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Abstract 

Background: The interest of health organizations in organizational culture has increased 

due to many positive outcomes such as job satisfaction, and empowerment. Aim: Assess 

organizational culture and its influence on staff nurses' empowerment. Research design: A 

descriptive, correlational design was used. Setting: The study was conducted at Ain Shams 

University Hospital.  Subjects:  105 staff nurses out from 308 were included in the study. Tools: 

Data was collected by using an organizational culture inventory and, an empowerment 

questionnaire. Results: Less than one-third of the study participants had high perception level 

regarding organizational culture. While more than half of them had a moderate level of 

organizational culture. Moreover, more than two-fifths of them had a low level of empowerment. 

Conclusion: There was a highly statically significant positive correlation between staff nurses 

regarding of organizational culture and their empowerment. Recommendations: Encouraging 

nurses' participation in goal setting, problem solving, and decision making. Conduct a regular 

meeting between the supervisors and nurses to discuss and solve their problems. 
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Introduction: 

Today organization is something more 

than the offices, hierarchy, and authorities. 

Organizations have an entity like an individual, 

the personality that consists of characteristics of 

flexibility, and creativity and, each organization 

has a life and existence that life that is different 

from its components. In this organization, 

employees agree on a particular pattern of 

behavior which is organizational culture. The 

most successful factor in this movement is 

organizational culture because it is possible to 

apply a strategy to be delayed or denied for 

opposing the organizational culture that is the 

set of beliefs (Rashid & Bin Yeop, 2020). 

Organizational culture is defined as the 

collective effect of the common beliefs, 

behaviors, and values of the people within an 

organization. Those norms within any 

organization regulate how employees perform 

and serve customers, how they co-operate with 

each other, whether they feel motivated to meet 

goals, and if they are sincerely into the 

organization's overall mission (Groysberg et al., 

2018).  

Characteristics of organizational culture 

are innovation (risk orientation), attention to 

detail (precision orientation), emphasis on the 

outcome (achievement orientation), emphasis 

on people (fairness orientation), teamwork 

(collaboration orientation), aggressiveness 

(competitive orientation), and stability (rule 

orientation) (Cooke, & Rousseau, 2016). 

The organizational culture inventory 

measures twelve behavioral norms that are 

grouped into three general types of cultures. 

Constructive cultures, in which members are 

encouraged to interact with people and 

approach tasks in ways that help them meet 

their higher-order satisfaction needs (Sahertian 

et al., 2019).  Passive/defensive cultures, in 

which members believe they must interact with 

people in ways that will not threaten their 

security. On the other hand, 

aggressive/defensive cultures, in which 

members are expected to approach tasks in 
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forceful ways to protect their status and security 

(Salehipour & Ahmand, 2018). 

Empowerment Create an environment 

that encourages proactively problem solving, 

accepting challenges, innovation, continuous 

improvement, and optimum utilization of 

employees. A high degree of employee 

motivation and enhancement of performance 

(Chawla et al., 2017). Empowered employees 

are more satisfied with their work, and less 

likely to seek employment elsewhere. This 

decreases employment costs and the need for 

training of new staff (Albdour & Altarawneh, 

2014). 

Empowerment is the interactive process 

of building, developing, and increasing a 

person's ability to set and attain goals. It is 

considered a motivational process of enhancing 

the feeling of self–efficacy among 

organizational members. It is an interactive 

process that develops, and increases power 

through cooperation, sharing, and working 

together and it is the process of giving nurses 

the power, capacity, and energy to decide on 

their work (Kleemola et al., 2020). 

There are two types of empowerment 

(structural empowerment and psychological 

empowerment). Structural empowerment 

promotes managers to undertake special actions 

for creating an appropriate work environment 

by providing workers with access to the 

following empowering elements, access to 

information, support, resources, opportunities to 

grow &formal &informal power (Fitzpatrick, 

2018). While, psychological empowerment 

contains four categories meaning, competence, 

self-determination, and impact (Thomas & 

Velthouse, 2014).  

Today, the main sources of competitive 

advantage in technology do not lay in the 

technology but it is rooted in dedication, 

commitment, and ability of labor. One of the 

most important resources of an organization 

may be indicted to the results of mobility, the 

creativity of employees, and empowerment is 

the new stimulation of this growing working 

environment. Meanwhile, some people consider 

organizational culture based on the formation of 

empowerment. The organizations can be 

successful in the empowerment process that is 

of defined valuable principles (values are 

reinforcing activities) (Deci & Ryan, 2017). 

 hhh aw M onrM hwaM hohwaM reM anaM

waehahrh nhsMoaaoaah organizational culture and 

empowerment can encourage their employees to 

be empowered with the use of their talents, 

knowledge, skills, and experiences this process 

is called empowerment. Thus, for 

empowerment, the organizational culture also 

must be changed. Organizational culture is 

mainly influenced by the philosophy of 

management and leadership style and their 

behavior takes shape. Managers who are 

receptive to new ideas and respect their 

employees and consider them effective and vital 

factors for the success of the organization are 

the best asset of an organization (Abuzaid, 

2018).M 

Organizational culture is one of the 

critical components that facilitate employee 

empowerment to improve employee motivation, 

organizational commitment, and job 

satisfaction, and a great deal of effort has been 

expended to explore empowerment in 

organizations and a sense of high self-esteem, 

high degree of involvement, and participation, a 

learning environment opportunity for personal 

growth and development and a greater sense of 

achievement (Nwakoby, Okoye& Anugwu, 

2019). 

Significance of the study: 

The researcher observed in their 

workplace , repeated absenteeism, poor nursing 

performance and lack of job satisfaction and 

empowerment  among staff nurses and suffering 

from labor pressures, including role struggles, 

role ambiguity, physical work environment, and 

lack of participation in decision-making, and the 

sense of staff that their superiors do not treat 

them with sufficient respect and appreciation. 

So, the present study aims to assess 

organizational culture and its influence on staff 

nurses' empowerment. 
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Aim of the study: 

This study aimed to assess the 

organizational culture and its influence on staff 

nurses empowerment. 

Research question: 

Is there an influence of organizational 

culture on staff nurses empowerment? 

Subjects and Methods  

Research design:  

A descriptive correlational design was 

used to conduct this study.  

Setting: 

This study was conducted at Ain Shams 

University Hospital which affiliated to Ain 

Shams University Hospitals include twenty-five 

main units. (6 critical care units & 19 non 

critical care units). Its total bed capacity was 

618 bed. 

Subjects:  

The subjects for the study was included 

105 staff nurses out 308 who are eligible to 

participate in this study. They were selected 

randomly. Sample size was calculated 

according to the following equation: 

  
 ∑     

   
   

    ∑     
   

   

 

Steven & Thompson, (2012) 

Tools of data collection:  

The data were collected by using the 

following tools. 

Tool (I): Organizational Culture 

Inventory: 

This tool was consisted of two parts:  

First part:  This part concerned with 

collecting data about personal characteristics 

and job data of studied subjects including 

working department, age, gender, years of 

experience in nursing, educational qualification, 

marital status, and attended training course. 

Second part:  This part aimed to assess 

organizational culture as perceived by staff 

nurses. It was adopted from (Ahmed, 2017). It 

consisted of (91) items under three main 

categories:  pattern of constructive culture (32 

items), a pattern of passive–defensive culture 

(28), a pattern of aggressive – defensive culture 

(31). 

 Scoring system: 

Responses of participants were measured 

at 5 points Likert scale ranged from always, 

often, sometimes, rarely, and never. Never was 

scored as “1”, while always was scored as “5”. 

These scores were summed up and were 

converted into a percentage score.  

Staff nurses Perception toward 

organizational culture   considered low if the 

total score was less than 50%. While it is 

considered moderate if the score was ranged 

from 50-70% and is considered high if the total 

score is more than 70% (Ahmed, 2017). 

Second tool: Empowerment 

questionnaire 

This tool aimed to assess empowerment 

level among staff nurses. This questionnaire 

was adopted from (Abdallah, 2018). It was 

divided into: 

A– Structural empowerment:  

It consisted of (19) items which grouped 

under (6) main dimensions (Opportunity, 

support, information, resources, informal forces, 

and formal forces). 

B– Psychological empowerment:  

It consisted of (12) items which grouped 

under (4) main dimensions (Meaning, 

competences, self – determination and impact).  
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 Scoring system: 

Responses of participants were measured 

at 5 points Likert scale ranged from, sometimes, 

always, often, sometimes, rarely, and never. 

Never was scored as “1”, while always was 

scored as “5”. These scores were summed up 

and were converted into a percentage score.  

Staff nurse’s level regarding 

empowerment considered low if the total score 

was less than 60%. While it considered 

moderate if the score was ranged from 60-75% 

and considered high if the total score more than 

75% (Abdallah, 2018). 

Operational design 

The operational design for this study 

consisted of three phases, namely preparatory 

phase, pilot study, and fieldwork. 

Preparatory phase: 

This phase started with a review of 

current and past, national and international 

related literature concerning the subjects of the 

study, using textbooks, articles, journals, and 

websites. This review was helpful to the 

researcher to be more acquainted with the 

research subject and reviewing and developing 

the data collection tools. 

Pilot study: 

A pilot study was conducted on 31 staff 

nurses of the total study participants. They 

represent 10 % of total study subjects the aim of 

the pilot was to evaluate the study tools clarity, 

applicability and comprehensiveness. 

It also served to estimate the time needed 

to fill the questionnaires by each staff nurse. 

Subjects included in the pilot study were 

excluded from the main study subjects. 

Fieldwork   

It was carried out from the 2nd week of 

November 2019 up to the end of February 2020. 

The researcher was available in the study 

settings 3 days per week in the study setting 

from 10 Am to 1 Pm. Data collected from 

nurses, who accepted to be participated in the 

study after explaining the aim of the study. 

Nurses were asked to fulfill the sheets in the 

presence of the researcher to clarify any 

ambiguity. The average time required for 

fulfilling the two questionnaires was 30-45 

minutes. 3-5 sheets were collected daily. The 

researcher checked the collected sheets for its 

completeness. 

Ethical consideration: 

The research approval was obtained from 

the Scientific Research Ethical Committee of 

The Faculty of Nursing, Ain Shams University 

before starting the study. Agreement was 

obtained from each nurse to participate in the 

study after explanation of the study aim and its 

implications. A clear and simple clarification of 

the study' and its expected outcomes was 

explained. They were assured that all data 

collected was used for scientific purpose. They 

informed that all the study subjects had the right 

to withdraw at any time from the study. 

Administrative design: 

An official permission was obtained by 

submission of a formal letter issued from the 

Ain of Faculty of Nursing, Ain Shams 

University to the director of Ain shams 

University Hospital to collect the necessary data 

for the current study after a brief explanation of 

the purpose of the study and its expected 

outcomes.  

Statistical design: 

Computerized data entry and statistical 

analysis were fulfilled using the Statistical 

Package for Social Sciences (SPSS) version20. 

The obtained data were organized, analyzed, 

and represented in tables and graphs as 

required. Data were presented using descriptive 

statistics in the form of Number, Percentage, 

Mean score, Standard deviation (SD), ANOVA 

test, and Correlation coefficient (r), which were 

used to estimate the relationship between the 

variables statistically significant as considered 

at P-value <0.05. 
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Results: 

Table (1): shows that more than half 

(52.3%) of nurses were 25-35   years old. Slightly 

more than two thirds (66.7%) of them were 

unmarried. More than one third (36.3%) of them 

had 7 to 15 years of experience in their units, more 

than two fifths (47.6%) of them had a nursing 

diploma, and more than half (57.7%) of them 

work at non critical department.  

Table (2): shows that more than one 

quarter (28.6%) of the study participants had high 

perception level total types of organization culture 

regarding pattern constructive culture and  more 

than one third (34.2%) of them had  low 

perception level pattern of aggressive defensive.  

Figure (1): shows that less one third 

(16.9%) of the study participants had high 

perception level organization culture .While, more 

than half (53.8) had moderate level of organization 

culture and  more than one quarter (29.3%) of 

them had  low perception level  of organization 

culture. 

Table (3): shows that less than one fifth 

(18.1%) of the study participants had high level of 

empowerment regarding psychological 

empowerment and more than three third (60.9%) 

of them had low level of empowerment regarding 

structural empowerment. 

Figure (2): shows that less than one fifth 

(19%) of the study participants had high level of 

empowerment while one third (33.3) of them had 

moderate level of empowerment, and more than 

two fifth (44.7%) of them had low level of 

empowerment. 

Table (4): shows that there were 

significant relationships between total 

organization culture and gender, qualification, 

participants’ years of experiences and marital 

status.  

Table (5): reveals that there was highly 

significant strong positive correlation between 

total organizational culture perception and 

empowerment level among staff nurses.

Table (1): Personal & job characteristics of the studied staff nurses (n=105). 

Personal characteristics No % 

Age   

Less than 25years 

From 25 to 35 

More than 35 

19 

55 

31 

18 

52.3 

29.2 

Mean± SD.                           36.04.± 8.44 

Marital status 

Married 

Unmarried 

35 

70 

33.3 

66.7 

Years of experience 

Less than 7 years 

7-15Myears 

More than 15 years 

32 

38 

35 

30.4 

36.3 

33.3 

Mean±SD                               12.03±7.88 

Educational Qualification 

Nursing Diploma 

Above average diploma 

Bachelor degree of Nursing 

50 

34 

21 

47.6 

32.4 

20 

Department   

Critical care department 55 52.3 

Non-critical care department 60 57.7 
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16.90% 

53.80% 

29.30% 

Total organization culture 

Table (2): Staff nurses perception level regarding types of organization culture (n=105) 

Types of organization culture 

High 

(>70%) 

Moderate 

(50%-70%) 

Low 

(<50%) 

No % No % No % 

Pattern constructive culture 30 28.6 42 40.3 33 31.1 

Pattern of passive-defensive culture 18 17.1 60 57.1 27 25.7 

Pattern of aggressive defensive 19 18 50 47.6 36 34.2 

Figure (1): Staff nurses total perception level regarding organizational culture (n=105).  

 

Table (3): Empowerment level among staff nurses regarding total dimension empowerment (n=105). 

Type of  Empowerment 

High 

(<75%) 

Moderate 

(60%-75%) 

Low 

(>60%) 

No % No % No % 

Structural empowerment 16 15.2 35 33.3 64 60.9 

Psychological empowerment 19 18.1 36 34.2 50 47.7 

 

Figure (2): Total empowerment level among staff nurses (n=105). 

 

 
 

19% 

33.3% 

44.7% 

Total empowerment  

High

Moderate

Low
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Table (4): Relation between personal characteristics of the studied staff nurses and their total 

perception of organization culture (n=105) 

Items 

Organization culture 

X2
 

P- 

Value 

High 

(>70%) 

Moderate 

(50%-

70%) 

Low 

(>50%) 

No % No % No % 

Gender Male 18 17.1 6 5.7 16 15.2 4.560 .012* 

Female 3 2.8 39 37.1 23 21.9 

Age Less than 25 year 6 5.7 9 8.5 4 3.8 1.063 .064 

25 - < 35 15 14.2 22 20.9 8 7.6 

- < 35 15 14.2 14 13.3 12 11.4 

Years of 

experience 

Less than 7 year 16 15.2 12 11.4 9 8.5 6.420 .009** 

7 - < 15 15 14.2 20 19 8 7.6 

>15 15 14.2 13 12.3 12 11.4 

Nursing 

Qualification 

Nursing Diploma 17 16.1 23 21.9 15 14.2 1.305 .059 

Above average 7 6.6 13 12.3 9 16.7 

Bachelor of 

Nursing 

7 6.6 9 8.5 5 4.7 

Department  Critical 

department  

20 19 20 19 15 14.2 1.187 .058 

Non-critical 

department  

30 28.4 15 14.2 15 14.2 

Marital status Married 20 19 40 38 12 11.4 3.064 .023* 

Un- married 11 10.4 10 9.5 12 11.4 

Training 

courses 

Yes 13 12.3 4 3.8 7 6.6 1.187 .058 

No 20 19 42 40 19 18 

*significant p < 0.05.            **highly significant p < 0.01. 

 

Table (5): Correlation between organization culture perception and empowerment level among 

staff nurses (n=105). 

Correlation 
Total staff nurses perception of 

organizational culture 

Empowerment 
Pearson Correlation (r) .194** 

Sig. (2-tailed) .000 

**. Correlation is significant at the 0.01 level (2-tailed). 

(**) Highly statistically significant at P<0.01 

Discussion: 

Organizational culture is one of the 

critical components that facilitates employee 

empowerment to improve employee motivation, 

organizational commitment and job satisfaction, 

and a great deal of effort has been expended to 

explore empowerment in organizations and 

provides a sense of high self-esteem, high 

degree of involvement and participation, a 

learning environment opportunity for personal 

growth and development and a greater sense of 

achievement (Rashid & Bin Yeop, 2016).  The 

present study aimed to assess the organizational 

culture and its influence on staff nurses 

empowerment. 

The current study findings showed that 

more than one quarter of the study participants 

had high perception level regarding pattern 

constructive culture and more than one third of 

them had low perception level pattern of 

aggressive defensive. From the researcher point 

of view, this may due to staff nurses receive 

enough support from their mangers and their 

workplace. This result was supported by 

Schneider et al. (2017) who conducted study 

about organizational culture, stated the 

constructive cluster is the one that best defines 
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the organizational culture, followed  by passive 

defensive cluster, and then aggressive defensive 

was the lowest score. on the same line, the 

result reported by Larentis,  Antonello  & 

Slongo, (2018) who reported that constructive 

culture  was the highest culture reported by 

nurses, while the lowest agreement was related 

to aggressive defensive type.  

Regarding staff nurses perception 

regarding total level of organizational culture. 

The result of present study demonstrated that 

less one third of the study participants had high 

perception level organization culture. While, 

more than half had moderate level of 

organization culture and more than one quarter 

of them had low perception level pattern of 

organization culture. This result may be due to 

semi rigid rules and policies that used for 

dealing with their staff. On the other hand, the 

present result was in disagreement with Sutter, 

(2020) who studied organizational culture 

among nurses in United States Military 

Branches and stated as general, staff had low 

level of perception for culture because of rigid 

rules and policies that used for dealing with 

their staff’s. Also, incongruent with Kamel & 

Aref, (2017) who conducted study about 

organizational culture and its relation to 

innovative work behavior at critical care units 

among staff nurses at Benha University 

Hospital and reported that more than half of 

staff nurses had high perception level regarding 

organizational culture. 

Empowerment was the second variable 

in the study, the finding of the present study 

revealed that study subjects reported that less 

than one fifth) of the study participants had high 

level of empowerment while one third of them 

had moderate level of empowerment, and more 

than two fifth of them had low level of 

empowerment. This result may be due to nurses 

not   received adequate recognition for their 

efforts, high discretion in how they do their jobs 

and have not access to the support, resources 

and information required to perform their work 

effectively.  

In addition, they have no adequate 

opportunities to advance within the organization 

or to learn and grow through challenging work 

experiences or learning opportunities. 

Empowerment is essential in nursing because it 

suggests that individuals should possess the 

power to perform their daily work in an 

environment that enables them to achieve both 

personal and organizational goals. Therefore, 

head nurses should support a working 

environment that provides staff nurses with 

sufficient resources, in order to promote patient 

health by ensuring nurses access to empowering 

conditions.  

On the contrary of present study finding, 

the result of Radwan, Adam & Hassan, (2017) 

who reported that, most of studied nurses had 

high levels of empowerment. This study finding 

is relevant and consistence with Kassem & 

Gaber, (2015) who revealed that, the total mean 

score of empowering staff nurses was high. On 

the same line of the present study result 

MBOLI, (2018) reported that Nurses’ structural 

empowerment score was moderate to high. 

Also, EL-Gazar, (2014) assess empowerment 

of staff nurses concluded that staff nurses had a 

high level of empowerment. 

Regarding relation between personal 

characteristics of the studied nurses and their 

total organizational culture that there were 

significant relationships between total 

organization culture and gender, qualification, 

participants’ years of experiences and marital 

status. This result might be due to perceptions 

of favorable organizational culture are highly 

dependent on gender, qualification, participants’ 

years of experiences and marital status. For 

example, nurses in the sample may not be 

comparing their work environment to hospitals 

in developing nations. 

This result consist with Rashid & Bin 

Yeop, (2020) and Mohammed & Mohsin, 

(2020) found that there were significant 

relationships between total organization culture 

and gender, and marital status. However, 

incongruent with Nwakoby et al., (2019) who 

found that there wasn’t statistical relation 

between personal characteristics of the studied 

sample and their total organizational culture. 

Regarding relation between personal 

characteristics of the studied nurses and their 
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total empowerment that there were significant 

relationships between total empowerment and 

age, qualification, participants’ years of 

experiences. This result might be due to 

perceptions of favorable empowerment are 

highly dependent on age, qualification, 

participants’ years of experiences. 

This result consists with Arathy & Biju, 

(2021) who found that here were significant 

relationships between total empowerment and 

age, and qualification. However, inconsistent 

with Kiral, (2020) found that there weren’t 

significant relationships between total 

empowerment and personal characteristics of 

the studied sample. 

Regarding correlation between staff 

nurses perception of organization culture and 

empowerment level among staff nurses reveals 

that there was highly significant strong positive 

correlation between total level of organization 

culture and empowerment among staff nurses. 

This might be due to influence the organization 

culture on empowerment .For example when 

nurses had positive organization culture that 

leading to improve their empowerment. 

This result consistent with Abdullah et 

al., (2015) & Ali et al., (2018) who found that 

total empowerment indicated significant 

positive relationships with total organizational 

culture. The coefficient of determination (R2) 

presents that PE predicted 12.4%, 12.2% and 

16.3% of the variation in TOC, AOC, and NOC 

respectively. All dimensions of empowerment 

indicated significant positive relationships with 

organizational culture at different levels.  

Conclusion: 

This study was undertaken to aim at 

assessing organizational culture and its 

influence on staff nurse’s empowerment. The 

study findings concluded that there less one 

third (16.9%) of the study participants had high 

perception level organization culture. While, 

more than half (53.8) had moderate level of 

organization culture and more than one quarter 

(29.3%) of them had low perception level 

pattern of organization culture.  Less than one 

fifth (19%) of the study participants had high 

level of empowerment while one third (33.3) of 

them had moderate level of empowerment, and 

more than two fifths (44.7%) of them had low 

level of empowerment. There was highly 

significant strong positive correlation between 

staff nurse’s perception regarding 

organizational culture and empowerment level. 

This finding answered the research question 

which was “Is there an influence of 

organizational culture on staff nurses' 

empowerment?” 

Recommendations: 

Based on the results of the present 

study, the researcher came up with the 

following recommendations:  

 Hospitals have to conduct regular surveys to 

examine their employees' perception of 

organizational culture. 

 Establishing a system of promotion and 

rewards, this should base on nurse’s 

performance.  

 Encouraging nurses' participation in goal 

setting, problem solving, and decision 

making. 

 Rewards are another forceful tool in 

constructive cultures, as employees quickly 

learn through the reward system. 

Future researches can be conducted: 

 Studying the relationship between 

organizational culture and staff nurses 

commitment. 

 Investigating the relationship between 

workplace empowerment and quality of work 

life. 

 Examining the influence of organizational 

culture on job performance and productivity.  
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