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AIM OF THE WORK

INTRODUCTION
The shift in the world of work during the 21st century along with the increased expectation to
achieve high levels of productivity has forced business leaders to rethink the way in which
they manage their organizations. Innovative perspectives such as Empowering organizations
are therefore increasingly popular within companies. They foster participative methods
focusing on trust, autonomy, team work, and collaboration.
This further raises the question of how can these empowering managerial practices contribute
to improve the performance of the companies while ensuring the well-being at work of the
workforce? What are the levers and obstacles of these innovative approaches?

Conducted within the factory of AIRBUS Saint-Nazaire (3200 employees), the aim of this
thesis is to study the link between Leadership Empowerment Behaviors (innovative
managerial practice) and employee’s well-being at work and performance, in order to
accompany the ongoing organizational change.

METHODOLOGY
This “action-research” uses a participative and systemic methodology: the active
participation of all employees is required as they are key actors of this process. This study
also uses a mixed methodology, combining qualitative and quantitative approaches.

DURING THE TWO FIRST YEARS OF THE THESIS, 3 EXPLORATORY STUDIES WERE LAUNCHED

STUDY 2: Empowering Leadership, Wellbeing at work and Commitment

STUDY 1: Social Representation
of “Empowering Organization”
and managerial practices
Aim: Actualize the social representation on
managers and managerial innovation. “Empowerment” is
a relatively new concept within the workplace.

Methodology: A free association task was

Aim: Study the link between empowering leadership

Aim: The third experimentation is a longitudinal

(EL), psychological well-being at work (PWBW) and
commitment (to the job and to the organization). An
“empowering” leader aims to give meaning to the work ;
gives autonomy and trust, and also allows participation in the
decision-making process (Aherane et al., 2005).

study with 3 measures at 3 different times (2017, 2018,
2019). Over a 3 years period, in a production context with
a high level of work demands, what would be the impact
of the implementation of empowering leadership
practices towards PWBW and performance ?

Methodology: Questionnaire filled in by all the

Methodology: Questionnaire filled in 2017 by

completed by 2190 employees (52% company)

Results:

The “empowering company” is
associated with “responsibilities, autonomy, trust and team
work”. An ideal manager should mostly be listening and
also show respect, trust and have team spirit. On the
contrary, a lack of listening and of respect will be the least
acceptable from a manager.

STUDY 3: Empowering leadership, wellbeing at work and on performance

623 participants of a “non-empowered” unit (74%), and
815 participants in 2018 (76%).

employees of an empowered unit (260 participants ).

Results: The “empowering leadership” has a
positive direct effect on employee’s job commitment (ß =
0.30, p < .001) and affective organizational commitment (ß =
0.59, p < .001). The PWBW has a mediating effect in the
relationship between EL and JC (ß = 0.04, p = .01).

Results: Empowering Leadership has a positive
direct effect on indicators of performance (job
commitment, proactive performance, organizational
citizenship behaviors, innovative behaviors).

STUDY 4: QUALITATIVE SURVEY - Levers and Obstacles of Empowering managerial practices
Aim:







« Rules and Processes » complexity
Excessive KPI controls
Managers turnover
Flat organization = lack of role clarity
System instability = high pressure and
lack of time for skills developpement

Individual obstacles

Results: The results put forward
organizational and individual obstacles
and levers associated to empowering
organizations by pointing out specific
recommendations among sectors witch are
considered “empowered” versus those
considered “non-empowered”.

Organisational levers

TRUST

interviews (individual and collective) have
been conducted with 128 workers – wirh
some representativeness criteria (sex,
seniority, sector, function, …)

Organisational obstacles

MEANING

Methodology: A total of 38

LEVERS

OBSTACLES






Differences about the need for autonomy
Negative beliefs about empowerment
« Chief » and « Commander » culture
Share of managerial power and responsibilities:
are all the managers ready?

MANAGERS &
COLLABORATORS
SUPPORT

Identify the employees’
expectations by collecting feedbacks from
the everyday “empowered” situations
experienced. Thus, we will be able to
highlight the levers and the obstacles linked
to the implementation of an empowering
approach in the industry investigated.

REFERENCES
Ahearne, M., Mathieu, J., & Rapp, 1. (2005). To empower or not to empower your sales force ? An empirical examination
of the influence of leadership empowerment behavior on customer satisfaction and performance. Journal of Applied
Psychology, 90, 945-955.
Boudrias, J.-S., & Bérard, J. (2016) L’empowerment et le leadership d’habilitation. In J.-L. Bernaud, P. Desrumaux, & D.
Guédon (Eds.), Psychologie de la bientraitance professionnelle (pp. 103-119). Paris: Dunod.
Boudrias, J., Gaudreau, P., Savoie, A., & Morin, A. J. S. (2009). Employee empowerment: From managerial practices to
employees’ behavioral empowerment. Leadership & Organization Development Journal, 30(7), 625-638.
Cheong, M., Yammarino, F.J., Dionne, S.D., Spain, S.M., & Tsai C.-Y. (2019). A review of the effectiveness of
empowering leadership. The Leadership Quarterly, 30, 34-58.

Gilbert, M.-H., Dagenais-Desmarais, V., & Savoie, A. (2011). Validation d’une mesure de santé
psychologique au travail. Revue européenne de psychologie appliquée, 61(4), 195–203.
Lee, A., Willis, S., & Tian, A. W. (2018). Empowering leadership: A meta-analytic examination of
incremental contribution, mediation, and moderation. Journal of Organizational Behavior, 39(3), 306-325.
Sharma, P. N., & Kirkman, B. L. (2015). Leveraging Leaders: A Literature Review and Future Lines of
Inquiry for Empowering Leadership Research. Group & Organization Management, 40(2), 193–237.
Yahia, N.A., Montani, F., & Courcy, F. (2018). Le rôle des stresseurs sur le comportement d’innovation :
Quand le leadership habilitant du supérieur protège le potentiel d’innovation des travailleurs. Psychologie du
travail et des organisations, 24, 51-67.

 Right to make mistakes
 Cooperative rather than coercive controls
 Develop interpersonal trust
(managers/colleagues)
 Apply « the one who does who knows »
to the decision-making
 Efficient and transparent communication
 Roles and goals clarity

Individual levers
 Professional training & personal coaching
 Involvment and engagement recognition
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