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[bookmark: _Toc495164470][bookmark: _Toc495164471]The main objective of the study was to assess the effect of employee empowerment on employee productivity at Citizens Economic Empowerment Commission (CEEC). The specific objectives of the study were to determine the outcome of training given to employee, examine the effect of employee involvement on employee productivity and assess the impact of employee incentives on employee productivity. The first hypothesis (H1) tested the relationship between training given to employees and their productivity. The second hypothesis (H2) the effect of employee involvement on employee productivity and the third hypothesis (H3) tests the relationship between employee input in decision making and their productivity and the fourth hypothesis (H4) the relationship between Employee incentive system in an organisation and employee productivity. Chi-Square test of independence was used to test the hypotheses. The p-value of 0.05 was considered statistically significant. The design of the study was descriptive and incorporated primary and secondary sources of data. The research targeted a population of all full-time employees at CEEC and out of 100 questionnaires that were self-administered, 80 were answered representing 80% response rate. Purposive sampling method was used in order to reach key respondents with relevant information on matters of employee empowerment on employee performance at the CEEC.  Data collected was analyzed using quantitative methods. For increased response rate, the participants were assured of confidentiality.  The findings revealed that employees were constantly trained in skill development. The organization encouraged skill development, and there was a training policy in place for employees’ empowerment. The organization encouraged self-sponsorship training for employees’ empowerment.  Supervisors delegated responsibilities and authority to subordinates. Employees at CEEC were encouraged to participate in decision making and were involved in setting organizational goals. Management encouraged creativity and innovation among employees and that most respondents somewhat disagreed, that monthly income was reasonable according to the job. Appropriate recognition was given for employees’ contribution to the organization. Cost of employee productivity depended on training given to employees.  Employee performance was dependent on employee involvement in decision making and employee performance was dependent on employee incentive. The main conclusion was that employee empowerment contributed to employee performance. It was recommended that employees be empowered so that productivity can improve. The main limitations were the restriction of the study to CEEC only and the sample was too small for results generalisation. 
The study concluded that employee empowerment practices have an impact on employee performance in today’s global business at CEEC. There is a great desire on the part of the employees to play an active role in organization activities and as such every effort should be made to accommodate employees’ involvement views. Therefore, the study recommends that employee empowerment practices should be supported by both top and middle level management at the CEEC as this will improve employees’ performance tremendously.
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CHAPTER ONE
1.0      Introduction
This chapter develops the introduction on the topic of discussion for assessing the effect of employee empowerment on employee performance in an organisation. In this chapter, the researcher discusses and presents the background information of the research study, definition of the research problem and research questions, a statement of the problem, objectives, and significance of study and also defines selected key words to be used in the research. This flows to providing an overview of various employee empowerment schemes in the information highlighted in the literature review. This study was to investigate whether employee empowerment has an effect on employee performance and the extent to which and how it has been recognized by so many organisations over the years. There has not been a specific definition of employee empowerment to my knowledge in the corporate world. 
1.1      Background to the study
The topic of study is focused on the Citizens Economic Empowerment Commission (CEEC) as an organisation of study to assess the impact of Employee Empowerment on Employee Productivity. The study will be focused on the CEEC.  The CEEC is a corporate body established by the Citizens Economic Empowerment Act No.9 of 2006 with the specific mandate to foster broad-based economic empowerment. The Commission is responsible for the overall operations and implementation of economic empowerment programmes on behalf of the Government. The purpose of the Empowerment Fund is to support the development of broad-based economic empowerment programmes through the provision of financial assistance in the form of interest-bearing loans to citizens.
According National Economic Empowerment Policy (2015), the Commission addresses the problem of poverty through meaningful participation of citizens in economic activities by adopting a result orientated programmes that will contribute to inclusive national prosperity and good socio-economic welfare for all Zambians, through increased broad- based economic empowerment of targeted citizens. The Commission strives to achieve the economic empowerment of its citizenry through three key strategic objectives over the years as follows;
1.1.1. Increased Economic Participation, aimed at increasing citizens’ access to business opportunities and employment in the Zambian economy
1.1.2. Improved Business Development Services aimed at increasing the capacity of targeted citizens to operate profitable businesses
1.1.3. Conducive Policy, regulatory and operational environment, aimed at promoting a legal and regulatory climate that is empowerment friendly as well as at strengthening the CEEC’s institutional capacity to deliver on its mandate.

The CEEC has been operating and implementing all its empowerment programmes in line with its corporate philosophy as tabulated below;
CEEC Vision:
A leader in innovative and equitable economic empowerment of citizens.

CEEC Mission:
To promote the economic empowerment of citizens through ownership of productive assets, skills development, access to finance, preferential procurement and the fostering of a business and entrepreneurial culture in order to reduce socio-economic inequalities.
Core values:
Teamwork: CEEC employees are loyal and supportive of one another's efforts.  
Integrity: CEEC implore high ethical standards as we execute our responsibilities with honesty, reliability and honour. 
Accountability: CEEC employees are answerable for every action we take in fulfilling the mandate of our organization. 
Transparency: Discharging our responsibilities in an open and fair approach without fear or favour.
Professionalism: Conducting ourselves in a manner that reflects a positive image of the Commission.
The CEEC has a dynamic workforce that always compliments each team member’s effort and the institution promotes team work. The Commission has a workforce which comprises of the youth, women and men although the majority of the employees are youths with education levels ranging from secondary education to post graduate degrees. The Commission embarked on a new road map of implementation of the 2017-2021 Strategy aimed at contributing towards the overall goal of increasing participation in the economy for targeted citizens particularly through the aspects of the economy that represent the most promising growth areas for Zambia i.e. Industrialization and Economic Diversification. Salient achievements have been made and the CEEC management and key stakeholders are happy at the performance work done so far. The working conditions of the Commission are favourable and have been harmonized in line with the other statutory bodies in the Ministry of Commerce, Trade and Industry (MCTI). The employees are on contract for a period of three (3) years renewable based on performance and conduct. The CEEC has no union and hence there are no salary negotiations and the institution policy provide salary adjustments based on Annual Notch awards and the institution’s ability to pay.
The CEEC promotes industrial democracy aimed at improving employee’s performance levels and has been designing programmes on how best it can empower its employees. The institution is currently enjoying an industrial harmony environment as there are no industrial conflicts and strikes. 
There are levels of empowerment at the CEEC in that the employees are allowed to study under self-sponsorship and are even granted study leave. While the CEEC has a wide range of programmes and initiatives which are titled as empowerment programmes and they vary as to the extent of empowerment to secure that, there is an enhanced employee contribution to the organisation. Empowerment at the CEEC takes place within the context of a strict management agenda, policies, legislations and the empowerment guidelines.
According to Busara (2016), employee empowerment can be defined as the process of providing employees with production and managerial guidelines in the workplace, and then allowing the employees to make the day-to-day decisions that directly or indirectly affect their job duties towards the achievement of organization’s goals and objectives.
It may be notably said that employee empowerment has substantially been identified by different researchers as an effective way of improving employee morale and re-align employees’ job duties into more efficient tasks (Busara, 2016). Empowered employee groups are encouraged to create their own structure so that the team can feel comfortable in the way it works and increase productivity. The manager monitors the team performance but only interferes if necessary. The structure that the team has created on its own dictates how the team processes information and how the team efficiently executes its duties (Robbins, 2005).
According to Robbins (2005), a work team can avoid the scrutiny of the company if it continually performs above company expectations, and without incident. To do that, the group develops ways to motivate itself and develops methods for staying efficient. For example, team members will often take it upon themselves to remind the rest of the group of the benefits of high productivity, including pay rises and management recognition. An empowered group takes on the task of cross-training each of the members to do the basics of each other’s' jobs. This way, if a team member is ever out ill, the team can still be productive, and this is part of empowerment as there is continuity in terms of operation in the organisation. As much as employee empowerment can be relative, it is clear to state that in an organization’s progression to survive and to remain competitive should always ensure that all the cost of production which includes human capital are available are rightly distributed to different cost centers in the strategic business units of the organisation. This gives the organisation have a competitive edge and advantage on the ever-changing industrial competition in the market.
Beardwell (2004), explains that empowerment is a concept that gained immense popularity in the 1990s, and looks set to continue as a popular organisational initiative in the twenty-first century. It is a managerial ideology as well as being used with other initiatives and strategies such as Total Quality Management (TQM) and the learning organisation. It is strongly associated with culture change initiatives, delayering and restructuring, and usually involves devolving power and responsibilities to teams at workplace or customer level.
Various researchers have tried to define empowerment according to their understanding, but no conclusive definition has been settled on. Cook and Macauley’s (1997) defines empowerment as an all-embracing nature skirts over issues of how employees use their abilities, and whether there are boundaries to responsibilities, the degree and type of power employees enjoy, power relations between employee, managers, individuals, teams, customers and the context of empowerment. Both Wilkinson (1998) and Lashley (1997) have commented that empowerment is influenced by historical, economic, social and political factors, and in attempting a definition the context in which it is practiced must be considered. Wilkinson (1998) defines empowerment as a managerially led initiative.
Many companies might not realise the fact that the progress of any organisation begins with the kind of employees it has and hence the need for every organisation to pay attention on how much the employees are willing to go an extra mile.
1.2     Problem Statement
The performance of the CEEC employees has attracted concern and attention of senior management and key shareholders including some management employees (CEEC 2019 Annual Report, pp 99). While Senior Management has taken several measures to improve employee performance and boost the performance of the CEEC there seem to be no meaningful positive response from the general workforce. 	Observations made by the researcher indicates that there is generally a lack of commitment to duty, lack of enthusiasm to the implementation of CEEC programs,  uncooperative attitudes from employees especially junior employees who appeared not interested in work, fault findings by junior staff of senior management on all operative as well as strategic decisions, increased tardiness and abseentism exhibited by junior staff in almost all  Departments of the institution, staff conflicts and competitions on material and financial resources, high staff turnover, jealousness and gossip among fellow staff members, deadly silence at Staff General Meetings even when critical issues are under discussions and complaints about seemingly small matters that do not deserve much attention. On the other hand, customers have also complained about failure by CEEC to fund empowerment programs that are meant to uplift the living standards of the poor in society. 
 While the CEEC senior management staff has focused on improving the general terms and conditions of service, including improving rewards and incentives as part of an absolute agenda to address staff performance, there seem to be little action or no evidence of senior management to address the aspect of employee empowerment to address staff performance, an issue that may be central to the overall staff productivity. Employee empowerment has become both a forethought and driving force in effective organisations to achieve goals and objectives. Nzuve & Bakari (2012), established through a research study that there was a relationship between employee empowerment and performance of employees at the City Council of Nairobi, Kenya. Equally, Hanaysha, 2016 established through a Research Study conducted at the University of Automotive in Malaysia that there was a relationship between empowerment and employee performance in the automotive industry. Additionally, Kimolo (2013) in his conclusive research study admitted that there was a relationship between employee empowerment practices and employee productivity. With the above postulates and challenges at CEEC, this research study chose to undertake an applied research investigation to determine whether CEEC had problems of worker empowerment and establish whether there was a relationship between employee empowerment and productivity at CEEC.
In this 21st century, many organisations have evolved on how they conduct their operations and treat their employees. In this era and age, employees are considered as assets for the organisation and therefore an organisation cannot survive without capitalising on the skills of various employees. Employee empowerment can possibly be considered as an effective strategy for an organisation to use to stay competitive in the industry. 
Employee empowerment has become both a forethought and driving force in effective organisations to achieve goals and objectives. Different methods/ incentives and rewards have been used to achieve employee empowerment in many organisation. This is so because a number of organisations believe that through employee empowerment, employees could be motivated and contribute effectively to the wellbeing of the organisation in the long run. This statement is yet to be proved as no conclusive research has been done to determine the effect of employee empowerment on employee productivity. The main problem with employee management is the degree of employee involvement and participation which includes decision making.
Many researchers and scholars have tried to define employee empowerment according to the situational analysis in various organisation and its attachment to employee motivation. Several studies have been done on employee empowerment, for example Nzuve and Bakari (2012), did a study on the relationship of employee empowerment and performance – a case of City Council of Nairobi. The study focused on the relationship that employee empowerment has on performance in local government organisation. Another study has been conducted by Kimolo (2013) from University of Nairobi on the relationship between employee empowerment practices and employee performance. Despite these researches being conducted, no conclusive understanding and appreciation has been achieved on employee empowerment. The effects and impact of employee empowerment have not been exhausted which still shows that they are need for more research to be conducted.
A researcher (Hanaysha, 2016) conducted a research at the University of Automotive Malaysia at the was on a study of the impact of empowerment on employee performance in the automotive industry in Malaysia
From some studies that have been conducted over the years by researchers, it’s worth noting that many managers in different organisations do not recognise the importance of employee empowerment and its impact on employee productivity and organisation performance. On the other hand, some managers feel that employee empowerment will reduce their authority and power in terms of decision making and organisation management. This is so because, oftentimes, employee empowerment is somehow misunderstood as it is being implemented as a concept of human resource.
Employee empowerment is an important factor in human resource management although in Zambia not much attention has been given to the subject and little research has been conducted. It is against this understanding and background that the research problem has been formulated of the impact of employee empowerment on employee productivity.
Through this research gag identification, the researcher felt it necessary to conduct this research study taking the CEEC as an organisation of study.
1.3     Purpose of the study
The study intended to test and enhance knowledge on the impact of employee empowerment on productivity at Citizen Economic Empowerment Commission.
1.4     Objectives of the study
The objectives of this research study highlighted below, shows what the study intended to achieve and measure. The objectives have been divided in two parts with the first part capturing the general objectives and the second part highlights the specific objectives. This research study was undertaken to investigate the impact of Employee Empowerment on Employee Productivity. The focus was on the relationship of the two variables which are empowerment and productivity.
1.4.1 General objective
The main objective of the study was to assess the impact of employee empowerment on employee productivity.
1.4.2 Specific objectives
The specific objectives of the study were as follows;
· To investigate the effect of employee input in decision making on employee productivity.
· To examine the effect of employee involvement on employee productivity.
· To assess the impact of employee incentives as an employee empowerment practice on employee productivity.
· To determine the effect of training given to employees on productivity.
1.5      Research questions
This study on the impact of employee empowerment on employee productivity with a case study of the CEEC will address the following research questions.
1.5.1 General Research question
What is the impact of employee empowerment on employee productivity at CEEC?
1.5.2 Specific Research questions
· What effect does employee input in decision making has on employee productivity at CEEC?
· What effect does employee involvement has on employee productivity at CEEC?
· What is the effect of employee incentive system as an employee empowerment practice on employee productivity at CEEC?
· What is the effect of training given to employees on productivity at CEEC?
1.6      Hypothesis of the study
 The following hypothesis were formulated based on the research questions above.
1.6.1 Hypothesis number one	
H0:  Employee productivity is independent of training given to employees. 
H1: Employee productivity is not independent of training given to employees. 
1.6.2    Hypothesis number two
H0: Employee productivity is independent of employee involvement in decision making.
H1: Employee productivity is not independent of employee involvement in decision making.
1.6.2 Hypothesis number three
H0: Employee productivity is independent of employee incentives.
H1: Employee productivity is not independent of employee incentives.
1.7      Limitation on the topic of study 
This study focused on one statutory body which is the CEEC, therefore the findings of this research were not generalized to reflect the operations and impact of employee empowerment in other organisations. This study also focused on psychological issues (intrinsic motivation) and other factors that can influence employee’s understanding and perception of empowerment which include organisation information sharing, structural framework, and control of workplace decisions. The focus on psychological empowerment which looks more into the inner part of the employee has been adapted from Chen (2011) study on the relationship of employee empowerment on employee performance in the Automotive industry.
The other limitation is that this study has restricted itself to four elements of employee empowerment practices only, namely;
i. Decision making
ii. Employee involvement
iii. Incentives/rewards 
iv. Training and yet there could be more Empowerment practices.
1.8      Significance of study
The significance of the study has been explained under both practical and theoretical framework. 
1.8.1 Practical:
The findings of this study would benefit the CEEC as it will help management realise the effect of employee empowerment on employee productivity and be able to assess the organisation’s performance. It is with high hope that the executive management at the CEEC will take advantage of the findings of this study and apply them in the organisation in trying to achieve the maximum potential of employee productivity. The understanding of the concept of empowerment would help to also significantly enhance the team performance of employees at the CEEC an organisation. Not to forget the fact that knowing the implementation of employee empowerment is cardinal as it highlighted the elements an organisation can use as tools for employee empowerment.

The findings will also help future researchers conducting similar studies, as the findings will be used as reference points. Employee empowerment is a philosophy that is broad associated with different benefits and other disadvantages for an organization. Through this study, the underlying principle of employee empowerment will be highlighted which gives the employees the freedom, flexibility, and power to make decisions and solve problems. This leaves an employee feeling energized, capable, and determined to make the organization successful. As a result of these management practices, quality of work increases, employee satisfaction increases, collaboration increases, employee performance rises, and organizational costs decrease (Robbins, 2005). All these benefits enable an organization to achieve a competitive advantage and to strengthen its bottom line and stay competitive.
According to Organisation Behaviour (MBAZ 523) Module (p. 57, 2016), many people in organisations today are in a state of powerlessness. This is not because of any deficiencies they have but primarily to do with the employee empowerment programmes. Through this study, the vital importance of having an empowering culture in an organisation as opposed to trying to empower individuals but creating an environment where empowerment should occur.  It appears that many organisations nowadays are looking for ways and means of allowing themselves to outperform the competitors and gain market share. This can be achieved if a company embraces employee empowerment and considers employees to be the most important asset. For example, if maximum potential must be reached by a company to increase the market share, a company needs to ensure that it gives support to all its clients in whatever way is required to ensure that the carry out their duties and responsibilities in the organisation to achieve the projected market share.
MBAZ 523 Module (2016), highlights that when employees are empowered and treated as vital components of the organisations, they gain self – confidence in their abilities to positively influence the organisation. Employees who have high levels of personal – confidence and high self- esteem are very willing to share information with others. They feel comfortable exchanging ideas and collaborating with others in an honest and open manner. These behaviours promote teamwork and active involvement in support of company-wide goals that could not be achieved with teams that do not work as a team. Through collaboration and team work, an organisation can be able to achieve so much more than one individual can achieve on his/her own. This can only be achieved in a work environment that promotes employee empowerment.
1.8.2  Conceptual framework
The framework of this study shows that there are two angles to the study with the dependable variable relying on the independent variable. In this case the independent variable is employee empowerment and for purposes of this study the employee empowerment practices include employee involvement, training, decision making which gives job satisfaction and employees’ self - determination to workers to achieve organisation goals while employee productivity is considered as a dependable variable as tabulated in the in figure 1 below. This is so to say that, employee productivity, will be directly dependent on how employee empowerment practices are implemented in an organisation to achieve organisation goals and objectives. The conceptual framework below was tested using data that was collected from the CEEC employees. The study examined the usage of the four forms of employee empowerment practices and their effect on employees’ productivity in an organisation like the CEEC. 
According to Busara (2016), employee empowerment practices are considered as a critical enabler for employee’s self-determination and job satisfaction to achieve improved employee productivity. The above conceptual model therefore shows that there is a direct relationship between employee empowerment and employee productivity. However, it is safe to say that the increase or reduction on employee productivity does not affect employee empowerment practices. On the other hand, the increase or reduction in employee empowerment practices does affect the outcome of employee productivity because employee empowerment practices act as predictor variables.

Figure 1.8.2.1: Conceptual framework model
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Source: Above Empowerment model done by Author of this research: 2018

The importance of employee empowerment in improving employee’s productivity has been established in many organisation. Awamleh (2013) in a research study found a clear link between empowerment and job performance. He stated that empowerment plays a significant role in employee’s satisfaction thus promoting employee performance in an organization. 
Chen (2011) highlights that continuous assessment on organisation performance is important because it helps to know whether an organisation is growing or not. Every organisation need to grow financially and having a progressive and determined team to achieve the set goals and objectives is a key performance indicator in result achievements, this is also in accordance with Chen’s research study on the relationship of employee empowerment on employee performance. For instance, if an organisation has a good team with all the facilities needed to achieve the set goals but fail to achieve the set goals to improve the organisation performance, then it will be pointless having to keep such a team and, in such cases, this can be an opportunity for an organisation to employ measures that will capture employee productivity. This was one of the pointers the researcher was looking out for at the CEEC in evaluating the effect of employee empowerment to employee productivity.
If an organisation plans to be productive in future, it should focus on unique talents of its employees and affecting factors in concerting these talents to dynamic performance (Hajian, Shirvan & Baniasadi, 2015). Furthermore, the researchers indicated that the reason of high performance and job satisfaction is the feeling created in employees through the introduction of employee empowerment practices. 

1.9      Ethical considerations
During the course of this study, participants were treated with the utmost respect they deserved, and consent was obtained from management at CEEC before data was collected as attached in the appendix section.  Furthermore, consent was obtained from the participants before they were engaged in the topic of study from inception and whenever clarity was sought by the participants from the tools of data collection, simplified explanations was given. The researcher also obtained ethical clearance from the University of Zambia Ethics Committee to address issues of confidentiality and integrity (See Appendix attachment). 
1.10 Definition of Key terms
The following words have been explained in the context they are being used in this study research.
1.10.1 Empowerment – This means giving power, not just to do things but also to participate in major decisions and to be more as a partner in an organisation (MBAZ 523 Module, 2016). In this study, empowerment will be used as the extent or degree of responsibility and authority given to an employee or to a team.
1.10.2 Employee - An employee is an individual who was hired by an employer to do a specific job. Furthermore, an employee is an individual who works part-time or full-time under a contract of employment, whether oral or written, express or implied, and has recognized rights and duties (www.businessdictionary retrieved on 15th November, 2017).
1.10.3  Productivity – This is defined as the efficient use of resources, labour, capital, land, materials, energy, information, in the production of various goods and services   (www.businessdictionary retrieved on 15th November, 2017).
1.10.4  Performance - Performance is degree of accomplishment of the tasks that make up an employee job. It reflects how well an employee is fulfilling the requirements of a job (Byars and Rue 2000). Armstrong (2006) defined performance in output terms as the achievement of quantified objectives and how these objectives are achieved.
1.10.5 Total Quality Management (TQM) – Total Quality Management, an all – pervasive system of management – controlled based on the concept of quality throughout the organisation in terms of service, whereby groups of workers are each encouraged to perceive each other as customers (Beardwell, 2007). In this context, it will be used in applying to the work done by the employees to be of standard in line with the key indicators of the organisation in terms of quality.
1.10.6 Employee Empowerment (EE) - "Employee empowerment" is a term that is used to express the ways in which non-managerial staff members can make decisions without consulting their bosses or managers. Employee empowerment also entails identifying how much responsibility and authority an individual can effectively handle without becoming over-burdened or distressed. Further in this context of study employee empowerment will be considered as a corporate structure that allows non-managerial employees to make autonomous decisions
1.10.7 Employee Productivity
Employee performance is about employees achieving the results, goals or standards as per the expectations set by the organisation. Employees are rated on how well they do their jobs compared to the performance standards set. In short, it is the accomplishment of a given task measured against pre-set standards of accuracy, completeness, cost, and speed, the initiatives they take, their creativity in solving problems and the resourcefulness in the way they utilise their resources, time and energy (Rothman & Coetzer, 2003).
1.10.8  Employee involvement - A term to describe the wide variety of schemes in which employees can be involved in their work situation.
1.10.9  Organisation - social unit of people that is structured and managed to meet a need or to pursue collective goals. All organizations have a management structure that determines relationships between the different activities and the members, and subdivides and assigns roles, responsibilities (www.businessdictionary.com retrieved on 15th November 2017).
1.10.10   Organisation performance – This can be defined as the outcomes of work input of employee because they provide the strongest linkage to the strategic goals of an organization, customer satisfaction and economic contributions. In this context of study, it is will be defined as the extent to which an organisation is capable to meet established quality, cost and time objectives.
1.10.11  Impact - Impact is the degree to which an individual can influence strategic, administrative or operating outcomes at work (Ashforth, 1989). It is also an individual’s belief that they can have a real impact on organisational outcomes or results.
1.10.12  Management (or managing) is the administration of an organization, whether it is a business, a not-for-profit organization, or government body.
1.10.13  Citizens Economic Empowerment Commission – This is being referred to as the institution of study in this research.


1.11   Summary of chapter
The above chapter discussed the introduction of the topic of study which is the impact of employee empowerment on employee productivity. The definition of the key words to be used in the study have been used as they will be used by the researcher. Furthermore, the objectives of the study have been indicated with research that need to be answered in the findings of the research study. As indicated above, the objective of the study was to find out if employee empowerment has any impact on employee productivity.












                                                 CHAPTER TWO
Literature Review
2.0       Introduction
The previous chapter highlighted the following among others, the introduction of the research, the   problem statement, the purpose of the study, the study objectives, the research question on the topic of study, significance of the study and operational definitions in the research study. This chapter focuses on the available literature that relates to employee empowerment and employee productivity, the different theories on employee empowerment and employee productivity have been discussed in this chapter including the relationship that each has on the other and globally how it has been embraced by different organisation. In this chapter, a thorough understanding of the dynamics involved in employee empowerment in different organisations is discussed with consideration being given to the CEEC, an organisation of study which is in the public sector.
With all things being equal, one would want to know how positive or negative the effects of employee empowerment will have on employee productivity. Many public institutions are relatively trying to embrace the concept of employee empowerment that has so much been talked about in the 21st century as it is one of the platforms used to motivate employees and reduce employee turnover.
Furthermore (Mclntire, 2011), highlights that some managers struggle between knowing they need to give their employees the authority to act independently while fearing the employees will actually become independent. If the employees are empowered to make sovereign decisions, the managers worry that the company may no longer need the manager. In this case, the managers are hesitant to give up power they believe ensures the need for their supervisory role. On the other hand, employees are afraid to take added responsibility. They fear that the additional workload or job pressure will take most of their time and above all, they fear to be accountable for the decisions they make. The assumption of why managers and employees struggle with the concept of empowerment, is because they both have a misconception of what real empowerment entails. According to Nzuwe & Bakari (2012), employee empowerment is a strategy and philosophy that enables employees to make decisions about their jobs, own their work and take responsibility for their results as well as serve customers at the level of the organization where the customer interface exists. The concept of employee participation has been a topic for research and of interest to employers for many years. It has taken many different forms, evolving from employee involvement and participative decision-making concepts to the contemporary empowerment perspective. The notion of empowerment involves the workforce being provided with a greater degree of flexibility and more freedom to make decisions relating to work. To completely benefit from employees’ knowledge, an organisation requires a management style that focuses on developing and empowering employees. Empowering means giving employees responsibility and authority to make decision regarding all aspects of product development or customer service (Noe, Hollenbeck, Gerhart & Wright, 2007).
Focusing on recent times, it could be stated generally that managers want to have satisfied employees who feel good in their workplace and that are self-motivated without having to force them to work. Managers prefer to work with people who have a positive view of their job and not always being reminded of their targets and activities to be done to achieve the set objectives at both organisation and departmental level. Workers who have a high level of job satisfaction generally love their job; they feel justice in an environment in which they work, and feel that their job gives them some positive features such as variety, challenge, good pay and security, autonomy, pleasant co-workers, etc. According to Beardwell (2006). Workers who are happy at work will even devote private time to their work activities, they will be creative and committed, they will seek a way to cross any obstacle which might exist in the realisation of their jobs, and they will assist their colleagues and superiors These workers will have extraordinary performance and companies with these kinds of workers are usually successful. 
2.1       Historical overview of employee empowerment
The history of the first definition on the concept of empowerment dates back to 1788 when empowerment was seen as authority designation in organization role which should be assigned to someone (Hajian, Shirvan, Baniasadi, 2015).
 According to Kimolo (2013), the concept of employee empowerment has been a topic of study since the 1940s. The topic then, was not popular and it’s only in the 21st century that the topic of employee empowerment has gained momentum. Many organisations now are appreciating the fact that the introduction of employee empowerment in organisations has proved to provide positive responses. Organisations are now taking keen interest in adding voices of ordinary employees in decisions that are being made through employee involvement and participation. This is to promote industrial democracy among the employees in the organisation. The involvement of employees in decision making through empowerment has proved to obtain greater motivation and commitment among employees in organisation objectives and goals.
Robbins (2002), explains that empowerment is a process of enabling an individual think, behave, control work and decision making autonomously. Employee empowerment allows employees to work independently and become initiative and creative resulting in introducing a culture of innovation in an organisation. This is because empowered employees are a source of new ideas and innovation which increase efficiency and productivity if time, training and resources are given to the employees to develop their self-efficiency (Kimolo, 2013).
 The organisational environment is constantly changing and as a result, there are no approaches that are being introduced in the labour market to ensure that employees are always motivated in their area of work. According to Kimolo (2013), empowerment of human resources means creating a collection of required capacity in staff to enable them to create added value in an organisation with efficiency, effectiveness and economically.
Employee empowerment is a management concept that frustrates many supervisors as they do not know where to begin the empowerment process and to what extent employees should be empowered. Mclntire (2011), in his journal dubbed “How to empower employees to make effective decisions on the front-line”, explains that many managers say that they want to empower their employees, but few actually do it well as the process in considered to be relative. Empowering employees require great commitment by management in an organisation and the manager must trust the employees that will make informed decisions and accomplish assigned tasks in the manner that the manager will be comfortable in after the empowerment process. 
According to Noe, Hollenbeck., Gerhart., Wright (2007), the major challenge that faces managers in all types of organizations is how to get maximum performance from their employees. First, they need to motivate their employees to get maximum effort from them. This means ensuring that people will try their best to do the job, whether the manager’s effort is successful can be measured by the energy and time employees expend. Therefore, the second requirement is for managers to get maximum accomplishments and achievements from their employees. 
It is worth noting that the introduction of employee empowerment has a lot of benefits in an organisation which includes employee commitment, improved quality of service delivery, quick responsiveness resulting in customer satisfaction and customer service excellence. According to Kimolo (2013), empowered employees get things done while focusing on solving and preventing problems in the organisation. Therefore, management must always focus on creating an enabling and empowerment environment where employees can manage their jobs, be valued for their work ideas and be able to think for themselves. This will make it easy for the employee empowerment process to be initiated.
With all these challenges faced by many managers in organisations, this was the start of the revolution of the concept of employee empowerment. This was in a quest to ensure that organisations, developed mechanisms and ways that will result in having winning teams to achieve the set goals and objectives.
2.2       Definition of Empowerment concept
The concepts for this study as highlighted above are employee empowerment and employee productivity. Employee empowerment includes involving employees in the operations of the organisation. According to MBAZ Module 514 (2015), employee involvement is a philosophy practiced by companies that give their employees an opportunity to be involved in decisions that directly affect their jobs. 
Many scholars have researched and defined empowerment differently and aligned the need for introducing empowerment in organisation. Kimolo (2013), highlights that empowerment in the recent years has become a significant topic in the management system of many organisations. Management in many organisations is encouraging their employees to give enough freedom in their work as it enables them to apply the full potential and ability to carry out the overall aims of the organisation.  According to Singaporean journal of Business economics and Management studies (2013), Employee empowerment is a process and through it develops a culture of empowerment where dreams, goals, boundaries and attempts to influence their decisions and the results will be shared with the entire organisation. On the other hand, Dobre (2013), defines employee empowerment as giving employees a certain degree of autonomy and responsibility in decision-making about specific organizational tasks assigned to them. It allows decisions to be made at the lower levels of an organization where employees have a unique view of the issues and problems facing the organization at a certain level. Employee empowerment does not mean absolute authority or absolute power. It’s worth noting that an empowered and committed workforce is essential for the effective and efficient functioning of an organizations (Bowen, 1992).
Employee empowerment is a significant drive in facilitating commitment to the company. Empowerment can be measured through two constructs. One is psychological empowerment construct, which has received much attention from researchers in many business fields (Thomas and Velthouse, 1990). The focus of psychological empowerment is an individual‘s emotional and focuses on work environment. The concept of giving authority to employees creates a shared climate about the use of structures, policies, and practices to support both organisation and an employee. The other construct is on competence that boarders on the individual’s ability and to do their job creatively to ensure that goals and objectives in an organisation are met without a degree of delay. According to Bandura (1986), this is regarded as self-efficacy as competence is always specific to an individual‘s job and distinguished from self-respect. Organisations of all types should provide their employees with the possible opportunities to improve their talents and knowledge in order to achieve long- term goals and ensure mutual benefits (International Journal of Learning & Development (2015). Organisations that are performance oriented, should focus on employee empowerment and job satisfaction in their decision making in order to achieve such desired goals. Employee empowerment is one of the concepts considered by many business houses or rather institutions to be important in improving the behavioural element of employees to achieve higher degree of support, innovation, teamwork spirit, entrepreneurship, self- confidence and independent thinking. Dessler G (2006) describes empowerment as offering employee the freedom, control, and opportunities to involve in decision making and organizational matters. 

In this current era of business where globalization has taken lead of the business world, there is need for organisations to focus on empowerment to enable the qualified employees to make necessary decisions and respond to any changes that may arise in the business environment at any time. Employee empowerment is built by designing a working environment where employees are allowed to make their own decisions based on certain work-related conditions. Employee empowerment has been recognized as a key contributor to organizational success and many authors observed a direct relationship between the levels of employee empowerment and employee performance. It is worth noting that empowerment affects the performance of employees and also creates a favourable work environment. According to MBAZ 523 Module (2016), empowerment leads to positive organizational outcomes such as enhanced employee’s responsibilities and motivation in the routine work, improved level of job satisfaction, better quality of services, higher employee’s loyalty, low turnover intention, and maximized productivity. It is often believed that by adopting the employee empowerment strategy, employees will feel respected and feel worthy and this can lead to increased productivity and improved quality of work. 
2.3       Validity of literature review
The concept of employee empowerment has been researched by many scholars who have been used as reference in this study. The findings from previous studies in relevant to this study as the information will help make comparisons on the topic of study. With the use of literature from previous studies and other information on the concept of employee empowerment, it will help give a broad understand of the topic of study.

2.4       Identified gaps in literature
In reference to the topic of study, the identified gap is to assess whether there is a relationship between employee empowerment and employee productivity at the CEEC. It is for this reason that the researcher conducted the research study to know whether there is a relationship or not.
The literature review highlights several issues on the impact of employee empowerment. It is evident that there is indeed little consensus on the impact of employee empowerment as it is not conclusive. So much research has been done to define and explain employee empowerment in the literature, yet there is lack of consensus pertaining to the nature and relevance of the concept. Many authors argue to this day whether employee empowerment has any impact on employee productivity and organisation performance or rather the extent to which employee empowerment has on employee productivity and organisation performance.
In MBAZ 523 Module (Nyamuda, 2016), highlights that a successful organisation ensures that its workforce is motivated all the time in order to be consistent with their duties and meeting targets. It is therefore worth to appreciate the fact that an organisation is required to define employee empowerment practices. Lack of consistency in definitions can be explained in part by differences in industries and organisational characteristics. As indicated in Beardwell (2006), different organisation have different definitions of employee empowerment practices which other will center them on issues of training while others will focus on the financial needs of employees as one of the practices for employee empowerment. The focus of employee empowerment might have shifted over the years as noted in some research to focus on the organisation as a whole or the employees’ immediate needs in order to be motivated and meet their set targets. Furthermore, there is little consensus among the lists of employee empowerment practices which are either training, bonus systems, good work environment or professional skilled development. However, as significant as the differences may be, the lists are all based on the consensus that different organisation must introduce employee empowerment practices in order to remain competitive in the labour market and achieve the set goals and objectives. There is so much literature on employee empowerment and so much research has been done giving an indication that the concept is easily understood yet complicated when it comes to implementation. Kaler (1999), explains that the implementation of employee empowerment does not give an indication that there will be an effect on employee productivity and organisational performance.

Despite many research studies in the public sector, there is still little tangible evidence that employee empowerment practices like employee training, employee involvement, employee incentive systems and other job-related incentives in an organisation have a direct impact on employee productivity especially in the in the public institutions like the CEEC.
Therefore, this research study bridged the knowledge gap from other research studies by investigating the impact of employee empowerment on employee productivity.
2.5      Research study contribution to the knowledge base 
The study topic is focused on the impact of employee empowerment on employee productivity, a case of the CEEC. The research study will directly benefit the organisation to introduce employee empowerment activities which will ultimately enhance employee performance and improve service delivery to have an efficient, effective and economical organisation to remain sustainable. The initiation of employee empowerment programs will eventually increase the morale of the employees and motivate them to improve their productivity levels in the organisation.
The research findings will provide a broad understanding on the concept of employee empowerment practices and benefit the organisation in the sense that, they will be able to initiate employee empowerment programs among its employees to have a winning team that will be able to meet organisation goals and objectives. 
Through this research, the CEEC’s stakeholders will receive improved and excellent customer service delivery due to a motivated workforce with the initiation of employee empowerment programs.
Furthermore, other researchers in future who will want to conduct similar research studies on the impact of employee empowerment on employee productivity, will use the findings of this research as reference in their study. This therefore means that this research will be used as a source of secondary data in data collection processes.
2.6       Previous Research Studies
A number of studies have been conducted on employee empowerment and it is safe to say that empowered employees are not just proud of their work, but they are more productive than their disempowered colleagues. In general, they are more satisfied, so they bring in more business by making customers in an organisation happier, which later translates into huge profits. Therefore, from a financial perspective, employee empowerment is good for business as it enhances employee performance.
Ramesh (2014) in the research article on the role of employee empowerment in organisation development highlights that, empowering employees leads to organizational development and improved performance. Employee empowerment also encourages entrepreneurial traits and prompts employees to make informed decisions, take action and foster their belief that they can take control of their progress in career development. This belief somehow leads to self – motivation and a sense of independence that is translated into greater loyalty and extra effort for the organisation. Empowered employees come to believe that they can easily control their success through additional efforts being made and hard work which in turn benefits the success of the entire organisation.
Most of the previous studies have given evidence that there is a strong positive relationship between employee empowerment and employee productivity. Some of the studies have been highlighted below.
According to GanjiNa, Gilaninia, Sharami (2013) defined employee empowerment is the creation of required capacity in staff to enable them to create added value in organisations with efficient and effectiveness. The researcher highlighted that the concept of empowerment is summarized in three steps of information sharing, autonomy working across organisational boundaries and also replacement self-bring teams instead of hierarchy.
Furthermore, the researchers explain that employee empowerment practices like training, increases capacity of problem-solving skills amongst employees. Training helps employees in problem identification and solving them based on the content of the problem at hand.
According to GanjiNa, Gilaninia, Sharami (2013)’s findings in a research paper on the overview of employee empowerment in organisations indicated that other employee empowerment practices include employee involvement and participation in decision making, moral commitment in Total Quality Management (TQM) which also gives employees a platform to be involved in organisation decision making. Through the implementation of total quality management strategy, the employees have the responsibility to ensure that quality in the organisation’s operations and service delivery is maintained.
In conclusion, the researchers indicated that employee empowerment practices should be embraced by many organisations as they may lead to job satisfaction among the employees.
Asgarsani, Duostdar, Rostami (2013), in a research paper on empowerment and its impact on the organisation productivity identified the following as some of the employee empowerment practices an organisation can use.
i. Training – Training improves the skills and knowledge that are directly related to entrepreneurship and employee effectiveness in an organisation. Because of the training imparted in the employees, there is a buildup of trust to their leader. Leaders need to trust and develop power and acceptance of new ideas. 
ii. Communication – This is another employee empowerment practice which encourages a sense of belonging among the employees. The researchers explained in their findings that the flow of information between management and the employees has a positive impact on organisation development, accountability and responsibility among employees.
iii. Employee motivation through incentives was identified as an empowerment tool for employees in the research findings. 
In summary, the researchers concluded that empowerment is necessary because employees in today’s organisations need to create scope for creativity and creative teams to meet the changing customer demands. Empowerment of human resource personnel is part of a strategy in recognizing patterns that influence organisational decision positively.
According to Yasothai, Jauhar & Basshawir (2012), in a study on the impact of empowerment on employee performance, with the performance appraisal as a mediating role discussed that performance management and review feedbacks can directly encourage empowerment. This is so because performance management aligns individual goals with department objectives and organisational strategy, by providing the employee a direct insight into how their performance results links to organisation’s business results. The researchers further indicated that when employees are encouraged to express their feelings, it gives a sense of empowerment where they feel comfortable and strong in creating contact with their supervisors or managers to voice their concerns (Dessler and Gary, 2000).
The researchers identified employee performance as one of the winning strategies of any successful business. They presented an argument that empowered organisations have demonstrated improvements in various divisions of employee performance. Further arguments were based on an employee known to hold higher levels of empowerment, such an employee would attend to a comprehensive range of task and activities. Yasothai, Jauhar & Basshawir (2012) noted that the appraisal system has a constructive effect on employee’s performance. In conclusion, Yasothai, Jauhar & Basshawir (2012) findings indicate that, employee empowerment does influence employee performance and such influence can be mediated with appraisal in an organisation. Therefore, it is very important for each and every organisation to enhance their empowerment activity and a good performance appraisal to increase the level of employee performance.
According to Chen (2011), in a study on the impact of empowerment on employee performance using the Automotive Industry as a case study, noted that there are four dimensions of empowerment, namely meaning, competence, self-determination and impact. Each of these dimensions of empowerment was tested to determine its relationship with employee performance.
The findings indicated that employees in the automotive industry find that empowerment strongly influences employee performance. The researcher further elaborated that there is a significant correlation between the dimensions of empowerment and employee performance. As mentioned by Chen (2011), employees feel that when they are empowered with autonomy, freedom and opportunities to influence decision making in their organisation, their performance will increase significantly.
A research study by Kimolo (2013), on the relationship between employee empowerment practices and employee performance conducted in the regional development authorities of Kenya identified the employee empowerment practices as being training, communication, team-working and delegation. On employee empowerment practices, the study found that training enhanced employee’s ability to perform their tasks in regional development authorities. On team working, employees pointed out that it was easier to accomplish assignments through teams rather than individually and further the research established that team working improved ownership in decision making. 
The findings of this paper showed that teamwork has significant positive effect on employee productivity and this is in line with (Kimolo, 2013). The results indicated that empowerment is one of the significant factors for enhancing employee productivity and that it should be given greater emphasis to reinforce overall organisational effectiveness. The study also found that employee training has significant positive effect on employee productivity and it was supported by previous studies like Kimolo (2013). 
In summary, the researcher noted that employee empowerment practices were embraced by employees and that employee empowerment practices to some extent determine employee empowerment. The study established that employee empowerment can be used to articulate employee performance to improve. Kimolo (2013), concluded that empowering employees results into beliefs of feeling powerless to believing strongly in personal effectiveness. This is so because employees take more initiative and persevere in achieving their goals even in the face of obstacles.
According to Nzuve & Bakari (2012) on the relationship between empowerment and performance, a study conducted at the city council of Nairobi, defined empowerment as a strategy and philosophy that enables employees to make decisions about their jobs. On the other hand, the research gave an explanation on performance management. Performance management was defined as the principal set of practices by which control is manifested in organisations. The finding in this study revealed that there is a very strong positive correlation between employee empowerment and performance. The study concluded that employee empowerment had a great positive influence on the performance of employees and this was the case at the City Council of Nairobi.
Ramesh and Kumar (2014), conducted a study on the role of employee empowerment in organisational development.  Organisations today understand that in a knowledge-driven economy, speed in taking decisions, efficient methods of functioning and innovative ideas help them gain an edge over competitors. The study highlighted that employee empowerment is considered as an important issue in human resource management organisations and it is important that each of the individuals feel about their competence. Human resources consider as a strategic asset of the organisation and empowerment of employees, is a new approach to human resource development that cause increase productivity, improve quality and profitability of products and services of organisations.
The findings of this research discussed that employee empowerment is an underlying principle of giving employees the power to make decisions and solve problems which  leaves an employee feeling energized in order to make the organisation successful. As a result of employee empowerment practices, quality of work increases, employee satisfaction increases, collaboration increases, employee productivity rises and organisational costs decreases. All these benefits due to employee empowerment, enable an organisation to achieve a competitive advantage and to bolster its bottom line.
According to Rana and Singh (2016), in a study research on employee empowerment and job satisfaction, an empirical study in the Information Technology (IT) industry, defined employee empowerment as a process of giving authority to the employee to make decisions. The study discussed that empowered employees are expected to perform their work more effectively and efficiently than non- empowered employees. Employee empowerment have received recognition in management circles because it is one of the fundamental elements of managerial and organisational effectiveness that increase when power and control are shared in the organisation. Rana and Singh (2016)’s survey results indicated that employee empowerment had a positive and significant relationship with job satisfaction in manufacturing industry. The results also confirmed a significant difference between male and female employee empowerment and job satisfaction level, male employees were more satisfied with their jobs as compared to female employees. The findings indicated that empowerment has an expressive role in many service organisations, including information technology sector. It was concluded that employee empowerment had a positive and significant relationship with employee job satisfaction and these finding are consistent with the finding of studies conducted by Ramesh and Kumar (2014).
Elnaga and Imran (2014), also conducted a research on the impact of employee empowerment on job satisfaction.  The purpose of the study was to determine the relationship between employee empowerment and job satisfaction by reviewing and determining all factors which effect on this relation. Employee empowerment does not mean that management abandon from its responsibility of performance or for leading the organisation. The study discussed that when employees are empowered, their confidence degree and self – reliance will increase. This extra confidence is a good thing because it creates job satisfaction and high levels of productivity.
Job satisfaction was described as the level of content an individual has with his or her job. A person’s general attitude towards their job, the feelings or affective response someone experiences in a job role. Furthermore, the research discussed that empowering employees leads to positive results for employees, their managers and the organisation. This therefore leads to self – motivation and a sense of independence and this translated into greater loyalty and extra effort for the organisation. The research discovered that employee empowerment has a positive impact on job satisfaction.
A study by Hanaysha (2016) on testing the impact of employee empowerment on organisation performance. The rationale of the study was to examine the effects of human resource factors namely employee empowerment, teamwork and employee training on employee productivity. To fulfill this objective, a number of employees at public universities in Northern Malaysia were surveyed. The findings indicated that employee empowerment has significant positive effect on employee productivity. 
Andish, Yousefipour, Shahsavaripour, Ghorbanipour & Noorfelri (2013), in a study paper on concepts and strategies of staff empowerment, highlights that employee empowerment is one of the most effective techniques for increasing employee productivity. The researchers, defined empowerment as a process through which individuals and teams develop the ability to continuously improve performance. The study further defined empowerment as the development of capabilities and competencies in order to achieve continuous improvement in organisation performance Andish, Yousefipour, Shahsavaripour, Ghorbanipour & Noorfelri (2013). 
The study gave some examples of techniques to empowering organisations which include the following;
Grant motivation, job enrichment, creating and implementing an appropriate system evaluation and introduce sampled employee in specific time period, formation of quality circles were highlighted in this research. The results of the research paper shows that employee empowerment is a management tool that can be used to direct towards increasing the productivity of human resources.
According to Busara (2016), in a research on the impact of organisation empowerment on performance relationship at University of Tanzania. Employee empowerment is recognized as a key for building trustful-relationships with the organizations, which in turn lead to higher levels of performance. This empowerment consists of three components, training employees, creating a culture of allowing employees to give input and have control of their work, and giving employee access to information and providing feedback. 
The results of quantitative study in this research, showed that all employee empowerment practices have a positive effect on both employee performance and job satisfaction. However, Training and Input and Control of Work have only shown an effect to employee performance and not job satisfaction.  
2.7      Methods of employee empowerment 
Empowering employees in an organization is a journey that should if possible have a road map. This might have been used at the CEEC in trying to achieve the maximum potential of employing a culture of ensuring that the employees achieve the set objectives. The CEEC has tried to create an open-door policy in offices to allow employees be able to communicate with their management on issues that affect them. Just like it is the case at the CEEC, there are many methods of empowering employees. Employee empowerment in an organisation, can also be achieved under different methods. According to MBAZ Module 523 (Nyamuda, 2016), highlights the listed methods below for employee empowerment.
2.7.1 Empowering through effective communication
In the quest of empowering employees, effective communication can be considered as a method of employee empowerment. Effective communications involve dialogue, which literally speaks of shared meaning. Very often, when people think that they are communicating, they are not sharing meaning. It is therefore important that in communicating, you are continuously making sure that your hearers share the same meaning as your own (MBAZ Module 523, 2016, P.68). 

At the CEEC, the modes of communication that are used are internal memorandum, internal/external letters, e-mails, meetings and workshops. These methods of communication have helped the CEEC management be able to reach out to its employees in information dissemination and be able to create awareness on the new developmental issues which borders on issues of offering broad-based economic empowerment to Zambian citizens. Managers should therefore, not merely assume that what they are communicating to the employees in the organisation, is understood by all. Hence, a central aspect of communication is understanding the different cultural lenses of ones’ recipients of the message and this has been the case at the CEEC because the institution has diverse cultural beliefs from the different employees that it has. This has created and promoted a favourable platform to achieve employee empowerment. 
According to Robbins (2013), in a successful employee empowerment environment, effective communication with employees reduces uncertainty by lessening role ambiguity and conflict. A well-informed employee is well positioned and becomes an asset to the organisation.  
2.7.2 Empowerment through delegation
According to Robbins (2013), delegation is not merely telling someone what to do. This means, letting them think and decide for themselves, letting someone else make decisions you normally make as a manager. The approach of delegation a manager chooses to use on its subordinates, has an effect on the subordinate’s morale. Subordinates should therefore be fully empowered to act independently. Managers often fear that by delegating, they are abdicating their role, but delegation is not abdication if you get regular feedback on results. 

At the CEEC, delegation has been used as an effective method to promote employee empowerment in that the employee have been exposed to learning other duties and responsibilities which have resulted in a lot of experience and broadened knowledge in doing the employees’ duties.  This has been achieved through employing delegation as an employee empowerment practice. You find junior employees being given an opportunity to act in senior positions when the office bearers are on leave or attending to other national issues and this has exposed employees to try new roles of decision making in the organisation by being given opportunities to let them think and improve their managerial skills. 	
MBAZ Module 523 (2016), in relation to employee empowerment explains that delegation is considered as one of the employee empowerment practices which can improve worker morale. This is so because through delegation, the employees are given an opportunity to prove themselves that they can do the assigned works effectively and efficiently through the work delegated to them. This type of employee practice can easily be adopted by the organisation of study which is the CEEC, which can also be used to assess the impact of delegation on worker productivity levels.
2.7.3 Empowerment through motivating people
According to Robbins (2012), motivation can be defined as the desire to achieve a goal or a certain performance level, leading to goal-directed behavior. When we refer to someone as being motivated, we mean that the person is trying hard to accomplish a certain task. Motivation is clearly important if someone is to perform well; however, it is not sufficient to empower employees.

Motivating employees in an organisation is one of the employee empowerment practices in the quest of achieving employee maximum potential of productivity. Many people have failed to understand that with purpose, comes passion. The reason why many people are not passionate or motivated in what they do, is because they have not found meaning in it. Motivating employees in an organisation is another method of empowerment instead of carrying the burden of employees with low morale. Employees in every organisation should have duties and responsibilities, aligned to the purpose and mission of the organisation and to be aware of the systems and processes of the business to ensure that targets are achieved successfully. The following theories of motivation explains how employees can be empowered through motivation: -
2.7.3.1 Maslow’s Hierarchy of needs
According to Armstrong (2009), Abraham Maslow is among the most prominent psychologists of the twentieth century. The Maslow hierarchy of needs theory is based on a simple principle that human beings have needs that are hierarchically ranked. There are some needs that are basic to all human beings, and in their absence nothing else matters. Furthermore, Robbins (2005) explains that, as each of these needs becomes substantially satisfied, the next need becomes dominant. The individual then moves up the steps of the hierarchy. From the standpoint of empowering through motivation, Maslow’s hierarchy of needs would say that although no need is ever fully gratified, a substantially satisfied need no longer motivates.

So, if an organisation like CEEC, wants to empower its employees through motivation, according to Maslow, there is need to understand what level of the hierarchy the employees are currently on and focus on satisfying the needs at or above the identified level. In other words, once a lower level need is satisfied, it no longer serves as a motivator.





Figure 2.7.3.1: Maslow’s Hierarchy of Needs
[image: https://saylordotorg.github.io/text_organizational-behavior-v1.1/section_09/57e8064147db7cb4008fbcda17abbf8a.jpg]
             Source: Robbins S, Organisational Behaviour 11th ed (2005)
According to Robbins (2005), the most basic of Maslow’s needs are physiological needs. Physiological needs refer to the need for food, water, and other biological needs. These needs are basic because when they are lacking, the search for them may overpower all other urges. Imagine being very hungry. At that point, all your behavior may be directed at finding food. Once you eat, though, the search for food ceases and the promise of food no longer serves as a motivator. Once physiological needs are satisfied, people tend to become concerned about safety needs. Are they free from the threat of danger, pain, or an uncertain future? 
Robbins (2005), further explains that on the next level up, social needs refer to the need to bond with other human beings, be loved, and form lasting attachments with others. In fact, attachments, or lack of them, are associated with our health and well-being. The satisfaction of social needs (i.e. affection, belongingness, acceptance and friendship) makes esteem needs (such as self-respect, autonomy, status, recognition, attention and achievement) more salient (Robbins, 2005). Esteem need refers to the desire to be respected by one’s peers, feel important, and be appreciated. Finally, at the highest level of the hierarchy, the need for self-actualization refers to “becoming all you are capable of becoming.” This need manifests itself by the desire to acquire new skills, take on new challenges, and behave in a way that will lead to the attainment of one’s life goals.
One criticism relates to the order in which the needs are ranked. It is possible to imagine that individuals who go hungry and are in fear of their lives might retain strong bonds to others, suggesting a different order of needs. Moreover, researchers failed to support the arguments that once a need is satisfied it no longer serves as a motivator and that only one need is dominant at a given time. 
Armstrong (2009) also argues that despite the lack of strong research support, Maslow’s theory found obvious applications in business settings. Understanding what employees need gives an organisation like the CEEC clues to understanding them. The hierarchy is a systematic way of thinking about the different needs employees may have at any given point and explains different reactions they may have to similar treatment. Therefore, this theory can be used by the CEEC in trying to empower employees through motivation so that the different factors that motivate employees can be identified. 
However, it important for CEEC to ask itself questions of how it can satisfy its employees’ various needs. In the long run, physiological needs at CEEC may be satisfied by the person’s paycheck, but it is important to remember that pay may satisfy other needs such as safety and esteem as well. Providing generous benefits that include health insurance and company-sponsored retirement plans, as well as offering a measure of job security, will help satisfy safety needs. Social needs at CEEC may be satisfied by having a friendly environment and providing a workplace conducive to collaboration and communication with others. Company picnics, team building workshops and other social get-togethers may also be helpful if the majority of employees are motivated primarily by social needs and striving towards achieving the needs in the next stage. 
 CEEC can achieve esteem needs by providing equal promotion opportunities for all employees and recognizing a person’s accomplishments verbally or through more formal reward systems. Finally, self-actualization needs may be satisfied by the provision of development and growth opportunities on or off the job this includes training, mentoring and work delegation that is interesting and challenging. By making the effort to satisfy the different needs of each employee, CEEC may ensure a highly motivated workforce in achieving maximum potential of employee growth.
2.7.3.2 Two-Factor Hygiene Theory
This is a motivation theory which is sometimes known as the motivation hygiene theory. According to Robbins (2005), Frederick Herzberg approached the question of motivation in a different way. By asking individuals what satisfies them on the job and what dissatisfies them, Herzberg came to the conclusion that aspects of the work environment that satisfy employees are very different from aspects that dissatisfy them. Herzberg labeled factors causing dissatisfaction of workers as “hygiene” factors because these factors were part of the context in which the job was performed, as opposed to the job itself. Hygiene factors included company policies, supervision, working conditions, salary, safety and security on the job (Robbins, 2005). To illustrate this, an employee working at the CEEC in an unpleasant work environment where the office is too hot in the summer and too cold in the winter, being harassed and mistreated by work colleagues. In this case, an employee would certainly be miserable in such a work environment. However, if the CEEC decides to solve these problems (the office temperature is just right and no harassment), would an employee be motivated? Most likely, the employees would take the situation for granted as it is more motivating working in a conducive environment. In fact, many factors in work environment are things that we miss when they are absent but take for granted if they are present.
In contrast, motivators are factors that are intrinsic to the job, such as achievement, recognition, interesting work, increased responsibilities, advancement, and growth opportunities (Robbins, 2005). According to Herzberg’s research, motivators are the conditions that truly encourage employees to try harder. The CEEC can promote employee empowerment through motivation by ensuring that employees who meet their targets are e recognised for their outstanding performance and create opportunities for career growth and advancement as these would motivate the employee to work hard.
Figure 2.7.3.2: The two-factor theory of motivation [image: https://saylordotorg.github.io/text_organizational-behavior-v1.1/section_09/f568f653c1279cd0bbf3ccf87779684f.jpg]
             Source:  Robbins S. Organisational Behaviour 11th ed (2005).
2.7.3.3 Theory X and Theory Y
This is another theory of motivation and this is being analysed in relation to empowering employees through motivation. McGregor proposed two distinct views of human being; one basically negative labelled as Theory X and the positive view labelled as Theory Y (Robbins, 2005). After viewing the way in which managers dealt with employees, McGregor concluded that a manager’s views of the nature of human beings is based on a certain grouping of assumptions and that he or she tends to mold his or her behaviour toward employees according to these assumptions. Under Theory X, it is assumed that employees inherently dislike work and whenever possible, will attempt to avoid it by being absent. In line with the topic of study, this should be of consideration for analysis if an organisation like the CEEC is to evaluate employee productivity. Under Theory Y, one of the views is that employees can view work as being as natural as rest or play
According to Robbins (2005), Theory X assumes that lower – order needs dominate individuals. Theory Y assumes that higher – order needs dominate individuals. McGregor’s believed that Theory Y assumptions were more valid than Theory X. Therefore, he proposed ideas such as participative decision making by employees, responsible and challenging jobs and good group relations as approaches that would maximize an employee’s job motivation.  In this theory, an organisation like the CEEC can look at both assumptions of Theory Y and Theory X and see which one works for employees in trying to empower them through motivation.
According to MBAZ Module 523, Nyamuda (2016, P.73), Herzberg’s theory may apply when it comes to employee empowerment at the CEEC. People in organisations complain about poor hygiene factors – working conditions, benefits, even salary, because of lack of motivational factors. It is important that there is a close relationship between what you want others to do and some reward. If rewards are not tied to performance, then low motivation can be the result. To motivate one’s subordinates, one has to understand some basic human needs just as highlighted in Maslow’s hierarchy of needs above. Everyone needs to feel important and worth something to the organisation i.e. to belong, to achieve something meaningful, and to stand out. Motivation can stem from satisfaction in doing a good job or from recognition by others for our efforts. For example, at the CEEC, employees with outstanding performances, are awarded during Labour Day celebrations. When individuals become consumed by the need for recognition, it can become shattering when their boss changes and they have someone who views them differently. Although employee empowerment in an organisation maybe to motivate employees, the aim at the end of the day should be to have subordinates come to a place where they are self-motivated and feel appreciated. 
Therefore, it’s only right to conclude that motivating employees in an organisation, is another form of employee empowerment practice because it makes the employees feel appreciated and recognised for the efforts they make in achieving the organisation’s objectives. In relation to the topic of study, employees that are motivated in the workplace, tend to be focused with their duties and would even go an extra mile to achieve the goals and objectives set for the organisation. The idea of empowering employees through motivation, creates an enabling environment for the employees so that they are able to achieve their target, and this improves the performance of an organisation as a whole.

2.8   The relationship between employee empowerment and employee performance
According to Bakari (2012) in a research study on employee empowerment and performance, performance is linked to employee empowerment in two ways. Firstly, through the overall goal setting. The more an employee understands his or her job, and how the job contributes to the overall organisation, the better they will be able to make decisions on their own, informed and expert decisions.  Furthermore Bakari (2012), highlighted that, employee empowerment requires this clarity, otherwise the decisions that get made will often be wrong ones. Secondly, empowerment implies accountability of one’s actions which comes along with the liberty and freedom to make decisions. The performance management process in employee empowerment helps to ensure that accountability for results and the outcomes of decisions that employee makes through ongoing communication, can improve the organisation’s performance. Therefore, It is worth noting that from the above that there is power in employing employee empowerment practices in an organisation.
2.9     Factors to consider in creating an Empowering Culture in an organisation
According to Nyamuda (2016) in MBAZ 523 Module, it’s vital that an organisation creates an empowerment culture first as opposed to attempting to empower employees when the cultural environment is not conducive.  For an organisation to breed leaders, it needs to create an environment where individuals are continuously giving and receiving feedback from each other and the organisational operations. In creating an empowering culture in an organisation, manager have to consider certain factors to be present as highlighted below;
2.9.1 Good work environment
Nyamuda (2016), explains that in creating an empowerment culture, there should be something that can boost employees’ inspiration daily to improve their work performance. While bonuses and occasional rewards help to motivate staff from time to time, workers, should have motivation on a daily basis. The best way to drive inspiration is to organize a perfect work environment and this can be applied at the CEEC. A good work environment can include; a well-organized workplace, proper working conditions and friendly staff.  Dessler (2006), explains that if employees love the process of working in the office, their work performance will improve if an enabling environment is created.




2.9.2 Employee Bonus system
All employees in an organisation no matter how much they love their job, they work because they have to make a living. Although money does not guarantee happiness but the thought of earning it and spending it on some investments, can bring joy (Nyamuda, 2016). Therefore, in creating an empowerment culture in an organisation like CEEC, there is need to boost the bonus system as a way of appreciating workers. Bonus systems at CEEC can be used as employee empowerment practices that can be relatively considered as a tool to trigger and improve employee productivity. Bonus systems will therefore, act as a motivating factor in increasing employee productivity in an organisation. Some of the bonus systems to be employed at CEEC in order to create an empowering include incentives and awards as these might motivate employees to work hard and achieve their goals and objectives.
2.9.3 Employee professional skills development
According to Dessler (2006), a company can grow revenue if its workers keep on developing their professional skills. Furthermore, Nyamuda (2016) in the MBAZ 523 Module explains that although self-development is a great way to achieve career success, it gets better if a company can offer some courses or master classes to employees to help them develop professional skills. The CEEC can in this case work around enhancing policies and systems that will work favourably in promoting skills development.  Therefore, skills development helps an organisation improve the quality of work amongst its employees and this can be the case with the CEEC.


2.9.4 A strong motivating team
According to Nyamuda (2016), working with determined people in an organisation, is the biggest motivation. It goes without saying that being a part of a strong team requires a lot of effort, knowledge and expertise. Nowadays, many organizational divisions have adopted the culture of teamwork as key to achieve greater success. According to International journal of learning and Development (2015), teams in organisations usually consist of employees who acquire necessary skills that are important to achieve the desired objectives.  In this case, all team members have the opportunities to teach each other how to perform a particular task skillfully and professionally. It is worth concluding that the greater the degree of collaboration among team members, the higher is the opportunity for a shared learning environment and the greater is the level of productivity.  Furthermore, working in a team allows employees to feel empowered and this supports them to develop autonomy, which is a source of job satisfaction and low stress levels. Therefore, organisations which emphasise more on teams can enjoy favorable outcomes such as enlarged employee performance, higher productivity and better skills in problem solving which later leads to favourable levels of commitment toward the organisation.
2.9.5 Employee Training
According to Kimolo (2013), training is a systematic approach to improve skills and performance among employees. It is intended to foster and enhance learning amongst employees in particularly directed at acquiring job skills. Employee training is derived from the belief that developing employees’ talents internally is one of the good investments an organisation can make. In the business world, the best competitors who embrace employee empowerment use training and career development to improve the competence of its workforce and this has made them remain competitive in the industry. To manage human resources in any organisation, training is one of the essential activities. The key principles of training focus on the needs of employees to do meaningful work through learning programs supported by scientific theories taking into account the elements of efficiency, effectiveness, economy that bring contributions to an individual organisation. Organisations can develop and increase the quality of their employees by providing inclusive training and development programs (International journal of learning and Development, 2015). Every employee in an organisation appreciates being trained and will be motivated to put some extra effort in ensuring that the organisation achieves its goals and objectives. It is therefore, cardinal for an organisation in its process of creating an empowering environment to ensure that the employees are trained to have the required skills to carry out their duties and responsibilities to meet their set target through developed key indicators.
Training is regarded as an important variable for increasing organizational productivity. A number of scholars regarded training as a primary and powerful tool to successfully accomplish organizational goals and objectives and enhancing employee productivity. According to Hanaysha (2016), training programs are designed to provide greater benefits for the employee and the organisation itself through increasing employee performance using shared knowledge, skills and competencies. Training could enable employees to maximize their levels of productivity. This is to say that an employee will become more efficient and productive if he receives effective training. Kirkpatrick (2006) explains that, no matter how well the person matches the job in terms of qualifications and experience, in creating an empowering environment in an organisation, some training is always necessary. Training includes the teaching of knowledge, skills, and attitudes to employees to match with the labour market. Managers usually decide who should be trained first and what benefit the training will have to the targeted employees. All this will be done in good faith to achieve the objective of creating an enabling environment for employees to enable them to get empowered through skills development. The ﬁrst step is to decide who will be the trainer. According to Kirkpatrick (2006), an employees’ positive attitude toward the organization goals and objectives can be beneficial in the process of employee empowerment.
2.9.5.1 Importance of Training 
Training as an employee empowerment practice is important and an imperative tool for the organization to revamp the performance of all the staff for organizational growth and success. 
Training is beneficial to both employers and employees of an organization in that an employee through training will become more efficient and productive while an organisation’s performance will improve because of having a skilled and trained workforce. Therefore, firms can develop and enhance the quality its current employees by providing comprehensive training and career development to impart more knowledge.
Training is important not only because it increases productivity, but it also provides motivation and inspire workers by letting them know how important their jobs are and giving them all the information, they need to do those jobs efficiently (Busara, 2016). 
Therefore, in summary, the general benefits received from employee training as an empowerment practice are: increased job satisfaction and morale, increased motivation, increased efficiencies in processes, resulting in financial gain, increased capacity to adopt new technologies and methods, increased innovation in strategies and products, increased knowledge to the trained staff and reduced employee turnover. 
2.9.6 Setting small goals
Kimolo (2013) explains that although people work in different fields, everyone faces goal setting during the work process. Smart goals show the direction where to move and what to achieve, but if CEEC wants to succeed in accomplishing goals, employees need to have small set goals. Setting small goals in an organisation in developing an empowering culture, is a way to do more things as they is no need to procrastinate on them. It might be relative though but hypothetically speaking, employees feel happier once they have achieved something from the set goals, and when employees reach many small goals in a row, they are self-motivated to move further which becomes an inspiration to others. At the CEEC, the organisation has Performance Appraisal initiatives that help to measure the employees’ performances against the set goals. This has been initiated with a purpose of ensuring that employees at the institution are always productive. In the Appraisal form, Key Performance Indicators are measures against the actual achieved targets for the employees in that appraisal period.
2.10     Employee productivity in relation to employee empowerment
Employee productivity is one of the challenges many organisations are facing in managing their workforce. In today’s business world, the success of organisations depends on the productivity of its employees, thus the issue of productivity is a critical matter that should be given great attention, because the main purpose of every organisation to operate is to gain maximum output with minimum costs. Hanaysha (2016), describes productivity as the ability to achieve certain tasks according to specified accurate standards, completeness, cost and speed. This is to say that, employee productivity can be assessed in terms of the efficiency of an employee in doing the duties and responsibilities in achieving the organization’s goals and objectives. An efficient and effective utilisation of human resources in an organisation is very important to improve its overall effectiveness and efficiency. Past literature done by different scholars among them Hanaysha (2016), reveals that employee productivity can be influenced by various organisation factors such as employee training, employee empowerment and most of all team work. This although, it is different in various organisations as it is relatively applied differently depending on the organisation’s operation theory. At CEEC whenever there is a new product or service being introduced for the citizens, the relevant employee is trained to understand the new facility. This has helped CEEC improve in the area of employee productivity. Although mechanisms have been employed by CEEC to improve employee productivity, there is still need for more serious commitment to be employed in this area as it is still an issue. This is usually assessed during the bi-annual performance appraisal reports. Training at CEEC is an ongoing process through which employees can obtain the necessary knowledge and be able to know how to perform well in the organisation. An organisation that is capable to design an environment which emphasizes on training that can be valued by its employees will have better chances to obtain greater commitment. Hanaysha (2016), further explains that employee empowerment is a significant strategy that many organisations use to improve the strengths and involvement of their job duties also considered teamwork as an important factor that contributes to employee performance. Beardwell, Holden & Claydon (2016) explained that in enhancing employee productivity, one of the main concerns for the management in any organisation including the CEEC, is the level of knowledge that the employees have in trying to do assigned work.

Training has been regarded by Hanaysha (2016) as a key factor for developing organizational productivity. Certain scholars consider training as an essential and effective tool in the successful achievement of organizational goals and objectives which might result into higher productivity. For example, imagine a manufacturing plant that has a high employee productivity level, this will positively affect the performance of the organisation in that the high productivity level will help the organisation meet its set targets and objectives. This will eventually promote the growth of the organisation and be able to sustain its operations. The increase in employee productivity is assumed to come from better workplace environment may include the physical layout of offices which may motivate employees and eventually increase their productivity. According to Hanaysha (2016), employee productivity can be maximized when there is a reasonable balance, thus employees would have adequate control, authority, and feel empowered to make the most effective decisions.
2.11     Benefits of employee empowerment
The main benefits of employee involvement and empowerment to employees according to Beardwell (2006) are improved morale, increased productivity, healthier co-worker relationships (team cohesion) and innovation due to job delegation. According to Beardwell (2006), involving employees in decisions and policy changes that directly affect their job, raises employee morale because they feel that they are part of the organisation. When employees are treated as assets of the company like CEEC and their input is given consideration, confidence increases among every team member, and the company sees significant gains in different facets such as productivity and loyalty. Moreover, improved morale can increase an employee’s longevity with the company. The longer the employee is associated with the company, the more experienced they become, making them mentors to new employees and indispensable to managerial staff. This is a major benefit of employee empowerment practices. Beardwell (2006) further highlights that, employee involvement and empowerment translate directly into increased productivity. Employees with an investment in the company best interest increase their role in the company, fostering a stronger work ethic. When employees are given independence and expected to be more self-sufficient, they become more efficient over time, as they learn to navigate their responsibilities with minimal interference and/or relying less on managerial staff for direction. This can be the case at the CEEC as it will allow managerial staff have more time to attend to other responsibilities other than giving assignments to subordinates which retards productivity. The CEEC has been using employee involvement strategy to allow junior staff members to act in higher positions when the supervisors are off duty. Nyanchama (2009), indicates that although employee empowerment is largely designed to give each employee autonomy, it likewise fosters better relationships between employees and with their managers, because employees that are given more independence tend to form better working relationships. Each sees the other as mutually benefiting from their working relationship. In addition, more self-governance in the workplace like CEEC, lessens dependence on managers and supervisors and redirects that reliance laterally to coworkers.
The other benefit of employee empowerment according to Nyanchama (2009), helps to cultivate innovation. Employees that have a stake in the company growth and sustainability will offer more ideas and problem-solving solutions when obstacles arise. Moreover, as the employee meets particular challenges or finds improvements in policies, procedures or products, it will foster growth and more critical and imaginative thinking. Employees may see a particular issue differently than a manager and be able to think of a creative solution, which may not be considered in a closed circle of managerial staff as it may be the case at CEEC.
According Beardwell (2004), empowerment is a concept that gained immense popularity in the 1990s and looks set to continue as a popular organisational initiative in the twenty-first century. It is a managerial ideology in its own right as well as being used with other initiatives and strategies such as BPR, TQM and the learning organisation. It is strongly associated with culture change initiatives, delayering and restructuring, and usually involves devolving power and responsibilities to teams at workplace or customer level (Arkin, 1995). Various one-dimensional definitions of empowerment have emanated from the practitioner literature. Typical of this view is Cook and Macauley’s (1997) definition of empowerment as Its all-embracing nature skirts over issues of how employees use their abilities, and whether there are boundaries to responsibilities, the degree and type of power employees enjoy, power relations between employee, managers, individuals, teams, customers and the context of empowerment. Both Wilkinson (1998) and Lashley (1997) have commented that empowerment is thus a managerially controlled phenomenon operating at a work based rather than a strategic level within the organisation. 


2.11.1 Benefits of employee empowerment to the organisation
According to Nyanchama (2009), the benefits of employee empowerment can be divided into two areas; i.e. benefits to the organisation and benefits to the employees. Much of the research into empowerment done by scholars has focused on organisational benefits assuming these are the driving forces behind attempts to endanger empowered working environments (Bakari, 2012). One thing that should be taken note of is that, performance of the organisation is linked to the performance of the employees and this can also apply at an organization like the CEEC. The logic behind this is that if an employee has a financial stake in the organisation, he/ she is likely to be more positively motivated and involved in the operations of the organisation. This will eventually result in the organisation, achieving its goals and objectives that have been set. Empowerment is not a win lose situation, where an increase in the power of one result in a decrease in the power of others. It is a matter of trusting the process. It is not giving power but creating a context where empowerment is released and natured (Ramesh, 2014). 
Empowerment in an organisation like CEEC creates a feeling of inclusion across all levels, making sure that everyone has a voice and that their voices are heard. This in its sense promotes employee participation and involvement in decision making in the organisation which eventually promotes a cultural of inclusiveness. Employee empowerment equips employees for success to achieve personal development and career development in achieving organization goals. Nyanchama (2009) emphasizes that through training, resource allocation and effective communication in an organisation, employees are given the responsibility by the organisation to exercise their capabilities and in return an organization like CEEC will be able to benefit from the extra efforts that the employees make in achieving the set goals and objectives. At the end of the day, the overall organisation performance is enhanced and the company remains competitive.

Employee empowerment encourages creativity and innovation. By empowering the employees in the organisation, it encourages employees to work towards meeting organisational objectives. Employees develop innovative and creative ideas that might improve the systems and the processes. Employee initiation and creativity helps organisations to innovate and improve their processes. Nyanchama (2009) further explains that employee empowerment increases productivity. Hypothetically speaking, empowered employees are more productive than underpowered employees as they are free to make decisions, act quickly without wasting time and work as a part of self-managed teams. Employee empowerment provides employees a clearer view of organisation goals as it can also be the case at the CEEC and strategies through effective communication as a method of empowerment. Nyanchama further states that employee empowerment builds commitment and develops a sense of belonging to the organisation to the employees.
2.11.2 Benefits of employee empowerment to the employees
If an organisation like CEEC embraces employee empowerment, employees become part of decision-making committees and get motivated to work extra hard. Through the empowerment programmes, the employees are considered as major stakeholders who can be converted to shareholders of the company by encouraging them to buy equity shares (Poole, 1986). Employee empowerment in an organisation promotes a high level of responsibility among employees which may attract initiative in the work places and as a result, work can be done leading to employees to enjoy their work. Employee empowerment creates a feeling of inclusion. In an organisation that promotes employee empowerment, an atmosphere of inclusion across all levels is created, which makes sure that everyone has a voice and that their voices are heard.
2.12    Barriers to Employee Empowerment
 According to a research by Kimolo (2013), most employees are hampered in their adoption of change no matter how attractive it may be, empowerment practices fails because of entrenched patterns and attitude. Employees in an organisation like CEEC may believe they want greater freedom and responsibility but after years of being restricted, may prove unwilling or unable to take advantage of it.
Nyanchama (2009), states that employee empowerment might fail due to lack of information. For example, at an organisation like CEEC, management might decide to decentralize resources but if employees are not informed that resources are available for their use, then access to these resources will have little influence on feelings of empowerment nor will employees utilize these resources to effect desired organizational outcomes. Nyanchama (2009), further argues that the extent to which managers are motivated to support employee empowerment initiatives will depend crucially on expectation about their capability to carry out these initiatives successfully.
2.13    Criticisms of employee empowerment
According to Nyanchama (2009), employee empowerment is criticised on the basis that it increases the scope of employee’s jobs. A study by Rothstein (1995) showed that an empowerment scheme in a US company failed because of management incompetence. Senior management, including the company president, failed to give adequate support, and employees felt they lacked authority to make meaningful decisions. According to Busara (2016), training in empowerment was cursory, and communication systems were inadequate to deal with the feedback necessary between employees and managers at different levels and across the organisation. Senior management also expected success to be immediate, a situation that would inevitably lead to feelings of thwarted expectations.
According to Nyanchama (2009), empowerment is also criticised on the aspect of service delivery that it slows down delivery to the customers because employees tend to individualise service for customers. Therefore, this reduces the overall productivity of the service and this would have negative effects to the customers and the organisation at large. 
Wilkinson (1998) makes the point that empowerment schemes often fail because they are regarded too simplistically in the sense that ‘empowerment has different forms and should be analysed in the context of broader organisational practice. Buchanan and Preston’s (1992) research into high-performance teams (in which empowerment is central to the operation) showed that management was ever-mindful of how the cell team operations fitted with the broader business strategy. The Human Resource Management (HRM) strategy in terms of reward systems, flextime systems, training and development was also crucial in enabling empowerment to operate effectively. Many schemes fail because senior management has not recognized that the implementation of empowerment schemes usually means a wholesale organisational culture change, which affects all corners of the organisation. Another feature of the exploitation argument is that empowerment schemes reduce workforce levels. This follows the logic that as productivity increases fewer staff are needed. In other words, one is empowered out of a job! This is often associated with forms of lean production. Parker and Slaughter (1995) also believe that this creates ‘a management by stress approach that pushes people and systems to the breaking point by increasingly forcing workers to do more with less’ (Honold, 1997: 209). 
2.14    Summary of chapter
Although the concept of employee empowerment has not been embraced by many organisation, its existence in the business industry is slowly gaining momentum. Different and complex definitions have been highlighted on employee empowerment, the research on the impact of employee empowerment on employee productivity is still not conclusive. 
The case at the CEEC regarding employee empowerment is that the organisation has a training policy that is used to help improve employee productivity. Employee productivity at the CEEC has been fairly good as the institution enjoys industrial harmony. The training of employees at the CEEC has a positive effect on productivity as it has helped to improve employee performance and employees have risen to the challenge and performed well.










CHAPTER THREE
RESEARCH METHODOLOGY
3.0      Introduction
The aim of this chapter is to highlight the methodology that was used to undertake the research study. The methodology employed highlights the way the data was collected, processed, analysed and interpreted. The methodology highlights the activities, time and the cost incurred in undertaking the research study. It also defines the research design and furthermore, sets out to define the target population, the study sample, sampling techniques, sampling size, sampling procedure, data collection methods and the study limitations. The research method was descriptive which used both primary and secondary data. Random sampling method was used to distribute the data collection tools. A sample size of 100 respondents was used from the organisation of study and questionnaires were distributed to as one of the tools to collect data from the respondents.
3.1      Types of Research Methodology
There are a number of research methodologies that researchers employ to undertake a research study. These methodologies are highlighted below: -
3.1.1 Case Study
A case study is a qualitative research methodology approach and it is also an intensive analysis of a person, group, event or problem. In other words, in case study, a individual, program or event is studied in depth for defined period of time (Saunders, 2013). A case study would also be appropriate for learning more about a little known or poorly understood situation. Furthermore, according to (Saunders, 2013), in a case study, one collects extensive data on the individuals, programs, events on which the investigation is focused. These often include: observations, interviews, documents etc. In many instances the researcher might spend considerable time on site interacting regularly with the people being studied. The researcher using case study, records the context in which the situation is found, such as physical environment, historical, economic and social factors. This helps to draw conclusions about the extent in which the situation is found, such as physical environment, historical, economic and social factors. This helps to draw conclusions about the extent to which its findings might be generalized. This research method was applicable to this research as it is based on a case study of the CEEC.
3.1.2 Survey Research
This research method maybe used for descriptive, exploratory, and explorative purposes (Neuman, 2006). According to Neuman (2006), surveys can be used to collect data on attitudes and opinions from large numbers of people. They are used in studies involving individual people as units of analysis. Although it may target groups or interactions, some individuals ought to serve as respondents or key performants. In surveys, a questionnaire is used as a data collection tool although it is not the only data collection tool that belongs to the survey method of research. Other data collections tools include structured interviews and structured observations. A case study is also seen as any observation or in investigation of facts about a situation. It is also a method of gathering information from a number of individuals in order to learn something about a population from which a sample has been drawn. This study method is applicable to this research study as it is also descriptive in nature.


3.1.3 Experimental Studies
According to Paul & Jeanne (2001), the basic purpose of experiment studies is to examine the possible influences that one factor or condition may have on another factor. It examines the cause and effect relationships. It does so by controlling all factors except those whose possible effects are the focus of the investigation. Experiments are used to collect data for artificial conditions therefore, they might not apply to all the conditions. In line with the topic of study, experimental method was not applicable as the subject matter is a case study and does not require an experiment. The research under consideration seeks to assess the effect of employee empowerment on employee productivity, a case of CEEC.
3.1.4 Ethnography
According to Neuman (2006), this is a research study method where the researcher undertakes study of a particular culture in depth. The researcher studies the group in its natural setting for a period of time investigating language and behaviour with an intent to identify cultural norms, beliefs, social structures and other cultural patterns. Under ethnography, the method of data collection to be used is site-based field work is common, participation observations, recording of processes, interviews of key informants such traditional leaders. This research methodology was not applicable to this research study as it was not based on cultural study.
3.1.5 Grounded Theory
Payze & Earl (2001) explains that the major purpose of grounded theory is to begin with the data and use them to develop a theory. It uses a prescribed set of procedures for analyzing data and constructing a theoretical model from them. The term grounded refers to the idea that the theory that emerges from the study is derived from and grounded in data that have been collected in the field rather than taken from researcher’s literature. This methodology is also used to examine people’s actions and interactions and has been found useful for topics such as re-marriage after divorce (Payze & Earl, 2001). The method of collecting data under grounded theory, is field based, flexible and likely to change over the course of the study. Interviews play a major role, but also observations, documents, historical records etc. The only unique issue is that the data collected must include the perspective and voices of the people being studies and for this research study, this was not necessary, and neither was it applicable.
3.1.6 Action Research
This method of research is action driven which makes it different from other methods and strategies of conducting a research. According to Neuman (2006), this method is using to solve problems by initiating problem solving activities and initiatives. The aim of the results is to ensure that improved practices are developed to address issues at hand.  The action research id often conducted by participants who are in groups and the result end is action oriented not theoretical feedback. This research method was not applicable to this research study because of financial constraints which was a major limiting factor and also because of its nature, this method is time consuming.
3.1.7 Archival Research
Lawrence & Neuman (2006), explains that archival research methods include a broad range of activities applied to facilitate the investigation of documents and textual materials produced by and about organizations. In its most classic sense, archival methods are those that involve the study of historical documents; that is, documents created at some point in the relatively distant past, providing us access that we might not otherwise have to the organizations, individuals, and events of that earlier time. According to Jermier and Barley 1998), however, archival methods are also employed by researchers engaged in non-historical investigations of documents and texts produced by and about contemporary organizations, often as tools to supplement other research strategies (field methods, survey methods, etc.) Thus, archival methods can also be applied to the analysis of digital texts including electronic databases, emails, and web pages. This method was not applicable to the topic of study as the researcher was interested in current practices of employee empowerment.
3.2      Adopted Research Methodology for this Research Study
 After analyzing the above different research methods to be used in a research study, the researcher adopted the use of a case study with a combination of the survey/interview strategy.  This is a mixed research method as it includes two research methodologies and because the researcher decided to use both qualitative and quantitative research techniques. Therefore, the mixed method research design was chosen because it includes both qualitative and quantitative approaches. Furthermore, the mixed research method was used because using qualitative or quantitative method alone, would not have managed to answer the research questions of the topic of study.
The research was done in two phases. The first phase focused on qualitative research study through literature review, interviews with CEEC employees, content review were specific attributes were answered. In the second phase, a quantitative phase was conducted to explore the use of a survey instrument (i.e. questionnaires) and the data was analysed to determine the effect of employee empowerment on employee productivity.
3.3       Research design
This part of the research report outlines the research plan highlighting the procedures or activities, the time and cost that had been identified to facilitate the research process. It included the information and tools that were used in conducting a research study. Kothari (2004), defines research design as an agreement of procedures for gathering and analysis of data, obtaining results that is relevant to the research objectives and purpose of study. This study adopted a qualitative, quantitative and descriptive research analysis. The use of the three, provided a better understanding of the research topic of study. This is so because the three methods have their own advantages and disadvantages and therefore combining them will complement each other and will make the research problem to be understood from a holistic point of view.
The major focus was on the descriptive research analysis which has a number of advantages with the main ones being; able to use various forms of data as well as the involvement of the human experience in the data collection process. The other advantage is that the descriptive research design is systematic, and the researcher does not have a direct control of independent variable as they have already occurred and therefore cannot be manipulated. According to Busara (2016), descriptive research is effective to analyze non-quantified topics and issues, the possibility to observe the respondents in a completely natural and unchanged natural environment, the opportunity to integrate the qualitative and quantitative methods of data collection and less time-consuming than quantitative experiments.
3.4       Study area
This research was conducted at the CEEC in Lusaka at its Head office, Annex office and One Stop Shop (OSS). The CEEC has satellite branches in provincial capital cities such as Chipata, Kasama, Livingstone, Ndola and many more. The CEEC has members of staff operating the above satellite branches, who are equally impacted by the phenomenon of empowerment. However, the high cost of undertaking a full study across the entire CEEC network had encouraged the researcher to focus on staff working at CEEC’s Lusaka offices. 
3.5       Study Population 
The target population was drawn from selected employees of the CEEC based at Head office, One Stop Shop and the Annex offices in Lusaka Province. The CEEC has a population of 150 employee across Zambia. There are 80 female employees and with 70 male employees. There are only 5 employees with PhD Degrees, 35 with Masters degrees, 95 with first degrees, 10 with Diploma qualifications while the rest of the staff have College and Secondary School Qualifications. The target population for this study consisted of employees drawn from the company of study from lower management, middle management and senior management.  The sampling design refers to the sampling method used to arrive at the sample.
3.6       Study sample
Mugenda (2003), explains that a sample of 10 – 30% is good enough if well-chosen and the elements are more than 30 but less than 500. According to Busara (2016) research journal, sample sizes larger than 30 and less than 500 are appropriate for most research. Having in mind these limitations, the survey sample size consisted of 100 respondents as the sample population of study which included employees and management in the organisation. It was expected that their responses would provide a good assessment and indication of employee empowerment mechanism and its impact on employee productivity.
3.7       Sampling technique
The sample population was selected through simple random method. The simple random sampling technique offers an opportunity for every member in the selected population to have an equal chance of being included in the sample of study. The stratified random sampling technique whereby the strata consisting of junior employees, middle management and senior management employees will be considered. Stratified random sampling technique is used to obtain a sample population that best represents the entire population being studied. Its advantages include minimizing sample selection bias and ensuring certain segments of the population are not overrepresented or underrepresented (https://www.investopedia.com/ retrieved on 12th February 2018). The technique of personal interviewing is undertaken in order to reach the objectives since it is the most versatile and productive method of communication, enabled spontaneity.  
3.8       Data collection instruments
The research made use of questionnaires to collect primary data as this was a qualitative method and also used quantitative methods. Questionnaires are appropriate in this type of study, since they collect information that is not directly observable. Questionnaires inquire about employees and management’s feelings, attitudes and accomplishments as well as experiences of different individuals in the organisation among others. Furthermore, questionnaires were be used in this study as they were less costly and were not time consuming when it comes to data collection. The questions in the questionnaires, were semi – structured and will be administered through the drop and pick later method and also by circulating the questionnaires through internet to the respondents under the sampled population of study. Both qualitative and quantitative methods are important methodologies in research. According to Eriksson & Kovalainen 2008, Qualitative research is particularly relevant when prior insights about a phenomenon under scrutiny are modest, implying that qualitative research tends to be exploratory and flexible because of ‘unstructured’ problems. It is concerned with interpretation and in-depth understanding which is prone to get a well-rounded and profound knowledge of strategic management by some common readers. On account of this advantage of qualitative research, it is widely used to analyze business case studies. This study was to assess the impact of employee empowerment on employee productivity and hence the need to explore and do an in-depth analysis on the case study company is necessary. 
The qualitative research was more suitable in the data collection process in this case. By using the selected research methods, it allowed the researcher to get an in depth understanding of the subject matter and allowed flexibility. The data that was collected was both mainly secondary data from the library which involved books, articles, journals, publications and approved internet websites. The other tool that was used was the face to face interview with employees and selected staff in management at CEEC that are knowledgeable in employee empowerment who included the Human Resources Manager, Corporate services director, the Administrative Officer etc. This interview method was considered to be one of the reliable research instruments as data was collected from the source itself. 
3.8.1 Questionnaires
A well-structured and easy to understand questionnaire was used which had questions that were simplified for the respondents to understand in order for them to give answers as required. The questionnaire was used to collect primary data because the study contained variables like employee empowerment that cannot be directly observed and therefore requires views and opinions from respondents.  In the questionnaire, as part of data collection, a suitable Likert Scale (5 point) was designed and indicated. Respondents were   requested to give their opinion and determine the idea of agreement or disagreement on the statements that was provided under the two sections indicated in the data collection instrument. 
3.8.2 Interviews
Interviews were also used to collect data. The interviews were conducted with senior level management team members and some from the lower level employees in the organisation of study. 
3.9      Data collection procedure and time
The questionnaires were administered to the selected respondents to the study in order to collect information for the research topic. The questionnaires were self-administered in order to ensure that respondents answer the questions on their own and their own pace. According to Busara (2016), in her research study under the impact of employee empowerment on organisation performance, it was indicated that the procedure of self-administering questionnaires can ease the burden to respondents to panic on their answers, but this would give them enough time to think through their answers and give definite answers.
3.10 Reliability and validity of data
According to Busara (2016), for data to be reliable, it has to be consistent and this is concerned with responses. To ensure reliability in data collection, test measures which included test and re-test consistency in the procedure were used. The data to be collected was very reliable as it was obtained through personal interview (Primary Data) and from reliable books and journals (Secondary data) related to employee empowerment.
Pre-testing of the data instruments was done to check the validity of the instruments of data collection. This was done by carrying out interviews and giving out a few questionnaires to some respondents. Secondary data was also pre-tested. A random selection of participants from each stratum was done in order to ensure that the data is not biased. Validity of data is concerned with the extent to which a test measures what it claims to measure. A test needs to be valid so that the results are accurately applied and interpreted (Huiru, 2011).
3.11 Data analysis instruments and procedures
Data analysis refers to the management of the raw data so that it facilitates interpretation and involves turning the raw observations into summaries that can be interpreted (Ghosh, 2013). Data collected was analysed using qualitative and quantitative methods. Data was presented in tables and graphs. The data analysis was facilitated by the use of the Statistical Package for Social Sciences (SPSS). The collected data was first organized, cleaned and then fed into the Statistical Package for Social Sciences (SPSS) tool for analysis. SPSS is statistical software that is used to analyze coded data (Sidhu, 2011). The justification for using SPSS in this study is that it was less error prone, efficient and quicker to analyze categorical data.
According to (Gosh, 2013) a Chi-square is a non-parametric statistical technique for determining the significance of the difference between frequency counts on nominal data. The justification for using Chi square is that categorical variables were tested for independence. The level of significance used was 5% (0.05). The level of significance is often chosen as 0.05. The level of significance is the probability, chosen at the outset of an investigation, which will lead to reject the null hypothesis if the p-value lies below (less than 0.05) it. The p-value is the smallest level of alpha that leads to rejection of null hypothesis. The justification for using this level was that it is the mostly used statistical value and normally yield reliable estimate in research (Sidhu, 2011). The statistical techniques in any research was largely influenced by the objectives of the study, the nature of the data, and the measurement level of the variables. Considering this fact, descriptive statistics was used for describing basic sample characteristics in this study. The data was analysed using a mixed method of both quantitative and qualitative techniques. Quantitative made it possible to measure variables while qualitative focused on text and meaning of variables.
 In this study, Chi-Square test of independence was used to test the hypotheses. The p-value of 0.05 was considered statistically significant. The Statistical Package for Social Science (SPSS) was used to analyse the data because it is less error prone and efficient.
The data that was collected, was first inspected and edited. This was done by going through all the questionnaires that were collected in order to identify those that were respond wrongly. The results from the questionnaires will be tabulated and analyzed using statistical methods and descriptive statistics such as frequencies and percentages for the quantitative data.


3.12 Ethical Consideration
A letter from the University of Zambia was sent to the Director General (DG) of the CEEC to seek for authority to carry out the research. Furthermore, the researcher introduced herself to the respondents in form of a covering letter explaining the purpose of the research and assuring the participants that the information provided would be used for academic purposes and would be treated with the uttermost confidentiality it deserves.
3.13 Cost of undertaking the Research
     The total cost of undertaking this research is outlined below:
Table 3.13.1: Research Budget
	S/n
	Cost item
	Budget requirement (ZMW)

	1.
	Distribution and collection of questionnaires
	800.00

	
	Talk time
	200.00

	
	Data bundles
	530.00

	
	Stationery and printing
	1,000.00

	
	TOTAL
	2,530.00
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3.14 Summary of chapter
This chapter discussed the procedure that was adopted in the research study process. Furthermore, the research design described the plan used in collecting data to achieve the set objectives. The chapter has also captured the study area, the study sample including the sampling techniques, sample structure and data collection instruments. The final section covered the data collection and processing procedure, and the data analysis and ethical consideration in data collection. The next Chapter looks at the data presentation, interpretation and analysis.
CHAPTER FOUR
 DATA PRESENTATION, INTERPRETATION AND ANALYSIS 

4.0        Introduction
This chapter focuses on the comprehensive empirical presentation of graphical, descriptive and inferential statistics of findings from employees on the impact of employee empowerment on employee productivity at CEEC. The data are presented and interpreted using the Chi-Square test of independence with the use of graphs and tables. In this section, four main research hypotheses on the impact of employee empowerment on employee productivity at CEEC are presented.  The first hypothesis (H1) tests the relationship between training given to employees and their productivity. The second hypothesis (H2) tests the relationship between employee input in decision making and their productivity. The third hypothesis (H3) tests the effect of employee involvement on employee productivity and the fourth hypothesis (H4) test the relationship between Employee incentive system in an organisation and employee productivity. It is upon these hypotheses that the discussion in chapter five is based. For this study, a total of 100 respondents were given questionnaires. These were employees of CEEC in Lusaka. In this study 100 questionnaires were self-administered and 80 were validly responded to. This represents 80% response rate which is representative and objective.
4.1     Presentation and Interpretation of Descriptive statistics
4.1.1    Descriptive Analysis for the Demographic Variables
4.1.1.1 Socio-Demographic variables i.e. Demographic Analysis on Gender

              Figure 4.1: Sex of Respondents






Source: 2018 Field Research Project, employee questionnaire, question number 1
The findings in Figure 4.1 indicate that the majority 48 representing 60% of respondents were male while 32 representing 40% were females. This analysis was done to indicate the number of male and female employees that participated in the research study. This analysis did not affect the results of the study.














4.1.1.2 Demographic Analysis on Age
Figure 4.2: Age of Respondents
Source: 2018 Field Research Project, employee questionnaire, question number 2
The results of respondent’s age presented in Figure 4.2 indicate that the majority 26 representing 32.5% were aged between 40-50, 20 representing 25% were aged 51 and above; 18 representing 22.5% were aged between 31-40 and 16 representing 20% were aged between 21-30. 
This demographic analysis was done to indicate the age distribution of the employees that that participated in the research study. This analysis did not affect the results of the study.




4.1.1.3 Demographic Analysis on Education Level
Figure 4.3: Education Attainment of Respondents









Source: 2018 Field Research Project, employee questionnaire, question number 3
The level of education attained by respondents presented in Figure 4.3 indicates that most respondents, 50 representing 62.5% were degree holders, 20 representing 25% were postgraduate degree holders, 5 representing 6.25% were diploma The other 3 representing 3.75% attained college certificates and 2 representing 2.5% attained secondary education (Grade 12 Certificate).
This analysis is important in this study as it gave the researcher an indicative picture of the level of education that the respondents that participated in the study. 


4.1.1.4 Demographic Analysis on Marital Status
Figure 4.4: Marital Status of Respondents







Source: 2018 Field Research Project, employee questionnaire, question number 4
Figure 4.4 shows that most respondents were married. Out of the total number of respondents 30 representing 38% were married, 24 representing 30% were single, 14 representing 17.5% were divorced and 612 representing 15% were widowed.
This analysis was important in this study to show the marital distribution of the respondents but had no effect on the results of the research study. 




4.1.1.5 Demographic Analysis on Management Level
Figure 4.5: Level of respondents in the Management Hierarchy 






Source: 2018 Field Research Project, employee questionnaire, question number 
The Position in the management levels by Staff at the CEEC presented in Figure 4.5 indicated that most respondents, 18 representing 45% were at lower level, 12 representing 30% were at middle level while 20 representing 25% were at top level management. 
This analysis is showed the hierarchical distribution of the employees that participated in the research study but had no effect on the findings of the research study. 





4.1.1.6 Demographic Analysis of Duration of work
Figure 4.6: Length of Service of Respondents at CEEC













The data in Figure 4.6 reveal that the majority 48 representing 60% of respondents were in service for more than 11 years, 18 representing 22.5% were in service for 8 to 11 years. The remaining 6 representing 7.5% were in service for 1 to 3 years.  
This analysis was done to demonstrate the length of service participants have served so far at the CEEC which was important for this study to give a clear indication on whether the employees that participated but had no effect on the results of the study.




4.2.     Outcome of training given to employee on productivity
Table 4.1: Employees are constantly trained in skill development
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	             Strongly disagree
	2
	2.5
	2.5
	2.5

	
	              Somewhat disagree
	2
	2.5
	2.5
	5.0

	
	              Neutral
	17
	21.2
	21.2
	26.2

	
	             Somewhat agree
	30
	37.5
	37.5
	63.8

	
	             Strongly agree
	29
	36.2
	36.2
	100.0

	
	             Total
	80
	100.0
	100.0
	


Source: 2018 Field Research questionnaire, question number 

Table 4.1 indicates that most respondents, 30 representing 37.5% somewhat agreed, 29 representing 36.2% strongly agreed, 17 representing 21.2% were neutral, 2 representing 2.5% somewhat disagreed and 2 representing 2.5% strongly disagreed that employees are constantly trained in skill development.
	Table 4.2: The organization encourages skill development

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	2.5
	2.5
	2.5

	
	Somewhat disagree
	2
	2.5
	2.5
	5.0

	
	Neutral
	2
	2.5
	2.5
	7.5

	
	Somewhat agree
	27
	33.8
	33.8
	41.2

	
	Strongly agree
	47
	58.8
	58.8
	100.0

	
	Total
	80
	100.0
	100.0
	

	source: 2018 Field Research questionnaire, question number 

Table 4.2 indicates that most respondents, 47 representing 58.8% strongly agreed, 27 representing 38.8% somewhat agreed, 2 representing 2.5% were neutral, 2 representing 2.5% somewhat disagreed and 2 representing 2.5% strongly disagreed that the organization encourages skill development. 
Table 4 3: The organization has a training policy in place

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	2.5
	2.5
	2.5

	
	Somewhat disagree
	2
	2.5
	2.5
	5.0

	
	Neutral
	2
	2.5
	2.5
	7.5

	
	Somewhat agree
	22
	27.5
	27.5
	35.0

	
	Strongly agree
	52
	65.0
	65.0
	100.0

	
	Total
	80
	100.0
	100.0
	


Source: 2018 Field Research Project, questionnaire, question number 

Table 4.3 indicates that most respondents, 52 representing 65% strongly agreed, 22 representing 27.5% somewhat agreed, 2 representing 2.5% were neutral, 2 representing 2.5% somewhat disagreed and 2 representing 2.5% strongly disagreed that the organization had a training policy in place for employees’ empowerment. 

	


Table 4.4: The organization encourages self-sponsorship training

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	2.5
	2.5
	2.5

	
	Somewhat disagree
	2
	2.5
	2.5
	5.1

	
	Neutral
	2
	2.5
	2.5
	7.6

	
	Somewhat agree
	14
	17.5
	17.7
	25.3

	
	Strongly agree
	60
	75
	75
	100.0

	
	Total
	80
	100
	100.0
	

	
	
	
	
	
	

	
	
	
	
	


Source: 2018 Field Research Project, questionnaire, question number 

Table 4.4 indicates that most respondents, 80 representing 75% strongly agreed, 14 representing 17.5% somewhat agreed, 2 representing 2.5% were neutral, 2 representing 2.5% somewhat disagreed and 2 representing 2.5% strongly disagreed that the organization encouraged self-sponsorship training for employees’ empowerment. 






	Table 4.5: Training enhanced employees’ knowledge

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	10
	12.5
	12.5
	12.5

	
	Somewhat disagree
	17
	21.2
	21.2
	33.8

	
	Neutral
	30
	37.5
	37.5
	71.2

	
	Somewhat agree
	13
	16.2
	16.2
	87.5

	
	Strongly agreed
	10
	12.5
	12.5
	100.0

	
	Total
	80
	100.0
	100.0
	


Source: 2018 Field Research Project, questionnaire, question number 

Table 4.5 indicates that most respondents, 30 representing 37.5% were neutral, 17 representing 21.2% somewhat disagreed, 13 representing 16.2% somewhat agreed, 10 representing 12.5% strongly disagreed and 10 representing 12.5% strongly agreed that the training enhanced employees’ knowledge. 
	Table 4.6: New knowledge acquired through training enabled access to better employment opportunities

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	2.5
	2.5
	2.5

	
	Somewhat disagree
	2
	2.5
	2.5
	5.0

	
	Neutral
	2
	2.5
	2.5
	7.5

	
	Somewhat agree
	36
	45.0
	45.0
	52.5

	
	Strongly agree
	38
	47.5
	47.5
	100.0

	
	Total
	80
	100.0
	100.0
	


Source: 2018 Field Research Project, questionnaire, question number

Table 4.6 indicates that most respondents, 38 representing 47.5% strongly agreed, 36 representing 45% somewhat agreed, 2 representing 2.5% were neutral, 2 representing 2.5% somewhat disagreed and 2 representing 2.5% strongly disagreed that new knowledge acquired through training enabled access to better employment opportunities. 
4.3        Employee involvement in decision making
	Table 4.7: Supervisors delegate responsibilities and authority to subordinates 

	

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	2.5
	2.5
	2.5

	
	Somewhat disagree
	5
	6.2
	6.2
	8.8

	
	Neutral
	11
	13.8
	13.8
	22.5

	
	Somewhat agree
	3
	3.8
	3.8
	26.2

	
	Strongly agree
	59
	73.8
	73.8
	100.0

	
	Total
	80
	100.0
	100.0
	


Source: 2018 Field Research Project, questionnaire, question number 

Table 4.7 indicates that most respondents, 59 representing 73.8% strongly agreed, 11 representing 13.8% were neutral, 5 representing 6.2% somewhat disagreed, 3 representing 3.8% somewhat agreed and 2 representing 2.5% strongly disagreed that supervisors delegate responsibilities and authority to subordinates. 





	Table 4.8: Employees at the organisation are encouraged to participate in decision making

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	2.5
	2.5
	2.5

	
	Somewhat disagree
	2
	2.5
	2.5
	5.0

	
	Neutral
	11
	13.8
	13.8
	18.8

	
	Somewhat agree
	54
	67.5
	67.5
	86.2

	
	Strongly agree
	11
	13.8
	13.8
	100.0

	
	Total
	80
	100.0
	100.0
	


Source: 2018 Field Research Project questionnaire, question number 

Table 4.8 indicates that most respondents, 59 representing 73.8% strongly agreed, 11 representing 13.8% were neutral, 5 representing 6.2% somewhat disagreed, 3 representing 3.8% somewhat agreed and 2 representing 2.5% strongly disagreed that eemployees at the organistion are encouraged to participate in decision making. 

	    Table 4.9: Employees are involved in setting goals for the organisation

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	3
	3.8
	3.8
	3.8

	
	Somewhat disagree
	4
	5.0
	5.0
	8.8

	
	Neutral
	5
	6.2
	6.2
	15.0

	
	Somewhat agree
	11
	13.8
	13.8
	28.8

	
	Strongly agree
	57
	71.2
	71.2
	100.0

	
	Total
	80
	100.0
	100.0
	


Source: 2018 Field Research Project, questionnaire, question number 

Table 4.9 indicates that most respondents, 57 representing 71.2% strongly agreed, 11 representing 13.8% somewhat agreed, 5 representing 6.2% were neutral, 4 representing 5% somewhat disagreed and 2 representing 2.5% strongly disagreed that Employees were involved in setting goals for the organization. 
	      Table 4.10:  Management encourages creativity and innovation among employees 

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	2
	2.5
	2.5
	2.5

	
	Somewhat disagree
	3
	3.8
	3.8
	6.2

	
	Neutral
	5
	6.2
	6.2
	12.5

	
	Somewhat agree
	37
	46.2
	46.2
	58.8

	
	Strongly agree
	33
	41.2
	41.2
	100.0

	
	Total
	80
	100.0
	100.0
	


            Source: 2018 Field Research Project, questionnaire, question number

Table 4.10 indicates that most respondents, 37 representing 46.2% somewhat agreed, 33 representing 41.2% strongly agreed, 5 representing 6.2% were neutral, 3 representing 3.8% somewhat disagreed and 2 representing 2.5% strongly disagreed that management encourages creativity and innovation among employees.







4.4    Employee incentives at the organisation
	       Table 4.11: Monthly income is reasonable according to the job

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	13
	16.25
	16.25
	16.25

	
	Somewhat disagree
	22
	27.5
	27.5
	43.5

	
	Neutral
	16
	20
	20
	63.5

	
	Somewhat agree
	20
	25
	25
	88.5

	
	Strongly agree
	9
	11.25
	11.25
	100.0

	
	Total
	80
	100.0
	100.0
	


           Source: 2018 Field Research Project, questionnaire, question number 

Table 4.11 indicates that most respondents, 22 representing 27.5% somewhat disagreed, 20 representing 25% somewhat agreed, 16 representing 20% were neutral, 13 representing 16.25% strongly disagreed and 9 representing 11.25% strongly agreed that monthly income is reasonable according to the job. 

	        Table 4.12: Appropriate recognition is given for employees   contribution

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	19
	23.75
	23.75
	23.75

	
	Somewhat disagree
	20
	25
	25
	48.75

	
	Neutral
	8
	10
	10
	58.75

	
	Somewhat agree
	20
	25
	25
	83.75

	
	Strongly agree
	13
	16.25
	16.25
	100.0

	
	Total
	                80
	100.0
	100.0
	


Source: 2016 Field Research Project, employee questionnaire, question number 11

Table 4.12 indicates that most respondents, 20 representing 25% somewhat disagreed, 20 representing 25% somewhat agreed, 19 representing 23.75% strongly disagreed, 13 representing 16.25% strongly agreed and 8 representing 10% were neutral that appropriate recognition is given for employees   contribution to the organization.
4.5       Presentation and Interpretation of Inferential statistics 
This section presents inferential statistics using hypothesis testing in order to move beyond a simple description of individual variables to inferences about the likelihood of the findings occurring. Inferential statistics identifies whether findings in this study are more or less likely to have occurred than by chance alone.
Table 4.13: Relationship between employee productivity and training given to employees 
The table below indicates the value of test statistic on the Relationship between training given to employees and employee productivity. 
Hypothesis number one	
H0:  Employee productivity is independent of training given to employees 
H1: Employee productivity is not independent of training given to employees 



	Chi-Square Tests

	
	Value
	Df
	Asymp. Sig. (2-sided)
	Exact Sig. (2-sided)

	Pearson Chi-Square
	90.279a
	16
	.000
	.000

	Likelihood Ratio
	78.881
	16
	.000
	.000

	Fisher's Exact Test
	59.432
	
	
	.000

	N of Valid Cases
	80
	
	
	

	a. 23 cells (92.0%) have expected count less than 5. The minimum expected count is .10.



	Since Pearson   = 90.279; P-Value=0.000; P < 0.05, H0 is not accepted. This means that the result is statistically significant. Therefore, there is no sufficient evidence to support the claim that Employee productivity is independent of training given to employees. This implies that employee productivity depends on training given to employees. 

Table 4.14: Relationship between employee productivity and employee involvement in decision making
The table below indicates the value of test statistic on the Relationship between employee productivity and employee involvement in decision making.
Hypothesis number two
H0: Employee productivity is independent of employee involvement in decision making.
H1: Employee productivity is not independent of employee involvement in decision making.



	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	81.979a
	16
	.000

	Likelihood Ratio
	69.794
	16
	.000

	N of Valid Cases
	80
	
	

	a. 23 cells (92.0%) have expected count less than 5. The minimum expected count is .10.



P-Value=0.000. Since Pearson   = 81.979; P < 0.05, H0 is not accepted. This means that there is sufficient evidence to support the claim that Employee productivity is independent of employee involvement in decision making. This implies that Employee productivity is dependent on employee involvement in decision making.
 Table 4.15: Relationship between Employee productivity and employees’ incentives  
The table below indicates the value of test statistic on the Relationship between Employee productivity and employees’ incentives. 
Hypothesis number three
H0: Employee productivity is independent of employee incentives.
 H1: Employee productivity is not independent of employee incentives.



	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)
	Exact Sig. (2-sided)

	Pearson Chi-Square
	102.838a
	16
	.000
	.000

	Likelihood Ratio
	76.524
	16
	.000
	.000

	Fisher's Exact Test
	57.364
	
	
	.000

	N of Valid Cases
	80
	
	
	

	a. 23 cells (92.0%) have expected count less than 5. The minimum expected count is .10.



P-Value=0.000. Since Pearson   = 102.833; P < 0.05, H0 is not accepted. This means that the result is statistically significant. Therefore, there is no sufficient evidence to support the claim that Employee productivity is independent of employee incentives. This implies that employee productivity is dependent on employee incentive. 
[bookmark: _Toc486332418]4.5.1    Summary of Descriptive and Inferential Statistics
The above information has presented the actual findings of descriptive and inferential statistics using tables, figures and Chi-square tests.  All the three tested hypotheses confirmed that employee productivity is dependent on employee empowerment in organisations.




[bookmark: _Toc486332420]4.6       INTERPRETATION AND ANALYSIS OF FINDINGS
4.6.1    Introduction
This section focuses on the impact of employee empowerment on employee productivity at CEEC. This section specifically discusses findings based on response from employees as respondents at CEEC in Lusaka. In this section, three specific objectives on the impact of employee empowerment on employee productivity at CEEC are discussed.

The first objective of the study was to determine the outcome of training given to employee.  The second objective was to examine the effect of employee involvement on employee productivity and the third objective was to assess the impact of employee incentives on employee productivity. 

The main research hypotheses on the impact of employee empowerment on employee productivity at CEEC were tested. This hypothesis tested whether employee empowerment depended on employee productivity at CEEC. This hypothesis was broken down into three sub-hypotheses with each independent variable tested against the dependent variable employee productivity. The first part of the discussion is on Socio-demographic variables.  The second part discusses and analyses the findings around the themes of the specific objectives for Chapter One. 
[bookmark: _Toc486332422]4.6.2   Demographic Characteristics of Respondents
Among the respondents at CEEC Figure 4.1 indicates that the majority (60%) are male, with a relative 40% female. Generally, this was encouraging as it was not expected that a relative significant number of females would take part. This indicates that there was a significant gender balance and therefore the research was not biased but objective. In matters of research, women tend to be more proactive to men and in terms of completing the data collection tool, women completed the questionnaires on time than the men at the CEEC. The nature of the employee empowerment in Zambia is such that gender equality is the most appropriate rather than a deliberate bias towards male employees. Although Zambia has made strides in promoting gender equality in the labour sector, there is no law that restricts empowerment to men only (Ministry of Gender, 2012). In the African culture females are expected to dominate in the kitchen and cleaning departments of the home. In this study it can be suggested from the results showed that most of the female employees were either directly or indirectly engaged in empowerment. 
The majority of the respondents, according to Figure 4.2 were in the age range of between 41-50 representing 42.5%. An essential factor in age is that it was still productive. The education level indicated that most of the respondents attained some diploma hence they were able to understand the questions in the questionnaires and provided valid responses. The finding in Figure 4.3 indicated that 37.5% were diploma holders. Most respondents as shown in Figure 4.4 were married representing 37.5%. This is an indication that the research dealt with a mature and responsible group and therefore the findings could be regarded as balanced and purposeful. The findings show that the majority of respondents were under lower level management representing 60%.  This is according to Figure 4.5. According to Figure 4.6 concerning the length of service by the respondents, the majority of 60% indicated that they were in service for more than 11 years.

4.6.3    Outcome training given to employee on productivity 
The findings presented in Table 4.1 reveals that the majority 30 representing 37.5% of respondents somewhat agreed, that employees were constantly trained in skill development. Table 4.2 indicates that most respondents, 47 representing 58.8% strongly agreed, disagreed that the organization encourages skill development. Table 4.3 shows that most respondents, 52 representing 65% strongly agreed, that the organization had a training policy in place for employees’ empowerment. Additionally, Table 4.4 indicates that most respondents, 80 representing 75% strongly agreed, that the organization encouraged self-sponsorship training for employees’ empowerment. Table 4.5 indicates that most respondents, 30 representing 37.5% were neutral, that the training enhanced employees’ knowledge. These finding is consistent with Kimolo (2013) study whose findings revealed that training was a systematic approach to improve skills and performance among employees. It was intended to foster and enhance learning amongst employees in particularly directed at acquiring job skills. To manage human resources in any organisation, training is one of the essential activities.  
The International journal of learning and Development further supports Kimolo’s findings. According to (International journal of learning and Development, 2015) the key principles of training focuses on the needs of employees to do meaningful work through learning programs supported by scientific theories taking into account the elements of efficiency, effectiveness, economy that bring contributions to an individual organisation. Organisations can develop and increase the quality of their employees by providing inclusive training and development programs.  Hanaysha (2016), is also in conformity with this result by stating that training programs are designed to provide greater benefits for the employee and the organisation itself through increasing employee performance using shared knowledge, skills and competencies.  Findings in Table 4.6 indicates that most respondents, 38 representing 47.5% strongly agreed, that new knowledge acquired through training enabled access to better employment opportunities. This result is in line with Kimolo’s findings stated above. 
4.6.4     Effect of employee involvement on employee productivity 
Table 4.7 indicates that most respondents, 59 representing 73.8% strongly agreed, that supervisors delegate responsibilities and authority to subordinates.  Additionally, findings in Table 4.8 indicates that most respondents, 59 representing 73.8% strongly agreed, that eemployees at the organisation were encouraged to participate in decision making. The results also indicate that employees at CEEC were involved in setting goals for the organization. With regards to this Table 4.9 indicates that the majority of respondents, 57 representing 71.2% strongly agreed, that Employees were involved in setting goals for the organization. This finding is in conformity with GanjiNa, Gilaninia and Sharami (2013) study on the overview of employee empowerment in organisations revealed that other employee empowerment practices include employee involvement and participation in decision making, moral commitment in Total Quality Management (TQM) which also gives employees a platform to be involved in organisation decision making. 
Through the implementation of total quality management strategy, the employees have the responsibility to ensure that quality in the organisation’s operations and service delivery is maintained. It can be suggested that management through involving employees in decision making was cultivating the creativity and innovation which they might have acquired through training. Table 4.10 indicates that most respondents, 37 representing 46.2% somewhat agreed, that management encourages creativity and innovation among employees.
4.6.5    Impact of employee incentives on employee productivity
Table 4.11 indicates that most respondents, 22 representing 27.5% somewhat disagreed, that monthly income is reasonable according to the job. This finding is consistent with MBAZ Module 523 (2017, P.73). According to MBAZ Module 523 (2017, P.73,) Herzberg’s theory may apply when it comes to employee empowerment. People in organisations complain about poor hygiene factors-working conditions, benefits, even salary, because of lack of motivational factors. It is important that there is a close relationship between what you want others to do and some reward. To motivate one’s subordinates, one has to understand some basic human needs.
 Everyone needs to feel important worth something to the organisation, to belong, to achieve something meaningful, and to stand out. Motivation can stem from satisfaction in doing a good job or from recognition by others for our efforts. Although employee empowerment in an organisation maybe to motivate employees, the aim at the end of the day should be to have subordinates come to a place where they are self-motivated. 

Therefore, it is only right to conclude that motivating employees at CEEC, will be another form of employee empowerment practice. In line with the topic of study, employees that are motivated in the workplace, tend to be focused with their duties and would even go an extra mile to achieve the goals and objectives set for the organisation. The idea of empowering employees through motivation, creates an enabling environment for the employees so that they are able to achieve their target, and this improves the performance of an organisation as a whole.
The study conducted by Dessler further supports this finding. According to Dessler (2006), all employees in an organisation no matter how much they love their job, they work because they have to make money. Although money does not guarantee happiness but the thought of earning it and spending it on some investments, can bring joy. Therefore, in creating an empowerment culture in an organisation, there is need to boost the bonus system as a way to appreciate workers. While most workers try to do their job responsibilities well, it is proven that people try to do their best if they know that some additional bonus is available. Bonus systems in an organisation can be used as employee empowerment practices that can be relatively considered as a tool to trigger and improve employee performance. Bonus systems act as a motivating factor in increasing employee productivity in an organisation. Bonus systems such as incentives and awards, motivates employees to work hard and achieve their goals and objectives.
Table 4.12 indicates that most respondents, 20 representing 25% somewhat disagreed and 20 representing 25% somewhat agreed that appropriate recognition is given for employees’ contribution to the organization. However, this finding is not consistent with Dessler (2006).
4.6.6    Relationship between employee empowerment on employee productivity 
There is no sufficient evidence to support the claim that Employee productivity is independent of training given to employees. This implies that employee productivity depends on training given to employees and from the results it is evident that employee empowerment practices like training, have a direct relationship on employee productivity.  From the study, there is insufficient evidence to support the claim that employee productivity is independent of employee involvement in decision making, this means that the productivity levels of employees are directly influenced by employment empowerment and this relatively is the case at the CEEC. This implies that Employee productivity is dependent on employee involvement in decision making. There is no sufficient evidence to support the claim that Employee productivity is independent of employee incentives. This implies that employee productivity is dependent on employee incentive. 

This hypothesis test results are consistent with Bakari’s study.  According to Bakari (2012) in a research study on employee empowerment and performance, performance is linked to employee empowerment in two ways; first, through the overall goal setting. The more an employee understands his or her job, and how the job contributes to the overall organisation, the better they will be able to make decisions on their own, informed and expert decisions. Employee empowerment requires this clarity, otherwise the decisions that get made will often be wrong ones. Second, empowerment implies accountability of one’s actions which comes along with the liberty and freedom to make decisions. The performance management process in employee empowerment helps to ensure that accountability for results and the outcomes of decisions that employee makes through ongoing communication, can improve the employee’s productivity levels. Several studies have been conducted on employee empowerment and it is safe to say that empowered employees are not just proud of their work, but they are more productive than their disempowered colleagues. In general, they are more satisfied, so they bring in more business by making customers in an organisation happier, which later translates into huge profits. Therefore, from a financial perspective, employee empowerment is good for business as it enhances employee performance.
4.7      Summary of chapter
[bookmark: _Toc486332434]This chapter has discussed the actual findings of descriptive and inferential statistics using tables, figures and Chi-square tests.  All the three tested hypotheses confirmed that employee productivity is dependent on employee empowerment in organisations. The next chapter concludes and gives recommendations based on the findings.













CHAPTER FIVE
[bookmark: _Toc486332435]SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS

5.0 [bookmark: _Toc486332436]     Introduction

[bookmark: _Toc486332437]The main objective of the study was to assess the impact of employee empowerment on employee productivity at the CEEC. The specific objectives of the study were to determine the outcome of training given to employee, examine the effect of employee involvement on employee productivity and assess the impact of employee incentives on employee productivity. The first hypothesis (H1) tests the relationship between training given to employees and their productivity. The second hypothesis (H2) tested the effect of employee involvement on employee productivity and the third hypothesis (H3) tested the relationship between Employee incentive system in an organisation and employee productivity. Chi-Square test of independence was used to test the hypotheses. Following the analyses of each objective, and hypothesis, a general summary and conclusions of the study is presented.
5.1       Summary of the Findings
The objective of this study was to assess the effect of employee empowerment on employee productivity - a case study of the CEEC. From the findings, the researcher found out that employee empowerment positively and significantly influences employee productivity to a very great extent. The researchers in this research reported that for improved employee productivity, employee empowerment is paramount which also captures the employees’ work conditions. The researcher also found out that employees at the CEEC know exactly what is expected of them to do and meet their individual performance indicators and can make decisions regarding their work. Employee empowerment has received a wide recognition as an important subject in organisation management circles and the CEEC is one of the organisation that is appreciating this concept. At the CEEC, the employees are allowed to make decisions concerning their work and at the same time the employees value their job as important in their path to career development.
On employee empowerment practices like training, the research finding showed that training enhances employee empowerment and enables employees to meet their set targets to a very great extent. From the findings, it is evident that employee empowerment aims to provide employees with opportunities to influence decisions, promotes employee motivation. The researcher also found that employee empowerment improves the relationship between the employee and the customers of the organisation and has a positive impact on organizational performance. Empowered employees are believed to be more reliable and more responsive to customer needs than employees that are not empowered. Empowered employees are found to be more engaged in their work resulting in higher quality of customer service which leads to better performance and higher productivity in the organisation. 
5.2     Research discussion
The objective of the study was to assess the effect that employee empowerment has on employee productivity. Through this research study, the researcher found out that employees at the CEEC are given an opportunity to make decision through acting positions that they are given in the absence of a senior manager. It is important to understand that employee empowerment is a subject that has been widely recognized by many organisation like the CEEC at management level. Employees at the CEEC are allowed to make decisions concerning their work and this is done through staff meetings, team building workshops and management meetings which has helped employees to be involved in the organisation operations. This belief correlates with Kanter as posted by (Fox, 1998) who indicated that a good leader’s power will mainly grow by sharing the power through empowering others though delegation and extended decision making. In addition, Kanter suggests that if employees are empowered and supported in the organisation, the employees tend to improve in their performance and be able to make informed decisions.  On the other hand, Bakari (2012) in a research study on employee empowerment and performance, indicates that performance is linked to employee empowerment through the overall goal setting by allowing employee to contribute more actively to the group and this increases their confidence levels and resulting in them taking active participation to the organization’s principal activities. On employee empowerment and employee productivity, the researcher found out that necessary information is readily availed to all concerned employees in good time to enable them to make thoughtful decision to a very great extent. 
The study established that by empowering employees to make decisions in an organisation like CEEC, they can attain targets independently without constantly having to refer them back to management for permission to take certain actions. This gives employees a sense of control and makes them to contribute significantly to an organization’s goals and objectives. This correlates with Mullins (2002), that in order to implement employee empowerment practices in an organisation, employees should be competent in their job because it does not make sense to empower a workforce which is not competent with their work.
The researcher also found out in this research study that training enhances employee productivity and which enables employees to meet their set targets as it is the case at the CEEC. Management at the CEEC encourages employees to study and improve their career path. Due to budget constraints, the employees at the CEEC can only study further through self-sponsorship
The researcher established that incentives as an employee empowerment practice in an organisation boosts the employee’s morale. This can be aligned to Maslow’s theory of motivation as incentives in an organisation like CEEC, may motivate employees to work extra hard and meet their targets.
5.3     Research Conclusion
The study concludes that employee empowerment positively and significantly influences employee productivity at the CEEC. Empowered employees in an organisation, who are equipped with tools, information, and support from management, will increasingly make informed decisions and overall accomplishment thereby benefiting the organization. The majority somewhat agreed, that employees were constantly trained in skill development. Most respondents, strongly agreed, disagreed that the organization encourages skill development. The organization had a training policy in place for employees’ empowerment. Additionally, most respondents, strongly agreed, that the organization encouraged self-sponsorship training for employees’ empowerment. Most respondents were neutral, that the training enhanced employees’ knowledge. 

The study also concludes that training at the CEEC enhances worker productivity and enables employees to meet their set targets. The investigation showed that necessary information is readily availed to all concerned CEEC employees in good time to enable them to make thoughtful decision. Management encourages employees to develop creativity and innovative ideas as a way of being involved in the operations of the Commission and it is worthy concluding that empowered employees are more committed to their work and there is a lot of efficiency in service delivery results from an empowered workforce.  This agrees with a study conducted by Nzuve and Bakari (2012) who investigated the relationship between empowerment and performance in the city council of Nairobi found that there is a very strong positive correlation between employee empowerment and performance. Most respondents strongly agreed that supervisors delegate responsibilities and authority to subordinates.  Additionally, most respondents, strongly agreed, that eemployees at the organisation were encouraged to participate in decision making.
 The results also indicate that employees at CEEC were involved in setting goals for the organization. Most respondents, 37 representing 46.2% somewhat agreed, that management encourages creativity and innovation among employees. Many respondents somewhat disagreed, that monthly income is reasonable according to the job. Bonus systems such as incentives and awards, motivates employees to work hard and achieve their goals and objectives. Most respondents somewhat disagreed, that appropriate recognition is given for employees’ contribution to the organization. 

There was no enough evidence to support the claim that Employee productivity is independent of training given to employees. This implies that the cost of employee productivity depends on training given to employees.  There is enough evidence to support the claim that Employee productivity is independent of employee involvement in decision making. This implies that Employee productivity is dependent on employee involvement in decision making. There is no sufficient evidence to support the claim that Employee productivity is independent of employee incentives. This implies that employee productivity is dependent on employee incentives.
[bookmark: _Toc486332438]5.4      Recommendations 
The recommendations have been made based on the following hypothesis that were tested.
5.4.1     Outcome of training on productivity 
The majority somewhat agreed, that employees were constantly trained in skill development. Most respondents strongly agreed that the CEEC encourages skill development. The organization through the Human Resources Manager confirmed that it had a training policy in place for employees. Additionally, most respondents, strongly agreed, that the organization encouraged self-sponsorship training for employees’ career growth and this was evident in the factor that employees were granted study leave. Most respondents were neutral, that the training enhanced employees’ knowledge.
There was need for the CEEC and other organisations to continue designing policies for continuous training and development of employees. The organization should work on the challenges of providing training to their staff as it has a positive impact to performance and satisfaction. And in times of financial constraints as indicated by Nzuwe & Bakari (2012), an organisation can design and adopt programmes that are less costly but will motivate, develop and boast skills and knowledge levels of employees e.g. cross-training, mentoring, and coaching, etc. 


5.4.2   On Effect of employee involvement on employee productivity 
The majority of respondents strongly agreed that supervisors delegate responsibilities and authority to subordinates.  Additionally, most respondents, strongly agreed, that eemployees at the organisation were encouraged to participate in decision making. The results also indicate that employees at CEEC were involved in setting goals for the organization. Most respondents, 37 representing 46.2% somewhat agreed, that management encourages creativity and innovation among employees.
Management should step up already existing measures on employee empowerment so that productivity can improve which includes having an open communication policy. This is a challenge at the CEEC as employees do not openly make open communication on the internal operations of the organisation. Open communication will help employees understand the CEEC‘s business objectives, policies and vision, and keep employees informed about what is going on in the organization. Senior management at the CEEC can keep employees well-informed through staff meetings and the use of technology which includes the top-to-bottom mode communications (e.g., CEO Blog, intranet mechanisms and e-mails). 
Organizations like the CEEC should also encourage communication from the bottom-up through employee feedback, suggestions, etc. mechanisms and e-mails). 
Empowerment or participative management in organisation like the CEEC is one of the most effective ways of helping employees to utilize their creative abilities to improve their performance within the organization they work for. In order to create effective employees at CEEC, it is required to clear communication channels. This will require management to invest in increased amounts of time communicating to employees on the operations of the organisation which includes new policies and allowing the employee to give feedback. In addition, it will require that management at CEEC honestly evaluate the communication styles and methods that are being used in the institution to ensure the most efficient processes possible. 
This investigation has led the researcher to make a conclusion that employee involvement in companies is always aimed at increasing the CEEC performance. Therefore, it is recommended that CEEC practices and explores all forms of employee involvement in the process of decision making in order to enable the employees to get a full view of the company’s operations and participate in different important activities at CEEC. As employees get more informed about the activities of the CEEC and get tasks with great responsibility, they are going to perform at a higher level and improve in their productivity levels. Due to the increase in employees’ productivity, the performance of the CEEC will also increase.
The study recommends that an organisation like the CEEC should increase the level of employee empowerment practices because contributions by empowered employees are believed to have a significant impact on employee productivity, revenue and the organization's overall effectiveness. Employees with the relevant knowledge, skills and competencies should be encouraged to obtain and share information through the established social networks to achieve greater synergy in increasing competitiveness.



5.4.3   Impact of employee incentives on employee productivity
The majority of respondents that participated in this research study somewhat disagreed, that monthly income is reasonable for the job that they do. According to Nyanchama (2009), bonus systems such as incentives and awards, motivates employees to work hard and achieve their goals and objectives. This can be of great important to the CEEC.  Most respondents somewhat disagreed, that appropriate recognition is given for employees’ contribution to the organization. 
Nyanchama (2009), made an emphasis in a research paper that there is need to revisit employees’ incentive and regularly bargain for improved bonuses and remunerations commensurate to employees’ job descriptions in organisations and this should be a route that the CEEC, should initiate in its management operations. As tested above, employee incentives have an impact on employee productivity, therefore types of incentives like staff bonuses, staff awards for work recognition, payment of association membership subscription, and staff personal loans should be introduced at CEEC to empower employees by management through this thesis.
5.5       Relationship between employee empowerment and employee productivity 
There was no enough evidence to support the claim that employee productivity is independent of training given to employees at the CEEC. This implies that employee productivity depends on training given to employees in an organisation like CEEC.  There is enough evidence to support the claim that employee productivity is dependent of employee involvement in an organisation like CEEC. This implies that Employee productivity is dependent on employee involvement in decision making. There is no sufficient evidence to support the claim that Employee productivity is independent of employee incentives. This implies that employee productivity is dependent on employee incentive. 
According to Elnaga, et al (2014), employee empowerment play an important role in increasing the company’s performance. This researcher suggests different point of view on the problem of democratizing the working environment. Elnaga emphasized that if people in the company are motivated to think creatively, influence their own schedule, provide the monitoring of their own performance and participate in the activities of the company, they have much higher performance. This can be taken into consideration by the CEEC to ensure that they achieve maximum potential in achieving employee productivity. Therefore, management should introduce employee empowerment practices in the organisation in order to enhance employee productivity. The study finally recommends that employee empowerment practices should be supported by management at the CEEC as this will enable employees to adequately perform their tasks and meet their targets. The management at CEEC has an obligation to create an enabling environment that fosters employee empowerment. There is no doubt that performance improvement in an organisation like CEEC is only achievable where there is an effective process of continuous development and total quality management.
5.6      Limitation of the study 
One of the major limitations of the study was that the sample size was fairly small, and it was drawn from only one organization, which was the organisation of study. The impact when the sample size is small is that the researcher will not get comprehensive findings on the topic of research.  A larger sample of respondents drawn from several organizations would have increased the dependability of the results and broaden the understanding of the topic at hand and would have helped to generalize the results. The main data collection instruments used were questionnaires, which were somehow bulky in questioning with numerous scales that had to be cross-correlated for purposes of the study and the respondents found them to be time consuming. 
Another limitation is that the respondents were reluctant in giving some information about the employee’s empowerment in their banks which they viewed being confidential. The researcher however reassured the respondents that information obtained from them would be used for the purposes of the study only. The researcher also obtained a letter from the university as evidence.
5.7      Area for Further Research 
For future research, it is recommended that there should be further research in this area which should include more extensive study and investigation into the topic of the relationship between employee empowerment and employee productivity. Consideration in future studies should come from demographic variable perspectives such as age, management level, level of education and length of service in the organisation as they have shown that they have an impact on employee productivity.
5.8       Chapter summary
In summary, the study concluded that employee empowerment practices have an effect on employee productivity in today’s global business. There is a great desire on the part of the employees at CEEC to play an active role in organization activities and as such every effort should be made to accommodate employees’ views and involvement. Therefore, the study recommends that employee empowerment practices should be supported by both top and middle level management at the CEEC as this will improve employees’ performance tremendously.
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APPENDIX
Appendix I
Consent Form Information Sheet
CONSENT TO PARTICIPATE IN A RESEARCH STUDY
Title of the study: THE IMPACT OF EMPLOYEE EMPOWERMENT ON EMPLOYEE PRODUCTIVITY AT THE CITIZENS ECONOMC EMPOWERMENT COMMISSION
Investigator:
Name :………………………………Occupation …………Contact ...............................
You are being asked to be in a research study of the “The Impact of Employee Empowerment on Employee Productivity at the Citizens Economic Empowerment Commission”. You were selected as a possible participant because you are in an organisation that that is involved in empowerment.  I ask that you read this form and ask any question that you may have before agreeing to be in the study.
Purpose of the study
The purpose of the study is to achieve the following three specific objectives: 
1. To determine the outcome of training given to employees on productivity
1. To examine the effect of employee involvement on employee productivity.
1. To assess the impact of employee incentives as an employee empowerment practice on employee productivity.


Description of the study procedures
If you agree to be in this study, you will be asked to answer the questionnaire by ticking the option of your choice. This will only take at most 15 minutes of you time since questions are all closed ended.
Risk Discomforts of Being in the Study
There will be no risks to you in this study as there are no reasonable foreseeable risks or harm. In case there are unknown risks the probability of causing potential harm to you is not there as the research will take all necessary measures to ensure that no harm is caused.  
Benefits of being in the study
The benefit of participation is that your views will benefit you once findings are implemented.
Confidentiality 
This study is anonymous. It will not collect information about your identity. The records of this study will be kept strictly confidential. Research records will be kept in a locked file. Any of your information in that will identify you will not be included.
Payments
You will not receive any payment as the exercise is voluntary.
Right to Refuse or Withdraw
The decision to participate in this study is entirely upon you. You may refuse to take part in the study at any time without affecting the relationship with the researcher or this study or the University of Zambian and the Zimbabwe Open University. Your decision will not result in any loss or benefits to which you are otherwise entitled. You have the right not to answer any single question, as well as to withdraw completely from the exercise at any point during the process.
Right to ask Questions and Report Concerns 
You have the right to ask questions about this research study and to have those questions answered by me before, during and after the research. If you have any further question about the study, at any time feel free to contact me. If you like the summary of the study it will be sent to you. If you have any other concerns about you rights as a research participant that has not been answered, you may contact me on the above email address.
Consent
Your signature below indicates that you have decided to volunteer as a research participant for this study, and that you have read and understood the information provided above. You will be given a signed and a dated copy of this form to keep, along with any other printed materials deemed necessary by the investigator.
Subject’s name: …………………  Subject’s signature:……….  Date:……….  Investigator’s signature: .…………………..Date:. .…………..











Appendix II
Research Questionnaire for Members of Staff
Dear respondent,
TOPIC: THE IMPACT OF EMPLOYEE EMPOWERMENT ON EMPLOYEE PRODUCTIVITY AT THE CITIZENS ECONOMC EMPOWERMENT COMMISSION

I am a student at the University of Zambian and the Zimbabwe Open University carrying out a research study on the reference topic above as a partial fulfillment for the award of Master of Business Administration. I seek to get your opinion about the issue in question to facilitate the study. Your opinion will be highly confidential and specifically used for academic purposes. Your personal identification either by name or residential address will not be required.
Please be assured that the information obtained from you will be treated with the utmost confidentiality.
Your time and corporation will be appreciated.
Yours faithfully,

Mildah Hachuka.





Instructions
1. Read and understand the questions carefully before answering 
1. These questions should be completed by employees at the CEEC only
1. Please give answers that apply to you by ticking “√” in the appropriate boxes in the response column
1. Do not enter anything in the official use column

SECTION A: SOCIAL- DEMOGRAPHIC VARIABLES
	No 
	Question and Filters 
	Response 
	Official use only (coding)

	1
	Sex
	1. Male                  [     ]
1. Female               [     ]
	[     ]
[     ]

	2
	Age
	1. 21-30                 [     ]
1. 31-40                 [     ]
1. 41-50                 [     ]
1. 51 and above     [     ]
	[     ]
[     ]
[     ]
[     ]

	3
	Education
	1. Secondary          [     ]
1. Certificate          [     ]
1. Diploma             [     ]
1. Degree                [     ]
1. Post graduate      [     ]
	[     ]
[     ]
[     ]
[     ]
[     ]

	4
	Marital Status
	1. Single                 [     ]
1. Married              [     ]
1. Divorced            [     ]
1. Widowed            [     ]
	[     ]
[     ]
[     ]
[     ]



	5
	Level in the Management Hierarchy
	1. Lower                      [     ]
1. Middle                     [     ]
1. Top                          [     ]

	[     ]
[     ]
[     ]

	6
	Length of Service at the CEEC
	1. 1-3years                   [     ]
1. 4-7years                   [     ]
1. 8-11 years                [     ]
1. More than 11 years  [     ]
	[     ]
[     ]
[     ]
[     ]





SECTION B: OUTCOME TRAINING GIVEN TO EMPLOYEE ON PRODUCTIVITY
	7
	Employees are constantly trained?
	1. Srongly disagree       [     ]
1. Somewhat disagree   [     ]
1. Neutral                      [     ]
1. Somewhat agree        [     ]
1. Strongly agree           [     ]
	[     ]
[     ]
[     ]
[     ]


	8
	The organization encourages skills development
	1. Srongly disagree     [     ]
1. Somewhat disagree [     ]
1. Neutral                    [     ]
1. Somewhat agree      [     ]
1. Strongly agree         [     ]
	[     ]
[     ]
[     ]
[     ]
[     ]


	9





10 
	The organization has a training policy in place


The organization encourages self-sponsorship training
	1. Srongly disagree       [     ]
1. Somewhat disagree   [     ]
1. Neutral                      [     ]
1. Somewhat agree        [     ]
1. Strongly agree           [     ]

(a) Srongly disagree        [     ]
(b) Somewhat disagree    [     ]
(c) Neutral                       [     ]
(d) Somewhat agree         [     ]
(e) Strongly agree            [     ]
	[     ]
[     ]
[     ]
[     ]
[     ]

[     ]
[     ]
[     ]
[     ]
[     ]


	11
	Training enhanced employees’ knowledge
	(a) Srongly disagree         [     ]
(b) Somewhat disagree     [     ]
(c) Neutral                        [     ]
(d) Somewhat agree          [     ]
(e) Strongly agree             [     ] 
	[     ]
[     ]
[     ]
[     ]
[     ]
[     ]
[     ]
[     ]
[     ]
[    ]
[     ]

	12
	New knowledge acquired through training enabled access to better employment opportunities
	1. Srongly disagree         [     ]
1. Somewhat disagree     [     ]
1. Neutral                        [     ]
1. Somewhat agree          [     ]
1. Strongly agree             [     ]
	[     ]
[     ]
[     ]
[     ]
[     ]




SECTION C: EMPLOYEE INVOLVEMENT IN DECISION MAKING

	13
	Supervisors delegate responsibilities and authority to subordinates
	1. Srongly disagree     [     ]
1. Somewhat disagree [     ]
1. Neutral                    [     ]
1. Somewhat agree      [     ]
1. Strongly agree         [     ]
	[     ]
[     ]

[     ]
[     ]
[     ]

	14
	Employees at the organisation are encouraged to participate in decision making
	1. Srongly disagree     [     ]
1. Somewhat disagree [     ]
1. Neutral                    [     ]
1. Somewhat agree      [     ]
1. Strongly agree         [     ]
	[     ]
[     ]
[     ]
[     ]
[     ]

	15
	Employees are involved in setting goals for the organisation
	1. Strongly disagree      [     ]
1. Somewhat disagree   [     ]
1. Neutral                      [     ]
1. Somewhat agree        [     ]
1. Strongly agree           [     ]
	[     ]
[     ]
[     ]
[     ]




	16
	Management encourages creativity and innovation among employees
	1. Strongly disagree      [     ]
1. Somewhat disagree   [     ]
1. Neutral                      [     ]
1. Somewhat agree        [     ]
1. Strongly agree           [     ]
	[     ]
[     ]
[     ]
[     ]
[     ]




SECTION D: EMPLOYEE INCENTIVES AT THE ORGANISATION

	17
	Monthly income is reasonable according to the job
	1. Srongly disagree        [     ]
1. Somewhat disagree    [     ]
1. Neutral                       [     ]
1. Somewhat agree         [     ]
1. Strongly agree            [     ]
	[     ]
		[     ]
        [     ]
[     ]
[     ]

	18
	Appropriate recognition is given for employees   contribution
	1. Srongly disagree         [     ]
1. Somewhat disagree     [     ]
1. Neutral                        [     ]
1. Somewhat agree          [     ]
1. Strongly agree             [     ]
	[     ]
[     ]
[     ]
[     ]
[     ]


	19
	The best suggested methods of improving employee productivity on employees’ empowerment 
	1. State briefly…………………..
……………………………………
……………………………………
……………………………………

	[     ]
[     ]
[     ]




Thank you for your time and cooperation
Appendix III: UNZA Ethical clearance letter
[image: ]
Appendix IV: CEEC Approval letter to conduct research
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Sex of Respondents
Frequency	
Male	Female	Total	48	32	80	Percentage	
Male	Female	Total	0.6	0.4	1	Column1	Male	Female	Total	Sex of Respondents

Number of Respondents



Age of Respondents
Frequency	
21-30	31-40	41-50	51 and above	Total 	16	18	26	20	80	Percentage	
21-30	31-40	41-50	51 and above	Total 	0.2	0.22500000000000001	0.32500000000000001	0.25	1	Column1	21-30	31-40	41-50	51 and above	Total 	Age in Years

Number of Respondents



Education
Frequency	2
3
5
50

Secondary	Certificate	Diploma	Degree	Postgraduate	Total	2	4	30	24	20	80	Percentage	3.75%
6.25%
62.5%

Secondary	Certificate	Diploma	Degree	Postgraduate	Total	2.5000000000000001E-2	0.05	0.375	0.3	0.25	1	Column1	Secondary	Certificate	Diploma	Degree	Postgraduate	Total	Education Level

Number and Percentage



Bar Chart-Marital Status of respondents
Column1	
Single	Married	Divorced	Widow	Total	0	24	30	14	12	80	Percentage	
Single	Married	Divorced	Widow	Total	0	0.3	0.375	0.17499999999999999	0.15	1	Column3	
Single	Married	Divorced	Widow	Total	Status



Management Level
Frequency	
Lower	Middle	Top	36	24	20	Percentage	
Lower	Middle	Top	0.45	0.3	0.25	Level 

Freqquncy & Percentage



Length of Service
Frequency	
1-3 years	4-7 years	8-11 years	More than 11 years	Total	6	8	18	48	80	Percentage	
1-3 years	4-7 years	8-11 years	More than 11 years	Total	7.4999999999999997E-2	0.16	0.22500000000000001	0.6	1	Length in years

Number of respondents
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