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Abstract

The main emphasis of this article was to examine ataborate the implications of the employee’s
empowerment regarding the financial institutionstieé developing countries. Strategies should beasddv
which can provide an insight about the employeatp@verment and elaborating the key factors leading
towards it. Empowerment is a kind of process wltigh be explained under the heads of cultural empoemt,
sharing of information, enhancement of competepwugll vesting autonomy to an extent, provisionesources
and betterment of supportive measures. The ber#figsnployee’s empowerment were being categorineld a
the constraints in this regard as well. Theoreficahdations of the employee’s empowerment werenéxad in
the literature extensively thus providing a sourahework about the subject. The focus of this stisdio
conclude that on the part of the employee, hisémpowerment is a key towards innovation, competemzy/
modernization in the contemporary corporate culté@ployers of the both public and the private secto
aspire to bring about certain changes in the wagrkiormat of their employees. Still, the phenomerdn
empowerment is hindered by the vested interesteseoEmployers and other stakeholders around. Thdty/ 3s

an effort to make the employer and the employeb bl abreast of almost all the prerequisites, licagpions
and the benefits of the empowerment, especialtiierfinancial institutions.

Keywords: Employee’s empowerment, financial institutionsy&eping countries

1. Introduction

The dynamism presently is the vogue of the businestl where strategies and tools of managemenfaaieg
with certain overwhelming changes. A competent rganaught to be flexible, adaptive and diverse im h
perceptions and policies so that to implement tireenway to bring about maximum efficiency and protility

in the commercial activities of the institution. &hsubject of empowerment is relatively new and the
comprehension level, in this regard, among the anrsais comparatively low. But for the survivaleté is a
dire need to get the related people educated sahbg should get well aware of their rights, deges and
last but not the least about the duties. Resujtatitere will be a sharing rather decentralizatidrihe powers
among all the employees from top to the bottomllefi¢he institution.

Lack of investment in the human resources, in #anelbping countries is the core issue which haghkitsocio-
economic sectors to an extent. Consequently, teetearth of the competent and high profile humapital in
the production sector. The financial institutiorssé a great role to play in bringing up the alrelady profile of
the employees by making investment in their depamts It is pertinent to state that the psychoklgicerapy
of the employees is a critical factor for the graognof a successful team. Here, the leadershipensatt lot as
only competent managers can implement his/her agsuadcessfully (Conger & Kanungo, 1988). An ingelhit
manager, can impart vision to the employees byisfpaasks and duties among them quit judicioushisvery
measure will bring out the potential of the empkyeand will make them dedicated with their taskvad.
Along with, as the input ratio will get enhancete tgraph of the clientele will also risEhe empowered
employees can make decisions in their own capagity can improve the customer service and activae t
related windows (Kaplan, 1991). Resultantly, b $aving and the investment accounts will get aned.

The empowerment not only benefits the institutian ibis also followed by the high commitment lewsl the
part of the employees. It will yield not only higlutput rather there will be a significant improverme the
stock-exchanges as well. The business activitidisgst improved due to high investment which wilirther
enhance the credibility of the financial institutfo(Randolph, 1995). The empowerment is like actaevtiich
empowers the employees’ psychologically, sociaig &inancially. It promotes a kind of contentmentgob
satisfaction among them. It results in personaimno elated feelings, confidence and self-contrblol lead to
a soft relationship between employer and the eng@oyoreover, it makes the employees utilize their
knowledge and skills, professional autonomy, pédésitand capabilities thus enabling them to withdt¢heir
decisions, assume risks, and taking appropriaterec(Spreitzer, 1996). It is a situation wheretooeers benefit
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from the employees and the institution benefit bfsttm the employees and the customers due to higher
confidence and self-esteem.

2. The Employee’s Empowerment

The employee empowerment has become very muchfisagrti while framing the policies pertaining with
development strategies and socio-economic crefyilifithe financial institutions. Empowerment ha&sbme a
multidimensional phenomenon which enfolds both s@tonomic and psychological parameters, which are
explicitly linked (Lee & Koh, 2001). The empowerntémparts both psychological and power for prospect
management based upon employee own perceptionkdhdtss that power of an employee by which does
only motivate rather lead his/her co-worker. Itthait extent of mindset by which the employee caméd
his/her own course of action to achieve the goaedsy the institution. In this regard, he/shedmees able to
communicate and assert with the client with a mmmevincing manner to sustain the policies as finetsby
their high ups (Connor, 2001).

Jarrar and Mohamed (2002) state that empowerméentsod value to the employee to elevate their stahd
profile as well as it induces feelings of professibsupremacy. The employee’s skill, experienderéicketed
with empowerment can revolutionize the businessvities not only in the financial institutions raththese
factors can create ripple in the other allied tngttns as well. The empowerment is the superlafiiven of
motivation which is the only prerequisite for thentemporary economic and financial dynamism. Ithis
empowerment only through which the working enviremincan be reshaped to such an extent where engploye
can perform and deliver with enhanced confiden@gnand efficiency (Noeleen, 2004). Globally, there no
hard and fast rules for empowerment rather they diffigr according to the different social, finar¢ipolitical
and demographic condition. The theory of empowetnienmainly based upon the modern concept of
participation management where the managers aren@rtiee main stakeholders in the policy making and
functioning of the financial institutions (Shengagt 2004).

In the financial institutions, the productivity/@uit implies a strong and credible relation betwtenfinancer
and the client. Maximum investment, on the parthefinstitution, in the form of short term and lalegm loans
and successful implementation of the state poliaiesthe manifestation of the employee’s efficiedaythis
regard, the empowered employee carries the feelfigguthority, accomplishments, fulfillment, ownleis,
possession and professional authority which areyat®& success for any organization especially thantial
institutions where the loaning, funding and rec@&for the small and the big enterprises are mardy them
(Barnardin, 2007)Moreover, the empowerment also acts like a catatyte wholesome relationship between
the employees and the institution. It lifts the idatlon level and enhances the overall influencthefemployee
which further enhances his/her commitment levelelt (Greenberg & Baron, 2008). There is a peraapthat
empowerment of the employees weakens the authofithe leadership. But this notion is compreherigive
wrong as the efficiency of the employee is direptlgportional to his/her empowerment.

The competition prevailing in the business markeéds quality and participation by the employeegshef
financial institution. The contemporary businesiure demands that the employees must have authmrér
their decisions to uplift the morale of the clienBtherwise, in the context of global competitdis financial
institutions of the developing countries will fad deliver. This dilemma can be removed if the ayeés in
question can be assured that they are ready fdeted of authority being placed with them (Pari&hGupta,
2009). Empowerment is a result oriented processtlamdoncerned employee will gain as much confideax
the process goes on. The relationship between tweagers and the workers is vital to smooth down the
relationship as well as to create such working mmment where the both may yield maximum output
(Shivangee & Dixit, 2011). The benefit of empowentnallows each employee to bring his/her expericarad
creativity to prevail upon the institutional poksi. Regarding the empowerment, some liabilities fatiyn the
domain of policy makers. Annual bonuses, the emakcy framework should restructure in which thtomey
of decisions must be vested in the employees (GI2ix8).

3. Discussion

The main emphasis of the present work is to embitte performance level of the employees by indycin
confidence and sense of authority among them. Quesely, the employee profile will become differezit
together and he/she become assertive in the opeahthctivities of the financial institutions. This the
qualitative study in respect to financial instituts of the developing countries especially in RakisThere are
loop holes in the national economy regarding skiiperience and most significantly the empowerneérihe
human resources working in the small business @iiaamstitutions. The need is to enlarge the splwrhome
industry by making small investment in the shapedaff loans. Without making investment in the smalhtures
the economy will remain in the shambles as in theetbping countries large scale investment is sisible
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due to political instability. In this regard, thasea need to educate about the communicatiorsgkitise which
will empower the employees especially the fieldosfs.

The empowerment is a phenomenon which imparts atitho influence the entire environment which paids
around an employee and the concerned institutitve. @mployee gets empowered with multiple optiors an
opportunities to utilize in the dispensation of/hé& powers and skills (Sewell & Wilkinson, 1992). the
present corporate culture the business activitiedacked by the financial institutions not onlynmatarily rather
the managerial skills also support them a lot mvjating them updates about the range and scopptmis and
resources awaiting in the pipe line (Linda, 199%). assertive collective and democratic kind of agpiwere
leads the whole scenario where the main emphasipda change, ability to learn skills for improvioge's
personal or group power, ability to change oth@ey’ceptions by democratic means, involving in theagh
process and changes that is never ending andnét&ted and increasing one's positive self-imadgewstrom &
Davis, 1998). This process if implemented in ital repirit and practicalities a prior conducive aupportive
working format must be there.

The prime strategies for the employee’s empowerrrehtide broadening the sphere of employee’s ethrcat
and training, their participation in the instituta policies and framework, setting their own cesr$or the
achievement of the goals, enhancement of employa®migribution thus elevating their self-respectinging
down the level of absenteeism and furloughs, mat@fmn of their skills in an independent atmosphterbring
more investment in the different programs (Stand2@O0; Sirkin, 1993). The monetary benefits, iis tliegard,
are much supportive in the empowerment procedune. pay scales, the increments, monthly and theadnnu
bonuses, the medical facilities, the children etlanaand other such allowances can empower the graelat
the socio-economic level (Barnardin, 2007). Colledy, some bold and creative decisions can induce
empowerment among the employees of the financ#itinions which can revolutionize the businesgcrecf
the developing countries.

The structure of employee’s empowerment stands émar pillars which can enumerate as the imparting
knowledge and skills, operational autonomy, appadertraining and the conducive working environmeit

of these pillars are interred connected and thetuatly depend upon each other. Accumulatively, thead to
the employee’'s empowerment. Among others, the wgrlanvironment of the institution retains a foretmos
standing. The empowerment gives a democratic duttoacthe entire working format. The empowermena is
collective concept because individualism is an-trsis in this regard.
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4. Conclusion

The main purpose of this article was to elaborageimportance of the employee’s empowerment as agetb
observe the status of empowerment enjoyed by erapfyn the financial institutions. We are studythg
impact of empowerment over the general behavioredficiency level of an employee along with, itaismatter
of great interest that how an empowered employeadans the sphere of his/her activities towardbéreefits
of the concerned institution. Among many samplditintsons, the financial institutions were shottid for the
present research deeming them as the backbone n&tlonal economy especially in the developinghtides.
On the part of the financial institutions, the emwgoment is the prerequisite for the economic dewmlent. For
this purpose investment in the human resourcéseifarm of knowledge and skill direly needed. Titerature
reveals that the proper training programs and tivedgcive working environment are also significamt the
employee’s empowerment leading to the successidation of the financial institutions. It also cauded from
the current study that the empowered employeesptana vital role in the decision making processttaf
institutions. It is also concluded from the presentk that the democratic outlook and autonomy akimng the
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decision can only be possible through empowermdntthe employees. The financial institutions, in
pragmatically, can frame and implement long terricggs only when the employees have the authooityssert
their decisions according to the circumstancesb@ly, the corporate culture demands bold reformshie
investment policies which are viable only when phefessional profile of employee, from managerthtofield
officers of the financial institutions, will be édal.

5. Recommendations

Keeping in view the findings from the existing rassh, the following recommendations are suggested a
guidelines emerging from the present study for financial institutions in the developing countrifke
Pakistan:
1. Inthe prevailing scenario, survival is only possithrough empowerment of the employees.
2. The empowerment is a consistent phenomenon ang ithao shortcut in this regard.
3. The empowerment programs must be comprised of pppte measures framed by the institutions
carefully.
4. While framing the policies for empowerment, theificdl and socio-economic conditions should be
considered priory to avoid any further embarrasgsmen
5. The phenomenon of empowerment, once successfyliiemented, becomes self-sustained.
6. It acts like a wave front whose impact is for reagh
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