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Abstract. The aim of this study was to 

analyze the effect of employee 

empowerment on the performance of 

faculty members at Hazara University. In this regard survey approach 

was used and data was collected through self-administered 

questionnaires. Out of total population of 490 faculty members, 450 

were selected as a sample and questionnaires were distributed among 

them out of which 360 were received back. The findings of the study 

revealed that trust, reward and communication have a statistically 

significant and positive effect on employee performance. Additionally, 

knowledge has a negative relationship with employee performance but 

it is statistically in significant. 
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Introduction 

Employee empowerment is a term mostly misunderstood. Most of the 

employees think that they know the exact meanings of empowerment, but this 

is not true as most of the researchers including Carter (2009) is of the view that 

empowerment basically means enabling people to perform their duties 

efficiently and effectively. The current business environment is very dynamic 

and the intense competition in the markets demands that our human resources 

should be trained, skillful, and motivated (Powell, 1995). To make them 

effective and productive for an organization, different theories have been 

advocated. In the earlier decades of the twentieth century, financial resources 

were considered to be the gateway to success for any organization but it proved  
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wrong when hundreds of organizations failed despite having a sizable amount 

of financial resources at their disposal.
 

Basically, organizations are social systems managed by people to achieve 

some goals.  It goes without saying that people are the most important of all the 

resources in organizations. Therefore, the productivity of an organization is 

determined by the quality of its human assets. The success and failure of an 

organization depend on the performance of its employees (Ali, Kakakhel, 

Rahman, & Ahsan, 2014) whereas the performance of employees depends on 

the empowerment of employees. Empowering employees is an important 

strategy used for motivating employees to perform effectively (Awamley, 

2013). 

While referring to strategic human resource management theorists Pfeffer 

(1998) highlighted that incentive compensation, training, and development and 

employee participation are extremely important for enhancing the performance 

of employees. While recognizing the importance of committed employees, 

Nwankwo and Richardson (1996) argued that many business leaders of the 

world's reputable organizations are of the view that people are the key to 

success for an organization. The reason being, that now days trained, skillful, 

knowledgeable, and motivated employees are considered as human capital that 

plays an important role in the success of an organization (Markman & Baron, 

2003). 

Management Guru went a step ahead and labeled human capital as 

important for an organization as is hardware and software for a computer. This 

implies the level of significance that has been assigned to the human resources 

of an organization. 

In the current business environment, since employees, their skills and 

knowledge are regarded as the company's assets therefore, it is obvious that 

every organization is aware of the importance of a trained and motivated 

workforce. No organization can afford to allow its trained and skillful 

employees to switch over and join their competitors. Hence, the retention and 

motivation of employees is the primary task of human resource managers as 

well as top management of the organization (Delaney & Huselid, 1996). In this 

respect, a number of theories have been developed and researches conducted to 

explore how to retain and motivate employees.
 

One common theme of the researches in this particular area has been 

employee empowerment to be used as a tool to motivate and retain employees. 

Studies from Chow, Lo, Sha, and Hong (2006) and Thomas and Velthouse 

(1990) explained that empowerment is a motivational construct manifested in 

cognitions reflecting in employees’ orientation to his or her work roles. It 
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measures the extent to which employees perceive that they are allowed to use 

their own initiatives in performing their jobs efficiently and effectively. Conger 

and Kanungo (1988), on the other hand, asserted that modern empowerment 

theory believes that empowerment is the process of releasing the knowledge, 

experience, and motivation which the workforce themselves possess but do not 

practice. Carter (2009) viewed empowerment as a process through which 

managers enable and help others to achieve influence within an organization. 

Salazar, Pfaffenberg, and Salazar (2006) demonstrated that, "only meaningful-

ness and trust significantly predicted satisfaction level-the the more meaningful 

the job, the higher degree of trust".  

This study aimed to analyze the influence of employee empowerment on the 

performance of faculty members at Hazara University. Most of the empirical 

studies on employee empowerment have focused on business organization and 

there is insufficient empirical evidence concerning public service organizations 

like Universities. Faculty members play an important role in disseminating 

knowledge to the students in Universities. Since most of the public sector 

universities are following HEC guidelines concerning their course contents etc. 

it would be interesting to see the level of employee empowerment in Hazara 

University (public sector) and how it influences the performance of faculty 

members. Khan, Saboor, Ahmed, and Ikram (2011) argued that empowering 

employees lead to an improvement in the quality of their performance in 

service sector organizations. Similarly, Yao, Chen, and Cai (2013) concluded 

that empowerment makes employees more loyal to their organization. And in 

this way employees become more committed which is good for the long-term 

interest of the organization. 

Literature Review 

Employee empowerment, basically, means empowering employees by 

imparting them the necessary skills and knowledge, trusting them by making 

them independent, communicating with them, and motivating them by 

providing incentives and rewards to perform (Khan et al., 2011). Empirically, 

the relationship between employee empowerment and its influence on firm 

performance has been investigated in different contexts. Most of these 

empirical studies point to the fact that employee empowerment has a positive 

effect on the performance of employee (Ghani, 2009; Indradevi, 2012; 

Kirkman, Rosen, Tesluk & Gibson, 2004; Lee & Koh, 2001; Salazar et al., 

2006; Sutherland, Bruin & Crous, 2007). 

In a study aimed at exploring the relationship between employee 

empowerment and employee performance, Sutherland et al., (2007) concluded 

that empowerment positively influences the performance of employees. Salazar 
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et al. (2006) highlighted that empowerment gives independence and authority 

to employees. Employee empowerment leads to motivation and gives 

confidence to employees that enables them to perform well on their respective 

jobs. While looking at employee empowerment from different angles Khan et 

al., (2011) argued that empowering employees leads to improvement in the 

quality of services provided by an organization. They further elaborated that 

trust in employees is an important determinant of empowerment and if 

implemented will have positive effects that will benefit the organization in the 

long run. Yao et al., (2013) argued that empowerment makes employees more 

loyal to their organizations; hence, they become more committed towards their 

work which is good for the long-term interests of the organization. The 

findings of Yao et al., (2013) support the findings of Hasan and Thamizhmani 

(2010) in which they also concluded that the empowerment of employees has a 

positive influence on the productivity levels of the organization. Lee and Koh 

(2001) on the other hand, argued that empowerment results in better 

cooperation and understanding between supervisors and their subordinates and 

makes them more responsible for their job duties. Samad (2007) in a study 

aimed at analyzing the effect of empowerment on the competitive strength of 

the organization concluded that empowerment enables an organization to 

effectively compete in the market place. The reason being committed and 

empowered employees are more productive, better equipped with skills and 

knowledge to do their jobs effectively and efficiently. In literature, we find four 

common factors that lead to psychological empowerment.
 

Knowledge 

Nkebem (2010) conducted an empirical analysis of the effects of training on 

employee performance. The study was focused on the performance of 

employees of Nigerian University and concluded that training was positively 

correlated with the job performance of those employees. Sergio, Salvador, and 

Jose (2002) investigated empirically the relationship of training with the 

performance of employees of small and medium enterprises. They studied 202 

SME's and concluded that training had affected their performance positively. 
 

Dokko, Wilk, and Rothbard (2009) put forward a psychological theory that 

focused on cognitive factors that mediate the transfer of knowledge acquired 

during prior work and their assigned role performance. The study demonstrated 

that job-related knowledge mediates between prior job experience and their 

assigned role performance. The study also proposes that the knowledge and 

skills gained by employees from previous experience help in the increasing 

level of employee performance. Experience is the source of acquisition of 

knowledge and skill in respective job-relevant roles and results in enhancing 

the competence of employees that allows them to be efficient and productive 
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(NikKamariah, 1997). In the view of Vandenberg (1996), knowledge in the 

context of an organization refers to three things; (a) competencies required for 

a role; (b) understanding the procedure of work itself ;(c) understanding 

organization in the context of its business. Steinecke (1993) further explains 

that knowledge is meant the knowledge of employees about the mission, 

vision, and targets of their organization. Senge (1990) emphasizes that 

employees must know the goals of their organizations if they are to perform up 

to the expectations of their organizations. Khan et al., (2011) argued that the 

acquisition of knowledge about mission, vision, and plans of the organization is 

important for their empowerment. He further stresses that even the 

participation of employees in developing the strategic goals of their 

organization is also important in the context of employee empowerment.
 

Rewards 

Employees play an important role in the success of an organization. Qualified, 

skillful experienced, and motivated employees are an asset for organizations. It 

gives a competitive edge to an organization over its competitors. The 

performance of employees can be improved through different motivational 

factors among them is rewards and every organization in the service sector can 

retain high performers by providing incentives on successfully achieving their 

targets (Carraher, Whitney & Buckley, 2006).
 

From the academic point of view, equity theory has a stronger empirical 

validity than many other organizational behavior theories because it views 

incentives to employees as a useful and powerful indicator of work outcomes 

(Hatton, Emerson, Rivers, Mason, Mason & Swarbrick, 1999; Miner, 2003). 

The theory assumes that employees feel de-motivated when they think that 

their contribution is not recognized and rewarded (Adams, 1963; Adams, 

1965). Bishop (1987) studied the relationship between reward and employee 

performance and concluded that reward relates to performance positively. 
 

Gunbayi (2009) explored the factors of employee empowerment and 

concluded that appreciation of employees on a job well done and promotion are 

important ingredients that lead to employee employment and enhancing his/her 

performance. Lawler (2003) is of the view that reward is the ingredient of 

empowerment and argues that the success of employee involvement is linked to 

reward. The reason is that employees consider themselves to be important with 

the acknowledgment of their contributions.
 

Trust 

Trust is another important factor and outcome of employee empowerment that 

plays a significant role in enhancing the performance of employees. Gilaninia 
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(2011) investigated trust as a factor of empowerment defined trust as "the 

expectation of employees to be treated equally without any discrimination". 

Rousseau, Sitkin, Burt, and Camerer (1998) argue that by trust we mean the 

good intention of supervisors about their employees on their respective jobs. 

Lewicki, Tomlinson, and Gillespie (2006) believe that trust is the perception of 

a party that the other party will be positive that results from the action of the 

later party. Ellis and Shockley-Zalabak (2001) define trust as a positive 

expectation of outcomes from the dealings and mutual interaction of two 

parties. They further elaborated that as supervisor starts trusting his employee it 

affects the perception of an employee to identify himself with organization and 

employee start owning their role and shows better results. Moreover, the role of 

trust between supervisor and subordinate relationship create a synergetic 

environment and enables an organization to thrive and achieve its goals, 

promoting cooperation and increasing the efficiency and productivity of 

employees (Findikli, Gulden & Semercioz, 2010). 

Communication 

Communication with employees also plays an important role in enhancing the 

performance of employees in an organization. Mayfield, Mayfield, and 

Sharbrough (2015) expressed that no organization can achieve its targets 

without effective communication. Holtzhausen (2002) conducted an empirical 

investigation to dig out the impact of communication on the performance of an 

employee's assigned role and concluded that communication has a direct effect 

on employee performance. Goris, Vaught, and Pettit (2000) also supported the 

findings of Holtzhausen (2002) by concluding that there exists an important 

relationship between effective communication and job satisfaction. Researchers 

(e.g., Chen, Reilly, & Lynn, 2005; Rahman, Rahman, Ali & Fawad, 2016) 

while highlighting the importance of communication argued that very few 

investigations have focused on the relationship between the quality of 

communication and its impact on organizational performance. 

Methodology 

The aim of the study was to empirically examine the effect of employee 

empowerment through its ingredients i.e. knowledge, trust, rewards, and 

communication on the performance of faculty members at Hazara University, 

Mansehra. Since the objective of the study was to find out the effect of 

employee empowerment on employee performance of faculty members of 

Hazara University, therefore, a survey approach was used for this purpose. The 

total population for this study comprised of all regular faculty members of 

Hazara University, Mansehra. Currently, Hazara University has 490 regular 

faculty members serving in different grades.
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The sample size was determined based on the rule of thumb given by a 

famous statistician, Roscoe (1975) that states that if the total population is 

above 30 and less than 500, the researcher can choose any sample size. A 

sample of 450 faculty members was considered for this study and data was 

collected based on convenience sampling. 450 questionnaires were distributed 

among faculty members, out of whom 360 questionnaires were received back, 

making the response rate of 80 %. 

Model

 

Since the survey approach was adopted for this study, a five-point Likert scale 

was used in this study. "Likert scale is one of the most commonly used scales 

in surveys" (Wuensch, 2005). Respondents have to choose from five choices 

starting from Strongly Disagree (1) and ending at Strongly Agree (5). Data 

were collected through self-administered questionnaires. In this regard, a 

standardized questionnaire used by Light (2004) in his study on employee 

empowerment and its influence on employee performance was used. The 

questionnaire comprised 21 questions that measured the ingredients of 

employee empowerment i.e. knowledge, trust rewards, and communication as 

well as employee performance.
 

Results/Discussion: Descriptive Statistics 

Table 1  Descriptive Statistics of variables (N=360) 

  Minimum Maximum Mean Std. Dev. 

Knowledge 1.5 5 3.754 0.61 

Trust 2 5 3.987 0.601 

Reward 1.75 5 3.823 0.581 

Communication 2 5 3.747 0.585 

Performance 2 5 3.746 0.552 

Table 1 gives information about the descriptive statistics of the variables 

used in this study. From the above table, we can see that the mean value of the 

knowledge is 3.754 and its standard deviation is 0.610. The mean value for the 

trust is 3.987 and standard deviation 0.601 which indicates that faculty 

members are agreeing to the fact that trusts from top management in their 

subordinates significantly influence employee performance. The mean value of 

rewards in the above mentioned is 3.823 and the standard deviation is 0.581. 

This means that the incentives and rewards being paid to employees are also 

very important for the faculty members at Hazara University. Similarly, the 
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mean values for communication are 3.747 and the standard deviation is 0.585 

indicating that faculty members give due importance to the value of 

communication in enhancing employee performance. Lastly, the mean value of 

performance is 3.746 whereas its standard deviation is 0.552. 

Regression Analysis 

Structural empowerment is basically is a way of management by which job-

related knowledge is shared with employees, they are rewarded for 

performance, they are trusted and positive communication is established in 

organizations with employees. Basically, what the concept of empowerment 

says is that if employees are given a chance to prove their skills, resources, 

authority, and responsibility they will be more satisfied with their job and 

hence, perform well.
 

Multiple regression analysis was used to measure the effect of employee 

empowerment on employee performance at Hazara University. In this regard, 

each independent variable was regressed with dependent variable Performance. 

Table 2  Regression Analysis 

Model 
Un-standardized 

Coefficients 

Standardized 

Coefficients 
t-value Sig. 

  B 
Std. 

Error 
Beta 

(Constant) 1.022 0.212   4.82 0.00 

Knowledge -0.063 0.039 -0.07 -1.60 0.11 

Trust 0.198 0.042 0.22 4.74 0.00 

Reward 0.152 0.048 0.16 3.18 0.00 

Communications 0.424 0.046 0.45 9.29 0.00 

Table 3 Regression Model Summary 

Model R 
R 

Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 0.640
a
 0.41 0.404 0.426 

a. Predictors: (Constant), Communication, Trust, Knowledge, Reward 

From Table it is clear that there is a negative relationship between 

knowledge and employee empowerment. It is unlike the findings of previous 

empirical studies where knowledge had a positive relationship with employee 

performance. Theoretically, an increase in level knowledge should positively 

influence employee performance and vice versa, whereas in our case increase 

in knowledge has a negative effect on the performance of employees. However, 

the relationship between knowledge and employee performance is statistically 

insignificant and therefore can be ignored. The rest of the three ingredients of 
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employee empowerment have a positive relationship with employee 

performance. It means that increase in trust level, rewarding good performance, 

and communicating with employees increase the performance of employees. 

Moreover, the relationship is statistically significant. Maintaining good 

communication with employees and trusting employees increases the 

confidence of employees and allow them to feel that they are important for the 

organization hence, results in better performance. Our findings are further 

supported by the findings of empirical studies of Holtzhausen (2002), Mayfield 

et al., (2015) where they also found a positive effect of communication on the 

performance of employees. With regards to trust our findings are supported by 

the findings of empirical studies of Rousseau et al., (1998), Lewicki et al., 

(2006), and Gilaninia (2011) where they found a positive effect of trust on the 

performance of employees.
 

Additionally, the rewarding good performance also enhances employee 

performance. It increases the motivation level of employees which in turn leads 

to better performance in the future. The incentives and rewards for good works 

and all other related things also provoke the desire to perform well. Hence, it is 

also a key factor to increase the performance of employees. Our findings are 

further supported by the findings of empirical studies of Salazar et al., (2006), 

Sunderland et al., (2007), Khan et al., (2011), Yao et al., (2013) where they 

also found a positive effect of rewards on the performance of employees. 

Results from Table 2 further revealed that faculty members of Hazara 

University consider communication as the most important factor that can 

enhance their performance. In educational organizations, faculty members are 

at the forefront as they are the ones who are directly interacting with students, 

who are the main customers of an educational institute. Proper communication 

about job-related issues as well as overall organization's mission objectives etc. 

with faculty members will add to their job satisfaction and can play a 

significant role in enhancing their performance. The reason is proper 

communication with a faculty member will allow faculty members to know 

what is expected of him, how important their roles are in the context of 

achieving the organization's overall goals and objectives.
 

Conclusion 

The study aimed to examine how employee empowerment influences the 

performance of faculty members at Hazara University. In this regard, four 

ingredients of employee empowerment i.e. knowledge, trust, rewards, and 

communication were used in this study. The findings of the study revealed that 

rewards, trust, and communication not only have a positive relationship with 

employee performance but the relationship is also statistically significant. The 
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relationship between knowledge and empowerment is negative ironically but 

the results are not statistically significant. The findings of the study prove a 

point that if faculty members are empowered to do their jobs, they will be more 

motivated to deliver and perform well on their assigned tasks. Hence, the 

management of the university must empower faculty members in their 

respective domains to perform well on their assigned tasks. 

 

 

References 

Adams, J. S. (1963). Towards an understanding of inequity. The Journal of 

Abnormal and Social Psychology, 67(5), 422-436. 

Adams, J. S. (1965). Inequity in social exchange. Advances in Experimental 

Social Psychology, 2, 267-299. 

Ali, N., Kakakhel, S. J., Rahman, W., & Ahsan, A. (2014). Impact of human 

resource management practices on employees’ outcomes: Empirical 

evidence from public sector universities of Malakand Division, KPK, 

Pakistan). Life Science Journal, 11(4s), 68-77. 

Awamley, N. (2013). Enhancing employees performance via empowerment: A 

field survey. Asian Journal of Business Management, 5(3), 313-319. 

Bishop, J. (1987). The recognition & Reward of Employee Performance. 

Journal of Labor Economics, 5(4), 36-56. 

Carraher, S. M., Whitney G. J., & Buckley, M. R. (2006). Compensation 

satisfaction in the Baltics and the USA. Baltic Journal of Management, 

1(1), 7-23. 

Carter, J.D.T. (2009). Managers empowering employees. American Journal of 

Economics and Business Administration, 1(2), 39-44. 

Chen, J., Reilly, R. R., & Lynn, G. S. (2005). Team empowerment, uncertainty, 

and performance in new product development. Institute for the Study of 

Business Markets Working paper, 14. 

Chow, I. H., Lo, T. W., Sha, Z., Hong, J. (2006). The impact of developmental 

experience, empowerment, and organizational support on catering service 

staff performance. International Journal of Hospitality Management, 25, 

478–495. 

Conger, J. A., & Kanungo, R. N. (1988). The empowerment process: 

Integrating theory and practice. Academy of Management Review, 13(3), 

471- 482. 



 

Sarhad Journal of Management Sciences (SJMS) 

 

11 Vol. 6, Issue 1 ISSN 2414-2336 (Print), ISSN 2523-2525 (Online) 

 

Delaney, J. T., & Huselid, M. A. (1996). The impact of human resource 

management practices on perceptions of organizational performance. 

Academy of Management Journal, 39(4), 949-969. 

Dokko, G., Wilk, S. L., & Rothbard, N. P. (2009). Unpacking prior experience: 

How career history affects job performance. Organization Science, 20(1), 

51-68. 

Ellis, K. & Shockley-Zalabak, P. (2001). Trust in top management and 

immediate supervisor: The relationship to satisfaction, perceived 

organizational effectiveness, and information receiving. Communication 

Quarterly, 49(4), 382-398. 

Findikli, M. A., Gulden, A., & Semercioz, F. (2010). Subordinate trust in 

supervisor and organization: Effects on subordinate perceptions of 

psychological empowerment. International journal of Business and 

Management Studies, 2(1), 55-67. 

Ghani, N. A. A., Bin Raja, T. A. B. S., & Jusoff, K. (2009). The impact of 

psychological empowerment on lecturers’ innovative behaviour in 

Malaysian private higher education institutions. Canadian Social Science, 

5(4), 54-62. 

Gilaninia, S. (2011). Study of effective factors on customers trust in electronic 

banking services: Study of Melli Bank in Ardabill City). Interdisciplinary 

Journal of Contemporary Research in Business, 8(3), 472-478. 

Goris, J.R., Vaught B.C. & Pettit, J.D. (2000). Effects of communication 

direction on job performance and satisfaction: A moderated regression 

analysis. Journal of Business Communication, 37(4), 348-68. 

Gunbayi I. (2009). Academic staff's perceptions on stressors originating from 

interpersonal relations at work setting: A case study. Procedia-Social and 

Behavioral Sciences,1(1), 50-60. 

Hasan S. & Thamizhmanii, S. (2010). A review on an employee empowerment 

in TQM practice. Journal of Achievements in Materials and Manufacturing 

Engineering, 39(2), 204-210. 

Hatton, C., Emerson, E., Rivers, M., Mason, H., Mason, L., & Swarbrick, R. 

(1999). Factors associated with staff stress and work satisfaction in services 

for people with intellectual disability. Journal of Intellectual Disability 

Research, 43, 253–267. 

Holtzhausen, D. (2002). The effect of divisionalised and decentralized 

organizational structure on a formal internal communication function in a 

South African organization. Journal of Communication Management, 6(4), 

323-339. 



 

Khan et al. 

12 Vol. 6, Issue 1 ISSN 2414-2336 (Print), ISSN 2523-2525 (Online) 

 

Indradevi, R. (2012). The impact of psychological empowerment on job 

performance and job satisfaction in Indian software Companies. 

International Journal of Multidisciplinary Management Studies, 2(4), 36-

46. 

Khan, M. T., Saboor, K., Ahmed, N., & Ikram, A. (2011). Connotation of 

employees’ empowerment - Emerging challenges. European Journal of 

Social Sciences, 22(4), 556-564. 

Kirkman, B. L., Rosen, B., Tesluk, P. E., & Gibson, C. B. (2004). The impact 

of team empowerment on virtual team performance: The moderating role 

of face-to-face interaction. Academy of Management Journal, 47(2), 175-

192. 

Lawler, E. E., III. (2003). Reward practices and performance management 

system effectiveness. Organizational Dynamics, 32(4), 396-404. 

Lee, M., & Koh, J. (2001). Is empowerment really a new concept? 

International Journal of Human Resource, 12(4), 684–695. 

Lewicki, J. R., Tomlinson, E. C. & Gillespie, N. (2006). Models of 

interpersonal trust development: theoretical approaches: Empirical 

evidence, and future directions. Journal of Management, 32(6), 991-1022. 

Light, J. N. (2004). The Relationships and Effects of Employee Involvement, 

Employee Empowerment, and Employee Satisfaction by Job-Type in a 

Large Manufacturing Environment. Doctoral dissertation, Capella 

University. 

Markman, G. D., & Baron, R. A. (2003). Person–entrepreneurship fit: why 

some people are more successful as entrepreneurs than others. Human 

resource management review, 13(2), 281-301. 

Mayfield, J., Mayfield, M., & Sharbrough, W. C. (2015). Strategic vision and 

values in top leaders’ communications: motivating language at a higher 

level. International Journal of Business Communication, 52(1), 97-121. 

Miner, J. B. (2003). The rated importance, scientific validity and practical 

usefulness of organizational behavior theories: A quantitative review. 

Academy of Management Learning and Education, 2, 250–268. 

NikKamariah, N.M. (1997). The Determinants of Salespersons Performance. 

Doctoral Thesis, Aston University, UK. 

Nkebem, E. N. (2010). In-service training and job performance of librarians in 

university libraries in south zone Nigeria. Global Journal of Education 

Research, 8,(1&2), 75-79. 

Nwankwo, S., & Richardson, B. (1996). Quality management through 

visionary leadership. Managing Service Quality, 6(4), 44-47. 



 

Sarhad Journal of Management Sciences (SJMS) 

 

13 Vol. 6, Issue 1 ISSN 2414-2336 (Print), ISSN 2523-2525 (Online) 

 

Pfeffer, J. (1998). Seven practices of successful organizations. California 

Management Review, 40, 96–124 

Powell, T. C. (1995). Total quality management as competitive advantage: A 

review and empirical study. Strategic Management Journal, 16, 15–37. 

Rahman, H., Rahman, W., Ali, N. & Khan, F. (2016). Organizational learning 

culture and employees’ career development: Empirical evidence from 

colleges in Malakand Division, KPK, Pakistan. Journal of Managerial 

Sciences, 10(1), 15-29. 

Roscoe, J. T. (1975). Fundamental Research Statistics for Behavioral Sciences, 

(2
nd

 ed). New York: Holt, Rinehart and Winston. 

Rousseau, D. M., Sitkin, S. B., Burt, R. S. & Camerer, C. (1998). Not so 

different after all: A cross-discipline view of trust. Academy of 

Management Review, 23(3), 393-404. 

Salazar, J., Pfaffenberg, C., & Salazar, L. (2006). Locus of control vs. 

employee empowerment and the relationship with hotel managers' job 

satisfaction. Journal of Human Resources in Hospitality & Tourism, 5(1), 

1-15. 

Samad, S. (2007). Social structural characteristics and employee 

empowerment: The role of proactive personality. International Review of 

Businesses, 4, 254-264. 

Senge, P. (1990). The Fifth Discipline. The Art and Practice of Learning 

Organization. New York: Doubleday. 

Sergio, R., Salvador, R., & Jose, L. M. (2002). The effects of sales training on 

sales force activity. European Journal of Marketing, 36, 1344-1366. 

Steinecke, C. (1993). The Federal Total Quality Management Handbook. 

Employee Involvement and Quality Management in the Federal 

Government. Washington D.C, U.S Government Printing Press. 

Sutherland, R., Bruin, G. P. D., & Crous, F. (2007). The relation between 

conscientiousness, empowerment and performance. SA Journal of Human 

Resource Management, 5 (2), 60-67. 

Thomas, K. W. & Velthouse, B. A. (1990). Cognitive elements of 

empowerment: An interpretive model of intrinsic task motivation. Academy 

of Management Review, 15, 666-681. 

Vandenberg, R. (1996). Examining the Influence of Employee Involvement 

Process on Organizational Effectiveness: A Look at the Insurance Industry. 

Ahen ,GA: Life Office Management Association inc. 



 

Khan et al. 

14 Vol. 6, Issue 1 ISSN 2414-2336 (Print), ISSN 2523-2525 (Online) 

 

Wuensch, K. L. (2005). What is a Likert Scale and How Do You Pronounce 

Likert? East Carolina University. 

Yao, Q., Chen, R., & Cai, G. (2013). How internal marketing can cultivate 

psychological empowerment and enhance employee performance. Social 

Behavior and Personality: An International Journal, 41(4), 529-537. 


