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This paper analyzes the structural empowerment, psychological empowerment, and job satisfaction of
teachers from public institutions in middle higher education in Mexico. The theoretical review covers the
approach to the problem and discusses the variables and graphic models used in the study. It also
presents the proposed hypotheses and the main methodological challenges encountered. It considers the
importance of studying the attitudes and behaviors that influence the organizational behavior of the
workforce. It focuses on a geographic area not covered in previous research.
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INTRODUCTION

Faced with a changing world, organizations consider the attitudes and behaviors of their workers as
the most important resource in achieving success. Work conditions vary diversely in companies,
institutions and organizations. But if a company aspires for better job performance, an increase in
productivity and good welfare for employees, it is important to consider aspects of organizational
behavior that could influence the workforce.

Structural and psychological empowerment points out that an empowered, committed and satisfied
employee, both as an individual or part of a group, may exhibit greater performance than that obtained
through extrinsic motivators such as remunerations (Marvel, Rodriguez and Nufiez, 2011).

The majority of past investigations about this topic dealt primarily with welfare service workers such
as nurses. However, there is still an epistemological vacuum in the field of teaching, which is why it is
necessary to study it.
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Currently, the main labor problems are in aspects of organizational behavior of employees, such as
job satisfaction (Chiang, Nufiez and Huerta, 2007), organizational commitment (Barraza, Acosta and
Ledesma, 2008), burnout (Partida, Blanco, Osorio and Jardines, 2013), among others. These factors
generate explicit and implicit costs that impact performance, productivity and work climate (Baifios,
2009).

Randstad's quarterly survey showed that in Mexico, 80% of workers say they are satisfied with their
job, their position and their employer. This represents a high percentage compared to other countries, such
as Japan, where only 4 of every 10 workers said they were satisfied in their work centers. It emphasizes
that job satisfaction is one of the main drivers of productivity and efficiency at work, which ultimately
increases the profitability of companies (La Jornada, 2014).

On the other hand, according to Randstad Workmonitor, the younger the age, the higher the level of
job satisfaction. This is a trend that has remained in recent years. The rate of job satisfaction among those
under 25 has increased consecutively since 2015 (Betisweb, 2016). In addition, employees with higher
education register a greater degree of job satisfaction, with 81% (EI Economista, 2016).

With this perspective, this research will be carried out in educational institutions of the upper middle
level of the public system in the citrus region of Nuevo Leon in Mexico (integrated by the municipalities
of Linares, Hualahuises, Montemorelos, Allende, Rayones and General Teran). This is a geographical
area that experienced a significant economic, organizational, commercial, educational and cultural
development in recent decades. It lies outside the metropolitan area of Monterrey, which is not yet
covered by the revised literature, considering the transcendental aspects of human resources management,
the organizational structure and the human behavior factors.

One of the organizational changes that requires focus in the study of Human Resources is the
education system. Barraza et al. (2008) explain that one of the great challenges that institutions of middle
higher education currently face is the need to create useful strategies through which teachers can become
committed to organizational objectives and integrated into institutional projects. Under this premise, it is
understood that if teachers are highly satisfied and involved in the organization in which they work, they
will be more likely to remain in it and exhibit better job performance (Barraza et al., 2008).

Research Question

What are the relationships between structural empowerment and psychological empowerment, and
this in turn with job satisfaction in teachers of public institutions of middle higher education in the citrus
region of the state of Nuevo Leon?

General Objective

Determine the relationships between structural empowerment and psychological empowerment, and
this in turn with job satisfaction in teachers of public institutions of middle higher education in the citrus
region of the state of Nuevo Leon.

Hypothesis

H1. Structural empowerment is positively related to psychological empowerment in teachers of public
institutions of middle higher education.

H2. Psychological empowerment is positively related to job satisfaction in teachers of public institutions
of middle higher education.

Using Creswell’s criteria (2015), this research will contribute to knowledge in various theoretical
gaps since authors have not studied some proposed variables. Few scientific studies have been found in
Mexico, and in particular in Nuevo Leon, where it is probable that the model proposed in this study has
not been specifically studied before. The use of structural equations has not been found in the statistical
analysis of the mentioned model as well. It will cover a geographic area that was not covered in the
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researches that are mentioned in the literature review. The study will generate valid and reliable
knowledge, being a valuable contribution to the quality, efficiency and effectiveness of the teachers'
performance, reflected in the psychological well-being and organizational behavior of employees in the
institutions covered by this study.

THEORETICAL FRAMEWORK

The area presents the description of the variables that the study will focus on. It also presents its
relationships and the main causes of its investigation.

Dependent Variable. Job Satisfaction

Job satisfaction is important in any kind of work, not only in terms of desirable welfare of people, but
also in terms of productivity and quality of work. Boada and Tous (1993) explain that it has become a
central problem for the research of the organization and is one of the areas of quality of work life that has
attracted most interest. Several authors have studied the concept for decades, allowing a meaningful
evaluation of it. Hackman and Oldham (1975) define job satisfaction as a measure of the degree to which
workers feel happy or satisfied with their jobs. Locke (1976) refers to it as a positive and pleasant
emotional state resulting from the personal assessment that the individual makes about his work and about
the experience acquired in it.

According to Harpaz (1983), there is no unanimously accepted definition of the concept of job
satisfaction, it also indicates that people who work usually develop a set of attitudes that can be described
by the general term of job satisfaction. Garmendia and Parra (1993) associate it with the feeling of well-
being derived from covering the needs of a certain level through the results (considered acceptable)
obtained as a reward for the work done, and Spector (1997) defines it as a feeling or attitude towards the
work as a whole and its different aspects.

On the other hand, Schultz (1995, cited in Ramirez and Benitez, 2012) defines job satisfaction as the
attitude of the person towards his work (what he thinks about it, whether he is happy or not with his job)
and assumes a set of attitudes or feelings about oneself. Blum and Taylor (1999) agree that job
satisfaction is the result of various attitudes that employees have related to specific factors such as wages,
supervision, constancy of employment, working conditions, opportunities for promotion, recognition of
the capacity, the fair evaluation of the work, the social relations in the employment, the fast resolution of
the reasons of complaint, the fair treatment by the employers and others similar.

Davis and Newstrom (2007) define job satisfaction as a set of favorable and unfavorable feelings
through which employees perceive their work. Job satisfaction is changing because satisfactory feelings
grow and decrease as the reasons for achievement are covered, so that the initial intensities are
complemented by the behaviors performed. For Shahzad, Hussain, Bashir, Chishti and Nasir (2011) it is
the difference between what the employee thinks he deserves and what he really gets for his work. It is a
response of the attitude of the employees toward the organization and affects both the decision to remain
in the company as the amount of effort applied in the performance of the position (Ghazzawi and Smith,
2009).

Sarwar and Khalid (2011) define it as the pleasant emotional state of an employee when considering
his obligations, his supervisor and the organization itself. They identified 6 factors that influence job
satisfaction: opportunity, stress, work standards, proper authority, fair rewards, and leadership.

There is still a general assumption that compensation is the most important element in terms of the
job satisfaction factor. A survey conducted by the Society of Human Resource Management (SHRM)
based in Alexandria, Virginia, points out that workers' main concerns are job security and benefits
(Gibson et al., 2013).

Specifically, in the area of education, Ramirez and Benitez (2012) state that educational institutions
seek systems, methods, and procedures that help improve their operating conditions from within, so that
there is job satisfaction in workers. There is also a positive impact on the quality of the service.
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After the above definitions have been reviewed, job satisfaction will be defined as a positive and
pleasant emotional state resulting from the individual's assessment of their work and the experience
acquired in it, considering their obligations, their supervisor and the organization itself (Locke, 1976;
Sarwar and Khalid, 2011).

Independent Variable. Structural Empowerment

“Empowerment” is a term of Anglo-Saxon origin, but in Castilian there are some words like
empowerment that attempt to define it in that language. Disciplines such as Psychology, Education, and
Social Work have proposed another point of view of empowerment, emphasizing the development of the
well-being of the person (Rico-Pico et al., 2016). Empowerment conjures the notion of people who have
control over themselves and their environments and rise to higher levels of achievement and personal
satisfaction. There are two types of empowerment: structural and psychological (Jaimez and Diaz, 2011).

Kanter (1977, 1993) is the first to develop the theory of structural empowerment. According to the
literature reviewed, it is defined as a set of activities and practices carried out by management that give
power, control and authority to their subordinates, granting them access to information, resources, support
and opportunities to learn and develop (Chen and Chen, 2008; Kanter, 1993).

Analyzing the relations of structural empowerment with other variables, it is observed that most of
the authors relate it to the psychological empowerment variable, using the latter as a mediator between
one or more attitudinal variables of the employees, such as job satisfaction, organizational commitment,
or burnout.

O'Brien (2010) found a statistically significant positive correlation between structural empowerment
and psychological empowerment (r = .59, p <.01) in a sample of 233 nursing professionals working in
hemodialysis units, using a design of correlational investigation. Another study that empirically supports
this relationship in nurses is that of Laschinger, Finegan, Shamian and Wilk's (2003).

In addition, studies were found that relate structural empowerment with psychological empowerment
in employees of other companies (Corsun and Enz, 1999; Ergenli, Ari and Metin, 2007; Peterson and
Speer, 2000). Corsun and Enz (1999) investigated the effect of the dimension of support relationships
based on the work environment in the psychological empowerment of service workers.

Jaimez and Diaz (2011) analyzed the relationship of empowerment (structural and psychological)
with the three dimensions of organizational commitment according to the multidimensional model of
Meyer and Allen (1991). These are labor well-being, the work environment, and the intention of workers
to leave, noting that structural empowerment acts as a predictor of psychological empowerment (B =
0.618, sig =0.00, p <.001).

Mediating Variable. Psychological Empowerment

According to Le Bossé and Dufort (2002), in the English language the word empowerment is a
common term that can be worked in multiple contexts to signify a positive use of power. Conger and
Kanungo (1988) propose that empowerment should be considered as a provocative element to stimulate
workers, rather than a simple delegation of power, understanding that empowerment implies creating the
conditions that allow increasing motivation for the execution of tasks through the development of a strong
sense of personal effectiveness.

Psychological empowerment is defined as the increase of intrinsic motivation in the performance of a
function based on four concepts: meaning of the task, competence, self-determination and impact
(Thomas and Velthouse, 1990). These guide the individual's approach towards the performance of his or
her function (Spreitzer, 1995), emphasizing that psychological empowerment is not a characteristic of
personality. Rather, it is a set of cognitions defined based on a certain work context (Segovia, 2014).

Psychological empowerment will be used as a mediating variable between structural empowerment
and job satisfaction. It is an intervening variable that affects the relationship between the two variables. In
this case, two variables (the independent variable and the potentially mediating variable) influence the
dependent variable (Baron and Kenny, 1986; Hayes, 2013).
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When reviewing the relationships in empirical studies of this variable, it was found that Rico-Pic6 et
al. (2016) tried to verify how psychological empowerment, job satisfaction and job identification interact
by selecting a sample of different work groups: teachers, health workers and state security bodies. In this
study it was found that there is a relationship between the levels of empowerment and satisfaction (=
477, p =.007) and between empowerment and identification (7= .644, p =.000). However, the study gives
no significant relationship between identification and satisfaction (» =.296, p= .106) (Rico-Pic6 et al.,
2016).

On the other hand, the correlation between job satisfaction and empowerment is significant and
positive, as already shown in several studies (Seibert et al., 2011; Chang et al., 2010). This may be due,
according to various authors, to the fact that job satisfaction depends on the need for development in the
position and experiences of autonomy at work (Deci and Ryan, 1985; Hackman and Oldham, 1975;
Pearson and Moomaw, 2005). That is, for there to be job satisfaction, several components, which are also
central to psychological empowerment, are necessary. Therefore, feeling empowered can act as a
mediator by being formed by the cognitions referring to the evaluation of key experiences so that
satisfaction occurs in the workplace (Wang and Lee, 2009).

In summary, the studies described provide empirical support for the hypotheses, especially those
investigated by nurses working in hospitals. However, literature on this subject that pertain to teachers is
scarce and not specific. This is why it is necessary to prove these relationships with other organizational
populations, such as the case of teachers of middle higher education. In addition, the existence of the
relationship of structural empowerment with psychological empowerment has been verified; but scarcely
with job satisfaction, so the following model of cause and effect is proposed (figure 1):

FIGURE 1
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METHODOLOGY

The study will be carried out using a quantitative approach, correlational, explanatory scope, non-
experimental, transversal or transectional design. The population of the study includes teachers of a public
educational institution of upper middle school who are over 21 years of age, of minimum schooling, basic
or fee.

According to the SECTUR (2017), there are 15,206 teachers from public institutions of middle higher
education in the State of Nuevo Ledn, which is the general universe. 296 teachers from this group are
located in the citrus region, which represents the population subject of the study (UANL, 2018). Through
the procedures performed (Rositas and Mendoza, 2009) a sample size "n" of 167 elements is obtained. A
non-probabilistic sampling by quotas will be used (Rabolini, 2009), due to the availability of teachers to
be surveyed.

A questionnaire will be applied as a data collection tool, in which scales previously validated for the
variables will be used and items that better adapt to the context to be studied will be used (Hernandez et
al., 2016). It will be based on The Conditions of Work Effectiveness Questionnaire (CWEQ-II)
(Laschinger, 1996, cited in O'Brien, 2010), The Psychological Empowerment Scale (Spreitzer, 1995,
cited in O'Brien, 2010) and the Satisfaction Questionnaire Labor S20 / 23 of Melia and Peir6 (1998).
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This questionnaire will be physical and self-administered by the teachers themselves, trusting in their
professionalism, responsibility and commitment. Demographic data will be included for the identification
of participating teachers (Vega and Zavala, 2004, cited in Segovia, 2014), using the Likert scale of 7
points (Sanchez, 1998). A survey originally of 30 questions (items) based on the revised theoretical
framework was divided into 3 sections that measure each of the variables. The necessary questions
(items) are chosen with consideration of the content validity by 10 experts in the area (Mendoza and
Garza, 2009).

A certain number of teachers will participate in the pilot study. They are selected with no particular
sampling criteria beyond simply meeting the necessary criteria to be able to participate in the study as
previously defined. Based on the type of research proposed, the multivariable linear regression model or
the structural equation model (SEM) will be chosen, using the SmartPLS 3.0 M3 by Hair et al. (2017),
according to the results of the pilot test analysis.

CONCLUSIONS

In this paper we reviewed the different theories related to the study and included applied definitions
by variable (what), empirical relations of previous research (how), conclusions regarding the coverage of
these variables in the proposed model (why), and research in the context of teachers of public institutions
of middle higher education (who, where and when) (Whetten, 1989). The vacuum or lack of studies in the
Mexican context aimed at teachers on the variables investigated is verified (Creswell, 2015). The
theoretical section is concluded with the proposed graphic model and the research hypotheses.

The research focuses on high school teachers, since it is a field that has not been studied empirically
(Barraza, 2008). It is important to identify the degree of commitment of the teaching staff and look for
strategies that contribute to increase it (Padilla et al., 2008).

Emphasis was placed on the study of empowerment, one of the terms that have been analyzed from
various fields such as Sociology, Education, Psychology, Social Work, and Organizational Behavior.
Although it emerged in the 60's, it expanded a decade later with Kanter (1977) who introduced it into the
workplace. The concept admits a double reading: the psychological sense of personal control
(psychological empowerment) and its social influence (structural empowerment).

Kanter (1977, 1993) began with his theory of structural empowerment where it is essential that the
organization gives employees access to information, resources, support and opportunities. Later, Conger
and Kanungo (1988) consider it a construct with its roots on the variables power and control, being able
to visualize itself in a relational or motivational way— being a provocative element to stimulate the
workers, rather than a delegation of power, increasing their motivation through a strong sense of personal
efficacy.

Later, his study emerges from the individual level with Thomas and Velthouse (1990), who explain it
as an increase in intrinsic motivation in the performance of the function based on four concepts: meaning,
competence, self-determination and impact. While Spreitzer (1995) defines it as an internal motivation
that occurs in four types of cognitions that guide the individual's approach towards the performance of
their function.

Within the organizational plane, Chen and Chen (2008) explain the structural empowerment carried
out by the leadership by giving power, control, and authority to subordinates. Several authors relate it
empirically with psychological empowerment (Corsun and Enz, 1999; Ergenli, Ari and Metin, 2007;
Peterson and Speer, 2000; O'Brien, 2010; Jaimez and Diaz, 2011).

In addition to this, Rico-Pico et al. (2016) investigated how psychological empowerment, job
satisfaction and work identification interact, proving a positive, significant relationship between
satisfaction-empowerment, coinciding with several previous studies (Seibert et al., 2011; Chang et al.,
2010), as a primary cause, according to various authors, that job satisfaction depends on the significance,
need for development in the position and experiences of autonomy at work (Deci and Ryan, 1985,
Hackman and Oldham, 1975, Pearson and Moomaw, 2005 ).
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Although the literature found shows incipient features of correlations between psychological
empowerment and job satisfaction, it was not possible to find a relationship between the latter and
structural empowerment. Therefore, the importance of landing the study of these variables in a joint way
in the teaching context, where the work that this implies goes beyond the monetary aspect, being essential
to the degree of satisfaction and well-being that teachers have in their institutions and the way they are
supported.

In accordance with the theoretical review, the knowledge gaps considered and the methodological
challenges it represents, the research model is proposed where the relationships between structural
empowerment as an independent variable, psychological empowerment as a mediating variable and labor
satisfaction as dependent variable in teachers of public institutions of upper middle level in the citrus
region of the state of Nuevo Leon.

The application of questionnaires, and the analysis and interpretation of the results of the complete
future research work, will allow these educational institutions to implement strategies that promote job
satisfaction of teachers, in favor of the quality, efficiency and effectiveness of their performance, in turn
reflected in students, generating higher rates of terminal efficiency and reducing the rates of failure and
dropout.

Finally, the results and conclusions that continue to the field research of this study will be reflected in
future work.
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