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Abstract
There has been increased interest on the part of both organizations and the academy in the entitlement attitudes of employees.
The vast majority of studies on employee entitlement have construed it as a unidimensional dispositional trait and have generally
revealed strong correlations between sense of entitlement and negative workplace behaviors, suggesting significant implications
for organizational outcomes. The goal of the current study was to develop and validate a self-report measure that views employees’
sense of relational entitlement toward their supervisors (SRE-es) as multifactorial. Findings indicated initial evidence of the validity
of the SRE-es three-factor structure, reflecting employees’ adaptive (assertive) as well as pathological (restricted or exaggerated)
attitudes regarding the assertion of their needs and rights toward their supervisors. Findings also indicated that an assertive
sense of entitlement was linked with high job satisfaction and low burnout. Conversely, an exaggerated sense of entitlement was
associated with high burnout and low job satisfaction. Restricted sense of entitlement revealed a mixed trend, being linked with
both burnout and job satisfaction. The potential uses of the SRE-es scale are discussed.
Keywords: Employee Entitlement; Psychological Entitlement; Work Satisfaction; Work Burnout

Introduction
During the last decade, interest in employees’ sense of
entitlement, broadly defined as “an excessive self-regard and a
belief in the automatic right to privileged treatment at work” [1],
has increased greatly both in organizations and in the academic
world [2-8]. Previous studies have revealed that employees’ sense
of entitlement has significant implications for their functioning in
the workplace, and thereby for overall organizational performance
and outcomes. For example, it was found that entitled employees
reported having more conflicts with their supervisors, lower job
satisfaction [9,10], thoughts regarding quitting their jobs [11],
abusiveness toward coworkers [11], unethical pro-organizational
behavior [12], and increased levels of aggressive behaviors [1315] suggested that feelings of being entitled are a result of these
individuals’ inclination toward feeling that they are being mistreated
by others. Although most studies have revealed associations
between employees’ sense of entitlement and negative outcomes
[16-18], a number of studies have indicated that employees’ sense
of entitlement might also be associated with positive outcomes [1924]. These contradicting outcomes led several researchers to point
Copyright © All rights are reserved by Rami Tolmacz.

to the need for further research in order to better understand the
nature of employees’ sense of entitlement and its implications for
the workplace [2,4,12]. In the current study we aimed to contribute
to this challenge by applying a multidimensional perspective to
employees’ sense of entitlement [25-28], rather than applying the
unidimensional dispositional trait that has been construed by the
vast majority of studies on employee entitlement [29,30].
Conceptualizing the sense of entitlement in intimate
relationships in terms of attachment theory, [15] highlighted
its universal and not necessarily pathological nature, by
conceptualizing it in terms of attachment theory, and suggested that
it is something that influences us across the lifespan. Furthermore,
in accordance with this perspective, entitlement can be adaptive
when it is assertive or less adaptive when it is exaggerated or
restricted. Based on this approach, psychological entitlement was
organized around three main factors: assertive (which reflects
an adaptive sense of psychological entitlement) and exaggerated
or restricted (reflecting two maladaptive senses of psychological
entitlement). An assertive sense of entitlement allows individuals
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to form realistic expectations of others. An exaggerated sense of
entitlement is defined as an excessive self-regard of one’s abilities,
leading one to have the unrealistic expectation that others should
fulfill one’s every need and wish. A restricted sense of entitlement
leads people to ignore their genuine needs and wishes and avoid
expressing them.

Given this broader definition of sense of entitlement, the purpose
of the current study was to investigate whether this approach
might provide a better understanding of individual differences in
employees’ sense of entitlement toward their supervisors and its
relation to positive and negative organizational outcomes. Our aim
was to adapt the “sense of relational entitlement” scale [31], which
measures entitlement in adult romantic relationships, to a new selfreport scale tapping adaptive and maladaptive manifestations of
the sense of relational entitlement among employees toward their
supervisors (SRE-es). We then investigated the relations between
these multidimensional constructs of entitlement and positive and
negative organizational outcomes.
Expanding the investigation of the entitlement construct is
crucial both for the organizational field and for the academic
investigation of psychological entitlement in the workplace. By
conducting such an investigation, we answer the multiple calls by
contemporary authors to expand our understanding of employees’
entitlement perceptions and thereby contribute to the growing
body of research on this phenomenon [32-36].

Literature Review

Conceptualizations of sense of entitlement
Over the past several decades, entitlement has largely been
regarded as a pathological personality trait. Specifically, an
exaggerated sense of entitlement has been considered to be a
component of psychopathy [37] and an aspect of clinical and
subclinical narcissism [38]. However, many researchers have
argued that this approach overemphasizes maladaptive forms
of entitlement [24,28,32]. As a result, efforts have been made to
reconceptualize entitlement as a normative psychological trait that
typifies the general population. This approach construes entitlement
as a universal phenomenon, encompassing both the pathological
and the healthy assertion of needs and rights [39-42]. In addition
to this shift in conceptualization, recent research has indicated
that psychological entitlement may also be construed as domainspecific; that is, it may be dependent on the specific situational
context or relationship in which it is experienced [11,18,19]. For
example, one may have a different sense of entitlement in academic
contexts and then in romantic relationships [22]. Based on this
perspective and developed and validated the SRE scale, which
measures an individual’s sense of entitlement in adult romantic
relationships.
A series of factor analyses revealed that the SRE was organized
around three main factors – assertive, exaggerated, and restricteddescribed and defined above. Previous studies have documented
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that higher scores on the exaggerated and restricted factors
are related to greater emotional difficulties and attachment
insecurities, less adaptive personality dispositions, and a decreased
sense of well-being, positive mood, and life satisfaction [43-47]. In
contrast, higher scores on the assertive factor have been related to
more positive aspects of personality dispositions, such as higher
self-esteem and self-efficacy, higher life satisfaction, and lower
levels of emotional problems [48-51]. This new line of research
suggests that important psychological outcomes might be affected
by the quality of one’s sense of entitlement and, in particular, the
extent to which this sense of entitlement is balanced (assertive)
or imbalanced (exaggerated or restricted). However, in all of these
studies entitlement has been investigated only in the particular
context of intimate relationships (i.e., romantic relationships or
adolescent-parent relationships). In the current study we wished
to examine whether this differentiation between a balanced and
imbalanced sense of entitlement might also be applied to the
context of the workplace and organizations, thus contributing to a
better understanding of the mixed research findings documented
in the literature.

Psychological sense of entitlement in the workplace

Research on people’s excessive sense of psychological
entitlement has revealed significant links between this form of
entitlement and negative workplace behaviors, yielding costly
outcomes for individuals, teams, and organizations, and significant
implications for human resources management. For example,
studies have indicated that employees who feel highly entitled
are more likely to demonstrate increased levels of aggressive
behavior [35] and to create in their wake stressed colleagues [45].
Specifically, studies have demonstrated that those who feel highly
entitled experience greater conflict with supervisors [11] and may
behave more aggressively toward co-workers [24,22,31]. These
authors have suggested that highly entitled employees report
higher job frustration which, in turn, is associated with insulting
co-workers, behaving rudely, and undermining co-workers’
positions with supervisors while simultaneously promoting
themselves [15,17,25]. Studies have also shown that employees
who feel highly entitled are also more likely to experience lower
job satisfaction [20,7,8,2] and higher levels of burnout and stress
[10]. Several explanations for these findings have been offered. For
example, highly entitled employees may use biased attributions
and diminished cognitive elaboration to dismiss negative feedback
and performance failures, seeing these failures as the fault of
others rather than of themselves [12]. And indicated that entitled
employees report primarily on undesirable workplace outcomes,
such as job frustration [34], which in turn can lead to coworker
abuse and undesirable office politics.

More recently, however, some research evidence has indicated
that entitlement may also be linked with positive behaviors at
work. He found that highly entitled employees reported greater
organizational citizenship behavior. In addition, Langerud &
Jordan found that entitled employees voluntarily exhibited more
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altruistic and collegial behaviors at work and demonstrated high
organizational citizenship behavior. These researchers suggested
that highly entitled workers feel central to the organization, and
by performing altruistic behavior, demonstrate their central
position. Similarly [18] showed that highly entitled employees
who demonstrate high levels of organizational identification
exhibit higher pro-active organizational behavior in comparison
to employees with a lower sense of psychological entitlement. This
finding was attributed to the idea that highly entitled employees
may voluntarily perform altruistic behavior to help others as a
way of demonstrating their importance to, and centrality in, their
organizations. Previous research also indicated that highly entitled
employees may have an optimistic view of the world and themselves,
and hold an expectation that life events will go their way [25]. Taken
together, these studies, linking sense of entitlement at work with
important psychological variables and major behavioral outcomes,
point to the need to further examine the implications of sense of
entitlement for the workplace and for organizations.

The Current Research

The goal of the current research was to assess whether
employees’ sense of entitlement could be conceptualized as
incorporating the three relational dimensions that were first
outlined [36]- assertive, exaggerated, and restricted – and to
validate the adaptation of the original SRE scale to the employeesupervisor context. We defined “employees’ sense of relational
entitlement toward their supervisor” (SRE-es) as the manifestation
of employees’ expectations that their expectations would be
fulfilled, coupled with their affective and cognitive responses to their
supervisors’ failures to meet their expectations. We also examined
the role of SRE-es in predicting employees’ job satisfaction and
burnout. Finally, we verified that the SRE-es constructs could
explain the variance over and above the one dimension of the
general psychological entitlement scale, thereby rendering these
constructs unique. Specifically, we hypothesized that employees
with an assertive/adaptive sense of entitlement would report
higher levels of job satisfaction and lower levels of burnout. By
contrast, we assumed that employees with an imbalanced sense of
psychological entitlement (restricted or exaggerated) would report
higher levels of burnout and lower job satisfaction.

Method

Sample and procedure
In the current study, 337 employees responded to an online
survey pertaining to psychological entitlement as well as to job
satisfaction and burnout. Participants were invited to participate
via social networking sites. Research assistants posted the
invitation to the study for two months. Respondents were informed
that participation was voluntary, without remuneration, and that
the answers would be analyzed anonymously. The research was
approved by the institution’s ethics committee. Approximately 57%
of the sample comprised female participants, 49.5% had a college/
university education, and 71.6% were single. Participants’ ages

ranged from 18 to 69 years old, with an average age of 27.56 (SD
= 8.07). The total sample of participants (N = 337) was randomly
split into two samples, Sample 1 (N = 170) and Sample 2 (N = 167),
for performing exploratory factor analysis (EFA) and confirmatory
factor analysis (CFA) in the scale validation process. Demographic
information for Samples 1 and 2 were as follows.

Sample 1 (N = 170)

Approximately 59% of the sample comprised female
participants, 72.4% had a college/university education, and 50.4%
were single. Participants’ ages ranged from 18 to 69 years old, with
an average age of 31.58 (SD = 9.57).

Sample 2 (N = 167)

Approximately 55% of the sample comprised female
participants, 31% had a college/university education, and 88.6%
were single. Participants’ ages ranged from 20 to 47 years old, with
an average age of 23.84 (SD = 5.71).

Measures

Employees’ sense
supervisors

of

entitlement

toward

their

Employees’ sense of relational entitlement toward their
supervisors was measured via a modified version of the SRE
scale [19,5,4]. The original SRE scale assessed the extent to which
participants’ expectations of their partners would be fulfilled, as
well as their affective and cognitive responses to their partners’
failures to meet their expectations. As such, we modified the 21item scale to assess participants’ entitlement-related thoughts,
feelings, and behaviors toward their supervisors. Participants were
asked to read each item and to rate the extent to which each item
described their attitudes, feelings, beliefs, and reactions toward
their supervisors. Ratings were scored on a 7-point scale, ranging
from 1 (not at all) to 7 (very much). Items were derived from the
original theoretical conceptualization, intended to capture the
three patterns of entitlement: exaggerated (“When I feel that I have
been hurt by my supervisor, I am filled with deep pain”; “I often
feel I deserve more than I get from my supervisor”), restricted
(“Sometimes I feel that my supervisor deserves an employee who’s
better than I am”; “When my supervisor compliments me on my
work, most of the time I do not think I deserve it”), and assertive
(“I feel appreciated by my supervisor”; “I maintain good working
relations with my supervisor”).

Employee job satisfaction

Employees’ job satisfaction was measured via a scale developed.
Participants were asked to rate the extent to which they agreed
with various statements, using a 5-point scale ranging from 1 (not
at all) to 5 (very much). Sample items included, “I feel interested
and challenged at work” and “I feel that my professional skills and
abilities are reflected in my work.” This 11-item scale yielded a
Cronbach’s alpha coefficient of .85. A higher score on this variable
refers to higher levels of job satisfaction.
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Employee burnout

EFA with Sample 1 (N = 170)

Employee burnout was measured via the short version of the
burnout measure (BMS; Burnout Measure, Short Version). The
burnout measure was first developed [30], and a shorter version of
the instrument was later adapted [14]. Participants were asked to
rate the extent to which they agreed with statements on a 5-point
scale ranging from 1 (not at all) to 5 (very much). Sample items
included, “I feel disappointed with people in my workplace” and “I
feel hopelessness in my workplace.” This 10-item scale yielded a
Cronbach’s alpha coefficient of .88. A higher score indicates higher
levels of burnout.

EFA was conducted to evaluate the factorial structure of the
SRE-es. Principal-component analysis (PCA) with promax rotation
(because the factors were assumed to be correlated) was employed
in order to examine whether the 21 items could be represented by
a small number of factors. To determine the number of factors to
retain, three recommended criteria were considered. In terms of
interpreting the extracted factors, item loadings of .40 and above
are considered interpretable [20]. Only items whose primary
loadings were large and whose secondary loadings were relatively
small (below .30) were retained. In such cases, there was a .20
difference, or greater, between the loadings on the primary and
secondary factors. The suggested number of factors to retain
differed, depending on whether the K1 rule, scree test, or parallel
analysis was used. The number of factors to retain as suggested by
the K1 rule was seven, the scree test indicated three factors, and
parallel analysis indicated three factors as well. Accordingly, we
performed EFA with three factors, which accounted for 46.66%
of the variance of the factors. All of the items that loaded highest
on the appropriate factors had a high loading that exceeded .40.
None of the secondary loadings exceeded .25. On the basis of
item content, we labeled the three factors as follows: exaggerated
entitlement (eigenvalue = 8.41), assertive entitlement (eigenvalue
= 4.08), and restricted entitlement (eigenvalue = 3.88) (see Table
1). As such, the three-factor SRE-es structure, consisting of 21
items, was retained for further validation using CFA.

Psychological entitlement scale

Employees’ general sense of entitlement was measured
via a modified version of the psychological entitlement scale
(PES) developed [28]. This scale contains nine items that assess
entitlement-related thoughts, feelings, and behaviors. Participants
were asked to read each item and to rate the extent to which each
of them described their attitudes, feelings, beliefs, and reactions
toward their supervisors. Ratings were scored on a 7-point scale,
ranging from 1 (not at all) to 7 (very much) (“I honestly feel that
I deserve more than others do”; “I demand the best, because I’m
worth it”). This 9-item scale yielded a Cronbach’s alpha coefficient
of .86. A higher score indicates higher levels of psychological
entitlement.

Analyses and Results

The content and factorial validity of the SRE-es scale was tested
through EFA. In order to confirm the factor structure of the scale
obtained in EFA, we also conducted CFA with data collected from an
independent sample. The advantage of using EFA followed by CFA
is that EFA can easily identify the items that have cross-loadings
or mis-loadings in other factors, while CFA can further crossvalidate the factorial structure as well as test the model-data fit
[11-18]. These analyses (EFA and CFA) were conducted for Sample
1 and Sample 2. We also examined the role of SRE-es in predicting
employees’ job satisfaction and burnout. Finally, we verified that
the SRE-es constructs could explain the variance over and above
the one dimension of the psychological entitlement at work scale,
thereby rendering these constructs unique.

CFA with Sample 2 (N = 167)

Next, CFA was conducted to confirm the factorial structure of
the SRE-es scale in a cross-validated sample, Sample 2. All three
factors were allowed to correlate freely, and error terms were
left uncorrelated. Table 1 presents the CFA factor loadings of the
21 items of the three-factor SRE-es. Model fit was assessed via a
number of indices (i.e., chi square; degrees of freedom, df; Tucker–
Lewis index, TLI; comparative fit index, CFI; root mean square error
of approximation, RMSEA) as different indices reflect different
aspects of model fit [21,25]. Results indicated that the model fit to
the data was acceptable, χ² (347) = 965.89, p <.001; CFI = .91; TLI
= .89; RMSEA = .07 (e.g., Hair et al., 2006; Hu and Bentler 1999)
(Table 1).

Table 1: SREes Questionnaire - EFA factor loadings for sample 1 (N = 167) and CFA factor loadings for sample 2 (N = 170).

Sample 2
(N=170)

Sample 1 (N=167) EFA
Factor

Item

Exaggerated
Entitlement

1. When my supervisor disappoints me, I become distrustful of him/her

0.78

3. In my relationship with my supervisor, “I am sometimes enraged by
things that don’t enrage me with anyone else”

0.74

2. When I am enraged by my supervisor, I find it hard to calm down

Exaggerated
entitlement

4. I often feel that I deserve better than what I get from my supervisor
5. When my supervisor lets me down, I think about quitting my job

6. When my supervisor frustrates me, I consider looking for a new job
7. When frustrated by my supervisor, I become enraged

Assertive
Entitlement

Restricted
Entitlement

CFA

-0.09

-0.08

0.81

-0.12

0.16

0.71

0.75

-0.008

0.73

-0.16

-0.11

-0.22

0.003

0.72
0.67
0.67

-0.19
0.01

0.15

0.03
0.04

Citation: Rinat Cohen, Sivanie Shiran and Rami Tolmacz*. Employees’ Sense of Entitlement Toward Their Supervisors and its Association
with Burnout and Job Satisfaction: Assessing A Multidimensional Construct. Sch J Psychol & Behav Sci. 5(4)-2021. SJPBS MS.ID.000220.
DOI: 10.32474/SJPBS.2021.05.000220

0.76
0.72
0.7

0.68
0.68

597

Sch J Psychol & Behav Sci

1. I feel I am appreciated by my supervisor

-0.3

0.69

0.18

0.78

3. I maintain a good working relationship with my supervisor

-0.23

0.66

-0.01

0.66

5. I am usually relaxed during meetings with my supervisor

-0.36

0.63

0.1

2. I believe my supervisor treats me fairly

Assertive
entitlement

4. I have high expectations of my supervisor

6. I expect my supervisor to be very attentive to me

7. When I am critiqued by my supervisor, I relate to it in a practical manner

-0.4

0.09

-0.1

0.75

0.1

-0.09

0.69

-0.06

0.17

7. Sometimes it seems to me that the relationship with my supervisor is my
last chance to receive special treatment

Means, standard deviations, internal consistency
reliabilities, and inter-factor correlations based on the
total sample (N = 337)

Sample 1 (N = 170) and Sample 2 (N = 167) were combined into
a total sample (N = 337) to calculate the means, standard deviations,
internal consistency reliabilities, and inter-factor correlations.
Each subscale of the SRE-es was scored by calculating the mean
of the items composing each subscale. The internal consistency

0.05

0.08

-0.08

0.03

0.04

0.55
0.51

-0.09

0.009

0.03

0.67

0.04

0.59

0.04

6. I often feel that my supervisor treats me better than I deserve to be
treated

0.6

0.23

-0.25

3. Sometimes I ask myself if I deserve to have such a good supervisor

5. When my supervisor compliments my work, I often think I don’t deserve
it

0.65

0.28

-0.009

4. I’m afraid my supervisor will discover that as a worker I’m not successful
enough

0.68

0.1

1. My supervisor deserves better than what he/she gets from me

2. Sometimes I feel that my supervisor deserves to have a worker who is
better than I am
Restricted
Entitlement
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0.55
0.51

0.8

0.76
0.76

0.72

0.69
0.68

0.66

0.66

0.66

0.64

0.55

0.59

reliabilities (Cronbach’s alpha coefficients) of all three factors
were good and above the recommended level, at .70 (Nunnally,
1978) (exaggerated entitlement, α = .93; assertive entitlement, α
= .82; restricted entitlement, α = .83). The inter-factor correlations
among the subscales of the SRE-es were found to be significant.
Table 2 presents the means, standard deviations, Cronbach’s alpha
coefficients, and the inter-factor correlations based on the total
sample (Table 2).

Table 2: Mean, Standard Deviation, Internal Consistency Reliabilities, and Inter-factor Correlations Based on the Total Sample (N =
337).
Factor

Mean

Assertive entitlement

3.81

Exaggerated entitlement
Restricted entitlement

Predictive Validity

SE

Cronbach’s alpha

0.65

0.82

2.48

0.78

1.55

0.65

0.93

correlations

Exaggerated entitlement

Assertive entitlement

-0.04

1

0.83

First, we calculated the correlation among research variables.
The findings indicated that an exaggerated sense of entitlement
toward the supervisor was positively associated with burnout (r=
.54, p<.001), and negatively with job satisfaction (r= -.09, p= .07). A
restricted sense of entitlement toward the supervisor was positively
associated with burnout (r= .33, p<.001) and job satisfaction (r=
.14, p= .01). And an assertive sense of entitlement toward the
supervisor was positively associated with job satisfaction (r= .53,
p<.001), and marginally significant and negatively associated with
burnout (r= -.10, p= .06). Moreover, in order to assess the predictive
validity of the SRE-es scale, we conducted a path analysis in AMOS24 (Arbuckle, 2016). Figure 1 & Table 3 presents the model findings.

1

.32***

Restricted entitlement

0.08

1

The model included exaggerated, restricted, and assertive sense of
entitlement as exogenous independent variables, and employees’
job satisfaction and burnout as outcome variables. We controlled
the variance of the unidimensional component of entitlement,
in order to investigate the unique prediction of the multifactorial
sense of entitlement. The model fit to the data was excellent, χ²
(3) = 8.35, p= .039; NFI = .97; CFI = .98; RMSEA = .07. Exaggerated
entitlement was positively associated with burnout, and marginally
significantly negatively associated with job satisfaction. Restricted
entitlement was positively associated with burnout and job
satisfaction. Furthermore, assertive entitlement was positively
associated with job satisfaction; however, its association with
burnout was not significant. Together, all three entitlement
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factors explained 32% of the burnout variance and 31% of the
job satisfaction variance. Thus, these findings indicate that the
three constructs of entitlement made a significant and unique
Table 3: Results of SEM.

contribution in predicting employees’ satisfaction over and above
the unidimensional measure of psychological sense of entitlement
(Figure 1 & Table 3).
β

B

S.E.

T

P

Psychological entitlement

->

Restricted entitlement

0.23

0.13

0.03

3.75

<.001

Psychological entitlement

->

Exaggerated entitlement

0.29

0.19

0.04

4.68

<.001

->

Burn-out

Psychological entitlement
Restricted entitlement

Exaggerated entitlement
Assertive entitlement
Assertive entitlement

Restricted entitlement

Exaggerated entitlement

->
->
->

Assertive entitlement
Burn-out

0.18
0.48

0.15
0.2

0.45

Burn-out

-0.08

-0.09

Job satisfaction

0.12

0.13

->

Job satisfaction

->

Job satisfaction

->

0.28

0.53
-0.1

0.56

-0.09

0.03
0.06
0.05

4.55
3.21
8.47

0.06

-1.57

0.06

2.17

0.06
0.05

<.001
0.001
<.001
0.12

9.74

<.001

-1.71

0.08

0.03

Note: *p<.05; ***p<.001; ~p=.08
Figure 1: Results of SEM.

Discussion and Implications
The employee-supervisor relationship is of major importance
in workplaces and organizations, and sense of entitlement among
employees toward their supervisors (SRE-es) is a basic component
in the dynamics of this relationship. Clearly, a better understanding
of the nature of SRE-es, and its link with other relevant variables,
may have significant implications both for practice and research.
The goal of the current study was to assess whether a multifactorial
approach, and specifically a three-factor construct of psychological
entitlement, might also be applicable to the workplace domain.
To achieve this goal, the original SRE questionnaire was adapted
to the employee-supervisor relationship. Our findings support
the results of previous studies that conceived of employees’ sense
of entitlement as a multifactorial construct [5,16]. Moreover,
our findings indicate that the three factorial manifestations of

entitlement originally outlined and can indeed be observed in the
context of the workplace and not only, as originally seen, in close
personal relationships (i.e., in the context of romantic and/or
adolescent-parent relationships).

A central goal of the present study was to investigate whether
the three-dimensional SRE-es could predict employees’ job
satisfaction and burnout, over and above the unidimensional
component of entitlement. Overall, the findings of the current
study suggest that a multifactorial view of sense of entitlement,
encompassing both the pathological and the healthy assertion of
needs and rights, offers a useful way to comprehend how attitudes
of entitlement might be associated both with positive outcomes and
negative outcomes, as suggested by previous studies. Our findings
indicating a positive association between assertive entitlement and
job satisfaction are hardly surprising. Individuals with assertive
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SRE-es tend to have realistic evaluations of what they are entitled
to expect from others [27]. Previous research findings indicated
positive associations between assertive SRE and self-esteem,
secure attachment [14], self-efficacy, and life satisfaction, and a
lower likelihood of emotional difficulties [12].

We also found exaggerated SRE-es to be positively linked with
burnout and negatively with job satisfaction. People characterized
by an exaggerated sense of entitlement tend to have unrealistic
expectations that others should satisfy every need and wish
they have, regardless of others’ feelings, needs, and rights [8].
Previous studies have indicated associations between exaggerated
entitlement and higher levels of attachment insecurities, emotional
problems, and lower levels of well-being, positive mood, and life
satisfaction [7,11,19]. Given the likelihood that individuals high in
exaggerated SRE are frustrated, when this attitude is activated in
the context of workplace relationships, negative outcomes seem to
be inevitable. For example, in the context of romantic relationships,
exaggerated sense of entitlement is associated with violence and
aggression among couples [17], higher divorce rates [22], and
selfishness [25]. Interestingly, restricted SRE -es was positively
associated with mixed outcomes, as on the one hand it was
associated with burnout and on the other hand with job satisfaction.
This form of entitlement seems to reflect people’s low sense of selfesteem, leading to a minimal expression of needs and wishes, as if
they doubt their very right to have them [32]. As such, our results
suggest that in the workplace context, employees with high levels
of restricted SRE may be satisfied by the simple fact that they even
have a job. However, their lack of assertiveness in standing up for
their rights may lead them to experience burnout. It is important
to keep in mind that a correlational study, of course, does not allow
for inferences of causality. For example, although it is possible that
exaggerated SRE may lead to low levels of job satisfaction, one
could alternatively propose that low levels of job satisfaction might
lead employees to exaggerate their demands and expectations in
the workplace. Further prospective research should examine the
direction of causality of the link between the different forms of
SRE-es, on the one hand, and work outcomes on the other. Future
research should examine the replicability and generalizability of
the current findings with other workplace variables [33-45].

Implications and Limitations of the Current Study
and Directions for Future Research

This study has several important implications for research and
practice. First, the results from both the EFA and CFA provided
support for a stable three-factor SRE-es structure. As a multifactorial
scale, the SRE-es scale may be beneficial for organizational
psychologists (researchers as well as practitioners) who aim to
assess individual differences in employees’ sense of psychological
entitlement toward their supervisors and the implications their
attitudes may have for organizational outcomes. TAs such, our
results indicate that the SRE-es scale may serve as a valuable scale
measuring employees’ sense of psychological entitlement toward
their supervisors.
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The results of the present study must be considered in light of
the following limitations. The study reported here represents only
an initial examination of the validity of the SRE-es scale, focusing
on Israeli participants. Future studies should further examine
whether the SRE-es scale is applicable to other cultural settings and
professional contexts, such as public sector workplaces, and among
different age groups. In addition, the data collected were based on
participants’ self-reports, which are susceptible to confirmation
and self-serving biases [46-51]. Prospective investigations should
devise innovative measures that would circumvent these concerns.
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