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Abstract 

Background: Nowadays, healthcare organizations are affected by changes and reforms, thus new challenges 

arise for nurses. Nurses need to have the power to achieve their personal and organizational goals. Furthermore, 

healthcare organizational culture shapes the organization and provides a complex understanding of crucial 

organizational factors that affect nurses' empowerment.  

Aim: Identify the relationship between healthcare organizational culture and nurses' empowerment at hospital 

setting. 

Methods: Descriptive correlational research design was used. A convenient sample of 225 nurses was recruited 

from University Hospital in the Delta of Egypt. Denison Organizational Culture Survey (DOCS), the Condition 

of Work Effectiveness Questionnaire (CWEQ-II), the Psychological Empowerment Instrument were used to 

collect data for the current study. Results: There were a strong healthcare organizational culture among study 

sample, moderate level of structure empowerment, and moderate level of psychological empowerment. 

Conclusion: There were positive correlations between healthcare organizational culture, structural, and 

psychological empowerment. There was a positive correlation between structure and psychological 

empowerment. Only gender that did not vary with psychological empowerment. Sustaining a strong healthcare 

organizational culture enhances structure and psychological empowerment among nurses. 

Keywords: healthcare, nurses, organizational culture, psychological, structure empowerment 

1. Introduction 

Organizational development depends on analysis and identification of the factors that lead to organizational 

effectiveness. Healthcare organizations and managers are willing to get nurses commitment, which leads to 

improve productivity. Hospitals' management would like to introduce nurses with norms, values and goals of the 

hospitals which are important to understand healthcare organizational culture. It is the responsibility of the 

management to introduce healthcare organizational culture to its nurses that will assist nurses to get familiar with 

the system of the organization. Interests in healthcare organizational culture from human resource management 

and performance point of views stems from the fact that organizational culture was perceived to offer a 

non-mechanistic, flexible and imaginative approach to understand how organizations work (Brown, 2015). 

Organizational culture refers to the beliefs, ideologies, and principles and values those individuals of an 

organization share. This culture is a determining factor in the success of the organization. Organizational culture 

has the potential to enhance organizational performance, job satisfaction, and enhance the sense of certainty 

about problem solving. If an organizational culture becomes incongruent with the changing expectations of 

internal and/or external stakeholders, the organization‟s effectiveness can decline (Beidas, et al, 2018).  

Organizational culture has the potential to enhance organizational performance, nurses' job satisfaction, and the 

sense of certainty about problem solving. The critical role of culture can improve the ability of organization 

members to innovate. Also, possession of positive cultural characteristics provides the organization with the 

necessary ingredients to solve problem with creativity (Kamel & Aref, 2017). The organizational culture 

consisted of several factors including internal communication, work balance, leadership style, professional 

growth, employee satisfaction, reward system, and organizational performance. When any of these factors are 

compromised, it can negatively affect organization's productivity and profits (Maartje & Josef, 2020). 
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Organizational culture is the system of shared actions, values, and beliefs that develop within an organization 

and guides the behavior of its members”. Organizational Culture is a system for delivery of the value and 

confidence in developing organizations and as guidance for pretending to members of an organization. 

Organizational culture is shared values and beliefs that underlie organizational identity (Olin,et al,2019). 

Social scientists have explored the notion of healthcare organizational culture as a perspective in organizational 

theory over the past decades. Scott and Richard (1987) identified five primary culture typologies: stable, reactive, 

anticipating, exploring, and creative. Hampden-Turner (1990) used four types to describe healthcare 

organizational culture: role, power, task and atomistic cultures 

Nowadays, healthcare organizations are affected by changes and reforms so, new challenges arise for nurses. 

Nurses need to have power in order to achieve their personal and organizational goals. Power and its exercise are 

incorporated into the concept of empowerment. Thus, being empowered plays an important role in providing 

nursing leadership, as it enables nurses to perform their everyday tasks more effectively and in a meaningful way. 

Furthermore, there has been an interest in research on organizational culture because it shapes the organization 

and provides a complex understanding of organizational factors such as empowerment (Gunawan & Aungsuroch, 

2017).  

Empowerment is critical when enhancing the working environment and is suggested to be an effective means for 

improvement (Li. et al, 2018). Empowerment in nursing has become noticeable and important. Thus, a need to 

investigate the phenomenon of nursing empowerment has arisen. Moreover; an interest has emerged in the study 

of organizational aspects such as culture and climate, which are critical for the success and performance of the 

organization. Organizational culture shapes the organization and provides complex perceptions of organizational 

factors like empowerment (Pradhan, et al, 2017). 

Nursing empowerment means the ability to effectively motivate and mobilize self and others to accomplish 

positive outcomes in nursing practices in work environment. Nursing empowerment is instilling a sense of power 

by granting decision-making authority, creating opportunities to influence decisions, and providing ability to 

make choices by nurses (Laschinger,et al, 2014). 

Empowerment in nursing can mean either arising from the environment or developing from one's psychological 

state. It can either be structural or psychological. Psychological empowerment was defined as individual‟s 

cognitive state characterized by a sense of perceived control, competence and goal internalization. It includes 

developing the ability to access and control resources, influence and decision making, awareness of freedom, 

choice, and act with individual confidence. Psychological empowerment has four dimensions: meaning, 

competence, self-determination, and impact. While structure empowerment is the ways in which the workplace 

environment supports professional engagement, commitment to professional development, teaching and role 

development, commitment to community, and recognition of nurses. Structure empowerment has four 

dimensions: individual involvement, decision power, influence and control over job and environment (Meng, et 

al, 2016). 

There is some evidence that organizational culture and empowerment are connected. According to Fan et al. 

(2016), structural empowerment promotes managers to undertake special actions for creating an appropriate 

work environment by providing workers with access to the following empowering structures proposed by Kanter 

(1993): access to information, support, resources, opportunities to grow, and formal and informal power. 

Moreover, Laschinger, et al (2014) considered that the psychological empowerment in an organization can be 

improved with the presence of an appropriate organizational culture in the workplace.  

1.1 Significance of the Study 

An understanding of culture is very important for studying organizational growth and development because it 

gives an organization a strong competitive advantage. The significance of culture is determined by the existence 

of a corporate culture that guides behaviors and actions within a group. The role of the nurse manager is 

highlighted in the creation of an empowering work environment, and having an impact on nurses‟ perceptions of 

their own empowerment (Hagerman, 2017). 

Organizational culture affects the way nurses interact with each other's, with clients, and with stakeholders. 

Without the making use of appropriate organizational culture, productivity of the organization will be reduced. 

Thus, a strong culture can be a stimulus for the empowerment of nurses or limited their yield.  

Nurses become psychologically empowered when they perceive high structural empowerment, that lead to 

positive work behaviors and attitudes such as job satisfaction, commitment, trust and low burnout can be 

achieved. Therefore, the current study aimed to identify the relationship between healthcare organizational 
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culture and nurses' empowerment. 

1.2 Aim of the Study 

This study aimed to identify the relationship between healthcare organizational culture and nurses' empowerment 

at the hospital setting. 

1.3 Research Hypotheses 

1). There is a positive correlation between healthcare organizational culture and nurses' structure and 

psychological empowerment. 

2). There is a correlation between structure and psychological empowerment.  

2. Conceptual Model 

To identify the relationship between healthcare organizational culture and nurses' empowerment at the hospital 

setting. 

Denison's model of organizational culture was adopted as a framework for this study. The reasons for adopting 

this model are: the model was built on how empowerment is affected by organizational culture, the model is 

applied in case of organizational change as it determines components of organizational culture that require 

change, it also test groups' behaviors, it has a direct impact on organizational culture and provides a novel 

framework over other organizational culture models, and it has been extensively used by various organizations to 

evaluate organizational culture. 

 

 

Figure 1. Denison model of organizational culture (1990) 

 

The model includes four key cultural traits: Involvement, consistency, adaptability, and mission. The underlying 

beliefs and assumptions of any organizational culture result in organizational practices which is called behavioral 

patterns. These patterns are observable and represented by the four key traits Denison model consulting has 

identified four key drivers of high performance, improving quality, safety, retention, profitability, and 

empowerment (mission, adaptability, involvement and consistency) (Denison,1990). This model in congruence 

with data collection tools that used in current study. 
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3. Methodology 

3.1 Design 

The study adopted descriptive correlational research design. 

3.2 Setting 

The study was conducted in different departments in one of University Hospital in the Delta of Egypt, included 

were critical care units, inpatient departments, and outpatient clinics. 

3.3 Sampling 

A convenient sampling technique was used in the current study.. The sample size was calculated utilizing G 

Power program, with a power of (0.95), alpha of (0.05), and a medium effect size. The minimum sample size 

required for Pearson correlation coefficient analysis was 198 participants. The total sample size was increased to 

225 nurses to avoid the negative impact of attrition. Both male and female nurses who had at least one year of 

experience can read and understand English and accepted to participate in this study were invited to be part of 

the research. These inclusion criteria grantees that the participant has the ability to assess their healthcare 

organizational culture and express if they were empowered in their work environment or not. 

3.4 Ethical Consideration 

Official steps were taken to obtain permission to conduct the study at the previously mentioned setting. Written 

approval was obtained from the medical and nursing authority after explanation of the aim of the study and study 

procedures. The respondents' rights were protected by ensuring voluntary participation; so that informed consent 

was obtained by explaining the purpose, nature, study procedures, and potential benefits of the study. The 

respondents were assured that the data will be treated as strictly confidential. 

3.5 Data Collection Tools 

Three different tools were used for data collection in addition to study sample demographic characteristics of 

study sample such as: Age, gender, educational qualification, years of experience, marital status and department 

will be considered in the current study. 

I: Denison Organizational Culture Survey (DOCS) (Mobley, et al, 2005). Which consists of 12 items measure 

the four main culture traits which include: involvement (3 items), consistency (3 items), adaptability (3 items) 

and mission (3items). The instrument uses five point likert scale ranging from (1-5) which indicates: (1=strongly 

disagree, to 5=strongly agree). Total score is (12-60) a score of (60 %) equal (12-35) indicates weak healthcare 

organizational culture, and a score of (≥ 60 %) equal (36-60) indicates strong healthcare organizational culture. 

The instrument showed strong Cronbach alpha reliability for the total subcategory as follow (involvement, 

consistency, adaptability, and mission) (0.94, 0.94, 0.92and 0.96) respectively, in the current study Cronbach 

alpha reliability was (involvement, consistency, adaptability, mission, and total healthcare organizational culture) 

(0.92, 0.93, 0.82, 0.89 and 0.96). 

To measure nurses' empowerment two tools were used to measure both structure and psychological 

empowerment. 

II: The Condition of Work Effectiveness Questionnaire (CWEQ-II) was used to measure staff nurses' perception 

of their access to six work structures empowerment (Kanter, 1977) The scale consisted of 23 items which 

measure six separate but interrelated dimensions as the following: support (5 items), information (3 items), 

resources (3 items), opportunity (6 items), formal power (3 items) and informal power (3 items). The instrument 

uses a five point likert scale (1-5) which indicates: (1= never to 5= a lot). The Score range is between (23 and 

115). Higher scores represent stronger perceptions of working in an empowered work environment. Scores 

ranging from (23to 51) are described as low levels of empowerment, (52to 83) as moderate levels of 

empowerment, and (84 to 115) as high levels of empowerment. Cronbach alpha reliabilities for the CWEQ-II 

ranges from (0.79 to 0.82), and (0.71 to 0.90) for the subscales. In the current study (support information, 

resources, opportunity, formal power, informal power and the total score of structures empowerment). (0.89, 

0.92, 0.90, 0.89, 0.74, 0.92 and 0.96). 

III: The Psychological Empowerment tool was designed by Thomas, & Velthouse (1990) to measure the four 

dimensions of psychological empowerment. The scale consists of 12 statement measure separate but interrelated 

dimensions: meaning (3 items), competence (3 items), self- determination (3 items) and impact (3items). The 

instrument uses seven point likert scale (1-7): (1=very strongly disagree, 2=strongly disagree, 3= disagree, 4= 

neither agree nor disagree, 5= agree, 6= strongly agree, 7=very strongly agree). Average of subscale scores range 

from (12 to 84). Higher scores represent stronger perceptions of empowered work environment. Scores ranging 
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from (12 to 34) are described as low level of empowerment, (35 to 59) as moderate level of empowerment, and 

(60 to 84) as high level of empowerment. Cronbach alpha reliability in the original instrument ranges from (.62 

to .74) for the total scale and from (.79 to .85) for the subscales, in the current study (meaning, competence, 

self-determination, impact and total score of Psychological Empowerment) (0.95, 0.91, 0.96, 0.97and 0.94). 

3.6 Date Collection and Procedures 

Data collection lasted from three months started from October to Desember2019. The tools of the study were 

distributed to expertise to determine it clearly, ordering, sequence and content validity. Then send tools to 

translation office to translate it into Arabic then send it to another translation office to retranslate it into English 

and compare two English tools to determine clarity of statements. Then take the acceptance of tools distribution, 

before beginning to collect data from the study subjects. Data was collected in the morning, afternoon and night 

shifts and subjects fill the questionnaire in the presence of the investigator to ascertain all questions was 

answered. The time required for each nurse to fill the questionnaire was estimated to be 10-15 minutes.  

3.7 Statistical Analysis 

Descriptive statistics: were expressed as number and percentage for nominal data, or mean and standard 

deviation for ordinal data. 

For comparison among variables t- test was used for comparison between two groups, and ANOVA (F) test was 

used for comparison between more than two groups. If quantitative data was not normally distributed, 

Mann-Whitney test (non-parametric test) was used for comparison between two means not normally distributed, 

and Kruskal-Wallis test was used for comparison between three means of not normally distributed quantitative 

variables. Qualitative data was analyzed by chi-square (χ2) test.  

4. Results 

In relation to demographic characteristics of the study sample: The highest percentage of study sample aged 

between 20 to < 30 years (47.6%) with mean age of (27.5±2.4). The majority of study sample was female 

(78.7%). More than one third of them had Associate degree in nursing (35.6%). Most of study sample worked in 

closed units (59.1%). As regards to marital status the majority of them were married (78.7%). Concerning 

experience; the highest percentage of nurses were 5 to less than 10 years of experience (30.2%), with mean of 

(7.5 ± 1.2) years of experience. 

Table 1 showed percentage distribution and mean score of healthcare organizational culture‟s subscales more 

than half of study sample had strong organizational culture with high mean score for involvement subscale 

(11.1±3.2) while the lowest mean score was for mission subscale (10.1±3.2). 

 

Table 1. Percentage distribution and mean score of healthcare organizational culture‟s subscales (N= 225) 

Organizational culture‟s  

subscales and the total score 
Rang 

Weak Strong Total mean score 

No % No % M ±SD 

Involvement (3-15) 40 17.8 185 82.2 11.1 ±3.2 

Consistency (3-15) 47 20.9 178 79.1 10.4± 3.3 

Adaptability (3-15) 34 15 191 85 10.7± 2.9 

Mission (3-15) 58 25.8 167 74.2 10.1± 3.2 

Total score groups (12-60) 91 40 134 60 42.3± 11.8 

 
Table 2 showed percentage distribution and mean score of work structures‟ empowerment subscales. The table 

indicated that majority of study sample had moderate work structure empowerment with high mean score was 

opportunity (17.7±4.5) while the low mean score was information (6.9±3.2).  
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Table 2. Percentage distribution and level of nursing perception regarding work structures empowerment‟ 

subscales (N=225) 

Work structure empowerment 

subscales  

 

Range 

Low Moderate High Total 

No     % No       % No % M± SD 

Support (5-25) 71 31.6 118 52.4 36 16 13.9± 4.5 

Information (3-15) 123 54.7 64 28.4 38 16.9 6.9± 3.2 

Resources (3-15) 63 28 116 51.6 46 20.4 8.6 ±3.1 

Opportunity (6-30) 61 27.1 105 46.7 59 26.2 17.7± 4.5 

Formal power (3-15) 84 37.3 131 58.3 10 4.4 7.3± 2.5 

Informal power (3-15) 58 25.8 100 44.4 67 29.8 9.4± 3.6 

Total score groups (23-115) 81 36 101 44.9 43 19.1 63.9± 19.5 

 

Table 3 showed distribution and mean score of work psychological‟ empowerment subscales. Majority of study 

sample had moderate work psychological empowerment with high mean score for meaning (17.2±2.9), while the 

lowest mean score was for self-determination (13.0±4.1). 

 

Table 3. Percentage distribution and level of nursing perception regarding psychological work empowerment‟ 

subscales (N= 225) 

psychological work 

empowerment‟ subscales  Range 
Low     Moderate     High     Total 

No % No % No   % M ± SD 

Meaning of work (3-21) 2 0.9 77 34.2 146 64.9 17.2 ±2.9 

Competence of work (3-21) 2 0.9 94 41.8 129 57.3 16.6 ± 2.5 

Self determination (3-21) 16 7.1 152 67.6 57 25.3 13.0 ± 4.1 

Impact (3-21) 25 11.1 134 59.6 66 29.3 13.1 ± 4.1 

Total score groups (12-84) 5 2.2 113 50.2 107 47.6 59.9± 11.3 

 

Table 4 demonstrated that there were high statistical positive correlation between organizational culture, 

structural empowerment, psychological empowerment and grand total of empowerment. 

 

Table 4. Correlation coefficient between total score of organizational culture, total score of structural 

empowerment, total score of psychological empowerment, and grand total of empowerment (N=225) 

 

 

Figure 1 showed the positive significant association between total score of psychological empowerment, and 

total score of structural empowerment among study sample (r = 0.71, P <0.0001). 

 

Items 

Structural 

empowerment 

Psychological 

empowerment 

Grand total of 

empowerment 

R P R P R P 

Total score of organizational culture 0.67 0.0001** 0.53 0.0001** 0.66 0.0001** 
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Figure 1. Correlation coefficient between total score of psychological empowerment, and total score of structural 

empowerment among study sample 

 

Table 5 demonstrated the relationship between the nurses' demographic characteristics and their total perception 

score of healthcare organizational culture, structural empowerment, and psychological empowerment .This table 

illustrated that there were high statistical significance between healthcare organizational culture, structural 

empowerment, and psychological empowerment and study sample demographic characteristics such as age, 

marital status, qualification, experience except gender was high statistical significance with healthcare 

organizational culture and structural empowerment only.  

 

Table 5. Relation between the nurses' demographic characteristics and their total perception score about 

healthcare organizational culture, structural empowerment, and psychological empowerment (N= 225) 

Demographic 

Characteristics 
Organizational 

culture 

Structural 

empowerment 

Psychological 

empowerment 

M± SD M± SD M± SD 

Age  

20-<30 39± 11.5 56.4 ± 15.4 55.3±9.3 

30-<40 41.9±11.8 63.1 ±18.4 60.3±11.5 

40-<50 49 ±8.1 78.4 ±18.1 68.2±8.6 

    ≥ 50 54.7±4.3 93.8 ±10.6 75.2±3.8 

F/ P 12.9/0.000** 29.6/0.000** 26.9/0.000** 

Gender 
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Demographic 

Characteristics 
Organizational 

culture 

Structural 

empowerment 

Psychological 

empowerment 

M± SD M± SD M± SD 

 Male 35.5±15.4 56.7±19.3 59.3±10.3 

Female 44.2±9.8 65.9±19.2 60.1±11.6 

T/P 4.7/0.000** 2.9/0.004** 0.42/0.67 

Marital status    

   Married  43.9±10.8 66.1±19.6 61.8±11.2 

   Un married 36.3±13.2 56±17.5 53±8.9 

T/P 4.1/0.000** 3.2/0.001** 5.0/0.000** 

Qualification 

Technical        

diploma 
45.8±11.4 70.9±20.9 64.6±12.5 

Associate 

degree  
39.5±12.8 55±16.3 57.5±9.7 

Bachelor 42.2±10.6 67±18.1 58.3±10.7 

F/ P 5.4/0.005** 15.4/0.000** 8.9/0.000** 

Experience 

1- <5  37.6±11.7 57.2±15.3 54.8±8.7 

5- <10 42.4±11 61.4±18.6 57.6±11.7 

10-<15 40.3±11.7 56.9±17.1 58.2±9.8 

15-< 20 47.3±11.4 75.4±17.8 66.9±9.7 

≥ 20 50.1±8.5. 83.5±18.9 72.1±6.4 

F/P 7.5/0.000** 15.4/0.000** 18.5/0.000** 

 

5. Discussion 

Healthcare organizational culture is of lifestyle of an organization because the original source of any 

organization is its human resource, so the employees' performance is affected by culture of this organization. 

Some research studies consider healthcare organizational culture based on the formation of empowerment. 

Healthcare organizations can be successful in empowerment processes that are of defined valuable principles. 

Nursing managers who are aware of the relationship between organizational culture and empowerment among 

nurses can encourage them to be empowered with the use of their talents, knowledge, skills and experiences 

(Kamel & Aref, 2017). 

Therefore, the purpose of this study was to identify the relationship between healthcare organizational culture and 

nurses' structural and psychological empowerment at the hospital setting. 

The present study revealed that the majority of study sample had strong healthcare organizational culture. The 

highest mean score was for" involvement" subscale where the majority of study sample agreed on ''work is 

organized so that each person can see the relationship between his or her job and the goals of the organization''. 

While the lowest mean score was for “mission” subscale where the majority of study sample disagreed on “our 

strategy leads other organizations to change the way they compete in the field of healthcare.  

These outcomes can be rationalized as nursing involvement in an organized work led them to correlate between 

their tasks and achievement of organizational goals. On the other hand, mission subscale had the lowest score 

because nursing managers at the top levels did not share their organizational mission with non-managerial 

nursing personnel. 

These results were congruent with Abdullah (2019), who conducted a study about staff nurses‟ perception 

toward organizational culture and its relation to innovative work behavior. The results showed that more than 
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half of staff nurses had positive perception of healthcare organizational culture.  

This result was also on agreement with Zeyada (2018), who conducted a study about the relationship between 

organizational culture and product innovativeness. The result showed strong organizational culture. Additionally, 

Egwakhe (2019), conducted a study about organizational culture and its impact on organizational citizenship 

behavior, the results showed a strong organizational culture too. 

The present study also revealed that the majority of study sample had moderate level of perception about work 

structure empowerment with highest mean score was for" opportunity" subscale where the majority of study 

sample agreed on ''the chance to gain new skills and knowledge on the job''. Meanwhile, the lowest mean score 

was for" information" subscale where the majority of study sample disagreed on ''how salary decisions are made 

for people in position like yours''.  

From investigator point of view, nurses had moderate level of work structure empowerment because not only 

professional development opportunities that lead to structure empowerment among nurses in healthcare 

organization. There are many other factors that affect nurses' work structure empowerment such as proper 

leadership style of first line nursing managers, proper scheduling, salary, proper nurses‟ patient ratio and workload. 

In addition, the informal power, developing relationships within the organization that influence and facilitate 

organizational work access created empowerment in the work environment for nurses.  

Result of the current study was consistent with Trus, et al (2019), who conducted a study to propose a model for 

nurses' empowerment through characteristics of workplace and management strategies in Iranian hospitals. The 

result reported that nurses in Iran social security organization hospitals considered their structural empowerment 

status at a moderate level. This result was also congruent with Bish, et al (2014), who conducted a study about 

nurse managers‟ work-related empowerment evaluated in connection to power issues and organizational social 

context at Tampere University in Finland. The results showed that nurse managers had moderate level of 

structural empowerment too. Moreover, Willis (2015), studied perceptions of structural empowerment among 

rural nurse leaders. The study found that nursing leaders had moderate level of structural empowerment as well.  

On the contrary, Barden, et al, (2011), conducted a study to compare the level of empowerment between two 

nursing units in Cleveland clinic. The results revealed that both units were in moderate level of total empowerment. 

While there was a higher level of all subscales of structure empowerment. Furthermore, a study Saremi, and Nejad, 

(2013), who conducted a study about empowerment and job satisfaction in associate degree nurse educators. The 

result reported high level of structural empowerment among nurse educators.  

The present study revealed that the majority of study sample had moderate level of work psychological 

empowerment with highest mean score was for "meaning" subscale where the majority of study sample agreed 

on ''my job activities are personally meaningful to me''. While the lowest mean score was for 

"self-determination" subscale where the majority of study sample strongly disagreed on ''I can decide on my own 

how to go about doing my work'' i.e., most nurses do not have the freedom to do their work the way they 

preferred it. 

These results were confirmed by Ibrahim, et al (2014), who conducted a study about nurses' psychological 

empowerment and perceived autonomy among University and teaching hospitals‟ nurses. The results reported 

that most of nurses in university and teaching hospitals perceived a moderate level of psychological 

empowerment. Additionally, El-Demerdash, and Obied (2016), conducted a study about influence of 

empowerment on nurses‟ participation in decision making. The results showed that majority of study sample had 

a moderate level of psychological empowerment.  

On the other hand, Hosni (2014), conducted a study about nurse managers‟ work-related empowerment and 

power issues in organizational social context. The results showed that nurse managers perceived a high level of 

psychological empowerment. Moreover, Ali, et al (2018), conducted study about the effect of empowerment on 

nurses‟ organizational commitment. This study showed a lower level of psychological empowerment among 

nurses.  

The result of current study demonstrated that there were high statistical significance and positive correlation 

among organizational culture, grand total of empowerment scale, structural empowerment, and psychological 

empowerment. 

These results were in congruence with Sotirofski (2014), who conducted a study about the impact of 

organizational culture on employees‟ empowerment. The results reported a positive relationship between 

organizational culture and nurses‟ empowerment. This study highlighted that the low index of empowerment is 

due to absence of organizational culture. Without the making use of appropriate organizational culture, nurse 
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managers would challenge decline in the productivity of healthcare organizations. Because a suitable culture can 

be productivity motive, so, healthcare organizational culture induces to nurses how much effort they should do. 

Thus, a strong culture can be a stimulus for the empowerment of nurse. 

On top of that, Jeong (2019) conducted a study about organizational culture impact on psychological 

empowerment of academic staff and found that organizational culture has a great impact on psychological 

empowerment of academicians. Likewise, Trus, et al, (2018), conducted a study about exploring the 

relationships among organizational culture, empowerment, and organizational citizenship behaviors. The 

findings revealed that all sub-factors of organizational culture such as clan culture, adhocracy culture, and 

market culture were positively influential of perceived empowerment. Only hierarchy culture that was negatively 

associated to the perceived level of empowerment. 

In addition, Sürücü and Sürücü (2020), who conducted a study about relationship between organizational culture 

and empowerment from nurse managers' point of view. The findings showed that nurse managers were both 

structurally and psychologically empowered when the organizational culture was proficient and resistant.  

The results of present study showed that there were highly statistically significant differences among all of 

nurses‟ demographic characteristics and their total score of healthcare organizational culture for married nurses 

with 50 years or more and 20 years or more of experience.  

These results were congruent with Belias and Koustelios (2014), who conducted a study about organizational 

culture and demographic characteristics of employees. The result showed that employees' perceptions of 

organizational culture changes according to gender, age, marital status, work experience and working time with 

the same manager. These results were also in agreement with El Badawy, et al (2017), who conducted a study 

about the influence of demographic characteristics of Greek bank employees on their perceptions of 

organizational culture. The results showed that age and work experience differ among employees‟ perception of 

their work culture.  

On contrary, Wani (2017), conducted a study about the demographics‟ effects on organizational culture, 

organizational citizenship behaviors and job satisfaction among Egyptian and Mexican samples. Results showed 

no demographic effect on the organizational cultures for gender, age, years of experience and education levels in 

both Egyptian and Mexican samples. 

Moreover, Hendrawijaya (2019), conducted a study about demographic characteristics impact on organizational 

culture and employee motivation. The study showed that gender and educational levels did not have significant 

difference among study sample. 

The present study showed high statistically significant difference between all of nurses‟ demographic 

characteristics and their total score of structural empowerment. Married female nurses who had a bachelor‟s 

degree in nursing, aged between 20 to less than 30 years old, and had one to five years of work experience 

statistically different with organizational structure. The rationale for these results that most of recruited nurses in 

the university hospital had bachelor‟s degree in nursing, and were females because male nurses with bachelor‟s 

degree in nursing were few as male joined nursing profession recently. 

This result was congruent with Rajasekar, et al, (2017), who conducted a study about demographic factors and 

employees‟ empowerment. The results showed that there was a relationship between demographic factors and 

employees‟ structure empowerment. Furthermore, Al-Kahtani (2012), conducted a study on employees‟ 

empowerment with the demographic variables among employees of Union Bank of India. The study found that 

both age and education were related to employee‟s structure empowerment .Besides, Meng and Sun (2019), 

conducted a study on employees‟ empowerment in Indian corporate sector. The study reflected that gender, age, 

and job period are related with employee structure empowerment.  

The results of the present study showed a high statistically significant differences between all nurses‟ 

demographic characteristics and psychological empowerment. There was statistically significant difference 

among married nurses with bachelor‟s degree in nursing, had between 20 to less than 30 years old, and work 

experience of one to less than five years. Only gender was not statistically significant different with 

psychological empowerment. 

These results were congruent with Saputro and Kurniawan (2020), who conducted a study about the impact of 

psychological empowerment on work engagement among university faculty members in china. The study found 

that age was also a key variable influencing faculty members‟ psychological empowerment in which older 

faculty members had higher psychological empowerment scores. The analysis also revealed significant 

differences in educational degree in which faculty members with higher educational degrees had higher 
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psychological empowerment. 

6. Conclusion 

Study sample had a strong healthcare organizational culture, a moderate level of both work structure 

empowerment and psychological empowerment. There was also a positive correlation between structure and 

psychological empowerment.  

Consequently, the study implied that strong healthcare organizational culture strongly affects both structure and 

psychological empowerment among nurses. Therefore, strong healthcare organizational culture should be part of 

the strategic planning and core values of healthcare organizations to create a strong healthcare organizational 

culture. Development of understanding between nursing managers, nurses, and enhance intraprofessional and 

interprofessional nursing collaboration is mandated too. More correlation research studies are needed to ascertain 

that structural empowerment affects positively psychological empowerment. Repetition of the same study with a 

larger sample from different healthcare sectors may help in the generalization of results. 
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