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Abstract

This research investigated the effect of organization development interventions (ODI) in
improving structural and psychological empowerment, to promote innovative work behavior
among organization members, in a technical school in Thailand. Using an action research design,
the ODI activities were conducted for a six month period with 36 employees. Quantitative and
qualitative methods were used to explore and gather data at all levels (executives, heads of
department, and employees). The action research was conducted in three phases: pre-ODI,
ODI, and post-ODI. The findings revealed, that employees were able to generate new ideas
through connecting with others, and were able to develop and implement ideas related to their
own work.

Recommendations for further improvement of the organization include: constant assessment
of the school situation, development of team support to sustain momentum, development of
leadership support, adoption of a cross-functional team to generate ideas, and introduction of
Whole Brain Literacy to help employees execute ideas.

Keywords: organizations as system, empowerment, innovative work behavior and whole brain
literacy.
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INTRODUCTION

The environment created by the dynamic
labor market in the 21st century context,
demands the requirement of a new skill set for
Thai people across national, regional and global
levels. In the global context,technical schools
all over the world have started to adapt to the
changes brought about by the world of
automation. For instance, European countries
have developed innovation in vocational
education (Organisation for Economic Co-
operation and Development (OECD), 2011).
Within the regional context, Asian employers
have observed a mismatch between what
employers want from employees, and the
ability of employees (Ra, Chin, & Liu, 2015).
Additionally, to emphasize the prevalence of
the matter in the national scope, Mr. Thavorn
Chalatsathein, vice-president of the Federation
of Thai Industry, suggested that technical
schools should put more emphasis on hands-
on experience (Rajamangala Institute of
Technology Krungthep, 2015)to equip
University graduates with the skills needed for
them to enter the vocational labor market
(Samkoses, 2017). Therefore, XYZ technical
school, the focal organization in this study, must
respond to these challenges in the current
situation.

The Focal System

This research was conducted at XYZ
technical school which is under the XYZ
educational group. The XYZ educational
group is one of the fastest growing institutions
in the northeast of Thailand. The school first
started with two technical schools in the late
1980s. Later, in 2004, XYZ College was
established, and within two decades, there

was a total of one university (five campuses)
and two technical schools under the XYZ
educational group. All campuses and schools
are located in different provinces. XYZ
technical school has full autonomy to operate
with provost and administrative functions,but
it needs to report all operational activities back
to XYZ University, with the vision of building
a future of excellence and being a trusted
school.

McKinsey 7-S Model

The McKinsey 7-S model was used to
assess the internal situation at XYZ technical
school. An effective company usually has all 7
elements working in harmony, with each
element supporting each other(McKinsey and
Company, 2008). The model consists of two
major elements. Soft elements include shared
values, style, staff and skills; while hard
elements include strategy, structure and
systems.

Shared Values: it was determined that
the XYZ technical school is at the stage of
recrimination in the organization life cycle.
Adizes (2015) described this as a witch-hunting
situation (political gamesmanships),
characterized by seeking blame for problems,
and the decline of the organization.

Style: the management style of the owner
was identified as exploitive authoritative,
meaning that decision making is made from
the top. This signifies that leaders command
their subordinates and the employees have little
or no participation in decision-making.

Staff: the strong power of the authoritative
management style affects the staff; they only
perform work as the leaders command.

Skills: the old-timers aim only to help
their alliances while the young ones try to
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introduce ideas and want to show their abilities.
Thus far, employees are inactive in introducing
new ideas (minimal innovation) and are
discouraged from improving their skills to meet
the environmental challenges.

Strategy:the technical school has engaged
local employers. It has also increased the time
allocation forwork-experience in the
curriculum, from three months to one year, in
order to strengthen hands-on experience.

Structure:there is no clear structure for
dealing with projects or for cooperation
between departments.

System: Quality Assurance is a
requirement of the government to control the
quality of teaching. However,there is no
system to support this requirement.

Therefore, the major challenge of the
organization was to prepare for a long term
change in the school culture (shared value),
which is at the core of the organization, in order
to meet the challenges in the current
environment.

The Need for Action Research

The four issues derived from Mckinsey’s
7 –S assessment (soft elements) are as follows:
1)  Political gamesmanship (shared value):

Senge (2016) suggested to adopt change
through innovation in an education setting
(Senge, 2000 cited in Cummings &
Worley, 2009). Teachers who have
innovative work behavior are able to
adapt and develop the competencies
needed in a fast changing world
(Lambriex-Schmitzi, Klink, Gerken, &
Segers, 2015).

2)  Exploitive authoritative (style): Adizes
(2015) suggests the concept of
decentralization to have a rebirth of the

organization.Structural empowerment
has the capability to address this, since it
involves enabling employees with the
power to make decisions in order to
accomplish their work.

3)    Lack of skill enhancement(skill): Patterson,
West, and Wall (2004) have confirmed
the success of empowerment to encourage
better performance through skills enhance-
ment. Furthermore, structural empower-
ment is associated directly with work skills,
and directly relates to the ability to manage
power within the organization (Ford,
2011).

4) Only doing work as the leadership
commands (staff): motivation has been
proven to improve performance (Li, Wei,
Ren, & Di, 2015). Psychological
empowerment is one of the widely used
methods to improve motivation since its
aim is to create a sense of willingness to
complete tasks(Spreitzer, 1995).

The major challenge of this organization is
to prepare for a long term change in the school
culture. Thus, there is a need for change in the
soft elements of the organization. McKinsey
suggests that soft elements have a greater
influence on culture than hard elements
(McKinsey and Company, 2008). Thus, soft
elements are the focus of this study. Structural
and psychological empowerment and
innovative work behavior are the main
variables for change in this action research.

RESEARCH OBJECTIVES

Based on the assessment of the
organization, the following research objectives
were formulated.
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1)   To assess and analyze the current situation
of XYZ technical school in terms of
structural empowerment and
psychological empowerment, and
innovative work behavior.

2)   To design and implement appropriate OD
interventions.

3)   To determine the difference between pre-
ODI and post-ODI values, on structural
empowerment and psychological
empower-ment, and innovative work
behavior.

4)  To determine the relationships between
structural empowerment, psycholo-gical
empowerment, and innovative work
behavior.

RESEARCH QUESTIONS

1) What is the current situation of XYZ
technical school in terms of structural and
psychological empowerment, and
innovative work behavior?

2)  What are the appropriate Organization
Development Interventions (ODIs) to
enhance structural empowerment and
psychological empowerment, and
innovative work behavior?

3)   Is  there  a  difference  between  pre-ODI
and post-ODI values of structural and
psychological empowerment and
innovative work behavior?

4)   Is there a relationship between structural
empowerment, psychological empower-
ment and innovative work behavior?

RESEARCH HYPOTHESIS

Hypothesis1: There is a significant
difference between pre-ODI and post-ODI
values of structural empowerment.

Hypothesis2: There is a significant
difference between pre-ODI and post-ODI
values of psychological empowerment.

Hypothesis3: There is a significant
difference between pre-ODI and post-ODI
values of innovative work behavior.

Hypothesis4: There is a significant
relationship between structural empowerment
and innovative work behavior.

Hypothesis5: There is a significant
relationship between psychological
empowerment and innovative work behavior.

Operational Definitions of Terms

1)   Organizational system; the system is XYZ
technical school. Within the school system
there are subsystems or functions which
are needed to help the system to function
properly. The environment (such as the
vocational business and labor market) is
the external system which influences XYZ
technical school.

2)   Empowerment;    refers    to   providing
teachers and staff with skills, resources,
authority, opportunity and motivation, and
holding them responsible and accountable
for the outcomes of their actions.

3)  Innovative work behavior; it allows
teachers to generate alternative creative
ideas and come up with creative options
to implement these ideas.

4)  Whole brain literacy; WBL orientation
allows teachers and staff to connect all four
quadrants of their brain to allow them to
think more openly, and generate better
options in their work.
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Significance of the Study

There are three main factors which
encouraged the researcher to conduct this
study. Firstly, every owner and manager might
be confronted with the paradox of taking
control and letting things go (the locus of
control). The president of the University is at
the center of control. The outcome of this
research could guide the president in terms of
role differentiation and role complementation.
Secondly, the study could contribute actionable
knowledge for OD practice, for XYZ technical
school. It also could be a reference or guide
in the change process, in enhancing structural
and psychological empowerment for other
organizations. Thirdly, a study of certain change
practices at the operational levels, in terms of
structural or psychological empowerment and
innovative work behavior, is challenging.
Developing OD practices is valuable for top
management to achieve the school objectives
of survival in a new environment, and
sustainable growth.

Review of Literature

Organization as a System

A new perspective has been developed
to address the rapid changes facing
organizations (McNamara, 2017).
Considering XYZ School as a system, a
change in environment will affect the school,
while changes in any of the departments or
sub-systems may also affect the whole system.
Thus, an organization system model is needed
to identify the goals for change (school
culture), leading to higher organizational
effectiveness in the current environmental
context  (Cummings & Worley, 2009). The

organization system model, also identifies the
focus for intervention in this study. There are
three main levels of organization in the system.
The individual level aims to create individual
belief that leads to individual effectiveness. The
group level proposes to promote team norms
that enhance team effectiveness. The final goal
of forming a desired culture occurs at the
organizational level. The three levels should
have a synchronized design, from organiza-
tional level to individual level, but implementa-
tion of change should occur from the individual
level to organizational level.

It is important to identify organizational
culture as a goal for change and to manage it
accordingly; Edgar Schein stated”if you do
not manage culture, it manages you and
you may not even be aware of the extent to
which this is happening.” (Schein cited in
Anderson & Anderson, 2010, p.184). Two
concepts of organizational culture are
presented here; that of organizational culture
by Human Synergistics (Jones et al.,2006) and
that of the Anderson and Anderson’s study
(2010). Human Synergistics conducted
research on organizations which had been
established for more than forty years (Jones
et al., 2006). They determined three major
types of culture; constructive, passive/
defensive, and aggressive/defensive cultures.
Employees in constructive culture
environments, perform at their best, want to
develop and grow and have a shared common
goal. Meanwhile, in passive/defensive and
aggressive/defensive cultures, people are full
of negative feelings such as insecurity and fear
of failure, resulting in unhealthy behavior.
Anderson and Anderson’s study (2010)
discussed the attributes of high performing
team cultures and low performing team
cultures. It was found that collective
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experience and work with a high internal state
of being, are crucial in developing culture (from
low to high performing team culture/ and from
defensive to constructive culture). A high
performing team culturecanbe achieved
through structural empowerment (SE), as SE
improves the shared work effort and trust
between people, collective experience
(Bjornali & Støren, 2012; Xerri & Brunetto,
2011, Hebenstreit, 2012), and psychological
empowerment (PE). Psychological empower-
ment identifies the concept of individuals’
connecting with power within themselves; as
a result, people are motivated and are willing
to work, working from their inner-self
(Spreitzer, 1995). Both SE and PE support
innovative culture (innovative work behavior).

Employee Empowerment

The concept of empowerment was
developed from the theory of organizational
power by Kanter (1979) where he defined
empowerment, as “the ability to get things
done in an organization”(Kanter, 1977 cited
in Ledwell et al., 2006, p.79). This study
adapted two constructs; structural and
psychological empowerment. Structural
empowerment was introduced by Kanter
(1993). It focused on the structure of power
within the organization. There are six powers
that are required for empowerment:
knowledge, resources, support, opportunity,
informal power and formal power. Sergio
Fernandez (2013) conducted a study on the
effect of structural empowerment on
performance, job satisfaction and
innovativeness. The  results found improvement
in all three aspects, but for innovativeness the
study showed only a high score for
Encourage to Innovate, with a moderate

score for Innovative work behavior. The
literature also later proved the misuse of
support, particularly reward systems, and
“pay-for-performance”, which could
discourage innovative behavior (Fernandez &
Moldogaziev, 2012; Kim, Sutton, & Gong,
2013). Some studies also determined that
supervisors’ advice and feedback encouraged
innovative work behavior (Bjornali & Støren,
2012; Hebenstreit, 2012; Xerri & Brunetto,
2011). This demonstrates that various
structural empowerment practices,have
influence on IWB. The present study aimed
to explore the practices which could work
effectively in a technical school.

Psychological empowerment’s first
definition was established by Conger and
Kanungo (1988), as a motivational concept
of self-efficiency. As this theory developed,
the literature suggested PE should be widened
from one element to a total of four: self-
efficiency, meaningfulness, impact, and
autonomy (Thomas & Velthouse, 1990).
Psychological empowerment occurs from
within the individual and it has no limits.
Furthermore, it deals with individual level
change i.e. perception of ones work in the
organization. Thus,it is likely to result in a
change of behavior. Seyqalan and
Chamanzamin (2015) found that empower-
ment acts as psychological motivation, and has
a moderate impact on Innovative work
behavior (IWB).

Innovative work behavior

The literature starts with the study of
individual innovation in three major aspects:
personality and characteristics, outputs, and
individual behavior. Hurt, Joseph, and Cook
in 1977 (cited in De Jong & Den Hartog,
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2008) noted personal characteristics
(personality-based) and attempts to change
personality which led to innovation. The output
based view was introduced by West (1987,
cited in De Jong, & Den Hartog, 2008),in
order to measure individual innovation, which
contributed to the organization. Then, there
was the behavioral approach, in which  a
certain set of innovative behavior was the
focus. This later became known as innovative
work behavior (IWB). IWB consists of the
two stages: creativity-oriented work behavior
(ideation level) and implementation-oriented
work behavior (execution level) (Dorenbosch
et al., 2005; Jong & Den Hartog, 2007). Thus,
innovative work behavior (IWB) isdefined as
the process of bringing new problem-solving
ideas into practice (Ardts et al., 2010).

The theory of Innovative work behavior
was developed within a Western context and
caution should be exercised when applying it
to Thai culture. Thai culture places a moder-
ately high importance on the avoidance of
uncertainty, so management usually considers
strategies which reduce risk (Pornpitakpan,
2000; Rujirawanich, Addison, & Smallman,
2011). This may be due to the low acceptance
of failure (Wongtada & Rice, 2008). Thus,
group culture is an important factor, and has
been proven in some literature to reduce
insecure feelings and improve decision-making
(Pimpa, 2012; Pratoom & Savatsomboon,
2012). Therefore, individual and team learning
intervention were developed to promote
innovative work behavior at XYZ School.

Whole Brain Literacy

To develop effective human process
intervention, Whole Brain Literacy was
adopted to facilitate a shifting mindset among

employees (changing the employees’
perspectives). This mode of design provides
an appropriate tool for learners to use, helping
them to shift from one mindset to another.

There are five perspectives in the WBL
frame and flow template, namely 1) at the core
I Live with Purpose, i.e. purposive thinking;
2) precision thinking or I Control, creating
certainty and consistency; 3) possibility thinking
or I Explore for opportunities; 4) activity, aim
or productivity thinking or I Pursue results and
outcomes, and 5) feeling-powered or I
Preserve for relationships and posterity
(Tayko & Agloro, 2013). This method
develops the ability to focus on one’s core or
purpose while generating better options from
the flow of the other four perspectives. With
awareness of all five perspectives, a person
can explore the full potential of the thinking
process and improve performance.
Appreciative Inquiry (AI) is also one of the
positive approaches to develop the potential
of employees, to consider four perspectives
in order to see something differently (WBL).

THEORETICAL FRAMEWORK

Based on key findings from previous
literature, the researcher came up with a
theoretical framework for the study, as
presented in figure 1. The external environment
affects the school system (organization as
system), while innovative work behavior is a
required prerequisite for adopting a new
culture. Structural and psychological
empowerment are also required to change
perceptions in support of IWB, and at the
same time help to manage changes in the soft
elements from the 7-S model.PE and SE also
help in developing IWB by changing the
mindset and engagement of employees through
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Lewin’s model (1951), WBL and AI. This then
helps to meetthe requirements for human
process intervention identified through the
organizational system  model (individual, group
and organization level)  by encouraging human
growth from the inside-out.

Figure 1: Theoretical Framework

Conceptual Framework

The design of the elements of the structural
empowerment matrix, psychological
empowerment matrix, and innovative work
behavior is done by using the five perspectives
of the whole brain literacy frame and flow
(presented in figure 2).

Figure 2: Conceptual Framework
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The main purpose of this study is to
determine the impact of ODI on the variables
in this study. Each OD intervention
(independent variable) aims to result in
structural empowerment and psychological
empowerment(dependent variables) with
relation to innovative work behavior.

Action Research Framework

There are three stages in the action
research framework as shown in figure 3: pre-
ODI, ODI and post ODI.

Figure 3: Action Research Framework

The Pre-ODI phase assessed the
organizational condition before the OD
interventions,identifying the13 indicators and
variables for measurement in the study. The
four ODI processes (assessment, appreciation,
application and actualization) used Lewin’s
change model, while SE, PE and IWB used
WBL to maximize the effectiveness of
individual learning and team learning, resulting
in changed behavior. The post-ODI stage
evaluated the outcomes of the action research
with respect to the 13 indicators.
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Research Methodology

This action research study employed both
a quantitative and qualitative approach, to
collect and analyze information from before
and after Organization Development Interven-
tion (ODI). Questionnaires (quantitative) were
gathered from 36 employees. A triangulation
method (qualitative) was also used; this
included in-depth interviews, observation, and
employee journals.This method is important
for validation or verification of qualitative
research, ensuring that each account is rich,
robust, comprehensive and well-developed.
Face-to-face interviews were done at the
employee level (10 respondents), to explore
personal perceptions on structural empower-
ment (SE), psychological empowerment (PE)
and innovative work behavior (IWB), and to
determine how employee empowerment and
innovative work behavior were being
practiced in the school. Interviews were also
conducted at the leader and executive level
(8 respondents), to assess subordinates’ IWB
and observations during intervention.
Employee journals were completed by 36
employees.

ODI Design Process

This study followed three main phases:
1) Pre-ODI Stage: this phase used a

survey questionnaire and in-depth interviews
to measure the levels of SE, PE and IWB
before ODI.

2) The ODI Stage: this phase appliedtwo
main concepts, which were Whole Brain
Literacy (WBL) and the action research
process of K. Lewin (1951). Thus, a total of
four stages for change,including seven

activities, were designed based on the
operational objectives presented in figure 4.

Activities included (1) Assessment, which
aimed to determine the motivation to support
the change (system thinking) in the current
stage. (2)Appreciation, which sought to
develop the feeling of appreciation at three
levels; individual (strengthening of skills
workshop), passion in ones work (professional
passion), and the organizational level (One
from many, many as one workshop). (3)
Application, which provided exercises and
opportunities to practice skills for working and
thinking together (working and growing
together), and practice in thinking together for
better options (divergent and convergent
thinking). (4) Actualization,which highlighted
the benefits of continuous learning from
effective feedback, creating an emotional push
to strive to be better (marshmallow challenge).

3) Post-ODI Stage: the post-ODI stage
aimed to assess the effect of ODI by comparing
the pre and post-ODI values. Thus, the same
methods to gather data were used for both
pre-ODI and post-ODI stages.

The structural empowerment questionnaire
includes 24 items and was adapted from the
Condition of Work Effectiveness
Questionnaires (CWEQ I-II). Psychological
Empowerment included 20 items, adopted
from Spreitzer (1995), and an additional
variable, skill variety. There are 36 items in
the IWB questionnaire, which are separated
into ideation level, and execution level. This
scale is adapted from the multi-dimensional
measurement from the work of Dorenbosch
and his colleagues (2005), and Kleysen and
Street (2007). Thirty respondents were
randomly selected by the human resource
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department (HRD) from Y technical school
for a pilot reliability test. Analysis of this pilot
study yielded a Cronbach’s alpha coefficient
of 0.906 (SE: 0.883, PE: 0.839 and IWB:
0.840). The content validity of the
questionnaire was also evaluated by experts
including, one holding a Ph.D. in management,
and two holding Ph.D’s in Organization
Development.

RESULTS AND FINDINGS

The Demographic Profile of the Respondents

The majority of respondents (63.9%, 23
respondents)  were males, while females made
up 36.1% (13 respondents). In technical
schools, mechanical and computer subjects are
mostly taught by male teachers. There was a
wide range of ages, but most respondents
(47.2%, 17 respondents) were in the 25-29
years of age range, with the other 12 people
(33.3%) in the 30-34 years old bracket. Thus,
the majority of the school’s staff are of a
relatively young generation.

Twenty-three people (36.1%, 13
respondents) were part-time employees, while

full-time employees made up the majority of
respondents, at 63.9 % of the total (23). With
respect to the length of service, it was found
that 27.8% (10 respondents) had worked with
the school for less than three years, while
approximately half of the respondents (55.6%,
20 respondents) had worked with the school
for 4-9 years, and 16.7% (6 respondents) had
been with the school for 10-15 years.

Structural Empowerment Results

Table 1 shows the paired sample t-test
and Wilcoxon signed-rank test results of the
six dimensions; knowledge, informal power,
support, opportunity, resource and formal
power. The results indicated the p-values of
all the dimensions were less than 0.05 (< 5%).
The percentage of improvement for the six
dimensions, ranged between 11.2% and
19.9%, which showed a statistically significant
improvement between pre and post-ODI
phases, thus supporting Hypothesis1: There
is a significant difference between pre-ODI
and post-ODI on structural empowerment.

 Pre-ODI Post-ODI Diff t P-value  
T-test 

Z 
Wilcoxon 

P-value 
Wilcoxon 

 Improved % 

Mean S.D Mean S.D 

Knowledge 3.93 0.50 4.58 0.19 +.65 -10.080 .000 -5.28 .000 16.54 

Informal Power 4.10 0.42 4.56 0.42 +.46 -9.297 .000 -4.991 .000 11.22 

Support 3.76 0.48 4.39 0.37 +.63 -12.677 .000 -5.272 .000 16.76 

Opportunity 3.76 0.51 4.51 0.30 +.75 -11.352 .000 -5.258 .000 19.95 

Resource 3.61 0.42 4.21 0.42 +.60 -7.993 .000 -5.176 .000 16.62 

Formal Power  3.96 0.45 4.56 0.34 +.60 -13.315 .000 -5.286 .000 15.15 

Structural 
Empowerment  

3.85 0.37 4.47 0.26 +.61 -18.673 .000 -5.238 .000 15.92 

 

Table 1: Structural Empowerment (Paired T-Test and Wilcoxon Signed Rank Test)
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The qualitative analysis also supported the
observationsof change; employees were found
to support each other along a process, realize
opportunities by suggesting new ideas, increase
their ability to overcome limited resources, and
were able to align their work activity with
school vision (knowledge).

Psychological Empowerment Results

The p-values for all the dimensions were
less than 0.05 (<5%), as presented in table 2.
This shows that there is a significant difference
between the values of the pre and post-ODI
phases. The ODI prompted improvement in
the dimensions of autonomy, meaningfulness,
impact, skill variety, and self-efficacy or
potency, with an overall improvement of
13.9%. Thus, these findings support
Hypothesis2: There is a significant
difference between pre-ODI and post-ODI
values for psychological empowerment.

  Pre-ODI Post-ODI Diff t p-
value 
T-test 

Z 
Wilcoxon 

P-value 
Wilcoxon 

Improved 
% 

Mean S.D Mean S.D 

Autonomy 2.99 0.85 3.97 0.56 +.99 -6.060 .000 -5.059 .000 32.78 

Meaningfulness 4.08 0.57 4.46 0.35 +.38 -4.048 .000 -3.981 .000 9.31 

Impact 3.85 0.62 4.32 0.44 +.47 -4.261 .000 -3.537 .000 12.21 

Skill variety 3.89 0.49 4.32 0.41 +.43 -4.206 .000 -3.796 .000 11.05 

Self -efficacy or 
potency 

3.99 0.36 4.33 0.32 +.35 -8.154 .000 -5.142 .000 8.52 

Psychological 
Empowerment  

3.76 0.47 4.28 0.30 +.52 -6.403 .000 -4.970 .000 13.90 

 

Table 2: Psychological Empowerment (Paired T-Test and Wilcoxon Signed Rank Test)

At the Pre-ODI stage, employees only
recognized high autonomy in teaching and few
participated during meetings. However, in the
post-ODI stage participants realized freedom
in their work role (teaching and management
role) and had become more participative,
showing acceptance of other participants and
others’ opinions, suggesting alternative ways
and sharing ideas.

Innovative Work Behavior Results

Table 3 shows the paired sample t-test as
well as the Wilcoxon signed- rank results for
the dimensions of IWB during pre and post-
ODI phases. The p-values of all the dimensions
were less than 0.05 (< 5%). The same was
true for the Wilcoxon signed rank results. The
post-ODI levels of each of  the dimensions
were higher than those of the pre-ODI level.
The overall improvement was 9.81%.
Therefore, these findings support
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Hypothesis3:There is a significant
difference between pre-ODI and post-ODI
values of innovative work behavior.

Table 3: Innovative Work Behavior (Paired T-Test and Wilcoxon Signed Rank Test)

 Pre-ODI Post-ODI Diff t P-value  
T-test 

Z 
Wilcoxon 

P-value 
Wilcoxon 

 Improved % 

Mean S.D Mean S.D 

Knowledge 3.93 0.50 4.58 0.19 +.65 -10.080 .000 -5.28 .000 16.54 

Informal Power 4.10 0.42 4.56 0.42 +.46 -9.297 .000 -4.991 .000 11.22 

Support 3.76 0.48 4.39 0.37 +.63 -12.677 .000 -5.272 .000 16.76 

Opportunity 3.76 0.51 4.51 0.30 +.75 -11.352 .000 -5.258 .000 19.95 

Resource 3.61 0.42 4.21 0.42 +.60 -7.993 .000 -5.176 .000 16.62 

Formal Power  3.96 0.45 4.56 0.34 +.60 -13.315 .000 -5.286 .000 15.15 

Structural 
Empowerment  

3.85 0.37 4.47 0.26 +.61 -18.673 .000 -5.238 .000 15.92 

 

At pre-ODI, employees have ideas but
are mostly concerned with limitations. They
also believe that it is others’ responsibility to
find solutions to problems. In contrast, during
the post-ODI phase, employees have ideas
and plans to improve themselves and the
school (come-up with solutions).

Observation and Employee Journals
Results

Content analysis is a useful tool in
emphasizing the understanding revealed
through participant journals and observations.
Journals were distributed to all participants,
after each training session and then collected
during the next session. The aim of this method
of data collection was to uncover the achieved
outcomes of learning and interventions for each
employee. Meanwhile, executives and  leaders
were invited to the workshop, to observe their
employees and to validate the observation

method, ensuring it was not limited to only the
researcher’s notes. The results were used for
validating and supporting the statistical analysis.
In coaching, there are four aspects
(experience, thoughts, feelings and action)
which help to access the inner processes and
create change. This is called the coaching cycle
and has wide implications for coaching. The
concept leads to interactions between and
integration of  the mind, body and environment,
eventually affecting perception and resulting
in new interactions with the environment
(Clancy & Binkert, 2017). It is also a tool for
encouraging participants to shift their mindset:
creating new thoughts and beliefs, cultivating
feelings, and experimenting in new actions for
positive results. By encouraging one or more
of these aspects, coaching leads to
transformation and change. For this study, the
findings revealed that employees were able to
develop all four areas. Thus, the OD
intervention resulted in effecting change. The



69

The Effect of Organization Development Intervention on Structural and
Psychological Empowerment to Enhance Innovative Work Behavior

findings of the observations and employee
journals are presented in table 4.

Development 
Stage 

Assessment Appreciation Application Actualization 

Experience -Problem-solving
related to their
individual work
-Planning skills 

- Goal setting 
- Open to opinions 
- Self-development

-Cooperation 
- Connecting and
integrating 

-Learning from 
doing and working 
-Brainstorming

Thoughts/Beliefs -Realizing a
higher sense of 
freedom 

-Realizing ones 
participation in 
work
-Discovering 
common goals 

-Discovering the high 
quality of working 
together 
-Discovering 
creativity in change

- Realizing learning 
from doing 
-Discovering self-
development from
feedback

Feelings/ 
Emotions 

-Teamwork
-Energize
-Active

-Willing to make 
decisions 
- Fun

-Motivation 
-Love
-Commitment 
-Honesty 

-Willingness to 
make decisions 
-Teamwork
-Commitment 

Actions/Behaviors -Interpersonal
relations

-Need for feedback 
on work 
-Resourcefulness 

-Finding new ways by 
sharing ideas 
-Valuing other’s 
perspectives 

-Public recognition 
-Cooperation 
-Participation 
(involvement) 

Table 4: Learning Development Stages

Relationship Results

Table 5 presents the results of the 
correlation analysis, confirming the relationship 
between structural or psychological empower-
ment and innovative work behavior. The results 
from the Pearson Correlation analysis showed 
a strong significance of  less than 0.05 (     0.05) 
for both SE and PE respectively. For SE and 
IWB the correlation coefficient (r) was equal 
to .718, indicating a strong relationship.

Meanwhile, the correlation coefficient for PE
and IWB was .423, indicating a moderate
relationship. Thus, the two hypotheses were
proved as follows; Hypothesis4 there is a
significant relationship between structural
empowerment and innovative work
behavior, and Hypothesis5 there is a
significant relationship between
psychological empowerment and
innovative work behavior.

Variables Coefficients ® P-value Level of correlation 
Structural Empowerment and 
Innovative Work 
Behavior(Relationship) 

.718** .000 Strong Correlation

Psychological Empowerment 
and Innovative Work Behavior 
(Relationship) 

.423* .010 Moderate Correlation

Table 5: Structural Empowerment and Psychological Empowerment in Relation to Innovative
Work Behavior
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CONCLUSION

The situation of the XYZ School at the
post-ODI stage showed that OD intervention
enhanced the soft elements of the school’s
internal situation, and was able to address the
four school issues. The design of ODI using
the Lewin model, WBL and AI enhanced
structural and psychological empowerment
encouraging innovative work behavior. ODI
resulted in more creativity and more
participation (style). Employees became more
active (staff) and were able to improve their
skills by learning from feedback. All these
enhanced innovative work behavior which
providesshared value. Organizational
development intervention was effective as
shown in the increase of psychological
empowerment, structural empowerment and
innovative work behavior. At the individual
level, employees became more active (willing
to do the job) and ready for more challenges.
Meanwhile, the interventions developed the
bonding at the group level. These are
fundamental aspects in the development of
innovative behavior and playing a more active
role in work.Furthermore, the relationship
between empowerment and innovative work
behavior was established.Innovative work
behavior potentially required working
cooperation (structural empowerment)to
generate new ideas to execution. Meanwhile,
will power (psychological empowerment) is
essentialwhenexecuting ideas.

RECOMMENDATIONS

There are four main aspects in order to
achieve a long term transformation of the
school.

1) It is suggested toassess the school
situation after asix month period of intervention.
This will uncover other potential challenges and
allow forcontinuous development of the school.

2) After six months of intervention,
leaders decided to keep the momentum but
this is difficult to achieve, without team
support. Thus, to improve intervention further,
it is recommended to develop team support
to combat the refreezing stage of the change
process.

3) To increase theimpacts of SE and PE,
it is recommended to adopt empowerment
practices at the leadership level. Based on
literature, the interaction of leadership plays
acrucial role in increasing empowerment.

4) To increase IWB, it is recommended
to adopt a cross-functional team.Thus, various
people from different departmentsshould help
in thinking through certain solutions and
improvingtheideationlevel. As for improvement
of IWB at the execution level, itis suggestedthat
increasing PE may be done through the Whole
Brain Literacy model. The WBL modality may
be used to help organization members to
process information and understand their own
thoughts, helping them to think more
widelyregarding the purpose andissuethey are
facing.Thus it helps individuals to access
theirinner power (PE).
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