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ABSTRACT

Singerian Inquiring Organizations (SIO) (Courtney, et al., 1998; Courtney, 2001) 

are knowledge-based enterprises based on Churchman’s theory of Singerian inquiring 

systems (Courtney, 2001). For Singerian organizations to thrive, employees must feel 

unfettered to quest for knowledge, share what knowledge has been found, and express 

opinions about the findings of others. In short, employees must feel empowered to act in 

order to foster the well-being and development of the organization and its stakeholders. 

Both the psychology and organizational behavior literature have examined psychological 

empowerment as a way to challenge individuals and/or employees to take control of and 

interest in organizational situations; however, there has been limited research examining 

the amalgamation of empowerment and information systems (IS) research constructs.

The purpose of this research is to extend the empowerment stream of research 

into IS and examine the potential positive influence that empowered employees can have 

on the information assurance of an organization, and ultimately, the ways in which these 

principles can foster Singerian Inquiring Organizations, providing a roadmap for 

organizations to construct their own SIO environment. These ideas were conceptualized 

in a research model, which was tested by collecting survey data, and proven to be 

significant and of good fit.



The model conceptualized in this research is offered as a way for organizations to 

model themselves as a Singerian Inquiring Organization, and in turn foster an 

organizational environment where employees are empowered to contribute in the 

decision-making process and tackle real world problems.
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CHAPTER ONE

INTRODUCTION

C. West Churchman regards design as fascinating because it enables one to create 

systems which will perform tasks better than a single person does alone (Churchman, 

1971). This concept is the foundation for the design of “inquiring systems” whose 

objective is the creation of scholarly knowledge. Churchman’s inquiring systems are 

based on the epistemologies of the well-known western philosophers, Leibniz, Locke, 

Kant, Hegel and Singer.

Churchman’s concept of inquiring systems has been extended to the idea of 

“inquiring organizations” that ultimately identify, expand, and create new ethical 

organizational knowledge (Courtney 2001; Courtney et al. 1998; Linden et al. 2007; 

Richardson et al. 2006). Churchman’s original thoughts applied the inquirers to the 

creation of scholarly knowledge, not specifically to organizations. However, for the 

purposes of this dissertation, the concept of inquiring organizations has its origins in 

Churchman’s research.1

1 Another stream o f  research, outside the scope o f  this investigation, describe uses the term “inquiring 
organizations” in a different sense, specifically as an “organization that survives and thrives because it 
creates the conditions for creative inquiry by those it employs, and thus is always on the cutting edge.” 
Kikoski, C. K., and Kikoski, J. F. The inquiring organization: Tacit knowledge, conversation, and  
knowledge creation: Skills fo r  21st-century organizations Greenwood Publishing Group, 2004. Thus 
while similar, the Kikoski organizations on not founded on Churchman’s inquiring systems.
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Singerian inquiring organizations consider non-traditional ways to ensure all 

stakeholders and processes are equally considered, with the goal of improving the human 

condition and environment (Courtney 2001; Courtney et al. 1998). In an ideal Singerian 

inquiring organization, everyone is a decision maker and a direct stimulus and respondent 

of organizational inputs and outputs. At the root, they are knowledge-based enterprises 

based on Churchman’s theory of Singerian inquiring systems. Knowledge creation in 

Singerian Inquiring Organizations is dependent on a common goal and/or viewpoint and 

must foster an environment of cooperation, coordination, and openness to express 

opinions to succeed.

While other research has examined the positive potential that the Singerian school 

of thought can provide to knowledge management and decision making in organizations, 

it has yet to be studied in several other areas of IS research. Further, it has yet to be 

conceptualized and empirically tested as to how businesses can put these concepts into 

motion within functional organizational capacities. In other words, how can one “create” 

such an organization? This research contends that psychological empowerment may 

bridge the theory of Singerian inquiring organizations with organizations in practice by 

providing a roadmap for application based upon strong constructs which have been 

validated throughout a multitude of studies appearing in the management and psychology 

literature.

Psychological empowerment has been described in both the psychology and 

organizational behavior literature as a way to challenge individuals and/or employees to 

take control of and interest in work situations. The applications are not strictly limited to 

the management and psychology disciplines; however, there has been limited research

2
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examining the amalgamation of empowerment and IS research constructs. One objective 

of this dissertation is to extend the empowerment stream of research into IS and examine 

the potential positive influence that empowered employees can have on the information 

assurance of an organization. Specifically, this research investigates how psychological 

empowerment may enable the development of Singerian Inquiring Organizations (SIO). 

Furthermore, using the principles of empowerment as a basis for creating SIO security 

policies, procedures, and systems that are designed to protect proprietary organizational 

information was empirically assessed. The findings will potentially help address how 

empowerment can help develop Singerian organizations, and most importantly, how this 

type of organization can foster positive feelings regarding organizational protocol, 

potentially increasing intentions to follow them.

Chapter Two will lay the foundation for the research by first reviewing the 

pertinent prior literature of the constructs and relating them to the context of this research 

application. Next, research methods, including the measures, hypotheses, and models, 

will be discussed. Later, results, conclusions, and discussion sections will summarize the 

findings. The scales used in this research can be found later in Appendix A.

3



CHAPTER TWO

LITERATURE REVIEW 

Churchman’s Inquiring Systems

As an introduction to Singerian inquirers, it is helpful to briefly review the history 

of C. West Churchman and Inquiring Systems as a whole. In 1971, Churchman 

conceptualized the design of inquiring systems based on the epistemologies of Leibniz, 

Locke, Kant, Hegel, and Singer as a way to understand how computer systems might be 

able to support knowledge creation activities, or possibly even conduct such activities 

themselves. While each of the five inquirers is unique in its own sense, the underlying 

principles build upon one another, creating dynamic processes for critical knowledge 

creation and also decision making.

The first of the inquirers, the Leibnizian system, is comprised of an unlimited 

number of substances or “monads” that are the building blocks of the system. These 

monads, thought of as existing in a closed system, and are organized into “fact nets” of 

similar monads that represent cognitive truths by which the system is governed. These 

truths are subsequently ranked and are governed by an omniscient guarantor of the 

system (e.g., God). Leibnizian systems are always examining new information against 

knowledge in fact nets, appraising the validity based on knowledge of the current system, 

and reorganizing accepted knowledge in an attempt to create an optimal fact net.

4
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There are several essential features of a Leibnizian inquiring system. First is the 

recognition of the monads as innate ideas that cannot be changed or influenced by any 

other created thing; accordingly, there are no inputs. Leibniz defines monads as simple 

substances, with no parts, that are “immaterial, lacking spatial extension, containing only 

perception and desire”; otherwise, a soul (Leibniz 1898). Leibnizian inquiring systems 

break strings of information down into manageable and usable units that are capable of 

generating sentences internally and classifying them as either tautologies, non-tautologies 

or contingent truths. The units are then put into fact nets based on their relationships with 

one another. These fact nets can then be arranged or ranked based on some predefined 

set of criteria or by importance. The Leibnizian inquiring system will systematically 

keep re-arranging fact nets based on rankings and will ultimately know when it has 

reached an optimal net; else, the system will know it has not reach optimality and will 

continue.

Contradictory to the Leibnizian system, a Lockean system is based on Locke’s 

concept of the mind as initially a blank slate, or tabula rasa and does have inputs, not just 

innate ideas; rather, observations must be received from outside the inquirer, 

subsequently labeled, and filed into the system. The system starts with simple labels it is 

given, then as observations are made, labels are assigned to that knowledge in an attempt 

to create a “storehouse of knowledge” (Churchman 1971; Courtney et al. 1998; Linden et 

al. 2007; Parrish Jr. 2008). A community of inquirers makes decisions regarding labels 

and structure and acts as a guarantor for the system. The guarantor ensures that created 

knowledge is both true and consistent to the best of the system’s knowledge (Courtney et

5
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al. 1998). The Lockean inquiring system also adds the element of reflection, i.e. the 

ability to receive information and to recognize that information has been received.

The third inquirer, Kantian systems, is another extension of the Leibnizian 

inquirer, with the application of a prescribed set of functions for receiving and classifying 

input. The main additions of the Kantian inquiring system include the executive as the 

decision-maker who can control the operation of the system, but not the inputs received; 

the implementation of a clock; the inclusion of multiple models to represent a problem 

domain; and the dialogue between differing inquirers. The Kantian inquirer allows inputs 

to be interpreted subjectively and then used to create hypotheses, which makes it unique 

in nature (Courtney et al. 1998). Kantian inquirers give equal weight to both theory and 

data, which allows the generation of multiple ways to analyze inputs and problems 

(Carugati 2008). Further, Kantian inquiring systems attempt to offer many differing 

viewpoints, with the guarantor being the fit between the underlying theory and the data 

collected under the presumptions of that theory (Mason et al. 1973).

The fourth inquirer, Hegelian systems, can best be described as two Leibnizian 

inquirers that are based on diametrically opposed worldviews or Weltanschauung, one 

representing a thesis regarding some problem domain, and the other its antithesis. 

Proponents of the thesis and antithesis have access to the same data set and a debate is 

conducted in which the two sides interpret the data in such a manner as to provide 

maximal support for their view. An objective over-observer of the debate combines 

elements of the two worldviews to form a synthesis comprised of the strongest attributes 

of each. Ultimately, the conflict and debate of thesis versus antithesis results in a 

synthesis that in the ideal is superior to either of its predecessors.

6
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Churchman’s final inquiring system is the most complex and perhaps the most 

useful in real world decision making, where many decisions are “wicked problems” in 

that they do not have a simple, obvious, or even feasible solution (Rittel et al. 1973). 

Singerian inquirers, the basis of this research, are comprised of a Lockean community 

based in metrology, or the study of measurements. Two decisions must be made 

regarding measurements as they relate to the design of inquiring systems -  the unit and 

the standard. The key attribute of a measuring system lies in its ability to test and 

replicate information numerous times. When the system reaches a point of redundancy, 

the inquirer must shift to a higher level of refinement (more precise measurements) and 

possibly “sweep in” new exterior concepts that may change the way information is 

interpreted and used.

According to Churchman, Singerian inquiring systems have several general 

characteristics. Initially, the purpose of the inquiring system is to create knowledge that 

helps arrive at a meaningful end and performance must be measurable. Next, it must be 

considered that the client for the Singerian inquiring system is humankind and, in the 

ideal, the designers and decision-makers include everyone. The system also needs a 

cooperative environment to create inquiry and the system must be optimistic with a focus 

on the ethical well-being of all.

Mason and Mitroff (1973) later employed the inquirers to represent IS models as 

options with relation to what type of information is to be analyzed and what type of 

output is needed. Lockean IS are rooted in raw data, best for working on well-structured 

problems; Leibnizian IS are model-based, best for working on clearly defined problems 

for which there exists an analytic formulation with a solution; Kantian IS provide

7
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multiple models, best for handling problems of moderately ill- or wicked-structure; 

Hegelian IS, which present conflicting models, are best for “wicked” ill-structured 

problems; and Singerian-Churchmanian IS, otherwise known as learning systems, are 

also suitable for solving wicked problems and studying the other models. Table 1 is a 

summary of each of the inquirers as adapted from Linden et al. and Parrish and Courtney 

(Linden et al. 2007; Parrish et al. 2008).

Table 1

Churchman’s Inquiring Systems

Leibnizian Lockean Kantian Hegelian Singerian

Internal
M echanism s

Monads; 
arranged, 
organized, and 
connected by 
fact nets; 
ranked by level 
o f relationship

Inputs gained 
through 
experience; 
labeled and 
filed by a 
community o f  
inquirers

Extension o f  
Leibnizian 
agents with 
prescribed 
functions to 
label and rank 
inputs

Extension o f  
Leibnizian 
conflicting 
agents ranked 
with respect 
to the world 
view

Extension o f  
Lockean 
agents and 
community o f  
inquirers

Environm ent Closed system

Seeks optimal
environment
through
ranking o f
agents
reflection

Adds the 
element o f  
multiple 
possible models 
-  pluralism

Agents 
initiate debate 
o f  thesis 
versus 
antithesis

“Sweeping in” 
new ideas to 
find optimal 
models; 
cooperative 
environment

Process Formal logic
Assign labels 
to inputs

Construct 
models from 
theories

Construct 
theses, 
antithesis & 
synthesis

Participative 
decision 
making, 
sweeping in 
new ideas

G uarantor Consistency
Group
Consensus

Fit between 
data and model; 
includes an 
executive as a 
decision-maker

Over­
observer who 
enforces 
system rules

Ability to 
replicate; 
Hegelian over­
observer

IT Example Expert System
Groupware
System

IT Problem 
Processor

Group
Support
System

Internet & 
World Wide 
Web

Note: Adapted from Linden et al., 2007, Parrish et al., 2008

8
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Overall, Churchman’s (1971) inquiring system theories are especially well suited 

to serve as kernel theories for knowledge management systems (KMS) design as has been 

shown in prior research (Linden et al. 2007). It stands to reason that Singerian inquirers 

can also be used as a kernel theory for examining psychological empowerment. Both 

concepts embrace the inclusion of all users involved in the decision-making process and 

incorporate feedback. These relationships will be examined in a later section of this 

research. First, the concept of Singerian inquiring systems is discussed in greater detail. 

Then, psychological empowerment is defined and discussed. The final section examines 

the integration of Singerian inquirers with psychological empowerment as examined by 

Churchman’s standards for Singerian systems and the foundational concepts of each 

construct.

Singerian Inquiring Systems

Churchman’s (1971) Singerian Model of Inquiry is built upon principles of the 

preceding inquirers. Specifically, it is comprised of the Lockean consensus as measured 

by the standard, the Hegelian dialectic process, and Singer’s concept of “sweeping-in” 

new ideas that may lead discussion into a completely new, perhaps contentious, direction 

when the discussion has reached a standstill. Singerian Inquirers, based on the 

philosophical work of Edgar A. Singer, are rooted in the fervent pursuance of progress 

through debate and multiple influences and interpretations (Carugati 2008). Singerian 

systems become especially useful when groups can come together to collaborate ideas, 

exchange practices, and work toward a common goal.

The basis of Singerian inquiring systems is rooted in metrology, the science of 

measurement. Courtney et al. describe two standards that guide Singerian inquiry; the

9
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first establishes a system of measures to resolve conflicts and the second is agreement 

between the involved parties (Courtney et al. 2005). In the words of Courtney et al 

(2000), “the goal of the Singerian inquirer is the creation of common knowledge, suitable 

for resolution of social and public problems” (Courtney et al. 2000).

Churchman also discusses partitioning, or refinement, as an integral part of the 

Singerian inquiring system; whenever all readings/measurements are identical, a 

Singerian inquiring system must shift to a higher level of refinement. In other words, if 

two contrary hypotheses are both consistent with a set of adjusted readings at a specified 

level of refinement, then there exists some higher (more precise) level where one (or 

both) will fail to be consistent. When an inquiring system determines that a hypothesis is 

not consistent with a set of readings, one of the following three approaches may be 

considered: 1) Revise the hypothesis by adding new variables or changing the functional 

form of the hypothesis; 2) Revise the procedure of adjusting the readings (or discard one 

or more due to being incorrectly obtained; or 3) Tolerate the inconsistency until more 

evidence is available. Ultimately, partitioning forces the inquiring system to a stage 

where it must decide between the three alternatives.

Initially, the purpose of the Singerian inquiring systems is to create knowledge 

that is useful where performance can be evaluated (evaluation of the outcome). The 

system also needs a collaborative environment to create inquiry and the system must be 

optimistic. Singerian inquiring systems must meet nine conditions in the ideal as 

described by Churchman:

1. Create independent knowledge in an ethical manner

2. Measured by general level of moral alignment with regard to stakeholders

10
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3. Apply to all of humanity

4. Involve all members of society

5. Have society in general as the client

6. Involve everyone as the decision maker

7. Involve everyone as the designer

8. Benefit everyone in society in general

9. Creates optimism that ethical knowledge is being created, by which ethical 

decisions are being made

Singerian Inquiring Organizations 

In general, inquiring organizations identity, develop, and expand upon the 

creation of new ethical scholarly knowledge (Courtney 2001; Linden et al. 2007; 

Richardson et al. 2006). The principles of the Singerian inquiring system translate into 

the Singerian inquiring organization, where organizational performance, knowledge, 

goals and other aspects are reevaluated to consider the nine conditions listed above. 

Later, these nine conditions will be described in the context of Singerian organizations 

vis-a-vis empowerment. Prior research has considered that “Singerian organizations 

model contemporary management trends where employees are empowered to contribute 

in the decision-making process” (Courtney et al. 1998). Singerian organizations, are best 

designed to deal with “wicked” problems that have no clear solution, which are ever­

present in today’s business environment (Courtney 2001). Although goals may be shifted 

from that of the traditional organization to that which is good for the organization and all 

stakeholders combined, performance can still be measured by the metrics imposed by the 

Singerian inquirer. While traditional organizational goals and metrics focus on the

11
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financial viability of the organization and the maximization of shareholder wealth, 

Singerian organizations also consider other non-traditional ways to ensure all 

stakeholders and processes are equally considered. The question remains as to how 

organizations can integrate Singerian inquiring principles into the organization. This 

research contends that psychological empowerment may be that conceptual key (or at 

least one of them) that helps provide a roadmap for Singerian organization realization.

Psychological Empowerment

Psychological empowerment has been described in both the psychology and 

organizational behavior literature as a way to charge individuals and/or employees to take 

control of and interest in work situations. Empowerment gives employees freedom to 

determine work roles, accomplish goals, and produce meaningful, influential feedback 

(Yukl et al. 2006). Empowerment can also be described as the delegation of roles, 

responsibilities, and authority from management to employees (Sharma et al. 2008). 

According to Quinn and Spreitzer (1997), it can also be described as employees’ 

mindsets about the importance of their roles at work. Other research suggests that 

empowerment is multi-dimensional, including constructs of employee self-determination, 

impact, meaning, and competence (Drake et al. 2007; Spreitzer 1995; Spreitzer et al. 

1997; Thomas et al. 1990). Empowerment, and the culmination of these four dimensions 

can also be used to describe employees’ individual quests for strengthening levels of self- 

efficacy (Gomez et al. 2001).

The four dimensions of empowerment represent a way to examine and explain the 

driving forces behind how and why this construct affects individuals. They additively 

represent the cognitions of the psychological empowerment construct, and the non­
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inclusion of any one of the dimensions when operationalized will reduce overall 

empowerment (Bhatnagar 2005). These four dimensions, as first discussed by Thomas & 

Velthouse in 1990, and later developed and validated and by Spreitzer (1995), represent a 

key component of the measures and theoretical underpinnings for this research (Spreitzer 

1995; Thomas et al. 1990). Together, they promote an active work orientation which 

allows employees to strive for and attain flexibility in how they shape their work roles 

(Boudrias et al. 2004).

Meaning

Meaning implies that employees truly care about their work. In other words, their 

tasks are important to them and stem from a purpose (Spreitzer 1995). Brief and Nord 

suggest that meaning must involve a fit between the needs of employee work roles and 

their own personal beliefs, values, and norms (Brief et al. 1990). That is, employee 

perceptions regarding the value of their work and the intrinsic consideration of those 

tasks affect how empowered an individual feels (Ergeneli et al. 2007).

Impact

Impact describes the level to which employees feel their voices are heard and 

what sort of control they have over their work (Spreitzer 1995). It is different from self- 

determination in that employees sense they have some sort of control over results other 

than just their work (Spreitzer et al. 1997). In other words, individuals have noteworthy 

influence over specific and visible outcomes at work with regard to attaining 

organizational goals on both small (e.g., administrative) and large (e.g., strategic and 

operational) levels (Ashforth 1989; Boudrias et al. 2004).

13
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Self-Determination

Self-determination, also called choice in the infancy of empowerment research, 

implies that employees are not “micro-managed,” but rather, have the flexibility and 

autonomy to ascertain how and when to do their work. This flexibility should extend into 

actual work choices, such as those individuals make about the methods, speed, and effort 

put into their work (Drake et al. 2007). It can also represent a sense of control in 

initiating constructive action and change (Liao et al. 2009) and governing individual 

behaviors at work (Koberg et al. 1999).

Competency

Also described as self-efficacy, competency describes employees that are 

confident about their ability to perform their work roles (Spreitzer 1995). This dimension 

reflects an individual’s “mastery of behavior” (Spreitzer 1995). In other words, 

competency is “the degree to which a person can perform task activities skillfully when 

he or she tries” (Thomas et al. 1990). Competence may also be influenced by the job 

type, prior experience, and environment in which employees work (e.g., fast-paced, 

multitask jobs) (Hancer et al. 2005).

Outside of empowerment, self-efficacy has been widely studied in the IS 

literature, specifically in the area of computer self-efficacy (CSE). CSE is defined as the 

level to which an individual believes that he/she can successfully use a computer, and has 

been found to be an important influence in the use and adoption of computer technologies 

(Compeau et al. 1995). Marakas and colleagues developed scales and a research 

framework to study CSE, and later compared those scales to better measure and assess 

the construct (Marakas et al. 2007; Marakas et al. 1998). Self-efficacy has also been
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examined in the IS literature as an influence in response to fear appeals in a multitude of 

studies of protection motivation theory (Rogers 1975), including similar topics with 

regard to this research, such as information security behaviors (Johnston et al. 2010).

There is a plethora of research surrounding psychological empowerment in the 

management literature. One particular study found that empowered employees increased 

unit production and reported higher levels of control and impact, but only for individuals 

who felt their managers were supportive (Logan et al. 2007). Another study found 

positive correlations between top management and its leadership, employees’ 

empowerment, job satisfaction, and overall reported customer satisfaction (Ugboro et al. 

2000). Additionally, psychological empowerment has also been identified as a way to 

increase workplace and organizational learning (Zahrani 2012). Prior empirical research 

also suggests that employees’ needs for individual achievement and power directly affect 

organizational commitment, job satisfaction, and levels of perceived empowerment (Hon 

et al. 2006). Empowering employees can be encouraged through strategic teams, top- 

down sharing of knowledge, and structure; however, empowered employees should be 

duly rewarded for their additional accountability (Quinn et al. 1997). Yukl and Becker 

offer further suggestions as how to condition an effective empowerment environment; 

conversely, they highlight reasons for empowerment program failures, such as fear of 

change, time-consuming implementation, and resistant employees (Yukl et al. 2006).

Finally, for psychological empowerment to be successfully implemented, an 

organization must adhere to the specific culture and employee needs to create a sense of 

ownership; otherwise, it is doomed to fail (Honold 1997). One particular study found
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that collective organizational cultures, described as doing- or team-oriented, had 

significantly higher perceptions of empowerment (Sigler et al. 2000).

Empowerment, especially as defined and measured by Spreitzer, has only been 

sporadically studied in the IS literature thusfar, and to the knowledge of the author, never 

in the way as is proposed in this research. Studied IS empowerment topics range from 

using the Internet to empower individuals, also known as e-empowerment (Amichai- 

Hamburger et al. 2008), to improving communication through empowerment and the use 

of online information services (Bunning et al. 2009), to empowerment in support of 

knowledge management (Kolsky 2011; Lamont 2010). Futher, empowerment has been 

studied extensively with applications in geographical information systems (Bauer 2009; 

Corbett et al. 2005; Kwaku Kyem 2001) and in the medical field with regard to 

computerized information retrieval systems (Hudon et al. 2010; Peoples et al. 2011).

Relationships between empowerment and computer-based information systems 

have also been examined in attempt to identify ways to improve organization of work 

(Psoinos et al. 2000). Psoinos and collegues’ research in one British organization found 

that information systems themselves do not lead to employees feeling empowered; 

however, a failing or obsolete information system can place contraints on empowerment. 

Finally, empowerment has also been conceptually examined as an influencing role in 

participatory design (PD), where users are encouraged to take part in the development of 

new information systems, which is a crucial element of SIOs (Clement et al. 1993).

Psychological empowerment might also be applied in a more comprehensive 

sense, perhaps with the notion of an empowered organization. In other words, within this 

research context, it might be more appropriate to consider psychological empowerment
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within a culture or climate rather than focus on individual motivation. This notion is 

further discussed below.

Empowerment Within Singerian Inquiring Organizations

The beauty of Singerian systems and/or organizations is that the decision-making 

process, whether it be strategic decision making or day-to-day operations, is dispersed 

among many individuals or groups rather than with a sole authoritarian. The Singerian 

inquirer has been argued as perhaps the most powerful of the inquirers, namely because it 

encompasses elements of all of the other inquirers, introducing ethical concerns with an 

emphasis on functionality and collaboration (Courtney et al. 2000). This ties directly into 

principles of psychological empowerment, which encourages the involvement and 

integration of feedback from the users who are directy involved in the decision-making 

process. Furthermore, the driving principles of Singerian systems can be readily 

integrated with psychological empowerment to further enhance the way organizations 

deal with decision making, especially regarding “wicked problems” that have no obvious 

or simple solution. Ultimately, psycological empowerment enables the development of 

Singerian organizations, and provides a possible tangibile roadmap for such 

advancement.

It also seems that Churchman’s nine standards for Singerian systems and/or 

organizations can be further modified to ecompass the fundamentals of an empowering 

organization:

1. Creates independent knowledge from empowered, collaborative sources of 

those involved in the decision-making process (Self-Determination)
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2. Measured by the general level of moral alignment with that of the 

empowered or involved group and all relevant stakeholders (Meaning)

3. Applies to all those involved in the empowered collaboration (Impact, 

Self-Determination, Competency)

4. Involves all organizational members within the process (empowered 

employees), including all relevant stakeholders (Impact, Self- 

Determination, Competency)

5. Has the organization, the affected employees, and all relevant stakeholders 

as the client (Impact, Self-Determination, Competency)

6. Empowers all employees and all relevant stakeholders as decision makers 

(Impact, Self-Determination, Competency)

7. Empowers all employees and all relevant stakeholders as designers 

(Impact, Self-Determination, Competency)

8. Benefits all employees in the organization and all relevant stakeholders in 

general (Meaning, Impact, Self-Determination, Competency)

9. Creates optimism that ethical decisions are being made that are best for the 

empowered employees and all relevant stakeholders and that the feedback 

of employee users are being integrated into organizational decisions 

(Impact; Meaning)

Furthermore, the four building blocks that foster psychological empowerment— 

meaning, impact, self-determination, and competency—directly tie into the fundamental 

properties of decision making underlying Singerian organizations. By empowering all 

employees as designers and decision makers, meaning is achieved because their work
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will be viewed as purposeful and reflects a fit between their beliefs and organizational 

outcomes. Impact is reflected within almost all steps of the decision-making process; 

ensuring not only that employees’ voices are heard, but that their opinions are valued and 

can result in tangible organizational actions. Competency comes from the collaborative 

process whereby all employees are encouraged and expected to participate. This fosters 

an organizational environment that encourages individuals to improve themselves and 

reinforces the belief that they can effectively do their jobs in an impactful way. Self- 

determination is also achieved by the overall decision-making process as guided by 

Singerian principles; by empowering employees and integrating their perspectives and 

ideas into organizational assessments, they can voice their opinions as to how and when 

they most effectively can complete tasks.

This particular study aims to expand and contribute to IS research by examining 

how empowerment can enable the development of Singerian inquiring organizations. 

While prior IS research has applied the concept of Singerian inquiring organizations to 

other organizational issues such as knowledge management and decision making in 

organizations (Courtney 2001; Courtney et al. 1998), little research has been aimed at 

actually developing a foundation for creating such organizations. It is proposed that 

psychological empowerment can be the kernel theory which allows us to make the 

connection between the two, ultimately describing a feasible, useful application for 

organizations. Using well-documented research constructs such as those in multi­

dimensional psychological empowerment and others, as will be discussed later, concepts 

of Singerian inquiring organizations can be operationalized and empirically assessed with 

regard to organizational processes. Specifically, this research aims to examine how
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organizational IT security policies and procedures can be improved via employee 

involvement (psychological empowerment), and in turn, how that participation in the 

decision-making process might improve organizational outcomes, specifically, perceived 

organizational support for IT security. Perceived organizational support for IT security 

should also influence felt obligation to use IT security procedures, which will also be 

evaluated. Furthermore, an employee’s felt obligation to use the security policies and 

procedures could increase intentions to follow them, which is a very important, desirable, 

and measurable organizational outcome. Furthermore, specific behavioral measures can 

also be assessed, including voice, knowledge sharing, and knowledge creation behaviors.

Building upon the theoretical and literature foundation as discussed in this 

section, the following sections describe the research methods used to evaluate the 

research questions. Specifically, the measures, hypotheses, model, and scales used to 

evaluate constructs will be presented and described.
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CHAPTER THREE

RESEARCH MODEL AND METHODS

Hypotheses Development

Considering the prior literature in IS, inquiring systems, psychological 

empowerment, and other related managerial concepts, a model was constructed as a way 

to express the relationships between and among the various constructs. As mentioned 

earlier, this research examines psychological empowerment as a way to foster the 

development of Singerian organizations; however, it can be very difficult to measure the 

intrinsic task motivations of employees who are not directly or only partially involved in 

organizational decision making. Therefore, so that both employees who are directly 

involved in organizational decisions regarding the development of IT security policies 

and procedures as well as the majority of employees who are perhaps not directly 

involved can be surveyed, participation in decision making about those items will be 

examined as an antecedent to Psychological Empowerment.

While Perceived Organizational Support for IT Security (POSITS), which 

examines the level to which employees feel that the organization supports and cares 

about the IT security policies and procedures, is a new construct stemming from the ideas 

of this research project, perceived organizational support (POS) as it is studied in the 

managerial literature, describes individuals’ beliefs that the organization values their 

contributions, truly cares about them and their personal goals, will listen to their
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grievances and help solve employee problems, and will treat them in a fair and consistent 

manner (Eisenberger et al. 1986; George et al. 1993). In prior literature, POS has been 

found to be positively related to employees’ felt obligation to care about the organization 

and the attainment of its goals (Eisenberger et al. 2001). In the same study, which 

provides the theoretical underpinnings of the construct, POS was also positively related 

to affective commitment, in-role performance, and organizational spontaneity, as 

mediated by felt obligation. A review of the POS research indicates that affirmative 

employee and organizational outcomes, comprised of three major categories of 

advantageous behavior as perceived by employees—fairness, supervisor support, and 

organizational rewards/favorable job outcomes—are positively related to perceived 

organizational support (Rhoades et al. 2002).

Further, as the antecedent of POSITS, empowerment will be examined in two 

ways. Currently, empowerment is conceptualized two ways—structural empowerment 

and psychological empowerment. Structural empowerment is a socio-structural approach 

to empowerment that involves initiatives made by management that are meant to reduce 

feelings of powerlessness. Structural empowerment focuses upon pushing decision 

making authority down through the organizational hierarchy and providing resources to 

employees at lower levels of the organization, for example, information and training 

opportunities (Heller 2003). Accordingly, one IT related question would be does the 

organization encourage participation in decision making in IT security procedures, 

allowing employees to voice their opinions? Another IT-related question would be to 

what extent does the organization provide opportunities for IS security training, Both 

participation in decision making and training are two key aspects of what are called “high



commitment” or “high performance” work systems (Huselid 1995). High performance 

human resource practices, like participation in decision making and investment in 

training, are thought to increase not only employee performance, but also employer 

performance. Delaney and Huselid state that high performance HR practices show that 

the organization is committed to the employee, resulting in the employee reciprocating 

that commitment back to the organization in the form of positive attitudes and behaviors, 

as well as higher performance (Delaney et al. 1996). Lawler suggests that high 

performance management practices such as participation in decision making and 

opportunities for training/growth create environments that foster strategic thinking among 

employees and lead to employees assuming personal responsibility for their work product 

(Lawler 1986). Structural empowerment is conceptualized as an antecedent of 

psychological empowerment. That is, these types of human resource practices promote 

employees to take a proactive orientation towards their jobs (i.e., psychological 

empowerment).

Firstly, participation in decision making in IT security procedures can be 

considered as an outlet for employees to voice their opinions with regard to the 

development and implementation of IT security policies. The “voice effect” has been 

widely researched in the procedural justice literature and indicates that those who have 

the opportunity to provide input and opinions when making decisions ultimately feel that 

those decisions are more fair (Barry et al. 2000; Folger 1977). A plethora of research has 

focused on the voice effect, and it has been found to be comprised of two psychological 

mechanisms that jointly generate the effect—instrumental and non-instrumental (Lind et 

al. 1990; Shapiro et al. 1993). The difference between the two is that instrumental



explanations support procedural justice in that if individuals are involved in the process, 

it generates a higher chance that a favorable outcome will be reached; whereas, non­

instrumental explanations focus on the information and abstract consequences of the 

process, such as feelings that employees have been treated with respect and that the 

organization values and supports their contributions (Lind et al. 1990; Lind et al. 1988). 

Voice has been found to enhance justice perceptions (Barry et al. 2000; Folger 1977; 

Korsgaard et al. 1995; Roberts et al. 2006; Shapiro 1993; Shapiro et al. 1993; Tyler et al. 

1992), and similarly, we might expect that it would also influence the empowerment 

cognitions regarding actively participating in the decision-making process. In other 

words, we expect that certain job related cognitions (e.g., psychological empowerment) 

will arise from the involvement of employees via participation in decision making (one 

part of organizationally-provided structural empowerment), as has been found in prior 

literature concerning PDM and psychological empowerment cognitions (Carless 2004). 

Hypotheses 1 evaluates this potential relationship:

HI : Employees who actively participate in the decision-making process 

regarding IT security policies will have higher perceptions o f  

Empowerment.

Secondly, as an additional way to measure the structural empowerment of 

the organization via high performance work systems, it might be interesting to 

assess the impact that physical opportunities provided by the organization for 

training have on the psychological empowerment felt by the employees. For 

example, if the organization not only provides training sessions, but also allows 

employees to actively participate in those sessions, do employees feel stronger
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cognitive attachment and obligation to the policies and the process of 

creating/implementing them? In other words, as we similarly predicted with 

PDM, we expect psychological empowerment (job related cognitions) will be a 

result of organization-provided opportunities for growth (other half of 

hypothesized structural empowerment). This is congruent with prior literature, 

which suggests that psychological empowerment is a logical product of structural 

conditions of empowerment (e.g., access to information, support, having 

resources at-hand, opportunities to learn and grow) (Kanter 1977; Laschinger et 

al. 2001). Hypothesis 2 examines this relationship:

H2: Employees who actively participate in opportunities for training in 

the organization will have higher perceptions o f  Empowerment.

The final building block comprising the measurement of a High Performance 

Work System is Incentive Pay, which is measured by Hypothesis 3. The goal of pay-for- 

performance plans is to inspire employees to capitalize upon their own high performance 

or performance in a group (Deckop et al. 1999). However, it is important that 

organizations clearly state what will and what will not be rewarded, so that employees are 

clear on what rewards their actions will bring (Morrison 1994). More than 90% of US 

organizations use some type of individual incentive program, and several theoretical 

perspectives support the argument that workplace performance can be enhanced by 

formal incentive systems (Shaw et al. 2002). Prior studies have found a connection 

between high performance work system practices, specifically empower employees to 

leverage their knowledge, skills, and abilities for organizational value, which relates 

directly to this research (Becker et al. 1998; Delery et al. 2001). An increase in job
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flexibility and efficiency are also supported and increased by this relationship, both of 

which encompass ideas of psychological empowerment (Evans et al. 2005). As an 

important building block of high performing work systems initiatives, incentive pay 

should also foster a sense of psychological empowerment within employees. Building 

upon this, Hypothesis 3 posits:

H3: Employees who understand the incentive pay system and are rewarded

accordingly in an organization will have higher perceptions o f  

Empowerment.

The thoughts, motivations, and feelings of employees regarding Empowerment 

can be measured using the four dimensions of psychological empowerment, where those 

employees who have participated in these types of tasks and those who have yet to 

participate can be differentiated, and the cognitions of participation and the actual 

participation can be parsed. These dimensions represent the constructs as to how 

organizations can become more like Singerian inquiring organizations. Further, these 

four dimensions will be operationalized as a unidimensional measure of psychological 

empowerment (Spreitzer 1995; Spreitzer et al. 1997). Participant responses will be 

compared with self-reported levels of POSITS regarding the organization’s IT security 

policies and procedures. Specifically, POSITS will examine the level to which

employees feel that the organization supports and cares about the IT security policies and 

procedures.

Prior research has examined psychological empowerment as a mediating factor 

between high performance/involvement work systems (as described earlier), job 

performance, job satisfaction, and organizational commitment via perceived
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organizational support, which would stimulate a felt obligation to follow organizational 

protocol (Butts et al. 2009). Further, some studies suggest that both structural and 

psychological empowerment are both related to respect, and latently, organizational trust 

and perceived organizational support (Faulkner et al. 2008; Laschinger et al. 2005). POS 

is also an infrequently studied construct in information systems, and may provide new 

ways to explore traditional IS research topics (Lo et al. 2011).

Organizations that empower employees are signaling that they respect the 

employee and value the contributions they can make to the organization. Consequently, 

employees who feel empowered are likely to attribute these positive cognitions, at least in 

part, to a supportive environment created by the organization, thereby increasing 

perceptions of organizational support. Specifically, employees who feel empowered will 

feel a closer sense of connection between their involvement at work and subsequent 

perceptions of organizational support regarding IT security. This is important because a 

close match between employees’ felt involvement, influence, and sense of empowerment 

and the way they perceive the organization to value their inputs into IT security (and to 

IT security as a whole) signals a strong connection and congruence between employee 

values/norms with regard to IT and the organization’s IT vision, values, and norms. This 

connection, driven by the empowered employee’s cognitions, should foster a higher sense 

of perceived organizational support for IT security, and thus, yields the next hypothesis: 

H4: There is a positive relationship between psychological empowerment and

perceptions o f support for IT security.



Once we better understand how employees form their opinions regarding the 

perceived organizational support for those IT security policies and procedures in place in 

an organization (based on their level of participation in the creation of those policies and 

procedures), we can begin to analyze the effect this may have on other organizational 

outcomes. One of the important objectives of a Singerian inquiring organization is to 

promote the good of all stakeholders while including all in the decision-making process. 

This is represented in the first set of hypotheses, which examines psychological 

empowerment with regard to how involved employees are in the development of 

organizational IT security policies (as an application of Singerian inquiring 

organizational philosophy) as an antecedent to perceived organizational support for IT 

security (POSITS) of those policies in a Singerian inquiring organization. In an ideal 

Singerian organization, it may also be advantageous to include the ideas other 

organizational outsiders such as stockholders, customers, and governmental agencies in 

decision making. In other words, if employees feel that an organization values their 

participation in the decision-making process of developing IT security policies and 

procedures (and use of those procedures and policies), they may also better understand 

the employers’ values regarding the organizational support for those protocols. 

Consequently, if one better understands how important IT security is to the organization 

and its stakeholders and it is clear that the organization values one’s efforts to maintain 

IT security, then one would be likely feel obligated to use those procedures and policies 

for the good of the organization and all of its stakeholders. Fuller and colleagues expand 

upon the work of Tyler and Blader, describing perceptions of organizational support as “a 

reflection of an individual’s global evaluation of the extent to which they feel that they



are a member ‘in good standing’ (Tyler et al. 2002; p. 830) or that they believe they are a 

valued member of the organization (i.e., “I am valued by my organization,” (Tyler 1999; 

p. 219)” (Fuller et al. 2006a; p. 819). Because people tend to value respect, social 

exchange theory and the norm of reciprocity would suggest that this would create a 

feeling of obligation to provide the organization with something of equal value. 

Therefore, in the context of IT security, perceptions of organizational support for IT 

should result in feelings of obligation to support the organization by adhering to IT 

security protocols. Thus, through providing support for IT security, the organization 

facilitates the alignment of organizational values (i.e., IT security is important to the 

organization and its stakeholders) and those of its employees. Employees’ self-reported 

perceptions of the organization’s support for IT security policies is examined in 

Hypothesis 5:

H5: Perceived organizational support for IT security increases employees ’felt

obligation to use IT security procedures.

Finally, the last five hypotheses help measure the outcome of our initial 

intent—assessing how a Singerian inquiring organization can be fostered via 

empowerment to create measureable, sustainable organizational outcomes. In 

other words, an employee’s felt obligation to follow the IT security policies in 

place in an organization is particularly useful when that felt obligation translates 

into actual adherence to those policies and behaviors and cognitions associated 

with the change.

The first of these hypotheses aims to measure the first of the five behavioral 

outcomes, voice behavior. The organizational behavior literature describes voice



behavior as one of the important constructs consistent with the conceptualization of 

constructive change in an organization (Fuller et al. 2006b; Van Dyne et al. 2003). 

Specifically, “voice is making innovative suggestions for change and recommending 

modifications to standard procedures even when others disagree” (Van Dyne et al. 1998). 

In other words, if employees have an increased felt obligation to use and adhere to IT 

security policies, then those intentions should reflect in their behaviors; specifically, with 

how they voice their opinions and suggestions regarding the continued improvement, 

implementation, and enforcement of those procedures. Hypothesis 6 will be assessed as 

follows:

H6: Felt obligation to adhere to organizational IT security policies and

procedures increases IT security voice behaviors.

Although unintentional, increased responsibility, participation, and/or job 

obligations may actually have a negative organizational outcome. When an 

employee feels an obligation to do something, in this case follow the IT security 

policies, he or she may feel that they should adhere to them; however, to do so is 

a burden. This relationship should be identified as a potential downfall of the 

increased obligation and job responsibilities surrounding new organizational 

policies. Further, if this relationship is found to be significant, organizations have 

to find a way to tweak their processes so that employees are not tom between 

what they should do and with what they feel burdened, perhaps with providing a 

sense of autonomy for employees regarding their work (Payne 1979). Hypothesis 

7 examines this potential phenomenon:



H7: Felt obligation to adhere to organizational IT security policies and

procedures increases job strain.

Next, it may be very difficult to measure actual compliance with IT 

security policies, as many survey participants might be hesitant to report that they 

have violated rules, and perhaps, there are many violators who are never caught.

In light of this, intentions to adhere to the IT policies can be used as a substitute 

measure, and may very well better measure the actual relationship. Therefore, to 

assess employees’ intentions to follow the IT security protocol in place in their 

organizations based on their felt obligation to do so, Hypothesis 8 is conceived:

H8: Felt obligation to adhere to organizational IT security policies and

procedures increases intentions to use to those guidelines.

In addition to participants’ intentions to use and follow the IT security 

policies and procedures, the tangible actions and use of them will also be 

collected because felt obligation to adhere to organizational IT security policies 

and procedures should also be related to the actual use of those policies and 

procedures (albeit indirectly through its influence upon intentions).

H9: Felt obligation to adhere to organizational IT security policies and

procedures increases use o f  IT security procedures.

The final two hypotheses are a measure of a second and third behavioral outcome 

of the felt obligation to use IT security procedures. First, while self-reported survey 

information is very useful, especially when collected anonymously, it might also be 

interesting to see how superiors of employees assess their behaviors. Specifically, this 

can be measured by an employee’s willingness to share knowledge regarding the IT
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security procedures as seen by others in a managerial role. Prior research has found a 

positive relationship between POS and employee knowledge sharing, which should also 

translate over to POSITS through individuals’ felt obligation to adhere to organizational 

IT security policies (Bartol et al. 2009). Hypothesis 10 is stated as follows:

H10: Felt obligation to adhere to organizational IT security policies and 

procedures increases IT security knowledge sharing behaviors.

Further, knowledge creation is also an integral part of Singerian Organizations, 

which are dependent on a common goal and/or viewpoint and must foster an environment 

of cooperation, coordination, and openness to express opinions to succeed. If there is 

congruence between employees’ involvement in the IT security policies decision-making 

process and their felt support and integration from the organization regarding their 

participation and inputs, the outputs of the involvement could include knowledge. 

Knowledge creation has been positively linked to decision comprehensiveness and 

debate, both of which could be viewed as an outward sign or organizational support for 

employee involvement in decision making; thus, demonstrating an organization’s support 

for the decision (Mitchell et al. 2009). In this case, the development of IT security 

policies will be the decision at hand. Hypothesis 11 will be assessed as follows:

HI 1: Felt obligation to adhere to organizational IT security policies and 

procedures increases IT security knowledge creation behaviors.

These hypotheses and are visually conceptualized within the model (see, Figure 1) 

which this research conceptualizes as a Singerian Inquiring Organization, in theory.
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Figure 1 Research Model

Methodology

To operationalize this research, a survey instrument was developed and 

distributed in order to measure the constructs in the research model (see Figure 1). 

Individuals’ sense of involvement in both the organization in general and also the 

development and implementation of organizational information technology security 

policies and, in turn, the impact on the perceived levels of organizational support for IT 

security (POSITS) were be measured. Further, employees’ obligation and intention to 

adhere to those policies were also measured. In other words, this research asks how does 

an organization promote psychological empowerment and how do those perceptions 

affect the determination of outcomes of organizational information technology security
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policies and how employees perceive the organization to support said protocol? 

Furthermore, do the perceptions of perceived organizational support for IT security 

influence felt obligation to use and intentions to adhere to organizational security 

regulations? Additional demographic information was also collected, including, gender, 

age, type of employment, and highest completed level of education.

It is of critical importance to address all possible threats to data validity through 

consideration a priori and rigorous statistical testing. Internal validity, construct validity, 

and external validity (and the threats associated with each) will be addressed individually 

to help guarantee the authenticity of hypothesized causal relationships, the 

appropriateness of constructs, and the overall generalizability of the results, and are 

discussed later in the analysis section. Statistical conclusion validity will be addressed by 

ensuring appropriate statistical power, testing the assumptions necessary for statistical 

inference, and avoidance of “fishing” for significant relationships (Shadish et al. 2002).

Sample

To ensure statistical power and the ability to identify meaningful effects, an 

appropriate sample size of subjects is needed to complete the survey (Cashen et al. 2004). 

According to Baroudi & Orlikowski, statistical power is the probability that a statistical 

test will correctly reject a null hypothesis based on the chosen significance criterion alpha 

(a), the sample size (n), and the effect size (strength of relationships) (Baroudi et al. 

1989; Cashen et al. 2004). An a priori determination of statistical power is a helpful tool 

to help ensure that the study has the proper ability to detect significant findings. A large 

enough sample size is the goal to ensure enough suitable data points are obtained (e.g., 

valid representation of employees), and this is feasible through the use of information
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technology in the form of online survey systems. To obtain the conventionally accepted 

power level of 0.80, a  should be set at 0.05 and P (the probability of failing to reject the 

null hypothesis when it is actually false) at 0.20, which is four times as much, where 

power = 1-p (Cohen 1977; Cohen 1992). This is demonstrated in Table 2.

Table 2

Power Tables for Effect Size D

D

0.10 0.20 0.30 0.40 0.50 0.60 0.70 0.80 1.0 1.20 1.40

.25 332 84 38 22 14 10 8 6 5 4 3

.50 769 193 86 49 32 22 17 13 9 7 5

.60 981 246 110 62 40 28 21 16 11 8 6

2/3 1144 287 128 73 47 33 24 19 12 9 7

1.11
.70 1235 310 138 78 50 35 26 20 13 10 7

oa. .75 1389 348 155 88 57 40 29 23 15 11 8

.80 1571 393 175 99 64 45 33 26 17 12 9

.85 1797 450 201 113 73 51 38 29 19 14 10

.90 2102 526 234 132 85 59 44 34 22 16 12

.95 2600 651 290 163 105 72 54 42 37 19 14

.99 3675 920 409 231 148 103 76 58 38 27 20

Adapted from Cohen 1988, pg. 55

Further, prior research has found that MIS research studies are unlikely to display 

large effects and that, typically, small to medium effect sizes should be anticipated 

(Baroudi et al. 1989). A small effect is defined as a 0.20 standard deviation between 

population means and a medium effect as a 0.50 standard deviation between population
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means (Cohen 1977). Table 2 uses the described values for the desired levels for power, 

significant criterion alpha (a), and an effect size, an analytic study examining the 

hypotheses would require a sample size of at least 396 to detect a small effect. This 

threshold will be used as a guideline for collecting an acceptable sample size.

Additionally, the survey audience will need to be appropriate and representative. 

This was accomplished by working with the distributor of the online survey to ensure the 

survey was disseminated to working professionals who were willing and able to complete 

the survey.

Measures & Development o f Instrument 

When considering measures of constructs, the compilation of survey instruments 

and the ordering/grouping of questions, threats regarding common methods biases should 

be minimized (Podsakoff et al. 2003). To further control for common method biases, the 

inclusion of control or “dummy” questions in the questionnaire should be strongly 

considered, as was addressed by the inclusion of question items regarding Attitudes 

Towards the Color Blue (described later in this section) (Richardson et al. 2009). 

Missing data was handled appropriately based upon the sample size collected, and those 

methods are documented at a later time in the manuscript (Roth 1994). Further, listwise 

deletion of missing data was be implemented, as it is often the default option for 

researchers dealing with missing data, namely because it is straightforward to implement, 

and in large enough sample sizes, produces minimal levels of average error (Christie 

1985; Roth 1994). Prior research has suggested that the use of online/computer-based 

distribution of the survey instrument should be considered to save both time and money 

and assures the anonymity of respondents as there is no direct contact between them and



the researchers (Keisler et al. 1986; Webster et al. 1996). Therefore, participants 

completed the survey via the use of an online survey distributor (Qualtrics). Potential 

biases of doing so should also be considered; however, this data collection method lends 

itself to being the most convenient and comprehensive way to collect a mass of data from 

organizational insiders (Meade et al. 2007). Furthermore, before dissemination, the 

survey instrument was pre-tested and evaluated by ten IS professionals to ensure the final 

distributed survey accurately measures the construct in which this study is interested 

(Straub 1989; Straub 1990). Their feedback, which consisted mostly of appropriate 

wording corrections, was incorporated into the final survey instrument.

The vast majority of measures implemented were adapted from previously 

validated measures to help ensure reliability and validity (Boudreau et al. 2001; Straub 

1989). Question items modified from prior studies were chosen based upon their high 

alpha coefficients calculated from use in former published research, and each of the 

original papers are cited within Appendix A. The following sections briefly describe the 

measures for the constructs and how they have been adapted for this research in the 

survey instrument. Table 3 gives an overview of the scales used in this study as they 

were adapted.
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Table 3

Summary o f  Scales

Construct Scale Used
H

ig
h

Pe
rf

or
m

an
ce

W
or

k
Sy

st
em

s
Participation in Decision 
Making Adapted from Steele & Mento 1987

Incentive Pay Adapted from Fuller

Opportunities for Training Adapted from Price & Mueller 1986

Em
po

w
er

­
m

en
t

Competence

Adapted from Spreitzer 1995
Self-Determination
Impact
Meaning
POSITS Adapted from Eisenberger et al. 2001
Felt Obligation Developed for this study
IT Security Voice Behavior Adapted from Tucker et al. 2008
Job Strain Adapted from Karasek et al., 1998
Intentions to Use Adapted from Ajzen 1991; Bulgurcu et 

al. 2010
Use of IT Security Procedures Developed for this study
IT Security Knowledge 
Sharing

Adapted from Bartol et al. 2009

IT Security Knowledge 
Creation

Adapted from Mitchell et al. 2009

Measuring Structural Empowerment 
as High Performance Work Systems:
Participation in Decision Making,
Incentive Pay, and Opportunities 
for Training

Three constructs were used to assess ideals of a high performance work system, 

which this research considers as opportunities provided by the organization for 

employees to engage in training, incentive pay in an organization, and the expression of 

employees’ voice through participation in decision making or organizational procedures. 

In other words, these are opportunities and tangible actions as provided by the 

organization. Opportunities for Training was assessed with five Likert-anchored
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questions adapted from Steele and Mento’s (1987) measure, as included in Appendix A 

(Steele et al. 1987). Participation in Decision Making was measured using an adapted 

version of Price and Mueller’s work in assessing opportunities for training and growth 

(Price et al. 1986). Finally, Incentive Pay was assessed by a four-item scale, adapted 

from Fuller and colleagues’ work (Fuller). These three constructs become antecedent 

influences to the psychological empowerment construct—Empowerment—which 

assesses the overall cognitions, motivations, and feeling of employees. All scale items 

used in the questionnaire can be found in Appendix A.

Measuring Psychological Empowerment

Although each of the four subdimensions of empowerment was assessed,

empowerment was examined primarily as a unidimensional construct, incorporating

employee perceptions of impact, meaning, self-determination, and competency.

Spreitzer’s widely-cited, 12-item measure was used. The response format was a 7-point

Likert scale ranging from Strongly Disagree to Strongly Agree, with appropriate

milestones in between (Spreitzer 1995). Through Spreitzer’s initial works in

empowerment, levels of coefficient alpha reliability for these measures have consistently

been shown to exceed Cronbach’s recommendation of .80 (Cronbach 1951).

Perceptions of Organizational Support 
for IT Security

Five questions, as adapted from Eisenberger and colleagues’ work in 2001, were 

included on the survey instrument, as anchored by a 7-point Likert scale. Respondents 

were asked to rate their perceptions with regard to how much their organization values, 

promotes, fosters, aims to improve, and supports IT security. Although traditionally 

considered as perceived organizational support (POS), this research will examine a more
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specific type of support and aim to identify an innovative construct for IS research,

perceived organizational support for IT security (POSITS). Borrowing kernel theories

from other disciplines has long been an accepted practice for building good theory in IS.

Measures of Felt Obligation to and 
Intention to Adhere to Policies 
and Procedures

A four-item, 7-point Likert scale was implemented to quantify Felt Obligation to 

Use IT Security Procedures and a three-item scale used to quantify Intentions to Adhere 

to IT Security Procedures, with the former being items developed specifically for this 

research and the latter adapted from prior works (Ajzen 1991; Bulgurcu et al. 2010). 

These measures are unique in that the research is concerned with felt obligation and 

intentions rather than actual behaviors (e.g., if employees actually comply with security 

policies and procedures). Therefore, participants will only be asked if they anticipate 

adhering to the organizational conventions, and if they feel obligated to follow those 

rules. Similar to the measures of perceptions of policies and procedures, tests were run to 

confirm construct validity, internal validity, intemal-consistency reliability, and other 

pertinent statistics. The scale items for the survey instrument are included later in the 

manuscript in Appendix A.

Measures of Behavioral Outcomes

IT Security Voice Behavior was assessed using five questions adapted from a 

scale that has been used and validated in prior management literature (e.g., Tucker et al., 

2008), anchored by a 7-point Likert scale. Specifically, the respondents were asked to 

assess how they make suggestions to improve IT security and express any concerns in a 

vocal manner. To help control for common method variance, dummy variable questions



regarding Attitudes Towards the Color Blue were used to ensure that collected data was 

not affected by the one source/time period collection.

Job strain can also trigger changes in employee behavior. This construct, which 

can be a negative influence on employees’ attitudes and efficiency at work, was assessed 

using six questions adapted from the Job Content Questionnaire (JCQ), which has been 

used frequently and is widely accepted in the literature, with regard to Psychological Job 

Demands (Karasek et al. 1998). Specifically, respondents were asked to report how the 

changes in the IT security policies affect how they are able to do their work with regard 

to excessiveness of workload, time constraints, conflict of work roles, interruptions to 

daily work flow, how hectic work roles become under the new rules, and the need to wait 

on others to do work effectively. Again, these questions were anchored using a 7-point 

Likert scale and the full questions can be reviewed in Appendix A.

Use of IT Security Procedures was assessed with three questions which charge the 

employee to report whether or not he or she has adopted these policies into work actions. 

The responses were anchored on a 7-point Likert scale. These questions can be viewed in 

Appendix A.

Knowledge Sharing and Creation are other behaviors (rather than intentions) that 

can be assessed with regard to IT security policies. In this application, eight questions 

were asked of the respondent, anchored on a 7-point Likert scale. A full list of the 

questions for both Voice and Knowledge Sharing is included in Appendix A.

Attitudes Towards the Color Blue

Prior research indicates that common method variance is a common thorn in the 

side of researchers, and although sometimes ignored, the measurement error associated
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can either inflate or deflate the observed correlations between measures, depending on 

the correlation between methods (Podsakoff et al. 2003; Spector 2006). Although there 

are several techniques for controlling common method biases, Richardson and colleagues 

(2009) suggest that the inclusion of a marker variable on the instrument can help parse 

true variance from that not solely connected to method effects (Richardson et al. 2009). 

This is especially important in this particular data collection process, as one of the major 

causes of common method variance is derived from obtaining measures from one 

common source at one data collection time period (Podsakoff et al. 2003). Although it 

would be advantageous to collect data from not only employees, but their peers and/or 

supervisors, across a span of time, research accepts that this is not always feasible. In 

this case, four marker questions taken from the eight-item scale regarding Attitudes 

Toward the Color Blue were included on the survey instrument (Miller et al. 2008). 

These items were formatted similarly to the other variables (9-point Likert scale) and 

have no known relationship or theoretical connection to them. These particular four 

questions (which can be found in Appendix A) were chosen due to their positively 

worded arrangement, rather than the negative verbiage.



CHAPTER FOUR

ANALYSIS AND RESULTS

The purpose of this chapter is to describe the analysis techniques used to examine 

the data collected, the tests conducted to investigate the research model, and the results 

determined from these assessments. An overview of the respondent profile based on the 

data collected can be viewed in Table 4. To begin, an overview of the statistical 

methodologies conducted will be discussed.

Table 4

Profile o f Respondents

389 Total Respondents Frequency Percentage
Gender
Male 194 49.9%
Female 195 50.1%
Age
18-24 37 9.5%
25-34 131 33.7%
35-44 101 26.0%
45-54 82 21.1%
55+ 38 9.8%
Highest Completed Level of Education
Some High School 3 0.8%
High School Diploma (or equivalent) 60 15.4%
Some College 71 18.3%
Associate’s Degree (or equivalent) 48 12.3%
Bachelor’s Degree (or equivalent) 143 36.8%
Master’s Degree (or equivalent) 55 14.1%
PhD/Doctorate (or equivalent) 9 2.3%

43
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Statistical Methodology

A mix o f  analyses were implemented to appropriately analyze the data collected from the 

survey panel, which returned 389 usable responses, closely approaching the level determined 

earlier in the power analysis. However, before any statistical testing o f  the research model was 

conducted, the conditions under which inference testing is valid were assessed— identification o f  

outliers, examination o f  fit/linearity, homoscedasticity, normality, autocorrelation, 

multicollinearity, and due to the type o f data collection, common method variance/bias. First, 

because the data collected was based on a 7-point Likert scale using an online survey panel where 

respondents could only choose values 1 through 7, the potential issue o f  outliers in the data was 

not identified as a problem. Next, using SPSS, plots were generated to examine fit/linearity, 

homoscedasticity, and normality, which can be viewed in Appendix B. Visual examination o f  all 

o f  the graphs suggests no major issues or delineation from these required assumptions. Further, 

autocorrelation (independence o f  error terms) is generally only a problem that occurs with time- 

series data, and because there is no reason to believe these data are seasonal or cyclical in nature, 

this was assumed not to be an issue (Draper et al. 1998). Finally, the issue o f  potential 

multicollinearity was examined by calculating tolerances and variance inflation factors (VIF) for 

the independent variables. There were no tolerance levels less than the suggested 0.20 cutoff and 

no VIF levels above the 4.00 cutoff for any o f  the constructs across the independent variables 

tested in this study (Hair et al. 2006).

Upon the completion of these checks, statistical testing of the model was 

completed. To begin, correlations were calculated between all constructs and collected 

control variables from the survey instruments, as can be reviewed in Appendix C. 

Although some strong correlations exist between constructs, that is to be expected from 

their relationships in the model. Appropriately, Direct Oblimin rotation was used in the 

factor analysis (EFA), as is appropriate to use when the factors are expected to be
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correlated (Hair et al. 2006). Factor analysis, structural equations modeling, multiple 

regression, and other statistical tests were conducted to examine the relationships 

between the independent and dependent variables throughout the model where 

appropriate, as will be discussed later in this section.

Factor Analyses

Factor analyses, specifically exploratory factor analysis (EFA) and confirmatory 

factor analysis (CFA), were conducted to assess the discriminant validity for all scales in 

the model as prior literature suggests is appropriate for such types of scales (Petter et al. 

2007; Posey 2010). Discriminant validity is the extent to which a construct is different 

from other constructs in that each uniquely measures a different phenomenon (Hair et al. 

2006).

Scale items for the Attitudes Towards the Color Blue were not included in factor 

analyses (Questions 25-29), as those items were only used in methodology to identity 

common method variance. Direct Oblimin rotation and factor extraction based on 

Eigenvalues > 1 was implemented as the cutoffs in all factor analyses. As described 

earlier, Direct Oblimin was selected as the rotation method to be used, as we expect that 

some of the model constructs will most likely be related to one another. Further, two 

question items (Q12 and Q54) were re-coded due to their reverse scored nature because 

when variables need to be combined into an overall composite scale, they must first be 

coded in the same direction so that the results will be relative and comparative toward the 

other item responses (Robert et al. 2005). An exploratory factor analysis was conducted 

separately for each of the individual constructs.
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First exploratory factor analyses were conducted, which models variation of 

individual indicators as explained by one overall construct. Upon running the factor 

analyses, all question items well-exceeded the recommended cutoff of 0.50 to be 

interpreted as significant, nor were there any cross-loadings between items or across 

measures; rather all items loaded on one unidimensional factor for all constructs (Hair et 

al. 2006). However, after review of the first iteration of factor loadings for Job Strain 

measure, two question items (Q44 and Q45) were flagged onto their own second factor. 

This phenomenon was examined in greater detail in the confirmatory factory analysis 

(CFA), which is discussed later. The loadings generated from the exploratory factor 

analyses for both all measures can be viewed below in Tables 5a through Table 51.

Table 5a

EFA Factor Loadings for Participation in Decision Making

Item
Factor

Loading
Ql 0.822
Q2 0.863
Q3 0.864
Q4 0.877
Q5 0.877

Table 5b

EFA Factor Loadings for Incentive Pay

Item
Factor

Loading
Q6 0.733
Q7 0.904
Q8 0.958
Q9 0.923
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Table 5c

EFA Factor Loadings for Opportunities for Training

Item
Factor

Loading
Q10 0.860
Q ll 0.917
Q12 0.921

Table 5d

EFA Factor Loadings for Psychological Empowerment

Item
Factor

Loading
Q13 0.870
Q14 0.883
Q15 0.847
Q16 0.704
Q17 0.759
Q18 0.723
Q19 0.837
Q20 0.923
Q21 0.848
Q22 0.892
Q23 0.956
Q24 0.934

Table 5e

EFA Factor Loadings for Perceived Organizational Support for IT Security

Item Factor Loading
Q29 0.839
Q30 0.833
Q31 0.828
Q32 0.878
Q33 0.819
Q34 0.781



Table 5f

EFA Factor Loadings for Felt Obligation to Use IT Security Procedures

Item
Factor

Loading
Q35 0.859
Q36 0.921
Q37 0.842
Q38 0.808

Table 5g

EFA Factor Loadings for Voice Behavior

Item
Factor

Loading
Q39 0.872
Q40 0.730
Q41 0.917
Q42 0.910
Q43 0.675

Table 5h

EFA Factor Loadings for Job Strain

Item
Factor

1 2
Q44 0.993 0.166
Q45 0.466 -0.023
Q46 0.088 0.864
Q47 0.003 0.943
Q48 0.003 0.929
Q49 0.065 0.778
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Table 5i

EFA Factor Loadings for Intent to Use IT Security Procedures

Item Factor Loading
Q50 0.791
Q51 0.736
Q52 0.815

Table 5j

EFA Factor Loadings for Use o f IT Security Procedures

Item Factor Loading
Q53 0.824
Q54 0.827
Q55 0.705

Table 5k

EFA Factor Loadings for IT Security Knowledge Creation

Item Factor Loading
Q61 0.912
Q62 0.943
Q63 0.950

Table 51

EFA Factor Loadings for IT Security Knowledge Sharing

Item Factor Loading
Q56 0.819
Q57 0.848
Q58 0.796
Q59 0.710
Q60 0.836



Next, a confirmatory factor analysis (CFA) was conducted to assess discriminant 

validity of the constructs. In other words, the constructs may be correlated, but they 

should each be different in that they measure separate phenomenon. SPSS Amos was 

used to facilitate the CFA, which generate results to measure both Model Fit and 

Reliability/Validity. Two items from the Job Strain construct (Q44 and Q45) were 

initially flagged non-significant, lending explanation as to why those two items loaded on 

a separate factor in the EFA above. These items were removed from the CFA and from 

all further analysis. After removal, both model fit and reliability/validity measures 

improved. The model fit criterion all approach or exceed acceptable cutoffs, which 

suggested adequate model fit; further, all reliability/validity criteria well exceed the 

suggested cutoffs (Hair et al. 2006). The results of this analytical process can be viewed 

below in Tables 6a and 6b, respectively.

Table 6a 

CFA Model Fit

Measure Calculated Estimate
Chi-square/df (cmin/df) 3.511
CFI 0.866
RMR 0.102
RMSEA 0.080
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Table 6b

CFA Reliability/Validity

Composite
Reliability

Average
Variance
Extracted

Maximum
Shared

Variance

Average
Shared

Variance
KC 0.955 0.875 0.726 0.251

PDM 0.928 0.722 0.578 0.207
IP 0.950 0.863 0.358 0.192

OFT 0.927 0.809 0.599 0.334
PE 0.920 0.592 0.578 0.269

POSITS 0.929 0.686 0.570 0.298
FeltOb 0.914 0.727 0.701 0.337

VB 0.918 0.739 0.726 0.293
JS 0.933 0.778 0.243 0.073

Intent 0.915 0.783 0.660 0.338
Use 0.829 0.619 0.559 0.342
KS 0.895 0.632 0.577 0.342

After completing the factor analyses, overall scales were computed based on the 

remaining instrument items so that further analyses could be conducted (only two items 

removed—Q44 and Q45 from Job Strain). The overall scale was calculated by taking the 

sum of all individual items which make up the scale (Bagozzi 1994; Diamantopoulos et 

al. 2001).

Construct Validity and Reliability Assessment

Prior research describes construct validity as an ability of measures to withstand 

the test of time and show stability across methodologies, without which results obtained 

from research could be misleading (Shadish et al. 2002; Straub 1989). In an effort to 

preserve construct validity, when possible, scales were adapted from prior studies with 

very little change to the verbiage or format (Straub 1989). Straub (1989) further suggests
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new scales are used. Although a full-scale instrument validation was not deemed 

necessary in this research, as the majority of scales had been validated in prior studies, a 

few key points from Straub’s research and four-phase scale implementation were 

implemented into the planning for this research project. Specifically, when planning and 

designing the survey instrument, ten outside IT professionals were contacted and 

questioned regarding the items. Furthermore, before dissemination, the survey 

instrument was pre-tested and evaluated by those same professionals to ensure the final 

survey accurately measured the appropriate constructs (Straub 1989; Straub 1990). Their 

feedback, which consisted mostly of appropriate wording corrections, was incorporated 

into the final survey instrument. Finally, a confirmatory factor analysis (CFA) has been 

the method suggested as an appropriate way to assess construct validity, as was 

completed and described above (Straub 1989). The results of the CFA suggest both 

strong discriminant and construct validity, lending support to the strength of any findings 

uncovered by hypothesis testing.

Based on concepts developed by Cronbach (1951), coefficient alpha reliability 

has been described as the assessment of internal consistency reliability of instruments that 

have different scoring and scales (Cronbach 1951). Internal consistency reliability 

estimates (a) results are directly influenced by the number of items on an instrument and 

how correlated they are with one another. Typically, when a measure is comprised of a 

large number of items, it still has high intemal-consistency even if the items don’t have 

much to do with one another; however, a measure can have very few items and still have 

high intemal-consistency provided that the correlation among the items is high (Kerlinger
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et al. 2000; Pedhazur et al. 1991). When assessing reliability, prior research recommends 

that an internal consistence reliability of greater than 0.70 is acceptable in early stages of 

research, greater than 0.80-0.90 is acceptable in advanced stages of research, and any 

score below 0.60 would indicate a potential problem with the reliability of the measures 

(Nunnally et al. 1994; Nunnally et al. 1967). Using the overall scales computed for the 

constructs measured on the survey, Cronbach alphas were calculated for each construct 

and as a global measure to assess reliability, and those results can be viewed in Table 7.

Table 7

Cronbach Alphas Calculated to Assess Reliability

Scale Cronbach Alpha
Overall 0.968
High Performance Work Systems (Global) 0.912

Participation in Decision Making 0.933
Incentive Pay 0.932
Opportunities for Training 0.926

Psychological Empowerment (Global)** 0.930
Competence 0.912
Self-Determination 0.893
Impact 0.906
Meaning 0.949

Perceived Organizational Support for IT Security (POSITS) 0.929
Felt Obligation to Comply 0.917
IT Security Voice Behavior 0.914
Job Strain 0.931
Intentions to Use IT Security Policies 0.915
Use of IT Security Policies 0.855
IT Security Knowledge Sharing 0.898
IT Security Knowledge Creation 0.954

**Global, unidimensional model o f  PE used for analysis
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All calculated values exceeded the lower bound of the recommended cutoff for 

advanced stages of research, which would be expected of scales used in prior studies. 

Even the two constructs for which measures were created for this research project (Felt 

Obligation to Use IT Security Procedures, Intent to Use IT Security Procedures) 

exceeded the minimum cutoff with calculated Cronbach alphas of 0.912 and 0.809, 

respectively.

Testing for Common Method Variance

Following tests as suggested appropriate by prior literature, a test using the survey 

instrument variables regarding Attitudes Towards the Color Blue were used as marker 

variables to complete a CFA marker variable test (Richardson et al. 2009; Williams et al. 

2010). A CFA marker test was selected as the appropriate method, as opposed to 

Harman’s single factor test or a Common Latent factor test, as it is the recommended 

method to help alleviate concerns of common method variance in data (Richardson et al. 

2009). SPSS’s Amos package was used to diagram the research model, including all 

measured constructs, their measureable survey items, and an error term for each. An 

additional, generic latent variable was drawn into the model (named Common Factor), 

and it was regressed against each of the individual, observed survey item components in 

each of the constructs, with the regression weight set equal for each item. Further, each 

of the constructs was drawn to covary with one another. Then, the marker variable 

(Attitudes Towards the Color Blue), which is believed to be theoretically unrelated to any 

other items in the model, was added to the model. Each of the four items from the Blue 

scale were also regressed against the Common latent factor, with regression weights all 

being set as equal. As measured by this test, we estimate the common method variance in



55

•y
the model (indicative of measurement error), to be about 2.56% (a  = 0.16 ), indicating 

that the data can be reasonably assumed to be unbiased by common method variance. A 

figure is included in Appendix B which depicts the Amos model with calculated 

relationships.

Testing of Hypotheses

All fourteen hypotheses generated from the research model which postulate 

relationships between the constructs were tested implementing structural equations model 

(SEM) and multiple regression techniques to test for significance throughout the model. 

Individual pathways are discussed below, as generated from the structural model, which 

can be viewed in Figure 2.



56

High Performance 
Work Systems

Jeb Strain

-o.o lV.

.62**

** Significant at the 0.01 level

Figure 2 Structural Model Results

Hypotheses 1 through 3 questioned whether the elements of High Performance 

Work Systems—participation in decision making, incentive pay, and opportunities for 

training—would predict higher levels of Empowerment within employees when present 

in an organization. First, in the structural model, Participation in Decision Making was 

found to be a significant predictor of Empowerment, with significance on both the 

regression weight and the generated Beta, which lends support for Hypothesis 1. Next, 

Opportunities for Training was also found to be statistically significant in the model, 

lending support to Hypothesis 2. Finally, Incentive Pay was also statistically significant 

when entered into the model, supporting Hypothesis 3. Further, a multiple regression 

entered each of the independent variables in a stepwise manner with Empowerment as the
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dependent variable, while also the controlling for collected demographics (e.g., gender, 

age, education). All three components generated very small p-values (<0.001), which 

suggests a very strong relationship to the dependent variable, Empowerment.

Table 8

Regression Results for Predicting Psychological Empowerment

Variable

Standardized
Beta

Coefficient DR2 VIF
Adjusted

R2
Gender 0.0590 — 1.048

0.526

Age 0.091* 0.457 1.077
Education 0.0090 — 1.041
Participation in Decision 
Making 0.489** 0.044 1.658
Incentive Pay 0.204** 0.023 1.581
Opportunities for Training 0.205** 0.006 1.129

**Significant at the 0.01 level; Significant at the 0.05 level

The next Hypothesis (H4) proposed that the four dimensions of Psychological 

Empowerment—Meaning, Impact, Self-Determination, and Competence—as measured 

unidimensionally, would each be positive predictors of higher levels of Perceived 

Organizational Support for IT Security. Similar to the prior procedure, a multiple 

regression was also calculated by entering the unidimensional, global psychological 

empowerment as independent variables with POSITS as the dependent variable. Further, 

the structural model found significance on both the regression weight and the generated 

Beta. Support emerged for the Psychological Empowerment construct (p < 0.001) as a 

predictor of POSITS, supporting Hypotheses H4. Below, Table 9 summarizes these 

findings.



58

Table 9

Regression Results for Predicting Perceived Organizational Support for IT Security

Variable
Standardized 

Beta Coefficient AR2 VIF
Adjusted

R2
Gender 0.062 — 1.049

0.293Age -0.054 - - 1.047
Education -0.005 — 1.040
Psychological Empowerment 0.54** 0.293 1.017

**Significant at the 0.01 level

Hypothesis 5 suggested that perceptions of Perceived Organizational Support for 

IT Security Procedures would in turn increase employees’ Felt Obligation to Use IT 

Security Procedures. The Beta coefficient of 0.78 (p-value < 0.001) indicates that the 

predictor variable (POSITS) is a strong, positive predictor for Felt Obligation, finding 

strong support for Hypothesis 5. Further, a simple regression was used to determine this 

hypothesized relationship, which also identified a very strong relationship between the 

two constructs. Table 10 summarizes these findings.

Table 10

Regression Results for Predicting Felt Obligation to Use IT Security Procedures

Variable

Standardized
Beta

Coefficient AR2 VIF
Adjusted

R2
Gender 0.037 — 1.053

0.499
Age 0.138** 0.483 1.038
Education -0.017 — 1.039
Perceived Organizational 
Support for IT Security 0.693** 0.018 1.014

**Significant at the 0.01 level



The final six hypotheses measured Felt Obligation to Use IT Security Procedures 

against six potential outcome variables—Voice Behavior, Job Strain, Intent to Use IT 

Security Procedures, Use of IT Security Procedures, IT Security Knowledge Creation, 

and IT Security Knowledge Sharing—all of which predicted a positive relationship. All 

six hypotheses were examined both in the structural model and through regression 

analysis. First, support was found for Hypothesis 6, as a strong positive relationship 

emerged from the regression between Felt Obligation and Voice Behavior (p < 0.001). 

Table 11 summarizes these findings.

Table 11

Regression Results for Predicting Voice Behavior

Variable

Standardized
Beta

Coefficient AR2 VIF
Adjusted

R2
Gender -0.103* 0.197 1.053

0.239
Age -0.179** 0.03 1.057
Education 0.080 — 1.039
Felt Obligation to Use IT Security 
Procedures 0.479** 0.013 1.030

**Significant at the 0.01 level; Significant at the 0.05 level

However, Hypothesis 7, which proposed a potential “negative” effect of an 

obligation to follow rules which might produce additional strain on the employee did not 

produce similar results. The very, very small Beta of 0.00 from the structural model and 

very large p-value associated with the standardized Beta coefficient from the regression 

both indicate that the relationship is non-statistically significant (p = 0.884), which does 

not support Hypothesis 7. Though, this finding can actually be viewed as a favorable 

outcome for organizations. In other words, even with additional responsibilities and IT
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procedures to follow, employees are still able to complete with work with hindrances due 

to those changes. Table 12 summarizes these findings.

Table 12

Regression Results for Predicting Job Strain

Variable

Standardized
Beta

Coefficient AR2 VIF
Adjusted

R2
Gender -0.115* 0.068 1.053

0.085
Age -0.264** 0.016 1.057
Education 0.101* 0.01 1.039
Felt Obligation to Use 
IT Security Procedures 0.007 1.030

**Significant at the 0.01 level; Significant at the 0.05 level

Hypotheses 8 and 9 examined the relationship between Felt Obligation to Use and 

whether those internal mechanisms produced an increased feeling to follow the rules, 

either through intentions to do so, or physical actions. Both were determined to have 

positive, statistically significant relationships when regressed with Felt Obligation as the 

independent variable and Intent to Use IT Security Procedures and actual Use of IT 

Security Procedures as the dependent variables, respectively. Further, the structural 

model found them both to be significant. Overall, support was found for both Hypothesis 

8 (P < 0 .001) and Hypothesis 9 (p <0.001). Tables 13 and 14 summarize these findings.
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Table 13

Regression Results fo r Predicting Intent to Use IT Security Procedures

Variable

Standardized
Beta

Coefficient AR2 VIF
Adjusted

R2
Gender -0.008 — 1.053

0.587
Age 0.029 — 1.057
Education 0.040 „ 1.039
Felt Obligation to Use IT 
Security Procedures 0.767** 0.587 1.030

**Significant at the 0.01 level

Table 14

Regression Results fo r Predicting Use o f  IT Security Procedures

Variable
Standardized 

Beta Coefficient AR2 VIF
Adjusted

R2
Gender 0.002 — 1.053

0.495

Age 0.029 — 1.057
Education 0.024 — 1.039

Felt Obligation to Use 
IT Security 
Procedures 0.710** 0.495 1.030

**Significant at the 0.01 level

Hypotheses 10 and 11 aimed to examine the potential for the formation, 

distribution, dissemination, and use of knowledge in an organization, which is a central 

component of a functioning Singerian Inquiring Organization, as an outcome of Felt 

Obligation to Use IT Security Procedures. A positive, statistically significant relationship 

between the independent variable Felt Obligation to Use IT Security Procedures and 

dependent variables IT Security Knowledge Sharing Behaviors (p < 0.001) and IT 

Security Knowledge Creation Behaviors (p < 0.001) emerged both in the regression
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analysis and the structural model, which gives support for both Hypothesis 10 and 

Hypothesis 11. Below, Tables 15 and 16 summarize these findings.

Table 15

Regression Results for Predicting IT  Security Knowledge Creation

Variable
Standardized 

Beta Coefficient AR2 VIF
Adjusted

R2
Gender -0.059 — 1.053

0.125

Age -0.215** 0.079 1.057
Education 0.071 — 1.039
Felt Obligation to Use 
IT Security 
Procedures 0.317** 0.046 1.030

**Significant at the 0.01 level

Table 16

Regression Results fo r Predicting IT Security Knowledge Sharing

Variable
Standardized 

Beta Coefficient AR2 VIF
Adjusted

R2
Gender -0.052 — 1.053

0.252

Age -0.122** 0.24 1.057
Education 0.049 — 1.039
Felt Obligation to Use 
IT Security 
Procedures 0.512** 0.014 1.030

**Significant at the 0.01 level

Overall, support was found for all but one of the 11 hypothesized relationships, 

lending support for the overall research model. In addition to the structural model in 

Figure 2, model fit indices were generated for the structural model, similar to the 

procedure used in the CFA. While the model fit indices were not as strong as those found 

in the CFA, it is expected that the CFA will have better fit than the structural model,
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namely because of its complexity and number of included constructs. The model fit 

indices for the structural model can be viewed in Table 17.

Table 17

Structural Model Fit

Measure Calculated Estimate
Chi-square/df (cmin/df) 6.744
CFI 0.676
RMR 0.198
RMSEA 0.122

Some of the hypothesized relationships did prove significant in this particular 

experiment while others did not; however, it can be determined that the general research 

model, which assumes to be a conceptual model of a Singerian Inquiring Organization, 

held together quite well, especially considering this is the first set of data collection 

utilizing the model. A summary of the findings from the analyses is shown in Table 18.

Table 18

Summary o f Findings

Hypothesis Findings
H I: Employees who actively participate in the decision-making 
process regarding IT security policies will have higher perceptions of 
Empowerment. Supported
H2: Employees who actively participate in opportunities for training in 
the organization will have higher perceptions of Empowerment. Supported
H3: Employees who understand the incentive pay system and are 
awarded accordingly in an organization will have higher perceptions of 
Empowerment. Supported
H4: There is a positive relationship between psychological 
empowerment and perceptions of support for IT security. Supported
H5: Perceived organizational support for IT security increases 
employees’ felt obligation to use IT security procedures. Supported



64

Table 18 (Continued)

H6: Felt obligation to adhere to organizational IT security policies and 
procedures increases IT security voice behaviors. Supported
H7: Felt obligation to adhere to organizational IT security policies and 
procedures increases job strain. Not Supported
H8: Felt obligation to adhere to organizational IT security policies and 
procedures increases intentions to use to those guidelines. Supported
H9: Felt obligation to adhere to organizational IT security policies and 
procedures increases use of IT security procedures. Supported
H I0: Felt obligation to adhere to organizational IT security policies 
and procedures increases IT security knowledge sharing behaviors. Supported
HI 1: Felt obligation to adhere to organizational IT security policies 
and procedures increases IT security knowledge creation behaviors. Supported

Next, Chapter Five will discuss findings and conclusions in a general sense, with 

an in-depth examination of the contributions to IS theory and practice as they have been 

described in the literature review and research hypotheses development.



CHAPTER FIVE

DISCUSSION AND CONCLUSIONS

This chapter presents a brief summary of the dissertation as a whole, with a focus 

on a summary of findings and potential contributions to IS theory and practice. Finally, 

potential limitations of this study and directions for future research will be discussed.

Summary of Findings

The purpose of this research was to extend the empowerment stream of research 

into IS and examine the potential positive influence that empowered employees can have 

on the information assurance of an organization, and ultimately, the ways in which these 

principles can foster Singerian Inquiring Organizations. The research model was tested 

and overall support was found, providing a roadmap for organizations to construct their 

own SIO environment.

Specifically, as this research hypothesized that psychological empowerment 

would be an integral part in empowering employees and fostering relationships between 

the employee and organization that further promote a Singerian Inquiring Organization, it 

was important to understand how an organization could encourage these empowerment 

cognitions within employees. The research model proposed that elements of a High 

Performance Work System (i.e., Opportunities for Training, Incentive Pay, and 

Participation in Decision Making), provide structural empowerment (i.e., arising from 

organizational practices), which would encourage higher levels of employee cognitions

65
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with regard to psychological empowerment. Statistical testing confirmed that 

relationship to be true, as a strong and positive connection between those constructs and 

Empowerment.

Further, the research model proposed that the perceptive feelings of 

Empowerment would then lead to higher levels of Perceived Organizational Support for 

IT Security. In other words, if employees felt their work and cognitions surrounding their 

jobs were understood and reinforced by the organization, they would feel a stronger sense 

of connection to the organization in that those ideals are supported and understood. The 

findings from this study revealed strong, positive relationships between Psychological 

Empowerment as a unidimensional construct and POSITS.

Next, the research model hypothesized that when employees felt a sense of 

Perceived Organizational Support for IT Security, they would feel a higher sense of 

Obligation to Use IT Security Procedures. In other words, when an employee feels they 

are supported by the organization, those sentiments should result in feelings of obligation 

to support the organization by adhering to IT security protocols. Strong support was also 

found for this positive relationship, which completes the set of constructs that generate 

and foster an empowerment and recursive relationship between employee and 

organization. After which, several outcome variables were assessed.

Building upon the research model, it was hypothesized that when employees had 

a Felt Obligation to Use IT Security Procedures, that organizations could perhaps expect 

some certain outcome variables. Specifically, Voice Behavior, Job Strain, Intent to Use 

IT Security Procedures, Use of Security Procedures, IT Security Knowledge Creation, 

and IT Security Knowledge Sharing. Each of the outcome variables were hypothesized
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to have a positive relationship with Felt Obligation, meaning that if employees feel more 

indebted to follow IT Security Procedures, then higher levels of the outcome variable 

should be seen as well. This was true for all of the aforementioned outcome variables, 

save Job Strain. Although a positive relationship between Felt Obligation and Job Strain 

was hypothesized as a potential “negative” of implementing IT Security Protocols, the 

direction of the Beta coefficient indicates that the true nature of the relationship may 

actually be negative, indicating that clear-cut rules with what is/is not appropriate may 

actually help employees do their jobs better. The relationship was not found to be 

significant; however, it does bring up an interesting finding perhaps that should be 

addressed or again assessed in future studies. Not only do the findings support the idea 

that IT Security Procedures do not cause any additional stress on employees completing 

their jobs, it also suggests that they may be more vocal in sharing their ideas, have higher 

intentions to use and actual use of IT Security Procedures, and be more likely to share 

and create knowledge, important ideals of Singerian Inquiring Organizations.

While more research is necessary to fully understand and further validate the 

model, this research is a significant start in conceptualizing and realizing Singerian 

Inquiring Organizations. Future research and limitations of this study are discussed 

below.

Implications for IS Theory and Practice

As prior literature suggests, IS research should be both rooted in theory and 

applicable for practitioners, and researchers should look to use new research paradigms 

that even extend from other areas of study (Adams et al. 2004). In general, the 

contribution to both IS theory and practice is to help structure the development of
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Singerian organizations via the exploration and implementation of the research 

constructs. Prior research has proposed guidelines for developing cultures to 

sustain/promote Singerian organizations through building a community of minds, 

fostering effective dialogue/dialectic process, avoiding bureaucratic rigidity, and “rocking 

the boat” with new ideas (Courtney et al. 2000; Richardson et al. 1999; Richardson et al. 

2001). However, this research helps expand upon the applicability of Singerian 

Organizations into real-world organizational problems by examining the concept against 

a specific issue (the development/implementation of IT security policies) and how other 

managerial and psychological constructs such as structural and psychological 

empowerment (kernel theories from other areas) can help achieve organizational goals 

and foster Singerian Organization characteristics from within.

Also important to IS practitioners is how the organization can foster a sense of 

fairness, organizational openness, and increase intentions to follow organizational 

protocol with regard to employee cognitions. Further, based upon the findings of this 

study which support the research model, organizations can use the modeled constructs as 

a way to implement Singerian Inquiring Organization ideals into their own organization.

This research has a high correlation between the contribution to IT theory and 

practice, as its intention is to not only further the stream of research, but to also provide a 

useful set of protocols that organizations can implement in order to increase effectiveness 

and efficiency. The model conceptualized in this research is offered as a way for 

organizations to model themselves as a Singerian Inquiring Organization, and in turn 

foster an organizational environment where employees are empowered to contribute in 

the decision-making process and tackle real world “wicked” problems. Further,
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employees feel more allied and structurally aligned with the organization, and in turn, can 

be more productive members of the organization while following organizational protocol. 

This is also significant to IS research, as a conceptualization of Singerian Inquiring 

Organizations has yet to be described or statistically verified. Direction for future 

research on how this topic can be expanded upon is discussed below.

Future Research and Limitations

While this dissertation is a pronounced start in transfer of a conceptualization of 

Singerian Inquiring Organizations into an actual organizational model, “sweeping in” 

ideas of psychological empowerment to help foster employee cognitions, there is still 

much to be done. While all measures were taken to ensure that this study was completed 

without any unwanted biases, the nature of the survey panel, and the wide variety of jobs 

and organizations in which respondents are employed cause for a potential limitation. 

Future research may want to look at different types of jobs in differing industries to see if 

any of the identified relationships are stronger, or perhaps less strong, in certain 

situations. Another limitation was that all data was collected from one individual 

employee rather than paneling others involved (coworkers, supervisors). Future research 

may want to survey a less-broad panel so that individual employees and those connected 

to them can be surveyed in tandem. This would allow targeted questions to be directed to 

the appropriate parties and potentially reduce any bias (e.g., asking performance 

questions of peers or supervisors rather than the employee directly).

With regard to future research, forthcoming studies will want to retest the model 

to confirm that the relationships discovered through this round of statistical settings hold 

up in other environments, ensuring external validity and generalizability. Further,
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additional organizational constructs such as support (e.g., coworker or supervisor) or 

value congruence might be measured to assess their potential role in the research model 

with regard to employee cognitions and how a SIO works in the “real world.”

Another direction for future research would be to consider a case study as a type 

of consulting job within an organization in an attempt to implement ideas from the 

research model as to help foster a Singerian Inquiring Organization. By doing so, the 

research would be more flexible, in that ideals perhaps not currently observed by 

organizations (e.g., autonomy of work/self-determination) could be safeguarded to be 

included in the organization. Some employees may not have much flexibility within their 

job tasks or work environment, and as such, might affect the relationships between 

measured constructs in future studies. This is likely typical in most organization, but 

within a case study/consulting environment, could be controlled. However, when 

confined to one particular organization, this type of research could be limited in external 

validity and generalizability.



REFERENCES

Adams, L. A., and Courtney, J. F. "Achieving relevance in IS research via the DAGS 
framework," System Sciences, 2004. Proceedings of the 37th Annual Hawaii 
International Conference on, IEEE, 2004, p. 10 pp.

Ajzen, I. "The Theory of Planned Behavior," Organizational behavior and human 
decision processes (50:2) 1991, pp 179-211.

Amichai-Hamburger, Y., McKenna, K. Y. A., and Tal, S.-A. "E-empowerment:
Empowerment by the Internet," Computers in Human Behavior (24:5) 2008, pp 
1776-1789.

Ashforth, B. E. "The Experience of Powerlessness in Organizations," Organizational 
Behavior and Human Decision Processes (43) 1989, pp 207-242.

Bagozzi, R. P. Principles o f  marketing research Blackwell Cambridge, Oxford, Mass, 
1994.

Baroudi, J. J., and Orlikowski, W. J. "The Problem of Statistical Power in MIS 
Research," MIS Quarterly (13:1) 1989, pp 87-106.

Barry, B., and Shapiro, D. L. "When Will Grievants Desire Voice?: A Test of Situational, 
Motivational, and Attributional Explanations," International Journal o f Conflict 
Management (11:2) 2000, pp 106-134.

Bartol, K. M., Liu, W., Zeng, X., and Wu, K. "Social exchange and knowledge sharing 
among knowledge workers: The moderating role of perceived job security," 
Management and Organization Review (5:2) 2009, pp 223-240.

Bauer, K. "On the politics and the possibilities of participatory mapping and GIS: using 
spatial technologies to study common property and land use change among 
pastoralists in Central Tibet," Cultural Geographies (16:2) 2009, pp 229-252.

Becker, B. E., and Huselid, M. A. "High performance work systems and firm
performance: A synthesis of research and managerial implications," Research in 
personnel and human resources management (16) 1998, pp 53-102.

Bhatnagar, J. "The power of psychological empowerment as an antecedent to
organizational commitment in Indian managers," Human Resource Development 
International (8:4) 2005, pp 419-433.

71



72

Boudreau, M. C., Gefen, D„ and Straub, D. W. "VALIDATION IN INFORMATION 
SYSTEMS RESEARCH: A STATE-OF-THE-ART ASSESSMENT," MIS 
Quarterly (25:1) 2001, pp 1-16.

Boudrias, J.-S., Gaudreau, P., and Laschinger, H. K. S. "Testing the Structure of
Psychological Empowerment: Does Gender Make a Difference?," Educational & 
Psychological Measurement (64:5) 2004, pp 861-877.

Brief, A., and Nord, W. R. Meaning o f Occupational Work Lexington Books, Lexington, 
MA, 1990.

Bulgurcu, B., Cavusoglu, H., and Benbasat, I. "Effect of Online Social Networking on 
Employee Productivity," MIS Quarterly (34:3) 2010, pp 523-548.

Bunning, K., Heath, B., and Minnion, A. "Communication and Empowerment: A Place 
for Rich and Multiple Media?," Journal o f  Applied Research in Intellectual 
Disabilities (22:4) 2009, pp 370-379.

Butts, M. M., Vandenberg, R. J., DeJoy, D. M., Schaffer, B. S., and Wilson, M. G.
"Individual reactions to high involvement work processes: investigating the role 
of empowerment and perceived organizational support," Journal o f  Occupational 
Health Psychology (14:2) 2009, p 122.

Carless, S. A. "Does psychological empowerment mediate the relationship between
psychological climate and job satisfaction?," Journal o f Business and Psychology 
(18:4) 2004, pp 405-425.

Carugati, A. "Information system development activities and inquiring systems: an
integrating framework," European Journal o f  Information Systems (17:2) 2008, 
pp 143-155.

Cashen, L. H., and Geiger, S. W. "Statistical power and the testing of null hypotheses: A 
review of contemporary management research and recommendations for future 
studies," Organizational Research Methods (7:2) 2004, pp 151-167.

Christie, B. Human factors o f information technology in the office John Wiley & Sons, 
Inc. New York, NY, USA, 1985.

Churchman, C. W. The Design o f Inquiring Systems: Basic Concepts o f Systems and 
Organizations Basic Book Inc., New York, NY, 1971.

Clement, A., and van den Besselaar, P. "A Retrospective Look at PD Projects," 
Communications o f  the ACM  (36:6) 1993, pp 29-37.

Cohen, J. "Statistical power analysis for the behavioural sciences (Rev. ed.)," New York: 
Academic) 1977.



73

Cohen, J. "Statistical power analysis," Current directions in psychological science (1:3) 
1992, pp 98-101.

Compeau, D. R., and Higgins, C. A. "Computer self-efficacy: Development of a measure 
and initial test," MIS Quarterly) 1995, pp 189-211.

Corbett, J. M., and Keller, C. P. "An Analytical Framework to Examine Empowerment 
Associated with Participatory Geographic Information Systems (PGIS)," 
Cartographica (40:4), Winter2005 2005, pp 91-102.

Courtney, J., Chae, B., and Hall, D. "Developing inquiring organizations," Journal o f  
Knowledge Management and Innovation (1:1) 2000.

Courtney, J. F. "Decision making and knowledge management in inquiring organizations: 
toward a new decision-making paradigm for DSS," Decision Support Systems 
(31) 2001, pp 17-38.

Courtney, J. F., Croasdell, D. T., and Paradice, D. B. "Inquiring Organizations," 
Australian Journal o f Information Systems (6:1) 1998.

Courtney, J. F., Croasdell, D. T., and Paradice, D. B. Inquiring organizations Idea Group 
Publ., 2005.

Cronbach, L. J. "Coefficient alpha and the internal structure of tests," Psychometrika 
(16:3) 1951, pp 297-334.

Deckop, J. R., Mangel, R., and Cirka, C. C. "Research notes. Getting more than you pay 
for: Organizational citizenship behavior and pay-for-performance plans,"
Academy o f Management Journal (42:4) 1999, pp 420-428.

Delaney, J. T., and Huselid, M. A. "The impact of human resource management practices 
on perceptions of organizational performance," Academy o f Management Journal 
(39:4) 1996, pp 949-969.

Delery, J. E., and Shaw, J. D. "The strategic management of people in work
organizations: Review, synthesis, and extension," Research in personnel and 
human resources management (20) 2001, pp 165-197.

Diamantopoulos, A., and Winklhofer, H. M. "Index construction with formative
indicators: An alternative to scale development," Journal o f Marketing research) 
2001, pp 269-277.

Drake, A. R., Wong, J., and Salter, S. B. "Empowerment, Motivation, and Performance: 
Examining the Impact of Feedback and Incentives on Nonmanagement 
Employees," Behavioral Research in Accounting (19) 2007, pp 71-89.



74

Draper, N., Smith, H., and Pownell, E. Applied regression analysis Wiley New York,
1998.

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., and Rhoades, L. "Reciprocation 
of perceived organizational support," Journal o f Applied Psychology (86:1) 2001, 
pp 42-51.

Eisenberger, R., Huntington, R., Hutchison, S., and Sowa, D. "Perceived organizational 
support," Journal o f  Applied Psychology (71:3) 1986, pp 500-507.

Ergeneli, A., An, G. S. 1., and Metin, S. "Psychological empowerment and its relationship 
to trust in immediate managers," Journal o f  Business Research (60:1) 2007, pp 
41-49.

Evans, W. R., and Davis, W. D. "High-performance work systems and organizational 
performance: The mediating role of internal social structure," Journal o f  
Management (31:5) 2005, pp 758-775.

Faulkner, J., and Laschinger, H. "The effects of structural and psychological
empowerment on perceived respect in acute care nurses," Journal o f nursing 
management (16:2) 2008, pp 214-221.

Folger, R. "Distributive and procedural justice: Combined impact of voice and
improvement on experienced inequity," Journal o f Personality and Social 
Psychology (35:2) 1977, p 108.

Fuller, J. B. "Incentive Pay Scale Items."

Fuller, J. B., Hester, K., Barnett, T., Frey, L., Relyea, C., and Beu, D. "Perceived external 
prestige and internal respect: New insights into the organizational identification 
process," Human Relations (59:6) 2006a, pp 815-846.

Fuller, J. B., Marler, L. E., and Hester, K. "Promoting felt responsibility for constructive 
change and proactive behavior: Exploring aspects of an elaborated model of work 
design," Journal o f  Organizational Behavior (27:8) 2006b, pp 1089-1120.

George, J. M., Reed, T. F., Ballard, K. A., Colin, J., and Fielding, J. "Contact with AIDS 
Patients as a Source of Work-Related Distress: Effects of Organizational and 
Social Support," Academy o f Management Journal (36:1) 1993, pp 157-171.

Gomez, C., and Rosen, B. "The Leader-Member Exchange as a Link Between 
Managerial Trust and Employee Empowerment," Group & Organization 
Management (26:1) 2001, pp 53-69.



75

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., and Tatham, R. L. Multivariate 
Data Analysis, (Sixth Edition ed.) Pearson Prentice Hall, Upper Saddle River, 
New Jersey, 2006.

Hancer, M., George, R. T., and Kim, B. "An Examination of Dimensions of
Psychological Empowerment Scale for Service Employees," Psychological 
Reports (97:2) 2005, pp 667-672.

Heller, F. "Participation and power: a critical assessment," Applied Psychology (52:1) 
2003, pp 144-163.

Hon, A. H. Y., and Rensvold, R. B. "An interactional perspective on perceived
empowerment: the role of personal needs and task context," International Journal 
o f Human Resource Management (17:5) 2006, pp 959-982.

Honold, L. "A review of the literature on employee empowerment," Empowerment in 
Organizations (5:4) 1997, pp 202-212.

Hudon, C., St-Cyr Tribble, D., Legare, F., Bravo, G., Fortin, M., and Almirall, J.
"Assessing enablement in clinical practice: a systematic review of available 
instruments," Journal o f Evaluation in Clinical Practice (16:6) 2010, pp 1301- 
1308.

Huselid, M. "The impact of human resource management practices on turnover,
productivity, and corporate financial performance," Academy o f Management 
Journal (38:3) 1995, pp 635-672.

Johnston, A. C., and Warkentin, M. "Fear Appeals and Information Security Behaviors: 
An Empirical Study," MIS Quarterly (34:3) 2010, pp 549-A544.

Kanter, R. M. Men and Women o f the Corporation New York: Basic Books, 1977.

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., and Amick, B. "The 
Job Content Questionnaire (JCQ): an instrument for internationally comparative 
assessments of psychosocial job characteristics," Journal o f Occupational Health 
Psychology (3:4) 1998, p 322.

Keisler, S., and Sproull, L. S. "Response Effects in the Electronic Survey," The Public 
Opinion Quarterly (50:3) 1986, pp 402-413.

Kerlinger, F., and Lee, H. B. Foundations o f behavioral research Harcourt, Orlando, 
2000 .

Kikoski, C. K., and Kikoski, J. F. The inquiring organization: Tacit knowledge,
conversation, and knowledge creation: Skills for 21st-century organizations 
Greenwood Publishing Group, 2004.



76

Koberg, C. S., Boss, R. W., Senjem, J. C., and Goodman, E. A. "Antecedents and
Outcomes of Empowerment: EMPIRICAL EVIDENCE FROM THE HEALTH 
CARE INDUSTRY," Group & Organization Management (24:1) 1999, pp 71-91.

Kolsky, E. "New Paradigms Bring Value to Knowledge Management," CRM Magazine 
(15:10) 201 l,p p  40-41.

Korsgaard, M. A., and Roberson, L. "Procedural justice in performance evaluation: The 
role of instrumental and non-instrumental voice in performance appraisal 
discussions," Journal o f Management (21:4) 1995, pp 657-669.

Kwaku Kyem, P. A. "Power, Participation, and Inflexible Institutions: An Examination of 
the Challenges to Community Empowerment in Participatory GIS Applications," 
Cartographica (38:3/4), Fall/Winter2001 2001, pp 5-17.

Lamont, J. "KM past and future: closing the knowledge loop," KM World (19:1) 2010, pp 
8-19.

Laschinger, H., and Finegan, J. "Using empowerment to build trust and respect in the 
workplace: a strategy for addressing the nursing shortage," Nursing economics 
(23:1) 2005, p 6.

Laschinger, H. K. S., Finegan, J., Shamian, J., and Wilk, P. "Impact of structural and 
psychological empowerment on job strain in nursing work settings: expanding 
Kanter's model," Journal o f nursing Administration (31:5) 2001, pp 260-272.

Lawler, E. E. High-Involvement Management. Participative Strategies for Improving 
Organizational Performance Jossey-Bass Inc., Publishers, San Francisco, CA, 
1986.

Leibniz, G. W. The monadology and other philosophical writings Oxford University 
Press, H. Milford, 1898.

Liao, H., Toya, K., Lepak, D. P., and Hong, Y. "Do they see eye to eye? Management 
and employee perspectives of high-performance work systems and influence 
processes on service quality," Journal o f  Applied Psychology (94:2) 2009, pp 371- 
391.

Lind, E. A., Kanfer, R., and Earley, P. C. "Voice, control, and procedural justice:
Instrumental and noninstrumental concerns in fairness judgments," Journal o f  
Personality and Social Psychology (59:5) 1990, p 952.

Lind, E. A., and Tyler, T. R. The social psychology ofprocedural justice Springer, 1988.



77

Linden, L. P., Kuhn Jr, J. R., Parrish Jr, J. L., Richardson, S. M., Adams, L. A., Elgarah, 
W., and Courtney, J. F. "CHURCHMAN'S INQUIRING SYSTEMS: KERNEL 
THEORIES FOR KNOWLEDGE MANAGEMENT," Communications ofAIS  
(2007:20) 2007, pp 836-871.

Lo, J., and Riemenschneider, C. "Heterogeneity of IT employees: an analysis of a model 
of perceived organizational support by job type," SIGMIS Database (42:3) 2011, 
pp 71-95.

Logan, M. S., and Ganster, D. C. "The Effects of Empowerment on Attitudes and
Performance: The Role of Social Support and Empowerment Beliefs," Journal o f  
Management Studies (44:8) 2007, pp 1523-1550.

Marakas, G. M., Johnson, R. D., and Clay, P. F. "The Evolving Nature of the Computer 
Self-Efficacy Construct: An Empirical Investigation of Measurement 
Construction, Validity, Reliability and Stability Over Time," Journal o f the 
Association for Information Systems (8:1) 2007, pp 15-46.

Marakas, G. M., Yi, M. Y., and Johnson, R. D. "The Multilevel and Multifaceted
Character of Computer Self-Efficacy: Toward Clarification of the Construct and 
an Integrative Framework for Research," Information Systems Research (9:2) 
1998, pp 126-163.

Mason, R. O., and Mitroff, II "A program for research on management information 
systems," Management Science (19:5) 1973, pp 475-487.

Meade, A. W., Michels, L. C., and Lautenschlager, G. J. "Are internet and paper-and-
pencil personality tests truly comparable?: An experimental design measurement 
invariance study," Organizational Research Methods (10:2) 2007, p 322.

Miller, B. K., and Chiodo, B. "Academic Entitlement: Adapting the Equity Preference 
Questionnaire for a University Setting," in: Southern Management Association 
Meeting in St. Pete Beach, FL, 2008.

Mitchell, R., Nicholas, S., and Boyle, B. "The role of openness to cognitive diversity and 
group processes in knowledge creation," Small Group Research (40:5) 2009, pp 
535-554.

Morrison, E. W. "Role Definitions and Organizational Citizenship Behavior: The
Importance of the Employee's Perspective," Academy o f Management Journal 
(37) 1994, pp 1543-1567.

Nunnally, J., and Bernstein, I. Psychological Theory McGraw-Hill, New York, 1994.

Nunnally, J. C., Bernstein, I. H., and Berge, J. M. F. Psychometric Theory McGraw-Hill, 
New York, NY, 1967.



78

Parrish, J. L., and Courtney, J. F. "Information Technology Support for Inquiring
Organizations," Handbook on Decision Support Systems 2) 2008, pp 637-650.

Parrish Jr., J. L. "Sensemaking in information systems: toward a sensemaking inquiring 
system," University of Central Florida Orlando, Florida, 2008.

Payne, R. L. "Demands, supports, constraints and psychological health," in: Response to 
stress: Occupational aspects, C.J. McKay and T. Cox (eds.), IPC, London, 1979.

Pedhazur, E., and Schmelkin, L. Measurement, Design, and Analysis: An Integrated 
Approach Lawrenceburg Erlbaum Associates, Hillsdale, 1991.

Peoples, H., Satink, T. O. N., and Steultjens, E. "Stroke survivors' experiences of
rehabilitation: A systematic review of qualitative studies," Scandinavian Journal 
o f Occupational Therapy (18:3) 2011, pp 163-171.

Petter, S., Straub, D., and Rai, A. "Specifying formative constructs in information 
systems research," MIS Quarterly (31:4) 2007, pp 623-656.

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., and Podsakoff, N. P. "Common Method 
Biases in Behavioral Research: A Critical Review of the Literature and 
Recommended Remedies," Journal o f Applied Psychology (88:5) 2003, p 879.

Posey, M. C. "Protection-motivated behaviors of organizational insiders," in: College o f  
Business, Louisiana Tech University, 2010.

Price, J. L., and Mueller, C. W. Absenteeism and Turnover o f  Hospital Employees JAI 
Press, Greenwich, CT, 1986.

Psoinos, A., Kern, T., and Smithson, S. "An exploratory study of information systems in 
support of employee empowerment," Journal o f Information Technology 
(Routledge, Ltd.) (15:3) 2000, pp 211-230.

Quinn, R. E., and Spreitzer, G. M. "The Road to Empowerment: Seven Questions Every 
Leader Should Consider," Organizational Dynamics (26:2) 1997, pp 37-49.

Rhoades, L., and Eisenberger, R. "Perceived organizational support: A review of the 
literature," Journal o f Applied Psychology (87:4) 2002, pp 698-714.

Richardson, H. A., Simmering, M. J., and Sturman, M. C. "A tale of three perspectives: 
Examining post HOC statistical techniques for detection and correction of 
common method variance," Organizational Research Methods (12:4) 2009, pp 
762-800.



79

Richardson, S., and Courtney, J. "An electric utility learns to adapt: A Singerian 
organization approach," Proceedings of the 1999 Meeting of the America’s 
Conference on Information Systems, 1999.

Richardson, S. M., Courtney, J. F., and Haynes, J. D. "Theoretical principles for
knowledge management system design: Application to pediatric bipolar disorder," 
Decision Support Systems (42:3) 2006, pp 1321-1337.

Richardson, S. M., Courtney, J. F., and Paradice, D. B. "An assessment of the Singerian 
inquiring organizational model: Cases from academia and the utility industry," 
Information Systems Frontiers (3:1) 2001, pp 49-62.

Rittel, H. W. J., and Webber, M. M. "Dillemas in a General Theory of Planning," Policy 
Sciences (4) 1973, pp 155-169.

Robert, L., and Dennis, A. "Paradox of richness: A cognitive model of media choice," 
Professional Communication, IEEE Transactions on (48:1) 2005, pp 10-21.

Roberts, T. L., Lowry, P. B., and Sweeney, P. D. "An evaluation of the impact of social 
presence through Group size and the use of collaborative software on Group 
member," Professional Communication, IEEE Transactions on (49:1) 2006, pp 
28-43.

Rogers, R. W. "A Protection Motivation Theory of Fear Appeals and Attitude Change," 
Journal o f  Psychology (91:1) 1975, p 93.

Roth, P. L. "Missing Data: A Conceptual Review For Applied Psychologists," Personnel 
Psychology (47:3) 1994, pp 537-560.

Shadish, W. R., Cook, T. D., and Campbell, D. T. "Experimental and quasi-experimental 
designs for generalized causal inference,") 2002.

Shapiro, D. L. "Reconciling theoretical differences among procedural justice researchers 
by re-evaluating what it means to have one's views" considered": Implications for 
third-party managers,") 1993.

Shapiro, D. L., and Brett, J. M. "Comparing three processes underlying judgments of 
procedural justice: A field study of mediation and arbitration," Journal o f  
Personality and Social Psychology (65:6) 1993, p 1167.

Sharma, M. K., and Kaur, G. "Employee Empowerment: A Conceptual Analysis," 
Journal o f  Global Business Issues (2:2), Summer/Fall2008 2008, pp 7-12.

Shaw, J. D., Gupta, N., and Delery, J. E. "Pay dispersion and workforce performance: 
Moderating effects of incentives and interdependence," Strategic Management 
Journal (23:6) 2002, pp 491-512.



80

Sigler, T. H., and Pearson, C. M. "Creating an empowering culture: examining the
relationship between organizational culture and perceptions of empowerment," 
Journal o f Quality Management (5:1) 2000, p 27.

Spector, P. E. "Method variance in organizational research truth or urban legend?," 
Organizational Research Methods (9:2) 2006, pp 221-232.

Spreitzer, G. M. "Psychological Empowerment in the Workplace: Dimensions,
Measurement, and Validation," Academy o f Management Journal (38:5) 1995, pp 
1442-1465.

Spreitzer, G. M., Kizilos, M. A., and Nason, S. W. "A Dimensional Analysis of the 
Relationship Between Psychological Empowerment and Effectiveness, 
Satisfaction, and Strain," Journal o f Management (23:5) 1997, p 679.

Steele, R. P., and Mento, A. J. "The Participation-Performance Controversy
Reconsidered: Subordinate Competency as a Mitigating Factor," Group and 
Organization Studies (12) 1987, pp 411-423.

Straub, D. W. "Validating Instruments in MIS Research," MIS Quarterly (13:2) 1989, pp 
147-169.

Straub, D. W. "Effective IS Security: An Empirical Study," Information Systems 
Research (1:3) 1990.

Thomas, K., and Velthouse, B. "Cognitive Elements of Empowerment: An "Interpretive" 
Model of Intrinsic Task Motivation," The Academy o f  Management Review (15:4) 
1990.

Tyler, T. R. "Why people cooperate with organizations: An identity-based perspective,")
1999.

Tyler, T. R., and Blader, S. L. "Autonomous vs. comparative status: Must we be better 
than others to feel good about ourselves?," Organizational Behavior and Human 
Decision Processes (89:1) 2002, pp 813-838.

Tyler, T. R., and Lind, E. A. "A relational model of authority in groups," Advances in 
experimental social psychology (25) 1992, pp 115-191.

Ugboro, I. O., and Obeng, K. "Top management leadership, employee empowerment, job 
satisfaction, and customer satisfaction in TQM organizations: an empirical study," 
Journal o f Quality Management (5:2) 2000, p 247.

Van Dyne, L., Ang, S., and Botero, I. C. "Conceptualizing Employee Silence and
Employee Voice as Multidimensional Constructs*," Journal o f Management 
Studies (40:6) 2003, pp 1359-1392.



81

Van Dyne, L., and LePine, J. A. "Helping and voice extra-role behaviors: Evidence of 
construct and predictive validity," Academy o f Management Journal (41:1) 1998, 
pp 108-119.

Webster, J., and Compeau, D. "Computer-assisted versus paper-and-pencil administration 
of questionnaires," Behavior Research Methods, Instruments, & Computers (28:4) 
1996, p 567.

Williams, L. J., Hartman, N., and Cavazotte, F. "Method variance and marker variables: a 
review and comprehensive CFA marker technique," Organizational Research 
Methods (13:3) 2010, pp 477-514.

Yukl, G. A., and Becker, W. S. "Effective Empowerment in Organizations,"
Organization Management Journal (3:3) 2006, pp 210-231.

Zahrani, A. A. L. "Psychological Empowerment and Workplace Learning: An Empirical 
Study of Saudi Telecom Company," Advances in Management (5:2) 2012, pp 37-
46.



APPENDIX A 

SCALES USED IN DATA COLLECTION

82



83

Q u e s t io n s  B a s e d  o n  7 -P o in t  L ik e r t  s c a l e  f r o m  
S t r o n g l y  D is a g r e e  t o  S t r o n g l y  A g r e e

1 2 3 4 5 6 7
Strongly
Disagree

Disagree Slightly
Disagree

Neutral/
No

Opinion

Slightly
Agree

Agree Strongly
Agree

Measuring HPWS Practices in the Organization

Participation in Decision Making; adaptedfrom Steele & Mento 1987

1. I am allowed to participate in making decision regarding my job

2. My supervisor asks my opinion on important issues

3. I am allowed to have significant influence on decisions that affect my work

4. My supervisor usually asks for my opinions and thoughts about decisions that affect my 

work

5. I am frequently allowed to be involved in resolving problems that affect my work group

Incentive Pay; adapted from Fuller

6. Where I work, I normally expect a pay increase if  my performance evaluation shows I 

have done a really good job

7. Where I work, I am rewarded based upon my contributions

8. Where 1 work, I know that better performance is rewarded with better compensation

9. Where I work, there are incentives for better performance

Opportunities for Training; adapted from Price & Mueller 1986

10. My company provides me the opportunity to improve my skills and knowledge

11. My company provides the means for me to keep up with the new developments related to 

my job

12. My company does not provide the means for me to attend courses which increase my job  

skills (R)
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Psychological Empowerment; Spreitzer 1995

Competence

13.1 am confident about my ability to do my job

14.1 am self-assured about my capabilities to perform my work activities

15.1 have mastered the skills necessary for my job

Self-Determination

16.1 have significant autonomy in determining how I do my job

17.1 can decide on my own how to go about doing my work

18.1 have considerable opportunity for independence and freedom in how I do my 

job

Impact

19. My impact on what happens in my department is large

20 .1 have a great deal of control over what happens in my department

21 .1 have significant influence over what happens in my department

Meaning

22. The work I do is very important to me

23. My job activities are personally meaningful to me

24. The work I do is meaningful to me

Attitudes Towards the Color Blue; Miller & Chiodo, 2008

2 5 .1 prefer blue to other colors

2 6 .1 like the color blue

2 7 .1 like blue clothes

28 .1 hope my next car is blue
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For the next several questions, please consider these as IT Security Policies (as 
suggested by Siponen & Vance 2010 as the most common and significant information 
security policy violations):

• Locking or Logging Out of Workstations when away from the computer
• Keeping personal passwords safe (e.g., out of sight o f others)
• Not sharing passwords with family or friends
• Not copying sensitive data to insecure USB drives
• Keeping organizational information confidential to outsiders
• Not disabling security configurations
• Using laptops (or other work technologies) responsibly outside o f work
• Sending confidential information encrypted
• Creating complex passwords that would be difficult to guess

Perceived Organizational Support for IT Security; all six items 
adapted from Eisenberger et al. 2001

29. My organization takes pride in my actions surrounding information technology (IT) 

security policies

30. My organization really cares about IT security policies

31. My organization encourages employees to voice their concerns about IT security 

policies

32. My organization values my efforts to maintain its IT security policies

33. My organization takes IT security policy concerns seriously

34. My organization makes sure help is available if  I have a problem with IT security policies 

Felt Obligation to Comply with Organizational Security Policies and Procedures

35. As an employee, I feel obligated to abide by all information technology (IT) security 

policies in place

36. I feel like ‘it is my job’ to follow all o f the IT security policies set forth by my 

organization

37 .1 would feel guilty if I did not follow the IT security policies set by my company

38 .1 owe it to my company to make sure that I follow the company’s IT security 

policies
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IT Security Voice Behavior; adapted from Tucker et al. 2008

39. I make suggestions about how IT security policies can be improved

40. I tell my coworkers who do something that violates company IT security policies to stop

41. 1  discuss new ways to improve IT security policies with my coworkers

42. I discuss new ways to improve IT security policies with my boss

43. I inform the boss when I notice a potential threat to IT security policies

Job Strain; adapted from Job Content Questionnaire -  
Psychological Job Demands, Karasek et al., 1998

44. The information technology (IT) security rules and regulations set forth by my 

organization require no excessive work

45. I have enough time to complete my work, even while following the organization’s IT 

security policies

46. The IT security policies set forth by my organization cause conflicting demands between 

my job requirements and how I can complete them

47. My work tasks are interrupted by the steps needed to appropriately follow IT security 

policies

48. My job is made more hectic by the IT security policies

49. The IT security policies require me to wait on others to complete my work

Intentions to Adhere to IT Security Procedures, Adapted from Ajzen 1991; Bulgur cu et al.
2010

50. I intend to comply with the requirements o f  the IT Security Policy o f  my organization in 

the future

51. 1 intend to protect information and technology resources according to the requirements o f  

the IT Security Policy o f  my organization in the future

52. I intend to carry out my responsibilities prescribed in the IT Security Policy o f  my 

organization when I use information and technology in the future



Use o f IT Security Procedures

53. I always adhere to the company’s IT security policies

54. I rarely use the procedures developed by the organization to maintain IT security policies

(R)

55. My actions reflect those advocated by the IT security policies

IT Security Knowledge Sharing; adapted from Bartol et al. 2009

56. I readily pass along information to others that might be helpful for IT security policies

57. I keep others in the work group informed o f  emerging developments that may increase IT 

security policies

58. I actively seek helpful IT security policy information to share with the group

59. I share IT security policy information when it can be beneficial to others in the work 

group

60. I readily share my expertise to help resolve IT security policy issues

IT Security Knowledge Creation; adapted from Mitchell et al. 2009

61. 1 develop new ideas that are incorporated into the final IT security policy decisions

62. I suggest new ideas during the IT security policy decision process, even if  they are not 

incorporated into the final decision

63. I give creative input toward the development o f  IT security policies

Screening Question 

•  Which o f  the following best describe you?

o Employed full time 
o Employed part time 
o Self employed 
o Retired 
o Home maker 
o Student 
o Other



•  My job requires me to use a computer.

o Yes 
o No

Demographics

64. Gender

65. Age

66. Highest Completed Level o f Education
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Correlations (Continued)
Intent to 
Use IT 
Security 
Procedures

-0.031 -.111* .139** .403** .490** .515** .494** .556** .483** .617** .658** .478** 1.000 .631** .577**

IT Security 
Knowledge 
Sharing

0.010 -0.059 0.050 .444** .491** .557** .495** .558** .490** .763** .325** .532** .631** 1.000 .740**

IT Security 
Knowledge 
Creation

-0.009 -.177** 0.093 .390** .533** .192** .436** .406** .282** .769** .502** .317** .577** .740** 1.000
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L O U I S I A N A  T E C H
U N I V E R S I T Y

MEMORANDUM
OFFICE O F U N IV ER SITY  RESEARCH

TO: Ms. Kristen Brewer King, Dr. James Courtney. Dr. Bryan Fuller 
and Dr. Selwyn Ellis

FROM: Barbara Talbot, University Research

SUBJECT: HUMAN USE COMMITTEE REVIEW

DATE: March 20. 2013

In order to facilitate your project, an EXPEDITED REVIEW has been done for your proposed 
study entitled:

“Creating and Fostering Singerian inquiring Organizations through 
Psychological Empowerment’1

HUC 1067

The proposed study’s revised procedures were found to provide reasonable and adequate 
safeguards against possible risks involving human subjects. The information to be collected may 
be personal in nature or implication. Therefore, diligent care needs to be taken to protect the 
privacy of the participants and to assure that the data arc kept confidential. Informed consent is a 
critical part o f the research process. The subjects must be informed that their participation is 
voluntary. It is important that consent materials be presented in a language understandable to 
every participant. If you have participants in your study wrhose first language is not English, be 
sure that informed consent materials are adequately explained or translated. Since your reviewed 
project appears to do no damage to the participants, the Human Use Committee grants approval 
o f  the involvement o f human subjects as outlined.

Projects should be renewed annually. This approval was finalized on March 20, 2013 and this 
project will need to receive a continuation review by the IRB i f  the project, including data 
analysis, continues beyond March 20, 2014. Any discrepancies in procedure or changes that 
have been made including approved changes should be noted in the review application. Projects 
involving Nil I funds require annual education training to be documented. For more information 
regarding this, contact the Office o f University Research.

You are requested to maintain written records o f your procedures, data collected, and subjects 
involved. These records will need to be available upon request during the conduct o f  the study 
and retained by the university for three years after the conclusion of the study. If changes occur 
in recruiting o f subjects, informed consent process or in your research protocol, or if 
unanticipated problems should arise it is the Researchers responsibility to notify the Office of 
Research or IRB in writing. The project should be discontinued until modifications can be 
reviewed and approved.

If you have any questions, please contact Dr. Mary Livingston at 257-2292 or 257-5066.

A M E M B E R  O F  1'HE I M I V C R S m  O f  E O H S I A N A  S3 ST E M

P.O. BOX 3092 • RU STO N. EA 7t272 • FFI.E PH O N E (31*1 257-3075 • FAX <318) 257-5079
a n  i ^ L A i  n p r o K i X v r n r  ;  n i m h s i t i
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