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Abstract
This study sought to assess the relationship between psychological 
empowerment and commitment in selected star rated Hotels in Kisumu 
City, Kenya. It adopted both descriptive and explanatory research 
designs. 1372 employees and 130 managers from 34 star-rated hotels 
made up the target population. Thirty-one non-managerial employees 
and thirteen management personnel made up the study’s sample. 
Random and stratified sampling was used to select the respondents. 
Surveys and interviews were used to gather data. Expert judgment 
was used to assess the validity of the questionnaires. Descriptive and 
inferential statistics were used to analyze the data. In addition to 
this, inferential statistics included linear regression and hierarchical 
multiple regression, whereas descriptive statistics include things like 
mean, frequency, and standard deviation. According to the findings, 
psychological empowerment and commitment to perform their duties 
in certain star-rated hotels have a substantial positive link. The study 
found that employee involvement in particular hotels was influenced 
by psychological empowerment and commitment. Employees should 
be able to utilize their own principles and standards to accomplish 
organizational objectives.
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Introduction 
Employee empowerment can be conceived in three ways; as a set of managerial practices aiming at 
increasing employees’ autonomy and responsibilities (psychological empowerment); as an individual 
active work orientation (behavioral empowerment); and focus on the power to create and sustain a 
work environment (Structural empowerment). (Boudrias, Gaudreau, Savoie & Morin, 2009). Behavioral 
dimension of empowerment deals with the role of top management in employee empowering (Pelit et al., 
2011), while psychological empowerment is the perception by employees that they have the opportunity 
to help determine work roles, accomplish meaningful work, and influence important decisions (Yukl & 
Becker, 2006). Empowerment is in itself a multifaceted concept that can either be structural, psychological 
or behavioural.

Structural, psychological and behavioural empowerments are prerequisites for the motivation of 
employees and they enhance their ability to perform their duties and roles in their workplaces. Structural 
and psychological empowerment therefore create a process of orienting and enabling individuals to 
think, behave and act in an autonomous way (Hong & Yang 2009). These types of empowerment help 
workers to own their work and take responsibility for the results. Although the relationships between 
managerial practices and a psychological and behavioural state of empowerment have been investigated, 
none has examined the effect of the structural, psychological and behavioural empowerment together 
on employee commitment.

Globally, the construct of employee empowerment started in the private sector. Mehrabi et al., 
(2013) carried out a study on the relationship between employee empowerment and commitment of 
university staff and found that there was a significant relationship between employee empowerment 
and commitment. In Kurdistan, Vorya et al., (2013) found a significant positive relationship between 
empowerment and employees’ commitment to their organization.  In Turkey Pelit et al., (2011) in a 
research conducted on 5-star hotel employees, considered empowerment in two dimensions as behavioral 
and psychological, and found out that psychological and behavioral empowerment have a significant 
effect on job satisfaction. 

In Kenya, a study by Nzuve and Bakari (2012) on the relationship between empowerment and 
performance in the city council of Nairobi, found that there was a very strong positive correlation between 
employee empowerment and performance. In a study by Oloko (2012) on the influence of power distance 
and employee empowerment, he concluded that employee empowerment led to favorable performance. 
Although the idea of empowerment comes from business and industrial efforts to improve productivity, 
empowering employees can benefit both private and public organizations. Since empowered workers 
feel competent and confident to influence their job and work environment in a meaningful way, they are 
likely to be proactive and innovative (Boudrias et al, 2009). Workplace empowerment has been hailed 
as the new management intervention. Organizations have to be ready to create an environment which 
generates empowerment and enhances development of their employees. For instance, Meyer and Natalya 
(2010) stated that employees’ commitment for their job depended on perceived organization offerings 
which also affected employees’ attitude toward work and their satisfaction level. Service industries are 

Public Interest Statement
Employee motivation depends on structural, psychological, and behavioral empowerments, which 
improve workers’ capacity to carry out their tasks and responsibilities at work. Structural and 
psychological empowerment constitute a process of guiding and enabling people to think, behave, 
and act independently. For public interest, it is evident that these forms of employee empowerment 
encourage them to take ownership of their job and accountability for the outcomes. 
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required to deliver better services to the general public as well be in line with the competition from the 
private sector, and this is only possible with a committed workforce.

This study however, endeavored to assess the relationship between psychological empowerment 
and commitment in selected star rated Hotels in Kisumu City, Kenya.

Literature review
Relationship between Psychological empowerment and commitment
The psychological perspective of empowerment involves the cognitive elements of empowerment, which 
reflect how individuals experience their working life in an organization, and the degree to which a sense 
of empowerment is perceived by individuals (Muqadas et al., 2017).  It has been widely accepted that 
the psychological dimension of empowerment could enhance employees’ involvement and motivation 
at work. Psychological empowerment (PE) could provide employees with more flexibility and personal 
control over their job responsibilities, which eventually could lead to valuable managerial consequences 
in organizations (Kara, 2012). 

Avan et al., (2016), described psychological empowerment as an intangible and emotional state 
consisting of a variety of perceived feelings. PE involves employees’ experience of being authoritative 
and dependable in their working life. The practice of psychological empowerment in an organization 
involves supervisors giving employees more discretion and autonomy since it made the employees more 
committed to their organization (Mohsen, 2014). PE also generates many other positive behaviors 
towards the workplace, for instance job involvement, organizational citizenship behaviors, and higher-
quality performance (Özaralli, 2015; Kara, 2012). Therefore, hotels need to adopt various empowerment 
initiatives that could boost employees’ level of commitment. This could include spreading a culture of 
participation based on rewards that do not penalize risk taking, sharing power, giving responsibility, 
granting decision-making authority, and developing continuing involvement programs (Chiang & Jang, 
2008). 

Ambad and Bahron (2012), found that many organizations, especially organizations in the 
public-sector in developing countries, had not been able to, nor had even wanted to put PE into practice. 
This was attributed to two main reasons; the fear of losing control over the employees and, the problems 
that might occur as a result of the wrong decisions being taken by employees. A hierarchical management 
perspective may affect employees’ level of commitment and cause many negative organizational 
outcomes, such as employees’ dissatisfaction, poor performance, and high turnover rates. 

Psychological empowerment is a multidimensional concept comprising four cognitive dimensions 
through which employees may appraise their empowerment in organizations (Spreitzer, 1995; Muqadas 
et al., 2017). These dimensions are shaped through the work environment and can be described as 
follows:

Impact: the degree to which an employee can make a difference at work through his/her actions. 
As noted by Avan et al., (2016), empowering employees in terms of the impact dimension could improve 
their inner beliefs and create a cognitive state through which they are able to influence their work and 
create positive outputs at all organizational levels. 

Meaning: Employees’ acceptance of work values and task goals. This refers to the consistency 
between the requirements of one’s work responsibilities and one’s own values, thoughts, standards, and 
attitudes (Mohsen, 2014).  Taamneh and Al-Gharaibeh (2014), stated that meaning reflects the degree 
to which an individual feel that his/her own efforts contribute towards the work of their organization 
as a whole. 
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Competence: this inherently reflects individuals’ beliefs that they have the abilities and skills to 

perform job tasks adeptly (Kara 2012; Stander & Rothmann 2010). It indicates a person’s trust in his/
her self-efficacy and his/her ability to produce high quality job outcomes. 

Self-determination: individuals’ independence and perceived freedom in carrying out their work 
roles, as well as the authority granted to them to make decisions regarding work systems, techniques, 
and processes (Chiang & Jang, 2008). Spreitzer (1995) pointed out that, ultimately, each component of 
psychological empowerment is essential for achieving the structure of the term “empowerment”. Thus, 
hospitality firms should enhance each psychological empowerment aspect through specific managerial 
practices.

Chiang and Jang (2008) stated that PE is specifically important for the hotel industry, since 
the nature of service providers’ work requires higher standards of service, quick responses, and a high 
level of customer satisfaction. Therefore, empowering employees contributes to achieving customer 
satisfaction and enhances organizational effectiveness.  Moreover, a hospitality sector that encourages 
autonomy, facilitates participative decision-making, and expresses confidence in employee competence, 
remains with the employees who feel more empowered in their work settings.

Maynard, Mathieu, Gilson, O’Boyle, and Cigularov (2013) examined the relationships between 
PE and its antecedents (structural empowerment, organizational support, external managerial support, 
and team competencies), and outcomes (team members’ affective reactions and team performance). 
Maynard et al., (2013) positioned team PE as a mediating variable in the input-process-output model 
and found that structural empowerment, organizational support, and external managerial support all 
had significant positive correlations with team PE. Maynard et al., (2013), stated that results always 
underscore the fact that, structural arrangements are salient in terms of their influence on team PE and 
not only the influencing factors.

A study carried out by (Chen and Chen 2008), in Taiwan to establish a framework to explain 
how to use work redesign and psychological empowerment to strengthen employee commitment to 
an organization that was undergoing change, found out that self-determination had no significant 
relationship with employee commitment, whereas the other three cognitions had significant relationships 
with employee commitment. 

 Nabila (2008), in his study on the relationship between psychological empowerment and 
commitment among employees in the construction sector in Kota Kinabalu, found that the meaning 
and self-determination cognitions had no significant relationship with employee commitment, but the 
competence and impact dimensions had a significant relationship. In India, Jha (2010), examined the 
linkages between psychological empowerment and factors of organizational commitment and found 
that psychological empowerment influenced affective and normative commitment positively. However, 
no relationship was found between psychological empowerment and continuance commitment.  

Moughlee et al. (2009) investigated the relationship between psychological empowerment and 
organizational commitment in staff of Education organizations in 19 districts of Tehran city and the 
results showed that there was no relationship between psychological empowerment and organizational 
commitment. Abbasi et al. (2012), studied the relationship between staff empowerment and organizational 
commitment and concluded that there was a significant correlation and a positive relationship between 
staffs’ empowerment and commitment. 

Raza et al. (2015) found that there was a significant positive relationship between psychological 
empowerment, affective and normative commitment. Chen & Chen, (2008) and Nabila (2008) also 
conducted a research to assess the relationship between psychological empowerment and commitment 
and found out that compared to structural empowerment, psychological empowerment had not received 
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a lot of attention in literature. 

Kiprop (2012), found out that there was a positive relationship between empowerment and 
commitment. According to his research, lack of motivation among employees in the public sector was 
the major reason for deteriorating performance of the sector in terms of service delivery. Specifically, 
there is lack of empirical literature in Kenya focusing on the effect of psychological empowerment on 
employee commitment in hotels.

Research Designs and Methods
This study adopted explanatory design to explain the phenomena under study by testing hypotheses 
and by measuring relationships between variables. According to Saunders et al., (2011), studies that 
establish causal relationships between variables use explanatory design. The design is also deemed 
appropriate for the study as it allowed the study to be carried out in the natural settings and to employ 
probability sampling. The design allowed for statistical inferences to be made on populations and 
permitted generalizations of findings (Frankfort-Nachmias &Nachmias, 2008). 

Target Population
The target population consisted of employees drawn from the selected hotels. Target population refers 
to the group of people or study subjects who are similar in one or more ways and form the subject of 
the study in a particular survey (Kerlinger, 2003). Target population of a study is a group of individuals 
taken from the general population who share common characteristics and can be used to generalize 
certain phenomena in the star-rated hotels. The target population was 1372 non-managerial employees 
and 130 management employees from 34star rated hotels.

Table 1.0 Target population

Star rating Hotels Subordinate                    
Employees

Managerial 
(Managers)

Four 4 312 24

Three 8 400 40

Two 22 660 66

Total 34 1372 130

Source: TRA & Hotel Records, (2018)

Sample Size
Using Yamane’s (1973) sample size formula at 95% confidence level, P = 0.05, the sample size   for 
employees was computed as below:

n=   

Where; 

n = the sample size; N = the population size; e = the acceptance sampling error
= 1372/1+ 1372 (.05)2 = 310 employees

From the target population of 1372 non-managerial employees, a sample size of 310 respondents was 
selected. With regard to the managerial employees, out of a target of 130, a sample size of 13 was used. 
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This was 10% of the population, derived using a formula from Mugenda and Mugenda, (2008). A 
summary is presented in table 2.0.

Table 2.0 Sample Size determination

                      Non-Managerial Managerial

Star Rating No of

Hotels

Target         
Population

Percentage Sample Target 
Population

Sample 
10%

Four 4 312 22.74 70 24 3

Three 8 400 29.15 90 40 4

Two 22 660 48.10 149 66 6

Total 34 1,372 100.00 310 130 13

Source: Author computation, (2018)

Results and Findings
Descriptive statistics for psychological empowerment
Before examining the relationship between psychological empowerment and commitment a quantitative 
analysis of questionnaire responses was conducted to identify respondents’ perception on psychological 
empowerment. The variable psychological empowerment comprised of four sub-variables: competence 
cognition, impact cognition, meaning cognition and self-determination. A total of 22 statements were 
used to determine the psychological empowerment as shown in Table 4.4. 71.7% (192) of the respondents 
agreed that they were willing to exert more effort and persistence in the face of obstacles in their job, 
43(16%) moderately agreed and 33(12.3%) disagreed (M=3.89; SD=1.05).  Most of the respondents 
164(61.2%) agreed that they had an effect on the environment of their department, 28(17.2%) disagreed 
and 58(21.6%) moderately agreed (M=3.61; SD=1.12). 75.3 %(202) of the respondents agreed that 
they focused on learning in their work environment, 16(6.0%) disagreed and 50(18.7%) moderately 
agreed (M=3.98; SD=0.90). 

Most of the respondents 207(77.3%) agreed that they carried out their job effectively within the 
work environment, 33(12.3%) disagreed and 28(10.4%) moderately agreed (M=3.92; SD=1.09).  75.4 
%(202) of the respondents agreed that they were capable of performing skillfully the tasks assigned 
to them, 35(13.1%) moderately agreed and 31(11.6%) disagreed (M=4.01; SD=1.15). Most of the 
respondents 211(78.7%) agreed that they often solved customers’ problems, 15(5.6%) disagreed and 
42(15.7%) moderately agreed (M=4.07; SD=0.96). 60.5 %(162) of the respondents agreed that they had 
opportunities to give opinions and suggestions about operational changes and their work environment, 
59(22%) disagreed and 47(17.5%) moderately agreed (M=3.47; SD=1.21).  

Most of the respondents 129(48.1%) agreed that they had influence in their department, 
with 72(26.9%) disagreed and 67(25%) moderately agree (M=3.26; SD=1.29).  64.5 %(173) of the 
respondents agreed that they were able to contribute to the hotel’s operating outcome, 40(14.9%) 
moderately agreed and 55(20.5%) disagreed (M=3.57; SD=1.19). Most of the respondents 195(72.7%) 
agreed that they were able to make a difference in their department by being creative, 31(11.6%) 
disagreed and 42(15.7%) moderately agreed (M=3.94; SD=1.06).  58.3 %(156) of the respondents 
agreed that the tasks assigned to them were compatible with their personal values, 45(16.8%) disagreed 
and 67(25%) moderately agreed (M=3.56; SD=1.20). T  Most of the respondents 161(60.1%) agreed 
that their ideas about the achievements of the department’s goals were valued, with 50(18.7%) disagreed 
and 57(21.3%) moderately agree (M=3.61; SD=1.16). 73.1 %(196) of the respondents agreed that they 
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regularly acted on behalf of their department for its greater good, with 35(13.1%) moderately agreed 
and 37(17.6%) disagreed (M=3.79; SD=1.13). Most of the respondents 143(53.3%) agreed that they 
engaged in activities that were worth their time, energy and effort in their department, 100(37.3%) 
disagreed and 25(9.3%) moderately agreed (M=3.15; SD=1.40). 90.2 %(242) of the respondents agreed 
that they felt that their job was important, 8(3%) disagreed and 18(6.7%) moderately agreed (M=4.32; 

SD=0.79.Most of the respondents 201(75%) agreed that they had opportunities to pursue worthy goals 
in the hotel, 20(7.4%) disagreed and 47(17.5%) moderately agreed (M=3.96; SD=0.99). 59.4 %(159) of 
the respondents agreed that they had a feeling of personal accomplishment from their work, 54(20.1%) 
moderately agreed and 55(20.5%) disagreed (M=3.56; SD=1.27).. Most of the respondents 194(72.4%) 
agreed that they were interested and optimistic in their work even when difficulties arose, 51(19%) 
disagreed and 23(8.6%) moderately agreed (M=3.69; SD=1.22). 

Table 3.0 Psychological Empowerment Indicators
Strongly 
disagree

Disagree Moderately 
agree

Agree Strongly 
agree

Mean Std. 
Dev

α

FQ  % FQ  % FQ  % FQ  % FQ  %

I am willing 
to exert more 
effort and 
persistence 
in the face of 
obstacles in my 
job.

7 2.6 26 9.7 43 16.0 105 39.2 87 32.5 3.89 1.05 .887

I have an 
effect on the 
environment of 
my department.

15 5.6 31 11.6 58 21.6 103 38.4 61 22.8 3.61 1.12 .895

I am focused 
on learning 
in my work 
environment.

4 1.5 12 4.5 50 18.7 121 45.1 81 30.2 3.98 0.90 .889

I carry out my 
job effectively 
within my work 
environment.

14 5.2 19 7.1 28 10.4 120 44.8 87 32.5 3.92 1.09 .887

I am capable 
of performing 
skillfully the 
tasks assigned 
to me.

16 6.0 15 5.6 35 13.1 87 32.5 115 42.9 4.01 1.15 .887

1 often solve 
customers’ 
problems.

9 3.4 6 2.2 42 15.7 111 41.4 100 37.3 4.07 0.96 .889

I have 
opportunities 
to give opinions 
and suggestions 
about 
operational 
changes and 
my work 
environment.

27 10.1 32 11.9 47 17.5 113 42.2 49 18.3 3.47 1.21 .889

I have 
influence in my 
department.

37 13.8 35 13.1 67 25.0 78 29.1 51 19.0 3.26 1.29 .888
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I am able to 
contribute 
to the hotel’s 
operating 
outcome.

22 8.2 33 12.3 40 14.9 115 42.9 58 21.6 3.57 1.19 .884

I am able 
to make 
difference in my 
department by 
being creative.

8 3.0 23 8.6 42 15.7 100 37.3 95 35.4 3.94 1.06 .884

The tasks 
assigned to me 
are compatible 
with my 
personal values.

25 9.3 20 7.5 67 25.0 91 34.0 65 24.3 3.56 1.20 .889

My ideas about 
the achievement 
of the 
department’s 
goals are 
valued.

15 5.6 35 13.1 57 21.3 94 35.1 67 25.0 3.61 1.16 .885

I regularly act 
on behalf of my 
department for 
its greater good.

19 7.1 18 6.7 35 13.1 123 45.9 73 27.2 3.79 1.13 .889

I engage in 
activities that 
are worth my 
time, energy 
and effort in my 
department.

49 18.3 51 19.0 25 9.3 96 35.8 47 17.5 3.15 1.40 .892

I feel that 
my job is 
important.

4 1.5 4 1.5 18 6.7 121 45.1 121 45.1 4.32 0.79 .889

I have 
opportunities to 
pursue worthy 
goals in this 
hotel.

10 3.7 10 3.7 47 17.5 116 43.3 85 31.7 3.96 0.99 .888

I get a feeling 
of personal 
accomplishment 
from my work.

27 10.1 28 10.4 54 20.1 87 32.5 72 26.9 3.56 1.27 .885

I am interested 
and optimistic 
in my work 
even with 
difficulties

26 9.7 25 9.3 23 8.6 127 47.4 67 25.0 3.69 1.22 .889

I am able to 
complete my 
work effectively.

2 .7 6 2.2 19 7.1 111 41.4 130 48.5 4.35 0.77 .890

I complete the 
tasks assigned 
to me freely.

5 1.9 4 1.5 27 10.1 118 44.0 114 42.5 4.24 0.84 .892

I have control 
over the 
tasks which I 
perform in my 
department.

3 1.1 18 6.7 34 12.7 112 41.8 101 37.7 4.08 0.93 .891
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I have 
autonomy/
power over how 
I carry out my 
job.

11 4.1 36 13.4 45 16.8 100 37.3 76 28.4 3.72 1.13 .897

Mean 3.81 0.61 .893

Source: Data Analysis, 2019
9.9 % (241) of the respondents agreed that they were able to complete their work effectively, 8(2.9%) 
disagreed and 19(7.1%) moderately agreed (M=4.35; SD=0.77). Most of the respondents 234(86.5%) 
agreed that they completed the tasks assigned to them freely, 9(3.4%) disagreed and 27(10.1%) 
moderately agreed (M=4.24; SD=0.84).  79.5 % (213) of the respondents agreed that they had control 
over the tasks which they performed in their department, 34(12.7%) moderately agree and 21(7.8%) 
disagreed (M=4.08; SD=0.93). Most of the respondents 176(65.7%) agreed that they had autonomy/
power over how they carried out their job, 47 (17.5%) disagreed and 45(16.8%) moderately agreed 
(M=3.72; SD=1.13). From the findings of the study, it was evident that responses to the 22 statements 
used to explain psychological empowerment had an overall mean of 3.81 and a standard deviation 
of 0.61. This shows that majority of the respondents agreed with the statements used to measure the 
psychological empowerment in selected star rated Hotels in Kisumu City. 

Results and Discussion
Psychological empowerment and commitment
On competence; the findings indicated that employees were willing to exert more effort and persistence 
in the face of obstacles in their job, focused on learning in their work environment and carried out their 
job effectively within the work environment. The subordinate employees were capable of performing 
skillfully the tasks assigned to them and often solved customers’ problems. The results complement 
Krishna (2007), argument that high self-efficacy will result in initiating behaviors, willingness to exert 
more effort and persistence in the face of obstacles. However, if employees have low self-efficacy, they 
will tend to avoid confronting their fears and improve their perceived incompetence. Competence is 
achieved through accomplishments and learning. The results of the study imply that the competence 
cognition positively influenced employee commitment to the organization This implies that instilling a 
sense of competence cognition among employees will highly instill the ability to believe in their skills 
and capability to perform their work better.

On impact; the findings indicated that employees had opportunities to give opinions and 
suggestions about operational changes and their work environment and sometimes had influence in 
their department. The employees were able to contribute to the hotel’s operating outcome and make 
a difference in their department by being creative. When impact exists, employees would feel that 
they could perform better and have significant influence in the organization and therefore managers 
should provide their subordinates substantial opportunities to give opinions and suggestions about 
their operational changes in their work environment. This had positive impact on their work outcomes. 
Managers needed to affirm their employees that they can affect the organization outcome by completing 
the assigned tasks. The implication is that impact cognition among the employees would instill the belief 
that they can be change-agents in these organizations. The implication of impact cognition for this study 
is that empowered employees will positively impact on their work outcomes leading to organizational 
commitment and performance.

On meaning; the findings indicated that the tasks assigned to non-managerial employees were 
compatible with their personal values and their ideas about the achievement of the department’s goals 
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were valued. The employees regularly acted on behalf of the department for its greater good and engaged 
in activities that were worth their time, energy and effort in the department. The subordinate employees 
felt that their job was important, had opportunities to pursue worthy goals in their hotel and had a 
feeling of personal accomplishment from their work. Organizations have to make sure that the objective 
of assigned work task is compatible with their employees’ value systems, in order to be perceived as 
meaningful to ensure that employees are motivated and committed to the organization. This implies 
that it is paramount for the hotels in Kenya to orient their employees to the goals of these organizations. 

On self-determination; the findings indicated that the non-managerial employees were interested 
and optimistic in their work even when difficulties arose and were able to complete their work effectively.  
The employees completed the tasks assigned to them freely, had control over the tasks which they 
performed in their department and autonomy/power over how they carried out their job. According 
to the descriptive statistics, employees felt a greater sense of autonomy when they were free to make 
independent decisions and took initiative without pressure from the organization resulting to a greater 
sense of accountability and responsibility positively influencing the self- determination cognition leading 
to organizational commitment. 

When employees believe that they are just following the order from their superior, then they will 
not feel a sense of empowerment due to the little autonomy and freedom given. The self-determination 
of employees will give employees the freedom in completing the assigned tasks competently. The 
implication is that empowered employees in the selected hotels had some control over what they did, 
how much effort they put in their work, and when they had a say in when to start and stop their task. 

The study findings depicted that there was a significant relationship between psychological 
empowerment and commitment (β2=0.168 and p=0.099). Therefore, a unit increase in psychological 
empowerment leads to an increase in employee commitment. Since p> 0.05, the null hypothesis (Ho2) 
failed to be rejected. Therefore, it was concluded that psychological empowerment had no significant 
influence on employee commitment. This implies that a change in psychological empowerment, does not 
lead to an improvement in employee commitment. 

This agrees with (Jha 2010) study ‘to examine the linkages between psychological empowerment 
and factors of organizational commitment in India’ that psychological empowerment influences affective 
and normative commitment positively. This finding is congruent with previous research (Chang, Shih & 
Lin, 2010; Dewettinck & Ameijde, 2011). The results revealed that psychological empowerment is an 
effective intervention in the educational context. It also contradicts Seibert et al. (2011) concluded that 
feelings of autonomy, competence, and impact are likely to increase the individual’s commitment to the 
organization.

Bhatnagar (2012) and De Villiers and Stander (2011) in their studies found similar results and 
are of the opinion that psychologically empowered employees are more engaged, more loyal and less 
likely to engage in turnover intention. Empowered employees see themselves as more capable and were 
able to influence their job and organizations in a more meaningful way, act independently, and had a 
higher commitment to their organization. These findings collaborate Humborstad and Perry (2011) 
argument that when employees are self-determined, they can then complete their work more effectively. 
This implies that it is paramount for the hotels in Kenya to orient their employees to the goals of these 
organizations. This means that when employees cannot possess a sense of freedom or autonomy in the 
organization, their affective commitment goes low. 
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Conclusion
The findings showed that collective decision-making and the fair distribution of power and responsibility 
among all employees in an organization not only boost productivity, job satisfaction, and organizational 
commitment, but they also help employees better meet expectations and deal with change. Hotels must 
act to empower their staff members and not ignore this situation. In addition to employee empowerment 
initiatives, hotels should work to address the psychological issues that make staff members feel insecure 
by constituting a process of guiding and enabling people to think, behave, and act independently. Such 
staff members enable hotels to remain productive, profitable, and competitive in the service sector. The 
competitive advantage and financial performance of the hotel will be enhanced by empowerment efforts, 
which will also increase employee productivity, job satisfaction, and loyalty to the company.
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