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Abstract

Aims: This systematic review and meta-analysis aimed to synthesize and analyse stud-

ies that explored the relationship between the psychological empowerment and job sat-

isfaction of nurses.

Background: Nurse turnover is an important cause of staff shortage. Job satisfac-

tion is a major predictor of nurse turnover and is connected to the psychological

empowerment of nurses.

Design: This systematic review and meta-analysis is based on the Joanna Briggs

Institute guidelines.

Data Sources: A total of 1,572 articles on psychological empowerment and job sat-

isfaction were retrieved from PubMed, PsycINFO, EMBASE and Web of Science.

The articles were written in English and published before or by April 2017.

Methods: Studies on the relationship between psychological empowerment and job

satisfaction were summarized.

Results: The majority of the included studies revealed that psychological empower-

ment and job satisfaction are significantly correlated. Only two studies showed that

the two factors are not significantly correlated. The result of this meta-analysis is con-

sistent with the results of most studies. One study reported that psychological

empowerment partially mediates the structural empowerment and job satisfaction of

school health nurses. Two studies, however, did not find that the mediating role of

psychological empowerment between structural empowerment and job satisfaction.

Conclusion: The results of this review provided evidence for the importance of psy-

chological empowerment for the job satisfaction of among nurses. Exploring the

correlation between psychological empowerment and job satisfaction can provide

guidelines and recommendation for the development of strategies to promote nurse

retention and alleviate nursing shortage.

K E YWORD S

job satisfaction, meta-analysis, nurse, psychological empowerment, systematic review

1 | INTRODUCTION

Nursing shortage is a global problem that has influenced the overall

world healthcare system. Europe and the USA are expected to face

nursing shortages of 0.59 and 0.80 million, respectively, by 2020

(Hudspeth, 2013). China may likely face a shortage of 1.59 million

(Liu, Aungsuroch, & Yunibhand, 2016). Nursing shortage may nega-

tively affect patient safety (Sasso et al., 2017) by increasing the rates
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of hospital infection (Cimiotti, Aiken, Sloane, & Wu, 2012), rehospi-

talization (Ma, McHugh, & Aiken, 2015) and mortality (Aiken et al.,

2014; Ball et al., 2017). Turnover, which occurs because of unsatis-

factory work environments and workplaces, causes nursing shortage

(Copanitsanou, Fotos, & Brokalaki, 2017; Nantsupawat et al., 2017).

Job satisfaction, a major predictor of nursing turnover (Poghosyan,

Liu, Shang, & D’Aunno, 2017), is defined as: (1) the fulfilment of

desired demands in work settings; (2) happiness or gratifying emo-

tional responses to working conditions; and (3) job value or equity

(Liu et al., 2016). The job satisfaction of nurses is related to numer-

ous important organizational outcomes (Saber, 2014), including orga-

nizational commitment (Ahmad & Oranye, 2010), turnover

(Poghosyan et al., 2017) and quality patient care (Djukic, Kovner,

Brewer, Fatehi, & Cline, 2013). In consideration of the currently low

job satisfaction of nurses (Bolandianbafghi, Salimi, Rassouli, Faraji, &

Sarebanhassanabadi, 2017; Liu et al., 2017; McGlynn, Griffin, Don-

ahue, & Fitzpatrick, 2012), job satisfaction problems should be

addressed.

1.1 | Background

Creating a good work environment is important to improve job satis-

faction (Copanitsanou et al., 2017). A good work environment pro-

vides effective leadership, organizational support, adequate staff and

resources (Al-Hamdan, Manojlovich, & Tanima, 2017). Other studies

also suggest that empowerment is crucial for managing healthcare

restructuring and improving the work environment (Spreitzer, 1995).

An empowering work environment can improve job satisfaction and

commitment, thus decreasing labour turnover (Laschinger & Finegan,

2005; Laschinger, Wong, McMahon, & Kaufmann, 1999; Menon,

2001).

Organizational empowerment has two different perspectives:

structural empowerment and psychological empowerment. Structural

empowerment theory indicates that work performance improves

when employees can access empowering conditions, including

information, resources, support and professional development oppor-

tunities (Kanter, 1993). Structural empowerment is related to the

work–life balance of a nurse and positively affects the organizational

commitment and job satisfaction of nurses (Asiri, Rohrer, Al-Surimi,

Da’ar, & Ahmed, 2016; Orłowska & Łaguna, 2016; Read & Laschin-

ger, 2015). Employees with access to empowerment structures are

more likely to meet organizational goals than those without.

Psychological empowerment is a microcosmic perspective of an

individual’s perception of work and of their role in an organization

(Cicolini, Comparcini, & Simonetti, 2014). Spreitzer defined psycho-

logical empowerment as the psychological perception of or attitude

of employees towards their work and their organizational roles. Psy-

chological empowerment includes four cognitive experiences: mean-

ing (the fit between job requirements and beliefs, or the value of a

work objective, compared with an individual’s own ideals or stan-

dards); competence (the confidence or belief of an individual in his/

her abilities to perform activities proficiently); self-determination (the

sense of choice or control over one’s work/ autonomy and in the

commencement and maintenance of work activities in the work-

place); and impact (the sense of ability to influence important work

outcomes) (Spreitzer, 1995). High psychological empowerment level

is associated with low stress, burnout and turnover intention, and

high organizational commitment and job satisfaction (Ibrahem, Elho-

seeny, & Mahmoud, 2013; Ouyang, Zhou, & Qu, 2015; Oyeleye,

Hanson, O’Connor, & Dunn, 2013).

Psychological empowerment may mediate structural empower-

ment and nurse outcomes, such as job satisfaction. Given that psy-

chological empowerment is an important internal incentive factor,

empowerment takes effect only when employees feel empowered

Why is this review needed?

• Nursing shortage is a global problem that has influenced

the overall world healthcare system.

• Nurse turnover is a factor that causes staff shortage. Job

satisfaction is a significant predictor of nurse turnover.

• Job satisfaction is connected to the psychological

empowerment of nurses.

What are the key findings?

• Twenty studies investigated psychological empowerment

and job satisfaction.

• Most included studies reported that psychological

empowerment and job satisfaction are significantly posi-

tively correlated. Two studies, however, reported that

these two factors are not significantly correlated.

• Meta-analysis showed that the psychological empower-

ment and job satisfaction of nurses are significantly cor-

related.

How should the findings be used to influence

policy/practice/research/education?

• Leadership is a component of a good work environment.

Managers must consider the direct effect of psychological

empowerment on nurse outcomes given their effect on

patient care outcomes.

• Hospital supervisors and managers should convey the

hospital development status, prospects, strategic guideli-

nes and other information to the nursing staff; provide a

reasonable reward to nurses on the basis of their perfor-

mance; and establish collegial relationships with their

staff. Thus, nurses realize their influence on patient out-

comes, thereby increasing their self-worth, competence

and self-determination.

• Additional longitudinal, intervention and qualitative stud-

ies should be conducted to validate the causal relation-

ships between the psychological empowerment and job

satisfaction of nurses.
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(Conger & Kanungo, 1988). For example, nurses with access to

structural empowerment are more likely to positively believe in their

ability to contribute meaningfully to the workplace than those with-

out; these positive beliefs consequently increase job satisfaction

(Laschinger, Almost, Purdy, & Kim, 2004; Laschinger, Finegan, Sha-

mian, & Wilk, 2004).

Structural empowerment focuses on organizational behaviour

factors and lacks a personal psychological aspect, such as the sense

of competence and autonomy, which are necessary components of

psychological empowerment (Conger & Kanungo, 1988; Mishra &

Spreitzer, 1998). Although many empirical studies have explored the

impact of organizational empowerment on job satisfaction, only one

review has systematically analysed the relationship between organi-

zational empowerment and job satisfaction (Cicolini et al., 2014).

This review specifically focused on the impact of structural empow-

erment on job satisfaction. Some studies have shown that psycho-

logical empowerment and job satisfaction are related, whereas some

have shown that these two factors are unrelated. However, no sys-

tematic review has comprehensively analysed the relationship

between psychological empowerment and job satisfaction. Psycho-

logical empowerment is important for nurse outcomes as an internal

incentivizing force. The employee’s initiative is not necessarily a

direct result of the transfer of power. Empowerment can improve

employee performance depending on the psychological feelings of

employees (Conger & Kanungo, 1988). In this review, we synthesized

and analysed related studies to identify the relationship between the

psychological empowerment and job satisfaction of nurses.

2 | THE REVIEW

2.1 | Aim

The aim of this review was to summarize studies on the relationship

between nurse psychological empowerment and job satisfaction, and

to provide recommendations to researchers and nursing managers.

This review addresses the following questions:

1. Can psychological empowerment promote the job satisfaction of

nurses?

2. Does psychological empowerment mediate structural empower-

ment and job satisfaction?

3. Are the dimensions of the psychological empowerment scale cor-

related with job satisfaction subscales?

4. Can the result of this review provide recommendations to

researchers and nursing managers?

2.2 | Design

A systematic review and meta-analysis were conducted in accor-

dance with the Joanna Briggs Institute guidelines (Joanna Briggs

Institute, 2011) and Preferred Reporting Items for systematic

reviews and meta-analysis (PRISMA) guidance (Moher, Liberati, Tet-

zlaff, & Altman, 2010). This review aimed to summarize the findings

of previous studies to provide a comprehensive understanding of the

relationship between the psychological empowerment and job satis-

faction of nurses and the mediating role of psychological empower-

ment between structural empowerment and job satisfaction.

2.3 | Search methods

We searched the online databases PubMed, Web of Science,

EMBASE and PsycInfo. To obtain recently published studies relevant

to psychological empowerment and job satisfaction, the search

included articles that were published before April 2017. We selected

search strategies that used specific terms embedded in each data-

base to maximize sensitivity. Additional articles were retrieved by

manually searching the references of all selected full-text articles.

Key search terms included nurse*, empower*, job satisfaction and

work satisfaction (see Table 1 for search strategies).

2.4 | Inclusion criteria

We included articles that satisfied the following criteria: (1) papers

published in English; (2) a study sample that included nurses; (3)

studies that investigated the impact of psychological empowerment

on job satisfaction and/or the relationship between psychological

empowerment and job satisfaction; (4) studies that investigated the

mediatory role of psychological empowerment in structural empow-

erment and job satisfaction; and (5) studies that reported direct mea-

sures of structural empowerment, psychological empowerment and

job satisfaction.

2.5 | Study selection and outcomes

The electronic database search yielded 1,572 publications. We first

imported all records into EndNote X7 reference management

TABLE 1 Literature search strategy

Database
(no time limit) Search terms

Number
of articles

PubMed nurse* and empower*

and (job or work satisfaction)

578

EMBASE nurse* and empower*

and (job or work satisfaction)

296

PsychINFO nurse* and empower*

and (job or work satisfaction)

134

Web of science nurse* and empower*

and (job or work satisfaction)

564

Duplicates

removed

731

Studies retained after both review (YES articles) 20

FINAL study selection (after quality assessment) 20

†*Signifies that any word beginning with this term would be included in

the search.
‡The scope of the search for all databases, except for Web of Science,

was unlimited.
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software. Then, we used the automated Find Duplicates function to

exclude any duplicate studies, thus reducing the search results to

731 publications. We then screened the titles and abstracts of all

records and identified 72 articles as potentially correlated with

psychological empowerment and job satisfaction. After review-

ing the articles, we included 20 of the 72 publications (see Table 2

for further details). Figure 1 illustrates the search and retrieval

process.

2.6 | Quality appraisal

All articles were screened for quality in accordance with the pub-

lished “Quality Assessment and Validity Tool for Correlational Stud-

ies” adopted by previous systematic reviews (Cicolini et al., 2014;

Estabrooks, Floyd, Scott-Findlay, O’Leary, & Gushta, 2003; Meijers

et al., 2006). This tool comprises 13 questions for examining and

scoring the design, sample, measurement and statistical analysis of

each study. Research quality could be classified as low (0–4), medium

(5–9) or high (10–14) by using this tool. Questions were written in

dichotomous answer format and a total of 14 points could be

assigned to the 13 criteria. Twelve items were scored as 0 (=not

met) or 1 (=met) and items related to the measurement of outcomes

were scored out of two.

2.7 | Data abstraction

Two reviewers used a designed form for data extraction. The follow-

ing data were extracted: authors; year and country; study design;

aim of the study; sample of the study population; quantitative mea-

sures in terms of psychological empowerment, structural empower-

ment and job satisfaction; reliability of the measurement; and

analysis (see Table 2 for further details).

2.8 | Data analysis

Extracted data were encoded using the Comprehensive Meta-analy-

sis Version 2 software program. The same program was used to cal-

culate the weighted mean correlation (R) of each article. Pearson and

Spearman correlation coefficients (r) were used to analyse effect

size. When the regression coefficients (b) were reported instead of

the correlation coefficient, we converted the former into the latter

using the formula r = b + 0.5k, where k is an indicator variable that

is equal to 1 when b is non-negative and 0 when b is negative (Cle-

ment et al., 2015; Peterson & Brown, 2005). Meta-analysis was per-

formed only with data that consisted of two or more independent

correlations (k ≥ 2).

Random-effects models were selected on the basis of the possi-

ble heterogeneity of the sample groups and methodological charac-

teristics of the included studies. Q-statistic and I2 index were used

to determine the homogeneity of correlations across studies. The Q-

value was used to examine the degree of heterogeneity and I2 was

used to describe the proportion of variance in the total variance of

the study population: 25% indicates low heterogeneity, 50%

indicates moderate heterogeneity and 75% indicates high hetero-

geneity (Higgins, Thompson, Deeks, & Altman, 2003).

A publication bias test was performed to determine the degree

of publication bias in the meta-analysis. Bias was determined on the

basis of Rosenthal’s fail-safe number (FSN). A high FSN value indi-

cates a highly robust mean effect size. In a meta-analysis, Scheerman

et al. (2016) stated that the recommended tolerance is 5k + 10,

where k is the number of included studies. The FSN is calculated

only when k > 2. If the FSN value is larger than the recommended

tolerance, then the results are robust.

3 | RESULTS

3.1 | Study characteristics

Most of the studies included in this review were rated as medium

quality and used a non-experimental and cross-sectional design. Two

studies used a longitudinal design (Laschinger, Nosko, Wilk, & Fine-

gan, 2014; Laschinger, Almost, et al., 2004; Laschinger, Finegan,

et al., 2004). One had a mixed-method design with retrospective

pre-tests (Cramer et al., 2014) and the other used a quasi-experi-

mental design (Engstr€om, Wadensten, & H€aggstr€om, 2010). A sum-

mary of the quality assessment of the included studies is provided in

Table 3. Table 2 presents the characteristics of the studies included

in this review. All studies had a quantitative research design and

were published between 1997 and 2016.

The included studies were conducted in several countries, includ-

ing China (Chang, Shih, & Lin, 2010; Ouyang et al., 2015), the United

States (Cramer et al., 2014; Fuller, Morrison, Jones, Bridger, &

Brown, 1999; Kostiwa & Meeks, 2009; Larrabee et al., 2003; Mor-

rison, Jones, & Fuller, 1997; Sparks, 2011), Ireland (Casey, Saunders,

& O’Hara, 2010), England and Malaysia (Ahmad & Oranye, 2010)

and Sweden (Engstr€om et al., 2010). The majority of the studies,

however, were conducted in Canada (Dahinten, Lee, & MacPhee,

2016; Laschinger, Finegan, & Shamian, 2001; Laschinger, Purdy, &

Almost, 2007; Laschinger, Almost, et al., 2004; Laschinger, Finegan,

et al., 2004; Laschinger et al., 2014; Manojlovich & Laschinger,

2002; Tourangeau, Cranley, Laschinger, & Pachis, 2010; Wagner,

Warren, Cummings, Smith, & Olson, 2013).

Eleven studies explored the correlation between the psychologi-

cal empowerment and job satisfaction of hospital nurses. Some stud-

ies were carried out in communities and hospitals (Dahinten et al.,

2016), long-term care facilities (Tourangeau et al., 2010), nursing

homes (Engstr€om et al., 2010, 2010; Kostiwa & Meeks, 2009) and

school health clinics (Chang et al., 2010). In addition to Registered

Nurses, nursing assistants (Fuller et al., 1999; Kostiwa & Meeks,

2009; Morrison et al., 1997), nursing managers (Laschinger, Almost,

et al., 2004; Laschinger, Finegan, et al., 2004; Laschinger et al.,

2007; Morrison et al., 1997; Tourangeau et al., 2010), registered

practical nurses (Morrison et al., 1997; Tourangeau et al., 2010),

midwives (Casey et al., 2010) and caregivers from nursing homes

and home care services (Engstr€om et al., 2010) were also investi-

gated.
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All studies measured the relationship between psychological

empowerment and job satisfaction and analysed data via different

methods: path analysis; structural equation modelling (SEM); multi-

level SEM; hierarchic regression; “product variable approach” regres-

sion and Pearson and Spearman rank correlation analyses.

3.2 | Measurement instruments for empowerment
and job satisfaction

All included studies measured psychological empowerment with the

Psychological Empowerment Scale (PES). The studies included in this

review used 10 instruments to measure job satisfaction.

Six studies (Laschinger et al., 2001; Laschinger, Almost, et al.,

2004; Laschinger, Finegan, et al., 2004; Laschinger et al. 2014;

Manojlovich & Laschinger, 2002; Sparks, 2011; Laschinger et al.,

2014; Tourangeau et al., 2010) used the 4-item global instrument

for job satisfaction that was previously modified by the job diagnos-

tic survey of Hackman and Oldham (1975). All six studies reported

Cronbach a reliabilities of >0.70. One study (Chang et al., 2010)

used the job satisfaction scale, which is a 22-item scale based on

the Job Diagnostic Survey. The job satisfaction scale consists of four

subscales: relationships with colleagues, salary and rewards, manage-

ment and growth and development. This study reported a Cron-

bach’s a coefficient for job satisfaction of 0.77. Another study

(Cramer et al., 2014) used the General Job Satisfaction Scale, a 5-

item instrument derived from the theoretical and conceptual work

that resulted in the Job Diagnostic Survey. This study reported a

Cronbach’s a coefficient of 0.89.

Three studies (Casey et al., 2010; Fuller et al., 1999; Morrison

et al., 1997) used a 17-item scale modified by Warr et al. (1979)

to measure job satisfaction. The modified scale contains some

items that are related to empowerment: (1) freedom to choose

your own work method (item 2); (2) recognition of good work

(item 4); (3) opportunity to use your abilities (item 8); (4) attention

paid to your suggestions (item 12); (5) amount of challenge pre-

sented by your job (item 16); and (6) the way your organization is

managed (item 11). All three studies reported Cronbach a reliabili-

ties of >0.70.

Pressure management indicator (PMI) was used to measure job

satisfaction, energy level and the frequency of physical symptoms.

Two studies (Laschinger, Almost, et al., 2004; Laschinger,

Finegan, et al., 2004; Laschinger et al., 2007) used the job

satisfaction subscale of PMI to measure job satisfaction and the

extent to which individuals are satisfied with the type of work

they perform in terms of tasks and functions. The studies

reported an a reliability of 0.88 for the job satisfaction subscale.

Other job satisfaction scales were also used in the included stud-

ies (Table 2).

3.3 | Synthesis of results

The sections below begin with a descriptive analysis of all the stud-

ies included in this systematic review, followed by the results ofT
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independent meta-analysis that was performed on a subset of the

studies. The samples of the studies included in the meta-analysis

comprised hospital nurses.

3.4 | Correlations between psychological
empowerment and job satisfaction

Most studies reported that psychological empowerment and job sat-

isfaction are significantly positively correlated. Cramer et al. (2014)

used a fixed-effects method but failed to establish a relationship

between psychological empowerment and job satisfaction. Another

study used longitudinal analyses, but did not find that changes in

psychological empowerment are predictive of changes in job satis-

faction (Laschinger, Almost, et al., 2004; Laschinger, Finegan, et al.,

2004). Two studies investigated the relationship between the psy-

chological empowerment and job satisfaction of nurse managers

(Laschinger, Almost, et al., 2004; Laschinger, Finegan, et al., 2004;

Laschinger et al., 2007), including first-line and middle managers.

One study reported that psychological empowerment directly and

positively affects the job satisfaction of first-line managers but not

that of middle managers (Laschinger, Almost, et al., 2004; Laschinger,

Finegan, et al., 2004).

Dahinten et al. (2016) revealed that psychological empowerment

is not a predictor of extrinsic rewards and professional opportuni-

ties and yielded only small independent effects (R2 of 1%–3%) for

other job satisfaction subscales (work culture and conditions,

scheduling and family and work balance and collegial relationships).

Another study reported that psychological empowerment is unre-

lated to the criticism, expectations and demand subscales of the

job satisfaction of caregivers from nursing homes (Engstr€om et al.,

2010).

The meaning dimension of the PES is unrelated to any of the

dimensions of job satisfaction and the impact subscale does not

affect overall job satisfaction (Dahinten et al., 2016). Wagner et al.

(2013), however, reported conflicting results, revealing that the

impact subscale affects the job satisfaction of nursing managers.

Meanwhile, Laschinger, Almost, et al. (2004); Laschinger, Finegan,

et al. (2004) found that the four subscales of psychological empow-

erment, except for the confidence subscale, are significantly corre-

lated with the job satisfaction of middle managers.

3.5 | Meta-analysis of the correlation between the
psychological empowerment and job satisfaction of
nurses

Eleven studies examined the relationship between the psychological

empowerment and job satisfaction of clinical nurses, whereas 10

studies reported the correlation between overall psychological

empowerment and overall job satisfaction or the effect of overall

psychological empowerment on overall job satisfaction (Ahmad &
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Oranye, 2010; Cramer et al., 2014; Dahinten et al., 2016; Larrabee

et al., 2003; Laschinger et al., 2001; Laschinger, Almost, et al., 2004;

Laschinger, Finegan, et al. (2004); Laschinger et al. 2014; Mano-

jlovich & Laschinger, 2002; Ouyang et al., 2015; Sparks, 2011). Some

studies revealed that psychological empowerment is related to job

satisfaction, whereas other works reported that psychological

empowerment and job satisfaction are not significantly correlated

(Cramer et al., 2014; Laschinger, Almost, et al., 2004; Laschinger,

Finegan, et al. (2004)). Hence, we conducted a meta-analysis of the

10 studies to identify the correlation between job satisfaction and

psychological empowerment.

The meta-analysis showed that psychological empowerment and

job satisfaction are significantly positively correlated (R = .353,

p ˂ .001). The total population included in the meta-analysis was

4,167 and the 95% CI was 0.208–0.484. See Figure 2 for details.

The Q-statistic and I2 index were 249.341 (p ˂ .001) and 95.989,

respectively, indicating the homogeneity of correlations across the

studies. In addition, the FSN value was 1367, which is higher than

the recommended tolerance (5k + 10, k = 10). Therefore, the results

were considered robust.

3.6 | Psychological empowerment mediates
structural empowerment and job satisfaction

Three studies stated that psychological empowerment mediates

structural empowerment and job satisfaction (Chang et al., 2010;

Dahinten et al., 2016; Laschinger, Almost, et al., 2004; Laschinger,

Finegan, et al. (2004)). One study found that psychological empow-

erment partially mediates the structural empowerment and job satis-

faction of school health nurses (Chang et al., 2010). Considering that

the b coefficient for structural empowerment did not change during

the second step of the regression after entering the psychological

empowerment variable(s), other studies did not suggest that psycho-

logical empowerment mediates the effects of structural empower-

ment on job satisfaction. A change in psychological empowerment

did not cause a significant change in job satisfaction beyond that

accounted for by structural empowerment.

4 | DISCUSSION

Twenty related studies were included in this review. Research on the

relationship between the psychological empowerment and job satis-

faction of nurses is limited given that psychological empowerment

theory developed later than structural empowerment theory. Most

included studies indicated that psychological empowerment is related

to job satisfaction or that psychological empowerment is a predictor

of job satisfaction, whereas two studies did not find a connection

between these two measures (Cramer et al., 2014; Laschinger, Almost,

et al., 2004; Laschinger, Finegan, et al. (2004)). The results of the

meta-analysis also showed that psychological empowerment and job

satisfaction are significantly positively correlated. This result is consis-

tent with the view of Conger and Kanungo (1988), who argued thatT
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removing disempowering structures from the workplace strengthens

the sense of autonomy among employees, who gain a strong belief

that they have an impact at work. Some researchers also examined the

relationships between various psychological empowerment dimen-

sions and job satisfaction subscales. Findings suggested that not all

aspects of psychological empowerment affect all aspects of job satis-

faction and the results of reported studies are not unanimous. The

non-significant role of the subscale may account for the lack of a sig-

nificant relationship between overall psychological empowerment and

overall job satisfaction reported by some studies.

Varying populations, sample sizes, backgrounds, organizational

systems and national cultures may account for the different results

obtained by the included studies. Furthermore, the inconsistencies in

findings may be attributed to the different job satisfaction scales

used in the studies. The heterogeneous results of the studies require

further and in-depth studies in the future.

Three studies reported the mediating role of psychological

empowerment between structural empowerment and job satisfaction

included in this review. Two studies did not find that psychological

empowerment mediates structural empowerment and job satisfac-

tion (Dahinten et al., 2016; Laschinger, Almost, et al., 2004; Laschin-

ger, Finegan, et al. (2004)). This result is inconsistent with the

findings of the cognitive empowerment model developed in Western

countries (Thomas & Velthouse, 1990). These inconsistent findings

have two possible reasons. First, employees from different countries

have a different understanding of empowerment, a concept that

originated in Western countries. In China, empowerment is inter-

preted as a dynamic complementarity and the prevention of conflicts

with authority figures (Yip, 2004). If managers do not empower their

employees, then individual employees do not derive empowerment

from psychological perceptions. Second, these studies were set in

different work environments. Hence, in the future, the mediating

role of psychological empowerment should be studied in the same

settings and contexts.

Conger and Kanungo (1988) pointed out that the often-improper

management of empowerment ultimately degrades employee perfor-

mance. Empowerment can produce effects only when the individual

experiences or perceives psychological empowerment. A recent

study has also found that empowered nurses can empower their

patients, resulting in positive health outcomes (Laschinger, Gilbert,

Smith, & Leslie, 2010). Thus, an empowering work environment and

the perception of workplace empowerment by nurses are important

for nurses and patients.

4.1 | Recommendations for nursing management
and future research

The results of this review can provide recommendations to nursing

managers who, by implementing interventions that raise the level of

psychological empowerment, aim to improve the job satisfaction of

nurses. Hospital supervisors and managers can establish an effective

information dissemination system and convey the status of hospital

development, prospects, strategic guidelines and other information to

the nursing staff in a timely manner. Thus, clinical nurses can see the

impact of their work on the development of their departments and the

hospital. Managers can provide a reasonable reward to nurses based

on their performance. This reward can act as an inherent incentive for

nurses and allow them to perceive the value and meaning of their

work, thus affecting their sense of psychological empowerment. In

addition, leaders also could help nurses recognize their autonomy and

potential impact by holding regular meetings where the latter can pro-

vide suggestions for the workplace. At the same time, leaders should

establish collegial relationships with nurses to increase their job satis-

faction by helping them recognize their competence.

Most studies included in this review were observational or cross-

sectional in design and showed that overall psychological empower-

ment and overall job satisfaction are significantly positively corre-

lated. Only two studies were longitudinal (Laschinger, Almost, et al.,

2004; Laschinger, Finegan, et al. (2004); Laschinger et al., 2014).

Thus, additional longitudinal, interventional and qualitative studies

are necessary to evaluate the causal relationships between nurse

psychological empowerment and job satisfaction. Many studies

employed a theoretical framework, which provided a rationale to

hypothesize conceptual models and to test the relationships

between ideas and variables (Lo-Biondo-Wood & Haber, 1998) for

future research. Studies that tested the mediating role of

Model Study name

Correlation

0.450

0.360

–0.696

0.332

0.574

–0.080

0.430

0.642

0.740

0.361

0.470

0.353

0.399

0.295

–0.792

0.240

0.463

–0.222

0.359

0.558

0.629

0.273

0.384

0.208

0.498

0.422

–0.566

0.418

0.667

–0.065

0.496

0.713

0.821

0.443

0.548

0.484

15.358

10.134

–7.736

6.771

8.394

–1.082

10.707

11.296

8.865

7.570

9.460

4.571

0.000

0.000

0.000

0.000

0.000

0.279

0.000

0.000

0.000

0.000

0.000

0.000

Dahinten (2016)

Ouyang (2015)

Cramer (2014)

Ahmad (2010)-English

Ahmad (2010)-Malaysia

Laschinger (2004)

Laschinger (2001)

Spence (2014)

Spence (2002)

Random

Sparks (2012)

Larrabe (2003)

Lower limit Upper limit Z-Value p-Value –1.00 –0.50 0.00 0.50 1.00

Statistics for each study Correlation and 95% CI

F IGURE 2 Correlation between psychological empowerment and job satisfaction
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psychological empowerment between structural empowerment and

job satisfaction are limited. Thus, studies with similar aims should be

conducted in the future.

4.2 | Limitations

Most studies included in this review used a cross-sectional design and

the variability in the measurement of job satisfaction might limit the

ability to estimate causation and decrease the generalizability of the

results. Results of the quality assessment revealed that some studies

have small sample sizes, which may have affected the results. This

review did not include qualitative studies, which may reveal valuable

factors, such as the environment and culture of nurses. These factors

may contribute to the relationship between the psychological empow-

erment and job satisfaction of nurses. The meta-analysis revealed high

heterogeneity across studies. Heterogeneity possibly resulted from

the differences in work environment, sample size and the diversity of

measures and mixed cultures among included studies.

5 | CONCLUSION

The results of this review provided evidence for the importance of

psychological empowerment in improving the job satisfaction of

nurses. Exploring the impact of psychological empowerment and

understanding the correlation between psychological empowerment

and job satisfaction might be useful in creating a supportive and sat-

isfying work environment for nurses and thus promote the retention

and alleviate the shortage of nurses. This review will help managers

and hospitals formulate strategies for developing and maintaining

empowering workplaces. Researchers should conduct longitudinal,

interventional and qualitative studies to further evaluate the relation-

ships between nurse psychological empowerment and job satisfac-

tion and the mediating role of psychological empowerment between

structural empowerment and job satisfaction.
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