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ABSTRACT 

 

The sampling technique used in this study is the saturation sampling technique. The 

questionnaire was distributed to 140 lecturers of the Dhyana Pura University foundation. Of 

the 140 questionnaires distributed 96 returned (response rate 68.5). This research used PLS 

(Partial Least Square) analysis technique. The results of this study have shown that 

psychological empowerment has a positive effect on performance, psychological 

empowerment has a positive effect on job satisfaction, and job satisfaction has a positive effect 

on performance. In addition, job satisfaction has a positive effect as a mediator of the effect of 

psychological empowerment on performance. The implication of this research is to improve 

the performance of lecturers, they must feel psychologically empowered and satisfied with the 

work first. The University needs to create positive emotions in the lecturers when they evaluate 

their work by increasing psychological empowerment, so that their performance will also 

improve. 

 

Keywords: Psychological empowerment, job satisfaction, lecturer performance. 

 

INTRODUCTION 

 

Employee performance refers to how employees have been responsible for carrying out tasks 

and have attitudes that are relevant to organizational goals (Na-Nan, 2018; Koopmans et al., 

2013; Sok & O'Cass, 2011). Lecturer performance is a person's work in terms of quantity, 

quality, and time achieved and the costs used in carrying out their duties in accordance with 

the responsibilities given to them (Wachyu, H.H., 2018). 

 

Empowerment is the behavior of giving employees the opportunity to negotiate, participate, 

impact and be responsible for organizational decisions through delegation of authority so that 

desired organizational goals can be achieved (Burke et al., 2015; Owusu-Moore, 2016; Baird 

& Munir, 2018). Empowerment creates a feeling of ownership in employees so as to create job 

satisfaction, motivation and other positive results for the organization and employees as well 

(Akram & Arshad, 2015). According to Akhtar & Malik (2015), empowerment can make 

employees more responsible because they experience the process of redistribution of power 

and information in an organization so that they do work more efficiently and effectively. 

 

The impact of organizational empowerment on psychological conditions has been investigated 

by Burke (2015) which states that organizational empowerment has a positive effect on 

psychological empowerment. Psychological empowerment refers to the perception of 

empowerment or individual reactions to the structures, policies, and practices inherent in them 

(Spreitzer, 2008). 
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Previous research states that psychological empowerment has a positive effect on employee 

performance. If the company is empowering enough employees then they will realize the 

importance of the work and decide what they have to do to improve performance (De & Beuren, 

2018). Kundu & Kumar (2017) conducted a study of 208 employees and stated that 

psychological empowerment had a positive effect on employee performance. Employees who 

are given autonomy can work more effectively because they feel they have the freedom to map 

their duties, make decisions according to time and situation and find out all ways to achieve 

their work goals (Akhtar & Malik, 2015). The positive effect of employee empowerment on 

performance must be an important note for managers because empowered employees have 

better motivation and performance compared to employees who do not feel empowered (Kim 

& Jang, 2017). Muhammad & Abdullah (2016) states that empowerment and compensation 

affect performance through affective commitment. When employees feel empowered 

psychologically they will feel more attached and loyal to the organization so that employee 

performance will increase (Kundu & Kumar, 2017). Based on the description above it can be 

concluded that psychological empowerment has a positive influence on employee 

performance. 

 

Although many studies have proven the significant effect of psychological empowerment on 

performance, research from Durrah, et. al. (2014) displays different results. Durrah, et. al. 

(2014) conducted a study of bank employees in Jordan to see the effect of the psychological 

empowerment dimension on performance effectiveness. The result is that two dimensions of 

psychological empowerment, namely competence and impact, have a significant effect, but the 

other two dimensions, meaning and choice, have no significant effect. With the gap research 

above, it is possible for other variables to mediate the effect of psychological empowerment 

and performance. 

 

LITERATURE REVIEW AND HYPOTHESIS 

 

One factor that can improve employee performance is by empowering the employee itself. 

Empowerment is the behavior of giving employees the opportunity to negotiate, participate, 

impact, and be responsible for organizational decisions through delegation of authority so that 

desired organizational goals can be achieved (Burke et al., 2015; Owusu-Moore, 2016; Baird 

& Munir, 2018). According to Akhtar & Malik (2015) empowerment can make employees 

more responsible because they experience the process of redistribution of power and 

information in an organization so that they do work more efficiently and effectively. Previous 

research states that empowerment has a positive effect on employee performance. If the 

company is empowering enough employees then they will realize the importance of the work 

and decide what they have to do to improve performance (De & Beuren, 2018). 

 

The relationship between the efforts they make at work, the performance they achieve from 

those efforts, and the rewards they receive from their efforts and performance will also be 

influenced by individual perceptions about how organizations empower them. Empowerment 

is the behavior of giving employees the opportunity to negotiate, participate, impact and be 

responsible for organizational decisions through delegation of authority so that desired 

organizational goals can be achieved (Burke et al., 2015; Owusu-Moore, 2016; Baird & Munir, 

2018). Individuals who feel more empowered have a higher level of trust in their manager, 

have a better relationship with their manager, have a job that offers greater autonomy, clearer 

goals and responsibilities, receives more feedback, and feels the job which is more meaningful 

(Burke et al., 2015). The results of this empowerment will make individuals to have a greater 

effort in their work because of their expectations of better performance. Individuals who feel 
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psychologically empowered also have a goal to impact the organization (Spreitzer, 2008). 

When individuals can make an impact on the organization and the organization is able to 

provide the potential rewards expected by the individual such as academic promotion, 

incentives, etc., then the individual will feel satisfied with his work and will further improve 

performance. 

 

Job satisfaction is the level at which individuals have positive or negative feelings related to 

their work, which directly affect the economy and behavior at work (Siengthai & Pila-Ngarm, 

2016; Sudiardhita et al., 2018; Robin & Judge., 2013). Employees who have been directly 

involved in results affecting the organization tend to have higher levels of job satisfaction 

(Ahmed & Hafiz, 2017; Akram & Arshad, 2015). Furthermore job satisfaction will lead it to 

be more productive and creative (Siengthai & Pila-Ngarm, 2016). If empowerment is able to 

increase job satisfaction and job satisfaction is proven to be able to improve employee 

performance, then job satisfaction is suspected to be a mediation between empowerment and 

employee performance. 

 

Several studies have sought the mediating role of job satisfaction on the effect of empowerment 

on service efforts and customer-oriented behavior (Sut & Perry, 2011; Kazlauskaite et al., 

2012). However, research that looks for the role of job satisfaction in mediating relationships 

of empowerment and performance, especially in teaching staff is still very limited.  

 

Hypothesis 

H1: Psychological empowerment has a positive effect on job satisfaction. 

H2: Psychological empowerment has a positive effect on performance. 

H3: Job satisfaction has a positive effect on performance. 

H4: Job satisfaction mediates the relationship of psychological empowerment and 

performance. 

 

METHODS 

The scope of this study is a permanent lecturer at Dhyana Pura University. The reason for the 

researchers conducting research in this educational institution is firstly because there are 

indications that the performance of several permanent lecturers is low which affects the 

assessment of study program accreditation. Second, Dhyana Pura University is a university that 

is only 7 years old and is developing so it is interesting to see the dynamics of the performance 

of lecturers there. Third, the ease of access to obtain data. 

 

The sampling technique used in this study is the saturation sampling technique. The 

questionnaire was distributed to 140 lecturers of the Dhyana Pura University, 96 returned of 

140 total (response rate 68.5%). This research uses PLS (Partial Least Square) analysis 

technique. PLS is a Structural Equation Modeling (SEM) equation model based on components 

or variants. 

 

RESULT AND DISCUSSION 

 

Testing the inner model or structural model is done to see the relationship between the 

construct, the significance value and the R-square of the research model. The results of testing 

the inner model can be seen in Figure 2. 
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Figure 1. 

Structure Model 

 

The structural model is evaluated using R-square for the dependent construct and t test as 

well as the significance of the coefficient of structural path parameters. 

Table 1. 

R-square 

Constructs R-square 

Performance 0,587 

Job Satisfaction 0,340 

Primary Data, 2019 

 

In table 1 can be seen if the R-square value of the performance variable is 0.587. It can be 

interpreted that 58.7% of the construct performance variability is explained by the variables of 

job satisfaction and psychological empowerment, while 41.3% of the performance variables 

are explained by variables outside the model. Likewise, job satisfaction variable, 34% of the 

variability is explained by psychological empowerment, while 66% of the job satisfaction 

variable is explained by variables outside the model. 

 

In addition to using R-square, goodness of fit, the model is also measured using Q-Square 

predicat relevance for structural models, measuring how well the observations produced by the 

model and also the estimated parameters. Q-Squre value> 0 indicates the model has predicate 

relevance, conversely if the Q-Square value ≤ 0 indicates the model does not have predicate 

relevance. Based on Table 1, the predictive value of relevance (Q2) can be calculated, namely: 

𝑄2 = 1- (1- 𝑅12) (1-𝑅22) 

       = 1- (1-0,587) (1-0,34) 

                  = 1-(0,413) (0,66) 

                  = 1- 0,272 

                  = 0,727 

The results of this calculation indicate that the value of Q ^ 2 is greater than 0 (0.727), so it can 

be interpreted that the model is good because it has a relevant predictive value, which is 72.7%. 

This shows that variations in performance variables can be explained by the variables used 

namely psychological empowerment and job satisfaction variables, while the remaining 27.2% 

is explained by other variables that have not been entered into the model. 

 

Hypothesis testing result 

 

The significance of the estimated parameters provides very useful information about the 

relationship between the research variables. The basis used in testing hypotheses is the value 

contained in the output path coefficients presented in Table 2 below. 
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Table 2. 

Path Coefficients 

Constructs Path Coefficient t statistics Description 

Job Satisfaction -> Performance 0,283 3,024 Accepted. 

Psychological Empowerment -> 

Performance 

0,566 6,746 Accepted. 

Psychological Empowerment -> Job 

Satisfaction 

0,583 7,856 Accepted. 

Primary Data, 2019 

 

Hypothesis testing is done using t-statistics. If the t-statistics value ≥ t-table value (1.96), then 

Ho is rejected and the research hypothesis is accepted. In Table 5.11 it can be seen that job 

satisfaction has a correlation coefficient of 0.283 and a value of t statistics of 3.024 with 

performance. This shows the positive influence between job satisfaction on performance. The 

higher job satisfaction of a lecturer, the higher their performance. The psychological 

empowerment variable has a correlation coefficient of 0.566 and a value of t statistics of 6.746. 

This shows the positive influence between psychological empowerment on performance. The 

higher psychological empowerment they feel, the higher their performance for the 

organization. Furthermore, psychological empowerment variables have a correlation 

coefficient of 0.583 and t statistics value of 7.856. This shows the positive influence between 

psychological empowerment on job satisfaction. The higher psychological empowerment they 

feel will increase job satisfaction. Based on the data above, it can be concluded that the 

hypothesis in this study is entirely accepted. 

 

Testing the Role of Job Satisfaction Mediation in Psychological Empowerment on Performance 

 

The direct effect test results show that the coefficient between the psychological empowerment 

variables on performance is 0.318 with a t-statistics value of 3.203. The addition of job 

satisfaction as a mediating variable gives a different effect on the direct relationship of 

psychological empowerment on performance. Testing of company job satisfaction mediating 

variables is done by calculating the value of Variance Accounted For (VAF) which can be seen 

in Table 3.  

 

In Table 3 it can be seen that job satisfaction has a direct effect on performance by 0.283. 

Psychological empowerment has a direct influence on performance by 0.566. Psychological 

empowerment has a direct influence on job satisfaction by 0.583. The indirect effect between 

psychological empowerment and performance is 0.165. The total influence possessed between 

job satisfaction and performance by 0.283, the effect of total psychological empowerment with 

performance by 0.731 and the total effect between psychological empowerment and job 

satisfaction by 0.583. 

 

From the results of calculations in Table 5.12 it can be interpreted that the role of job 

satisfaction as a mediator has a VAF value of 0.225 (22.5%). These results indicate that the job 

satisfaction variable has a role as a partial mediator between the variables of psychological 

empowerment and performance. This means that the higher a lecturer feels psychological 

empowerment in themselves, the more satisfied they will be with their work and improve their 

performance, so that the hypothesis that job satisfaction acts as a mediator of the relationship 

between psychological empowerment and performance is proven. 

 



European Journal of Business, Economics and Accountancy   Vol. 7, No. 3, 2019 
                                                                                                                                                           ISSN 2056-6018 
 

Progressive Academic Publishing, UK  Page 31  www.idpublications.org 

Table 3. 

Direct Effect, Indirect Effect, Total Effect and VAF 

Variable 

Direct Effect 

Coefficient 
T Statistic 

(|O/STDEV|) 

Job Satisfaction -> Performance 0,283 3,024 

Psychological Empowerment -> Performance 0,566 6,746 

Psychological Empowerment -> Job Satisfaction 0,583 7,856 

Variable Indirect Effect  

Psychological Empowerment -> Performance 0,165 2,521 

Variable Total Effect 

Job Satisfaction -> Performance 0,283 3,024 

Psychological Empowerment -> Performance 0,731 14,083 

Psychological Empowerment -> Job Satisfaction 0,583 7,856 

VAF               -> 
Indirect Effect / Total Effect 

(0,165/0,731) 
0,225 

 

The Effect of Psychological Empowerment on Job Satisfaction 

Based on the data presented in Table 2, it is known that the path coefficient for psychological 

empowerment on job satisfaction is 0.583 and the t-statistics value is 7.856. The path 

coefficient shows that psychological empowerment has a positive influence on job satisfaction 

of permanent lecturers at Dhyana Pura University. This proves that the higher psychological 

empowerment is felt, the higher job satisfaction they feel. From the results of this study it was 

proven that the average permanent lecturer of Dhyana Pura University was satisfied with their 

work. Based on the description of respondents' answers, seven of the nine indicators showed 

that the lecturer was satisfied with his work, namely the indicator of work characteristics with 

a value of 4.01, an indicator of coworkers or coworkers with a mean value of 3.89, a promotion 

indicator with a mean value of 3.82, an indicator supervision with a mean value of 3.69, salary 

indicators with a mean value of 3.62, communication indicators with a mean value of 3.6 and 

fringe benefit indicators or social security with a mean value of 3.48. Two indicators included 

in the quite satisfied category are contingent reward indicators with a mean value of 3.33 and 

working conditions with a mean value of 3.28. Although the average results indicate that the 

lecturer is or is quite satisfied with the components of salary, social security, communication, 

contingency awards and working conditions, the value of these five indicators is still below the 

overall average so it needs attention. 

 

This finding shows that in order to increase lecturer job satisfaction, the organization must 

ensure that lecturers feel psychologically empowered. The way to produce psychological 

empowerment is by giving employees the opportunity to negotiate, participate, impact, and be 

responsible for organizational decisions through delegation of authority so that desired 

organizational goals can be achieved (Burke et al., 2015; Owusu-Moore, 2016; Baird & Munir, 

2018). The structural empowerment process will make someone feel their work is meaningful 

and has the autonomy to complete their work. When lecturers feel that their work is meaningful 

and confident in their ability to complete work, then they will be more satisfied with their work 

as lecturers. Lecturers will also be increasingly satisfied with their work components such as 

salaries, direct supervisors, work colleagues working conditions and communication, if they 

have significant autonomy and impact on work. Autonomy is meant here is that they can decide 

their own methods and efforts to complete the work, while the impact is the extent to which it 

can influence decisions in each study program. 
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The results of this study are in line with research conducted by De & Beuren (2018) which 

states that psychological empowerment with all four dimensions has a positive effect on job 

satisfaction. Research Burke et al., (2015) states the practice of organizational empowerment 

is directly related to more favorable work outcomes such as job satisfaction. Ahmed & Hafiz 

(2017) states that when employees feel that their work is meaningful and important, they 

believe that they have the ability to carry out tasks successfully, have a certain level of self-

determination over the execution of work, can form desired outcomes through their behavior, 

and tend to have positive emotions. These positive emotions were proven to appear in the 

results of this study, namely the high job satisfaction shown by lecturers as a result of 

psychological empowerment. This can occur because psychological empowerment creates a 

feeling of ownership in employees which further creates job satisfaction and other positive 

outcomes for the organization and employees as well (Akram & Arshad, 2015). Thus, the first 

hypothesis namely psychological empowerment influencing job satisfaction is accepted. 

 

The Effect of Psychological Empowerment on Job Satisfaction 

The results of this study are in line with research conducted by De & Beuren (2018) which 

states that psychological empowerment with all four dimensions has a positive effect on job 

satisfaction. Research Burke et al., (2015) states the practice of organizational empowerment 

is directly related to more favorable work outcomes such as job satisfaction. Ahmed & Hafiz 

(2017) states that when employees feel that their work is meaningful and important, they 

believe that they have the ability to carry out tasks successfully, have a certain level of self-

determination over the execution of work, can form desired outcomes through their behavior, 

and tend to have positive emotions. These positive emotions were proven to appear in the 

results of this study, namely the high job satisfaction shown by lecturers as a result of 

psychological empowerment. This can occur because psychological empowerment creates a 

feeling of ownership in employees which further creates job satisfaction and other positive 

outcomes for the organization and employees as well (Akram & Arshad, 2015). Thus, the first 

hypothesis namely psychological empowerment influencing job satisfaction is accepted. 

 

The Effects of Psychological Empowerment on Performance 

The results of this study are consistent with research conducted by Li et al. (2015) who found 

a positive relationship between psychological empowerment and task performance. According 

to Akhtar & Malik (2015), empowerment can make employees more responsible because they 

experience the process of redistribution of power and information in an organization so that 

they do work more efficiently and effectively. Muhammad & Abdullah (2016) also found that 

perceptions of empowerment had a direct and significant influence on performance. If the 

company is empowering enough employees then they will realize the importance of the work 

and decide what they have to do to improve performance (De & Beuren, 2018). When 

employees feel empowered psychologically they will feel more attached and loyal to the 

organization so that employee performance will increase (Kundu & Kumar, 2017). Thus, the 

second hypothesis namely psychological empowerment has a positive effect on performance 

is accepted. 

 

The Effect of Job Satisfaction on Performance 

The results of this study are consistent with research conducted by Berliana et al., (2018) who 

examined the effect of job satisfaction on employee performance. The result is that job 

satisfaction can increase responsibilities in handling work even when there is no supervision 

from superiors. In the academic environment of a University in Malaysia, See Abdullah et al., 

(2015) stated that job satisfaction such as satisfaction with working conditions, salary, 

coworkers and superiors play an important role to improve performance. Siengthai & Pila-
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Ngarm (2016) conducted research on the hotel and resort industry and the banking industry in 

Thailand to examine whether job redesign and job satisfaction affect performance. He believes 

that job satisfaction is the key to mobilizing employee performance. This means that when the 

University wants to mobilize the performance of lecturers, the University needs to pay attention 

to the factors that cause lecturers to be satisfied with their work. Hairuddin et al. (2017) 

conducted a study of lecturer performance and found that the effect of lecturer job satisfaction 

proved significant in explaining the effect of work motivation, competence and organizational 

commitment on lecturer performance. Thus, the third hypothesis namely job satisfaction has a 

positive effect on performance is accepted. 

 

The Role of Job Satisfaction in Psychological Empowerment on Performance 

Based on the data obtained in Table 2 shows that the path coefficient between psychological 

empowerment variables and performance is 0.566 with a t-statistics value of 6.746. The 

addition of job satisfaction as a mediating variable gives a different effect on the direct 

relationship of psychological empowerment on performance. Testing of company job 

satisfaction mediating variables is done by calculating the value of Variance Accounted For 

(VAF) which can be seen in Table 3 

 

Based on the calculation results in Table 3, the VAF value of 0.225 is obtained. From the results 

of these calculations it can be interpreted that the role of job satisfaction as a mediator has a 

VAF value of 0.225 (22.5%). Although the mediating effect is not too large, job satisfaction 

simply adds to the total effect of psychological empowerment on performance. These results 

indicate that job satisfaction variable has a role as a partial mediator between psychological 

empowerment and performance, so the hypothesis stating that job satisfaction acts as a 

mediating relationship between psychological empowerment and performance is proven. It 

also shows that psychological empowerment and job satisfaction are important factors in 

determining the level of performance. 

 

The results of this study are in line with research conducted by Sun (2016) who tested the 

mediating effect of job satisfaction on the relationship of psychological empowerment and 

performance. The result is satisfaction has a mediating effect of 0.207, resulting in 33.17% on 

the effect of total psychological empowerment on performance. Not much different from this 

study that job satisfaction is a partial mediator with a VAF of 0.225. This means that in this 

study, job satisfaction was able to absorb the direct influence of psychological empowerment 

on performance by 22.5%. Berraies & Hamouda (2018) found that customer satisfaction is a 

mediation between customer empowerment and financial performance. Through this research, 

it is evident that one's satisfaction becomes a mediation not only in the context of customers 

and company performance but also in the academic context especially lecturer performance. 

Sut & Perry (2011) states empowerment has a significant influence on service efforts through 

job satisfaction and employee commitment built. This is consistent with this research that 

through job satisfaction, psychological empowerment felt by lecturers is able to improve 

performance in the fields of education, research and community service. Thus the fourth 

hypothesis, job satisfaction acts as a mediating relationship between psychological 

empowerment and proven performance. 

 

CONCLUSION 

 

The results of this study have shown that psychological empowerment has a positive effect on 

performance, psychological empowerment has a positive effect on job satisfaction, job 

satisfaction has a positive effect on performance and job satisfaction has a positive effect as a 
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mediator of the effect of psychological empowerment on performance. These findings support 

the theory that the better psychological empowerment felt by individuals, the better the 

performance of individuals in the organization. Besides psychological empowerment 

represented by indicators of meaning, competence, self determinant and impact also increase 

job satisfaction. On the other hand, one's satisfaction with salary, promotion, supervision, 

social security, contingent reward, working conditions, coworkers, work characteristics and 

communication can improve performance. Job satisfaction also plays a role in mediating 

psychological and performance empowerment relationships. The results of this study are 

expected to be empirical evidence for future research and are able to enrich the development 

of human resource management knowledge related to psychological empowerment, 

performance and job satisfaction as a mediator of the influence of psychological empowerment 

on performance. 

 

Research Limitations 

 

1) R-square performance variable of 0.587 indicates there are opportunities for other 

variables to effect performance. This research is only limited to examining 

psychological empowerment and job satisfaction so that it cannot examine more deeply 

the factors outside these variables. 

2) This research is a perceptual study that provides opportunities for social desirability 

bias. In addition, performance evaluation in the form of self-evaluation is less able to 

show an objective performance evaluation. 

3) This study uses a cross-sectional time design that is collecting data at the same time 

under certain conditions making it difficult to determine cause and effect due to unclear 

relationship periods. 

 

REFERENCES 

 

Abdullah, N.J., Ismail, I.A. & Idrus, K. 2015, "Organizational Antecedent with Job 

Satisfaction, Work Performance As Mediators and Knowledge Sharing Practices 

among Academician At Malaysia Research Universities", International Journal of 

Economics and Financial Issues, vol. 5. 

Ahmed, H.J. & Hafiz, G.A. 2017, "Mediating Role Of Psychological Empowerment Between 

Leadership Empowerment Behavior And Job Satisfaction: A Study Of Telecom Sector 

Of Pakistan", Journal of the Research Society of Pakistan, vol. 54, no. 1. 

Akhtar, N. & Malik, N.A. 2015, "Empowerment on performance and motivation: A case study 

in FMCG", NUML International Journal of Business & Management, vol. 10, no. 2, 

pp. 100-122. 

Akram, M., Ishaq, H.M. & Arshad, S. 2015, "The Effect of Psychological Ownership on 

Relationship of Psychological Empowerment and Job Satisfaction", NUML 

International Journal of Business & Management, vol. 10, no. 2, pp. 4-26. 

Armstrong, M. 2009. Armstrong's Handbook of Human Resource Management. Practice: 11 

th De. London: Kogan Page. 

Baird, K., Su, S. & Munir, R. 2018, "The relationship between the enabling use of controls, 

employee empowerment, and performance", Personnel Review, vol. 47, no. 1, pp. 257-

274. 

Berliana, M., Nahar Siregar & Huske, D.G. 2018, "The Model of Job Satisfaction and 

Employee Performance", International Review of Management and Marketing, vol. 8, 

no. 6, pp. 41-46. 



European Journal of Business, Economics and Accountancy   Vol. 7, No. 3, 2019 
                                                                                                                                                           ISSN 2056-6018 
 

Progressive Academic Publishing, UK  Page 35  www.idpublications.org 

Berraies, S. & Hamouda, M. 2018, "Customer empowerment and firms' performance", The 

International Journal of Bank Marketing, vol. 36, no. 2, pp. 336-356. 

Burke, R.J., Koyuncu, M., Wolpin, J., Yirik, S. & Koyuncu, K. 2015, "Organizational 

Empowerment Practices, Psychological Empowerment and Work Outcomes Among 

Frontline Service Employees in Five-Star Turkish Hotels", Effective Executive, vol. 18, 

no. 1, pp. 42-65. 

Chernyak-Hai, L., & Rabenu, E. 2018. “The New Era Workplace Relationships: Is Social 

Exchange Theory Still Relevant? Industrial and Organizational Psychology”, 1–26.  

Direktorat Jenderal Pendidikan Tinggi Departemen Pendidikan Nasional. 2010. “Pedoman 

Beban Kerja Dosen Dan Evaluasi Pelaksanaan Tridharma Perguruan Tinggi”. 

De Souza, G.E. & Beuren, I.M. 2018, "Impact of an enabling performance measurement system 

on task performance and job satisfaction", Revista Contabilidade & Finanças, vol. 29, 

no. 77, pp. 194-212. 

Durrah, Omar & Khdour, Naser & Al-Abbadi, Samir & Saif, Naser.2014. The Impact of 

Psychological Empowerment on the Effectiveness of Job Performance: A Field Study 

on the Jordanian Private Banks. European Journal of Business and Management. 6. 

2222-2839. 

Fock, H. et al. 2013, ‘Moderation Effects of Power Distance on the Relationship Between 

Types of Empowerment and Employee Satisfaction’, Journal of Cross-Cultural 

Psychology, 44(2), pp. 281–298.  

Hair, J. F., Ringle, C. M., & Sarstedt, M. 2013. Partial least squares structural equation 

modeling: Rigorous applications, better results and higher acceptance. Long Range 

Planning, 46, 1-12. 

Hairuddin, A., Gani, M., Sinring, B., & Arifin, Z. 2017. “Motivation, Competence and 

Organizational Commitment’s Effect on Lecturers' Job Satisfaction and Lecturers 

Performance”. IRA-International Journal of Management & Social Sciences (ISSN 

2455-2267), 6(3), 419-428. 

Indrarini. 2009. “Pengaruh Motivasi dan Kepuasan Kerja Terhadap Kinerja Dosen Akademi 

Swasta Di Kota Semarang”. (Tesis). Universitas Negeri Semarang 

Kazlauskaite, R., Buciuniene, I. & Turauskas, L. 2012, "Organisational and psychological 

empowerment in the HRM-performance linkage", Employee Relations, vol. 34, no. 2, 

pp. 138-158. 

Kementerian Riset, Teknologi, dan Pendidikan Tinggi (2017). Para Dosen Malas, 

Kemenristekdikti: Penelitian Kita Minim se-ASEAN. Tempo.co (online). Diunduh pada 

tangal 27 April 2019 dari https://nasional.tempo.co/read/868164/para-dosen-malas-

kemenristekdikti-penelitian-kita-minim-se-asean/full&view=ok  

Kholik, Abdul. 2016. “Pengaruh Kompetensi Dosen Dan Kepuasan Kerja Dosen Terhadap 

Kinerja Dosen Di Universitas Djuanda Bogor”. (Tesis). Institut Agama Islam Negeri 

Surakarta.  

Kim, P.B., Lee, G. & Jang, J. 2017, "Employee empowerment and its contextual determinants 

and outcome for service workers", Management Decision, vol. 55, no. 5, pp. 1022-

1041. 

Koopmans, L., Bernaards, C., Hildebrandt, V., Stef, v.B., van, A.J. & Henrica CW, d.V. 2013. 

“Development Of An Individual Work Performance Questionnaire”. International 

Journal of Productivity and Performance Management, Vol. 62, no. 1, pp. 6-28. 

Kundu, S.C. & Kumar, S. 2017, "Effects of Psychological Empowerment on Firms 

Performance: Mediation of Affective Commitment", Journal of Organisation and 

Human Behaviour, vol. 6, no. 1, pp. 41-53. 

https://nasional.tempo.co/read/868164/para-dosen-malas-kemenristekdikti-penelitian-kita-minim-se-asean/full&view=ok
https://nasional.tempo.co/read/868164/para-dosen-malas-kemenristekdikti-penelitian-kita-minim-se-asean/full&view=ok


European Journal of Business, Economics and Accountancy   Vol. 7, No. 3, 2019 
                                                                                                                                                           ISSN 2056-6018 
 

Progressive Academic Publishing, UK  Page 36  www.idpublications.org 

Larsen Barasa, Gunawan, A. & Sumali, B. 2018, "Determinants of Job Satisfaction and it’s 

Implication on Employee Performance of Port Enterprises in DKI Jakarta", 

International Review of Management and Marketing, vol. 8, no. 5, pp. 43-49. 

Li, Y., Feng, W., Ren, S. & Yang, D. 2015, "Locus of control, psychological empowerment 

and intrinsic motivation relation to performance", Journal of Managerial Psychology, 

vol. 30, no. 4, pp. 422-438. 

Lunenburg,   Fred   C.   2011.   Expectancy Theory of Motivation: Motivating by Altering 

Expectations. International   Journal   of Management, Business and 

Administration.Volume 15, Number 1, 2011. pp.1-6. 

Melián-González, S., Bulchand-Gidumal, J. & González López-Valcárcel, B. 2015, "New 

evidence of the relationship between employee satisfaction and firm economic 

performance", Personnel Review, vol. 44, no. 6, pp. 906-929. 

Miner, John B. 2015. Organizational Behavior 1 : Essential Theories of Motivation and 

Leadership. Routledge:USA 

Muhammad, I.G. & Abdullah, H.H. 2016, "Assessment of Organizational Performance: 

Linking the Motivational Antecedents of Empowerment, Compensation and 

Organizational Commitment", International Review of Management and Marketing, 

vol. 6, no. 4. 

Najamudin. 2018. “Pengaruh Budaya Organisasi Terhadap Kinerja Dosen Melalui Motivasi 

Dan Lingkungan Kerja Sebagai Variabel Intervening” (Studi Pada Dosen Sekolah 

Tinggi Keguruan dan Ilmu Pendidikan Bima). (Tesis). Universitas Muhammadiyah 

Malang. 

Na-Nan, K., Chaiprasit, K., & Pukkeeree, P. 2018.”Factor Analysis-Validated Comprehensive 

Employee Job Performance Scale”. The International Journal of Quality & Reliability 

Management, 35(10), 2436-2449.  

Owusu-Moore, F. 2016, The Impact of Empowerment Elements (Autonomy, Information, and 

Responsibility) on United States Federal Employees' Job Satisfaction. (dissertation) 

Grand Canyon University. 

Raddaha, A.,H., Alasad, J., Albikawi, Z.F., Batarseh, K.S., Realat, E.A., Saleh, A.A. & 

Froelicher, E.S. 2012, "Jordanian nurses' job satisfaction and intention to quit", 

Leadership in Health Services, vol. 25, no. 3, pp. 216-231. 

Robbins, Stephen P & Judge, Timothy A. 2013. Organizational Behavior, 15th Edition. 

England: Pearson 

Roby Sambung, A Thoyib, EA Troena. 2012. “Pengaruh Kepuasan Kerja, Komitmen 

Organisasional, Kepribadian dan Profesionalisme Dosen terhadap Organizational 

Citizenship Behavior serta Dampaknya terhadap Kinerja Dosen (Studi pada Universitas 

Palangka Raya)”. Jurnal Aplikasi Manajemen vol.10 (1) hal. 12-20 

Sang, L.C., Goh, C.F., Muhammad Badrull, H.A. & Owee, K.T. 2016, "Transformational 

leadership, empowerment, and job satisfaction: the mediating role of employee 

empowerment", Human Resources for Health, vol. 14. 

See Abdullah, N.J., Ismail, I.A. & Idrus, K. 2015, "Organizational Antecedent with Job 

Satisfaction, Work Performance As Mediators and Knowledge Sharing Practices 

among Academician At Malaysia Research Universities", International Journal of 

Economics and Financial Issues, vol. 5. 

Spector, P. E. 1985. “Measurement of human service staff satisfaction: Development of the Job 

Satisfaction Survey”. American Journal of Community Psychology, 13(6), 693–713.  

Spreitzer, Gretchen. 2008. “Taking Stock: A review of more than twenty years of research on 

empowerment at work”. The Handbook of Organizational Behavior 

Siengthai, S. & Pila-Ngarm, P. 2016, "The interaction effect of job redesign and job satisfaction 

on employee performance", Evidence - Based HRM, vol. 4, no. 2, pp. 162-180. 



European Journal of Business, Economics and Accountancy   Vol. 7, No. 3, 2019 
                                                                                                                                                           ISSN 2056-6018 
 

Progressive Academic Publishing, UK  Page 37  www.idpublications.org 

Sinha, S. 2017, "Organisational Structure and Work Related Attitude: Mediating Role of 

Psychological Empowerment", Journal of Organisation and Human Behaviour, vol. 6, 

no. 3, pp. 46-55. 

Sok, P., O’Cass, A. 2011. “Achieving Superior Innovation-Based Performance Outcomes In 

Smes Through Innovation Resource Capability Complementarity”. Industrial 

Marketing Management, 40(8), 1285-1293.  

Solimun. 2008, Memahami  Metode  Kuantitatif  Mutakhir:  Structural  Equation Modeling  &  

Partial  Least  Square,  Program  Studi  Statistika  FMIPA Universitas Brawijaya. 

Sudiardhita, K.I.R., Mukhtar, S., Hartono, B., Herlitah, Sariwulan, T. & Nikensari, S.I. 2018. 

“The Effect Of Compensation, Motivation Of Employee And Work Satisfaction To 

Employee Performance PT. Bank XYZ (PERSERO) TBK”. Academy of Strategic 

Management Journal. Vol. 17, no. 4, pp. 1-14. 

Sugiyono. 2017. Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung: Alfabeta 

Sun, Xiujun. 2016. Psychological Empowerment on Job Performance—Mediating Effect of 

Job Satisfaction. Psychology, 7, 584-590 

Sut, I. W. H., & Perry, C. 2011. “Employee empowerment, job satisfaction and organizational 

commitment”. Chinese Management Studies, 5(3), 325-344. 

doi:http://dx.doi.org/10.1108/17506141111163390 

Theresia, Linda & H Lahuddin, A & Ranti, Gadih & Bangun, Ramon. 2018. “The Influence of 

Culture, Job Satisfaction and Motivation on the Performance Lecturer / Employees”. 

Proceedings of the International Conference on Industrial Engineering and Operations 

Management. Bandung, Indonesia, March 6-8, 2018 

Umar, H. 2005. Metode Penelitian. Jakarta: Salemba Empat 

United Nations Development Program. 2017. Human development index (HDI). (Online). 

Cited 2019, March 1. Available from: http://hdr.undp.org/en/data 

UNESCO. 2016. Global Education Monitoring (GEM) Report 2016. Second Edition. France: 

UNESCO Publishing 

Wachyu, H.H. 2018. “Determinants of Work Motivation and It's Implication on Performance 

of Permanent Lecturers of Private Universities with Accreditation Institution A in 

Kopertis Region III. International Review of Management and Marketing”, Vol. 8, no. 

6, pp. 8-14. 

 


