in six factors was
located under two factors in our study; (a) “encouraging leader” and (b) “authorizing
leader”. Such situation presents the empowering leader characteristics which we tried to
identify its role in our study, as authorizing and empowering and leads us to define the
leader as "the person who empowers the employee with any authority for his/her work and

who encourages the employee to his/her work ".

In this study thirdly, the structural empowerment factors’ (“employees’ access to
information” and “resources and support improving the employee) repeated t-test results
showed that the employees' perception of level of “employee’s access to information” was
statistically and significantly higher than the employees' perception of “resources and

support improving the employees”.

The results of repeated ANOVA of psychological empowerment (“meaning of
work", “self-efficacy" and "autonomy”) showed a statistically significant difference
between the average scores of the three sub-factors. Among the factors, while “self-
efficacy” had the highest average, it was followed by the “meaning of work” and it was
observed that the employee’s evaluation of the “autonomy” he/she has in the work had the

lowest average.

As a result of the independent sample t-test conducted in order to compare the

level of perceptions of managers and employees on empowering leadership behaviours it
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was found that the perceptions of managers and employees on empowering leadership
behaviours were significantly different. Accordingly, the level of perceptions of managers
on empowering leadership behaviours is higher than the employees' level of perceptions of

empowering leader.

The correlation with the highest effect in our study was between the “meaning of
the work” among the psychological empowerment sub-factors and the “employee’s access
to information” among the structural empowerment factors. As the employee is given
information about the goals of organization and his/her performance and as employee’s
access to such information is made easier, the employee will find his/her work more
meaningful, feel more valuable and stronger. This underscores the importance of timely
and accurate feedback, which we know from management theories, on the employee’s

feeling of empowered.

Another correlation with the high effect level in our research was between the
approach “encouraging” the employee among the empowering leader sub-factors and the
“employee’s access to information” among the structural empowering factors. This result
indicates that information should be shared with the employee in order to be successful in
implementation of the empowerment (Kocel, 2014). In the organizations, sharing of
information with employees together with encouraging leader behaviours will be important

for the employee to feel empowered.

In our research, the “employee’s access to information” which has the highest
correlation in both the psychological empowerment and empowering leadership sub-

factors, supported the theory “empowerment would be possible by the “employee’s access
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to information”, “resources and support in the organization” of Kanter (1993) who

underlined the importance of “employee’s access to information” in empowerment.

The lowest correlation in the study is observed in; a) support improving the
employee and leadership authorizing the employee and, b) employee’s belief to his/her
competencies and encouraging leadership. Therefore, the actions to be taken in the factors
of authorizing approach and encouraging leadership should be determined and applied
correctly by the manager according to the needs of the employee. Such issue points to us
that there should be no standard empowering practices and that a standard leadership
situation should not be the matter and, suggests the importance of situational leadership

concept among the management theories.

In this study fourthly, it is found that “there is a relationship between structural
empowerment and leadership behaviours” and these findings supported the results of

research which was conducted by Laschinger et al. (2004).

The relationship  between structural empowerment and psychological
empowerment™ was determined and our findings supported the previous research showing
that there is a strong relationship between structural and psychological empowerment

(Laschinger et al., 2003, 2004).

Similarly, the research conducted by Kerse and Karabey (2014) on 114 Ziraat
Bank employees in the provincial centers of Erzurum and Giimiishane showed that there is
a positive, strong and significant relationship between structural empowerment and

psychological empowerment.
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In our research, it was observed that bank employees felt psychologically
empowered when they had access to structural empowerment resources. This shows us that
the work environment to be provided to the employee should be arranged in a way to have
information, resources and support for improving the employee. It is considered that, in a
working environment designed in such way, the employee will find his/her work
meaningful, his/her self- efficacy will increase and become more autonomous in his/her

work.

In the research, the relationship between empowering leader and psychological
empowerment was confirmed by our study. Similar findings were obtained by Arslantas
(2007) as a result of analysis of the data obtained from 233 people working in a company
manufacturing durable goods and it was observed that there is a significant relationship
between empowering leader and psychological empowerment. The results of our study
supported Konczak et al.’s (2000) findings stating that there is a positive relationship

between empowering leader and psychological empowerment.

In the research, it was seen that there was statistically significant correlation
between structural empowerment, empowering leader and psychological empowerment.
This finding is consistent with the results obtained in previous studies (Bahron & Jimenez
2010; Boonyarit et al., 2010; Menon & Pethe 2002) and showed that it is necessary to
address these three factors at the same time for a comprehensive study of empowerment

(Honold, 1997; Kogel, 2014; Menon, 2001).

The hypothesis of our research claimed that "the perception of empowering leader

has partly mediating effect between structural empowerment and psychological
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empowerment™ and revealed that structural elements can trigger the leader's empowerment
approach and the leader will show an attitude that empowers the employee. The more
empowered leader, the more empowered employees the organization has. In case of having
chance to access information and resources, support, leader feels more empowered and in

turn show more empowering behaviours. (Kanter, 1994)

The research indicates that the empowerment is “a manager who really wants to
share his power in order to empower the employee, an employee who looks for sharing
power and a business structure that allows doing so” (Kabak, 2014). Research has provided
a holistic view that is lacking in the literature, by approaching to the empowerment through
both the structural terms and the employee's psychological needs, as well as the leader

characteristics.

When we evaluate the research findings within the framework of hypotheses, it

was seen that the hypothesis put forward has been partially confirmed.

4.2. Implications for Research

As a result of this research, the scales used in this research and other researches
related to this phenomenon were reviewed both in terms of translation and structure and
have been transformed into more functional tools for the future studies. The concept of
empowerment, which is being measured with 16 factors and 48 items in the research, has
been turned into a way to be measured by means of a renewed empowerment measurement

tool with 7 factors and 39 items, based on this research.
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4.3. Implications for Practice

From these research findings, it is possible to make many conclusions about the
implementation in business life. It firstly provides information on empowerment with clear
definitions and then provides a tool to measure the level of empowerment in their
organization, to the authorities of the human resources and organization departments.
Ultimately, it presents a pilot study showing the factors of empowerment to managers who
want to empower their employees in terms of structural, psychological empowerment and

empowering leader with a holistic approach.

This research is a supplementary reference to help the leaders to understand their
management style, to see their development areas, to build up empowerment strategies and

to coach their employees.

This research, on one side shows the leadership features ( encouraging the
employee and authorizing the employee to believe in his/her competencies, in order to
improve the employee) and on the other side emphasizes the importance of leader in the
structural and psychological empowerment of the employee. It, on one hand, states the
criteria for recruitment for leadership positions to the authorities of recruitment
departments of the organizations and on the other hand suggests training topics for the

leader training program to the authorities of training departments.

4.4. Limitations and Future Research Recommendations

The results of the research show that there is a difference between the perception

of managers and employees about empowering leader behaviours. We see that managers’
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perception level on empowering leader behaviours (X= 5.06; sd = 0.44) is significantly
higher than the employees’ perception level on empowering leader behaviours (X= 3.94; sd
= 1.15). Elbeyi (2011) has found similar findings in their study conducted in 114 hotels
operating in seven regions and on 641 managers and 1854 employees, on the subject
“comparison between managers’ and employees’ perception of empowerment™”. Such
finding points out that the empowerment should be investigated with new investigations in

terms of the effects on organizational processes and behaviours.

Important limitations of this study are that the research was limited to Ankara and
Istanbul provinces and no data was obtained from the Eastern Regional Directorates of the
organization that the survey was conducted on. It may be suggested that future studies

should be diversified with data from higher number of groups and different regions.

Performing the research only in the Public Bank is not enough for generalizing the
results obtained and it is suggested that the future studies should be carried out in private

banks and in other sectors such as education, transportation, tourism, etc.

In addition, it may be advisable to ones who will conduct study on this area, to

research if the age, sex and working years have any effect on the empowerment.
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APPENDIX A

Informed Consent Form

Dear Participant,

The objective of this study is to examine the perception of organizational processes. The research is being
carried out by Sema Gedik who is a master's thesis student on Organizational Psychology in Istanbul Bilgi

University, under management of Thesis Advisor Assist. Prof. Idil Isik.

A questionnaire is presented in this research. The questionnaire takes 15 minutes. Please do not write your
name on the questionnaire. Personal information of the participants will be kept confidential and the findings
will be used only by doing statistical analysis through the database to be generated by all the data collected
for scientific purposes. In order to protect anonymity in the questionnaire, you are not asked for the region or
city information in the questionnaire. It is very important that you answer all of the questions in terms of

validity of the collected data. On the other hand, you can stop the study without giving reasons.

If you have any questions after participating in the research or if you want to obtain the results of research,

you may contact Sema Gedik (semag69@hotmail.com).

I have read and understood the objective and content of the above study and | agree to participate in the

search.

This study has been approved by the Ethics Committee of Istanbul Bilgi University. The conditions for the

confidentiality of the study have been prepared as below:

The study is based on voluntary participation. Participants can quit any time during the questionnaire without

mentioning an excuse.

1. Name is not asked in the questionnaire.

2. Answers to the questions will be kept strictly confidential.
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3. Questionnaire results will be used for scientific purposes only.

4. Statistical analysis will be conducted on all data and no individual evaluation will be done.

5. In order to protect anonymity in the questionnaire, participants are not asked for the region or city

information in the questionnaire.

6. If it is asked, it will be given specific feedback on the result of questionnaire.

In this study, data are collected from both employees and managers. While employees are asked to fill three
parts of questionnaires that include structural, psychological and empowering leader behaviours questions;
managers are asked to fill only one questionnaire that includes empowering leader behaviours. In the
empowering leader questionnaire, employees assess managers’ empowering behaviours and managers assess

their behaviours in this context.
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APPENDIX B

Survey for Empowering Structural & Psychological and Empowering Leader Behaviour (Employee)

In terms of the reliability of the scientific research in this study, it is of utmost importance that you answer
the most appropriate option without skipping any question. We thank you for your valuable contributions to

the questionnaire and the time you will make to fill out the questionnaire.

PART I

Please answer the following questions.
1. Your gender: a) Female b) Male
2. Your age:
3. Your educational background:
a) High school b) Vocational school b) University
c) Master d) Doctorate
4. What is your department if the school you studied is a university?
5. When did you start your working life?
6. When did you start working at this organization?
7. Do you have any employees under you? a) Yes b) No

If yes, how many people?
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PART 11

A. In your current workplace, what is the level of each of the opportunities, resources, supports and

activities? Please read each line and circle the number that shows your idea.

N M
0 u
n Cc
e h
1 My work prepares me for an upper position and new tasks. 1 2 3 4 5 6
2 The trainings I get equips me with the knowledge and skills I need. 1 2 3 4 5 6
3 | am able to use the knowledge and skills I get, in my work processes. 1 2 3 4 5 6
4 I am able to access the necessary information about the current situation 1 2 3 4 5 6
of the organization.
5 I am able to access the information necessary for my work inthe 1 2 3 4 5 6
organization.
6 | know priorities of the top management. 3 4 5 6
7  Corporate goals are shared transparently and clearly. 3 4 5 6
8 I am able to get constructive feedback on the issues necessary to do my 3 4 5 6
job better.
9 lam able to get specific support for issues that | need improvement. 1 2 3 4 5 6
10 Ideas that make my work easier are given when | face difficultiessinmy 1 2 3 4 5 6
work.
11 Physical resources and equipment that | need for work are available. 1 2 3 4 5 6
12 I have enough time to do my work best. 1 2 3 4 5 6
13 | get extra human resource support when unexpected works emerge. 1 2 3 4 5 6
14 I am rewarded for doing innovative work that contributes to work 1 2 3 4 5 6
results.
15 I have the working flexibility I need in work processes 1 2 3 4 5 6
16 | see the contribution of my work to the goals of organization. 1 2 3 4 5 6
In cases of new implementations, process changes, etc. for work, | have 2 3 4 6
17 the flexibility to get the support | need from the experts outside the
organization.
18 The work | do makes me the person most of my friends refertowhen 1 2 3 4 5 6
they are jammed.
19 The work | do makes me the person that my managers look forwhen 1 2 3 4 5 6

they need.
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B. Please consider your current job at your organization and mark the option which best explains your

business orientation and tendency that you have developed towards your job. Please read each line and circle

the number that shows the level you agree with.

| certainly
don’t agree

| certainly
agree

© 0O N O O B~ W DN

= =
SN o

=
N

My work is important to me.

The activities | carry out in the context of work are meaningful to me.

When | look holistically, the work I'm doing makes sense for me.
I trust my talents in terms of carrying out my work.

I am confident that | have the capacity to carry out the work
related activities.

I am really competent in terms of skills required for my job.

I decide how I will do my work, to a large extent.

I plan my business processes myself.

I am the authority to manage operational processes in the work.

I make a significant contribution to the work done in the
Department | work in.

I have significant control over the work done in the department

I work in.

My opinion is frequently asked for the work done in the department
I work in.

e i

I e

N NN N DN DN

NN NN DN

W w w w w

W w w w w

B e T N~

R A T

o1 o1 o1 o1 O

o1 o1 o1 o1 O

D OO OO O O

o OO O O O
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C. Please answer each question below by circling the number that you think best describes your manager's

leadership behaviour. Please read each line by adding the expression "My manager" at the beginning of the

sentence and circle the number that shows the level you agree with.

>8 >
[ )] c
My manager, s 3 [
85 85
—_— -
1 Authorizes me to make decisions that will help me improve my work 1 2 3 4 5 6
processes and procedures.
2 Authorizes me to make any necessary changes to the work. 1 2 3 4 5 6
3 Gives the necessary powers for the responsibilities | take. 1 2 3 4 5 6
4 Wants me to account for the jobs | undertake 1 2 3 4 5 6
5 Keeps me responsible for the performance | show and the 1 2 3 4 5 6
consequences.
6 Keeps everyone in the department responsible for the customer 1 2 3 4 5 6
satisfaction.
7 Helps me finding the solution instead of presenting solutions for the 1 2 3 4 5 6
problems related to work.
8 Relies on my decisions regarding the conduct of the work. 1 2 3 4 6
9 Encourages me to overcome the problems | face in my work by 1 2 3 4 6
producing my own solution.
10 Shares with me the information I need to work at high quality. 2 3 4 5 6
11 Gives me the information | need to meet the customer needs. 2 3 4 5 6
12 Allows me to explore the new technologies, processes, techniques 2 3 4 5 6
and product ideas.
13 Provides opportunities for me to improve new skills. 2 3 4 6
14 Allows the information and skills development to be kept always as 2 3 4 6
a priority in our department.
15 Allows me to work without hesitating to make mistakes. 2 3 4 6
16 Encourages me to test new ideas even though it may be 2 3 4 6
unsuccessful.
17 Leads me to find the right thing, instead of blaming me for making 1 2 3 4 5 6

mistakes.
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Survey for Empowering Leader Behaviours (Manager)

In terms of the reliability of the scientific research in this study, it is of utmost importance that you answer
the most appropriate option without skipping any question. We thank you for your valuable contributions to

the questionnaire and the time you will make to fill out the questionnaire.

PART I

Please answer the following questions.

1. Your gender: a) Female b) Male

2. Your age:

3. Your educational background:

a) High school b) Vocational school ¢) University

d) Master e) Doctorate

4. What is your department if the school you studied is a university?

5. When did you start your working life?

6. When did you start working at this organization?

7. Do you have any employees under you? a) Yes b) No

If yes, how many people?
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PART 11

B. Please answer each question below by circling the number that you think best describes your leadership

behaviours.

| certainly
don’t agree

| certainly agree

10

11

12
13
14
15
16

17

I authorize my employee to make decisions that will help to
improve work processes and procedures.

I authorize my employee to make any necessary changes to the
work.

I give my employee necessary powers for the responsibilities
he/she takes.

I want my employee to account for the jobs he/she undertakes.

I keep my employee responsible for the performance he/she shows
and the consequences.

I keep everyone in the department responsible for the customer
satisfaction

I help my employee finding the solution instead of presenting
solutions for the problems related to work.

I rely on my employee for the decisions he/she takes regarding the
conduct of work.

I encourage my employee to overcome the problems he/she faces
in the work by producing his/her own solution.

| share with my employee the information he/she needs to work at
high quality.

I give my employee the information he/she needs to meet the
customer needs.

I allow my employee to explore the new technologies, processes,
techniques and product ideas.

| provide opportunities for my employee to improve new skills.

I allow the information and skills development to be kept always
as a priority in our department.

I allow my employee to work without hesitating to make mistakes.
I encourage my employee to test new ideas even though it may be
unsuccessful.

I lead my employee to find the right thing, instead of blaming
him/her for making mistakes.

[y

[ep]
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Goniillii Katilm Formu

Degerli Katilimc,
Bu arastirmanin amaci kurumsal siireglerin algilanisin1 incelemektir. Arastirma Istanbul Bilgi Universitesi
Orgiitsel Psikoloji Yiiksek Lisans tez 6grencisi Sema Gedik tarafindan Tez Danismani Yrd. Dog. Dr. Idil Isik

yonetiminde yiiritiilmektedir.

Bu aragtirmada bir anket sunulmaktadir. Anketin uygulanmasi 15 dakika siirmektedir. Liitfen ankete
isminizi yazmayiniz. Katilimcilarin kisisel bilgileri gizli tutulacak ve elde edilen bulgular sadece bilimsel
amagcla toplanan tiim verinin olusturacagi veritabani lizerinden istatistiksel analizler yapilarak kullanilacaktir.
Aragtirmada anonimligin korunmasi i¢in ankette bolge, sehir bilgisi sizlerden istenmemektedir. Toplanan
verinin gecerliligi agisindan sorularm tiimiine cevap vermeniz ¢ok 6nemlidir. Diger taraftan caligma sirasinda

sebep bildirmeksizin ¢alismay1 birakabilirsiniz.

Aragtimaya katildiktan sonra herhangi bir sorunuz oldugu takdirde ya da arastirma sonuglarini elde etmek
icin Sema Gedik ile irtibata gegebilirsiniz

( semag69@hotmail.com).

Yukaridaki ¢aligmanin amacini ve igerigini belirten bildiriyi okudum, anladim ve arastirmaya katilmay: kabul

ediyorum.
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Bu arastirma Istanbul Bilgi Universitesi Etik Kurulu onayi ile yiiriitiilmektedir. Caligmanin gizliligine iliskin

kosulllar ile ilgili calisma asagida yer aldig: sekilde diizenlenmistir.

Arastirmaya katilim goniilliiliik esasina dayalidir. Katilimer istedigi zaman mazeret bildirmeden ¢alismadan

vazgecebilir.

1. Ankette isim sorulmamaktadir.

2. Sorulara verilecek cevaplar1 kesinlikle gizli tutulacaktir.

3. Anket sonuglari yalnizca bilimsel amacla kullanilacaktir.

4. Tim very lizerinde istatiksel analizler yiiriitiilecek, bireysel herhangi bir degerlendirme yapilmayacaktir.

5. Aragtirmada anonimligin korunmasi i¢in ankette bolge, sehir bilgisi istenmemektedir.

5.Istenildigi takdirde, arastirmanin sonuglar1 hakkinda 6zel geri bildirim verilecektir.

Bu calismada veri hem ¢alisan hemde yoneticilerden toplanmistir. Caliganlar yapisal, psikolojik ve
giiclendiren lider davranisi anketini doldurmasi istenirken, yoneticiden sadece giiclendiren lider anketini
doldurmalart istenmistir. Giiglendiren lider anketinde ¢alisan yoneticisinin gii¢lendiren lider davraniglarimi

degerlendirirken, yoneticiler bu kapsamda kendilerini degerlendirirler.
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Yapisal, Psikolojik ve Giiclendiren Lider Davramislar:1 Calisan Anketi

Bu ¢alismada bilimsel arastirmanin giivenirligi agisindan, size en uygun gelen segenegi soru atlamadan

eksiksiz cevaplamaniz biiyiik 6nem tasimaktadir.

Anket formunu doldurmaya ayiracagmniz zaman ve bu arastirmaya yapacaginiz degerli katkilarinizdan dolay1

tesekkiir ederiz.

L. BOLUM

Liitfen asagidaki sorulari cevaplayiniz.

1. Cinsiyetiniz: a) Kadmn

2. Yasmiz:

3. Egitim durumunuz:

a) Lise b) Yiiksek okul

d) Yiiksek Lisans e) Doktora

4. Egitim aldiginiz okul {iniversite ise hangi bolim?

5. Calisma hayatiniza kag¢ yilinda bagladiniz?

6. Bu kurumda ne zaman ¢alismaya basladiniz?

7. Size bagl ¢alisan var m1? a) Evet

Evet ise kag kisi?

b) Erkek

¢) Universite

b) Hayir
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1. BOLUM

A. Mevcut isyerinizde, asagidaki imkanlardan, firsatlardan, desteklerden, kaynaklardan ve faaliyetlerden her

birine ne diizeyde sahipsiniz? Her satir1 okuyunuz, fikrinizi gésteren rakami daire igine aliniz.

H ¢
I 0
¢ k
1 Isim beni bir iist pozisyona ve yeni gérevlere hazirliyor. 1 2 3 4 5 6
2  Aldigim egitimler beni ihtiyag duydugum bilgi ve becerilerle 1 2 3 4 5 6
donatiyor.
3  Edindigim bilgi ve becerilerimi is siireglerinde kullanabiliyorum. 1 2 3 4 5 6
4 Kurumun mevcut durumu hakkinda gerekli bilgilere ulagabiliyorum. 1 2 3 4 5 6
5 Kurum igerisinde isim igin gerekli olan bilgilere erigebiliyorum. 1 2 3 4 5 6
6  Ust yonetimin 6nceliklerini biliyorum. 1 2 3 4 5 6
7 Kurumsal hedefler seffaf ve net sekilde paylasilir. 1 2 3 4 5 6
8  Isimi daha iyi yapabilmem igin gerekli konularda yapici geri bildirim 1 2 3 4 5 6
alabiliyorum
9  Gelisim gostermem gereken konularda spesifik destek alabiliyorum. 1 2 3 4 5 6
10 Isimde karsilastigim zorluklarda isimi kolaylastiran fikirler veriliyor. 1 2 3 4 5 6
11 Isimle ilgili ihtiyag duydugum fiziksel kaynaklar arag gereg elimin 1 2 3 4 5 6
altinda hazir bulunur.
12 Isimi en iyi sekilde yapmak igin yeterli zamana sahibim. 1 2 3 4 5 6
13 Beklenmeyen isler ortaya ¢iktiginda ekstra insan kaynagi destegi 1 2 3 4 5 6
aliyorum
14  Is sonuglarma katki saglayan yenilikgi isler yaptigimda 1 2 3 4 5 6
odiillendiriliyorum.
15 I siireclerinde ihtiya¢ duydugum ¢alisma esnekligine sahibim. 1 2 3 4 5 6
16  Yaptigim islerin kurum hedeflerine katkisini goriiyorum. 1 2 3 4 5 6
17  Isim ile ilgili yeni uygulama, siire¢ degisikligi gibi durumlarda 1 2 3 4 5 6
ihtiya¢ duydugum destegi kurum digindan konusunda uzman olan
kisilerden alma esnekligine sahibim.
18 Yaptigim is beni, ¢ogu arkadagimin basi sikistiginda basvurdugu kisi 1 2 3 4 5 6
yaplyor.
19 Yaptigim is beni yoneticilerimin ihtiya¢ duydugunda aradigi kisi 1 2 3 4 5 6

haline getiriyor.
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B. Kurumunuzda mevcut isinizi diisiinerek, iginize kars1 gelistirmis oldugunuz is yoneliminizi, is tutumunuzu

en iyi agiklayan secenegi isaretleyiniz. Her satir1 okuyunuz ve verilen dlgekte bu ifadedeki fikire ne kadar

katildiginizi 6lgek iizerinde bir tek rakami daire igine alarak gosteriniz.

: :
5 S 5 £
¥ 1
E & =
< 2 RV
1  Yaptigim is benim i¢in dnemlidir. 1 2 3 4 5 6
2 Isim kapsaminda yiiriittiigiim faaliyetler bana anlamli geliyor 1 2 3 4 5 6
3  Biitiinsel olarak baktigimda, yaptigim is benim igin bir anlam 1 2 3 4 5 6
ifade ediyor.
4  Isimi yiiriitebilmek agisindan yeteneklerime giiveniyorum. 1 2 3 4 5 6
5 Isimle ilgili faaliyetleri yerine getirecek kapasiteye sahip 1 2 3 4 5 6
oldugumdan eminim.
6  Isim igin gerekli beceriler acisindan gercekten yetkin 1 2 3 4 5 6
durumdayim.
7 Isimi nasil yapacagima biiyiik dlgiide ben karar veririm. 1 2 3 4 5 6
8 I siireclerimi kendim planlarim. 1 2 3 4 5 6
9  Isimde operasyonel siirecleri yonetme yetkisi bendedir. 1 2 3 4 5 6
10 Calistigim boliimde yapilan islere dnemli 6lciide katki 1 2 3 4 5 6
sagliyorum.
11 Calistigim boliimde yapilan isler lizerinde 6nemli 6l¢iide 1 2 3 4 5 6
kontrol yetkisine sahibim.
12 Calistigim boliimde yapilan islerde siklikla goriislerime 1 2 3 4 5 6

bagvuruluyor.
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C. Liitfen asagida yer alan her bir soruyu, yoneticinizin lider davranislarmi en iyi agikladigini diistindiigliniiz

rakami daire i¢ine alarak cevaplayimniz. Her satiri, climlenin basina “Yoneticim” ifadesini ekleyerek

okuyunuz ve verilen 6lgekte bu ifadedeki fikire ne kadar katildiginizi 6lgek tizerinde bir tek rakami daire

igine alarak gdsteriniz.

Yoneticim,

Tamamen
Katilmivorum

10

11

12

13
14

15
16

17

Is siire¢ ve prosediirlerini gelistirmemi saglayacak kararlari
vermenm i¢in bana yetki verir.

Isimle ilgili gerekli degisiklikleri yapabilmem igin bana yetki
Verir.

Ustlendigim sorumluluklar icin gereken yetkiyi verir.
Ustlendigim islerle ilgili hesap vermemi bekler.

Sergiledigim performans ve ortaya ¢ikan sonuglardan sorumlu
tutar.

Departmanimizdaki herkesi miisteri memnuniyetinden sorumlu
tutar.

Isimle ilgili ¢ikan problemlerde ¢dziim sunmak yerine ¢dziimii
benim bulmam i¢in yardim eder.

Isin yapilisi ile ilgili benim kararlarima giivenir.

Isimde karsilagtigim sorunlar karsisinda kendi ¢oziimiimii
tireterek basa ¢ikmam i¢in beni cesaretlendirir.

Yiiksek kalitede is ¢ikarabilmem i¢in ihtiya¢ duydugum
bilgileri benimle paylasir.

Miisteri ihtiyacini karsilayabilmem igin ihtiyac hissettigim
bilgileri bana verir.

Benim yeni teknolojiler, siiregler, teknikler ve iiriin fikirlerini
arastirmam igin bana firsat verir.

Benim yeni beceriler gelistirmem icin firsatlar sunar.
Departmanimizda siirekli bilgi ve beceri gelisimimizin éncelik
olarak tutulmasini saglar.

Hata yapmaktan ¢ekinmeden ¢alismami saglar.

Basarisiz olma ihtimali olsa da yeni fikirleri test etmem icin
beni cesaretlendirir.

Hata yaptigimda suclamak yerine, dogruyu bulmam konusunda
bana yol gosterir.

[Ey

o| Tamamen Katiliyorum

[op]

[op]
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Giiclendiren Lider Davranislarn Anketi (Yonetici)

Bu ¢alismada bilimsel arastirmanin giivenirligi agisindan, size en uygun gelen segenegi

soru atlamadan eksiksiz cevaplamaniz biiyilk 6nem tagimaktadir.

Anket formunu doldurmaya ayiracaginiz zaman ve bu arastirmaya yapacaginiz degerli

katkilarinizdan dolayi tesekkiir ederiz.
L. BOLUM

A. Liitfen asagidaki sorular1 cevaplaymiz.

1. Cinsiyetiniz: a) Kadin

2. Yasmiz:

3. Egitim durumunuz:  a) Lise b) Yiiksek okul
d) Yiiksek Lisans e) Doktora

4. Egitim aldigimiz okul iiniversite ise hangi bolim?

5. Calisma hayatiniza kag¢ yilinda basladiniz?

6. Bu kurumda ne zaman c¢aligmaya basladiniz?

7. Size bagli calisan var m1? a) Evet

Evet ise kag kigi?

b) Erkek

b) Hayir

¢) Universite
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II. BOLUM

B. Liitfen asagida yer alan her bir soruyu, liderlik davraniglariizi en iyi agikladigini

diistindiigiiniiz rakami daire i¢ine alarak cevaplayiniz.

oo

10

11

12

13
14

15

16

17

Calisanima is siire¢ ve prosediirlerini gelistirmesini
saglayacak kararlar1 vermesi i¢in yetki veririm.

Calisanima is1 ile ilgili gerekli degisiklikleri yapabilmesi i¢cin
yetki veririm.

Calisanima tistlendigi sorumluluklar i¢in gereken yetkiyi
veririm.

Calisanimdan tistlendigi islerle ilgili hesap vermesini
beklerim.

Calisanimi sergiledigi performans ve ortaya ¢ikardigi
sonu¢lardan sorumlu tutarmm.

Departmanimdaki herkesi miisteri memnuniyetinden sorumlu
tutarim.

Calisanima isi ilgili ¢ikan problemlerde ¢6ziim sunmak yerine
¢Ozlimii kendisinin bulmasina yardim ederim.

Calisanimin igin yapilisi ile ilgili aldig1 kararlarda giivenirim.
Calisanimi isinde karsilastigi sorunlar karsisinda kendi
¢Oziimiini iireterek basa ¢ikmasi konusunda cesaretlendiririm.
Calisanimin yiiksek kalitede is ¢ikarabilmesi i¢in ihtiyag
duydugu bilgileri onunla paylagirim.

Calisanima miisteri ihtiyacini karsilayabilmesi i¢in ihtiyag
duydugu bilgileri veririm.

Calisanima yeni teknolojiler, siirecler, teknikler ve iirtin
fikirlerini arastirmasi i¢in firsat veririm.

Calisanima yeni beceriler gelistirmesi i¢in firsatlar sunarim.
Departmanimda ¢aliganimin siirekli 6grenme ve siirekli
gelisimi Onceligimdir.

Calisanimin hata yapmaktan ¢ekinmeden ¢aligmasini
saglarim.

Calisanimin basarisiz olma ihtimali olsa da yeni fikirleri test
etmesi i¢in onu cesaretlendiririm.

Calisganimin hata yapmasi durumunda onu suglamak yerine,
dogruyu bulmasi i¢in ona yol gosteririm.

o =T

o x o
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APPENDIX C

Letters of Permission to Use Instruments

Gonderen: Gretchen Spreitzer <spreitze@umich.edu>
Gonderildi: 1 Aralik 2014 Pazartesi 15:10
Kime: Sema Gedik

Konu: Re: Empowerment Hello Sema, sounds like very interesting topics you are
studying. | love learning from you!On Sun, Nov 30, 2014 at 4:15 PM, Sema Gedik <
semag69@hotmail.com> wrote:

Dear Prof.Spreitzer,

Thank you very much for your time. | have already send a mail and told you that I am
writing a thesis about employee empowerment. Based on your advice, | have been reading
all the related articles in your website. My thesis subject is to analize the empowering
leadership behaviors in Istanbul province. What do company leaders and employees
understand from the concept of empowerment? I am planning to use your psychological
questionnaire and Laschinger'in CWEO-II questionnaire. During the research, | want to
accept and test "opportunity; information; support; resources; formal and informal power™
that are measured by Laschinger; as a behaviors have to be used by leaders as empowering
leadership behaviors. (Can | accept them as empowering behaviors; is it right)

| also test that there isa reciprocal relationship between structural and psychological
empowerment.What | mean, If the leaders use structural empowerment elements as a
empowering leadership behaviors, employees' psychological empowerment increase and
the employees will be more demanding and the leaders have to enrich structural
empowerment elements etc. Do | you think, doing this kind of research is meaningful or
not? If it is possible, | would be so happy to get feedback and advice from you.

Thank you so much.

Best regards,

Sema GEDIK-

Gretchen Spreitzer

Keith E. and Valerie J. Alessi Professor of Business Administration
Professor of Management and Organizations

Ross School of Business

Ann Arbor, MI 48109-1234

(734) 936.2835

http://webuser.bus.umich.edu/spreitze/
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Gonderen: Laschinger Research <instrhkl@uwo.ca>
Gonderildi: 16 Ocak 2015 Cuma 17:14

Kime: semag69@hotmail.com

Konu: Re: Empowerment Questionnaire Request Form

Dear Sema,

Thank you for your interest in my work. Attached is the signed request form along with
the CWEQ scale you have requested. Please note that the ORS and JAS scales are included
in the CWEQ which has also been attached. If you have any further questions please do
not hesitate to contact me.

Good luck with your study,

Heather

Dr. Heather K. Spence Laschinger, Distinguished University Professor

Arthur Labatt Family Chair in Health Human Resource Optimization

School of Nursing, University of Western Ontario

London, Ontario, Canada N6A 5C1

Tel: 519-661-2111 ext.86585 Fax: 519-661-3410

E-mail: hkl@uwo.ca

On 01/11/15, semag69@hotmail.com wrote:

NURSING WORK EMPOWERMENT SCALE

Request Form

| request permission to copy the Nursing Work Empowerment Scale as developed by Dr.
G. Chandler and Dr. Heather K. Spence Laschinger. Upon completion of the research, |
will provide Dr. Laschinger with a brief summary of the results, including information
related to the use of the Nursing Work Empowerment Scale used in my study.
Questionnaires Requested: Conditions of Work Effectiveness-1 (includes JAS and ORS):
Conditions of Work Effectiveness-II (includes JAS-11 and ORS-I1): Yes

Job Activity Scale (JAS) only:

Organizational Relationship Scale (ORS) only:

Organizational Development Opinionnaire

or Manager Activity Scale:

Other Instruments:

Please complete the following information:

Date:  11.01.2015

Name: Sema Gedik

Title:  Effect of Empowering Leadership Behaviors on the Structural and psychological
Empowerment.

University/Organization:  Bilgi University A°stanbul -Turkey
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APPENDIX D

Letter of Ethics Committee

ETIK KURUL DEGERLENDIRME SONUCU/RESULT OF EVALUATION BY

THE ETHICS COMMITTEE

(Bu baliim Istanbul Bilgi Universitesi insan Arastirmalart Etik Kurul tarafindan
doldurulacaktir /This section to be completed by the Committee on Ethics in research

on Humans)

Basvuru Sahibi / Applicant: Sema Gedik

Proje Bashg1 / Project Title: Effect of Empowering Leadership Behaviours on

Structural and Psychological Empowerment

Proje No. / Project Number: 2015-20024-034

1.

Herhangi bir degisiklige gerek yoktur / There is no need for revision

XX

2. | Ret/ Application Rejected
Reddin gerekgesi / Reason for Rejection

Degerlendirme Tarihi / Date of Evaluation: 7 Nisan 2015
—_— __w-——v""’7
Kurul Bagkani / Committee Chair

Yrd. Dog Dr. Itir Erhart

Uye / Committee Member

Prof. Dr. Hale Bolak

2idd

Uye / Committee Member

Dog. Dr. Koray Akay

2 -‘;7"\\.' MRy

PR
Uyé/ Committee Member
Dog Dr. Ayhan Ozgiir Toy

S,

Uye / Conmittee Member

Prof. Dr. Ash Tung

Uye / Committee Member

Prof. Dr. Turgut Tarhanl

Uye / Com
Yrd. Dog Dr)

%

tee Member

gur Kevenk
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