Employee Empowerment, Meaning in Work and Engagement:
A Positive Psychology Perspective

Abstract
The study proposes a three-wave strength-based model based on employee empowerment, meaning in work and work engagement, and its pattern across the Indian IT industry. A total number of 300 IT professionals working across India were selected to conduct the study. The results reported a statistically significant relationship among the study variables. To unfold empirically, meaning in work has been marked as a mediating path linking employee empowerment and work engagement. The study emphasizes that the positive organizational narratives in the management discourse aids in capturing the psychological capacities of employees and contributes to optimal human functioning. 
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Introduction
The positive psychology intervention can act as a panacea for workplace maladies and foster optimal human functioning with the increased pervasiveness of stress, burnout, and workplace ailments. The positive psychology perspective suggests that work practices that involve the process of amplification (enhancing positive emotions) buffering (deflating stress and ailment) and, heliotropism (nurturing positive energy and consequences) heightens functionality at work.
 The Indian IT sector has contributed significantly to its economic development and endorsed growth by procreating employment for more than 3.5 million people (Monica, 2019). An industry mushrooming at the national and international level, with rapid technological transformations, estimates the growth of US$350 billion by 2025 in the size of this sector (NASSCOM, 2017). With its competitive advantage vested in the implicit knowledge, it becomes a mandate for the HR and OB practitioners to retain skilled employees for appropriate decision-making (Singh et al., 2013) and ensure increased performance and effectiveness (Murthy and Abeysekera, 2007). Although the robust infrastructure of the IT sector is considered the ‘‘entry criteria,’’; the sharp competitive fringe will come from the organization’s ability to innovate, create, and utilize its human capital in an optimum fashion. Thus, it becomes vital for IT professionals to acclimatize to new changes and transitions. And to navigate and embrace the changes and challenges, IT employees need to develop a fresh perspective, focus more on controlling the situations, set new goals, and stay connected to co-workers. It entails identifying and building the personal strengths and resources of employees to be more creative and productive at work.
Based on the above, this study has explicitly highlighted the significance of employee empowerment and its impact on meaning in work and work engagement in the current knowledge-based economy.
Several pieces of research have identified the positive influence of empowerment on various organizational variables such as employee health, job satisfaction, and loyalty (Spreitzer, 1996), innovative behaviors(Quratulain et al., 2021); commitment(Kuo et al.,2009); job performance (Kundu et al., 2018); worker involvement, process improvement, and task recognition (Alazzaz and Whyte,2015); along with increased organizational performance (García-Juan, 2017). An increasing number of studies have separately explored the effects of work empowerment, meaning in work, and engagement on workplace outcomes. But no empirical research has examined the comprehensive and dynamic relationship among the vital POB topics of work empowerment, work, meaning in work, and engagement in the IT sector of India.
 	The present study constructs have been overlooked in the Indian IT industry and propose a three-wave strength-based intervention, based on employee empowerment, meaning in work and work engagement, and pattern across the Indian IT industry. 
The train of thought is consistent with Andrews et al. (2010) call for the re-arrangement of more stabilized performance benchmarks that consider the softer aspects of behavior necessary for achieving organizational success. The author offers a concise evaluation of key study constructs, focusing on how employees can increase access to and effectively use their personal resources and enhance employees’ experiences and performances.
Investigating the influence of employee empowerment on the perception of meaning in work makes it essential to gather evidence on work engagement. The study advances the theory building on employee empowerment, meaning in work, and engagement by providing empirical evidence on the nature of relationships among the unique combination of variables in India's IT sector. Thus, investigating the contextual factors of work through empowerment practices will influence meaning in work, and work engagement calls for cardinal research avenues and deserves further attention with a more psychological perspective. The author contends to construe employee empowerment as a concept of work redesign that can foster positive influences on work attitudes and behaviors.
Employee empowerment would play a significant role in enhancing positive affect and attenuating rigid and mechanical responses. Perception of meaning in work positively affects personal and work-related outcomes. Employees are more engaged and more productive than employees who do not consider their work as particularly meaningful. Empowerment resultantly leads to more significant intrinsic outcomes while finding work personally purposeful. Although the merits of experiencing meaningful work are clear, little is known of the processes through which meaningful work influences positive or negative outcomes.
It is presumed that the perception of work as meaningful will trigger proactive behavior as work engagement and precedes employee empowerment. This would foster a sense of identification and involvement in the workplace (Siebert and Courtright, 2011). When employees feel empowered and perceive work to be meaningful, they feel connected with their work and their work outcomes and exhibit engagement at work. 
 (
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)In line with this reasoning, the proposed model is the cognitive assessment of the work environment. It aims to capitalize on employees' personal capacities through employee empowerment-meaning in work engagement framework. In other words, empowering practices and the perception of meaning in work can motivate employees to use their strengths at work. This subsequently triggers a sense of efficacy and authenticity, which fuels work engagement at work. (Van Woerkom and colleagues, 2016). Figure 1 illustrates the hypothesized model of this study.




Figure 1: The Conceptual Framework

Theoretical Background and Hypotheses development

Employee Empowerment: Appreciatively, Fox (1998) defined empowerment as "instilling power in employees…" with a sense of personal power. Conger and Kanungo (1988) viewed empowerment as a motivational construct and perceived empowerment as an enabling rather than a delegating process. Researchers have indicated that empowered employees link their performances directly with efficiency and effectiveness. Tuuli and Rowlinson (2009) defined employee empowerment as "a constellation of experienced cognition, and these manifest as four positive sentiments of meaning (feeling one's work is important), competence (personal mastery), self-determination (autonomy), and impact (importance of work)." Spreitzer’s(1995a/b) influential work on psychological empowerment included four distinct cognitions helping enhance employees' adaptability to their job roles. This characterization of empowered employees indicated their search for “finding meaning in work, feeling of work-related competence, increased determination to achieve their work, and sincerely contributing to the organizational outcomes.” This distinct conceptualization offered by Spreitzer (1995a/b) incorporated two aspects of employee empowerment:
(a) Psychological empowerment focused on employees' experiences and feelings with increased latitude to complete a job satisfactorily. Therefore, psychological empowerment has been inferred as a "set of cognitions shaped by a work environment.”
(b)Structural empowerment corresponds to certain elements, such as access to required information for task completion, contingent upon the successful execution of the given target. 
The author derives its motivation from Chiles and Zorn’s (1995) further simplification of the concept of employee empowerment. According to Chiles and Zorn, empowerment entails perceptions relating to self-efficacy or competence and the ability to make decisions or control. The former concentrates on the employee's awareness of their capability, adequacy, and proficiency in the symbolic construction of their state of mind. The latter aspect illuminates their power, skill, or ability to make decisions effectively. The author asserts to underscore employees' psychological strengths at the "micro-level" through Chiles and Zorn's (1995) conceptualization, allowing enhancement of positivity at work. 

Meaning in Work: Meaning in work closely associates with meaning-making, which is "a cognitive process whereby people make sense of their experiences and have affective dispositions” (Lepisto and Pratt, 2017). Employees draw significance and purposefulness in their work and contribute heavily to their sense of meaning in work. According to Langridge (2014), meaningful work is “the employees' ability to find purposeful work that can potentially make an impact by using their talents in areas they are passionate about." Steger and others (2012) suggested that experiencing work to be meaningful can be purposeful and hedonic, which connotes pleasure-orientation, and “eudaimonic,” which is growth and purpose-oriented, and most importantly, "personally signiﬁcant and worthwhile work." (Lysova et al., 2019). The author contends to utilize the conceptualization of meaning in work coined by Steger and others (2012). Steger and colleagues (2012) categorized the cognitive phenomenon into three aspects: (a) positive meaning in work, defined as a subjective experience of an employee having personal significance. This facet seizes the essence that people evaluate their work to be significant;(b) greater good motivations, this connotes that work has an intense impact on others and reflect the desire to make a difference and influence others' lives to be most meaningful;(c) meaning-making through work, this captures work as a basis of meaning in life which further facilitates personal growth and the broader life context of their work.

Work engagement: It is one of the hot pursuits of positive organizational behavior in the management discourse. Kahn (1990) outlined the construct of work engagement as "the mobilization or harnessing of organization members' selves to their work role by which they employ and express themselves physically, cognitively and emotionally during work performances." Macey and others (2009) described work engagement as an intuitive cognitive process allowing employees to immerse in the work, be absorbed, focused, and involved at their workplace. It is a non-obligatory attempt to grant physical, emotional, and cognitive spirit to task responsibilities (Jena et al., 2017; Pagoto and Waring, 2016). However, the most recognized conceptualization by Schaufeli and others (2002) outlines engagement as a constructive and gratifying work-related psychological status of employees. It characterizes three essential dimensions, namely, “vigor, dedication, and absorption.” (a)Vigor denotes the high energy, enthusiasm, and readiness, and perseverance in times of difficulty; (b) Dedication, signifies the committed performance of specific tasks with a sense of motivation, significance, challenge, and gratification.; (c) Absorption refers to a deep-rooted concentration such that the employee faces difficulty to segregate from work. 
Schaufeli's view of employee engagement incorporates the emotional and psychical essence of work-related appreciation among employees and envisages energy and involvement (Schaufeli and Bakker, 2010). The author thus contends to utilize the above-discussed concept in the present study.

Employee empowerment and work engagement: Several empirical shreds of evidence bolstered the favorable association of psychological empowerment to positive work outcomes. For instance, job satisfaction , reduced turnover intention, and organizational commitment (Laschinger, 2012; Seibert et al., 2011). Little evidence supports the idea of the relationship between empowerment and works engagement (Joo, Boozer, and Ready, 2019; Joo et al., 2016; Ugwu et al., 2014). Stander and Rothmann (2010) observed a signiﬁcant link between the components of psychological empowerment (meaning, competence, impact), employee engagement. Meng and Sun (2019)and Macsinga and others (2015) argued that empowered employees exhibit higher energy levels and concentration towards their work. Bhatnagar (2012), on a sample of 350 Indian managers, investigated and realized how psychological empowerment significantly predicts work engagement. Similarly, Tuckey, Bakker, and Dollard (2012) found a direct correlation between empowering leadership and follower engagement and indirectly partially mediated relationship through resources.
 	Rahman et al., 2020  found that empowered service employees are likely to be more engaged in their tasks, such as customer interactions. A study involving community health service employees suggested that perceived empowerment leads to greater motivation, engagement, commitment, and connection to the organization (Albrecht &Andreetta, 2011). Sharma (2019) demonstrated that the four-employee empowerment practices (resources and procedure, autonomy, meaningfulness, and trust) positively predicted a significant amount of work engagement. It can be stated that organizational empowerment has consequences for employees’ involvement and commitment to their job and organization. Nowak (2019) investigated the significant role of workplace empowerment in developing a serving culture and claimed that empowered employees become more subservient in promoting organizational culture and an engaged work unit that puts customer needs first. Conclusively, the literature helps deduce that empowered employees engage in their jobs and create resources like autonomy, feedback, and support over time. Therefore, it is essential to examine the link between empowerment and engagement in the IT sector, for which the author hypothesizes as : 
H1. Employee empowerment predicts the employee's work engagement. 

Employee empowerment and meaning in work: A more reflective approach suggests that employee empowerment identified several beneficial experiences to managers. The existing literature reveals that factors associated positively with structural empowerment include perceived customer satisfaction (Saltson and Nsiah, 2020) and quality of work-life (Nayak et al., 2018). Boudrias and others (2009) found that feeling empowered is a pivotal mindset that supervisors must create to generate proactive behaviors. Tripathi and Bharadwaja(2020 and 2019) investigated that empowering leadership and psychological empowerment mitigated perceived stress levels and positively impacted employees' general mental health. Employee empowerment directly influenced work performance and was equally mediated by factors such as job satisfaction, innovativeness, and self-motivation (Singh and Sarkar 2018; Baykal et al., 2018; Sun, 2016). Scholars found that empowerment initiatives, for instance, increased decision-making latitude, flexibility, and autonomy at work, resulted in employees having considerably higher motivation and favorable appraisal towards organizational reputation. Thus, it propelled the tendency to suggest innovative ideas responsibly, cultivate novel skills, and become perseverant (Luoh et al., 2014; Maynard et al., 2012; Men, 2011; Men and Stacks, 2013). The literature on empowerment also identified innovation in work structure, perception of fairness, reduced stress, enhanced work-life quality, and positive affect (Mostofa, 2017; Nayak et al., 2018). Rare research by Lee et al. (2018) found in their study that employees who felt empowered at work perceived their jobs as meaningful and in alignment with their values; and that they were competent in their abilities and could make a difference. At the same point, the literature also highlights scant researches connoting the relationship between employee empowerment and meaning in work in the Indian IT sector. Therefore, the literature mentioned above lays a foundation for the following hypothesis:
H2. Employee empowerment would significantly predict meaning in work.

Meaning in work and work engagement: An employee's sense of meaning in work through personal experiences eventually results in significant work outcomes such as work engagement (Wingerdon and Stoep, 2018). The extant literature implies that employees perceiving organization as oriented towards a higher purpose would naturally believe their work to be meaningful and leading to higher engagement at work (Baklaieva, 2016; Hoole and Bonnema, 2015; Albrecht, 2013; Mendes and Stander, 2011; Chen, Zhang, & Vogel, 2011; Stringer, 2007; May et al., 2004; Holbeche and Springett,2004). The existing literature indicates that employees' perception of meaning in work and engagement bears a relatively significant association with other psychological and behavioral factors like safety and availability (Karatepe et al., 2014; Alfes et al., 2013; Steger et al., 2012). Albrecht (2013) asserted that employees' perception of meaning in work is closely related to job engagement (Geldenhuys et al., 2014; Bhatnagar, 2012). Researchers also indicated that the lack of meaning in work leads to negative consequences for the employees, such as hostility and disengagement, intention to leave the organization, and reduced performance (Aktouf, 1992). A possibility emerged that organizations must influence employees' perception of meaning in work by designing and implementing practices while enhancing the work-related context. The author proposes the following hypothesis: 
H3. Meaning in work would significantly predict work engagement.

Meaning in work as a mediator: The approach of HR managers to create meaning in work for employees can be recognized with substantial changes in the design of work, resulting in enhanced performance, commitment, and engagement at work. Akgunduz and others (2019) investigated the association of perceived organizational support and employee creativity through meaning in work. Other scholars also referred to meaning in work as a potent mediator between authentic leadership and creativity (Chaudhary and Panda, 2018; Ghadi, Fernando, and Caputi, 2013). The existing literature entails the presence of different resources and strengths at work (Peterson and Seligman, 2004) to instigate experiences of meaning in work, consequently enhancing engagement (May et al., 2004). Crom and Rothmann (2018) investigated that sense of meaningful work indirectly influenced work engagement due to demands–abilities fit and work orientation as ‘calling.’ Mostafa and El-Motalib, 2018 found that meaningfulness in work partially mediated the relationship between ethical leadership and engagement. Pradhan and others (2019 and 2016) also explained the role of meaningful work as a partial mediator between transformational leadership and organizational outcomes such as innovation, commitment, and contextual performance. Thus, previous studies demonstrated that meaning in work is contingent on the outgrowth of constructive work outcomes (Arnoux-Nicolas et al., 2016). The author continues to emphasize the merits of the perception of meaning in work in the current study. Based on the proposed model, the author contends that there is the plausibility that an employee will perceive meaning in work through empowerment practices and exhibit higher engagement at work in service-oriented settings, like the IT sector. Therefore, the author hypothesizes that:
H4. Meaning in work mediates the relationship between employee empowerment and work engagement.

Methodology
Participants and Procedures: A total sample of 300 middle-level managers working in India's IT sector was selected. The sample has been drawn using the non-probability convenience sampling method. The sample comprised 72.7% males and 27.3% females; 77.3% were married, and 22.7% were unmarried. Based on work experience, 47.7% of employees had work experience between 1-15 years, 44.3% of employees had work experience between 16-30 years, and 8% had work experience of 31-45 years. Further, 30.3% of employees were in the age bracket of 25–35years, 56.7% of employees were in the age bracket of 36–45 years, and 13% of employees were in the age bracket of 45 years and above. The researcher confirmed the complete anonymity and confidentiality of the responses, and the participation was voluntary. 

Measures
Employee empowerment: This variable was measured using the scale developed by Chiles and Zorn (1995). The instrument is a 10-item scale, and the responses ranged from absolutely untrue (as "1") to absolutely true (as "5"). For example, item: "I feel competent to perform the tasks required for my position" was used to measure employees' feeling of competence. The item "My manager trusts me to make the appropriate decisions in my job" was used to measure employees' feeling of control. Reliability was acceptable (α >0.89).

Meaning in work: The author utilized Steger and other's (2012) meaningful work scale to measure this variable. The scale has 10-items and measures three dimensions, namely :(1) positive meaning (e.g., "I have found a meaningful career"); (2) making positive meaning through work (e.g., "My work helps me better understand myself"); and (3) greater good motivations(e.g., The work I do serves a greater purpose"). The responses on the scale ranged from"absolutely untrue" (marked as "1") to "absolutely true" (marked as "5"). The Cronbach alpha reported for the scale is 0.93. 

The Utrecht Work Engagement Scale: The scale of employee engagement developed by Schaufeli and others (2010) assessed three facets of engagement: vigor, absorption, and dedication. The sample items included: "At my work, I feel bursting with energy" (vigor); "I am enthusiastic about my job" (dedication); and "I feel happy when I am working intensely" (absorption). The responses on this 9-item scale ranged between 1 means "never" to 7 means "always." The global reliability of this scale is highly satisfactory (α = .93).
Control Variables: The author added control variables in the model for age, gender, marital status, and work experience for further statistical analysis. The analysis performed the dummy coding for demographic variables in the study. 
Data Analysis

Descriptive Statistics: The descriptive statistics for each construct are presented in Table 1, indicating strong positive correlations among all study variables. 
Table 1: Descriptive Statistics of the study variables
	Variables
	Mean
	SD
	Positive
Meaning

	Meaning
Making
Work
	Greater
Good
Motivation

	Vigor
	Dedication
	Absorption

	1.Competence
	22.71
	6.83
	.63**
	.61**
	.59**
	.64**
	.84**
	.86**

	2.Control
	22.79
	8.01
	.58**
	.55**
	.55**
	.61**
	.79**
	.88**

	3.Positive 
Meaning
	12.78
	4.55
	
	
	
	.48**
	.60**
	.62**

	4.Meaning 
Making
through work
	9.73
	3.59
	
	
	
	.44**
	.58**
	.59**

	6.GreaterGood Motivation
	9.92
	3.54
	
	
	
	.45**
	.59**
	.60**

	6.Vigor
	12.27
	4.55
	
	
	
	
	
	

	7.Dedication
	12.69
	4.3
	
	
	
	
	
	

	8.Absorption
	12.81
	4.47
	
	
	
	
	
	


**significant at p <.01 level

Factor structure of the measurement scales: The factor structure of employee empowerment scale further gained evidences from the confirmatory factor analysis (CFA); indicating a good model-fit for the first-factor model with chi-square (47) value as:  88.29, significant at p < 0.01, CMIN/df = 3.83, NFI = 0.97, TLI = 0.96, CFI = 0.97, RMSEA as 0.09 units, (SRMR) as 0.04 units. The factor loadings of indicators and dimensions were signiﬁcant, ranging from 0.82 to 0.91, respectively. The factor structure of Work and Meaning Inventory showed a good model fit in CFA for the second-order model with chi-square (21) of 83.03, significant at p < 0.01, CMIN/df = 3,95, NFI = 0.96, TLI = 0.94, CFI = 0.97, RMSEA = 0.09. The factor loadings of indicators and dimensions were signiﬁcant, ranging from 0.68 to 0.83, respectively. Similarly, the work engagement scale revealed the factor structure for the first-order model of chi-square (23) value as: 78.03, significant at p < 0.01, CMIN/df = 3.25, NFI = 0.96, TLI = 0.96, CFI = 0.97, RMSEA = 0.09. The factor loadings of indicators and dimensions were signiﬁcant, ranging from 0.69 to 0.93, respectively. All the measures revealed Cronbach's alpha value above the threshold of 0.60 units, indicating high reliability (Churchill, 1979).The Cronbach alpha for the employee empowerment and meaning in the work scale ranged as 0.93, and for the work engagement scale as 0.92.
Discriminant and convergent validity: The study further extended the analysis to assess the convergent and discriminant validity of the study scales. To determine the convergent validity of the scales, three standard criteria, namely: standard factor loadings, composite reliability, and average variance extracted, were established. The loading estimates ranged from 0.68 to 0.93 for the study variables. The composite reliability for the three scales ranged from 0.82 to 0.94. The study scores are above the threshold value for all the constructs (Fornell and Larcker, 1981) and ranged from 0.63 to 0.68. Hence, the results indicate strong evidence that the constructs met the criteria for convergent validity (Cable and DeRue, 2002). The study utilized the average variance extracted test to confirm the discriminant validity of the measures (Hair et al., 2010). The results showed strong evidence of the discriminant validity of the study scales.
This study used a single data source that raises the possibility of common method bias; the author conducted another CFA based on Harman’s single-factor approach. All study variables were allowed to load onto one single factor. The modification statistics of Harman’s single-factor model indicates that the fit of the single-factor model was worse as reported by the values (χ2 (df) = 2640 (382); χ2/df =6.91; GFI=0.47, CFI=0.36, NFI=0.51, RMSEA=0.26), which, thus, confirmed that common method bias was not a threat for this study (Podsakoff et al.,2003).
Assessment of Measurement Model: The author performed a series of nested model comparisons to analyze whether all the study constructs are distinct. With this in mind, CFA was performed for the one-factor model, two-factor, and three-factor models. All three study constructs have been included as separate factors: employee empowerment, meaning in work, and work engagement (Model 3). The baseline model (Model 3) was compared against the one-factor model (Model 1) and a two-factor model (Model 2). Table 2 indicates the goodness of fit statistics for nested measurement models and demonstrated that Model 3 proves to be a superior fit over Model 1 and 2.
Table 2: Fit indices and comparison of the alternate nested models
	Models
	χ2 
	df
	χ2 / df
	CFI
	NFI
	TLI
	RMSEA
	SRMR
	∆χ2
	∆df

	M1: |EE + MW + WE|
	353.42
	87
	4.06
	.68
	.65
	.65
	.16
	1.34
	1.12
	6

	M2: |EE+MW| |WE|
	366.30
	89
	4.12
	.68
	.65
	.65
	.16
	1.54
	1.18
	8

	M3: |EE| |MW| |WE|
	238.45
	81
	2.94**
	.94
	.96
	.96
	.03
	.06
	--
	--


Note: n = 300. EE, employee empowerment; MW, meaning in work; WE, work engagement; χ 2, chi-square discrepancy; df, degrees of freedom; GFI, goodness-of-fit index; CFI, comparative fit index; NFI, normed fit index; TLI, tucker-lewis index; RMSEA, root mean square error of approximation; SRMR, standardized root mean square residual; ∆χ2, change in chi-square; ∆df, change in degrees of freedom. **p<0.05. 

Mediation Model Testing: Structural equation modeling has been used to test the mediation model, which seeks to analyze the mediating effect of meaning in work on the relationship between employee empowerment and work engagement. In Model 1, meaning in work fully mediates the proposed relationship (i.e., no direct lines were added between employee empowerment and work engagement). And Model 2, where meaning in work partially mediates the relationship (i.e., a direct connection from employee empowerment to work engagement was added). The partially mediated model indicated a superior fit with the Δχ 2 value as 5.21, Δdf - 1, p<0.001) (see Table 3). Thus, H4 is supported.

Table 3: Fit indices of the mediation models
	Models
	χ2
	CMIN/df
	df
	CFI
	SRMR
	RMSEA

	Model-1
Fully Mediated
	801.32
	2.82
	242
	0.82
	0.091
	0.058
[90%CI:0.054-0.059]
(p=0.002)

	Model-2
Partially Mediated
	779.19
	2.22
	243
	0.92
	o.070
	0.056
[90%CI:0.052-0.060]
(p=0.010)



Hierarchical Regression Results: The results for employees' perception of meaning in work and work engagement have been presented in Table 4a-c.A three-step hierarchical regression was performed. Demographical variables as control variables (age, gender, marital status, and work experience) were regressed on the dependent variables in the first step. It shows that the control variables did not predict meaning in work and work engagement, with the reported non-significant beta coefficient values. H1was tested partially, indicating that the two dimensions of employee empowerment, namely, competence, and control significantly influenced meaning in work with the calculated β value of 0.56 and 0.65 (p < 0.01) (Table 4-a). H2 was partially supported as the results indicated that the meaning in work significantly predicted vigor with the calculated β = value as 0.49(p < 0.01), with meaning in work having an increasingly significant impact on dedication and absorption (β = value as 0.62 and 0.64;p< 0.01) (Table 4-b). H3 was also partially supported in the anticipated direction, while competence significantly predicted vigor, dedication, and absorption(β -value as 0.46, 0.65, and 0.47; p < 0.01). Control significantly predicted vigor, dedication, and absorption (β -value as 0.42; p < 0.01)(Table 4-c).
Table 4-a: Hierarchical regression analysis with employee empowerment as and meaning in work as DV
	Variables
	R
	R2
	Adj.  R2
	R2
Change
	F-
value
	df
	β
	t-value
	Sig.
value

	DV-WAMI
Step 1
Age
Gender
Marital
Status
Work 
Experience
	

.222
	

.049
	

.036
	

.049
	

3.811
(.005)#
	

4, 295
	

-0.01
0.14
0.03

-0.01
	

0.37
3.32
0.68

0.36

	

.708
.001#
.493

.712

	Step 2
IV
Competence
	

.665
	

.442
	

.432
	

.393
	

46.56
(.000)#
	

1,294
	

0.56
	

5.76
	

.000**

	Step 3
IV-Control
	.666
	.443
	.432
	.001
	38.86
(.000)#
	1, 293
	0.65
	6.83
	.000**


     Notes: # Model value; *p < 0.05; **p <0.01; #-.001; β -Standardized beta score; PV or IV-Predictor/Independent Variable- Competence
     and Control; DV- Dependent Variable-WAMI
Table 4-b: Hierarchical regression analysis predicting work engagement through meaning in work
	Variables
	r
	 R2
	Adj.  R2
	 R2 
Change
	F-value
	df
	β
	t-value
	Sig. 
value

	DV-Vigor
Step 1
Age
Gender
Marital 
Status
Work 
Experience
	

.086
	

.007
	

-.006
	

.007
	

.551
(.699)#
	

4.295
	

0.02
-0.02
-0.02

0.01
	

0.43
0.37
0.54

0.27
	

.662
.705
.584

.783

	IV-WAMI
Step 2
WAMI
	.490
	.240
	.227
	.232
	18.533
(.000)#
	1, 294
	0.49
	9.47
	.000**

	
DV-Dedication
Step 1
Age
Gender
Marital 
Status
Work 
Experience
	



.126
	



.016
	



.003
	



.016
	



1.198
(.312)#
	



4,295
	



-0.04
-0.01

-0.03

-0.06
	



.072
.324

.066

.114
	



.943
.746

.948

.910

	
IV-WAMI
Step 2
WAMI
	
.627
	
.393
	
.382
	
,377
	
38.02
(.000)#
	
1,294
	
0.62
	
13.50
	
.000**

	DV

Absorption
Step 1
Age
Gender
Marital
 Status
Work
Experience
	


.163
	


.027
	


.013
	


.027
	


2.01
(.092)#
	


4,295
	


0.03
-0.01

-0.02

-0.07
	


.742
.013

.510

1.55
	


.459
.990

.611

.121

	IV-WAMI
Step 2
WAMI
	.645
	.416
	.406
	.390
	41.91
(.000)#
	1,294
	0.64
	14.00
	.000**


Notes: # Model value; *p < 0.05; **p < 0.01; β -Standardized beta score; PV or IV-Predictor/Independent Variable- WAMI; DV- Dependent Variable-Vigor, Dedication, Absorption


Table 4-c: Hierarchical regression analysis predicting work engagement through Employee empowerment
	Variables
	r
	 R2
	Adj.  R2
	 R2 
Change
	F-value
	df
	β
	t-value
	Sig. 
value

	DV-Vigor
Step 1
Age
Gender
Marital 
Status
Work 
Experience
	

.086
	

.007
	

-.006
	

.007
	

.551
(.699)#
	

4,295
	

0.01
0.01
-0.02

0.02
	

.279
.375
.577

.463
	

.780
.708
.565

.644


	Step 2
IV
Competence
	.647
	.418
	.408
	.411
	42.29
(.000)#
	1,294
	0.46
	4.71
	.000**

	Step 3
IV-Control
	.653
	.427
	.415
	.008
	36.32
(.000)#
	1,293
	0.42
	2.04
	.000***

	DV-Dedication
Step 1
Age
Gender
Marital 
Status
Work
Experience
	


.126
	


.016
	


.003
	


.016
	


1.1.98
(.312)#
	


4,295
	


-0.01
.0.03
-0.02

0.02
	


.491
.976
.012

.048
	


.624
.330
.991

.962

	Step 2
IV
Competence
	.844
	.712
	.707
	.696
	145.12
(.000)#
	1,294
	0.65
	9.49
	.000**

	Step 3
IV-Control
	.849
	.720
	.715
	.009
	125.78
(.000)#
	1,293
	0.54
	3.01
	.000***

	DV
Absorption
Step 1
Age
Gender
Marital 
Status
Work 
Experience
	


.163
	


.027
	


.013
	


.027
	


2.01
(.092)#
	


4,295
	


0.01
0.04
-0.02

-0.05
	


.643
1.56
.841

1.87
	


.521
.119
.401

.062

	Step 2
IV-Competence
	.866
	.750
	.745
	.723
	176.14
(.000)#
	1, 294
	0.47
	6.55
	.000**

	Step 3
IV-Control
	.899
	.808
	.804
	.059
	206.02
(.000)#
	1,293
	0.54
	9.47
	.000**


Notes: # Model value; *p < 0.05; **p < 0.01; β -Standardized beta score; PV or IV-Predictor/Independent Variable- Competence and Control; DV- Dependent Variable-Vigor, Dedication, Absorption
Testing the indirect effects: The mediating effect of meaning in work on the relationship between employee empowerment and work engagement was analyzed using Preacher and Hayes(2004) mediation analysis. The mediation analysis was conducted using 5,000 bootstrap samples and 95 percent confidence interval ranging from 0.05 to 0.17. Since zero is not contained in the 95% confidence interval for the indirect effect, the mediating effect of meaning in work was supported.
 (
WORK ENGAGEMENT
EMPLOYEE EMPOWERMENT
MEANING IN WORK
Path b
 is the mediator to dependent variable (Work engagement) relationship
β
=0.49, S.E=0.04
,p
<0.05
95% 
C.I[
LL=0.07,UL=0.36
Path c-c′ 
shows the indirect effect of the IV on the DV through the mediator
 Indirect Effect
:β
=0.17,S.E=0.06,p<0.05
95% 
C.I[
LL=0.05,UL=0.20
Path a
 is the independent variable (employee empowerment) to mediator (meaning in work) relationship
β
=0.53
,S.E
=0.03,p<0.05
95% C.I [LL=0.04
,UL
=0.28
D
irect Effect
:β
=0.1
5
,S.E=0.0
4
,p<0.0
5
Path c
 is the simple effect of the IV on the DV without the influence of the mediator
Total 
Effect
:β
=0.
32
,S.E=0.0
4
,p<0.0
5
)The results revealed that the model's existing paths were significant and in line with the hypotheses. H1stated that employee empowerment will be positively associated with meaning in work. A significant relationship between the two variables (β = value as: 0.53, p<.01level) supportsH1. Also, supporting H2, meaning in work held a positive and significant association with work engagement (β = value as: 0.49, p<.01 level. H3, which stated that employee empowerment had a significant relationship with work engagement, was also supported (β = value as: 0.32, p< .01level). H4 received partial support stating that meaning in work would mediate the relationship between employee empowerment and work engagement with the β = value as:0.17, p<.01level, Thus, the relationship diminishes in the presence of meaning in work but remained significant. Figure 2 depicts the path coefficients between the study variables. 



                 









Figure 2: Path Coefficients
Discussion
The results suggest that employee empowerment significantly predicts meaning in work and work engagement among employees working in the IT sector. The study personifies employee empowerment as a "micro-approach.” It extends its impact remotely to reinforced performances to optimal human functioning and positive behavioral manifestations, encapsulating meaning in work and work engagement (Rees et al., 2013). 
The self-determination theory propositions have further supported the results (Ryan and Deci, 2018; Jose and Mampilly, 2014). Empowerment practices are believed to satisfy the need for autonomy, competence, and relatedness. Such practices nourish positive work-related attitudes, such as the perception of meaning in work and the downstream effect on work engagement (Ryan and Deci, 2018). Empowering practices can make employees experience optimism under challenging situations, exude an instinctual propensity to engineer their potential, perceive meaning in their work, and foster work engagement. The inverse is also true that people with limited or less autonomy are likely to feel lower internal regulation levels and motivation and a diminished sense of meaning and disengagement. The study fosters feelings of inclusion and being valued by the organization with a sense of autonomy at work, and supervisor support may play a significant role in cultivating engagement (Jose and Mampilly, 2014).
The results also seek theoretical support from the broaden-and-build theory (Fredrickson, 2004). The results can be streamlined with the "emotional contagion perspective," which suggest that empowered employees are likely to build social, mental, and physical resources; which augments psychological meaningfulness and the capacity to create resources in an upward and transformative fashion and fosters work engagement (Albrecht et al., 2015).
The results have also been reinforced based on the Conservation of Resources (COR) theory (Hobfoll, 1989).; stating that empowerment practices can create a cycle of personal resources (meaning and engagement in work) and gather strength to accomplish broader goals and objectives with more dedication and focus (absorption). 
The results indicated that the control variables based on demographic variables, namely, age, marital status, work experience, and gender, did not predict employee empowerment, meaning in work and work engagement. Although, previous studies indicated no difference in the perception of meaning in the work of male and female managers  (Sharabi, 2017). Hoole and Bonnema (2015) and Kordbacheh, Shultz, and Olson (2014) study contravened the common misconception for generational associates, stating that older are the employees, the higher are the levels of engagement at work and, subsequently, organizational growth. 
The mediation analysis suggests that empowering employees may improve the perception of work as meaningful and reduce disengagement. The results indicated that the work environment where employees’ personal strengths are optimized and receive recognition for their contribution; will be action-driven and experience control and meaning in work. (Jena et al., 2019). The results concern redressing employees' organizational and personal needs while recognizing meaningful and emotional aspects of work through empowering practices. The proposed mediation model illustrates the employees’ psychical and affective availability to perform their job with full engagement. The author contends that empowering practices actuate a reciprocal association, enabling employees to emotionally connect and feel obligated to compensate their supervisors through increased engagement (Purushothaman, 2015; Jose and Mampilly, 2014). 
The proposed three-wave strength-based intervention in the IT sector is essential as employees can withstand high market demands and yield knowledge-based results. And generate meaning, energy, inspiration, optimism, and engagement among IT professionals. The findings make a call that it is still challenging for the Indian IT sector to undergo a seismic shift to rewire IT employees' mindset to inculcate a system of empowerment, meaning, and engagement connection in the workplace.
Conclusion and Practical Implications
The results harness the power of positive psychology for the enhanced workplace outcomes and feature the significance of employees’ strengths and positivity. The study is an effort to fulfill the lacuna due to insufficient evidence in the literature centering on the role of employee empowerment and meaning in work enhancing engagement in India's IT sector.
The outcomes of the present study suggest the incorporation of effective empowerment practices based on advanced training modules for employees for particular work roles and a fair reward system. This would facilitate employees to articulate their skills and knowledge and enable employees to perceive their job as meaningful and immerse themselves in work. The current study centers on the significance of the "person-environment fit" by empowering interventions; and yielding improved perceptions of choice, self-initiation, psychological availability, meaningfulness, and work engagement. 
Organizational practitioners can rely on the findings to further design strength-based interventions to counteract employees' discordant behavioral patterns of employees and augment contextual ambidexterity, minimize cognitive and emotional dissonance, improve well-being, and trigger flow experiences (Nowak, 2019; Garcia and Roca, 2019; Wikhamn and Selart, 2019; Csikszentmihalyi, 2020). Employees can actively strengthen their psychological balance(a sense of perseverance, greater well-being, and a fulfilling career), remark the affective facets of work, and create a dynamic, contended, and engaged work unit. The overall results indicate that employee empowerment can be a "people-centered approach” and a “crafting tool” to sculpt a positive work environment and foster human flourishing and thriving (Nakamura and Otsuka, 2013; Albrecht and Andreetta, 2011). 

Limitations and Future Scope

The present study is not without limitations. Firstly, as a cross-sectional design, this study restricts the span of the diversity of the Indian sample and can be extended to various cross-cultural settings. Secondly, the single-level data collection limits the scope of generalizability across the employees, even within a particular employment sector. A sound system of time-lagged data collection from the supervisor-employee or employee-co-worker dyads can expand the span of generalization of results. This can help to reduce the social desirability bias and attribute reliable inferences to the hypothesized model results. Third, the study can further perform the mixed-method analysis to facilitate more profound insights into employees' behavioral aspects. Lastly, the model might provide more accuracy and vitality by encouraging additional positive psychology constructs such as mediators (e.g., resilience, mindfulness) or moderators (e.g., person-environment fit, leadership). 
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