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The purpose of this research is to examine the employee empowerment in the workplace. In an attempt
to more specifically address this issue, | intend to do this research by narrowing down the study and
focus on the relationship between employee empowerment and intent to turnover in a smaller set
among Royal Roads University employees who work on campus in various service departments

(Cafeteria, Library, other servicesXx S 1 O 0 ®

Managerial interest in employee empowerment in the service industry has been associated with gaining
competitive advantage through improvements in service quality (Hubrecht & Teare, 1993). Fulford and
Enz (1995) suggested that different subject groups in the service industry should be studied to learn

more about the concept and practice of empowerment.

To investigate the multidimensional nature of the empowerment construct and to distinguish validity
and reliability of its basic dimensions principal component, survey method is suggested for the purpose
of this research. Analyzing the data collected (Table 1) will help in examining the relationship between

empowerment, power distance , intent to leave and ultimately job satisfaction in the organization as

shown in table 1 below. Studying the relationship between employee empowerment and these factors

has been previously suggested by Brockner (2001) and Spreitzer (1995) in the same context.

Empowerment

Intent to

Power Distance
Turnover

Job Satisfaction

Figure 1. Conceptual framework showing the influence of employee empowerment perceptions on employee intent to turnover

mediated by power distance and job satisfaction
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Table 1. Item -specific descriptive Survey
Responses foitems range from 1strongly

Item Response %

[Power Dstancdg

1) People at lower levels in the organization should carry out the
requests of people at higher levels without questions

2) People at higher levels in organizations have a responsibility to make
important decisions for people below them

3) Once a manager makes a decision, people working for the company

should not question it.

4) In work-related matters, managers have a right to expect obedience
from their subordinates.
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Item Response %

[Empowerment
6) | have significant autonomy in determining how | do my job

7) | can decide on my own how to go about doing my work

8) | have considerable opportunity for independence and freedom in
how | do my job

[Job &tisfaction]

9) Generally speaking, | am very satisfied with my job

10) | am generally satisfied with the nature of work | do in this job
Generally speaking, | am very satisfied with my manager

[Intent to Turnover]
11) | often think about leaving the organization

12) Itis likely that | will look for another job outside Royal Roads
University
within the next 6 months

After gathering data from Table 2using the survey method, Path analysisQprocess will be used to

evaluate those data and measure the percentage of the result. Then, those percentages will be used and
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re-applied to Figure 1 to determine whether empowerment impacts employee intent to turnover
directly and if it does, to what extent (hence the %usage in the path analysis method), or consequently,

if empowerment is mediated by perceptions of job satisfaction and power distance.

Dependent andndependent Variables

1. Dependent Variables

V Job satisfaction

V EmployeesSintent to turnover

2. Independent Variables

V Employee empowerment

V The total number of the participant

Threats to Internal and External Validity
Internal Validity threats examine whether there is a relationship between the survey program and the

outcome achieved. In this case the outcome is a causal relationship.

Internal
A Hypothesis Guessing Threeduld occur when participants base their behaviour on what they

think this study is about so the outcome achieved is not due solely to the result of the survey
program but also to the participants' reaction to the study. To prevent this, the concepts and

the hypothesis in the research will be explained to the participants prior to taking the survey.

A Single Group Threatthis applies to our research since we are studying a single group
doing a survey program. These threats can be greatly reduced by adding a control group

that is comparable to the survey program group in the study.

A History Threat A historical event might affect this experiment such that it could cause

the outcome observed (rather than the information discovered being the cause).
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A Testing Threatto internal validity could occur when participants are notified prior to
GFr1Ay3a GKS &adzZNwSeé FyR R2 a2YS NBaSI| NDKa Ry
ad

would affect how that group respond on the Yost-testQ 6 | O i dzi ¢ NS0 o

An Instrumentation Thraat to internal validity could occur if the effect of increased
participation could be due to the way in which that aforementioned pre-test was

implemented.

A Mortality Threat to internal validity could occur if subjects drop out of the study, and

this could lead to an inflated measure of discovered effects.

| intend to include a Wontrol groupQcomparable to the empowerment survey research
group in order to eliminate the aforementioned threats and to maintain the credibility

throughout this research to the extent possible.

External
There are a number of external factors that could negatively contribute to the validity of this

research. For instance the result of this experiment could lead to making a generalization,
concluding that the results of this study which is done in a specific place (RRU campus), with
certain types of people (Service department employees) could be generalized to another

context, for instance, another place with slightly different people.

With regard to this research, there are three major threats to external validity since there are
three ways to make mistakes: people, places or times. For instance, the results of this study
could be due to the unusual type of people who were in the study. Or, it could be argued that

the results might only work because of the unusual place where the research was done

Participants
The analysis will be based on valid responses from a group of twenty (20) employees from various ages,

both male and female who will take a self-administered survey.

This study focuses on perceptions of employees (both student and non-student) staff employed in Royal
Roads University located in Victoria, British Columbia, Canada. Study sample will include employees who

can only be employed on a part-time basis (20 hours or less a week). Participants will be chosen from
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Habitat cafeteria, RRU store and recreation centre employees. A most recent list of part-time
S Y LX 2 Bo&I$wofk will be obtained from the human resources office of RRU.

For the purpose of this research and to avoid ethical issues, a Regression Discontinuity Design

(RDD) will be employed in which the participant group are distinguished by a cut-off point.

This is to ensure that those who might lose interest during the research and for some reason are

not interested to continue, are be able to leave the experiment.

Legend:

Cio=Cut-off assigned participant group
I=intervention

Pr=pre-test (baseline measurement)

Po=Post-test measurement.

To ensure reliability and validity, interviews will be conducted with senior-level managers to determine
the need for and appropriateness of guestionnaire items. Statements addressing empowerment and
power disi I YOS ¢gAff (GKSy TF2ft2g o0& adraSySyida NBtI

turnover.

Past studies (Brockner et al., 2001; Spreitzer, 1995) will be used to develop statements measuring
constructs of empowerment, power distance, job satisfaction, and intent to turnover. Respondents will
be asked to indicate how much they agree or disagree with each statement using a five-point Likert-type
scale with 1=Strongly disagree to 5=Strongly agree. Demographic questions including facility of
employment, hours of employment per week, interaction time with co-workers and managers, age,

major in college, and reasons for employment will be placed at the end of the questionnaire.
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