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Abstract: The main objective of this study was to find out the strategies for suceess of
employes empowennent in organisation to reduce employes tumnover. In addition, the study
focuses on benefits and criicism of employes empowerment In crganisations. Nowadays
empowerment has occupiad a central point in many orgamsations in the 2 1st century, In this
era of globalization, there 1s need for employes™s empowerment n order to enable the
organmsation to respond quickly to any changes in macro-environment. The methodology
adopted in this study is quantitative approach, whereby a convemience sample of one
hundred emplovees was selected for the study. The data was analyzed by using deseriptive
statistics. This study will contiibute greatly to existing Literature specifically in inspiring
managers to develop appropriate sirategies to nurture employes empowerment in
organisations. The outcome from the findings shows that emploves empowerment is
essential to assist orgamsations to respond quickly to any environmental changes and reduce
employee tumover.
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INTRODUCTION

Employee empowerment has beeome a burzword and recent management trends in both the
public and private sector {Pitts, 2005). Emplovee empowerment has received a wide recognition as an
important subject in managemeant circles mainly because it is seen as one of the fimdamental elements
of managerial and crganisational e ffectivensss that increasss when power and control are shared in
orgamsation (Ergeneli et af.. 2007). Thus employee empowerment has been hailed as & management
technique which can be applied universally across all crgamsations as a means of dealing with the needs
of modern global business (Demitriades, 2005). Generally, employee empowerment comprises of an
innovative approach in werking with people and a shaft of power from the top management control
to lower level management of the organisation (Tzafiir er of., 2004). Researchers and leaders worldwids
have advocated for empowerment of employees to help organisations compete succassflly in highly
compehtive market place (Tjosvold and Sun, 2003). Therefore, organisations that are commtted to
employee empowenment are in position to motivate and retain their employees (Ongon, 2007)
Emplovee empowerment s seen as a motivational fechnique if designed and nurtured
properly n organisations. Thus employes empowertnent will lead toimprovement of performance
of the organisation through increased levels of employee’s participation and self determination
{Greasley er al | 2005). Basically employee empowerment 15 mainly concerned with trust, motivation,
decision-making and breaking the inner boundaries between management and employess as them
verses us ([zafiir ef af . 2004).

In the literature it is emphasized that employee empowerment will lead to improved productivity,
performance, job satisfaction and reduce emplovee tunover in orgamisations (Ongon, 2007)
Empowerment has been associated with the concept of power, implying that power in organisation
should be reshared from the top management to the lower management {Klidas er al,, 2007). In this era
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of globalization, where there is competition, challenges to provide quality product and services, high
degree of immovation, there is need to empower employess to respond quickly to these changes.
Similarly empowered workforee will lead to achieving a competitive advantage (Moye and Hankin,
2006),

The purpose of this ressarch was to find out the strategies for the success of employes
empowerment in organisations to reduce employee tumover. Specifically, it focuses on benefits and
major erticisms of employee empowerment and sugpests relevant strategies on how to manage
employes empowerment effectively in organisation.

Employes empowerment has been defined in numerous ways, but Klidas ef &/, (2007), Move and
Hankin (2006) and Honold (1997 agreed that the core clement of empowerment involves giving
cmiployees discretion or latitude over certain task related activities. Smith and Mouly, (1998) definad
empowerment as a transfer of power from the emplover fo the employees to make quick and cuality
decisions. Honold {1997} argued that emposwerment is not only having the freedom fo act, but also
having ligher degree of responsibility and accountability. This indicates that management must
empower their emplovees so that they will be motivated, committed, satisfied and assist the
orgatisation in achisving objechves and minimize employess intention to quat. Transferring power to
the employees should be done with due diligence, at the same time emplovees to whom the power is
transferred to, must be held accountable for their actions. Accountability will instil discipline in
utilizing the scarce resowrees optimm for the benefit of the organisation and other stakeholders.
Therefore, employees should be empowerad through, sharing information, autonomy in making
decisions and improving their infellectnal capacity. Wellins ef af. (1991) sinularly proposad that an
organisation that empowers their employees will be able to survive and grow in any environment.

Mohammed and Pervaiz (1998) argued that empowerment 15 a state of mind and empowerad
ernployeas mind expenences feelings of, (1) control over the job to be performed, {2} awareness of the
context in which the work 15 performed, {3} acconntability for personal work output, (4) shared
responsibility for unit and organisational performanee and (3) equity in the rewards based on individual
and collective performance,

The Cogmtive model of empowerment, defines empowerment on a broad term, which includes
the chodce of providing emplovee with genuine job errichment and opportunities to have their voice
heard, having real power for control and influence over work processes, which leads to emplovess to
be confident in discharging their duties. This model further emphasizes that orgamsations have no
options except to ermpower their employees for purpose of survival, growth and merease efficiency
and being competinveness, Further, the model of work team effectiveness postulated by Cohen er af
{1996} comsented that employes empowerment should be the primary foeus for any manager who fries
to design effective self managing work teams in organisation.

Ergeneli er al. (2007) suggested that, like the concept of power, empowerment can be viewed in
two ways. First, 1t can be viewed as a relational construct — which means that managers should delegate
power to the subordinates. Secondly, a motivational construct where employes empowerment is seen
as a technique to motivate employees in organisation. Thus empowered employees feel motivated
when they are given autonomy to make decisions about their work or are involved in the planning
process of their organisation. Therefore emploves empowerment implies that power is granted to the
employees or delegation of authority. Similarly, Proeter er af. (1999) suggested that for the use of the
term empowerment of members to be meaningful, there must be a gemune shift in the locus of power
away from the top management to the shop floor,

Melhem (2004) argued that empowerment 1s a complex interachve process which involves the
act of developmg and increasing power to the subordinates. In addition they 1dentified five cors
dimensions which can enhance smpowerment in orgamsations and these includes educating of
employees, leading, mentoning, supporting and providing proper structures to enhance employes
empowerment in crgamsations. This clearly shows that empowerment is a multi-dimensional process
which involves many systems of the organisation and is an ongoing process.
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Lloyd er al. {1999} assertzd that, managers should act as coaches and help emplovess to solve
problems, Managers should empower subordinates by delegating responsibilities and assisting them
when they have problems and thus emplovees will feel more satisfied with their managers and they
will ¢onsider them to be fair and in retum they will perform to their manager’s expectations.
Emploveess need to be assisted in the process of empowarment.

Participative management, managers must empower their employvess by allowing them to
participate in decision making process. For instance the modeal of emploves empowesrment postulatad
by Mallak and Kurstedt (1926) argued that employee empowsrment has been expounded upon the
concept of participative management. The model emphasized that empowerment to take a strong
foundation in orgamsations; managers should intnnsically  motivate the behaviour of their
emplovees and must release some of their authority and responsibility to other levels of the
organisation.

Honold {1997 equated emplovee empowerment as management-by-stress strategy that pushes
people and systams to the breaking point by forcing workers to do more. Lack of emploves
empowerment in many organisations is considered as a major source of organisational stress and
conflicts. Management to a certain degree will reduce siress among their employees by empowering
them. Employee empowerment 15 8 management practice, which all managers should take senously in
their organisations, because 1t's through empowerment that employees will improve organisational
performance. Management nezds to consider the following facts to ensure that empowerment in their
ofganisations is enhanced and nurtured

Empowerment through job involvement, smpowerment significantly enhances job involvement,
Job satisfaction; career satisfaction and orgamsational commitment (Noorliza and Hasni, 20067, This
in the long run will make employess fezl that they are valued in their organisations and create a higher
degres of job satisfaction and commitment. Thus employess are motivated by both extrinsic and
intinsic rewards such as autonomy in decision-making and challenging work

Leadership strategy, good leadership is critical for sustaining continuous improvement of
emploves empowertnent in organsation {Carson and King, 2005). Good leadership needs to be
demonstratad at all levels of the orgamisation. A good leader in an orgamisation is inhitively able to tap
into expressed thonghts of others, to give verbal expression fo their feelings, able to delegate and
empower emplovees. This would make vision created by management to be brought into frtion
Good leadership inspires subordinates, creates a vision to be followed by the organization employees
and empowers employess through training and development. Hamish {2004) argued that leadership
1s not cnly having mnovative 1deas, but also gething people to follow, not just in dragooned single
file, but with pride, aflutter in their hearts and expectations, Employes empowerment to be succassful
in orgarsation there 1s need for good leadershup to be 1n place at all levels of the orgamsation.

Empowerment to be successful in orgamsation management should use empowerment for
bottom-Line results, Kirkman and Rosen (1999) stated that there are four key ingredients for
empowering program to succeed in orgamisation, these are management must agree to support the
program, inauguration warrants fanfare, must be offered for ideas penerated and accepted, essential for
team leaders, program eoordinators and evaluation committees to be in place to evaluate the progress
of empowerment and advise the best way to enhanoe it In orgam sations.

Therefore, empowerment is not a produet of any structure or system, but itis a process, which
is ongoing, dynamic and fluctuating. Thorlakson and Murray (1996) stated that empowerment is
geting workers to do what needs to be done rather than doing what they are told and inveolves
delegation, individual responsibility, autonomons decision making and feelings of self-efficacy.
Employes smpowerment prograim to be successfill in orgamsation, management rst put in place a
structure in the system to support the whole process (Bogler and Somechy, 2004, It 1s recommendable
that empowerment progess should take place in an environment where it’s allowad, nurtured and
promoted by management and employess.
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Fig, 1: Basic pillars of emplovee empowerment

The management style of any organisation nmst change and accommodate the empewering culture
in the organisation. There are three closely inter-linked essentials which are the key success to
employee empowerment in organisations, if they are taken sericusly by the management of any going
CONGem:

«  Attitude 1s the prvotal point of any progressive idea and relates to the psychological stance (or
frame of mind) of anindividual or group of individuals who needs to empowerad. In general, one’s
attitudes are leamnad from those in authority over one (parants, teachers, managers) and are
reinforced, by subsequent expenences - wiless or unfil some other different experience enlightens
with a new message entirely

+  Commitment - this is a sense of duty and obhgation of employee to the company which employs
him/her. All employees must be committed to ensure that the orgamisation achieves the objectives
of emplovee empowerment. [n addition evervone in the enterprise must accept responsibility to
miake the process of empowerment successfil

+  Involvement is keystone of corporate success of empowerment. There 15 much evidence to prove
that involving individuals in the planning processes will lead to higher chances of achieving the
plans of the organisation. Equally, where employees are involved in the identification, discussion
and agreemnent of personal objectives (in relation to the corporate plan) there 1s ogher desire to
ensure  that the tasks for which one is responsible are carried out efficiently and effectively
(Move et al | 2005)

Wision and goals of the organisation must be clearly spelled out by the top management. Therefore
employess must clearly understand the vision and goals of the orgamsation.

Management should encourage communication regularly with their emplovess, so that they are
informed of what 1= taking place in their orgamsation (Mare and Susan, 2000). This will ensure that
ernployess are geting the right information and deing the right things at the right time. Commurnication
in particular, 18 arguably one of the basic empowerment tools, without communication, contemporary
organsations would cease to exist (Hornstein, 2006},

In order for emplovee empowsrment process to be successful in any orgamisation, the
following pillars should be put in place by management as indicated in Fig. 1. These six pillars
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include resources, coaching, alignment of goals with the organisational strategy, information,
climate and training of employaes:

*  Respwrces: Includes financial, information, tools and equipments.

+  Coeaching: Managers must act as mentors in their organisations,

+ Alignment: Alignment of organisation goals with the strategy (Integration}-goals formulated by
managament should be spacific, measurable, achievable and realistic and should have the time limit
to be achieved. This will motivate amplovees to work towards achieving these goals,

*  Information: Emplovaes should get the necessary information in good time to make thoughtful
decisions. Information should be readily avalable and quickly transmitted to all concernad
emplovees.

= Climate; high degree of nust among the emplovees should be highly encouraged and maintained.
The higher degres of trust among the smployess will make them do right things and make night
decisions at the right time which will add values to the orgamsation. Trust is a lubricant that
facilitates the activities in terms of crgamsational behaviour, Therefore employees should trust
therr managers and managers should trust therr emplovees too (Ergenel er of | 2007). This wall
create an emvironment of empowerment,

*«  Training of employees: should be encowmaged by management in organisation in order to
develop the knowledge and sklls of their employzes.

Emplovee empowerment is eritical for the success and survival of an organisation in this era of
globalisation. Empowerment provides significant benefits to the organisation.

+  Empowerment makes employees feel that they are vital to the suecess of the organisation. In
addition it serves as a vote of confidence in the emploves’s ability to significantly conmbute to
the erganization objectives. Empowerment places people at the centre of the eircle rather than on
the fringes. Then in the long run employees would be committed towards achisving the
organisational objectives. Any change which takes place in orgamsation is effected by employees.
Empowered employees facilitate the progess of change in organisation (Psoinos and Smithson,
2002},

*  Employes empowsment buldds commitment and develops a sense of belonging to the
organisation. Acceptance and ownership are basic loman needs that are satisfied through the
eMpoWEIment process n organisation { Greasley ef af., 2003),

+  Empowered people join in ereating their own destiny. work becomes exeiting, stimulating,
enjovable and meaningful. Empowerment builds trust and promotes effective conmmutiication in
organisation. Do not delegate an assignment and then attempt 1o manage it vourself — you will
make an enemy of the overniled subordinate (Move eraf., 2005).

Employee empowenment inereases organizational effectiveness and emploves well-being, For
instance empowering emplovees has proven to improve efficiency and reduce costs on the assembly
line in a transtmission plant and empowerment of emplovees leads to job satisfaction, job involvement,
lovalty, performance and faster service delivery to customers  Flohr and Host, 2000,

Empowered employess will make quick decisions and suggestions that will improve quick servics
delivery in their sphere of operations and will save alot of mongy and time in organisation (Flohr and
Haost, 20009, In addidon, empowerad employees will provide exceptional customer service in several
gompetitive markets and thus improves the profits of the orgamsations through repeated business.
Sirmilarly emploves empowerment is ong of the strategies wsed in organisation in promoting of good
relationship between the emplovee and the customers. The following are additional benefits of
emploves empowerment in organisation, these are reduction of the top management workload,
improved decision-making, improve training, merale and initiative, more flexible and faster decision-
making. fosters compatitive climate, facilitates change in an organization and respond quickly to

B8



It J. Applied Econ. Fingnee, 2 (2): 84-94, 2008

environmental changes. In practice empowersd smplovess have a high sense of self-efficiency
accompaniad by significant responsibility and authority over their jobs (Movye er of , 2005, Hornstein,
2006).

Many organisation development professionals also link empowerment to increased creativity
{Carson and King, 2003}, Pressures have increased on business, education, all organisations to becorme
learning organizations. Unless one is empowerad, or empowers oneself, it is difficult to participate as
a member of a leanung organization. Therefors, smpowsrment promotes learning in organisation,

Emploves empowenment is a strategy used to enhance teams in organization, so that they can be
effective in performing the activities of the organisation (Psoinos and Smithson, 2002). Therefore, both
the individnal and members of the teams should be empowered and this will make the organsation to
achieve the objectives and be in a position to compete with others in ferms of haman resource
utilization. Additionally, Demitriades (2003) argued that to be suecessful in a dynamie environment
an organisation should strive to become one large empowsred team. Thus employes empowennent
offers many advantages to the organisation and employees. Emplovess to a certain degres appreciate
the greater responsibility and decision making as one strategy of retaining them in organisation
{Carson and King, 2005).

Srmith and Mouly (1998) snggested that empowerment often farls due to enfrenched patterns amd
attitudes. Most employees are hampered in their adoption of change, no matter how attractive it may
be philosophically, entrenched pattzrns and self-limiting attitudes. People may believe they want
greater freedom and responsibility but, after years of being restricted, may prove unwilling or unabls
to take advantage of it. However, there are several factors which might discourage emploves’s
empowerment in organisation, such as poor credibility of the management, mistrust in manapgement,
fearing of loosing jobs and employess not willing to take responsibility for their actions,

Emplovee empovwerment might fail due to lack of information, For instance, management might
decentralize resources, but if employess are not informed that resources are available for their use
{a perpetual reality). then access to these resources will have litfle influsmes on feslings of
empowerment nor will employees utilize these resources to effect desired organisational outcomes. In
addibion emplovee empowerment 15 also eribicized that increases the scope of employee’s jobs. Thas
requires that employees should be properly trained to cope with wider range of tasks (Mohammed and
Pervaiz, 1998), Therefore, the recruitment process showld ensure that emplovees recruited showld have
attitudinal characteristics and skills to cope with empowerment.

Empowerment is also criticizad on the aspect of service delivery, it slows down the servics
delivery to the customers, simply because employes's attempts to individualize serviee for customers
{Pscines and Smithson, 2002}, therefore, reducing the overall productivity of the service. This would
have negative effects to the customers and the organisation at large,

In addition Empowetment is ctiticized in the sense that managers may abdicate all responsibility
and accountability for dzcision making to juniors and in case of accountability purposes employvess
mught be punished for falures, mistakes which there were not the source of the problem and this will
make them to shy away from away empowerment and thus increase employes tumover rate.

MATERIALS AND METHODS

Research Design

The ressarch design adopted for this study was cross sectional survey method The survey
instmment used was a questionnaire. Cuestionnaire 1s the most used instrument in the literature of
employes empowerment (Demitriades, 2003, Ergeneli ez of., 2007 Tjosvold and Sun, 20035, A pilot
test was conducted to asses the reliability and validity of the survey instrument on a sample selectad
of the sudy populatien. Twenty emplovees and managers were selected for mlot testing. Their
suggestions were incorporated before administering the final questionnaire. The questionnaire was
divided info three sections. Section 1 deals with strategies to enhance employee empowerment in
organisations, section 2, bensfits of emplovee empowerment and seetion 3, deals with criticism of
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employes empowsmnent. The five Likert scale was wsed to measwrs the pereeptions of employzes and
managers on strategies to enhance emploves empowsmment, benefits and criticisim of employes
empowerment in their organisations (strongly agree = 3 to strongly disagree = 1), The higher scores
indicate the perceptions of employee strafegies being in place to enhance employee empowerment,
more benefits and enticism of emploves empowerment, Adding up the scores to each 1tem makes the
total scores of each respondent on each variable in the instmument,

The Sampling Plan

The target population were employees and managers of the five public organisations in Gaborone
town, Botswana, A convenmence sample of twenty emplovess and menagers from each five
organisations was randomly selected to ensure representative of the participants. This was applied to
get perceptions of employees and managers about employee empowermnent in their orgamsations, Thos
the numbers of emplovees and managers targeted from the sample was (n = 1003, bt the
questionnaires duly completed and retoned was (n = &), which accounted for 80% of the
response  rate. The rate 15 considered sahisfactory for survey rescarch tvpe (Babbie, 2001,
Yaimmanno et af | 19917,

Data Analysis

Employes empowerment has tended to have a strong quantitative base which consequently
produces statistical and quantitative results (Nesan and Holt, 2002). Therefore, the descriptive
statistics was used to analyze and present the empirical data, The deseriptive statistics were used to
deseribe major study variables. Thus Tabular method was used to condense data collected

RESULTS

The empirical findings on the variables of strategies for snecess of emploves empowerment in
orgamsation are shown m Table 1. The results from the empincal survey indicates that to enhance
employes empowerment in orgamsation, there 1s need for management to put in place appropnate
rewards to motivate emplovees as supported by most of the participants (84%), These rewards should
comprise of intrinsic and extrinsic rewards. Similarly, management should train their employees
properly so that they will be in position to discharge duties diligently (80%). Traming of employees
is considered as one way of empowering employees in orgamsation. Traimng of employees should
either be done on-the job training or off the job training. This findings consented with Greasley er af.
{2005), who argued that emplovess to be empowerment in crganisation they should be trained
properly in order to make qualitative decisions. Similerly managers should provide appropriate
support to their employvees (77%) and they should trust their employees (74%). Ths result concurs
with Ergenchi 7 ad. (2007), who found that managers should support their subordinates, these support
should be in the form of previding resources such as information resource, which s erueial for making
informed decisions affecting the orgamisation. However, management should also mentor and coach

Tahle 1: Perceived strategies for successfill of emp loyee empowertment in organisation

1 2 3 4 5

Wariables Mo, (%1 Mo (%0 Mo, %91 Noo (%6 No (%%
Marsgers should to establish Boundaries 5 & 2 3 2 6 38 45 1a 20
Traiming of employees 5 G - - 11 14 44 35 M I3
Managers fully understand what 7 g B 10 ) a1 3z 40 11 14
empowertnenL rmeans

Trust emplovees 3 4 5 ] 13 146 43 5 14 pat]
Good leadership @ 11 3 4 X0 25 33 4 15 19
Managers acts 38 coaches and mentors 12 15 10 1z 2 3 20 15 3 43
Marmgers provide appropriste support ] 7 8 10 3 L 18 2 4
Appropriate rewards 4 6 4 hi 4 ) 2 7 46 57
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their employees where necessary, they should fully understand the concept of employes
empowerment, ereate boundaries of empowerment to mmmmise misuse of power and authorty and
provide good leadership in their crganisations.

Organisations stand to benefits from emploves empowerment as shown in Table 2. The
findings show that employee empowerment will lead to improvement of the service delivery of the
orgarusation (96%). Empowsred emplovees not only respond to customer neads directly but also dzal
with dissatisfied customers dunng service recovery. The service delivery of the crganisation will
improve because emplovess are in a position to make spot decisions without delay in consultations
procsss with their immediate supervisors. The results are consistent with Ergensli ef af. (2007) findings
on amployee empowerment. [n addition employee empowerment will lead to job satisfaction among
the emplovess (96%). Job satisfaction will anse due employees being involved in decsion making in
organisation. Job satisfaction might also results from being taken for training and development to
advance their skills, given challenging work and good employess” relations. These findings are in
consistent with Moye and Hankimn (2006). Similarly emploves empowenment to a certain degres
reduces emplovee hunover in organisation (91%). This makes organisation to save costs ineurred
in hiring emplovees who leave the organisation due to lack of employes empowerment. Other benefits
of employvee empowerment are reduction in the workload of the top management: this gives them tims
to concentrate on other strategic issues of the organisation. It also promaotes cordial relationship
between management and employees and facilitates organisational change

Employee empowerment does not only benefit the orgamsation but criicized m aspects of misuse
of power and authonty, lack of top management support; employees mmght resist to be empowerad,
fear of loss of jobs and lack of traimng of employvess as shown in Table 3. The result of the empincal
survey shows that managers do not trust their employees to be empowered (B0%). This result is in
consistent with the findings of Greasley er af. (2003), who found out that managers do not trust
their emplovees in orgamsation. However, this goes against the pnnciple of employes empowenment
in orgarusation in this era of globahzaten. Lack of top management commatment (73%) in the whole
proocass will make emploves empowerment not to be suceessfil in orgamsation. In addition employees
fzel that empowerment will increase their workload (63%). Therefore, empowerments should be done
properly without aftecting other emploveas for instanez in inereasing the work load of others, Similarly
employess shonld be prepared properly for additional responsibilities. Failure to do this, would affect

Table 2: Perceived benefits of employee empowerment m organisation
3

1 2 3 4 5
Variables Mo, (%) No, %% Moo %e) Mo, (%) No, (%)
Impreves quick service delivery 1 1 - - 2 3 3 38 47 58
Leads o job satisfaction 1 1 - - 1 3 34 42 43 54
Reduces emploves rnover . . 1 1 G 8 32 40 41 51
Reduces top management workload, . - . 10 12 30 38 40 50
Proamote emg lovee relations 3 4 3 3 ] g 30 37 3B 42
Facilitates change in organization . - 1 13 10 13 15 18 45 56

Tahle 3: Perceived Criticisms of emplovee empowertnetit

1 2 3 4 5
Variables Moo (%) Noo (%) No (%81 Mo, (%a) Mo, ()
Employees misuse of power and authority 14 18 [ 7 16 20 35 = o 11
Lack of top management commitment 8 10 3 4 10 13 40 hli] 19 pal
Employees might resist empowenment 17 M1 24 15 18 22 18 7 9
Inerense workload of employees 5 G 1o 13 15 18 30 38 0 15
Lack of training of emplovess . = 10 13 25 31 3 38 15 18
Managers don't trust emplovees . - 3 q 13 14 48 i 16 0
Managers don't understand emp owerment T 8 g8 10 2 28 32 40 11 14
Fear of loss of jobs 20 25 25 31 15 19 15 1% 5 5]
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the emploves relations in orgammsations. However, some managers in organisations do not wnderstand
the benefits of employes empowerment. Therefore, policies of emplovee empowerment will not be
formulated nor implemeanted in organisations, Therefore, there 1s need for management to understand
employes empowerment in a holistic way. However, in the vanable of manager’s fear of losing their
Jobs, if they empower their emplovees, the results showed that (56%) of the respondents disagreed
with this view because they perceive emplovee empowerment as an appropriate strategy to retain and
motivate employeass.

CONCLUSION AND IMPLICATIONS

Employee empowerments do exaist in orgamusations but needs to be murtured. enhanced and
supported by management and emplovees. Therefore, there is need for good leadership to be in place
af all levels of the orgamisation to formulate and implement policies of employee empowerment
Emplovee empowerment reduces employee furnover and promote good employee relations in
organisation. Management should invelve and consult employess in decision making process of their
orgamsation. In addition there 1s need to train emplovees properly to cope with any changes in macro-
environment. Employees who are empowered will make the organisation to survive, grow and face
challenges posed by globalization with confidence. Management at all levels of the crpanisation should
trust their emplovees and encourage open commumnication.

Emplovee empowerment is strongly enneized in increasing the work load of employees
Therefore, management should ensire that employes empowerment is seen as an opporfunity rather
than as a strategy to increase the workload of other employees. Similarly management should put in
place internal controls to check the misuse of power and authorty m their orgamsation. Thos
employes empowerment without adzquate traiming of employees would he a major treat to emplayvee
relations n organisabiens. Managers should note that empowerment will not happen nahwally in
organisations but must be ntiated and is an ongoing process.

This research will contribute to the existing literature of emploves empowerment spacifically will
inspire managers to come up with varous interventions on how o retain employees in ther
organisations by using emploves empowernment as one of the strategies. This study speetfically will
make management to view employee empowerment as an opporimity of minimizing emploves
turnover in their orgamisation rather than as a threat In this era of globalization the idea of
concentrafing all decisions on the top management 1s dimmnishing very fast and 1s being replaced by
employee empowerment.,

The limutation of this study is that the sample selected of twenty employess and managers each
from five orgamsations in Gaborone ity does not represent the entire orgamsations m Botswani, so0
the results cannot be generalised to organisations that wera not part of the study. There is nead for
qualitative research to be done on longitudinal basis to focus on larger sample and a broader coverages
base for a cross vahdation purposes and to get te picture on employes empowerment and to make
conerete conclusions.
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