
ABSTRACT

MET Management Review - MMR 57

Employee Engagement Through Employee Empowerment 
with Special Reference to Employee Working in 

Manufacturiing Industry Situated at North Karnataka 
Region

B. Anupama - Associate Professor, Department of Management studies, Ballari Institute of Technology & 
Management

Sushma Premkalal - Assistant Professor, Department of Management studies, Ballari Institute of 
Technology & Management

Sampath Kumar - Assistant.Professor, Department of Management studies, Ballari Institute of Technology 
& Management

Every organization should involve in identifying the Engagement levels of employees in their work. 
Engaged employees are uncopied competitive advantage for the organizations. Employees can be 
engaged by empowering them with well designated roles and by providing sufficient amount of 
autonomy while delivering their roles and responsibilities. The objective of present study is to analyze the 
relation between employee engagement and employee empowerment and also to find out, to what extent 
employee empowerment influence the engagement levels of employee at his/her workplace working in 
manufacturing industry. Factor analysis and regression analysis has been conducted to observe the total 
variance explained about the two phenomenon of the study and to analyze the effect of empowerment on 
engagement levels of employee.

Keywords : Employee engagement, Structural empowerment, Psychological empowerment, 
Manufacturing industry situated at North Karnataka . 

1. Introduction
Manufacturing Industry plays a commendable role in 
Economic growth of every nation. It has greater 
c o n t r i b u t i o n  t o w a r d s  S o c i o - E c o n o m i c  
transformation and creates direct and indirect 
employment in its related services. Manufacturing 
Industry builds competitiveness of the various 
companies/Industries by building knowledge, 
technology and Innovations and strengthens the 
Business environments. It is a key feature for modern 
Economic growth and prosperity and holds major 
share in GDP of every nation. From the history it can 
be observed that Manufacturing Industry is genesis 
for new technology, Innovations, R&D activities so 
this Industry is considered as backbone for 
Developed as well as developing nations. In 
Manufacturing Industry, Steel Production is vital part 
of Industrialization and steel is a topmost metal 
which is used in different types of machinery, 
construction, Automobiles, Infrastructure, 
manufacturing intermediary & finished products etc. 
According to the statistics of Department for 
Promotion of Industry and Internal Trade (DPIIT), 
between April 2000-March 2022, Indian 

metallurgical industries attracted FDI inflows of US$ 
17.01 billion.  The contribution of steel to Indian 
Economy is around 2%. The growth in steel sector is 
expected to improve the economic growth rate of 
India. On the basis of the reports provided by IBEF, 
steel Industry has huge scope of growth (IBEF,2022) 
and consequently it is major contributor toward 
economic growth of nation. So, organizations 
involving in this process should identify value 
addition elements that enhance organization's 
performance and sustainability.

2. Need of the Study
Factors those are necessary in every manufacturing 
industry are financial Assets, Processes, Place, 
Utilities and People and One of the major elements 
which govern the performance of the company is 
human Resource of the organization. There is a need 
for every organization to come out with the strategies 
which makes their human capital get engaged in the 
work. Engagement speaks about total immersion of 
the employee in his work physically, psychologically, 
emotionally and cognitively (Kahn, 1990). 
Employee involvement in his work leads to 
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organization's growth and involvement is possible 
when employee harness himself in his work (May et 
al, 2004). So there is a need to identify the ways 
through which employees find their identities in their 
work with his complete  involvement physically, 
psychologically and cognitively to attain 
organization's goals and objectives. This is possible 
only when employees are self motivated, feel 
responsible and accountable whole heartedly towards 
their roles and responsibilities. Employees should be 
made self driven and self directed by providing 
sufficient amount of autonomy and empower them in 
process of decision making relating to their work.

The present study wants to fulfill the need  of 
identifying the avenues through which organizations 
can able to make employees to deeply engaged in the 
job that precedes the job identities (May et al, 2004). 

By considering the current need, the present study has 
been carried out to answer the Research question - ' 
To what extent Employee Empowerment 
influences the Engagement levels of the 
Employees'

3. Objectives of the study
To answer the Research question, following 
objectives are formulated:

· To understand the concepts of Employee 
Empowerment and Employee Engagement.
· To observe the Empowerment levels among the 
employees working in the Manufacturing Industry.
· To analyze the relationship between Employee 
Empowerment and Employee Engagement levels. 
· To analyze the influence of Employee 
Empowerment on Engagement levels of the 
Employees. 

4. Literature Review   
Workplace is an important part in every individual's 
life as he involves in developing various dimensions 
of life like social relationships, engaging in 
challenges, building up his identity (Kanungo,1982). 
Organizations should continuously strive for creating 
positive work environments and there is substantial 
evidence which shows that positive environments are 
also productive environments (Cameron et al 2003) 
and in turn fostering work engagement ( Bowen & 
Ostroff 2004, Wright et al 2001, 2005, Dunford & 
Snell 2001,) and employees are also more productive 
when compare to others (Csikszentmihalyi 1997, 

Seligman 2002, Fredrickson 2003, Diener & Biswas 
2008). Positive work environments can be created by 
providing sufficient resources, and autonomy so that 
employees can unleash their full potential and 
knowledge in appropriate decision making 
(Goldsmith et al, 1997). According to some major 
research organizations, employees who are 
committed towards their work and feel enthusiastic, 
connected emotionally with their work and 
workplace and perform psychological investment in 
their work and organization are said to be highly  
engaged employees   (Gallup, Wills Tower Watson,   
Aon Hewitt, Quantum Workplace). 

If employees feel engaged, they care for their 
organization success and sustainability. There are 
many positive outcomes if employee is engaged in 
his/her work. Employees' satisfaction will be 
enhances in turn leads to their retention in the 
organization (Purushothaman and Kaviya (2020), 
Schaufeli, Bakker, & Salanova, 2006).  It is an equal 
important to retain existing talents along acquiring 
new talent. Enhanced Employee Relations by 
reducing communication gap, organizations can able 
to achieve high engagement behaviors among the 
Employees (Kaushik and Guleria (2020)).  
Organizations should give opportunities to 
employees to come out with their opinions and high 
degree of creativity (Kumar 2021).  Organizations 
should have virtues like, Trust, Empathy, Justice , 
harmony that leads to create more Humane work 
environments in which employees feel nourished and 
valued that leads to employee Engagement (Kumar 
2021). Research reveals that workplace environments 
have major effects on employees' productivity 
(Yadav et al 2020).  

Work environments which promote team 
coordination will boost the employees' morale and 
makes them involve in the work more enthusiastically 
(Kaushik and Guleria (2020)). Organizations has to 
create a culture where employees should not feel 
misused, overused, underused and abused (Ketter 
2008). Social support from colleagues and 
supervisors, autonomy, performance feedback, skill 
variety, learning opportunities are positively 
associated with Employee Engagement (Schaufeli et 
al 2009; Xanthopoulou et al 2009). In this context 
some more Empirical studies have been conducted 
and studied to find out the influencing factors of 
engagement levels.  Engagement is Behaviourial, 
cognitive and emotional condition of the employee 
(.Farndale & Murrer, 2015; Shuck & Wollard, 2010) . 
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So organizations should build work culture in which 
employee feel empowered to utilize their cognitions 
to be more creative and productive.  

The pioneer for the concept, Khan (1990) explains 
Employee Engagement as harnessing employees' 
selves to their work roles.  It is positive attachment, 
commitment, loyalty, (Xiao & Duan, 2014) and 
positive psychological attachment to work roles 
(Saks & Gruman, 2014). To get involve emotionally 
and psychologically at workplace, organization's 
culture and environment plays an important role. 
Openness, trust, Authenticity, proactiveness, 
Autonomy, collaboration are important elements of 
culture which allows employees to get more engaged 
in their job roles. employee engagement depends on 
many antecedents, such as management styles and 
practices, organizations can build and promote 
engagement. 

Besides, positive work environment can enhance the 
level of employee engagement. Employees need to 
have a healthy working environment, which can have 
an impact on organizational behaviors, such as, 
organizational commitment and engagement. 
Rozman et al. (2019) proved that working conditions 
contribute to improving work engagement.

Work environment is a climate in which employees 
perform their duties (Hanaysha, 2016) and 
supportive work environments leads to employee 
commitment, performance and job satisfaction 
(Danish et al. (2013), Hanaysha, 2016, Dul et al. 
(2011). Organizations should provide conducive 
work environments in which employees feel 
empowered to take appropriate decisions. From 
literature it can be observe that Empowered 
employees are more committed with reduced 
turnover intensions (N Alkahtani & et al 2021, 
William C. Murray & et al 2021) and improved 
performance.  Empowering employees is a 
persuasive practice through which performance and 
productivity can be enhanced by psychological 
investment and maximum contribution in appropriate 
decision making process.

We can observe in literature about mainly two types 
of Empowerment, and those are Structural 
Empowerment & Psychological Empowerment 
(Mathieu, Gilson & Ruddy, 2006). In Structural 
Empowerment, subordinates are given with power, 
control, authority and autonomy to carry out different 
functions and activities related to work. Subordinates 

are motivated to grow and learn new skills and 
allowed to utilize those in their work process (Chen & 
Chen, 2008). 

In order to implement the Empowerment, there 
should be a proper organized structure where 
administrators share authorities and responsibilities 
with the employees according to their profiles 
((Demirbilek & Türkan, 2008). If organization fails in 
identifying the line of authority and control 
objectively, then it will fail to empower and in turn 
results in to negative consequences like employee 
Burnout and Exhaustion. So empowering through 
external factors require more scrutiny before its 
implementation.   

Psychological Empowerment is an important element 
of Intrinsic motivation which includes four personal 
orientations as Competence, Meaning, Self 
Determination and impact and also demonstrates 
cognitive orientations about ob roles (Spreitzer, 1995 
).  It is considered as an important resource that 
enhances employees' Engagement with their work  
(Ugwu et, al 2014) and also have strong predictive 
ability of Engagement levels (Bhatnagar , 2012). 
Psychological Empowerment is a critical antecedent 
f o r  p o s i t i v e  w o r k o u t  c o m e s  l i k e  j o b  
satisfaction(Dewettinck and van Ameijde, 2011; 
Amundsen and Martinsen, 2015; Nikpour, 2018) and 
work innovation  (Seibert et al., 2011). From the 
literature it is observed that, Psychological 
Empowerment develops positive orientations 
towards the work and job roles and resultant as 
detrimental to burnout and Exhaustion (McVicar, 
2003; Laschinger et al., 2006; Cavus and Demir, 
2010; Gong et al., 2021). Physical and Psychological 
depletion leads to Employee Burnout ( Shirom, 
1989). If employees are empowered psychologically 
by providing resources though which they transform 
their abilities to cope up with their emotional 
Exhaustion to enhance their potential at work place 
(Boudrias et al., 2012; Tian et al., 2015; Ayala Calvo 
and García, 2018; Liu et al., 2019; Permarupan et al., 
2020).  

Psychological investment stimulates individual's 
enthusiasm towards work and improves their 
performance that results to organization's 
commitment. Research showed that there is a 
statistically significant relationship between 
psychological empowerment and Employee 
Engagement (Marius WS, Sebastian R., 2010). 
Empowering is considered as a key factor for positive 
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work outcomes (Irina M, Coralia S, Paul S, 2015) and 
is positively related to employees' task and 
innovative performance (Yi L, Feng W, Shenggang 
R, Yang D, 2015).  

From the above discussion, it is clear that Employee 
Empowerment plays an important role in achieving 
positive work outcomes and also creates positive 
intensions towards the job among the employees. A 
work environment which leads to the development of 
positive outcomes can have engaged employee in 
turn can achieve organization success.

5. Conceptual Framework
 Literature has provided sufficient evidences on the 
importance of two constructs of the study. Poor 
engagement levels effects the organization 
performance and its success. So organizations should 
continuously strive in identifying the antecedents 
that maintains the engagement levels 

Present study has conceptualized the theory around 
two main constructs in which  Employee 
Engagement is conceptualized as Dependent variable 
and Employee Empowerment as Independent 
variable. In this section effort has been made to 
develop a theoretical construct which depicts that 
sufficient Empowerment leads to desired 
Engagement levels among the employees.

For this purpose, Structural and psychological 
Empowerments are considered to analyze the 
influence of empowerment on three variables of three 
variables of Engagement - 'Vigor, Dedication, 
Absorption'. 

on the basis of above mentioned conceptualization, a 
set of hypotheses are formulated to achieve the 
established objectives of the present study. 

H:Employee Empowerment is positively associated 
with Employee Engagement

H1: Structural Empowerment is positively associated 
with Vigor
H2: Structural Empowerment is positively associated 
with Dedication

H3: Structural Empowerment is positively associated 
with Absorption
H4: Psychological Empowerment is positively 
associated with vigor
H5: Psychological Empowerment is positively 
associated with Dedication
H6: Psychological Empowerment is positively 
associated with Absorption

Fig:2 Pictorial representation of relationship 
among the variables of 

Measures & Methods
Measuring  dimensions of the construct
Employee Engagement and its dimensions

Schaufeli et al (2002) defined engagement as 'a 
positive fulfilling, work related state of mind that can 
be characterized by Vigor, Dedication, and 
Absorption'. So it is very important to pay attention to 
improve psychological strengths and positive 
experience at work. 

The present study adopted UWES (Utrecht work 
engagement scale) to measure engagement levels 
among the employees. This scale has been developed 
by Schaufeli et al (2002) with three dimensions - 
'Vigor, Dedication, and Absorption'. Again developed 
a refined form of questionnaire to measure work 
engagement based on the original version of Utrecht 
Work Engagement scale (UWES), ( Schaufeli et al 2006).

Employee Empowerment
Structural empowerment  was measured using scale 
developed by Laschinger et al. (2001) and it consists 
of sub factors like 

1) Opportunities provided by Management to acquire 
new skills & knowledge and application of those 
knowledge and skills; opportunity in decision 
making; 

Vol 10 | Issue 2 | July 2023



MET Management Review - MMR 61

2) Information  & communication provided by the 
Management in the process of  carrying out the 
functions
3) Support is provided by Management in sufficient 
amount to handle with critical situations in critical 
times
4) Resources provided by the Management to fulfill 
the responsibilities that demands in their respective 
roles handle with the situations.

Psychological empowerment was measured using 
the scale developed by Spreitzer, (1995) and it consist 
of four subscales –

1. Meaning which measures, to what extent employee 
is finding meaning in his/her work and how much that 
job is important to him and also to what extent he/she 
is confident to perform that particular job role.

2. Competence asses the weather employee mastered 
the skills necessary for the job and self assured on the 
competencies that are required in the way of carrying 
out his/her work. 

3. Self determination assesses whether he can  
determine what to do in his/her work and having 
autonomy of performing the work.

4. Impact asses the Employee's control and 
significant impact over the activities that happens in 
the department.

6.  Research Design
The present study adopted Descriptive research 
design which gives a detailed profile of the 
respondent population being studied  by analyzing 
the characteristics of the group on which research is 
carried on. The present study involves analyzing the 
effect of variables that are considered of interest on 
the selected sample.

Cross sectional nature of research is adopted as it is 
relevant for that particular time period. (Deepak 
chawla, Neena sodhi 2014). The cross sectional 
studies are extremely useful to study current patterns 
of behaviors or opinions. This is a better technique as 
the results are more reliable and valued.

Quantitative methods are used to analyze the study. 
These include descriptive and inferential statistical 
methods. Both methods are used to analyze the 
collected data, to derive necessary conclusions and 
interpretations from the analysis.

Sampling Design
The present study has adopted probability sampling in 
which simple Random technique is used. Sample size 
of the study is 150 which consists of employees 
working in different Iron & steel manufacturing, 
Ferroalloy manufacturing companies situated at north 
Karnataka region.

Data collection
Descriptive research studies require two types of data 
– secondary data and primary data.
Secondary data is collected to gain sufficient 
knowledge on the topic of investigation, analyze the 
established relationships among the variables and 
Primary data is collected exclusively for the purpose 
of the current investigation that research is 
conducting (Churchill & Iacobucci 2005).

Instrumentation
Questionnaire is the main data collection tool used to 
conduct present study. Questionnaire has developed 
in two sections. First section of the questionnaire 
collects the data pertaining to the

demographic characteristics of the respondents. It 
includes age, qualification, work experience, marital 
status. second section consists of measurement 
statements pertaining to the variables of the study - 
Employee Empowerment & Employee Engagement. 
Total number of Measurement items included in the 
Questionnaire is 25 in which Employee Engagement 
contains 17 items and Employee Empowerment 
consists of 8 items.

Data is collected through 7 Point rating scale in which 
agreement levels are collected towards statements 

7.  Statistical Analysis
Data collected from questionnaire is analyzed 
through Descriptive and inferential statistical tools 
using SPSS ver.20. There is no incomplete filled 
questionnaire so total 150 responses are considered 
for the analysis. 

Reliability & Validity of the Instrument
Internal consistency of the variables of the study is 
measured by using  Cronbach alpha (α). The α value 
for Employee Empowerment is α= 0.831 and 
Employee Engagement α=0.719. Total consistency 
among all items of the study is 0.8 which implies good 
reliability.
It is important to conduct validity test on the 
measurement instrument as reliability is not 
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sufficient. Validity refers to the meaningfulness of the 
research component. When behaviors are measured, 
then it should be checked that measurement 
instrument is measuring what it is intended to 
measure. This can be attained through validity test. To 
fulfill the purpose, construct validity have been 
adopted. Construct validity of the instrument is 
performed. Construct validity measures to what 
extent items in the questionnaire are related with 
constructed theory and it is quantitative in nature. It 
refers to whether scale measures with a theorized 
psychological construct. 

Factor analysis is used to assess the construct validity 
of the research instrument. It is commonly used 
statistical measure in which items are clustered in the 
form of factors to be measured. High loading of items 
are grouped to makes one factor and low loading 
items are discarded as these doesn’t contribute for the 
factors. The method of extraction is principle 
component analysis with varimax rotation. KMO 
measure of sampling adequacy is >0.5 which 
indicates the appropriateness of using factor analysis 
and  Bartlett’s sphericity test gives a measure that 
indicates the level of significance for of the 
correlation matrix of the variables. 

Following table provides KMO & Bartlett’s 
sphericity test results of the two constructs of the 
study. All these values justify the use of factor 
analysis.

Table:1

Total variance explained is accounted almost 
67.890%, 60% of the variability in the original values 
of Employee Empowerment and Employee 
Engagement respectively which indicates how much 
of the variability in the data has been modeled by the 
factors. Acceptance level of variance explained by the 
model can be 60% - 70% (Robin Beaumont 2012). 
Total variance explained by two scales falls in this 
range only.

Factor loadings with respect to each item of both 

scales are observed above 0.4 ranges from 0.4 to 0.9 . 
According to Kothari (2005), factor loadings of 0.3 
can be considered absolute values to be interpreted. 
The general rule of the thumb for acceptable factor 
loading is 0.4 or above (David et al 2010). In the 

th th
present study, 9  item and 16  item of Employee 
Engagement and 2nd item of Employee 
Empowerment are below the adopted threshold value 
of 0.3 and negative. After removing these items from 
the scale, the cronbach's alpha of Employee 
Empowerment & Employee Engagement 0.85, 0.754 
respectively. As the consistency values of the scale 
are not changed or improvised, the items with lower 
loadings are considered for further analysis.  With 
this analysis, it can be concluded that Measurement 
scale of the present study has attained validity and can 
be considered for the further analysis.
Both Descriptive and Inferential statistical tools are 
used to analyze the collected data 

Table: 2 Demographic characteristics of the 
Respondents

Table:2
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Table:3

Descriptive statistics
Descriptive statistics of the responses is analyzed 
through % Mean responses. Following table provides 

mean responses towards the Measurement statements 
for Structural Empowerment and Psychological 
Empowerment. 

CA=completelyagree;A=Agree;SWA=somewhatag
ree;N=neutral;SWDA=somewhatdisagree;DA=disa
gree;CDA=completely disagree

 Inferential Statistics
Inferential statistical tools are used to analyze the 
association between the Independent (Employee 

Empowerment) and dependent variables (Employee 
Engagement ) of the study. Correlation and 
Regression analysis are conducted to analyze the 
Hypotheses formulated.

Following table provides the values of the analysis
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8. Results and Discussions
The first objective  is attained by conducting 
extensive literature survey on the concepts of the 
study. The second objective  is attained by analyzing 
the responses given by the sample of 150 respondents 
in form of their agreement levels towards the 8 
s t a t emen t s  o f  Employee  Empowermen t  
Measurement scale. All responses are positive, 
ranges from 77% to 86%. All the statements have 
received positive agreements which conclude that 
maximum respondents have average of 85% of 
empowerment levels. 

The third and fourth objectives are attained by 

analyzing level of association exists between the main 
variables and sub variables of the study. The first 
hypothesis is constructed between main variables 
Employee Engagement and Empowerment and 
analyzed. Results showed that there exist a positive 
association between main variables of the study with 
positive correlation value r=0.455, which can be 
interpreted as moderate relationship. Regression 
analysis reveals the results that Employee 
Empowerment (independent variable) can influence 
21% of variability on Employee Engagement 
(dependent variable).F-test and T-test are conducted 
to observe statistical significance of regression effect 
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and predictive ability of independent variable on 
dependent variable with positive regression 
coefficients  β =0.44. On the basis of above results, it 
can be stated that, main hypothesis H is proved and 
supported. Reaming hypotheses H1 to H6 are 
constructed among the sub variables of both the 
construct.  H1 & H4 are formulated between 
Structural and Psychological empowerment stating 
that they are positively associated with 'Vigor' 
variable of Employee Engagement. with correlation 
of 0.39 & 0.56 respectively and  with positive 
regression coefficient, showing positive influence of 
Psychological and structural empowerment on 'Vigor' 
variable. Results proved that   Structural and 
Psychological empowerments can influence the 
variability of 15% & 32% in the vigor of Employee 
Engagement. So, H1 & H4 are proved and supported.

H2 & H5 are the hypotheses formulated between 
Structural and Psychological Empowerment as 
Independent variable and 'Dedication' of Employee 
Engagement as dependent variable. From the analysis 
it is proved that there is a positive association between 
these variables but weak relation. Regression analysis 
showed that an influence of 7% and 5% variability 
can be observed due to Independent variables in the 
dependent variable of 'dedication'.  

H3 & H6 are the hypotheses formulated between 
Structural and Psychological Empowerment and 
'Absorption' of Employee Engagement. From the 
analysis it is observed a positive and weak association 
between the variables. Regression analysis shows 
that structural & Psychological Empowerment 
influences the 10% and 8% of variability on 
Absorption levels employees. There is a positive but 
weak association.

From the table it is clear that all hypotheses of the 
study are positive and significant except H5 which 
states weak association between Psychological 
empowerment and Absorption variable.

9. Conclusion
The complete results of the study show positive 
relation and influence of Employee Empowerment on 
Employee Engagement level. If we observe in detail, 
employees are not psychologically empowered 
which means they may not be finding meaningfulness 
in their job and may feel less autonomy in process of 
execution of their job roles and have poor control over 
their department activities. These reasons can directly 

effects the engagement levels of the employee. 
Employee can able to immerse himself in his/her 
work only when he/she is psychologically involved. 
So organizations should promote the organizational 
culture which transcends the work environments as 
'best places to work' by integrating inner self of 
employee with sense of fulfillment along with healthy 
social interactions at workplace. 

Organization will be successful if it work culture can 
create a sense of fulfillment through meaningful work 
in which organization communicates its values with 
supportive work environments, so that employees get 
absorbed and work vigorously with improved 
dedication levels.         
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