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Abstract

This study aims to investigate and assess how work engagement and trait emotional intelligence
influence job satisfaction among healthcare workers at RSUD Kota Kendari, with psychological
empowerment acting as a mediating variable. The study was conducted on 186 healthcare workers at
RSUD Kota Kendari, including nurses and midwives. Data collection was carried out through the
distribution of questionnaires to respondents. The data analysis technique used was the structural
equation model - partial least square (SEM-PLS). The results of the data analysis show that work
engagement has a significant positive impact on both psychological empowerment and job satisfaction
of healthcare workers. Meanwhile, trait emotional intelligence positively influences psychological
empowerment but does not affect job satisfaction. Furthermore, psychological empowerment was found
to have a significant positive impact on job satisfaction. Psychological empowerment only plays a
mediating role in the relationship between work engagement and job satisfaction of healthcare workers,
not in the relationship between trait emotional intelligence and job satisfaction.

Keywords: Work Engagement; Trait Emotional Intelligence; Psychological Empowerment; Job
Satisfaction.

I. INTRODUCTION

Creating a conducive work environment has become a priority for organizations to
improve employee health and well-being (Di Fabio, 2017). Mérida-Lopez et al. (2019)
stated that job satisfaction is often considered a key indicator of personal well-being.
Weiss (2002) defines job satisfaction as a positive and pleasant state of mind that a
person has about their job, consisting of affective and cognitive components. Affective
job satisfaction and cognitive job satisfaction are considered positive experiences at
work, related to work-related well-being.

Khany & Tazik (2015) suggested that existing dispositional factors (e.g., personality
traits) and external situational factors (e.g., job characteristics) predict job satisfaction.
This study draws on the Affective Events Theory (AET) by Weiss & Cropanzano (1996)
to examine the effect of trait emotional intelligence (trait EI) on job satisfaction. AET
proposes that an individual’s emotions are shaped by events in their environment. In
the work context, employees’ job satisfaction is influenced by positive and negative
experiences at work. Trait El, a personality trait, refers to an individual’s ability to
interpret, understand, and manage their own and others’ emotions. Research has
shown a positive correlation between trait EI and job satisfaction. This is likely because
individuals with high trait El are better able to cope with work challenges and maintain
a positive outlook, even in difficult situations.

In addition to Trait El, another factor that influences job satisfaction is employee work
engagement. In recent years, work engagement has been increasingly viewed as an
important concept in human resource management research (Bakker & Demerouti,
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2016). Work engagement reflects a positive and satisfying work attitude characterized
by passion, dedication, and full involvement.

Research consistently shows that engaged employees demonstrate superior work
engagement and performance, making them critical to organizational competitiveness
(Albrecht et al., 2015). Furthermore, such employees report higher levels of job
satisfaction, organizational commitment, and general well-being, both physically and
psychologically (Garcia-Sierra et al., 2015). Therefore, work engagement is widely
recognized as an important predictor of work environment quality.

This study aims to explore the underlying mechanisms between trait EI and work
engagement and job satisfaction by examining the mediating role of psychological
empowerment. Psychological empowerment refers to the belief in control over work
and the ability to make an impact. Based on this background, this study aims to
determine the mediating role of psychological empowerment on the influence of Trait
El and work engagement on job satisfaction of health workers.

II. LITERATURE REVIEW
A. Trait Emotional Intelligence

In recent years, Emotional Intelligence (El) has become a highly regarded aspect.
Emotional intelligence refers to an individual's ability to process emotional information
accurately and use that information not only to shape their own thinking but also to
regulate emotions, both their own and those of others (Mayer & Salovey, 1995).

According to Gong et al. (2020), there are two types of El known, namely trait El and
ability EI. Ability EI focuses on core skills in recognizing, processing, and using
emotion-related information, measured through a maximum performance test.
Meanwhile, trait El reflects an individual's perception of their emotions, measured
using a self-report questionnaire (Petrides & Furnham, 2001), and reflects self-
responses regarding emotions (Petrides et al., 2007). Schutte et al. (2009) support the
view that ability EI and trait EI complement each other in adaptive emotional
functioning.

People with high levels of trait El tend to have more satisfying interpersonal
relationships and exhibit more positive social behaviors (Mavroveli, Petrides, Rieffe, &
Bakker, 2007). A large number of studies have shown that trait El plays an important
and significant role in work well-being as found by Clarke & Mahadi (2017) in the
insurance industry in Malaysia and Sun et al., (2017) in elementary school teachers in
China. In addition, Miao et al. (2016) have conducted a meta-analysis study and found
a positive correlation between EIl and job satisfaction.

B.Work Engagement

The concept of job engagement has become increasingly important for both
academics and human resource managers in an organization. According to Bakker &
Demerouti (2016), some consequences of job engagement are increased productivity,
profitability, employee retention in the company can be highlighted. Job engagement
also encourages increased well-being and health of workers (W. Schaufeli, 2017). In
addition, taking the “extra step” is one of the key behaviors exhibited by engaged
employees.
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Job engagement has been studied primarily from the Job Demands-Resources (JD-
R) model (W. Schaufeli, 2017), which further proposes that job resources and job
demands initiate two independent psychological processes, namely the health
damage process related to burnout and job demands; and the motivation or
engagement process related to job and personal resources. The presence of high
personal and job resources results in workplace engagement, which in turn is related
to important consequences for employees (e.g., job satisfaction, psychological well-
being) and for the organization (e.g., job involvement, organizational commitment,
intention to remain in the organization) (Garcia-Sierra et al., 2015). According to the
JD-R model, job engagement plays a mediating role between personal and job
resources and positive outcomes at work.

Several studies have shown that job engagement is related to positive outcomes
(Caesens et al., 2014). Job engagement influences positive work attitudes such as job
satisfaction (Moura et al., 2014; Orgambidez & Extremera, 2020). Studies have also
noted that job engagement serves as a mediator between character and
organizational outcomes, including job performance, career satisfaction, and
employment (Jawahar & Liu, 2016; Ngo & Li, 2017).

C.Psychological Empowerment

The concept of psychological empowerment has evolved over the years and is defined
as a process by which individuals become empowered (Peterson & Zimmerman,
2004). ltinvolves interpersonal perceptions of empowerment as well as the individual's
interaction with the surrounding environment (Zimmerman, 1995).

Furthermore, psychological empowerment represents an individual’'s cognitive
process that gives rise to feelings of interpersonal empowerment. Psychological
empowerment is a representation of intrinsic task motivational constructs,
encompassing four constructs that describe personal awareness: competence,
meaning, self-determination, and impact while also indicating cognitive focus in an
individual’'s work role (Spreitzer, 1995). This reflects the importance of motivational
resources that encourage employees’ active participation in their tasks (Ugwu et al.,
2014).

Previous research results show a positive impact of psychological empowerment on
job satisfaction levels (Nikpour, 2018; Khalil & Yozgat, 2021). In the context of meta-
analysis, empowerment emerged as a major driver of work success (such as job
satisfaction and innovation) (Seibert et al., 2011). For followers who feel
psychologically empowered, they will find fulfillment of core needs through their work,
and achieve greater satisfaction. It is noted from research that psychological
empowerment mediates the relationship between the work environment and the
results achieved (Schermuly et al., 2013; Fong & Snape, 2015).

Previous studies have shown that individual character plays a key role in aspects of
psychological empowerment, such as core self-assessment (Seibert et al., 2011) and
self-esteem (Wang et al., 2013). According to Gong et al. (2020), trait El is one of the
determining factors for psychological empowerment. In addition to trait El, work
engagement may also be another factor in triggering psychological empowerment.

Although previous studies have shown that the positive influence of trait EI and work
engagement on job satisfaction has been proven, the more detailed mechanism of this
relationship is still unclear. Therefore, our study focuses on exploring the impact of

673 SEP Volume 21 Issue 09


http://www.commprac.com/

WWw.commprac.com
ISSN 1462 2815

psychological empowerment on this mechanism in one study, with an emotional
perspective based on Affective Events Theory (H. Weiss & Cropanzano, 1996).

AET helps explain how high trait El in employees can affect job satisfaction levels.
AET suggests that individual experiences of their jobs can help or hurt their positive
or negative experiences, so our research focuses on motivation and positive
experiences (psychological empowerment) as factors that can explain the influence of
trait EI on their employees' job satisfaction. Therefore, the aspects of motivation and
positive experiences are important in AET because they affect work attitudes, where
positive experiences, such as psychological empowerment, mediate between trait El
and work outcomes (such as job satisfaction). Employees who have high trait El are
expected to increase their perceptions of psychological empowerment which then
helps to positively influence job satisfaction.

This study is a development of the research conducted by Gong et al. (2020) which
examined the effect of trait EI on job satisfaction with work engagement and
psychological empowerment as mediating variables. Gong et al. (2020) found that high
trait EI can improve well-being in the workplace through the chain mediating effect of
"psychological empowerment—work engagement”. We developed the research of
Gong et al. (2020) by making work engagement an exogenous variable that influences
the psychological empowerment variable.

D. Hypothesis

The constructs or models in this study are divided into two, namely the formative
variable model (changes in one or more indicators/dimensions will cause changes in
the construct) and the reflective model (changes in the construct cause changes in the
indicators/dimensions). It is known that the variables included in the formative model
are job satisfaction variables, organizational commitment and performance, while
those included in the reflective variables are the Psychological Empowerment
variables and leadership style. As illustrated in the following model:

Job Engagement

Job
satisfaction

Psychological
Empowerment

Emotional
Intelligence
traits

Figure 1: Research Concept Framework
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H1: Job Involvement has a positive effect on Job Satisfaction.
H2: Work Involvement has a positive effect on Psychological Empowerment.
H3: Emotional Intelligence traits have a positive influence on Job Satisfaction.

H4: Emotional Intelligence traits have a positive influence on Psychological
Empowerment.

H5: Psychological Empowerment has a positive effect on Job Satisfaction.

H6: Psychological Empowerment acts as a mediating variable in the influence of
Work Involvement on Job Satisfaction.

H7: Psychological Empowerment acts as a mediating variable in the influence of
Emotional Intelligence Traits on Job Satisfaction.

. RESEARCH METHODS

This research is an explanatory research, which is a research that aims to obtain an
explanation of the influence (causality) between variables through hypothesis testing.
This research was conducted at the Kendari City Regional General Hospital (RSUD).
The population in this study were all nurses and midwives working at the Kendari City
Hospital, totaling 347 employees. The number of samples was determined using the
Slovin formula with a margin of error of 5%, resulting in 186 research samples.
Sampling was done using a probability sampling technique, namely proportional
random sampling.

IV. RESULTS

The next process is to test the research hypothesis consisting of the influence of trait
El on job satisfaction and psychological empowerment, the influence of work
engagement on job satisfaction and psychological empowerment, the influence of
psychological empowerment on job satisfaction, and the mediating role of
psychological empowerment on the relationship between trait EI and work
engagement on job satisfaction. The results of the hypothesis testing are presented in
table 1 for direct influence and table 2 for indirect influence (mediation) and in figure
2.

Table 1: Direct Effect Test

Hypothesis Koefisien |t-stat | p-value | Information
H1 | Trait El = Job Satisfaction -0,001 0,012 [ 0,991 Rejected
H2 | Trait El = Psychological Empowerment 0,251 3.013 | 0,003 Accepted
H3 | Work Engagement = Job Satisfaction 0,407 3,327 0,01 Accepted
H4 | Work Engagement = Psychological Empowerment| 0,661 8,689 [ 0,000 Accepted
HS | Psychological Empowerment = Job Satisfaction 0,330 2,186 | 0,029 Accepted

Based on table 5, it can be seen that the path coefficient for the influence of trait El on
job satisfaction is -0.001 with a p-value of 0.991> 0.05. This means that trait El does
not have a direct influence on job satisfaction. This finding indicates that hypothesis 1
which states that trait EI has a significant effect on job satisfaction is rejected. The
results of this study illustrate that high trait EI cannot increase job satisfaction of
employees at Kendari City Hospital. Increasing trait EI can significantly increase
psychological empowerment felt by employees. The coefficient for the influence of trait
El on psychological empowerment has a value of 0.251 with a p-value of 0.003. This
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shows that trait EI has a significant positive effect on psychological empowerment.
This finding indicates that hypothesis 2 which states that trait El has a significant effect
on psychological empowerment of employees at Kendari City Hospital can be
accepted.
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Figure 2: Hypothesis Testing Results

The effect of work engagement on job satisfaction is indicated by a coefficient value
of 0.407 with a p-value of 0.011. This means that work engagement has a significant
positive effect on employee job satisfaction. This finding indicates that hypothesis 3
which states that work engagement has a significant effect on employee job
satisfaction at Kendari City Hospital can be accepted. The path coefficient value
between work engagement and psychological empowerment is 0.661 with a p-value
of 0.000. This shows that work engagement has a significant positive effect on
psychological empowerment. This finding indicates that hypothesis 4 which states that
work engagement has a significant effect on psychological empowerment can be
accepted. The effect of psychological empowerment on employee job satisfaction is
indicated by a coefficient value of 0.330 with a p-value of 0.029. The results of this
study indicate that psychological empowerment has a significant positive effect on job
satisfaction, so hypothesis 5 which states that psychological empowerment has an
effect on job satisfaction can be accepted.
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Table 2: Indirect Effect Test (Mediation)

Hypotheses Koefisien | t-stat | p-value information
H6 Trait El > _Psychologlcal Empowerment 0,083 1,885 0,060 Rejected
- Job Satisfaction
Work Engagement - Psychological
H7 Empowerment - Job Satisfaction 0218 1,996 0,046 Accepted

The results of testing the role of psychological empowerment as a mediator are shown
in Table 2. Testing the mediating role of psychological empowerment in the
relationship between trait ElI and job satisfaction is shown by a coefficient value of
0.083 and a p-value of 0.060. This indicates that psychological empowerment has a
role as a very weak mediator in the relationship between trait EI and job satisfaction.
Because the direct relationship that occurs in trait El to psychological empowerment
and job satisfaction is not significant, and the direct relationship between psychological
empowerment and job satisfaction is significant, so psychological empowerment plays
a role as a full mediator even though with a very weak effect. Statistically, there is a
clear increase in the path value from -0.001 from the direct effect of trait EI on job
satisfaction to 0.083 (indirect effect of trait El on job satisfaction through psychological
empowerment). This indicates that psychological empowerment can improve the
relationship between trait EI and job satisfaction to be better.

Furthermore, testing the mediating role of psychological empowerment in the
relationship between work engagement and job satisfaction is indicated by a
coefficient value of 0.218 and a p-value of 0.046. This finding can be interpreted that
psychological empowerment also acts as a mediator in the relationship between work
engagement and job satisfaction. The direct effect of work engagement on
psychological empowerment and job satisfaction is significant and the direct
relationship between psychological empowerment and job satisfaction is also
significant, so psychological empowerment acts as a partial mediation. Statistically,
there is a decrease in the path value from 0.407 from the direct effect of work
engagement on job satisfaction to 0.218 (the indirect effect of work engagement on
job satisfaction through psychological empowerment). This indicates that the role of
psychological empowerment can actually reduce the relationship between work
engagement and job satisfaction. This means that the direct effect of work
engagement on job satisfaction is better than through psychological empowerment
mediation.

V. DISCUSSION

The results of this study support the hypothesized model and specifically reveal the
mediating role of psychological empowerment in relation to trait EI, work engagement,
and job satisfaction. This study found that trait EI was unable to influence job
satisfaction of employees at Kendari City Hospital. Although trait El is often associated
with increased job satisfaction, the finding that trait El does not have a significant effect
on job satisfaction indicates the complexity of the relationship between these two
factors. Theoretically, this could be caused by other factors that also influence job
satisfaction, such as the work environment, organizational factors, economic
conditions, and individual preferences. In addition, it is possible that the effect of trait
El on job satisfaction can be moderated by other variables, such as type of work, stress
level, or organizational culture. In this context, trait EI may not directly result in a
significant increase in job satisfaction without considering additional factors that may
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influence the interaction between trait El and job satisfaction. This finding differs from
previous research findings. For example, research by Gong et al. (2020) showed that
individuals with high trait EI tend to have better performance at work, including higher
levels of job satisfaction. Carrillo et al. (2020) also found a positive relationship
between trait EI and job satisfaction, with individuals with better trait El tending to feel
more satisfied with their jobs.

Hypothesis testing also found a significant positive effect of trait EI on psychological
empowerment. A person's ability to understand, manage, and express emotions in a
healthy way can affect the level of psychological empowerment felt by individuals.
Individuals with high levels of emotional intelligence tend to be better able to cope with
stress, manage conflict, and interact positively with others. This can help increase an
individual's sense of self-control, competence, choice, and impact on their work
environment. By having good emotional intelligence skills, individuals can feel
stronger, more empowered, and have high internal motivation, all of which are
important factors in increasing levels of psychological empowerment. The results of
this study support the findings of previous studies. Research by Gong et al. (2020)
found that individuals with higher levels of emotional intelligence tend to experience
higher levels of psychological empowerment, which is reflected in a sense of
autonomy, competence, and a strong connection to their work. Another study by
Alotaibi et al. (2020) also supports these findings by showing that trait El is positively
related to an individual's level of psychological empowerment in the workplace. These
findings confirm that an individual's ability to manage emotions effectively can
contribute significantly to their level of psychological empowerment, which in turn can
increase engagement, motivation, and overall work performance.

This study found that work engagement has a significant positive effect on job
satisfaction of employees at Kendari City Hospital. When someone is emaotionally,
cognitively, and behaviorally engaged with their work, it often has a positive impact on
job satisfaction. The theory underlying this relationship reflects the belief that when
someone feels involved and excited about their work, they tend to experience higher
levels of satisfaction. Work engagement can strengthen intrinsic motivation, a sense
of accomplishment, and deep involvement with work tasks, all of which are important
factors in shaping positive perceptions of work and the overall work environment.
Previous studies provide strong empirical support for the positive relationship between
work engagement and job satisfaction. For example, a study by Orgambidez &
Extremera (2020) found that high levels of work engagement were significantly
associated with higher levels of job satisfaction among employees. Another study by
Chan et al. (2020) also supports these findings by showing that high levels of work
engagement contribute positively to job satisfaction, and that employees who feel
actively involved in their work tend to experience greater job satisfaction. These
findings provide consistent empirical evidence that work engagement plays an
important role as a predictor in shaping an individual's level of job satisfaction,
demonstrating the importance of deep involvement in creating a positive and satisfying
work experience.

This study found that work engagement has a significant positive effect on the
psychological empowerment of employees at Kendari City Hospital. Work
engagement can act as an important predictor in increasing the level of individual
psychological empowerment in the workplace. When someone feels a high level of
involvement in their work, this can affect their perception of autonomy, competence,
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and a strong connection to work. Work engagement tends to strengthen the sense of
self-control, intrinsic motivation, and sense of ability in facing challenges and making
decisions, which are key elements in the concept of psychological empowerment.
Thus, a high level of work engagement can positively contribute to increasing the level
of individual psychological empowerment in the work environment. Research
conducted by Gong et al. (2020) found that high levels of work engagement were
significantly associated with higher levels of psychological empowerment among
employees. Another study by Blaique et al. (2022) also supports this finding by
showing that employees who feel a high level of involvement in their work tend to have
greater levels of psychological empowerment.

Another finding of this study is that psychological empowerment has a positive effect
on job satisfaction. This means that when individuals feel a high level of psychological
empowerment, they tend to feel greater job satisfaction. This is because psychological
empowerment gives individuals a strong sense of autonomy, ability, and involvement
in the work environment, which then contributes to increased job satisfaction. By
feeling in control of their work, feeling competent in carrying out tasks, and feeling the
meaning and impact of their contributions, individuals tend to feel higher satisfaction
with their work overall. This finding is consistent with several previous studies. Gong
et al. (2020) found that high levels of psychological empowerment were significantly
associated with higher levels of job satisfaction among the employees they studied.
Another study by Cruz et al. (2021) also supports this finding by showing that high
levels of psychological empowerment contribute positively to job satisfaction, and that
employees who feel they have control, competence, and meaning in their work tend
to feel greater job satisfaction.

The results of the structural equation test found that psychological empowerment
failed to act as a mediating variable in the influence of trait El on job satisfaction of
employees at Kendari City Hospital. This finding indicates that psychological
empowerment is unable to explain or significantly connect the relationship between
trait EI and job satisfaction. This indicates that there are other factors that may
influence or moderate the relationship between trait El, psychological empowerment,
and job satisfaction that have not been identified in the context of the study. Therefore,
the mediating role of psychological empowerment in connecting trait EI with job
satisfaction is not verified, indicating the complexity in the dynamics of the relationship
between these psychological factors.

The final finding in this study is that psychological empowerment acts as a mediating
variable in the influence of work engagement on job satisfaction of employees of
Kendari City Hospital. This finding provides a deep understanding of the complexity of
the relationship between work engagement, psychological empowerment, and job
satisfaction in the context of the work environment. With psychological empowerment
acting as an effective mediator, the individual's internal mechanisms in terms of feeling
in control, competent, and involved in their work have been shown to strengthen the
positive relationship between work engagement and job satisfaction. In addition, the
significant direct effect of work engagement on job satisfaction confirms the
importance of high levels of engagement in enhancing a satisfying work experience.
This finding provides strong empirical evidence of the importance of psychological
empowerment as a bridge connecting high levels of work engagement and better job
satisfaction, underlining its crucial mediating role in shaping positive and satisfying
work experiences for individuals in the workplace.
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VI. CONCLUSIONS

Based on the results of the hypothesis test as described, it can be concluded that Trait
El has no effect on job satisfaction. Meanwhile, work engagement and psychological
empowerment have a positive effect on job satisfaction. Although trait El does not
directly have a significant effect on Job Satisfaction, it has a positive impact on
psychological empowerment. This shows that an individual's ability to understand and
manage emotions effectively can increase their level of psychological empowerment,
which in turn can affect job satisfaction.

In addition, the finding that work engagement has a significant positive impact on job
satisfaction and psychological empowerment underscores the importance of an
individual’s level of involvement, enthusiasm, and commitment to their work in creating
a satisfying and empowering work experience. Furthermore, the mediating role of
psychological empowerment in the relationship between work engagement and job
satisfaction highlights the importance of psychological factors in shaping positive
perceptions of work and the overall work environment. In conclusion, these findings
underscore the complexity of the relationships between these variables in the
workplace and emphasize the importance of developing holistic strategies to enhance
employee job satisfaction and engagement through a deeper understanding of the
psychological factors involved.

This study still has several limitations that require further in-depth research, especially
since the scope of the study is still limited to the variables of trait emotional intelligence,
work engagement and psychological empowerment, in relation to job satisfaction.
Theoretically and empirically, an employee's job satisfaction is influenced by very
complex factors. Therefore, further research is expected to expand this study by
adding other relevant variables. To strengthen the findings of this study, this research
model can be applied to other research objects or locations. Thus, the results of
research on the factors that influence job satisfaction become more complete and
varied.

References

1) Albrecht, S., Gruman, J., Macey, W., & Saks, A. (2015). Employee engagement, human resource
management practices and competitive advantage: An integrated approach. Journal of
Organizational Effectiveness: People and Performance. Journal of Organizational Effectiveness:
People and Performance, 2, 7-35. https://doi.org/10.1108/JOEPP-08-2014-0042

2) Alotaibi, S. M., Amin, M., & Winterton, J. (2020). Does emotional intelligence and empowering
leadership affect psychological empowerment and work engagement? Leadership & Organization
Development Journal, 41(8). https://doi.org/10.1108/LODJ-07-2020-0313

3) Bakker, A. B., & Demerouti, E. (2016). Job Demands-Resources Theory: Taking Stock and
Looking Forward. Journal of Occupational Health Psychology, 22.
https://doi.org/10.1037/0cp0000056

4) Blaique, L., Ismail, H., & Aldabbas, H. (2022). Organizational learning, resilience and psychological
empowerment as antecedents of work engagement during COVID-19. International Journal of
Productivity and Performance Management, 72(6). https://doi.org/10.1108/IJPPM-04-2021-0197

5) Caesens, G., Stinglhamber, F., & Luypaert, G. (2014). The impact of work engagement and
workaholism on well-being: The role of work-related social support. Career Development
International, 19, 813-835. https://doi.org/10.1108/CDI-09-2013-0114

6) Carrillo, E., J.D., J. L., Maclennan, H., & Clayton, R. (2020). Emotional Intelligence as a Predictor
of Job Satisfaction and Job Performance. The International Journal of Business & Management,
8(1). https://doi.org/10.24940/theijbm/2020/v8/i1/bm2001-054

680 SEP Volume 21 Issue 09


http://www.commprac.com/

7

8)

9)

10)

11)

12)

13)

14)

15)

16)

17)

18)

19)

20)

21)

22)

23)

WWw.commprac.com
ISSN 1462 2815

Chan, E. S. S., Ho, S. K., Ip, F. F. L., & Wong, M. W. Y. (2020). Self-Efficacy, Work Engagement,
and Job Satisfaction Among Teaching Assistants in Hong Kong’s Inclusive Education. SAGE
Open, 10(3), 1-11. https://doi.org/10.1177/2158244020941008

Clarke, N., & Mahadi, N. (2017). Mutual Recognition Respect Between Leaders and Followers: Its
Relationship to Follower Job Performance and Well-Being. Journal of Business Ethics, 141(1),
163-178. https://doi.org/10.1007/s10551-015-2724-z

Cruz, A. P., Betti Frare, A., Accadrolli, M., & Horz, V. (2021). Effects of informal controls and
psychological empowerment on job satisfaction. Revista Contabilidade & Financas, 33(88).
https://doi.org/10.1590/1808-057x202114660

Di Fabio, A. (2017). Positive Healthy Organizations: Promoting Well-Being, Meaningfulness, and
Sustainability in Organizations. Frontiers in Psychology, 8.
https://lwww.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2017.01938

Fong, K. H., & Snape, E. (2015). Empowering Leadership, Psychological Empowerment and
Employee Outcomes: Testing a Multi-level Mediating Model. British Journal of Management, 26(1),
126-138. https://doi.org/https://doi.org/10.1111/1467-8551.12048

Garcia-Sierra, R., Fernandez-Castro, J., & Martinez-Zaragoza, F. (2015). Work engagement in
nursing: An integrative review of the literature. Journal of Nursing Management, 24.
https://doi.org/10.1111/jonm.12312

Gong, Y., Wu, Y., Huang, P., Yan, X., & Luo, Z. (2020). Psychological Empowerment and Work
Engagement as Mediating Roles Between Trait Emotional Intelligence and Job Satisfaction.
Frontiers in Psychology, 11(March), 1-7. https://doi.org/10.3389/fpsyg.2020.00232

Jawahar, |., & Liu, Y. (2016). Why Are Proactive People More Satisfied With Their Job, Career,
and Life? An Examination of the Role of Work Engagement. Journal of Career Development, 44.
https://doi.org/10.1177/0894845316656070

Khalil, M. A., & Yozgat, U. (2021). Psychological Empowerment and Job Satisfaction: Insights from
Libyan Banking Sector. Journal of Islamic World and Politics, 5(2), 179-195.
https://doi.org/10.18196/jiwp.v5i2.11194

Khany, R., & Tazik, K. (2015). On the Relationship Between Psychological Empowerment, Trust,
and Iranian EFL Teachers’ Job Satisfaction: The Case of Secondary School Teachers. Journal of
Career Assessment, 24. https://doi.org/10.1177/1069072714565362

Mayer, J. D., & Salovey, P. (1995). Emotional intelligence and the construction and regulation of
feelings. Applied and Preventive Psychology, 4(3), 197-208.
https://doi.org/https://doi.org/10.1016/S0962-1849(05)80058-7

Mérida-Lépez, S., Extremera, N., Quintana-Orts, C., & Rey, L. (2019). In pursuit of job satisfaction
and happiness: Testing the interactive contribution of emotion-regulation ability and workplace
social support. Scandinavian Journal of Psychology, 60, 59-66. https://doi.org/10.1111/sjop.12483

Miao, C., Humphrey, R. H., & Qian, S. (2016). Leader emotional intelligence and subordinate job
satisfaction: A meta-analysis of main, mediator, and moderator effects. Personality and Individual
Differences, 102, 13-24. https://doi.org/https://doi.org/10.1016/j.paid.2016.06.056

Moura, D., Orgambidez-Ramos, A., & Gongalves, G. (2014). Role Stress and Work Engagement
as Antecedents of Job Satisfaction: Results From Portugal. Europe’s Journal of Psychology, 10(2
SE-Research Reports), 291-300. https://doi.org/10.5964/ejop.v10i2.714

Ngo, H.-Y., & Li, H. (2017). Individual Orientations and Career Satisfaction. Journal of Career
Development, 45. https://doi.org/10.1177/0894845317706759

Nikpour, A. (2018). Psychological Empowerment and Organizational Innovation: Mediating Role
of Job Satisfaction and Organizational Commitment. International Journal of Organizational
Leadership, 7, 106—119. https://doi.org/10.33844/ijol.2018.60421

Orgambidez, A., & Extremera, N. (2020). Understanding the link between work engagement and
job satisfaction: Do role stressors underlie this relationship? Scandinavian Journal of Psychology,
61(3). https://doi.org/10.1111/sjop.12613

681 SEP Volume 21 Issue 09


http://www.commprac.com/

24)

25)

26)

27)

28)

29)

30)

31)

32)

33)

34)

35)

36)

37)

38)

39)

40)

WWw.commprac.com
ISSN 1462 2815

Peterson, N., & Zimmerman, M. (2004). Beyond the Individual: Toward a Nomological Network of
Organizational Empowerment. American Journal of Community Psychology, 34, 129-145.
https://doi.org/10.1023/B:AJCP.0000040151.77047.58

Petrides, K., & Furnham, A. (2001). Trait emotional intelligence: Psychometric Investigation with
reference to established trait taxonomies. European Journal of Personality, 15, 425-448.
https://doi.org/10.1002/per.416

Petrides, K., Pita, R., & Kokkinaki, F. (2007). The Location of Trait Emotional Intelligence in
Personality Factor Space. British Journal of Psychology (London, England : 1953), 98, 273-289.
https://doi.org/10.1348/000712606X120618

Schaufeli, W. (2017). Applying the Job Demands-Resources model. Organizational Dynamics, 46.
https://doi.org/10.1016/j.orgdyn.2017.04.008

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement
with a short questionnaire: A cross-national study. Educational and Psychological Measurement,
66(4), 701-716. https://doi.org/10.1177/0013164405282471

Schermuly, C., Meyer, B., & Dammer, L. (2013). Leader-Member Exchange and Innovative
Behavior The Mediating Role of Psychological Empowerment. Journal of Personnel Psychology,
12, 132. https://doi.org/10.1027/1866-5888/a000093

Schutte, N. S., Malouff, J., & Bhullar, N. (2009). The Assessing Emotions Scale. In The assessment
of emotional intelligence (pp. 119-134). https://doi.org/10.1007/978-0-387-88370-0_7

Seibert, S., Wang, G., & Courtright, S. (2011). Antecedents and Consequences of Psychological
and Team Empowerment in Organizations: A Meta-Analytic Review. The Journal of Applied
Psychology, 96, 981-1003. https://doi.org/10.1037/a0022676

Spreitzer, G. M. (1995). Psychological Empowerment in the Workplace: Dimensions,
Measurement, and Validation. Academy of Management Journal, 38, 1442-1465.
https://doi.org/oi.org/10.5465/256865

Sun, P., Chen, J., & Jiang, H. (2017). Coping Humor as a Mediator Between Emotional Intelligence
and Job Satisfaction: A Study on Chinese Primary School Teachers. Journal of Personnel
Psychology, 16, 155-159. https://doi.org/10.1027/1866-5888/a000185

Thompson, E., & Phua, F. (2012). A Brief Index of Affective Job Satisfaction. Group & Organization
Management - GROUP ORGAN MANAGE, 37, 275-307.
https://doi.org/10.1177/1059601111434201

Ugwu, F., Onyishi, I, & Sanchez, A. (2014). Linking organizational trust with employee
engagement:. The role of psychological empowerment. Personnel Review, 43.
https://doi.org/10.1108/PR-11-2012-0198

Wang, J.-L., Zhang, D., & Jackson, L. (2013). Influence of self-esteem, locus of control, and
organizational climate on psychological empowerment in a sample of Chinese teachers. Journal
of Applied Social Psychology, 43. https://doi.org/10.1111/jasp.12099

Weiss, H., & Cropanzano, R. (1996). Affective Events Theory: A Theoretical Discussion of The
Structure, Cause and Consequences of Affective Experiences at Work. Research in Organizational
Behavior.

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs and affective
experiences. Human Resource Management Review, 12(2), 173-194.
https://doi.org/https://doi.org/10.1016/S1053-4822(02)00045-1

Wong, C.-S., & Law, K. (2002). The effects of leader and follower emotional intelligence on
performance and attitude: An exploratory study. The Leadership Quarterly, 13, 243-274.
https://doi.org/10.1016/S1048-9843(02)00099-1

Zimmerman, B. (1995). Self-efficacy and educational development.

682 SEP Volume 21 Issue 09


http://www.commprac.com/

