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Abstract. The current study aimed to identify the level of empowerment and
examine its importance in the work environment in order to achieve quality
and effective performance according to certain personal and organizational
variables. We used the descriptive method appropriate to the nature of the
research, and our study included 145 workers at the National Railway
Transport Company (SNTF), selected randomly. After processing the data
using version 22 of the SPSS statistical program, the results of the analysis
were as follows:

-Employees of the institution under study have a high level of empowerment
at work.

-Empowerment significantly contributes to improving quality at work.

-There are no statistically significant differences in quality attributed to the
variable of seniority.

The subject of empowerment is one of the modern issues addressed in the
field of social sciences, as it attaches great importance to human resources and
maintaining their sustainability in a sound condition, enabling them to adapt to
the fluctuating developments of the environment and thus achieve continuity
and survival. The term empowerment was not a coincidence, but rather a result
of the great transformations and developments the world has witnessed- and
continues to witness- in all fields, which has driven institutions to seek new
ways.
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IHOJITHOMOYH S HA PABOYEM MECTE: POJIb B OBECIIEHEHUN
BBICOKOI'O KAYECTBA U YCTOMYUBOM JEATEJBHOCTH
Amanb Jlepoane”

AdcTpakT. Llenp qaHHOrO HCCIeI0BaHUS 3aKII0YAECTCsl B ONPECIIEHUH YPOBHS
MoJTHOMOYMH B pabouedl cpele W BBHIABICHUM HMX 3HAYCHHS AJs oOecreueHus
KayeCTBEHHON W  pe3y/lbTaTUBHOM JAEATENIBHOCTHM C y4Y€TOM JIMYHBIX H
OpPTraHU3allMOHHBIX (DaKTOpPOB. B COOTBETCTBMM € 3amayaMu HCCIENOBAaHUS ObLI
NpUMEHEH OMUcaTelnbHBId MeTon. B BbIOOpPKY Bouuu 145  coTpyaHHKOB
HanmonanwsHo#t kommanuu xenezHogopoxkHoro Tpancropta (SNTF), oroOpaHHBIX
ciyqaiiHeiM 00pa3om. [lomyduennrple nanHbie ObUTH 00pPaOOTAHBI ¢ UCTIOIH30BAHHEM
craructuieckoil mporpamMMbl SPSS (Bepcust 22). AHanm3 mokaszan CIeayIoIne
pe3yabTaThL:

-COTpyIHUKH HCCIEAYeMOH OpraHM3allii XapaKTepU3YIOTCS BBICOKUM YPOBHEM
MTOJTHOMOYHIA Ha pabodyeM MecTe.

-[TomHOMOUMS OKa3BIBAIOT 3HAYMMOE BIMSHHE Ha IMOBBIIICHHE KauyecTBa TPYHOBOMH
JEATeIbHOCTH.

-ITo mokazareno TPyIOBOrO CTaka CTATHCTHYECKH 3HAYMMBIX Pa3JIMuuil B ypOBHE
KayecTBa HE BBISBJICHO.

[IpobnemaTuka TMOJHOMOYHMI OTHOCHUTCS K YHCIY aKTyaJlbHBIX BOIPOCOB,
paccMaTpuBacMbIX B COLHMAJbHBIX Haykax. JlaHHBIA ()EHOMEH aKIEHTUpPYeT
BHUMAaHHUE Ha YEIOBEUECKUX PECypcax, UX YCTOHYNBOCTH M CHOCOOHOCTH COXPAHSTh
paboTOCTIOCOOHOCTE B YCIIOBHSAX MMOCTOSIHHBIX H3MEHEHHH, 00€CIieunBasi TEM CaMbIM
MIPEEMCTBEHHOCTh M ycTOW4YMBOE pa3ButTue. lIoHATHE «IIOJHOMOYUS» HE SBISETCS
CJIly4yaiHbIM: OHO c(hOPMHUPOBAJIOCH KaK CJIEICTBHE MacIUITaOHBIX TpaHchopMauuii 1
MPOOJDKAIOLINXCS TIPOLIECCOB OOHOBJIEHUSI, IPOMCXOAAIINX BO BCeX chepax KU3HH,
YTO BBIHY)KJA€T OPraHU3aIMU UCKATh HOBBIE MTOJIXO/IbI U CTPATETHH.
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IS YERINDO SOLAHIYYOTLONDIRMO: YUKSOK KEYFIYYOTLI
VO DAVAMLI FOALIYYOTIN TOMININDO ROLU

Amal Darbals*

Abstrakt. Bu todqigat is miihitindo solahiyystlondirma saviyyasini
mioayyanlosdirmak Vo onun soxsi Vo togkilati amillor fonunda keyfiyyatli vo
somarali foaliyyatin oldo edilmasinds ohomiyyatini aragdirmaq magsadi
dasiyir. Todgiqatin xarakterine uygun olaraq tosviri metoddan istifado
edilmisdir. Aragdirmaya Milli Doamir Yolu Nogliyyat1 Sirkatinin (SNTF)
tosadiifi secilmis 145 amokdasi colb olunmusdur. Toplanmis malumatlar SPSS
statistik programinin 22-ci versiyast ilo islonmis va aparilan analiz naticasinda
asagidaki naticalor oldo edilmisdir. Muoassisanin omokdaslar1 is miihitindo
yuksok  saviyyads  salahiyyatlondirma  g0storicilorine malikdirlor.
Salahiyyatlondirma isin keyfiyyatinin yiksaldilmosina muhim tohfo verir.
Omok staji amilino goro keyfiyyst gostoricilorindo statistik cohotdon
ohomiyyatli forglor mioyyan olunmamisdir. Salahiyystlondirma movzusu
sosial elmlor sahasindo miizakiro olunan miuasir moesalolorden biridir. Bu
anlayis insan resurslaria boyiik oshomiyyat verir vo onlarin saglam voziyystdo
davamliligini  qorumaqla  yanasi, doyiskon  mdihitin  inkisaflarina
uygunlagmasini tomin edir ki, bu da ardicilligin vo mévcudlugun davamini
sortlondirir. “Salahiyyatlondirma” termini tosadiifi sokildo meydana ¢ixmamus,
oksina, diinyanin biitiin sahalorinds bas veran va halo do davam edan boyuk
transformasiya vo inkisaflarin noticasi olaraq formalagmisdir. Moahz bu
doyisikliklor muossisalori yeni yollar vo yanagsmalar axtarmaga vadar etmisdir.

Acar sozlar: solahiyyatlondirma, keyfiyyat, is, oamokdaslar, davamli
foaliyyat
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EMPOWERMENT AT WORK: FOR HIGH QUALITY AND SUSTAINABLE PERFORMANCE

1.Introduction

Perhaps the most important of these ways is the focus on its human resources,
as they are the source of ideas and the main tool in transforming challenges
and obstacles into opportunities and competitive capacities. This is achieved
by maintaining their effectiveness, mental energies, knowledge, and skills,
which represent a true wealth.

It is also considered an important element that helps raise the morale of
workers, granting them confidence in their institution, which motivates them
to work harder with diligence and precision, and provides a supportive and
encouraging organizational environment that fosters creativity, innovation,
responsibility, and risk-taking.

Many studies and researches [Diop, 2014; Bauthman, 2008] have
demonstrated the importance of employee empowerment, as it is considered a
new strategy and a developed managerial method that grants employees broad
powers and responsibilities to face the problems they encounter while
performing their tasks. It contributes to achieving competitive advantages for
institutions to confront sudden environmental changes and challenges.

Within this intellectual and scientific framework, the following questions can
be formulated:

e What is the level of empowerment among the workers of the National
Railway Company (SNTF)?
« Does empowerment contribute to improving work quality among a
sample of workers of the National Railway Company (SNTF)?
« Are there statistically significant differences in work quality attributed
to the seniority variable?
2.Definition of Empowerment
The term empowerment in English language and literature consists of three
components [Saoud et al., 2013: 68]:
e Root: power — meaning authority and strength.
e Prefix: em — meaning the process or movement through which
authority and power can be attained.
e Suffix: men — indicating the actual attainment of that authority and
power.
In the Oxford Dictionary (2005), it has two meanings:
1. Formal: granting power or authority to perform a certain act.
2. Giving someone greater control over their personal life or the situation
they are in [Psoinos& Smithson, 2002].

Conceptually, Leboyer [2006: 172] defines it as granting decision-making

authority to workers at the lower levels of the organizational hierarchy, which
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means creating a participatory system in deciding how work is managed across
different organizational levels.

In the organizational context, empowerment is a mode of interaction that may
not be strictly formal, but allows individuals to demonstrate their abilities,
skills, and talents in solving problems they face at work, taking responsibility
for completing their assigned tasks, and reinforcing such positive behaviors
through continuous training and development.

Accordingly, empowerment can be described as the environment that
provides workers with the ability and willingness to take responsibility in
developing and improving their performance.
3.Dimensions of Empowerment

Spreitzer (1995) identified four dimensions of empowerment:
3.1.Meaning (significance of work)

A sense of usefulness, value, and significance of work through compatibility
between the individual’s goals, values, and beliefs on one hand, and the
requirements of the job on the other. If the individual views work positively,
the job is valuable, leading to the creation of meaning, which becomes a
motivating force.
3.2.Self-determination (autonomy)

A sense of freedom of action and will, i.e., the extent to which an individual
has the freedom of choice, decision-making, and independence in setting
behavioral standards according to what he sees as appropriate at work.
3.3.Self-efficacy (competence)

A sense of competence, meaning that the individual trusts his own abilities.
Competence reflects the extent to which a person feels he has the necessary
ability and skills to accomplish his work, in addition to confidence in his ability
to complete assigned tasks with merit and effectiveness.
3.4.Impact

The degree to which an individual perceives himself capable of making a
difference regarding the tasks he performs or achieving the intended influence
in his environment. This reflects his belief that he can influence the system in
which he works, affect strategic or operational results, and participate in
decisions at all levels, in ways that earn others’ respect for his opinion.
4.Advantages of Empowerment

According to Al-Maghribi [2009: 268], the advantages and benefits that can
be achieved through employee empowerment include:

e Increased demand for training and education.

« Employee participation in formulating and setting goals.

o Greater contributions and ideas from individuals, leading to higher
innovative capacities.
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« Strengthening relation ships through team work.

e Supporting the authority granted to individuals while reducing control
and supervision to achieve better productivity.

e Increased employee satisfaction with their jobs.

o Developing efficiency through cross-training and exchange of
knowledge between superiors and subordinates.

e Reducing conflict and disputes between management and employees.

5.Method

We relied in our study on the descriptive approach, as it is appropriate for
the nature of the current study, and it aims to study the current facts related to
the nature of a phenomenon, a situation, a group of people, events, or
conditions, in order to obtain sufficient and accurate information about them
[Imad Al-Tayeb Kashroud, 2007, p.227].
6.Sample

The study sample included 145 workers at the National Railway Company
(SNTF) in the Wilaya of Nadma, selected randomly.
7.Study Tool
7.1.Description of the Tool

We used a questionnaire consisting of three sections:

7.1.1.Personal data: age, educational level, seniority.

7.1.2.Empowerment Scale: 14 items distributed across 3 dimensions:

o Dimension 1:Meaning (items 01-05)
o Dimension 2: Autonomy (items 06-10)
o Dimension 3: Influence on others (items 11-15)

7.1.3.Work Quality Scale: 12 items distributed across 3 dimensions:

o Dimension 1: Participation in decision-making (items 16-20)
o Dimension 2: Supervisor’s style of supervision (items 21-26)
o Dimension 3: Wages and rewards (items 27-31)

All questionnaire items were formulated in a positive direction, with
responses measured on a five-point Likert scale: (Strongly Disagree, Disagree,
Neutral, Agree, Strongly Agree), assigned the values (1-2-3-4-5).
7.2.Psychometric Properties of the Study Tools

7.2.1.Validity
Table (01): Internal Consistency Validity of the Empowerment Scale
Ite Meanin Ite Autono Ite |Impact
g Correlati my Correlati PACL | correlati
m . . m : . Dimensi
Dimensi |on Dimensi |on on
No. No. No. |[on
on on
1 0.86 6 0.77 11 0.82
0.91 7 0.74 12 0.70
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Ite Meanin Ite Autono Ite |Impact

g Correlati my Correlati PACL | correlati
m . . m : . m |Dimensi

Dimensi [on Dimensi [on on
No. No. No. |on

on on
3 | 0.92 8 | 0.78 13 | 0.78 |
4 0.83 9 0.74 14 0.71
5 0.72 10 0.76 15 0.55

Significant at 0.01 level
It is evident from the above table that the correlation coefficients are
significant at the level of 0.01, which confirms the validity of the scale.
Table (02): Internal Consistency Validity of the Work Quality Scale

Participat Supervis
Ite ion Correlat Ite ion Correlat Ite Wages .|Correlat
m . .- m . e m |Dimensi|.

Dimensio |ion Dimensi [ion ion
No. No. No.|on

n on
16 0.64 21 0.87 27 0.71
17 0.80 22 0.81 28 0.69
18 0.83 23 0.88 29 0.80
19 0.81 24 0.95 30 0.71
20 0.79 25 0.84 31 0.63

26 0.53

Significant at 0.01 level

It is evident from the above table that the correlation coefficients are
significant at the level of 0.01, which indicates good internal consistency.
7.2.2.Reliability

We calculated Cronbach’s Alpha coefficient. For the empowerment variable,
it was (0.86), which is good, and for the work quality variable, it was (0.83),
also indicating good reliability. Accordingly, the final questionnaire became
applicable.
8.Results Analysis and Discussion
8.1.Description of Sample Characteristics
Table No. (03): Distribution of the study sample according to age

Age category Frequency Percentage %
Less than 30 37 25.5 %
Between 31-40 60 41.4 %
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Age category Frequency Percentage %
Between 41-50 |45 31.0%
More than 50 03 2.1%
Total 145 100 %

M Less than 30 m Between 31-40 m Between 41-50 More than 50

Figure No. (01): Distribution of the study sample according to age
From the table above, it is clear that the largest age group among the
respondents falls within the category between 31-40 years, representing 41%.
This is followed by the group aged between 41 and 50 years, which indicates
that most of the sample members are in the stage of productivity and maturity.
Table No. (04): Distribution of the study sample according to educational
level

Educational level | Frequency Percentage %
Intermediate 23 15.9%
Secondary 95 65.9 %
University 27 18.6 %
Total 145 100 %
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B Intermediate ® Secondary ® University

Figure (02): Distribution of the study sample according to educational
level

From the table above, which represents the educational level of the workers,
it is clear that the largest percentage, estimated at 65.9%, is represented by the
secondary level. This is due to the demand for this category in the recruitment
competition. Meanwhile, 18.6% represents the university level among the
higher category, followed by 15.9% representing the intermediate level.

Table No. (05): Distribution of the study sample according to seniority

Seniority category Frequency Percentage %
Lessthan 5 years 24 16.6 %
From 5 to 10 years 56 38.6 %
More than 10 years 65 44.8 %
Total 145 100 %

123



Amal Derbale
EMPOWERMENT AT WORK: FOR HIGH QUALITY AND SUSTAINABLE PERFORMANCE

M Less than Syears ® From 5 to 10 years = More than 10years

Figure No. (03): Distribution of the sample according to seniority

From this table, we notice that the largest category of workers are those with
seniority exceeding 10 years, at a rate of 44.8%, followed by the category
between 5-10 years at 38.6%, while 16.6% of the respondents have seniority
of less than 5 years. These results indicate that most members of the research
community generally belong to categories with high experience.
8.2.Presentation of the results of the first question:

The first question states as follows:
"What is the level of empowerment of the workers of the National Railway
Company SNTF?"

The results were as follows:
Table No. (06): Level of empowerment of the workers of the National
Railway Company SNTF

Arithmetic Standard Relative
. . Level
mean deviation weight
Level ofl 98 59 12.70 4.50 High
empowerment

From Table No. (06), it is clear that the arithmetic mean is estimated at
(98.59) with a standard deviation of (12.70) and a relative weight of (4.50),
which indicates that the workers have a high level of empowerment. This
reflects the institution’s interest in the psychological and physical health and
safety of workers by providing the necessary material, social, and
organizational factors suitable for work, as well as mechanisms that allow
excellence, creativity, and sustainable performance.
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8.3.Presentation of the results of the second question:

The second question states as follows:
""Does empowerment contribute to improving the quality of work among
a sample of workers of the National Railway Company SNTF?"*

The results were as follows:
Table No. (07): Results of Pearson correlation coefficients of
empowerment and its dimensions with work quality

Work Quality
Meaning 0.87**
Autonomy 0.86**
Influence on others 0.75**
Empowerment 0.82**

The results confirmed that there is a statistically significant relationship
between empowerment and work quality, where the Pearson correlation
coefficient was estimated at = 0.82. The correlation coefficients of the
empowerment dimensions were estimated at 0.87 for the meaning dimension
(the highest), followed by autonomy in decision-making at 0.86, then influence
on others at 0.75, all significant at the 0.01 level.

Considering that empowerment is a method of interaction not subject to
formality, it allows individuals to demonstrate their abilities and skills, solve
work-related problems, take responsibility, and accomplish assigned tasks,
while reinforcing and supporting all positive behaviors through training and
development.

The study results were consistent with the study of [Khalil Ismail lbrahim
Madi, 2014] and [Ayman Hassan Diop, 2014]. The researcher attributes this to
the nature of the institution’s work, providing quality services, and attracting
customers.
8.4.Presentation of the results of the third question:

The third question states as follows:

"Are there statistically significant differences in work quality attributed
to the variable of seniority?"

The results were as follows:

Table No. (08): Results of the one-way ANOVA test for differences in
quality attributed to seniority variable
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Source of |Sum of| Degrees of|Mean = Sig.
variance squares freedom squares value
Between 94.939 2 47470 ]0.189/0.82
groups

Within groups [35683.57 142 251.293

Total 35778.51 144

From the table above, it is clear that the F value was estimated at 0.18 with a
significance value of 0.82, which is greater than the significance level of 0.05.
Thus, it can be concluded that there are no statistically significant differences
between quality and the seniority variable.

This can be explained by the fact that, regardless of years of seniority, the
true role of workers lies in building and designing work in a way that gives
them the opportunity to make final decisions to improve functional processes,
or face emergency and unforeseen circumstances within defined guiding
frameworks [Al-Madhoun and Tawfig, 1999, p.78].

The study results were consistent with the study of Rizkallah Hanan (2009).
The researcher attributes this to the spirit of work and enthusiasm in
performing tasks to prove their existence and ambition for higher positions.
9.Conclusion of the study

What can be concluded from this study is the importance of empowerment
as one of the modern methods to improve work quality by allowing workers to
participate in decision-making and creativity. It also enables the institution to
achieve its set objectives and broaden its future vision for sustainable, high-
quality performance, ensuring its existence, continuity, and even achieving
competitive advantage.

At the end of our study, we can present a set of recommendations to decision-
makers that would contribute to the successful implementation of
empowerment effectively:

o Setting goals in a way that motivates individuals and explaining to them
how to achieve them.

e Guiding individuals and informing them how to obtain the necessary
resources to achieve the goals.

e Removingbureaucratic obstacles thatlimit participation and effective
communication.

« Showing confidence that subordinates have the ability to achieve goals
and make decisions.

e Increasing opportunities for employees to participate in decisions
related to all aspects of the institution.
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e Training employees in creative thinking and problem-solving to
achieve better results.
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