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Abstract: This study aims to see the relationship between empowerment and job 

satisfaction on employee performance in Majalengka Regency. This research uses a 

quantitative approach, with survey methods and path analysis techniques. The sample in 

this study were employees in the Majalengka environment with a sample size of 80 

employees. The data collection technique in this research is by using a questionnaire 

containing several lists of statements. The results showed that (1) employee performance 

was directly affected by empowerment. Increased empowerment would result in an 

increase in performance of 3.2%. (2) Increased job satisfaction will result in an increase 

in employee performance by 19%. (3) job satisfaction is directly affected by 

empowerment, increasing empowerment will result in an increase in satisfaction by 12%. 
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1. Introduction 

Performance or work performance is the level of success of a person in carrying out and 

completing a job. This level of success is called the level of performance or level of 

performance. Employees who have a sufficient level of job satisfaction in the company have 

an important role in achieving company goals. Through employee job satisfaction, they can It 

is known how employees respond to various company programs or plans, which then becomes 

very valuable feedback from the company. Performance or work performance is the level of 

success of a person in carrying out and completing a job. This level of success is called the 

level of performance or performance level. Employees who have a high level of performance 

are employees with high work productivity, and vice versa, employees who have a 

performance level that does not comply with the standards set, the employee is said to be an 

unproductive employee. 

In improving employee performance so that it is better in a company, things that can 

improve the performance of an employee are needed, one of which is employee 

empowerment. Because employee empowerment is an effort to encourage and enable 

individuals to take personal responsibility for their efforts to improve the way they carry out 

their jobs and connect to the achievement of organizational goals. Therefore, companies often 

take the way to improve employee performance, motivation, commitment, and employee 

productivity through employee empowerment. 

Several studies related to empowerment and satisfaction with performance have been 

conducted by researchers in Indonesia. However, some conclusions from the research results 
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still have several factors that need to be addressed in several sectors. Hazizma [1] conducted 

research on the effect of employee empowerment, self-efficacy. and employee involvement in 

job satisfaction and employee performance. Furthermore, Bariya Samiun, Herman 

Sjaharuddin, and Suseno H. Purnomo [2] examined the effect of empowerment on employee 

job satisfaction. Dita Cucu Kartika, Ma'ruf Akbar, and Rugaiyah [3] the influence of 

empowerment and job satisfaction on lecturer performance at Majalengka University, West 

Java. Efendy Rasji and Diana R. S. Maramis [4] examined the effect of empowerment and job 

satisfaction in improving employee performance in Manado State Polytechnic. Handi Brata 

examines the effect of job certainty on job satisfaction mediated by psychological 

empowerment: the case of university civil servants in West Kalimantan [5]. 

Employees who have a sufficient level of job satisfaction within the company have an 

important role in achieving company goals. Through employee job satisfaction, it can be seen 

how employees respond to various company programs or plans, which then becomes very 

valuable feedback from the company by Kartika and Kihatu [6]. According to Kreitner and 

Kinicki in Wibowo factors that correlate with employee job satisfaction must be considered 

because they can be positive and negative [7]. The variables that have a relationship with job 

satisfaction include motivation, job involvement, organizational citizenship behavior (OCB), 

absenteeism, employee turnover, feelings of stress, work performance, organizational 

commitment, and life satisfaction. Job satisfaction is very influential in determining whether to 

stay or leave their job, if organizations are not satisfied with their work, they tend to leave the 

organization, and vice versa [8]. Herzberg in Hartono suggests that employees in carrying out 

their work are influenced by psychological need factors related to appreciation for their work 

and are a source of satisfaction [9]. 

Several studies related to empowerment and satisfaction with performance have been 

carried out. Among them are Kadek Sri Widayanti and Ni Ketut Sariyathi that employee 

empowerment has a positive effect on organizational commitment. These results mean that 

managers who have empowered employees, then employee commitment to the company will 

be high. Conversely, if the empowerment of employees has not been fully carried out by the 

manager, the employee's commitment to the company will be lower [10]. The results of this 

test are supported by previous research conducted by Ismail et al.[11], Kuo et al.[11], 

Parameswari and Rahyuda [12] and Jafari et al. which proves that there is a positive and 

significant influence on employee empowerment variables on organizational commitment 

[13]. Based on the previous researchers above, researchers are interested in researching 

empowerment and satisfaction with the performance of employees of the sub-district office in 

the Majalengka Regency environment. 

 

2. Methodology 

This study uses a quantitative approach, with survey methods and path analysis 

techniques. The variables in the path analysis technique consist of two types, namely 

endogenous variables (dependent variables) and exogenous variables (independent variables). 

In this study, the variables to be studied are empowerment, job satisfaction, and employee 

performance. The endogenous variables in this study are employee performance and 

exogenous variables in this study are empowerment and job satisfaction. The constellation 

model is as follows: 
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Note: 

X1: Empowerment (exogenous variable) X2: Job Satisfaction (exogenous variable) 

X3: Employee performance (endogenous variables) 

3. Results and Discussion 

Based on the results of calculations for the regression equation modeling between team 

effectiveness and cohesiveness in the attachment, the regression constant a = 71.25, and the 

regression coefficient b = 0.302 is obtained. Thus the relationship to the simple regression 

equation model is  X̂ 3 = 71.25 + 0.302X1. Before the regression equation model is further 

analyzed and used in concluding, first the regression equation is tested for significance and 

linearity. It is known that the results of the regression equation significance test obtained 

Fcount = 0.130 which is smaller than Ftable 1.71 at α = 0.05. Because Fcount <Ftable, the 

regression equation is not significant. For the linearity test, it is obtained that Fcount = 14.171 is 

smaller than Ftable = 1.701. Because Fcount> Ftable, the estimated distribution of points 

forming a linear line is acceptable. Furthermore, the researcher calculated the significance and 

linearity test of the Employee Performance Regression Coefficient (X3) on Satisfaction (X2). 

From the data calculated for the regression equation modeling between team effectiveness and 

communication in the attachment, it is obtained a regression constant a  X̂ 3 = 77.959 and a 

regression coefficient b = 0.19. Thus the relationship to the simple regression equation model is  

X̂ 3 = 77.959+ 0.19X2. Before the regression equation model is further analyzed for use in 

concluding, first the regression equation is tested for significance and linearity. It can be 

understood that, the regression equation  X̂ 3 = 77,959 + 0,19X2, for the significance test, it is 

obtained that Fcount = -1,23663E-06 is greater than Ftable 1.701 at α = 0.05. Because Fcount> 

Ftable, the regression equation is very significant. For the linearity test obtained Fcount of -

2703804.744 smaller than Ftable 1.701 at α = 0.05. Because Fcount <Ftable, the estimated 

distribution of points forming a linear line is acceptable. 

Next, the researcher calculated the significance and linearity test of the empowerment 

regression coefficient on job satisfaction. From the calculated data for the compilation of the 

regression equation model between trust and communication in the attachment, it is obtained 

the regression constant a = 83.55 and the regression coefficient b = 0.12. Thus the relationship 
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to the simple regression equation model is  X̂ 
2 = 83.555 + 0.12 X1. Before the regression 

equation model is further analyzed and used in concluding, first the regression equation is 

tested for significance and linearity. The regression equation X̂ 
2 = 83.555 + 0.12 X1, for the 

significance test obtained Fcount = 5.30582097 is greater than Ftable 1.701 at α = 0.05. 

Because Fcount> Ftable, the regression equation is very significant. For the linearity test, it 

was obtained that Fcount = - 1.28336643 was smaller than Ftable = 1.701 at α = 0.05. Because 

Fcount <Ftable, the estimated distribution of points forming a linear line is acceptable. 

Furthermore, from the calculation of the path analysis, the direct effect of cohesiveness on 

team effectiveness, the path coefficient value is 0.003 where the tcount coefficient value is 

9.641. The ttable coefficient value for α = 0.05 is 1.67. Because the value of the t-count 

coefficient is greater than the t-table value, empowerment has a direct effect on employee 

performance. Based on the explanation above, it can be understood that empowerment has a 

positive direct effect on employee performance, thus it can be concluded that employee 

performance is directly influenced positively by empowerment. Increased empowerment will 

increase the performance of 3.2%. From the results of the calculation of path analysis, the 

direct effect of trust on team effectiveness, the path coefficient value of 0.381, and the 

coefficient value of tcount of 0.776 while the coefficient value for α = 0.05, thus satisfaction 

has no direct effect on employee performance can be accepted. 

Furthermore, the results show that satisfaction does not directly affect performance. Based 

on these findings it can be concluded that employee performance is not influenced by 

satisfaction. Increased satisfaction results in an increase in the effectiveness of the 

performance team by 19%. From the calculation of path analysis, the direct effect of 

cohesiveness on communication, the path coefficient value is 0.24 where the tcount coefficient 

value is 5.306. The coefficient value of t table for α = 0.05. It can be understood that 

empowerment has a direct effect on acceptable satisfaction. Next, the results of the study 

provide the findings that empowerment has a positive direct effect on satisfaction. Thus it can 

be concluded that satisfaction is directly influenced positively by empowerment. Increased 

empowerment will result in an increase in satisfaction by 12%. 

4. Conclusion 

Based on the results of the research and discussion described above, it can be concluded that 

(1) employee performance is directly affected by empowerment. (2) Increased job satisfaction 

will increase employee performance 3) Job satisfaction is directly affected by empowerment. 

 

References 

 

[1] Hazizma, L.S. (2013) Pengaruh Pemberdayaan Karyawan, Kemahiran Diri dan 

Keterlibatan Karyawan Terhadap Kepuasan Kerja dan Kinerja Karyawan (Studi pada 

Karyawan Politeknik Negeri Sriwjaya). Jurnal Manajemen dan Bisnis Sriwijaya 

Vol.11 No.3 September 2013. Hal. 233-244 

[2] Bariya Samiun, Herman Sjaharuddin, dan Suseno H. Purnomo (2017) Pengaruh 

Pemberdayaan Terhadap Kepuasan Kerja Karyawan. Jurnal Organisasi Dan 

Manajemen Issue 2 (Oktober, 2017). Hal. 47-61. 

Procedia of Social Sciences and Humanities
Proceding of the International Conference on Intellectuals’ Global Responsibility 2020 (ICIGR):

Science for Handling the Effects of Covid-19, Facing the New Normal, and Improving Public Welfare

ISSN 2722-0672 (online), https://pssh.umsida.ac.id. Published by Universitas Muhammadiyah Sidoarjo
Copyright (c) 2021 Author (s). This is an open-access article distributed under the terms of Creative Commons Attribution License (CC BY).

To view a copy of this license, visit https://creativecommons.org/licenses/by/4.0/.

196/332



[3] Dita Cucu Kartika, Ma’ruf Akbar, dan Rugaiyah (2018) Pengaruh Pemberdayaan dan 

Kepuasan Kerja Terhadap Kinerja Dosen di Universitas Majalengka Jawa Barat. 

Jurnal SAP Vol. 2 No. 3 April 2018. Hal. 207-214. 

[4] Efendy Rasji dan Diana R. S. Maramis (2017) Pengaruh Pemberdayaan dan 

Kepuasan Kerja dalam Meningkatkan Kinerja Pegawai di Lingkungan Politeknik 

Negeri Manado. Prosiding Sentrinov Tahun 2017 Volume 3 – ISSN: 2477 – 2097 . 

Hal. EB-72-EB-83 

[5] Handi Brata (2017) meneliti tentang pengaruh kepastian tugas terhadap kepuasan 

kerja yang dimediasi oleh pemberdayaan psikologis: kasus pegawai negeri sipil 

universitas di Kalimantan Barat. Prosiding Seminar Nasional Penerapan Ilmu 

Pengetahuan dan Teknologi 2017. Universitas Tanjungpura Pontianak 23-24 Mei 

2017.Hal 1-11. 

[6] Kartika Endo Wijaya ,Thomas S. Kihatu. 2010. Analisis Pengaruh Motivasi Kerja 

terhadap Kepuasan Kerja (Studi Kasus Pada Karyawan Restoran di Pakuwon Food 

Festival Surabaya). Jurnal Manajemen dan kewirausahaan, 12(1), h: 100-112. 

[7] Wibowo. 2008. Pengaruh Jabatan, Pemberdayaan karyawan dan KonflikPeran 

Terhadap Kepuasan Kerja.Jurnal Riset Akuntansi Indonesia.Vol. 5, No. 3, Hal 341-

364. 

[8] Aydogdu Sinem, Baris Asikgil. 2011. An Empirical Study of the Relationship 

Among Job Satisfaction, Organizational Commitment and Turnover Intention. 

Journal Internasional Review of Management and Marketing, 1(3), pp: 43-53 

[9] Hartono Brian dan Roy Setiawan.2013. Pengaruh Komitmen Organisasioanl 

Terhadap Kepuasan Kerja Karyawan Paparons Pizza City of Tomorrow. Jurnal. 1(1), 

h: 1-8. 

[10] Kadek Sri Widayanti dan Ni Ketut Sariyathi (2016) Pengaruh Kepuasan Kerja, 

Pemberdayaan Karyawan, Dan Stres Kerja Terhadap Komitmen Organisasi Pada CV. 

Akar Daya Mandiri. E-Jurnal Manajemen Unud, Vol. 5, No. 11, 2016: Hal 7022-

7049. 

[11] Ismail, Azman, Hasan Al-BannaMohamed, Ahmad Zaidi Sulaiman, MohdHamran 

Mohamad dan Munirah HanimYusuf. 2011. An Empirical Studyof the Relationship 

between Transformational Leadership, Empowermentand Organizational 

Commitment. Business and Economics ResearchJournal. Vol. 2. No. 1. Hal. 89-107. 

[12] Parameswari, Anak Agung Anggita dan Agoes Ganesha Rahyuda. (2014) 

PengaruhPemberdayaan Karyawan terhadap Persepsi Keadilan Organisasi 

danKomitmen Organisasi (Studi Kasus pada Badan Lingkungan Hidup 

(BLH)Kabupaten Gianyar, Bali). E-Jurnal Manajemen Universitas Udayana.Vol. 3. 

No. 12. Hal. 3781- 3800. 

[13] Jafari, Vorya, Mohamad Ali Moradi dan Mohamad Ahanchi. 2013.AnExamination of 

the Relationship between Empowerment andOrganizational Commitment (Case 

Study Kurdistan Province ElectricStaff). Interdisciplinary Journal of Contemporary 

Research inBusinessVol. 4. No. 12. Hal. 860-868. 

Procedia of Social Sciences and Humanities
Proceding of the International Conference on Intellectuals’ Global Responsibility 2020 (ICIGR):

Science for Handling the Effects of Covid-19, Facing the New Normal, and Improving Public Welfare

ISSN 2722-0672 (online), https://pssh.umsida.ac.id. Published by Universitas Muhammadiyah Sidoarjo
Copyright (c) 2021 Author (s). This is an open-access article distributed under the terms of Creative Commons Attribution License (CC BY).

To view a copy of this license, visit https://creativecommons.org/licenses/by/4.0/.

197/332


	41-Article Text-107-1-11-20210118.pdf (p.193-197)

