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Abstract. The study aims to scrutinize the level of administrative empowerment involving its dimensions (delegating powers/devolution of 

authorities, independence, learning, and training) on institutional performance (commitment to quality standards, achieving the goals, and 

staff performance) of Al-Ahliyya Amman University (AAU). The researchers applied the descriptive-analytical method by developing a 

questionnaire that was distributed among a simple random sample consisting of (200) members, and the data were analyzed, and the 

assumptions were tested using the statistical program (SPSS v20). The findings of the study revealed that there was a statistically 

significant impact of the level of administrative empowerment including its combined dimensions on the institutional performance at AAU. 

Furthermore, there was a statistically significant impact of the level of administrative empowerment involving its combined dimensions on 

the commitment to quality standards at AAU. The researchers recommend adopting a strategy that achieves the implementation of modern 

management concepts at AAU such as career empowerment, Total Quality Management (TQM), and teamwork, as well as focusing on the 

qualification of AAU staff. Such training will help workers practice career empowerment through the implementation of specific action 

plans for developmental purposes, the development of annual training plans, the use of effective means such as lectures, and motivating 

employees to participate in training courses and activities. 

 

Keywords: administrative empowerment; devolution of authorities; job satisfaction; decentralization; institutional performance; teamwork 

 

Reference to this paper should be made as follows: Al Maani, A.I., Ahmad Al Adwan, A., Areiqat, A.Y., Zamil, A.M.A.Salameh, A.A. 

2020. Level of administrative empowerment at private institution and its impact on institutional performance: a case study. 

Entrepreneurship and Sustainability Issues, 8(2), 500-511. http://doi.org/10.9770/jesi.2020.8.2(30)  
 

JEL Classifications: J28, L25, L15, D83, M53, D83 

 

 

 

 

http://jssidoi.org/jesi/
http://doi.org/10.9770/jesi.2020.8.2(30)
http://jssidoi.org/esc/home
mailto:ahmed.almaani@mcbs.edu.om
mailto:a.aladwan@ammanu.edu.jo
mailto:ahmadareiqat@ammanu.edu.jo
mailto:am.zamil@psau.edu.sa
mailto:a.salameh@psau.edu.sa
http://doi.org/10.9770/jesi.2020.8.2(30)


 ENTREPRENEURSHIP AND SUSTAINABILITY ISSUES 

ISSN 2345-0282 (online) http://jssidoi.org/jesi/ 

2020 Volume 8 Number 2 (December) 

http://doi.org/10.9770/jesi.2020.8.2(30) 
 

Make your research more visible, join the Twitter account of ENTREPRENEURSHIP AND SUSTAINABILITY ISSUES: 

@Entrepr69728810  

 

501 

 

 

1. Introduction 

 

Administrative empowerment is a contemporary concept that seeks to raise and develop individuals’ capacities 

and skills to solve their managerial problems and offer them opportunities to initiate and challenge; by 

encouraging them to shoulder responsibilities for the decision-making, cooperation, and participation to achieve 

the desired goals. Moreover, administrative empowerment is considered an effective strategy that enhances 

managers’ performance, as they have a high level of capacities and skills in addition to job satisfaction towards 

their organizations and careers. This will be maintained by providing them with full freedom at work to think and 

act independently under the umbrella of administrative decentralization methodology (Khalayleh, Masa’deh &Al-

Lozi, 2017). Administrative empowerment is based on building-up trust between the workers and their leadership 

and encouraging them to participate in the decision-making process, in addition to breaking administrative and 

organizational barriers between the leadership and the staff. It also incorporates offering workers the freedom to 

act and enhances their participation in decision-making, and thus it guarantees the quality of the leaders’ 

performance in administrative implementation and creativity at the same time. The typical result of administrative 

empowerment is represented in helping the administrative leadership obtain the uttermost benefit from the 

available human and material resources in their institutions to accomplish the desired goals of their organization 

and thus the outcome will be a higher level of job satisfaction. (Al-Omari et al, 2020). Since organizations are 

seeking to keep pace with the trend towards growth and development, they have to respond to the requirements 

for applying the principles of open management, decentralization, the delegation of powers/ devolution of 

authorities besides participating in decision-making to enhance the level of knowledge, skill, and administrative 

professionalism and improve institutional performance. Effective performance is a part and parcel of the 

enterprise system and is one of the most important programs that aim to achieve the goals of the organization, and 

it is also very essential to improve and enhance performance and upgrade the level of workers. (Uddin, 2017). 

Decentralization is a modern reform process that is embraced by many sectors with different types of business, 

and modern companies have adopted a decentralized hierarchy, which is expected to raise the level of creativity 

among employees. However, the tendency towards decentralization must be properly applied, restrictive, and a 

limited process. Excessive decentralization may create a state of chaos in the company (Thomas & Priyanka, 

2014). In light of the importance of institutional performance and the role of administrative empowerment in 

achieving necessary skills to improve employees’ performance and the devolution of authorities that enable them 

to solve problems practically and efficiently, this study seeks to identify the level of administrative empowerment 

in institutions and detect its impact on institutional performance at the AAU. The gap in previous researches is the 

impact of administrative empowerment on institutional performance.  Administrative empowerment concerns 

raising and developing individuals’ capacities and skills.  Moreover, it can be employed by applying modern 

management concepts such as career empowerment, (TQM) and teamwork, as well as focusing on the staff 

qualification. One of the biggest challenges that most of the firm’s face is the centralization of powers which 

delay and slowing down organizations from achieving its tasks, activities, and interest.  Administrative 

empowerment is a very promising area for most of the organization. Thus, to fill this gap, this research aims to 

determine the impact of administrative empowerment including its dimensions (delegating powers/devolution of 

authorities, independence, learning, and training) on institutional performance in the AAU into the Jordanian 

context. 
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2. Problem and Questions of the Study 

    

Empowering workers brings many benefits to the organization as it works to develop managers ’way of thinking, 

develop their creative capabilities, and allow more time for them to focus on strategic matters, develop visions, 

formulate long-term mission and goals, and draw long-term plans (Al-Maghribi, 2001). To the essential impact of 

applying the strategy of empowering workers to the success of the organization, because empowerment is an 

inevitable response to achieving the comprehensive quality requirements. The researchers believe that one of the 

phenomena of the administrative problems is the tendency of academic leaders in universities to concentrate power 

and not delegate it to their subordinates. Which causes a low spirit of enthusiasm and satisfaction among workers 

and thus, contributes to weakening the institutional performance. The phenomenon of centralization of powers or 

authorities among senior officials is considered one of the most important administrative problems facing 

institutions, as it leads to the sluggish implementation of organizations’ tasks and activities. This phenomenon also 

entails paying more attention and preoccupation to routine work rather than the important administrative work 

involving basic tasks of the departments and the leadership such as planning, development, monitoring the progress 

of the institution, and policymaking. The administrative empowerment process is an inevitable action that is 

performed to maintain smooth and continuous implementation of various procedures and work practices in 

administrative units. Also, administrative empowerment allows senior management to make better use of its time 

rather than being engaged in routine work, and it also contributes effectively to the process of developing and 

improving the decision-making styles. The problem of the study lies in the fact that many institutions in Jordan are 

still so dependent on centralization, as they do not enable workers to perform administrative tasks, and not allowed 

to take part in decision-making despite the recommendations of many studies such as (Radhy, 2010, Al-Ajrafi, 

2017, Al-Suhimat, 2016) to focus on the importance of administrative empowerment in improving creativity, 

achieving job satisfaction, and organizational creativeness in various institutions. The research problem is mainly 

focused on the phenomenon of the inclination of administrative leadership in institutions towards the centralization 

of their authorities rather than delegating power to their subordinates. Such tendency has some negative effects 

facing service institutions, and this is reflected in employees’ enthusiasm to work sincerely and reduces the degree 

of job satisfaction among workers, and thus, leading to poor institutional performance. This study has been 

conducted to detect the degree of administrative empowerment of managers involving (delegating 

powers/devolution of authorities, independence, learning, and training) at the AAU. Moreover, the researchers aim 

to address the level of institutional performance including (Commitment to quality standards, achieving the goals, 

and staff performance) at the AAU. The study also aims to determine if there is an impact of administrative 

empowerment on institutional performance at AAU and identify if there are any significant statistical differences in 

the level of administrative empowerment on institutional performance AAU that could be attributed to 

demographic characteristics. 

 

3. Significance of the study 

 

The significance of the study is attributed to the importance of improving the level of performance in AAU through 

ascertaining the level of administrative empowerment and explaining its impact on the competency of institutional 

performance.  
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4. Objectives of the study 

 

This study aims to detect the importance of administrative empowerment and its impact on the institutional 

performance of the AAU, including the following targets: 

1- Identify the reality of the level of administrative empowerment and institutional performance at AAU. 

2- Reaching results and recommendations that contribute to achieving and distinguishing institutional 

performance by improving the level of administrative empowerment 

3- Analyzing the impact of administrative empowerment on institutional performance at the AAU. 

5. Procedural Definitions of the study terminology 

 

Administrative empowerment is defined as "the process of offering individuals greater authority to experience 

monitoring, shoulder responsibility, and invest their capacities, by motivating and encouraging them to make 

decisions and take personal responsibility to develop the way through which they perform their work and tasks by 

devolution of authorities to empower them in taking decisions at the lowest level (Al-Abdullah, 2018:16). 

Administrative empowerment is also represented in "Paying more attention to workers by expanding their 

authorities or influence, enriching the amount of information given to them, increasing opportunities given to them 

to take initiatives and make decisions and confront problems that impede their performance" (Al-Ajrafi, 2017: 

155). Administrative empowerment is also known as “The relationship between risk-taking, daring and flexibility 

and the ability to persuade others, as well as using the scientific methodology to think and solve problems and this 

is one of the most creative behaviors of workers” (Radhi, 2010: 67). 

 

Decentralization is defined as "The delegation of authorities/devolution of authorities for the lowest levels of 

positions, and it reflects the extent of the management’s ability to distribute tasks within its authorities among its 

sub-ordinate personnel or other multiple entities across various administrative levels in a way that allows them to 

participate in the decision-making process, and to manage administrative issues of the organization" (Radhi, 2010, 

p. 15).  Institutional performance is defined as "the extent to which the organization's goals are pursued and 

achieved" (Qalbo, 2015: 35). Accordingly, researchers find that the most important axes of the administrative 

empowerment process are the following: education, training and delegation of powers. 

 

6. Previous Studies/Literature 

 

A study conducted by (Al-Abdullah (2018: 16), aimed at exploring the dimensions of administrative empowerment 

and determine the degree of its implementation from the perspective of workers at HP in Saudi Arabia. The 

findings showed that there was a statistically significant effect from the perspective of HP employees in Saudi 

Arabia, relating to the “impact of devolution of authorities", "teamwork", "training" and "motivation" as the 

dimensions of empowering workers in its influence on improving professional performance. The researcher 

recommended that the company should strengthen communication ties among administrative various levels and 

maintain dependence on teamwork to accomplish required job tasks. 

 

Al-Ajrafi’s study (2017) aimed to identify the status of administrative empowerment of heads of faculty 

departments in Shaqra’a University in Dwami and its correlation with achieving job satisfaction. The findings 

revealed that there was a high and significant correlation between administrative empowerment and job 

satisfaction, and the researcher recommended give more attention to developing the capacities of heads of 

administrative departments to empower them to perform their job tasks successfully. 
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Al-Madadha (2016) made a study to discuss the effect of (empowerment of leadership, the environment of 

empowerment and psychological empowerment) and their impact on the creative and professional performance of 

employees. The researcher focused on detecting if there was any possible correlation between the integrative 

approach of empowerment and the creative performance of employees. The results indicated that there was a 

positive impact of the empowerment of leadership on the empowerment environment and psychological 

empowerment. Similarly, the empowerment environment has had a positive effect on psychological empowerment, 

and also the psychological empowerment has a positive impact on the creative performance, besides the 

importance of empowerment and its effects on the creative performance of employees. 

 

Jiang, Flores, Leelawong, and Manz (2016) aimed to study the effect of the relationship between empowerment 

and team performance by focusing on the mechanisms of knowledge interchange and conflict within the group. 

The results showed that team empowerment can increase knowledge interchange and conflict within teams or 

groups work and that knowledge sharing facilitates team performance, while conflicts within a group weaken the 

public. (Al-Suhimat, 2016) aimed to analyze the impact of administrative empowerment on organizational 

creativity of workers in Mu’tah University, Jordan The researcher advised that the University of Mu’tah should pay 

attention to the concept of administrative empowerment and take policies and procedures that raise the level of 

awareness of this concept among employees by holding training courses for this purpose. 

 

Abu Ruman, (2016) conducted a study to identify the impact of administrative empowerment on improving 

workers’ creativity at Jordan Private Administration Institute (JPAI). The findings of the study indicated that there 

was a statistically significant impact of administrative empowerment (devolution of authorities, staff training, 

effective communication, and employees’ motivation) on creativity improvement among employees in JPAI. The 

study recommended applying modern managerial concepts such as activating the principle of participation, 

working in groups, forming a team, and taking administrative decisions. 

 

Shaqoura (2015), exploring the degree of the attention and interest given by secondary schools’ principals in Gaza 

governorates to the requirements of administrative empowerment and their correlation with their achievement 

culture. The study concluded that the administrative requirements came in the highest ranks, followed by the 

organizational requirements and finally the logistic requirements. There were no statistically significant differences 

detected for the requirements of administrative empowerment that can be attributed to the variables of (gender, 

years of service/experience, and the educational qualification).  

 

Aseeri and Al-Dhamen (2015) conducted a study aimed to explore the impact of job empowerment on improving 

their performance. The study revealed that there was a statistically significant effect of the dimensions of job 

empowerment (independence and freedom to act, sharing information, and management support) on improving 

employees’ performance and the impact of the degree of performance improvement as a whole through the degree 

of job empowerment. 

 

A study of Al-Qurashi (2014), aimed to identify the effect of empowering workers for the sake of improving job 

performance in health institutions in Taif. The results indicated that there were no statistically significant 

differences between the opinions of workers in health institutions in Taif, Saudi Arabia (including the physician, 

the nursing staff, and other workers) on the dimensions of (empowering employees, clarity of the purpose, ethics, 

recognition, and appreciation, teamwork, and participation). The findings also showed that there were no 

statistically significant differences from the perspective of workers in health institutions in the city of Ta’if relating 

to (clarity of purpose, participation, ethics, recognition, appreciation, and teamwork) as these include the 

dimensions of empowering workers and have an impact on improving their level of job performance. 
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Al-Ta'ani and Al-Suwai’i (2013) conducted a study aimed to identify administrative empowerment and its 

relationship to job satisfaction among principals of public schools in Dammam Governorate, Saudi Arabia. The 

findings indicated that there was a strong positive correlation between the degree of administrative empowerment 

and the degree of job satisfaction. The researchers recommended that job satisfaction should be given priority 

among other issues and receive more attention from the AAU of Education and give them more material and moral 

incentives for workers to maintain their job satisfaction.  

 

Chen (2011) tried to explore the relationship between empowerment and employees’ performance in the Malaysian 

auto industry and the effect of empowerment on employees’ performance to determine which of the four 

empowerment dimensions had the greatest impact on employees’ performance. Four dimensions were considered 

independent variables including (empowerment, competency, self-determination, and influence) whereas employee 

performance was the dependent variable. The results indicated that workers in the automotive industry think that 

empowerment strongly affects their performance and that there is a significant correlation between the dimensions 

of empowerment and employees’ performance. They feel that their performance will greatly improve when they 

are independent, free, and have opportunities to influence the decision-making process in their work or their 

organizations.  

 

Radhi (2010) study aimed to determine the relationship between administrative empowerment represented by its 

dimensions (delegation/devolution of authorities, teamwork, training, effective communication, and motivation) 

and the creativity of workers that includes (risk-taking, flexibility, persuasion, and scientific methodology in 

thinking and problem solving). The study revealed that there was a relationship between administrative 

empowerment and employees’ creativity in addition to the existence of partial support for administrative 

empowerment correlation with most variables relating to employees’ creativity. The researcher recommended that 

strategic leadership in the college should continue its policy in giving more attention to administrative 

empowerment to increase the level of workers’ creativity in the areas where the response to administrative 

empowerment variables was reported. 

 

Arieqat (2009) argues that empowerment is a transfer of responsibility and authority, and an invitation for workers 

to share the knowledge and information provided by the organization through its database, in problem analysis, and 

in decision-making, which lies within the decision-making authority. So, the subordinate will be responsible for the 

quality of what he/she decides to do, or what type of job to perform which leads to transferring the authority 

relatively, from the boss to the sub-ordinate employee. 

 

Carter (2009) conducted a study to detect the relationship between organizations’ behavior and the degree of 

employees’ empowerment. The findings of the study showed that most workers were more productive if they were 

empowered by their management, and almost all organizations emphasized the importance of measuring 

employees’ performance and boosting it. Also, many of these companies have realized that employees who 

participate in their activities actively contributed to supporting their managers ’decisions. Moreover, encouraging 

employees to shoulder more responsibilities enhances their productivity and contributes to raising morale and 

commitment, and empowerment contributes to promoting innovation, creativity, and motivation and instills 

common values and creates an environment for learning and achievement. 

 

Emerson (2008), aimed to find out the reasons that make employees’ empowerment an issue that is not merely an 

aphorism or a buzz word, but it is a process that achieves job satisfaction and enhances workers’ performance and 

thus helps accomplish the company’s goals. The study stressed that administrations should be keen to practice and 
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encourage the method of empowering employees while keeping contact with employees and considering their 

views. The researcher also called to evaluate the means of mutual communication with their sub-ordinates. 

Employees should also have the freedom to express their views on the issues that concern them, and this makes 

them feel proud of the organization’s appreciation of their efforts, ideas, and suggestions. As indicated by Rhadi 

(2010) who proved the direct relationship between creativity and empowering employees. The study population was 

targeted by selecting a random sample in order to ensure that there is no bias, and for the results to be faithfully 

expressive of the reality of administrative empowerment at Al-Ahliyya Amman University. 

 

We hypothesize to test the effects of level of administrative empowerment and explaining its impact on the 

competency of institutional performance AAU. We test the level of administrative empowerment and explaining its 

impact on the competency of institutional performance AAU. To test our hypothesis. The data was collected from 

the (200) members working at AAU. 

 
Table 1. Demographic aspects 

Gender Male Female    

 79.5 20.5    

Age Below 30 31-39 40-45 46-50 More than 51 

 23.0 21.5 31.5 18.5 5.5 

Education Bachelor High Diploma Master PhD  

 50.5 23.0 19.5 7.0  

Experience 0-5 6-10 11-15 More than 16  

 15.0 13.0 30.0 42.0  

Career Level 

Senior 

management 
Middle management 

Executive 

management 
 

 

20.5 53.5 26.0   

Job Director Deputy Director 
Head of the 

Department 
Employee 

 

 18.0 23.0 33.0 26.0  

 

Table 1 shows the demographic aspect of surveyed members of the AAU. Table 1 shows that most of management 

79.5% were male and most of them 31.5% were from an age group of 40-45 years. Education profile shows that 

most of the respondents 50.5% are carrying the bachelor’s degree and 19.5% and 7% are also carrying the highest 

degree Master and PhD respectively. To test the level of administrative empowerment and explaining its impact on 

the competency of institutional performance, data was collected from 20.5% Senior management and 53.5 Middle 

management and 26% Executive management. Lastly, the experience distribution shows that 42% have more than 

16 years’ experience and 30% for the experience of 11-15 years.   

  
Table 2. Strength of relationship among the items in each construct 

 

Measurement items  Mean S.D. 

Delegation Authority (DA) α: 85.8   t-Value: -1.001 

4.3145 0.6894 

My direct manager in the AAU provides me with the necessary 

information and knowledge related to my job tasks. (DA1) 
 

The senior management of the AAU delegates some powers to the 

directors of the departments therein. (DA2) 
 

My direct manager in the AAU delegates the necessary powers to 

perform the duties required of me. (DA3) 
 

I am involved in decisions related to my work. (DA4)  

My line manager provides adequate support and advice on my 

delegated tasks. (DA5) 
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AAU senior management works to give workers responsibility and 

decision-making. (DA6) 
 

The AAU aims to involve all its employees for the success of the work. 

(DA7) 
 

The senior management of the AAU focuses on the procedure whereby 

its employees are given the authority and authority to solve daily 

problems that arise during work. (DA8) 

 

I have powers to correct deviations when they happen without referring 

to the immediate boss. (DA9) 
 

The higher management of the AAU aims to give individuals greater 

authority in exercising oversight to increase their capabilities in the 

decision-making process. (DA10) 

 

I have the freedom to perform the tasks entrusted to me and to discuss 

my ideas with the senior management of the AAU. (DA11) 
 

    

Independence (IN) α: 83.52   t-Value: 0.095 

4.1383 0.7169 

I have the opportunity to be proactive and independent in performing 

the required tasks. (IN1) 
 

My line manager at the AAU trusts in my practical abilities to take on 

the responsibilities of my job. (IN2) 
 

My position in the AAU provides opportunities to make independent 

decisions. (IN3) 
 

The director of the department delegates sufficient powers to his 

assistants to accomplish their job duties. (IN4) 
 

The line manager specifies the appropriate flexibility for subordinates 

to act in the performance of their job duties. (IN5) 
 

The AAU is working to provide an appropriate degree of discretion to 

employees. (IN6) 
 

The senior management of the AAU entrusts its employees with a 

degree of independence while holding them accountable for the results. 

(IN7) 

 

The AAU is transferring enough powers to workers so that they can 

perform the tasks assigned to them freely. (IN8) 
 

AAU's senior management encourages working individuals to take 

personal responsibility for developing the way they do their work. (IN9) 
 

My line manager encourages me to take responsibility by delegating 

authority to make decisions at the lowest level. (IN10) 
 

    

Learning and Training (LT) α: 86.76   t-Value: 8.971 

4.12961 0.6883 

Staff is trained to cope with developments in the AAU. (LT1)  

The AAU is working hard to find new ways to train and develop 

business methods. (LT2) 
 

The AAU continuously conducts training courses for its employees. 

(LT3) 
 

Training courses focus on improving the skills and capabilities of 

workers in the AAU. (LT4) 
 

The results of the training courses are evaluated at the end of each 

training program. (LT5) 
 

The period specified for the plans corresponds to the topics raised in the 

training program. (LT6) 
 

The training material is prepared in light of the needs of the trainees. 

(LT7) 
 

The AAU uses modern training methods to implement training 

programs. (LT8) 
 

The AAU senior management adopts a clear training plan. (LT9)  

The AAU provides various training courses to develop the skills of its 

employees. (LT10) 
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AAU employees have opportunities to learn and acquire new tasks in 

their field of work. (LT11) 
 

Training helps to provide employee self-motivation to increase 

efficiency and improve productivity. (LT12) 
 

Training plans are designed to address business problems and avoid any 

future imbalances. (LT13) 
 

    

Institutional Performance (IP) α: 77.82   t-Value: 1.066 

4.1730 0.70626 

AAU employees perform the tasks assigned to them according to the 

required quality standards. (IP1) 
 

Workers complete job tasks on time. (IP2)  

The AAU is keen to provide specific performance indicators for 

workers. (IP3) 
 

AAU employees can initiate and innovate. (IP4)  

The relationship of employees with their superiors is characterized by 

friendliness and harmony. (IP5) 
 

Workers are keen to use the capabilities and resources available by the 

AAU efficiently and effectively. (IP6) 
 

The AAU seeks to fulfill its obligations to society through service 

excellence. (IP7) 
 

The AAU is keen to develop its financial services in line with its social 

responsibilities. (IP8) 
 

The AAU seeks to simplify the work procedures. (IP9)  

The AAU is investing a lot of money in the rehabilitation and 

development of its human resources. (IP10) 
 

The AAU routinely develops its administrative procedures and 

technical practice. (IP11) 
 

The AAU possesses distinguished administrative competencies in the 

field of its main services. (IP12) 
 

The AAU carries out an assessment of the needs of the beneficiaries of 

its services provided periodically. (IP13) 
 

The AAU provides its services in response to the needs of the public. 

(IP14) 
 

   

 

Cronbach Alpha test is applied to test the strength of the relationship among the items in each construct. We find 

that all dependent and independent variables have Cronbach Alpha at least more than 0.80 except the 

Institutional Performance (IP) which has Cronbach Alpha 0.77.82. Moreover, our objective is to test the level of 

administrative empowerment and explaining its impact on the competency of institutional performance AAU. 

Cronbach Alpha value shows an excellent strength of the relationship. Overall, all the constructs are shown the 

validity to proceed for further analyses (Table 2).  
 

Table 3. Regression dependent variable is the effectiveness of administrative decisions 

P t SE Coeff Variable 

0.005 -1.001 0.088 -8.84E-02 
Delegation Authority 

0.001 0.095 0.104 9.954E-03  Independence 

0.000 8.971 0.113 1.014 Learning and training 

0.000 1.066 0.304 0.324 Institutional Performance 

0.000   70.049 The goodness of Fit (F-value) 

   0.517 R2 
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The regression’s result shows (Table 3) that the effects of (DA), (IN), and (LT) on the (IP) of the AAU are found 

positive and significant. So, the AAU efforts for (DA), (IN), and (LT) are found very helpful in improving the (IP) 

of the AAU. In comparison, the (DA) has the greatest effect on the (IP) of the AAU. It means that the AAU inputs 

in the (DA) are important for the (IP). However, the magnitude of the effect of the (IN) and (LT), is also found 

nearby to the magnitude of the (DA). It means that (IN) and (LT), of the AAU, also does matter equally in the 

impact of the level of administrative empowerment involving achieving the higher (IP).  

Conclusions & Recommendations 

 

1. Focus on training workers at AAU to practice job empowerment, through implementing action plans for 

development purposes, develop annual plans for training, use effective methods such as lectures, and encourage 

workers to participate in training programs. 

2. Adopt a strategy that realizes the application of modern management concepts in the AAU such as job 

empowerment, total quality management, and teamwork. 

3. Grant rewards for the AAU for the working teams and involve workers in specialized programs on job 

empowerment. 

4. Delegate authorities to employees at the AAU in a balanced manner that is relevant to their responsibilities. 

5. Allow workers to participate in the process of decision-making and decision-taking at the AAU. 

6. Develop the administrative skills of workers in AAU through raising their knowledge and awareness of modern 

management concepts. 

7. Develop work procedures at the AAU to meet the requirements of job empowerment.  

8. Assign a box to receive complaints and proposals from workers at the AAU to express their views and 

suggestions about the degree of the AAU senior management implementation of administrative empowerment, 

to what extent it delegates authorities to employees and enables them to behave independently.         
               

Limitations and Future Recommendations  

The conclusions derived from the findings of this study need to consider the following limitations: 

1) This study was focused on four dimensions of administrative empowerment (delegating powers/devolution of 

authorities, independence, learning, and training) and did not include other factors that can influence institutional 

performance, such as knowledge sharing, team empowerment, and power distance. 

2) the study questionnaire was distributed randomly to 200 respondents in general, it would give better results if 

we increase the number of respondents and focus more on the targeted respondents whether they are 

undergraduate or employed at AAU. 

3) it is important to figure out that, when answering the questionnaire, respondents revealed their subjective 

perceptions which may limit the objectivity of the survey results. 

4) the study findings are related to the specific country "Jordan" in which the research was conducted, the results 

may have limited generalizability a broad, therefore, more studies need to be considered in other regions on 

different sectors. 
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