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ARTICLEINFO ABSTRACT

This study examined the relationship between empowering leadership and employees' job
satisfaction in a Catholic higher education institution in Ilocos Norte, Philippines. Using a
descriptive-correlational research design, data were collected from 130 administrators and
employees through validated questionnaires. Descriptive statistics, specifically the
weighted mean, were used to determine the levels of empowering leadership and job
satisfaction. At the same time, Pearson's correlation coefficient was employed to examine
the relationship between the two variables. The findings revealed that both empowering
leadership (M = 3.00) and employees' job satisfaction (M = 3.33) were at a moderate level,
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satisfaction, the nature of the indicating opportunities for improvement. The analysis further showed a significant positive

work, personal growth, and  relationship between empowering leadership and employees' job satisfaction, suggesting

development that employees tend to be more satisfied when leaders effectively communicate the
institution's vision, provide autonomy, delegate authority, and empower them to achieve
meaningful goals. The findings underscore the importance of strengthening and
empowering leadership practices to foster a more engaged and satisfied workforce.
Although the study was limited to a single institution, it provides empirical evidence
supporting the role of empowering leadership in enhancing employee job satisfaction within
Philippine higher education. Future studies involving larger samples and more diverse
institutional contexts are recommended to validate and extend these findings.
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Humanities under the Creative Commons Attribution-NonCommercial-ShareAlike 4.0
International License https:/creativecommons.org/licenses/by-nc-sa/4.0/

JEL Classification: M12

Introduction

An organization's success or failure is often judged by leadership. When organizations experience poor

performance or crises, stakeholders typically hold leaders accountable because they are ultimately responsible for
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setting direction, making decisions, and ensuring organizational effectiveness (Nordgren, 2016). Likewise, top
management is frequently blamed for organizational failure or bankruptcy (D'Aveni, 1990). High-profile disasters,
such as the sinking of the Titanic, the El Faro cargo ship, and the Sea Diamond cruise ship, further illustrate how
leadership decisions can have far-reaching consequences (Ismay & Smith, 1912; Carassava, 2007; Dooley, 2017).
These examples underscore the critical role of leadership in influencing organizational outcomes.

Among the many leadership approaches, empowering leadership has gained increasing attention for its emphasis
on trust, participation, and shared responsibility. Unlike authoritarian leadership, which centralizes decision-
making and limits employee involvement, empowering leadership encourages employees to participate in
decisions, exercise autonomy, and contribute their ideas to the organization. Research has shown that authoritarian
leadership can reduce employee performance, increase psychological contract violations, and foster organizational
cynicism (Wang et al., 2019; Jiang et al., 2017). In contrast, involving employees in decision-making enhances
their sense of self-worth, commitment, and intrinsic motivation (Keller, 1995; Thomas & Velthouse, 1990).

Empowering leadership is commonly reflected in four key practices: communicating a clear organizational vision,
promoting employee autonomy, delegating authority, and setting meaningful individual goals. Leaders who adopt
these practices create an environment where employees are trusted to make decisions, take ownership of their
responsibilities, and contribute to achieving organizational goals. Such empowerment not only improves
organizational effectiveness but also strengthens employees' intrinsic motivation and engagement (Thomas &
Velthouse, 1990).

Although previous studies have examined the relationship between empowering leadership and employee
performance, limited research has explored its influence on employees' job satisfaction within the higher education
setting. Addressing this gap, the present study investigates the relationship between empowering leadership and
employees' job satisfaction in a Catholic higher education institution. Specifically, it examines the extent to which
school administrators empower faculty and staff through vision-sharing, autonomy, delegation of authority, and
individual goal setting, and how these leadership practices relate to employees' job satisfaction. The findings are
expected to provide school administrators with evidence-based insights to strengthen leadership practices,
improve employee satisfaction, and foster a more productive and engaged academic community.

Literature review

A literature review is a method for gathering ideas from prior research on the current topic (Baumeister & Leary,
1997). It helps to establish the foundation of the theories of the current study (Webster & Watson, 2002). It also
provides a comprehensive idea about the current topic (Snyder, 2019). Thus, this part reviews the related literature,
including studies that discuss the current study's theories.

The concept of leadership

Leadership plays an important role in achieving organizational objectives. Blame would be thrown at the one who
leads or manages the business organization. Bennis and Nanus (2007) pointed out that leaders make an
organization effective or ineffective. The performance of an organization reflects its leadership. Effective or
ineffective organizations reflect effective or ineffective leadership. This is exactly what Tichy and Cohen (2007)
say: winning is about leadership. Leadership is to lead the organization to succeed. Therefore, the one in a position
of leadership needs to understand what leadership is. Someone in a leadership position who does not know their
role as a leader can be disastrous for the organization. Al Khajeh (2018) demonstrated this in his study of the
relationship between leadership styles and organizational performance. He pointed out in his study that leadership
is a key factor in the success or failure of any organization. He contended that transformational and democratic
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styles have contributed to an organization's success. His study, among many others, confirmed the importance of
leadership in achieving organizational goals through people. Organizational success is an indication of a leader’s
success in influencing their people to attain the goals. Northouse (2015) argued that leadership is a process by
which a person influences others, or followers, to achieve stated goals. In other words, a winning organization can
only be achieved through people and good leadership. Leaders must know the art of leadership. The process of
influencing people to achieve organizational goals is the art of leadership. Leadership is a package, not only about
skills or knowledge, but is a combination of all: knowledge, character, values, and action. Tichy and Cohen (2007)
argued that leaders not only have ideas and knowledge but also have the values, energy, and edge. They have the
knowledge and basic skills to carry out their job and guide their followers, but they also have the values to inform
their decisions and the energy to implement them. Bennis and Nanus (2007) pointed out several important aspects
of leadership: character, a strong determination to realize the vision, the capacity to generate and sustain trust, a
results-oriented approach, not merely creating optimism without action, and enrolling people in the vision through
that optimism. Without good moral character or moral values, a leader cannot be effective in performing his/her
job. However, even if he/she has the character, without the strong determination to implement what has been
decided, he/she will fail. Strong determination should be accompanied by trust. To get the cooperation of their
followers in performing their duties and responsibilities, leaders must be trusted and be able to sustain the trust
relationship with their followers.

Following the above concept, we argue that leadership cannot be effective without the cooperation of his/her
followers. Getting the employees involved in the management process is the only way to create a winning
organization. In other words, a leader can only win by creating winning leaders down the line. Tichy and Cohen
(2007) contended that a winning organization has leaders at all levels. Thus, the main responsibility of a leader is
to develop leaders at all levels of the organization. Leadership is not only at the top of management, but it must
exist at all levels. Producing leaders at all levels makes a difference between winners and losers. This is also what
Maxwell (1995) emphasized: the main duty and responsibility of a leader is to develop leaders around him. How
to create or build leaders around him is the art of empowerment.

The concept of empowerment and empowering leadership

Empowerment has been discussed by many authors, including Bennis and Nanus (1985, 2007), House (1988), and
Neilsen (1986). Bennis and Nanus (1985, 2007) discussed the nature of 21st-century leadership, including
empowerment. For them, 21%-century leadership would change in its focus. Leadership would focus on developing
leaders at all levels, leading with vision, sharing information across levels, empowering and inspiring individuals,
facilitating teamwork, coaching, and creating an agenda for change. Leaders would not be the center of decision-
making, would not focus on directing, supervising, or controlling, and would not act like a boss. House (1988)
discussed leadership behaviors that enhance subordinates' empowerment and satisfaction. Leaders’ behavior
should increase subordinates' motivation and capabilities. Nielsen (1986) contended that empowerment involves
providing the resources they need, thereby increasing their sense of self-worth. His study had shown that
psychological empowerment correlates with organizational performance.

Based on these concepts, there is no consensus on the meaning or definition of empowerment. Merriam—Webster
would define empowerment as the “act or action of empowering someone or something, the granting of the power,
right, or authority to perform various acts or duties.” Alternatively, “the state of being empowered to do something:
the power, right, or authority to do something.” The Cambridge Dictionary would define empowerment as “the
process of gaining freedom and power to do what you want or to control what happens to you”. Collins Dictionary
defines empowerment as “the process of giving them power and status in a particular situation”. The definitions
offered by different dictionaries are sufficient for us to establish the definition of empowerment. In the context of
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our topic, empowerment is the process of granting power or authority to others or employees, enabling them to
operate independently of leadership control and carry out their duties and responsibilities. In the legal sense,
empowerment means authorization (Thomas, 1990). In other words, through empowerment, the leader allows,
consents to, and permits employees to perform their duties and make decisions on the leader's behalf.

Empowering leadership style, then, is a process of “sharing power to enhance employees’ motivation and
investment in their work™ (Zhang & Zhou, 2014). This leadership style empowers employees psychologically to
improve their work outcomes (Spreitzer, 1995). When they are empowered, their sense of self-worth is
strengthened because they feel that their work is important. According to the study by Hao et al. (2018),
empowering leadership is positively correlated with task performance, creative performance, and passion for
work. This is the effect of being given the authority to perform one's task independently, with minimal intervention
or control from management. Employees are more committed and engaged in their jobs when they are given the
freedom to perform their work in their own way, without strict supervision and control from the leader. Chen et
al. (2011) studied the effect of empowering leadership on team members and found that it positively affects
cooperative and innovative behavior, as well as their commitment. Other studies have shown that empowering
leadership has become an important factor in improving job performance (Humborstad, 2014) and that employees
have become more proactive, seeking continuous improvement in the quality of their work and continually
searching for creative solutions to workplace problems (Wellins, 1991). Lee et al. (2018) found that empowering
leaders are more effective at influencing creativity and citizenship behavior than leaders who focus on task
performance. They are also more trusted by employees than leaders who do not empower them. Finally, they are
more effective at influencing employees' job performance.

Element of empowerment

Based on the meaning of leadership and the concepts of empowerment and empowering leadership we have
discussed, we can now identify the elements of empowerment.

1. Vision-Mission-oriented empowerment. The first element of leadership and the basis of empowerment
is vision and mission. Empowerment is a tool to achieve the stated vision and mission. Vision and mission
serve as guides for decision-making and job performance. Employees who understand the organization's
vision and mission do not need a leader who is strict and autocratic, as the vision and mission are already
sufficient to guide their work. It serves as their guide in carrying out their duties and responsibilities.
Therefore, employees must be involved in designing the vision and mission. By involving the employees
in writing the vision and mission, objectives, key result areas, performance indicators, and strategies
(Morato, 2006), the employees own the vision and mission. Thus, it becomes a collective vision, not the
leader's alone. With a collective vision and mission, employees know what to do, where to go, how to get
there, and what is expected of them. Collective vision and mission imply the delegation of authority.
Therefore, an effective vision and mission allow leadership to delegate authority to employees or others
who can create better outcomes and make decisions. Having a clear vision and mission helps management
save time in controlling, supervising, and monitoring, and in avoiding unnecessary arguments about what
to do and how to do it (Searle, Hayes & Weiss, 2018).

2. Independence or Autonomy. Understanding autonomy or independence is simple. Looking into the root
word of the term, "autonomy", the word is composed of two root words: autos, which means self, and
nomos, which means rule, governance, or law. From such root words, we derive the idea of autonomy,
which encompasses self-governance or self—rule, self-determination, freedom of will, individuality,
independence, and self-knowledge (Agich, 1993, 1994). It is the absence of external interference. In light
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of the purpose of this paper, autonomy means that an individual is given the freedom to determine or to
govern himself/herself in carrying out his/her duties and responsibilities. In other words, the individual is
given the capacity to make his/her own decision (Dryden, n.d) without the interference of higher authority
or external influencers. It is the autonomy of an individual's action and thought, not dictated by external
authorities other than himself/herself. With autonomy, a person can shape their work according to their
best judgment. Saragih (2011) pointed out in her study that job autonomy is significantly related to job
satisfaction and job performance. Also, Morgeson et al. (2005) found that job autonomy affects
employees' job performance and satisfaction.

3. Delegation of Authority. Delegation of authority is an essential leadership practice that enables
organizations to function more effectively. As noted by Abun (2018), no leader possesses complete
knowledge or the capacity to address every issue alone. Because leadership responsibilities often demand
significant time and energy, leaders must delegate appropriate authority to others so that decisions can be
made efficiently on their behalf. According to Bennis and Nanus (2007), delegation is the downward
distribution of authority and power, allowing subordinates to perform tasks and make decisions within
defined limits. This sharing of authority not only improves organizational effectiveness but also enhances
employees' psychological motivation by making them feel valued contributors to the organization (Abun,
2018).

Similarly, Kokemuller (2007) explained that delegation involves assigning responsibilities while
providing clear guidelines for their execution. Effective delegation is not merely transferring tasks but
entrusting responsibility to capable individuals while clearly defining what should be delegated, to whom,
and under what conditions. Bennis and Nanus (2007) identified three essential elements of delegation:
authority, responsibility, and accountability. Delegated employees are empowered to make decisions,
allocate resources, and direct work within the scope assigned to them. At the same time, they remain
responsible for fulfilling agreed-upon duties and accountable to the leader who delegated the authority
(Abun, 2018). Empirical evidence also supports the value of delegation. For example, Al-Jammal and Al-
Khasawneh (2015) found that delegation of authority has a significant positive effect on employees' job
performance.

4. Individual Goal-Oriented Empowerment. Empowerment goes beyond simply granting authority to
subordinates. Its primary purpose is to enable employees to act independently and make decisions within
their areas of expertise to achieve the organization's shared goals. To accomplish this, organizational goals
should be cascaded from top management to departments, units, and ultimately to individual employees.
According to Stavrou et al. (2015), assigning specific goals influences how departments operate and how
individuals think, feel, and behave. This goal-oriented approach, also described as task-driven or results-
driven, directs employees' efforts toward achieving desired outcomes.

Individual goals provide employees with a clear sense of purpose and guide their actions at work. They
encourage employees to develop the skills needed to accomplish assigned tasks and serve as a source of
intrinsic motivation by inspiring them to maximize their capabilities (Ordofiez et al., 2009). Supporting
this view, Borlongan-Conway et al. (2010) found that goal orientation is positively associated with
creative performance.
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Leadership styles and job satisfaction

Job satisfaction remains a critical concern in organizational management because it directly influences both
individual and organizational performance. Spector (1997) described job satisfaction as employees' level of
contentment with their work environment, job, and supervision. Similarly, Sharma and Bhaskar (1991) viewed it
as an emotional response developed through work experiences, while Ali (2016) explained that satisfaction arises
when employees' needs, expectations, or desires are fulfilled. Conversely, dissatisfaction occurs when there is a
gap between what employees expect from their jobs and what they actually experience. Measuring job satisfaction
is therefore essential in determining employees' well-being and identifying factors that influence employee
retention, as satisfied employees are more likely to remain with an organization (Flowers & Hughes, 1973).

The relationship between job satisfaction and organizational performance has long been established. Early work
by Brayfield and Crockett (1955) highlighted its importance in improving organizational outcomes. Subsequent
studies by Bakotic (2016) and Ouedraogo and Leclerc (2013) found that job satisfaction has a stronger influence
on organizational performance than organizational performance has on job satisfaction. These findings were
further supported by Miah (2018), who demonstrated that employee job satisfaction positively affects
organizational performance in the private sector.

Leadership is another important determinant of job satisfaction. Research has shown that transformational and
transactional leadership styles positively influence employees' satisfaction (Medley & Larochelle, 1995; Haider
& Riaz, 2010). Likewise, empowering leadership has been found to enhance both job satisfaction and performance
(Fuller et al., 1999; Furlonger, 2000). According to Dhamija et al. (2018), empowering leadership promotes
satisfaction by improving the work itself, management policies, opportunities for personal growth and career
development, management—employee relationships, and employee empowerment. Employees are more satisfied
when their work matches their abilities, encourages creativity, develops new skills, and recognizes their
contributions. Satisfaction is also strengthened by supportive organizational policies, opportunities for career
advancement, employee participation in decision-making, open communication, trust between management and
employees, and a work environment that prioritizes both organizational success and employee well-being
(Dhamija et al., 2018).
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Conceptual framework

Independent Variables Dependent Variables

Empowering Job
Leadership: Satisfaction

Vision-Oriented
Empowerment

Independence/Auton-
omy-oriented

Delegation of Authority-
oriented

Individual-goal oriented
Empowerment

The Work itself
Management Policies

Personal Growth and
Career Development

Management and
Employee relationship

Source: Bennis and Nanus (1985, 2007; Searle, Hayes & Weiss, 2018; Saragih, 2011; Abun, 2018; Kokemuller,
2007; Borlongan-Conway, et.al., 2010; Dhamija, et.al., 2018)

Figure 1: Independent and dependent variables describe the influence of independent
variables on the dependent variable: when the experimenter manipulates the independent
variables, this may affect the dependent variable (McLeod, 2019). In this regard, the conceptual
frameworks reflect the study's theory. It depicts the correlation between the two variables,
showing that empowering leadership affects job satisfaction.

Statement of the problem

As reflected in the conceptual framework, the study examined the correlation between empowering leadership
and job satisfaction. It specifically answers the following questions:

1. What is the empowering leadership style of heads of the College in terms of: Vision-oriented empowerment
a. Independence/autonomy
b. Delegation of Authority
c. Individual goal-oriented empowerment

2. What is the job satisfaction of employees in terms of
the nature of work

Management policies

Personal growth and development

Management, and employee relationship

a0 o

3. Is there a relationship between empowering leadership and job satisfaction?
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Hypothesis

A study has found a correlation between empowering leadership and job satisfaction, as noted in
Haider and Riaz (2010) and Furlonger (2000). Thus, the current study hypothesizes a correlation between an
empowering leadership style and employees' job satisfaction.

Scope and delimitation of the study

The study limits its investigation to the relationship between empowering leadership styles, along with vision-
oriented empowerment, independence/autonomy, delegation of authority, and individual-goal-oriented
empowerment. The study covers only the employees of a Catholic College in Ilocos Norte. The study limits its
investigation to the variables identified herein.

Research methodology

The research methodology is the specific procedures by which the study is carried out scientifically and is usually
the basis for determining the quality and validity of the research (Leedy, 1974). Conducting quality research
demands correct procedures or methodology in carrying out the investigation. Therefore, good research must
adopt a specific research design and include the study locale, where the study is conducted, and its population.
Further, it should have a clear procedure for gathering the data, the instruments used to gather it, and, finally, the
statistical tools for analyzing it.

Research design

This research is quantitative and therefore used descriptive assessment and a descriptive correlational research
design. According to Baht (2020), descriptive research is a “research method that describes the characteristics of
the population or the phenomena that are studied. It focuses more on the “what” of the research subject rather than
the “why” of the research subject” (para. 1). This research is designed to determine the level of empowering
leadership styles of office heads or managers and their effect on the employees’ job satisfaction. Ariola (2006), as
cited by Abun (2019), contends that descriptive research describes what appears in data collected through
questionnaires and statistical treatment. It is also used to describe profiles, frequency distribution, and
characteristics of people, situations, phenomena, or relationship variables. In short, it describes “what is” about
the data.

Concerning the current study, the descriptive correlational method was deployed. The study assesses the level of
moral leadership and its effect on employees' morality.

The locale of the study

The study was conducted at a Catholic college in Ilocos Norte, a province in the northern part of Luzon,
Philippines, adjacent to Ilocos Sur.

Population

The study included all administrators and employees of the college. Using total enumeration sampling, all 130
employees, including department heads, were selected as respondents.

Data gathering instruments

Data were collected using questionnaires. The researcher developed the questionnaire on empowering leadership,
which underwent content validation by subject matter experts with at least 15 years of leadership experience and
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doctoral degrees in Educational Management. The job satisfaction questionnaire was adapted from the Quality of
Work-Life Factors developed by Dhamija et al. (2018).

Data gathering procedures

Ethical procedures were observed throughout the data collection process. The researcher first sought permission
from the College President to administer the questionnaires. Upon approval, the researcher personally distributed
the questionnaires to the administrators and employees and invited them to participate in the study. The retrieval
of the completed questionnaires was coordinated with the President's representative, with assistance from the
college's employees and faculty.

Ethical considerations

The study adhered to established ethical standards. Permission and informed consent were obtained from the
participants before the distribution of the questionnaires. The study did not involve human or animal
experimentation.

Statistical treatment of data

In line with the descriptive-correlational research design, both descriptive and inferential statistics were employed.
Descriptive statistics, specifically the weighted mean, were used to determine the level of administrators'
empowering leadership styles as perceived by employees. Inferential statistics, using correlation analysis, were
applied to examine the relationship between empowering leadership styles and employees' job satisfaction.

The following ranges of values with their descriptive interpretation will be used:

Statistical Range Descriptive Interpretation
4.21-5.00 Strongly agree/Very High
3.41-4.20 Agree/High

2.61-3.40 Somewhat agree/Moderate
1.81-2.60 Disagree/Low

1.00-1.80 Strongly disagree/Very Low

Data presentation and analysis

This part presents the data gathered through questionnaires. The presentation follows the structure of the problem
statement.

Problem 1: What is the empowering leadership style of administrators of the college in terms of
: a. Vision-oriented empowerment
b. Independence/autonomy
¢. Delegation of Authority
d. Individual goal-oriented empowerment

Table 1. Empowering leadership style of administrators of the college in terms of the vision

Indicators Mean | DR
1. .Em.ployees are invited and involved in creating the vision and mission of the 504 SWA
organization.

2. The vision and mission of the institution are clear to the employees. 3.04 SWA
3. There is communication of vision and mission to all employees. 3.05 SWA
4.  There is a disclosure of strategy to achieve the vision and mission. 2.92 SWA
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Constant update of the attainment of vision and mission to the employees. 2.83 SWA

Encourage employees to initiate activities in line with the vision and mission. 2.96 SWA

Employees are allowed to make their decisions based on the vision and mission. 2.95 SWA

SR g

There is a regular assessment of the work together with the employees in line with
the vision and mission.
Composite Mean 295 | SWA
Source: Bennis and Nanus (1985, 2007); Searle, Hayes & Weiss (2018)
Legend:

2.92 SWA

Statistical Range Descriptive Interpretation
4.21-5.00 Strongly agree/Very High
3.41-4.20 Agree/High

2.61-3.40 Somewhat agree /Moderate
1.81-2.60 Disagree/Low

1.00-1.80 Strongly disagree/Very Low

As shown in the data, empowering leadership in terms of vision obtained a composite mean of 2.95, interpreted
as somewhat agree or moderate. All indicators likewise received the same descriptive rating. This suggests that
while administrators communicate the college's vision and goals to a moderate extent, employees may not be
sufficiently empowered to make independent decisions aligned with these goals. Although the institutional vision
is established and communicated, it may not consistently translate into employees' day-to-day responsibilities.
This finding may indicate a tendency toward bureaucratic leadership, where administrators closely supervise
subordinates rather than entrusting them with greater autonomy. As a result, faculty and staff may have limited
confidence in their ability to take ownership of departmental goals (Magbool et al., 2024; Abun et al., 2021;
Sarwar et al., 2022). Such misalignment between administrators and employees can reduce organizational
efficiency (Lavoie, 2017) and weaken employees' motivation and job satisfaction when they lack a clear
understanding of the institution's direction (Mahmood & Rehman, 2015).

Table 2. Empowering leadership style of heads of the college in terms of independence/autonomy

Indicators Mean | DR

1. The management allows the employees to perform their work on their own

based on what they know best. 305 SWA
2. The management encourages self-thinking and creativity at work. 3.02 | SWA
3. The management does not intervene too much in the work of employees. 3.02 | SWA
4.  The management motivates employees to determine or govern themselves. 295 | SWA
5. The employees are allowed to make their own decisions. 295 | SWA
6. The management appreciates ideas and recognizes employees' efforts. 291 | SWA

7.  The employees are given easy access to the institution’s resources to perform 508
their job. ’ SWA
8. The management minimizes supervision and control of the work of

employees. 3.03 SWA

Composite Mean 2.99 SWA
Source: Bennis and Nanus (1985, 2007); Searle, Hayes & Weiss (2018)

Similarly, empowering leadership in terms of independence or autonomy obtained a composite mean of 2.99,
interpreted as somewhat agree or moderate. All indicators also received the same descriptive rating. This finding

suggests that administrators moderately empower employees to exercise independence and autonomy in carrying
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out their duties and responsibilities. Consequently, employees may have limited opportunities to make
independent decisions or take ownership of their work. According to Harris (2019), insufficient autonomy can
negatively affect both employee performance and overall job satisfaction.

Table 3. Empowering leadership Style of heads of the College in terms of delegation of authority

Indicators Mean | DR
Employees are given the authority to arrange their work. 3.08 | SWA

2.  Employees are given the authority to accomplish the assigned task. 3.15 | SWA
3 Employees are given the authority to decide on the execution of their work. 3.02 | SWA
4.  Employees are given the authority to make decisions. 296 | SWA
5. When the employees are delegated to do a certain task, they are given easy access 301

to the resources needed to accomplish the task. SWA
6.  When the employees are delegated to do a certain task, they are given guidelines 3.05

on how to perform their task. SWA
7.  The delegated person is aware of the limits of his/her authority. 3.05 | SWA
8.  The delegated person knows that he/she is accountable to the person who gives 3.00

him/her the authority. SWA
Composite Mean 3.04 SWA

Source: Bennis and Nanus (1985, 2007); Searle, Hayes & Weiss (2018)

As presented in the table, empowering leadership in terms of delegation of authority obtained a composite mean
of 3.04, interpreted as "somewhat agree' or moderate. All indicators likewise received the same descriptive
rating. This finding suggests that administrators moderately delegate authority, allowing employees limited
opportunities to make decisions and carry out responsibilities independently. While centralized leadership can
provide a clear chain of command, unified direction, cost efficiency, and consistent work quality, excessive
centralization may also foster bureaucracy, delay decision-making, and reduce employee commitment (Wale,
2020). As emphasized by Sotrin (2017), effective leaders should know when to delegate authority and transition
from merely performing tasks to leading and empowering others.

Table 4. Empowering leadership style of heads of the college in terms of individual goal

Indicators Mean | DR
1.  The individual employee is given a specific goal to accomplish. 3.14 | SWA
2. The goals that are given to the employees are clearly defined. 3.08 | SWA
3. Specific key result areas to be accomplished are identified. 3.09 | SWA
4.  The goals to be accomplished by the employees are determined by a certain 302
percentage of accomplishment. SWA
5.  Employees are evaluated based on what they have accomplished. 3.05 | SWA
6.  Performance evaluation is based on the task given to the employees to 3.05
accomplish the goal. SWA
7.  The performers are recognized and rewarded. 292 | SWA
8.  There are awarding ceremonies to recognize employees who are performing )92
excellently in their jobs. SWA
Composite Mean 3.03 SWA

Source: Bennis and Nanus (1985, 2007); Searle et al. (2018)
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Empowerment can also be promoted by assigning employees clear individual goals. As shown in the data,
empowering leadership in terms of individual goals obtained a composite mean of 3.03, interpreted as "somewhat
agree" or moderate. All indicators likewise received the same descriptive rating. This finding suggests that
administrators moderately empower employees by assigning individual goals and recognizing outstanding
performance. While employees are given responsibilities to accomplish, opportunities for greater ownership and
recognition remain limited. According to Gallo (2011), assigning clear individual goals aligned with
organizational objectives encourages employees to work independently while ensuring that their progress is
regularly monitored.

Table 5. Summary of the empowering leadership style of heads of the College

ITEMS Mean | DR

1. Vision — Mission Oriented Empowerment 2.95 SWA
2. Independence/ Autonomy- Oriented empowerment 2.99 SWA
3. Delegation of Authority — Oriented empowerment 3.04 SWA
4. Individual goal-oriented empowerment 3.03 SWA
Overall Mean 3.00 | SWA

Source: Bennis and Nanus (1985, 2007); Searle, Hayes & Weiss (2018)

The summary table shows that the overall empowering leadership style of the college heads obtained a composite
mean of 3.00, interpreted as '""somewhat agree" or moderate. This indicates that administrators demonstrate a
moderate level of empowering leadership. Similarly, all four dimensions received the same descriptive rating:
vision-oriented empowerment (2.95), independence/autonomy (2.99), delegation of authority (3.04), and
individual goals (3.03).

These findings suggest that administrators moderately empower employees across the four dimensions.
Employees perceive that they are only moderately guided by the institution's vision and mission, provided with
autonomy in performing their duties, entrusted with decision-making authority, and assigned clear individual
goals. Overall, administrators share authority and encourage employee participation, but have not fully maximized
empowering leadership practices. Research indicates that empowering leadership enhances employee
performance, organizational commitment, and job satisfaction (Lee et al., 2018). Conversely, insufficient
empowerment can leave employees with limited authority, resources, and opportunities to influence their work
and contribute effectively to organizational goals (Tveiten, 2021; Zaremba et al., 2024; Santos et al., 2018).

Problem 2: What is the job satisfaction of employees in terms of
a. the nature of work
b. Management policies
c. Personal growth and development
d. management, and employee relationship

Table 6. The job satisfaction of employees in terms of the nature of work

Indicators Mean DR
1. I am interested in my work, and the work is suitable for my background 3.73 A
2. The work improves my skills and knowledge 382 | A
3 I can do my best for my work 382 | A
4.  Through the work, I can realize my aspirations 3.68 | A
5 I have been provided the required information to perform my work 3.56 A
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6.  The management encourages self-thinking while at work 3.47 A
7. The work matches my experience, skills, and physical ability. 3.66 A
8 The management gives importance to my ideas to do my work better. 3.50 A
9.  Updates employees with new information about the organization. 3.45 A
10. The management respects my efforts and my initiatives. 3.46 A
Composite Mean 3.62 A

Source: Dhamija etal., (2018).

As shown in the table, employees' job satisfaction in terms of the nature of work obtained a composite mean of
3.62, interpreted as "agree" or high. All indicators likewise received the same descriptive rating. This finding
indicates that employees are generally satisfied with their work because it aligns with their qualifications, skills,
experience, and aspirations while providing opportunities to enhance their knowledge and competencies.
Employees also appreciate the support they receive from management through adequate work-related information,
recognition of their ideas, and respect for their efforts and initiatives. Previous studies have consistently shown
that high job satisfaction contributes to improved employee performance (Abdulkhaliq & Mohammadali, 2019;
Fadlallh, 2015; Khan et al., 2012; Ezeanyim et al., 2019; Okeke, 2020).

Table 7. The job satisfaction of employees in terms of management policies

Indicators Mean | DR
1. The policies of the management create a conducive work environment. 3.30 SWA
2. Policies promote organizational development 3.28 SWA
3. Policies promote employees’ welfare 3.18 SWA
4.  Policies promote growth and career opportunities. 3.15 SWA
5. Management policies aim at practicing rigorous HR practices. 3.18 SWA
6.  Policies encourage a learning climate for the employees. 3.18 SWA
7. Policies promote individual efficiency. 3.15 SWA
8.  Policies consider overall organizational efficiency. 3.15 SWA
9.  The management policies assist in improving employees' productivity. 3.14 SWA
10. Policies promote open communication between the management and 505
employees. SWA
Composite Mean 3.17 SWA

Source: Dhamija etal. (2018).

Supportive management policies are essential for promoting employee welfare and a positive work environment.
As shown in the table, job satisfaction in terms of management policies obtained a composite mean of 3.17,
interpreted as "somewhat agree" or moderate. All indicators likewise received the same descriptive rating. This
suggests that employees are only moderately satisfied with existing management policies. Specifically, they
perceive that organizational policies only moderately promote a conducive work environment, employee welfare,
career growth, professional development, organizational effectiveness, productivity, and open communication.
According to Mamoni (2018), management plays a vital role in creating a workplace that fosters employee well-
being and motivation. Conversely, ineffective human resource policies can reduce job satisfaction, weaken
employee engagement and productivity, increase turnover, and ultimately raise organizational costs (Keltu, 2024;
Srihita et al., 2026).
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Table 8. The job satisfaction of employees in terms of personal growth and development

Indicators Mean | DR
1. There is the availability of schemes for personal growth and development. 3.59 A
2. There is a communication provided for the employees related to policies on

personal growth and development 3.60 A
3. There are activities or programs provided for personal growth and development. 3.54 A
4.  There is a rotation of work or a job to learn new skills. 3.60 A
5. The management provides seminars and workshops for employees’ development 3.62 A
6.  There is employee involvement in the decision-making process 3.55 A
7. Opportunities provided for feedback and counseling facilities 3.54 A
8. There is an interest shown by the management in the development and growth of

their subordinates. 3.50 A
Composite Mean 3.57 A

Source: Dhamija etal., (2018).

Organizational growth is closely linked to employees' personal growth and development (Dobrai et al., 2014). As
shown in the data, job satisfaction in terms of personal growth and development obtained a composite mean of
3.57, interpreted as "agree" or high. All indicators likewise received the same descriptive rating. This finding
indicates that employees are highly satisfied with the opportunities provided for their personal and professional
development. They perceive that management supports their growth through development programs, clear
communication of related policies, job rotation, seminars and workshops, participation in decision-making,
feedback and counseling, and a genuine interest in employee development. Consistent with this finding, Hameed
and Waheed (2011) reported a positive relationship between employee development and organizational

performance and emphasized the importance of investing in employees' personal and professional growth.

Table 9. The job satisfaction of employees in terms of management and employee relationship

Indicators Mean DR
1. There is regular communication with the employees related to HRM policies. 298 | SWA
2. Employees are allowed to participate in the discussion of HRM policies. 292 | SWA
3. There is a communication of vision and mission to all employees. 3.02 | SWA
4. There is a communication to employees concerning the social objectives of the

institution o ¢ J 3.00 1 SWA
5. There is a disclosure of strategy to achieve the organizational goals. 2.92 | SWA
6. Maintenance of the communication network within the organization. 3.01 | SWA
7. There is an implementation of employees' development plans. 3.05 | SWA
8. There is coordination between the management and the HR department. 294 | SWA
9. There is cooperation between management and employees. 3.01 | SWA
10. There is a good working relationship between management and employees. 294 | SWA
Composite Mean 298 | SWA

Source: Dhamija etal. (2018).

A positive relationship between management and employees is essential for organizational success (Greer, 2020).
As shown in the data, job satisfaction in terms of management—employee relationship obtained a composite mean
0f2.98, interpreted as "somewhat agree" or moderate. All indicators likewise received the same descriptive rating.
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This finding suggests that employees are only moderately satisfied with their relationship with management.
Specifically, they perceive that communication regarding organizational policies, employee involvement in
decision-making, communication of the institution's vision and mission, organizational communication, and
support for employee development are only moderately practiced. A moderate rating reflects a functional but
average working relationship that allows daily operations to continue but lacks strong interpersonal trust, open
communication, and deeper employee engagement (Dawson, 2013; Huang et al., 2024). It also indicates that
employees may feel supported in some areas but undervalued in others, resulting in relationships based more on
formal interactions than on a shared organizational vision or commitment (Schon Persson et al., 2018). As
emphasized by Craig (2017), strong management—employee relationships are fundamental to organizational
success.

Table 10. Summary of the job satisfaction of employees

ITEMS Mean DR
1. The nature of work 3.62 A

2. Management policies 3.17 SWA
3. Personal growth and development 3.57 A

4. Management and employees' relationship 2.98 SWA
Overall Mean 3.33 SWA

Source: Dhamija etal. (2018).

The summary table shows that overall employee job satisfaction obtained a composite mean of 3.33, interpreted
as "somewhat agree" or moderate. This indicates that employees are moderately satisfied with their jobs. Among
the four dimensions, employees reported high satisfaction with the nature of work (3.62) and personal growth and
development (3.57), while management policies (3.17) and management—employee relationships (2.98) received
moderate satisfaction ratings.

Overall, the findings suggest that employees are reasonably satisfied with their jobs but that there remains
considerable room for improvement. While the workplace adequately meets employees' basic needs, it may lack
the conditions needed to strengthen engagement, commitment, and loyalty (Durrani et al., 2026; Koncar & Helic,
2020; Gazi et al., 2024). These results highlight the need for management to strengthen organizational policies,
enhance management—employee relationships, sustain opportunities for personal growth, and further improve the
quality of work. Previous studies have consistently shown that job dissatisfaction can negatively affect
organizational performance and long-term success (Nwobia & Aljohani, 2017; Shaikh et al., 2019; Henne & Lock,
1985).

Problem 3: Is there a relationship between empowering leadership and job satisfaction?

Table 11. Relationship between empowering leadership and job satisfaction.
Nature of Management [Personnel  [Management [Job Satisfaction
'Work Policies growth and jand employee |- As a Whole

development relationship

Vision — Mission | 20N 459" | 654" 806" 793" 796"
Oriented Correlation
riente Sig. (2-tailed) 000 1000 000 000 1000
Empowerment
N 130 130 130 130 130
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p
Independence/ cason - lenor |748” 748" 590" 791"
IAutonomy- Oriented Correlation
Y Sig. (2-tailed) 000 000 000 000 000
empowerment
N 130 130 130 130 130
p
Delegation of cason = lgog |589° 638" 5057 6857
IAuthority — Oriented Correlation
4 Sig. (2-tailed) 000 000 000 000 000
empowerment
N 130 130 130 130 130
p
Individual goal- camson 120 124 177" 182" 178"
ented Correlation
oren Sig. (2-tailed) |.174 161 044 039 043
empowerment
N 130 130 130 130 130
p
Empowering cason - ls7e 672 754" 658" 779"
Leadership - As a Correlation
o P Sig. (2-tailed) 000 000 000 000 000
N 130 130 130 130 130

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

This table shows strong, mostly significant correlations between empowering leadership and job satisfaction. The
relationship between empowering leadership and overall job satisfaction is r =.779, p < .001, indicating a strong
positive correlation. It means that the more employees perceive their heads practice empowering leadership, the
higher their job satisfaction. This alone already supports your hypothesis. All 4 factors are significant, but Vision-
Mission, Delegation, and Autonomy are the big drivers. Individual goal-setting matters, but much less. Looking
across the row for each leadership factor, the highest r-values are: Nature of Work: r = .806* with Vision-
Mission. When leaders tie work to vision, employees like the work itself more. Management/Policies: r=.750
with Vision-Mission. Clear vision makes management policies feel fairer. Personal Growth: r = .748  with
Delegation. Giving authority/delegating directly boosts growth opportunities. Weakest link: Individual goal-
oriented empowerment correlates only weakly with all 4 satisfaction factors, with the highest being .182 with
Management. So, this factor has a limited impact compared to the other 3.

In short, the results revealed a strong positive and significant relationship between empowering leadership and
job satisfaction, r (128) =.779, p <.001. Among the dimensions, vision/mission-oriented empowerment showed
the strongest correlation with job satisfaction (r = .796, p < .001), followed by delegation of authority (r = .668,
p < .001) and independence/autonomy (r = .624, p < .001). Individual goal-oriented empowerment was also
significant but weak (r = .173, p = .050). This indicates that when college heads clearly articulate vision and
mission, delegate authority, and allow autonomy, employees report higher satisfaction, particularly with the nature
of their work and management policies. The findings suggest that vision-driven and autonomy-granting leadership
behaviors are more effective in enhancing employee job satisfaction than individual goal-setting alone.”

Results and discussion

The findings revealed a significant positive relationship between empowering leadership and employees' job
satisfaction, indicating that employee satisfaction is influenced not only by compensation and recognition but also
by the extent to which employees are trusted, empowered, and involved in the organization. Employees are more
satisfied when leaders clearly communicate the institution's vision and mission, grant autonomy, delegate
authority, and provide meaningful responsibilities aligned with organizational goals. Empowerment allows

employees to take ownership of their work, make informed decisions, and contribute more effectively to
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organizational success. These findings are consistent with previous studies showing that delegation enhances
organizational effectiveness and employee performance (Hammadat et al., 2015), while performance management
based on clearly defined goals improves employee satisfaction (Rahman & Islam, 2010). The results further
suggest that college administrators should strengthen vision-sharing, delegation of authority, and employee
autonomy to enhance job satisfaction, thereby ultimately improving teacher performance and contributing to better
student outcomes (Baluyos et al., 2019; Abun, 2021; Salamat et al., 2013).

These findings also support and extend the Empowerment Theory of Rappaport (1981), Kanter's Structural
Empowerment Theory, and Homans' Social Exchange Theory. The strong positive correlation between
empowering leadership and job satisfaction (r = .779) confirms that when leaders share power through a clear
vision, autonomy, and delegated authority, employees reciprocate with higher levels of job satisfaction. The study
further demonstrates that these theories are applicable within the context of Philippine higher education,
particularly in mission-driven Catholic colleges, where alignment with the institution's vision and mission is
central to organizational identity and employee engagement.

From a practical standpoint, the findings suggest that improving job satisfaction requires leaders to move beyond
goal-setting and place greater emphasis on meaning-making and power-sharing. Higher education institutions
should integrate empowering leadership behaviors—particularly vision-sharing, delegation of authority, and
support for employee autonomy—into leadership development programs, performance evaluation systems, and
employee engagement initiatives. Incorporating these behaviors into leadership assessment and regularly
monitoring them through employee feedback can help strengthen leadership effectiveness and foster a more
engaged and satisfied workforce.

The study, however, is limited by its relatively small population and its focus on a single institution. As such, the
findings cannot be generalized to all higher education institutions or organizational settings. Future research
should involve larger samples and more diverse institutional contexts to further validate and expand the present
findings.

Conclusion

The administrators' empowering leadership indicates that empowering practices need further strengthening.
Similarly, employees' overall job satisfaction suggests room for improvement. The results also revealed that
employees are more satisfied when they experience greater empowerment in the workplace. Therefore, the study
confirms that empowering leadership is a significant predictor of employees' job satisfaction, supporting the
study's hypothesis.

References

Abdulkhaliq, S.S. & Mohammadali, Z. (2019). The impact of job satisfaction on employees' performance: A case
study of Al Hayat Company - Pepsi Employees in Erbil, Kurdistan Region, Iraq. Management and Economics
Review, 4(2), 163—176.

Abun, D. (2018). Leader-manager who cares. OmniScriptum
Abun, D., Menor, R.I., Catbagan, N.C., Magallanes, T., & Ranay, F.B. (2021). Organizational climate and work engagement

of employees of Divine Word Colleges in Ilocos Region, Philippines. International Journal of Research in
Business and Social Science, 10(1), 107-121.

4142



Abun et al.,Divine Word International Journal of Management and Humanities 5(3)(2026) 4126-4148
Abun, D., Magallanes, T., Encarnacion, M.J., Alcalde, F., & Somera, K.A. (2019). Investigation of cognitive and affective
attitudes of students toward the environment and their environmental behavioral intention to join the environmental
movement and energy conservation. The International Journal of Business Management and Technology, 3(6).

Abun, D., Lucas, M.O., Magallanes, T., Encarnacion, M.J. & Flores, N. (2021). Empowering leadership of the heads as
perceived by the employees and employees’ job satisfaction. Technium Social Science Journal, 17, 398—423.

Agich, G. (1994). Philosophy. Psychiatry, & psychology, 1(4), 267-269.

Agich, G. J. (1993). Autonomy and long-term care. Oxford University Press.

Al Khajeh, E.H. (2018). Impact of leadership styles on organizational performance. Journal of Human Resources
Management Research, 2018, 687849. https://doi.org/10.5171/2018.687849

Ali, W. (2016). Understanding the concept of job satisfaction, measurements, theories, and its significance in the recent
organizational environment: A theoretical framework. Archives of Business Research, 4(1), 100-111

Al-Jammal, H.R. & Al-Khasawneh, A.L. (2015). The impact of the delegation of authority on employees' performance at the
Great Irbid municipality: case study. International Journal of Human Resources Studies, 5(3).

Ariola, M.M. (2006). Principles and methods of research. Rex Book Store

Baluyos, G.R., Rivera, H.L. & Baluyos, E.L. (2019). Teachers’ job satisfaction and performance. Open Journal of Social
Sciences, 7,206-221. https://doi.org/10.4236/js5.2019.78015.

Bakoti¢, D. (2016). Relationship between job satisfaction and organizational performance. Economic Research-Ekonomska
Istrazivanja, 29, 1, 118-130. https://doi.org/10.1080/1331677X.2016.1163946

Baumeister, R.F., & Leary, M.R. (1997). Writing narrative literature reviews. Review of General Psychology, 1, 311-320.
https://doi.org/10.1037/1089-2680.1.3.311

Bennis, W. & Nanus, B. (2007). Leaders: Strategies for taking charge. HarperCollins
Bennis, W. & Nanus, B. (1985). Leaders. Harper & Row

Borlongan-Conway, M.D., Da Silva, N., & Tokunaga, H. (2010). Employee goal orientation to creative performance. San
Jose State University: Faculty Publication.

Brayfield, A. H., & Crockett, W. H. (1955). Employee attitudes and employee performance. Psychological Bulletin, 52, 396—
424. https://doi.org/10.1037/h0045899

Chen, G., Sharma, P.N., Edinger, S.K., Shapiro, D.L., & Farh, J.-L. (2011). Motivation and demotivating forces in teams:
Cross-level influence of empowering leadership and relationship conflict. Journal of Applied Psychology, 96, 541—
557. http://dx.doi.org/10.1037/a0021886

Craig, W. (2017). Why a strong employee/employer relationship is important. Forbes. https://www.forbes.com

Dawson, J.F. (2013). Moderation in management research: What, why, when, and how. Journal of Business
and Psychology, 29, 1-19. https://doi.org/10.1007/s10869-013-9308-7

D’Aveni, R.A. (1990). Top  managerial  prestige  and  organizational  bankruptcy. =~ INFORMS.
https://www.jstor.org/stable/2635058?seq=1

4143


https://doi.org/10.5171/2018.687849
https://doi.org/10.4236/jss.2019.78015
https://doi.org/10.1080/1331677X.2016.1163946
https://doi.org/10.1037/1089-2680.1.3.311
https://doi.org/10.1037/h0045899
http://dx.doi.org/10.1037/a0021886
https://www.forbes.com/
https://www.jstor.org/stable/2635058?seq=1

Abun et al.,Divine Word International Journal of Management and Humanities 5(3)(2026) 4126-4148

Dhamija P, Gupta S, Bag S (2019). Measuring job satisfaction: the use of quality of work life factors. Benchmarking: An
International Journal, 26(3), 871-892. https://doi.org/10.1108/B1J-06-2018-0155

Dobrai, K., Farcas, F. & Kurucz, Z. (2014). The relationship between individual and organizational development: Findings
of a large-sample research. Semantic Scholar. https://www.semanticscholar.org

Dooley, E. (2017). El Faro Captain Partly Responsible for Ship’s Sinking: NTSB. ABC News. Retrieved from
https://abcnews.go.com/US/el-faro-captain-partially-responsible-ships-sinking-ntsb/story?id=51748692

Durrani, E., Moser, C., & Mueller, S.B. (2026). Associations between features of employment and job satisfaction among
autistic adults. Journal of Autism and Developmental Disorders (2026). https://doi.org/10.1007/s10803-026-
07219-1

Dryden, J. (n.d). Autonomy. Internet Encyclopedia of Philosophy. https://www.iep.utm.edu/autonomy/

Ezeanyim, Ezinwa, E., Ufoaroh, Theresas, E. & Ajakpo. (2019). The impact of job Satisfaction on employee performance
in selected public enterprises in Awka, Anambra State. Global Journal of Management and Business Research:
Administration and Management, 19(7).

Fadlallh, A.W.A. (2015). Impact of job Satisfaction on employees' performance: An application on the Faculty of Science
and Humanities Studies, University of Salman Bin Abdul-Aziz-Al Aflaj. International Journal of Innovation and
Research in Educational Sciences, 2(1), 2349-5219.

Flowers, V.S. & Hughes, C. (1973). Why employees stay. Harvard Business Reviewhttps://hbr.org/1973/07/why-employees-
stay

Fuller, J.B., Jones, L., Bridger, D., & Brown, V. (1999). The effect of psychological empowerment on transformational
leadership and job satisfaction. The Journal of Social Psychology, 139(3), 389-391.

Furlonger, K.B.B. (2000). Leadership and job satisfaction among aviation firefighters in Australia. Journal of Managerial
Psychology, 15(1).

Gallo, A. (2011). Making sure your employees succeed. Harvard Business Review. https://hbr.org

Gazi, A.L, Yusof, M.F., Islam, A., Bin Amin, M. & bin Senathirajah, A.R. (2014). Analyzing the impact of employee job
satisfaction on their job behavior in the industrial setting: An analysis from the perspective of job performance.
Journal of Open  Innovation:  Technology,  Market, and  Complexity, 10(4), 100427.
https://doi.org/10.1016/j.joitmc.2024.100427.

Greer, J. (2020). The 7 top benefits of great employee relations. Influencive. https://www.influencive.com

Haider, M.H. & Riaz, A. (2010). Role of transformational and transactional leadership with job satisfaction and career
satisfaction. Business and Economic Horizons, 10(1), 29-38.

Hammadat, M. Al-Jammal, H.R., Khasawneh, A.L. & Hassan, M. (2015). The impact of the delegation of authority on

employees' performance at Great Irbid Municipality: Case Study. International Journal of Human Resource
Studies 5(3), 48—69. https://doi.org/10.5296/ijhrs.v5i3.8062

4144


https://doi.org/10.1108/BIJ-06-2018-0155
https://abcnews.go.com/US/el-faro-captain-partially-responsible-ships-sinking-ntsb/story?id=51748692
https://www.iep.utm.edu/autonomy/
https://hbr.org/1973/07/why-employees-stay
https://hbr.org/1973/07/why-employees-stay
https://hbr.org/
https://www.influencive.com/
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.5296%2Fijhrs.v5i3.8062?_sg%5B0%5D=vadW0MemutVAs1zaroCfq8Q0Y_lT8T0WmQ8DtxObraz4ybe1Ty_ijgeaWdd2Cmz2BNnZORV7o_ig5oBVkKIhes8zwA.BzfR71MFddCWL5D9MgMKaCpO9TTzsP-ysmI1A-nPe1ELtBeAovNnKD4FQ7kIUBAADI97dyQtEd-Gn4WqwEro8A

Abun et al.,Divine Word International Journal of Management and Humanities 5(3)(2026) 4126-4148
Hao, P, He, W. & Long, L. (2018). Why and when empowering leadership has different effects on employee work
performance: The pivotal roles of passion for work and role breadth self-efficacy. Journal of Leadership &
Organizational Studies, 25(1), 85-100.

Harris, L. (2019). Why job autonomy is vital for success- and how to encourage it. CIPHR.
https://www.ciphr.com/advice/employee-autonomy/

Henne, D. & Locke, E.A. (1985). Job dissatisfaction: What are the consequences? International Journal of Psychology, 20(2),
221-240.

Huang, Y., Gu, Y. & Wang, J. (2024). Sharing employee management practices and work well-being: a moderated mediation
model of organizational commitment and job autonomy. Current Psychology, 43, 36586-36599.
https://doi.org/10.1007/s12144-024-07109-8

Humborstad, S.W., Nerstad, C.G.L., & Dysvik, A. (2014). Empowering leadership, employee goal orientations, and work
performance: A competing hypothesis approach. Personnel Review, 43, 246-271. http://dx.doi.org/10.1108/PR-
01-2012-0008

House, R. (1991). Power and personality in complex organizations. In L.L. Cummings & B.M. Staw (Eds). Research in
Organizational Behavior, 10, 305-357.

Ismay, J.B. & Smith, EJ. (1912). The Titanic's captain was blamed for the wreck. Encyclopedia Titanica.
https://www.encyclopedia-titanica.org/titanic-captain-blamed-for-wreck.html

Jiang, H., Chen, Y., Sun, P., & Yang, J. (2017). The relationship between Authoritarian Leadership and Employees’ Deviant
Workplace Behaviors: The mediating effects of psychological contract violation and organizational cynicism.
Frontiers Psychology, 8, (732).

Keller, T. (1995). Leadership and empowerment: A social exchange perspective. Human Relations, 48 (2), 127-146.

Keltu, T.T. (2024). The effect of human resource development practices on employee performance, with job satisfaction as a
mediator, among the academic staff of Mizan Tepi University in Southwestern Ethiopia. Heliyon, 10(8), ¢29821.
https://doi.org/10.1016/j.heliyon.2024.e29821.

Khan, A.H., Nawaz, M.M., Aleem, M. & Hamed, W. (2012). Impact of job satisfaction on employee performance: An
empirical study of autonomous Medical Institutions of Pakistan. African Journal of Business Management, 6 (7),
2697-2705.

Kokemuller, N. (2007). The difference between empowerment and delegation. https://yourbusines.azcentral.com

Koncar, P.,& Helic, D. (2020). Employee satisfaction in online reviews. In: Aref, S., et al. Social Informatics. Springer.
https://doi.org/10.1007/978-3-030-60975-7 12

Laschinger, H. K., Sabiston, J. A., & Kutszcher, L. (1997). Empowerment and staff nurse decision involvement in nursing
work environments: testing Kanter's theory of structural power in organizations. Research in nursing &
health, 20(4), 341-352. https://doi.org/10.1002/(sici)1098-240x(199708)20:4<341:aid-nur7>3.0.co;2-g

Lamas, H. A. (2015). School performance. Propdsitos y Representaciones, 3(1), 313-386.

Lavoie, A. (2017). How to engage employees through your company vision statement. Entrepreneur.
https://www.entrepreneur.com/article/290803

4145


http://dx.doi.org/10.1108/PR-01-2012-0008
http://dx.doi.org/10.1108/PR-01-2012-0008
https://www.encyclopedia-titanica.org/titanic-captain-blamed-for-wreck.html
https://yourbusines.azcentral.com/
https://doi.org/10.1007/978-3-030-60975-7_12

Abun et al.,Divine Word International Journal of Management and Humanities 5(3)(2026) 4126-4148

Lee, A., Willis, S., & Tian, A.W. (2018). When empowering employees works and when it doesn 't. Harvard Business Review.
https://hbr.org/2018/03/when-empowering-employees-works-and-when-it-doesnt

Leedy, P.D. (1974). Practical research: Planning and design. Macmillan.

Mahmood, S., & Rehman, A.U. (2015). Perceived leadership styles and organizational commitment. Interdisciplinary
Journal of Contemporary Research in Business, 4, 616—626. https://doi.org/10.4172/2162-6359.1000315

Mamoni, J. (2018). The alarming impact of poor HR policies on companies and employees. BBN Times.
https://www.bbntimes.com

Magbool, S., Zafeer, H. M. 1., Magbool, S., Zeng, P., Draissi, Z., & Javed, S. (2024). Stance of numerous leadership styles
and their effect on teaching to sustain academic performance at the high school level. Heliyon, 10(16), ¢36438.
https://doi.org/10.1016/j.heliyon.2024.36438

Maxwell, J.C. (1995). Developing leaders around you. Thomas Nelson Publishers.
Medley, F & Larochelle, D. R. (1995). Transformational leadership and job satisfaction. Nursing Management, 26 (9).

McLeod, S. (2019). What  are  independent and  dependent  variables? ~ Simply  Psychology.
https://www.simplypsychology.org.

Miah, M. (2018). The impact of employee job satisfaction on organizational performance: A study of private-sector
employees in Kuching, East Malaysia. International Journal of Scientific and Research Publications, 8(12).

Morato, A. E. (2006). Strategic planning and management. Prentice-Hall

Morgeson, F. P., Delaney-Klinger, K., & Hemingway, M. A. (2005). The Importance of job autonomy, cognitive ability, and
job-related skill for predicting role breadth and job performance. Journal of Applied Psychology, 90(2), 399—
406. https://doi.org/10.1037/0021-9010.90.2.399

Neilsen, E.H. (1986). Empowerment strategies: Balancing authority and responsibility. In: Srivastva, S. and Associates, Eds.,
Executive Power. Jossey-Bass.

Northouse, P.G. (2015). Leadership: Theory and Practice, 7" Edition. SAGE Publications
Nwobia, I.LE. & Aljohani, M.S. (2017). The effect of job dissatisfaction and workplace bullying on turnover intention:
Organization climate and group cohesion as moderators. International Journal of Marketing Studies, 9(3), 136.

https://doi.org/10.5539/ijms.vIn3p136

Okeke, M. (2020). Job satisfaction and employee performance in selected bakeries in Anambra State. Econspeak: A Journal
of Advances in Management IT & Social Sciences, 8(10).

Ordoiiez, L., Schweitzer, M., Galinsky, A., & Bazerman, M. (2009). Goals are gone wild: The systematic side effects of
over-prescribing goal setting. HBS Working Paper, 09—
083. http://opimweb.wharton.upenn.edu/documents/research/Goals Gone Wild.pdf

Ouedraogo, A. & Leclerc, A. (2013). Job satisfaction and organizational performance: Evidence from the Canadian Credit
Union. Journal of Organizational Culture, Communication, and Conflict, 17(1), 35-50

4146


https://hbr.org/2018/03/when-empowering-employees-works-and-when-it-doesnt
https://doi.org/10.4172/2162-6359.1000315
https://www.bbntimes.com/
https://search.proquest.com/indexinglinkhandler/sng/au/Medley,+Faye/$N;jsessionid=D3BB93D8C328CB0FA20452FAE79CFFC9.i-01018f82364e84ada
https://search.proquest.com/indexinglinkhandler/sng/au/Larochelle,+Diane+R/$N;jsessionid=D3BB93D8C328CB0FA20452FAE79CFFC9.i-01018f82364e84ada
https://search.proquest.com/pubidlinkhandler/sng/pubtitle/Nursing+Management/$N/35336/OpenView/231415547/$B/7DC01E4AD1914F98PQ/1;jsessionid=D3BB93D8C328CB0FA20452FAE79CFFC9.i-01018f82364e84ada
https://search.proquest.com/indexingvolumeissuelinkhandler/35336/Nursing+Management/01995Y09Y01$23Sep+1995$3b++Vol.+26+$289$29/26/9;jsessionid=D3BB93D8C328CB0FA20452FAE79CFFC9.i-01018f82364e84ada
https://www.simplypsychology.org/
https://psycnet.apa.org/doi/10.1037/0021-9010.90.2.399
https://doi.org/10.5539/ijms.v9n3p136
http://opimweb.wharton.upenn.edu/documents/research/Goals_Gone_Wild.pdf
https://www.researchgate.net/profile/Alidou_Ouedraogo
https://www.researchgate.net/profile/Andre_Leclerc3

Abun et al.,Divine Word International Journal of Management and Humanities 5(3)(2026) 4126-4148
Rappaport J. (1981). In praise of paradox: a social policy of empowerment over prevention. American journal of community
psychology, 9(1), 1-25. https://doi.org/10.1007/BF00896357

Saragih, S. (2011). The effect of job autonomy on the work outcomes. International Journal of Business Studies, 4(3).

Rahman, A. & Islam, H. (2020). The effect of management by objectives on performance appraisal and employee satisfaction
in Commercial Bank. Furopean Journal of Business Management and Research 12(20), 15-25.
https://doi.org/10.7176/EJBM/12-20-02

Salamat, N., Samsu, N.J. & Kamalu, N.S.M. (2013). The impact of organizational climate on teachers’ job performance.
Educational Research, 2(1).

Santos, S.C., Neumeyer, X. & Morris, M.H. (2019). Entrepreneurship education in a poverty context: An empowerment
perspective. Journal of Small Business Management, 57, 6-32. https://doi.org/10.1111/jsbm.12485

Sarwar U, Tariq R, & Yong QZ (2022). Principals' leadership styles and their impact on teachers' performance at the college
level. Frontiers in Psychology, 13, 919693. https://doi.org/ 10.3389/fpsyg.2022.919693

Schoén Persson, S., Nilsson Lindstrom, P., Pettersson, P., Andersson, 1., & Blomgqvist, K. (2018). Relationships between
healthcare employees and managers as a resource for workplace well-being. Society, Health & Vulnerability, 9(1).
https://doi.org/10.1080/20021518.2018.1547035

Searle, B., Hayes, B., & Weiss, K. (2018). Vision statement as an empowerment tool. Academic Briefing: Expert Advice for
Higher Ed Leaders. https://www.academicbriefing.com

Shaikh, S.H., Shaikh, H., & Shaikh, S. (2019). The impact of job satisfaction and job dissatisfaction on Herzberg Theory: A
case study of Meezan Bank Limited and National Bank Limited. International Journal of Business and Social
Science, 10(6), https://doi.org/10.30845/ijbss.v10n6p16

Sharma, B.R. & Bhaskar, S. (1991). Determinants of job satisfaction among engineers in a public sector undertaking. 4ASCI
Journal of Management, 20(4), 217-233.

Snyder, H. (2019). Literature review as a research methodology: An overview and guidelines. Journal of Business Research,
104, 333-339.

Sotrin, J. (2017). To be a great leader, you have to learn how to delegate well. Harvard Business Review. https://hbr.org

Spector, P.E. (1997). Job satisfaction: Application, assessment, causes, and consequences. SAGE

Spreitzer, G. M. (1995). Psychological empowerment in the workplace: Dimensions, measurement, and validation. 4cademy
of Management Journal, 38(5), 1442—1465. https://doi.org/10.2307/256865

Srihita, R.H., Goli, G., Laxmi, M.R. (2026). Workplace stress and burnout dynamics in Indian work environments. Discover
Psychology, 6, 131. https://doi.org/10.1007/s44202-026-00682-y

Stavrou, N.A.M., Psychountaki, M., Georgiadis, E., Karteroliotis, K., & Zrevas, Y. (2015). Flow Theory-Goal Orientation
Theory: Positive experience is related to athletes’ goal orientation. Frontiers in Psychology, 6,

1499. https://doi.org/10.3389/fpsyg.2015.01499

Thomas, K.W. & Velthouse, B.A. (1990). Cognitive elements of empowerment: An “interpretive” model of intrinsic task
motivation. Academy of Management Review, 15, (4), 666-681

4147


https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.7176%2FEJBM%2F12-20-02?_sg%5B0%5D=rR7qyO5iDd85hWdr0YoHs8Z5zjhIEoLOZahziPDWL6LFkZe7YrdAiIjpyQiGUhzuZbZc03ZJbtwem_AIj1H-gKofxA.lB63bC_zLE1hhslUAQuuU8nbvY7-W3Au3bth8iRIMjAxrPep6FUH8uZKRmyYMv31PqSwT02rkUABLwViMiPSrA
https://doi.org/10.1111/jsbm.12485
https://www.academicbriefing.com/author/billsearle608/
https://www.academicbriefing.com/
https://doi.org/10.30845/ijbss.v10n6p16
https://psycnet.apa.org/doi/10.2307/256865
https://doi.org/10.3389/fpsyg.2015.01499

Abun et al.,Divine Word International Journal of Management and Humanities 5(3)(2026) 4126-4148
Tichy N.M. & Cohen E. (2007). The leadership engine. HarperCollins

Vaishnavi, N. (2019). Delegation of authority. Business and Management Ideas. https://www.businessmanagementideas.com

Tveiten, S. (2021). Empowerment and health promotion in hospitals. In: Haugan, G., Eriksson, M. (eds) Health promotion
in health care — Vital theories and research. Springer. https://doi.org/10.1007/978-3-030-63135-2 13

Wale, H. (2020). What is Centralization? Corporate Finance Institute. https://corporatefinanceinstitute.com

Wang, Z., Liu, Y., & Liu, S. (2019). Authoritarian leadership and task performance: the effects of leader-member exchange
and dependence on the leader. Frontiers in Business Research in China 13(19). https://doi.org/10.1186/s11782-
019-0066-x

Webster, J., & Watson, R.T. (2002). Analyzing the past to prepare for the future: Writing a literature review. Management
Information Systems Quarterly, 26(3).

Wellins, R.S., Byham, W., & Wilson, J. (1991). Empowered teams: Creating self-directed work groups that improve quality,
productivity, and participation. Jossey-Bass.

Zaremba, H., Nchanji, E.B., & Guettou Djurfeldt, N. (2024). Emic definitions of empowerment for just development:
learnings from Kenya. CABI Agriculture and Bioscience, 5, 33. https://doi.org/10.1186/s43170-024-00238-x

Zhang, X. M., & Zhou, J. (2014). Empowering leadership, uncertainty avoidance, trust, and employee creativity: Interaction
effects and a mediating mechanism. Organizational Behavior and Human Decision Processes, 124, 160—164.

Publisher’s Note: DWIJMH stays neutral with regard to jurisdictional claims in published maps and institutional affiliations.

@@@@ CC BY-NC-SA 4.0

Attribution-NonCommercial-ShareAlike 4.0 International
© 2026 by the authors. Published by Divine Word International Journal of Management and Humanities under

the Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License
https://creativecommons.org/licenses/by-nc-sa/4.0/

4148


https://doi.org/10.1007/978-3-030-63135-2_13
https://corporatefinanceinstitute.com/
https://doi.org/10.1186/s11782-019-0066-x
https://doi.org/10.1186/s11782-019-0066-x
https://doi.org/10.1186/s43170-024-00238-x
http://creativecommons.org/licenses/by-nc-sa/4.0/

