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Abstract 
Background: In today’s dynamic organizational environment, employee empowerment, work engagement, and job 
performance are critical factors influencing institutional success and sustainability. Academic libraries therefore 
require competent, motivated, engaged, and empowered employees to provide quality services and adapt to 
changing user and technological demands. 
Purpose: The study examined the relationship between employee empowerment, work engagement, and job 
performance among staff at Makerere University Library. 
Methodology: The study adopted a quantitative correlational research design involving 50 participants selected 
from a population of 104 library staff, using convenience sampling with elements of random selection. Data were 
collected using standardized questionnaires administered through Google Forms and analyzed using SPSS 
Version 25, while validity and reliability were confirmed through expert review and acceptable Cronbach’s Alpha 
coefficients for all study variables. 
Results: Pearson’s correlation analysis revealed that employee empowerment was significantly related to work 
engagement (r=.780**, p<0.01), work engagement was significantly associated with job performance (r=.699**, 
p<0.01), and employee empowerment was also significantly associated with job performance (r=.425**, p<0.01). 
The findings indicate that employee empowerment positively influences both work engagement and job 
performance. 
Conclusion: The study concludes that employee empowerment is a significant predictor of employees’ work 
engagement and job performance among library staff. Employees who feel empowered are more likely to 
demonstrate higher levels of motivation, commitment, and effectiveness in their work roles. 
Implications: The findings suggest that academic institutions should strengthen empowerment practices, 
supportive leadership, participatory decision-making, and staff development to enhance employee engagement, 
improve job performance, and promote institutional effectiveness and sustainability. 
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Introduction 

In today’s dynamic organizational environment, 
employee empowerment, work engagement, and 
job performance have emerged as critical factors 
influencing institutional success and sustainability 
(Bakker & Demerouti, 2007), as organizations 
increasingly rely on motivated and empowered 
employees to drive productivity, innovation, and 
long-term competitiveness. Libraries, as 
knowledge hubs within academic institutions, are 
increasingly expected to provide high-quality 
services, adapt to technological change, and 

meet the diverse needs of users (Meesad & 
Mingkhwan, (2024). Achieving these demands 
requires a workforce that is not only competent 
but also motivated, engaged, and empowered.  

According to Badjie et al. (2019, employee 
empowerment refers to the process of granting 
employee’s authority, autonomy, and 
responsibility to make decisions and take 
initiative in their work, a practice that has been 
shown to improve employee engagement, 
morale, creativity, and performance outcomes in 
organizational settings. In addition, empowered 
employees tend to feel valued and confident, 
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which enhances their engagement and 
contribution to organizational goals (Islam et al., 
2022; Al Zeer et al., 2023). Similarly, work 
engagement, characterized by vigor and 
dedication, positively influences job performance 
and overall organizational effectiveness (Duffour 
& Asante, 2025). 

Job performance in academic libraries, 
influenced by skills, motivation, and institutional 
support, is critical for effective teaching, 
research, and learning (Ocholla & Shongwe, 
2013). At the Makerere University Library, 
however, limited research exists on how 
employee empowerment and work engagement 
impact staff performance, a gap this study seeks 
to address. 
 

Problem Statement 

In the evolving landscape of academic 
institutions, university libraries are expected to 
provide high-quality, user-centered services while 
adapting to technological and user demands, 
requiring empowered, engaged, and motivated 
staff. However, Ugandan university libraries face 
low autonomy, poor morale, and unclear 
performance expectations, leading to reduced 
productivity and negative work environments. 
This gap is a cause of concern for library 
leadership, as poor staff performance can 
undermine service quality, user satisfaction, and 
the university’s academic mission. Therefore, it is 
critical to examine the relationship between 
employee empowerment, work engagement and 
job performance among library staff at Makerere 
University Library. 
 

Objectives of the study 

1.​ To investigate the relationship between 
employee empowerment and work   
engagement  

2.​ To examine the relationship between work 
engagement and job performance 

3.​ To establish the relationship between 
employee empowerment and job 
performance. 

 
Significance of the study 

This study explores how employee 
empowerment and work engagement affect job 
performance among library staff and provide 
insights for improving productivity. The findings 
can guide library leadership and university 
administration in designing strategies to enhance 
quality service delivery and staff effectiveness at 
the workplace. 
 

Literature review  

Employee empowerment  
Existing literature demonstrates that employee 
empowerment positively influences 
organizational outcomes, with strong consensus 
across high-impact studies over the past two 
decades (Badjie et al. 2019), highlighting a 
critical gap. It notes that organizations often 
misinterpret empowerment, emphasizing internal 
factors while overlooking external influences on 
employee behavior. Additionally, Monica et al. 
(2019) observe that empowerment initiatives 
frequently fail due to management credibility 
issues and employee resistance, underscoring 
the need for context-sensitive implementation 
strategies. In addition, empowered employees 
are more likely to engage in discretionary 
behaviors that contribute to organizational 
success, such as going beyond their basic job 
requirements to solve problems and improve 
processes. 

Work Engagement 
Work engagement has become an essential 
concept in organizational research, particularly 
as organizations seek to improve employee 
productivity, satisfaction, and overall well-being. 
Defined as a positive, fulfilling, work-related state 
of mind characterized by vigor, dedication, and 
absorption (Schaufeli, Salanova, 
González-Romá, & Bakker, 2002), work 
engagement involves three core dimensions: 
vigor, which reflects high levels of energy and 
mental resilience while working, even during 
challenging situations; dedication, which refers to 
a sense of significance, enthusiasm, inspiration, 
pride, and challenge derived from one's work; 
and absorption, which describes the extent to 
which employees are deeply engrossed in their 
work to the point that they may have difficulty 
detaching from it. (Schaufeli et al., 2002). 

Job Performance 
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Job performance is vital for organizational 
success and is influenced by multiple factors 
such as employee skills and competencies, 
motivation, work environment, leadership, 
organizational culture, and available resources, 
which are also directly linked to performance 
outcomes (Jankingthong & Rurkkhum, 2012). 
Job performance is a critical variable affecting 
individual, group, and organizational outcomes 
(Pandey, 2020). It is influenced by various 
factors, including job design, which plays a vital 
role in performance maximization (Zareen et al., 
2013). Recent research has highlighted the 
complexity of job performance, emphasizing 
factors such as work engagement, employee 
performance, task performance, organizational 
citizenship behavior, and personality traits 
(Wahjudi et al., 2024). 

Employee empowerment and work 
engagement 
Employee empowerment has increasingly been 
recognized as a critical driver of work 
engagement in contemporary organizations 
characterized by rapid technological 
advancement, global competition, and dynamic 
labor markets. The argument advanced by Wang 
et al. (2019) that organizations seeking 
enhanced productivity and profitability must 
engage employees who contribute ideas, 
innovation, and solutions reflects the growing 
shift from traditional hierarchical management, 
toward participatory and employee-centered 
management systems. In this regard, 
empowerment is not merely a managerial 
technique but a strategic organisational resource 
that enables employees to exercise autonomy, 
competence, and influence over work-related 
decisions. Consequently, several scholars 
conceptualise employee empowerment as a 
significant antecedent of work engagement, 
because empowered employees tend to 
demonstrate higher levels of vigor, dedication, 
and absorption in their work roles. 

However, although the relationship between 
empowerment and engagement is widely 
supported in organisational behaviour literature, 
the connection is more complex than some 
studies suggest. Wang et al. (2019) present 
empowerment as an almost universal predictor of 
engagement, yet this perspective may 
oversimplify the organizational realities within 

which empowerment initiatives operate. 
Empowerment alone does not automatically 
generate engaged employees. In many 
organizations, empowerment programs are 
implemented symbolically without genuine 
delegation of authority, access to resources, or 
participation in strategic decision-making. Under 
such circumstances, employees may perceive 
empowerment initiatives as manipulative 
managerial rhetoric, rather than authentic 
opportunities for participation. This creates a 
contradiction where organizations encourage 
autonomy, while simultaneously maintaining rigid 
control structures, thereby weakening employee 
trust and engagement. 

Yin (2018) argues that employees become more 
willing to contribute toward organisational 
success when empowerment levels and 
engagement perceptions are enhanced. This 
perspective aligns with the Social Exchange 
Theory, which posits that employees reciprocate 
favorable organisational treatment with positive 
attitudes and behaviors, such as commitment 
and engagement. When employees perceive that 
management trusts them with authority, 
information, and responsibility, they are more 
likely to develop psychological ownership and 
emotional attachment to their work. 
Nevertheless, this relationship is contingent upon 
organisational climate, leadership style, and 
employee readiness. Employees who lack 
adequate skills, confidence, or institutional 
support may experience empowerment as 
stressful rather than motivating. Thus, 
empowerment may increase role ambiguity, 
accountability pressure, and emotional 
exhaustion if not accompanied by sufficient 
training, communication, and managerial support. 

Observations by Macey and Schneider (2008) 
further strengthen the argument that empowered 
employees, particularly knowledge workers, are 
more likely to be engaged and adaptable in 
changing work environments. In 
knowledge-intensive organisations, 
empowerment facilitates creativity, innovation, 
and problem-solving because employees are 
granted discretion to make decisions and apply 
expertise independently. This argument 
resonates strongly with Drucker’s (1999) 
conception of knowledge workers as strategic 
organisational assets whose productivity 
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depends less on supervision and more on 
intellectual contribution and self-management. In 
modern organisations, particularly those 
operating in technology-driven or 
service-oriented sectors, work engagement 
increasingly depends on whether employees 
perceive themselves as valued contributors 
rather than passive subordinates. 

Despite these positive associations, critical 
scholarship suggests that empowerment may 
also function as a subtle mechanism of 
managerial control. From a labour process 
perspective, some organisations use 
empowerment discourse to shift greater 
responsibility and performance pressure onto 
employees, without corresponding increases in 
rewards, authority, or job security. Employees 
may therefore become “responsibilised,” 
expected to solve organisational problems while 
management distances itself from operational 
challenges. In such cases, what appears as 
empowerment may actually intensify work 
demands and psychological strain, ultimately 
undermining sustainable engagement. This 
criticism is particularly relevant in contexts where 
organisations adopt empowerment policies to 
primarily increase productivity, while neglecting 
employee welfare and work-life balance. 

Furthermore, the effectiveness of empowerment 
in fostering engagement varies across cultural 
and institutional contexts. In highly hierarchical 
organisational cultures, particularly within some 
public sector institutions and developing 
economies, employees may not readily embrace 
empowerment initiatives due to entrenched 
power distances and bureaucratic traditions. 
Employees accustomed to directive leadership 
may interpret empowerment as management 
withdrawal or lack of guidance. Therefore, the 
success of empowerment strategies depends on 
contextual factors such as organisational culture, 
leadership competence, communication systems, 
and employee preparedness. 

Empirical evidence nonetheless consistently 
demonstrates a positive association between 
employee empowerment and work engagement, 
when empowerment is implemented 
authentically. Psychological empowerment 
dimensions such as meaning, competence, 
self-determination, and impact are strongly 
associated with higher employee motivation, 

commitment, and discretionary effort. Employees 
who perceive their work as meaningful and feel 
capable of influencing organisational outcomes 
are more likely to exhibit enthusiasm, 
persistence, and proactive behaviour. 
Consequently, empowerment contributes not only 
to individual engagement but also to broader 
organisational outcomes, including innovation, 
service quality, employee retention, and 
organisational performance. 

Employee empowerment remains a significant 
determinant of work engagement in modern 
organisations. While scholars such as Wang et 
al. (2019), Yin (2018), as well as Macey and 
Schneider (2008) rightly emphasize the positive 
relationship between empowerment and 
engagement, a critical analysis reveals that this 
relationship is neither automatic nor universally 
beneficial. Empowerment enhances engagement 
when supported by genuine managerial trust, 
adequate resources, supportive leadership, 
employee competence, and participatory 
organisational cultures. On the contrary, poorly 
implemented empowerment initiatives may 
generate stress, ambiguity, and perceptions of 
exploitation. Therefore, organisations seeking to 
improve work engagement through 
empowerment must move beyond symbolic 
participation and establish authentic systems that 
promote employee voice, autonomy, capability 
development, and psychological safety. 
 
Work Engagement and Job Performance  
The relationship between work engagement and 
job performance has attracted considerable 
scholarly attention within organisational 
behaviour and human resource management 
literature. Existing studies generally demonstrate 
that engaged employees tend to perform better, 
because they invest greater cognitive, emotional, 
and physical energy into their work roles. 
Karatepe (2013) argues that work engagement 
enhances employee performance, particularly 
among frontline workers who interact directly with 
customers. According to this perspective, 
engaged employees demonstrate heightened 
attentiveness, persistence, and responsiveness, 
enabling them to manage customer complaints 
effectively and deliver high-quality services. This 
argument is consistent with the broader 
engagement literature, which conceptualises 
engagement as a positive, fulfilling work-related 
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state characterised by vigour, dedication, and 
absorption. 

Although the literature strongly supports a 
positive relationship between work engagement 
and job performance, many studies present this 
relationship in an overly linear and deterministic 
manner. The assumption that higher engagement 
automatically translates into superior 
performance overlooks the complexity of 
organisational environments and the multiple 
contextual variables that influence employee 
outcomes. For example, highly engaged 
employees may still underperform in 
organisations characterised by inadequate 
resources, poor leadership, bureaucratic 
rigidities, or unclear performance expectations. 
Consequently, engagement alone cannot 
guarantee high performance without supportive 
structural and managerial conditions. 

Karatepe’s (2013) emphasis on frontline 
employees is particularly significant because 
customer-facing roles require emotional labour, 
adaptability, and continuous interpersonal 
interaction. Engaged employees are often more 
willing to exceed formal job requirements by 
demonstrating organisational citizenship 
behaviours, such as helping customers, 
supporting colleagues, and solving problems 
proactively. However, the argument that engaged 
employees “go above and beyond” also warrants 
critical scrutiny. Organisations may sometimes 
exploit highly engaged employees by normalising 
excessive discretionary effort without 
corresponding rewards or support mechanisms. 
In such cases, sustained engagement may 
contribute to emotional exhaustion and burnout, 
especially in service sectors characterised by 
heavy workloads and high customer demands. 
Therefore, while engagement may initially 
improve performance, excessive or unmanaged 
engagement may eventually undermine 
employee wellbeing and long-term productivity. 

The argument by Christian et al. (2011) and Rich 
et al. (2010) that engaged workers exhibit 
positive workplace attitudes and proactive 
service behaviours further reinforces the idea 
that engagement contributes to 
performance-related outcomes. Their findings 
suggest that engaged employees display 
stronger commitment, persistence, and initiative, 

because they psychologically identify with their 
work roles. From the perspective of the Job 
Demands–Resources (JD-R) model, 
engagement emerges when employees possess 
sufficient organisational resources such as 
autonomy, support, feedback, and opportunities 
for development. These resources stimulate 
motivation, which subsequently enhances job 
performance. Nonetheless, this perspective may 
insufficiently acknowledge individual differences 
among employees. Not all employees respond 
the same way to engagement initiatives, because 
personality traits, career aspirations, emotional 
resilience, and cultural orientations shape how 
employees experience and express engagement. 

The literature also reveals methodological 
limitations that weaken some conclusions 
regarding the engagement–performance 
relationship. Gupta et al. (2015) note that many 
studies have established a strong relationship 
between engagement and performance, 
positioning engagement as a critical 
organisational outcome. However, much of the 
evidence relies heavily on cross-sectional 
designs and self-reported data, which limit causal 
interpretation. Employees who perceive 
themselves as engaged may also subjectively 
rate their performance more positively, creating 
common method bias. Consequently, the 
direction of causality remains debatable. While 
engagement may improve performance, it is 
equally plausible that high-performing employees 
become more engaged because success 
generates recognition, confidence, and job 
satisfaction. Therefore, the relationship may be 
reciprocal rather than unidirectional. 

Schaufeli’s (2012) observation regarding the 
dominance of Western-based engagement 
studies raises an important contextual concern. 
Most engagement theories and empirical findings 
originate from Western organisational settings 
characterised by relatively individualistic cultures, 
flatter organisational structures, and participatory 
management systems. Consequently, the 
generalisation of such findings to non-Western 
contexts may be problematic. In many 
developing countries and public sector 
institutions, organisational cultures remain 
hierarchical, resource-constrained, and 
bureaucratic. Under such conditions, employees 
may experience engagement differently due to 
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variations in leadership styles, cultural 
expectations, employment insecurity, and 
workplace norms. The limited empirical research 
in non-Western contexts, therefore, represents a 
significant theoretical and practical gap in the 
literature. 

This contextual limitation is especially relevant in 
African organisational environments where 
institutional challenges such as inadequate 
resources, political interference, low 
remuneration, and limited career progression 
opportunities may affect both engagement and 
performance. Employees may remain committed 
to their duties despite low engagement levels 
due to economic necessity, cultural obligations, 
or fear of job loss. Conversely, some highly 
engaged employees may experience frustration 
when organisational systems constrain their 
ability to perform effectively. Thus, contextual 
realities complicate the simplistic assumption that 
engagement universally predicts performance 
outcomes. 

Schaufeli’s (2012) call for further exploration of 
mediating mechanisms is therefore, highly 
justified. Existing literature often treats 
engagement and performance as directly 
connected, while neglecting the organisational 
and psychological processes through which 
engagement influences performance. Variables 
such as organisational commitment, 
psychological empowerment, job satisfaction, 
leadership support, organisational culture, and 
employee wellbeing may mediate or moderate 
this relationship. For instance, engaged 
employees may only translate their motivation 
into improved performance when supportive 
leadership and adequate resources are present. 
Similarly, psychological safety and recognition 
systems may strengthen the positive effects of 
engagement on performance outcomes. 

Critically, the growing managerial emphasis on 
engagement as a performance-enhancing 
strategy may also reflect broader neoliberal 
workplace ideologies that place increasing 
responsibility for organisational success on 
employees. Organisations frequently promote 
engagement initiatives as mechanisms for 
boosting productivity and competitiveness, yet 
they may fail to address structural inequalities, 
workload pressures, and poor working 
conditions. In this sense, engagement discourse 

can become managerial rhetoric that 
individualises organisational problems by 
implying that performance deficiencies result 
primarily from insufficient employee motivation 
rather than systemic organisational weaknesses. 

In conclusion, the literature provides substantial 
evidence that work engagement positively 
influences job performance through enhanced 
motivation, attentiveness, dedication, and 
proactive behaviour. Scholars such as Karatepe 
(2013), Christian et al. (2011), Rich et al. (2010), 
and Gupta et al. (2015) convincingly demonstrate 
that engaged employees are more likely to 
contribute positively to organisational outcomes. 
However, a critical examination reveals that the 
engagement–performance relationship is far 
more complex than often presented. The 
relationship is shaped by contextual, 
organisational, cultural, and psychological factors 
that may strengthen or weaken its effects. 
Moreover, excessive engagement may contribute 
to burnout, while methodological limitations and 
Western-centric assumptions restrict the 
generalizability of existing findings. Future 
research should therefore adopt longitudinal and 
cross-cultural approaches, while exploring 
mediating and moderating mechanisms that 
explain how and under what conditions work 
engagement translates into improved job 
performance. 
 
Employee Empowerment and Job 
Performance Employee empowerment has 
increasingly emerged as a critical determinant of 
job performance within contemporary 
organisational research, particularly in 
service-oriented and knowledge-intensive 
industries. Existing literature largely 
demonstrates that psychological empowerment 
enhances employee effectiveness by fostering 
autonomy, competence, motivation, and 
participation in organisational processes. 
Psychological empowerment, commonly 
conceptualised through dimensions such as 
meaning, competence, self-determination, and 
impact, is often associated with improved 
employee productivity, innovation, and service 
delivery. However, although the relationship 
between empowerment and performance is 
widely acknowledged, the literature presents both 
conceptual and contextual complexities that 
require critical examination. 
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Research within the hospitality industry provides 
substantial evidence regarding the positive 
influence of empowerment on employee 
performance. Yilmaz (2015) found that 
self-determination and impact were the most 
influential dimensions affecting frontline 
employee performance. This finding suggests 
that employees perform better when they 
perceive themselves as having control over work 
decisions and the ability to influence 
organisational outcomes. In hospitality 
environments, where employees frequently 
interact directly with customers and must 
respond quickly to service demands, autonomy 
and discretion become essential for effective 
performance. Employees who are trusted to 
make decisions independently are often more 
responsive, innovative, and committed to service 
quality. 

Similarly, Al-Makhadmah et al. (2020) confirmed 
the importance of self-determination, while also 
identifying meaning as a critical factor influencing 
employee performance in hotels. This finding 
aligns with motivational theories which argue that 
employees are more productive when they 
perceive their work as valuable and personally 
significant. Meaningful work enhances 
psychological attachment to organisational goals 
and encourages employees to invest greater 
emotional and cognitive effort into their tasks. 
Nevertheless, while these studies establish 
positive relationships between empowerment and 
performance, they tend to emphasize individual 
psychological factors, while paying limited 
attention to broader organisational conditions 
that may facilitate or constrain empowerment 
outcomes. 

A critical weakness in some empowerment 
studies is the tendency to assume that 
empowerment initiatives automatically lead to 
improved performance. In practice, 
empowerment may produce varying outcomes 
depending on organisational culture, leadership 
support, resource availability, and employee 
readiness. For example, frontline employees who 
are granted autonomy without sufficient training, 
support, or clear role expectations, may 
experience confusion, role ambiguity, and stress, 
rather than improved performance. Thus, 
empowerment is not inherently beneficial unless 

accompanied by enabling organisational 
structures and managerial support systems. 

Research from the Malaysian automotive 
industry further reinforces the positive 
association between empowerment and 
performance. Kok (2011) found that 
psychological empowerment strongly influences 
employee performance, particularly when 
employees are given autonomy and opportunities 
for decision-making. This perspective reflects 
participatory management approaches that 
encourage employee involvement in 
organisational processes. Empowered 
employees often develop stronger feelings of 
ownership and accountability, which can 
positively influence productivity and work quality. 
However, the assumption that all employees 
desire or effectively utilise autonomy may not 
always hold true. Employees differ in 
competence levels, confidence, and motivational 
orientation, meaning that some may prefer 
structured guidance rather than increased 
discretion. Consequently, empowerment 
strategies must be adapted to individual and 
organisational contexts rather than implemented 
as universal management solutions. 

Rajalingam et al. (2015) broadened the 
empowerment discourse by demonstrating that 
empowerment tools such as power sharing, 
knowledge dissemination, information sharing, 
and rewards, positively influence employee 
performance, with performance appraisal acting 
as a mediating variable. This finding is 
particularly important because it highlights 
empowerment as a multidimensional 
organisational process rather than merely a 
psychological state. Effective empowerment 
requires organisations to establish supportive 
systems that facilitate communication, 
recognition, skill development, and fair evaluation 
practices. However, the role of performance 
appraisal as a mediator also introduces important 
concerns. In some organisations, performance 
appraisal systems may reinforce managerial 
control rather than genuine empowerment, 
especially where evaluations are linked to 
punitive monitoring or unrealistic performance 
targets. Therefore, empowerment initiatives may 
become contradictory if organisations promote 
employee autonomy while simultaneously 
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intensifying surveillance and accountability 
pressures. 

The findings by Rani et al. (2021) further confirm 
the positive correlation between psychological 
empowerment dimensions and employee 
performance within the automotive after-sales 
service sector. Their study demonstrates that 
employees who experience meaning, 
competence, self-determination, and impact tend 
to exhibit higher levels of effectiveness and 
commitment in service delivery. This supports the 
argument that empowerment contributes to both 
motivational and behavioral outcomes. 
Nonetheless, many empowerment studies, 
including those cited above, rely heavily on 
self-reported perceptions of empowerment and 
performance, which may introduce common 
method bias and inflate the strength of reported 
relationships. Employees who perceive 
themselves as empowered may also evaluate 
their own performance more favorably, thereby 
limiting the objectivity of findings. 

Another critical limitation within the 
empowerment literature concerns contextual 
generalisation. Much of the existing research 
originates from private-sector organisations in 
relatively competitive and performance-driven 
industries such as hospitality and automotive 
services. These sectors often possess 
organisational structures that encourage 
flexibility, customer responsiveness, and 
participatory management practices. However, 
empowerment may operate differently in highly 
bureaucratic public-sector institutions or 
developing-country contexts where hierarchical 
leadership, rigid procedures, and limited 
resources constrain employee autonomy. In such 
environments, formal empowerment initiatives 
may exist rhetorically, while actual 
decision-making authority remains centralised. 
Consequently, the effectiveness of empowerment 
in improving job performance cannot be assumed 
to be universal across organisational and cultural 
settings. 

Furthermore, critical management scholars argue 
that empowerment may sometimes function as a 
subtle mechanism of organisational control. By 
encouraging employees to take greater 
responsibility for organisational outcomes, 
management may shift performance pressures 
onto employees without corresponding increases 

in compensation, authority, or institutional 
support. Employees may therefore experience 
“pseudo-empowerment”, where they are 
expected to demonstrate initiative and 
accountability, while remaining constrained by 
managerial decisions and organisational 
limitations. Under such conditions, empowerment 
may contribute to work intensification, stress, and 
emotional exhaustion rather than sustainable 
performance improvement. 

Despite these criticisms, the overall body of 
literature consistently indicates that employee 
empowerment has substantial potential to 
enhance job performance when implemented 
authentically and supported by conducive 
organisational systems. Empowered employees 
are more likely to demonstrate initiative, 
creativity, adaptability, and commitment, because 
they perceive themselves as valued contributors 
within the organisation. Psychological 
empowerment strengthens intrinsic motivation, 
while structural empowerment mechanisms such 
as information sharing, rewards, and participatory 
decision-making create enabling conditions for 
performance improvement. 

Studies provide strong evidence that employee 
empowerment positively influences job 
performance across different sectors, including 
hospitality and automotive industries. Scholars 
such as Yilmaz (2015), Al-Makhadmah et al. 
(2020), Kok (2011), Rajalingam et al. (2015), and 
Rani et al. (2021) collectively demonstrate that 
empowerment dimensions such as 
self-determination, meaning, competence, and 
impact contribute significantly to employee 
effectiveness and organisational outcomes. 
However, a critical analysis reveals that the 
empowerment–performance relationship is 
complex and context-dependent. Empowerment 
does not automatically improve performance, 
unless supported by appropriate leadership, 
organisational culture, resources, training, and 
fair management systems. Future research 
should, therefore, move beyond simplistic 
assumptions by examining contextual variations, 
mediating mechanisms, and the potential 
negative consequences of empowerment, 
particularly in resource-constrained and 
bureaucratic organizational settings. 
 
Theoretical framework 
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The study is anchored in the Job Demands 
Resources (JD-R) Model by Arnold Bakker and 
Evangelia Demerouti in 2001, which suggests 
that when employees are provided with adequate 
job resources such as empowerment, 
participation in decision-making, supervisory 
support, autonomy, recognition, and opportunities 
for growth, they become more engaged, 
motivated, and committed to their work. 
Increased work engagement characterized by 
vigor, dedication, and absorption then enhances 
employee performance, productivity, and 
effectiveness. Conversely, the absence of 
adequate job resources such as empowerment, 
supervisory support, autonomy, feedback, and 
recognition may lower employees’ work 
engagement, reduce motivation and 
commitment, and ultimately negatively affect their 
job performance and productivity. 

Hypotheses 

In this study, the following hypotheses were 
tested: 

1.​ Employee empowerment and work 
engagement are significantly related. 

2.​ Work engagement and job performance are 
significantly related.​  

3.​ Employee empowerment and job 
performance are significantly related. 

  
Methodology 

Research Design 
This study adopted a quantitative correlational 
research design to examine the relationships 
among employee empowerment, work 
engagement, and job performance among staff at 
Makerere University Library. A quantitative 
approach was deemed appropriate, as it allows 
for objective measurement of variables and the 
analysis of relationships using statistical 
techniques (Ghanad, 2023). 

Study population 
The study population comprised all staff working 
at the Makerere University Main Library, including 
both professional and support staffs. This 
inclusive approach ensured that perspectives 
from all categories of employees were 
represented in the study. 

Sampling Technique 

The study included a sample of 50 participants 
selected from a total population of 104 library 
staff within the Makerere University Main Library. 
Convenience sampling was used to select 
respondents who were readily available and 
accessible during the data collection period, with 
elements of random selection applied where 
feasible, to minimize selection bias. This method 
was deemed suitable, given the time constraints 
and the operational demands of the library 
environment, which made it challenging to reach 
the entire population. 
 

Instruments and measures  
The study utilized adopted standardized 
questionnaires to ensure efficient and consistent 
data collection. The questionnaires were 
distributed electronically via Google Forms, 
achieving a response rate of 50 out of 104 
participants. The questionnaire consisted of 
closed-ended items measured on a 5-point Likert 
scale, from 1 (Strongly Disagree) to 5 (Strongly 
Agree). Employee empowerment was measured 
using the scale by Pardo Del Val and Lloyd 
(2003), work engagement was assessed with the 
UWES-9 scale (Schaufeli et al., 2006), and job 
performance was evaluated with the instrument 
developed by Winston, Kit, and Terence (2007). 
 

Validity and Reliability  
Validity was ensured by designing the 
questionnaire based on established literature and 
refining it through reviews by supervisors and 
subject experts, to improve clarity, relevance, and 
appropriateness. Reliability was confirmed 
through Cronbach’s Alpha, ensuring acceptable 
internal consistency. The reliability coefficients 
(α) for the scales were as follows: employee 
empowerment (α=.840), work engagement 
(α=.889), and job performance (α=.816), with a 
value of 0.70 or higher considered acceptable for 
confirming internal consistency. 
 

Data Analysis 
Quantitative data was analysed using SPSS 
(Statistical Package for the Social Sciences) 
Version 25. Descriptive statistics (frequencies) 
were used to summarize demographic data and 
responses. Pearson correlation analysis was 
used to assess the strength and direction of 
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relationships between employee empowerment, 
work engagement, and job performance. 
 

Limitations of the Methodology 
The study employed a cross-sectional design, 
which restricts the ability to establish causal 
relationships among the variables. In addition, 
the findings are based on data from a single 
institution, limiting their generalizability to other 
academic libraries in Uganda or similar contexts. 

Findings 

Introduction 
This section presents the summary of the study’s 
findings, descriptive statistics, research 

hypotheses and objectives. It includes detailed 
analyses of respondents’ demographic and 
background characteristics, presented in tables 
to support the interpretation of the relationships 
between employee empowerment, work 
engagement, and job performance. 

 

Background information 
This section includes respondent background 
information on Age group, Gender, Years in 
service and Qualifications of the employees as 
summarized in tables 1 below; 

 
Table 1: Background information 

Variable Categories Frequency Percentage 
Age group                      30-39 years 17 34 

40-49 years 24 48 
50 and above years 9 18 

Gender Male 22 44 
Female 28 56 

Years in service              1-3 years 2 4 
4-6 years 4 8 
7+ years 44 88 

Qualifications   Certificate 4 8 
Diploma 11 22 
Bachelor’s Degree             14 26 
Masters 16 32 
PhD 6 12 

 

Table 1 shows that the largest age group 
among respondents was 40–49 years (48%, 
n=24), while those aged 50 and above were the 
smallest group (18%, n=9). Females made up 
the majority at 56% (n=28), compared to 44% 
males (n=22). Most respondents (80%, n=40) 
had over seven years of experience working in 
the university library. Regarding education, the 

highest proportion held a master’s degree 
(32%, n=16), followed by bachelor's, diploma, 
PhD, and certificate holders. 

Employee empowerment  
The responses given by the respondents when 
asked about their perception of employee 
empowerment are shown in Table 2. 

 

 Table 2: Frequency and percentage distribution of employee empowerment items 
Items Strongly 

Disagree 
N (%) 

Disagree 
N (%) 

Neutral 
N (%) 

Agree 

N (%) 

Strongly 
Agree 

N (%) 

I feel that I am given the authority to make 
decisions regarding my work. 

4 (8) 10 (20.4) 5 (10.2) 17 
(34.7) 

13 (26.5) 

I have the freedom to take initiative in my role. 2 (4) 7 (14) 8 (16) 20 (40) 13 (26) 
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I am encouraged to suggest improvements in 
my work processes. 

3 (6) 3 (6) 7 (14) 23 (46) 14 (28) 

I have access to the necessary resources and 
tools to make decisions. 

6 (12) 10 (20) 7 (14) 12 (24) 15 (30) 

My supervisor supports my efforts to take 
responsibility for my work. 

4 (8) 2 (4) 2 (4) 23 (46) 19 (38) 

I feel trusted by my manager to perform my job 
without constant supervision. 

4 (8) 4 (8) 5 (10) 22 (44) 15 (30) 

I am involved in decision-making processes 
that affect my work. 

3 (6) 9 (18) 14 (28) 13 (26) 11 (12) 

 

Table 2 shows that majority of respondents 
perceive strong support and empowerment from 
their supervisors. About 46% agree that their 
supervisors back their efforts to take 
responsibility for their work, while 44% feel 
encouraged to propose improvements to work 
processes. Similarly, 44% agree that they are 
trusted by managers to carry out their tasks 
independently, and 40% report having the 
autonomy to take initiative in their roles. 

Additionally, 38% of respondents strongly agree 
that their supervisors actively support their 
assumption of responsibilities. 
 
Work engagement 
The responses given by the respondents when 
asked about their perception of work 
engagement are shown in table 3. 

 

Table 3: Frequency and percentage distribution of work engagement items 

 Strongly 
Disagree 

N (%) 

Disagree 
N (%) 

Neutral 
N (%) 

Agree 
N (%) 

Strongly 
Agree 
N (%) 

I am enthusiastic about my work at the library. 4(8) 2(4) 7(14) 23 (46) 14(28) 

I feel energized and motivated when 
performing my tasks. 

6(12.2) 2(4.1) 10(20.4) 20(40.8) 11 (22.4) 

I am deeply absorbed in my work at the library. 2(8) 
 

9(18) 7(14) 2(42) 9(18) 

I am committed to my role and responsibilities 
at the library. 

3(6.1) 3(6.1) 5(10.2) 19(38.8) 19(38.8) 

I find my work at the library to be meaningful. 3(6) 4(8) 6(12) 25(50) 12(24) 
I feel proud to be part of the Makerere 
University Library staff. 

2(4) 2(4) 3(6) 14(28) 29(58) 

I am willing to go beyond my regular duties to 
ensure the success of the library. 

3(6) 2(4) 4(8) 21(42) 20(40) 

 

As shown in table above, majority of 
respondents (58%) agreed that they feel proud 
to be part of the Makerere University Library 
staff. Approximately 46% expressed 
enthusiasm for their work, and 50% found their 
work meaningful. Additionally, 42% reported 
being deeply absorbed in their tasks and willing 

to go beyond regular duties to support the 
library’s success. Notably, 38.8% strongly 
agreed that they are committed to their roles 
and responsibilities. Furthermore, 28% agreed 
that they feel both proud and enthusiastic about 
their work. Overall, these results indicate high 
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levels of engagement and dedication among 
the library staff. 

Job performance  
The responses given by the respondents when 
asked about their perception of job performance 
are shown in table 4. 

 
 

 

Table 4: Frequency and percentage distribution of job performance items 

Items Strongly 
Disagree 

N (%) 

Disagree 
N (%) 

Neutral 
N (%) 

Agree 
N (%) 

Strongly 
Agree  
N (%) 

I consistently meet performance expectations 
set for my role. 

5(10) 6(12) 5(10) 18(36) 16(32) 

I complete my assigned tasks on time and to 
a high standard. 

2(5) 5(10) 7(14) 23(46) 13(26) 

I am able to effectively handle challenges and 
problems in my job. 

2(4) 4(8) 9(18) 21(42) 14(28) 

I frequently go above and beyond my job 
requirements. 

2(4) 7(14) 7(14) 17(34) 17(34) 

I am able to manage multiple tasks 
simultaneously without compromising quality. 

2(4) 6(12) 6(12) 16(32) 20(40) 

I actively seek opportunities to improve my 
performance and skills. 

2(4) 3(6) 7(14) 19(38) 19(38) 

I receive positive feedback from my 
colleagues and supervisors about my work 
performance. 

1(2) 6(12) 8(16) 23(46) 12(24) 

 
As shown in the table 4 above, majority of the 
respondents agreed that they complete their 
assigned tasks on time and to a high standard 
and they receive positive feedback from their 
colleagues and supervisors about their work 
performance (46%); they are able to effectively 
handle challenges and problems in their job 
(42%); and they actively seek opportunities to 
improve their performance and skills (38%). 
Also, majority consistently meet the 

performance expectations set for their role 
(36%). It was noted that majority of the 
respondents agreed that they frequently go 
above and beyond their job requirements (34%) 
and that they can effectively handle challenges 
and problems in their job. (28%). 

Results of the Correlational Analysis 
Pearson correlational results of the hypotheses 
testing are presented in the table below; 

 
Table 5: Correlation results for employee empowerment, work engagement and job performance 

 

 

 

**. Correlation is significant at the 0.01 level (2-tailed). N=50 

Employee Empowerment and Work 
Engagement 

The first hypothesis states that employee 
empowerment and work engagement are 

Variables 1 2 3 
1.​ Employee Empowerment 1   
2.​ Work Engagement .780** 1  
3.​ Job Performance .425** .699** 1 
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significantly related.  The findings indicate that 
there is a significant relationship between 
employee empowerment and work engagement 
(r= .780**, p < 0.01). Therefore, the alternative 
hypothesis is supported, and it’s concluded that 
employee empowerment has a positive 
significant relationship with work engagement. 

Work Engagement and Job Performance 
The second hypothesis states that work 
engagement and job performance are 
significantly related. The findings indicate that 
there is a positive significant relationship 
between work engagement and job performance 
(r= .699**, p < 0.01). Therefore, the alternative 
hypothesis is supported, and it’s concluded that 
work engagement has a positive significant 
relationship with job performance.  

Employee Empowerment and Job 
Performance 
The third hypothesis states that employee 
empowerment and job performance are 
significantly related.  The findings indicate that 
there is a significant relationship between 
employee empowerment and job performance 
(r= .425**, p < 0.01).  Therefore, the alternative 
hypothesis is supported. It is concluded that 
employee empowerment has a positive 
significant relationship with job performance.  
 
Discussions, Conclusions and 
Recommendations. 

Introduction 

This chapter contains the discussion of findings 
from the research objectives and hypotheses 
and gives recommendations from the study. It 
also gives a conclusion and areas of further 
research. The research objectives that guided 
the study were; to examine the relationship 
between Employee Empowerment and Work 
Engagement, to investigate the relationship 
between Work Engagement and Job 
Performance and to establish the relationship 
between Employee Empowerment and Job 
Performance.  
 
Discussion 

This section presents an interpretation of the 
study findings in relation to the research 

objectives and hypotheses. It integrates 
descriptive and inferential results with existing 
empirical and theoretical literature, highlighting 
areas of convergence and divergence in a 
systematic and scholarly manner. 
 
Employee Empowerment and Work 
Engagement 
The first hypothesis proposed a significant 
relationship between employee empowerment 
and work engagement. The findings revealed a 
strong positive and statistically significant 
relationship (r = .780**, p < 0.01), leading to the 
acceptance of the alternative hypothesis. This 
implies that higher levels of employee 
empowerment are associated with increased 
work engagement among library staff. In 
practical terms, when employees are granted 
autonomy, influence in decision-making, and a 
supportive work structure, they are more likely to 
exhibit higher levels of vigor, dedication, and 
absorption in their work. These findings are 
consistent with prior studies. For instance, Wang 
et al. (2019) identified empowerment as a key 
antecedent of work engagement, emphasizing 
its importance in enhancing organizational 
productivity and innovation. Similarly, Macey and 
Schneider (2008) argue that empowered 
employees, particularly knowledge workers, 
tend to be more engaged and adaptable in 
dynamic work environments. The present 
findings, therefore, reinforce the view that 
empowerment practices play a critical role in 
fostering employee engagement. 

Work Engagement and Job Performance 
The second hypothesis examined the 
relationship between work engagement and job 
performance. The results indicated a significant 
positive relationship (r = .699**, p < 0.01), 
supporting the alternative hypothesis. This 
suggests that employees who are more 
engaged in their work tend to demonstrate 
higher levels of job performance. Engaged 
employees are more energetic, committed, and 
willing to invest additional effort in their roles, 
which enhances overall performance outcomes. 
This finding aligns with previous research. 
Osman M. Karatepe (2013) found that engaged 
employees are more likely to exceed 
performance expectations and deliver 
high-quality service. In the same vein, Gupta et 
al. (2015) reported a strong association between 
engagement and performance, identifying 

 



46 | Afri. Jour. Lib & Info. Inn. 2026, Vol.01. (01) 

 

engagement as a key driver of positive 
organizational outcomes. However, despite the 
growing body of evidence, studies such as Kim 
(2017) note that the engagement–performance 
relationship remains underexplored in 
non-Western contexts, highlighting the 
contribution of the current study in addressing 
this gap. 

Employee Empowerment and Job 
Performance 
The third hypothesis assessed the relationship 
between employee empowerment and job 
performance. The relatively weaker relationship 
between employee empowerment and job 
performance (r = .425**, p < 0.01), may be due 
to contextual and organizational constraints, 
such as standardized procedures and limited job 
discretion, that reduce its direct impact on 
performance. The findings showed a moderate 
but significant positive relationship, leading to 
the acceptance of the alternative hypothesis. 
This indicates that increased levels of 
empowerment are associated with improved job 
performance. Employees who are given 
autonomy and opportunities to participate in 
decision-making are more likely to perform 
effectively, as they feel valued and responsible 
for their work outcomes. These results are 
supported by existing literature. Yilmaz (2015) 
found that psychological empowerment 
significantly influences employee performance 
and organizational outcomes. Similarly, Kok 
(2011) reported that empowerment had a strong 
positive impact on employee performance in the 
Malaysian automotive industry, particularly when 
employees were given autonomy and 
decision-making authority. Overall, the findings 
of this study consistently demonstrate that 
employee empowerment and work engagement 
are critical factors influencing job performance. 
The results not only align with prior empirical 
evidence but also extend the literature by 
providing insights from a non-Western academic 
library context. 
 
Conclusion  

The study investigated the relationships 
between employee empowerment, work 
engagement, and job performance among staff 
of Makerere University Main Library, using a 
quantitative cross-sectional design. The findings 
revealed that employee empowerment is 

strongly associated with work engagement, 
which in turn significantly predicts job 
performance. Additionally, employee 
empowerment was found to have a direct 
positive relationship with job performance. 
These results underscore the importance of 
empowerment initiatives in enhancing both 
employee engagement and performance. 
Overall, the findings suggest that work 
engagement plays a pivotal role as a key driver 
of individual effectiveness and broader 
organizational success. 

Recommendation 

Management should actively promote greater 
involvement of library staff in decision-making 
processes. By providing employees with 
autonomy in how they execute their tasks and 
ensuring they have access to the necessary 
resources, staff engagement can be significantly 
strengthened. This increased engagement is 
likely to lead to improved job performance, as 
employees feel more empowered and invested 
in their work. 

Universities should implement targeted 
strategies such as recognition programs that 
acknowledge employee contributions, 
opportunities for professional development, and 
supportive supervision. These initiatives can 
foster a positive work atmosphere where 
employees feel valued and encouraged to grow, 
enhancing their overall engagement with their 
roles. 

University Library management has a critical 
role in creating a supportive work environment. 
This can be achieved by maintaining clear and 
transparent communication, ensuring workloads 
are reasonable and manageable, and providing 
adequate staffing levels. Such measures not 
only contribute to better employee well-being but 
also result in improved performance outcomes, 
benefiting both staff and the institution as a 
whole. 
 
Directions for Future Research 

The topic of the study is not well researched, 
thus further studies can expound on the 
available literature, since it’s relatively a new 
construct. Therefore, studies could be carried 
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out on employee empowerment based on 
gender and age, in order to find out which 
gender and age, group is empowered more and 
how it affects their overall engagement and job 
performance.  

Further studies could also be carried out in such 
sectors that require higher levels of 
engagement, such as banking, education, and 
agriculture, in order to find out whether 
employee empowerment affects their 
engagement and job performance in their 
organizations. 

Aspects of employee empowerment could also 
be researched separately, exploring their effects 
on engagement and job performance. This could 
also involve a meta-analysis in order to add on 
the existing research. 

Ethical Considerations 
Although formal ethical approval was not 
obtained prior to data collection, the study 
adhered to key ethical principles throughout the 
research process. Respondents were informed 
about the purpose of the study, and data were 
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Confidentiality and anonymity were ensured by 
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direct contact with the researcher. Consequently, 
the study posed no foreseeable risk or harm to 
participants. 
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