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Abstract

Leadership which induces sense of involvement and empowerment is proven

~

to keep satisfied work force. This study picks out these two factors i.e.; Leadership
(L) and Involvement-Culture (IC) and analyses their impact on followers'
Empowerment, specifically Personal Empowerment (PE) dimension with an in-
depth view into predictors' impact on two constituent factors of PE, namely- Self-
esteem and Self-efficacy. Employees of cooperative societies in Kerala were opted
as samples for study picking 210 employees from them. Study on employees cum
members of cooperative sector is low sought yet, which necessitated the topic as
they play an important role in building up economy of a country. Results showed
that both predictor variables have significant impact on the personal empowerment
dimension of employees in cooperative societies. However, an in-depth analysis
revealed that leadership have little control over self-esteem aspect of employees
and involvement-culture does not distinctively promote

Keywords:- Leadership, Involvement-Culture, Self-esteem, Self-efficacy,
Personal Empowerment.
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J

eadership is  about
performance of teams,
groups, and organizations.
(Hogan & Kaiser, 2005). They provide
direction to organizational performances
with their ideals, vision, and purpose.

(Blau, J.R/ : Alba, 1982). Supetior

quality and promptly exercised leadership
gets organizations to new heights ~ with
well satisfied workforce sided with
another factor that have an effect
on empowered workforce,
namely, involvement-culture of the

organization.
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Organizational culture in any
institution is perceived and designed to
create sense of identity for employees, and
make managers to guide their actions,
decisions and marketing efforts by
organizational values and shared beliefs.
Hence idea itself creates context of
involvement (I, 2020). This study focuses
on the effect of both leadership and
involvement-culture of organization on
personal empowerment dimensions of
employees working in Cooperative
Kerala.
empowerment dimension is again split
into self-esteem parameter and self-

Societies in Personal

efficacy parameter so as to attain indept
knowledge on effect of afore mentioned
predictor variables. Employees with high
self-esteem perceive themselves as
important, meaningful, and worthwhile
within their organization and self-efficacy
is belief of an employee about
probability of successful execution of
some future actions or tasks or that
employee himself may achieve some
results in future (Gardner & Pierce, 1998).
Cooperative sector is an under-researched
area where many studies have yet to be
done so that aim of cooperation can be
fully attained. This study has marked
cooperative societies which pledges to
empower weaker sections of society.

Literature Review

Leaders are ones who lead institution,
makes decisions that are beneficial for
institution, and inspires followers to do
so. Leadership occurs when organization
builds cadre of future leaders who have
capacity to shape an organization’s culture
and create patterns of success (Ulrich &
Smallwood, 2015). They impact
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organizational effectiveness through their
followers and have great impact on
engaging employees within organization
(Batista-Taran et al., 2009). Organization’s
strength and weaknesses all depends on
how well employees perform in given
environment. So, factors which lay
foundation for high performance must
be analysed. Managers at all levels have to
input their efforts and make maximum
use of their abilities which sometimes are
produced under supervision or without
it so that high performance can be
achieved by organization (Abbas &
Yaqoob, 2015).

Organizational culture is sometimes
defined as our shared values, way we do
things around here, or rituals and stories
we share when bringing someone new
into organization (Marker, 2017). But this
sharing does not widely flow between
administrative department and lower level
of organization which often leads to
distrust and resistance from part of
employees (Foster-Fishman & Keys, 1997)
have great impact or influence on
employee performances (Gayatri &
Prasilowati, 2024). Ever growing literature
indicates that employee empowerment is
positively related to performance
(Fernandez and Moldogaziev 2011;
Kirkman and Rosen 1999; Lawler,
Mohrman, and Ledford 1992, 1995; Lee,
Cayer, and Lan 2006; Nielsen and
Pedersen 2003; Spreitzer 1995, Fernandez
2013).

Thus, it is evident that Leadership,
Involvement-Culture and
Empowerment, all tends to incline
towards employee performance. But little
knowledge is available on how leadership
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and involvement-culture affect Personal
Empowerment of employees in an
organization. Studies have shown that
leadership promotes organization culture
which is again improved by prevalence
of psychological empowerment of
employees in organizations (Rabindra
Kumar et al., 2015). This study tries to
find new insight into connection between
leadership, involvement-culture and
personal empowerment
employees in context of Cooperative
Societies of Kerala.

among

Statement of the Problem

Success of any organization lays in
employee performance, which is result of
satisfied workforce, an inspirational and
transformational leadership, sense of
belongingness in organization and sense
of empowerment at workplace. Many
studies have proven that leadership and
organization culture play major role in
employee performance, and that
employee empowerment also enhances
employee performances. But does
leadership and involvement-culture can
promote empowerment
employees is vague picture in literatures.
Personal empowerment of employees is
major milestone most organizations skip
and focuses on economic and social

among

empowerment. But here, researcher
exclusively personal
empowerment dimension of employees.

considers

Scope of the Study

This study is limited to employees of
cooperative societies in Kerala. Study
further takes into account only personal
empowerment aspect of employees that
may have relation to Leadership and
Involvement-culture in organization and
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other dimensions like economic, social, or
workplace empowerment dimensions are
neglected.

Significance of the Study

Present study attempts to understand
impact of Leadership and involvement-
culture in cooperative societies on
personal empowerment dimension of
employees. Personal empowerment is
rarely sought dimension in an organization,
butis of greater importance as self-esteem
and self-efficacy of employees play
greater role in satisfaction factor of
employees in any organization. In-depth
analysis of personal empowerment
dimension will give clear picture on where
focus should be so that satisfactory and
high performing workforce can be
maintained.

Objectives of the Study

* Toassess level of effective leadership
and involvement-culture in
cooperative Societies in Kerala

* To understand level of Self-efficacy
and Self-esteem prevalent among
employees of Cooperative Societies
in Kerala

* To analyse Effect of Leadership and
Involvement-culture on Personal

Empowerment dimension of
employees of Cooperative Societies
in Kerala.

After extensive review of relevant
literatures,
formulated for study are:

HO1: Predictor Variable L and IC
have significant impact on Personal
Empowerment of employees of
Cooperative Societies.

available hypotheses
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HO02: Predictor Variable L and IC
have significant impact on Self-esteem
factor of employees of Cooperative
Societies.

HO03: Predictor Variable L and IC
have significant impact on Self-efficacy
factor of employees of Cooperative
Societies.

Research Methodology

Nature of study: Study is descriptive and
analytical in nature.

Sampling: From population of employees
of Cooperative Sector in Kerala,
sampling unit employees working in
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cooperative societies. Total of 210
samples were selected according to
Krejcie’s and Morgan’s formula.

Data Collection: Data were collected
through structured questionnaires from
respondents.

Tools for Analysis: IBM SPSS Statistics 26
software was made use of and tests
applied include descriptive statistics and
linear regression.

Analysis
From Table 1, we can understand that

Leadership and Involvement-culture both
have high mean value (above 4), which

Leadership

Self-esteem

Personal

Involvement
Culture

Empower-

ment

Self-efficacy

Figure 1: Conceptual framework

Table 1

Descriptive statistics of Independent Variables and Dependent Variable

Mean Std. Deviation
Independent Variables

Statistics Statistics
Leadership 4.5533 2.75956
Involvement-culture 4.5306 2.98229
Dependent Variable (PE)
Self- Efficacy 3.8607 4.08072
Self-Esteem 4.9638 5.04264

Source: Primary Data
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indicates that both prevails at high level in
Cooperative societies in Kerala and that
all  determinants of personal
empowerment have high mean value
(close to 4 or above 4), from which it is
evident that personal empowerment
prevails at high level among employees
of cooperative societies in Kerala.

Hypotheses Testing

From table 2, it is evident that all
variables are reliable for study as
Cronbach Alpha value for all variables are
more than 0.7 or close to 0.7. Alpha values
above 0.6 is also considered valid
reliability value (Nunnally & Bernstein,
1994). The overall Cronbach Alpha value
for study is 0.812.

HO1: Predictor Variable L and IC has
significant impact on Personal Empowerment of
employees of Cooperative Societies

VOL. XXX'NO.1 JAN-MAR 2024

Table 3 shows that coefficient of
determination (R square) 0.122, which
means 12.2 per cent variation in
dependent (personal
empowerment) is explained by
independent variable (Leadership and
Involvement-culture).

variable

Table 4 test overall goodness of fit
of fitted regression model,and concluded
that fitted model with predictors-
Involvement-culture and Leadership and
dependent
Empowerment of employees is
significant as P-value of F statistics is 0.000
and is less than level of significance level
(a = 5 per cent). Hence, model is fit.

Coefficient table (table 5) shows
regression equation using coefficient table
is Y = 67.173+ (0.637+ 0.451) X. Also,
regression coefficient is significant as p-

variable - Personal

Table 2
Reliability
Variable Cronbach Alpha
Leadership 0.755
Involvement-culture 0.692
Self-esteem 0.646
Self-efficacy 0.807
Source: Primary Data
Table 3

Model fit Summary

Std. Error of the
Model R R Square Adjusted R Square
Estimate
1 .361a 131 122 6.68737

a. Predictors: (Constant), Involvement-culture, Leadership

b. Dependent Variable: Personal Empowerment (self-esteem and Self Efficacy)

Source: Primary Data
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Table 4
ANOVA
Model Sum of Squares df Mean Square F Sig.
Regression | 1389.549 2 694.775 15.536 .000~
1 | Residual 9257.217 207 44.721 - -
Total 10646.767 209 - - -
a. Dependent Variable: Personal Empowerment (self-esteem and Self Efficacy)
b. Predictors: (Constant), Involvement-culture, Leadership
Source: Primary Data
Table 5
Co-efficient table
Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 67.173 5.386 - 12.472 .000
1 |Leadership 637 181 246 3.529 .001
Involvement-culture 451 167 .188 2.698 .008
a. Dependent Variable: Personal Empowerment (self-esteem and Self Efficacy)

Source: Primary Data

value (0.00) is less than level of significance
level (4 = 5 per cent) in all cases. Heznce, e
accept the null hypothesis.

In order to get an in-depth view of
situation, researcher splits PE into self-
esteem and self- efficacy and regression
function is run again. With this procedure,
identify
contribution of each predictor variables
on both personal empowerment
dimensions.

HO2: Predjctor Variables L and I1C bas
significant impact on Self-esteen factor of employees
of Cooperative Societies

researcher could exact

From model fit summary of
predictor variable with independent

variable as self-esteem (Table 6), we can
infer that only 6 per cent of variation in
predictors explains changes in self-esteem
among employees of cooperative
societies.

Table 7 concluded that fitted model
with predictors- Involvement-culture and
Leadership and dependent variable as
Self-esteem of employees is significant as
P-value of I statistics is 0.000 and it is
less than level of significance level (4 =5
per cent). So, model is fit.

Regression equation using coefficient
table (Table 8) is Y = 33.532+ (0.232+
0.341) X. Regression coefficient is
significant as p-value (0.00) is less than
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Table 6

Model fit summary (Self-esteem)

Model R R Square

Std. Error of the

AdjustedR Square Estimate

1 2752 .076

.067 4.87092

a. Predictors: (Constant), Involvement-culture, Leadership

b. Dependent Variable: Self-esteem

Source: Primary Data

Table 7
ANOVA
Sum of
Model df Mean Square F Sig.
Squares
Regression 403.250 2 201.625 8.498 .000p
1 Residual 4911.246 207 23.726 - -
Total 5314.495 209 - - -
a. Dependent Variable: Self-esteem
b. Predictors: (Constant), Involvement-culture, Leadership

Source: Primary Data

Table 8
Coefficient Table

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 33532 3.923 - 8.547 .000
1 |Leadership 232 131 127 1.766 079
Involvement-culture 341 122 202 2.804 .006
a. Dependent Variable: Self-esteem

Source: Primary Data

level of significance level (4 =5 per cent)
in all cases except for Leadership (P
Value= 0.70). So, null hypothesis is rejected in
case of L. and accepted in case of IC.
This means, Leadership does not have
much control or effect on Self-esteem of
employees in cooperative societies.

ISSN : 2230-8431

HO3: Predictor Variables L and 1C has
significant impact on Self-efficacy factor of
employees of Cooperative Societies

Table 9 above shows that only 8.9 petr
cent of change in dependent variable Self-
efficacy is explained by predictor variables
Leadership and Involvement-culture.
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ANOVA table (Table 10) shows that
model with predictors involvement-
culture and Leadership and dependent
variable Self-efficacy is fitas p-value is less
than 0.05 which means significant. Thus,
model fit is confirmed.

Regression equation using coefficient
table (Table 11) is Y = 33.631+ (0.405+
0.109) X. P-value (0.00) ofregression
coefficient s significant as is less than level
of significance level (A =5 per cent) in all
cases except for Involvement-culture (p
value= 0.262). So, research hypothesis is rejected
in case of I1C and accepted in Case of L.
This means that Involvement-culture does
not have much control or effect on Self-
efficacy of employees in cooperative

VOL. XXX NO.1 JAN-MAR 2024

Findings

Co-operative sector thrives to
empower its members in all dimensions,
whether it may be personal, social or
economic. In this study, focusing on
personal dimension of empowerment,
analysis of data retrieved through
questionnaire method revealed that only
12 per cent of dimension personal
empowerment among employees of
Cooperative Societies is explained by
Leadership and Involvement-culture
predictors.

Anin-dept analysis also shed light into
precise extend to which leadership factor
and Involvement-culture factor exercise
an effect on personal empowerment

societies. dimension Leadership does not take part
Table 9
Model fit Summary (Self-efficacy)
Std. Error of the
Model R R Square Adjusted R Square
Estimate
1 312a .098 .089 3.89520
a. Predictors: (Constant), Involvement-culture, Leadership
b. Dependent Variable: Self-efficacy
Source: Primary Data
Table 10
ANOVA
Sum of
Model Mean Square F Sig.
Squares
Regression 339.604 169.802 11.191 .000p
1 Residual 3140.724 207 15.173 - -
Total 3480.329 209 - - -
a. Dependent Variable: Self-efficacy
b. Predictors: (Constant), Involvement-culture, Leadership

Source: Primary Data
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Table 11
Coefficient Table
Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 33.641 3.137 - 10.723 .000
1 |Leadership 405 .105 274 3.850 .000
Involvement-culture 109 097 .080 1.125 .262
a. Dependent Variable: Self-efficacy

Source: Primary Data

in shaping self-esteem factor of
employees, but, has an impact on self-
efficacy factor more than Involvement-
culture, whereas, Involvement-culture
does not affect or control self-efficacy
factor of employees., rather it has an
impact of self-esteem factor.

Suggestions

In order to uplift and improve
cooperative working environment, it is
suggested that the leaders must actively
initiate programmes to empower
employees and motivate them so that they
cultivate sense of involvement in
organization and also improves their self-
efficacy. Motivation provided by Leaders
and their charisma can have great impact
on self-efficacy of employees.
Improvement in Involvement-culture will,
as evident from analysis, certainly improve
self-esteem of employees in cooperative
context.

Conclusion

Leadership means having ability to
direct, mobilize, and influence employees
to continually improve job satisfaction in

carrying out their main tasks and functions
in work process (Paais & Pattiruhu, 2020).
Hence, if leadership has no significant
impact on self-esteem of employees,
leadership style chosen by leaders have to
be reviewed so that better work force can
be maintained for prosperity of
organization as cooperative sector mainly
depend on its employees whom in most
cases are members of those societies.
Various studies have provided evidences
for link between leadership, organization
culture and performances. Some of them
have provided connection between
empowerment and performances. This
study is aimed to new approach by linking
leadership and involvement-culture with
personal empowerment of employees.

Scope for Further Research

This study is limited to Personal
Empowerment aspect of employee
empowerment. All other aspects such as
psychological, economical, workplace
empowerment etc., are yet to be
researched. Cooperative Societies are main
concern of this study. But other
cooperative nodes are not studied till date.
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