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Abstract 

 The aim of this study was to examine the relationship between 

psychological empowerment and creative performance through the mediating 

effect of job satisfaction in the International Non-Governmental 

Organization’s (INGO’s) context in Jordan. In accomplishment of this, an 

online questionnaire was distributed to a random representative sample of 

INGO’s employees working at Jesuit Refugee Service Jordan. Data were 

collected from 125 workers who are diverse in their gender, age, educational 

level, work experience and hierarchical position. Additionally, SPSS and 

AMO statistical software were used in order to read out the results of the filled 

out questionnaires. Moreover, Correlation Matrix, Multiple Regression 

Analysis and Mediation Analysis Process statistical tools were adopted in 

order to validate the proposed relationship. Sequentially, the results of the 

analysis validated the proposition that psychological empowerment is 

correlated significantly to the creative performance of employees through the 

mediating effect of job satisfaction.  

 
Keywords: Psychological Empowerment, Creative Performance, Job 

Satisfaction, Jordan INGO 

 

Introduction 

 Despite the fact that human resources concept has been lately 

introduced in the MENA Region, the concept has been of interest more than 

before. Since the past few decades, firms have come to recognize that human 

factor is a vital driving force of their performance (Pfeffer, 1994; Fiorina 2000, 
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Cartwright & Cooper, 2014). Moreover, human capital is perceived as one of 

the main building blocks to gain a sustainable competitive advantage, which 

requires Human Resources Management practices to be aligned with the 

organization’s overall strategy (Barney, 1991, 1995; Lado & Wilson, 1994, 

Brewster, 2017). This is due to the fact that humans in their nature are 

somewhat episodic and depict exceptionally complex creatures, which in turn 

make such creatures difficult to mimic (Barney, 1991; Peteraf, 1993; Black & 

Boal, 1994, Knight, 2016). Therefore, employers should pay considerable 

attention to what drives people’s performance and to what fulfills their needs 

in order to positively affect organizational performance.  

 The proposed framework of this research paper links psychological 

empowerment to the creative performance of employees through the 

intervening effect of job satisfaction so as to extend literature and to amend 

employers’, of the context in question, prospects regarding the tackled issues.  

 There is no doubt that empowerment is a key driver of individual and, 

subsequently, organizational performance (Seibert et al., 2004) as it energizes 

organization’s folks to fully utilize their skills and capabilities to achieve 

impactful results for their organizations (Vogt & Murrell, 1990; Chen et al., 

2007). Empowerment in its general meaning is permitting staff to establish 

their own goals and objectives to accomplished, make shared-decisions and 

overcoming problems that are faced within their responsibilities’ boundaries 

((Moorhead & Griffin, 1995; Conger and Kanungo, 1988; Carson et al., 2007; 

Greasley et al., 2008; Hempel et al., 2012). However, as the concept continues 

to evolve, many different dimensions/approaches to empowerment have been 

discovered, most importantly, Psychological Empowerment and Socio-

Structural Empowerment (Tymon, 1988; Laschinger et al., 2004). Socio-

Structural Empowerment is enacted by manager’s conducts and attitudes; such 

attitudes drive the psychological state of employees (Dewettinck & Ameijde, 

2011; Seibert et al., 2004; Menon 2001). On the other hand, Conger & 

Kanungo (1998) outlined that empowerment is “psychological enabling” 

furthermore, the authors viewed the practice as the improvement of staff self- 

efficacy through the elimination of powerlessness elements. It can be 

addressed that Psychological Empowerment equates; employees’ intrinsic 

motivation and perception of their work represented by four dimensions: 

“meaning, competence, self-determination and impact” (Spreitzer, 1995; 

2008; Lawler, 1986; Thomas & Velthouse 1990).  

 Researchers and scholars agreed that empowerment as a motivational 

construct (psychological empowerment) deals with the mind state of 

employees. Hence, managers on their side should take the necessary actions 

of empowerment initiatives in order to positively influence employees’ 

psychological state (Menon, 2001). This will, consequently, result in an 

improved level of satisfaction (Chiang & Hsieh, 2012; Kue et al., 2008; Seibert 
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et al., 2011). Subsequently, self-efficacy and outcome expectations of Lawler 

(1973)’s Expectancy Theory will be met and thus enhancing feelings of 

psychological empowerment (Lawler, 1973; Conger & Kanungo, 1988; 

Thomas & Velthouse, 1990; Spreitzer, 1995; 1997; Meyerson & Kline, 2008).  

 Given a turbulent, dynamic and aggressively competitive environment, 

employees’ creative performance is a key to the survival of operating 

organizations (Anderson et al., 2014; Oldham & Cummings, 1996; Van 

Gundy, 1987). Creative performance is described as the initiation of firsthand, 

original ideas that is potentially valuable and pertinent to the organization 

(Woodman et al., 1993; Oldham & Cummings, 1996; Robinson & Beesley, 

2010). Nonetheless, employees’ creative performance is directly linked and 

conditioned by individual and contextual drivers (Tierney et al., 1999; 

Hennessey & Amabile, 1998; Flynn & Goldsmith, 1993; Oldham & 

Cummings, 1996; Amabile et al., 1996; Amabile & Gryskiewicz, 1989) that 

is to be aligned to one another in order to significantly play a role in fostering 

employees’ creativity (Amabile, 1988; Scott & Bruce, 1994; Eisenberger et 

al., 1999). Hence, organizations should be driven by “human values” which 

means treating employees equally and manipulate their job characteristics 

through adding a sense of empowerment to their tasks (Spector 1997; Lawler 

et al., 1995). At this point employees can be internally satisfied with their jobs, 

this satisfaction will be positively reflected on their behaviors and 

consequently on their creative performance (Judge et al., 2001; Han et al., 

2009).  

 Having it all gathered, nowadays, the rapidly changing; dynamic; 

brutal global competitive environmental context of organizations required 

parties in question to always strive for being the market leaders or initiators of 

novel ideas for them to stand against competitors’ actions and sustain their 

competitive advantage (Delbecq & Mills, 1985; Kanter, 1983). With this being 

the condition of the market, there still lack of literature of psychological 

empowerment and its effect on the creative performance of employees, which 

is clearly apparent in the MENA region specifically in Non-Governmental 

Organization’s (NGO’s) context. Besides that MENA employers relatively 

underrate the tackled issues.  

 As mentioned earlier, the constructed model of this paper connects 

psychological empowerment to the creative performance of employees 

through the mediating effect of job satisfaction. The proposed correlations are 

consistent with extant literature and been agreed by many scholars and 

researchers. However, to the best of the researchers’ knowledge, no one yet 

examined the mentioned model in the INGO’s sector in Jordan. Therefore, this 

article will extend extant literature’s supported hypotheses concerning 

psychological empowerment and creative performance on Jordan’s INGO’s 

context through the intervening effect of job satisfaction as means of 
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encouraging concerned people to empower workers, which in turn affect the 

organization’s overall performance.  

 

Theory and Hypotheses 

 At this part, the researchers will be discussing the proposed conceptual 

framework of this article embodied in the projected set of hypotheses. The 

hypothesized relationships were based on extant literature of empowerment 

theories. Nonetheless, we will trace the theoretically hypothesized 

relationships and test our proposed hypotheses in relation to the context in 

question. The proposed framework suggests the relationship between 

psychological empowerment and creative performance through the mediating 

effect of job satisfaction. As figure 1 shows, psychological empowerment is 

the independent variable, job satisfaction is the mediating variable and 

creative performance is the dependent variable. This relationship will be 

examined through the measurement of the effect of psychological 

empowerment and its dimensions (i.e. meaning, competence, impact and self- 

determination) to provide scientific evidence on its effect on the creative 

performance of employees through job satisfaction.  

 
Figure 1 Hypothesized Model. 

 

Psychological Empowerment and Job Satisfaction  

 Psychological Empowerment is the independent, decision variable, in 

our study, and the starting point to motivating creative performance. 

Consistently, many studies have shown that psychological empowerment and 

job satisfaction are directly related (Castro et al., 2008; Dewettinck & 

Ameijde, 2011; Fong & Snape 2015) that is the more employees are 

empowered the more satisfied they will be (Menon, 2001; Stewart, et.al, 

2010).  

 Moreover each of the four dimensions of psychological empowerment 

shows an increasing relationship with job satisfaction (Spreitzer et al., 1997). 

To elaborate, psychologically empowered employees undergo satisfaction in 

various stances (Amundsen & Martinsen, 2015). To itemize it, when 

employees perceive work as being personally important their satisfaction 

levels tend to boost (Spreitzer et al., 1997; Hackman & Oldham, 1980). In the 

same manner, their beliefs of personal efficacy and ability to perform task 

competently are likely to result in higher satisfaction levels (Spreitzer et al., 
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1997; Hartline & Ferrell, 1996). The same applies to Spreitzer et al. (1997); 

Thomas & Tymon (1994) who believed that self-determined individuals are 

more likely to be satisfied than others since self-determination is a key 

contributor to intrinsic motivation. The fourth dimension, “impact,” is 

intensely linked to job satisfaction. The reason behind that is the ability of 

employees in such case to recognize the results of their work on the big picture 

of the organization (Spreitzer et al., 1997; Ashforth, 1989).  

 Nonetheless, the relationship is yet to be examined and probed, 

however, some reasonable expectations could be initially set. The set 

expectations resulted in the first hypothesis of the research study:  

 H1: Psychological Empowerment is positively related to Job 

Satisfaction. H1a: Meaning is positively related to Job Satisfaction. H1b: 

Competence is positively related to Job Satisfaction. H1c: Self-Determination 

is positively related to Job Satisfaction. H1d: Impact is positively related to 

Job Satisfaction.   

 

Job Satisfaction and Creative Performance  

 Job satisfaction is a key contributor to the creative performance of 

employees (Bytyqi et al., 2010). As such, we have positioned it as the variable 

that mediates the effect between Psychological Empowerment and Creative 

Performance. “Creative and satisfied staffs are the most important asset of an 

organization and the most competitive advantage and the scariest supply in 

today's organizations economy” (Taherkhani, 2015). Thus, it is important to 

scrutinize the mentioned relationship for managers to enrich their 

understanding on the practices that boost staffs’ satisfaction and thus their 

creative performance.  

 Many scholars and academics settled that a positive relationship exists 

between job satisfaction and creative performance. Isen & Daubman (1984) 

made a major contribution to this statement when they suggested in their 

research study that emotional state of pleasure (job satisfaction as mentioned 

earlier) empowers people to “see relatedness and interconnections among 

cognitions, and perhaps process material in a more integrated fashion.” As a 

result, information processing and thinking constraints would be eliminated 

and would increase employees’ openness to original ideas and proposals 

(Taherkhani, 2015). We can arrive at a conclusion then, that job satisfaction 

leads to a higher level of worker’s creative performance, which is represented 

in our second hypothesis below.  

 H2: Job Satisfaction is positively related to Creative Performance.  

 

Psychological Empowerment and Creative Performance  

 Earlier research suggested that empowerment critically influences 

employees’ creativity in a positive manner (Ambile, 1983). Furthermore, 
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Ambile found out that increasing interest in job tasks rather than reward and 

punishment system triggers creative performance; moreover, people tend to 

generate novel ideas when they have higher degree of freedom in setting 

targets and performing tasks.  

 Digging deeper into the said correlation, each dimension of 

psychological empowerment is discovered to have a positive influence on 

employees’ creative performance (Spreitzer 1995; Spreitzer et al., 1997; 

Spreitzer et al., 1999; Jung & Sosik, 2002). To clarify, when empowered 

workers realize how personally meaningful their work is, this is likely to 

reinforce their willingness to accomplish significant objectives (Sun et al., 

2012). Besides, those who perceive themselves as being able to perform their 

tasks skillfully tend to be more “cognitively flexible” and thus more open to 

adapt new ideas and solutions (Wallace et al., 2011; Wang et al., 2014). 

Additionally, Spreitzer (1995) reported that staff’s intentions to think 

creatively are found to boost when they can sense the impact of their work on 

the organization as a whole. Likewise, self- determined workers are highly 

self-confident, which drives them to always pursue techniques through which 

their work settings would be improved (Jung & Sosik 2002; Spreitzer 1995). 

Heading from this critical relationship, we have proposed the third hypothesis 

as follows:  

 H3: Job Satisfaction mediates the effect between Psychological 

Empowerment and Creative Performance.  

 

Methods 

 One of the most important and sensitive stages in handling any 

research is to identify the methodology and procedures followed to achieve 

the targets of the research. It is even more important to select valid and reliable 

measurement scales that enable the researcher to interpret the collected data 

appropriately and subsequently make a generalization (Yin, 2009).  

 

Data Collection and Participants 

 For the purposes of measuring the hypothesized relationship; and 

testing out the suggested hypotheses, a set of data were collected using 

quantitative instruments, standardized online questionnaire, which was 

developed using SurveyMonkey website. The online questionnaire named 

“Antecedents of Creative Performance” was distributed on a sample of 256 

respondents working at one of the International Non-Governmental 

Organizations, Jesuit Refugee Services (JRS), Jordan branch. The named 

questionnaire was distributed during the period between 3rd of April 2018 – 

8th of May 2018. The responses were collected in English through an Email 

sent, along with an URL link to the questionnaire, to Jordan’s Country 

Director of the surveyed INGO to encourage participation. It was clearly stated 
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in the sent email that the responses will be confidential and will not include 

any personal identifying information. As a result, 125 of the circulated 

questionnaires were serviceable.  

 In sorting out the pattern regarding demographical characteristics 

among the navigated sample we found out that, approximately, 46% of those 

represent female respondents while male representation in the sample was 

44% worker. Moreover, the majority of the population was aged between 20 

and 29 years since the rest of age classes gathered represents only 34% of the 

sample. Furthermore, bachelor’s degree holders were significantly the 

dominant class amongst the research society. In contrast, the targeted sample 

was distributed throughout working experience scale as follows, 42% of the 

sample have been working for one year or less at JRS; 50% have spent two to 

four years whilst only 9% have been loyal employees to JRS, working for five 

years or more. There was a variety of hierarchical positions of those who filled 

out the questionnaire as managers class demonstrates 25% of the respondents, 

officers exemplifies 40% of the sample whereas assistants class represents 

35% of the surveyed society.  

 

Measurements 

 Measurement of the constructs’ scales aid researchers to draw 

conclusions for any deductive research study (Malhorta, 2004). In this respect, 

nominal scale was adopted to address demographical characteristics of the 

responder. Covered demographical areas included, responder’s gender 

(Female/ Male); age ranging from twenty-years old to sixty-years old; 

educational levels from Doctor of Philosophy (Ph.D.) to high school; working 

period at the responder’s organization stretching from less than one year to 

more than five years; and worker’s position (Assistant, Officer or Manager). 

Based on the nature and the intended uses of the collected data, preset ordinal 

scales were followed for the purposes of measuring each proposed construct 

in the theoretical framework (Psychological Empowerment, Job Satisfaction 

and Creative Performance). The used measurement items for each construct 

are shown in the Appendix.  

 

Psychological Empowerment  

 As mentioned earlier, psychological empowerment is exhibited in four 

dimensions; “Meaning, Competence, Self-determination and Impact” 

(Spreitzer, 1995). Spreitzer (1995)’s ordinal 12-point scale, which have been 

adopted by many scholars and researchers (Kraimer et al., 1999; Huang, 

2012), was applied to our questionnaire ‘Antecedents of Creative 

Performance’ to find out the level of employee’s psychological empowerment 

in the INGO’s sector and in an attempt to validate the researcher’s hypotheses. 

Therefore, a five-point Likert scale was developed for this measurement, 
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scoring varied form “5” representing “strong agreement” of the responder 

whereas “1” reflects a “strong disagreement”, with “3” revealing a neutral 

state. By reading out the scores of the Likert scale, means and standard 

deviations for each one of the constructs have been calculated. The mean and 

standard deviation results for the dimensions of Meaning, Competence, Self-

determination and Impact were, (4.5 and 0.79), (4.49 and 0.68), (3.38 and 

0.94) and (4.0 and 1.03) respectively. Since the mean values of all of the 

dimensions were above (3.00) and standard deviation results were less than 

1.00, it can be settled that Jordan INGO’s employees reckon that they are 

exceptionally, psychologically empowered with a convergence of opinions on 

these feelings of psychological empowerment.   

 

Job Satisfaction  

 The current study applies Spector (1994) scale of job satisfaction with 

the purpose of measuring the mediating role of this construct in the proposed 

relation. Evidentially, this scale has been adopted in many studies (Lamond & 

Spector, 2000) resulting in its validation; as such it was appropriate to follow 

this scale to measure worker’s level of job satisfaction. A corresponding 5-

point Likert scale was followed; “5” shows a “very satisfied” worker, on the 

contrary, “1” displays a “very dissatisfied” one. The computation of the Likert 

scale scores resulted in a job satisfaction mean of 3.82 and a standard deviation 

of 0.68. It is evidential then that Jordan INGO employees consensually feel 

that they are satisfied with their jobs.  

 

Creative Performance  

 With reliability and validity being requirements for any used scale, this 

study followed Zhou & George (2001) 13-item scale of measuring the creative 

performance of employees. The validity of this scale has been confirmed 

throughout the years after being used by a considerable number of academics 

and researchers (Zhou & Shalley, 2003; Gardner, 2011, Al-Madadha, 2016). 

Scoring of the matching Likert-type scale ranged from “5” refers to an action 

taken “always” by the responder to “1” reflecting an action that has “never” 

been taken by the employee himself/herself. It was found that Jordan INGO 

staff perceives themselves as being creative performers since the mean result 

of this construct was (4.1) and a convergence of opinions regarding this feeling 

was evidential through standard deviation result of (0.44).  

 

Analysis 

A correlation matrix has been adopted in this research paper to 

comprehend the connection between the three variables (i.e. psychological 

empowerment, job satisfaction and creative performance) among the adopted 

three different measurement scales for each variable and to find out the degree 
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by which each variable is correlated positively/negatively to the other 

variables. A positive correlation between the variables confirms the 

hypotheses. This statistical tool is serviceable when it comes to the first two 

hypotheses of our research, however, the third hypothesis of the mediating 

effect of job satisfaction could not be tested neither could it be validated using 

correlation matrix. Consequently, multiple regression analysis has been 

utilized to gauge the independent variables’ ability to foretell the value of the 

dependent variable of the research (Field & Gillett, 2010; Hair et al., 2010). 

The usefulness of this approach was apparent in the values of its statistical 

tools (Beta, R2 and P-Value) each of which supported the hypotheses in 

different way (Mason & Perreault, 1991; Cohen et al., 2013). For instance, 

Beta value shows the degree by which the variables are related to one another; 

R2 interprets the extent to which the variability of the dependent variable is 

explained and caused by its antecedents; and P-Value displays the significance 

of the relationship between the variables. To clarify this further, if P-Value is 

less than 0.05 this proves a significant relationship between the variables and 

vice versa. The presence of a mediating variable in the current study, job 

satisfaction, as a mediating effect between psychological empowerment and 

creative performance has led us to applying Baron & Kenny (1986) 

“Mediation Analysis Process” as it suggests that the independent variable 

(psychological empowerment) and the dependent variable (creative 

performance) arerelated to one another indirectly through the mediating 

variable (job satisfaction). In order for this approach to validate the third 

hypothesis of our research, which couldn’t be tested using the preceding two 

approaches, two paths were followed, direct and indirect path as shown in 

figure 2 below. On one hand, the direct path claims that Psychological 

Empowerment and Creative Performance are directly related without the need 

for a mediating effect. On the other hand, the indirect path suggests that 

psychological empowerment and creative performance are linked to one 

another through the mediating variable of job satisfaction, which is 

represented by our third hypothesis. 

 

 

 

 
  Direct Path 

Figure 2: Direct and Indirect Path to Creative Performance 
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Results 

Correlation Matrix  

 Table 1 demonstrates the correlation matrix amongst the constructs of 

this paper (i.e. psychological empowerment, job satisfaction and creative 

performance). Generally speaking, the constructs of the present study are 

positively correlated. To dig deeper into this, the correlation between 

psychological empowerment and job satisfaction is evidential through the 

values of the correlation of job satisfaction with each one of the dimensions; 

meaning, competence, self-determination and impact, which were 0.457, 

0.235, 0.756 and 0.142 respectively. It is revealed from table 1 that job 

satisfaction acts as a positive stimulus to creative performance as the value of 

this correlation was (0.455). To put this in other words, INGOs’ employees 

that retain high levels of job satisfaction are predicted to be creative while 

doing their jobs and vice versa. Proportionately, as table 1 displays, 

psychological empowerment and creative performance shows a positive 

correlation, this is drawn from the presented correlation values between 

creative performance and psychological empowerment exhibited in its four 

dimensions as follows; creative performance and meaning (0.235); creative 

performance and competence (0.326); creative performance and self-

determination (0.543); and creative performance and impact (0.544) 
Table 1: Correlation Matrix Results 
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Meaning 1.00      

Competence 0.561 1.00     

Self-

determination 

0.364 0.547 1.00    

Impact 
0.467 0.562 0.365 1.00   

Job Satisfaction  
0.457 0.235 0.756 0.142 1.00  

Creative Performance  
0.235 0.326 0.543 0.544 0.455 1.00 

 

 Building upon correlation matrix’s scores, a conclusion can be 

extended that the four dimensions of psychological empowerment has a 
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positive impact on job satisfaction. Therefore, job satisfaction is positively 

correlated to creative performance. 

H1: Psychological Empowerment is positively related to Job Satisfaction. 

H1a: Meaning is positively related to Job Satisfaction. H1b: Competence 

is positively related to Job Satisfaction. H1c: Self-Determination is 

positively related to Job Satisfaction. H1d: Impact is positively related to 

Job Satisfaction. Supported  

H2: Job Satisfaction is positively related to Creative Performance. 

Supported   

 

Multiple Regression Analysis  

 Multiple regression analysis was first applied to the first hypothesis for 

validation purposes. The results of the analysis are presented below in Table 

2.  
Table 2: Multiple regression test results on the impact of Psychological Empowerment on 

job satisfaction 

 From the table above, it is evident that the relationship between 

psychological empowerment and job satisfaction were statistically significant. 

This significance is interpreted in the result value of R2 that exhibits a 55% 

presentation of job satisfaction’s variation by psychological empowerment. 

This goes in consistent with correlation matrix results. Similar to correlation 

matrix, each of psychological empowerment dimensions has shown a positive 

relationship with job satisfaction, as displayed in table 4-4, the results of the 

dimensions were as follows; meaning and job satisfaction (B = 0.134); 

competence and job satisfaction (B = 0.234); self-determination and job 

satisfaction (B = 0.367); and Impact and job satisfaction (B = 0.547). As such, 

a conclusion can be drawn that the first hypothesis and its corresponding sub-

hypotheses of this research study were empirically supported.  

 H1: Psychological empowerment is positively related to job 

satisfaction. 

 In testifying the second hypothesis that job satisfaction is significantly 

and directly related to creative performance, multiple regression analysis results 

of this hypothesis are shown below in table 3.  
 Table 3: Multiple Regression Test Results of Job Satisfaction’s impact on Creative Perfomance 

 Independent (Psychological Empowerment) 

H1: H1a, H1b, H1c and 

H1d 
Meaning Competence 

Self-

Determination 
Impact 

Model 

Statistics 
Results 

Dependent B B B B R2 P A/R 

Job Satisfaction 0.134 0.234 0.367 0.547 0.442 0.001 A 

H2 Independent (Job Satisfaction) Model Statistics Results 

Dependent Variable  B R2 P A/R 

   Creative Performance 0.312 0.231 0.002 A 
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 The second hypothesis proposed that job satisfaction and creative 

performance are significantly related to one another in a positive correlation. 

Nonetheless, the results of multiple regression analysis were consistent with 

those of correlation matrix since the results of the conducted test (R2 = 0.231, 

Beta = 0.312 and P-Value = 0.002) supported this relationship.  

H2: Job satisfaction is positively related to the creative performance of 

employees. 

 

Mediation Analysis Process  

 Mediation analysis enriches one’s understanding of the constituents of 

psychological empowerment (Sibert et al., 2004). The current paper 

hypothesized the relationship between psychological empowerment and 

creative performance as mediated through the effect of job satisfaction. In 

order to test out this hypothesis, we used Baron & Kenny (1986) “Mediation 

Analysis Process.”  

 We first applied mediation analysis on the direct path. As shown in 

table 4 psychological empowerment has a positive effect on job satisfaction. 

This can be extrapolated from the results of R2 and Beta, which was 0.354 and 

0.547 respectively. Moreover, the table demonstrates that psychological 

empowerment was found to interpret 35% of the variation in creative 

performance. This clearly demonstrates the positive significant relationship 

between psychological empowerment and creative performance.  
Table 4: Results for Mediation Analysis (Direct Path) 

 

 Following this, we have applied regression experiment to the entire 

variables of the research (i.e. psychological empowerment, job satisfaction 

and creative performance). In this test, the effect of psychological 

empowerment shall decrease when compared to the preceding mediation 

analysis test in order to validate the model. Table 5 below displays the results 

of this test on the indirect path. 
Table 5: Results for Mediation Analysis (Indirect Path) 

Variables Creative Performance  

 B P  R2 P Value 

Psychological Empowerment 0.121 0.354 
0.632 0.001 

Job Satisfaction 0.296 0.000 

 

 
Mediating Effect Dependent Variable 

 Job satisfaction Creative Performance  

Independent Variable B P Value B P Value 

Psychological Empowerment  0.354 0.000 0.324 0.000 

R2 0.547 0.347 
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The results above prove the third hypothesis of the mediation effect of 

job satisfaction since it is clear that job satisfaction has a significant correlation 

with creative performance (P=0.000) whilst psychological empowerment’s 

result (P=0.354) shows insignificant relation to creative performance. On the 

top of that, it is clear that beta value of psychological empowerment has 

decreased in this test. Having said that, it is then applicable that job satisfaction 

mediates the relationship between psychological empowerment and creative 

performance since 63% of creative performance is explained by psychological 

empowerment through the mediating effect of job satisfaction (indirect path).  

 H3: job satisfaction mediates the relationship between psychological 

empowerment and creative performance. 

 Figure 3 below visualizes the finding that the indirect path represents 

higher percentage of the variation in the creative performance of employees 

than the direct path.   

Indirect Path (R2 = 0.632) 

 
 

 
 

 

Direct Path (R2 = 0.347) 

Figure 3: Results for Mediation Analysis 

 

Discussion  

By referring back to data analysis results each of the three hypotheses 

were empirically supported, each on its side was backed by previous studies‘ 

findings. To elaborate, the impact of psychological empowerment on Jordan 

INGO’s employees’ job satisfaction was evidenced to be positively related, 

that is the more Jordan INGO’s employees are psychologically empowered 

the more satisfied they will be. Consistently, many studies have provided 

empirical support for this direct relationship as they indicated that 

psychological empowerment and job satisfaction are significantly correlated 

(Olcer & Florescu, 2015; Theron, 2010; Tetik, 2016). Additionally, job 

satisfaction proved to have significant positive effect on the creative 

performance of Jordan INGO’s employees especially that job satisfaction acts 

as a stimulus to creative performance. This finding is consistent with the 

conclusions of other studies in the same arena (Bytyqi et al., 2010; Isen et al., 

2004). Furthermore, it was clearly evident through mediation analysis that job 
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satisfaction mediates the effect between psychological empowerment and 

creative performance of Jordan INGO’s employees. Hence, the fallouts of our 

research went in line with Spreitzer (1995) suggestions and extended 

additional support to its theoretical findings and to the results of previous 

studies that stressed the importance of psychological empowerment on the 

creative performance of employees (Spreitzer et al., 1997; Saif & Saleh, 2013).  

 Given that the hypotheses of this research were empirically supported, 

a generalizability could be made that psychological empowerment feelings of 

Jordan INGO’s employees plays a considerable role in their performance that 

is affected by their job satisfaction levels. Thus, a beneficial contribution has 

been made to researchers as well as Jordan INGO’s employers. Theoretical 

implications of the findings of our research imply that the comprehensive 

understanding of creative performance antecedents requires an emphasis on 

the psychological empowerment practices taken by employers as well as 

employees’ levels of job satisfaction. Although some researchers proposed a 

nearly similar model, our study has extended the validated theories and 

assumptions of previous studies into the INGO’s sector in Jordan so as to 

strengthen and confirm the factors and drivers that affect the creative 

performance of INGO’s employees in Jordan. Additionally, the selection of 

job satisfaction as the mediating variable of the suggested relationship of the 

study enhanced the comprehension of job satisfaction components. Hence, the 

study enriches and adds to our knowledge of the role of psychological 

empowerment and job satisfaction on creative performance levels. Based on 

the results of the conducted data analysis, the importance of psychological 

empowerment and employees’ job satisfaction on creative performance was 

highlighted. As such INGO’s Jordan could benefit from the said analysis in 

paying considerable attention to their psychological empowerment practices 

such as; enhancing the meaningfulness of one’s job, taking actions to boost 

employees’ confidence about their ability to perform the tasks skillfully, 

providing them with high degree of autonomy and freewill to perform the 

tasks, in addition to the demonstrations of their impact and contribution to the 

organization. Further, results of the analyzed data necessitates those in 

authority in the INGO’s in Jordan to keep an eye on the levels of job 

satisfaction of employees by ensuring that they are receiving an externally and 

internally equitable salary and benefit package; enjoying their work and 

coworkers; committed to a healthy and constant communication system; and 

receiving recognition for their accomplishments.  

 

Limitations and Future Research 

 The present study has contributed considerably to the literature of 

creative performance antecedents (i.e. psychological empowerment and 

creative performance). However, certain limitations were quoted, which 
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therefore provided suggestions for future research in the same arena of 

psychological empowerment, creative performance and job satisfaction. The 

first limitation to be tackled is that this cross-sectional study takes only a 

snapshot of the relationship at one point in a time, as such; it cannot accurately 

detect the dominant pattern of the relationship over time. Thus, it is suggested 

for future researchers to use longitudinal research methods so as to have 

stronger results concerning the correlation between psychological 

empowerment and creative performance. The second point underlines the use 

of job satisfaction as the mediating effect. Although the use of job satisfaction 

as the mediating effect of the suggested relationship has contributed 

significantly to the understanding of psychological empowerment components 

and creative performance drivers, many other variables may mediate this 

relationship. The researchers would suggest the integration of another 

mediating variable to the direct relationship between psychological 

empowerment and creative performance; suggestions include Employee 

Commitment, Employee Loyalty or Employer-Labor relations. Lastly, the 

society of research of this study was limited to Jordan INGO’s context, which 

restrains the generalizability of the settled results. Therefore, for validation 

purposes, it can be suggested that future researchers take the initiative in 

conducting the study’s model in other countries in the MENA region.  

 

Conclusion 

 This article stressed the importance of psychological empowerment 

and job satisfaction on the creative performance of employees in Jordan 

INGO’s. It has shed a light on issues that are relatively undervalued by 

employers in the MENA region. The findings of the conducted study 

highlighted that employees tend to exhibit greater creative performance levels 

when they are satisfied as a result of employer’s psychological empowerment 

practices. This outcome would have many practical implications on 

employers’ practices and the way they handle empowerment programs as well 

as their prospects regarding the ability of those variables to influence the 

performance of the organization as a whole unit.  
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Appendix  
Gender:  o Male     o Female  

Age: o 20-29     o 30-39     o 40-49     o 50-59     o 60 and more.  

Educational Level: o Doctor of Philosophy (Ph.D.)    o Master’s Degree (MSc/ MA)    o 

Bachelor’s Degree (BSc/ BA)              o Diploma                     o High School  

Working Period at Your Organization: o One year or less      o Two - Four years      o Five 

years or more  

Position/Level: o Manager     o Officer      o Assistant  

Psychological Empowerment Items: 

1.  “The work I do is very Important to me” 

2.  “My work activities are personally meaningful to me”  

3.  “The work I do is meaningful to me“ 

4. “I am confident about my ability to do my job”  

5. “I am self-assured about my capabilities to perform my work activities.” 

6. “I have mastered the skills necessary for my job”  

7. “I have significant autonomy in determining how I do my job”  

8. “I can decide on my own how to go about doing my work”  

9. “I have considerable opportunity for independence an freedom in how I do my job”  

10. “My impact on what happens in my department is large” 

11. “I have a great deal of control over what happens in my department”  

12. “I have significant influence over what happens in my department” 

Job Satisfaction Items: 

13. “I feel I am being paid a fair amount for the work I do”  

14. “My supervisor is quite competent is doing his/her job”  

15. “When I do a good job, I receive the recognition for it that I should receive”  

16. “I like the people I work with”  

17. “Communications seem good within this organization”  

18. “Those who do well in the job stand for a fair chance of being promoted”  

19. “The benefits we receive are as good as most other organizations offer”  

20. “I like doing the things I do at work”  

21. “The benefit package we have is equitable”  

22. “I enjoy my coworkers”  

23. “I feel a sense of pride in doing my job”  

24. “I feel satisfied with my chances for salary increases”  

25. “I like my supervisor”  

26. “I am satisfied with my chances for promotion”  

27. “My job is enjoyable” 

Creative Performance Items: 
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28. “I suggest new ways to achieve goals or objectives” 

29. “I come up with new and practical ideas to improve performance”  

30. “I search out new technologies, processes, techniques and/or product ideas”  

31. “I suggest new ways to increase quality”  

32. “I am a good source of creative ideas”  

33. “I am not afraid to take risks”  

34. “I am promote and champion ideas to others”  

35. “I exhibit creativity on the job when given the opportunity to”  

36. “I develop adequate plans and schedules for the implementation of new ideas”  

37. “I have new and innovative ideas”  

38. “I come up with creative solutions to problems”  

39. “I have a fresh approach to problems”  

40. “I suggest new ways of performing work tasks”  

 

 

 

  


