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Abstract:  This study aimed to analyze influence of psychological empowerment, effort and 

satisfaction on  performance. In addition, this study also aims to analyze the 

influence of mediating variables of satisfaction relationship between 

psychological empowerment and effort on performance. Population and samples 

taken from doormat maker who are members of the UD. Anugrah 2017 for about 

700 people . Samples taken from 106 maker/supplier.. Data collection’s methods 

used by questionnaires. The analytic technique used is regression analysis with 

Path Analysis. The results showed that : 1). Psychological empowerment effect 

positive and significant satisfaction. 2). Effort have an possitive effect and 

significant satisfaction. 3). satisfaction have an possitive effect and significant 

on performance. 4). Psychological empowerment have an positive effect and 

significant on performance. 5). Effort have an positive effect and significant on 

performance.  

 

Keyword  : Psychological Empowerment, Effort, Satisfaction, Performance 

 

 

1. Introduction 

Individual employee is the main factor to define the successful of organization. How the good 

employees doing their work will influence significantly to productivity and organizational 

performance. There have 3 main factor that influencing how the individual on work. These 

factors are the ability of individuals to do work, the level of effort devoted, and organizational 

support (Silalahi, 2013). 

Human resources is the important factor in organizational, more over in global century 

which is full of competitive challenging. Human resources saying the employee as the crucial 

resources and need to have special attention because they are the main factor to achieve 

organizational goals. 

Performance is the result of the work that employee achieved by doing and finish the work 

which is charged to him. (Sunyoto, 2012). Employee performance influenced by various 

characteristic of personal or individual. In the era of globalization and competitive, organization 

need employees with the high good performance. In the same time, employee need the impact of 

their performance for future main action, so, appraisal should be illustrated of employee 

performance. 

Performance is a real behavior displayed by each employee as a work performance 

generated in accordance with its role in the company (Rivai and Sagala, 2013). The success of an 

organization to achieve goals and objectives is largely determined by the performance of 

managers and employee performance. Manager performance is a measure of how managers 

effectively carry out tasks and efficiently use resources to achieve organizational goals through 
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the implementation of management functions. There are three main factors that affect how 

individuals work. These factors are the ability of individuals to do work, the level of effort 

devoted, and organizational support (Silalahi, 2013). 

Many factors can affect performance. According to Christen, et all (2006), Djamaludin 

(2009), Ajzen (2011), Koesmono (2011), Nugroho (2011), Puspokusumo and Cathhleen (2011), 

Rahmasari (2011), Rohman, et al (2012) and Taurisa and 2011 Ratnawati (2012), factors that can 

affect performance are psychological empowerment, effort and organizational satisfaction. 

In this study there was a gap between the results of previous studies, so this study intends 

to discuss previous research. The object of this research is UD. Anugrah which is a handicraft 

business from garment’s scrap in Desa Wonoyoso, Pringapus District, Semarang Regency. UD. 

Anugrah is one of the home industry of making doormats and has 700 maker / supplier. Supplier 

are expected to be able to supply more doormats, but not all of these supllier are active in making 

mat, because several supplier take indisciplinary actions, if not supply the mat in the same 

quantity should be, so this has an impact decrease during the period January - June 2017 

 

2. Theoretical Review 

2.1 Psychological Empowerment 

Psychological empowerment is a motivational action for employees to do work as effectively as 

possible (Gunawan, 2012). Empowerment is putting workers accountable for what they do. 

Thus, managers learn to stop controlling and workers learn together how to be responsible for 

their work and make appropriate decisions (Pratiwi, 2012). Empowerment is an employee 

engagement that really matters. Psychological empowerment is the authority to make decisions 

in a certain area of operations without having to get the approval of others (Pratiwi, 2012). 

Empowering people can be done by moving them from positions that usually only do what 

is told, into positions that provide opportunities for more responsibility (Fitriah and Sudibya, 

2015). Employee empowerment can make employees fully responsible for what they do, this 

makes managers forced to learn to release the control, while employees are forced to learn to be 

responsible for their work and make the right decisions. 

Empowerment is based on social exchange theory, so this literature interprets power as a 

function of the dependence and independence of the actors (Gunawan, 2012). The relative power 

that an actor has over other actors is a product of the amount of dependence that one has on the 

other. In the motivational sense, power is an intrinsic need from within an individual to have 

freedom of decision making, or an intrinsic need to feel confident in self-efficacy. 

 

2.2 Effort  
Effort is an effort made by someone to reach the target (Puspokusumo and Cathleen, 2011). In 

expectation theory says an employee is motivated to carry out a high level of effort if he believes 

the effort will lead to a good performance appraisal. 

Human resources are the most important factor in an organization because they are the 

driving factors of the organization's wheels, for this reason an adequate capability is required 

especially for the employees implementing a policy program. The abilities that a person has are 

obtained from education, training, and work experience. Highly educated people have different 

abilities from people with less education, people who have never attended training, and people 

who have no experience. If an employee has high ability in work, he has more confidence so that 

it is possible to show different performance from employees with lower ability. 

 



International Journal of Economics, Business and Accounting Research (IJEBAR)  

Peer Reviewed – International Journal 

Vol-4, Issue-1, 2020 (IJEBAR) 

E-ISSN: 2614-1280 P-ISSN 2622-4771 

https://jurnal.stie-aas.ac.id/index.php/IJEBAR 

 

International Journal of Economics, Business and Accounting Research (IJEBAR)                   Page 113 
 

2.3 Satisfaction 

Job satisfaction expressed by Luthans (1998) is a positive and pleasant emotional stage of a 

person resulting from the assessment of a job or work experience. The five models of job 

satisfaction, proposed by Kreitner & Kinichi (2005) are; First, the fulfillment of needs, this 

model explains that satisfaction is determined by the characteristics of a job that allows 

someone to meet their needs. Secondly, there is a mismatch, this model explains that 

satisfaction is the result of fulfilled expectations. Thirdly, the achievement of value, this 

model explains that satisfaction comes from the perception that a job makes it possible to 

fulfill the important work values of individuals. Fourth equation, this model of satisfaction 

is a function of how an individual is treated in the workplace. The fifth character / genetic, 

this model tries to explain some people are satisfied with certain work situations and 

conditions, 

Celluci and De Vries (1978) in Fuad Mas'ud (2004) formulate indicators of job satisfaction 

in 5 indicators as follows: 

1. Satisfaction with salary 

2. Satisfaction with promotion 

3. Satisfaction with coworkers 

4. Satisfaction with supervisors 

5. Satisfaction with the work itself 

Lund (2003) in his research showed that job satisfaction which is described in salary 

satisfaction, promotion, supervision and cooperation among workers has a very big influence on 

improving their performance, but it is highly influenced by a work culture that is conducive for 

workers to the organization. This will give an overview of their actions, reactions and decisions 

to their respective work situations. 

A person who is highly committed might see himself as a true member of a company, refer 

to the organization in personal terms, ignore the source of minor dissatisfaction, and see himself 

as a member of the organization. Conversely, someone who is less committed is more likely to 

see himself as an outsider, express more dissatisfaction about many things, and not see himself 

as a long-term member of the organization (Moorhead and Griffin, 2013). 

 

2.4 The performance 

Performance is the result of quality and quantity of work achieved by an employee in carrying 

out their duties in accordance with the responsibilities given to him (Mangkunegara, 2009). 

Another definition of performance is the output produced by the functions or indicators of a job 

or a profession within a certain time (Wirawan, 2009). According to Sutrisno (2012), 

performance is the result of work achieved by someone from his work behavior in carrying out 

work activities. Meanwhile, according to Bangun (2012), performance is the result of work 

achieved by employees based on job requirements. Also according to Silalahi (2013), 

performance is the level of achievement of individual work (employees) after trying or working 

hard or the end result of an activity. Another understanding of performance is the real behavior 

displayed by each employee as a work performance generated in accordance with its role in the 

company (Rivai and Sagala, 2013). 

Organizations are groups of people who work together in one structure to achieve common 

goals. There are two parties responsible for achieving organizational goals, objectives and 

targets, they are the managers and employees, both as individuals and as groups. The manager's 

job is to set goals and strategies as well as take direction, and coordinate to achieve them. 
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Managers build work teams that efficiently and effectively achieve organizational goals, 

objectives, and targets. While employees work according to directions and strategies so that 

goals and objectives are achieved (Silalahi, 2013). 

 

2.5 Framework 

Performance is a measure of how employees effectively carry out tasks and efficiently use 

resources to achieve organizational goals through the implementation of management functions. 

There are three main factors that affect how individuals work. These factors are the ability of 

individuals to do work, the level of effort devoted, and organizational support. 

Based on the theories that have been put forward and the results of previous studies, the 

influence of work discipline, career development and job satisfaction on employee performance 

can be made the following framework: 

 

 

Research Model Development 

 
 

 

 

2.6 Hypothesis 

H1: There is a positive and significant effect between psychological empowerment on 

satisfaction 

According to Cropanzano & Mitchel (2005), generally a reciprocal exchange 

relationship will be made when the leader pays attention to an employee, for example 

with the support given by the leader to his subordinates. Strong relationships ultimately 

lead to effective work behavior and positive employee attitudes as Commitments. Thus 

it can be said that Empowerment contributes a sense of effective commitment to the 

organization through a reciprocal process. 

H2: There is a positive and significant effect between effort on satisfaction 

The next element of work motivation according to George and Jones (2005) is the level 

of effort (level of effort). The level of effort is related to how hard a person tries to work 

according to the chosen behavior. Kartika's research results (2010) state that 267 work 

motivation which is characterized by a high level of effort can increase employee job 
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satisfaction. When an employee always strives to utilize time, work skillfully and 

creatively, make no mistakes at work, and always try to be serious and focused on work, 

then it is assumed that the employee has high job satisfaction 

H3: There is a positive and significant effect between satisfaction on performance 

From the research results, it is known that job satisfaction can have a direct influence on 

employee performance and can have an indirect effect on employee performance 

through organizational commitment. The results of the study indicate that organizational 

commitment is a significant intervening variable in the relationship between job 

satisfaction and performance. Organizational commitment can be a mediator between 

job satisfaction and performance, because the level of job satisfaction affects the level 

of commitment of organizational members to the organization and as a consequence, 

commitment brings to the efforts of organizational members at work and at their 

performance level (Zhang & Zheng, 2009). 

H4: There is a positive and significant effect between psychological empowerment on 

performance 

There are four dimensions of psychological empowerment variables, meaningfulness, 

competence, self-determination and impact Spreitzer (1999) concludes that these four 

dimensions are manifestations of psychological empowerment (p. 1444). the researcher 

wants to know the effect of psychological empowerment on performance and this is 

included in Hypothesis 4 

H5: There is a positive and significant effect between effort on performance 

According to Jackson, S. L. (2007). Effort (effort) is an effort issued by employees in 

carrying out their duties. Good business is influenced by good motivation and high 

morale. An employee must have a high effort towards his work so as to create a high 

performance. The effort expended by an employee is influenced by motivation, work 

ethics, attendance and task design. 

 

3. Research Method 

3.1 Definition of Variable Operations 

Variables and operational definitions of variables in this study are: 

A. Independent variable is the variable that is the cause / effect of the dependent variable / bound 

(Umar, 2013). The independent variables in this study consisted of: 

1. Psychological Empowerment (X1) 

Psychological Empowerment is measured through indicators (Gunawan, 2012): 

a. Work is very important 

b. Confident of ability to work 

c. Confidently carry out the task 

d. Mastering skills 

e. Can determine their own work 

f. Having freedom of work 

2. Effort (X2) 

Effort is measured through indicators (Puspokusumo and Cathleen, 201): 

a. Motivation 

b. Work Ethics 

c. Presence 

d. Task design 
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B. Intervening Variables are variables that affect the relationship between independent and 

dependent variables, but cannot be observed and measured (Umar, 2013). Intervening 

variables in this study are: 

 3. Satisfaction (Y1) 

C. Bound Variable, the variable whose value is influenced by the independent / independent 

variable (Umar, 2013). Independent variables in this study are: 

4. Performance (Y2) 

 

Performance is measured through indicators (Pratiwi, 2012): 

a. High morale 

b. Do a good job 

c. Can work with other employees 

d. Initiative and independent in working 

e. Comply with regulations 

f. Attention to work 

g. Make a harder effort 

3.2 Data Types and Sources 

The type of data used is primary data. Primary data used in this study are employee 

responses obtained through questionnaires about psychological empowerment, effort, 

satisfaction, performance. 

3.3 Population and Sample 

The population in this research is the mat supplier who was a member of UD. Anugrah in 

2015 about 700 people. 

The sample in this research is some of the mat suppliers were a member of UD. Anugerah in 

2015 with the Slovin method obtained a sample of 106 people. 

3.4 Method of collecting data 

Data collection methods used were questionnaires. Questionnaire is a data collection 

technique that is done by giving a set of questions or written statements to respondents to be 

answered (Sugiyono, 2012). 

3.5 Analysis Techniques 

Path Analysis 

The analysis technique in this study is Path Analysis which is a technique to analyze the 

pattern of relationships between variables with the aim to determine the direct or indirect 

influence of a set of independent (exogenous) variables on the dependent variable 

(endogenous) (Riduwan and Kuncoro, 2008: 2). 

Sub Structure Equation I: 

 Y1  = b1X1 + b2X2 + e1 

Sub Structure Equation II: 

 

4. Result and Discussion 

4.1 Results of Multiple Regression Analysis 

Psychological Empowerment and Effort Against Organizational Commitment 
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Source: Primary Data Processed, 2017 

 

Based on the results of the regression coefficient, a linear equation can be made between 

the effects of psychological empowerment and effort on satisfaction as follows: 

Y1 = 0,397 X1 + 0,563 X2 

The results of the regression can be interpreted as follows: 

a. Psychological empowerment (b1) has a positive value of 0.397, meaning that every time there 

is an increase in psychological empowerment, it will increase organizational satisfaction. 

b. Effort (b2) has a positive value of 0.563, meaning that every time there is an increase in effort 

it will increase organizational satisfaction. 

 

Results of the regression Pscyhological empowerment, Effort, and Satisfaction of Supplier 

Performance 

  

 
Source: Primary Data Processed, 2016 

 

Based on the results of the regression coefficient, it can be made a linear equation between 

the effects of psychological empowerment, effort, and satisfaction on the performance of 

supplier as follows: 

Y2 = 0,167 X1 + 0,197 X2 + 0,568 Y1 

 

The results of the regression can be interpreted as follows: 

a. Psychological empowerment (b1)  has a positive value of 0.167, meaning that every time there 

is an increase in psychological empowerment, it will improve the performance of supplier 
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b. Effort (b2)  has a positive value of 0.197, meaning that every time there is an increase in effort 

it will improve the performance of the supplier 

c. Satisfaction (b3)  has a positive value of 0.568, meaning that every time there is an increase in 

organizational satisfaction it will improve the performance of the supplier 

 

Coefficient of Determination 

Psychological Empowerment, Effort, and satisfaction with 

Supplier Performance 

 

 
Source: Primary Data Processed, 2016 

 

The coefficient of determination can be seen in Adjusted R Square of 0.760. This value can 

be interpreted that psychological empowerment and effort can explain satisfaction by 76.0% 

(0.760 X 100%), while for 24.0% (100% - 76.0%) satisfaction is explained by variables beyond 

psychological empowerment and effort. 

 
Source: Primary Data Processed, 2016 

 

The coefficient of determination can be seen in Adjusted R Square of 0.753. This value can 

be interpreted that psychological empowerment, effort, and organizational satisfaction can 

explain the performance of supplier by 75.3% (0.753 X 100%), while for 24.7% (100% - 75.3%) 

the performance of supplier is explained by variables in beyond psychological empowerment, 

effort, and organizational satisfaction. 

Test - Test Results – F 

 

 

 

Psychological and Effort Empowerment of Organizational Satisfaction 
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The result of the Test- F was 166,817 with sig.0,000. Sig value obtained smaller (<) α = 

0.05, so the regression model can be used to predict variables independent and shows that the 

regression model used is declared fit or good. 

The result of the F-test was 166,817 with sig.0,000. Sig value obtained smaller (<) α = 0.05, so 

the regression model can be used to predict variables 

independent and shows that the regression model used is declared fit or good 

 

Test Result  – F 

Psychological Empowerment, Effort and Satisfaction on Supplier Performance 

 

 
Source: Primary Data Processed, 2016 

 

The Test-F results were 107.444 with sig.0,000. Sig value obtained smaller (<) α = 0.05, 

so, the regression model can be used to predict the independent variables and show that the 

regression model used is declared fit or good 

 

 

 

 

 

 

 

 

Test – t 

 Psychological Empowerment and Effort to Satisfaction 
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Source : Data Primary Processed, 2016. 

 

Based on the results of test uji- t, the following tests can be made: 

a. Test-t results of psychological empowerment of satisfaction amounted to 6.316 with sig.0,000. 

Sig value obtained in accordance with the provisions of acceptance of the hypothesis that is 

sig. ≤ α = 0.05, so accepting the hypothesis stated is a positive and significant influence 

between psychological empowerment on organizational satisfaction. 

b. The results of the uji – t for satisfaction of 8,957 with sig.0,000. Sig value obtained in 

accordance with the provisions of acceptance of the hypothesis that is sig. ≤ α = 0.05, thus 

accepting the hypothesis that there is a positive and significant effect between effort on 

satisfaction. 

 

Test– t  

Psychological Empowerment, Effort and Satisfaction to Supplier Performance  

 
Source: Primary Data Processed, 2016 

 

Based on the results of the uji –t , the following tests can be made: 

a. Test– t results of psychological empowerment on the performance of craftsmen amounted 

to 2.224 with sig.0.028. Sig value obtained in accordance with the provisions of 

acceptance of the hypothesis that is sig. ≤ α = 0.05, thus accepting the hypothesis that 

states there is a positive and significant influence between psychological empowerment 

on performance. 

 

b. T-test results on the performance of supplier of 2,315 with sig.0,023. Sig value obtained in 

accordance with the provisions of acceptance of the hypothesis that is sig. ≤ α = 0.05, so 

accepting the hypothesis stating there is a positive and significant effect of effort on 

performance. 
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c. T-test results of satisfaction with the performance of craftsmen amounted to 5.681 with 

sig.0,000. Sig value obtained in accordance with the provisions of acceptance of the hypothesis 

that is sig. ≤ α = 0.05, thus accepting the hypothesis that there is a positive and significant effect 

between satisfaction on performance. 

 

4.2 Discussion 

1. Psychological empowerment of doormat supplier at UD Anugerah needs to be improved, like 

by giving freedom to carry out work so supplier psychologically feel more comfortable 

because they can do their own planning in carrying out work processes such as designing 

shapes or patterns for mats to be produced. This will further support the performance 

improvement of supplier. 

2. Effort’s shown by the doormat supplier at UD Anugerah also needs to be improved, like the 

UD Anugerah party needs to make a design that is more easily understood by the supplier, 

such as compiled in the form of a book that are easily read and understood by supplier who on 

average have junior high school education. It also needs to be given direct instruction and 

guidance so that the supplier in carrying out the production process can produce quality and 

quantity in accordance with the wishes of UD Anugerah. 

3. The satisfaction of the craftsmen still needs to be improved, especially the desire of the 

supplier to remain willing to work at UD Anugerah in long time, which can be done by giving 

rewards like bonuses when they are able to reach production targets, and also increase capital 

for the supplier so that the they are become more feel comfortable working at UD Anugerah 

and become a stimulus to improve their performance in producing doormat products. 

4. For other researchers, the results of this study can be used as data to conduct similar research 

on other factors that affect performance such as work motivation, organizational culture and 

so on in other agencies in Regional Semarang. 

 

5. Conclusion 

From the description above can be drawn conclusion : (a) Psychological empowerment has a 

positive and significant effect on satisfaction. (b) Effort has a positive and significant effect on 

organizational satisfaction. (c) Satisfaction has a positive and significant effect on performance. 

(d) Psychological empowerment has a positive and significant effect on performance. (e) Effort 

has a positive and significant effect on performance. 
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