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Abstract

The present research is aimed at understanding the relationship between employee empowerment and job satisfaction. 
Today, employee empowerment practices and job satisfaction are considered very critical for the success and superior 
performance of any organization. The aim of this research project is to enhance our understanding on interrelationship 
between these variables. The research was carried in the consultancy firms based in Gurugram. Employee empowerment 
is measured through 16 sub variables such as autonomy, management's information and resource sharing, extent of 
participation in decisions, goal clarity, communication, extent of feedback, fairness of respond system, perception of job, 
response to problem solving, accountability for performance, role perception, teamwork, leadership style, management 
style, responses to risk and innovations and organisational culture. The job satisfaction is also measured keeping in mind 
two parameters: intrinsic and extrinsic. The study concluded that there is a positive relationship between employee 
empowerment and job satisfaction; it means that business with more employee empowerment practices show higher 
capability in enhancing job satisfaction among the employees. The present study has real world implications on how 
employee empowerment needs to be supported by the leaders of the organizations in order to have a satisfied workforce. 
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Introduction 

The success of an organization lies more in its intellectual and systems capabilities than in physical assets. Without altering 
human knowledge, skills, and behaviour, change in technology, processes, and structures is unlikely to yield long term 
benefits. In fact, “human development” is most viable alternative to traditional organizational development as a strategy 
for bringing about dramatic performance improvements. Thus, it is suggested that the only source of competitive 
advantage is the organization's people. The term empowerment in management literature appears to have come into 
general usage in the early 1980s and by the mid 1980's, it had become commonplace expression used in both practical 
management texts and in the vocabulary of organizations. Empowerment in general term is handling the power of decision 
and action to the employees and giving them more authority and responsibility to accomplish their job in an effective 
manner. Empowerment is a construct shared by many disciplines and arenas: community development, psychology, 
education, economics, and studies of social movements and organizations. The management challenge is to create 
working environments in which individuals voluntarily choose to commit, collaborate, and act towards the 
accomplishment of organizational goals. 

Empowerment

Workplace empowerment has been hailed as the major new industrial weapon against domestic and international threats 
(Littrell, 2007). While the word 'empowerment' is relatively new, the notion of granting work-related decision-making 
authority to employees as a means of enhancing performance is not altogether new in the management literature. The 
original meaning of empowerment has been referred to as 'authorize, give power to' (Diwedi, 1995, Locke, 1976). The use 
of term 'power' appears too common throughout the definition of empowerment, for example, Legge (1995) argued that 
empowerment should be seen in terms of redistributive model whereby power equalization is promoted to trust and 
collaboration. Conger & Kanungo (1988) focused on power as a central point of empowerment 'either to strengthen this 
belief or weaken belief in personal powerlessness'. Power is often redistributed by transferring control so that employees 
have the authority to make and implement their own decisions. Conger & Kanungo (1988) make a distinction between 
rational and motivational meaning of empowerment. The rational aspects examine the relationship between managers and 
workers both before and after empowerment.  The motivational dimensions suggest a process through which initiative 

 will need to pass to employees to feel motivated.  Thomas and Velthouse (1990) proposed that the satisfaction that a 
worker experiences from completing the task motivates and drives the behaviour as opposed to external controls. 
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Consequently, a worker assesses tasks associated with the job in terms of the intrinsic rewards that he or she may expect to 
receive from executing the task. Thomas and Velthouse (1990) identified four dimensions of empowerment upon which 
this situational assessment is based. These four components include impact, competence, meaningfulness and choice.

? is the degree to which an individual perceives that his/ her individual contributions truly make a difference in 
the success of the organization. 

?Competence is influenced by an employee's confidence in his/ her ability to successfully perform the task. 

?Meaningfulness relates to the perceived value of the tasks and activities associated with a job. 

?Choice is defined to involve causal responsibility for a person's actions. 
 Bowen & Lowler (1992) defined empowerment as sharing with front line employees four organizational ingredients: 

information about the organization performance, rewards based on the organisation, knowledge that enables employees to 
understand and contribute to the organisational performance, and lastly, the power to make decisions that influence 
organizational direction and performance. Val and Lloyd (2003) defined empowerment as the managerial style where 
managers share with the members of the organization, their influence in the decision making process. Considering the 
decisions were made along certain stages and that there were different types of decisions, they have developed a tool to 
quantify the degree of empowerment at any company, taking into account the hierarchial groups collaborating in the 
process as well as the way such collaboration takes place. This empowerment measurement scale has two components . 
The first component is the 'degree' up to which hierarchial level is offered the chance of collaborating or sharing influence 
in the decision making process. The second component is 'dimensions'. The first dimension was the formal and informal 
character of the kind of involvement. The second dimension was the direct or indirect way in which employee 
collaboration take place. Finally, the last dimension is the degree of influence of employees along the decision making 

 
process. Robert (1993)gave a real life experience of employee empowerment at his own organization. He empowered his 
employees at Cin-Made Corp in the USA. He gave them financial empowerment through ESOPs and empowerment by 
sharing information in meetings, by sharing power, giving them more autonomy and independence. He found a positive 

 relationship between employee empowerment and individual and organizational performance. Tyagi (1994, 1997) stated 
that empowerment was the process of identifying and eliminating the conditions that causes powerlessness while 
enhancing feelings of self-efficacy. Empowerment authorizes employees to cope with situations and enables them to take 
control of problems as they arise. The essence of empowerment was the participation. Participation was in form of 
person's mental and emotional involvement in group situations that encourage them to contribute to group goals and share 
responsibility for them. A person's entire self was involved, not just one's skill. The involvement was psychological rather 
than physical. The employee feels more accepted and involved in the situation. Their self- esteem, job satisfaction and co-
operation with management may also improve and results in reduced conflict and stress, more commitment to goals and 

 better acceptance of change. Moye and Alen (2006) conducted an online survey of 2000 salaried employees at a Fortune 
500 manufacturing organizations in the USA discussed employee empowerment, strengthening interpersonal trust, and 
increasing organizational effectiveness. They discussed how increments in empowerment and trust can mitigate effects at 
organisational complexity and reduce transaction costs, strengthen systems within flatter organisational structures, and 
diminish the need for supervisory oversight, unproductive controls and measurement systems that negatively impact 
productivity and the capacity to succeed in highly competitive markets. Argyris (1998) studied that how empowerment 
has transformed the big industrial players like ICICI, Indian Aluminium Company (INDAL). Vaghul, CEO of ICICI has 
transformed the development bank into multi-business super market with a classic combination of strategic envisioning 
and complete empowerment. Tapan Mitra, CEO of Indian Aluminium Company (INDAL) adds, “Turn the people into 
bread winners not employees- who must ensure that their own family is the company- survivors without the luxury of 
opting out or being asked to quit. If your employees feel that they are merely appendages to inscrutable decisions making 
machinery locked in any ivory tower, they won't give you their best. As you decentralise, you empower and as you 
empower, you motivate. Empowerment is all about people, about placing them at the centre of two co operations, activities 
and then giving them powerful reasons to do their work to do the best of their abilities.” Liden et al. (2000) investigated the 
mediating effects of empowerment on the relationship between job characteristics and job satisfaction with a sample of 
337 lower level employees of a large service organization. Meaning and competence were found to be significant 
mediating variables; self-determination and impact were not. The one consistent finding across the three studies was the 
meaning was a significant predictor of job satisfaction. On the other hand, evidence about the relative importance of the 

 
empowerment facts of competence, self-determination and impact is inconclusive.  Korn (1993) studied the employee 
perceptions of empowerment, self-efficacy, job satisfaction and organizational culture by examining two groups. One was 
treated with empowerment i.e. empowered group other was non- empowered. Results revealed that both treated and 

Impact
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untreated groups perceived themselves as highly committed willing to make suggestions related to their jobs and wanting 
supervisors to take their suggestion. The treated group exposed to 'employees empowerment opportunities' regarded 
themselves as empowered only for the specific activity in which they were engaged. The experience did not translate into 

 changing their perceptions of the company culture, in greater job satisfaction. Spreitzer et. al (1997) found a positive 
relationship between empowerment and the following; role ambiguity, span of control, socio-political support access to 
information, access to resources and to climate (participative as opposed to no participative). A participative climate, also 
shown to be related to empowerment, helps employees believes than they are important assets in the organization and can 
make a difference.  Similar results were found by authors such as Koberg et al. (1999), Ogbeide et al. (2015), GanjiNia et 
al. (2013), Erturk and Vurgun (2015), Regan et al. (2016), Han et al. (2016), Kruja et al. (2016) and others.

Job Satisfaction

Job satisfaction is an effective response based upon the degrees to which the job fulfils various factors, both intrinsic and 
extrinsic that are valued by the individual employees. It describes how content an individual is with his /her job. The 
happier people are with their job, the more satisfied they are said to be. Job satisfaction is not the same as motivation or 
aptitude, although it is clearly linked. Job design aims to enhance job satisfaction and performance, methods include job 
rotation, job enlargement, job enrichment and . Other influences on satisfaction include the management style and culture, 
employee involvement, empowerment and autonomous work position. Job satisfaction is a very important attribute which 
is frequently measured by organizations. The most common way of measurement is the use of rating scales where 
employees report their reactions to their jobs. Questions relate to rate of pay, work responsibilities, variety of tasks, 
promotional opportunities, the work itself and co-workers. Job satisfaction has long been an area of interest for researchers 
with well over 5,000 articles and dissertations written on the topic (Cranny et al., 1992).  Investigations related to job 
satisfaction and employee motivation find their roots in the work of Maslow and Herzberg. Maslow (1943) suggested that 
the desire to fulfil unsatisfied needs motivates human behaviour. He classified needs into a hierarchy consisting of the 
following five levels of needs: physiological needs, safety needs, social needs, self-esteem, and self-actualization. Needs 
on each level of the hierarchy must be fulfilled before a person will be motivated to pursue the fulfilment of needs on each 
subsequent level. Herzberg et al. (1959) determined that two distinct sets of factors relate to job satisfaction and 
dissatisfaction respectively as opposed to the existence of a single set of factors that operates along a range, which include 
both a range of satisfaction and dissatisfaction. Herzberg defined the factors that, if not present, lead to dissatisfaction as 
hygiene factors and factors that lead to satisfaction as motivation factors. Hygiene factors include supervision, 
interpersonal relations, physical working conditions, salary, company policies and administrative practices, benefits, and 
job security. Satisfiers or the motivation factors associated with a job are the variables that tend to satisfy an individual's 
higher level needs, as defined by Maslow (1943), including social level needs, self-esteem, and self-actualization. 
Hygiene factors fulfil more basic needs equivalent to what Maslow refers to as safety and physiological needs, (Herzberg 
et al, 1959). There is no limit for the employees to reach the full satisfaction sometimes they need to change their 
behaviours in order to execute their duties more effectively to gain greater job satisfaction (Boyle et al., 2006). Mathews 
and Shepherd (2002) stated that employees who are satisfied tends to generate a positive belief system towards their 
organization, thereby accept organizational goals and values, they are willing to exert any additional considerable effort 
on behalf of the organization, and have a strong will to remain a member of the organization. Henne and Locke (1985) state 
that .job satisfaction (or dissatisfaction) is an emotional response to a value judgment by an individual worker; satisfaction 
is a result of the perception that needs are fulfilled while dissatisfaction is due to the perception that they are frustrated. 
They identify the following values that employees seek relative to many of the intrinsic and extrinsic factors: 

Relative to the work itself, most people desire work that they find interesting and significant and that provides them with a 
sense of accomplishment. Workers also desire growth, responsibility, autonomy, role clarity, role congruence, freedom 
from physical strain, and feedback concerning performance. 

Relative to pay, workers want to be treated equitably in comparison to others performing similar work, to receive 
competitive benefits, to feel that their compensation is secure, and to be paid an amount that enables them to meet their 
financial obligations. 

Relative to promotions, employees want to understand how the promotion system works, that it is equitable, and to have 
advancement opportunities available should they desire promotion. A convenient location and work schedule, safe and 
attractive physical facilities, and the necessary equipment and resources accessible to them to complete the job are what 
employees seek relative to working conditions. Various authors such as Spreitzer et al. (1997), Locke and Latham (1990), 
Singh and Kohli (2006), Thakur (2007) and Jha et al. (2008) found that organizational factors such as pay, opportunities 
for growth, job security are responsible for influencing perceptions of job satisfaction among employees. 
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Lambert et al. (2016) conducted a study on 827 Indian police officers and found that job satisfaction is significantly 
influenced by organizational support, formalization (i.e., level of codified written rules and guidelines), promotional 
opportunities, institutional communication (i.e., salient work information is transmitted), and input into decision-making 
(i.e., having a voice in the process).  Similar studies were reported by Khanna and Gupta (2016), Agarwal and Dewan 
(2016), Jain (2016) and others.

Review of Literature

When organizations provide equitable rewards to employees and empower them to participate in decision making process 
and they are provided with required information on the job then it helps the employees to achieve job satisfaction. Top 
management is was also found to be responsible for employee job satisfaction. Amir and Amen (2014) stated three 
essential elements for empowering which lead to job satisfaction namely: accuracy and clarity, encourage and support, 
Autonomy and freedom. Ugboro and Obeng (2000) found a positive relationship between employee empowerment and 
job satisfaction. Sohail and Malik (2016) found that a positive relationship exists between employee empowerment and 
job satisfaction. Redelinghuys and Botha (2016) stated that a leader who empowers his employees ultimately helps in their 
increased job satisfaction. Various other authors found a positive relationship between employee empowerment and job 
satisfaction namely Morrison et al. (1997), Laschinger et al. (2001), Holdsworth and Cartwright (2003), Manojlovich and 
Laschinger (2002), Seibert et al. (2004), Laschinger et al. (2007), Pelit et al. (2011) and others.

Objectives of the study

?To study the employee empowerment and job satisfaction of employee in the organizations. 

?To find the relationship between perception of empowerment and job satisfaction of employees. 

?To examine the influence of employee empowerment on job satisfaction of employees. 

Conceptual Model

Figure 1: Conceptual Model Linking Employee Empowerment and Job Satisfaction.

Source: Authors' own based on literature review

Hypotheses of the Study

H : There is high level of employee empowerment and job satisfaction.1a

H : There is a significant and positive relationship between employee empowerment and job satisfaction.2a

H : Employee Empowerment has a significant impact on job satisfaction.3a

Research Methodology

The present study was designed to investigate the relationship between employee empowerment and job satisfaction. In 
order to study this relationship, the descriptive-survey method of investigation coupled with techniques of correlation 
analysis and regression analysis were used. The study is survey based, as it has definite objectives, planning analysis and 
interpretation of the data gathered and skilful reporting of the findings. The research is designed to access the 
conceptualizations, perceptions and attitude of both management and non-management employees regarding employee 
empowerment. The methodology is used to involve both quantitative and qualitative approaches. 

Methods of Data Collection 

Primary data was collected for the study. The companies selected for the data collection are consultancy firms in 
Gurugram. A total of 120 respondents were expected to be surveyed for the data collection but only 103 responses from 
middle and lower level employees of the organisations were collected at the designated time period. Snowball sampling 
was used to collect data from respondents. 
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Research Instrument Used

?

basis of Thorlakson & Murray (1996) questionnaire, based on employer attitude survey by Life Management Institute 
of Life Office and Management Association (LOMA), Atlanta (US), Spreitzer's (1995) scale and Reciprocal 
empowerment Scale (RES) by Marilyn Klakovich (2000).

?Job satisfaction questionnaire: Questionnaire used in present study consisted of twenty items associated with the 
Minnesota Satisfaction Questionnaire Short-Form (Weiss, Dawis, England and Lofquist, 1967) were utilized. The 
Minnesota Satisfaction Questionnaire (MSQ) measures intrinsic, extrinsic, and general job satisfaction levels on a 
five-point Likert-type scale.

Data Analysis and Interpretation

Data Analysis 

The present study was undertaken with the purpose of finding out the influence of employee empowerment on job 
satisfaction in consultancy firms in Gurugram. The raw data for the study was obtained with the help of survey. In order to 
screen the data for meaningful purpose and to test the hypotheses, the data was analysed using various statistical 
techniques. 

A) Test of Normality

Table 1: One-Sample Kolmogorov-Smirnov Test

Source: Authors' calculations

Note: a. Test distribution is Normal; b. Calculated from data.

In order to test whether data is normally distributed, Kolmogorov- Smirnov test has been used. It compares the scores in 
the sample to a normally distributed set of scores with the same mean and standard deviation. If the test is non-significant 
(p > 0.05), it tells us that the distribution of the sample is not significantly different from a normal distribution (i.e. it is 
probably normal). If however, test is significant (p < 0.05) than the distribution in question is significantly different from a 
normal distribution (i.e. it is not normal). Here, the p-value of p for job satisfaction and empowerment is greater than 0.05, 
so data is normal. Hence, we apply the Parametric Test for further analysis.

B)  Hypothesis Testing

H : There is a high level of employee empowerment and job satisfaction in organization under study1a

Table 2: Descriptive Statistics

     Dimensions            Mean  Std. Deviation

Job satisfaction 2.3063 .25372

Job satisfaction intrinsic 2.2718 .29977

Job satisfaction extrinsic 2.3475 .30956

Empowerment 2.2800 .23111

Autonomy 2.2864 .47280

Information sharing 2.4118 .38316

Participation 2.6189 .57399

Goal clarity 2.1035 .44178

Communication 2.4239 .42574

Employee Empowerment Questionnaire: Questionnaire for measuring employee, empowerment was designed on the 

 

   
a,bNormal Parameters

Most Extreme Differences   

Empowerment

2.2800
.23111

.115

.081
-.115
1.105
.174

 

  
  

Mean
Std. Deviation

Absolute
Positive
Negative
Kolmogorov-Smirnov Z
Asymp. Sig. (2-tailed)  

  

Job satisfaction

2.3063
.25372

 

.080

.080
-.052
.801
.542
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Feedback 2.4618 .39247

Respond 2.3851 .55769

Perception 1.9762 .33555

Problem solving 2.2718 .50743

Accountability 2.1408 .43537

Role Perception 1.9933 .44919

Teamwork 2.3109 .48371

Leadership 2.1706 .32869

Management Style 2.3870 .38041

Risk and Innovation 2.5210 .42246

Org Culture 2.1914 .30636

Source: Authors' own calculations

Descriptive statistics (Table 2) have been used to show the level of job satisfaction and empowerment among the 
respondent organizations. The table shows the mean value of job satisfaction average as mean scores 2.3063 which show 
that the employees in the organization under study are satisfied with their jobs. It also shows that the intrinsic factors affect 
the job satisfaction more as compared to the extrinsic factors as mean value for intrinsic (2.2718) is less than the extrinsic 
(2.3475). Similar results were found by Fuller et al. (1999), Hancer and George (2001).

The level of empowerment in the organization is found at an average level as its mean has a value of 2.28, which shows 
that employees of the organization are empowered as they have enough autonomy, information, participation in decision 
making, goal clarity, communication, feedback, fairness in respond system, response to problem solving, accountability 
for performance, teamwork, risk and innovation and effective leadership and management style.  The mean value of role 
perception and perception of job is quite low as 1.9933 and 1.9762 which means that employees perceive that the work 
load is widely distributed and clearly stated and feels that their job is challenging, important and meaningful to them and is 
good match for their abilities and skills and for their career interest. Similar results were found by Fulford and Enz (1995), 
Foster et al., (1997), Thorlakson and Murray (1996), Argyris (1998), Menon (2001), Han et al., (2016) and others.

H : To find the relationship between empowerment and job satisfaction in organization under study2a

Table 3: Correlation between Employee Empowerment and Job Satisfaction

Source: Authors' own calculations

Note: Correlation is significant at the 0.01 level (2-tailed).

The results of Karl Pearson's Correlation suggested that there is a positive correlation between the level of Employee 
empowerment and the level of job satisfaction (r = .456, p = .000) as significance value p < = .05; in the select 
organizations. It implies that employee empowerment in the form of autonomy, feedback, fairness, respond system, 
management information and resource sharing, extent of participation in decision, communication, response in problem 
solving, accountability for performance, role perception, team work, leadership style, management style, response to risk 
and innovation, organization culture and the job satisfaction has a positively correlation. Hence, the Hypothesis is 
accepted as there is a significant relationship between employee empowerment and job satisfaction in the organization 
under study. The results of the present study were found consistent with the previous studies of Ugboro and Obeng (2000), 
Manojlovich and Laschinger (2002), Laschinger et al., (2004), Gill et al., (2012), Cicolini et al., (2014), Read and 
Laschinger (2015), and Sohail and Malik (2016).

H : Impact of employee empowerment on job satisfaction of employees in organization under study3a

Empowerment Job Satisfaction

Empowerment  Pearson Correlation  1 .456** 

Sig. (2 -tailed)   .000  

Job satisfaction  Pearson Correlation  .456** 1 

Sig. (2-tailed)  .000   

N 103 103
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Table 4: Model summary

Source: Authors' own calculations

Note: a. Predictors: (Constant), Empowerment

This approach was used to know the relationship between dependent variable i.e. job satisfaction and independent variable 
i.e. employee empowerment. It helps one understand how the value of job satisfaction changes when any one of the 
empowerment variable is varied, while the other independent variables are fixed.

Table 4 shows that only 19.9 percent of the variation in the dependent variable job satisfaction can be explained by 
variation in the independent variable empowerment alone. The employees is more satisfied intrinsically and extrinsically 
with the job when he's get empowered with responsibility, accountability, information and autonomy etc. With the 
variation in Empowerment only the job satisfaction of employees gets affected by 19.9%.

bTable-5: ANOVA

Source: Authors' own calculations

Note: a. Predictors: (Constant), Empowerment; b. Dependent Variable: Job satisfaction

Table-6: Coefficients

Source: Authors' own calculations

Note: a. Dependent Variable: Job satisfaction

It shows that the independent variable employee empowerment is statistically significant as p value is .000 which is less 
than .05. It shows that employee empowerment is highly significant and has a positive impact on job satisfaction. The 
psychological empowerment to employees leads to a more satisfaction as there is a positive impact of employee 
empowerment in job satisfaction. Hence, we accept the hypothesis that there is an impact of Employee empowerment on 
job satisfaction in the organization under study. The results of the study were found consistent with Holdsworth et al., 
(2003), Redelinghuys and Botha (2016), Sohail and Malik (2016) and others.

Summary and Conclusion

There is a high level of employee empowerment and job satisfaction in the consultancy firms based in Gurgaon as their 
mean value is less than 3 i.e. 2.2 and 2.3, which implies that employees of select organization are empowered and satisfied 
as they reported high levels of intrinsic and extrinsic satisfaction and autonomy, information sharing, participation, goal 
clarity, communication, feedback, respond, perception, problem solving, accountability, role perception, teamwork, 
leadership, management style, risk and innovation. There is a significant relationship between employee empowerment 
and job satisfaction (r =.456 and p =.000). There is a significant impact of employee empowerment on job satisfaction. The 
19.9% of the variation in job satisfaction can be explained by variation in the employee empowerment alone. Similar 
results were stated by Cicolini et al., (2014), Read and Laschinger (2015), Sohail and Malik (2016), Ghaffari et al. (2017), 
Joo and Jo (2017), Al-Ababneh et al. (2017) and others. The present study will therefore help the organizations to 
understand the levels of empowerment of their employees thereby increasing their job satisfaction.

Model R R Square Adjusted R Square Std. Error of the Estimate

1
a.456 .208 .199 .21555

 

Model Sum of Squares Df Mean Square F Sig.

Regression 1.061 1 1.061 22.828
a.000

Residual 4.042 87 .046

Total 5.103 88

Model

Unstandardized Coefficients

Standardized 

Coefficients

T Sig.B Std. Error Beta

1 (Constant) 1.203 .225 5.352 .000

Empowerment .470 .098 .456 4.778 .000
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Recommendation and Suggestions

As stated before that there is an impact of employee empowerment on job satisfaction in the organization. Therefore, 
employee should be empowered to have satisfied manpower in the organization. The empowerment can be given to the 
employees by giving him autonomy to fulfil his job responsibility, to do his job and changing the schedule of job as per the 
requirement. The employees get empowered if he's given management information and resource sharing. The employees 
should be encouraged to participate in decisions. To make the employee empowered there must be an effective 
communication. There should be a good feedback system in the organization so that the employees feel empowered. There 
must be fairness in the respond system to make employee empowered. The employees will feel psychological empowered 
if they perceive that their job is challenging, important, personally meaningful and rewarding. The employee should have 
accountability for performance to feel more responsible towards the organization and have a sense of ownership. To have 
empowered employees the organization must have a good leadership style in the system. There should be a good 
management style in the organization to make employee empowered. There should be good responses to risk and 
innovations in the organization to make employee empowered. There must be good organizational culture to make 
employee feel empowered. Social activities like sports day, religious functions can be organized to have a cultural 
harmony in the organization. Hence by giving more empowerment in these forms there shall be more satisfied workers in 
the organization which will build a healthy working environment in the organization. 
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