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INTRODUCTION
Relevance of the topic

Over the past few decades organizations have been changing very
quickly. Organizational structures are becoming flatter and there is a strong
trend towards the matrix structures, where an employee is accountable for
more than one manager. In these conditions it is very important that the
employees make their own operational decisions and solve problems within
their responsibilities by themselves, also propose and contribute to new
Initiatives for performance development (Spreitzer, 1995). Researchers of
workplace empowerment have been interested in this field since the end of 20"
century. They have been exploring what powers are given to the employees in
organizations, what measures are used and how workplace empowerment is
related to employees’ attitudes, behaviors and performance.

One of the directions in workplace empowerment research is
psychological empowerment research which has been systematically
developed from the early ‘90s (Conger & Kanungo, 1988; Thomas &
Velthouse, 1990; Spreitzer, 1995, 1996; Spreitzer et al., 1997). However,
psychological empowerment is under-researched area (Wagner et al., 2010;
Zhang & Bartol, 2010). One of the reasons is that there are many other
constructs related to psychological empowerment (e.g. internal motivation,
engagement) which receive more attention from the researchers (e.g. European
Association of Work and Organizational Psychology (EAWOP) Congress 2013
more studies of engagement than empowerment were presented).

Psychological empowerment is important in organizations. Research data
from various authors show that psychological empowerment is related to
positive employees® attitudes and work behaviors. For example, employees
who feel highly empowered perform better (Spreitzer, 1995; Quinn &
Spreitzer, 1997; Barrutia et al., 2009) and are more satisfied with their work
(Laschinger et. al, 2004).



There are three questions with no obvious answers in regard to
psychological empowerment: first, what are the characteristics of
psychological empowerment state; second, what are the conditions of high
psychological empowerment; third, what is the role of psychological
empowerment on the attitudes and work behavior of the employees.

The challenges of the research in this field come from the fact that there
is no agreed definition of psychological empowerment. For example, some
authors (Kanter, 1977) say that “to empower” means to give powers or
authorize. Others define empowerment as specific inner state of an employee
which is only partly caused by given powers or authorization (Spreitzer, 1995;
Menon, 2001; Laschinger et al., 2004) or as a process which results in such a
state of an employee. (Thomas & Velthouse, 1990). According to S.T. Menon
(2001), no agreed definition is a big challenge which brings confusion because
researchers use “psychological empowerment” term for different things. After
several decades of scientific discussions the prevailing opinion is that
organizational structures and measures giving additional powers for employees
are not enough (Laschinger et al., 2004). What is important is employee’s inner
experience of powers received, i.e. psychological state of empowerment,
however, there is no agreed definition of psychological empowerment (Thomas
& Velthouse, 1990; Spreizer, 1995; Argyris, 1998; Menon, 2001; Wagner et
al., 2010). Though it is agreed that psychological empowerment is a
multidimensional state, researchers have no common view of its structure and
distinguish the different dimensions (Spreitzer, 1995; Menon, 2001). S.T.
Menon (2001) highlights that having different views of the structure of
psychological empowerment is a significant advantage for the research of it,
since empowerment is explored in different social, economic and cultural
contexts. In this paper, we define psychological empowerment as a state which
includes the experience of mastery (ability to do the job) and energy, which
stimulates to do the job. The Lithuanian Questionnaire of Psychological

Empowerment (LQPE) was constructed for measuring this state.



It is important to continue the work of other researchers and to further
explore the psychological empowerment antecedents — conditions for
experiencing the state of psychological empowerment. Researchers agree that
significant antecedent to psychological empowerment is structural
empowerment, i.e. empowering factors on organizational level (Laschinger et
al., 2004). Furthermore, over the last few years there has been an emerging
trend in the research of psychological empowerment antecedents to consider
the behavior of a direct manager as a central antecedent of employee
psychological empowerment (e.g. Zhang & Bartol, 2010). However, there is a
lack of studies where different antecedents of psychological empowerment are
analyzed together, as a system given their complexity and interaction between
them. For example, how empowerment on organizational level affects the
relation between empowering behavior of a manager and psychological
empowerment? How the relation between management and psychological
empowerment is influenced by job characteristics. Furthermore, researchers
raise questions how psychological empowerment is related to socio-
demographic characteristics of employees’ and characteristics of organizations:
sex, age, education, hierarchical position, sector in which organization
operates, etc. The answers to most of these questions are still ambiguous (e.g.
Harley, 1999; Sharma ir Kaur, 2011; Hamid et al., 2012).

The mechanism of psychological empowerment is also under-researched:
how the employees experience the positive outcomes of psychological
empowerment and what is the role of psychological empowerment itself? The
research is mostly limited to direct relationships (Wagner et al., 2010),
however there is evidence that the role of psychological empowerment is more
complex and including the roles of mediator and moderator (Hochwalder,
2007).

It is also important to find out about the differences and similarities
between the psychological empowerment of the employees and the managers.
The previous work of the researchers in this field leads to hypothesis that

managers’ and employees’ psychological empowerment and its antecedents



should be different (Raven, 1990). Better understanding of managers’
psychological empowerment is important considering their main roles in
modern organizations are to be the change agents and to ensure the smooth
performance of organizations (Furnham, 2001). There is indeed a lack of
research focusing on the outcomes of psychological empowerment of

specialists and managers.

The aim of the study — explore the structure and antecedents of psychological
empowerment and its role on job satisfaction and job-related behavior of

employees.

Objectives:

- ldentify the structure of psychological empowerment.

- Explore the antecedents of employee psychological empowerment —
characteristics of organization, manager, work and employee.

- Explore the relationship between psychological empowerment and job
satisfaction and job-related behavior of employees (job performance and
demonstrating effort at work).

- Describe the characteristics of psychological empowerment in the

groups of managers and specialists.

Scientific novelty

In Lithuania scientific problem of psychological employee
empowerment is under-researched and one of the reasons might be that there
was no survey instrument applied for Lithuanian organizations. This research
is one of the first in the area of psychological empowerment. We integrated the
psychological empowerment methodologies of foreign and Lithuanian authors.
The antecedents and outcomes of psychological empowerment are measured
with instruments created by foreign authors and based on their concepts.
Whereas for measuring psychological empowerment Lithuanian Questionnaire

of Psychological Empowerment was created in order to take into account



social, economic and cultural aspects. Lithuanian Questionnaire of
Psychological Empowerment meets all psychometric criteria and may be used
for exploring psychological empowerment in further research.

This paper helps to answer the questions which were under-researched:
what is the structure of psychological empowerment? What are the
relationships between the state of high psychological empowerment and
characteristics of a manager, organization, work and employee? What is the
effect of psychological empowerment on job satisfaction and demonstrating
effort? What is so special about psychological empowerment of managers and

specialists?

Practical implications

The exploration of psychological empowerment antecedents in this paper
provides useful information for managers and human resource management
specialists on how to improve employee empowerment. This is important for
practitioners in organizations, because psychologically empowered employees
demonstrate more effort and responsibility for their actions (Quinn &
Spreitzer, 1997). We also provide evidence that psychological empowerment is
related to positive outcomes in organizations — satisfaction with work and
demonstrating effort. This proves that the actions of the managers and
organizational characteristics are very important for employee psychological
empowerment. Finally, we also compare the characteristics of managers’ and
specialists’ psychological empowerment and provide recommendations on how

to improve the psychological empowerment of these groups.

Defended statements:

1. There are five dimensions that characterize the state of employee’s
psychological empowerment: meaning, enthusiasm, decision making,

autonomy and confidence in competence.



2. The most important antecedents of employee’s psychological
empowerment are: empowering behavior of the direct manager (trust in
employee’s ability to deal with difficulties; providing autonomy to decide
how to work), organizational characteristics (opportunity to do the
challenging work, for which employee needs to use all his knowledge and
gain more; accessibility of the information about the situation and goals of
the organization) and cognitive characteristics of work (necessity to make
complex decisions paying attention to a lot of things and suggest new
ideas).

3. Employees who feel more psychologically empowered are more satisfied
with their job, demonstrate more effort and perform better.

4. Both specialists and managers feel more psychologically empowered when
they do a challenging work, for which they need to use all their knowledge

and gain more.

METHOD

We carried out this study in two stages. In the first stage, we explored the
structure of psychological empowerment and constructed the questionnaire for
measuring it. In the second stage, we explored the psychological empowerment
antecedents, its role in organizations and characteristics of managers’ and

specialists’ psychological empowerment.

First stage

Participants. Lithuanian Psychological Empowerment Questionnaire
(LPEQ) was constructed in two steps: we firstly carried out group interviews
and afterwards we conducted the questionnaire survey. There were 14
participants of group interviews: 11 Masters in Organizational psychology
(Group 1) and 3 scientists - PhDs in Social Sciences working in the field of

organizational psychology (Group 2). Expert evaluations were provided by two
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practitioners who have Masters in Organizational psychology and do research
in organizations. 189 employees and managers at different levels (58% male,
42% female) from 8 Lithuanian organizations participated in the questionnaire
survey. Organizations from different sectors (private, public and non-
government) were invited to participate in the questionnaire survey. The
sample was dominated by participants aged up to 29 years (49%, age mean —
32,6 years) from private sector (85,2%), having a bachelor’s (39%) or master’s

(35%) degrees and working in the organization for 5 years or more (44%).

Measures

Lithuanian Psychological Empowerment Questionnaire (LPEQ)
design. We followed the steps recommended by S.T.Menon (2001) for
designing the scales of the questionnaire.

The list of the statements was prepared in two groups using semi-
structured interviews. Both groups were provided with initial definition of
psychological empowerment and had to think of the statements for describing
psychological empowerment defined in such a way. Afterwards they were
asked to define a hypothetical construct opposite to psychological
empowerment. Afterwards we prepared the initial list of 29 statements.

Expert evaluations. Experts were asked to evaluate to which extent each
statement in the list fit the description of psychological empowerment and
eliminate or connect similar statements. After expert evaluation the list
consisted of 15 statements. There were two key selection criteria for the
statements: no duplicating (1) and describing the state of psychological
empowerment, not antecedents or consequences (2).

Experts grouped the statements according their meaning into 5
categories. Each category consisted of three statements. The titles of the
categories were “Meaning” (e.g. “I think my work is meaningful”),
“Enthusiasm” (e.g. “I do my work with enthusiasm”), “Decision making” (e.g.

“I can make my own decisions at work if needed”), “Autonomy” (e.g. “I am

11



able to adjust the way | do my work™) and “Confidence in competence” (e.g. “I
am competent to do my work properly”).

Additionally the statements were reviewed by 3 managers from
different organizations, 5 specialists and 4 psychologists with master’s degrees
working in organizations. Several ambiguous statements were corrected and
the initial list of 15 statements made.

We followed the guidelines of S.T.Menon (2001) and chose 6-point
Likert scale avoiding comfortable middle-value answers. The instruction was:
“Please rate the extent to which you personally agree or disagree with these

statements on a scale from 1 (totally disagree) to 6 (totally agree).

In order to assess the psychometric properties of LPEQ we followed the
recommendations of S.T.Menon (2001) and used the questionnaire of
psychological empowerment by other author. Additionally, we chose other
variables which, according scientific analysis, have positive (e.g. perceived
helplessness) or negative (e.g. intrinsic motivation) relationships with

psychological empowerment.

Psychological Empowerment  Questionnaire (PEQ) by
G.M.Spreitzer (1995) is probably the most popular methodology used in
psychological empowerment research. The author defines psychological
empowerment as a state of an employee which consists of four dimensions:
meaning, competence, autonomy and impact. The questionnaire consists of 12
statements which measures all four dimensions: Meaning (e.g.” The work | do
Is important to me.”), Competence (e.g. “I am self-assured about my ability to
perform well at work™), Autonomy (e.g.” | have significant autonomy in
determining how I work™) and Impact (e.g. “I have significant influence over
what happens at my department.”). After receiving author’s permission we
translated the questionnaire. The specialist fluent in English and Lithuanian
translated Lithuanian statements back to English. Several Lithuanian
statements were corrected. Statements in PEQ are evaluated on a 7-point Likert

scale (1 = totally disagree, 7 = totally agree). According to Spreitzer,
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Cronbach’s alpha for 12 statements is 0,72, whereas other authors indicated
even higher Cronhach’s alphas, e.g. according to Sparks (2011), Cronbach’s
alpha is 0,89 and according to Wagner et al. (2010), Cronbach’s alphas range
from 0,71 to 0,92 for different scales. The results of exploratory factor
analysis (principal component analysis including Varimax rotation) conducted
on the sample of this preparatory study support the structure of four factors.
(Bartlet’s test of sphericity, p < 0,001, KMO = 0,831).

Perceived helplessness was measured using B.E.Ashforth (1990)
Helplessness Scale. Perceived helplessness is defined as a state when the
person believes that the outcomes of his/her performance are independent from
his/her behavior (Ashforth, 1990). According researchers, helplessness is
opposite of psychological empowerment (Spreitzer, 1995; Lee & Koh, 2001;
Zhang & Bartol, 2010).

After receiving the permission from the author all 6 statements of the
scale were translated to Lithuanian. The respondents received the following
instruction for this scale: “The following questions are about the extent to
which you feel you control your work. “Please rate the extent to which you
personally agree or disagree with these statements on a scale from 1 (totally
disagree) to 7 (totally agree).“ Cronbach’s alpha for the scale is 0,89. The
results of exploratory factor analysis (principal component analysis including
Varimax rotation) conducted on the sample of this preparatory study support
the structure of one factor. (Bartlet’s test of sphericity, p < 0,001, KMO =
0,720).

Intrinsic motivation was measured with P.Warr et al. (1979) scale,
published by A.Furnham (2001). Intrinsic motivation is defined as a state when
the employee is moved to act not because external rewards, but because of the
activity itself and its inherent satisfactions (Deci, 1972). As mentioned earlier
the state of intrinsic motivation is not equal to the state of psychological
empowerment, nevertheless, they should be related. A.Furnham (2001)

describes this scale as a simple and short questionnaire of employee
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motivation. After receiving the permission from the author all 6 statements of
the scale were translated to Lithuanian. The results of exploratory factor
analysis (principal component analysis including Varimax rotation) conducted
on the sample of this preparatory study support the structure of one factor.
(Bartlet’s test of sphericity, p < 0,001, KMO = 0,745).

Cronbach’s alphas of the scales are presented in Table 1. All the

methods are highly reliable.

Table 1. Reliability of measurement scales in preparatory study (N =189)

Number
Scales of the | Cronbach
statement | ’s alpha
S
Scales of Psychological Empowerment Questionnaire 12 089
(Spreitzer, 1995) (PEQ) ’
Meaning Scale 3 0,93
Competence Scale 3 0,91
Autonomy Scale 3 0,84
Impact Scale 3 0,96
B.E.Ashforth (1990) Helplessness Scale 6 0,82
P.Warr et al.(1979) Intrinsic Motivation Questionnaire | 6 0,71

Socio - demographic and organizational variables. In this study we
assessed the following socio-demographic and organizational variables:

- Sex

- Age (up to 29 years; 30-39 years; 40-49 years; more than 50 years).

- Education (secondary education, vocational education, college
education, bachelor’s degree, master’s degree, higher than master’s
degree).

- Position (specialist, manager).

- Work experience in particular organization (up to 6 months; 6-12
months; 1-2 years; 2-5 years; 5 and more years).

- Work experience in particular position (up to 6 months; 6-12 months; 1-

2 years; 2-5 years; 5 and more years).
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- Total work experience (up to 6 months; 6-12 months; 1-2 years; 2-5
years; 5-10 years; 10 and more years).

- Organization type (private sector; public sector).

Procedures. The study was conducted in 2012. After carrying out group
interviews we prepared the list of statements for measuring psychological
empowerment and afterwards we conducted the questionnaire survey.

The convenience sample was used - all working employees could fill in
the questionnaire. Participation in the study was voluntary and anonymity
guaranteed. In most cases we arranged for questionnaire survey with the
managers in organizations, who were afterwards introduced to generalized
results, providing written and oral reports and recommendations on how to
present the results to the employees. The following instruction was given in the
questionnaire: “(...) Think about your current work situations. If you work in
several organizations, think about the main one. For every question choose an
answer which is most applicable for you. Please notice that the questions have
different number of possible answers (...)”. The respondents were also asked
to provide their demographic information (sex, age, town, position, work
experience, etc.). Most of the questionnaires were filled in online, part of the
respondents filled in paper versions. The average time spent for filling in the
questionnaire was 15 minutes.

Data analysis. We used Statistical Package for Social Science (SPSS
16.0 / Windows) for statistical data analysis. The descriptive statistics of the
variables was provided including means (M) and standard deviations (SD). For
exploratory factor analysis we used SPSS Principal Component Analysis with
Varimax rotation. Spearman correlation coefficients were used for measuring

the relationships between the variables.
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Main results (first stage)

Exploratory factor analysis was used to examine the factor structure of
Lithuanian Psychological Empowerment Questionnaire (LPEQ).
According to the recommendations of V.Pakalniskiene (2012), the data is
suitable for exploratory analysis: the sample size is sufficient (N=189), the
correlation between the statements in the same subscales range from 0,478 to
0,770 (p < 0,01).

After conducting the principal component analysis with Varimax
rotation five factors (three statements each) were extracted. (Bartlet’s test of
sphericity, p < 0,001, KMO = 0,831). The data is suitable for exploratory
analysis (Bartlet’s test of sphericity, p < 0,01, KMO = 0,880). Actually, the
structure of five dimensions was expected, since the experts made the prior
analysis of the statements and grouped them into four categories. Category
titles after the principal component analysis were left the same as given by the

experts.

The means of questionnaire subscales, dispersions, correlations and

Cronbach’s alphas are presented in Table 2.

Table 2. Lithuanian Psychological Empowerment Questionnaire (LPEQ):
the means of subscales, dispersions, correlations* and Cronbach’s alphas

[«B]
e
[¢D]
Subscales | Number
o g of
= S | ctaterme Cronbac
A 4 [ )
% of | < _ |'s |nts h’s alpha
dispersi | o | 2 | 2 | & | 2
Mea on = ‘© 2 = %
n - S| 2| 2| § €
explain D = 8 5 |5
Meaning 14’9 8,76 - 3 0,817
Enthusia | 14,6 11.98 0,56 | 3 0,880
sm 9 6
Decision | 13,4 | 4,98 0,42 | 0,51 | - 3 0,775
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Making |8 1 4

Autonom | 13,3 4288 0,37 10,37 | 0,64 | 3 0,800
y 4 6 0 6

Confiden 0,755
cein 15,5 0,30 10,49 0,34 | 0,30 |

compete |3 6,56 1 5 5 9 3

nce

** All correlations are significant when p < 0,01
***Spearman correlation coeafficient

Reliability. Internal consistency reliability of the scales and LPEQ is
high enough: a range from 0,755 to 0,880 for the scales and a=0,909 for the
questionnaire.

The correlations between all the statements in LPEQ are high (Spearman
correlation coefficient ranges from 0,478 to 0,770, p < 0,01), and the
correlations between all the statements measuring Same construct are
statistically significant.

Construct validity. Convergence validity indicates to which extent the
questionnaire and its subscales correlate with other questionnaires measuring
the same phenomenon or other phenomena similar or opposite to the one
analyzed (Stelmokiene and Endriulaitiene, 2009). In this study we measured
the correlations between LPEQ and PEQ, B.E.Ashforth’s (1990) Helplessness
Scale, P.Warr et al. (1979) Intrinsic Motivation Scale. We expected all five
dimensions to have positive correlation with all PEQ dimensions and with
Intrinsic Motivation Scale and negatively — with Helplessness Scale.

According to S.T.Menon (2001) recommendations, since psychological
empowerment is a multidimensional phenomenon, we tested discriminant
validity of psychological empowerment on the level of each dimension.
Discriminant validity shows whether particular subscale of one questionnaire
correlates most strongly with particular subscale of another questionnaire. We
expected that the Meaning subscale of LPEQ would correlate most strongly
with Meaning subscale of PEQ, Decision Making — with Decision Making
subscale of PEQ, Autonomy — with Autonomy subscale of PEQ and
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enthusiasm, which has no equivalent in PEQ scales — with Intrinsic Motivation
scale.
The correlations are presented in Table 3.

Table 3. Correlations* between Lithuanian Psychological Empowerment
Questionnaire (LPEQ) subscales and other scales

LPEQ subscales

=

= - L 8

o) 3 c & S &

£ 7 o2 = S ©
c > N .= = o

g £ S % g EE

S 0 Qs < O 8
- | Meaning 0,725** | 0,608** | 0.382** | 0,366** | 0,320%*
o= |Competence |0,238 0337** | 0,218 | 0134 | 0,620%*
W 2 [ Autonomy 0,426** | 0,417** | 0,500%* | 0,658** | 0,375**
@ | Impact 0,343** | 0,373** | 0.578** | 0,420** | 0,239%*

Helplessness Scale ) o |- - - )

0,405 0,302%* | 0.529%* | 0 449%+ | 0142

'ST;:QS'C Motivation |  sg34x | 0343%* | 0169 | 0,163 | 0,209

* Spearman correlation coefficients
**p<0,01

We can see in Table 3 that almost all five dimensions of LPEQ are
significantly positively correlated with PEQ subscales and Intrinsic Motivation
Scale and significantly negatively correlated with perceived Helplessness
Scale.

Meaning subscale of LPEQ is significantly positively correlated with all
the subscales of PEQ (except competence), most strongly with the Meaning
subscale (0,725, p<0,01). Enthusiasm subscale of LPEQ is significantly
positively correlated with all the subscales of PEQ, but has the strongest
correlation from all five dimensions with Intrinsic Motivation subscale (0,343,
p<0,01), Decision making subscale of LPEQ is significantly positively
correlated with all the subscales of PEQ (except competence), most strongly
with the Impact subscale (0,578, p<0,01). Autonomy subscale of LPEQ is
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significantly positively correlated with all the subscales of PEQ (except
competence), most strongly with the Autonomy subscale (0,658, p<0,01).
Confidence in competence subscale of LPEQ is significantly positively
correlated with all the subscales of PEQ, but most strongly with the
Competence subscale (0,620, p<0,01). These results support the convergent

and discriminant validity of the questionnaire.

In conclusion, the correlations and factor analyses shows that the
Lithuanian Psychological Empowerment Questionnaire (LPEQ) can be
characterized as an instrument with appropriate psychometric properties for the
use in research and practice. LPEQ consists of five subscales each representing
on of the five dimensions of psychological empowerment. meaning,

enthusiasm, decision making, autonomy, and confidence in competence.

Second stage

Participants. In the main study, there 330 employees and managers
(44,8% male and 55,2% female) from 14 Lithuanian organizations.
Organizations from various sectors (public, private, non-governmental were
invited to participate in this study. The sample was dominated by participants
aged up to 29 years (49,7%) from private sector (80,6%), having bachelor’s
and master’s degrees (31,8%) and working in the organization for 5 years or
more (36,7%).

Measures. According to the review of studies we constructed a scheme
including the antecedents and consequences of psychological empowerment
(Picture 1).
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Antecedents of employee‘s psychological Qutcomes of employee‘s
empowerment psychological empowerment

[ !

Social demographic
characteristics

mployee's
eve . . .
Working experience, education, sex, age,
possition in organization
Empowering leader behavior
1. Enhancing the meaninfulness of work
Manager's 2. Fostering participation in decision making
eve 3. Expressing confidence in high
performance
4. Providing autonomy Job satisfaction

Empowering leader behavior (general)

Demands at work Psichological empowerment Job performance
Work ’ *
charac- 1. Quantitative demands |
teristics 2.Tempo demands

evel 3. Emoctional demands
4. Cognitive demands

Demonstrating
effort

Structural empowerment

1. Opportunity

I 2. Information

Organiza- 3 Resources
tional leve 4 Support

Structural empowerment (general)

Type of an organization

Picture 1. Scheme of the main study

Psychological empowerment, defined as a state which includes the
experience of mastery (ability to do the job) and energy, which stimulates to do
the job (Thomas & Velthouse, 1990) was tested with Lithuanian Psychological
Empowerment Questionnaire (LPEQ). In preparation study we found out that
the questionnaire has high convergent and discriminant validity and internal
consistency. Principal component analysis (with Varimax rotation, Bartlet’s
test of sphericity p < 0,01, KMO = 0,921) supports the structure of five
subscales and high internal consistency of the questionnaire.

Questionnaire Cronbach’s alpha is high (0,941); Cronbach’s alphas for all
five the scales are also high: Meaning (0,889), Enthusiasm (0,933), Decision
Making (0,844), Autonomy (0,829) and Trust in Confidence (0,881) (see factor
score weights in Appendix 4, Table 4.2).
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Structural empowerment is defined as the organizational structures,
which determine the position and powers of an employee and measures which
are used to empower the employees more (Kanter, 1977; Laschinger et al.,
2009). We wused the questionnaire of structural empowerment by
H.K.S.Laschinger et al. (2001) and consisting of 12 statements and 4 scales
(Laschinger et al., 2009), which measure four dimensions of structural
empowerment: opportunity, information, resources and support. All four scales
constitute structural empowerment. Formulations of several statements were
specified and one additional statement was added in Lithuanian version of the
questionnaire (“How much additional resources are available for you to do the
job.”). Opportunity scale consists of 3 statements (e.g. “How much information
about the current situation of the organization is available to you now?”),
resources scale — of 4 statements (e.g. “How much temporary help is available
at work if you need it?”’). Statements were evaluated on a 5-point Likert scale,
from “none” to “many”. Original questionnaire Cronbach’s alpha is 0,89,
Cronbach’s alphas for the scales are also high: opportunity scale a = 0,81,
information scale o = 0,80, support scale o = 0,89, resources scale a = 0,84.
Cronbach’s alphas for the scales are 0,826, 0,898, 0,829, 0,794 respectively.

Questionnaire Cronbach’s alpha is 0,890.

Empowering leader behavior is defined as manager’s actions which
increase the psychological empowerment of an employee. (Ahearne et al.,
2005). They were measured by Empowering leadership behavior
questionnaire, published by M.Ahearne et al. (2005). The questionnaire
consists of 10 statements which form 4 scales. All scales correspond to one of
four dimensions of empowering leader behavior: enhancing the
meaningfulness of work (3 statements, e.g. “My manager helps me understand
the meaning of my work for the effectiveness of all the organization.”),
fostering participation in decision making (2 statements, e.g. “My manager
makes many decisions together with me.”), expressing confidence in high

performance (2 statements, e.g. “My manager believes that I can deal with
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difficult tasks.”), providing autonomy (3 statements, e.g. “My manager lets me
do my job in my own way.”). All four scales constitute the common meaning
of empowering leader behavior. One formulation was specified in Lithuanian
version of the questionnaire. All statements were evaluated on a 7-point Likert
scale from “totally disagree” to “totally agree”. Original questionnaire
Cronbach’s alpha is 0,88, Cronbach’s alphas for the scales are also high:
Enhancing the meaningfulness of work scale o = 0,76, Fostering participation
in decision making scale a = 0,92, Expressing confidence in high performance
scale a = 0,90, Providing autonomy scale o = 0,86. Cronbach’s alphas for the
scales are 0,940, 0,936, 0,921, 0,900 respectively. Questionnaire Cronbach’s
alpha is 0,948.

Demands at work — psychosocial work environment factors (Kristensen
et al., 2005) — were evaluated with four scales of Copenhagen Psychosocial
Questionnaire 1l (COPSOQ II). Following the recommendations of
T.S.Kristensen et al. (2005) we decided to use the original (not shortened)
scales of this questionnaire. All statements were evaluated on a 5-point Likert
scale from “never/almost never” to “always”. Quantitative demands scale
consists of 4 statements (e.g. “Your work load is distributed unevenly and,
therefore, accumulates™), tempo demands scale consists of 3 statements (e.g.
”You work at a fast pace all day/ shift.””), emotional demands scale consists of
4 statements (e.g. “I face emotionally difficult situations when working.”),
cognitive demands scale consists of 4 statements (e.g. “My work requires to
make tough decisions.”). Cronbach’s alphas for the scales of original
questionnaire are 0,82, 0,84, 0,87 and 0,74 respectively. Total Cronbach’s
alpha is not counted. Cronbach’s alphas for the scales in our study are 0,733,
0,893, 0,845 and 0,829 respectively.

Job satisfaction was measured with one statement (,,Overall 1 am
satisfied with my job.*). According to A.Furnham (2001), this is an adequate
method to measure total job satisfaction. In order to measure different

parameters of job satisfaction, e.g. salary satisfaction, more comprehensive
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questionnaires are used. The statement was evaluated on a 5-point Likert scale
from “totally disagree” to “totally agree”.

For measuring job performance (fulfillment of the tasks which are
formally ascribed to the employee) and demonstrating effort (fulfillment of
the tasks which are not formally ascribed to the employee) we used
performance scale and demonstrating effort scale by L.Lee & R.Donohue
(2012). The scales consist of 7 (e.g. “I achieve the goals of my job.”) and 2
statements (e.g. “I volunteer to do the tasks which formally are not my job”)
respectively. The formulations of three statements were specified in Lithuanian
version of the scales. Third statement was added to demonstrating effort scale
in order to encompass a wider range of situations when employees take
demonstrating efforts (,,1 volunteer to do additional tasks which are important
for the job of my colleagues.©). The statement was evaluated on a 5-point
Likert scale from “hardly” to “fully”. Cronbah’s alphas for the scales of
original scales are 0,90 and 0,89 respectively. Cronbach’s alphas for the scales
in our study are 0,925 and 0,909 respectively. After receiving authors’
permissions we translated the questionnaire to Lithuanian. The specialist fluent
in English and Lithuanian translated Lithuanian statements back to English.

Socio-demographic and organizational variables. In this study we
assessed the following socio-demographic and organizational variables:

- Sex

- Age (up to 29 years; 30-39 years; 40-49 years; more than 50 years).

- Education (secondary education, vocational education, college
education, bachelor’s degree, master’s degree, higher than master’s
degree).

- Position (specialist, manager).

- Work experience in particular organization (up to 6 months; 6-12
months; 1-2 years; 2-5 years; 5 and more years).

- Work experience in particular position (up to 6 months; 6-12 months; 1-

2 years; 2-5 years; 5 and more years).
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- Total work experience (up to 6 months; 6-12 months; 1-2 years; 2-5
years; 5-10 years; 10 and more years).

- Organization type (private sector; public sector).

Procedures. The main study, i.e. the questionnaire survey, was
conducted in 2013. The convenience sample was used - all working employees
could fill in the questionnaire. In most cases we arranged for questionnaire
survey with the managers in organizations, who were afterwards introduced to
generalized results, providing written and oral reports and recommendations on
how to present the results to the employees. Participation in the study was
voluntary and anonymity guaranteed. The following instruction was given in
the questionnaire: “(...) Think about your current work situations. If you work
in several organizations, think about the main one. For every question choose
an answer which is most applicable for you. Please, notice that the questions
have different number of possible answers (...)”. The respondents were also
asked to provide their demographic information (sex, age, town, position, work
experience, etc.). Most of the questionnaires were filled in online, part of the
respondents filled in paper versions. The average time spent for filling in the
questionnaire was 15 minutes.

Data analysis. In the main study data was analyzed with Statistical
Package for Social Science (SPSS 20) and Amos 21. The descriptive statistics
of the variables was provided including means (M) and standard deviations
(SD). For exploratory factor analysis we used SPSS Principal Component
Analysis with Varimax rotation. For confirmative factor analysis we used
Amos 21 program. Spearman correlation coefficients were used for measuring
the relationships between the variables. For comparing the group means we
used Student’s t-test, ANOVA and ANCOVA. Multiple linear regressions
were carried out to evaluate the interdependence between the variables. SPSS
program Modprobe 1.2 (Hayes & Matthes, 2009) was used for measuring the

interaction between the variables.
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Main results (second stage)
1. Psychological empowerment structure

Exploratory factor analysis (N=330) with Varimax rotation supported
the structure of five factors (Bartlet’s test of sphericity, p < 0,001, KMO =
0,855). In order to study the structure of psychological empowerment in more
detail we conducted the confirmatory maximum likelihood factor analysis. The
structure of five psychological empowerment dimensions constituting one
latent psychological empowerment factor was checked. The model (Picture 2)
which was modified according to modification indices explains the data well
(2 = 218,562 (df = 79, p < 0,001); RMSEA = 0,073; CFI = 0,964; NFI =
0,945).
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Explanations:

The measured variables are rectangular and the latent variables are
oval.

Meaning, Enthusiasm, Decision Making, Autonomy and
Competence are certain psychological empowerment dimensions
(meaning, enthusiasm, decision making, autonomy and confidence
In competence).

PIKL1-15 - the statements of Lithuanian Psychological
empowerment questionnaire (measured variables).

x1-x15 — measurement error variables of particular LPEQ
statements

Two-way arrows with numbers show correlations and their
strength (p<0,001).

One-way arrows with numbers show standardized regression
coefficients (p<0,001).

Numbers above measured variables indicate dispersion explained
by latent variable.

Picture 2. Psychological empowerment model

Therefore, exploratory and confirmatory analyses support the five factor
structure of psychological empowerment. Psychological empowerment
consists of five interrelated dimensions: meaning, enthusiasm, decision

making, autonomy and confidence in competence.

2. Psychological empowerment antecedents

Employee and organizational characteristics. There was no significant
difference between the levels of psychological empowerment of males
(M=4,448, SD=1,20) and females (M=4,515, SD=0,79). In other words, men
and women feel similarly psychologically empowered. There are no
statistically significant differences of psychological empowerment levels in the
groups of different age or work experience either.

However, the levels psychological empowerment differs between less and
more educated: those who have lower than bachelor’s degree feel least
psychologically empowered (M=3,993, SD=1,47) whereas there were no

significant differences between those who have bachelor’s (M=4,533,
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SD=0,82) and master’s (M=4,729, SD=0,71) degrees. Furthermore, the levels
of psychological empowerment of employees working in different sectors also
differ: employees working in non-governmental sector feel more
psychologically empowered (M=5,205, SD=0,43) than the employees in
private (M=4,460, SD=1,05) or public sector (M=4,395, SD=0,70). In private
and public sector employees feel similarly psychologically empowered. There
are statistically significant differences between psychological empowerment
levels of specialists (M=4,34, SD=0,98) and managers (M=4,87, SD=0,94,
p<0,001), i.e. managers feel more psychologically empowered than specialists.
Further analysis revealed that the differences of psychological
empowerment levels are determined by the position of the respondents. There
is a statistically positive relationship between the position of the respondents
and their education (Spearman correlation coefficient 0,133, p = 0,028), i.e. the
higher the education, the higher the position. Therefore we assume that the
higher psychological empowerment of more educated people is related to the
fact that there are more of them who are in leading positions. Comparing
psychological empowerment levels in different organizations we only found
out statistically significant differences in non-governmental sector. There were
also no differences in different types of organizations in regard to the position
of the employee (F (2) = 1,032, p = 0,576), i.e. specialists feel less
psychologically empowered than the managers regardless of where they work.
Structural empowerment, empowering leader behavior and demands
at work. In order to find out what are the dimensions of empowering leader
behavior and structural empowerment and what demands at work predicts the
psychological empowerment of employees and different dimensions of it we
carried out multiple linear regression analyses. The generalized results are
presented in Picture 3. We can see in Picture 3 that different psychological
empowerment dimensions are predicted by different antecedents. Socio-
demographic variables (education and position), structural empowerment,
empowering leader behavior and demands at work explains 68,2% of

psychological empowerment data dispersion. 72,0% of psychological
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empowerment data dispersion is explained when the model includes the
dimensions of structural empowerment and empowering leader behavior. The
psychological empowerment of employee is best predicted by the dimensions
of structural empowerment opportunities and information, empowering leader
expressing confidence in high performance and providing autonomy and

cognitive demands at work.
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3 pav. Generalized results of antecedents of psychological empowerment
and its dimensions

Interactions between structural empowerment, empowering leader

behavior and demands at work in predicting psychological empowerment.
Empowering leader behavior is considered to be the central antecedent of
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psychological empowerment, whereas structural empowerment and demands at
work — antecedents creating context, i.e. conditions which can strengthen or
weaken the relationships between empowering leader behavior and employee
psychological empowerment. In order to analyze the significance of these
conditions we carried out moderation analyzes (Bennet, 2000). Firstly, we
conducted moderation analyses in order to analyze the interaction between
structural empowerment and empowering leader behavior and their dimensions
in predicting psychological empowerment. Secondly, we conducted moderation
analyses in order to analyze the interaction between the empowering leader
behavior and demands at work in predicting psychological empowerment. The

generalized results are presented in Picture 4.

We can see in Picture 4 that the empowering behavior of the direct
leader better predicts employees’ psychological empowerment when the
structural empowerment (and separate dimensions of it: opportunities,
information, support, resources) are lower. This means that the empowering
behavior of the direct leader better predicts employees’ psychological
empowerment when the conditions of structural empowerment are insufficient.
The results also show that the empowering behavior of the direct leader better
predicts employees’ psychological empowerment when the cognitive,
emotional and tempo demands are lower. The interaction between the
qualitative demands and empowering leader behavior is not statistically

significant.
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Structural empowerment (B=-0,1030"*%)
Opportunity (B=-0,0892"%)
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Cognitive demands (B=-0,0986)

4 pav. Generalized results of the interactions between the antecedents of
psychological empowerment

3. The psychological empowerment role for job satisfaction and job-
related behavior

Employee psychological empowerment was studied a) considering that
it predicts job satisfaction, job performance and demonstrating effort; b) as a
mediator between empowering leader behavior, structural empowerment and
demands at work on one side and job satisfaction, job performance and
demonstrating effort on the other side; c) as a moderator to the relationship
between empowering leader behavior, structural empowerment and demands at
work on one side and job satisfaction, job performance and demonstrating
effort on the other side. The scheme of psychological empowerment role for
job satisfaction, job performance and demonstrating effort at work is presented

in Picture 5.
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2. Pgychological empowemment role as mediator

1. Psychological empowerment role as prognostic variable
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3. Psychological empowerment role as
moderator

Picture 5. The scheme of psychological empowerment role for job

satisfaction, job performance and demonstrating effort

Psychological empowerment as a prognostic variable. Multiple linear
regression analyses (with job satisfaction, job performance and demonstrating
effort) were carried out in order to answer whether psychological
empowerment is a prognostic variable. The results show that psychological
empowerment is significant prognostic variable which together with socio-
demographic variables, structural empowerment, empowering leader behavior
and demands at work explains 65,1% og job satisfaction, 58,9% of job
performance and 41,1% of demonstrating effort at work data dispersion.

Psychological empowerment as a mediator. We constructed a
common model of psychological empowerment antecedents and consequences
including significant relationships between empowering leader behavior,
structural empowerment, cognitive, qualitative, tempo demands, psychological
empowerment, job satisfaction, job performance and demonstrating effort at
work (parameters of appropriateness of the model: > = 75,835 (df = 36,
p<0,001); RMSEA = 0,041; CFI = 0,987; NFI = 0,975). This model is
presented in Picture 6. It reveals the role of psychological empowerment as a

full and partial mediator. Psychological empowerment is a partial mediator of
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the relationship between empowering leader behavior, structural
empowerment, cognitive demands at work and job satisfaction; psychological
empowerment is a full mediator of the relationship between empowering leader
behavior, structural empowerment, cognitive demands at work and job
performance. Psychological empowerment is a partial mediator of the
relationship between empowering leader behavior, cognitive demands at work
and demonstrating effort; psychological empowerment is a full mediator of the
relationship between structural empowerment and demonstrating effort at

work.
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Explanations:

The measured variables are rectangular and the latent variables are oval.

x1-x[...] — measurement error variables

Two-way arrows with numbers show correlations and their strength (p<0,001, except
the correlation between the quantitative demands at work and cognitive demands at
work, where p=0,355).

One-way arrows with numbers show standardized regression coefficients (p<0,001).
Numbers above measured variables indicate dispersion explained by latent variable.
Translation (from top-left):

empowering leader behavior, psychological empowerment, job satisfaction, structural
empowerment, job performance, cognitive demands, quantitative demands, tempo at
work, demonstrating effort.

Picture 6. Model of psychological empowerment antecedents and

consequences

Psychological empowerment as a moderator. Psychological
empowerment moderates the relationship between structural empowerment and
its dimensions, empowering leader behavior and its dimensions, demands at
work and its dimensions on one end and job performance on the other. The
results show that these factors are related to better performance only when the
employee is in a state of low psychological empowerment.. In the cases of high
job satisfaction and demonstrating effort at work the role of psychological

empowerment as moderator was not found.
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Picture 7. Psychological empowerment as a moderator
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4. Psychological empowerment in the groups of specialists and managers

Antecedents. Multiple linear regression analyses we carried out for the
groups of specialists (n=241) and managers (n=89). In the group of specialists
there were the same tendencies found as in the overall group: specialists’
psychological empowerment is predicted by opportunities and information
dimensions of structural empowerment (B = 0,226 and 0,203 respectively,
p<0,001) dimensions of empowering leader expressing confidence and
providing autonomy (B = 0,272 and 0,222 respectively, p<0,01) and cognitive
demands at work (B = 0,143, p<0,05). In the group of specialists these
antecedents explain 70,1% of psychological empowerment data dispersion.
Managers’ psychological empowerment is also predicted by opportunities (f =
0,330, p<0,01), i.e. the managers have the opportunity to do a challenging
work when they have to use the competencies they have and gain new ones.
However none of the others: information, trust, autonomy, demands at work
predicts managers’ psychological empowerment. Support is an additional
dimension of structural empowerment that predicts the managers’
psychological empowerment (B = 0,256, p<0,05), i.e. the manager feels more
empowered when he has many opportunities for support such as feedback on
what he has done well and what needs to be developed and advice on how to
solve the problems. Opportunities and support explains 75,3% of psychological

empowerment data dispersion.

Outcomes. The results of this study show that the psychological
empowerment predicts job satisfaction, job performance and demonstrating
effort both for specialists and managers (intervals of standardized regression
coefficients are from 0,457 to 0,635 (p<0,001). In other words, specialists and
managers, who feel more psychologically empowered are more satisfied with

their job, perform better and are more demonstrating effort at work.
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CONCLUSIONS

1. There are five dimensions of employee’s psychological empowerment
(meaning, enthusiasm, decision making, autonomy and confidence in
competence), which forms the state of psychological empowerment.
Lithuanian Psychological Empowerment Questionnaire (LPEQ) was
constructed for measuring the psychological empowerment. The
psychometric properties of the questionnaire meet all necessary
psychometric requirements.

2. Specialists feel less empowered than managers. In our study sample
psychological empowerment is independent from employee’s sex, age or
work experience. The differences found between different types of
organizations and levels of education are probably determined by
organizational positions of the employees.

3. Employee’s higher psychological empowerment is related with leadership
factors (trust in employee’s ability to deal with difficulties; providing
autonomy to decide how to work), organizational characteristics
(opportunity to do the challenging work, for which employee needs to use
all his knowledge and gain more; accessibility of the information about the
situation and goals of the organization) and cognitive characteristics of
work (necessity to make complex decisions paying attention to a lot of
things and suggest new ideas) and the interaction between these two
factors:

e when the organizational factors are not empowering (when there are
no opportunities to do the challenging work, gain new competencies,
when there is a lack of information about the goals and situation of
the organization, lack of resources or support), then the empowering
leader behavior (fostering participation in decision making,
expressing confidence in high performance, providing autonomy)
becomes very important for employees’ psychological empowerment

and can partly compensate poor conditions on organizational level.
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when the work does not require to make complex decisions and
suggest new ideas, when there are no emotionally difficult situations
and employees do not need to work in a fast pace, then empowering
leader behavior becomes very important for employees’
psychological empowerment and can partly compensate poor

conditions on work characteristics level.

4. Psychological empowerment plays a prognostic role for job satisfaction and

job-related behavior and both mediator and moderator role for the

relationship between structural empowerment, empowering leader behavior

and demands at work on one end and job satisfaction and job behavior on

the other end:

Psychological empowerment predicts job satisfaction, job
performance and demonstrating effort at work: employees, who feel
more psychologically empowered are more satisfied with their work,
demonstrate more effort and perform better.

Psychological empowerment is a full mediator, through which
empowering leader behavior, structural empowerment and cognitive
demands at work are related to job performance; and structural
empowerment is related to demonstrating effort. Psychological
empowerment is a partial mediator, through which empowering leader
behavior, structural empowerment and cognitive demands at work are
partly related to job satisfaction; and empowering leader behavior and
cognitive demands at work are related to demonstrating effort at
work.

Psychological empowerment is important for the relationship between
job performance and empowering leader behavior, organizational
empowerment, demands at work (cognitive, emotional and tempo
requirements). These factors are related to better performance only

then, when the employee is in a state of low empowerment.

5. The antecedents of specialists’ and managers’ psychological empowerment

are different: higher psychological empowerment of the specialists is
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related to more information available, more opportunities to decide on their
own how to do the job, more situations when they have to make tough
decisions paying attention to many things.

. Higher psychological empowerment of the managers is related to support -
feedback about manager’s performance on what he/she has done well and
what needs to be developed and specific advice on how to solve the
problems. The opportunity to do the challenging work and gain new
knowledge is important in order to strengthen psychological empowerment

of both managers and specialists.
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REZIUME
IVADAS

Darbo aktualumas. Pastaraisiais deSimtmeciais organizacijos kinta itin
sparCiai. Organizacinés struktiiros tampa vis ploksStesnés, rySki matriciniy
struktiiry tendencija, kuomet darbuotojas tampa atskaitingas keliems
vadovams. Tokiomis salygomis itin svarbu, kad darbuotojai patys
savarankiskai priimty reikiamus operatyvinés veiklos sprendimus, patys
spresty jy atsakomybés ribose kylancias problemas, sitilyty veiklos tobulinimo
iniciatyvas ir noriai prisidéty jas realizuojant (Spreitzer, 1995). Tyréjus §i sritis
nuo XX a. pabaigos domina i$ jgalinimo darbe (angl. workplace empowerment)
perspektyvos: kokiy galiy ir kokiomis priemonémis organizacijos suteikia savo
darbuotojams, kaip galiy suteikimas susijes su darbuotojy nuostatomis, elgesiu
ir veiklos efektyvumu.

Viena i§ jgalinimo darbe tyrimy kryp¢iy — psichologinio jgalinimo
tyrimy kryptis — sistemingai pradéta vystyti XX a. devintojo deSimtmecio
pradzioje (Conger ir Kanungo, 1988; Thomas ir Velthouse, 1990; Spreitzer,
1995, 1996; Spreitzer ir kt., 1997). Psichologinio jgalinimo sritis yra gana
mazai iStirta (Wagner ir kt., 2010; Zhang ir Bartol, 2010). Viena galimy
priezasCiy — gausybé psichologiniam jgalinimui giminingy konstrukty
(pavyzdziui, vidiné motyvacija, jsitraukimas), sulaukiantys daugiau tyréjy
démesio nei psichologinio jgalinimo sritis (pavyzdziui, EAWOP' 2013-yjy
mety kongrese pristatyta daugiau darbuotojy jsitraukimo tyrimy nei
psichologinio jgalinimo tyrimy).

Psichologinis jgalinimas yra svarbus reiskinys organizacijose. [vairiy
Saliy autoriy pateikiami duomenys liudija, kad psichologinis jgalinimas susij¢s
su teigiamomis darbuotojy nuostatomis ir darbiniu elgesiu. Pavyzdziui,
darbuotojai, kurie jauciasi stipriai psichologiskai jgalinti, geriau atlieka jiems
priskirtas uzduotis (Spreitzer, 1995; Quinn ir Spreitzer, 1997; Barrutia ir kt.,
2009), jy pasitenkinimas darbu didesnis (Laschinger ir kt., 2004).

! EAWOP — Europos darbo ir organizacinés psichologijos asociacija (ang. European Association of
Work and Organizational Psychology).
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Gilinantis ] psichologinio jgalinimo sritj, kyla trys esminiai klausimai, j
kuriuos atsakymai néra akivaizdiis: pirma, kas yra biidinga darbuotojo
psichologinio jgalinimo busenai; antra, kokioms sglygoms esant darbuotojai
tampa stipriai psichologiSkai jgalinti; trecCia, kokj vaidmenj psichologinis
1galinimas atlieka darbuotojy nuostatoms ir darbinei elgsenai.

I8Stkiy kelia tai, kad néra vieningo sutarimo, kaip apibrézti psichologinio
jgalinimo reiSkinj. PavyzdZziui, kai kurie autoriai (Kanter, 1977) teigia, kad
»lgalinti yra tolygu darbuotojui suteikti galiy ar jgaliojimy. Kiti autoriai
jgalinimg apibrézia kaip tam tikra viding darbuotojo busena, kuri tik i§ dalies
kyla dél suteikty galiy ar jgaliojimy (Spreitzer, 1995; Menon, 2001; Laschinger
ir kt., 2004) ar kaip procesa, kurio iSdava — tokia darbuotojo biisena (Thomas ir
Velthouse, 1990). S. T. Menono (2001) teigimu, vieningo sutarimo nebuvimas
jgalinimas* vadina skirtingus dalykus. Po kelis deSimtmecius trukusiy
moksliniy diskusijy jsivyrauja nuomoné, kad nepakanka organizacijose
egzistuojanciy struktiry ir priemoniy, suteikian¢iy papildomy galiy
darbuotojams (Laschinger ir kt., 2004). Svarbus darbuotojo vidinis jam
suteikiamy galiy patyrimas — psichologinio jgalinimo biisena, taciau iki $iol
néra vieningo psichologinio jgalinimo apibrézimo (Thomas ir Velthouse, 1990;
Spreizer, 1995; Argyris, 1998; Menon, 2001; Wagner ir kt., 2010). Sutariama,
kad psichologinis jgalinimas yra daugiadimensé biisena, taciau $ig sritj tiriantys
autoriai neturi vieningo pozitrio dél psichologinio jgalinimo struktiiros —
ISskiriamos skirtingos psichologinio jgalinimo dimensijos (Spreitzer, 1995;
Menon, 2001). S.T.Menonas (2001) pabrézia, kad skirtingy pozitriy j
psichologinio jgalinimo struktiirg egzistavimas yra reikSmingas Sios tyrimy
srities privalumas, leidZziantis geriau pazinti tiriamg reiSkinj skirtinguose
socialiniuose, ekonominiuose, kultdriniuose kontekstuose. Siame darbe
gilinamasi ] psichologinj jgalinimg kaip biseng, apimancig meistrystes
(sugebéjimo atlikti darbus) ir energijos, skatinanc¢ios atlikti darbus, patyrima.
Siai biisenai vertinti sudarytas lietuviskas psichologinio jgalinimo klausimynas

(PIKL).
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Svarbu testi autoriy pradétus darbus ir toliau tirti psichologinio jgalinimo
prielaidas — sglygas, kurioms esant darbuotojai patiria psichologinio jgalinimo
buseng. Tyréjai sutaria, kad reikSminga psichologinio jgalinimo prielaida yra
struktiirinis jgalinimas, t.y. jgalinantys organizacijos lygmens veiksniai
(Laschinger ir kt.,, 2004), o pastaraisiais metais rySkéja tendencija
psichologinio jgalinimo prielaidy lygmenyje tirti tiesioginio vadovo elgesi,
traktuojant jj kaip centring darbuotojy psichologinio jgalinimo prielaida
(pavyzdziui, Zhang ir Bartol, 2010). Visgi truksta tyrimy, kuriuose skirtingos
psichologinio jgalinimo prielaidos buty analizuojamos kartu, kaip sistema,
atsizvelgiant | prielaidy kompleksiSkumg ir jy tarpusavio saveika. Pavyzdziui,
kaip esant skirtingam jgalinimui organizacijos lygmeniu keic¢iasi jgalinancio
vadovo elgesio ir psichologinio jgalinimo sasajos? Kaip vadovavimo ir
psichologinio jgalinimo sgsajos keiciasi, priklausomai nuo darbo ypatumy? Be
to, tyréjai kelia klausimus, kaip psichologinis jgalinimas susijes su darbuotojy
socialinémis demografinémis ir organizacijy charakteristikomis: lytimi,
amziumi, iSsilavinimu, padétimi organizacijoje, organizacijos veiklos
sektoriumi ir kitomis charakteristikomis. Tyrimai daugeliu atvejy nepateikia
vienareikSmiy atsakymy (pavyzdziui, Harley, 1999; Sharma ir Kaur, 2011,
Hamid ir kt., 2012).

Mazai iStirtas psichologinio jgalinimo veikimo ,,mechanizmas®: kaip
darbuotojai patiria minétus teigiamus psichologinio jgalinimo padarinius ir
kok; vaidmenj c¢ia atlieka psichologinis jgalinimas? Tyrimuose daZnai
apsiribojama tiesioginiy rySiy nustatymu (Wagner ir kt., 2010), nors esama
jrodymy, kad psichologinio jgalinimo vaidmuo yra sudétingesnis, apimantis
tarpinio kintamojo bei sgveikos kintamojo vaidmenis (Hochwalder, 2007).

Svarbu kalbéti apie specialisty ir vadovy psichologinio jgalinimo
panasumus ir skirtumus. [vairiy autoriy darbai skatina kelti prielaida, kad
vadovy psichologinis jgalinimas, jo prielaidos turéty skirtis nuo specialisty
(Raven, 1990). Geriau suprasti vadovy psichologinio jgalinimo ypatumus yra
svarbu, turint omenyje pagrindinius vadovo vaidmenis S$iuolaikinéje

organizacijoje: biiti poky¢iy realizavimo varomgja jéga ir uztikrinti sklandzig
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organizacijos veiklag (Furnham, 2001). Tyrimy, kuriuose buty gilinamasi i
specialisty ir vadovy psichologinio jgalinimo prielaidy ir padariniy ypatumus,

itin truksta.

Tyrimo tikslas — istirti psichologinio darbuotojy jgalinimo struktiirg, jo

prielaidas ir vaidmenj darbuotojy pasitenkinimui darbu ir darbinei elgsenai.

Tyrimo uzdaviniai:

- Nustatyti psichologinio jgalinimo reiskinio struktiirg.

- Istirti darbuotojy psichologinio jgalinimo prielaidas — organizacijos
lygmens, vadovavimo, darbo ir darbuotojo charakteristikas.

- Istirti psichologinio jgalinimo vaidmenj darbuotojy pasitenkinimui
darbu ir darbinei elgsenai (darbo atlikimui ir iniciatyvumui darbe).

- ApraSyti psichologinio jgalinimo ypatumus vadovy ir specialisty
grupese.

Mokslinis naujumas. Psichologinio darbuotojy jgalinimo moksliné
problema Lietuvoje dar labai mazai tyrin¢jama, ir viena priezas¢iy gali buti ta,
kad iki Siol nebuvo Lietuvos organizacijoms pritaikyto tyrimo instrumento.
Lietuvoje §is darbas yra vienas pirmyjy psichologinio jgalinimo srities tyrimy.
Darbe integruotos tiek uZzsienio autoriy, tiek Lietuvoje sudarytos psichologinio
igalinimo metodikos. Nagrinéjamos psichologinio jgalinimo prielaidos ir
padariniai vertinami remiantis uZsienio autoriy koncepcijomis ir parengtais
tyrimo instrumentais. Tuo tarpu psichologiniam jgalinimui vertinti,
atsizvelgiant | socialinius, ekonominius, Kkultiirinius ypatumus, sukurtas
liectuviskas psichologinio jgalinimo klausimynas. Jis atitinka psichometrinéms
tokiy metodiky charakteristikoms keliamus reikalavimus ir yra tinkamas
naudoti tolesniuose tyrimuose psichologinio jgalinimo reiskiniui tirti.
psichologinio jgalinimo struktiira? Su kuo susijusi darbuotojo patiriama stipri
psichologinio jgalinimo biisena — koki vaidmenj ¢ia atlieka vadovas,

organizacijos lygmens veiksniai, darbo charakteristikos, darbuotojo
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charakteristikos? Kokj vaidmenj darbuotojy psichologinis jgalinimas atlicka

pasitenkinimui darbu, darbo atlikimui ir iniciatyvumui darbe? Kuo ypatingas

specialisty ir vadovy psichologinis jgalinimas?

Praktiné verté. Darbe nagrinéjamos psichologinio jgalinimo prielaidos
suteikia informacijos vadovams ir personalo valdymo specialistams, kaip
padidinti  darbuotojy psichologin; jgalinimg. Tai svarbu organizacijy
praktikams, nes psichologinj jgalinima patiriantys darbuotojai rodo daugiau
iniciatyvos ir prisiima daugiau atsakomybés uz savo veiksmus (Quinn ir
Spreitzer, 1997). Darbe pateikiami jrodymai, kad psichologinis jgalinimas
susijes su teigiamais padariniais organizacijose — darbuotojy pasitenkinimu
darbu, darbo atlikimu ir iniciatyvumu. Tai rodo psichologinj jgalinimg
skatinan¢iy organizacijos ir vadovy veiksmy svarbg.

Darbe palyginami specialisty ir vadovy psichologinio jgalinimo
ypatumai, pateikiama jzvalgy, kaip didinti Siy pareigy grupiy psichologinj
jgalinima.

Ginamieji teiginiali

5. Darbuotojo psichologinio jgalinimo biiseng charakterizuoja penkios
dimensijos: prasmé, entuziazmas, sprendimy priémimas, autonomija ir
pasitikéjimas kompetencija.

6. Svarbiausi darbuotojo psichologinj jgalinimg prognozuojantys veiksniai yra
jgalinantis  tiesioginio vadovo elgesys (pasitik¢jimas pavaldinio
galimybémis susidoroti su sunkumais; laisvés suteikimas pa¢iam nuspresti,
kaip dirbti), organizacijos lygmens veiksniai (galimybés dirbti issukius
keliant] darba, kur tenka panaudoti visas turimas zinias ir jgyti naujy;
informacijos apie organizacijos situacija, tikslus prieinamumas) ir
kognityviniai darbo reikalavimai (biitinybé priimti sudétingus sprendimus,
kreipiant démesj j daugelj dalyky, sitlyti naujas idéjas).

7. Darbuotojai, kurie jauciasi labiau psichologiskai jgalinti, yra labiau

patenkinti darbu, rodo daugiau iniciatyvos, jy darbo atlikimas yra geresnis.
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8. Ir specialistai, ir vadovai jauciasi labiau psichologiSkai jgalinti, jei dirba
iSsukius keliant] darbg, kur tenka panaudoti visas turimas Zinias ir jgyti

naujy.

METODIKA

Tyrimas buvo atliktas dviem etapais. Pirmasis etapas buvo skirtas
psichologinio jgalinimo reiSkinio struktiirai iStirti ir psichologinio jgalinimo
tyrimo metodui sudaryti. Antrasis etapas buvo pagrindinis tyrimas, skirtas
jvertinti psichologinio jgalinimo prielaidas ir vaidmenj organizacijose bei

specialisty ir vadovy psichologinio jgalinimo ypatumus.

Pirmasis tyrimo etapas

Tyrimo dalyviai. Lietuvisko psichologinio jgalinimo klausimynas
(PIKL) buvo sudaromas dviem etapais: pirmiausia buvo atlikti grupiniai
interviu, tuomet — anketiné apklausa. Grupiniuose interviu dalyvavo 11
organizacinés psichologijos magistrantiros studenty (1 grupé) ir trys
mokslininkai, turintys socialiniy moksly daktaro laipsnj ir dirbantys
organizacinés psichologijos srityje (2 grupé). Ekspertinius vertinimus pateiké
du organizacinés psichologijos magistro laipsnj turintys organizacijy tyrimy
srityje dirbantys praktikai. Anketinéje apklausoje dalyvavo 189 darbuotojai ir
jvairly grandziy vadovai 1§ 8 Lietuvoje veikianCiy organizacijy. Buvo
kvie¢iamos dalyvauti jvairiy sektoriy (privataus, valstybinio, nevyriausybinio)
organizacijos. Respondenty pasiskirstymas pagal lytj — 58 % vyrai ir 42 %
moterys. Dominavo priva¢iame sektoriuje dirbantys (85,2 %), bakalauro
(39 %) ir magistro (35 %) issilavinimg turintys, 5 m. ir daugiau darbo staza toje
organizacijoje sukaupe (44 %), iki 29 mety amziaus (49 %) respondentai, kuriy

bendras amziaus vidurkis 32,6 m.

Vertinimo priemonés

Lietuviskas psichologinio jgalinimo klausimyno (PIKL) sudarymas.
Sudarant klausimyng buvo remiamasi S. T. Menono (2001) rekomenduojamais

skaliy kiirimo etapais.
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Teiginiy sqraso parengimas vyko dviejose grupése grupinio, pusiau
struktiiruoto interviu metodu. Abiejose grupése buvo pateikiamas pradinis
psichologinio jgalinimo apibiidinimas ir praSoma jvardyti, kokiais teiginiais
galima apibiidinti taip apibréziamg psichologinj jgalinimg. Véliau buvo
prasoma jvaryti, Kokie teiginiai apibtdina hipotetinj konstruktg, prieSinga
psichologiniam jgalinimui. Taip buvo parengtas pradinis 29 teiginiy sarasas.

Eksperty vertinimas. Teiginiy sarasas buvo pateiktas ekspertams
jvertinti. Eksperty buvo praSoma jvertinti kiekvieng teiginj, kiek jis atitinka
psichologinio jgalinimo apibtudinimg, paSalinti arba apjungti panaSius,
besikartojancius teiginius. Taip sgraSas buvo sutrumpintas iki 15 teiginiy.
Taikyti tokie pagrindiniai teiginiy atrankos Kriterijai: a) teiginiai neturi
dubliuotis; b) jie turi atspindéti psichologinio jgalinimo biiseng, o ne priclaidas
ar pasekmes.

Ekspertai buvo papraSyti sugrupuoti teiginius ] prasmines grupes,
1§skirtos 5 teiginiy grupés, joms suteikti pavadinimai, atsizvelgiant ] jas
sudarancius teiginius. Teiginiy grupés, kiekviena sudaryta i§ trijy teiginiy,
pavadintos ,,prasmé*“ (PJKL teiginio pavyzdys: ,,Mano darbas man atrodo
prasmingas®), ,entuziazmas®“ (,,AS entuziastingai atlicku savo darbg®),
»sprendimy priémimas® (,,Kai reikia, a$§ galiu priimti sprendimus darbe®),
,autonomija“ (,,AS galiu pats koreguoti, kaip atlicku savo darbg®),
,pasitikéjimas kompetencija®“ (,,AS esu kompetentingas tinkamai atlikti savo
darbg®).

Teiginiy formuluotes papildomai perzitréjo trys jvairiy organizacijy
vadovai, penki dirbantys specialistai ir keturi magistro laipsnj turintys
organizacijose dirbantys psichologai. Buvo pakoreguotos kelios dviprasmiskos
teiginiy formuluotés ir sudarytas pradinis 15 teiginiy sarasas.

Remiantis S. T. Menono (2001) rekomendacijomis, atsakymams zZyméti
buvo pasirinkta lyginé SeSiy rangy skalé, taip iSvengiant ,,patogiy“ vidutiniy
atsakymy. Instrukcijoje respondentams buvo nurodyta: ,.SeSiy baly skaléje

jvertinkite, kiek sutinkate su kiekvienu i§ Zemiau esanciy teiginiy®“. Vertinimo
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skalés rangai — nuo 1 balo (,,visiS8kai nesutinku®) iki 6 baly — ,visiSkai

sutinku.

PIKL  psichometrinéms  charakteristikoms  jvertinti, laikantis
S. T.Menono (2001) rekomendacijy, buvo naudojamas kito autoriaus
psichologinio jgalinimo klausimynas, taip pat pasirinkti kiti kintamieji, kurie,
kaip rodo tyrimy analizé, su psichologiniu jgalinimu turéty buti susije
neigiamais rysSiais (suvoktas bejégiSkumas) arba teigiamais rySiais (vidiné

motyvacija).

G. M. Spreitzer (1995) psichologinio jgalinimo klausimynas (P]K)
daugelyje Sios srities tyrimy yra bene daZniausiai naudojama metodika.
Psichologinis jgalinimas autorés apibréziamas kaip darbuotojo biisena, kurig
sudaro keturios dimensijos: prasmé, kompetecija, autonomija ir poveikis.
Metodikg sudaro 12 teiginiy, kuriais vertinamos Visos keturios dimensijos:
prasmé (teiginio pavyzdys: ,Darbas, kurj dirbu, man yra svarbus®),
kompetencija (teiginio pavyzdys: ,,AS esu uztikrintas savo gebéjimais atlikti
savo darbg™), autonomija (teiginio pavyzdys: ,,AS galiu savarankiskai spresti,
kaip dirbti savo darbg®) ir poveikis (teiginio pavyzdys: ,,Turiu daug jtakos tam,
kas vyksta miisy skyriuje / departamente®). Gavus autorés leidimg, teiginiai
buvo iSversti ] lietuviy kalbg. Lietuviy ir angly kalbomis laisvai kalbantis
specialistas atliko lietuviSky teiginiy vertimg atgal ] angly kalbg. Buvo
patikslintos kelios formuluotés lietuviskame klausimyno variante. Teiginiai
vertinami 7 rangy skale, nuo ,visiSkai nesutinku® iki ,,visiSkai sutinku®.
Bendras autorés pateikiamas klausimyno Cronbacho o = 0,72, kity autoriy
tyrimuose nurodomas ir didesnis (pavyzdziui, A. M. Sparks (2011) nurodo
Cronbacho o = 0,89), atskiry skaliy Cronbacho a nurodoma intervale nuo 0,71
iki 0,92 (Wagner ir kt., 2010). Parengiamojo tyrimo imtyje atlikta tirian¢ioji
(principiniy komponenc¢iy su Varimax pasukimu) faktoriy analizé patvirtino
keturiy faktoriy struktiirg (Bartlet sferiSkumo kriterijaus p < 0,001, KMO =
0,831).
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Suvoktas bejégiSkumas buvo matuojamas B. E. Ashfortho (1990)
bejégiSkumo skale. Suvoktas bejégiSkumas apibtidinamas kaip asmens
patiriama bisena, kai jis jsitikings, kad veiklos rezultatai darbe nepriklauso nuo
jo elgesio (Ashforth, 1990). Bejégiskumas, anot autoriy (Spreitzer, 1995; Lee ir
Koh, 2001; Zhang ir Bartol, 2010), yra reiskinys, prieSingas psichologiniam
jgalinimui. Gavus autoriaus sutikimg, visi 6 skalés teiginiai, buvo iSversti |
lietuviy kalbg (teiginio pavyzdys: ,,Kad ir kg bedaryc¢iau, panasu, kad niekas
neatneSa rezultato®). Anketoje respondentams prie§ skale buvo pateikta
instrukcija: ,,Sie klausimai yra apie tai, kiek jaudiatés kontroliuojantys savo
darbg. Ivertinkite, kiek sutinkate su kiekvienu i§ Zemiau esanciy teiginiy 7
rangy skale, nuo visiSkai nesutinku iki visiskai sutinku“. Bendras autoriaus
pateikiamas skalés Cronbacho o = 0,89. Parengiamojo tyrimo imtyje atlikta
tirian¢ioji (principiniy komponenc¢iy su Varimax pasukimu) faktoriy analizé
patvirtino vieno faktoriaus struktiirg (Bartlet sferiSkumo kriterijaus p < 0,001,
KMO = 0,720).

Vidiné motyvacija buvo matuojama naudojant P. Warro ir kolegy
(1979) skalg, publikuojamg A. Furnhamo (2001). Vidiné motyvacija
apibréziama kaip darbuotojo biisena, kuomet jis patiria stimulg veikti ne dél
1Sorinio atlygio, o d¢l pacios veiklos, jos iJdomumo ir teikiamo pasitenkinimo
(Deci, 1972). Kaip minéta, vidinés motyvacijos bilisena néra tapati
psichologinio jgalinimo biisenai, taciau jos turéty bati susijusios. A. Furnhamas
(2001) sig skale apibudina kaip trumpag ir paprastag vidinés darbuotojy
motyvacijos vertinimo klausimyng. Gavus sutikimg, visi SeSi Sios skalés
teiginiai buvo iSversti | lietuviy kalbg (teiginio pavyzdys: ,,AS mégstu apzvelgti
dienos darbus su jausmu, kad gerai juos atlikau™). Atsakymai vertinami 7
rangy skale nuo ,visiSkai nesutinku® iki ,,visiSkai sutinku®. Parengiamojo
tyrimo imtyje atlikta tiriancioji (principiniy komponenciy su Varimax
pasukimu) faktoriy analizé patvirtino vieno faktoriaus struktirg (Bartlet
sferiskumo kriterijaus p < 0,001, KMO = 0,745). Parengiamojo tyrimo imtyje
gauti skaliy Cronbach a pateikiami 1 lenteléje, visi metodai pasizymi aukstu

patikimumu.
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Socialiniy demografiniy ir organizaciniy kintamyjy vertinimas.
Tyrime vertinti tokie sociodemografiniai kintamieji ir organizacijas
apibudinantys kintamieji:

- Lytis.

- Amzius (iki 29 m.; 30-39 m.; 40-49 m.; 50 m. ir daugiau).

- ISsilavinimas (vidurinis i$silavinimas, profesiné kvalifikacija, nebaigtas
aukstesnysis (dabar — aukStasis koleginis) iSsilavinimas, aukStesnysis
(dabar — aukstasis koleginis) iSsilavinimas, bakalauro laipsnis, magistro
laipsnis, aukStesnis nei magistro laipsnis).

- Pareigos (specialistas, vadovas).

- Darbo organizacijoje trukmé (iki 6 mén.; 612 mén.; 1-2 m.; 2-5m.; 5
m. ir daugiau).

- Darbo uZzimant dabartines pareigas trukmé (iki 6 mén.; 6—12 mén.; 1-2
m.; 2-5 m.; 5 m. ir daugiau).

- Bendra darbo trukmé (iki 6 mén.; 612 mén.; 1-2 m.; 2-5 m.; 5-10 m,;
10 m. ir daugiau).

- Organizacijos tipas (privataus sektoriaus; valstybinio sektoriaus).
Tyrimo eiga. Tyrimas vyko 2012 metais. Grupiniy interviu metu buvo

parengtas psichologinio jgalinimo vertinimo teiginiy saraSas, veéliau vyko
jvairiy lygiy darbuotojy anketiné apklausa.

Anketinés apklausos imtis buvo sudaryta patogiosios imties metodu,
anketas pildyti galéjo visi dirbantys asmenys. Dauguma atvejy dél apklausy
buvo tariamasi tiesiogiai su organizacijy vadovais, atlikus tyrimg vadovai buvo
supazindinami su apibendrintais rezultatais, pateikiamos ataskaitos Zodziu ir
raStu su rekomendacijomis, kaip tyrimo rezultatus pristatyti darbuotojams.
Dalyvavimas tyrime buvo savanoriSkas, respondenty anonimiSkumas
uztikrintas. Tyrimo instrukcijoje buvo nurodyta: ,,Galvokite apie savo
dabartinio darbo situacijas. Jei dirbate keliose darbovietése, galvokite apie
pagrinding. Ties kiekvienu klausimu pazymekite atsakymo varianta, kuris
labiausiai tinka Jums. Atkreipkite démesj, kad klausimai turi skirtingg

atsakymy varianty skaiciy“. Tyrimo respondentai buvo praSomi nurodyti
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bendrus demografinius duomenis (lytj, amziy, miesta, pareigas, darbo trukme
ir kt.). Dauguma ankety buvo pildomos internetu, dalis tiriamyjy pasinaudojo
galimybe pildyti popierines ankety versijas. Vidutiné anketos pildymo trukmé
— 15 minuciy.

Duomeny analizé. Duomenys analizuoti statistiniu programiniu paketu
SPSS 16.0 / Windows. Tyrimo kintamyjy aprasomoji statistika pateikta
nurodant vidurkius (M) ir standartinius nuokrypius (SD). Tirian¢iajai faktorinei
analizei atlikti naudota SPSS atlieckama principiniy komponenciy analizé su
Varimax pasukimu. Kintamyjy tarpusavio sgsajoms jvertinti buvo naudojami

Spearman koreliacijos koeficientai.

Antrasis tyrimo etapas

Tyrimo dalyviai. Siame, pagrindiniame, tyrime dalyvavo 330
darbuotojy ir vadovy 1§ 14 Lietuvoje veikian¢iy organizacijy. Tyrime buvo
kvieciamos dalyvauti jvairiy sektoriy (privataus, valstybinio, nevyriausybinio)
organizacijos. Respondenty pasiskirstymas pagal lytj — 44,8 % vyrai ir 55,2 %
moterys. Dominavo priva¢iame sektoriuje dirbantys (80,6 %), bakalauro ir
magistro (po 31,8 %) issilavinimg turintys, 5 m. ir daugiau darbo staza toje

organizacijoje sukaupg (36,7%), iki 29 mety amziaus (49,7 %) respondentai.

Vertinimo priemonés. Remiantis tyrimy apzvalga buvo sudaryta
tyrimo schema, i ja jtraukiant psichologinio jgalinimo prielaidy lygmens ir

padariniy lygmens kintamuosius.

Psichologinis jgalinimas, apibréZiamas kaip darbuotojo bilisena, apimanti
meistrystes (sugeb¢jimo atlikti darbus) ir energijos, skatinancios atlikti darbus,
patyrimg (Thomas ir Velthouse, 1990), buvo vertinamas lietuvi§ku
psichologinio jgalinimo klausimynu (PIKL). Pirmajame metodikos
parengimo tyrime nustatyta, kad klausimynas pasizymi geru konvergentiniu ir
diskriminantiniu validumu ir vidiniu suderinamumu. Pagrindiniame tyrime
atlikta tiriancioji principiniy komponenciy analizé su Varimax pasukimu

(Bartlet sferiSkumo kriterijaus p < 0,01, KMO = 0,921) patvirtino penkiy
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skaliy struktirg ir aukSta vidinj klausimyno suderinamumg. Bendras
klausimyno Cronbach o aukstas (0,941); visy penkiy skaliy Cronbach a taip
pat auksti: prasmé (0,889), entuziazmas (0,933), sprendimy priémimas (0,844),
autonomija (0,829) ir pasitikéjimas kompetencija (0,881) (iSskirty faktoriy
svoriai pateikiami 4 priede, 4.2. lenteléje).

Struktirinis  jgalinimas  apibréziamas  kaip  organizacijose
egzistuojancios strukttiros, kuriomis apibréZziama darbuotojo pozicija ir jai
suteikiamos galios, taip pat — priemonés, kuriomis siekiama suteikti papildomy
galiy darbuotojams (Kanter, 1977; Laschinger ir kt., 2009). Buvo naudojamas
struktiirinio jgalinimo klausimynas, pateikiamas H. K. S. Laschinger ir kt.
(2001), sudarytas is 12 teiginiy, suformuojanc¢iy keturias skales (Laschinger ir
kt., 2009), kuriomis vertinamos keturios struktiirinio jgalinimo dimensijos:
galimybiy, informacijos, paramos ir darbui atlikti reikiamy resursy. Visos
keturios skalés sudaro bendrag struktiirinj jgalinimg. Buvo patikslintos kelios
formuluotés lietuviskame klausimyno variante ir, siekiant iSplésti teiginiy
vertinimo konteksta, resursy skal¢je pridétas papildomas teiginys (,,Jvertinkite,
kiek turite kity darbui atlikti reikiamy resursy?*). Galimybiy skale sudaro 3
teiginiai (teiginio pavyzdys: ,Kiek savo darbe turite galimybiy jgyti naujy
igtdziy ir ziniy?*), informacijos skalg¢ — 3 teiginiai (teiginio pavyzdys: ,,Kiek
jisy darbe jums prieinama informacija apie dabarting organizacijos
situacija?*), paramos skale — 3 teiginiai (teiginio pavyzdys: ,Kiek darbe
sulaukiate naudingy uZzuominy ar patarimy, kaip spresti problemas?*), resursy
skale — 4 teiginiai (teiginio pavyzdys: ,,Kiek darbe turite laikinos pagalbos, kai
ji reikalinga?‘). Teiginiai vertinami 5 rangy skale, nuo ,néra“ iki ,,daug®.
Bendras autoriaus pateikiamas klausimyno Cronbacho a = 0,89, visy keturiy
skaliy §is rodiklis taip pat aukstas: galimybiy skalés Cronbacho o = 0,81,
informacijos skalés Cronbacho a = 0,80, paramos skalés Cronbacho a = 0,89,
resursy skalés Cronbacho a = 0,84. Siame darbe gauti skaliy Cronbacho a
atitinkamai yra 0,826, 0,898, 0,829, 0,794. Bendras Cronbacho a = 0,890.

Vadovo jgalinantis elgesys apibréziamas kaip vadovo veiksmai,

didinantys darbuotojo psichologinj jgalinimg (Ahearne ir kt., 2005). Jiems
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jvertinti buvo naudojamas Vvadovo jgalinancio elgesio klausimynas,
publikuojamas M. Ahearne’o ir kt. (2005), sudarytas i§ 10 teiginiy,
suformuojanciy keturias skales. Skalés atitinka keturias jgalinan¢io vadovo
elgesio dimensijas: prasmingumo didinimas (3 teiginiai, teiginio pavyzdys:
»Mano vadovas padeda man suprasti mano darbo reikSme¢ visos organizacijos
efektyvumui®), jtraukimas ] sprendimy priémimg (2 teiginiai, teiginio
pavyzdys: ,Mano vadovas priima daug sprendimy kartu su manimi®),
pasitiké¢jimas aukStais rezultatais (2 teiginiai, teiginio pavyzdys: ,,Mano
vadovas tiki, kad a$ galiu susidoroti su sunkiomis uzduotimis*) ir autonomijos
suteikimas (3 teiginiai, teiginio pavyzdys: ,,Mano vadovas leidzia man darbg
atlikti man priimtinu budu®). Visos keturios skalés suformuoja bendra
jgalinan¢io vadovo elgesio reikSme¢. Buvo patikslinta viena formuluoté
lietuviskame klausimyno variante. Teiginiai vertinami 7 rangy skale, nuo
,VvisiSkai nesutinku®“ iki ,,visiSkai sutinku“. Bendras autoriy pateikiamas
klausimyno Cronbacho a = 0,88, skaliy lygmenyje §is rodiklis taip pat aukstas:
prasmingumo didinimo Cronbacho a = 0,76, dalyvavimo priimant sprendimus
Cronbacho a = 0,92, pasitikéjimo aukstais rezultatais Cronbacho o = 0,90,
autonomijos suteikimo Cronbacho o = 0,86. Siame darbe gauti skaliy
Cronbacho a atitinkamai yra 0,940, 0,936, 0,921, 0,900. Bendras Cronbacho a
= 0,948.

Darbo reikalavimai — psichosocialiniai darbo aplinkos veiksniali
(Kristensen ir kt.,, 2005) — buvo vertinami keturiomis Kopenhagos
psichosocialinio klausimyno (,,Copenhagen Psychosocial Questionnaire I1* —
COPSOQ Il) skalémis. Remiantis T.S. Kristenseno ir kt. (2005)
rekomendacijomis, buvo pasirinkta naudoti nesutrumpintas $io klausimyno
skales. Teiginiai vertinami 5 rangy skale, nuo ,,niekada / beveik nieckada“ iki
,visada® (aukStesnis jvertinimas reiSkia didesnius atitinkamus darbo
reikalavimus). Buvo pasirinktos keturios darbo reikalavimy skalés. Kiekybiniy
reikalavimy skale sudaro 4 teiginiai (teiginio pavyzdys: ,,Jasy darbo kriivis
paskirstomas netolygiai ir todél darbas kaupiasi‘), tempo reikalavimy skale — 3

teiginiai (teiginio pavyzdys: ,,Jas dirbate dideliu tempu visg dieng / pamaing®),
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emociniy reikalavimy skale — 4 teiginiai (teiginio pavyzdys: ,,Dirbdamas(-a)
jis patenkate ] emociSkai sunkias situacijas‘), kognityviniy reikalavimy skale —
4 teiginiai (teiginio pavyzdys: ,,Darbas reikalauja, kad priimtuméte sudétingus
sprendimus®). Autoriy pateikiami keturiy skaliy Cronbacho o jverciai
atitinkamai 0,82, 0,84, 0,87 ir 0,74, suminis skirtingy darbo reikalavimy jvertis
néra skaiiuojamas. Siame darbe gauti skaliy Cronbacho a atitinkamai yra
0,733, 0,893, 0,845 ir 0,829.

Bendras pasitenkinimas darbu buvo vertinamas vienu teiginiu
(,,Apskritai a§ esu patenkintas savo darbu“). Remiantis A. Furnhamu (2001),
tai yra adekvatus metodas bendram pasitenkinimui darbu jvertinti. Siekiant
jvertinti atskirus pasitenkinimo darbu parametrus (pavyzdziui, pasitenkinima
atlygiu), naudojami i§samiis klausimynai. Teiginys buvo vertinamas 5 rangy
skale nuo ,,visiSkai nesutinku* iki1 ,,visiSkai sutinku®.

Darbo atlikimui (darbuotojo formaliai jam priskirty darbo uzduociy
atlikimui) ir iniciatyvumui (darbuotojo formaliai jam nepriklausanciy
uzduocCiy atlikimas) vertinti naudotos atitinkamai darbo atlikimo skalé ir
iniciatyvumo skalé, pateikiamos L. Lee ir R. Donohue (2012), sudarytos
atitinkamai i§ 7 teiginiy (teiginio pavyzdys: ,,Pasiekiu savo darbo tikslus®) ir 2
teiginiy (teiginio pavyzdys: ,,Pasisitilau atlikti uzduotis, kurios formaliai néra
mano darbo dalis®). Buvo patikslintos 3 formuluotés lietuviSkame skaliy
variante. Iniciatyvumo skaléje, siekiant apimti platesnj spektrg situacijy,
kuriose pasireiSkia darbuotojy iniciatyvumas, pridétas treCias teiginys
(,,Pasisitilau atlikti papildomas uzduotis, kurios svarbios kolegy darbui®).
Teiginiai vertinami 5 rangy skale, nuo ,silpnai“ iki ,,pilnai“. Autoriy
pateikiami skaliy Cronbacho o jveréiai atitinkamai 0,90 ir 0,89. Siame darbe
gauti skaliy Cronbacho a atitinkamai yra 0,925 ir 0,909.

Uzsienio autoriy skalés, gavus autoriy sutikimus, buvo iSverstos i
lietuviy kalba. Lietuviy ir angly kalbomis laisvai kalbantis specialistas atliko

lietuvisky teiginiy vertimg atgal i angly kalba.
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Socialiniy demografiniy ir organizaciniy kintamyjy vertinimas.
Tyrime vertinti tokie sociodemografiniai kintamieji ir organizacijas
apibudinantys kintamieji:

- Lytis.

- Amzius (iki 29 m.; 30-39 m.; 40-49 m.; 50 m. ir daugiau).

- ISsilavinimas (vidurinis i$silavinimas, profesiné kvalifikacija, nebaigtas
aukstesnysis (dabar — aukStasis koleginis) iSsilavinimas, aukStesnysis
(dabar — aukstasis koleginis) iSsilavinimas, bakalauro laipsnis, magistro
laipsnis, aukstesnis nei magistro laipsnis).

- Pareigos (specialistas, vadovas).

- Darbo organizacijoje trukme (iki 6 mén.; 6-12 mén.; 1-2 m.; 2-5m.; 5
m. ir daugiau).

- Darbo uZzimant dabartines pareigas trukmé (iki 6 mén.; 6—12 mén.; 1-2
m.; 2-5 m.; 5 m. ir daugiau).

- Bendra darbo trukmé (iki 6 mén.; 612 mén.; 1-2 m.; 2-5 m.; 5-10 m;
10 m. ir daugiau).

- Organizacijos tipas (privataus sektoriaus; valstybinio sektoriaus;
nevyriausybinio sektoriaus).

Tyrimo eiga. Sis, pagrindinis, tyrimas buvo atliekamas 2013 metais
anketinés apklausos biidu, imtj sudarius patogiosios imties metodu, anketas
pildyti galéjo visi dirbantys asmenys. Dauguma atvejy dé¢l apklausos buvo
tariamasi tiesiogiai su organizacijy vadovais, atlikus tyrimg vadovai buvo
supazindinami su apibendrintais rezultatais, pateikiamos ataskaitos zodziu ir
raStu su rekomendacijomis, kaip tyrimo rezultatus pristatyti darbuotojams.
Dalyvavimas tyrimuose buvo savanoriSskas, respondenty anonimiskumas
uztikrintas. Pagrindinio tyrimo instrukcijoje buvo nurodyta: ,,Galvokite apie
savo dabartinio darbo situacijas. Jei dirbate keliose darbovietése, galvokite apie
pagrinding. Ties kiekvienu klausimu pazymeékite atsakymo varianta, kuris
labiausiai tinka Jums. Atkreipkite démesj, kad klausimai turi skirtingg

atsakymy varianty skaic¢iy“. Dauguma ankety buvo pildomos internetu, dalis
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tirlamyjy pasinaudojo galimybe pildyti popierines ankety versijas. Vidutiné
anketos pildymo trukmé — 15 minuciy.

Duomeny analizé. Pagrindinio tyrimo duomenys analizuoti statistiniu
programiniu paketu SPSS Statistics 20 ir SPSS Amos 21 programa. Tyrimo
kintamyjy apraSomoji statistika pateikta nurodant vidurkius (M) ir standartinius
nuokrypius (SD). Tirianciajai faktorinei analizei atlikti naudota SPSS
atlickama principiniy komponenéiy analizé su Varimax pasukimu.
Patvirtinanciajai faktoriy analizei naudota SPSS Amos 21 programa. Kintamyjy
tarpusavio sgsajoms jvertinti buvo naudojami Spearman koreliacijos
koeficientai. Grupiy vidurkiams palyginti naudotas Stjudento t testas ir
dispersin¢ analizé¢ ANOVA bei ANCOVA. Kintamyjy priklausomybei jvertinti
sudaryti daugialypés tiesinés regresijos modeliai. Kintamyjy saveikai jvertinti

taikyta funkciné SPSS programa Modprobe 1.2 (Hayes ir Matthes, 2009).

ISVADOS

1. Egzistuoja penkios darbuotojy psichologinio jgalinimo dimensijos
(prasmés, entuziazmo, sprendimy priémimo, autonomijos ir pasitikéjimo
kompetencija), kurios formuoja bendrg psichologinio jgalinimo biisena.
Psichologiniam jgalinimui vertinti sudarytas lietuviSkas psichologinio
jgalinimo klausimynas (PJKL), jo psichometrinés charakteristikos atitinka
keliamus reikalavimus.

2. Specialistai organizacijose jauciasi maziau psichologiSkai jgalinti nei
vadovai. Sio tyrimo imtyje psichologinis jgalinimas nepriklauso nuo
darbuotojo lyties, amziaus ir darbo patirties. Nustatyti skirtumai pagal
organizacijos tipg ir iSsilavinimg veikiausiai yra nulemti darbuotojo
uzimamy pareigy.

3. Su didesniu darbuotojy psichologiniu jgalinimu susij¢ vadovavimo
ypatumai (tiesioginio vadovo pasitik¢jimas pavaldinio galimybémis
susidoroti su sunkumais ir autonomijos, laisvés paciam nuspresti, kaip

dirbti, suteikimas, nevarzymas formalumais), organizacijos lygmens
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veiksniai (galimybés dirbti 1$Sukius keliant] darba, kur tenka panaudoti

visas turimas zinias ir jgyti naujy; bei informacijos apie organizacijos

situacija, tikslus prieinamumas) ir darbo charakteristikos (darbas, kuriame
reikia priimti sudétingus sprendimus, kreipiant démesj j daugel] dalyky,
sitlyti naujas idéjas) bei Siy veiksniy tarpusavio sgveika:

e kai organizacijos lygmens veiksniai néra jgalinantys (néra galimybiy
triksta informacijos apie organizacijos tikslus ir esamg situacija, truksta
darbui atlikti reikiamy resursy, triksta paramos), tuomet vadovo
jgalinantis elgesys (jtraukimas ] sprendimy priémimg, pasitik€jimo
darbuotojo rezultatais demonstravimas ir autonomijos suteikimas)
tampa ypac svarbus darbuotojy psichologiniam jgalinimui ir gali bent i$
dalies kompensuoti Zemas organizacijos lygmens jgalinimo salygas;

e kai darbo pobudis nereikalauja priimti sudétingy sprendimy ir sidilyti
naujy id¢jy, néra emociSkai sunkiy situacijy ir nereikia dirbti dideliu
tempu, vadovo jgalinantis elgesys tampa ypa¢ svarbus darbuotojy
psichologiniam jgalinimui ir gali bent 1§ dalies kompensuoti tokj mazai
reikalaujant] darbo pobiid;.

. Psichologinis jgalinimas pasireiskia kaip prognostinis kintamasis

pasitenkinimui darbu ir darbinei elgsenai, taip pat kaip tarpinis kintamasis

(mediatorius) ir sgveikos kintamasis (moderatorius) struktiirinio jgalinimo,

1jgalinanc¢io vadovo elgesio ir darbo reikalavimy sgsajose su pasitenkinimu

darbu ir darbine elgsena:

e Pirma, psichologinis jgalinimas prognozuoja pasitenkinimg darbu, darbo
atlikimg ir iniciatyvuma darbe: darbuotojai, kurie jauciais labiau
psichologiskai jgalinti, yra labiau patenkinti savo darbu, jy darbo
atlikimas geresnis, jie rodo daugiau iniciatyvos darbe.

e Antra, psichologinis jgalinimas yra tarpinis veiksnys (pilnasis
mediatorius), per kurj vadovo jgalinantis elgesys, struktiirinis
jgalinimas, kognityviniai darbo reikalavimai yra susij¢ su darbo

atlikimu, o struktiirinis jgalinimas susijes su iniciatyvumu. Psichologinis
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jgalinimas yra tarpinis veiksnys (dalinis mediatorius), per kur; vadovo
jgalinantis elgesys, struktlirinis jgalinimas, kognityviniai darbo
reikalavimai i§ dalies yra susij¢ su pasitenkinimu darbu, 0 vadovo
jgalinantis elgesys, kognityviniai darbo reikalavimai susij¢ su
iniciatyvumu darbe.

e TrecCia, psichologinis jgalinimas yra veiksnys, reikSmingas sgsajoms
tarp darbuotojo darbo atlikimo ir vadovo jgalinancio elgesio, jgalinanciy
organizacijos lygmens veiksniy ir darbo charakteristiky (kognityviniy,
emociniy ir tempo reikalavimy). Sie veiksniai yra susije su geresniu
darbo atlikimu tik tuo atveju, jei darbuotojas jaudiasi mazai
psichologiskai jgalintas.

5. Specialisty ir vadovy psichologinio jgalinimo prielaidos skiriasi: didesnis
specialisty psichologinis jgalinimas susij¢s su informacijos, platesnés nei
individualus darbas, suteikimu, daugiau galimybiy patiems spresti, kaip
dirbti darba, daugiau situacijy, kai tenka priimti sudétingus sprendimus,
kreipiant démesj | daugelj dalyky. Didesnis vadovy psichologinis
jgalinimas susijgs su parama — griztamojo rySio apie veiklg suteikimu,
jvardijimu, kas konkreciai atlikta gerai, kg reikia patobulinti, konkreciais
patarimais, kaip spresti problemas. Galimybés dirbti i8Siikius keliantj darba,
1gyti naujy ziniy yra ir vadovams, ir specialistams svarbiis psichologinio
jgalinimo stiprinimo budai.

6. Specialistai ir vadovai, kurie jaucCiasi labiau psichologiSkai jgalinti, yra
labiau patenkinti darbu, jy darbo atlikimas geresnis, jie rodo daugiau

iniciatyvumo darbe.
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TRUMPOS ZINIOS APIE DOKTORANTA

Mantas Tvarijonavicius studijavo psichologijag nuo 1999 mety. 2003-
iaisiais jam buvo suteiktas bakalauro laipsnis Vytauto Didziojo universitete,
2005-aisiais — magistro laipsnis Vilniaus universitete. 2007—2014 metais buvo

Vilniaus universiteto Klinikinés ir organizacinés katedros doktorantas.

Doktorantiiros studijy metu Mantas Tvarijonavic¢ius vykdé moksling ir
pedagoging veiklag. Doktorantas rengé mokslines publikacijas psichologinio

]galinimo tema, pristatinéjo disertacijos tyrimy rezultatus konferencijose.

Nuo 2003 mety Mantas Tvarijonavi€ius dirba praktinj organizacijy
psichologo darbg: dirbo iSorinése konsultacijy ir mokymy kompanijose, kur
buvo atsakingas uZ organizacijy vadovy ir darbuotojy ugdymo projektus, vedé
seminarus, konsultacijas. Keleta mety Mantas Tvarijonavi¢ius vadovavo
jmoniy grupés personalo skyriui, kur buvo atsakingas uz personalo valdymo

sprendimus.

Mantas Tvarijonavi¢ius yra Europos darbo ir organizacijy
psichologijos asociacijos narys, Lietuvos psichology sajungos narys. 2010—
2013 metais prisid¢jo organizuojant kasmetinge konferencijg ,,Psichologas

organizacijoje®.
Publikacijos:

e Tvarijonavi¢ius M., Bagdzitiniené D. (2013). Darbuotojy psichologinis
jgalinimas: lietuviSkojo tyrimo metodo psichometrinés charakteristikos.
Psichologija, 47.

e Tvarijonavi¢ius M., Bagdzitiniené D. (2013). Darbuotojy psichologinis
jgalinimas: definicijos detektyvas ir klausimyno sudarymas. Jaunyjy
mokslininky psichology darbai, (2).

e Tvarijonavicius M., Bagdzitnien¢ D. (2014). Vadovo jgalinancio
elgesio ir struktiirinio jgalinimo reik§me¢ darbuotojy psichologiniam

igalinimui. Biopsichosocialinis poziaris. (prilmta spaudai).
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PranesSimai konferencijose:

Vilniaus universiteto ir Lietuvos psichology sajungos konferencija
,Psichologas organizacijoje: patirtis ir i8Sukiai“ (2011-04-02),
praneSimas ,,Darbuotojy igalinimas: panacéja ar placebo?*

Vilniaus universiteto ir Lietuvos psichology sgjungos konferencija
,Psichologas organizacijoje: lyderystés teorija ir praktika* (2012-04-
21), praneSimas ,,Psichologinis jgalinimas. Kaip (ar) vadovas gali
jgalinti ir (ar) motyvuoti savo darbuotojg?*

Lietuvos kariuomenés Jungtinio Stabo ir Psichologinés paramos grupés
jungtiné konferencija ,Kaip tampama milZinais? Psichologinio
nusiteikimas reikSmé Kkariui, padaliniui, sistemai“ (2013-02-01),
pranesimas ,,Psichologinis nusiteikimas ar nuteikimas?“

Vilniaus universiteto Filosofijos fakulteto Jaunyjy mokslininky
psichology konferencija (2013-04-26), praneSimas ,,Darbuotojy
psichologinis  jgalinimas: definicijos detektyvas ir klausimyno

sudarymas*
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