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Abstract. Purpose. The purpose of this research is to investigate the relation between psychological
empowerment (meaning, self-determination, competence, and impact) and job satisfaction. It also
attempts to evaluate the disparity in both psychological empowerment and job satisfaction based on
demographic variables such as age, work experience, designation, and institutional affiliation. This
article will greatly improve our understanding of psychological empowerment and job satisfaction
in the education industry, particularly for educrats. Research design. This study’s sample consisted
of 400 full-time Indian educrats working in various higher education institutions. The psychological
empowerment scale developed by G. M. Spreitzer and Minnesota Satisfaction Questionnaire short form
developed by D. ]. Weiss, R. V. Dawis, and G. W. England were used to measure psychological empowerment
and job satisfaction respectively. The significance and strength of the relationship between psychological
empowerment (meaning, competence, self-determination, and impact) and job satisfaction were
determined using statistical techniques such as correlation and multiple regression analysis. The ANOVA
technique is used to assess the impact of various demographic variables on psychological empowerment
and job satisfaction. SPSS software was used for analysis. Findings. Meaning, self-determination, and
impact were found to be positively correlated with job satisfaction. However, there is no correlation
between competence and job satisfaction. Further analysis revealed that all dimensions of psychological
empowerment except competence predict job satisfaction. Also, significant differences are found for
psychological empowerment and job satisfaction across different demographic variables. Originality.
This is first of it’s kind of research which focuses on educrats’s psychological empowerment in higher
education institutions.

Keywords: employee empowerment, psychological empowerment, job satisfaction, educrats, higher
education institutions.

Introduction

Psychological empowerment is an evolving concept in organizational psychology, management
theory, and human resource development (Cho, Han, Ryu, 2021; Thakre, Mathew, 2020). A substantial
body of research has congregated during the past decade, nurturing the conceptualization of
psychological empowermentand exploringitsantecedentsand consequences (Aggarwal, Nobi, Rastogi,
2020; Bhatnagar, Sharma, 2004; Jha, 2010). Psychological empowerment is generally recognized as
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the construct that consists of meaning, competence, self-determination, and impact (Spreitzer, 1995;
Thomas, Velthouse, 1990). Empirical evidence shows that there are several positive and negative
outcomes of psychological empowerment (Jose, Mampilly, 2014; Mathew, Nair, 2021). Psychological
empowerment can result in increased employee engagement, organizational citizenship behavior,
organizational commitment, and decreased intention to leave and stress.

Thus, it is vital to study psychological empowerment (Alagarsamy et al., 2020; Ahmad, Oranye,
2010; Holdsworth, Cartwright, 2003; Shapira-Lishchinsky, Tsemach, 2014). Recent research has
encouraged the study of psychological empowerment in different organizations owing to its benefits
for both the employees and organizations (Shapira-Lishchinsky, Tsemach, 2014). In various sectors,
several studies have focused on the antecedents and outcomes of psychological empowerment.
However, little attention has been paid to the education sector.

Job satisfaction is one of the most widely studied concepts in organizational psychology and
human resource management (Cantarelli, Belardinelli, Belle, 2016; Singh, Bhattacharjee, 2020;
Steijn, 2004). Organizations always focus on improving employees’ job satisfaction levels because
they believe that workers’ productivity is directly linked to their job satisfaction, and this can
be improved by providing various facilities to the employees (Wan Omar, Hussin, 2013). Several
studies establish the relationship between psychological empowerment and job satisfaction
(Ahmad, Oranye, 2010; Dahinten, Lee, MacPhee, 2016). In most of the studies, it was found that
employee empowerment positively impacts employee job satisfaction (Bordin, Bartram, Casimir,
2006; Holdsworth, Cartwright, 2003; Pelit, Oztiirk, Arslantiirk, 2011). This study tries to establish a
relationship between psychological empowerment and job satisfaction in the education sector in the
Indian context. This research is structured as follows. The following section discusses the theoretical
context, followed by the purpose of the study. The methodology and analysis sections provide
information regarding the data source, sample frame, measures, data analyses conducted, and the
discussion. This section is followed by the conclusion, practical implications, and study limitations.

Literature review and hypotheses

Psychological empowerment

Employee empowerment has been documented as an essential component of organizational
success. Initially term ‘employee empowerment’ was employed as an element of different studies
related to motivation, participative management, job autonomy, and employee enrichment (Herzberg,
Mausner, Snyderman, 1959). However, scholars and practitioners have started to exercise it as a
separate phenomenon in the last two decades. The concept of empowerment first appeared in
education during the 1980s (Short, Greer, 1997). There are mainly two perspectives of empowerment
— the socio-structural and psychological perspectives. The socio-structural perspective viewed
empowerment as an organization’s structural practices and policies, which provide the lower-
level employee power to make decisions independently, while the psychological empowerment
perspective focused on employees’ perception of empowerment. Psychological empowerment was
advanced as a motivational construct attested into four dimensions — meaning, competence, self-
determination, and impact (Spreitzer, 1995).

Meaning is the congruence between a task and an individual’s values, beliefs, attitudes, and
behaviour. It refers to ‘the value of a work goal or purpose, judged in relation to the individual’s own
ideals or standards’ (Thomas, Velthouse, 1990. p. 672). It can be designated as the perception of
an individual about the task or activity that how much important it is for that person (Thomas,
Velthouse, 1990).
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Competence refers to the belief in one’s capability to perform a task. Competence is the belief
an individual has in oneself that one can perform a task efficiently. Self-determination is one’s sense
of choice about the initiation or regulation of one’s actions (Deci, Connell, Ryan, 1989). The impact
is an individual’s belief that his (her) task will affect or influence the organizational results. It is the
belief an individual’s inputs influences the organizational strategic, administrative, and operational
decisions (Ashforth, 1989).

These cognitions combine to form a comprehensive psychological empowerment structure.
Because they combine additively, the absence of any one dimension will diminish, but not eliminate,
the overall perception of empowerment (Spreitzer;1995). Thus, these dimensions constitute a
nearly exhaustive set of understandings for psychological empowerment (Thomas, Velthouse,
1990). Psychological empowerment can result into increased employee engagement, organizational
citizenship behavior, organizational commitment, and decreased intention to leave and stress. Thus,
it is important to study about the psychological empowerment (Alagarsamy et. Al., 2020; Ahmad,
Oranye, 2010; Holdsworth, Cartwright, 2003; Shapira-Lishchinsky, Tsemach, 2014).

Job satisfaction

Employee job satisfaction is referred to an employee’s mental state regarding its job features
(Poon, 2003). There are various elements responsible for the job satisfaction of employees such
as salary, working conditions, supervision, recognition, and advancement (Kohli, Sharma, 2018;
Manoijlovich, Laschinger, 2002; Wan Omar, Hussin, 2013). Job satisfaction creates a link between
employees and the organization (Yildiz, Simsek, 2016). Nowadays, an organization cannot create
a bond with its employees only based on basic salary and infrastructure. It is equally important to
provide freedom and decision-making power to employees. Ahmad and Oranye (2010) opined that
Empowered employees are believed to be more satisfied with their jobs. Employee empowerment
has a positive effect on the workplace, resulting in greater job satisfaction for employees, which
is advantageous for organisations. H. Laschinger with colleagues stressed the significance of
empowerment because it strongly influences job satisfaction (Laschinger et al.,, 2001).

Psychological empowerment and job satisfaction

Several researchers have tried to establish the relationship between employee empowerment
and employee job satisfaction (Ahmad, Oranye, 2010; Alagarsamy, Mehrolia, Aranha, 2020;
Amundsen, Martinsen, 2015; Kohli, Sharma, 2017; Laschinger et al., 2001). In most of the studies
it was originated that employee empowerment has a positive impact on employee job satisfaction
(Bordin, Bartram, Casimir, 2006; Holdsworth, Cartwright, 2003; Pelit, Oztiirk, Arslantiirk, 2011).

The present study examines the relationship between the four cognitions of empowerment and
job satisfaction based on research evidence. ‘Meaning, one of the cognitions of empowerment, is the
value of a work goal or purpose, judged in relation to an individual’s own ideals or standards’ (Thomas,
Velthouse, 1990, p.672).Thereisastrongrelationshipbetween meaningandjob satisfaction. Similarly,
meaning was identified as a significant predictor of empowerment (Carless, 2004). Competence is
the confidence in one’s capability to perform a task. The competence dimension of psychological
empowerment was a significant predictor of job satisfaction (Carless, 2004). Self-determination
is the perception that one has control over the initiation or regulation of his or her actions (Deci,
Connell, Ryan, 1989). Consequently, self-determination translates into job satisfaction. Lastly, the
impact dimension was strongly associated with increased job satisfaction (Spreitzer, Kizilos, Nason,
1997).

An individual’s perception that his or her task will affect or influence organisational results is
known as impact. It was discovered that impact is a significant predictor of job satisfaction (Carless,
2004). Numerous studies have demonstrated a positive correlation between various dimensions
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of psychological empowerment and job satisfaction. For example, G. M. Spreitzer with colleagues
discovered thatmeaningwasthe strongestpredictor ofjob satisfaction, followed by self-determination
(Spreitzer et al.,, 1997). However, neither the relationship between competence and job satisfaction
nor that between impact and job satisfaction was supported. R. C. Liden with colleagues investigated
the mediating effect of psychological empowerment between job characteristics and job satisfaction
and discovered a strong correlation between psychological empowerment and meaning, as well
as between psychological empowerment and competence (Liden, Wayne, Sparrowem, 2000). The
relationship between psychological empowerment and job satisfaction was strongest regarding
autonomy (self-determination), followed by meaning, competence, and impact (Indradevi, 2011).
This study will help to generalise the results of the relationship between psychological empowerment
dimensions and job satisfaction, particularly in the education sector, as previous research has yielded
positive results. In addition, this is the first study of its kind to focus specifically on educrats.

Objectives and rationale of the study

The purpose of the present study is to investigate psychological empowerment (meaning,
competence, self-determination, and impact) as a potential predictor of job satisfaction. The primary
purpose of this study is to investigate the relationship between psychological empowerment and its
dimensions and job satisfaction. In addition to the primary objective, secondary objectives include
examining the levels of psychological empowerment and job satisfaction experienced by educrats
in higher education institutions. As the nature of the organization has become more complex, it is
imperative that the employees remain loyal to the organization. Employee empowerment plays a
significant role in fostering job satisfaction and organizational loyalty among employees.

PSYCHOLOGICAL EMPOWERMENT

- Meaning

- Competence

PSYCHOLOGICAL EMPOWERMENT

i/

- Self-Determination

- Impact

Figure 1. Conceptual model. Source: prepared by the authors

Even though numerous studies have examined the correlation between psychological
empowerment and job satisfaction, none of these studies have focused on the educrats. According to
my knowledge, this is the first study of its kind to focus on educrats. The most significant contribution
of the study is that it will assist the higher-level administrators of educational institutions in
developing strategies that will increase the job satisfaction of educrats.

Figure 1 represents the conceptual model. The objectives of this study are:

1. To investigate the psychological empowerment levels of educrats in higher education.

2. To determine the levels of job satisfaction among higher education institution’s educrats.
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To analyze the impact of psychological empowerment and its dimensions on job satisfaction.

4. Analyze the variance in the level of psychological empowerment among educrats based on
their demographic characteristics.

5. Analyze the variance in the level of job satisfaction among educrats based on their

demographic characteristics.

Methodology

Data source and sample frame

The present study is based on data collected from educrats employed at various Indian higher
education institution. The study focussed on educrats as they are the backbone of the education
system therefore, they were the designated respondents. According to ‘Urban Dictionary’, the term
educrats is defined as

‘An officer, administrator or other bureaucrat in a school district. The word combines the
Latin part of educators with the Greek part of bureaucrat. It describes a special kind of person
in the education world: pinheads that are so process-oriented that they are more excited in
the process of learning than the myriad wonders that can be learned (Urban Dictionary)’

Educrats differ from teachers and school administrators in many ways. The primary function of
a teacher is to provide knowledge and learning to the students while the administrators are mainly
responsible for providing various facilities to educational institutions to run the learning activities
smoothly. Educrats bear both responsibilities simultaneously. In higher education institutions,
educrats can be the head of the departments (HOD), deans, directors, area chairs, and others. This
study’s sample consisted of 400 full-time Indian educrats.

Table 1. Profile of respondents, N = 400 (Source: “Authors‘ calculations”)

Profile Frequency Percentage
Gender
o Male 155 38.8
o Female 245 61.3
Age
e 20-30years 26 6.5
e 31-40years 110 27.5
o 41-50 years 142 355
o more than 50 years 122 30.5
Affiliation
o Central university 6 1.5
o State university 75 18.8
o Autonomous college 4 1
o Affiliated college 304 76
e Private university 11 2.8
Designation
o Assistant professor 188 47
o Associate professor 204 51
o Professor 8 2
Work experience
o 5-10years 23 5.8
o 11-15years 84 21
o More than 15 years 293 73.3
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Measures
All of the measurements used in this survey were adopted from established, written-in-English
scales. The specific measures utilised in the study are outlined below:

Psychological empowerment

The 12-item scale developed by Spreitzer (1995) to measure the four dimensions of psycho-
logical empowerment was used to measure psychological empowerment. These dimensions are (1)
Meaning, (2) Competence, (3) Self-determination, and (4) Impact. Based on “Empowerment Con-
struct” (Conger, Kanungo, 1988) and “Theory of Empowerment” (Thomas, Velthouse, 1990) the four
dimensions of the scale were developed. Each of these dimensions was measured using three items.
Sample items include “The work I do is very important to me” (Meaning); “I am confident about
my ability to do my job” (competence); “I have significant autonomy in determining how I do my
job” (self-determination); and “My impact on what happens in my department is large” (impact). A
seven-point Likert Scale was used with scores ranging from 1 to 7 where “1” represented ‘strongly
disagree’ and “7” represented ‘strongly agree’. The language of the questions was English, and all the
responses were collected in English language only. The scale has strong validity and is already being
used in large numbers of studies (Alagarsamy et. Al,, 2020; Islam, Irfan, 2022; Turnipseed, Vande-
Waa, 2020).

Job satisfaction

D. J. Weiss, R. V. Dawis, and G. W. England created the Minnesota Satisfaction Questionnaire
short form (MSQ) in 1967 to measure job satisfaction. Twenty-item MSQ short form was used for the
study. Each item is arranged on a 7-point Likert scale, with “1” indicating “strongly dissatisfied” and
“7” indicating “strongly satisfied.” The raw mean score for General Satisfaction can be determined
by summing the scores of the 20 items and dividing by 20. Sample items are — Level of satisfaction
with your salary; Level of satisfaction with your freedom to take the decisions, related to work; Level
of satisfaction with your freedom to do something that make use of your ability. The language of the
questions was English, and all the responses were collected in English language only. The scale has
strong validity and was already used in large numbers of studies (Ballaro, Meade, 2021; Markovits,
Davis, Van Dick, 2007).

Data analysis

Regarding the objectives and research questions, the Psychological Empowerment Scale by
G. M. Spreitzer and the Minnesota Satisfaction Questionnaire short form by D.]. Weiss with colleagues
were utilised as research instruments (Spreitzer, 1995; Weiss et al., 1967). Using Cronbach alpha
coefficients, the reliabilities of all scales were calculated. It is the diagnostic measurement used to
evaluate the consistency of the entire scale (Hair, Anderson, Tatham, Black, 1998). Cronbach alpha
values range from 0 to 1, with higher values indicating greater indicator reliability. Cronbach alpha
coefficients for all the study components are more than 0.80, indicating a highly reliable scale for the
study. For evaluating the normality of the data, we checked the value of kurtosis and skewness of the
data, which were under the range of normal data (-1 to +1), see Table 2.

Table 2. Scales reliability. Source: Authors’ calculations

Study components Alpha coefficients
Psychological empowerment scale .898
Job satisfaction scale .988
Overall instrument 972
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To determine the levels of psychological empowerment and job satisfaction, the score and
dimensions of these variables are determined. The mean scores are presented in Table 3. As
show in table 3, the mean of psychological empowerment for educrats is 5.47, which means that
psychological empowerment level is above average. Among the four dimensions, the competence
dimension (mean = 6.57) obtained the highest mean, followed meaning dimension (mean = 5.89)
and self-determination (mean = 4.86). Finally, Impact dimension (mean = 4.57) reported the lowest
means which shows that there is a scope for improvement. The mean of overall job satisfaction for
educrats is at a level of 4.70, which means that job satisfaction level is above average.

Table 3. Mean and standard deviation of variables

VariablesI* Mean Standard deviation
Meaning 5.89 1.24
Competence 6.57 34
Self-determination 4.86 1.78
Impact 4.58 1.73
Psychological empowerment 5.47 1.07
Job satisfaction 4.70 1.74

Note: * — Scale range = 1-7; Source: Authors’ calculations.

A correlation analysis was conducted to determine the relationship between psychological
empowerment and its dimensions and job satisfaction. From the table 4, it can be observed that
all the dimensions of psychological empowerment are highly correlated with job satisfaction (r for
meaning = 0.504, p < 0.01; r for self-determination = 0.723, p < 0.01; r for impact = 0.715, p < 0.01;
r for psychological empowerment = 0.741, p < 0.01) except competence (r=.068, p = 0.176). Higher
levels of psychological empowerment are associated with greater levels of job satisfaction, according
to the analysis.

Table 4. Coefficient of correlation between psychological empowerment dimensions and job
satisfaction

Variables 1 2 3 4 5 6
1. Meaning 1
2. Competence .152%* 1
3. Self-determination .614%% 143 1
4. Impact 527+ .022 .843** 1
5. Psychological empowerment 770%% .193** .946*% .909** 1
6. Job satisfaction .504** 0.068 723%* 715%* 741%% 1

Note: ** — Correlation is significant at the 0.01 level. Source: Authors’ calculations.

Table 5 displays the relationship between psychological empowerment and job satisfaction.
Using multiple regression analysis, the predictability of educrats’ job satisfaction based on their
psychological empowerment was determined. It is evident that job satisfaction is significantly
explained by all psychological empowerment dimensions except competence. Meaning, self-
determination, and impact can account for 56.6% of the variance in overall job satisfaction, as
shown in Table 5. Moreover, it is implied that the meaning (Beta-value = .127), self-determination
(Beta-value = .354), and impact (Beta-value = .365) dimensions of psychological empowerment
significantly explain job satisfaction. It was also discovered that the impact dimension is the most
important dimension for enhancing the job satisfaction of educrats, followed by self-determination
and meaning.
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Table 5. The effect of psychological empowerment dimensions on job satisfaction dependent
variable: Job satisfaction

Independent variables Beta t-value p-value
(Constant) .566 2.007 .045
Meaning 127 2.16 .031
Self-determination .354 5.45 .000
Impact .365 5.894 .000
R=.753 R?=.566 F=172.424 p =.000

Note: p < .05; Source: Authors’ calculations

We have also tried to find out the difference in psychological empowerment and job satisfaction,
based on different demographic variables of the respondents. For this purpose, an ANOVA test was
performed. Table 6 represents the results of the ANOVA test.

Table 6. ANOVA test for psychological empowerment and job satisfaction based on demographic
variables

. Age Affiliation Designation Work experience
Variables
F-value p-value F-value p-value F-value p-value F-value p-value
Meaning 2.493 .06 .657 .623 6.298 0.002* 23.249 .000**
Competence 2.308 .076 1.062 375 1.019 0.362 3411 .034*
Self-determination 10.278 .000** .189 944 9.437 .000** 22.566 .000**
Impact 12.82 .000** 1.066 373 13.768 .000** 11.643 .000**
Psychological empowerment 11.041  .000** 505 732 12.725  .000**  24.343  .000**
Job Satisfaction 9.013 .000** 1.304 .268 8.423 .000** 12.755 .000**

Note: * — The mean difference is significant at the 0.05 level; ** — The mean difference is significant at the 0.001 level. Source: Authors‘calcula-
tions.

Table 6 depicts that there is a significant difference between the perceptions of educrats
of different age groups regarding psychological empowerment, self-determination, and impact
dimensions, but there was no significant difference related to meaning and competence dimensions.
The perceptions of educrats, belonging to different affiliated institutions, did not differ significantly
regarding psychological empowerment and its dimensions. It is also observed that except for the
competence dimension, there is a significant difference in how educrats of different designations,
perceive psychological empowerment and its dimensions. Similar results are found for the educrats
having different work experiences.

In order to find out any difference in the perception of the educrats of different demographic
variables, regarding their job satisfaction, an ANOVA test was performed. From table 6, it can be
observed that there is a significant difference in the job satisfaction of educrats of different age
groups. Similar results are found for the educrats having different designations and different work
experience. Contrary to this, it is observed that there is no significant difference in job satisfaction of
the educrats based on different affiliated institutions.

Discussion

This study sought to determine the relation between psychological empowerment and job
satisfaction. This study contributes to the existing literature on the workplace by adding to the limited
number of studies investigating psychological empowerment as a predictor of job satisfaction in the
Indian education sector. Providing support for psychological empowerment as a potential antecedent
of job satisfaction is the first significant contribution of this study. The results demonstrated that
empowered employees are satisfied employees, which is a crucial success factor of an organization.
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The mean psychological empowerment score is above average, indicating that educrats
feel empowered at work. Among the psychological empowerment dimensions, the competence
dimension has the highest score. These results were in accordance to those, in which employees
were reported to experience a high level of competence and a low level of influence (Bitmis,
Ergeneli, 2011). A high level of competence denotes that the educrats believe they can complete
the task successfully. When employees feel that they have the capability to do any task, they
feel empowered. A high score of competence dimensions in results depicts that educrats feel
empowered in their jobs. A low level of the impact dimension indicates that the educrats have
little influence over organisational events. Some researchers also found a low level of the impact
dimension in their study (Casey, Saunders, O’Hara, 2010). A feeling of high impact of their task
on the organizational output fill the employees with the feeling of empowerment. The mean job
satisfaction score is higher than average, indicating that educrats are satisfied with their jobs.
Other scholars reported a similar result (Bitmis, Ergeneli, 2011).

In addition, the purpose of the present study was to determine the impact of the four dimensions
of psychological empowerment on job satisfaction. According to the knowledge of the researchers, a
dimension-wise analysis of this nature has not previously been conducted for educrats in the Indian
context. According to the study, there is no relationship between competence and job satisfaction.
The possible reason may be that the education sector is a knowledge-based industry where educrats
attain their positions through rigorous competition. This results in an innate sense of superior
competence. Consequently, educrats do not associate their competence with job satisfaction.
Analysis by dimension reveals that impact has the greatest effect on job satisfaction. Additionally, self-
determination predicted job satisfaction. It was also found a positive correlation between autonomy
and job satisfaction (Chiang, Jang, 2008). Competence was found to have no predictive value for job
satisfaction. Other researchers reported the same outcome (Bitmis, Ergeneli, 2011; Chiang, Jang,
2008). These finding support the generalization of the relationship for education sector.

As the level of psychological empowerment and job satisfaction differ across the different
demographic variables, it is suggested that organizations should also focus on this direction and try
to provide equal opportunities for all employees. Additionally, the study contributes to its context.
Although psychological empowerment is a well-researched phenomenon in the West, the education
field in India has yet to fully investigate the phenomenon.

Managerial implications

To create an organization thathasemployees fully satisfied with theirjob, itis essential to cultivate
a feeling of empowerment among the employees. Since the results show the impact dimension of
psychological empowerment has the lowest value, indicating that employees have a perception that
their work has the least impact on organizational success. Thus, organizations should try to enhance
the feeling of impact among the employees. Better organizational rules, regulations, and policies,
that develop a feeling of impact among the employees, are required. There can be various strategies
to enhance the feeling of empowerment. Empowering through meaning can be done to some degree
by selecting individuals whose values and standard matches the organization’s core values and
standards. Employee empowerment programs improve job satisfaction by enhancing employees’
perceptions of meaning, competence, self-determination, and impact.

Top management can also increase the competence of employees by providing positive feedback
and support to employees which can increase their self-confidence and their ability to perform their
job activities successfully. The probable result of increased competence is an increased feeling of
empowerment which ultimately results in higher job satisfaction.
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The opportunities provided to employees to take their work-related decisions liberally also
lead to an increased feeling of empowerment which enhances the job satisfaction of employees.
Therefore, top management should create an environment in which employees can take their
decisions independently.

The work which has some significant influence on the outcome of the organization should be
provided to the employees which lead to increased empowerment among employees. According
to J. G. Stewart with colleagues, organizations should provide their employees the access to
information, resources, opportunities to learn, support and grow which results into enhanced feeling
of psychological empowerment (Stewart, McNulty, Griffin, Fitzpatrick, 2010).

Conclusion

This study supports the connection between psychological empowerment and job satisfaction
among educrats. This study selected educrats using stratified random sampling, allowing for strong
generalizability of the empirical results for the given country. The findings of this study indicated that
employees experienced moderate levels of psychological empowerment and job satisfaction. Except
for the dimension of competence, the correlation analysis revealed that psychological empowerment
and its dimensions are significantly and positively associated with job satisfaction. A regression
analysis was conducted to assess the relationship between psychological empowerment dimensions
and job satisfaction. Self-determination, meaning, and impact were identified as significant predictors
among the psychological empowerment dimensions examined. It was determined that the effect
of competence was insignificant. The gross impact of psychological empowerment on educrats’
job satisfaction was significant. The three facets of psychological empowerment jointly accounted
for 56.6% of the variance in job satisfaction. It is concluded that psychological empowerment
influences job satisfaction, and educrats with greater psychological psychological empowerment are
more satisfied with their jobs. Thus, the current study sheds light on the connection between various
dimensions of psychological empowerment and job satisfaction in the Indian context.

Limitations and future directions of the study

This study’s contribution should be reviewed in light of its potential limitations. The present study
has considered only the direct relationship between psychological empowerment and job satisfaction.
The underline mechanism for this relationship can be studied in future research. Also, researchers can
study the impact of any moderator for this relationship. In this study, we considered job satisfaction as
a unidimensional construct; however, a series of studies have shown that job satisfaction is a multidi-
mensional construct (Alagarsamy et al., 2020). Therefore, it would be interesting to examine the effect of
empowerment on different satisfaction factors (such as intrinsic and extrinsic job satisfaction). Educrats
were analyzed in only one country, limiting the generalization of findings to other settings. In the future,
we recommend a cross-country study and compare the impact of the culture of the country. In future,
we may study the reverse relationship — when the current level of job satisfaction influences the level
of perceived psychological empowerment.

Declaration of conflicting interests

The authors declared no potential conflicts of interest with respect to the research, authorship
and (or) publication of this article.

50



Organizational Psychology, 2022, Vol. 12, No. 4. www.orgpsyjournal.hse.ru

Funding

The authors received no financial support for the research, authorship, and (or) publication of
this article.

Acknowledgment

The authors are grateful to the anonymous referees of the journal for their extremely useful
suggestions to improve the quality of the paper. Usual disclaimers apply.

References

Aggarwal, A., Nobi, K., Rastogi, S. (2022). Linking structural empowerment and distributive justice to
employee’s behavioral and attitudinal consequences: Testing the mediating role of psychological
empowerment. Journal of Public Affairs, 22(2), e2418.

Ahmad, N., Oranye, N. 0. (2010). Empowerment, job satisfaction and organizational commitment:
a comparative analysis of nurses working in Malaysia and England. journal of nursing
management, 18(5), 582-591.

Alagarsamy, S., Mehrolia, S., Aranha, R. H. (2020). The mediating effect of employee engagement: how
employee psychological empowerment impacts the employee satisfaction? A study of maldivian
tourism sector. Global Business Review. https://doi.org/10.1177/0972150920915315

Amundsen, S., Martinsen, @. L. (2015). Linking empowering leadership to job satisfaction, work effort,
and creativity: The role of self-leadership and psychological empowerment. Journal of leadership
& organizational Studies, 22(3), 304-323.

Ashforth, B. E. (1989). The experience of powerlessness in organizations. Organizational behavior
and human decision processes, 43(2), 207-242.

Ballaro, J., Meade, R. K. (2021). Factors determining job satisfaction and dissatisfaction for forensic
scientists. Organization Development Journal, 39(2).

Bhatnagar, ]., Sharma, A. (2004). The Level of Psychological Empowerment in Indian Managers.
Global Business Review, 5(2), 217-227. https://doi.org/10.1177/097215090400500205

Bitmis, M. G., Ergeneli, A. (2011). Contingency approach to strategic management: a test of
the mediating effect of leader member exchange on the relationship between psychological
empowerment and job satisfaction in 21 century workplace. Procedia — Social and Behavioral
Sciences, 24, 1143-1153.

Bordin, C., Bartram, T, Casimir, G. (2006). The antecedents and consequences of psychological
empowerment among Singaporean IT employees. Management Research News, 30(1), 34-46.

Cantarellj, P, Belardinellj, P, Belle, N. (2016). A meta-analysis of job satisfaction correlates in the
public administration literature. Review of public personnel administration, 36(2), 115-144.

Carless, S. A. (2004). Does psychological empowerment mediate the relationship between
psychological climate and job satisfaction? Journal of Business and Psychology, 18(4), 405-425.

Casey, M., Saunders, J., O'Hara, T. (2010). Impact of critical social empowerment on psychological
empowerment and job satisfaction in nursing and midwifery settings. Journal of nursing
management, 18(1), 24-34.

Chiang, C. F, Jang, S. (2008). The antecedents and consequences of psychological empowerment: the
case of Taiwan'’s hotel companies. Journal of Hospitality & Tourism Research, 32(1), 40-61.

Cho, H., Han, K,, Ryu, E. (2021). Unit work environment, psychological empowerment and support
for patient activation among nurses. Journal of Nursing Management, 1-8.

51



Organizational Psychology, 2022, Vol. 12, No. 4. www.orgpsyjournal.hse.ru

Conger, J. A., Kanungo, R. N. (1988). The empowerment process: Integrating theory and practice.
Academy of management review, 13(3), 471-482.

Dahinten, V. S, Lee, S. E., MacPhee, M. (2016). Disentangling the relationships between staff nurses’
workplace empowerment and job satisfaction. Journal of nursing management, 24(8), 1060-1070.

Deci, E. L, Connell, ]. P, Ryan, R. M. (1989). Self-determination in a work organization. Journal of
applied psychology, 74(4), 580.

Hair, J. F, Anderson, R. E,, Tatham, R. L., Black, W. C. (1998). Multivariate Data Analysis. 5" ed. Upper
Saddle River, New Jersey: Prentice Hall.

Herzberg, F, Mausner, B., Snyderman, B. B. (1959). The Motivation to Work. John Wiley & Sons. Inc.,
New York, 195.

Holdsworth, L., Cartwright, S. (2003). Empowerment, stress and satisfaction: an exploratory study of
a call centre. Leadership & Organization Development Journal, 24(3),131—140.

https://www.urbandictionary.com/define.php?term=educrat, retrieved on 11/05/2021.

Indradevi, R. (2011). Employee performance through psychological empowerment. GFJMR (Ganpat
University-Faculty of Management Studies Journal of Management and Research), 3, 19-33.

Islam, T, Irfan, K. U. (2022). Can empowered employees go the extra mile? Journal of Public Affairs,
22(2), e2394.

Jha, S. (2010). Need for growth, achievement, power and affiliation: Determinants of psychological
empowerment. Global Business Review, 11(3), 379-393.

Jose, G., Mampilly, S. R. (2014). Psychological empowerment as a predictor of employee engagement:
An empirical attestation. Global Business Review, 15(1), 93-104.

Kohli, A., Sharma, A. (2017). An analysis of employee empowerment and job satisfaction: A review.
Management Dynamics, 17(1), 13-23.

Kohli, A., Sharma, A. (2018). The critical dimensions of job satisfaction of academicians: An empirical
analysis. IUP Journal of Organizational Behavior, 17(4), 21-35.

Laschinger, H. K. S., Finegan, ]., Shamian, J. (2001). Promoting nurses’ health: Effect of empowerment
on job strain and work satisfaction. Nursing Economics, 19(2), 42-52.

Liden, R. C.,, Wayne, S.]., Sparrowe, R. T. (2000). An examination of the mediating role of psychological
empowerment on the relations between the job, interpersonal relationships, and work outcomes.
Journal of applied psychology, 85(3), 407-416.

Manoijlovich, M., Laschinger, H.K.S.(2002). Therelationship of empowermentand selected personality
characteristics to nursing job satisfaction. JONA: The Journal of Nursing Administration, 32(11),
586-595.

Markovits, Y., Davis, A.]., Van Dick, R. (2007). Organizational commitment profiles and job satisfaction
among Greek private and public sector employees. International journal of cross-cultural
management, 7(1), 77-99.

Mathew, |, Nair, S. (2021). Psychological empowerment and job satisfaction: A meta-analytic review.
Vision. https://doi.org/10.1177/0972262921994350

Pelit, E., Oztiirk, Y, Arslantiirk, Y. (2011). The effects of employee empowerment on employee
job satisfaction: A study on hotels in Turkey. International Journal of Contemporary Hospitality
Management, 23(6), 784-802.

Poon, ]J. M. (2003). Situational antecedents and outcomes of organizational politics perceptions.
Journal of Managerial Psychology, 18(2), 138-155.

Shapira-Lishchinsky, 0. Tsemach, S. (2014). Psychological empowerment as a mediator
between teachers’ perceptions of authentic leadership and their withdrawal and
citizenship behaviors. Educational Administration Quarterly, 50(4), 675-712. https://doi.
org/10.1177/0013161X13513898

52



Organizational Psychology, 2022, Vol. 12, No. 4. www.orgpsyjournal.hse.ru

Short, P. M., Greer, ]. T. (1997). Leadership in empowered schools: Themes from innovative efforts.
Upper Saddle River, NJ: Prentice-Hall.

Singh, M., Bhattacharjee, A. (2020). A study to measure job satisfaction among academicians using
Herzberg’s theory in the context of Northeast India. Global Business Review, 21(1), 197-218.
https://doi.org/10.1177/0972150918816413

Spreitzer, G. M. (1995). Psychological empowerment in the workplace: Dimensions, measurement,
and validation. Academy of management Journal, 38(5), 1442-1465.

Spreitzer, G.M,, Kizilos, M.A., Nason, S.W. (1997). A dimensional analysis of the relationship between
psychological empowerment, and effectiveness, satisfaction, and strain. Journal of Management,
23(5), 670-704

Steijn, B. (2004). Human Resource Management and Job Satisfaction in the Dutch Public Sector.
Review of Public Personnel Administration — Rev Public Pers Adm, 24, 291-303.

Stewart, J. G., McNulty, R,, Griffin, M. T. Q., Fitzpatrick, J. ]. (2010). Psychological empowerment and
structural empowerment among nurse practitioners. Journal of the American Academy of Nurse
Practitioners, 22(1), 27-34.

Thakre, N., Mathew, P. (2020). Psychological empowerment, work engagement, and organizational
citizenship behavior among Indian service-sector employees. Global Business and Organizational
Excellence, 39(4), 45-52.

Thomas, K. W, Velthouse, B. A. (1990). Cognitive elements of empowerment: An “interpretive” model
of intrinsic task motivation. Academy of management review, 15(4), 666-681.

Turnipseed, D. L., VandeWaa, E. A. (2020). The little engine that could: The impact of psychological
empowerment on organizational citizenship behavior. International Journal of Organization
Theory & Behavior, 23(4), 281-296.

Wan Omar, W.A., Hussin, F. (2013). Transformational leadership style and job satisfaction relationship:
A study of structural equation modeling (SEM). International Journal of Academic Research in
Business and Social Sciences (IJARBSS), 3(2), 346-365.

Weiss, D. ]., Dawis, R. V,, England, G. W. (1967). Manual for the Minnesota satisfaction questionnaire.
In Minnesota studies in vocational rehabilitation.

Yildiz, I. G., Simgek, O. F. (2016). Different pathways from transformational leadership to job
satisfaction: The competing mediator roles of trust and self-efficacy. Nonprofit Management &
Leadership, 27(1), 59-77.

Received 13.01.2022

53



Organizational Psychology, 2022, Vol. 12, No. 4. www.orgpsyjournal.hse.ru

B3anmMOoCBs3b MEXAY PACIIMPEHUEM TICUXOJIOTUYECKUX
BO3MOYKHOCTEHN U YJIOBJIETBOPEHHOCTHIO Pa0OTOM Y TIearoron

[ITAPMA Anka

Mnoutickuti uncmumym menedxmenma, Yoatinyp, Padxwacmxan, Vinous

KOXJIN Any

Yrusepcumem Jlaxxuay, Jlaxxnay, Ymmap-IIpadews, Vinous

AHHoTauMs. [Jesb. llesiblo JaHHOIO UCCIe/JOBAaHUSA SBJSAETCA U3yUyeHHe CBA3U MeX/y IICUX0JoTHhYe-
CKMMHU TOJIHOMOYUSIMU (3HaueHHe, caMoollpe/ieJieHue, KOMIIETEHTHOCTb U BJIMsSIHWE) U YAO0BJIETBO-
PEHHOCTBIO paboTol. OH TakKKe IbITAETCA OLLEeHUTb HECOOTBETCTBHE KaK IICUX0JIOTMYECKUX BO3MOX-
HOCTeH, Tak U yZ,0BJIeTBOPEHHOCTH pabOTOM Ha OCHOBe JleMorpaduuecKrx nepeMeHHbIX, TAKUX KaK
BO3pPACT, ONBIT paboThl, HA3HaYeHUEe U UHCTUTYLIMOHAJbHAsA NPUHA/JIEXXHOCTb. JTa CTAThsl 3HAYU-
TeJIbHO YIJIyOUT Hallle TOHMMaHUe IICUX0J0THYeCKUX BO3MOXXHOCTEN U y/10BJIETBOPEHHOCTH PaboTON
B chepe obpa3oBaHUs, 0COGEHHO AJs NpenojaBaTesneil. JusaliH uccaedosaHusi. Beibopka 3TOro
rccne0BaHusA cocTosiia u3 400 IWTaTHBIX MHAMNCKUX NpenojaBaTesel, paboTaloUuX B pa3/IMYHbIX
BBICUIMX Y4eOHBIX 3aBe/leHUAX. [/ U3MepeHUs MCUX0JI0THYeCKUX BO3MOXXHOCTEN U yJ0BJIETBOPEH-
HOCTH pab0TOH UCI0JIb30BAJIUCh, COOTBETCTBEHHO, «IlIKasia pacuimpeHus MCUX0J0TUYECKUX BO3MOXK-
HOCTeW», paspaboTanHas [. M. lllnpaiinep, u kpaTkasa ¢opMa «MUHHECOTCKOTO ONPOCHUKA YZ,0BJIET-
BOPEHHOCTU», paspabotanHas /[l. k. Baiicom, P. Y. [lapucom u k. Y. UHI/IaHA0M. 3HAYMMOCTD U CUJIa
B3aUMOCBSI3U MeX/[y IICUX0JOrMYeCKUMHU BO3MOXKHOCTAMHU (CMBICJ, KOMIIETEHTHOCTb, CaMOOIIpe/ie-
JIeHVe U BJIMsIHWE) U YA0BJIETBOPEHHOCTHIO pabOTON onpeJesIuCh C UCI0JIb30BaHUEM CTAaTHUCTH-
YeCKHUX MeTO/I0B, TAKUX KaK KOppeJssiliis U MHOXXeCTBEHHbIN perpeccuoHHbIN aHanus. Metog ANOVA
WCIOJIb3YeTCs AJI1 OLeHKH BJIMSHUS Pa3JMYHBIX JAeMorpaduyecKux nepeMeHHbIX Ha pacllMpeHue
MICUXOJIOTMYeCKUX BO3MOXXHOCTEH U YAO0BJIETBOPEHHOCTb PaboTOW. [l aHa/lM3a KCIOJIb30BAJIOCh
nporpaMMHoe obecnedeHue SPSS. Pe3ysibmamul. Bblio 06Hapy»eHO, YTO CMbICJI, CaMOOIpe/iesleHue
Y BJIMSIHHE TI0JIOXKUTEJbHO KOPPEeJUPYIOT C YAO0BJIETBOPEHHOCTBIO paboTol. OHAKO KOppessluu
MeX/ly KOMIIETEHTHOCTbIO U Y[ OBJETBOPEHHOCTbIO PaboTON HeT. /laJbHeHIIMN aHa/lIU3 MOKasal,
YTO BCe NMapaMeTpbl NCUXOJOTMYECKUX BO3MOXKHOCTeH, KpOMe KOMIIeTeHTHOCTH, NpPeJCKa3blBalOT
y[I0BJIETBOPEHHOCTb paboTol. KpoMe TOTO, CyllecTBYIOT 3HAUMMble PasJNuMsa MexAy AeMorpadu-
YeCKUMH IlepeMeHHbIMU U ICUXO0JIOTMYeCKHUMHU BO3MOXHOCTSIMU U YJ0BJETBOPEHHOCTbIO pabOTOH.
OpuzuHa/sbHocmb. ITO IlepBoe B CBOEM pOJie HcCae[,0BaHHe, TOCBALLEHHOE PacClIMPEeHUI0 ICUX0JI0TH-
YeCKUX BO3MOXKHOCTeH Me/laroroB B BbICIINX yYeOHbIX 3aBe/leHUsIX.

KiroueBbie ci10Ba: pacmivpeHne npaB U BO3MOXXHOCTEH COTPYAHUKOB, IICUXOJIOTUYECKOEe paCIIn-

peHve TpaB U BO3MOXHOCTEH, YAOBJETBOPEHHOCTb PabOTOM, MpenoaBaTe/ I, BhICIIHE yieOHbIe
3aBe/leHuS.
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