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Abstract: This study aims to identify the influence of psychological empowerment dimensions (i.e., meaning, impact, competence, and self-

determination) on employee performance. The current research also intends to explore whether the educational level of employees affects the 

relationship between psychology empowerment and their performance in hotels. This study uses exploratory analysis questionnaire developed from 

previous studies. Sample (n = 200) was selected from employees in four- and five-star hotels in the Dead Sea tourism area. Results indicate that 

meaning and self-determination have an impact on the performance of employees, whereas impact and competence have no effect on their 

performance. In addition, education level significantly moderates the relationship between impact and employee performance but did not modify the 

relationship among meaning, competence, and self-determination. This study believes that focus should be provided to considerably empower hotel 

employees to achieve the hotel goals. Lastly, the current research enriches the knowledge base of specialized departments and researchers specializing 

in the performance of employees in service organizations and hotels in Jordan. 
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INTRODUCTION 
Organizations currently face successive circumstances and rapid changes in the light of internal and external influences, the  most 

important of which are the technological developments and globalization of operations and markets (Tetik, 2016). Apart from increasing the 
aspirations and expectations of employees, the needs and expectations of customers have increased the competition among organizations. 
These challenges are considered constant in testing the abilities of senior management to adapt to these conditions and situations, thereby 
requiring a search for new methods to cope with these developments (Yukl and Becker, 2006).  The face of these challenges takes many 
forms, the most important of which are attention to human resources and creation of an appropriate working environment for individuals, 
which is considered one of the main factors in the labor-intensive organizations (Bhatnagar, 2005).  

 Organizations are aware that employees are their most important financial sources (Hanaysha and Tahir, 2016; Al Najdawi, 2020). No 
one can deny that the hotel sector needs an extensive human element and to constantly provide jobs for employees of numerous departments 
within hotels (Patah et al.,  2009; Mohammad et al., 2014). The success of a hotel depends on the manner that customers are served because 
employees’ behavior and performance substantially affects the former’s perception of the service provided (Kara et al., 2013;  Al Najdawi et 
al., 2017). The management and development of human resources is the cornerstone of the majority of hotel organizations; hence, this sector 
aims to strengthen organizational capabilities by attracting and accrediting the necessary competencies capable of keeping abreast of current 
and future challenges and ensuring their continuity in the market (Kassawnh et al., 2019; Jawabreh et al., 2020). Therefore, human resources 
can be defined as the optimal use of the human element available and expected in organizations (Abazeed, 2010). Hotel organizations seek to 

adopt the foundations and strategies that facilitate the maximization of every individual working within hotels. These elements include  
employment, training, evaluation, and other aspects related to the human element (Durrah et al., 2014). 

The importance of empowering employees from the relatively new interests of management scientists is a result of the development of 
new concepts of work and performance, as well as the adoption of advanced standards to evaluate successes and failures. These  standards 
adopt quality and perfection, and strive to achieve excellence within the hotel establishment (Jaradat et al., 2013). Empowerment is achieved 
by meeting hotel objectives through the involvement of its employees. Moreover, hotel organizations need the information, knowledge, skill, 
and expertise of employees to achieve their goals (Jaradat et al., 2013). Evidently, an administrative environment should be created to shift 
from a traditional hierarchical style to one that is consistent with changes that ensure employee empowerment and solidify citizenship, 
belongingness, and allegiance (Shelton, 2002). Employee empowerment should also be used as a competitive tool to allow them to 

immediately make the right decision without permanent reference to higher departments. Accordingly, this notion can help employees utilize 
their creativity, reduce expenses, and create efficient and cost-effective mechanisms (Al-douri, 2018). Hence, empowerment is an 
administrative technique to enable working individuals become solely responsible for their good job performance.  

The psychological empowerment of working individuals is a relatively recent subject, and complements previous studies on management 
science and management of human resources in organizations, particularly in service organizations (e.g., hotels). However, many studies on 
empowerment and related issues have failed to address the link between psychological empowerment and employee performance in Jordan’s 
hotel sector. In addition, psychological empowerment is one of the indicators of effective hotel employee performance because of its role in 
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the success of hotels and improvement of employee performance efficiency, as well as in incentives, training, and internal marketing.  The 
current study is based on a vital issue of hotels, particularly in terms of providing distinguished services to customers. This research is also 
related to the improvement and development of human resources and the hotel sector’s role as important and largest provider of employment 
opportunities in Jordan. In light of the tourism development, hotels should constantly improve their performance through employee 
performance to ensure their sustainability in the tourism market and achieve their profitability goals. Psychological empowerment and its 
procedures and components are important tools for improving employee performance and achieving the hotel objectives. Psychological 
empowerment is also an indicator of the importance of individuals as a key element in successfully providing hotel services (Ibrahim, 2020). 

Only a few studies have been conducted on the impact of psychological empowerment in achieving and developing employee performance. 
Field studies on the impact of psychological empowerment on Jordanian hotel employees are also lacking.  

The purpose of current study is to examine the effects of psychological empowerment elements (i.e., meaning, impact, competence, and 
self-determination) on employee performance in the hotel sector. Moreover, this research intends to evaluate the moderating effect s of 
educational level on the relationship between psychological empowerment elements and employee performance. This study aims to achi eve 
the following key objectives: 

 To measure the relationship between the elements of psychological empowerment (i.e., meaning, impact, competence, self-

determination) and performance of employees in four- and five-star hotels in the Dead Sea tourist destination; 

 To explore whether the education level of these employees affects the relationship between psychological empowerment and their 

performance; 

 To develop a set of recommendations to enhance the psychological empowerment of hotel employees, this will positively reflect  their 

performance. 
 

LITERATURE REVIEW   

Psychological Empowerment 
Empowerment has been discussed in many human and administrative fields (Saif and Saleh, 2013), and human resource strategies to 

achieve the best from staff (Sandhya and Sulphey, 2020). The idea of empowering involves senior management delegating authority and 
decision-making to the organization’s employees (Durrah et al., 2014; Ibrahim, 2020). Conger and Kanungo (1988) defined employee 
empowerment “as a process of enhancing feelings of self-efficacy among organizational members.” In recent decades, empowerment has 
been studied and discussed through two main approaches. The organizational approach focuses on the delegation of powers and granting of 
authority from the higher administrative levels to the lower levels. Psychological empowerment is another approach that focuses on the 
mental state of working individuals. Psychological empowerment reflects individuals’ attitudes toward their functions in the work place. 
Both approaches play an important role in the development of theory of empowerment (Conger and Kanungo, 1988; Thomas and Velthouse, 
1990; Spreitzer, 1995; Cunningham et al., 1996; Erstad, 1997; Field, 1997; Appelbaum et al., 1999; Eylon and Bamberger, 2000; Chang and 

Liu, 2008; Khan et al., 2020). Psychological empowerment is particularly important for organizations because of its potential for positive 
workplace outcomes, which serve as the general goals of organizations (Tetik, 2016). Studies have also focused on employee satisfaction and 
its relationship to employee performance (Sun, 2016). Many studies have defined psychosocial empowerment and its components and 
provided precise description this concept and its related procedures and elements. Bandura (1986) believed that empowerment is a self-
sustaining construct. Conger and Kanungo (1988) defined psychological empowerment as an internal motivation that reflects individuals’ 
awareness of their actions and roles, which revolve around meaning, ability, autonomy, and influence. Spreitzer (1995) defined 
psychological empowerment as a set of motivational cognitions shaped by the work environment and reflects individuals’ active orientation 
to their respective work roles. Thus, the researchers conclude that the concept of psychological empowerment is a condition of individuals’ 

sense of importance within the work environment, which is positively reflected on their performance. 
The psychological empowerment of individuals is one of the most appropriate topics and fields in the hospitality industry, and 

provides positive results to employee performance and customer service management processes (McGrath, 2007). Psychological 
empowerment is also suitable for high-value, highly interactive individuals and clients, such as hotels (Bowen and Lawler, 1995; 
Cacioppe, 1998). Moreover, psychological empowerment in the hospitality industry is considered a management gesture to involve 
employees in decision-making, authority, and responsibilities during interaction with customers, thereby providing impetus to focus on 
this field (Klidas, 2002). The importance of employee empowerment has been highlighted to improve the competitive advantage of hotels 
and the quality of their services (Hubrecht and Teare, 1993; Lashley and McGoldrick, 1994; Ponton, 2011). Moreover, individuals often 

need to feel that they are capable of doing their jobs positively and that they are effective in the work environment (Fineman, 2009; Khan 
et al., 2020). This notion is reflected in the commitment and professionalism in providing services to clients (Barbee and Bott, 1991; Van 
Oudtshoorn and Thomas, 1995). Psychological empowerment is also important in producing positive behavioral outcomes in the work 
environment. Individuals with a high sense of self-confidence are able to handle customer requests, effectively solve current problems, 
provide an ideal service (Lashley, 1996; Khan et al., 2011; Tetik, 2016), and manifest willingness to find the best ways and alternatives 
to perform their work (Tetik, 2016; Pathak and Srivastava, 2020). It also encourages individuals to create an environment for self-
development goals in the work environment (Al-douri, 2018). Chebat and Collias (2000) believed that empowerment stimulates 
individuals’ desire to change their behavior toward clients to achieve individual and organization goals. Psychological empowerment 
contributes to increased individual effectiveness and customer satisfaction, there by resulting in satisfaction and deepened commitment 

and loyalty to organizations (Chow et al., 2006). Empowered individuals are fully prepared and responsible in the workplace, and their 
response to the needs of clients is immediate and professional (Barbee and Bott, 1991). Evidently, psychological empowerment in hotel 
organizations is a basic requirement to motivate employees to perform their duties in the desired manner. Accordingly, the re sults of such 
a performance are positively reflected on the employees themselves, clients, and the organization.  

 
Meaning: Meaningful is “a sense of purpose or personal connection to one’s work goals” (Spreitzer, 1995; Ibrahim, 2020). The staff 

supposes that their occupation or job has value (Saif and Saleh, 2013). This notion means that employees believe that their respective 
personalities are worthwhile (Ambad and Bahron, 2012), and related to their focus and effort in the workplace (Thomas and Velthouse, 

1990). Wang and Lee (2009) explained that the meaning appears clearly when compatibility exists between the staff and their workplace 
and the value of goals and tasks (Thomas and Velthouse, 1990). Moreover, connection to work will be strong and positive and loyalty to 
hotels will be enhanced when individuals recognize a comfortable work environment, amiable teamwork, and competitive salary and 
incentives (Zhu et al., 2012). Al-douri (2018) believed that the meaning is related to task performance and its value to the staff. Many 
studies have demonstrated the strong relationship between meaning (as a component of psychological empowerment) and employee 
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performance (Spreitzer, 1995). Hackman and Oldham (1976) explained that meaning has a positive and powerful effect on performing 
tasks in the work environment. 

 Finally, this study indicated that the meaning is a sense of the importance of employees’ tasks and duties as an integral component of the 
services provided to customers. 

 
Impact: Impact is related to the ability of individuals to make a difference in their organization, achieve work goals, such as high 

performance (Saif and Saleh, 2013), improve organization strategy and management operations, and produce positive outcomes (Ashforth, 

1989; Spreitzer, 1995) stated that employee can influence the organizational system where they belong. Moreover, impact relates to the 
degree of individuals’ belief that their behavior can achieve organization goals (Zhang and Barto, 2010) and create a positive work 
environment (Bester et al., 2015). The presence of this dimension would make individuals be diligent in performing their tasks, thereby 
reflecting positively in the organization (Choong et al., 2011; Safari et al., 2020). Impact also refers to employees’ strength of personality in 
the work environment (Johnson, 2009) and the use of their abilities and skills to meet the challenges of the professional and organizati onal 
working environment (Saif and Saleh, 2013). Furthermore, individuals recognize the importance of influencing the work, duties, and 
responsibilities required to achieve performance requirements, thereby preparing them to consistently improve their performance (Choong et 
al., 2011). Bedarkar and Pandita (2014) emphasized that the impact of individuals refers to the power to make decisions and to use skills, 

knowledge, and self-confidence. These factors contribute to the provision of appropriate solutions and suggestions for the achievement of the 
objectives shared by senior management and employees (Spreitzer, 1995). Ashforth (1990), Ambad and Bahroon (2012), and Li et al. (2014) 
determined the importance of impact on employee performance. Evidently, impact has an effect in the employees’ knowledge, skills, and 
overall work performance. Accordingly, impact can be maximized to provide employees with an improved work environment. 

 
Competence: Competence is known as the perception of individual ability to implement tasks and duties professionally based on 

knowledge, experiences, and skills (Jaradat et al., 2013; Turnipseed and VandeWaa, 2020), as well as the capability to efficiently perform 
task (Zhang and Barto, 2010). Al-douri (2018) and Johnson (2009) explained that competence is the ability to face challenges in the internal 

and external environment by creating an environment conducive for thinking, creativity, and training employees in decision-making, 
initiative, and innovation (Spreitzer, 1995; Ibrahim, 2020). Thomas and Velthouse (1990) stated that competence is the individual confidence 

and ability to competently engage in activities within the workplace. Bandura (1977) believed that self-efficacy is derived from competence. 
The sense of efficiency can be enhanced through effective supervision, which is determined by feedback on performance and creative 
motivation of employees (Spreitzer, 1995). In addition, efficiency plays an important role in the motivation and positive continuation of 
performance through mental effort during work and achieving goals with high efficiency (Zimmerman, 2000). Competence also enhances the 
sense of efficiency in dealing with difficult tasks and individuals’ belief in their ability to succeed in the tasks entrusted to them (Yakin and 
Erdil, 2012). However, low-skilled employees tend to avoid confronting their fears and developing their abilities (Choong et al., 2011). 
Moreover, individuals who lack confidence in their skills and ability will not feel empowered by their supervisors (Yakin and  Erdil, 2012). 
Several studies have confirmed that competence is crucial in developing and improving the performance of individual organizations 

(Bandura, 1986; Ahearne et al., 2005). 
 
Self-determination: Self-determination relates to individual belief in control and independence in performing tasks (Zhang and Barto, 

2010; Khan et al., 2020). Hrbackova and Sunchankova (2016) defined self-determination as opportunities for employees to express ideas and 
suggestions and to feel successful through the powers and responsibilities given to them by senior management. Autonomy in the workplace 
indicates the ability of individuals to overcome problems at all levels and tasks related to the work place and performance (Gözükara and 
Şimşek, 2015). Autonomy also presents the choice of modality to implement the workplace duties (Choong et al., 2015). Moreover, when 
individuals feel that they have relative freedom and independence in performing their tasks and duties, they will make corr ect decisions and 

accomplish tasks in a professional manner (Hossein et al., 2012; Saif and Saleh, 2013). Self-esteem is shown when individuals have certain 
control over what they do and when they can express their opinion on performing their duties professionally. That is, people will not consider 
to be under their bosses and are doing merely what they want (Ibrahim, 2020). They will not feel empowered because of the lack of 
autonomy and freedom (Choong et al., 2011; Al-douri, 2018).  

Several studies have shown the importance of self-determination and its impact on performance. These studies have agreed that self-
determination and a sense of independence at work lead to individuals’ self-confidence and reflect on their behavior when performing their 
tasks and duties (Miller and Mong, 1986; Stajkovic and Luthane, 1998; Liden et al., 2000; Ambad and Bahroon, 2012). 

 

Performance 

Employee performance is defined as activities and tasks that are effectively and efficiently performed by individuals (Saleem et al., 
2018). Moreover, employee behavior is linked to the goals of the organization (Campbell, 1993), and deemed by operational and financial 
performance (Sarwar and Muhammad, 2020). Performance is an important indicator of how tasks and duties are performed and the problems 
faced by individuals in the work environment (Rothmann and Coetzer, 2003). Chow et al., (2006) determined that empowerment contributes 
to supporting the performance of employees in food supply companies. 

Bartram and Casimir (2007) confirmed that the performance of staff, which is associated with supervisors, has an impact on the granting 
of psychosocial empowerment. Tuuli and Rowlinson (2009) determined a direct and positive impact on employee performance. Koberg et 
al., (1999) indicated that psychological empowerment affects the productivity and effectiveness of employees at work. Mir and Rainayee 

(2015) noted that psychological empowerment directly and indirectly affects employee performance through job satisfaction Zhang and 
Bartol (2010) and Singh and Sarker (2012) noted that psychological empowerment affects individual productivity, improves individuals’ 
ability to acquire knowledge and skills, and improves their work performance (Siachou and Gkorezis, 2014). Geralis and Terziovski (2003) 
studied Australian banks and determined that the practice of applying the elements of psychological empowerment with the performance of 
employees in the hotel sector. Baird et al. (2018) discussed that empowerment increases employees’ sense of responsibilit y, improves 
productivity, and contributes to improved results for the organization. Lee and Koh (2001) found that employee performance within the hotel 
organization has a positive or negative effect. The more people are able to work, the more positive the performance of individuals and their 
responsibilities toward the hotel organization and the staff. By contrast, the more poorly the employees perform, the lower t heir level of 

performance and the lower the customers’ satisfaction will be. Numerous studies have focused on the importance of the relationship between 
psychological empowerment and employee performance in organizations (Spreitzer, 1995; Kirkman et al., 2004; Aryee and Chen, 2006; 
Bartram and Casimir, 2007; Chiang and Hsieh, 2012; Fong and Snape, 2015; Kundu et al., 2019). 
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STUDY HYPOTHESES  
The current study uses the literature review as basis to formulate the following hypotheses: 
H1: Meaning has a significant effect on employee performance. 
H2: Impact has a significant effect on employee performance. 
H3: Competence has a significant effect on employee performance. 
H4: Self-determination has a significant effect on employee performance. 
H5: Education level significantly moderates the relationship between meaning and performance.  

H6: Education level significantly moderates the relationship between impact and performance. 
H7: Education level significantly moderates the relationship between competence and performance.  
H8: Education level significantly moderates the relationship between self-determination and performance. 
The following framework describe the relations between factors (Figure 1).  
 

 
 

Figure 1. Study framework 

 

METHODOLOGY 

Sample  
From the statistics of Ministry of Tourism and Antiquities of Jordan, The primary data in this study were collected from nine four- and 

five-star hotels in the Dead Sea tourism area. In particular, room division represents the target population of (6) five-star hotels and (3) four-
star hotels. Process of data collection was carried out based on the needs to analyze the research problem. All hotels agreed to participate in 
this research through human resources managers’ acceptance.  The procedures of data collection involved an arrangement with the hotels 

human resource managers to collect the data in two stages: first; with the shift an employee which started daily from 8.00 AM to 4.00 PM. 
Second; shift B which started at 4.00 PM to 12.00 AM. Also, the data collected by researchers. Every researcher was focusing on one hotel to 
complete collecting the data required and after finishing that the researcher Trans to another hotel. 

 A total of 200 questionnaires were distributed randomly to the room division employees. A total of 25 questionnaires were dis tributed to 
the room division staff in each five-star hotel, 17 questionnaires in 2 four-star hotels, and 16 questionnaires in one four-star hotel. A total of 
192 questionnaires were returned and 8 questionnaires were excluded for lack of validity for the analysis. The number of ques tionable 
questionnaires was 184, which was the basis of this study to obtain the results. This study used the statistical analysis method (SPSS). The 
researchers considered the time, stress, and responsibilities of the participants. To avoid these difficulties, the following steps were 

considered. First, the researchers requested permission from the human resource managers of the hotels of the target population to conduct 
research. Second, the confidentiality of the responses was assured to obtain realistic, honest, and candid responses. Third, the data were 
collected personally by the researchers to achieve high-level responses. Primary data was collected over duration of one week from 5 to 11 
January 2019, this period represented low hotel occupancy during low season, which helped researchers to collect the data easily.  

 

Measures 
The main source of this research is a questionnaire developed by the researchers from previous studies. The questionnaire is related to the 

system that uses a five-point Likert scale, which ranges from strongly disagree (1) to strongly agree (5). The instrument is divided into three 
sections. The first section includes the background or demographic questions to assess the participant characteristics. The second section focuses 

on psychological empowerment and its components. A total of (24) items were adopted from previous studies: six items investigated meaning 
from Onyemeh (2017), five items and one item from Jaradat et al., (2013), impact with six items were developed by Onyemeh (2017) four 
items, and two items by Jaradatet et al. (2013). Competences measured by Six items were derived from Onyemeh (2017) five items, and one 
item from Jaradat et al. (2013). Six items measured self-determination adopted by Onyemeh (2017) five items, and one item from Jaradat et 
al. (2013). The third section includes seven items developed by Al-douri (2018) to assess the performance of hotel employees. 

 

RESULTS  
The results display that the percentage of males reached 75.0%, while that of females reached 25.0%. This result indicates the researchers’ 

interest in obtaining data and taking the opinions of both genders. The majority of the respondents are in the age 20–29 age group (60.9%). 
Forth educational level, the majority of the respondents hold a bachelor’s degree (38.6%), followed by diploma (28.8%), high school 
graduates (26.6%), and graduate degrees (6.0%). Several respondents (37.5%) have below5 years of experience in hospitality work (Table 1). 

 

Reliability 
Table 2 shows that Cronbach’s alpha of the study tools is above 0.60, thereby indicating the consistency between the study tool 

paragraphs. 
 

HYPOTHESIS TESTING 
To test the hypotheses, regression analysis was conducted on the psychological empowerment cognitions: meaning (H1), impact (H2), 

competence (H3), and self-determination (H4); and employee performance. Table 3 presents the results. 
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Table 1. Demographics of the respondents 
 

 

 

 

 

 

 

 

 

                                            

 

 
Table 2. Cronbach’s Alpha Measures 

 
 

 

 
 

Table 3. Regression Analysis 

 

 
 
 
 
 
 
 
 

The result indicates that the overall psychology empowerment explains 51% of variance in employee performance.  
H1: Meaning has a significant effect on employee performance. 
The result demonstrates that meaning is statistically positive and significantly contributes to the prediction of employee performance (ß= 

.28; p˂.05). Thus, H1 is supported. This means that an employee who believes in his job and has value, will exert more effort  in workplace.   
 

H2: Impact has a significant effect on employee performance. 
The result shows that impact is positive, but fails to provide significant contribution to the prediction of employee performance (ß= .116; 

p=.079). Hence, H2 is not supported. This means that employees didn’t make different in work hotels goals and impact didn’t relate to their 
performance 

 

H3: Competence has a significant effect on employee performance. 

The result shows that competence fails to provide significant contribution to the prediction of employee performance (ß= .063; p= .286). 
Thus, H3 is not supported. Which means that the employee’s competences didn’t link to performance of hotel at all from their view of point   

 

H4: Self-determination has a significant effect on employee performance. 
The result demonstrates that the Self-determination is statistically positive and significantly contributes to the prediction of employee 

performance (ß= .495; p˂.05). Hence, H4 is supported. Which means more employee Self-determination more likely performance. 

 

Interacting Effects of Education Level and Impact on Employee Performance in Jordanian Hotels 
To measure whether educational level significantly moderates the relationship between psychological empowerment and performance, 

the moderator variable was included with the independent variables in Step 2, the moderator variable also explains approximately 53% of the 

employee performance variance. Impact is not significantly related to employee performance. The interaction terms were included in Step 3, 
and an increase in R2 by 1.2% is noted. Table 4 and shows the results of the hierarchical multiple regression analysis. 

 

H5: Education level significantly moderates the relationship between meaning and performance 
The result shows that the educational level fails to moderate the effect of meaning on employee performance (ß= .427-; p= .350). Thus, 

H5 is not supported. This means the educational level didn’t affect and strengthen the relationship between meaning and performance  
 

H6: Education level significantly moderates the relationship between impact and performance.  
The result demonstrates that the interaction between education level and impact is significant (β= 0.60, t=2.12, p= .035). Accordingly, 

education level significantly moderates the relationship between impact and performance. Hence, H6 is supported. This means t hat the 

education level affects and strengthens the relationship between impact and performance. 
 

H7: Education level significantly moderates the relationship between competence and performance.  

 Percent Frequency Category 

Age 

20- 29 112 60.9 

30-39 49 26.6 

40 -49 23 12.5 

Total  184 100% 

Gender 
Male 138 75.0 

Female 46 25.0 

Total  184 100% 

Education level 

High School 49 26.6 

Diploma 53 28.8 

Bachelor 71 38.6 

Graduate 11 6.0 

Total  184 100% 

Experience 

Less of 5 69 37.5 

6-10 56 30.4 

11-15 40 21.7 

16-20 12 6.5 

21 % above 7 3.8 

Total  184 100% 

Dimension Cronbach's Alpha N of Items 

Meaning .767 6 

Impact .775 6 

Competences .730 6 

Determination .725 6 

Performance .811 7 

Coefficients 

 Std. Error Beta T Sig R square 

(Constant) 2.344  10.06 .020 .512 

Meaning 4.613 .280 2.344 .000  

Impact 1.766 .116 4.613 .079  

Competences 1.070- .063- 1.766 .286  

Determination 7.567 .495 1.070- .000  

Dependent Variable: Employee Performance 
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The result shows that the educational level fails to moderate the relationship between competence and employee performance (ß= .131-; 
p= .605). Thus, H7 is not supported. This means the educational level didn’t affect and strengthen the relationship between competence and 
performance. 

 

H8: Education level significantly moderates the relationship between self-determination and performance. 
The result shows that educational level fails to moderate the relationship between self-determination on employee performance (ß= 

.042-; p= .910). Thus, H8 is not supported. This means the educational level didn’t affect and strengthen the relationship between self-
determination and performance. 

 
Table 4. Using Education Level as a Moderator in the Relationship between Psychological Empowerment on Employee Performance 

 

 
 
 
 
 
 
 
 

 
 
 
 
 
 

 
DISCUSSION AND CONCLUSION  
The first research objective of this study is to measure the relationship between the elements of psychological empowerment ( i.e., 

meaning, impact, competence, self-determination) and performance of employees in four- and five-star hotels in the Dead Sea tourist 
destination (Sandhya and Sulphey, 2020). 

 The results of this study show that self-determination is the most effective factor. This result means that individuals feel that they are 
the decision makers at work, where they can choose the method, speed, and time to perform their jobs. This result also means that individuals 
will be considerably effective and professional at work, particularly in interacting with customers. The current study coincides with Tetik 
(2016), who concluded that meaning directly affects employee performance. This conclusion is based on the awareness of employees on the 

different levels of their work, the importance of their tasks and performance in achieving their goals, and the genera l objectives of the hotel 
organization. Dewettinck et al. (2003) emphasized that individuals who know the value of their work are motivated to perform well. Al-douri 
(2108) emphasized this importance in the results of his study on the employees of Zain Jordan Telecom. In addition, self-determination is an 
important predictor of performance. Degago (2104), Hameed and Waheed (2105), and Ölçer and Florescu (2015) emphasized the role of 
self-determination in achieving effective performance in organizations. Some studies have found no trace of self-determination in the 
performance of working individuals (Durrah et al., 2014; Al-douri, 2018). Moreover, the result shows that meaning has a significant impact 
on employee performance. This result indicates the importance of meaning and its impact at work, where employees believe that their work 
has value in the organization and society. This result also indicates the existing harmony between the work environment and e mployees in 

terms of the value of the goals and tasks based on individual criteria. This situation leads to strong communication with the work that goes 
beyond the formal frameworks, commitment, and responsibility for working voluntarily in the workplace. The current study confirms the 
results of Al-douri (2018) and Degago (2014), who believed that meaning is a key factor in psychological empowerment to achieve high-
level performance. Dewettinck et al. (2003) discussed that when individuals realize the value of their work, they will be motivated to perform 
tasks professionally. Tetik (2006) believed that meaning is important in predicting performance. By contrast, Durrah et al. (2004) found that 
meaning has no effect and is not important in performance.   

The results of this study indicate that impact has no effect on the performance of hotel employees. This result means that employees do 
not feel the effects of the multiplicity of administrative levels and management in hotels, thereby creating a feeling that they are tools for task 
implementation and performance. Moreover, employees do not affect hotel strategies and management of work goals, and their behavior will 

not make any difference in the workplace. By contrast, Tetik (2016) and Degago (2014) found that effect is the most important element in 
predicting performance. Durrah et al, (2014) concluded that impact is important for effective performance. Consequently, the results of the 
current study indicate that competence has no effect on the performance of hotel employees. This notion means that employees lack 
confidence in their skills and ability to perform the tasks assigned to them. Accordingly, this situation can serve as a chal lenge in the internal 
and external work environment and unsupportive environment in the work place. By contrast, Tetik (2016) and Degago (2014) found that 
competence is the most important element in predicting performance. Durrah et al. (2014) also concluded that the effect is important for 
effective performance. Al-douri (2018) concluded that competence does not affect employee performance.   

The second objective of this research is to explore whether the education level of these employees affects the relationship between 

psychological empowerment and their performance. Education level significantly modifies the relationship between impact and employee 
performance. That is, education level provides individuals with wide areas of influence at work through knowledge, extensive understanding 
of working conditions, and the need to turn in effective performance. Individuals with high educational levels are likely to develop high 
functional levels within hotel organizations, thereby enabling them to influence their organizations.  

The current study also indicates that education level does not significantly modify the relationship between meaning, competence, and 
self-determination and employee performance. That is, employees can acquire these factors at work, where they can apply their knowledge 
and skills to serve clients, Employees will also become considerably professional with the time factor and the acquisition of these elements 
by their practical experience in the hotel organization, as well as the management support, work environment, and teamwork si tuations that 
can improve these elements. Only a few studies have attempted to investigate the effects of educational level on the relationship between 
psychological empowerment and performance of hotel employees. Rashkovits and Livne (2013) found that employees with a high level of 
education had distinct characteristics of development, learning, and ability to work. Ambad and Bahron (2012) determined that education 
level does not affect the relationship between psychological empowerment and employee commitment.  

Coefficients 
 

 
Std. Error Beta T Sig. R square 

1 

(Constant) 2.344 
 

10.06 .020 .512 

Meaning 4.613 .280 2.344 .000 
 

Impact 1.766 .116 4.613 .079 
 

Competences -1.070- -.063- 1.766 .286 
 

Determination 7.567 .495 -1.070- .000 
 

2 
(Constant) 3.068 

 
7.567 .002 .529 

Education -2.499- -.130- 3.068 .013 
 

3 

(Constant) 1.208 
 

-2.499- .229 .541 

MeaningXEdu -.938- -.427- 1.208 .350 
 

ImpactXEdu 2.122 .598 -.938- .035 
 

CompetencesXEdu -.519- -.131- -.113- .605  

DeterminationXEdu -.113- -.042- 2.122 .910 
 

Dependent Variable: Employee Performance 
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The third objective of this research is to develop a set of recommendations to enhance the psychological empowerment of hotel 
employees; this will positively reflect their performance, This research complements previous studies on psychological empowerment, 
particularly by focusing on the importance of the relationship between psychological empowerment and employee performance in the 
Jordanian hotel sector. Moreover, this study enriches the knowledge base of departments and researchers specializing in the performance of 
employees in service organizations and hotels in Jordan as following in practical implications and future research.  

 

Practical Implication  
This study believes in focusing on developing the awareness of employees to improve psychological empowerment, specifically a t the 

administrative levels, through their influence on the work environment, as well as to consider their mistakes as opportunities to enhance work 
performance. Apart from adopting modern organizational structures that tend to be horizontal rather than hierarchical, recognizing 
employees’ abilities and skills in controlling the work methods should be allowed to enhance their sense of competence and ability to 
develop work. Also, exchange the ideas between management and employees should also be adopted to enhance employees’ sense of 
efficiency and influence at workplace and the hotel goals. Apart from the administration’s concern for its responsibilities in maintaining the 

proper administrative environment (where decentralization and regulatory justice prevail).   
As well as the psychological aspects of the employees in the Jordanian hotel sector, especially as the psychological situation affects 

the level of carrying out tasks, as well as providing opportunities for employees in hotels to express their ideas and observations, 
especially as they are in direct contact with customers in the workplace. In addition, create the appropriate conditions to employee in 
workplace which reflect  in their knowledge, skills, and attitude added by the dimensions of empowerment, and refinement the 
performance of employees distinctly, such as Independence at work, promoting a sense of efficiency, and maximizing the sense of 
belonging to the hotel, and Enhance occupational safety at the workplace. A conceivable clarification for this finding is that 
training programs within the Korean gracious benefit is required, emphasizing moral or attitudinal issues instead of information and skill-

based on-the-job preparing (Kim, 1992). We moreover accept that building competencies does not matter for employees’ organizational 
commitment, since most open segment representatives in Korea have relatively solid work security, which makes workers smugger or 
maybe than motivated to construct their competencies. The necessity of recognizing the importance of delegating authority to contribute 
to the role of active participation, develop the character, knowledge, and skills of employees at a high level, and enhance and support 
their behaviors through various methods and strategies can be adopted through the following aspects: First, adopting training courses 
relevant skills acquisitions at work place and qualifying workers as a stage of empowerment such as customer care, functional  etiquette, 
etiquette and protocol, communication skills, and acquiring new competences in workplaces. Second, training managers on upgrading the 
level of psychological empowerment, and how to create a positive work environment for workers such as courses in internal marketing, 
risk management, talent management, innovation management,  new trends in leadership, how to be leader, and manage communication 

channels, thus training was characterized as systematic handle that points to assist workers upgrade their information and aptitudes, 
and create positive behavior through learning experience that's anticipated to assist workers accomplish more noteworthy execution. 
Third, motivating employees, adopting a strategy of material and moral incentives, and rewarding positive behaviors in the work 
environment. Fourth, enhance job security for employees which makes them more loyal and more committed to hotel, which can be 
reflected on their duties and performance. Finally, empowering individuals with a type of decentralization in the decision-making process 
at work. By giving them some powers at work, and their willingness to take responsibility to their duties and with their coll eagues. 

 

Limitations and Future Research 
The present study also has its limitations. From a methodological view point, this research only includes four- and five-star hotels in the 

Dead Sea tourist destination, which is a limited data pool within one region. Hence, the result may have confined the general ization to the 
other areas of Jordan. This study concentrates only on the room division employees in the aforementioned hotels. Evidently, concentrating on 
these hotels allows us to control variation across other classified and unclassified hotels. In addition, these hotels are of ten large and follow 
hotel chains. Thus, the impact of psychological empowerment on employee performance may not be the same with other classified and small 
hotels. The other limitation is this study’s concentration on the hotel sector. Every tourism sector has different structures , features, and nature 

of delivering services, which may not be generalized to other tourism sectors. Lastly, this study used room division employee perceptions on 
the impact of psychological empowerment on performance instead of actual transfer performance data. An actual measurement  of 
performance would provide a stronger measure than one based on perception. For future research, the researchers recommend fur ther 
investigation into the topic. Given the current findings concerning psychology empowerment and performance, future studies should conduct 
an in-depth examination using different population to ascertain if the trend found in this study continues in other areas. Moreover , future 
research should focus on conducting longitudinal studies of empowerment to determine whether the employees have developed their 
performance over time. Future studies can also compare the result across times, and assist hotels in examining the result of empowerment 
through conducting longitudinal performance studies. Lastly, the target population of this study is room division employees in four- and five-
stars hotels in the Dead Sea tourism area. Researchers should conduct additional investigation into other departments in these hotels, such as 

food and beverage, marketing and sales, human resource, engineering, and accounting departments.     
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