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Abstract

The purpose of this research is to analyze the influence of job enrichment and empowerment on organizational commitment. In addition,
the role of work motivation and job satisfaction in mediating the influence of job enrichment and employee empowerment on organizational
commitment has also been examined in this study. The sample population consists of all the employees in the regional office of DJKN Bali
and Nusa Tenggara, who hold executive positions and have served the office for > 4 years. This study adopts the second-order Partial Least
Square (PLS) model and the Smart PLS Version 3.0 program which is used as the analysis tool. The results revealed that: job enrichment
has a significant influence on organizational commitment; employee empowerment has an insignificant influence on organizational
commitment; work motivation and job satisfaction partially mediate the influence of job enrichment on organizational commitment; work
motivation and job satisfaction fully mediate the influence of employee empowerment on organizational commitment. The findings can be
used as organizational considerations in developing policies related to job enrichment and employee empowerment, which is expected to

motivate and provide satisfaction for employees and improve their organizational commitment.
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1. Introduction

The Directorate General of State Assets (DJKN),
Ministry of Finance executed the bureaucratic reform
program with a purpose to achieve good governance. The
success of the bureaucratic reform can only be achieved
through the strong commitment of the state officers.
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Organizational commitment is viewed as a psychological
bond between individuals and their organization (Yukongdi
& Shrestha, 2020). Organizational commitment provides a
number of benefits to organizations (Eliyana et al., 2019).
Organizational commitment is one of the organization’s
most important objective in order to sustain itself (Hanaysha,
2016). Organizational commitment affects the service quality
of employees, which greatly affects the reputation of the
organization (Limpanitgul et al., 2017). Low organizational
commitment may trigger several problems, such as conflict
and employee turnover (Imran et al., 2017). Due to the
problems related to organizational commitment experienced
by the Regional Office of DJKN in Bali and Nusa Tenggara,
the office was ranked as the worst for the most cases of national
personnel violations. This is a manifestation of employees’
low commitment towards the organization. Organizations
must pay attention to organizational commitment related
problems (Azeem & Akhtar, 2014). Employees who are no
longer committed to the organization will eventually choose
to leave or be expelled by the organization (Imran et al.,
2017; Saha & Kumar, 2018).

Bureaucratic reform can be achieved through job
enrichment, which is implemented by creating functional
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positions to increase service effectiveness. These positions
include auction officials, state receivables examiner, and
appraisers. Job enrichment is an important aspect that has
a significant contribution in increasing organizational
commitment. The implementation of job enrichment must
reflect the core dimensions of job characteristics (skill
variety, task identity, task significance, autonomy, and
feedback) (Zhao et al., 2016; Sabella et al., 2016). Several
studies have shown that not all dimensions of job enrichment
have a significant influence on organizational commitment
(Fang, 2001; Lung & Hsieh, 2002; Chen & Chen, 2008;
Sabella et al., 2016; Islam et al., 2018). Moreover, Chen
and Chen (2008) stated that job enrichment might make
employees worry about not being able to finish their work,
which in turn will reduce their organizational commitment.
The human resource aspect of the bureaucratic reform can be
achieved through empowerment programs. Empowerment
leads to the improvement in employees’ knowledge and
abilities related to their job. It is also expected to improve
their commitment towards the organization. The concept
of empowerment emphasizes to give members the
responsibility and authority to perform their job so that the
employees psychologically feel a sense of belonging at work
(Meng et al., 2015). Empowerment greatly contributes to the
organizational success and many researchers have observed
that empowerment has a positive influence on organizational
commitment (Sahoo et al., 2010; Kazlauskaite et al., 2012;
Raub & Robert, 2013; Hanaysha, 2016). However, the
results obtained by Karim and Rehman (2012), Kim et al.
(2011), Limpanitgul (2017), and Fang (2001) revealed that
empowerment does not have a significant influence on
organizational commitment.

Several studies have stated that the influence of job
enrichment and empowerment on organizational commitment
requires a mediating variable to more accurately examine the
relationship (Kim et al., 2011; Fraccaroli et al., 2017; Karim
& Rehman, 2012; Limpanitgul, 2017). Organizational
commitment is influenced by work motivation (Apridar &
Marbawi, 2018) and job satisfaction (Sejjaka & Kaawaase,
2015). Work motivation is an important predictor of
organizational commitment. Job satisfaction is also able to
affect the organizational commitment of employees (Valaei
& Rezaei, 2016). Thus, the role of work motivation and job
satisfaction in mediating the influence of job enrichment
and empowerment on organizational commitment needs
to be examined further. Job enrichment and empowerment
practices have been implemented by organizations,
but the effectiveness of these practices have not been
assessed. Therefore, studies related to job enrichment and
empowerment must be conducted. The objective of this
study is to analyze the influence of job enrichment and
empowerment on organizational commitment.
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2. Literature Review

Job enrichment is a strategy used to develop a dynamic
and productive work condition in a rapidly changing business
environment (Siengthai and Ngarm, 2016). Qualitatively,
job enrichment is deemed to have a significant effect in
improving organizational commitment. Job enrichment
encourages workers to fully utilize their skills and abilities
in completing their tasks, which in turn helps maintain their
strong commitment to the organization. Empirical studies
have proven that job enrichment has a significant and
positive influence on organizational commitment (Islam
et al., 2018; Raharjo et al., 2018; Jain & Duggal, 2018;
Ahmad, 2018; Putri & Setianan, 2019).

Job enrichment does not always have a positive impact,
due to the individual ability and competence of employees,
their perseverance, and the difference in their individual
level of satisfaction (Lunenburg, 2011). Job enrichment
must be adjusted to the age and career stage of the employee
(Fraccaroli et al., 2017). Job enrichment and organizational
commitment have a linear inverted U-shaped relationship,
which means that the influence of job enrichment on
organizational commitment varies across employee career
stages (Lung & Hsieh, 2002).

The concept of empowerment (Almulhim, 2020)
emphasizes on the situation in which employees are given
the authority to make decisions related to the organization.
Empowerment can be used as a strategy to improve the
organizational commitment of employees (Limpanitgul,
2017). Organizations that focus on improving organizational
commitment must empower their employees so that they can
contribute positively to the organization (Hanaysha, 2016).
Several studies have shown that empowerment has a positive
influence on organizational commitment (Kantabutra and
Rungruang, 2013; Han et al., 2016; Abdallah et al., 2017;
Nikpour, 2018). However, there are some studies that
revealed that empowerment does not have a significant
influence on organizational commitment (Karim & Rehman,
2012; Kim et al., 2011). One of the arguments is that
employees with higher education levels are accustomed to
empowerment, which makes the influence not significant
(Karim & Rehman, 2012). Limpanitgul (2017) stated that
empowerment does not have a significant influence on
all dimensions of organizational commitment, but has a
consistent and significant influence on the dimensions
of affective commitment. This was also confirmed by
Fang (2001) who emphasized that empowerment through
psychological empowerment is not a strong predictor of
organizational commitment.

HI1. Job enrichment has a positive and significant
influence on organizational commitment.
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H2. Empowerment has a positive and significant
influence on organizational commitment.

Imran et al. (2017) stated that motivation influences
organizational commitment. Work motivation is also a part
of work spirit (Tran & Hung, 2020) so that it improves
the organizational commitment level of individuals.
Motivational and interpersonal strategies are methods to
increase the organizational commitment of employees (Liao
& Hsieh, 2017). Motivated employees are more likely to
have a higher level of organizational commitment (Liao
and Hsieh, 2017). Job satisfaction is a complex variable
which consists of several aspects related to employees’
mind (Ahmad, 2018). Employees will be satisfied if their
job matches their expectations. Organizations that are able
to create high level of job satisfaction for the employees
will benefit from their positive work attitude, one of which
is in terms of organizational commitment (Valaei & Rezaei,
2016). Empirical studies have proven that job satisfaction
has a positive influence on organizational commitment (Fabi
et al., 2015; Ocen et al., 2016; Abdallah et al., 2017; Saha &
Kumar, 2018; Apridar & Marbawi, 2018; Mahmood et al.,
2019).

H3. Work motivation has a positive and significant
influence on organizational commitment

H4. Job satisfaction has a positive and significant
influence on organizational commitment

The effectiveness and achievements of an organization
greatly depends on the job satisfaction of employees (Saha
& Kumar, 2018). Job satisfaction is influenced by many
antecedents or determinants (Espinosa & Rakowska, 2018),
and work motivation is one of the most important factors
that affect job satisfaction (Ran et al., 2017). There are
many different approaches firms can use to motivate their
employees in order to increase their job satisfaction (Pang
& Shan-Lu, 2018). Several studies have proven that work
motivation has a positive influence on job satisfaction (Dimas
et al., 2015; Ran et al., 2017; Espinosa & Rakowska, 2018;
Pang & Shan-Lu, 2018). Job enrichment is an experience
enrichment process, which motivates employees to perform
well. Job enrichment affects the psychological state and
motivation of individuals (Hackman & Oldham, 1976). Job
enrichment can be considered to be a fun and challenging
process, which motivates employees (Lunenburg, 2011).
Job enrichment is a strong predictor of work motivation
because employees are encouraged to have various skill
sets, it provides job identities, responsibilities, challenges,
competencies, freedom, and performance feedback, which
eventually increases the work motivation of employees.
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Several empirical studies have proven that job enrichment
has a positiuve influence on work motivation (Humphrey
et al., 2007; O’Reilly, 2014; Zhao et al., 2016; Al-Musadieq
et al., 2018; Loghmani et al., 2018). Empowerment is the
situation in which employees are granted authority and
given responsibilities. Empowerment is also a predictor
of work motivation, therefore empowerment can be used
as an instrument to improve work motivation. One form
of empowerment is through psychological empowerment,
in which the organization tries to make its employees
feel empowered. Empowerment through psychological
empowerment can increase the intrinsic motivation of
employees (Zhang & Bartol, 2010; Li et al., 2015; Meng
et al., 2015) and job satisfaction (Paais & Pattiruhu, 2020).

HS5. Work motivation has a positive and significant
influence on job satisfaction.

H6. Work enrichment has a positive and significant
influence on work motivation.

H7. Empowerment has a positive and significant
influence on work motivation.

Job enrichment contributes in making work more
interesting, challenging, and more able to provide
satisfaction to employees (Raharjo et al., 2018). Job
enrichment is part of the high-involvement work design
that affects job satisfaction (Johari & Yahya, 2016). Job
enrichment as a form of employee involvement in higher
management functions and plays a significant role in
increasing their job satisfaction. Empirical studies have
revealed that job enrichment has a positive influence on
job satisfaction (Slattery et al., 2010; Siengthai and Ngarm,
2016; Rodriguez et al., 2017; Loghmani et al., 2018).
Empowerment in a broader concept refers to the trainings,
preparations and opportunities provided for employees to
make the right decision for their organizations (Kele et al.,
2017). Empowerment has been recognized as an important
contributor to organizational success and many researchers
have examined its direct influence on job satisfaction (Pelit
et al., 2011; Kazlauskaite et al., 2012). Several studies have
revealed that employees and organizations can benefit from
empowerment. When employees are empowered, they feel
greater job satisfaction. Several studies have proven that
empowerment has a positive influence on job satisfaction
(Kantabutra and Rungruang, 2013; Kong et al., 2016;
Abdallah et al., 2017; Nikpour, 2018).

HS8. Job enrichment has a positive and significant
influence on job satisfaction

HY. Empowerment has a positive and significant
influence on job satisfaction.
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The underlying idea of job enrichment is that the work
motivation of employees can be improved by making
work more attractive (Lunenburg, 2011). Job enrichment
is a strong predictor of work motivation and organizational
commitment. Job satisfaction is very important for
businesses to secure strategic and competitive advantages
(Mahmood et al., 2019). Job enrichment can significantly
improve organizational commitment through the satisfaction
felt by employees (Mahmood et al., 2019). Job satisfaction
provides a number of benefits for the organization, including
an enhancement in organizational commitment. In another
study, job satisfaction has been shown to be capable of
mediating the influence of job enrichment on organizational
commitment (Mahmood et al., 2019).

H10a. Work motivation mediates the influence of job
enrichment on organizational commitment.

HI10b. Job satisfaction mediates the influence of job
enrichment on organizational commitment.

Empowerment is viewed as an approach to improve the
efficiency and service of a business (Raub & Robert, 2013).
The dimensions of empowerment and work motivation
are closely related (Li et al., 2015). Empowerment has
a motivational influence on organizational commitment
(Kim et al., 2013). The purpose of empowerment is so that
employees can contribute optimally to the organization.
Empowerment also has a significant impact on job
satisfaction. Employees will be satisfied if their job matches
their expectation. Empowerment has been recognized as an
important contributor to organizational success and many
researchers have examined its influence on work motivation,
job satisfaction, and organizational commitment (Sahoo
etal., 2010; Pelit et al., 2011; Kazlauskaite et al., 2012; Raub
& Robert, 2013; Hanaysha, 2016).
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Hlla. Work motivation mediates the influence of
empowerment on organizational commitment

HI11b. Job satisfaction mediates the influence of
empowerment on organizational commitment

3. Research Method

The cross-sectional survey was conducted to collect data
in this study. There are 102 people as the population of the
data, who are all employees in the Regional Office of DJKN
Bali and Nusa Tenggara, hold executive positions, and have
served the office for >4 years. The dimensions and indicators
of job enrichment (X1) were referred from the Work Design
Questionnaire used by Morgeson and Humphrey (2006)
which was developed based on the job characteristics
concept by Hackman & Oldham (1976). The dimensions
and indicators of empowerment (X2) were referred from
Spreitzer (1995) psychological empowerment concept. The
dimensions and indicators of work motivation (Y1) used in
this study refers to Gagne et al. (2014) Multidimensional
Work Motivation Scale concept. The dimensions and
indicators of job satisfaction (Y2) were mostly based on the
Job Satisfaction Survey used by Spector (1985). One new
dimension of job satisfaction, namely satisfaction due to job
location placement, was added and developed through the
content validity ratio (CVR) procedure by Churchill (1979)
(in Templeton et al., 2002) and tested using the exploratory
factor analysis (EFA). The dimensions and indicators of
organizational commitment (Y3) were referred from Meyer
and Allen’s Three-Component Model of Commitment
(Meyer et al., 2002). Based on the validity and reliability
test, all indicators in this study were deemed as valid and
reliable. The model’s goodness of fit was tested using the
Partial Least Square (PLS) model which includes the outer
model and inner model test.

Research Model
HID

Work Enrichment

Empowerment
X2

Work Motivation

Job Satisfaction

¥n

Organizstionsl Commitment
(¥3)

2

HIl
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Table 1: Direct Influence Test Results

Hypothesis Variable/Construct Original Sample | Std. Dev | T Stats | P Values Remarks

H1 (X1) — (Y3) 0,211 0,097 2,169 0,031 supported

H2 (X2) — (Y3) 0,009 0,136 0,063 0,949 not supported

H3 (Y1) — (Y3) 0,278 0,103 2,703 0,007 supported

H4 (Y2) — (Y3) 0,439 0,112 3,910 0,000 supported

H5 (Y1) — (Y2) 0,231 0,080 2,894 0,004 supported

H6 (X1) — (Y1) 0,275 0,103 2,661 0,008 supported

H7 (X2) — (Y1) 0,591 0,084 7,042 0,000 supported

H8 X1)— (Y2) 0,438 0,104 4,202 0,000 supported

H9 (X2) — (Y2) 0,293 0,142 2,068 0,039 supported
4. Results satisfaction has a path coefficient of 0.438 and a t-statistic value

Most of the respondents were male, with a total of 80
people (78.4%). The research respondents were mostly
people from Bali Province, with a total of 55 people (53.9%).
The majority of respondents were in the age category of 30
- 40 years old, with a total of 40 people (39.2%). Employees
in this category have sufficient work experience, and
are usually deemed as ready to be promoted. Most of the
respondents have a bachelor or undergraduate degree (69%),
which shows that the human resources of the organization
have decent intellectual capital.

There are two stages in the hypothesis test, namely the
direct influence test and the indirect influence test using the
path significance approach following Hair et al. (2014).

Based on Table 1, all the hypotheses examining the direct
influence of the variables are accepted, except for hypothesis
2 (H2). For H1, H3, H4, HS, H6, H7, H8, and H9, the results
show that the path coefficients are positive, t-statistics values
are > 1.96, and the probability values are < 0.05, therefore the
hypotheses are accepted. Meanwhile, H2 has a positive path
coefficient of 0.009, a t-statistics value of 0.063 which is <
1.96, and a probability value of 0.949 which is > 0. (0.05). Thus,
empowerment is concluded to not have a significant direct
influence on organizational commitment (H2 is rejected).

The direct influence of job enrichment on work motivation
has a path coefficient of 0.275 and a t-statistic value of 2.661.
Therefore, influence (a) is significant. The direct influence
of work motivation on organizational commitment has a
coefficient 0f 0.278 and a t-statistic value 0f2.703, thus influence
(b) is significant. The direct influence of job enrichment on
organizational commitment has a coefficient of 0.211 and a
t-statistic value of 2.169, thus, influence (c) is significant. Hair
et al. (2014) stated that if all variables have a significant direct
influence and the path coefficient value of influence (c) < (b),
it shows that work motivation partially mediates the influence
of job enrichment on organizational commitment. Thus, H10a
is accepted. The direct influence of job enrichment on job

of 4.202. Therefore, influence (a) is significant. The direct
influence of job satisfaction on organizational commitment
has a coefficient value of 0.439 and a t-statistic value of 3,910.
Thus, influence (b) is significant. The direct influence of job
enrichment on organizational commitment has a coefficient
of 0.211 and a t-statistic value of 2.169, therefore influence
(c) is significant. Hair et al. (2014) stated that if all the direct
influences are significant the path coefficient value of influence
(c) < (b), this shows that job satisfaction partially mediates the
influence of job enrichment on organizational commitment.
Thus, H10b is accepted.

The direct influence of empowerment on work motivation
has a path coefficient of 0.591 and a t-statistics value of
7.042. This means that influence (a) is significant. The direct
influence of work motivation on organizational commitment
has a path coefficient of 0.278 and a t-statistic value of
2.703. Therefore, influence (b) is significant. The direct
influence of empowerment on organizational commitment
has a path coefficient of 0.009 and a t-statistics value of
0.063. Thus, influence (c) is not significant. Hair et al. (2014)
stated that if the influence (a) and (b) are significant, but the
(c) is not significant, it is a full mediation. This means that
work motivation fully mediates the indirect influence of
empowerment on organizational commitment. Hence, Hlla
is accepted. The direct influence of empowerment on job
satisfaction has a path coefficient of 0.293 and a t-statistics
value of 2.068, which means that influence (a) is significant.
The direct influence of job satisfaction on organizational
commitment has a coefficient of 0.439 and a t-statistics
value of 3.910, which means that influence (b) is significant.
The direct influence of empowerment on organizational
commitment has a coefficient of 0.009 and a t-statistic value of
0.063. Thus, influence (c) is not significant. Hair et al. (2014)
stated that if influence (a) and (b) are significant, but influence
(c) is not significant, it is a full mediation. This shows that job
satisfaction fully mediates the influence of empowerment on
organizational commitment. Hence, H11b is accepted.
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Table 2: Indirect Effect
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Hypothesis Model/Variable Path Coef T Stats | P Values Description
a. (X1) - (Y1) 0,275 2,661 0,008
a significant, b significant, and
H10 a b. (Y1) — (Y3) 0,278 2,703 0,007 ¢ significant, with a coefficient
value ¢ < b = partial mediation
c. (X1) — (Y3) 0,211 2,169 0,031
a. (X1) - (Y2) 0,438 4,202 0,000
a significant, b significant, and
H10 b b. (Y2) — (Y3) 0,439 3,910 0,000 c significant, with a coefficient
value ¢ < b = partial mediation
c. (X1) — (Y3) 0,211 2,169 0,031
a. (X2) — (Y1) 0,591 7,042 0,000
H11 a b. (Y1) = (Y3) 0278 2703 0007 a significant, b significant, and c
' ’ ’ ’ insignificant = full mediation
c. (X2) — (Y3) 0,009 0,063 0,949
a. (X2) - (Y2) 0,293 2,068 0,039
H11 b b. (Y2) - (Y3) 0439 3910 0000 a significant, b significant, dan c
' ’ ’ ’ insignificant = full mediation
c. (X2) — (Y3) 0,009 0,063 0,949

5. Discussion

Government employees whose job were enriched by the
organization will be more committed to the organization.
Job enrichment makes employees feel that they have more
competencies and skills in finishing their work, which allows
them to take the responsibility and credit for completing the
job. Job enrichment as a part of the bureaucratic reform is an
application of Weber’s Bureaucratic Theory. Weber’s Ideal
Bureaucracy Concept provides guidelines for organizations
to build an effective, efficient, and transparent bureaucracy
system to achieve their organizational goals. Job enrichment
can be described as a bureaucratic mechanism that is flexible,
result-oriented, and has clear and measurable objectives or
goals. The results of this study confirm the Social Exchange
Theory by Blau. Job enrichment received a positive response
because it has provided a number of benefits for employees,
and the employees respond by showing an increased level of

organizational commitment. The results conform to several
previous studies conducted by Sabella et al. (2016), Islam
et al. (2018); Raharjo et al. (2018), Jain and Duggal (2018),
Ahmad (2018), Putri and Setianan (2019) which stated that
job enrichment, which is a qualitative expansion of the job,
has a significant influence in improving organizational
commitment.

Employees whose work are enriched by the organization
will show an increased level of organizational commitment.
Job enrichment makes employees feel that they have new
competencies and skills in completing their work, and it allows
them to feel the responsibility and obligation in completing
their work. Job enrichment as a part of bureaucratic reform is
an application of Weber’s Bureaucratic Theory. Weber’s Ideal
Bureaucracy Concept provides guidelines for organizations in
building an effective, efficient, and transparent bureaucracy
in achieving organizational goals. Job enrichment can be
described as a bureaucratic mechanism that is flexible,
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results-oriented, and has clear and measurable targets or
goals. The results of this study confirm the Social Exchange
Theory by Blau, job enrichment has received a positive
response because it has been able to provide a number of
benefits for employees, and employees provide feedback
through increased organizational commitment. The results
support previous research by (Sabella et al., 2016; Islam
etal.,2018; Raharjoetal.,2018; Jain & Duggal, 2018; Ahmad,
2018; Putri & Setianan, 2019) who state that job enrichment
is a form of qualitative expansion of work that can have a
significant effect in increasing organizational commitment.

Based on the test results for H10 and H10b, work
motivation and job satisfaction partially mediate the
influence of job enrichment on organizational commitment.
This result shows that there are two options for organizations.
First, the organization can focus on job enrichment to
improve the organizational commitment of employees.
Second, job enrichment can be focused on increasing the
work motivation or job satisfaction of employees, which in
turn will improve their organizational commitment. The test
results for Hl11a and H11b show that work motivation and job
satisfaction fully mediate the influence of job enrichment on
organizational commitment. This information is very useful
for organizations that attempt to improve the organizational
commitment of their employees. The empowerment program
must be able to motivate or improve the job satisfaction of
employees. The improvement in work motivation or job
satisfaction will be followed by an improvement in the
organizational commitment of employees. Empowerment
programs that do not motivate or have no influence on the
job satisfaction of employees will have no influence on their
organizational commitment.

6. Conclusion

Job enrichment through the addition of functional
positions is considered as a very appropriate method, thus
it should be continued and perfected. This is in line with the
government program in which the government should have
a wide range of strong functional positions. Job enrichment
is an application of Weber’s Ideal Bureaucratic Concept,
which also reflects the paradigm of new public management.
The low assessment regarding the autonomy dimension by
respondents indicate that employees do not fully have the
authority for decision-making in completing their work. The
organization must prevent the intervention of the leaders
in the process of employees completing their work, which
can be done in several ways, one of which is by establishing
technical regulations related to the operational process of
completing work tasks.

The empowerment activities must have elements that
can motivate and provide job satisfaction to employees. If
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the activities do not motivate and provide satisfaction, the
organizational commitment of employees will not improve.
Consequently, organizations have the task to ensure that
empowerment activities must provide confidence to
employees that their role and performance will have a
major impact on the organization. This should not be a
difficult problem for the organizations, considering that
the employees have good competence in fulfilling their
duties and organizational functions. When employees
have confidence in their competence and contribute to the
organization, the organization should provide opportunities
for them to develop themselves and contribute significantly.
The new dimension of job satisfaction, namely satisfaction
with job location placement, must also be greatly considered
by the organization. The result shows that employees were
not that satisfied with their current job location placement.
The organization must have logical considerations in
determining the employees’ job location placement.
Reasonable and consistent transfers for every employee is
viewed as fair and also the best solution for the organization
and employees.

The limitation of this study is that the measurement of the
empowerment is only limited to psychological empowerment.
Chen and Chen (2008), stated that there are 2 approaches to
measure empowerment, namely structural and psychological
empowerment. The use of these two approaches will provide
a more comprehensive understanding of the empowerment
variable. Future studies are recommended to use both
approaches. This study is a cross-sectional study, which
may potentially reduce the explanatory power of the causal
relationship (Li et al., 2015; Dimas et al., 2015; Zhao
et al., 2016) and affects the generalizability of the research
results (Ocen et al., 2016). Future studies may consider the
longitudinal or time-lagged approach to examine the causal
relationships (Raub & Robert, 2013; Meng et al., 2015).
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