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EXECUTIVE SUMMARY 

The main objective of this study is to determine the relationship of psychological 

empowerment with job satisfaction, organization commitment, trust in management and 

job engagement. This paper examines the contribution of the four dimensions as defined 

by Thomas and Velthouse’s (1990) and Spreitzer (1995), multidimensional 

conceptualization of psychological empowerment and overall psychological 

empowerment in predicting various outcomes of empowerment: job satisfaction and 

organization commitment. This study also determines the role of trust in management 

and job engagement in predicting psychological empowerment. Study on relationship is 

conducted in various industries and sectors in order to have a comparative picture among 

them. Various literatures were reviewed in order to conduct this study.  

A questionnaire was employed in order to collect data on various variables (dependent 

/independent). The study covered 180 employees employed in three organizations. The 

data collected was analyzed through correlation, regression, t-test and post-hoc analysis 

using SPSS and MS Excel as analytic tool.   

The findings suggest that there is a significant relationship between psychological 

empowerment to job satisfaction, psychological empowerment to organization 

commitment, psychological empowerment to trust in management and psychological 

empowerment to job engagement. The findings also show that employees in service 

industry and public sector feels more empowered compared to others taken in study. 

Most of the previous researches were carried on one organization or one industry. This 

study incorporated three industries and two sectors in order to determine level of 

empowerment felt in them along with comparison of various outcomes of psychological 

empowerment. 
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1.1 TITLE OF THE STUDY 

“STUDY OF PSYCHOLOGICAL EMPOWERMENT AND ITS 

RELATIONSHIP TO”: 

1. Job satisfaction 

2. Organization Commitment, 

3. Trust in management and  

4. Job engagement.  

A comparative study in select industries and sectors.” 

 

1.2 PROBLEM STATEMENT 

“Today’s organizations are not working in isolation. They are in constant pressure to 

environmental changes and competition. It is the workforce, which directs the 

organization towards its goals. Organizations are constantly transforming, trying to 

improve production and profitability.Being able to adapt to change, compete with the 

best in the uncertain environment, be able to keep employees satisfied, committed to 

organization, and effective in their performance organizations need to empower their 

employees, make them feel empowered (psychological empowerment) rather than 

failing under the pressure of the competition.” 

““Organizations need to make employees feels themselves as a part of family. Retaining 

talent is equally important as developing talent. When employees are more satisfied with 

their jobs, committed to their organization and psychologically empowered, they could 

help organizations to thrive instead of trying to survive in a competitive environment” . 

 

““Globalization has opened up various opportunities and challenges for organizations to 

compete internationally. Besides technological advancement, a developed, competent 

and empowered workforce will give organizations an edge over its competitors. 

Companies need to develop talent that can be routed across global sphere in order to 
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compete globally. This can be achieved if employees feel or relate themselves to their 

organization.””””””” 

 

1.3 OBJECTIVE OF THE STUDY 

“”The objective of the study is to determine whether there is a relationship between Felt 

Empowerment or Psychological Empowerment and Psychological Variables”.” 

 

 

1.4 RESEARCH QUESTIONS  

“Based on these objectives the following research questions will be addressed in the 

research:” 

1) “What is the relationship between psychological empowerment and job 

satisfaction?” 

2) “What is the relationship between psychological empowerment and organization 

commitment?” 
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3) “What the relationship between psychological empowerment and trust in 

management?” 

4) “What the relationship between psychological empowerment and job 

engagement?” 

 

 

1.5 SIGNIFICANCE OF THE STUDY 

“The organizations where the research was done could also make use of these results to 

implement/consider implementing strategies to try and enhance psychological 

empowerment, job satisfaction, organizational commitment and effectiveness. This 

could also increase the wellbeing of the employees as well as increasing productivity 

and profits of the organization.” 

 

“In future, the organizations could also make use of these findings to help them thrive in 

the dynamic, ever changing and competitive environment.” 
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“CHAPTER 3” 

 

“RESEARCH DESIGN” 
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3.1 INTRODUCTION 

“”This chapter focuses on the composition of the study, population groups, the measuring 

“instruments, and procedure for scoring and interpretations. The study made use of 

Quantitative Research, making use of questionnaires to measure the level experienced 

by the employees in terms of these constructs. The participants included employees from 

different levels across organizations in different industries and sectors”.” 
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“The data used for this research is gathered with one and the same survey distributed to 

various employees employed in organizations. The population included male and female 

employees, from different organizations and levels in the organization (lower level 

employees, supervisors and managers). For this research potential participants included 

225 employees that could fill out the survey either offline or online. These employees 

were selected on convenient sampling basis. Each questionnaire had an accompanying 

letter to explain the purpose of the questionnaire.” 
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“ 

 

 

3.4 MEASURING INSTRUMENTS 

“This section discusses, the various measuring instruments used in the study, focusing 

on the development, description, administration, scoring and interpretation. The research 

battery consisted of a psychological empowerment questionnaire, organizational trust 

questionnaire, job engagement questionnaire, job satisfaction questionnaire, and 

organizational commitment questionnaire”.” 

Psychological empowerment questionnaire 

““The concept of empowerment can be defined as giving someone the right to make a 

decision while this right previously belonged to someone else. The research focuses on 

psychological empowerment, or the employee's perception of empowerment. The degree 

of empowerment was measured by using the 12 items in Spreitzer's article (1995). In 

this article empowerment is divided into four dimensions. These four dimensions are 

Meaning, Competence, Self-Determination and Impact. Each dimension is measured by 

three items”. 

 Reliability and Validity 

“The validation of the instrument is described in Spreitzer (1995; 1996). The instrument 

has been used successfully in more than 50 different studies in contexts ranging from 
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nurses to low wage service workers to manufacturing workers. The validity of the 

instrument is proven. Test retest-reliability has been shown to be strong and validity 

estimates for the dimensions are typically around .80”

(with reference to Spreitzer designed questionnaire). 

 

 Description, administration and scoring 

“This questionnaire consists of 12 items with 3 items for each of the 4 dimensions. The 

 “Organizational Commitment 
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rated using a 5-point Likert scales ranging from strongly disagree to strongly agree.” 
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“CHAPTER 4” 

“RESULTS” 
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4.1 INTRODUCTION 

“This chapter is presents what has been done, what statistical procedures have been 

followed and present the results of this study. Simple explanations and tables have been 

used to present these findings. Analysis was conducted on the scales of psychological 

empowerment, job satisfaction, organizational commitment, trust in management and 

job engagement. The statistical analysis was carried out by using SPSS program and MS 

Excel. In the first step descriptive statistics was calculated to describe the data”” 
 

 
N Minimum Maximum Mean Std. Deviation 

Totalresponses 180 1.00 180.00 90.5000 52.10566 

industry 180 1.00 3.00 2.0000 .81877 

company 180 1.00 3.00 2.0000 .81877 

sector 180 1.00 2.00 1.4833 .78017 

Jobtitle 180 1.00 10.00 4.2667 2.88630 

position 180 1.00 3.00 1.8778 .52486 

gender 180 1.00 2.00 1.2111 .40924 

age 180 1.00 6.00 2.4833 1.22120 

Expincurrent 180 1.00 4.00 2.3000 1.06178 

Avgmeaning 180 2.00 5.00 3.9939 .61573 

Avgcompetence 180 2.30 5.00 4.1233 .49150 

Avgselfdetermination 180 1.00 5.00 3.6967 .79396 

Avgimpact 180 1.70 5.00 3.4900 .76100 

Totavg empowerment 180 1.80 5.00 3.8300 .52586 

Avgaffective 180 1.10 5.00 3.3889 .76938 

Avgnormative 180 1.00 5.00 3.2517 .63952 

Avgcontinuance 180 1.00 5.00 3.3500 .87149 

Totavg commitment 180 1.40 4.80 3.3272 .62987 

satisfaction 180 1.00 5.00 3.2667 .99496 

Avg trust 180 1.30 5.00 3.3828 .76222 

Avgjobengagement 180 1.00 5.00 3.6322 .67125 

Avgleadership 180 1.00 5.00 3.5433 .52726 

Employee effectiveness 180 1.70 5.00 3.7694 .55734 

Valid N (listwise) 180     
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4.2 GRAPHS 

 

Population size n=180. 
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4.3 PSYCHOLOGICAL EMPOWERMENT AND ITS RELATIONSHIP 

TO FOUR DIMENSIONS 

 

 
“Psychological empowerment has four dimensions: meaning, competence, self-

determination and impact”. 

 

“The result shows that there is a significant relationship between psychological 

empowerment and its four dimensions. The relationship is significant since p<.01 as 

can be seen in above table1”. 

 

Meaning –“A fit between requirementof work role and individual belief, values and 

behavior. Pearson correlation coefficient is 0.78, p<.0.01.There is a strong positive 

significant relationship betweenmeaning and empowerment. Means as one increase 

other also increases”.” 

“Competence – “Individualbeliefin capability to perform job with skills. Pearson 

correlation coefficient is 0.703, p<.0.01.There is a strong positive significant relationship 

b/w competence and empowerment. Means as one increase other also increases. 

Self-determination– Individual sense of having choice in initiating and regulating 

actions. Pearson correlation coefficient is 0.86, p<.0.01.There is a strong positive” 
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Correlations – Table2 

 
Tot avg 

empowerment 

satisfaction 

Tot avgempowerment Pearson Correlation 1 .510** 

Sig. (2-tailed) 
 

.000 

N 180 180 

satisfaction Pearson Correlation .510** 1 
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Sig. (2-tailed) .000 
 

N 180 180 

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

 

“This shows that there is a significant positive relationship between job satisfaction and 

psychological empowerment. 

 

This proves first hypothesis i.e. 

H1: There is a significant positive relationship between psychological 

empowerment and job satisfaction. 

 

“According to the findings in Table9, a significant correlation at 0.01significance level 

was found between job satisfaction and sub-dimensions of psychological 

empowerment”.” 

 

 

  

 

 

 

 

 

 

 

Meaning dimension, “a fit between work role and individual self-belief is more 

strongly related to job satisfaction”. 

 

 

 

4.4 ORGANIZATION COMMITMENT AND ITS RELATIONSHIP TO 

PSYCHOLOGICAL EMPOWERMENT 

“”The correlation between commitment and psychological empowerment was found 

through simple correlation analysis, and then the Pearson correlation coefficient between 

each variable was estimated”.  

 

“Meaning –Pearson coefficient, r=.481, p<0.01 

Competence – Pearson coefficient, r=.323, p<0.01 

Self-determination – Pearson coefficient, r=.389, p<0.01 

Impact - Pearson coefficient, r=.419, p<0.01” 
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Correlations – Table3 

 
Tot avg 

empowermen

t 

Tot avg 

commitment 

Tot avg 

empowerment 

Pearson Correlation 1 .573** 

Sig. (2-tailed) 
 

.000 

N 180 180 

Tot avg commitment Pearson Correlation .573** 1 

Sig. (2-tailed) .000 
 

N 180 180 

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

 

“This shows that there is a significant positive relationship between organization 

commitment and psychological empowerment. 

This proves our second hypothesis i.e”. 

H2: There is a significant positive relationship between psychological 

empowerment and organization commitment. 

“According to the findings in Table4, a significant correlation at 0.01significance level 

was found between commitment and sub-dimensions of psychological empowerment”.” 

 

 

 

 

 

Correlations – Table4 

“Meaning –Commitment:Pearson coefficient, r=.564, p<0.01 

Competence – Commitment:Pearson coefficient, r=.355, p<0.01 

Self-determination – Commitment:Pearson coefficient, r=.482, p<0.01 

Impact - Commitment:Pearson coefficient, r=.419, p<0.01” 
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“”Meaning dimension, a fit between work role and individual self-belief is more strongly 

related to job organization commitment.”” 

 

 

“According to the findings in Table5, a significant correlation at 0.01significance level 

was found between commitment and its sub-dimensions”.” 

 

 

 

 

 

 

 

 

 

“Affective – Commitment: Pearson coefficient, r=.875, p<0.01 

Normative – Commitment: Pearson coefficient, r=.789, p<0.01 

Continuance – Commitment: Pearson coefficient, r=.815, p<0.01” 
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“Affective commitment, an emotional attachment to the organization is more strongly 

related to organization commitment.” 

“””According to the findings in Table6, a significant correlation at 0.01significance level 

was found between sub-dimensions of commitment and psychological empowerment””.  

 

 

 

 

 

 

 

 

““Affective commitment, an emotional attachment to the organization is more strongly 

related to psychological empowerment which is in relation to H2”.” 

 

 

 

“Affective – Commitment: Pearson coefficient, r=.622, p<0.01 

Normative – Commitment: Pearson coefficient, r=.461, p<0.01 

Continuance – Commitment: Pearson coefficient, r=.350, p<0.01” 
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“Trust in management is strongly correlated to meaning and self-determination 

dimension of psychological empowerment”.” 

4.5 JOB ENGAGEMENT AND ITS RELATIONSHIP TO 

PSYCHOLOGICAL EMPOWERMENT 

“The correlation between job engagement and psychological empowerment was found 

through simple correlation analysis, and then the Pearson correlation coefficient between 

each variable was estimated.” 

 

Table 8 reports the result of the correlation analysis between trust in management and 

psychological empowerment. In this analysis, job engagement was taken as independent 

variable and empowerment and its sub-dimensions as dependent variables. 

 

“According to the findings in Table 6, a significant correlation at 0.01significance level 

was found between managerial trust and psychological empowerment. Pearson 

coefficient, “r” was observed to be 0.706, with p=.000 (p<0.01).” 

Correlations  - Table8 

 
Tot avg 

empowerment 

Avg job 

engagement 

Tot avg 

empowerment 

Pearson 

Correlation 

1 .706** 

Sig. (2-tailed) 
 

.000 

N 180 180 

Avg job engagement Pearson 

Correlation 

.706** 1 

Sig. (2-tailed) .000 
 

N 180 180 

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

 

“This shows that there is a significant positive relationship between job engagement and 

perception of employee empowerment. When employees are fully engaged, they feel 

empowered. 
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1.1 PSYCHOLOGICAL EMPOWERMENT AND JOB SATISFACTION 

“One of the major findings of this study is that a significant relationship exists between 

psychological empowerment and job satisfaction. This result supports a consistent 

findings that employee empowerment is a significant predictor of job satisfaction2.1-2. It 

suggests that individuals who find the work they perform consistent with their beliefs, 

attitudes and behaviors are more likely to be happy in their job. Employee empowerment 

leads to job satisfaction among the employees.”  

 

“Study determined that the greater the level of psychological empowerment experienced 

by employees, the higher the level of their job satisfaction. Result shows that meaning 

“dimension, a fit between work role and individual self-belief is more 

strongly”associated with job satisfaction as compared to other sub-dimension of 

psychological empowerment”.” 
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1.2 “PSYCHOLOGICAL EMPOWERMENT AND ORGANIZATION 

COMMITMENT” 

“”According to Thomas and Velthouse, (1990)(Natalie J. Allen, 1990)2.1-3, empowerment 

evokes organizational commitment because”:” 

 

a) “A meaningful job provides a suitable fit between the requirements and purposes 

of one’s organizational work roles and one’s personal value system”; 

b) “A sense of competence gives workers the belief that they are able to perform 

their work roles with skill and success, stimulating them to exert considerable 

effort on behalf of the organization”; 

c) “Self-determination gives workers control over their work and a voice in work-

related decision processes, leading to enhanced involvement in the organization”. 

d) “Having impact facilitates workers’ possibilities to participate in shaping the 

organizational system in which they are embedded”.” 

 

“Allen and Meyer (1990) “contend that commitment refers to a psychological state that 

binds the individual to the organization. The strength of people's desires to continue 

working for an organization because they agree with its underlying goals and 

values.People feeling high degrees of affective commitment desire to remain in their 

organizations because they endorse what the organization stands for and are willing to 

help it in its” mission”” 
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“The current study results indicate that trust in management provides a positive 

employees empowerment. When belief in the management's reliability, dependability 

and competence increases, employee empowerment increases as well”.” 
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“empowerment. Job engagement leads to increases psychological empowerment through 

increase their contribution in achieving organizational objectives and giving the 

opportunity to control on their work, and finally their self -determination for work”.” 

 

”First, then hot ones), placing items on the tray, and placing the tray where customers 

need not reach for it. There is a script and a procedure for collecting money and giving 

change. Finally, there is a script for saying thank you and asking the customer to come 

again. This production-line approach makes customer-service interactions uniform and 

gives the organization control over them. It is easily learned; workers can be quickly 

trained and put to work” 

“Empowerment “very much looks to the “performer of the tasks” for solutions to service 

problems”. “”Workers are asked to suggest new services and products and to solve 

problems creatively and effectively. It would be impossible to get people’s best efforts, 

involvement, and caring concern for things you believe “important to your “customers” 
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“impact in the organization and is able to decide about how to complete their tasks, they 

would also be more satisfied in most aspects of their job. Organizations need to define 

individual talent and roles in a way that makes employee feel a sense of meaning to 

organization. Employee competence can be improved by various training and 

development programs. Satisfaction involves work environment and commitment 

involves emotional attachment to the family of the organization. Employees who feel 

more empowered are more satisfied with their job and thus will contribute more above 

the work duties. This will have direct impact on their effort to work assignments and 

employee turnover intentions”.” 

 

“Psychological “empowerment triggers intrinsic motivation, which is more influencing 

than extrinsic motivation while determining employee’s intention to stay long with the 

organization. To meet the demands of customers as well as they want and as fast as their 

demand, is one of the criteria of quality service and the provision of this quality service 

which is no doubt closely and directly related to certain factors such as the way the 

service is provided by the employee providing the service, his/her speed, working 

environment, knowledge, competence and skills, authority in terms of problem solving 

and so on”.” 

 

“Psychological empowerment also predicted commitment” (affective, normative and 

continuance). ““When employees are experiencing empowerment they would also feel to 

stay with the organization and not necessarily because they don’t have alternative 

options. In order to keep employees knowledge within the organization, commitment to 

the organization might be important. In this research we have focused on affective 

commitment. Affective commitment refers to the employee willingness to stay in the 

organization. Affective commitment is positively related to behaviors that are beneficial 

to the organization such as performance, attendance, and staying with the organization”.” 

 

“”Furthermore, “Meyer and Allen (1997) 2.1-3, “argue that being committed to an 

organization lead people to stay on their jobs and to show up when they are supposed to. 

However, committed employees demonstrate a great willingness to share and make 

sacrifices for the organization to thrive”. Meyer and Allen (1997) contend that 
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“commitment may be enhanced by enriching jobs, by the employees having greater 

autonomy in doing their job, by receiving more feedback about their work and by 

aligning the interests of the company with those of employees”.” 

 

“The” results show another” interaction effect between psychological empowerment and 

trust in the management. “In this interaction, trust in the management is important when 

an employee cannot identify his or her personal ideals with the organizational ideals and 

goals. Trust contributes to a positive working environment characterized by supportive 

relationships.” Since trust is a salient component of well-functioning organization, this 

finding can provide employees with a useful framework for analyzing the concept” of 

organizational “trust as a contribution to individuals' perceptions of empowerment”. 2.1-4 

 

“Job engagement also keeps employees active in their routine work and makes them feel 

part of the organization, which enforces to work above work duty”. 

 

“Management “should involve and consult employees in decision-making process of their 

organizations. In addition there is need to train employees properly to cope with any 

changes in macro – environment. Employees who are empowered will make the 

organization to survive, grow and face challenges with confidence. Management at all 

levels of the organization should trust their employees and encourage open 

communication”.” 

 

“Employee” empowerment is “strongly criticized in increasing the workload of 

employees. Therefore, management should ensure that employee empowerment is seen 

as an opportunity rather a strategy to increase the workload of other employees. 

Similarly management should put in place internal controls to check the misuse of power 

and authority in their organizations.” Thus employees’ empowerment without adequate 

training of employees would be a major treat to employee relation in organization. 

Managers should note that empowerment will not happen naturally in organization, but 

must be initiated and is an ongoing process.” 
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“ 

”command” to provide “customers with what they need”.” 

“An empowerment approach works best with a market segment that wants the tender 
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“loving care dimension more than speed and cost.” “Empowerment is the best approach 

when service delivery involves managing a relationship, as opposed to simply 

performing a transaction. The service firm may want to establish relationships with 

customers to build loyalty or to get ideas for improving the service delivery system or 

offering new services. 2.7-1 

 

“Businesses that operate in unpredictable environments benefit from empowerment.” 

“Airlines face many challenges to their operations: bad weather, mechanical 

breakdowns, and competitors’ actions. They serve passengers who make a wide variety 

of special requests. It is simply impossible to anticipate many of the situations that will 

arise and to “program” employees to respond to them. Employees trained in purposeful 

chaos are appropriate for unpredictable “environments”. 2.7-1 
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LIMITATIONS AND SCOPE FOR 

FUTURE RESEARCH 
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7.1 LIMITATIONS 

“During “the data collection many people decided not to participate in the study. Since it 

is a comparative study in select organizations covering three industries data was to be 

collected from various organizations, which include geographic constraint. Study is only 

concentrated on industries in Delhi/NCR area. Further, as convenient survey approach 

was adopted most of the survey respondents were middle & junior level managers as 

they were more easily approachable. Although in our opinion will not have a significant 

impact on the results of the study as the need for psychological empowerment is most 

felt at middle levels”.” 
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“Micromanaging is a management style in which a supervisor closely observes or 

controls the work of an employee. In contrast to giving general instructions on smaller 

tasks while supervising larger concerns, the micromanager monitors and assesses every 

step.This behavior adversely affects supervisor–employee communication, creativity, 

productivity, problem-solving, flexibility, trust, feedback, openness, and company” “  
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“Future “research can also be carried out across different cultures to study influence of it 

on empowerment. Empowerment is contextual. It is a social construct nested in how an 

individual integrates perceptions of personal control, a proactive approach to life and an 

understanding of the socio-political environment. Hence, empowerment can be viewed 

differently across cultures and thus the success of empowerment as a managerial 

practice depends on an appropriate understanding of the culturally based assumptions, 

values and beliefs held by those who are being managed (Hofstede Model of culture” 

dimensions).
” 

“Future research can be carried on how empowerment is experienced between different 

genders. Do males feel more empowered as compared to females or is it at same level” 

 

 

 

 


