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ABSTRACT 

Employee empowerment considered as the main important human resource practices and it is 

motivational practices for employees in order to enhance employees’ performance because 

organization ultimate goals and objectives can achieved through higher performance of 

employees. The main objective of this study was investigated the effect of employee 

empowerment on employees performance in case of some selected private commercial Banks 

(Dashen bank, Abyssinia bank, Awash International bank, Wegagen bank, united and Abay 

bank) in Debre Berhan town, Ethiopia. To conduct this study the researcher were employed 

explanatory research design and mixed research approach used. To determine a sample of 116 

employees’ Simple random sampling technique were applied. The source data is primary source 

and the data collection instruments are questionnaires and interview. Face-to-face interview has 

conducted with six managers. Before the main study conducted, a reliability test was carried out 

to measure the degree of consistencies among the measurement of variables using a pilot test on 

12 bank employees who did not participated in the main research. Quantitative data were 

analyzed through descriptive statistics, Pearson correlation analysis, and multiple regression 

analysis was conducted to determine the effect of independent variables on dependent variable. 

In addition, qualitative data analyzed through narrative approach. The findings of the study 

shows that six-employee empowerment practices that are training, decision-making, reward 

system; leadership style, recognition and healthy working environment have significant effect on 

employees’ performance. In addition, employees’ empowerment has positive relationship with 

employees’ performances. As a result 68.8% of employees, ‘performance is explained by six 

empowerments practices that are training, decision-making, reward system; leadership style, 

recognition and healthy working environment. The rest 31.2% of employees’ performance have 

explained by other empowerment factors that are not included in this study. Therefore, I 

recommend it is better for future researchers to find these elements. 

Key Words: employee empowerment, employees Performance 
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CHAPTER ONE 

1. INTRODUCTION 

This chapter presents the background of the study, statement of the problem, objective of the 

study, research hypothesis, and significance of the study, scope and limitation of the study. 

1.1 Background of a study 

Human resources considered as the principal component of any business, plus a key factor to 

achieve marketplace success and excellence (Obeidat et al., 2012; Muda et al., 2014). 

Particularly in the service sector this is considered as labor-intensive and service-oriented sectors 

depending on human interaction and retains a perfect and skilled workforce (Kim, 2011). 

In the dictionary of Webster, empowerment has defined as transferring authority or allocating 

legal power to others. The same term in Oxford dictionary defined as “enabling”. Empowerment 

refers to enabling, which means helping people to improve their self-confidence and through this 

can overcome their sense of disability and helplessness (Fong &Snape, 2014). Employee 

empowerment refers to a set of motivational techniques that designed to improve employee 

performance through an increased level of employee participation and self-determination 

Vecchio (2000). Similarly, it is defined as organizational arrangements that give employees more 

autonomy, discretion and decision-making responsibility (Buchanan &Huczynski 

2004).Employee empowerment was described as giving power to employees to make necessary 

and essential decisions whenever required (Hunjra et al., 2011). 

According to Kumara(2014) presented empowerment as a strategy the financial 

organizations/banks have to adopt in order to provide better customers services, gaining their 

loyalty, and thus increase productivity. Employee empowerment considered as one of the best 

policies are considered most essential in developing the interactive qualities of employees to 

achieve larger amounts of assistance, teamwork attitude, innovative skills, self-confidence and 

unbiased thinking (Elnaga et al., 2013). Employee empowerment is an important policy that 

several organizations practice to enhance the capabilities and participation of their employees, as 

empowered employees feel competent in their job responsibilities (Saifullah et al., 2015). The 

core purpose of every organization is to enhance its overall performance, which can achieve 

through efficient performance of employees (Tahir et al., 2014). 
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Empowered employees use their knowledge and skills to perform the tasks appropriately as 

expected mostly by enhancing their capabilities (Jacquiline, 2014).Organization should empower 

their employees in order to make them determined, loyal and pleased so in turn they will utilize 

their skills and capabilities to achieve the overall organizational objectives (Dewettinck et al., 

2011). Recently, employee empowerment has become a part of the global business philosophy 

(Rehman et al., 2015). Every organization in the world employee performance is important and 

vital; for organization success to increase employee creativity, loyalty and training to enhance 

the overall performance of an organization (Ramlall, 2008).  

Due to globalization, there is a dire need for empowerment that makes employees in a position of 

making accurate and quick decisions and takes the initiative for reacting speedily and timely to 

the job environment pressures (Orgambídez et al., 2014). It is essential to use the human 

resources of the organization efficiently and effectively (Hanaysha, 2016).Former study shows 

that there are numerous organizational factors such as teamwork, employee empowerment and 

training that can influence employee performance teamwork was studied as a core component 

that contributes to employee performance (Bhat, 2013). 

In this study, the dependent variable is employee performance and the independent variables are 

employee empowerment that is (training, information sharing, decision-making, reward, 

leadership and healthy working environment). By considering this, listed variables the researcher 

has been formulated some alternative hypnosis. These are training has positive significant effect 

on employees performance, decision making has positive significant effect on employees 

performance, reward has positive significant effect on employees performance, leadership has 

positive significant effect on employees performance , recognition has positive Significant 

effects on employees and healthy working environment has a positive significant effect on 

employees performance. Even if there are, numerous studies conducted by many researchers on 

employees‟ empowerment and employees performances. But the effects of employees 

empowerment and their performances in the banking industry still not adequate enough, by 

considering this gap the objective of this study is to examine the effect of employees 

empowerment on employees performance in case of private commercial banks in Debre Berhan 

town. Besides, the effect the result and the outcome of this study can create a competitive 

advantage for banking services for selected private banks. 
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1.2 Problem of Statement 

Employee empowerment regarded as a motivational practice that aims to increase the 

performance of employees by enhancing the opportunities of participation and involvement in 

decision-making, developing trust, motivation, and removing any boundaries between an 

employee and top management (Meyerson and Dewettinck, 2012). The sense of empowerment 

has a significant effect on employees‟ performance and organizational performance such as 

quicker and direct response to customer needs, employees are more satisfied with their jobs and 

are able to meet departmental and company goals and they become a valuable source of new 

ideas. In addition, empowered individuals quickly solve problems, are self-directed, committed 

and highly productive, easily accept responsibility, and have a positive attitude about themselves, 

others and their environment (Asgarsani, et.al, 2013). 

Organizations are implementing employee empowerment practices with the hope of building 

employees‟ commitment, overcoming work dissatisfaction and reducing absenteeism, turnover, 

poor quality work, and sabotage and more giving employees great autonomy in their work. Some 

Studies on employee empowerment have shown that, there are powerful correlation to employee 

performance in terms of higher productivity and quality service delivery, job satisfaction and 

reduction in staff turnover in organizations (Ongori, 2007). 

Towards the effect of employees‟ empowerment and employees, performance different writers 

reflect variety of views and thoughts on the issue in their work place though their agreement. For 

instance a study conducted by Meyerson and Dewettinck the effect of empowerment on 

employees performance reveals that empowerment and its implementation in organization do 

impact on performance of employees .They explores that delegation of authority ,reward based 

on performance and suggestion system have the most powerful impact on performance of 

employee. Empowerment is the cause of improvement in employee‟s performance; if employees 

allowed getting involved in decision-making in choosing a job; they will perform the job with 

more competence and with more enthusiasm (Meyerson and Dewettinck, 2012).  

According to Richardson and Beckham (2015) in their studies on employee performance issues 

in Canadian banking industry have noted that empowerment plays important role in influencing 

employee performance. However most organization employee empowerment practices at the 

workplace is often a misunderstood concept, a lots of organizations and managers believe that 
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they understand the term of empowerment is familiar with, while only a few actually do exercise 

in the workplace (Yaghoobi et al.,2011). Some managers do not recognize the significance of 

employee empowerment and its effect on the employee performance and superiorly believe that 

empowering subordinates will diminish. In addition, reduction of employee morale not only 

demotivates the employees but also reduces their commitment to the organizations and 

negatively influences the performance of the employees (Shields 2016). 

The main motive that initiated the researcher to conduct this research in many organizations the 

out com of employees‟ empowerment practices on employees‟ performance not evaluated and 

examined appropriately. There is little researches, has been conducted on the effect of employee 

empowerment. Moreover, the effect of employee empowerment and employee performance in 

other industries and in other locations studied from a singular perspective and lacks of the 

completeness approach. By considering these historical gaps, the present study devoted to 

examine the effect of employees empowerment practices such as, training, decision-making, 

reward system, leadership style, recognition and healthy working environment on employees 

performance in selected private commercial banks in Debre Berhan town. 

1.3 Research Hypothesis 

In this study, the researcher developed alternate hypothesis to test the effect of employee 

empowerment and their performance that formulated from different literatures.  

Hypothesis: one 

H1: Training has a positive significant effect on employees‟ performance.   

Hypothesis: two  

H1: Decision-making has a positive significant effect on employees‟ performance.  

Hypothesis: three 

H1: Reward system a positive significant effect on employees‟ performance.  

Hypothesis: four 

H1: Leadership style has a positive significant effect on employees‟ performance.  

Hypothesis: five 

H1: Recognition has a positive significant effect on employees‟ performance. 

Hypothesis: six 

H1: Healthy working environment has a positive significant effect on employees‟ performance 
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1.4 Objectives of the study 

1.4.1General Objective of the study 

The general objective of the study is to examine the effects of employees empowerment on their 

performance in case of some selected private commercial banks in Debre Berhan town in 2020. 

1.4.2 Specific Objectives of the study 

1.  To examine the effect of training, decision making, reward system, leadership style, 

recognition and healthy working environment on employee performance in private 

commercial banks in Debre Berhan town. 

2. To evaluate the relation between employees empowerment Practice and employee 

performance in selected private commercial banks in Debre Berhan town. 

3. To measure the magnitude of employees empowerment practice explain employees 

performance in selected private commercial banks. 

1.5 Significance of the study  

In current competitive market, service sector organizations like banks, they must improve their 

performance and give quality service in order to compete from their rivalry and for near their 

loyal customers. The researcher personally believed that the outcome of this study can create a 

competitive advantage for each bank with creating linkage, between employee empowerment 

and employee performance. The outcome of this study is digs out and extracted updated 

information about the effect of employee empowerment and employee performance as a result 

findings of this study can provide updated information for bank managers, HRM departments, 

academicians, policy makers, and researchers. 

 More over the outcome of this study , that enable to banks can understand to what extent the 

employee‟s empowerment practices effects on employee performance have because individual 

performances can determine the organizational effectiveness as a result the findings of the study 

can help bank managers in order to identify potential problems related to employees‟ 

performance. Finally, the findings of the research can inspire other researchers to conduct their 

researches knowledge while opening the doors to investigate the effect of employee 

empowerment practices and employee performance. 
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1.6 Scope and Delimitation 

1.6.1 Scope of the Study 

In the study period in Debre Berhan town, there are fifteen private commercial banks. The 

researcher selected six commercial banks that have five year and above banking experience in 

the town of Debre Berhan, that is Dashen bank, Abyssinia bank, Awash international bank, 

Wegagen bank, united and Abay bank. 

1.6.2 Delimitation of the Study 

Even if numerous empowerment methods are, exist the researcher was not covered the whole 

empowerment mechanisms because in order to be manageable and achievable of the studies. 

Within this reasons  the study has delimited with the following independent variables that is 

training, decision making, reward system, leadership style, recognition and healthy working 

environment, whereas employee performance is an indicator of dependent variable.  

1.7 Operational Definition 

Empowerment means providing service employees with enough autonomy to allow them to 

handle unforeseen problem situations such as complaints. 

Employee empowerment refers to a set of motivational techniques that has designed to improve 

employee performance through an increased level of employee participation. 

Training: is an educational process, which involves developing particular skills and abilities of 

the workers and enhancing employee performance. 

Decision-making: means participating employees in decision-making process in organization. 

Reward systems: Is a motivational practice from organization towards employees in order to 

make better fit with the organization‟s performances. 

Leadership styles are the process whereby an individual influences the behavior of a group to 

achieve common goals. 

Recognition is the acknowledgment of employees for exemplary or activities that result in better 

performance and positive business results. 

Healthy working environment is the arrangement of the workplace and the psychological 

aspects of how the work area has organized to employees. 

Employees’ performance is the record of outcomes produced on specified job functions or 

activities during a specified time. 
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1.8 Organization of the Study 

The study contains five chapters. Chapter one is the introduction part which contains the back 

background of the study, statement of the problem, objectives of the study, research hypothesis, 

significance of the study, scope of the study and definition of key terms. Chapter two is all about 

the review of related literature that includes the theoretical, empirical and conceptual framework. 

The third chapter deals about the research methodology involving the research design, source of 

data, method of data collection, sampling techniques, data analysis method and ethical 

consideration. The fourth chapter is also about the discussion, presentation, and data analysis and 

interpretation parts. The last chapter, chapter five, is all about the summary, conclusion and 

recommendation parts. 
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CHAPTER TWO 

2. REVIEW OF LITERATURES 

Introduction 

This chapter contains a review of the literature on the issues related to the effect of employees‟ 

empowerment and employees‟ performance. The first section reviews literature on concepts of 

employees‟ empowerment followed by literature the effect of employee performance. The 

chapter end with conceptual, empirical frameworks and a summary of the aspects covered under 

the literature. 

2.1. Theoretical Perspectives 

Through Y Theory by McGregor, managers‟ attention to individuals‟ abilities increased in 

organization and they concluded that one should bloom employees‟ capabilities for 

organizational splendor (Abtahi and Abbessi, 2007).In business environments, empowerment 

still not consistently defined. According to Albrecht and Andretta (2011) empowerment is away 

to increase of knowledge and awareness of employees, to increase skill and experience, to 

improve adaptability to the environment and ability of job improvement and making idea, 

empowering is a process in which managers help employees to make independent decisions. 

 

Empowerment means help people to improve their self-confidence Cope with their 

powerlessness and helplessness, and have the enthusiasm and intrinsic motivation to perform the 

tasks (Blanchard, 2003). According to Baird and Wang, (2010) .Employee empowerment refers 

to the delegation of power and responsibility from higher levels in the organizational hierarchy to 

lower level employees, especially the power to make decisions. Arneson and Ekberg (2006) says 

that employee empowerment refers to the delegation of power and responsibility from higher 

levels in the organizational hierarchy to lower level employees, especially the power to make 

decisions.  

According to Bateman and Snell (2002) empowerment is the process of sharing power with 

employees, thereby enhancing their confidence in their ability to perform their jobs and their 

belief that are influential contributions to the Organization. Employee empowerment described 

giving power to employees to make necessary and essential decisions whenever required (Hunjra 

et al., 2011).  
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Employee empowerment is a strategy and philosophy that enables employees to make decisions 

about their jobs and helps employees own their work and take responsibility for their results as 

well as serve customers at the level of the organization where the customer interface exists. It is 

one of the keys to implementing profitability improvement and other organizational change and 

maintaining continuous improvement (Lashley, 2000). 

Honold (1997) argued that empowerment is not only having the freedom to act, but also having 

higher degree of responsibility and accountability. This indicates that management must 

empower their employees so that they will be motivated, committed, satisfied and assist the 

organization in achieving objectives and minimize employees intention to quit. Transferring 

power to the employees should be done with due diligence, at the same time employees to whom 

the power is transferred to, must be held accountable for their actions. Accountability will instill 

discipline in utilizing the scarce resources optimum for the benefit of the organization and other 

stakeholders. Therefore, employees should be empowered through sharing information, 

autonomy in making decisions and improving their intellectual capacity. 

According Ongori (2009) Employee empowerment is a motivational technique that designed to 

improve performance if managed properly through increased levels of employees‟ participation 

and self-determination. Employee empowerment is concerned with trust, motivation, decision-

making, and breaking the inner boundaries between management employees as “them” verses us.  

Empowering employees enables organizations to be more flexible and responsive and it can lead 

to improvements in both individual and organizational performance. Similarly, it maintained that 

employee empowerment is critical to organizational innovativeness and effectiveness, employee 

empowerment is more relevant in today‟s competitive environment where knowledge workers 

are more prevalent, and organizations are moving towards decentralized, organic type 

organizational structures (Baird and Wang, 2010). 

2.2. Empowerment Practices 

Empowerment is a management practice of sharing information, rewards and power with 

employees so that they can take initiative and make decisions to solve problems and improve 

service and performance. It has based on the idea that giving employees skills, resources, 

authority, opportunity, motivation as well as holding them responsible and accountable for 

outcomes of their actions, will contribute to their competence and satisfaction.  
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Employees can be empowered through the following practices; they should participate in 

decision-making, they should have responsibility and authority to break the rules to enable 

excellent service and total customer satisfaction, which does not mean doing anything with 

unethical or illegal. Employees should allowed to decorate their own workplace, they should set 

and monitor their product goals, and they should decide when to start and finish work and should 

be free to dress as they please as long as it is formal. These empowerment practices, among 

many more will allow employees to bring out their full potential (Jarrar & Zairi, 2002). 

Other empowerment practices include; skill/knowledge based pay whereby employees and/or 

teams share in the gains of the organization and compensated for increases in their own skills and 

knowledge. Open which includes flow of information upwards and downwards in the 

organization so that employees have „light of sight‟ about how their behavior affects firm 

performance. Flat organizational structures whereby empowering organizations tend to be 

decentralized where the span of control is wide, that is, more subordinates per manager. There is 

also training whereby effective efforts enable employees to build knowledge, skills and abilities, 

not only to do their own jobs better but also to learn about skills and the economics of the larger 

organization (Spreitzer, 2007). 

2.3. Benefits of Employee Empowerment 

In the current and dynamic business environments, various organizations make significant 

sacrifice to ensure organizational commitment and job satisfaction among their employees for 

maintaining them and to improving their productivity. Organizational commitment has been 

widely accepted advantageous for the organization and its employees as it can reinforce the 

feelings of belongingness, security of the job, career development, improved compensation, and 

higher intrinsic rewards (Azeem & Akhtar, 2014). 

The outcomes of employee empowerment: encouraging creativity and innovation, increasing 

productivity, enhancing the work‟s quality, helping employee retention, which leads to the 

achievement of the organizations‟ competitive advantage for designing appropriately the jobs, 

adopting a transformational leadership, managing knowledge and providing organizational 

support, the improvement of employees‟ empowerment (Roozitalab and Majidi , 2017). 
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According to Dewettinck et al., (2011) in their study organization should empower their 

employees in order to make them determined, loyal and pleased so in turn they will utilize their 

skills and capabilities to achieve overall organizational objectives. Empowered employees use 

their knowledge and skills to perform the tasks appropriately as expected mostly by enhancing 

their capabilities (Jacquiline, 2014).The research found that companies practicing empowerment 

and have highly committed employees‟ experienced greater benefits like increasing creativity 

and innovation and higher productivity (Ramesh & Kumar 2017). 

Employee empowerment plays a significant role in the success and survival abilities of the 

organization in this era of globalization. According to Stark (2005) offers six benefits to 

empowering the workforce: (a) employees feel that they are valued, (b) workers are able to make 

better decisions, (c) employees feel a greater responsibility associated with decisions making, (d) 

employees engage in future problem solving, (e) morale and motivation increase, and (f) 

managers are able to contribute in other areas.  

According to Mukwakungu in their study, the benefit of employees is empowerment explained 

as follows 1.can Improve morale: When employees are empowered, their morale also, certainty 

enhances, and the association sees a noteworthy pick up in the distinctive features, for example, 

profitability and dedication. 2. Can expanded profitability: Representatives with an interest to the 

best advantage of the organization increases their role, become more efficient, and develop a 

good working relationship with their managers. 3. Team Unity: Empowerment encourages better 

connection amongst workers and their administrators. As every observe alternate as commonly 

profiting by their working relationships. 4. Innovation: Empowerment cultivates innovation; 

workers will offer more thoughts and critical thinking arrangements when conceivable 

(Mukwakungu et al., 2018). 

According to Yulk& Becker in their study job design, intrinsic motivation, participative 

leadership, organization structure, reward systems, access to information, organizational culture 

and leader selection and assessment are the most effective for an employee‟s success. They add 

that employee stock ownership plans, sharing information, sharing power through the parallel 

structure, self-managed teams, democratic decision processes are also practices leading to 

successful empowerment program (Yulk& Becker 2006). 
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Jacquiline (2014) stated that empowered employees are likely to develop feelings of motivation 

that will help them to gain the authority and control and apply the crucial knowledge and skills 

for dealing with customer needs. As the empowerment programs aims to give power and 

authority to employees through managers to share the responsibility with them, this will 

eventually help empowered employees in improving their recognitions and status. 

2.4. Tools of employees empowerment 

2.4.1. Training 

Many training researchers have conducted on the different aspects regarding the impact of 

training and development programs on bank and other organizations and several important 

empirical research findings has been taken into consideration. According to Khan et al. (2011) in 

their study concluded that on the job training and its delivery have significant effect on the 

organizational performance and all these have positively affect the organizational performance is 

a means to increases the overall organizational performance.  

A study conducted by Falola et al.,(2014) revealed that there exists a strong relationship between 

training and development, employees‟ performance and competitive advantage and the summary 

of findings indicates that there lies strong relationship between the tested dependent variable and 

independent construct. Training and development has an important aspect of HRM and it is vital 

for organization ensuring the presence of skilled and capable employees for improved 

performance and employees will be there competent when they have the knowledge and skill of 

doing. The task then training and development would provide opportunities to the employees to 

make a better career life and get better position in organization. In doing so, organizations 

efficiency is increased. On the other hand, employees are the resources and assets of an 

organization if they are skilled and trained would perform better than those who are unskilled 

and untrained (Tahir et al., 2014).  

Ampomah (2016) on his study employees are aware of the purpose of training in the 

organization, the training objectives are clear to them before the training as well as the selection 

criteria. The study also found out that employees are motivated through training; and training 

and development results into higher performance. The study recommended that training and 

development of all staff should vigorously pursue and made compulsory.  
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Olaniyan et al., (2008) in their study concluded that the need for improved productivity has 

universally accepted and that it depends on efficient and effective training. It has further become 

necessary in view of advancement in the modern world to invest in training. Thus the role-played 

by staff training and development can no longer be over-emphasized. Staff training and 

development based on the premise that staff skills need to improve for organizations to grow. 

Training is a systematic development of knowledge, skills and attitudes required by employees to 

perform adequately on a given task or job. Training becomes inevitable the moment an 

organization realizes the need for improvement and expansion in the job. But often times, 

organizations embark on job enlargement and enrichment to promote employees' morale, 

motivation and satisfaction when in the fact the real problem with work performance lies in 

capacity development. 

2.4.1.1. Methods of training 

According to (Olaniyan and Lucas, 2008) the method of training can classify as follows: 

 On the job training/coaching -This relates to formal training on the job. A worker becomes 

experienced on the job over time due to modification of job behaviors at the point of training 

or acquisition of skills. 

 Induction/orientation - This carried out for new entrants on the job to make them familiar 

with the total corporate requirements like norms, ethics, values, rules and regulations. 

 Demonstration teaching by example, whereby the skilled worker performs the job and the 

unskilled closely observes to understand the job. 

 Vestibule - this has done through industrial attachment for the purpose of skills and 

technology transfer. It therefore achieved through placement of an individual within another 

area of relevant work or organization.  

 Formal Training - A practical and theoretical teaching process that could be done within or 

outside an organization. When training has carried out inside an organization, it called an in 

housetraining. Off-house training has carried out in professionalized training areas like 

Universities, Polytechnics and Professional Institutes. In fact, the method that employ by the 

organization has its own effect on the effectiveness of the organization from the training 

expenditure. 
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The main purpose of training is to acquire and improve knowledge, skills and attitudes towards 

work related tasks and it is one of the most important potential motivators, which can lead to 

both short-term and long-term benefits for individuals and organizations. There are so many 

benefits associated with training Cole summarize benefits of training stated as follows.  

a) High morale – employees who receive training have increased confidence and motivations; 

b) Lower cost of production training eliminates risks because trained personnel are able to make 

better and economic use of material and equipment thereby reducing and avoiding waste. 

c) Lower turnover – training brings a sense of security at the workplace which in turn reduces 

labor turnover and absenteeism is avoid. d) Change management – training helps to manage 

change by increasing the understanding and involvement of employees in the change process and 

provides the skills and abilities needed to adjust to new situations. e) Provide recognition, 

enhanced responsibility and the possibility of increased pay and promotion. F) It helps to 

improve the availability and quality of staff (Cole, 2002).  

According to Swart bridging the performance gap refers to implement a relevant training 

intervention for the sake of developing particular skills and abilities of the workers and 

enhancing employee performance. He further elaborate the concept by stating that training 

facilitate organization to recognize that its workers are not performing well and thus their 

knowledge, skills and attitudes needs to be molded . According to the firm needs and there might 

be various reasons for poor performance of the employees such as workers may not feel 

motivated any more to use their competencies, or may be not confident enough on their 

capabilities, or they may be facing work- life conflict . The firm while selecting most appropriate 

training intervention that helps organization to solve all problems and enhance employee 

motivational level to participate and meet firm expectations by showing desired performance 

(Swart 2005). 

2.4.2. Decision making 

Employee empowerment is giving employees a certain degree of autonomy and responsibility for 

decision-making about their specific organizational tasks (Dobre, 2013). It allows decisions be 

made at the lower levels of an organization where employees have a unique view of the issues 

and problems facing the organization at a certain level. 
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2.4.3. Reward System 

Allen and Helms describe reward as a material or financial expression of appreciation that is 

conditional on results. It is one of the important elements to motivate employees for contributing 

their best effort to generate innovation ideas that lead to better business functionality and further 

improvise company performance both financial and non-financially. Some of these include the 

praised that employees are able to acquire from their managers, the opportunity to take on 

important projects or tasks, and even leadership attention. Many researches on leader power have 

found that supervisor reward power would be positively associated with employee task (Allen 

and Helms, 2011). 

Reward is critical element that motivates employees to perform as expected result , reward and 

recognition has gained much importance in the current times and has captured the attention of 

organizational managers and researchers, different organizations use reward and recognition as 

motivational techniques for employee‟s better performance (Armstrong, 2010).  

Rewards: is one of the important elements to motivate employees for contributing their best 

effort to generate innovation ideas that lead to better business functionality and further improvise 

company performance both financial and non-financially Some of these include the praised that 

employees are able to acquire from their managers. The opportunity to take on important projects 

or tasks, and even leadership attention .These reward and recognition are provided in the form of 

monetary and non-monetary benefits for certain desirable behavior employees don't only want a 

good salary and benefit package, they also want to be valued and appreciated for their work 

(Wiese and Coetzee, 2013). 

2.4.4. Leadership styles 

Leadership has defined as the process where an individual influences a group under his 

subordination by the use of his skills, knowledge, and expertise to achieve various objectives 

such as attaining a high performance level monitoring of employees, keeping employees 

motivated, and achieving organizational goals (Adair, 2002). 

Leadership style has viewed as the combination of traits, characteristics, skills and behaviors that 

leaders use when interacting with their subordinates and leadership as   a pattern of managerial 

behavior designed to integrate personal or organizational interest and effect, in pursuit of some 

objectives (Bizhan, 2013). 
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Leadership role is important to the building of positive interpersonal relations and self-

confidence of individuals on a personal level, which means it, is turn important for companies to 

hire highly skilled and knowledgeable individuals in these roles, as such, individuals with 

knowledge and experience of working in such a capacity preferably hired to fulfill this role 

(Chandrasekar, 2011). Among several types of leadership styles People are exposed to a broad 

and ever growing variety of theories that explains the concept and the practice of leadership, 

albeit, today‟s leadership experts still can‟t dare ignore theorists like, Maslow, Smith, Barnard, 

Deming, Mayo, Fayol, Weber, Hamel, etc.  

Autocratic Leadership: According Yukl (2004) autocratic leadership refers to a system that 

gives full empowerment to the leader with minimal participation from the followers. In addition, 

autocratic leaders tend to have the following five characteristics: they do not consult members of 

the organization in the decision making process, the leaders set all policies, the leader 

predetermines the methods of work, the leader determines the duties of followers, and the leader 

specifies technical and performance evaluation standards. Since this style of leadership usually 

only involves one person deciding, it permits quick decision-making. Although the autocratic 

style is relatively unpopular, in certain circumstances it can be an effective strategy, especially 

when the leader is short on time and when followers are not productive. The autocratic leader is 

given the power to make decisions alone, having total authority (Yukl 2004).  

Bureaucratic leadership: The bureaucratic is style of leadership is a style of leadership that 

focuses on rules and procedures to manage teams and projects it is a style that diffused among a 

number of departments or people and there is a strictest of rules. This a classic style of leadership 

and is used quite a lot in organizations that don‟t encourage innovation and change and by 

leaders who may be insecure and uncertain in what their role may be, people that want to use this 

style of leadership are often familiar with the many policies and guidelines. Some people may 

feel out of their depth and will have a little hesitation in referring difficulties to a leader higher in 

demand. The bureaucratic leader believes more in very structured procedures and tends to bend 

over the pre-established measures rather it was successful or not. This type of leadership has no 

space to explore new ways to solve problems and is usually to ensure adherence to the ladders 

stated by the company. Leaders ensure that all the steps followed prior to sending it to the next 

level of authority. Universities, hospitals, banks and government usually require this type of 
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leader in their organizations to ensure quality, increase security and decrease corruption. Leaders 

who would like to speed up the process will experience frustration and anxiety and are not 

welcome (Weber, 1905).  

Charismatic leadership: Charismatic Leadership is a leadership style that is recognizable but 

may perceive with less tangibility than other leadership styles. This reality is likely due to the 

difficulty associated with directly defining charisma in an individual when only examining the 

individual. Max Weber‟s work in defining charisma led to his categorizing charisma as an 

untraditional form of influence where the leader possesses exceptional qualities as perceived by 

his or her followers (Yukl, 2010). This type of leader has to be committed to the organization for 

the long run. If the success of the division or project attributed to the leader and not the team, 

charismatic leaders may become a risk for the company by deciding to resign for advanced 

opportunities. It takes a company time and hard work to gain the employees‟ confidence back 

with other type of leadership after they have committed themselves to the magnetism of a 

charismatic leader (Weber, 1905).  

Leadership or participative leadership: Democratic leadership, also known as participative 

leadership, is a type of leadership style in which members of the group take a more participative 

role in the decision-making process the democratic leader listens to the team‟s ideas and studies 

them, but hold the responsibility to make the final decision. Team players contribute to the final 

decision therefore increasing People satisfaction and ownership, feeling their input considered 

when the final decision has taken. When changes arise, this type of leadership helps the team 

assimilate the changes better and more rapidly than other styles, they were consulted and 

contributed to the decision making process, minimizing, resistance and intolerance. A 

shortcoming of this leadership style is that it has difficulty when decisions is needed in a short 

period of time or now (Lewin, Lippitt& White, 1939). 

Laissez-faire leadership: In French literally means to let people do as they choose the factor 

represents the absence of leadership and it implies a leader takes a „‟ hands-off, let things-ride‟‟ 

approach. Laissez-fair type of leader abdicates responsibility, delay decisions, give no feedback, 

and make little effort to help followers satisfy their needs. There is no exchange with followers 

or attempt to help them grow.(Northuse, 2015). 
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Laissez-faire leadership style has a negative impact on followers and associates- opposite to what 

has intended by the leader - manager. There are many behaviors that represent laissez-faire 

leadership as a “do nothing” or “hands-off” approach. Such behaviors include staying away from 

employees, shirking supervisory duties, and being “inactive, rather than reactive or proactive” 

(Qayyum, 2012). 

The laissez-faire leader gives no continuous feedback or supervision because the employees are 

highly experienced and need little supervision to obtain the outcome. This type of style is also 

associated with leaders that do not lead at all, failing in supervising team members, resulting in 

lack of control and higher costs, bad service or failure to meet deadlines. In government, this is 

what the type of leadership, which may drive to anarchy (Lewin,& White, 1939).  

Transactional leadership: Transactional leaders display behaviors associated with constructive 

in addition, corrective transactions. The constructive style has labeled contingent reward and the 

corrective style has labeled management-by-exception (active and passive). Transactional 

leadership clarifies everyone‟s role, responsibility, and judgments team member on performance. 

This leadership style often works well in situations where followers are ambitions or motivated 

by external rewards including compensation (Bass et al, 2003).  

Transformational leadership: Transformational leadership style focuses on the development of 

followers and their needs. Managers exercising transformational leadership style focus on the 

development of value system of employees, their motivational level and moralities with the 

development of their skills (Ismailet et al., 2009). Transformational leadership acts as a bridge 

between leaders and followers to develop clear understanding of follower‟s interests, values and 

motivational level. It helps follower‟s achieve their goals working in the organizational setting; it 

encourages followers to be expressive and adaptive to new and improved practices and changes 

in the environment (Bass, 2004). 

Transformational leaders characterized by a) raising the level of awareness of followers about 

the importance of achieving valued outcomes, a vision, and the required strategy. b) Getting 

followers to transcend their own self-interest for the sake of the team, organization, or larger 

collectivity, and c) Expanding followers‟ portfolio of needs by raising their awareness to 

improve themselves and what they are attempting to accomplish (Yukl (2010). 
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2.4.5. Recognition 

An employee recognition program can be a great morale-building tool for any organization, 

whether large or small, an effective recognition program can lead to innovation, higher 

productivity and greater job satisfaction for the workers (Beer and Walton, 2014). Recognition 

one of the strong motivation factors; employees feel comfortable when they are praised and 

recognized (Armstrong, 2007).Employees do not only want a good salary and benefit package, 

they also want to be valued and appreciated to their work (Wiese and Coetzee, 2013). When 

employees feel recognized and involved, they are much less likely to worry about money and 

security (Elton &Gostick, 2006). 

2.4.6. Healthy Working Environment 

According to Heath (2006), this environment involves the physical location as well as the 

immediate surroundings, behavioral procedures, policies, rules, culture, resources, working 

relationships, work location, all of which influence the ways employees perform their work and 

the quality of the workplace environment impacts on employees‟ performance and subsequently 

influences the organization competiveness.  

Working environment is any surrounding on which it plays a decisive role in bringing about 

ways to create favorable conditions to perform day-to-day activities of individuals in particular 

and the organization. In general, on the one hand, the psychosocial factor of working 

environment refers to the interactions between the environment and working conditions, 

organizational conditions, functions and content of the work, workers individual characteristics 

and to those of members of their families. On the other hand, the behavioral factors that may 

affect the performance of bank employees at work place are the exclusive nature and function of 

job satisfaction change, or systematic development or weakening in job satisfaction (Pal, 2011). 

Physical factors of the workplace environment: includes components of the tangible workplace 

environment that comprise spatial layout and functionality of the surroundings, in a broader 

perspective, the physical workplace environment; include but not limited to the comfort level, 

ventilation, heating, natural lighting and artificial lighting. Informal seating arrangements, such 

as chairs placed at a right angle facilitate social interaction, whereas formal seating 

arrangements, such as chairs placed back-to-back discourage social interaction (Kohun, 2002). 
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2.5. The Concept of Employee Performance 

Employee performance is the key dependent variable in this research. Different scholars have 

defined the concept of employee performance from different perspectives however, in the 

present study, few key definitions and a concept been discussed. Employee Performance: can 

be defined as the outcome of all cumulative actions that an employee performs using his skills, 

abilities, and knowledge for a particular situation or task during a given time frame (Prasetya& 

Kato, 2011). 

According to Shields (2016), employee performance defined as the degree to which an employee 

executes the duties and responsibilities. Workplace environment is a concept, which has 

operational zed by analyzing the extent to which employees perceive the immediate 

surroundings‟ as fulfilling their intrinsic, extrinsic and social needs and their reason of staying 

with the organization (Haynes, 2008). 

 

Richardson and Beckham (2015) in their studies on employee performance issues in Canadian 

banking industry have noted that Organizational performance framework plays important role in 

influencing employee performance. Additionally performance framework includes opportunities 

of career growth, learning, cultural facilitators etc.  

Employees performance related to employees who accomplish their tasks and goals up to the 

standard as defined by the organization and they are appraised based on their performance 

against defined performance standards (Chen, 2011). Performance means the achievement of 

something or working efficiently and effectively to achieve an organization-desired outcome and 

gain competitive advantage over its competitors; it would not be possible without the efficient 

and effective performance of employees (Tahir et al., 2014).  

To enhance the overall performance of an organization, it is essential to use the human resources 

of the organization efficiently and effectively (Hanaysha, 2016). Employee empowerment is 

gives power and responsibilities to employees for taking decisions relating to their certain 

organizational duties (Hanaysha, 2016). 
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2.6. Factors affecting employees’ performance 

Factors affecting the Performance of employees at work Place in the banking sector of Pakistan 

focusing on variables manager‟s attitude, organization‟s culture, Personal problems, job content 

and financial rewards up on employees‟ performance. The results of this study indicated there is 

a positive relationship between the manager‟s attitude Organization‟s culture Personal problems, 

Job content, financial rewards and employees‟ performance in the Banking sector of 

Pakistan,(Hafiza Nayab 2013). 

Tesfaye (2011), civil service in Ethiopia suggested on factors affecting employee performance: 

Backward Beliefs and attitudes in the civil service, we have seen that the development of the 

Ethiopian politics goes from Feudalism, to Military Dictatorship and the current government. 

Getamesay (2016) studied in Wegagen Bank on factors affecting employee performance by 

identifying variables like: training, motivation, leadership, organizational culture and working 

environment using questionnaire and resulted that all variables have direct effect on employee 

job performance. 

2.7. Empirical Literatures 

A study conducted in South African focused on Service quality, empowerment and ethics 

hospitality and tourism industry are vital in order to survive in high competitive environment, 

and empowerment is seen as an innovative means of enhancing the creativity of employees to 

make them provide exceptional service to highly demanding customers (Angelo, 2008).  

A Study conducted by Suresh and Jaleel on impact of employee empowerment organizational 

performance in case of automobile industry in Chennai city of Tamil Nadu in India. It showed 

that the high contribution of employee empowerment to organizational performance. The value 

of R squared (R2) = 78.8 % and adjusted R2 is almost 78.6%. Positive 0.76 is correlation 

coefficient between employee empowerment and organizational performance. The beta 

coefficient of employee empowerment is .88 this indicates that there is a positive relationship 

between employee empowerment and organizational performance Suresh and Jaleel, (2015). 

A Study conducted on impact of employee motivation on banking effectiveness in India banking. 

sector are characterized by high competition and in order to survive in the market place 
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employees must be motivated and satisfied, therefore, banks should design their rules, policies 

and banking structures, which give employee to work well and appreciate them on their task 

fulfillment and achievement (Alsabri, 2012). 

The result of Farooq and Aslam (2011) study depicts the positive correlation between training 

and employee performance as r=.233 sig=.000. Thus, we can predict from this finding that it is 

not possible for the firm to gain higher returns without best utilization of its human resource, and 

it can only happen when firm is able to meet its employee‟s job related needs in timely fashion. 

Training is the only ways of identifying the deprived need of employees and then building their 

required competence level so that they may perform well to achieve organizational goals. 

Iqbal et al., (2015) stated that the leadership practices have effect on employees‟ job performance 

in their findings. Similarly, Rochelle (2013), in his studies stated that different leadership 

practice has effect on job performance of the workforces. In addition, the results were 

Transformational Leadership, Transactional Leadership, and Laissez-faire Leadership has p-

vales of 0.030, 0.003 and 0.001 respectively. The result clearly indicates that leadership practice 

has positive significant relationship with employee‟s job performance in the study firm. 

Amanda (2011) on her study titled the impact of employee motivation and empowerment on 

delivering Service quality to enhance customer satisfaction in Namibia revealed that 

management is required to show an attitude of interest, recognition and appreciation for 

differences between themselves and employees.  

A study by Hassan (2015), in Libya, shows that whether organizational culture, job satisfaction, 

stress and training affect employee job performance using questionnaire and the result revealed 

that there is positive and direct relationship between employee performance and organizational 

culture, job satisfaction, and training but not stress. Few other studies based on empirical 

findings have shown the positive relationship between these two major phenomena, such as 

employee empowerment and employee performance.  

Research were done in commercial banks in Nairobi empowerment and job satisfaction there 

was strong relationship between employee empowerment and job satisfaction Gumato (2003).  
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Meyerson and Dewettinck (2012) tested the relationship between employee empowerment and 

employee performance with the help of correlation and multiple regression analysis and found 

that there is a significant impact of employee empowerment on employee performance.  

Uzunbcak (2015) tested the relationship between employee‟s empowerment and innovativeness 

with the help of correlation and regression analysis and found that there is a significant impact of 

employee empowerment on innovativeness.  

Kok Pooi Chen (2013) tested the relationship between employee empowerment and employees 

performance with the help of correlation and regression analysis and found that empowerment 

strongly influences employee performance. Suresh and Jaleel (2015) tested the relationship 

between employee empowerment and its effects on organizational performance in Indian firms; 

with the correlation and regression analysis found that employee empowerment affects the 

organizational performance. 

A study conducted by wondafershe(2011) in case of north show zone public sectors working 

environment have positive significant effect on employees performance with the Pearson 

coefficient (r=.414, p<0.01) which shows a positive correlation with employees‟ performance. 

This implies the presence of moderate relationship between working condition and employees‟ 

performance in the sectors, which is statistically significant. In addition, the regression result 

(Beta=.123) with (Sig. = 0.13) has positive contribution and statistically significant. 

Despite the enormous amount of researches work was carried out in the field of employee 

empowerment, throughout the developed and emerging economies of the world, but still there is 

inadequate literature on employee empowerment and how its effect on employees performance 

in banking industry in Ethiopia. 

2.8. Conceptual framework  

Conceptual framework shows the diagrammatic representation of variables that shows the 

relationship between independent variables and dependent variables. The six employee 

empowerment practices are the independent variables in this study. Such as training, decision-

making, reward, leadership, Recognition and healthy working environment, this led to 

employees empowerment practices whereas employees‟ performance is the dependent variable in 

this study. 
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Independent Variables                                                   Dependent Variable  

 

 

 

 

 

 

 

Figure 1 Conceptual framework of employee empowerment and employees performance 

Source Developed from different literatures and modified contextualized by researcher 2020. 
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CHAPTER THREE 

3. RESEARCH METHODOLOGY 

INTRODUCTION  

Research methodology is all about the way in which a researcher conducts research (Kothari, 

2004). Consequently, this chapter presents the research methodology used in order to achieve the 

research objective i.e. Study area , source population, study population, research design,  

research approach, sampling techniques, model specification ,source of data ,instruments of data 

collection, procedure of data collection, methods of data analysis, validity and reliability test and 

finally the ethical consideration. 

3.1. Research Design 

In this study, the researcher used explanatory research design. The main reason why explanatory 

research designs is used to understand the nature and relationship between the independent and 

dependent variables, to measure the degree of association, correlation between variables. 

3.2. Study area 

Debre Berhan is one of the ancient towns of Ethiopia. It is estimated to have greater than 600 

years age and it is located in the central part of the country currently the residence population in 

the town is 114,652.Debre Berhan town found in Amhara Region, in north Shewa administrative 

Zone. It is located 130kms northeast of Addis Ababa on the way to Dessie. Its altitude is 2750 

meters above sea level. It is a known in Ethiopia with Dega climatic conditions average daily 

temperature between 10-24
 o

c. According to the newly coming town administration structure of 

the Amhara regional state, there are 10 urban Kebles and 5 rural Kebles are merged recently into 

the town. In Debre Berhan town, now a time there are fifteen private commercial banks 

operating banking services currently in the town. Out of fifteen banks in the town, the nine banks 

have five year and above banking experiences in the town (Debre Berhan city communication 

office Report of 2020). 

3.3 Source of population 

The source population of this study was employees who are working in selected private banking 

institutions in Debre Berhan town. 
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3.4. Target of population 

The study population was employees who are working at six private commercial Banks in the 

Debre Berhan town. Those are/ Dashen bank, Abyssinia bank, Awash international bank, 

Wegagen bank, united and Abay bank/.This Private banks who have many years banking 

experience and their branch experience is more than five years and above this advantages is 

expected by researcher assumed can getting better information all over a study. Based on these 

facts and ease of accessibility, the researcher has selected these six private commercial banks 

located in Debre Berhan town.  

Table1 population of a study 
  Name of banks Populations 

1 Dashen bank branch 1and 2 27 

2 Abyssinia  bank branch 1,2&3 46 

3 Awash bank 21 

4 Wegagen bank1,2&3 25 

5 United bank branch 1and 2 19 

6 Abay bank branch 1and 2 26 

 Total 164 

Source: Human resource departments of each bank 2020. 

3.5. Research Approach 

In this study, the researcher used a mixed research approach. The reasons why mixed research 

approaches appropriate and selected. Firstly, a mixed approach can enable and help a researcher 

to get deeper information by triangulating data gathered through questionnaires and interviews. 

Secondly, mixed research approach enables the researcher to bring together more i explanations 

for the area of inquiry. Thirdly, a mixed research approach can create synergy by combining both 

qualitative and quantitative approaches together (Creswell 2011). 

3.6. Sampling Techniques 

The researcher used both probability and non-probability sampling techniques to draw a 

representative sample. Firstly, to select the research study unit from nine private commercial 

banks are selected that have five year and above banking experience in the town of Debre Berhan 

town, the researcher used probability-sampling technique with simple random sampling by using 
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lottery method then selected six private commercial banks. Secondly, to select respondents of 

employees from each bank the researcher was used simple random sampling technique with 

lottery method from the sampling frame of each bank .Thirdly; select key informants of 

managers of each bank purposively.  

3.6.1 Sample Size 

To select representative sample size from a total population164 employee the researcher was 

used Yemane (1967) formula by considering the level of margin error of 5% and 95% level of 

confidence. 

   Where, 

          N= the target population  

e = sampling error estimated (0.05) 

n = total sample size             

Therefore, n = 
   

     (      )
= 116 respondents are the sample size. 

Table 2 Rate of sample size 
No Name of Banks Population Rate of sample size Sample size 

1 Dashen  bank branch 1&2 27 16% 19 

2 Abyssinia bank branch1,2, 3 46 28% 33 

3 Awash bank 21 13% 15 

4 Wegagen  bank branch 1,2&3 25 15% 18 

5 United bank branch 1&2 19 12% 13 

6 Abay bank branch 1&2 26 16% 18 

* Total 164 100% 116 

Source: computation by researcher using proportional sampling technique  

Therefore, the sample size is 116 respondents and the questionnaires are distributed to 116 

respondents to gather the appropriate data, which are relevant to this study.  
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3.7. Model Specification 

To measure the effects of employee‟s empowerment practices on employee performance in the 

banking industry the researcher used the following model.  

Y= Bo+B1X1+B2X2+B3X3+B4X4 +-----------B6X6+e   Where,  

Y =Employee Performance  

ß0 = Constant or intercept term  

ß1, ß2… ß6 = Parameter estimate associated with the influence of the independent variables on 

the dependent variable  

e = Error term i.e. other variables not included in the model. 

X1 =Training  

X2= Information sharing  

X3= Decision making 

X4 = Reward   

X5 = Leadership 

X6 = Healthy Working Environment 

£ = error term 

Source: Gujarati, (1995) modified and contextualized by researcher 2020. 

3.8. Study variables 

3.8.1. Dependent Variables 

 Employees performance 

3.8.2. Independent variables 

 Employees Empowerment 

 Training                                                     

 Decision making  

 Reward system 

 Leadership style 

 Recognition 

 Healthy working environment 

Source: Developed from different literatures then modified and contextualized by researcher2020. 
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3.9. Sources of Data 

3.9.1. Primary Sources of Data 

In this study, the source of data is primary sources the method of data collection instruments by 

using questionnaires and by interview. The data has gathered from employees and managers 

from selected private commercial banks. The reason why Primary sources are used in this study  

because primary  source of data  are original information and not ready made sources of data and 

can provide current and factual information about the study and they are fresh and collected for 

the first time and also these sources were original both in time and in their space.   

3.10. Instruments of Data Collection 

3.10.1. Questionnaires 

Using questionnaire researcher can obtained large numbers of data from participants quickly and 

relatively inexpensively and to address large sample from geographically representative. 

Therefore, the use of the questionnaire is a popular method the questionnaires items are close -

ended questions and questionnaires designed in to three sections based on five point Likert scale 

type questions.  

The first section outlines the profile of respondents, which includes ages of respondents, gender 

of respondents, work experiences of respondents, educational background of respondents, 

position of respondents and marital status of respondents. The second section deals with the 

independent variables of the study (questions related to dimensions of employees 

empowerment). The third section deals the dependent variables of the study or dimensions of 

employee performance. This type of scales has used to measure the items on the instrument is 

continuous scales (strongly agree - strongly disagree) a total of questionnaires was prepared and 

distributed to 116 respondents. 

3.10.2. Interviews 

In this study, to gathered qualitative data face-to-face interview was conducted due to its 

flexibility and ability to provide new ideas on the subject. In order to get detailed information 

from key informants about the banks employee empowerment and employee performance of the 

banks, the researcher has conducted interview for managers of each bank. 
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3.11. Reliability Instrument 

To ensure validity of instruments a pilot study conducted at Abyssinia bank in Chacha town. In 

addition, a study has done on 12 employees that are 10% of the sample size that are not 

participated in the main data collection process. The researcher checked the validity and 

reliability before providing the actual study was done. According to (Zikmund et al, 2010), a 

scale with a coefficient between 0.80 and 0.95 considered to have very good reliability. 

Table 3 Reliability test measurement dependent and independent variables, 

No Variables  Number of items Cronbach Alpha test   

1 Training  8 0.861 

2 Decision making  6 0.882 

3 Reward system  5 0.889 

4 Leadership style  5 0.794 

5 Recognition  6 0.877 

6 Working environment  6 0.926 

7 Employee performance  15 0.868 

Total 51      0.871 

 

Source: own computation using SPSS, 2020 

As we can see in table 3 the alpha value for training is 0.861 that considered having very good 

reliability, similarly, Decision-making considered has very good reliability with alpha value of 

0.882. Reward is system also considered to have very good reliability with an alpha value of 

0.889. Leadership styles considered to have scales with a coefficient between 0.70 and 0.80 

considered has a good reliability because the alpha value of leadership style is 0.794. 

Recognition considered having very good reliability with alpha value of 0.877. Working 

environment considered to have very good reliability with an alpha value of 0.926. Finally, 

employee performance considered to have a very good reliability with an alpha value of 0.868. 

The overall alpha value for measurement items used in this study is 0.871.This implies that there 

is a very good internal consistency among measurement items. 
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3.12 Validity Instrument 

Questionnaires designed based on literature review to ensure the soundness of the results. To 

give clarity for respondents questionnaires translated from English to Amharic and Data was 

collected from reliable sources, from respondents who are employees and managers of the banks. 

Several measurements have employed to ensure that the results are free from material errors 

from the design of the questionnaire analyses of the data. 

3.13. Procedure of Data Collection 

Before distributing questionnaires to respondents, the researcher followed the following steps. 

First, asked the permission from the HR department of each bank by providing a permission 

letter written from Debre Berhan University. Second, orientation has given by the data collector 

for all respondents on how to fill the questionnaires. Third, the researcher has duplicated and 

distributed questionnaires to respondents. Finally, the distributed questionnaires collected and 

analyzed. 

3.14. Research Instrumentation 

The instrument of research that employed for this study is adapt questionnaire, that is generated 

and designed from various studies reviewed to capture data in line with the study objectives. The 

questionnaire divided into three main parts. Part one consist demographic data of the 

respondents. While part, two consists of questions related to (employee empowerment practices). 

Part 3 mainly incorporates with questions related to the dependent variable of the study 

(employee performance). The researcher was utilize a five point Likert-type scale questionnaires 

which rate ranging from (SA) Strongly Agree = 5, (A) Agree = 4, (N) Neutral = 3, (DA) 

Disagree = 2, (D) and (SD) Strongly Disagree = 1. The respondents into a statement that 

describes a situation select Likert-type scale for this study because it is flexible in measuring the 

degree of agreement.  

 

3.15. Method of Data Analysis 

Quantitative data was analyzed (SPSS) 22 versions. The analysis has been started with 

describing personal profile of respondents followed by interpreted the descriptive statistics of 

independent variables and dependent variable with frequency, percentage, mean and standard 
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deviation. Moreover, data also analyzed through Pearson correlation and multiple linear 

regression analysis whereas the qualitative data has analyzed through narrative approaches. 

Pearson correlation analysis was done to determine the relationship between independent 

variables (employee empowerment practice) and dependent variable (employee 

performance).Whereas multiple linear regression analysis was done to examine the effects of 

independent variables (employee empowerment practices that are training, decision making, 

reward system, leadership style, recognition and healthy working environment) on the dependent 

variable that is (employee performance). 

The qualitative data was obtained from the interviews the analyzed through narrative approach. 

Because this approach answers what, who and where questions and narrative approach enable 

researcher to familiarize with the topic. In addition, the approach also can help researcher to 

analyzed respondents opinion. 

3.16. Ethical Considerations 

The researcher was given emphasis to the ethical issues in every aspect of this study first the data 

collection process was Carried out after getting approval of the project proposal from my 

advisor, official permission was obtained from selected private banks institution, and verbal 

consent has been obtained from individual participants. Moreover, a statement conforms to the 

prohibition of disclosing identity detail or personal reference in the questionnaire. This helped to 

avoid any biased responses or unauthentic data provided by respondents and to make participants 

feel safe in filling the questionnaire. Moreover, a questionnaire distributed to the respondents 

then well informed and guaranteed that the information they provide confidential and used only 

for academic purpose. Generally, the whole process of the study was conducted within the frame 

of acceptable professional ethics. 
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CHAPTER-FOUR 

4. DATA ANALYSIS, FINDINGS, AND DISCUSSION 

INTRODUCTION 

To analyze the collected data in line with the objective of the research undertaking, statistical 

procedures was carried out by using SPSS version 22 and the chapter divided into four sections.  

The first section covers descriptive analysis questionnaire administration or response rate of 

respondents of the study and the demographic characteristics of respondents which includes age 

of respondents, sex of respondents, work experience of respondents, educational level of 

respondents, position of respondents and marital status of respondents using frequency and 

percentage. The second section deals with the Pearson correlation analysis. The third section 

covers the multiple regression analysis .The final section covers the discussion and findings of 

the study. 

4.1 Descriptive analysis 

This descriptive analysis are used to look at the data collected and to describe that information 

the first part of the questionnaire consists of six items about the demographic information of the 

respondents. It covers the personal data of respondents, such as gender, age, educational 

background, Position of respondents and marital status.  

4.1.1 Response Rate  

Questionnaires has designed and distributed to 116 employees out of which 115 questionnaires 

or 99 % has returned. The remaining 1 or 1% questionnaires have not returned. Usable 

questionnaires for data analysis were 115 or 99 % reflecting valid response rate. There are no 

discarded questionnaires. The detail summarized described in table 4 below 

Table 4 Response Rate of Questionnaires 

  No Items Total Percentage (%) 

1 Questionnaires distributed 116 100% 

2 Collected Questionnaires 115 99% 

3 Discarded Questionnaires - - 

4 Not returned Questionnaires 1 1% 

5 Usable Questionnaires 115 99% 

Source: Sample Survey June2020 
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4.1.2 Gender of Respondents 

The demographic data for genders shows that out of 115 respondents there were 89 males and 26 

females shows that the male respondents formed majority of target population with a percentage 

of 77.4%, while female respondents were representing 22.6%. 

 

 

Figure 2 gender of respondents 

Source: Sample Survey June 2020. 

4.1.3 Age of respondent 

The sample population age distribution was clearly shown at figure 3below is largely dominated 

by respondents who are at the age of 26 – 30 years old or 32%. The next higher group was 36-40 

they accounted 20 %, the third age  categories 31- 35 with 19%,the fourth age category 18-25 

that is13%, the fifth age group were under the age categories of 41-50 with percentage of 11% 

and the last age group share accounts above 50years with covering (5%)respectively. 

 

Figure 3Age of respondent 

Source: Sample Survey June 2020. 
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4.1.4 Educational Status of respondents 

As we can see on figure 4from a total of 115 respondents 98 respondents have first degree 

educational qualification background were as the rest 17 respondents are Master educational 

qualification. 

 

Figure 4 Educational backgrounds of respondents 

Source: Sample Survey June 2020. 

4.1.5 Work position of respondents 

As we can see on figure 5from 115 respondents‟ 78 respondents are senior officers the rest 37 

respondents are junior officers. 

 

Source: Sample Survey June 2020. 

Figure 5 Work positions of respondents 
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4.1.6 Work Experience of respondents 

In figure 6describes that the working experience of the respondents in selected banks the 

working experience of respondents ranges from one year up to 16 years and above. From 115 

respondents 37% or 43of respondents have 6-10 years working experience. Secondly, 30% or 34 

respondents have 11-15 years of working experience. Thirdly 29%of respondents have 1-5 

working experience, lastly the reset 4% years or 5respondents have 16&>16working experiences 

this shows most of the respondents are youngsters they have few years of work experience. 

 
Figure 6 Work Experience of respondents 

Source: Sample Survey June 2020. 

4.1.7 Marital status Respondents 

Out of total 115 respondents 81% or 93respondents are married, 17% or 20 respondents are 

single while the rest 1respondents are divorced which account 9% and1respondent are Widowed 

with equal percentages of  9% respectively. 

 
 

Figure 7 Marital statuses of respondents 

Source: Sample Survey June 2020. 
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4.1.8 Descriptive statistics measurement of variables 

The following tables below shows the descriptive statistics of measurement variables. It is 

mainly about mean score, standard deviation, maximum and minimum results of both 

independent variables and dependent variables. 

Table 5 Descriptive Statistics of Employee empowerment and Employee performance. 

Variables N Minimum Maximum Mean Std. Deviation 

Training 115 1.00 5.00 2.9513 1.00406 

Decision Making 115 1.00 5.00 3.3104 1.00104 

Reward 115 1.00 5.00 3.2226 .97864 

Leadership 115 1.00 5.00 2.9983 .95090 

Recognition 115 1.00 5.00 3.1423 .81319 

Working Environment 115 1.00 5.00 3.2870 .74792 

Employees performance 115 1.00 5.00 3.0200 .76363 

Source: Sample Survey June 2020. 

The researcher employed various statistical data analysis tools such as mean, standard deviation, 

frequency and percentile to analyze the collected data. The summary of descriptive statistics of 

all variables evaluated based on a 5 point Likert scale from (“1” “strongly disagree” to “5” 

“strongly agree‟). As can be seen in table 6 the results revealed that there is a significant 

difference between the mean scores and standard deviations for training (M = 2.9513; STD = 

1.00406); decision-making (M =3.3104; STD =1.00104); reward system (M =3.2226; STD 

=.97864); leadership style (M =2.9983; STD =.95090), employee recognition (M =3.1423, STD 

=.81319) and working environment; (M =3.2870; STD =.74792). These results indicate that 

employees in the selected private commercial banks in Debre Berhan town sometimes receive 

employee empowerment packages such as training, decision-making, reward system, leadership 

style, employee recognition and working environment to enhance employee‟s performance.  

According to Zaidaton&Bagheri (2009) the mean score below 3.39 was considered as low, the 

mean score from 3.40 up to 3.79 was considered as moderate and mean score above 3.8 was 

considers as high as illustrated by Comparison bases of mean of score of five point Likert scale 

instrument. Thus, detail of the analysis presented as follows. 
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As we can be seen in table 6, the mean average score of training 2.9513 this is below the average 

Likert Scale of 3.this implies the banks training practice is not exercised as well manner in terms 

of quality and quantity the employees are not satisfied. The mean average score of decision-

making is 3.3104 this implies that is employees are not satisfied the degree of autonomy and 

responsibility for decision-making about their specific organizational tasks. The mean average 

score of recognition is 3.1423 this implies the management bodies of selected private banks have 

not given recognition and appreciation to employees and they are not receiving adequate 

feedback concerning their performance to employees for their task-oriented activities. Within 

this, employees can be satisfied at a lower level.  

The reward system is  practiced to bank employees at a lower level a meanof3.2226 which is also 

below average indicating that employees may not be satisfied with their salary; and promotional 

practices are not fair, hardworking employees are not as such recognized and not receiving 

adequate feedback concerning their performance. The other factor in which its mean is 2.9983 

this indicates that the existing leadership practice is not motivating employees in terms of 

leadership for high level of performance. Actually there is a problem concerning leadership in 

most organizations similarly the existing leadership practice are not exercised well and 

employees are not satisfied, not treated well, with the existed leadership style. The mean average 

score of decision-making is 3.3104. This implies that employees have not given certain degree of 

autonomy and responsibility with decision-making their specific organizational tasks. 

Finally, the mean average score of the working environment is 3.2870. This is also below 

average and we can infer that most bank employees of the sector may not have a good attitude 

towards the prevailing working environment. Employees are not providing adequate facilities 

and resources to do their job effectively. The physical surroundings where they are working may 

hinder to performing their job. Generally, the results indicated in the descriptive statistics 

employees in the selected private commercial banks in Debre Berhan town not satisfied the 

employee empowerment practices packages such as training, decision-making, reward system, 

leadership style, employee recognition and working environment to enhance employee‟s 

performance. 
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4.2 Correlation analysis 

Like the demographic factors, the scale typed questionnaire entered to the SPSS software version 

22, to process correlation analysis. Based on the questionnaire, filled by the employees of the 

banks, the following correlation analysis is done. Pearson Correlation analysis conducted in 

order to determine on the relationship between the independent and dependent variables such as 

training, decision-making, reward system, leadership style, employee recognition and working 

environment and employee performance.  

The Correlation coefficient(r) guides  

From 0.01 up to 0.09     Negligible association 

From 0.10 up to 0.29      Low association 

From 0.30 up to 0.49     Moderate association 

From0.50 upto0.69        Substantial association 

From 0.70 and above    Very strong association 

Source: Joe W. Kotrlik, J. C. Atherton, A. Williams and M. Katha Jabor (2011) 

Table 6 The Correlation analysis of employee empowerment and employee performance. 

 EP TR D M RS LS REC WE 

EP 1       

TR .669
**

 1      

DM .588
**

 .508
**

 1     

RS .450
**

 .209
*
 .417

**
 1    

LS .603
**

 .405
**

 .374
**

 .399
**

 1   

REC .577
**

 .352
**

 .445
**

 .345
**

 .553
**

 1  

WE .427
**

 .391
**

 .620
**

 .493
**

 .308
**

 .613
**

 1 

 

**. Correlation is significant at the 0.01 level (2tailed). *.  

**.Correlation is significant at the 0.05 level (2tailed)  

Source: Sample Survey June 2020 
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The relationship between training and employees performance was tested and the result shows 

that there is a significant at (P=0.000) there is positive relationship between training and 

employee performance. The correlation is substantial at (r=.669).  This implies that an increase 

in employee knowledge through training by 1% increases employee performance by 66.9%.  

The relationship between decision making and employee performance investigated and the result 

obtained from this study showed that there is a significant (.000) and there is a positive 

relationship between decision making and employee performance. There is also a substantial or 

strong correlation between decision making and employee performance at(r=.588). This implies 

that an increase the participation of employees in decision making by 1% increases employee‟s 

performance by 58.8%.  

The relationship between training and employees performance reward system has a significant 

(.000), positive and strong or substantial correlation with employee performance at (r=.450). This 

implies that an increase the motivations of employees with reward system by 1% increases 

employee performance with 45%.  

The relationship between Leadership and employees performance investigated and the result 

obtained from this study showed that there is significant (0.000),  and employee performance has 

a positive and Substantial association correlated at (r=.603). This implies that an increase in 

leadership by 1% increases employee performance by 60.3%.  

The relationship between employees recognition and employee performance was investigated 

and the result obtained from this study was shown that there is significant (.000), positive and 

strong or substantial correlation with at (r=.577).This implies that an increase in employee 

recognition by 1% increases employee performance by 57.7%. The relationship between the 

facilities of healthy working environment is to employees the result shows that there is a 

significant (.000), positive and moderate levels at (r=.427). This implies that an increase in a 

healthy working environment by 1% increases employee‟s performance increased by 42.7%. 

Therefore, the result of the study shows that the bivariate correlations between the employee 

empowerment practices and employee performance measures range from 0.427 to 0.669. 
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4.3. Regression Analysis 

4.3.1 Assumption of multiple linear regressions 

Linearity: the relationship between the dependent and independent variable should be linear in 

respect to their parameter, checked by the scatter plot of the dependent variable to that of 

standardized predicted. As it has indicated below, the plot shows that there is approximately 

linear relationship between employee performance and the set of predictor variables represented 

by standardized predicted value. 

 
Figure 8  Linearity graph of dependent and independent variables 

Source: Sample Survey June 2020 

Normality: when drawing a histogram of the residuals are normally distributed. Even though the 

distribution slightly skewed it is not hugely deviated from being a normal distribution, we can 

say that this distribution satisfies the normality. Because of the histogram residuals, assumption 

not skewed that means the assumption is satisfied. 

 
Figure 9Normality graph of dependent and independent variables 

Source: Sample Survey June 2020 
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Constant variance (Homoscedasticity): the third assumption of multiple linear regressions is 

error assumption that is error terms should have a constant variance; if this assumption violated; 

there is a problem of Homoscedasticity, which is a problem of data treated before analysis.  

This had checked by drawing the scatter plot of standardized residual versus standardized 

predicted value. To attain this assumption the distribution or the scattered ness of the point on the 

graph should be random. As indicated below the distribution of points has not any pattern, which 

is random, so the assumption of constant variance has attained. 

 

Figure 10 Scatter Plot Homoscedasticity Measures 

Source: Sample Survey June 2020 

Regression is concerned with describing and evaluating the relationship between a given variable 

and one or more other variables on which the given variable depends. The given variable is 

referred to as the dependent or response variable. The variables, which are  thought to affect it, 

are referred to as independent (explanatory or regressed) variables.  

Multiple linear regression models have conducted mainly to determine which independent 

variables affect more the dependent variable. In this study multiple linear regression was carried 

out mainly to determine which independent variables (training, decision making, reward system, 

leadership style, employee recognition and working environment) affect more on the dependent 

variable (employee performance).According to Habtamu (2018), a major weakness of Pearson 

Correlations is that they do not allow identifying causes from consequences. To overcome this 

shortcoming, the researcher used regression analysis to investigate the effect of independent 

variables employee empowerment. To evaluate the study models, the value of R
2 

has considered 

to determine the amount of variance in the dependent variables, which has explained by 

independent variables, (Pallant, 2007, p.158) cited in Habtamu (2018).  
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Table 7 Coefficients of multiple liner regressions 

Model         Un standardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 (Constant) .425 .208  2.044 .043 

Training .321 .050 .422 6.431 .000 

Decision Making .173 .057 .226 3.014 .003 

Reward .157 .051 .202 3.062 .003 

Leadership .137 .057 .170 2.382 .019 

Recognition .274 .073 .292 3.734 .000 

Working Environment .214 .086 .209 2.493 .014 

Source: Sample Survey June 2020. 

The multiple regression analysis results indicated that the impact of training, decision-making, 

reward system, leadership style, recognition and healthy working environment, on employee 

performance. In the study, it has been epitomized that healthy training, decision-making, reward 

system, leadership style, recognition and healthy working environment has significantly affect 

employee performance to this end training has significant effect on employee performance at 

(P=0.000), decision-making has a significant effect on employee performance at (P=0.003). 

Similarly reward system has significant effect on employee performance at (P=0.003) have been 

found to be significant at 5 percent level of confidence interval. Leadership has a significant 

effect on employee performance at (P=0.019). Recognition and working environment has a 

significant effect on employee performance at (P=0.000 and 0.014) respectively. Therefore, 

training, decision-making, reward system, leadership style, recognition and healthy working 

environment have significant effect on employee performance at 5 % of significance. Based on 

the standardized beta estimates, training   (β = .422) has emerged as the most serious employee 

empowerment practice that affect employee performance, followed by recognition, with beta 

coefficient of   (β = .292), decision-making affect employee performance with a beta coefficient 

of (β = .226), healthy working environment affect employee performance a beta coefficient of (β 

= .209). Reward has affect employee performance with a beta coefficient of (β = .202), (and 

leadership styles has affect employee performance with a beta coefficient of (β = .170). 
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Therefore, the results of regression analysis show that all employee empowerment practices are 

significant at t 95% confidence level. As is seen in the above table, all empowerment practices 

are significant values are ≤0.05. Therefore, it can state that all employee empowerment practice 

used in this study has effect on employee performance. The Beta values indicate that the impact 

of training and recognition on employee performance is higher than other employee 

empowerment practices. 

Table 8  Multiple linear regressions Model Summary 

 

Model R R Square(R
2
) Adjusted R Square(R

2
) Std. Error of the Estimate 

1 . 829
a
 .688 .670 .43850 

Source: Sample Survey June 2020 

The R is the coefficient of correlation it shows that there is a positive correlation between the 

variables entered for this analysis. This means that there is a positive relationship between 

employee empowerment practices and employee performance. What it means is that employees 

produce better when they are empowered effectively. The table is indicated the R is 0.829 which 

converted to percentage is given as 82.9%, which means that there is 82.9% correlation between 

employee empowerment and employee performance. In essence, employee empowerment and 

better employee performance goes hand in hand. 

The R
2
 square is the coefficient of determination it tries to show that a change in the dependent 

variable on independent variables. From the analysis, the R square is given as 0.688, which 

converted to percentage is given 68.8% which means that 68.8% change in the dependent 

variable is accounted for by the independent variable.. This explains the quantum effect which 

employee empowerment has on employee performance R
2
 =68.8% therefore this means that 

68.8% change in employee performance caused by changes in employee empowerment. This is 

the part that employee empowerment played a great role in employee performance. This is not up 

to 100% because there are other variables that can also account for employee performance. The 

remaining (1-0.68.8=0.31.2) or 31.2% of the variation in employee performance is explained by 

variations in other variables that are not included in the model. According to the rule of thumb, 

the model is strong fit. R
2
 value as follows: < 0.1: poor fit, 0.11 to 0.30: modest fit, 0.31 to 0.50: 

moderate fit, > 0.50: strong fit (Muijs, 2004, p. 166) cited in Habtamu. 
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Regression Mathematical model 

A multiple linear regression analysis carried to predict the values of a dependent variable. In 

multiple linear regressions, there are explanatory variables and the relationship between 

dependent variable and explanatory variables represented by the following equation.  

Y=Bo+B1X1+B2X2+B3X3+B4X4 +-----------BP XP +e. Where Bo is the constant term B1, B2, 

B3…BP are estimated regression coefficients. In this study the Constant term, are 0.043.The 

coefficients estimated as B1TR+B2DM+B3RS+B4LS+B5RC+B6WE +e where BO to B6 is the 

coefficients relating the P of the explanatory variables. Therefore, the regression analysis is 

presented as EP=0.043+0.000TR+0.003DM+0.003RS+0.019LS+0.000RC+0.014WE+e the Beta 

value for the six independent variables (employee empowerment practices) namely, training, 

decision making, reward, leadership, recognition and working environment has explained 

employee performance with Beta value of (0.422, 0.226, 0.202, 0.170,  0.292 and 0.209) 

respectively.  

Standardization Regression Equation 

Employees performance= 0.422 + Training + 0.226 Decision Making + 0.202 Reward+0.170 

Leadership Style +0.292 Recognition + 0.209 Healthy Working Environment. 

Source: Sample Survey June2020 

Table 9ANOVA 

Model Sum of Squares Def. Mean Square F Sig. 

1 Regression 45.711 6 7.618 39.621 .000
b
 

Residual 20.766 108 .192   

Total 66.477 114    

Source: Sample Survey June2020 

A. Dependent Variable: Employee Performance 

B. Predictors (Constant) are working environment, leadership, training, reward, decision-making 

and recognition.  
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The null and alternative hypotheses for the ANOVA are Ho: all coefficients are jointly 

significant (i.e., B1=B2=B3=B4=B5=B6=0); H0: At least one of the coefficients is significantly 

different from zero. Sig=0.000 which is less than 0.05 or even <0.01. Reject Ho. Therefore, this 

implies that the model is adequate (fit). In addition, the value of the F test explains the overall 

significance of a model. It explains the significance of the relationship between dependent 

variables and all the other independent variables (Anderson et al. 2007). 

Hypothesis refers to the tentative assumption about a population parameter and a provisional 

idea whose merit needs evaluated. Hypothesis testing or the significance level is precedence for 

checking the validity of a statistical hypothesis. It is the processes by which we decide whether 

the null hypothesis should be rejected or not. To achieve the intended purpose as well as to 

answer the research problem stated above based on the extensive literature review; and major 

findings the researcher has devised the following hypotheses based on their alternative form. 

Table Hypothesis Testing and Findings 

No  Hypothesizes P- 

value 

Beta Test  

Result 

 

1 

H1: Training has a positive significant effect on employees‟ 

performance. 

.000 .422  

Accepted 

 

2 

H2: Decision Making has a positive significant effect on employees‟ 

performance 

.003 .226  

Accepted 

 

3 

H3: Reward has a positive significant effect on employees‟ 

performance. 

.003 .202 Accepted 

 

4 

H4: Leadership has a positive significant effect on employees‟ 

performance. 

.019 .170 Accepted 

5 H5: Employee recognition has a positive significant effect on 

employees‟ performance 

.000 .292 Accepted 

6 H6:Working environment has positive significant effect on 

employees‟ performance 

.014 .209 Accepted 

Source: Sample Survey June 2020 
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4.5. Qualitative data analysis 

The qualitative data obtained from the interviews of bank managers then analyzed through 

narrative approach. Because, this approach answers what, who and where questions and narrative 

approach enable researcher to familiarize with the topic. In addition the approach also helps 

researcher to analyze respondents „opinion and interview results and which  present in 

accordance with their themes and main importance sentences of the participants which  address 

during the interview period the following questionnaires is asked and answered by managers. 

 

 What does employee empowerment mean to you personally? Does the bank hope to continue      

with in the long run? For this question, the bank managers answer and summarize as employee 

empowerment is giving certain degree of autonomy and responsibility for employees for decision-

making about their specific organizational tasks and it is a process of delegating and the power 

from top to bottom. Empowerments have also significant to clear boundaries from a management 

body to subordinates in order to give responsibility and accountability for their employees. 

Employee empowerment practices of is a continuous task for our bank managers and HR 

department because bank service tasks is done with a framework of competitions so in order to 

achieve the organizations goal and objective practice of empowerment continues practices now and 

in the future is continuous process. 

 

  Does this approach enable the Bank to compete with her competitors in the markets? Many 

managers answer says, "yes of course”. As we know the banks task is synonyms that is giving 

banking services by nature this types of service activity is have high competition in current 

competitive market so to get high loyal customer and to enhance the banks profit it must be give 

better service than our competitors, that is why we apply and implement employees 

empowerment the banks. 

 

  Does the bank empower its employees? How does it do that? Even if the mechanism of    

empowerment tools is different from banks to banks many mangers argued that employees 

empowerment practice is applied on their organization like empowerment with information 

sharing, participation, recognition, reward, decision-making.  
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Empowerment with information sharing this is applied when employees give quality service and 

high participation in day to day tasks the managers give an appropriate encouragement and 

recognitions because this help to develop team work and fill performance gap to the rest 

employees in our organization. Additionally empowerment has practiced with reward this is also 

one of the mechanisms of empowerment practice in selected bank to encourage employees to give 

recognition for their remarkable result most of the time this  done after the annual financial 

performance is assessed at the end of the year. 

 

 Does the Management believe that employee performance directly related to employee 

empowerment? Almost all bank managers‟ stated that empowerment has a strong link with 

employees‟ empowerment and employees‟ performance. It is also very important tools to enhance 

the capability of employees, to achieve quality service, to increase the number of loyal customers 

in the bank. When different empowerment practices has applied in our organization, employees 

are motivated and they can bring quality eservice as a result our profit margin and the financial 

performance are depending on the employees‟ capability. Finally the managers conclude that 

employee empowerment and employees performance have strong relationships. 

 

 Does employee empowerment have an effect on your employee‟s performances? How can it? 

The managers says that employees empowerment practices are a mechanism of enhancement of 

employees performance and it is a method of enhancing employee knowledge, skills, ability, 

competencies and behavior. Within this, the empowerment practices lead our employees to be 

productive or enhancing the performance of employees; this help employees to achieve 

organizational goals for our employee as well as to the organization because the banks financial 

performance and service determined by employees‟ performance. Therefore, this leads our 

employees to success in the current unpredictable and turbulent business environment. 

4.6. Result and Discussion 

The objective of this study is to examine the effect of employee empowerment on their 

performance in selected private commercial banks in Debre Berhan town. Within this, the result 

and findings of this study have summarized by considering the above objective. Demographic 

factors such as gender, age, educational background, Position, and marital status are the general 

characteristics of the respondents, whereas 115 participants are involved in the study.  
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The first findings of a study are the effect of employee empowerment on employees performance 

is incorporates with the correlation matrix of training. According to Khan et al. (2011) in their 

study concluded that job training has significant effect on the organizational performance. The 

finding of this study explores that training has more correlated relatively than other 

empowerment factors on employees‟ performance with a significant effect of 0.000. The 

correlation of training with employees‟ performances is strong and substantial association with r 

(0.669). This implies that an increase giving quality of trainings with 1% to employees 

employee‟s performance is increases by 66.9%.This findings is Similarly  supported by 

Getamesay, (2016)studies training has more significant effect on organizational performance at, 

r=.359, sig=0.00 which is also positive correlation and moderate association between training 

and employee performance. Based on the standardized beta estimates, training has emerged as 

the most serious employee empowerment practice that affects employee performance, a (β = 

.422. This findings also  supported by Getamesay, (2016)findings which shows the relative 

contribution of training i.e.(Beta=0.137) with (Sig. = .041) makes the moderate contribution to 

explaining the dependent variable employees „job performance which is also the same result of 

Sultana (2012), states the R² as 0.501 which means that 50.1% of variation in employee 

performance is brought by training. 

The second finding of a study is the relationship between employee empowerment on employees 

performance incorporated with the correlation matrix of decision-making. The correlation of 

decision-making and employee performance was investigated and the result obtained from this 

study shows that there is a significant (P=0.000) and there is positive and strong association 

between decision making and employee performance at(r=.588). This implies that an increase in 

participation of employees in decision making by 1% increases employee‟s performance by 

58.8%. In addition, by considering the standardized beta values of it can describe decision-

making have significant effect on employee performance, with p value of (.003). This implies the 

decision making are has statistically significant on employees‟ performance.  

The third findings of this study is the relationship between employee empowerment and 

employees performance is incorporated with the correlation matrix of reward system at 

significant (003), and positive and moderate correlated at (r=.450). This implies that an increase 

in leadership by 1% increases employee performance by 45%. This findings also supported by 
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coefficients of standardized beta a value of reward has explained employee performance with a 

beta of (β =. 202).  

The fourth findings of this study is the relationship between employee empowerment and 

employees performance is incorporated with the correlation matrix of the study leadership style 

strong and positive correlated at (r=.603). This implies that an increase following good 

leadership styles by 1% increases employee performance by 0.603%. With a significant effect of 

(0.000), the finding also supported by coefficients of standardized beta a value (β =. 170. Within 

this employee empowerment, practice that affect employee performance. This finding similarly 

consistence with a finding of Getamesay, (2016) leadership practice has a correlation result 

(r=0.434, p<0.01) and regression result (Beta=0.205) with (Sig. = 0.007) in which he conclude 

that leadership practice has positive and significant relationship and high contribution to 

explaining the dependent variable of employees‟ job performance. 

The fifth finding of this study indicates the relationship between employee empowerment and 

employees‟ performance incorporated with the correlation matrix of the study recognition. 

Recognition is one of the strong motivation factors; employees feel comfortable when they are 

recognized (Armstrong, 2007).Recognition system has a significant (P=0.000), the correlation is 

positive and strong association with employee performance at (r=.577). This implies that an 

increase in recognition system by 1% increases employee performance 0.577%. This findings 

also shows that the quantum effects of employees recognition with a standardized beta a (β = 

.266 value within this employee empowerment practice that explains employee performance. 

The sixth findings of this study examined the relationship between employee empowerment and 

employees‟ performance in corporates with the correlation matrix of the study healthy working 

environment at a significant (0.000), positive and moderate correlated at (r=.427). This findings 

is also similarly supported by a finding of wondafershe (2011), Working environment of the 

Pearson coefficient (r=.414, p<0.01) which shows a positive correlation with employees‟ 

performance. This implies the presence of healthy working conditions and employees‟ 

performance in the sectors, which is statistically significant to enhance the employees 

performances with a regression result (Beta=.123) with (Sig. =0.13) has positive contribution and 

is statistically significant. 
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Another important finding of the study was the correlation between employee empowerment and 

employee performance is an 82.9% correlation between employee empowerment and employee 

performance. In essence, employee empowerment and better employee performance goes hand 

to hand. In addition, the findings of the study revealed that 68.8% change in the employee 

performance is accounted by the employee empowerment. This is supported by theoretical  a rule 

of thumb which can to determine the R
2
 value as follows: < 0.1: poor fit, 0.11 to 0.30: modest fit, 

0.31 to 0.50: moderate fit, > 0.50: strong fit (Muijs, 2004, p. 166) cited in Habtamu (2018).  

The R
2 

value of this study is 0.688. According to the rule of thumb, the model is strong fit. The 

multiple regression analysis results indicated that the impact of training, decision-making, 

reward system, leadership style, recognition and working environment on employee 

performance. In the study, it has epitomized that those empowerment factors have significantly 

affect employee performance. The regression analysis shows that all employee empowerment 

practice (training, decision-making, reward system, leadership style, recognition and working 

environment) are significant at 95% confidence level. Because, training, decision-making, 

reward system, leadership style, employee recognition and working environment are significant 

at ≤0.05. Therefore, all employee empowerment practice used in this study had a significant 

effect on employee performance.  

Additionally the finding of this study summarizes that employee empowerment has positively 

correlated with employees performance. The value of R squared (R
2
) = 68.8 % and adjusted R

2
 is 

almost 67 %.This findings also supported by other researcher findings by Suresh and Jaleel, 

(2015) on impact of employee empowerment on organizational performance in case of 

automobile industry in the city of Tamil Nadu in India. It showed that the high contribution of 

employee empowerment to organizational performance. The value of R squared (R
2
) = 78.8 % 

and adjusted R
2
 is almost 78.6%. The correlation coefficient of a study indicated that employee 

empowerment and organizational performances 0.76. 

Findings of qualitative data: The finding of interview questions from bank managers shows 

that the effect of employee empowerment and employee performance, described by management 

staff of the six selected private commercial banks employee empowerment has a positive effect 

on employee performance. 
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 Because of empowerment, packages are motivational practices to employees in order to increase 

their performance. As a result, empowered employees are effective on delivering quality service 

for the bank and to satisfied bank customers. Finally empowered employees‟ plays a great role in 

enhancing organizational performance, to achieve organizational objectives as a result 

employees‟ empowerment practice have a significant effect on employees‟ performance and 

organizational effectiveness.  
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CHAPTER FIVE 

5. SUMMARY, CONCLUSION AND RECOMMENDATION 

INTRODUCTION 

This chapter contained summary of findings, conclusion of studies and recommendation. 

5.1 Summary 

Based on the analysis of the study the researcher summarized the findings of a study by 

integrating the three research objectives.  

Research objective one: To examine the effect of employee empowerment practices (training, 

decision-making, reward, leadership, recognition and working environment) on employee 

performance in private commercial banks in Debre Berhan town. By considering, the findings of 

a study can summarize all employee empowerment practices tested in this study they have 

positive significant effect on employees‟ performance with significant value of 0.000, 0.003, 

0.003, 0.019, 0.000, and 0.014 respectively. 

Research objective two:  To evaluate the relation between employees empowerment Practice 

and employee performance in selected private commercial banks in Debre Berhan town. The 

findings of the study revealed that employee empowerment practices (training, decision-making, 

reward, leadership, recognition and working environment) Therefore, the result of the study 

shows that the bivariate correlations between the employee empowerment practices and 

employee performance measures range from 0.427 to 0.669.This is supported by there is an 

82.9% correlation between employee empowerment and employee performance. 

Research objective three: The third objective was to measure the magnitude of empowerment 

practices that explains employees‟ performance in selected private commercial banks. The 

findings of the study imply that the quantum effect of employee empowerment on employee 

performance has 68.8% changes in employee performance explained by changes in employee 

empowerment. Moreover, training, decision-making, reward, leadership, recognition and 

working environment has been explained employees‟ performance with a βcoefficient of, 0.422, 

0.226, 0.202, 0.170, 0.292 and 0.209 respectively. 
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5.2. Conclusion 
The main aim of this study was to examine the effect of employees empowerment on their 

performance in selected private commercial banks in Debre Berhan. The finding of this study 

concluded that training programs, decision-making, reward system, leadership style, employee 

recognized and working environment positive significant effect on employees „performance. 

Additionally employee empowerment and employee performance has positive relationship, goes 

hand in hand there is 82.9% correlation between employee empowerment and employee 

performance. Additionally training programs, decision-making, reward system, leadership style, 

recognition and healthy working environment can explained the performances of employees in 

selected private commercial banks in Debre Berhan town. 

5.3. Recommendations 

 Recommendations for Selected Banks 

As we can see from the finding of this study employee empowerment practices such as training, 

decision-making, reward system, leadership styles, recognition and healthy working environment 

has significant effect on employees „performance. However, banks are practiced such 

empowerment packages at lower level. Therefore, it is better banks improve and practiced the 

financial and non-financial empowerment packages at higher level in order to improve their 

employees‟ performance. 

Implications for Future Researchers 

As we can see from a finding of this study empowerment and employee performance and 68.8% 

of employee performance determined by training programs, decision-making, reward system, 

leadership style, recognition and working environment. The remaining 31.2% explained by other 

factors not included in the study. Therefore, it is better for future researchers to find these 

elements. 
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APPENDIX 

Questionnaires for Respondents 

Dear respondents,  

I am postgraduate student in Debre Berhan University. I am conducting this research for the 

partial fulfillment of Master of Business Administration (MBA). You have been select as a 

valuable and knowledgeable participant in this research in titled with “The Effects of employee‟s 

empowerment on employee performance in the banking industry in Ethiopia: The case of some 

selected private commercial banks in Debre Berhan”. The objective is to find out the exact 

information about the effects of employee‟s empowerment on employee performance private 

commercial banks in Debre Berhan.  

The questionnaires are completely anonymous and confidentiality has assured, for the research to 

provide correct results, it is important that you answer all the questions as honestly and truthfully 

as possible. The result of this questionnaire has utilized for the sole academic purpose and hence, 

any information you give me will not affect by any means, your personal benefits and privacy.   

Thank You. Ashenafi Shimelash (+251912873178) email: ashenafishimelashe@gmail.com 

SECTION –I, Demographic Information 

Place a mark (√) in the spaces provided after each question to reflect your answer the most 

accurately. 

1. Which age brackets are you belong?  18-25 year‟s □ 26-30 years □ 31-35 year‟s                                                                                      

□   36-40 years □41-45□46-50 □51 and above 

2. Gender ?  □ Male □Female 

3. What is your formal education status? □ Diploma   □BA/BSC/   □ Master‟s    □ PhD 

4. How long have you been working in your current position?   □1-5 year‟s □ 6-10 years □ 11-

15 years    □ 16 years and above 

5. Your current job level? □Junior officer   □Senior officer   □ Vice-manager □ Manager     

6. Marital status   □ Married   □ Single     □    Divorced       □ Widowed 
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SECTION II:  Questionnaires on Employee Empowerment practices 

Listed below are descriptive statements about employee empowerment practices (training 

reward, decision making and leadership). For each statement please indicates to which degree 

you display the behavior described. The questionnaires were collected from different sources and 

modified by professional through modification test to relate with the problem and the research 

objectives rose above in chapter one. 

Circle or tick on the answer, which is appropriate for you 

1= strongly Disagree (SD) 2= Disagree (D) 3= Neutral (N) 4= Agree (A) 5= strongly agree (SA) 

NO Statements SD D  N A SA 

1# Training 1 2 3 4 5 

1.1 The bank gives quality training for development.      

1.2 The bank believes that continual training and upgrading of 

employees skills is important. 

     

1.3.  The necessary training is given to ensure job effectiveness      

1.4 The training leads to improve my performance      

1.5 Incompetent employees are identified and provided with the 

necessary support. 

     

1.6 Training Leads the employee reduce their mistakes      

1.7 Employees feel a strong desire to apply what they have learned 

during the training 

     

1.8 In-service/on-the job training adequately addresses the skill gaps      

2# Decision Making  1 2 3 4 5 

2.1 Employees are allowed to participate in decision-making process.      

2.2 Participation in decision  making is enjoyable       

2.3 There is extensive delegation, individual responsibility and autonomy 

in making decisions. 

     

2.4.  Employees have autonomy on their areas of responsibility 
 

     

2.5 Employees are  allowed to participate in organizational goal 

setting.  
 

     

2.6.  I have the opportunity to take part when decisions are made       
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3#  Reward   1 2 3 4 5 

3.1 Incentive system of this bank encourages employees to achieve 

bank objectives 

     

3.2 My salary payment is satisfactory in relation to what I do      

3.3 I am satisfied  with  salary  increases within the bank      

3.4 Employees rewarded for their  best achievement      

3.5 Employees in this bank have the opportunity to get bonuses       

4 # Leadership styles 1 2 3 4 5 

4.1 I am satisfied with freedom to make decision on my role      

4.2 I have the opportunity to take part when decisions made in the 

bank 

     

4.3 My supervisor gives me regular feedback on my performance      

4.4 There is enough managerial support for  managing work       

4.5 The managers are willing to take tough  decisions      

5# Recognition 1 2 3 4 5 

5.1 Hard worker employees are recognized.      

5.2 Award/recognition has always given for the best achievement.      

5.3 Employees are  rewarded for delivering excellent services besides  

monthly salary 

     

5.4 My supervisor always shows appreciation for every extra effort I 

put in my work. 

     

5.5 I am motivated for delivering excellent services  for customers       

5.6 I  am satisfied with the recognition practice of the bank       

6.6 My supervisor has arranged flexible working conditions.      

7≠ Employee Performance   SD DA N A SA 

1 2 3 4 5 

7.1 My bank allows me to participate in evaluating my performance 

(self-evaluation). 

     

7.2 I am always punctual in my duty.       

7.3 I always meet my set work targets       

7.4 Sometimes I assist other employees who are experiencing 

difficulty with their assignments.  

     

7.5 I participate in rating other employees.(peer rating)       
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7.6 I am volunteer to take up other tasks rather than assigned work.       

7.7 I always cooperate with other co-workers to perform various 

tasks.  

     

7.8 Performance appraisal system is in place to measure both 

individual and team performance.  

     

7.9 I strictly follow organizational rules and procedures       

7.10 I use my technical skills and knowledge to accomplish my tasks.       

7.11 I maintain good working relationships with my fellow employees.       

7.12 I usually put extra effort to complete an assignment on time.       

5.13 I always support and defend my organizational objectives.       

7.14 I have necessary ability and experience on my job.       

7.15 My performance is evaluated relatively to the pre-established 

goals and objectives.  

     

 

Interview Questions 

PART ONE 

1. Current position                                               3. Main duties and responsibilities 

2. How long have you been in this position?         4. Number of employees 

PART TWO 

1. What does employee empowerment mean to you personally? Does the bank hope to continue            

    with it in the end? 

2.  Does this approach enable the Bank to compete with her competitors in the markets? 

3. Does the bank empower its employees? 

4. Does the Management believe that employee performance is directly related to employee   

empowerment? 

5. Does employee empowerment have an effect on your employee‟s performances? How can it? 
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ደብረብርሃን  ዩኒቨርሲቲ 

የቢዝነስ እና ኢኮኖሚክስ ኮሌጅ 

የማኔጅመንት ትምህርት ክፍል 

በደብረብርሃንከተማውስጥሇሚገኙየግሌባንክሰራተኞችየተዘጋጀመጠይቅ 

ውድመረጃ ሰጭዎች በቅድሚያ ይህን መጠይቅ ሇመሙሊት ስሇተባበርከኝ/ሽኝ ከሌብ እያመሰገንኩ 

መጠይቁ የተዘጋጀው በደብረብርሃን ውስጥ ሇሚገኙ የግሌ ባንክ ሰራተኞች የተዘጋጀ መጠይቅ ሲሆን 

ባንኮች ሰራተኞችን ከማበረታት አንጻር በምን ደረጃ ሊይ እንደሚገኙ እና የሰራተኞች የእርካታ ደረጃ ምን 

እንደሚመስሌ ሇማወቅ ታስቦ የተዘጋጀ ነው፡፡ የዚህ ጥናት አጥኝ ሇማንም ያሌወገነና የማይወግን 

ገሇሌተኛ ግሇሰብ ነው፡፡ የጥናቱ ውጤትም ሇሁሇተኛ ዲግሪ ትምህርት ማሟያ ከመሆን ባሇፈ መሌኩ 

የጥናቱ ግኝቶችን መሰረት አድርጎ ሇባንኩ እድገት አስፈሊጊ የሆኑ ጠንካራ ጎኖቹን ሇማጉሊትና ክፍተቶች 

ከተገኙም የመፍትሄ ሐሳቦችን ሇማመሊከት ያስችሊሌ፡፡ ስሇዚህ በዚህ መጠይቅ ከእናንተ የሚሰጠው 

ትክክሇኛ ምሊሽ ትሌቅ ዋጋ አሇው፡፡ ምሊሻችሁ ምንም ይሁን ምንም ስጢራዊነቱ የተጠበቀና ሇሦስተኛ 

ወገን ተሊሌፎ እንደማይሰጥ ሊረጋግጥሊቸሁ እፈሌጋሇሁ፡፡ ስሇትብብራችሁም በደጋሜ ከሌብ ሊመሰግን 

እወዳሇሁ፡፡  አሸናፊ ሽመሊሽ (0912873178)   Email: ashenafishimelashe@gmail.com 

 

መመሪያዎች 

 

ሇ ግሇሰባዊ የመረጃ ጥያቄዎችና በሰንጠረዡ ዉስጥ ሇተዘረዘሩት ጥያቄዎች በጥያቄው ትይዩ 
የተቀመጠዉን  “x“ወይም “√” ምሌክት ያድርጉ እዲሁም በዳሹ ሊይ ይሙለ. 
 

ክፍልአንድ፡ 

ግሇሰባዊመረጃዎች 

1.እድሜዎስንትነው? ከ18-20 ዓመት     21-25 ዓመት      26-30     31-35ዓመት    ከ 36-40 

41-50      ከ51በላይ   

2. ጾታ፡ወንድ     ሴት  

3.የትምህርትደረጃ፡ድፕሎማ    ድግሪ    ማስተረስ     ዶክትሬት     ሌላ ከሆነ ይጥቀሱ------------ 

4.የአገልግሎትዘመን ከ1-5 አመት      6-10 አመት      11-15 አመት      ከ16 አመትና በላይ 

5. አሁንያሇሽ/ህ የስራ ሃላፊነት፡ጀማሪባሇሙያ    ከፍተኛባሇሙያ    ስራአስኪያጅ     ምክትልስራአስኪያጅ 

6. የጋብቻ ሁኔታ ያገባ     ያላገባ      አግብቶ የፈታ     በሞትየተሇየ  
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ክፍልሁሇት 

ቀጥሇው ሇተዘረዘሩት ጥያቄዎች ትክክሇኛ ነው የምትሇውን/ይውን ምላሽከ 1 - 5 ከተዘረዘሩት አማራጮች 

መካከል ምረጥ/ጭ 5.በጣምእስማማሇሁ (በእ) 4.እስማማሇሁ (እ) 3.መረጃየሇኝም (መየ)  2. አልስማማም (አ) 

1.በጣምአልስማማም (በአ) 

ተ
ቁ 

 

መጠይቆች 
 

መሌስ 
በአ አ መየ እ በ

እ 

1≠ ስሌጠናን በተመሇከተ 1 2 3 4 5 
1.1 ባንኩ ሇሰራተኞች እድገት አጋዥ የሆነ ጥራት ያሊቸው ስሌጠናዎችን 

ይሰጣሌ 
     

1.2 ባንኩ ሇሰራኞች ተከታታይ ስሌጠናዎች እድገቶችን መስጠት ጠቃሚ ነው 
ብል ያምናሌ 

     

1.3 የስራ ውጤታማንትን ሇመረጋገጥ አስፈሊጊውን ስሌጠና ይሰጣሌ      
1.4 የሚሰጠው ስሌጠና የአኔን የስራ ሁኔታ ያሻሽሊሌ      
1.5 የስራ ድክመት ሊሇባቸው ሰራተኞች ክፍተት እየተሇዬ አስፈሊጊው ስሌጠና 

ይሰጣሌ 
     

1.6 የሚሰጠው ሰሌጠና የስራ ሊይ ስህተትን ሇመቀነስ ያግዛሌ      
1.7 ሰራተኞች በስሌጠና ያገኙትን እውቀት በተግባር ሊይ ሇማዋሌ 

ከፍተኛ ፍሊጎት ያሳያለ 
     

1.8 የስራ ሊይ ስሌጠና የክህልትን ክፍተት በበቂ ሁኔታ ምሊሽ ይሰጣሌ      
2≠. ውሰኔ መስጠትን በተመሇከተ 1 2 3 4 5 
2.1 ባንኩ በሚወስናቸው ውሳኔዎች ሊይ ሰራተኞች እንዲሳተፉ 

ይፈቀድሊቸዋሌ 
     

2.2 በባንኩ ውስጥ አንድን ውሳኔ ሇመወሰን የሚደረጉ ተሳትፎዎች ደስ 
የሚያሰኙ ናቸው 

     

2.3 በውሰኔ አሰጣጥ ሂደት በባንኩ ውስጥ ስፋት ያለ ሰራተኞች ውክሌና 
የግሇሰብ ሃሊፊነት እና የስራ አገዛዝ ነጻነት አሇ 

     

2.4 ሰራተኞች በተሰጣቸው የስራ ሃሊፊነት ዙሪያ ውሳኔዎችን የመወሰን 
ነጻነት አሊቸው 

     

2.5 የባንኩ አሊማዎችና ግቦች በሚቀረጹ ወቅት ሰራተኞች እንዲሳተፉ 
ይደረጋሌ 

     

2.6 በባንኩ ጉዳይ ውሳኔ ሲስጥ የመሳተፍ እድለ አሇኝ      
3≠. ሽሌማትን በተመሇከተ 1 2 3 4 5 
3.1 የባንኩ የማበረታቻ አሰራር የባንኩን አሊማዎች የሚያሳኩ 

ሰራተኞችን ያበረታታሌ 
     

3.2 ደመወዜ ከምሰራዉ ስራ ጋር ሲነጻጸር አጥጋቢ ነዉ      

3.3 በባንኩ የደሞዝ ጭማሪ ሊይ ዕርካታ አሇኝ      

3.4 ሰራተኞች ሊስመዘገቡት ውጤት ተገቢውን እውቅና ይሰጣቸዋሌ      

3.5 በባንኩ ውስጥ ያለ ሰራተኞች ባሊቸው ውጤት ተጨማሪ ጉርሻ ያገኛለ      

4≠. አመራር ሰጭነትን በተመሇከተ 1 2 3 4 5 
4.1 በስራዬ ሊይ የሚመሇከተኝን ውሳኔ ስሇምሰጥ እረካሇሁ      
4.2 በባንኩ ጉዳይ ዉሳኔ ሲስጥ የመሳተፍ እድለ አሇኝ      
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4.3 የባንኩ አሊማ እንዲሳካ ሃሊፊዬ ያነቃቃኛሌ      
4.4 በባንኩ ውስጥ ስራን በብቃት ሇመምራት ያሇመ ከፍተኛ የአመራር ድጋፍ አሇ      
4.5 በባንኩ ውስጥ ያለ አስተዳደሮች ወይም አመራሮች ጠንካራ ውሳኔዎችን 

ሇመወሰን ፈቃደኛ ናቸው 
     

5≠. ሇስራ እውቅናን መስጠትን  በተመሇከተ 1 2 3 4 5 
5.1 በባንኩ ውስጥ ጠንካራ ሰራተኞች እውቅና ያገኛለ      
5.2 በባንኩ ውስጥ ሁሌ ጊዜእውቅናየሚሰጠውጥሩውጤትሊመጡሰራተኞችነው      
5.3 ከወርሃዊደሞዝባሇፈጥሩአገሌግልትሇሚሰጡሰራተኞችሽሌማትይበረከትሊቸዋሌ      
5.4 በስራ ሊይ ሇማሳየው ተጨማሪ ውጤት ሁሌ ጊዜ ሱፐርቫይዘሮች ተገቢውን 

አድናቆት ይሰጡኛሌ 
     

5.5 ሇደንበኞች እጅግ በጣም ጥሩ አገሌግልት ሇመስጠት ተነሳሽነት አሇኝ      
5.6 በባንኩ በስራቸው ውጤታማ ሇሆኑ ሰራተኞች የእውቅና አሰጣጥ ዙሪያ እርካታ 

አሇኝ 
     

6≠ ጤናማ የስራቦታን መፍጠርን በተመሇከተ 1 2 3 4 5 
6.1 ባንኩ ትክክሇኛ እና ተመራጭ የስራቦታ እንደሆነ እመሰክራሇሁ      
6.2 መደበኛ ስራዬን ማከናወን የሚያስችሇኝ ምቹ ፋሲሉቲ አሇኝ      
6.3 ያሇሁበት አካባቢና ማህበረሰብ ሰራዬን ሇማከናወን ምቹ ነው      
6.4 በባንኩ ውስጥ ያሇው የስራ ግንኙነት በተሇይም በማኔጅመንቱ እና በሰራተኛው 

መካከሌ ያሇው ግንኙነት ጤናማ ነው 
     

6.5 ባንኩ ከሰራተኞች ጋር ትብብር ሊይ የተመሰረተ ግንኙነት አሇው      
6.6 ሱፐርቫይዘሮች ተሇዋዋጭ የስራሰአቶችን ይጠቀማለ      
7≠. የሰራተኞችን የስራ አፈፃፀምን በተመሇከተ 1 2 3 4 5 
7.1 ባንኩ ሰራተኞች የስራ አፈጻጸማቸውን እንድገመግሙ ፈቃደኛ ነው      

7.2 በተሰጠኝ ተግባር ሁሌ ጊዜ ሰአት አክባሪ ነኝ      
7.3 ሁሌጊዜ የተሰጠኝ ስራ አሞሌቼ እገኛሇሁ      
7.4 አንዳንድ ጊዜ ላልች ሰራተኞች በስራ ሊይ ችግር በሚገጥማቸው ወቅት እርዳታ 

አደርግሊቸዋሇሁ 
     

7.5 ባንኩ የላልች ሰራተኞችን የደረጃ ምደባ በሚያደርግበ ትወቅት ተሳትፎ 
አደርጋሇሁ 

     

7.6 መደበኛ ስራ ሊይ ከመሳተፍ ይሌቅ ላልች የሙያ ስራዎች ሊይ ብሳተፍ ፈቃደኛ 
ነኝ 

     

7.7 ሁሌ ጊዜ ከስራ ባሌደረቦቼ ጋር በመተባበር ብዙ ስራዎችን እሰራሇሁ      

7.8 የስራ አፈጻጸም ምዘና ስርዓት በስራ ሊይ ተግባራዊ ማድረግ የግሇሰቦችን እና 
የቡድኖችን የስራ አፈጻጸም ሇመሇካት ነው 

     

7.9 በትክክሌ የባንኩን ህገ ደንብ እና ስነ-ስርአቶች  እከተሊሇሁ      
7.10 ሙያዊ ችልታዬን እና እውቀቴን ተጠቅሜ ስራዎችን አከናውናሇሁ      
7.11 ከላልች ሰራተኞች ጋር ጥሩ የሆነ የስራ ሊይ ግንኙነት አሇኝ      
7.12 አብዛኛውን ጊዜ የተሰጡኝ ስራዎች በሰአት ሇመጨረስ ተጨማሪ ጥረት 

አደርጋሇሁ 
     

7.13 ሁሌ ጊዜ የባንኩን አሊማዎች እረዳለሁ እንዲሁም እደግፋሇሁ      
7.14 ሇስራዬ አስፈሊጊ ችልታ እና ሌምድ አሇኝ      
7.15 

በስራ ሊይ ያሇኝ አፈጻጸም የሚሇካው ባንኩ ከዚህ በፊት ካስቀመጣቸው ግቦችና 
አሊማዎች መሰረት ነው 
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Pearson Correlations Matrix 

 

 

EMPLOYEE 

PERFORMANCE 

TRAINI

NG 

DECISION 

MAKING REWARD 

LEADERSH

IP 

RECOGNITIO

N 

WORKING 

ENVIRONMEN

T 

EP Pearson 

Correlation 
1 .669 .588 .450 .603 .577 .427 

Sig. (2-

tailed) 

 .000 .000 .000 .000 .000 .000 

N 115 115 115 115 115 115 115 

TRAINING Pearson 

Correlatio

n 

.669 1 .508 .209 .405 .352 .391 

Sig. (2-

tailed) 
.000  .000 .025 .000 .000 .000 

N 115 115 115 115 115 115 115 

DECISION 

MAKING 

Pearson 

Correlatio

n 

.588 .508 1 .417 .374 .445 .620 

Sig. (2-

tailed) 
.000 .000  .000 .000 .000 .000 

N 115 115 115 115 115 115 115 

REWARD Pearson 

Correlatio

n 

.450 .209 .417 1 .399 .345 .493 

Sig. (2-

tailed) 
.000 .025 .000  .000 .000 .000 

N 115 115 115 115 115 115 115 

LEADERSHIP Pearson 

Correlatio

n 

.603 .405 .374 .399 1 .553 .308 

Sig. (2-

tailed) 
.000 .000 .000 .000  .000 .001 

N 115 115 115 115 115 115 115 

RECOGNITION Pearson 

Correlatio

n 

.577 .352 .445 .345 .553 1 .613 
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Sig. (2-

tailed) 
.000 .000 .000 .000 .000  .000 

N 115 115 115 115 115 115 115 

WORKING 

ENVIRONMENT 

Pearson 

Correlatio

n 

.427 .391 .620 .493 .308 .613 1 

Sig. (2-

tailed) 
.000 .000 .000 .000 .001 .000  

N 115 115 115 115 115 115 115 


