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Abstract: The objective of this study was to address empowerment and to verify its 
contribution to organizational performance and business competitiveness. 
A positive contribution was found between Empowerment with Organizational performance 
and competitiveness. A positive relationship between organizational performance and 
entrepreneurial competitiveness was also verified. 
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Introduction 

The expansion and development of the concept of empowerment is associated with the organizational 
assumptions of the flexible structure and decentralization of decision [13], as well as a greater 
perception of the importance of the employees as to their capacities, motivation, and satisfaction for 
the organization [11]. With the adaptation of management to the current competitiveness needs, in a 
dynamic and complex market context, empowerment has become increasingly important in the 
business world, through the primacy of human resources, to ensure its commitment [5]. 
 
Efficient, effective, innovative, and proactive contributors are a strategic asset with great relevance to 
any organization [5], [18], [20]. The employees who seek to achieve the maximum results for the 
organization by exploring all their capacities contribute to the improvement of the productivity of the 
Organization and, consequently, to a greater competitiveness [14]. 
 
Empowerment is the best way to make the most of the human resources of an organization [5], [18]. 
The employee's qualification and appreciation, as well as the contribution to their motivation and 
satisfaction, enable the organization to obtain the maximum efficiency and effectiveness of its 
workers, allowing it to become more competitive in the business context [9], [11], [20], [21]. 
 
This research aims to deepen the issue of empowerment, its contribution to the competitiveness of 
organizations. The historical contextualization of the concept and its definition was performed 
initially. The relationship between empowerment, organizational performance and competitiveness has 
also been established. 
 

1. Empowerment 
The term empowerment arose in the 1960s after the approach of human relations introduced by Elton 
Mayo, who assumes that employee involvement generates gains for the organization in terms of 
results, productivity and efficiency and effectiveness [14], [15], [19], [26]. Despite the emergence of 
the term in the 1960s, in the 1920s, with the valorization of human resources for the organization by 
Taylor, the concept came to be verified primitively [5], [22]. 
 
Empowerment can be defined as a management tool based on the training and appreciation of 
employees as a form of innovation and problem solving, maintaining freedom of decision, through 
greater autonomy and accountability [18]. Empowerment is therefore the process of giving employees 
the power, freedom and information that can actively participate in the organization [11], [15], [18]. In 
this sense, six factors can explain empowerment: power, knowledge, information, rewards, 
performance appraisal, and employee performance. 
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1.1 Power 
We should consider the existence of two types of power, power, and power over [18]. The power of 
consists of power as the ability to intervene and influence the reality experienced, while power over 
treats power as a form of dominance of an agent, whether this human (hierarchy relationship) or 
resource of the organization. The sharing of power empowers the individual in all dimensions and 
allows greater freedom to present new ideas (stimulus to creativity), constructive criticism and 
decision-making [20]. Delegating authority and sharing of power allows feelings of trust, 
commitment, self-determination, and competence essential to the productivity of the Organization and, 
consequently, to organizational performance and competitiveness. 
 

1.2 Knowledge 
Knowledge is essential for the development of organizations, and knowledge sharing is an essential 
process for the management [27]. It is about sharing information, ideas, techniques, and suggestions 
among the employees of the organization. Knowledge sharing enables the development of the fastest 
contributor, contributing to greater organizational performance and competitiveness [20], [27]. 
 

1.3 Information 
Decision-making must be made based on information and, in this sense, it is essential to share 
information for correct decision-making by employable [20]. The organization's information 
management capacity plays an important role in the development of customer management, processes, 
operations, and performance, which in turn influence favorable measures of financial efficiency, 
customer satisfaction, human resources, and organizational performance [16]. 
 

1.4 Rewards 
 The reward is to determine how the employee is rewarded in exchange for their value to the 
organization, in the sense that it is the individual and not the function that should be rewarded, in a 
monetary or non-monetary [20]. This is a form of recognition with direct influence on the satisfaction 
and motivation of the collaborator [12]. 
 

1.5 Performance Appraisal and Employee Performance 
The performance appraisal and employee’s performance can directly encourage empowerment, with 
the definition of goals and objectives, individual or per team, to be achieved and aligned with the 
objectives and strategy of the organization [1], empowering the developer for autonomy, proactivity, 
and decision-making with empowerment [14], [20]. 
 

2. Organizational Performance 
Competitiveness in the business world is increasing increasingly, given the current context of 
globalization, and in that sense, it takes a good performance at various levels to achieve the success of 
the business [6]. It is often an association of the term performance to the terms efficiency and financial 
and non-financial effectiveness [6], [17]. The effectiveness corresponds to the measure of the 
relationship between the previously defined objectives and the results obtained financial or non-
financial (human, operational and commercial) [2], [3]. As for efficiency, this is understood with a 
relative representative concept of how to obtain the results or objectives, being a method considered 
more efficient than another if it require the use of a smaller number (quantity) of resources available 
[24]. 
 
Organizational performance can be defined as the results that an organization achieves due to its 
efforts and encompasses financial and non-financial performance [8]. This can be measured according 
to the following indicators: The return on investment, the average productivity per worker, the time 
needed to reach a certain market share, as well as the market share, the response time of complaints, 
the cost Per transaction, the degree of customer satisfaction, the number of customer suggestions 
already implemented, the number of new products or services, the relationship between qualified and 
unskilled employees, the relationship between the technological expenditure in relation to the 
expenditure Total and the effectiveness of knowledge management [8]. Based on these indicators, it is 
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possible to evaluate the organizational performance of an organization and to verify the positive 
contribution of empowerment to organizational performance. 
 
Finally, improving organizational performance using various methodologies, such as empowerment, 
allows organizations to achieve productivity gains and competitiveness in the market where they 
operate [6], [10], [25]. 
 

3. Empowerment and Organizational Competitiveness 
Companies characterized by their organizational identity/culture that should be based on encouraging 
the empowerment practices [7]. In this sense, the creation of teams of work, autonomy, and 
decentralized decision making enables the use of knowledge, proactivity and positive synergies 
resulting from a coordinated effort in the interest of Organization [23]. This coordinated effort 
described as the group effort of the organization's employees allows organizations to obtain 
performance gains considered an important source of real value development and aggregation for the 
organization [7], [10],  [21]. There is thus the existence of a significant positive relationship between 
the empowerment and performance of the employee's work, which is reflected in an increase in value 
for the organization. 
 
A competitive advantage can be described as an advantage of the organization in relation to its 
competitors, and a human resource practice can be the same advantage and contribute to a significant 
improvement in performance [9]. However, the contribution of various human resource practices in 
the process of creating value for the organization is unquestioned [4], [9]. Empowerment as an 
instrument of human resources can, in this sense, be regarded as an instrument of value creation, thus 
contributing to performance and, in some cases, can be considered a competitive advantage. Finally, 
the contribution of training in the creation of value by the organization, the organizational 
performance and, in some cases, the creation of competitive advantages is reflected in the 
competitiveness of the organizations [5], [9], [11], [21]. 

 
 

Figure no. 1 Relationship between Empowerment, Organizational Performance, and Organizational 
Competitiveness (self-elaboration) 

 
Conclusions 

The implementation of empowerment principles allows organizations to make the most of human 
resources. The application of the principles of empowerment has been gaining more and more 
relevance at the scientific and business level, given its contribution to the development of the 
organizations. Empowerment enables organizations to gain productivity, efficiency, and efficiency 
gains, and this increase in value is primarily responsible for the importance that is currently attributed 
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to the concept. In this sense, the implementation of the principles of this concept has been increasingly 
seen as beneficial to the organizations. 
 
In this research, it was found that empowerment is a concept whose implementation of its principles 
contributes to the improvement of organizational performance at its various levels and to improve the 
competitive position of organizations in the face of your competitors.  
 
It is important that more research is carried out about empowerment to ascertain its contribution to 
organizational performance and competitiveness of organizations, so it is suggested to carry out an 
empirical study that allows corroborating or not the current state of art. 
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