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Empowerment is referred to as "the motivational content of a new paradigm of 

management, characterized by an emphasis of internalized commitment to the 

task itself". 

6.1. Relational Component 

The first component is the relational component of empowerment. The 

earliest definitions of empowerment referred to the relational transaction in 

which a leader or manager shares power with his or her subordinates. In 

1990 Hollander and Offerman who are stated by Tom Peters in his book 

Thriving on Chaos provide an excellent historical overview of the role of 

power and leadership in organizations, both of which are central to 

conceptualizations of empowerment. Beriefly, the authors assert that 

empowerment in the form of participative decision-making is the bridge 

between power and leadership. Elden (1986) also connected empowerment, 

which he refers to as the sharing of power, to the concept of participation. In 

his view, empowerment is synonymous with participation in autonomous work 

groups. More specifically, it is that relational sharil}g of power and control, or 

delegation of power (Facing New Frontiers.p.127). 

6.2. Motivational Component 

The process of enablement as the motivational component of 

empowerment has been identified by two authors in the field of management 

Conger and Kanungo (1988). They defined this component as, 
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"Creating conditions for heightening motivation for task 
accomplishment through the development of a strong sense of 
efficacy. JI 

Besides, enablement is described as the motivational behavior of the 

leader who psychologically helps people act or perform in the face of 

chaitenging goals. Thus, it is called as the motivational component of 

empowerment. 

Our definition of the concept of enablement incorporates both intrinsic 

and extrinsic motivational factors. Enablement of middle management is 

defined as the provision of motivational support and encouragement. It can 

be extrinsic in nature, in which case it is provided by the leader to the middle 

manager through self-efficacy the information of which is done by the leader 

to subordinates by using enactive attainment, vicarious experience, verbal 

persuasion, and emotional arousal in the process of empowerment which is 

based upon the intrinsic task motivation referring to 11 those generic conditions 

by an individual pertaining directly to the task that produce motivation and 

satisfaction. Or it can be intrinsic in nature, in which case middle manager 

finds the motivation within him or herself for the purpose of developing the 

requisite skills and abilities to their maximum potential in ord.er to complete a 

task ( Tom Peters, 1994, pp.127 -128 ). 

As a result, empowerment has two components; relational in which a 

leader or manager shares power with his or her subordinates, the second one 

is the motivational component which is internalized commitment to the task 

itself. 



VII. RELATIONS AMONG the CONCEPTS of EMPOWERMENT, 
DECISION-MAKING & PARTICIPA T1VE MANAGEMENT 

7.1. Impact of Decision-Making process on Empowerment 
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Since the beginning of the literature review, empowerment has been 

defined in the relations of decision making and participative management 

concepts, thus empowerment can not be understood as a single item. 

Considering the relationships among these concepts I want to clear up firstly 

the impact of decision making process and then participative management on 

empowerment. 

Decision making is an important process for organizational 

effectiveness. It is almost universially defined as choosing between 

alternatives. Many classical theorists such as Fayol and Urwick were 

concerned with the decision making process only to the extent that it affects 

elegation and authority, while Frederick W. Taylor alluded to the scientific 

method only as an ideal approach to making decisions (Fred Luthans, 1992, 

p.493 ). 

As James W. Corfada has mentioned in his book, 

"Decision making process is the act of delegating responsibility 
and authority to employees to make decisions and to take 
action. In the world of quality, this is a code word for 
delegation. " 

It embraces the assumption that employees, when properly ~rained, can 

often make the best decisions on how to manage and improve a process. For 

empowerment to take hold, it requires a substantial and sustained commitment 

to a culture that values the contribution of all employees and a management· 
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that will not and cannot rescind such authority once given to employees" 

(James W. Cortada, 1995, p.144). 

In Levers of Control, the author mentioned that the current trend to 

"empower" participants of business organizations has created another set of 

tensions. As markets have become increasingly competitive and fast moving, 

managers have realized they must push decision making down to employees 

who are in close contact with customers. Empowering employees-moving 

decisions-making authority from higher to lower levels in the organization-is a 

necessary condition for building responsive organizations. At the same time, 

however, the ceding of decision authority to subordinates can be dangerous. 

One large pharmaceutical company that faced increasing cost competition 

encouraged its mid-level managers to become more responsive to customers 

when drawing up new equipment contracts with hospitals. 

Briefly, as Robert Simons stated, 

"Empowering employees-moving decision making authority from 
higher to lower levels in the organization is a necessary 
condition for building responsive organizations. JJ 

(Robert Simons, 1995, p.162). 

If we give sufficient importance to' employees' decision making for 

building responsive organizations, we can allow the firm to create concrete 

activities aimed at becoming powerful. Therefore, the goal to become more 

powerful than before is pursued through a variety of organizational task and 

activities. 

As Jacqueline B. Mondros further stated that, " The methods of 
issues, strategies, targets, and tactics are. related to goals for 
empowerment which constitutes the work of the organization in 
its internal environment. JJ 

On the other hand decisions about organizational structure reflect the 

nature of the organization's commitment to empowerment by involving people 
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quickly, extensively, and deeply or by keeping them at a respectful distance 

from the major decisions and activities of the group ( Jacqueline B. Mondros 

and Scott M. Wilson, 1994, p.228 ). 

Of the issues that participative management confronts, how decisions 

have been made in the organization is probably the most threatening. 

Fundamentally empowerment with participative management is about people 

who are involved in issues and have a role in resolving these issues. 

Executives and managers, who have traditionally made decisions without 

consultation or input, regard participative management as an unnatural 

process. Many executives have been taught, based on the quote from John G. 

Pollard, that executive ability is "deciding quickly and getting someone else to 

do the work." 

Organizations have developed with a firm belief that stability is, 

essential to good management. Being in control is valued as evidence of 

competent managerial behavior. Specifically, control over the decision-making 

process is the most fundamental prerogative of management, as represented 

by a rigid set of signing authorities and a clear seperation of doing and 

thinking. Participative management by means of empowerment attacks ~ome 

of these basic beliefs and values. It assumes that everyone in the 

organization has the capacity to contribute to those issues that affect their 

responsibility. It assumes that people who do the job, know the job. 

The issue facing organizations moving toward participative 

management is how to deal with Uspectrum thinking," the thought process 

characterized by extreme pendulum swings. Managers may have made all the 

decisions before, but employees/teams make all the decisions in participative 

management. As in all examples of spectrum thinking, the truth usually lies 

somewhere in the middle. Participative management creates expectations for 

involvement and participation, and these expectations that need to be 
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managed. Participative management assumes a clear definition of decision­

making responsibility. Participative management by means of empowerment is 

about defining: 

*Which decisions should be made by a team or empowered individuals. 

*Which decisions should be made by a specific team/individual, but must,. 

involve collaboration prior to finalization. 

*Which decisions should be made independent of input/involvement. 

There migh be a question about the reason of addressing the Decision­

making process, the most important point of this addressing is people make 

up organizations. They make decisions and are affected by changes in the 

decision making process. Decision making is the basic of the participative 

management. If everythingelse is put in place, but no alterations are made in 

the decision making process, you do not have participative management. 

Additionaly, changes in the decision making process create a variety of 

reactions from the people in the system. Many top managers feel challenged 

and unsure of how to be effective leaders when decisions are shared. Middle 

managers are confused because of the change in their role and concerned by 

the incessant pronouoilcements of writers who forecast the end of the middle 

manager. Supervisors are threatened because of the need to ask rather than 

tell. Employees are skeptical about what they are supposed to do and unsure 

of how to go about doing it. External suppliers, customers, and others who 

relate to the organization are confused about who has authority to do what. . 
For these reasons, the introduction of participative management requires a 

conscious and diligent assessment and plan to modify the decision-making. 
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The nature of the decision determines who makes the decision; 

however, information is the dominant factor, not the person's level in the 

organization. 

In the short term, it is likely that a team will need to learn decision­

making process. This can not be delegated; it must be learned. To 

compensate for a group's lack of knowledge or skills, some organizations 

provide several compensating tools. These are decision making formats and 

trained facilitators in the book Participative Management. 

1. Decision-making formats. Structured discussion sequences lead 

a team through the necessary steps of a decision-making process. 

They could be based on a Kepner-Tregoe approach, an Alamo 

Learning Systems approach, or any of several approaches to 

systematic decision-making. 

2. Trained facilitators. These facilitators have a responsibility for 

guiding teams through the steps of a decision-making process. 

These are usually internal employees who have been specially 

trained to guide teams through different group processes without 

assuming control as it has been done in Esso Chemical Canada's 

Sarnia plant, Nova Petrochemicals, and Martin Marietta's approach. 

Each of these, which have been done in Esso Chemical, Nova 

Petrochemicals, and Martin Marietta's approach, has some 

differences in the way of using the facilitators. The facilitators as a 

means of helping teams with the group process focusus on the clear 

understanding of the team effectiveness model. 

In Esso Chemical Canada, health and safety are paramount. They 

practice open, honest, two-way communications between all levels 
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on all topics. They actively challenge every employee's creativity to 

continuously improve. It is believed that people who are impacted 

by decisions will be involved in the making of those decisions ..... 

The following guide, which includes task, roles, process, and 

relationships, is the -translation of this model into a structured 

sequence for team discussion. It is particularly useful in the 

formation stages of team development. Teams that are effectively 

operating on an ongoing basis can refer to the guide to assess their 

performance, but would not necessarily refer to it daily. 

* What is our long-term goal? 

* Are we all committed to that goal? 

* What is our short-term goal? 

* Do we agree? 

* What are we going to achieve today? 

* Is our mandate to decide or recommend? 

Roles: 

* What structural roles do we need to create (e.g., scribe, timekeeper, 

chairperson, facilitator)? 

* Why are we each here? What is expected of me, and what do I expect of 

. other members (e.g., information source, expert role, alternate generator, 

decision-maker)? 
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Process: 

'" What is our agenda? 

'" How should we structure our discussion? 

'" How will we handle decisions (e.g., consensus, majority vote, unanimity, 

rreferred to higher level)? 

Relationships: 

'" Do we have past history of conflict that we need to adress? 

'" Are people representing themselves or functions? 

'" Are values in conflict? 

'" Are norms necessary to ensure effectiveness? 

Nova Petrochemicals has developed a slightly different approach to the 

use of facilitators. They have linked facilitators to the organization'al thrust of 

quality management with a workshop curriculum that includes the following 

stages: 

1. Developing interactive skills- A four-day workshop focusing on 

specific interpersonal behaviors. 

2. Quality management- A one-day introduction to the key elements 

of Nova's total quality approach. 

3. Managing participation- A two-day workshop focusing on the 

essential skills of teams and group behaviors. 

4.Managing situation improvement- A five-day workshop focusing 

on the specific skills of situational assessment, problem-solving, 

decision-making, and creative problem-solving. 
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5. Facilitating situation improvement- A four-day workshop aimed 

at providing skills in guiding and directing teams in the core 

processes of the previous stage. 

Parallel programs Clre available on the topics of effective meeting skills 

(two days) and total quality awareness (four days). Nova uses facilitators 

more on an issues basis than on the team development process. 

Martin Marietta, in Denver, has evolved a variation on the use of 

facilitators. The thrust at Martin Marietta is threefold: 

1. Total quality is a paramount importance. 

2. Teams are a critical parallel organizational component. 

3. Empowerment goes along with innovation. 

Martin Marietta launched an intensive quality program that ensured that 

attitude and skills were developed to the highest level. This was followed by 

an organization wide team development program that increased the 

awareness of the power of teams. A steering committee established clear 
'. 

guideliness that empowered improvement teams to implement actions without 

a formal review process. The improvement teams were self-established and 

were aware of the limits to their mandate (Lorne C. Plunkett and Robert 

Fournier, 1991, p.87 -90 ). 

7.2. The impact of Participative management on empowerment 

Participative management, as a philosophy, emphasizes that workers 

and managers need to participate in the decision-making processes of the 
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organization. It is essential that the nature of that participation is specified 

clearly. It does not mean that organizational decisions will be subjected to 

review, approval, or sanctioning by employees. Neither does it mean that 

employees have absolute right and power to make decisions on behalf of the 

organization or shareholders .. 

As it is stated in Eugene H. Melan's book, "Empowerment is a 
form of the job enrichment concept popularized in the 1960s 
and 1970s in which jobs are designed from a vertical 
perspective, providing a worker with more decision making 
responsibility. 11 (Eugene H. Me/an, 1993, p.144). 

The purpose of participative management is to ensure that effective 

decisions are made by the right people. This definition clarifies that the key 

to participative management lies in specifying three types of organizational 

decisions: firstly, Independent decisions; secondly, Collaborative decisions; 

and thirdly, Team-individual empowered decisions. All these three types are 

given by clarifying everyone's responsibility. 

1.lndependent decisions. These decisions are made by manager / 

supervisors / individuals based on: 

if Clear responsibility allocation for that decision 

if Organizational acceptance of that authority to make that type of 

decision 

if A full information base to permit effective decision-making. 

These decisions are the lubrication of the decision-making process. 

They represent the many day-to-day issues that do not require team 

discussion, input, or agreement. These decisions are accepted by 
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everyone, and the individual making them does not need to expect 

challenges. 

2.Collaborative decisions. These decisions are made by a 

manager. or group of individuals that has been given the 

responsibility and authority to decide on this issue. However, these 

decisions cannot be imposed without input, participation, and advice 

from those people who will be affected by it. It would be unwise for 

the decision maker not to seek help, guidance, and ideas. Asking for 

help does not mean that the decision maker is forced to agree with it 

or accept the options provided by others. By asking for input, a 

person has not given up the right to make the final decision. 

In this type, the manager asks for recommendations and as such 

can overturn a team's proposal. This is probably the most 

contentious area of participative management. In countless 

instances, we have seen steering committees, managers, or 

management teams reject proposals from teams, individuals,or task 

forces. This does not mean a rejection of participative management; 

it means that unclear expectations were provided to teams that 

began to believe they were decision makers, not simply 

recommenders. 

Participative management believes that better decisions will be 

made because of the participation of the right people in the decision 

process. It does not extend to include all those people in .the final 

approval process on all issues. Management is always accountable 

to the shareholders. Employees are not. If the nature of the decision 

involves shareholder protection, management can not delegate that 

responsibility to employees. 
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3. Teamlindividual-empowered decisions. These decisions are 

made by the team or an empowered individual and do not require 

approval or review by management or steering committees. In these 

type of decisions, full resonsibility is vested in a person or a team 

that is informed enough, mature enough, skilled enough, and caring 

enough to decide on the best course of action. Management has the 

responsibility to provide boundaries to ensure that these decisions 

will be successful. The decisions are not subject to veto, so 

management must ensure the team is successful. Two elements are 

required for success: 

*Information is provided to ensure that all issues are addressed. 

* Boundaries are in place that allow discretion but ensure success. 

Team decisions will be limited to those that affect team actions and 

results. The world of participative management is not a world of 

team decisions. It is managerslindividuals deciding when that is 

appropriate and managers and teams working together to enable 

managers to make the best overall d~cisions and to permit teams to 

decide about those issues that are their responsibility ( Lorne C. 

Plunket and Robert Fournier, 1991, pp.29-31 ). 

As Lame C. Plunkett stated, 

U Empowerment is a means to achieve participative 
management. It is the mechanism by which responsibility is 
vested in teams or individuals. Thus, empowerment becomes 
the building blocks for a participative management philosophy. 11 

(Lorne C. Plunkett and Robert Fournier, 1991, p.5). 

These three types of decisions ; individuals, collobrative, and team­

individual-empowered decisions are related to Participative management that 
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provides an opportunity to share responsibility, risk and success. All these 

emphasize the strong relationship among empowerment, participative 

management, and decision making process. 

As Lome C. Plunkett and Robert Foumier stated, "The old 
days of the heroic leader who battles impossible odds on behalf 
of his or her people are over Organizations know that sharing 
the responsibility with everyone involve in a powerful antidote 
for complacency and failure. " (Lorne C. Plunkett and Robert 
Fournier, 1991, pp. 5-6 ). 

One of the most important point of sharing the responsibility is closely 

related to Participative management by means of Empowerment that requires 

effective sharing of information downward, upward, and horizantally to peers 

As it is written in Thomas J. Cartin's book, people will believe that they 

are integral parts of an organization only if they feel that communication goes 

in all directions - up, down, and across all levels of the organization. Poor 

communication is one of the greatest barriers to continuos improvement. 

People know that communication is a two-way process - they want to see that J 

managers are listening to what people love to say as well as relaying 

information. Information, like knowledge, is power. 

Many people mistakably' believe that sharing information somehow 

diminishes their position. In fact, sharing is the only way that people can 

ensure that they are building a relationship based on trust (Eugene H. Meian, 

1993, p.139). 

As Ken Blanchard mentioned in the Quality Digest, " The first 
secret to empowering people is to share. information with 
everybody. JJ 

"What kind of information?" you might ask all kinds - . especially 

information about the company's financial performance. 
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He continued saying," The reality is that if you do not share 
information with everybody you can not create an empowered 
organization where people commit to the organization's success 
and do all they can to achieve that success. 11 

On the other hand, there is no better way to show people you trust them 

than by sharing sensitive information. If people throughout the organization 

do not feel trusted, effective decision making grinds to a halt - people do not 

feel empowered and, therefore, do not act empowered. It is firmly believed 

that people without information can nut act responsibly. People with 

information are almost compelled to act responsibly ( Ken Blanchard, 1995, 

p.17 ). 

The participative management process identified more potential 

problems, because more people were committed to the project's success and 

had input opportunities at all stages. With this process organizations can 

achieve the ways to make clear decisions about managing their businesses 

differently. The choice of participative management as an organizational 

process entails a decision to involve people in areas of the business that, 

previously have been the domain of content experts. 

Besides participative management's goal is to tap the unique resources' 

of each of those individuals, create a collaborative learning experience, and 

produce results that are far greater than the sum of the individuals. The 

benefits far outweigh the risks and problems. 

Good managers have involved people for years. However they 

frequently were required to exercise a guerrilla warfare tactic to protect 

themselves from the more dominant organizational practices. Particip'ative 

management is an attempt to legitimize the active involvement of managers, 

supervisors, and employees in relevant decisions. 
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Participative management does not and should not mean abdication by 

managers in the decision making process. What it does is that managers 

actively and consciously join with their employees in the process. The reasons 

are quite simple: managers have information that their employees do not 

have, and. because managers have a stake in most decisions made within 

their organizations, their input is necessary to the making of effective 

decisions. What changes is the nature of their role. 

In one organization, a group of employees were asked to redesign their 

job~ within some fairly fuzzy boundaries. The group did not include a 

management representative, and did not ask for one. After several months of 

work, the employees presented their proposals. It was immediately rejected by 

the managers because it did not represent what they wanted. According to 

one angry group member, "We met the letter of the mandate, but not the 

intent. They did not help us, but they implied that they would accept whatever 

met the mandate." This unfortunate situation could have been avoided if 

management had participated in the process with the employees from the 

beginning. Participation is not a spectator sport; managers at all levels need 

to lead it by being involved in it. 

In addition of all these, Participative management, as a philosophy, 

emphasizes that workers and managers need to participate in the decision­

making processes of the organization. It is essential that the nature· of that 

participation is specified clearly. It does not mean that all organizational 

decisions will be subjected to review, approval, or sanctioning by employees. 

Neither does it mean that employee~ have absolute right and power to make 

decisions on behalf of the organization or shareholders. 
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7.3. The impact of teamwork 

Building an environment to support empowerment requires teamwork 

which is at first a sharing of responsibility eventually a sharing of decision 

making that impacts the entire organization. Collobration and teamwork build 

a new level of capability, a new strength that the organization can harness to 

increase its customers' satisfaction (Arthur R. Tenner & Irving J. DeToro, 

1992, p. 183). However the process of building teams provides value by 

itself. Basicly there are six creteria each of equal weight, for evaulating the 

performance of teams. These criterias are : Goals, Roles, Process, 

Development, Innovation, and Results. 

In the empowered work force, ideas within the work group are captured, 

and the discretionary effort of all employees is tapped. Everyone 

understands what the organization is trying to accomplish and what his or her 

role is in this endeavor. Moreover, everyone is committed to' contribute 

toward these goals. Aligned employees have the requisite capabilities in an 

environment built on mutual trust. 

In addition to all these, the organization's senior members shift from 

being commanders and controllers toward becomming coaches and teachers. 

Ideals are generated from all levels and particularly from those who are 

closest to the work processes and customers. These ideas are consistent 

with the organization's needs, and an overwhelming majority is find rapid 

implementation. Thus, success feed on success and stimulate a chain 

reaction benefiting everyone. 

As a result, one of the most common methods used to create 

satisfactory performance in an organization is empowerment considering the 
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strong relations between empowerment, participative management, decision­

making process and teamwork. 

VIII. IMPORTANCE OF PERFORMANCE BY MEANS OF 

PARTICIPATIVE MANAGEMENT, DECISION MAKING, EMPOWERMENT, 

AN D TEAM WO RK. 

I EMPOWEHMENTI IPAHTlCIPATIONI DECISION MAKING 11 TEAM WORK I 

PERFORMANCE I 

In this study, Empowerment has been defined with its formations, 

conditions, types, control systems to have effective Empowerment, and also it 

has been defined with its closely related concepts which are firstly, 

Participative Management which refers to the participation in Decision-Making 

process of the organization, secondly, Decision-Making that is very important 

process for the effectiveness as choosing between alternatives, and thirdly, 

Team Work, sharing of responsibility in decision making that impact the entire 
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organization, In the end we' have given information about the impacts of these' 

principles on Performance by means of Empowerment. 

As a result, one of the most common methods used to create 

satisfactory' performance in an organization is empowerment considering the 

strong relations between empowerment, participative management, decision­

making process and teamwork, 

The relation between four concepts 

TEAM WORK 

EMPOWERMENT I 

PARTICIPATIVE 

MANAGEMENT 

DECISION MAKING 
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Consequently, the concepts of formation of empowerment; self-control, 

self-inspection, self-supervision, the front-line empowerment, and' four 

ingredients; power, inform'ation, reward, and knowledge, the dimensions of 
" 

empowerment; alignment, capability, and the mutual trust play very important 

role for empowerment. However, the lack of control systems affect the 

strength of empowerment. Besides, creating conditions through the 

development of a strong sense of efficacy that are relational and motivational 

component take place another effective role for empowerment referring to 

empowered supervisor, empowered individual, and empowered organization. 

Above all, teamwork that is' a group of individuals working together to reach a 

common goal, to increase market share, to boost customer satisfaction, or to 

improve overall performance through cooperation is so important. 

After learning the great efficiency of all these principles for the 

satisfactory performance in an organization, . we can change the historical 

methods of doing business, take on a challenge of great difficulty. This 

challenge increases when there is lack in empowering individuals or teams to 

make decisions that relate to their own work and letting them participate 

collaboratively. 

By doing so, it is believed that many organizations can avoid a great 

deal of unnecessary frustration, conflict, and cost along the way to 

empowerment that becomes effective concernin9 participative management 

decision making and team work. 
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Above all, we needed to clear up the relations between these 

principles. Thus, we have continued our study with some statistical tests in 

Methodology part. In this part, Empowerment was studied in to three 

categories; Organization as a whole, Subordinates, and Superiors. 

Empowerm:ent in three categories 

E~POWERMENT 

ORGANIZATION I [ SUBORDINATES IIL--S_U_P_E_R_I_O_R_S_...J 

For the research instrument samples have been classified in to two as 

Subordinates and Superiors. Detailed information about the statistical 

metnods, used in this study', can be seen in Methodology part. 

Before starting this new part, we want to summarize all the information, 

given in this literature part, with tables below: 



SELF 
CONTROL 

EMPOWERMENT 

FORMATIONS OF EMPOWERMENT 

SELF 
INSPECTION 

\1 

SELF " 
SUPERVISION 

FRONT-LINE 
EMPOWERMENT 

ELEMENTS TO CREATE EFFECTIVE EMPOWERMENT 

POWER INFORMATION REWARD I KNOWLEDGE 

DIMENSIONS OF EMPOWERMENT 

ALIGNMENT 1 CAPABILITY 1-. MUTUAL TRUST 



REqUIREMENTS OF MAINTENANCE OF EMPOWERMENT 

SUPERVISOR I 

Belief System 

Boundary System 

Reduced Standardization 

Diagnostic Contr@1 System 

Incentives 

Internal Controls 

Interactives 

\~ 

TYPES OF EMPOWERMENT 

SUBORDINATE I I ORGANIZATION I 



PROCESS OF EMPOWERMENT 

RELATIONAL COMPONENT MOTIVATIONAL COMPONENT 

RELATIONSHIPS BETWEEN THE CONCEPTS 

EMPOWERMENT 

PARTICIPATIVE MANAGEMENT I TEAM WORK 

DECISION MAKING 
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IX. METHODS OF THE STUDY 

9.1. THE SAMPLE 

This study examines ~mpowerment with its closely related concepts: 

Participative Management, Decision Making, and Team Work. Survey data was 

obtained from 91 employees: 61 subordinates, 30 superiors of the same 

company, Deteks, which has produced high quality products and auxiliaries for 

the leather, textile, construction, petroleum and pharmaceutical industries for 

more than 20 years, utilizing the most advanced technology available. 

Subordinates are either workers or officials. Superiors are managers. 

They have different backgrounds; their ages, educations, experiences are 

different, besides some of them have been working for the company for a long 

time, however, some of them are new. 

All the sample were asked to respond to the questionnaires 

anonymously. The questionnaires were prepared in two different forms for 

subor<dinates and superiors. : Groups of questions are the same, however, 

forms of them are differ~nt because of addressing Subordinates an" 

Superiors. By this' way we could compare' both two samples either from th7~r 
own perspective or from the others' perspective. 

,/'-
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9.2. RESEARCH INSTRUMENT 

The research instrument was prepared by the researcher herself. The 

sample was classified in to two, superiors and subordinates. Two kinds of 

questionnaires were prepared., The group of questions were the same, but the 

forms of the questions were different because two samples evaluate either 

themselves or their cOlleaques. Thus, we can see if there would be a 

discrepancy between Superiors' and Subordinates' perception. In the 

questionnaires there were seven groups of questions. The fifth, sixth, and 

the seventh groups consist of some subgroups. 

The first, second, and the third group of questions were prepared 

considering Carolyn Nilson's information about levels of management to be 

empowered which were mentioned on the page 45 and 46. In these three 

groups there are sixteen points with which we analysed Empowerment. Firstly, 

considering three groups, sixteen points, we obtained the total scores of sixty­

one subordinates, and thirty superiors individually, then total score of three 

groups were taken and the label ID was given to analyse subordinates and 

superiors in six groups of questions to clear up if there is Empowerment or not 

for the company. Six groups are as follows: 

1. The first group was about the organization itself. There were five 

questions based on organization. These are about: 1) supporting facilitation, 

2) having new operational guideliness, 3) rewarding responsible ownership, 4) 

changing old hierarch!es, 5) :recognizing new relationships (Carolyn Nilson, 

1933). 
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2. The second group consists of six questions in subordinates' 

questionnaire, this part is related to subordinates' evaluations about 

themselves. I n superiors' questionnaire, it is related to superiors' evaluations 

about themselves. 

Questionnaire which were given to Subordinates has six questions. 

These are: 1) having responsibility, 2) taking prudent risks, 3) having personal 
-. 

stake in work, 4) accepting responsibility, 5) making decisions, 6) generating 

ideas ( Carolyn Nilson, 1933 )'. 

3. The third group has five questions which are asked in two different 

ways. I n subordinates' questionnaire, they are asked to evaluate their 

superiors. In superiors' questionnaire, they are asked to evaluate their 

subordinates. 

Questionnairies which were given to Superiors were about: 1) providing 
. . 

information, 2) facilitating work processes, 3) making life easier, 4) helping 

people to learn, 5) and trusting abilities of subordinates ( Carolyn Nilson, 

1933). 

4. The fourth group consists of two questions one of which is about 

Responsibility and the other is Authority. These questions are also asked 

based on two samples, to the subordinates and superiors. 

5. The fifth group is about Decision-Making which are asked in two 

different ways for two samples. There are eleven questions in this group and it 

contains three sub topics. 

Firstly, Hierarchy of .Authority that has four questions: 1, 2, 3, 4, 

secondly Participation in Decision Making that has four questions: 5, 6, 7, 8, 

thirdly, Non-Participation that consists of three questions: 9, 10, 11 ( John D. 

Cook, 1981 ). 
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After having the reliability results, we refered three questions: 9, 10, 11 

which belong to non-participation, because the alpha is ( - .08 ), so the fifth 

group consists of two parts itself: participation and hierarchy of authority. 

6. The sixth group of questions are related to team work which consists 

of twelwe questions. It has six parts in itself: .. 

Goals; four questions: 1, 2, 3, 4, Roles; one: 5, Process,' one: 6 

Development; one: 7, Innovation; three: 8, 9, 10, and Result; two questions: 11, 

12 (Arthur R. Tenner 1992 ). 

7. The last group has seven demographic characteristics questions. 

These are as follows: 

1) Sex, 2) marital stat!Js, 3) education, 4) total work, 5) total work in 

Deteks, 6) person to care, 7) status at work. 
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9.3. PROCEDURE 

Subordinates and Superiors were administered the questionnaires. Data 

collection was carried out by the researcher herself during a weeks time. 

The questionnaries were given only to volunta(y employees. They were 

instructed to complete the questionnaire to evaluate themselves and their 

superiors or subordinates. The aim of asking the same questions to two 

(jiHerent samples is to clear up the discrepancies firstly, between Superiors' 

self-evaluation and Subordinates' perception, secondly, Subordinates' self­

evaluation and Superiors' perception based on six groups of questions. 
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9.4. STATISTICAL METHODS USED TO ANALYZE THE DATA 

As this study is classified in to three main parts; Organization as a 

whole, Subordinates, and Superiors, gll tests were done considering these 

basic types of Empowerment. The packaged programme SPSS/PC was used to 

analyze the data of the study. 

1. All instrument was tested to ensure Reliability. 

2. Correlation Analyses were utilized to analyze the associations firstly, 

among six groups: Organization, Subordinates, Superiors, Responsibility­

Authority, Decision-Making, Team work. Secondly, among three demographic 

characteristics; total work hours, total work hours in Deteks, and number of 

people to care. Thirdly, between six groups and three demographic 

characteristics. 

3. One Way Anova tests were done to compare two samples 

Subordinates and Superiors independently based on seven groups of questions 

by means of Empowerment. The groups are: Organization, Subordinates, 

Superiors, Responsibility-Authority, Hierarchy of Authority and Participation in 

Decision-Making, Participation, and Team Work. 

4. One Way Anova tests with Demographic Characteristics were done 

to analyze the impacts of sex, marital status, and education on Dependent 

Variable, Empowerment. 

5. Chi-Square_ tests were done in three categorical groups to find out 

the degree of relations. These are organization, subordinates, and superiors 

which were tested with three demographic characteristics independently. 

Demographic characteristics are; sex, education, and marital status. 



x. THE HYPOTHESIS TO BE TESTED IN THIS STUDY ARE 

AS FOLLOWS: 

Ho: There is equality between Subordinates and Superiors 

considering six groups by means of Empowerment. 

HI: There is difference between Subordinates and 

Superiors considering six groups by means of Empowerment. 

, 

Ho: Sex, Marital Status, and Education have explanatory power on 

changes occur in Empowerment 

HI: Sex, Marital Status" and Education do not have explanatory 

power on changes occur in Empowerment. 

Ho: Variables are independent; sex, marital, status, education and 

Empowerment are independent. 

HI: Variables are dependent. 

77 
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XI. FINDINGS OF ANALYSES OF THE SCALE 

11.1. Reliability of the Questionnaire 

In the research, first the reliability of the two instruments was assessed 

by the SPSS programme to ensure reliability. There were two samples: thirty 

superiors and sixty one subordinates which were analysed independently. 

Reliability analyses were done in seven groups, organizational 

questions, subordinates' pers.onal questions, superiors' personal questions, the 

fourth group of questions which consists of three sub topics; hierarchy and 

authority, participation in decision making process, and non-participation, the 

last one is team work. Within these, only the fourth group's three questions; 9, 

10, and 11 which belong to n.on-participation have been reversed because of 

negative reliability. 

Reliability of the questionnaire 

Organi Subor Superiors Hierarchy Participa Team 

zation dinates Authority tion Work 

Subor .77 .63 .83 .41 .90 .82 

dinates 

Superiors .76 .70 .71 .80 .84 .92 

We can say that for the research instrument high and acceptable internal 

consistency was found except three questions which refer to non-participation. 

These group of questions were reversed. 
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11.2. ANALYSIS OF EMPOWERMENT FROM TWO PERSPECTIVES: 

SUPERIORS and SUBORDINATES. 

After the reliability analysis have been completed, the methods of One 

Way Anova was used to. ana-Iyze the comparisons of two samples, 

subordinates and superiors, for each 6 groups concerning the Interval Data, 

Empowerment. 

Firstly, we had individual total scores of Empowerment for the first three 

groups: Organization, Subordinates, and Superio~s. Secondly, total scores 

based on these three groups were done .and a label was given for this new 

data which is the Interval Data, refers to Empowerment. Thirdly, for each group 

minimum and maximum total scores, refering to Empowerment whether it is 

high or low,· were arranged. Thus, we could clear findings up easily. 

Besides if the findings of two samples, Subordinates and Superiors, 

indicate that there is significant difference between, it is evaluated that there 

is not Empowerment because ·of lack of agreement in their evaluation. If there 

is insignificant relation between two samples, it is evaluated that there is 

Empowerment because Subordinates' and Superiors' thoughts are similar. 

Finally, Hypotheses are analysed in 7 groups independently by Variable 

Interval Data and findings are' written according to their minimum and maximum 

levels of group means considering both Subordinates and Superiors 

independently. 
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Minimum - Maximum total scores of groups to evaluate. 

Empowerment 

EMPOWERMENT minimum maximum 

Grp 1- Organfzation 0-14 15-30 

Grp 2- Subordinates 0-18 18 / high 

Grp 3- Superiors 0-14 15-30 

Grp 4- Responsibility-Authority 0-2 3-12 

Grp 5- Decision-Making 0-32 32 / high 

Grp 6- Team-Work 0- 12 12 / high 

Grp 7- Participation 0-8 8 / high 

Seven groups, analyzed, are as follows: 

1. Organization 

This group consists of five questions. They are about: 1) support 

facilitation, 2) having new operational guideliness, 3) rewarding responsible 

ownership, 4) changing old hierarchies, 5) recognizing new relationships. 

2. Subordinates 

This group is studied in six questions. These are about: 1) having 

responsibility, 2) taking prudent risks, 3) having personal stake in work, 4) 

accepting responsibility, 5) making decisions, 6) generating ideas. 
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3. Superiors 

There are five_ questions. These are about: 1) providing information, 2) 

facilitating work processes, 3) making life easier, 4) helping people to learn,5) 

trusting abilities. 

4. Responsibility and Authority 

This group consists of two questions one of which related to having 

responsibility another one is about having authority. 

5. Decision Making 

This group has two sub groups itself. These are: hierarchy-authority 

and participation in decision-making process. Hierarchy of Authority consists 

of four questions and Participation has four questions to be tested. 

The points which are tested in hierarchy of authority : supervisor's 

approval for little action, for even personal decisions, for small matters, for all 

kinds of job related to work . 

. The points to be tested in participation: participation in decision to hire 

a new staff, in decision on the promotion of any of the professional staff, on the 

adoption of new programs. 

6. Team Work 

There are six sub-groups under this group. These are as follows: goals, 

roles, process, development, i(lnovation, and results. 

7. Participation 

This group of questions are one of the sub-groups of the fifth group 

which refer to Decision-Making process. However. since we mentioned the 

close relation between Empowerment and Participative Management, we have 

tested these questions sepe~ately to clear up this relation. Questions are 

about the participation in decision-making: 1) to. hire a new staff, 2) for the 
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promotion of any of the professional staff, 3) for the adoption c;>f new policies, 4) . 

for the adoption of new programs. 

Hypothesis 1 predicting that "there will be equality between 

Subordinates and Superiors considering six groups by means of 

EmpowermenL" 

Ho: Subordinates and Superiors are equal by means of 

Empowerment 

HI: Subordinates and Superiors are not equal by means of 

Empowerment 

GROUP 1. ORGANIZATION 

TABLE 1. 
Anova Results for Empowerment based on group 1 Organizational 
structure 

Source D.F Sum of Mean F Ratio Prob. 
Squares Squares 

Between 1 229.8623 229.8623 8.5560 .0044 
Groups 
Within 89 2391.0388 26.8656 
Groups 
Total 90 2620.9011 



Group Count Mean 

Group 1- Subordinates 61 14.8528 

Group 2- Superiors 30 18.2333 

Total 91 , 15.9670 

There is sig"'nificant difference between Superiors and Subordinates. 

p= .0044 < 0.05 

GROUP 3. SUPERIORS 

TABLE 3. 
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Anova Results of Empowerment based on Superiors' personal q.uestions, 
group 3. 

Source D.F Sum of Mean F Ratio Prob. 
Squares Squares 

Between 1 688.5322 688.5322 20.1414 .0000 
Groups 
Within 89 3042.4568 34.1849 
Groups 
Total 90 3730.9890 

Group Count Mean 
Subordinates 61 190820 
Superiors 30 24.9333 
Total 91 21.0110 

The difference between Superiors and Subordinates is highly significant 

since the level of significance< 0.005 

p = .0000 < 0.05 
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As a result, there is significant difference between Subordinates and 

Superiors in two groups one of which is organiz~tion and the other one is 

Superiors. The others found to be insignificant. The tables of other groups 

are in appendix 5. 

11.3. ANALYSIS RELATED TO THE DEMOGRAPHIC 

CHARACTERISTICS 

After having Anova results on six groups to compare two samples to 

clear up if there is any significant difference or not, we want to look for the 

different aspects of Empowerment for two populations, Superiors and 

Subordinates, the relation with the following relevant variables were analyzed 

based on three groups : Organization, Subordinates, and Superiors. The 

demographic characteristics which were analyzed for each group 

independently are: sex: woman or man, marital status: married or single, and 

education in five categories: education of primary school, secondary school, 

high school, Oniversity, and having master degree. 

For sex, group 1 refers to woman, group 2 refers to man. 

For marital status, group 1 refers to married, group 2 refers to single. 

For education, group 1 refers to master degree, group 2; Oniversity, 

group 3; high school, group 4; business high school, group 5; secondary 

school, group 6; primary school 

Hypotheses 2 predicting that 11 there are changes for Subordinates and 

Superiors concerning the Demographic Characteristics, sex, marital status and 

education. 
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Ho: Empowerment based on Organization, Subordinates, and . 

Superiors do not change due to sex, marital status and education. 

HI: Empowerment based Qn Organization, Superiors, and 

Subordinates differ significantly due to sex, marital status, and 

educatiof>!. 

Since the results were found to be insignificant null hypothesis is 

accepted, so the population's' marital status, sex, and education factors do not 

have impact on Empowerment from two perspectives, subordinates and 

superiors. Empowerment do not change according to the differences in sex, 

marital status and education. The changes occur in Empowerment, based on 

Organization, Subordinates, and Superiors, are not explained by demographic 

characteristics: sex, marital status and education. Tables of all results are in 

appendix 6. 
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11.4. CORRELATION ANALYSIS 

Firstly, we defined the relations between six groups. Secondly, the 

... correlation analyses between three demographic factors which are Total work, 

Total work in Deteks, and Number of people to care, and thirdly analyses 

between six groups and three Demographic Characteristics were done. 

Correlation Coefficient analysis were done on two different populations 

independently. These were sixty one subordinates and thirty superiors. 

Correlation analyses between six groups for Subordinates indicates that 

relations between groups are low. Correlations between six groups and three 

Demographic Characteristics for Subordinates are also low. Correlations 

between demographic characteristics for Subordinates are low. 

Correlation between six groups for Superiors are low, the relations 

between six gr:;ups and three demographic characteristics are also low. 

However Total Work in Deteks and Total Work hour'have relation. 

Total Work in Deteks 

n= 30 

P =.0 

(. 76 ) 

Total Work Hour 
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11.5. CHI SQUARE TESTS 

Chi-Square is the test of independence. I n this research we have two 

independent samples superiors and subordinates who were tested 

independently. 

Three groups which are categorical are group 1 which is about 

organization, group 2 and group 3 consist .of personal questions addressed 

sabordinates and superiors. According to the null hypothesis, the result will 

identify that three groups of questions do not change according to sex, marital 

status, and education, however alternative hypothesis identifies that they are 

dependent. They change according to man and woman, single or married, and 

the level of education. 

Ho: Variables are independent 

HI: Variables are dependent 

To sum up, there is no relation between variables sex, education, 

marital-status and Empowerm:ent. Thus, null hypothesis is accepted because 

sex, marital status, and education has no impact on superiors and 

subordinates. Organization, Subordinates and Superiors are independent. 
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XII. DISCUSSION 

In'this section we will discuss the findings presented in the previous part 

and their implications. 

First, we will discuss how the results confirm a conceptual framework 

which claims that six groups are important to Subordinates and Superiors by 

means of Empowerment. 

Empowerment scores have been obtained individually from three basic 

groups which refer to Organization, Subordinates and Superiors. After that, 

group scores have been taken and a label, ID, has been given in order to test 

Empowerment as a variable. . 

The first test was One Way Anova to compare two samples in seven 

groups including the test bf participation seperately, concerning Empowerment, 

I D. Except Organization and Superiors' groups of questions, the relations were 

found to be insignificant, since (prob. > .05) level of significancy. 

If there is insignificancy between groups, Subordinates and Superiors 

we can say that there is Empowerment. In other words, two samples' thoughts 

are the same or similar, Subordinates and Superiors evaluate each other in 

these four groups almost equally, thus there is agreement on points that are 

asked in groups. 

If there is significant difference between two samples, we can say that 

there is not Empowerment b:ecause of lack of agreement on points that are 

asked in groups. 
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I n seven groups except two groups which are organization and superiors 

in all the others there is insignificant relation between two samples 

Subordinates and Superiors. In other words, there is Empowerment for these 

five groups: Subordin'ates, Responsibility-Authority, Decision-Making, 

Participation in management, and Team-Work. 

Empowerment was evaluated according to the samples' total scores. 

The total scores were classified in to two; high and low, considering the 

minimum and maximum levels which are shown in the table below: 

EMPOWERMENT minimum maximum 

Grp 1- Organization 0-14 15-30 

Grp 2- Subordinates 0-18 18 / high 

Grp 3- Superiors 0-14 15-30 

Grp 4- Responsibility-Authority 0-2 3-12 

Grp 5- Decision-Making 0-32 32 / high 

Grp 6- Team-Work 0- 12 12/ high 

Grp 7 - Participation 0-8 8 / high 

Findings, evaluated according to this table, are as follow: 

Firstly, from Organizational points of view; consisting of supporting , 

facilitation, having new operational guideliness, rewarding responsible 

ownership, changing old hierarchies, and recognizing new relationships 
, 

Subordinates and Superiors ,have different thoughts, they do not agree with 

each other, so there is significant difference. This significant difference 

indicates that there is not Empowerment. 
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Secondly, in the firm Deteks Empowerment from Subordinates 

perspective is high, so Subordinates are encouraged by their Superiors in 

having responsibility, taking prudent risks, having personal stake in work, 

accepting responsibility, making decisions, and geneating ideas. 

Thirdly, from Superiors' point of view there is significant difference 

between two samples especially on points as they follow: providing information, 

facilitating work processes, making -life easier, helping people to learn, and 

trusting abilities cif Subordinates. 

Fourthly, both Subordinates and Superiors are highly encouraged by 

having responsibility and authority. 

Fifthly, from the -points which are tested in hierarchy of authority; 

supervisor's approval for little action, for even personal decisions, for small 

matters, for all kinds of job related to work and the points to be tested in 

participation; participation in decision to hire a new staff, in decision on the 

promotion of any of the professional staff, on the adoption of new programs, 

two samples are highly Empowered in Decision-Making Process. 

Sixthly, from Team-Work's points of view, both Subordinates and 

Superiors are encouraged. We can say that there is high Empowerment in the 

points; goals, roles, process, development, innovation, and results. 

Seventhly, in participation; participation in decision to hire a new staff, 

in decision on the promotion of any of the professional staff, on the adoption of 

new programs, two samples are highly empowered. 
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As we have mentioned in literature part, we can emphasize the relation 

between Empowerment and Participative management, after the finding of 

Participation by means of Empowerment. 

Second test was done to clear up the importance of three demographic 

characteristics which are: sex, marital-status, and education on three 

variables: Organization, Subordinates, and Superiors. Demographic 

Characteristics of research data, sex j marital-status, and education were 

insignificant in the relationship with Empowerment that based on three groups. 

Third test was the test of independence. We have five categorical 

groups' results all of which w~re found to be independent. Marital-status, sex, 

and education have no impact on groups. So, in the company, Deteks 

subordinates' or superiors' marital-status, sex, and education have no impact 

on them by means of Empowerment. 

Having done so, the consistency of the results and the high reliability of 

the instrument suggests that,: this instrument is reasonable tool for evaluating 

Empowerment. 
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XIII. LIMITATIONS AND RECOMMENDATIONS 

I n this section, some of the limitations of the present study and 

recommendations for future research will be identified and discussed. 

The first limitation is the topic, Empowerment, which is a new subject to 

study on. Because it is new, it was too hard to get information and also 

materials about. 

--
We have done this res.earch in the firm Deteks. This firm is not a big 

company. There, we can give our questionnaire ·to only thirty superiors and 

sixty one subordinates, so this is the second limitation of the study. If we had 

had a chance to give the questionnaire to wider population we could have 

obtained different, probably more insignificant relations in order to say that 

there isa Empowerment. 

If we pay more attention to the factor, Empowerment, which generally 

means giving courage for everything in the company, we have a chance to get 

the satisfactory performance. that is very important for the quality of job. 

Besides Empowerment has three levels, they are fistly: empowered 

environment, organization, secondly: empowered supervisor who shares power 

and control, thirdly: empowered subordinate who is given chance to participate 

in organization. 

Consequently one of the most effective methods for the satisfactory 

performance in an organization is Empowerment considering the relations 

between concepts: Participative Management, Decision-Making, and Team­

Work. If we pay attention to all these, in this continuously developing and 

changing world 

performance. 

we can survive with our quality due to satisfactory 
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APPENDIX 1 

oeri, tekstil, yapl, petrol, ve ilar; endustrileri ir;in en ileri teknolojilerle 

uretim yapan oETEKS KiMYA SANAYii A.$. de EMPOWERMENT faktorunu 

tespit anketi. 

Bu Anket Marmara Universitesi Orgutsel oavranl~ bolumunde yuksek 

lisans tez r;all~masl ir;in hazlrlanml~tlr. 

Marmara Universitesi i~letme Fakultesi Orgutsel oavranl~ Bolumu 

yuksek lisans ogrencilerinden Belr;in ZOGA <;AKER taraflndan 

gerr;ekle~tirilen bu ara~tlrmaya, 

oor;. Dr. Rauf Ni~el: Tez danl~manllklarl araclllQlyla mu~terek 

katkllarda bulunmaktadlr. 

Anketin ana amacl Yoneticiler ve Astlar ar;lslndan Empowerment 

uygulanlp uygulanmadlglnl ir;erikleri aynl olan fakat verildigi gruba gore 

duzenlenen iki anketle tespit;, etmektir. 

Anket tamamen Hmi bir r;all~ma ir;in hazlrlanml~dlr. Bu nedenle 

ankete katllan ki~ilerin isim/eri sorulmamaktadlr. Ara~tlrmaclya ula~an 

bireyse/ anket/er hir; bir ~eki/de ara~tlrma heyeti dl~lndakilere 

gosterilmeyecek ve beyanlann gizliligi prensibine buyuk bir itina ile 

uyulacaktlr. Bu yuzden anketimize katl/anlar samimi ve ir;ten fikirlerini 

gonul rahatllgl ile ifade edebilirler. 

Anketimize katllmanlzl di/er, te~ekkurlerimizi sunanz. 

Be/r;in ZOGA C;AKER 
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APPENDIX 2 

Demographic Questions 

1. Cinsiyet Kadm Erkek 

2. Medeni Durum Evli Bekar 

3. Egitim Durumu ..................................... . 

4. Toplam 9all~ma sureniz ( ......... yll I ........ ay) 

5. Bu i~ yerinde 9all~ma sureniz ( ......... yll I ......... ay ) 

6. Bakmakla yukumlu ki~i saylsl ............ .. 

7. i~ yerindeki statCinuz ............ .. 
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APPENDIX 3 

ANKET 

A§agldaki §irketiniz/e ilgili ifadelerde belirtilen durumlarla ne s/klikla 
kar§lla§tlgmlzl belirtiniz. 

1. $irketimiz c;:all~ma ortamtna kolayllk saglar. 

Hic;:bir zaman 

11 
<;ok seyrek 

:, 
, . ...1 

2. $irketimiz yeniliklere aC;:lktlr. 

Hic;:bir zaman <;ok seyrek 

l] 

Seyrek 

n 

Seyrek 
[] 

Slk 

o 

3. $irketimiz sorumluluk ustlenenleri adullendirir. 

Hic;:bir zaman 

I I 
<;ok seyrek 

1 I 

Seyrek 

I I 
Slk 

I I 

<;ok slk 

fJ 
Her zaman 

1
--1 
.. l 

<;ok slk Her zaman 
l-] IJ 

<;ok slk Her zaman 

I I I J 

4. $irketimiz gerektiginde argut yaplstnda degi~ikliklere imkan verir. 

Hic;:bir zaman 

o 
<;ok seyrek 

o 
Seyrek 

o 
Slk 

[l 

5. $irketimiz yeni ili~kilere, baglantllara anem verir. 

Hic;:bir zaman 

o 
<;ok seyrek 

o 
Seyrek 

o 
Slk 

o 

<;ok slk Her zaman 

o 0 

<;ok slk Her zaman 

o 0 
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A§ag/da $ahsJnlZla ilgili ifadelerde belirtilen durumlarla ne s/kllkla 
kar§/la§t/gJnlz/ belirtiniz. 

1. Daha yok sorumluluk verilmesini isterim. 

Hiybir zaman C;ok seyrek 

II LJ 
Seyrek 

11 
1-1 

Slk 

[J 

2. Call$malara ki$isel katklm olur. 

Hiybir zaman C;ok seyrek 

[I n 

3. Risk allnm. 

Hiybir zaman C;ok seyrek 
,--j iJ 

4. Sorumluluk Ostlenirim. 

Hi<;:bir zaman 

Ll 
C;ok seyrek. 

[J 

Seyrek 

[1 
Slk 

1I 

Seyrek Slk 

L] II 

Seyrek'Stk 

[J [j 

5. Karar verme yetkisine sahibim. 

Hi<;:bir zaman 

n 
C;ok seyrek 

o 
Seyrek Slk 

n n 

6. Yeni fikirler Oretirim. 

Hi<;:bir zaman 

o 
C;ok seyrek' Seyrek 

o 0 
Slk 

o 

C;ok slk 

'
" 

.. I 

C;ok slk 

Il 

C;ok slk 

[1 

Cok slk 

I] 

Cok slk 

o 

Her zaman 

r'/ 

Her zaman 
['I 

Her zaman 

,rl 

Her zaman 

o 



101 

A§ag/da Yoneticinizle ilgiliifadelerde belirtilen durumlarla ne slkllkta 
kar§/la§t/gJnlz/ belirtiniz. 

1. Y6neticim ihtiyac; duydugum bilgiyi bana saglar. 

Hic;bir zaman C;ok seyrek Seyrek Slk 

I I [ -: I I r -I 

2. Y6neticim c;all~ma faaliyetlerimi kolayla~tlnr. 

Hic;bir zaman C;ok seyrek Seyrek Slk 

rl Il n n 

3. Y6neticim c;all~ma ortamlnl kolayla~tlnr. 

Hic;bir zaman C;ok seyrek: Seyrek Slk 

l:l [] [J [] 

4. Y6neticim 6grenmeyi te~v(k eder. 

Hic;bir zaman C;ok seyrek Seyrek Slk 

n [) Cl 1-; 

5. Y6neticim yeteneklerime gOvenir. 

Hic;bir zaman C;ok seyrek Seyrek Slk 

n 0 IJ I] 

C;ok slk Her zaman 

I I I , 

C;ok slk Her zaman 

f] [I 

C;ok slk Her zaman 
["-I 11 

C;ok slk Her zaman 
-. I 1 I" 

C;ok slk Her zaman 

II Ll 

WARMARA UNIVEESiTESI 
K01'QPHANE ve DbKUMl-\NTASYOt~ 

DAif{[ BASKAI\jUC~: 



102 

A§a{jlda §ahsJnlZla ilgili ifadelerde belirtilen sorumluluk ve yetki'nin ne 
derece yeterli oldugunu belirtiniz 

1. C;all~tlglnlz i~te Qstlendiginiz sorumluluk : 

Kesinlikle Az Yeterlidir Olduk<;a 
yeterlidir 

Fazlaslyla 
yeterlidir 

t I 
yetersizdir yeterlidir 

, J 
L. u 

2. C;all~tlglnlz i~te sahip oldugunuz yetki : 

tJ 

Kesinlikle 
yetersizdir 

[-: 

Az 
yeterlidir 

L1 

Yeterlidir Olduk<;a 
yeterlidir 

Fazlaslyla 
yeterlidir 

II n 

A§ag/da karar alma ile ilgi/i ifadelerde belirtilen durumlarla ne 
s/kllklarla kar§/la§t/gJn/z/ belirtiniz. 

1. C;all~anlann k?ndi kararlannl vermeleri tasvip edilmez. 

Hi9bir zaman 
r-l 

C;ok seyrek 

I'l 
Seyrek 

Il 
Slk C;ok slk 

Il rl 
Her zaman 

I-I 

2. Sizce onemsiz olan bir konu dahi Qst kademeye iletilmelidir. 

Hi<;bir zaman 

Cl 
Cok seyrek 

o 
Seyrek 

o 
Slk Cok slk Her zaman 

'Cl IJ [J 

3. Call~malanml sonu<;landlrmadan mutlaka yoneticime danl~maIIYlm. 

Hi<;bir zaman 

n 
Cok seyrek 

[] 

Seyrek 

n 
Slk 

D 
Cok slk Her zaman 

[l D 
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4. Allnan her karar mutlaka yoneticim tarafmdan tasdiklenmelidir. 

Hi<;bir zaman 

I t 

Cok seyrek 
I"i 

Seyrek 
f -I 
I , 

Her zaman 

11 

5. Yeni bir elemanm i~e almmasmda sizin fikriniz ne derece etkilidir.~ 

Hi<;bir zaman 
i 

, I 

Cok seyrek 

I I 
Seyrek 

I 1 

Slk 

I I 
Cok Slk 

I I 

Her zam'an 

I 1 

6. C;all!?an bir elemanm terfisinde sizin fikriniz ne derece etkilidir. 

Hi<;bir zaman 

l~j 

Cok seyrek 

o 
Seyrek Slk 

o 0 
Cok Slk 

rl 
Her zaman 

[I 

7. Yeni ilkelerin kabul edilmesinde sizin fikriniz ne derece onemlidir. 

Hi<;bir zaman 
--, 
, I 

: I 

Cok seyrek 

o 
Seyrek 

LJ 
Slk Cok slk 
, [-I [-] 

Her zaman 

n 

8. Yeni programlann, metodlann kabul edilmesinde sizin fikriniz ne derece 
onemlidir. 

Hi<;bir zama.n 

Cl 
Cok seyrek 

o 
Seyrek 

[J 
Slk Cok Slk Her zaman 

D [l il 

9. $irket i<;indeki onemli geli~meler ve degi~imler hakkmda genellikle bize 
bilgi verilmez. 

Hi<;bir zaman 

o 
Cok seyrek 

o 
, 

Seyrek 

n. 
Slk 

[J 
Cok slk 

[] 
Her zaman 

n 
1 O. Call~anlar arasmdaki i~ problemleri slk slk yapllan toplantllarda 
gonj~QIQr. 

Hi<;bir zaman 

o 
Cok seyrek 

o 
Seyrek 

o 
Slk Cok slk Her zaman 

o 0 o 
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11. $irkette kararlar gall~anlann fikri olmadan allnlr. 

Higbir zaman 
i-I 

<;ok seyrek 

I] 

<;ok slk· Her zaman 
r-] [-I 

A§agJda takJm yaJJ§masJYJa i/gili ifadeJerde belirtilen durumJarJa ne 
sJkllkta kar§JJa§tJgmJzJ beJirtiniz. 

1. $irketin hedefleri taklm bireyleri ve yanetim kadrosu tarafmdan ne 
derece anla~lllr ve desteklenir. 

Higbir zaman 
1-] 

<;ok seyrek 

I I 
Seyrek 

I j 
Slk <;ok slk Her zaman 

I I I I I I 

2. $irketin ba~anlmasl mumkun ya da gu<; olan hedefleri ne derece 
gergekgidir. 

Higbir zaman 
I-I 

<;ok seyrek 
r-] 

Seyrek <;ok slk Her zaman 

1 I 

3. $irketin hedefleri ne derece birlikte gall~tlgmlz bireylerin 
kontrolundedir. 

Higbir zaman 

[I 
<;ok seyrek 

l] 

Seyrek 

[J 

Slk <;ok slk Her zaman 
I.J 1 I ,-] 

4. $irketin hedefleri organizasyonun ilkelerine ve amaglanna ne algude 
uygundur. 

Higbir zaman 

n 
<;ok seyrek 

n 
Seyrek 

11 
Slk <;ok slk Her zaman 

n n Il 

5. Taklm gall~masmdaki bireyler sorumluluklannl ne derece bilir ve yerine 
getirirler. 

Higbir zaman 

o 
<;ok seyrek 

o 
Seyrek 

o 
Slk 

fJ 
<;ok slk Her zaman 

Il 0 
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6. Birlikte 9all~lIan konunun a~amalan taklmtn bireyleri taraflndan ne 
derece takip edilir. 

Hi9bir zaman 
,-'] 

Seyrek 
r-] 

Slk 

11 

Cok slk Her zaman 

i I I'] 

7. Taklm'tn bireyleri -9all~mantn ba9ansI i<;in gerekli olan yeni y6ntem, 
teknik, ara9 ve gere91er hakktnda ne derece bilgilendirilirler. 

Hi9bir zaman 

Il 
Cok seyrek 

Il 
Seyrek 

n 
Slk Cok slk Her zaman 

1-1 1-'] Il 

8. Grup bireylerinin problemlere yakla~lml ne derece kurallara uygun ve 
akllcldlr. 

Hi9bir zaman 

Ll 
Cok seyrek 

[J 

Seyrek 

fJ 
Slk 

I] 

Cok slk Het zaman 

[J 1,1 

9. Birlikte 9all~tlgtnlz taklm'm bireyleri eski problemlere ne 619ude yeni 
y6ntemlerle 96zum arar. 

Hic;bir zaman 

[J 

Cok seyrek 

o 
Seyrek 

o 
Slk Cok slk Her zaman 

II L:i [] 

10. Taklmtnlztn bireyleri hem,mu~teri tatminini saglayacak hem de 
harcamalan azaltacak yeni bir yakla~lml ne 61c;ude teklif eder. 

Hic;bir zaman 

o 
Cok seyrek 

Cl 
Seyrek 

o 
Slk 

fJ 
Cok slk Her zaman 

fJ r--] 

11. Birlikte 9all~tlgtnlz taklm ne 619ude amactna ula~lr. 

Hi9bir zaman 

rJ 
Cok seyrek 

o 
Seyrek 

o 
Slk 

o 
Cok slk Her zaman 

o [I 

12. Taklmtnlztn elde ettigi sonu91ar ba~annlzl ne derece surekli kllar. 

Hi9bir zaman 

o 
Cok seyrek 

o 
Seyrek 

o 
Slk 

o 
Cok slk Her zaman 

[] 0 
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1. C insiyet : Kadm [J Erkek LI 

2. Medeni Durumu: Evli II Bekar i! 

3. Egitim Durumu: ........................... . 

4. Toplam yall;;ma sOreniz ................ YII / ay 

5. Bu i;; yerinde yall;;ma sOreniz .......... YII / ay 

6. Bakmakla yOkOmlO ki;;i saylsl. ........ . 

7. i;; yerindeki statOnOz ...................... . 
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APPENDIX 4 

ANKET 

A§aglda §irketinizle ilgiJj ifadelerde belirtilen durumlarla ne slkllkta 
kar§IJa§tlgwlzl belirtiniz. . 

1. $irketimiz <;all~ma ortamma kolayllk saglar. 

Hi<;bir zaman Cok seyrek 

[J 

2. $irketimiz yeniliklere a<;lktlr. 

Hi<;bir zaman 

n 
Cok seyr~k 

o 

Seyrek 

Ll 

Seyrek 

[~l 

Slk 

l J 

Slk 

[i 

3. $irketimiz sorumluluk Ostlenenleri adOllendirir. 

Hi<;bir zaman 
I~ " I 

Cok seyrek .. 

D 
Seyrek 

[J 

Slk 

n 

Cok slk Her zaman 

I j 1.1 

Cok slk Her zaman 

fl Cl 

Cok slk Her zaman 

IJ [I 

4. $irketimiz gerektiginde argOt yaplsmda degi~ikliklere imkan verir. 

Hi<;bir zaman 

I I 
Cok seyrek 

I_I 
Seyrek 

I I 
Slk 

I I 

5. $irketimiz yeni ili~kilere, baglantllara anem'verir. 

Hi<;bir zaman 

[1 
Cok seyrek 

[1 

Seyrek 

n 
Slk 

o 

Cok slk Her zaman 

l-I I I 

Cok Slk Her zaman 

Cl Cl 
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A§aglda §ahslnJZla i/gili ifadelerde belirtilen durumlarla ne slkllkta 
kar§lla§tlgm IZI belirtiniz. 

1. Astlanma ihtiya<; duyduklan bilgiyi saglanm. 

Hi<;bir zaman 

" : 

C;ok seyrek 

[1 
Slk 
1-, 
l J 

2. Astlanmln <;all;;ma faaliyetlerini kolayla;;tlnnm. 

Hi<;bir zaman 

l ! 

C;ok seyrek 

[] 
Seyrek 

! ~ 1 

3. Astlanma 6grenmeyi te;;vik ederim. 

Hi<;bir zaman 

: j 

C;ok sey~ek 
[-j : 

4. Astlanmln yeteneklerine guvenirim. 

Slk ,-: 
,_ J 

Slk 

Hi<;bir zaman 

[l 

C;ok seyrek 

o 
Seyrek Slk 

n . III IJ 

5. Astlanmln <;all!?ma ortamlnl kolayla!?tlnnm. 

Hi<;bir zaman 
r-' . I 

C;ok seyrek 

Il 
Seyrek 

n 

~ 

C;ok slk Her zaman 

: ! 1 I 

C;ok slk 
'-1 t. 

Her zaman 

11 

C;ok Slk Her zaman 

i~J ! -I 

C;ok slk Her zaman 

o n 

C;ok slk Her zaman 
n 1--1 

A§ag/da astiaflnlzla i/gili ifadelerde belirtilen durumlarla ne slkllkla 
kar§/Ia§t/gm/zl belirtiniz. 

1. Astlanm daha <;ok sorumluluk isterler. 

Hi<;bir zaman 

o 
C;ok seyrek 

fJ 
Seyrek 

U 

Slk 

n 
C;ok slk Her zaman 

n rJ 



2. C;all$malara ki;;isel katkllan olur. 

Hiybir zaman C;ok seyrek 
-
L , 

3. Risk allrlar. 

Hiybir zaman C;ok seyrek 
[, 1-:-1 

4. Sorumluluk Ostlenirler. 

H iybir zaman 
l-] 

C;ok seyrek 

Cl 

Seyrek 
i I , , 

Seyrek 

11 

Seyrek 
,-, 
u 

5. Karar verme yetkisine sahipdirler. 

Hiybir zaman 

: 1 
C;ok sey~ek 

[] 

6. Yeni fikirler Oretirler. 

Hiybir zaman 

D 
Cok seyrek 

o 

Seyrek 
[-j 

Seyrek 
[l 

Slk 

Slk 

ri 

Slk 

fl 

C;ok slk 

I : 

" 

C;ok slk 
I ; 

C;ok slk 

n 
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Her zaman 

C' J 

Her zaman 

r I 

Her zaman 
r~l' 

I J 

Slk C;ok slk Her zaman 

! : 1 I I I 

Slk Cok slk Her zaman 

[l!l Il 

A§ag/da ast/aflnJzla i/gili ifadelerde belirtilen sorumluluk ve yetkinin 
ne derece yeterli oldugunu belirtiniz. 

1. Astlannlzln yall~tlklan i$te Ostlendikleri sorumluluk : 

Kesinlikle 
yetersizdir 

LJ 

Az 
yeterlidir 

o 

Yeterlidir 

o 

Oldukya 
yeterlidir 

II 

Fazlaslyla 
yeterlidir 

o 
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2. Astlarlnlzln c;all;;tlklan i;;te sahip olduklan yetki: 

Kesinlikle Az Yeterlidir 
yetersizdir yeterlidir 

I J 

Oldukc;a 
yeterlidir 

I I 
I I 

Fazlaslyla 
yeterlidir 

l i 

A§a{jlda karar alma ile ilgili ifadelerde belirtilen durumlarla astJartnlZIn 
ne slkilkla kar§lla§tlkJaf/m belirtiniz. 

1. Astlann kendi kararlannl vermeleri tasvip edilmez. 

Hic;bir zaman 

1 i 

~ok seyrek 

I I 
Seyrek 

I I 

Slk ~ok slk Her zaman 

I ! 1 I I i 

2. Astlanma gore onemsiz olan bir konu dahi biz yoneticilerine iletilmelidir. 

Hic;bir zaman 

I i 

~ok seyrek 

11 
Seyrek 

i J 
Slk 

I I 
~ok slk Her zaman 

! I I 1 

3. Astlanm <;all;;malannl sonu<;landlrmadan mutlaka ydneticisine 
danl;;malldlr. 

Hi<;bir zaman 
[J 

~ok seyrek 

o 
Seyrek 

o 
. Slk 

IJ 
Cok slk Her zaman 

[J U 

4. Astlann aldlklan her karar mutlaka yoneticisi tarafmdan tasdiklenmelidir. 

Hic;bir zaman 

I I 

~ok seyrek 
['1 

. Seyrek 
I 'l 
! 1 . 

Slk 

1 1 

~ok slk 

I 1 

Her zaman 

11 

5. Yeni bir elemanm i!?e almmasmda astlannlzm fikri ne derece etkilidir 

Hic;bir zaman 
[] 

~ok seyrek 

o 
(' 

Seyrek Slk 

n 
~ok slk Her zaman 

Il lJ 
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6. Call~an bir elemanln teliisinde astlannlzln fikri ne derece etkilidir. 

Hi<;bir zaman 
. ~ 
: I 

Seyrek 
, 1 

Slk 

i i 

Cok slk Her zaman 
o , , . I I 

7. Yeni ilkelerin kabul edilmesinde astlannlzln fikri ne derece etkilidir. 

Hi<;bir zaman Cok seyrek 
, 

.i 

Seyrek 

!~i 

Cok slk Her zaman 

, I 

8. Yeni metodlann, programlann kabul edilmesinde astlannlzln fikri ne 
derece etkilidir. 

Hi<;bir zaman 
1'-
o I 

Cok seyrek 
I-I 

Cok slk Her zaman 

i-I I I ' 

9. $irket i<;indeki geli~meler ve degi~imler hakklnda astlannlza ne slkllkta 
bilgi verilir. 

Hi<;bir zaman Cok seyrek 
['] 

Slk 

n 
Cok slk Herzaman 

il [I 

1 O. Call~anlar araslndaki problemler slk slk yapilan toplantllarda g6ru~ulur. 

Hi<;bir zaman 

VJ 
Cok seyrek 

[J 

Seyrek 
[l 

Slk 

II 

11. $irkette kararlar <;all~anlann fikri olmadan allnlr. 

Hi<;bir zaman 
[] 

Cok seyrek 

o 
Seyrek 

o 

Cok slk Her zaman 

n l'l 

Cok ~Ik Her zaman 
[! [] 



A§agJda takJm 9all§masJ ile ilgiJi ifadelerde belirtilen durumlarla ne 
sJklJkta kar§lla§IJdlglnJ belirtiniz. 
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1. ~irketin hedefleri birlikte yall~an taklmlann bireyleri ve y6netim kadrosu 
tarafmdan ne derece anla~lIlr ve desteklenir. 

Hiybir zaman 

li 
Cok seyrek Seyrek Slk Cok slk Her zaman 

I : [ l 

2. ~irketin ba9anlmasI mOmkOn yada gOy olan hedefleri ne derece 
geryekyidir. 

Hiybir zaman 

1'1 
Cok seyrek 

I 1 

Slk 

! I 
Cok Slk 

11 . I 

Her zaman 

il 

3. ~irketin hedefleri ne derece birlikte yal19an taklm bireylerinin 
kontrolOndedir. 

Hiybir zaman 

i : 
Cok seyrek 

lJ 
Seyrek 

LI 
Slk Cok slk Her zaman 

U L. l..I 

4. ~irketin hedefleri organizasyonun ilkelerine ve amaylanna ne 61 yOde 
uygundur,' 

Hiybir zaman 

iJ 
C;ok seyrek 

[] 

Seyrek Slk C;ok Slk Her zaman 

Cl Cl ['[ 

5, Astlannlz taklm yal19malannda sorumluluklannl ne derece bilir ve yerine 
getirirler. 

Hiybir zaman 

n 
C;ok seyrek Seyrek 

n 
Slk C;ok slk Her zaman 

n rl II 

6, Birlikte yall!?llan bir konunun a!?amalan birlikte ,yall!?an taklm bireyleri 
taraflndan ne derece takip edilir. 

Hiybir zaman 
[j 

C;ok seyrek 

o 
Seyrek 

[J 
Slk 

C 
C;ok slk Her zaman 

o 0 
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7. Taklm c;all~maslnl gerc;ekle~tiren bireyler c;all~malannln ba~ansl ic;in 
gerekli olan yeni y6ntem. teknik. arac; ve gerec;ler hakklnda ne derece 
bilgi lendirilirler. 

Hic;bir zaman 
1-] 

Cok seyrek 
:-J 

Seyrek 

Cl 
Cok slk Her zaman 

I ~ 
[ -1 1-'1 

8. Taklm c;all~maslna katllan astlannlzln problemlere yakla~lml ne derece 
kurallara uygun ve akllcldlr. 

Hic;bir zaman 

11 
Cok seyrek 

Cl 
Seyrek 

Il 
Slk Cok slk Her zaman 

1'--1 i-I I 1 

9. Taklm c;all~maslna katilan bireyler eski problemlere ne 61'c;ude yeni 
y6ntemlerle c;ozum ararlar. 

Hic;bir zaman 
I-I 

Cok seyrek 

i 1 

Slk 

i I 
Cok slk Her zaman 

r -1 I I 

10. Taklm c;all~maslna katilan bireyler hem mu~teri tatminini saglayacak 
hem de bu konuda ~irket harcamalannl azaltacak olan yeni bir yakla~lml ne 
61c;ude teklif eder. 

Hic;bir zaman 

o 
Cok seyrek 

o 
Seyrek Slk 

C 0 
Cok slk 

o 
Her zaman 

i-I 
I. 

11. $irketinizde ki taklmlar ~e 61c;ude amac;lanna ula~lrlar. 

Hic;bir zaman 

fl 
Cok seyrek 

o 
Seyrek 

IJ 
Slk' Cok slk 

n n 
He'r zaman 

11 

12. Taklmlann elde ettigi sonuc;lar ba~anlannl ne derece etkiler. 

Hic;bir zaman 

n 
Cok se'yrek 

n 
Seyrek 

n 
Slk Cok slk Her zaman 

l~ 11 [-1 



1. Cinsiyet: Kadm [I 

2. Medeni Durumu: Evli [l 

Erkek i i 

Bekar I.-J 

3. Egitim Durumu .............................. . 

4. Toplam gall!?ma sOreniz .................. YII I ay 

5. Bu i~ yerinde gall§ma sOreniz ........... YII I ay 

6. Bakmakla yOkOmlO ki§i saYlsl ........ .. 

7. i!? yerindeki statOnOz ...................... .. 

114 
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APPENDIX 5 

FINDINGS OF ANOVA TEST 

GROUP 2. SUBORDINATES 

TABLE 2. 
Anova Results for Empowerment based on Subordinates' personal 
questions, group 2. 

Source D.F Sum of Mean F Ratio Prob. 
Squares Squares 

Between 1 4.4827 4.4827 .1379 .7112 
Groups 
Within 89 2892.2426 32.4971 
Groups 
Total 90 28$6.7253 

Group Count Mean 
Subordinates 61 22.6721 

Superiors 30 22.2000 
Total 91 22.5165 

The difference between superiors and subordinates was not found to 

be significant at p = .71 > 0.05 
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GROUP 4. RESPONSIBILITY and AUTHORITY 

TABLE 4. 
Anova results for Empowerment based on group 4, Responsibility and 
Authority. 

Source D.F Sum of Mean F Ratio Prob. 
Squares Squares 

Between 1 14.4082 14.4082 3.1963 .0772 
Groups 
Within 89 401.1962 4.5078 
Groups 
Total 90 415.6044 

Group Count Mean 
Subordinates 61 5.7869 

Superiors 30 6.6333 
Total 90 6.0659 

The difference between two samples is not significant. 

p = 0.0772 > 0.05 
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GROUP 5. DECISION-MAKING 

TABLE 5. 
Anova Results for Empowerment based on group 5, Decision Making. 

Source D.F Sum of Mean 
Squares Squares 

Between 1 186.1015 186.1015 
Groups 
Within 89 4438.5798 49.8717 
Groups 
Total 90 4624.6813 

Group Count 
Subordinates 61 

Superiors 30 
Total 91 

The result was found to be insignificant. 

p = .0566 > 0.05 

F Ratio Prob. 

3.7316 0.0566 

Mean 
23.5246 
26.5667 
24.5275 
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GROUP 6. TEAM- WORK 

TABLE 6. 
Anova Results for Empowerment based on group 6, Team Work. 

Source D.F Sum of Mean F Ratio Prob. 
S_quares S_quares 

Between 1 77.1336 77.1336 .5485 .4609 
Groups 
Within 89 12516.712 140.6372 
Groups 6 
Total 90 12593.846 

2 , 

Group Count Mean 
Subordinates 61 45.5082 

Superiors 30 47.4667 
Total : 91 45.8523 

Between supe~iors· and subordinates there IS no significant 

difference. 

p = .46 > 0.05 
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GROUP 7. PARTICIPATION 

TABLE 7. 

Anova results for Empowerment based on group 7. participation. 

-
Source O.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 1 407.5220 407.5220 14.1423 .0003 

Groups 

Within 89 2564.6098 28.8158 

Groups 

Total 90 2972.1319 

Group Count Mean 

Grp 1/' Subordinates 61 8.0984 

Grp 21 Superiors 30 12.6000 

Total 91 9.5824 

p = .0003 < .005 
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APPENDIX 6 

FINDINGS OF ANOVA ON SUBORDINATES AND SUPERIORS 

CONCERNING SEX, MARITAL-STATUS, EDUCATION 

1. Variable group 1. The relation between Empowerment in 

general and sex. 

1 .. a. Table for Subordinates 

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 1 94.0029 94.0029 3.5462 0.0650 

Groups 

Within 55 1457.9269 26.5078 

Groups 

Total 56 1551.9298 

~ Group Count Mean 

Group 1- Woman 14 _17.2857 

Group 2 - Man 43 14.3023 

Total 57 15.0351 
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1.b. Table for Superiors 

Source O.F Sum of Mean F Ratio Prob 

Squares Squares 

Between 1 22.4778 22.4778 .9298 .3432 

Groups 

Within 28 676.8889 24.1746 

Groups 

Total 29 699.3667 

Group Count Mean 

Group 1- Woman 9 19.5556 

Group 2- Man 21 17.6667 

Total 30 18.2333 
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2. Variable group 1. The relation between Empowerment and 

education 

-

2.a. Table for Subordinates 

D.F ' Sum of Mean F Ratio Prob. 

Source Squares Squares 

Between 4 112.7629 28.1907 .9941 .4199 

Groups 

Within - 48 1361.1239 28.3567 

Groups 

Total 52 1473.8868 

Group Count Mean 

Group 2- University. 8 17.0000 

Group 3- Lycee. 8 16.8750 

Group 4- Business Sch. 3 10.6667 

Group 5- Secondary Sch. 9 15.4444 

Grot,.Jp 6- Primary Syh. 25 14.8400 

Total 
' -, ,-

53 15.3396 , 
, 
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2.b. Table for Superiors 

Source D.F Sum of Mean F Ratio Prob. 

Squares" Squares 

Between 5 95.37 19.0753 .8348 .5391 

Groups 

Within 22 502.7308 22.8514 

Groups 

Total 27 598.1071 

Group Count Mean 

Group 1- Master. 1 17.0000 

Group 2- University. 13 19.5385 

Group 3- Lycee. 3 20.0000 

Group 4- Bu~iness Sch. 3 17.6667 

Group 5- Secondary Sch. 2 13.0000 

Group 6- Primary Sch. 6 17.1667 

Total 28 18.3214 
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3. Variable group 1. The relation between Empowerment and 

Marital-Status. 

-
3.a. Table for Subordinates 

Source D.F- Sum of Mean F Ratio Prob. 

Squares Squares' 

Between 1 8.4298 8.4298 .3004 .5859 

Groups 

Within 55 1543.5000 28.0636 

Groups 

Total 56 1551.9298 

Group Count Mean 

Group 1- Married 38 14.7632 

Group 2- Single 19 15.5789 

Total 57 15.0351 
: 
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3.b. Table for Superiors 

Source D.F Sum of Mean F Ratio Prob. 

" Squares Squares 
.. 

Between 1 65.48 65.4821 2.8925 .1001 

Groups 

VVithin 28 633.8846 22.6387 

Groups 

Total 29 699.3667 

Group Count Mean 

Group 1- Married 26 17.6538 

Group 2- Single 4 22.0000 

Total 30 18.2333 

4. Variable group 2. The relation between Empowerment and Sex 

4.a. Table for Subordinates 

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 1 5.3385 5.3385 .1498 .7003 

Groups 

Within 55 1960.5914 35.6471 

Groups 

Total 56 1965.9298 
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Group Count Mean 

Group 1- Woman 14 23.5714 
-

Group 2- ;Man 43 22.8605 

Total 57 23.0351 

4.b. Table for Superiors 

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 1 18.5143 18.5143 .6928 .4123 

Groups 

Within 28 748.2857 26.7245 

Groups 
, 

Total 29 766.8000 

Group Count Mean 

Group 1- Woman 9 21.0000 

Group 2- Man 21 22.7143 

Total 30 22.2000 
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5. Variable group 2.. The relation between Empowerment and 

Education. 

5.a. Table for Subordinates -

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 4 15.9497 3.9874 .1084 .9790 

Groups 

Within 48 1765.2956 36.7770 

Groups 

Total 52 1781.2453 

Group Count Mean 

Group 2- University. 8 23.5000 

Group 3- Lycee. 8 23.2500 

Group 4- Business Sch. 3 25.6667 

Group 5- Secondary Sch. , 9 23.1111 

Group 6- Primary Sch. 25 23.4800 

Total 53 23.5094 
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S.b. Table for Superiors 

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 5 138.0696 27.6139 1.0119 .4343 

Groups 

Within 22 600.3590 . 27.2890 

Groups .. 

Total 27 738.4286 

Group Count Mean 

Group 1- Master. 1 25.00 

Group 2- University. 13 21.15 

Group 3- Lycee. 3 26.33 

Group 4- Business Sch. 3 19.66 

Group 5- Secondary Sch. 2 27.00 

Group 6- Primary Sch. 6 22.33 

Total 28 22.35 



6. Variable group 2. The relation between Empowerment and 

Marital-Status. 

6.a. Table for Subordinates 

D.F Sum of Mean F Ratio 

Source Squares Squares 

Between 1 8.:4298 8.4298 .2369 

Groups 

Within 55 1957.5000 35.5909 

Groups 

Total 56 1965.9298 

Group Count Mean 

Group 1- Married 38 22.7632 

Group 2- Single 19 23.5789 

Total 57 23.0351 

129 

Prob. 

.6284 
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S.b. Table for Superiors 

Source D.F Sum of Mean F Ratio F Prob. 

Squares Squares 

Between 1 1'.3962 1.3962 .0511 .8228 

Groups 

Within 28 765.4038 27.3359 
." 

Groups 

Total 29 766.8000 

Group Count Mean 

Group 1- Married 26 22.1154 

Group 2- Single 4 22.7500 

Total 30 22.2000 
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7. Variab~.;) group 3. T~e relation between Empowerment and 

Sex. 

7.a. Table for Subordinates 

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 1 29.3762 29.3762 . .6736 .4154 

Groups 

Within 55 2398.7641 43.6139 

Groups 

Total 56 2428.1404 

Group Count Mean 

Group 1- Woman 14 18.2857 

Group 2- Man 43 19.9535 

Total 57 19.5439 
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7.b. Table for Superiors 

Source O.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 1 8.6921 8.6921 .6739 .4186 

Groups 

Within 28 361.1746 12.8991 
-

Groups 

Total 29 369.8667 

Group Count Mean 

Group 1- Woman 9 24.1111 

Group 2- Man 21 25.5857 

Total 30 24.9333 

I 
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8. Variable gro~p 3. The relation between Empowerment and 

Education. 

8.a. Table for Subordinates 

Source O.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 4 77.3754 19.3438 .4558 .7677 

Groups 

Within 48 2037.3039 42.4438 

Groups 

Total 52 2114.6792 

Group Count Mean 

Group 2- University. 8 18.7500 

Group 3- Lycee. 8 20.6250 

Group 4- Business Sch. 3 15.3333 

Group 5- Secondary Sch. 9 20.5556 

Group 6- Primary Sch. 25 19.2800 

Total 53 19.3962 
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B.b. Table for Superiors 

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 

Between 5 82.5833 16.5167 1.3326 .2873 

Groups 

Within 22 272.6667 12.3939 

Groups 

Total 27 355.2500 

Group Count Mean 

Group 1- Master. 1 23.00 

Group 2- University. 13 24.00 

Group 3- Lycee. 3 27.00 .. 

Group 4- Business Sch. 3 25.6667 . 

Group 5- Secondary Sch. 2 29.50 

Group 6- Primary Sch. 6 23.50 

Total 28 24.75 
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9. Variable group 3. The relation between Empowerment and 

Marital-Status. 

9.a. Table for Subordinates 

Source D.F Sum of Mean F Ratio Prob. 

Squares Squares 
" 

Between 1 1.4825 1.4825 .0336 .8552 

Groups 

Within 55 2426.6579 44.1211 

Groups 

Total 56 2428.1404 

Group Count Mean 

Group 1- Woman 38 1Q pr 

Group 2- Man 19 

Total 57 

I 


