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Purpose: Both psychological empowerment and job stress have been the subjects of great concern, studied mainly in developed 
countries. In emerging economies, few studies have contributed to the knowledge of the relationship between these two constructs. 
This study analyzed the relationship between the dimensions of psychological empowerment and job stress in tenured professors from 
public higher education institutions in Ecuador during 2019, providing insights for achieving better results regarding the productivity 
and well-being of teachers. This research seeks to bridge the knowledge gap concerning psychological empowerment and job stress 
within an academic context in an emerging economy.
Methods: In this quantitative study, a confirmatory model was proposed. Correlation analysis was used to investigate whether 
psychological empowerment dimensions are related to job stress. Data were collected from a sample of 200 tenured professors 
working at public universities located in Zone 3 of Ecuador in 2019. The instrument applied for psychological empowerment was 
proposed by Spreitzer, composed of four dimensions—meaning, competence, impact, and autonomy. For job stress, the Occupational 
Stress Inventory-Revised (OSI-R) instrument applied was proposed and revised by Osipow.
Results: Through structural equation modeling with partial least squares, it was possible to demonstrate that psychological 
empowerment reduces levels of job stress only when it is perceived that there is autonomy, fewer limitations, and more freedom. 
No evidence was identified that other components of psychological empowerment, such as meaning, competence, and impact, are 
related to job stress.
Conclusion: The results indicated that the model used to explain the relationship between these variables had weak predictive power. 
Furthermore, only one research hypothesis is accepted. Finally, these findings are corroborated and explained by the different 
perspectives presented by various authors.
Keywords: psychological empowerment, job stress, autonomy, freedom, professors, emerging economies

Introduction
Changing organizational dynamics and new competitive demands have led to alternations in organizational structures and 
functions.3 These changes have negatively affected various work aspects, such as job stress. As mentioned by Pitt et al,4 stress 
is a normal, necessary, and unavoidable result of being alive and can be defined as physical, mental, or emotional tension. 
Additionally, it is a condition or feeling experienced when an individual perceives that the demands of environmental stimuli 
exceed their personal and social resources, which interferes with their ability to perform their functions normally.4,5

Many concepts and theories have been addressed to reduce stress levels in the organization, such as psychological 
empowerment, which is commonly defined as an intrinsic motivation mechanism influencing employees’ behavior and job 
performance.1,6,7 This concept has attracted the attention of academics and managers as high levels of empowerment are 
positively associated with low stress levels and increased workplace satisfaction.8,9 Thus, both job stress and psychological 
empowerment have become topics of significant interest to organizations. For instance, Boudrias et al10 and Joshi et al,11 in their 
study conducted with workers exposed to stress, indicated that psychological empowerment could be considered a protective 
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factor against burnout, which is conceptualized as a syndrome resulting from long-term chronic stress. Furthermore, according to 
Spreitzer and Mishra,12 psychological empowerment improves the ability to cope with a stressful job.

With some exceptions,13–16 most research published in high-impact journals has focused on psychological empowerment 
and stress studies in the health sector.6,17–23 Hence, it is required to conduct more empirical studies using these two variables in 
other fields of knowledge, such as education.15,24 Studying job stress is becoming relevant in the academic environment of the 
public sector. As noted by Kang and Sidhu,25 higher education institutions are commonly called “stress factories”.

Thus, teaching, especially at the university level, has been identified as one of the most stressful jobs because faculty 
members improve the quality of teaching with reduced or no support, leading to a drastic increase in anxiety, burnout, 
deterioration of mental health, and stress levels.26 Additionally, Afzal et al27 identified that university teachers face 
a higher stress level than administrative staff because of insufficient resources, bad management practices, work 
overload, low recognition, and job insecurity, among other factors.

Despite the progress in academic literature related to stress assessments, there is still a pronounced debate on the 
relationship between psychological empowerment and job stress. According to Conner and Douglas,28 when employees 
have high autonomy in their job (related to the self-determination factor of psychological empowerment), they may 
experience a lack of direction and excessive responsibility, increasing their stress levels. Conversely, employees with 
high levels of meaning (the first component of psychological empowerment) tend to generate a stronger bond with their 
work and are highly involved.29

It is imperative to continue analyzing whether the job stress faced by university teachers could be reduced through 
psychological empowerment, a relationship that, to the authors’ knowledge, has been poorly addressed in previous studies 
within the university context, mainly in developing countries. In this context, an overall research question guiding this study is 
raised: What is the relationship between psychological empowerment and job stress among university teachers?

Hence, further studies on the empowerment of teachers from geographic regions with cultural heterogeneity, 
contrasting academic workplaces, and varied economic growth are required.3,30–32 These new studies may help bridge 
the knowledge gap regarding the relationship between psychological empowerment and job stress in higher education 
institutions, particularly in developing countries, such as Ecuador.

In this academic context, Ecuadorean higher education institutions have undergone long- evaluation and accreditation 
processes to set standards for a future quality assurance system.33,34 Thus, various profound legal reforms, redesigns, and 
advanced methodologies for evaluating higher education quality have been successfully implemented over the past 
decade. These reforms are supported by the 2008 Constitution and the 2010 Organic Law of Higher Education.35,36

Despite the most rapidly improved education quality, integrating new policies into the Ecuadorean educational system 
has caused teachers to adopt new demanding roles and additional workloads that may lead to higher stress levels.37 Thus, 
increasing stress levels may negatively affect their productivity, quality and amount of services offered, work perfor
mance, and relationships among teachers, students and colleagues, as previously described for other educational levels in 
countries undergoing similar educational policies and organizational changes.38–42

In addition, at least in public educational institutions, due to their limited resources, no attempts have been made to 
support studies to reduce stress levels through planned coping strategies, ie, psychological empowerment. These 
strategies frequently help teachers to face all persistent educational challenges, changes, and uncertainties.43,44

Therefore, considering that previous studies findings show several contradictions regarding psychological empowerment 
and job stress, which has created a significant knowledge gap,6,28,45 as well as no previous studies have been conducted in 
Ecuador concerning those two variables; the present study aims to validate the conceptual framework proposed by Spreitzer1 

on psychological empowerment and its relationship with job stress in public university teachers of Ecuador. This research will 
provide valuable insights into how psychological empowerment could become a personal resource to reduce job stress levels 
caused by the accelerated changes in higher education institutions, particularly public universities.

Furthermore, the study of this particular population linked to teaching activities is crucial to understanding how the 
increased work pressure-related stress in the academic environment affects university teachers’ emotional and psycho
logical health.46 Finally, the potential outcomes from the study may help develop effective strategies and initiatives that 
significantly decrease stress levels in educational environments, consequently improving employees’ well-being and 
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lifestyle. In addition, these initiatives may help avoid subsequent conflicts, ie, work-family, occurring when employees’ 
productivity and job performance have been compromised due to increased stress levels.44,47,48

Literature Review and Hypotheses
Psychological Empowerment
Rappaport49 mentioned that empowerment expresses a belief of power in people who determine their destiny and are part 
of their community. While Conger and Kanungo,50 based on Bandura’s theory,51,52 defined empowerment as an enabling 
process that increases feelings of self-efficacy among members of an organization. Additionally, these authors indicated 
that empowerment is a type of intrinsic motivation, which is consistent with the studies of Thomas and Velthouse,53 who 
conceptualized empowerment as the increase in intrinsic task motivation.

Empowerment has two interpretations: first, in the psychological sense of personal influence and control, and second, 
concerning social influence, political power, and legal rights.49 Maynard et al54 mentioned that empowerment has two concep
tions: structural and psychological. Individual empowerment is considered psychological and organizational as structural.55

Based on this, the concept of psychological empowerment originated in the late 90s was defined as an internal 
motivating factor that reflects the active role of employees in the organization, which stimulates the behavior and 
performance of individuals. Due to the great relevance of this subject, researchers and managers have oriented their 
studies on this field.56,57 Thus, based on the theoretical model of empowerment proposed by Thomas and Velthouse,53 

Spreitzer1 developed and validated the empowerment construct, referencing the four dimensions proposed by these 
authors regarding the evaluation of task performance (impact, competence, meaning, and self-determination). Then, these 
dimensions were used to measure psychological empowerment and determine employee orientation to their role at work.

Consequently, psychological empowerment is a concept that incorporates different degrees of an individual’s 
perception, as follows. The first was meaning—“the sense of purpose or personal connection with their work goal” or 
the perception of correspondence between their work’s objective and expectations.1 Second, competence or self-efficacy 
relates to the employee’s perception of their abilities and capacities to execute their work effectively. Additionally, 
competence refers to confidence in their abilities to execute their work. Third, self-determination refers to the freedom to 
develop their work and make decisions or have the opportunity to initiate or regulate actions. Finally, impact refers to the 
ability to positively and significantly contribute to the organization through their work—the extent to which a person 
could influence an organization’s strategic, administrative, or operational results.1 Based on this, psychological empow
erment refers to the psychological experience of empowerment.17

Furthermore, empowerment includes giving employees high autonomy by sharing relevant information and giving 
them control over factors that affect job performance.58 Empowerment is a strategic process based on the relationship 
between the organization and the employees by increasing trust, responsibility, authority, and commitment to providing 
better customer service.59 For Fan et al,6 psychological empowerment is a cultural, social, or psychological fact whereby 
people have control, satisfy their needs, and make their own decisions.

Job Stress
Currently, managing job stress is a topic of significant interest within organizations. Semerci60 defined job stress as all 
work-related difficulties that create a physical and psychological response. Known as the disease of the century, this has 
been considered in recent decades as the second most frequent health problem related to work, affecting 28% of 
employees in European Union countries.61 According to Jamal,62 despite the efforts made by organizations to combat 
stress, job stress will continue to be an important concern in the work world because of insufficient knowledge of its 
causes in various situations. Florea and Florea61 mentioned that job stress affects not only employees but also the 
organization and national economies, forcing them to allocate more financial resources.

In the academic environment, Yildirim42 stated that working under stress and tension damages the quality and quantity 
of services offered by teachers, which can affect their students and colleagues. This is confirmed by Greenberg et al63 who 
identified that teachers with more stress are less likely to create a conducive environment within the classroom. Stress in 
teachers not only affects the well-being and health of teachers but also causes job dissatisfaction, burnout, poor 
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performance, and lack of commitment. Increased stress in the workplace not only threatens the individual but is also 
detrimental to the organization.64

Cabanach65 classified stressors into intrinsic factors related to the job, interpersonal relationships, professional 
progress, and the organization and work environment. For Pearlin,66 one of the chronic stressors was role overload, 
which indicates that the demand exceeds the person’s capacity. Currently, several instruments help determine job stress 
because of the significant interest in studying this complicated phenomenon, with strong influence and prevalence in 
different places. Some instruments evaluate organizational elements and factors regarding the task, some measure the 
resources and capacities of employees, and others incorporate both aspects.67

Psychological Empowerment and Job Stress
In various areas, some studies have revealed that mediating effects of psychological empowerment help reduce work- 
related stress and burnout, enhance commitment, and decrease turnover and absenteeism rates among staff.13,20,22,68–70

However, other studies show a direct and strong negative relationship between work stress and some psychological 
empowerment dimensions. For instance, the meaning and self-determination toward their job may be compromised when 
employees experience high job stress levels, as discussed by other researchers.13,45,68,71,72

Although the findings of previous studies clearly explaining the role of psychological empowerment, the literature 
review indicates contradictions in studies on the relationship between psychological empowerment and job stress. 
Spreitzer et al29 in their study of the dimensions of psychological empowerment and its relationship with job satisfaction 
and psychophysiological results of job stress demonstrated that stress at work was negatively related to meaning and 
competence (dimensions of psychological empowerment). However, self-determination and impact (dimensions of 
psychological empowerment) were positively related to job stress.

Contrary to the studies of Spreitzer et al,29 Siegall and Gardner73 did not identify any relationship among the 
competence dimension, job satisfaction, and stress. Additionally, Holdsworth and Cartwright74 indicated that 
psychological empowerment is not related to any mental or physical health dimension. Based on this, Orgambídez- 
Ramos et al3 stated that further research is necessary regarding the differential impact between job stress and 
psychological empowerment on employee satisfaction. Özbas and Tel,75 in their study conducted with nurses, 
indicated that psychological empowerment made it possible to reduce burnout scores (a type of stress); however, 
the authors concluded that it is necessary to validate the findings in another population and through a longitudinal 
study.

Research Hypotheses
Despite contradictory results in the relationship between psychological empowerment and job stress, recent studies in 
other professional settings support the negative and significant relationship between both variables, indicating that high 
levels of psychological empowerment decrease the effects of job stress.45,70,76–78 Thereby, given the impact of psycho
logical empowerment in various professions, it can be assumed that all psychological empowerment dimensions may also 
function as mechanisms to reduce work stress in higher education institutions. Thus, the following research hypotheses 
were proposed to analyze the relationship between these variables, considering each of the dimensions of psychological 
empowerment:

H1: The meaning of work has a negative and significant relationship with job stress.

H2: The competence to do the job has a negative and significant relationship with job stress.

H3: Self-determination at work has a negative and significant relationship with job stress.

H4: The impact of work has a negative and significant relationship with job stress.
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Materials and Methods
Sample and Data Collection
This study was conducted at five Ecuadorean public universities between August and mid-December 2019, corresponding to 
the first period of the academic year. These universities were selected based on these conditions: a) public institutions having 
the largest number of tenured academics, and b) institutions located in a similar geographical area, for this case, the central 
zone of Ecuador (Zone 3). Thus, through respective academic departments of all universities involved, 1012 tenured 
professors were invited to participate in a face-to-face survey, attending at specific times and days proposed by researchers. 
Thus, all participants were recruited randomly based on their availability to partake in the survey.

In total, 200 self-administered paper-and-pencil questionnaires were distributed among all teachers accepting to 
continue with the survey. Data were collected until a sample of 200 tenured professors was attained. As a result, 200 
questionnaires with valid responses were collected, leading to an effective response rate of 100%. Furthermore, all 200 
valid questionnaires were used for a structural equation modeling analysis that requires a sample size of a minimum of 
200 or more observations, as discussed by Jackson.79

The maximum number of 200 questionnaires used in this survey was strictly linked to the instrument publisher’s 
permission. Thus, for this research study, reproduction of up to 200 copies of the Spanish OSI-R was allowed under 
special permission from the Publisher-Psychological Assessment Resources, Inc., 16,204 North Florida Avenue, Lutz, 
Florida 33,549, from the Occupational Stress Inventory-Revised by Samuel H. Osipow, Ph.D., Copyright, 1981, 1983, 
1987, 1998 by Psychological Assessment Resources, Inc.2,80 Further reproduction was prohibited without permission 
from PAR, Inc., which specified that no extra copies of the instrument could be made. Therefore, in accordance with the 
licensing agreement, a copy of the instrument cannot be provided with this article.

Informed consent, explaining study objectives and other relevant information, was provided to all participants prior to 
answering self-administered paper-and-pencil questionnaires. Furthermore, through this informed consent, researchers 
emphasized to respondents that all information collected is confidential and anonymous, and they also had the right to 
refuse to answer any particular question.

Although the indicated questionnaires are the most widely used instruments in previous studies because of their 
acceptable level of reliability.81 In this study, each of these was subjected to reliability tests and convergent and divergent 
validity; the last two were subjected to confirmatory factor analysis.

Method
The study had a quantitative approach with deductive logic because it started from widely accepted theories applied in 
a particular context. A cross-sectional design was also applied as the collection of primary information was conducted at 
a specific period in 2019.

Furthermore, a model subject to confirmatory factor analysis was proposed. The research design was descriptive with 
a correlational technique to investigate whether psychological empowerment dimensions are related to job stress. 
Therefore, once the surveys were conducted, the data obtained were tabulated and analyzed using structural equation 
models with partial least squares (PLS-SEM) using the SmartPLS software. This technique works efficiently with small 
sample sizes and complex models. Furthermore, it does not make assumptions about the distribution of the data.82 Thus, 
it was possible to check the validity of the measurement models corresponding to each construct proposed and identify 
the relationship between the variables—meaning, competence, self-determination, and impact—corresponding to psy
chological empowerment, and the dependent variable job stress.

Using the software mentioned above, the model was built based on the hypotheses proposed, as shown in Figure 1. 
Subsequently, data were entered, and corresponding analyses of the obtained results were carried out, as detailed in the 
following sections.

Instrumentation
Psychological empowerment was evaluated using the instrument proposed by Spreitzer,1 who created a multidimensional 
questionnaire with subscales based on three criteria: (a) one-dimensional, (b) common application format to facilitate 
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administration (a seven-point Likert scale), and (c) focused on personal experience rather than the description of the 
environment. Based on the aforementioned, Spreitzer1 designed an instrument composed of four dimensions: meaning, 
competence, self-determination, and impact; each dimension is composed of three items.67 All measures are shown in 
Table 1.

To measure job stress, a revised version of the instrument called the revised edition of the OSI-R occupational stress 
inventory proposed by Oispow2 was used, which comprises three dimensions: occupational stressors, psychological 
stress, and coping resources. A total number of 140 items were evaluated using a five-point Likert scale.

Six subscales measured the domain of occupational stressors called the Occupational Roles Questionnaire (ORQ). 
These scales were as follows: (a) occupational overload (OR), which evaluated the degree to which occupational 
demands exceeded resources (personal and workplace) and the extent to which a person could accomplish tasks at 
work; (b) role insufficiency (RI), which measured the level to which a person’s training, education, skills, and 
experience were aligned to the demands of the job; (c) role ambiguity (RA), which assessed the extent to which 
job prospects and assessment elements, in the workplace, were understood by employees; (d) role boundaries (RB), 
which evaluated the extent to which a person experienced role demands and conflicting loyalties in their work 
environment; (e) role responsibility (R) to study the level at which an individual had or thought they had 
a considerable responsibility for the performance or well-being of another worker; and (f) physical environment 
(PE), which assessed the level at which an employee was subject to higher levels of environmental toxicity or extreme 
physical situations.

Figure 1 Structural model. 
Abbreviations: ORQ, occupational roles questionnaire; PSQ, personal stress questionnaire; PRQ, personal resources questionnaire.
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The domain of psychological stress was measured through a Personal Stress Questionnaire (PSQ), which consisted of 
four subscales. They were as follows: (a) vocational stress (VS), which assessed the level at which a person had problems 
with the effectiveness of their work and measured the attitudes directed towards work; (b) psychological stress (PSY), which 
evaluated the degree to which a person perceived psychological and/or emotional problems; (c) interpersonal stress (IS), 
which assessed the level at which a person experienced a disruption in interpersonal relationships; and (d) physical stress 
(PHS), which assessed the level at which a person complained regarding physical illnesses or poor self-care practices.

The Personal Resources Questionnaire (PRQ) was used to evaluate the coping resources, which comprised four 
subscales: (a) recreation (RE), which evaluated the level at which a person was satisfied and relaxed in frequent 
recreational activities; (b) self-care (SC), which assessed the level at which a person normally performed personal 
activities that minimize or calm chronic stress; (c) social support (SS), which assessed the level at which a person felt 
support and help from their peers; and (d) radiation/cognitive coping (CR), which assessed the level at which a person 
had and used cognitive skills to cope with job stress.67

Results
Characterization of the Participants
Of the 200 valid surveys, 60% were male, and 40% were female. Most were in the age range of 40–49 years (36%), 
followed by age ranges of 30–39 years (29.5%) and 50–59 years (23.5%). Regarding the knowledge area, 25.5% reported 
that their areas were engineering, industries, and construction, 24.5% from administration, 23% from education, and 21% 
from sciences. To a lesser extent, the agriculture, veterinary medicine, and services areas were reported.

Table 1 Spreitzer’s Psychological Empowerment Scale

Statement Punctuation

Meaning

1. I am confident about my ability to do my job 1 2 3 4 5 6 7

2. My work activities are personally valuable 1 2 3 4 5 6 7

3. I have significant autonomy to determine how I do my job 1 2 3 4 5 6 7

Competence

4. My impact on what happens in my department is large 1 2 3 4 5 6 7

5. My job activities are personally significant to me 1 2 3 4 5 6 7

6. I have a great deal of control over what happens in my department 1 2 3 4 5 6 7

Self-determination

7. I can decide by myself how to go about doing my work 1 2 3 4 5 6 7

8. I have a significant possibility for independence and freedom in how I do my job 1 2 3 4 5 6 7

9. I have mastered the necessary skills to do my job 1 2 3 4 5 6 7

Impact

10. The work I do is meaningful to me 1 2 3 4 5 6 7

11. I have significant influence over what happens in my department. 1 2 3 4 5 6 7

12. I am self-assured about my capabilities to perform my work activities 1 2 3 4 5 6 7

Note: Listed below, there are several self-orientations that people may have regarding their jobs. Using the following scale, please indicate the extent where you agree or 
disagree with each one describes your self-orientation. 1= Very strongly disagree, 2= Strongly disagree, 3=Disagree, 4= Neutral, 5= Agree, 6= Strongly agree, 7= Very 
strongly Agree.
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Confirmatory Factor Analysis of the Measurement Model and Reliability Analysis
The composite reliability index was calculated to determine the reliability of the scales. This index reflects the relation
ship between explained variance and total variance.83 Table 2 shows the values obtained for each construct. In all cases, 
the composite reliability index obtained was higher than 0.70; therefore, they could be considered reliable scales.

Convergent and Discriminant Validity
A model presents convergent validity when the standardized estimated coefficients are more than or equal to 0.50, 
although the ideal is that they are more than 0.70.84 Table 3 shows the values obtained, and as indicated, most of the 
standardized parameters are more than 0.50, which allows us to conclude that the convergent validity criterion is met. 
Furthermore, for the cases where the standardized parameters were less than 0.70, the composite reliability index was 
more than 0.70. Therefore, it can be concluded that the scales are reliable.

The value of the average variance extracted (AVE) is further indicated, which allows the evaluation of the convergent 
value. An AVE value of 0.50 or more indicates that, on average, the construct explains more than half of the variance of 
its indicators, fulfilling the convergent validity criterion.

Once the convergent validity of the model was verified, the discriminant validity of the measurement model was 
analyzed; the procedure proposed by Hair et al84 was used. These authors established that the estimate of the AVE for 
two factors must be more than the square of the correlation between the two factors. The results presented in Table 4 
corroborate that the estimated AVE value of each construct is more than the square of the correlation between each pair 
of latent variables. Therefore, the discriminant validity criterion of the model is met.

Structural Model
This model was built by specifying the job stress variable as a second-order model, while the psychological empower
ment model is specified as a first-order model, depending on the hypotheses raised. Figure 1 shows the structural model 
tested, which was developed using the SmartPLS software.

According to Hair et al82 the structural model must be evaluated according to the following criteria: (a) analysis of 
collinearity in the set of predictor variables through the variance inflation factor (VIF), whose value must be more than 
0.20 and less than 5; otherwise, consider eliminating constructs or merging predictor variables; (b) use bootstrapping to 
evaluate the significance of the regression coefficients, where the recommended minimum number of bootstrap samples 
is 5000; and (c) the R2 value is analyzed. Therefore, PLS-SEM aims to maximize the R2 values of the endogenous latent 
variables in the path model. While the exact interpretation of the R2 value depends on the particular model and research 
discipline, in general, R2 values of 0.75, 0.50, or 0.25 for the endogenous construct can be described as substantial, 
moderate, and weak, respectively.

Based on this, the results shown in Table 5 indicate that the VIF values are within the recommended limits. Therefore, 
it is concluded that the collinearity between the predictor constructs is not a critical issue in the structural model and can 
be continued with the analysis. Conversely, the R2 value obtained was 0.036, which is less than the recommended 

Table 2 Reliability of the Scales of Each Latent Variable

Construct Composite Reliability Index Number of Items

Psychological empowerment
Meaning 0.96 3

Competence 0.95 3

Self-determination 0.94 3
Impact 0.74 3

Job stress 0.73 14
Roles occupations 0.70 6

Personal stress 0.78 4

Personal resources 0.70 4
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minimum of 0.25. Thus, it is concluded that the model fails to predict the variability of the dependent variable explained 
by the independent variable.

Hypotheses Testing
To verify the proposed hypotheses, a bootstrapping algorithm with a minimum number of samples (5000) was used. 
These criteria were established by Hair et al82 to evaluate the significance of the regressions obtained between the latent 
variables. Table 6 shows the results obtained.

Table 3 Convergent Validity of Subconstructs and Items

Subconstructs and Items Standardised Parameter AVE

Psychological empowerment
Meaning 0.902

Meaning 3 0.951

Meaning 2 0.961
Meaning 1 0.931

Competence 0.874

Competence 3 0.943

Competence 2 0.968
Competence 1 0.943

Self-determination 0.847
Self-determination 3 0.910

Self-determination 2 0.931

Self-determination 1 0.920

Impact 0.520

Impact 3 0.544
Impact 2 0.528

Impact 1 0.992

Job stress 0.591

Occupational roles 0.574

PE 0.763
R 0.533

RB 0.581

RA 0.599
RI 0.508

OR 0.546

Personal stress 0.570

PHS 0.760

IS 0.60
PSY 0.739

VS 0.636

Personal resources 0.552

RC 0.430

SC 0.610
SS 0.514

RE 0.824

Abbreviations: PE, physical environment; R, role responsibility; RB, role boundaries; RA, role ambiguity; RI, role 
insufficiency; OR, occupational overload; PHS, physical stress; IS, interpersonal stress; PSY, psychological stress; VS, 
vocational stress; RC, radiation/cognitive coping; SC, self-care; SS, social support; RE, recreation.
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The findings indicate that the regression estimate between meaning and job stress is negative and not significant 
(−0.072; p-value > 0.05), as well as the estimate between competence and job stress (−0.070; p-value > 0.05), which 
leads to the rejection of H1 and H2. Conversely, the regression estimate between self-determination and job stress is 
negative and significant (−0.124; p-value < 0.05), allowing us to accept H3, while the estimate between impact and job 
stress is positive and not significant (0.055; p-value > 0.05), leading to the rejection of H4.

Discussion
Psychological empowerment is defined as a form of intrinsic motivation that is manifested through four cognitive factors: 
(a) meaning (value of work), (b) competence (individual belief in the ability to perform their work), (c) self- 
determination (the ability to make decisions regarding the organization), and (d) impact (influence of their work on 
the results of the organization).1 In this research, the relationship between psychological empowerment and job stress was 
analyzed using structural equation models in a sample of tenured professors from public higher education institutions.

The results allowed us to accept only H3, as the relationship between self-determination has a negative and significant 
relationship with job stress. These findings partially corroborate the results found by Permarupan et al22 in Malaysia, 
indicating that psychological empowerment has a negative and significant influence on burnout, which is conceptualized 
as a mental state developed in a work environment with continuous stress due to job demands. Similarly, other studies 
conducted in different work settings in China and India corroborate that psychological empowerment has a significant 
negative relationship with work burnout and perceived stress.45,68

Table 5 VIF Values of the Exogenous and 
Endogenous Variables

Exogenous Variables VIF

Impact 2.206
Competence 2.922

Self-determination 1.515

Meaning 2.516

Abbreviation: VIF, variance inflation factor.

Table 6 Regression Parameters of the Structural Model

Relationships Between Latent Variables Regression Coefficient p-value

Job stress <— Meaning −0.072 0.500

Job stress <— Competence −0.070 0.670
Job stress <— Self-determination −0.124 0.033

Job stress <— Impact 0.055 0.622

Table 4 Discriminant Validity Analysis

Exogenous Variables Job Stress Meaning Competence Self-Determination Impact

Job stress
Meaning 0.153

Competence 0.433 0.656

Self-determination 0.164 0.505 0.487
Impact 0.105 0.619 0.698 0.540

AVE 0.591 0.902 0.874 0.847 0.520

Abbreviation: AVE, average variance extract.
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On the other hand, the findings of the present study contradict studies such as the one developed by Spreitzer et al,29 

who demonstrated that stress at work was negatively related to meaning and competence. Thus, individuals possessing 
these two characteristics and the necessary skills can avoid job stress in organizations. Moreover, these authors also 
demonstrated that self-determination and impact have a positive relationship with job stress, which also contradicts the 
results of this research, as the relationship between impact and job stress is positive but not significant.

The results partially contradict the findings of Mostafa,8 who identified that psychological empowerment is associated 
with reduced stress levels. Likewise, Edwards and Cooper85 stated that when employees have high levels of correspon
dence with their jobs, their psychological well-being improves. This correspondence is related to the “meaning” 
dimension of psychological empowerment. Additionally, when individuals feel confident in their competence to handle 
a situation (second dimension of psychological empowerment), they will perceive a task as challenging rather than 
threatening or stressful.86 This is contrary to what was identified in this research because the relationship between 
competence and stress was positive and not significant.

Regarding self-determination, Mostafa8 stated that when employees perceive a lack of autonomy, they would feel 
restricted, leading them to experience high levels of stress, which is corroborated by the findings of this investigation. In 
other words, when autonomy, competence and relatedness are met in the workplace, higher levels of commitment, job 
satisfaction, and employee motivation can be observed among organization members.76,77 This partially corroborates the 
findings of Marshall,87 who demonstrated that empowerment does not influence job stress. The contradictions detected in 
the academic literature may be explained by the context in which the research was conducted, as detailed in the next section.

On the other hand, Education is globally recognized as a critical factor for the knowledge economy, and evaluating its 
quality is one of the primary objectives for guaranteeing the sustainable development of society in general.88 Therefore, 
higher education institutions continuously face new challenges in guaranteeing and certifying the quality of the education 
they impart while complying with the standards established by the control institutions.89 In this context, in the last decade 
in Ecuador, several legal reforms, redesigns, and methodologies for evaluating the quality of higher education were 
implemented to improve the education system and guarantee educational quality.90 However, applying new evaluation 
models has brought profound organizational changes and demands for teachers, who had to adopt new roles and adapt 
their capacities to new challenges. These changes have generated an additional burden on their work performance, 
leading to higher stress levels, as observed in other educational levels.68

Furthermore, the research was conducted in public higher education institutions with certain peculiarities, including 
government regulations and restrictions, and a rigid organizational structure.91 This could prevent from implementing 
policies or additional strategies for psychological empowerment to reduce stress levels. These statements could explain 
why the structural model obtained a weak predictive power and may be inadequate in explaining this phenomenon where 
the research was conducted.

This is corroborated by Doss et al92 for whom most university professors in emerging economies experience stress 
because of the organizational structure and the climate. Therefore, interventions focused on improving the work 
environment could effectively reduce the stressors that arise from the organizational structure and the climate of the 
university departments where the professors work. Furthermore, university professors face the challenge of work 
overload because of understaffing. Under the pressure of the work environment, the organization and the activities 
they develop tend to manifest an imbalance between their abilities and demands.93

Implications
To the best authors’ knowledge, this is the first national empirical research providing valuable insights into the specific 
role of psychological empowerment in public institutions, where the prevalence of high stress levels is directly linked to 
drastic changes in organizational structures, policies, and educational practices.43 Thus, this study provides further 
evidence to the limited but growing literature regarding the relationship between psychological empowerment and job 
stress among university professors from a developing country, such as Ecuador.

Worth mentioning that the findings of the present study are not conclusive for all psychological empowerment 
dimensions. Hence, they should not be generalized for other universities or organizations, mainly due to research’s 
limitations, such as target group (only tenured professor), sample size (limited to 200 observations), geographical area 
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(only Zone 3), type of university involved (public institutions), cross-sectional design (specific period in 2019), etc. 
Furthermore, as the research was conducted in Ecuador, a developing country, the findings may differ from those 
conducted in other countries with contrasting cultural, political, and economic development. The latter features are highly 
relevant when comparing outcomes from different geographical regions, as discussed by various authors.45,94

Despite the limitations acknowledged, results from the present study pave the way for further research on similar studied 
variables in other target groups (ie non-academic staff) and different educational settings.13 Thus, future studies will allow 
comparisons between findings from previous studies (ie pre-pandemic conditions) and during the pandemic.44 Consequently, all 
this valuable information may help develop organizational interventions programs and policies focused on identifying the 
underlying factors generating higher tension levels,95 and subsequently implementing supportive workplace practices to enhance 
employee well-being and mental health in educational environments,16,41 particularly through the application of psychological 
empowerment considered as an effective mechanism to reduce job stress and increase optimism and commitment.70

Finally, Gagné et al77 stated that increasing levels of psychological empowerment in the workplace, particularly self- 
determination, requires that autonomy, competence, and relatedness are met.77 However, the findings of present research 
indicate that job stress levels can also be reduced when perceived autonomy is achieved. This suggests that high levels of 
psychological empowerment may be achieved when at least one of the three psychological needs is met, leading to higher 
levels of commitment to organizational activities among motivated and satisfied academic staff, ultimately enhancing 
individual and institutional performance, achievements, and effectiveness.42,76,96,97 These results suggest that more 
attention and research are required from professionals, scholars, and policymakers to address work-related stress issues, 
particularly in professions with high job demands, as those related to the Education sector.

Conclusion
This research aimed to analyze the relationship between the dimensions of psychological empowerment and job stress of 
university professors of public higher education institutions located in an emerging economy, such as Ecuador.

Through structural equation modeling with partial least squares, it was possible to demonstrate that psychological 
empowerment, specifically through self-determination, reduces levels of job stress only when it is perceived that there is 
autonomy, fewer limitations, and more freedom. However, no evidence was identified that other components of 
psychological empowerment, such as meaning, competence, and impact, are related to job stress.

The results indicated that the model used to explain the relationship between these variables had weak predictive 
power. Therefore, only one research hypothesis was accepted. These findings are corroborated and explained by the 
different perspectives presented by various authors.

From an academic context, research findings show that the proposed conceptual model allows analyzing the 
relationship between psychological empowerment and work stress in teaching performance. Thus, these results may 
help directors and policymakers of Ecuadorean public higher education institutions to identify specific aspects generating 
higher tension levels among teachers. Consequently, outcomes provide opportunities to define appropriate and timely 
strategies to deal with the effect of work stress on university teachers, considering the inherent particularities of the 
higher education sector in Ecuador.

Conversely, given that the study was conducted in the public university sector, it is recommended that future research 
expand the study population to private educational institutions to obtain a broader view of the relationship between these 
variables and possibly a better predictive power of the structural model. Finally, future research should apply longitudinal 
research designs to overcome the potential limitations of a cross-sectional approach applied in the present study.

Data Sharing Statement
All relevant data are within the paper. Further data associated with OSI-R required special permission from the Publisher, 
Psychological Assessment Resources Inc.

Ethics Statement
This study was conducted in line with the recommendations of the Ethical Principles of Psychologists and Code of 
Conduct of the American Psychological Association (APA). Both the Quality Control Panel and the Research Committee 

https://doi.org/10.2147/PRBM.S381342                                                                                                                                                                                                                                

DovePress                                                                                                                         

Psychology Research and Behavior Management 2022:15 3308

Jácome and Chión                                                                                                                                                   Dovepress

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://www.dovepress.com
https://www.dovepress.com


from Católica Graduate Business School of Pontificia Universidad Católica del Perú (CENTRUM-PUCP) previously 
reviewed and approved the current research, exempting it from ethical approval as it was a survey-based. Only standard 
procedures and measurement instruments were used, and detailed information on study objectives was given to all 
participants prior to answering the questionnaires. All respondents gave consent in accordance with the Declaration of 
Helsinki principles, and participated in the survey voluntarily and willingly. All participants’ information is confidential 
and anonymous.

Acknowledgments
The authors would like to thank all the survey participants who willingly contributed to this research study.

Author Contributions
All authors made significant contributions to the conception, study design, acquisition of data, analysis, and interpretation 
of data; took part in drafting the article, revising it critically; agreed to submit to the current journal; gave final approval 
of the version to be published; and agree to be accountable for all aspects of the work.

Funding
This work contributes to IJ’s PhD study program at the Pontificia Universidad Católica del Perú, and is funded by 
Universidad Técnica de Cotopaxi – Ecuador. The funder had no role in the study design, data collection and analysis, 
decision to publish, or preparation of the manuscript.

Disclosure
The authors report no conflicts of interest in this work.

References
1. Spreitzer G. Psychological empowerment in the workplace: dimensions, measurement, and validation. Acad Manage J. 1995;38:1442–1465. 

doi:10.2307/256865
2. Osipow S. A manual for the Occupational Stress Inventory Revised Edition (OSI-R) (Professional Manual). Psychol Assessment Resources. 1998.
3. Orgambídez-Ramos A, Moura D, De Almeida H. Estrés de rol y empowerment psicológico como antecedentes de la satisfacción laboral [Role 

stress and psychological empowerment as antecedents of job satisfaction]. Rev Psicol. 2017;35(1):257–278.
4. Pitt A, Oprescu F, Tapia G, Gray M. An exploratory study of students’ weekly stress levels and sources of stress during the semester. Active Learn 

High Educ. 2018;19(1):61–75. doi:10.1177/1469787417731194
5. Lazarus RS, Folkman S. Stress, Appraisal, and Coping. New York: Springer; 1984.
6. Fan Y, Zheng Q, Liu S, Li Q. Construction of a new model of job engagement, psychological empowerment and perceived work environment 

among Chinese registered nurses at four large university hospitals: implications for nurse managers seeking to enhance nursing retention and 
quality of care. J Nurs Manag. 2016;24(5):646–655. doi:10.1111/jonm.12369

7. Kong H, Sun N, Yan Q. New generation, psychological empowerment: can empowerment lead to career competencies and career satisfaction? 
J Contemp Hosp Manag. 2016;28(11):2553–2569. doi:10.1108/IJCHM-05-2014-0222

8. Mostafa A. The mediating role of positive affect on the relationship between psychological empowerment and employee outcomes: a longitudinal 
study. Evidence-based HRM: a Global Forum for Empirical Scholarship. Emerald Group Publishing. 2017;5(3):266–282.

9. Ölcer F. Mediating effect of job satisfaction in the relationship between psychological empowerment and job performance. Theo Appl Econ. 
2015;22(3):111–136.

10. Boudrias J, Morin A, Brodeur M. Role of psychological empowerment in the reduction of burnout in Canadian healthcare workers. Nurs Health 
Sci. 2012;14(1):8–17. doi:10.1111/j.1442-2018.2011.00650.x

11. Joshi G, Sharma G. Burnout: a risk factor amongst mental health professionals during COVID-19. Asian J Psychiatr. 2020;54:102300. doi:10.1016/ 
j.ajp.2020.102300

12. Spreitzer G, Mishra A. To stay or to go: voluntary survivor turnover following an organizational downsizing. J Organ Behav. 2002;23(6):707–729. 
doi:10.1002/job.166

13. Darus A, Azizan FL, Ahmad F. Work Stress, pay satisfaction, psychological empowerment and organisational commitment among academic staff. 
IJMS. 2016;23(1):51–72.

14. Guamán-Guevara M, Guamán-Guevara F, Pardo E, Guamán AR, Jácome I. Efectos colaterales en la salud de los empresarios derivados de la 
pandemia de COVID-19 [Collateral effects on employers’ health derived from the COVID-19 pandemic]. Invest Clin. 2021;62(3):116–128.

15. Meng Q, Sun F. The Impact of psychological empowerment on work engagement among university faculty members in China. Psychol Res Behav 
Manag. 2019;12:983–990. doi:10.2147/PRBM.S215912

16. Slišković A, Seršić D. Work stress among university teachers: gender and position differences. Arh Hig Rada Toksikol. 2011;62(4):299–307. 
doi:10.2478/10004-1254-62-2011-2135

Psychology Research and Behavior Management 2022:15                                                                    https://doi.org/10.2147/PRBM.S381342                                                                                                                                                                                                                       

DovePress                                                                                                                       
3309

Dovepress                                                                                                                                                  Jácome and Chión

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://doi.org/10.2307/256865
https://doi.org/10.1177/1469787417731194
https://doi.org/10.1111/jonm.12369
https://doi.org/10.1108/IJCHM-05-2014-0222
https://doi.org/10.1111/j.1442-2018.2011.00650.x
https://doi.org/10.1016/j.ajp.2020.102300
https://doi.org/10.1016/j.ajp.2020.102300
https://doi.org/10.1002/job.166
https://doi.org/10.2147/PRBM.S215912
https://doi.org/10.2478/10004-1254-62-2011-2135
https://www.dovepress.com
https://www.dovepress.com


17. Cicolini G, Comparcini D, Simonetti V. Workplace empowerment and nurses’ job satisfaction: a systematic literature review. J Nurs Manag. 
2014;22(7):855–871. doi:10.1111/jonm.12028

18. Chung CE, Kowalski S. Job stress, mentoring, psychological empowerment, and job satisfaction among nursing faculty. J Nurs Educ. 2012;51 
(7):381–388. doi:10.3928/01484834-20120509-03

19. Dahinten V, Lee S, MacPhee M. Disentangling the relationships between staff nurses’ workplace empowerment and job satisfaction. J Nurs Manag. 
2016;24(8):1060–1070. doi:10.1111/jonm.12407

20. Gong Y, Wu Y, Huang P, Yan X, Luo Z. Psychological empowerment and work engagement as mediating roles between trait emotional intelligence 
and job satisfaction. Front Psychol. 2020;11(232):1–7. doi:10.3389/fpsyg.2020.00232

21. Laschinger H, Wong C, Cummings G, Grau A. Resonant leadership and workplace empowerment: the value of positive organizational cultures in 
reducing workplace incivility. Nurs Econ. 2014;32(1):5–44.

22. Permarupan PY, Al Mamun A, Samy NK, Saufi RA, Hayat N. Predicting nurses burnout through quality of work life and psychological 
empowerment: a study towards sustainable healthcare services in Malaysia. Sustainability. 2020;12(1):388. doi:10.3390/su12010388

23. Wang S, Liu Y. Impact of professional nursing practice environment and psychological empowerment on nurses’ work engagement: test of 
structural equation modelling. J Nurs Manag. 2015;23(3):287–296. doi:10.1111/jonm.12124

24. Priyadharshany J, Sujatha S. Does structural empowerment impact on job satisfaction via psychological empowerment? A mediation analysis. Sona 
GMR. 2015;10(1):23–42.

25. Kang L, Sidhu H. Identification of stressors at work: a study of university teachers in India. Glob Bus Rev. 2015;16(2):303–320. doi:10.1177/ 
0972150914564421

26. Reddy G, Poornima R. Occupational stress and professional burnout of University teachers in South India. IJEPA. 2012;2(2):109–124.
27. Afzal S, Din M, Qureshi I. Comparing the stress level of teachers at public and private universities in Pakistan. J Educ Res. 2018;21(1):106–121.
28. Conner D, Douglas S. Organizationally-induced work stress: the role of employee bureaucratic orientation. Pers Rev. 2005;34(2):210–224. 

doi:10.1108/00483480510579439
29. Spreitzer G, Kizilos M, Nason S. A dimensional analysis of the relationship between psychological empowerment and effectiveness satisfaction, 

and strain. J Manag. 1997;23(5):679–704.
30. Çekmecelioğlu H, Özbağ G. Linking psychological empowerment, individual creativity and firm innovativeness: a research on Turkish manu

facturing industry. BMD. 2014;3(10):1–13.
31. Namasivayam K, Guchait P, Lei P. The influence of leader empowering behaviors and employee psychological empowerment on customer 

satisfaction. Int J Contemp Hosp Manag. 2014;26(1):69–84. doi:10.1108/IJCHM-11-2012-0218
32. Balyer A, Özcan K, Yildiz A. Teacher empowerment: school administrators’ roles. Eurasian J Educ Res. 2017;17(70):1–18. doi:10.14689/ 

ejer.2017.70.1
33. Castro JC, Tubón EE, Quisimalín HM, Guamán MD. Assessment of Technical Efficiency in Higher Education in Ecuador. Cuad Adm. 2022;38(73): 

e2811716.
34. Van Hoof HB, Estrella M, Eljuri MI, León LT. Ecuador’s higher education system in times of change. J Hisp High Educ. 2013;12(4):345–355. 

doi:10.1177/1538192713495060
35. Ramírez R, Minteguiada A. Transformaciones en la educación superior ecuatoriana: antecedentes y perspectivas futuras como consecuencias de la 

nueva constitución política [Transformations in Ecuadorian higher education: background and future perspectives as consequences of the new 
political constitution]. ESS. 2010;1:129–154.

36. Rubaii N, Bandeira ML. Comparative analysis of higher education quality assurance in Colombia and Ecuador: how is political ideology reflected 
in policy design and discourse? J Comp Policy Anal. 2018;20(2):158–175. doi:10.1080/13876988.2016.1199103

37. Johnson MA. The Transitional Generation: Faculty Sensemaking of Higher Education Reform in Ecuador. [Phd Thesis]. Virginia, USA: The 
College of William and Mary; 2018. doi:10.25774/w4-5wj0-aw37

38. Alvarado L, Bretones F. New working conditions and well-being of elementary teachers in Ecuador. Teach Teach Educ. 2018;69:234–242. 
doi:10.1016/j.tate.2017.10.015

39. Kilinç S, Yener S. The moderating role of psychological empowerment on the relationship between individualism-collectivism perceptions and 
burnout of teachers. Üniv Egit Fak Derg. 2021;50(2):1100–1126.

40. Kwak L, Toropova A, Powell B, et al. A randomized controlled trial in schools aimed at exploring mechanisms of change of a multifaceted 
implementation strategy for promoting mental health at the workplace. Implement Sci. 2022;17:1–17. doi:10.1186/s13012-022-01230-7

41. Wu D. Relationship between job burnout and mental health of teachers under work stress. Rev Argent Clin Psicol. 2020;29(1):310–315. 
doi:10.24205/03276716.2020.41

42. Yildirim G. Examination of the relation between Burnout syndrome and ways of coping with stress in teachers. I-Manager’s j Educ Psychol. 
2017;10(4):12–18.

43. Herman KC, Reinke WM, Eddy CL. Advances in understanding and intervening in teacher stress and coping: the coping-competence- context 
theory. J Sch Psychol. 2020;78:69–74. doi:10.1016/j.jsp.2020.01.00129

44. Hidalgo-Andrade P, Hermosa-Bosano C, Paz C. Teachers’ mental health and self-reported coping strategies during the COVID-19 pandemic in 
Ecuador: a mixed-methods study. Psychol Res Behav Manag. 2021;14:933–944. doi:10.2147/PRBM.S314844

45. Tripathi N, Bharadwaja M. Psychological empowerment and stress: role of personality and power distance. J Indian Bus Res. 2018;11(3):281–298. 
doi:10.1108/JIBR-06-2018-0163

46. Moyniha DP, Pandey SK. Finding workable levers over work motivation: comparing job satisfaction, job involvement, and organizational 
commitment. Adm Soc. 2007;39(7):803–832. doi:10.1177/0095399707305546

47. Obrenovic B, Jianguo D, Khudaykulov A, Khan MAS. Work-family conflict impact on psychological safety and psychological well-being: a job 
performance model. Front Psychol. 2020;11(475):1–18. doi:10.3389/fpsyg.2020.00475

48. Sharma V, Chalotra AK, Bhat DAR. Job stress and work-family conflict: moderating role of mentoring in call center industry. Int J Early Child 
Spec. 2022;14(2):115–122. doi:10.9756/INT-JECSE/V14S2.15

49. Rappaport J. Terms of empowerment/exemplars of prevention: toward a theory for community psychology. Am J Community Psychol. 1987;15 
(2):121–148. doi:10.1007/BF00919275

50. Conger J, Kanungo R. The empowerment process: integrating theory and practice. Acad Manage Rev. 1988;13(3):471–482. doi:10.2307/258093

https://doi.org/10.2147/PRBM.S381342                                                                                                                                                                                                                                

DovePress                                                                                                                         

Psychology Research and Behavior Management 2022:15 3310

Jácome and Chión                                                                                                                                                   Dovepress

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://doi.org/10.1111/jonm.12028
https://doi.org/10.3928/01484834-20120509-03
https://doi.org/10.1111/jonm.12407
https://doi.org/10.3389/fpsyg.2020.00232
https://doi.org/10.3390/su12010388
https://doi.org/10.1111/jonm.12124
https://doi.org/10.1177/0972150914564421
https://doi.org/10.1177/0972150914564421
https://doi.org/10.1108/00483480510579439
https://doi.org/10.1108/IJCHM-11-2012-0218
https://doi.org/10.14689/ejer.2017.70.1
https://doi.org/10.14689/ejer.2017.70.1
https://doi.org/10.1177/1538192713495060
https://doi.org/10.1080/13876988.2016.1199103
https://doi.org/10.25774/w4-5wj0-aw37
https://doi.org/10.1016/j.tate.2017.10.015
https://doi.org/10.1186/s13012-022-01230-7
https://doi.org/10.24205/03276716.2020.41
https://doi.org/10.1016/j.jsp.2020.01.00129
https://doi.org/10.2147/PRBM.S314844
https://doi.org/10.1108/JIBR-06-2018-0163
https://doi.org/10.1177/0095399707305546
https://doi.org/10.3389/fpsyg.2020.00475
https://doi.org/10.9756/INT-JECSE/V14S2.15
https://doi.org/10.1007/BF00919275
https://doi.org/10.2307/258093
https://www.dovepress.com
https://www.dovepress.com


51. Bandura A. Self-efficacy: toward a unifying theory of behavioral change. Psychol Rev. 1977;84:191–215. doi:10.1037/0033-295X.84.2.191
52. Bandura A. Social Foundations of Thought and Action: A Social-Cognitive View. Englewood Cliffs, NJ: Prentice-Hall; 1986.
53. Thomas K, Velthouse B. Cognitive elements of empowerment: an “interpretive” model of intrinsic task motivation. Acad Manage J. 1990;15 

(4):666–681.
54. Maynard M, Gilson L, Mathieu J. Empowerment—fad or fab? A multilevel review of the past two decades of research. J Manag. 2012;38 

(4):1231–1281.
55. Mendoza Sierra M, León-Jariego J, Orgambídez-Ramos A, Borrego-Alés Y. Evidencias de validez de la adaptación española de la organizational 

empowerment scale [Evidence of validity of the Spanish adaptation of the organizational empowerment scale]. Rev Psicol Trab Organ. 2009;25 
(1):17–28. [Spanish]. doi:10.4321/s1576-59622009000100003

56. Kong H, Sun N, Yan Q. New generation, psychological empowerment: can empowerment lead to career competencies and career satisfaction? 
Int J Contemp Hosp Manag. 2016;28(11):2553–2569.

57. Sun X. Psychological empowerment on job performance—Mediating effect of job satisfaction. Psych. 2016;7(4):584–590. doi:10.4236/ 
psych.2016.74060

58. Newstrom J. Comportamiento Humano En El Trabajo [Human Behavior at Work]. 13th ed. México: McGraw-Hill; 2000.
59. Jaffe D, Scott C. Empowerment. México: Oxford University Press; 2007.
60. Semerci A. The effect of social support on job stress of entrepreneurs. Acad Entrep J. 2016;22(1):41–50.
61. Florea R, Florea R. Individual and organizational implications of work-related stress. ETC. 2016;19(1):28–33.
62. Jamal M. Job stress and job performance relationship in challenge-hindrance model of stress: an empirical examination in the Middle East. Pak 

J Comme Soc Sci. 2016;10(3):404–418.
63. Greenberg M, Brown J, Abenavoli R. Teacher Stress and Health Effects on Teachers, Students, and Schools. Edna Bennett Pierce Prevention 

Research Center, Pennsylvania State University; 2016.
64. Masuku S, Muchemwa S. Occupational stress among university lecturers: a case of Zimbabwe. US-China Econ Rev. 2015;5(4):258–266.
65. Cabanach RG. Técnicas de autocontrol de estrés [Stress self-management techniques]. Universidade da Coruña, editor. Comunicación, estrés 

y accidentabilidad (tres factores de actualidad): España; Servizo de Publicacións; 1998. 181–190. Spanish.
66. Pearlin L. The sociological study of stress. J Health Soc Behav. 1989;30:241–256. doi:10.2307/2136956
67. Leibovich N, Schmidt V. El uso de instrumentos psicológicos para la evaluación del estrés ocupacional en nuestro medio [The use of psychological 

instruments for the evaluation of occupational stress in our environment]. Rev Iberoam de Diagnostico y Evaluacion Psicol. 2004;17(1):139–157.
68. Ding J, Xie Z. Psychological empowerment and work burnout among rural teachers: professional identity as a mediator. Soc Behav Pers. 2021;49(6):1–9.
69. Janighorban M, Dadkhahtehrani T, Najimi A, Hafezi S. The correlation between psychological empowerment and job burnout in midwives working 

in the labor ward of hospitals. Iranian J Nursing Midwifery Res. 2020;25:128–133.
70. Xiong X. The role of EFL/ESL teachers’ psychological empowerment and optimism on their job commitment. Front Psychol. 2022;13 

(941361):1–8. doi:10.3389/fpsyg.2022.941361
71. Laschinger HKS, Havens DS. Staff nurse work empowerment and perceived control over nursing practice, work satisfaction and work 

effectiveness. J Nurs Adm. 1996;26:27–35. doi:10.1097/00005110-199609000-00007
72. Laschinger HK, Wong C, MacMahon L, Kaufmann C. Leader behaviour impact on staff nurse empowerment, job tension, and work effectiveness. 

J Nurs Adm. 1999;29(5):28–39. doi:10.1097/00005110-199905000-00005
73. Siegall M, Gardner S. Contextual factors of psychological empowerment. Pers Rev. 2000;29(6):703–722. doi:10.1108/00483480010296474
74. Holdsworth L, Cartwright S. Empowerment, stress and satisfaction: an exploratory study of a call centre. Leadersh Organ Dev J. 2003;24 

(3):131–140. doi:10.1108/01437730310469552
75. Özbas A, Tel H. The effect of a psychological empowerment program based on psychodrama on empowerment perception and burnout levels in 

oncology nurses: psychological empowerment in oncology nurses. Palliat Support Care. 2016;14(4):393–401. doi:10.1017/S1478951515001121
76. Forner VW, Jones M, Berry Y, Eidenfalk J. Motivating workers: how leaders apply self-determination theory in organizations. Organ Manag J. 

2020;18(2):76–94. doi:10.1108/OMJ-03-2020-0891
77. Gagné M, Parker SK, Griffin MA, et al. Understanding and shaping the future of work with self-determination theory. Nat Rev Psychol. 

2022;1:378–392. doi:10.1038/s44159-022-00056-w
78. Safari A, Adelpanah A, Soleimani R, Heidari Aqagoli P, Eidizadeh R, Salehzadeh R. The effect of psychological empowerment on job burnout and 

competitive advantage: the mediating role of organizational commitment and creativity. Manag Res. 2020;18(1):47–71. doi:10.1108/MRJIAM-06- 
2019-0935

79. Jackson D. Revisiting sample size and number of parameter estimates: some support for the N: qhypothesis. Struct Equ Modeling. 2003;10 
(1):128–141. doi:10.1207/S15328007SEM1001_6

80. Osipow H, Spokane A. Organizational Stress Inventory. PAR: Psychological Assessment Resources; 1987.
81. Schmidt V, Leibovich N, González M, Marconi A. Inventario de Estrés Ocupacional (OSI): La Muestra Argentina [Occupational Stress Inventory 

(OSI): The Argentine Sample]. Departamento de Publicaciones, Universidad de Buenos Aires; 2003. Spanish.
82. Hair JF, Hult GTM, Ringle C, Sarstedt M. A Primer on Partial Least Squares Structural Equation Modeling (PLS-SEM). 2nd ed. New York: Sage 

publications; 2016.
83. Kline R. Principles and Practice of Structural Equation Modeling. 4th ed. New York: Guilford publications; 2015.
84. Hair JF, Black WC, Babin BJ, Anderson RE. Multivariate Data Analysis. 7th ed. London: Pearson Education; 2010.
85. Edwards J, Cooper C. The person-environment fit approach to stress: recurring problems and some suggested solutions. J Organ Behav. 1990;11 

(4):293–307. doi:10.1002/job.4030110405
86. Zajacova A, Lynch S, Espenshade T. Self-efficacy, stress, and academic success in college. Res High Educ. 2005;46(6):677–706. doi:10.1007/ 

s11162-004-4139-z
87. Marshall VG. Empowerment and Occupational Stress of International Society for Performance Improvement Members. [Phd Thesis]. Tennessee, 

USA: The University of Tennessee; 2002.
88. Rieckmann M. Education for Sustainable Development Goals: Learning Objectives. UNESCO Publishing; 2017.
89. Ta HTT, Nguyen HTT, Van Pham T. Institutional and Programme Accreditation. In: Nguyen C, Shah M, editors. Quality Assurance in Vietnamese 

Higher Education. Cham: Springer International Publishing; 2019:183–212. doi:10.1007/978-3-030-26859-6_9

Psychology Research and Behavior Management 2022:15                                                                    https://doi.org/10.2147/PRBM.S381342                                                                                                                                                                                                                       

DovePress                                                                                                                       
3311

Dovepress                                                                                                                                                  Jácome and Chión

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://doi.org/10.1037/0033-295X.84.2.191
https://doi.org/10.4321/s1576-59622009000100003
https://doi.org/10.4236/psych.2016.74060
https://doi.org/10.4236/psych.2016.74060
https://doi.org/10.2307/2136956
https://doi.org/10.3389/fpsyg.2022.941361
https://doi.org/10.1097/00005110-199609000-00007
https://doi.org/10.1097/00005110-199905000-00005
https://doi.org/10.1108/00483480010296474
https://doi.org/10.1108/01437730310469552
https://doi.org/10.1017/S1478951515001121
https://doi.org/10.1108/OMJ-03-2020-0891
https://doi.org/10.1038/s44159-022-00056-w
https://doi.org/10.1108/MRJIAM-06-2019-0935
https://doi.org/10.1108/MRJIAM-06-2019-0935
https://doi.org/10.1207/S15328007SEM1001_6
https://doi.org/10.1002/job.4030110405
https://doi.org/10.1007/s11162-004-4139-z
https://doi.org/10.1007/s11162-004-4139-z
https://doi.org/10.1007/978-3-030-26859-6_9
https://www.dovepress.com
https://www.dovepress.com


90. Raza DF. Evaluación y acreditación universitaria en Ecuador [University evaluation and accreditation in Ecuador]. ESAL. 2019;6:14–17. 
doi:10.14482/esal.6.378.766

91. Eldor L, Harpa I. The nature of learning climate in public administration: a cross-sectorial examination of its relationship with employee job 
involvement, proactivity, and creativity. Am Rev Public Adm. 2019;49(4):425–440. doi:10.1177/0275074018804667

92. Doss C, Rachel J, Jarrar M, AbuMadini MS, Sakthivel M. A comparative study to determine the occupational stress level and professional burnout 
in special school teachers working in private and government schools. Glob J Health Sci. 2018;10(3):42–53. doi:10.5539/gjhs.v10n3p42

93. Sawaya R, Tabchoury D, Bonnet M. Riding the roller-coaster of the accreditation process at higher education institutions through employees 
engagement. Theory Practice Socio Eco Management. 2018;3(2):36–52.

94. Hofstede G. Cultural differences in teaching and learning. Int J Intercult Relat. 1986;10(3):301–320. doi:10.1016/0147-1767(86)90015-5
95. Sharma V, Bhat DAR. Financial stress, health and its coping mechanism. Int J Econ Res. 2020;17:1–5.
96. Gautam DK, Ghimire SB. Psychological empowerment of employees for competitive advantages: an empirical study of Nepalese service sector. 

Int J Law Manag. 2017;59(4):466–488. doi:10.1108/IJLMA-03-2016-0035
97. Jafari F, Salari N, Hosseinian-Far A, Abdi A, Ezatizadeh N. Predicting positive organizational behavior based on structural and psychological 

empowerment among nurses. Cost Eff Resour Alloc. 2021;19(38):1–9. doi:10.1186/s12962-021-00289-1

Psychology Research and Behavior Management                                                                               Dovepress 

Publish your work in this journal 
Psychology Research and Behavior Management is an international, peer-reviewed, open access journal focusing on the science of psychology and 
its application in behavior management to develop improved outcomes in the clinical, educational, sports and business arenas. Specific topics 
covered in the journal include: Neuroscience, memory and decision making; Behavior modification and management; Clinical applications; Business 
and sports performance management; Social and developmental studies; Animal studies. The manuscript management system is completely online 
and includes a very quick and fair peer-review system, which is all easy to use. Visit http://www.dovepress.com/testimonials.php to read real quotes 
from published authors.  

Submit your manuscript here: https://www.dovepress.com/psychology-research-and-behavior-management-journal

DovePress                                                                                      Psychology Research and Behavior Management 2022:15 3312

Jácome and Chión                                                                                                                                                   Dovepress

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://doi.org/10.14482/esal.6.378.766
https://doi.org/10.1177/0275074018804667
https://doi.org/10.5539/gjhs.v10n3p42
https://doi.org/10.1016/0147-1767(86)90015-5
https://doi.org/10.1108/IJLMA-03-2016-0035
https://doi.org/10.1186/s12962-021-00289-1
https://www.dovepress.com
http://www.dovepress.com/testimonials.php
https://www.facebook.com/DoveMedicalPress/
https://twitter.com/dovepress
https://www.linkedin.com/company/dove-medical-press
https://www.youtube.com/user/dovepress
https://www.dovepress.com
https://www.dovepress.com

	Introduction
	Literature Review and Hypotheses
	Psychological Empowerment

	Job Stress
	Psychological Empowerment and Job Stress
	Research Hypotheses

	Materials and Methods
	Sample and Data Collection
	Method
	Instrumentation

	Results
	Characterization of the Participants
	Confirmatory Factor Analysis of the Measurement Model and Reliability Analysis
	Convergent and Discriminant Validity
	Structural Model
	Hypotheses Testing

	Discussion
	Implications
	Conclusion
	Data Sharing Statement
	Ethics Statement
	Acknowledgments
	Author Contributions
	Funding
	Disclosure

