Kresna Social Science and Humanities Research

Proceedings of the International Conference On Ummah:
Digital Innovation, Humanities And Economy (ICU: DIHEc) 2020

https://doi.org/1030874/ksshr.79

Relationship Between Psychological Empowermentand Job Satisfaction in Teachers

Umi Anugerah Izzati, Fifi Khoirul Fitriyah
Universitas Negeri Surabaya, Universitas Nahdlatul Ulama Surabaya
umianugerah@unesa.ac.id, fifi@unusa.ac.

Abstract : This study aims to determine the relationship between
psychological empowerment and job satisfaction among teachers. The
research method used is quantitative. The subjects of this study were 56
teachers working in one private high school. The research instrument used
in this study is the scale of psychological empowerment and job
satisfaction scale. Data analysis techniques in this study used product-
moment correlation. The results of this study indicate that there is a
relationship between psychological empowerment and job satisfaction.
The relationship between variables is positive, which means better
psychological empowerment and higher job satisfaction.
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1 Introduction

Organizations within the scope of education have experienced a lot of progress,
starting from the learning system to the management of human resources who work in
it. An organization is a group of individuals who work together to fulfill certain goals
Schiemann (2011). Generally, the goal of a school is to prepare students in various
aspects so that their provisions are fulfilled in facing the life to come. In order to achieve
individual or organizational goals, qualified and dedicated teachers are needed.
Improving teacher quality goes hand in hand with increasing concentration and positive
performance. In order to fulfill this, teachers who are satisfied with their work are
needed. Many of the education systems seek various ways to reduce the level of
dissatisfaction of teachers and identify the various causes that dissatisfaction can arise
(Khani & Tazik, 2015). Teachers are required to be more attentive to their work. When
teachers have job satisfaction, they will be more enthusiastic about teaching and
educating students (Duffy & Lent, 2009).

Spector (1997) classifies job satisfaction as an attitude variable. The attitude of
organizational members is formed when they feel the work and aspects that are in the
job, so it is related to the extent to which organizational members like or dislike their
work (Spector, 1997). The cause of the formation of job satisfaction does not only come
from the job or the individual, but lies in the correlation between the two. Job
satisfaction that is formed towards work is the result of interactions between individuals
and their environment (Locke, 1969; Khani & Tazik, 2015).

There are several characteristics of organizational members with high levels of
job satisfaction. These characteristics include members who like their work, a feeling
that the organization has been fair to its members, and feel the organization's positive
features such as variety, appropriate wages and security, autonomy, challenges, and fun
colleagues (Barkotic, 2016). Barkotic (2016) adds that when organizational members
are satisfied with their work, they will be more creative in finding effective and efficient
ways to solve obstacles or problems. Organization members are also willing to help
their superiors and even colleagues, so that commitment to the organization will
increase.

The existence of a characteristic form of organizational members who are satisfied
with their work will positively impact the organization. In general, what organizations
feel the most about is the increase in organizational productivity because of the
increased performance provided by members. There are other positive impacts such as
consumer satisfaction, the formation of a positive organizational climate, members who
actively participate in problem-solving, to create members who have organizational
citizenship behavior (George & Zakkariya, 2018).

Lack of job satisfaction owned by organizational members will hinder the
development and progress of the organization. The low level of job satisfaction will
cause negative feelings to members of the organization regarding their work (Robbins
& Judge, 2011; Metle & Alali, 2018). The emergence of these negative feelings can
increase work stress and aggression that will be felt by members (Haboubi, et al, 2017).
This causes the organization to experience a high turnover rate and decreased
attendance or absenteeism levels (George & Zakkariya, 2018), thus disrupting the
achievement of organizational goals.

In a preliminary study conducted by interviewing the vice principal of private
senior secondary schools, it was found that most of the teachers felt that they had
received direction and guidance from their leaders on a regular basis, were rewarded
for their performance, received an appropriate salary, and had the opportunity to
develop themselves by being included in trainings. The research becomes interesting
because this private senior high school is located in the middle of an environment with
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a middle to lower economic community so that most of the students who attend school
there come from middle to lower class families so that the school provides limited
finance to its teachers. However, teachers at these private senior secondary schools
have high job satisfaction and are able to compete with other educational institutions,
because these private senior secondary schools receive an A-level accreditation rating.

According to Herzberg (1975) in the two-factor theory he developed, hygiene
factors and motivating factors influence the level of individual job satisfaction. Hygiene
factors related to basic bio needs.

2 Literature Review
2.1 Job Satisfaction

Job satisfaction, according to Spector (1997) is defined as an attitude that is
formed when feelings arise about work and the aspects that are in the job, so that it will
be related to the extent to which organizational members like or dislike their work.
Meanwhile, Dewettinck and Ameijde (2011) suggest that job satisfaction is an
individual's perception of the assessment given to his job so as to produce happy and
positive feelings. Locke, (1976; Tanjeen, 2013), also describes that job satisfaction is a
pleasant condition or a favorable feeling for an individual that comes from his
assessment of work. There are 9 aspects of job satisfaction according to Spector (1997),
namely: 1) Salary, this aspect measures satisfaction with the salary received, both net
monthly salary and social security. 2) Promotion, measuring the extent to which
satisfaction with promotion policies such as promotion issues and positions,
opportunities for advancement, and so on. 3) Supervision, measuring job satisfaction
with superiors. Therelationship between subordinates and superiors, work regulations,
work supervision, and work quality. 4) Additional allowances, measures the extent to
which individuals are satisfied with additional allowances received. 5) Award,
measures the extent to which the individual is satisfied with the award given to him for
his work. 6) Work procedures and regulations, measuring satisfaction related to
procedures and regulations at work, such as bureaucracy and workload. 7) Colleagues,
shows the extentto which individuals feel satisfied with relationships with colleagues,
such as harmonious and familial relationships. 8) The work itself, this aspect includes
satisfaction with the assigned task, interest and concentration on work, working
conditions and environment, and other things related to work. 9) Communication,
measuring the level of satisfaction with communication that takes place in their work,
with fluent communication, employees can understand their duties and obligations.

Herzberg (1975) developed a two-factor theory, namely there are hygiene factors
and motivating factors that can influence the level of individual job satisfaction.
Hygiene factors are factors related to an individual's basic biological needs, such as
salary, working conditions, job security, and so on. Motivators are factors related to
individual needs in achieving and experiencing psychological growth for work, such as
recognition of achievement, empowerment, promotion, and so on (Herzberg, 1975;
Marzuki, Permadi, & Suryo, 2012; Hee, et al. 2018). Psychological growth can be done
by giving a form of more responsibility to members of the organization and flexibility
in their own work, so that they will feel more meaningful in the organization.
Psychological empowerment has a motivational nature and requires organizational
confidence in its members (Gunawan & Viyanita, 2012).

2.2 Psychological Empowerment
Psychological empowerment is an understanding of the motivational process
thatcan express oneself and foster intrinsic motivation to work (Conger & Kanungo,
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1988;Spreitzer, 1995; Thomas & Velthouse, 1990; Dust, Resick, & Mawritz, 2014).
According to Short, Greer, and Melvin, (1994); Lishchinsky and Tsemach, (2014)
psychological empowerment in the sphere of education is a process of developing
competencies so that organizational members can grow and be able to solve their
personal problems. Boudrias, Morin, and Lajoie (2014) added that
psychologicalempowerment is an active motivational process related to work roles
and feelings when controlling work. Individuals who get psychological
empowerment are able to determine ways to solve problems increase competence
and innovate highly.

According to Spreitzer (1995) psychological empowerment is an increase in
intrinsic motivation which is manifested in four cognitions that reflect the orientation
of the individual in his work role which consists of: 1) Meaning, is the conformity
between the value of the goals at work with the standards of the individual himself,
these standards can be in the form of job roles, beliefs, individual behavior, and values
that make work more meaningful. 2) Competence, is the belief that an individual has
in his abilities and skills in completing all activities more optimally. 3) Self
determination, is self-confidence in starting or managing the work, such as making
decisions on working methods, effective steps, and efforts. 4) Impact is the extent to
which individual behavior can influence the work environment, such as strategic,
administrative, or results on organizational performance. Together, these four things
can reflect the orientation of individuals who are active in carrying out their roles and
have the desire and ability to shape their own roles and work contexts.

3 Method

This study uses a quantitative method that aims to test the theories on variables
by focusing on numbers which are then analyzed through statistical methods (Azwar,
2009). This study uses a research design in explaining the relationship to the variable
psychological empowerment and job satisfaction. The purpose of this study was to
determine the amount of variation given by one variable to other variables in
accordance with the correlation coefficient value (Azwar, 2009), so this research uses
a form of correlational research.

This research is a population study, because the population used is small so that
all members of the population will be appointed as research subjects. The population
chosen was the teachers at one of the private high schools totaling 56 teachers. Taking
this subject consists of men and women with a minimum education level of S1.

The data collection tool used an instrument in the form of a psychological
empowerment scale and a job satisfaction scale made by the researcher according to
the conditions of the research subject. The data analysis technique uses the product
moment correlation test, which aims to show the relationship between the two
variables. The requirements for using the product moment correlation test, namely the
data must meet the assumption test. The assumption test is the normality test and
linearity test. Testing of data is assisted by the SPSS version 25.0 for Windows
program.

4. Result and Discussion
The results obtained in this study are displayed using descriptive statistical testing,
as follows:
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Table 1. Description Test

N Min Max Mean Std. Deviation
Psychological
Empowerment 56 75 115 93.92 9.05
Job Satisfaction 56 92 141 113.76 12.08

The table shown in the descriptive test shows the subject of 56 teachers, the
psychological empowerment variable obtains an average score of 93.92, with thehighest
scores being 115 and 75 as the lowest scores. The average value obtainedby the job
satisfaction variable is 113.76, with the highest scores being 141 and 92as the lowest scores.
The standard deviation value obtained is 9.05 for thepsychological empowerment variable,
and 12.08 for the job satisfaction variable.The standard deviation value indicates that the data
is more varied.

The results obtained after testing the hypothesis or correlation to the variable
psychological empowerment and job satisfaction using the product moment test are as

follows:
Table 2. Product Moment Correlation Test
Psychological . .
Empowerment Job Satisfaction
psvcholoaical Pearson Correlation 1 .540**
sychological = —gj0 ™5 tailed) 1000
Empowerment N 3 56
b Pearson Correlation 540** 1
éo o Sig. (2-tailed) 1000
atisfaction N 6 6

Testing using the product-moment was carried out on 56 teachers who obtained a
significance level of correlation between the variables studied, namely
0.000 (Sig <0.05). Based on the correlation test results using the product-momenttest, it
was also found that the correlation coefficient value on the psychological empowerment
variable with the job satisfaction variable was 0.540. The correlation coefficient value
is classified into the medium category because it is not yet close to 1.00.

The correlation coefficient value found was not a negative sign, so it can besaid
that the relationship between variables is unidirectional and positive. This may imply
that the higher the psychological empowerment of organizational members, the higher
the level of job satisfaction they have, and vice versa. Basedon the results that have been
found, it can be said that there is a relationship between psychological empowerment
and job satisfaction where organizational members who have been competently
empowered by adjusting their abilities willassume that their work has a certain impact
or meaning in their lives so that it hasa direct effect on increasing satisfaction. work.

The results of this study are in line with the research conducted by Abdullahet al
(2015) entitled "Psychological empowerment, job satisfaction andcommitment among
Malaysian secondary school teachers”, with the aim of identifying the effect of
psychological empowerment on job satisfaction and organizational commitment of
teachers in Malaysia. The results obtained findingsthat job satisfaction and commitment
of teachers are influenced by psychologicalempowerment. The dimensions of self-
determination and the dimensions of Impact on the psychological empowerment
variable are the most significant influences on job satisfaction, while the dimensions of
meaning and the dimensions of competence significantly influence commitment.

Based on the findings of this study, the teachers felt that they had been
appreciated and received support from the school for the tasks that had been carried out.
Teachers also feel that their work is not regulated in such a way by the school so that
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teachers can find and carry out their work according to their competencies. Schools are
also sufficient in teaching facilities and provide rightsaccording to performance. This
raises a feeling of satisfaction for teachers at work,because the school pays attention to
the needs of its organizational members.

Nowadays being a teacher is not an easy job. A teacher is required to meet school
expectations, community needs, and prepare competent students. One waythat can be
done to prepare teachers to face these challenges is to provide opportunities to actively
communicate between teachers to support and care for each other (Tschannen-Moran
& Hoy, 2001). When the teacher has been able to build good interpersonal relationships,
then the teacher needs job satisfaction in order to be able to carry out such heavy tasks
with gusto.

Job satisfaction is an attitude that comes from an individual's assessment ofthe job
and aspects of the job. When the individual has been able to provide a positive
assessment of his work, it will cause a feeling of pleasure at work. The job satisfaction
of teachers will have various impacts on the quality of education (Cerit, 2009). Aldridge
and Fraser (2015) say that teacher job satisfaction is related to various elements, namely
performance, teacher fatigue, enthusiasm, teacher retention, teacher commitment,
teacher attitudes when teaching, and the efforts created when dealing with student
problems. These elements must be ableto be managed properly, in order to form capable
and professional teachers.

Herzberg (1975) developed a two-factor theory, namely that there arehygiene
factors which cover the basic biological needs of the individual, and motivating factors
which include individual psychological growth. (Herzberg, 1975; Marzuki, Permadi, &
Suryo, 2012; Hee, et al, 2018). Psychological growthis related to giving responsibility
and flexibility to members of the organization so that they feel more meaningful in the
organization. This is related to psychological empowerment which has a motivational
nature and requires organizational confidence in its members (Gunawan & Viyanita,
2012).

The results of this study are also in line with research by Al-Ababneh, et al (2017)
which found that job satisfaction is influenced by empowerment factors, this
empowerment is in the form of structural empowerment and psychological
empowerment. Structural empowerment is related to the level of trust of organizational
members in the organization. Meanwhile, psychological empowerment is related to the
perception of organizational members on their rolein the organization.

Psychological empowerment is an individual's understanding of a process of
motivation and competency development so that individuals are able to express
themselves and make choices when working or in solving problems. The existenceof
psychological empowerment can provide great benefits for individuals and
organizations. Empowered individuals will be more concerned with and appreciate their
work so that they will contribute more while working, increase organizational
productivity, and achieve organizational goals (Koberg, et al, 1999; Spreitzer, 1995;
Abdullah, et al, 2015).

Psychological empowerment can also be conceptualized as giving freedom to
organizational members in making decisions regarding how they complete theirtasks
(Ford & Fottler, 1995; Khany & Tazik, 2015). Providing psychological empowerment
for teachers will increase their motivation at work, a feeling that their work is
meaningful, and a commitment to school that they will maintain thegood name of the
school (Dee, et al, 2003).

Analysis of the R-Square obtained in this study amounted to 0.291. This shows
that 29.1% of the psychological empowerment variable has a contributionto job
satisfaction. As much as 70.9% of job satisfaction variables are caused by other
variables that are not researched.
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4 Conclution

The conclusion that can be drawn from this research is that there is a positive

relationship between psychological empowerment variables and job satisfaction
variables. This shows that the higher the psychological empowerment of
organizational members, the higher the level of job satisfaction. On the contrary,
the lower the psychological empowerment of organizational members, the lower
the level of job satisfaction.
This research is expected to be able to provide information to the school if it wants
to increase or maintain the job satisfaction felt by its members, then schools need
to pay attention to the factors that can affect the level of job satisfaction, especially
psychological empowerment.

This study has limitations on the use of the number of subjects that are
deemed too small and only conducted in one high school. This research also only
focuses on one factor that can affect the level of job satisfaction, so it is necessary
to expand the point of view related to other things that can affect the level of job
satisfaction of organizational members.

References

[1] Al-Ababneh MA, Al-Sabi S, Al-Shakhsheer F, Masdeh M. The influence of employee empowerment
on employee job satisfaction in five-star hotels in Jordan. International business research. 2017;
10(3): 133-147.

[2] Aldridge JM, Fraser BJ. Teachers’ views of their school climate and its relationship with teacher self-
efficacy and job satisfaction. Learning environ res. 2015; 19(2): 291-307.

[8] Azwar S. Metode penelitian. Yogyakarta: Pustaka Pelajar; 2009.

[4] Barkotic D. Relationship between job satisfaction and organizational performance. Economic
research. 2016; 29(1): 118-130.

[5] Boudrias JS, Morin AJS, Lajoie D. Directionality of the associations between psychological
empowerment and behavioural involvement: A longitudinal autoregressive cross-lagge analysis.
Journal of occupational and organizational psychology. 2014; 87(3): 437-463.

[6] Buyukgoze-Kavas A, Duffy RD, Guneri OY, Autin KL. Job satisfaction among Turkish teachers:
Exploring differences by school level. 2013; 22(2): 261-273.

[7] Cerit Y. The effect of servant leadership behaviors of school principals on teachers’ job satisfaction.
Educational management administration & leadership. 2009; 37(5): 600-623

[8] Conger JA, Kanungo RN. The empowerment proccess: Integrating theory and practice. Academy of
management review. 1988; 18(8): 471-482.

[9] Dee JR, Henkin AB, Duemer L. Structural antecedents and psychological correlates of teacher
empwerment. Journal of educational administration. 2003; 41(3): 257-277.

[10] Dewettinck K, Ameijde KV. Linking leadership empowerment behaviour to employee attitudes and
behavioural intentions: Testing the mediating role of psychological empowerment. Emerald group
personnel review. 2011; 40(3): 284-305.

[11] Duffy RD, Lent RW. Test of social cognitive model of work satisfaction in teachers. Journal of
vocational behavior. 2009; 75(2): 212-223.

[12] Dust SB, Resick CJ, Mawritz MB. Transformational leadership, psychological empowerment, and
the moderating role of mechanistic-organic context. Journal of organizational behavior. 2014; 35(3):
413-433.

[13] Ford RC, Fottler MD. Empowerment: A matter of degree. Academy of management executive. 1995;
9(3): 21-29.

[14] George E, Zakkariya KA. Psychological empowerment and job satisfaction in the banking sector.
Switzerland: Springer Nature; 2018.

[15] Ginnodo B. The power of empowerment. Illionis: Pride Publications, Inc; 1997.

[16] Gunawan AW, Viyanita O. Pemberdayaan psikologi: Hubungannya dengan kepuasan kerja dan
komitmen afektif. Media riset bisnis & manajemen. 2012; 12(1): 1-17.

[17] Hee OC, Yan LH, Rizal AM, Kowang TO, Fei GC. Factors influencing employee job satisfaction:
A conceptual analysis. 2018; 8(6): 331-340.

[18] Herzberg F. Work and the nature of man. New York: Crowell; 1975

[19] Hoboubi N, Choobineh A, Ghanavati FK, Keshavarzi S, Hosseini AA. The impact of job stress and
job satisfaction on workforce productivity in an Iranian Petrechemical Industry. Safety and health
work. 2017; 8(1): 67-71.

[20] Kanter RM. Frontiers for strategic human resource planning and management. Human resource
management. 1983; 22(1): 9-12.

ISSN 2774-3918 (online), https://ksshr kresnanusantara.co.id. Published by Kresna Nusantara
Copyright © Author(s). This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY).
To view a copy of this license, visit https://creativecommons.org/licenses/by/4.0/.

7/8



Kresna Social Science and Humanities Research
Proceedings of the International Conference On Ummah:
Digital Innovation, Humanities And Economy (ICU: DIHEc) 2020
https://doi.org/1030874/ksshr.79

[21] Khani R, Tazik K. On the relationship between psychological empowerment, trust, and Iranian EFL
teacher’s job satisfaction: The case of secondary school teachers. Journal of career assessment. 2015;
24(1): 1-18.

[22] Koberg CS, Boss RW, Senjem JC, Goodman EA. Antecedents and outcomes of empowerment
empirical evidence from the Health Care Industry. Group & organizational management. 1999;
24(1): 71-91.

[23] Lishchinsky OS, Tsemach S. Psychological empowerment as a mediator between teacher’s
perceptions of authentic leadership and their withdrawal and citizenship behaviors. Educational
administration quarterly. 2014; 50(4): 675-712.

[24] Locke EA. What is job satisfaction?. Organizational behavior and human performance. 1969; 4(4):
309-336.

[25] Locke EA. The nature and cause of job satisfaction. 1st ed. Handbook of industrial and organizational
psychology. Chicago: Rand McNally; 1976.

[26] Marzuki PF, Permadi H, Sunaryo I. Factors affecting job satisfaction of workers in Indonesia
construction companies. Journal of civil engineering and management. 2012; 18(3): 299-309.

[27] Metle MK, Alali AA. Gender disparity and its impact on job satisfaction: A comparative filed study.
Budiness studies journal. 2018; 10(1): 1-8.

[28] Rabbins SP, Judge TA. Organizational behavior. 14th ed. Essex: Pearson; 2011.

[29] Schiemann WA. Alignment capability engagement. Jakarta: PPM Manajemen; 2011.

[30] Short PM, Greer JT, Melvin WM. Creating empowered schools: Lessons in change. Journal of
educational research. 1994; 32(4): 50-58.

[31] Siebert SE, Wang G, Coutright SH. Antecedents and consequences of psychological and team
empowerment in organizations: A meta-analytic review. Journal of applied psychologi. 2011; 96(5):
981-1003.

[32] Spector PE. Job satisfaction: Application, assessment, cause and consequences. California: Sage
Publications Inc; 1997.

[33] Spreitzer GM. Psychological empowerment in the work place: Dimensions, measurement and
validation. Academic of management journal. 1995; 38(5):1442-1465.

[34] Tanjeen E. A study on factors affecting job satisfaction of telecommunication industries in
Bangladesh. Journal of business and management. 2013; 8(6): 80-86.

[35] Tetik N. The effect of psychology empowerment on job satisfaction and job performance of tourist
guides. International journal of academy research in business and social sciences. 2016; 6(2): 221-
230.

[36] Thomas KW, Velthouse BA. Cognitive elements of empowerment: An “interpretive” model
instrinsic task motivation. Academy of management review. 1990; 15(4): 666-681.

[37] Tschannen-Moran M, Hoy W. Trust in school: Acomceptual and empirical analysis. Journal of
educational administration. 1998; 36(3): 334-352

ISSN 2774-3918 (online), https://ksshr kresnanusantara.co.id. Published by Kresna Nusantara
Copyright © Author(s). This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY).
To view a copy of this license, visit https://creativecommons.org/licenses/by/4.0/.

8/8



