
International Journal of Research Publication and Reviews, Vol 3, no 6, pp 1758-1763, June 2022 

 

International Journal of Research Publication and Reviews 

 

Journal homepage: www.ijrpr.com  ISSN 2582-7421 

 

Psychological Empowerment, Innovative Work Behaviour  and Job 

Satisfaction 

Jyoti Dubey, Prof. Partibha  Verma 

School of Business,  Galgotias University,India 

ABSTRACT:  

Psychological empowerment at work contributes to higher individual‟s  performance which eventually facilitates institution to accomplish excellent services and 

performance. Few studies have examined the specific relationships between these three constructs especially in higher education sector. The aim of this study is 

to see to what extent psychological empowerment and innovative work behavior affect job satisfaction. From 250 respondents and using SEM AMOS as the 

analytical tool, the results confirm that psychological empowerment significantly affects innovative work behavior. However, psychological empowerment does 

not affect job satisfaction unless mediated by innovative work behavior. Meanwhile, innovative work behavior significantly affects job satisfaction.Keywords: 

Psychological empowerment, higher education sector In the current era of accelerated economic growth, project success – successful completion of the final 

product for which the project was initiated – is the ultimate goal of every organisation. It is essential for organisations to keep project-based employees motivated 

and focused on successfully accomplishing the project objectives. This research examined the association between psychological empowerment of project-based 

employees and project success. We explored the mediating role of knowledge sharing to explain the intervening mechanism between psychological empowerment 

and project success. We also tested the moderating role of employee creativity along with conditional indirect effects by performing a moderated mediation 

analysis. Using a time-lagged research design, multiple-source field data (N = 327) were collected from employees of project-based organisations in Pakistan. The 

findings of the study showed a positive association between psychological empowerment and project success and significant mediation of knowledge sharing. 

Project employees with high creativity are likely to achieve project success when they possess higher psychological empowerment too. Results concluded that 

psychological empowerment is positively associated with project success directly as well as indirectly through its impact on knowledge sharing. The study has its 

importance and implications for management specialists and project employees at all levels.Studies in the area of psychological empowerment have been on the 

rise since early 1990s. Given the large amount of information available, the researchers aim to consolidate findings, in order to arrive at a deeper understanding of 

the concept and its relation to job satisfaction of employees in organizations. The researchers have identified 50 studies, set in varied cultural and organizational 

settings. The data from these studies form the basis of the analysis in this paper. A meta-analysis of the findings of the chosen studies was conducted. This is 

followed by a systematic review of literature, to identify a few probable intervening variables that modify the relationship. The findings of the analysis suggest 

that the direct relation between psychological empowerment and job satisfaction is positive, strong and statistically significant. The study supports the validity of 

one of the earliest models explaining the relation. The paper establishes that the direct relation between psychological empowerment and job satisfaction is strong, 

positive and significant. The variations in the strength of the relationship is due to the presence of certain intervening variables like culture, age, educational 

qualification and experience.Although the word “empowerment” may have been used in similar forms or terms, the scientific term can be ascribed to “Mary 

Parker Follett” (Herbert, 2009). Empowerment means granting power, participation in decision making, receiving appropriate information, autonomy,creativity 

and innovation in work, having knowledge and the necessary skills and accepting  responsibility (Petter, Byrnes, Choi, Fegan, & Miller, 2002). Empowerment is 

the personal belief by which people can enhance the skills and knowledge and act according to it (Bogler &Somech, 2004). Employee empowerment is a process 

of giving authority to the employees to make important decisions on their own about their day to day activities (Jafari, Moradi, & Ahanchi, 2013). Psychological 

empowerment is an internal motivating factor that reflects the active role of employees in the organization (Thomas & Velt house, 1990). Psychological 

empowerment includes competence, self-determination, impact, trust, and meaning (Whetten &Cameron, 2015. 

 

Introduction 

Job satisfaction as well as innovative work behavior and psychological empowerment are important roles in implementing efficient and effective 

work, (Baer & Frese, 2003; Oldham & Cummings, 1996; Scott & Bruce, 1994; Shalley, 1995). Psychological empowerment has been popular and 

promoted in companies due to its essential impacts in boosting individual‟s self-efficacy. Being empowered means that an employee perceives 

more meaningful work, shows more skills at work, has bigger impact, as well as has more choices in completing work tasks. These characteristics 

are needed in order to achieve more innovative atmosphere at work. Although research in this topic has been widely studied, studies that blend 

these three variables together to see the relationship among them in individuals in education sector are still very few to date. This study intends to 

examine the direct or non-direct effect of psychological empowerment and innovative work behavior on the job satisfaction of lecturers at the 

University of Syiah Kuala. 
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Job Satisfaction. Locke (1976) stated job satisfaction as a person‟s relations to his work and how he perceives the work. Fletcher and Williams 

(2006) believe that job satisfaction is a form of self- evaluation over work condition such as attitude, pay, and security at work. An individual will 

contemplate his or her work‟s attributes and feel about them in positive or negative feeling. Positive feelings mean that the work and its 

characteristics give high value and bring pleasant experience to the worker. In contrast, negative feelings are caused by the unpleasant 

experiences during work. 

Dimensions in job satisfaction according to Smith et al (1969) can be assessed from the extent to which a worker considers the benefits, 

opportunities for a career development, the friendship among colleagues at work, direction from supervisors, and the work entitled. Numerous 

studies have used these dimensions by exploring various constructs influencing an employee's satisfaction. One of them is organizational climate 

factor (Abdel-Razek, 2011). In addition, the key factor of work performance is job satisfaction (Oshagbemi, 2000). Judge et al (2001) and 

Shmailan (2015) found that there was a relationship between the two constructs. Job satisfaction affects the extent to which an employee shows his 

level of performance. 

Innovative Work Behavior. Janssen (2005) stated that innovative work behavior is one of behaviors shown at work such as through generate, 

promote, and apply novel ideas. Drawing on West and Farr (1989, 1990), innovative behavior refers to an employee‟s intentional introduction or 

application of new ideas, products, processes, and procedures to his or her work role, work unit, or organization. 

 

Innovative work behavior is found in people who actively seek solutions of problems or needs of other people through innovative and novel ideas as 

well as a person who realizes that trends evolve and needs creative thinking and its application (De Jong & Den Hartog (2007). Carmeli et al (2006) 

indicated that in fact teachers‟ innovative behavior are shown in order to trigger new ideas that could potentially help them in solving problems they 

find during teaching process, as well as improve their performance, or contribute to solve organization‟s problems. Ady (2015) stated that the 

innovative behavior has led farming businessmen to increase their productivities. 

Psychological Empowerment. Psychological empowerment is “intrinsic task motivation that manifests itself in four cognitions reflecting an individual‟s 

orientation to his or her work roles.” (Zhang and Bartol, 2010). Empowerment according to Bowen and Lawler (1992) “as sharing with front-line 

employees‟ information about an organization's performance, information about rewards based on the organization's performance, knowledge that 

enables employees to understand and contribute to organizational performance, and giving employees the power to make decisions that influence 

organizational direction and performance.” Meanwhile, Zemke and Schaaf (1989) identified employee empowerment as turning the ``front line'' loose 

and encouraging and rewarding employees to exercise initiative and imagination. 

Four psychological empowerment‟s dimensions according to Thomas and Velthouse (1990) are meaningfulness, competence, impact, and choice. 

Meaningfulness is the value of the task goal or purpose in relation to the individual's own ideals or standards, and competence is the degree to which a 

person can perform task activities skillfully. Impact, on the other hand, is the degree to which behavior is seen as making a difference in terms of 

accomplishing the purpose of the task, while choice is the causal responsibility for a person's actions. 

Psychological empowerment and innovative work behavior. Pieterse et al in 2010 conducted a study regarding empowerment at work. In the study they 

indicated that transformational leadership influences the innovative behavior of workers at work with psychological empowerment mediating the 

relationship. Psychologically empowered individuals see themselves as competent and able to influence their jobs and work environments in 

meaningful ways, facilitating proactive behavior, showing initiative, and acting independently (Spreitzer, 1995; Thomas & Velthouse, 1990). 

Competence as one of dimensions in empowerment is reflected through high or low self-efficacy and self-esteem. Higher self-efficacy predicts more 

creative behavior. Moreover, creativity is also found to be correlated when a teacher has more control over her work which leads to more choices given 

(Davis & Wilson, 2010). In addition, Spreitzer (1995), Erturk (2012), and Zhang & Bartol (2010) stressed that higher self-determination and 

psychological empowerment boosts innovation and creativity among staffs at work. 

Based on literature above, following hypothesis is formulated: 

H1: Psychological empowerment has a significant effect toward innovative work behavior. Psychological empowerment and job satisfaction. 

Considerable studies have related four elements of psychological empowerment and job satisfaction. An early study conducted by Thomas and 

Velthouse revealed that job satisfaction is correlated with psychological empowerment and lower level of meaning at work manifests to low level of 

satisfaction. Later, Spreitzer et al in 1997 confirmed that psychological empowerment related to work satisfaction, particularly in self- determination 

and competence dimension; whereas impact has no effect. Surprisingly, in 2004 Carless tested psychological climate and job satisfaction with 

empowerment as mediation, the research revealed that empowerment mediated the correlation between climate and job satisfaction where dimensions 

of meaning and competence are dominant factors influencing the relationship. 

Moreover, staff empowerment in relation with job satisfaction has been widely studied in nursing literature. One of the researches was done by 

Laschinger et al in 2001 that showed psychological empowerment predicts both job strain and work satisfaction. 

Job satisfaction among teachers will be higher when teachers are given more space in decision making process or when they are more involved in the 

process (Blasé and Blasé 1994; Blasé et al. 1995; 

  

Shreeve et al, 1987). In addition, Thomas and Tymon (1994) indicated that empowerment creates intrinsic motivation which trigger job 

satisfaction.Based on literature above, following hypothesis is formulated: H2. Psychological empowerment has a significant effect toward job 

satisfaction. Innovative work behavior and job satisfaction. Job satisfaction is shown through the feeling of happy toward the job and the fulfilment of 

needs of psychological such as autonomy, competence, and need for relatedness such as support from the workplace or environment (Deci et al., 2001). 

When a person completes the work, innovative work behavior is shown along with the competence in executing the tasks. By being able to conduct the 

task, especially by including some new innovative ideas in it, a person will feel satisfied. A creative individual commonly has competence to face some 

challenges at work. By fulfilling this need of psychological, the satisfaction would get higher. Previous research found that there is a strong relationship 
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between innovation (Ibrahim, 2015) and job satisfaction (Carmeli, Meitar & Weisberg, 2006; Tsai, 2014). Based on literature above, following 

hypothesis is formulated: 

H3. Innovative work behavior has a significant effect toward job satisfaction. 

H4. Psychological empowerment has a significant effect toward job satisfaction with innovative work behavior as mediation 

Psychological empowerment and project success 

Psychological empowerment can be defined as „intrinsic task motivation reflecting a sense of self-control in relation to one‟s work and an active 

involvement with one‟s work role‟ (Seibert et al., 2011, p. 981). The construct of empowerment has attracted tremendous scholarly interest in the last 

few decades. Numerous subdomains of management and psychology, including leadership, group performance, task performance, motivation, decision-

making, creativity etc. incorporated the study of psychological empowerment because it is closely linked with attitudes and behaviours of individuals, 

groups, and organisations. Four cognitions make up the concept of psychological empowerment: meaning, self-determination, competence, and impact. 

Specifically, meaning refers to the degree to which the work itself is meaningful for the employee, self-determination is the sense of freedom and 

autonomy possessed by an employee regarding his/her control over the work, competence is the degree to which an employee is confident about one‟s 

ability to perform the required job tasks, and impact is the feeling that an individual employee‟s accomplishment makes a significant contribution 

toward the unit goals (Seibert et al., 2011). 

 

Initially, notion of empowerment was intellectualized as a component of a relational or power-sharing viewpoint (Burpitt & Bigoness, 1997; Spreitzer 

& Doneson, 2005). The roots of the concept of empowerment can be traced back to several leadership theories e.g., Ohio State Behavioural Studies of 

Leadership on “consideration” (Fleishman, 1953), participative leadership studies (Locke & Schweiger, 1979; Vroom & Yetton, 1973), supportive 

leadership (Bowers & Seashore, 1966), Fiedler‟s Contingency Theory of Leadership, etc. Contrary to the initial consideration of empowerment as an 

element of power-sharing, later, it was argued that the conceptualization of empowerment must also take into account the motivational aspect of 

empowerment on the subordinates (Conger & Kanungo, 1988). Later, empowerment was linked with intrinsic task motivation (Thomas & Velthouse, 

1990). Moreover, the construct of empowerment was extended to the team level by Kirkman and Rosen (1997, 1999). They argued that highly-

empowered teams are highly effective and experience more autonomy which would lead to team success. Empowerment leads to the realization of job 

tasks as more meaningful and impactful which leads to intrinsic motivation. 

 

The self-determination dimension of psychological empowerment autonomizes the employees, and they perceive themselves of being in control of their 

work, thus also enriching the decision-making process (Valentine et al., 2018). Researchers like Petter et al. (2002) suggest seven dimensions of 

employee empowerment as follows: „power, decision-making, information, autonomy, initiative and creativity, knowledge, skills and responsibility.‟ 

The fulfillment of all these needs provides intrinsic motivation to the employees, and they persevere and become attached to their job and perform well 

(Baird et al., 2018). 

 

The link between psychological empowerment and project success can be explained through job demands-resources (JD-R) model (Bakker et al., 2003; 

Bakker et al., 2003) which posits that two types of work environments, i.e., job demands and job resources influence the employee performance. In this 

study, we suggest that psychological empowerment of project-based employees plays as a job resource. Job resources refer to „those physical, 

psychological, social or organisational aspects of the job that are either/or: functional in achieving work goals, reduce job demands and the associated 

physiological and psychological costs, and stimulate personal growth, learning, and development‟ (Bakker & Demerouti, 2007, p. 312). Employee 

performance, well-being, psychological empowerment, and participation in decision-making are a few examples of such job resources (Demerouti et 

al., 2001). The Resource-Based View of the Firm (RBV) (Barney, 1991) emphasizes the importance of resources for a firm‟s competitive advantage. 

RBV explains that psychological empowerment could facilitate firms in obtaining a competitive advantage. García-Juan et al. (2019) note that 

empowered employees are more responsive to the needs of the customers and they deal with the customers with more cordiality which ultimately leads 

toward elevated organisational performance. Recovery literature contends that empowerment facilitates service recovery and resultantly, customers and 

employees are more satisfied (Bowen & Lawler, 1995, 2006). Empowerment practices exhibit advantageous effects on several individual and 

organisational outcomes e.g., productivity, quality, sales and service, and organisational performance (Birdi et al., 2008; Logan & Ganster, 2007; 

Patterson et al., 2004; Wallace et al., 2011). 

 

Researchers argue that psychological empowerment significantly contributes to the overall improvement in productivity (e.g., project productivity) (Ul 

Haq et al., 2018). As psychological empowerment is characterized by meaning, the psychologically empowered employees find their job tasks as 

profoundly meaningful and impactful. Thus, enthusiasm kicks in and project employees use a variety of creative ways to achieve their tasks (Javed et 

al., 2017). As project work is mostly time-bound; therefore, project employees usually come across tasks that carry specific deadlines (Nordqvist et al., 

2004). Empowered employees have the competence to execute the tasks in a timely manner. Chandra et al. (2011) found a significant positive effect of 

stakeholders‟ psychological empowerment on project success. 
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Below is the image of relationship among variables proposed: 

 

 

 

Figure 1. Research Model Nasir et al., 2018 

 

Research Methodology 

This research involves three variables namely psychological empowerment, innovative work behavior, and job satisfaction. This research is a 

descriptive and quantitative research which was started by mapping the literature relating to the concept of the research. Then, researchers collected 

some supporting data related to the lecturers as the population of this study by looking at website https://data.unsyiah.ac.id/index.php/dosen. Later, data 

were analyzed using the Structural Equation Modeling (SEM) method in order to provide a model of lecturers‟ performance in University of Syiah 

Kuala. 

Both primary and secondary data were used in this research. Primary data derived from observations, interviews, and survey. Meanwhile, the 

secondary data derived from searching some related literature review of the previous studies in journals, textbooks, printed and electronic reports. 

In addition, researchers also did some observation by attending some classes, research process, and community service done by lecturers. From 

1441 lecturers in total, the sample using cluster sampling technique was around 300 lecturers from 12 departments. The set of both printed and 

online questionnaires was given to the lectures. All questions in questionnaires were translated to Indonesian. 5 questions were adopted from 

Janssen (2000) for innovative work behavior, 5 job satisfactions questions were adopted from Troesch and Bauer (2017), and finally 5 

questionnaires were adopted for psychological empowerment. 

Result and Discussion 

In accordance with the theoretical framework of the study, the analysis design was used to prove the presence or absence of the influence of 

psychological empowerment and innovative work behavior on the job satisfaction of teaching staff at Syiah Kuala University. 

Structural Equation Modeling (SEM) program was used to analyze the relationships among variables in this study. The application of structural 

equation modeling follows the following steps (Hair et al., 1998; 2010), namely developing theory-based models, forming path diagrams, 

converting various paths into equations, selecting input matrix types and model assumptions, identifying models, estimating evaluations model and 

goodness-of-fit, as well as interpretation and modification of the model. 

Respondent Characteristics. Respondents in this study are lecturers at the Syiah Kuala University. The number of questionnaires in this study was 

250, but only 229 (91.6%) could be analyzed, 21 (8.4%) were incomplete. Characteristics of respondents consisted of age, gender, rank and class, 

level of education, research and service for community for the last 3 (three) years. Based on age level, 82 (35.8%) respondents were between 30-

40 years, 79 (34.5%) were between 41-50 years, 56 (24.5%) 
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were between 51-60 years, 9 (3.9%) less than 30 years, and 3 (1.3%) 61 years and above. 

Based on gender, 116 (50.7%) respondents were male and 113 (49.3%) were women. Based on seniority, 45.4% were in lower level/young 

lecturers, 28.4% were in middle level lecturer, 6.9% were the senior lecturers. Based on education level, 139 (60.7%) graduates of master‟s degree 

and 90 (39.3%) graduated from Phd. 

Measurement Model test. The results of AMOS computation for the measurement model in the first stage have shown the value of loading factors 

that have met the required standards and the goodness- of-fit index value has met the required cut-off value, evidenced by a good RMSEA index 

value (0.051), GFI (0.924), AGFI (0.882), CMIN-DF (1351), TLI (0.972) and CFI (0.979). This value is 

within the range of expected values, so this model is acceptable. 

Based on the test results it can be stated that there are three variables that are different from the indicators. Thus, it can be concluded that the 

Goodness-of-fit Index measurement model is good and further testing can be done, namely testing structural equation modeling. 

Structural Equation Model (SEM) test. Model testing in SEM is a two-stage test, namely measurement model test and structural model test 

(Anderson & Gerbing, 1988). The results of the first stage of testing show that the model is fit with the existing sample data. Thus, the process of 

structural model testing can already be done. The results of structural model testing as shown in Image. 2. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Structural Test Result 

 

Based on the results of structural testing, it is known that the model is fit with the existing data. This is evidenced by the good RMSEA index 

value (0.048), GFI (0.925), AGFI (0.881), CMIN-DF (1,313), TLI (0.975) and CFI (0.982). This value is within the range of expected values, so 

this model is acceptable. Causality Significance Test. The structural model is the relationship between constructs that has a causal relationship, the 

relationship between these variables can be seen through the figures of the statistical coefficients the results of AMOS calculations as shown in the 

table below. 

 

No Analysis 
Direct 

effect 

Indirect 

effect 
Result 

1 
Psychological Empowerment → Innovative 

Work Behavior 
0.439*** - Significant 

2 
Psychological Empowerment → Job Satisfaction 

0.192 - 
Not significant 

3 
Innovative Work Behavior → Job 

Satisfaction 
0.255*** - Significant 

 

4 

Psychological Empowerment → Innovative 

Work Behavior → Job Satisfaction 

 

- 

 

0.112*** 

 

Significant 

                 Note: ***significant at 0.05 

 

Hypotheses Test. The direct effect of psychology empowerment variables on innovative work behavior variables is 0.439 with probability values 
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of 0.001 and a significance level of 0.01, these results support the first hypothesis (H1). The direct effect of the psychology empowerment 

variable on the job satisfaction variable is 0.192 with a probability value of 0.112, this effect is not significant, thus rejecting the second hypothesis 

(H2).The direct effect of the innovative work behavior variable on the job  satisfaction variable is 0.255 with a probability value of 0.005 and a 

significance level of 0.01, thus not rejecting the third hypothesis (H3). The indirect effect of the psychology empowerment variable on the job 

satisfaction variable is 0.112 with a probability value of 0.038 at the 0.05 significance level. This indirect influence is mediated by innovative 

work behavior variables. The direct influence of psychology empowerment variables on job satisfaction is insignificant, but after mediating 

innovative work behavior, this influence becomes significant. Thus, the fourth hypothesis (H4) is accepted 

The results of this study indicate that job satisfaction is influenced by innovative work behavior, the results of this study support the results of 

previous studies (Ibrahim, 2015). To improve employee job satisfaction, leaders must provide space for innovative work behaviors, including 

providing opportunities to innovate to staff, providing space to find new methods, techniques, and instruments at work, providing opportunities 

for staff to create new ideas, introducing systematic innovative ideas in work practices and contribute to the implementation of new ideas (Janssen, 

2000). 

The results of this study also show that innovative work behavior is influenced by psychological empowerment. Previous research stating that 

innovative work behavior is influenced by psychological empowerment (Erturk, 2012). To improve innovative work behavior, leaders must 

provide delegation to people who have a sense of responsibility, disseminate information widely to staff in need, provide space for staff to complete 

the workload assigned to them according to their abilities and expertise. 

 

Studies in the area of psychological empowerment have been on the rise since early 1990s. Given the large amount of information available, the 

researchers aim to consolidate findings, in order to arrive at a deeper understanding of the concept and its relation to job satisfaction of employees 

in organizations. The researchers have identified 50 studies, set in varied cultural and organizational settings. The data from these studies form the 

basis of the analysis in this paper. A meta-analysis of the findings of the chosen studies was conducted. This is followed by a systematic review of 

literature, to identify a few probable intervening variables that modify the relationship. The findings of the analysis suggest that the direct relation 

between psychological empowerment and job satisfaction is positive, strong and statistically significant. The study supports the validity of one of 

the earliest models explaining the relation. The paper establishes that the direct relation between psychological empowerment and job satisfaction is 

strong, positive and significant. The variations in the strength of the relationship is due to the presence of certain intervening variables like culture, 

age, educational qualification and experience. 

 


