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Abstract 

Psychological empowerment is a critical perspective of employee empowerment. It is constituted of four 

dimensions: meaning, competence, self-determination, and impact. This subject was empirically studied in many 

industries. It has been rarely studied in correlation with job satisfaction, especially in hotels. Therefore, the 

purpose of this study is to explore psychological empowerment of Egyptian employees in Saudi hotels and its 

relation to their job satisfaction. The study aimed to investigate the Psychological empowerment dimensions that 

are significantly related to job satisfaction from the perspective of Egyptian employees and other nationalities. 

The study utilized Spreitzer’s (1992) tool to measure psychological empowerment, and the Minnesota 

Satisfaction Questionnaire (MSQ) to measure job satisfaction. The study was part of a project that was 

conducted in three hotels in Saudi Arabia. Out of 900 forms distributed, 528 forms were successfully filled out. 

The study found significant correlation between "Meaning” dimension of psychological empowerment and 

Egyptian employees. The study found that dimensions “Meaning” and “Self-Determination” were highly 

significant to job satisfaction. 
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Introduction 

According to Spreitzer (2008), empowerment has been empirically studied from two different perspectives: 

Structural and psychological. This study focuses on psychological empowerment in the hotel industry and its 

relation to job satisfaction. It is recognized that lack of empowerment leads to job dissatisfaction which 

consequently result in high employee turnover which is costly to organizations (Jones and Gates, 2007; Veterans 

Health Administration, 2002). Therefore, it is significant to empirically study empowerment especially in hotels 

due to the fact that the human element is highly critical to the hospitality industry. Psychological empowerment 

constitutes four main dimensions: Meaning, Competence, Self-Determination, and Impact (Spreitzer, 1992). 

Psychological empowerment was found to be one of the main predictors of job satisfaction (Larrabee et al., 

2003). However, no empirical evidence have highlighted correlations between the four dimensions of 

psychological empowerment with job satisfaction in the hotel industry was found, specifically in the Middle 

East.  

 

This study cross-examines Psychological empowerment’s four dimensions with job satisfaction. The purpose 

is to explore psychological empowerment of Egyptian employees in Saudi hotels and its relation to their job 

satisfaction. The study aims to investigate the Psychological empowerment dimensions that are significantly 

related to job satisfaction from the perspective of Egyptian employees and other nationalities. This study 

investigated Egyptian employees of five-star hotels in Saudi Arabia. The study utilized Spreitzer’s psychological 

empowerment model as theoretical framework. The model is used to measure the four dimensions of 

psychological empowerment of hotels employees. The study also used Minnesota Satisfaction Questionnaire 

(MSQ) to measure job satisfaction. This study is the first empirical study in the Middle East that focuses on the 

correlation between psychological empowerment’s four dimensions with job satisfaction of hotel employees. It 

contributes to the literature and methodology of both psychological empowerment and job satisfaction. This 

research received no specific grant from any funding agency in the public, commercial, or not-for-profit sectors. 

 



LITERATURE REVIEW 

Empowerment is defined as the motivational concept of self-efficacy (Conger and Kanungo, 1988).  The 

significance of empowerment is derived from its impact on several factors that are related to organizational 

success, particularly the human factor. For instance, empowerment has proved to be positively influencing 

employees as it was linked in many studies with increase in employee job satisfaction and reduce in employee 

turnover (Manojlovich and Spence Laschinger, 2002; Cai and Zhou, 2009; Chang et al., 2010) increasing 

performance quality (Donahue et al., 2008; Spence Laschinger, 2008), increasing organizational commitment 

(Manojlovich and Spence Laschinger, 2002; Chang et al., 2010), and employee loyalty (Chang et al., 2010), and 

reducing employees' burnout (Hochwalder, 2007). The significance of empowerment is also derived from the 

impact of its deficiency. In many studies, lack of empowerment was linked to job dissatisfaction, reduced 

organizational commitment, and increased employee turnover (Nedd, 2006; Spence Laschinger and Finegan, 

2005). These impacts were also found to be consistent even through different cultures (Cai and Zhou, 2009). 

 

According to Spreitzer (2008), empowerment has been empirically studied from two different perspectives. 

The first perspective is Structural Empowerment, which is the perceived occurrence or lack of empowering 

conditions in the workplace (Kanter, 1977). The second perspective is Psychological Empowerment, which is 

the psychological perception or attitudes of employees about their work and their organizational roles (Spreitzer, 

1995). Structural empowerment involves allowing the participation in the decision-making process (Conger and 

Kanungo, 1988) through the delegation of responsibility throughout the organizational chain of command 

(Spreitzer, 2008). Service organizations (i.e. hotels) are more dependable on the human factor in delivering their 

services to their consumers. Therefore, it would be reasonable to claim that the effects of psychological 

empowerment in service industries would become more intense than in manufacturing industries.  

 



Both Psychological and structural empowerment were found to have similarities such as the impact on job 

satisfaction and organizational commitment (Kluska et al., 2004; Chang et al., 2010; Oyer, 2011). Some studies 

have demonstrated positive relationships between structural and psychological empowerment in that employees 

who felt they had access to strategic information and perceived support from managers in the organization were 

psychologically empowered (O’Brien, 2011). Studies have also investigated the mediating role of psychological 

empowerment between structural empowerment and work attitudes (Manojlovich and Spence Laschinger, 2002). 

However, it is contended that Psychological empowerment may be the most important contributor of positive 

employee outcomes and may serve as an underlying mediating mechanism for the effects of structural 

empowerment on employee burnout (O’Brien, 2011). In addition, the researcher believes that structural 

empowerment is somehow controlled by the policies and procedures of organizations. Psychological 

empowerment, on the other hand, is controlled by the managers and their subordinates. Hence, it would be 

realistic to focus on psychological empowerment in organizations where the human factor plays the most 

important role in delivering the work. 

 

Comparing both aspects of empowerment, psychological empowerment was found to be the outcome of 

structural empowerment. Psychological empowerment is focused on the personal beliefs that employees have 

about their role in relation to the organization, that enables them to feel a sense of work control (Conger and 

Kanungo, 1988; Menon, 2007; Thomas and Velthouse, 1990; Spreitzer, 1995; Spreitzer, 2008; O’Brien, 2011; 

Oyer, 2011). Those beliefs can differ between various diversities of employees such as gender, age and 

nationality. It is rational to study psychological empowerment in organizations that employ multinational 

workforce with different genders and ages. 

 

 



Psychological empowerment is defined as the perception of the employees' control over their work 

environment and the alignment between their work-related values and beliefs, and the employers' (Spreitzer, 

1995 and O’Brien, 2011). Conger and Kanungo (1988), and Thomas and Velthouse (1990) added that 

Psychological empowerment is just a sense of empowerment that comes to an employee's mind as an outcome of 

his/her engagement in certain processes. The perceptions of the employees' Psychological empowerment are 

derived from their interpretations of the organizational environment. This definition was sustained by (Spreitzer, 

2008) who defined Psychological empowerment as a series of psychological conditions that the employee needs 

to feel a sense of control in relation to his/her work. It is focused on the way employees perceive their work. 

 

Dimensions of Psychological Empowerment 

According to Thomas and Velthouse (1990) Psychological empowerment is theoretically constructed of four 

main dimensions: meaning, competence, self-determination, and impact. The first dimension "Meaning" is about 

the general value of work and its importance to the employee. It reflects the degree of coherence between the 

employee’s values and beliefs, and job requirements (Spreitzer, 1992). The second dimension "Competence" is 

about the employee's ability to implement his/her work tasks (Thomas and Velthouse, 1990). It reflects 

employee's self-confidence to meet/exceed job requirements (Spreitzer, 1992). The first and second dimensions 

were found to be related to job satisfaction (Spreitzer et al., 1997). The third dimension "Self-determination" is 

about the employee's independence at work and the ability to self-rule (Thomas and Velthouse, 1990). It reflects 

degree of personal control over how to do the job (Spreitzer, 1992; Spreitzer, 1995). The fourth dimension 

"Impact" is about the employee's ability to influence outcomes of work (Thomas and Velthouse, 1990).  It 

describes employees' abilities to shape decisions that can influence their immediate work environments, co-

employees and the organization as a whole (Spreitzer, 1992; Spreitzer, 1995).  

 



The third and forth dimensions where found to be related to job effectiveness (Spreitzer et al., 1997; Kluska 

et al., 2004). However, the impact of the four dimensions can differ between employees. It is believed that the 

diversity of workforce in an organization can somehow be correlated with psychological empowerment's 

dimensions. The differences between employees in terms of age, gender, nationality, education, and culture can 

result in differences in the effects of the four dimensions. Psychological empowerment was found to be affecting 

employees in different aspects. Several studies have linked Psychological empowerment to behavioural 

outcomes, such as job satisfaction, work performance, and burnout (Hechanova et al, 2006; Spreitzer, 1995; 

Hochwalder, 2007). It was found that, employees who are psychologically empowered possess personal 

meanings of work that consequently offer them a sense of intrapersonal reward, give them a sense of personal 

identity and integrity that energizes and motivates them to do meet job requirements (O’Brien, 2011). These 

conditions increase employees' job satisfaction, motivation to achieve goals, recognition and commitment to the 

job and the organization (Spreizter, 1992); and reduce burnout (Hochwalder, 2007). Psychological 

empowerment was also found to be related to leadership as Spreitzer et al. (1999) identified a set of leadership 

characteristics (innovation, upward influence, and inspiration) to be related to Psychological empowerment. 

 

In summary, empowerment is a key factor that is linked with organizational success. The literature stated 

that it was empirically studied from two different perspectives: structural and psychological. Psychological 

empowerment is a major contributor of positive employee outcomes at work. It is found to have different 

impacts on the work-related behavioural aspect of employees in terms of job satisfaction, leadership, and 

turnover. The literature also suggested that the four dimensions of psychological empowerment is related to both 

job satisfaction and effectiveness. Whilst intensive studies have been conducted to measure psychological 

empowerment, especially in hospitals, there is very limited range of empirical studies that measure psychological 

empowerment in hotels and correlate it to workforce diversities.  

 



Job satisfaction 

The importance of a job is generated from the notion that it has important effects on overall life satisfaction 

since work is the source of income that helps people meet their needs (Demerouti et al, 2000). Oshagbemi (2000) 

has defined job satisfaction as ‘‘individual’s positive emotional reaction to particular job’’. Job satisfaction 

relates to an attitude towards a job (Chen, C. F., 2006). It is a function of expectations of a certain job; if those 

expectations are fulfilled then satisfaction is accomplished (Bender et al, 2005). Evans (1997) believed that job 

satisfaction in terms of two constituents: job fulfilment and job comfort. Job fulfilment refers to one's assessment 

of how well the job is performed. Job comfort relates to the degree to which one is satisfied with the conditions 

of the job. Although wages were the thought to be the traditional source of job satisfaction (Bender et al, 2005; 

Bender and Heywood 2006; Chen, 2006; Kristensen and Johansson, 2008), some studies have found no 

correlation whatsoever between job satisfaction and wages (Allen 2001; Lalive, 2002; Böckerman and 

Ilmakunnas, 2006). 

 

In terms of the relation with job performance, job satisfaction was found to be correlated significantly (Judge 

et al., 2001) in various aspects. For instance Job satisfaction and job performance were found to be positively 

and significantly related to both willingness and eagerness to share knowledge (De Vries, et al (2006). A lower 

quality of leader-member exchange was associated with lower levels of in-role and innovative job performance, 

and with lower job satisfaction (Janssen and Van Yperen 2004). Individual psychological climate perceptions 

were found to have significant relationships with their job satisfaction, work attitudes, psychological well-being, 

motivation, and performance (Parker et al. 2003). 

 

 



In terms of the relation with diversity management, several correlations have been empirically found. For 

instance, managers are found to be more satisfied than non managers (Pitts, D. 2009). Married employees were 

found to be more satisfied than non-married ones. Healthy employees reported higher job satisfaction than 

unhealthy ones (Bender and Heywood 2006). Some studies found that gender and age were not affecting job 

satisfaction (Cummings et al 2008). However, other studies found the opposite. Men are found to be less 

satisfied than women (Bogler 2002; Bender et al, 2005; Böckerman and Ilmakunnas, 2006; Kristensen and 

Johansson, 2008; Pitts, D. 2009). This result has been explained that females have lower expectations about 

labour market outcomes. Therefore, they are more easily satisfied with their actual experience (Bender et al, 

2005). Other studies have found that this is not the same case between full-time and part-time jobs. Booth and 

Van Ours (2008) found that men have the highest working-hours satisfaction if they work full-time without 

overtime hours. Women, on the other hand, prefer part-time jobs irrespective of whether these are small or large. 

They also found that women without children do not care about their hours of work at all, while women with 

children are significantly happier if they have a job regardless of how many hours it entails. As for the relation 

between job satisfaction and age, it was found that older employees are more satisfied than younger ones 

(Böckerman and Ilmakunnas, 2006; Kristensen and Johansson, 2008). 

 

In terms of the relation with work conditions (such as breaks, environment, job security and workload), poor 

working conditions were found to be negatively affect job satisfaction (Godechot and Gurgand, 2000; 

Manojlovich, 2005; Zangaro and Soeken, 2007; Cummings et al., 2008; Cortese, et al., 2010). Burnout was 

found to be negatively related to job satisfaction (Demerouti et al, 2000; Aiken et al., 2002; Bender et al, 2005; 

Cortese, et al., 2010). Employees were found to be less satisfied when feeling insecure about their jobs (Heaney 

et al., 1994). 

 



Job satisfaction was found to be related to employees' health and job stress. It was found that higher job 

satisfaction reduces stress (Jansen, et al., 1996; Faragher, et al 2005). It was also found that low job satisfaction 

is linked to a range of health issues especially mental/psychological problems (Hoogendoorn et al. 2002; 

Faragher et al., 2005). Job stress is correlated with job dissatisfaction (Jansen, et al., 1996), a significant 

correlation was found with job stress and work environment. When job satisfaction was high, job stress and 

anxiety were found to be low (Newbury-Birch and Kamali, 2001; Fairbrother and Warn, 2003; Nandi et al., 

2004; Sveinsdottir et al., 2006; Zangaro and Soeken, 2007; Klassen and Chiu 2010).  

 

Job satisfaction was found to be related to employee turnover as low job satisfaction increases the 

employee's intention to quit his/her job (Jansen, et al., 1996; Bogler 2002; Tzeng, 2002; Parker et al. 2003; Chen, 

2006; Scott-Ladd et al., 2006; Clark, et al., 2009; Nadiri and Tanova, 2010). Job satisfaction has an indirect 

influence on turnover through its direct influence on formation of intent to leave. Consequently, it has its 

positive impact on organizational citizenship (Nadiri and Tanova, 2010). Increasing employees' job satisfaction 

and commitment to the organization will increase not only the extra-role behavior of the employees through 

organizational citizenship behavior, but will also contribute to the increased competitiveness of hospitality sector 

organizations and lead to better future performance (Nadiri, and Tanova 2010). This was sustained previously by 

Schaufeli, et al (2009) as they found that employees who are less satisfied are more likely to be absent.  

 

Job satisfaction is also found to be related to family conflicts as employees who were having family conflicts 

were found to be less satisfied (Spector et al., 2007; Cortese, et al., 2010). It was found that employees who 

perceived that the organization was less family-supportive experienced more work-family conflict, less job 

satisfaction, less organizational commitment, and greater turnover intentions (Allen 2001). 



Job satisfaction has been linked to employee-related issues such as empowerment, leadership, job 

involvement, feedback, and job fairness. Empowerment, psychological in particular, was found to be the major 

predictor of job satisfaction (Somech and Drach-Zahavy, 2000; Larrabee et al., 2003; Gill, 2008). Job 

satisfaction is also increased by relational leadership (Pronovost et al. 2003, Manojlovich and Laschinger 2007). 

Relational leadership increases job satisfaction (Anseel and Lievens 2007; Cummings et al 2008; Cortese, et al., 

2010). A lower quality of leader-member exchange was associated with lower levels of in-role and innovative 

job performance, and with lower job satisfaction (Janssen and Van Yperen 2004). Job satisfaction and job 

involvement were found to be significantly correlated as they both exert similar interactive influences on 

employees’ absence measures (Wegge et al., 2007). Employees who are being valued, praised and are given 

regular feedback (positive and negative) were found to be high in job satisfaction (Gibbs 2001; Anseel and 

Lievens, 2007; Collins 2008).Workload, lack of autonomy, fairness and work control are all major sources of job 

dissatisfaction (Janssen 2001; Parker et al. 2003; Cummings et al 2008; Nadiri, and Tanova 2010). Other studies 

also found that fairness is a predictor of job satisfaction (Colquitt et al., 2001).  

 

Job satisfaction was found to be significantly correlated with various aspects such as coping strategies of the 

organization (Um and Harrison, 1998), training (Jones, et al., 2009) decision-making (Bogler 2002; Scott-Ladd 

et al., 2006), experience (Nadiri, and Tanova 2010), financial difficulties (Böckerman and Ilmakunnas, 2006), 

quality (Bogler 2002) personality traits such as Neuroticism, Extraversion, and Conscientiousness (Judge et al., 

2002), social interaction at work (Ozyurt et al., 2006; Collins 2008; Gittell et al., 2008). Teamwork and 

supportive climate are important for maintaining job satisfaction (Fairbrother and Warn, 2003). 

 

Based on the above literature, no correlation between the four dimensions of psychological empowerment 

and job satisfaction was previously examined in hotels, especially in the Middle East. Therefore, it is important 

to identify the psychological empowerment’s dimension that is most significant to job satisfaction. 



METHODOLOGY 

 

Methodology is the strategy, plan of action, process, or design lying behind the choice and use of particular 

methods to the desired outcomes (Crotty, 1998). The study aims to investigate the Psychological empowerment 

dimensions that are significantly related to job satisfaction from the perspective of Egyptian employees and other 

nationalities. The study initially cross-examines the four dimensions of psychological empowerment with job 

satisfaction in general. Then the comparison between Egyptians and other nationalities is highlighted.  

 

This study investigated employees of five-star hotels in Saudi Arabia. A Quantitative approach was used in 

this study due to the need to utilize Spreitzer's (1995) instrument for measuring psychological empowerment. It 

is a single 16-item (4 items per dimension) measure of psychological empowerment. The tool is composed of 

four subscales (Table 1): Meaning (PE1, PE2, PE3, PE4), Competence (PE5, PE6, PE7, PE8), Self-determination 

(PE9, PE10, PE11, PE12), and Impact (PE13, PE14, PE15, PE16). Although the previous dimensions were 

represented in the four relevant variable, previous studies used these variables individually to test psychological 

empowerment. This study took the same approach to ensure reliability. The measurement was conducted using a 

5-point Likert scale in which 5 indicated ‘‘strongly agree’’ and 1 indicated ‘‘strongly disagree’’. The researcher 

translated the questionnaire into four other languages in addition to English in order to meet the requirements of 

the majority of workforce in the three hotels: Arabic, Hindi, Urdu, and Bangali. With regards the measurement 

of job satisfaction, several models were previously used such as the job characteristics model (Hackman and 

Oldham 1980), Demand Control Support Model (Johnson and Hall 1988), and Job Demand Control Model 

(Karasek and Theorell, 1990). This study makes use of The Minnesota Satisfaction Questionnaire (MSQ) as a 

tool to measure job satisfaction (Table 2). This tool has been used in several studies (Waxman et al., 1984; 

Grieshaber et al., 1995; Friedman et al., 1999). 

  



Table 1: Psychological empowerment measurement tool (Spreitzer's, 1995) 

Dimension 
VAR Questions 

Psychological empowerment level 

Totally 
disagree 

disagree average Agree Totally 
agree 

Meaning PE1  I am confident about my ability to do my job.      

PE2  The work that I do is important to me      

PE3  I have significant autonomy in determining how I do my job      

PE4  My impact on what happens in my department is large      

Competence PE5  My job activities are personally meaningful to me      

PE6  I have a great deal of control over what happens in my 
department 

     

PE7  I can decide on my own how to go about doing my own work      

PE8  I really care about what I do on my job      

Self-
determination 

PE9  My job is well within the scope of my abilities      

PE10  I have considerable opportunity for freedom in how I do my 
job 

     

PE11  I have mastered the skills necessary for my job      

PE12  My opinion counts in departmental decision-making      

Impact PE13  The work I do is meaningful to me      

PE14  I have significant influence over what happens in my 
department 

     

PE15  I am self-assured about my capabilities to perform my work 
activities 

     

PE16  I have a chance to use personal initiative in carrying out my 
work 

     

 

Table 2: Job satisfaction measurement tool (MSQ) 

VAR. Questions 

Job satisfaction level 

Totally 
disagree 

disagree average Agree Totally 
agree 

JS1 My job keeps me busy all the time.      

JS2 I get the chance to work alone on the job      

JS3 I get the chance to do different things from time to time      

JS4 I get the chance to be somebody in the community      

JS5 I am satisfied with the way my boss handles his subordinates      

JS6 I am satisfied with competence of my supervisor in making decisions      

JS7 My job makes me able to do things that don’t go against my conscience      

JS8 My job provides steady employment      

JS9 My job gives me the chance to do things for other people      

JS10 My job gives me the chance to tell people what to do      

JS11 My job gives me the chance to do something that makes use of my abilities      

JS12 I am satisfied with the way company policies are put into practice      

JS 13 I am satisfied with my salary and the amount of work I do      

JS 14 I get chances for advancement on my job.      

JS 15 My job gives me the freedom to use my own judgment      

JS 16 My job gives me the chance to try my own methods of doing the job      

JS 17 I am satisfied with the working conditions in the hotel      

JS 18 I am satisfied with the way my colleagues get along with each other      

JS 19 I am satisfied with the praise I get for doing a good job      

JS 20 I am satisfied with the feeling of accomplishment I get from the job      

 

 



Data collection 

The study's field work was conducted in three five-star international chained hotels in KSA. The researcher 

believed that international chained hotels were more convenient for the study due to the adherence of rigorous 

companies' policies and standard operating procedures, which may reduce the elements of disorder, 

improvisation and spontaneity among the way work is done. This is believed to be beneficial to serve the 

purpose of the research. Initially, a total of ten five-star international-chained hotels were approached through 

the Human Resources departments requesting accessibility. Only three hotels in three different cities allowed 

accessibility. A total of 900 survey forms were distributed in three major cities in Saudi Arabia: Dammam, 

Jeddah, and Riyadh. After distributing a total of 900 survey forms in three major cities in Saudi Arabia: 

Dammam, Jeddah, and Riyadh; 528 forms were successfully filled out with a response rate of 58.66%.  

 

Research limitations 

There are some methodological limitations that should be taken into account to maintain the quality of 

research with regard to this survey. First, it was not possible to cover a large number of hotels for financial 

reasons. Second, there was no opportunity to check issues relating to respondent bias. Possible issues of power 

bias since employees knew their employers may know their answers although it was strictly stated and 

emphasized that names are not to be written down on survey forms. Third, some languages were unavailable for 

some employees in translation and consequently those employees were obligated to read English forms. Fourth, 

a qualitative approach may seem to be another choice for cross-examining psychological empowerment with job 

satisfaction. However, this was not doable due to the presence of challenges related to accessibility, time, and 

cultural beliefs (with regards to interviewing females). Fifth, the number of Egyptians was relatively limited in 

relation to other nationalities. This was due to nationalities quotas enforced by the government. 

 



Validity and reliability 

In terms of validity, factor analysis test was conducted in the study. Kaiser-Myer-Olkin measure of sampling 

adequacy resulted .174. Bartlett's Test of Sphericity resulted .000 significance. In order to test reliability, a 

Cronbach’s Alpha test was used. The Cronbach's Alpha result was .815; Cronbach’s Alpha based on 

standardized items is .915. 

 

Data analysis 

A computer software package (SPSS 21) was used to analyze data through three tests in the study. First, a 

descriptive test was conducted to yield descriptive results related to gender, age, and nationality. Second, a non-

parametric test (Mann-Whitney) was used to measure Psychological empowerment and job satisfaction of 

Egyptian employees in comparison with other nationalities. Third, a bivariate correlation test was used to 

measure correlation between Psychological empowerment and job satisfaction. 

 

RESULTS AND DISCUSSION 

As explained previously, 528 forms were completed with a response rate of 58.66%. This rate was rationally 

satisfactory due to the fact that the Saudi government was, at the time of the study, rectifying the status of all 

expatriates who were employed in the country. The study aimed to investigate the dimensions of Psychological 

empowerment that are significantly related to job satisfaction from the perspective of Egyptian employees and 

other nationalities. This section highlights the results and discussion in three main aspects: Descriptive results, 

Comparing Egyptians with other nationalities, and Correlations of Psychological Empowerment's dimensions 

and job satisfaction. 

 



Descriptive results 

In terms of gender, 75% of the respondents were males (n=396) and 25% were females (n= 132). Majority of 

female employees were Saudi (96%). In terms of age groups, 27.4% were aged 18-29; 59.2% were aged 30-39; 

13.4% were aged 40-49. In terms of nationality, 9 different nationalities were found in the whole sample (n= 

528). The Indians represented 38.6% (n= 204), Saudis 18.2% (n= 96), Bengalis 11.9% (n= 63), Filipinos 10.7% 

(n= 57), Ethiopians 5.11% (n= 27), Egyptians 4.5% (n= 24), Moroccans 4.1% (n= 22), Nepalese 2.6% (n= 14), 

Sudanese 2.2% (n= 12), Tunisians 1.7% (n= 9). It is worth noting that according to Saudi Labour Act, the hiring 

of expatriates is subject to a particular quota for every nationality. This is considered part of the saudiazation 

strategy that all employers must adhere to in order to get licensed. As for the variables that constitute the 

instrument, the median of variables PE1 and PE8 was "Strongly agree"; whereas the median of the rest of 

variables was "Agree". 

 

In terms of Job satisfaction, all variables were found significant except JS11 “My job gives me the chance to 

do something that makes use of my abilities” (p = 0.085) and JS16 “My job gives me the chance to try my own 

methods of doing the job” (p = 0.017). Females were generally more satisfied than males. Females’ highest 

scores (>90% agree/strongly agree) were on JS4 “I get the chance to be somebody in the community”, JS5 “I am 

satisfied with the way my boss handles his subordinates”, JS6 “I am satisfied with competence of my supervisor 

in making decisions”, and JS7 “My job makes me able to do things that don’t go against my conscience”. On the 

other hand, females’ lowest scores (<50% agree/strongly agree) were on JS1 “My job keeps me busy all the time” 

and JS13 “I am satisfied with my salary and the amount of work I do”. As for males, their highest scores (>90% 

agree/strongly agree) were only in JS9 “My job gives me the chance to do things for other people”. Their lowest 

scores (<50% agree/strongly agree) were in JS13 “I am satisfied with my salary and the amount of work I do”. 

These findings agree with studies that found similar results (Bogler 2002; Bender et al, 2005; Böckerman and 

Ilmakunnas, 2006; Kristensen and Johansson, 2008; Pitts, D. 2009).  



The findings show that females (mostly Saudis) have lower expectations about work. Therefore, they are 

more easily satisfied (Bender et al, 2005). The findings also show that both wages and promotion chances are 

issues that negatively affect job satisfaction in the workplace. This falls in agreement with some studies (Bender 

et al, 2005; Bender and Heywood 2006; Chen, 2006; Kristensen and Johansson, 2008), and in disagreement with 

other studies (Allen 2001; Lalive, 2002; Böckerman and Ilmakunnas, 2006). The study also found that job 

satisfaction is significantly correlated with empowerment, leadership, job involvement, feedback, and job 

fairness. These findings were in agreement with other studies (Somech and Drach-Zahavy, 2000; Colquitt et al., 

2001; Gibbs 2001; Janssen 2001; Larrabee et al., 2003; Parker et al. 2003; Pronovost et al. 2003; Janssen and 

Van Yperen 2004; Manojlovich and Laschinger 2007; Anseel and Lievens 2007; Collins 2008; Cummings et al 

2008; Gill, 2008; Cortese, et al., 2010; Nadiri, and Tanova 2010;) 

 

Comparing Egyptians with other nationalities 

In terms of psychological empowerment, Egyptians revealed significantly higher mean rank than other 

nationalities in 4 psychological empowerment variables. These variables were PE1 "I am confident about my 

ability to do my job" (Egyptians’ mean rank =384.5, p < 0.0005), PE2 "The work that I do is important to me" 

(Egyptians’ mean rank =420.5, p < 0.0005), PE11 "I have mastered the skills necessary for my job" (Egyptians’ 

mean rank =402.5, p < 0.0005), and PE13 "The work I do is meaningful to me" (Egyptians’ mean rank =420.5, 

p < 0.0005). Egyptians were also not significantly different from other nationalities in other psychological 

empowerment variables (p = 0.2 to 0.8). These results indicate that dimension "Meaning", is highly significant to 

the Egyptian employees compared to other nationalities as two variables of the Dimension were found 

significant to the Egyptian employees.  

 



Dimension "Meaning" is about the general value of work and its importance to the employee. It reflects the 

degree of coherence between the employee’s values and beliefs, and job requirements (Spreitzer, 1992). These 

findings indicate that the value of work is a highly critical factor of psychological empowerment of the Egyptian 

employees. Results also show that Dimensions "Self-Determination" and "Impact" were found less significant to 

the Egyptian employees compared to other nationalities, since one variable of each of dimension was found to be 

significant to the Egyptian employees. Dimension "Self-determination" is about the employee's independence 

(Thomas and Velthouse, 1990) and the degree of controlling his/her own work (Spreitzer, 1992; Spreitzer, 

1995). Dimension "Impact" is about the employee's ability to influence decisions that can affect work 

environments, co-employees and the organization as a whole (Thomas and Velthouse, 1990; Spreitzer, 1992; 

Spreitzer, 1995). These findings indicate that freedom at work and involvement in the decision-making process 

are important factors that can drive psychological empowerment of the Egyptian employees.  

 

Dimension "Competence" was found insignificant to the Egyptian employees compared to other nationalities 

as none of its variables were found significant to the Egyptian employees. Dimension "Competence" is about the 

employee's ability to implement his/her assigned job tasks (Thomas and Velthouse, 1990); it reflects employee's 

self-confidence to meet/exceed job requirements (Spreitzer, 1992). These findings denote that Egyptian 

employees may not feel psychologically empowered even if they feel capable of fulfilling their job requirements. 

According to Spreitzer et al. (1997), the first and second dimensions were found to be related to job satisfaction; 

whereas according to Spreitzer et al. (1997) and Kluska et al. (2004), the third and forth dimensions where found 

to be related to job effectiveness. The study findings sustained the previous claims as they indicated that the 

psychological empowerment of the Egyptian employees is equally related to both job satisfaction and job 

effectiveness. The findings show that variables PE1 and PE2 are key drivers of job satisfaction; while variable 

PE11 and PE13 are key drivers of job effectiveness for the Egyptian employees. 



In terms of Job satisfaction, Egyptians revealed significantly higher mean rank than other nationalities in 16 

out of 20 variables. These variables were JS1 “My job keeps me busy all the time” (Mean Rank for Egyptians = 

462.5, p < 0.0005). JS3 “I get the chance to do different things from time to time” (Mean Rank for Egyptians = 

381.5, p < 0.0005). JS4 “I get the chance to be somebody in the community” (Mean Rank for Egyptians = 468.5, 

p < 0.0005). JS5 “I am satisfied with the way my boss handles his subordinates” (Mean Rank for Egyptians = 

339.5, p < 0.0005). JS6 “I am satisfied with competence of my supervisor in making decisions” (Mean Rank for 

Egyptians = 363.5, p < 0.0005). JS7 “My job makes me able to do things that don’t go against my conscience” 

(Mean Rank for Egyptians = 369.5, p < 0.0005). JS8 “My job provides steady employment” (Mean Rank for 

Egyptians = 375.5, p < 0.0005). JS9 “My job gives me the chance to do things for other people” (Mean Rank for 

Egyptians = 456.5, p < 0.0005). JS11 “My job gives me the chance to do something that makes use of my 

abilities” (Mean Rank for Egyptians = 468.5, p < 0.0005). JS12 “I am satisfied with the way company policies 

are put into practice” (Mean Rank for Egyptians = 330.5, p < 0.0005). JS14 “I get chances for advancement on 

my job” (Mean Rank for Egyptians = 435.5, p < 0.0005). JS15 “My job gives me the freedom to use my own 

judgment” (Mean Rank for Egyptians = 330.5, p < 0.0005). JS16 “My job gives me the chance to try my own 

methods of doing the job” (Mean Rank for Egyptians = 402.5, p < 0.0005). JS17 “I am satisfied with the working 

conditions in the hotel” (Mean Rank for Egyptians = 324.5, p < 0.0005). JS18 “I am satisfied with the way my 

colleagues get along with each other” (Mean Rank for Egyptians = 357.5, p < 0.0005). JS19 “I am satisfied with 

the praise I get for doing a good job” (Mean Rank for Egyptians = 300.5, p < 0.0005). These findings indicate 

that job satisfaction is highly significant to the Egyptians than other nationalities working in KSA hotels. 

 

Correlations of Psychological Empowerment's dimensions and job satisfaction 

Significant correlations were found between psychological empowerment dimensions and job satisfaction. 

Dimension “Meaning” had 8 correlations with job satisfaction. JS1 (My job keeps me busy all the time), JS3 (I 

get the chance to do different things from time to time), JS6 (I am satisfied with competence of my supervisor in 



making decisions), JS10 (My job gives me the chance to tell people what to do), JS11 (My job gives me the 

chance to do something that makes use of my abilities), JS17 (I am satisfied with the working conditions in the 

hotel), JS18 (I am satisfied with the way my colleagues get along with each other), JS20 (I am satisfied with the 

feeling of accomplishment I get from the job). According to Spreitzer (1992), "Meaning" is about the general 

value of work and its importance to the employee. It reflects the degree of coherence between the employee’s 

values and beliefs, and job requirements. These findings indicate that this it is important for the employee to 

accept the values and beliefs of his/her work to be satisfied. 

 

Dimension “Competence” had 5 correlations with job satisfaction. JS1 (My job keeps me busy all the time), 

JS7 (My job makes me able to do things that don’t go against my conscience), JS8 (My job provides steady 

employment), JS10 (My job gives me the chance to tell people what to do), JS16 (My job gives me the chance to 

try my own methods of doing the job). This dimension "Competence" is about the employee's ability to 

implement his/her work tasks (Thomas and Velthouse, 1990). It reflects employee's self-confidence to 

meet/exceed job requirements (Spreitzer, 1992). These findings show that job satisfaction is moderately 

correlated with providing the employee with the confidence needed to achieve work requirements.  

 

Dimension “Self-determination” had 7 correlations with job satisfaction. JS3 (I get the chance to do different 

things from time to time), JS8 (My job provides steady employment), JS10 (My job gives me the chance to tell 

people what to do), JS11 (My job gives me the chance to do something that makes use of my abilities), JS16 (My 

job gives me the chance to try my own methods of doing the job), JS18 (I am satisfied with the way my 

colleagues get along with each other), JS20 (I am satisfied with the feeling of accomplishment I get from the 

job).  



This dimension "Self-determination" is about the employee's independence at work and the ability to self-

rule (Thomas and Velthouse, 1990). It reflects degree of personal control over how to do the job (Spreitzer, 

1992; Spreitzer, 1995). These findings indicated that it is vital for the employee to be given some space of 

freedom to have control of his/her work outcomes to be highly satisfied in the job. 

 

With regards to fourth Psychological empowerment dimension “Impact” 5 correlations were found. JS4 (I 

get the chance to be somebody in the community), JS10 (My job gives me the chance to tell people what to do), 

JS11 (My job gives me the chance to do something that makes use of my abilities), JS18 (I am satisfied with the 

way my colleagues get along with each other), JS20 (I am satisfied with the feeling of accomplishment I get from 

the job). This dimension "Impact" is about the employee's ability to influence outcomes of work (Thomas and 

Velthouse, 1990).  It describes employees' abilities to shape decisions that can influence their immediate work 

environments, co-employees and the organization as a whole (Spreitzer, 1992; Spreitzer, 1995). These findings 

show that job satisfaction is moderately correlated with the employee’s ability to participate in the decision-

making process in order to influence work outcomes.  

 

RECOMMENDATIONS AND CONCLUSION 

This study aimed to cross-examine the four dimensions of psychological empowerment with job satisfaction 

in international chained hotels in KSA, with an emphasis on Egyptian employees. The study utilized Spreitzer’s 

psychological empowerment model to measure the four dimensions of psychological empowerment of hotel 

employees. The study also used Minnesota Satisfaction Questionnaire (MSQ) to measure job satisfaction of 

hotel employees.  

 



The study findings indicated that only dimension "Meaning" is found to be highly significant to the Egyptian 

employees compared to other nationalities. Egyptian employees were found to be highly satisfied than other 

nationalities. This indicates that dimension “Meaning” is significantly correlated with job satisfaction from the 

perspective of Egyptian employees. In general, dimensions “Meaning” and “Self-Determination” were found to 

be highly significant to job satisfaction, regardless of the nationality. The study found that the majority of job 

satisfaction variables were significant to sampled hotels employees. Females are more satisfied than males; 

wages and promotion chances were found to be negatively affecting job satisfaction. The study also found that 

job satisfaction is significantly correlated with empowerment, leadership, job involvement, feedback, and job 

fairness. The study found significant correlation between certain dimensions of psychological empowerment and 

Egyptian employees. The findings indicate that psychological empowerment is an important issue that is 

underrated in the Middle East. Human resources management in the hotel industry need to be responsive to the 

psychological empowerment needs of employees particularly expatriates to be able to increase job satisfaction, 

which will eventually affect the employee turnover positively. The study also found that the majority of job 

satisfaction variables were significant to Egyptians more than to other nationalities. The study found that in order 

for the employees to be satisfied in their jobs, it is important for them to accept the values and beliefs of their 

work; they also need to be given some space of freedom to have control of work outcomes. 

 

This study had several limitations. The study was only conducted in KSA hotels. Prior to field study, the 

country’s government was in the process of visa reformation actions. Many expatriates were obligated to leave 

the country following this reformation process. Saudiazation was one of the key factors that limited the study’s 

sampling. Therefore, further research may be conducted in other GCC countries where localization acts are less 

severe. Further research can also focus on the relation between structural empowerment and job satisfaction. 

This study’s findings showed that expatriates’ perspectives towards psychological empowerment and job 

satisfaction is totally different from the perspectives of natives. Further research may focus on the psychological 

differences between both and the impact this may have on job performance, work outcomes, and turnover. 
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