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ABSTRAK

Kepemimpinan transformasional (TL) adalah salatusgaya kepe
digunakan untuk memotivasi and mendukung karyawdnkudapat melakuk
Psychological empowermenfPE) merupakan alat untuk melakukan medi
transformasional yang akan mengarah epukega (JS).

n yang paling banyak
erjaan dengan baik.
t&kepemimpinan

Tujuan dari penelitian ini adala
transformasionalpsychological empower
menggunakan pendekatan kuantitatif dima

ara kepeminpinan
tri jasa. Peragliini
h.dibagikan kepada karyawan PT.

sedangkan PE a JS t disimpulkan bahwa TL memiliki
pengaruh si i
Indonesia di

uk melakukan pelatihan mengenai kepemimpinan
gremigpekerjaan sehingga karyawan merasa lebih

Kata Kunci: Kep Transformasion&sychological Empowermeniob Satisfaction Structural
Equation Modeling

ABSTRACT

Transformational Leade
encourages employees to perfor
role of transformational leadershi

) is one of the naggtlicable leadership styles that motivates and
|. Psychologicgdowerment (PE) is one of the tools that mediete
at can leadab satisfaction (JS).

The purpose of this research is to analyze theticeiahip between transformational leadership,
psychological empowerment, and job satisfactiorsénvice industry. This research uses a quantitative
approach whereby 116 questionnaires were distrithute employees of PT. OPCO Indonesia. SEM
(Structural Equation Modeling) was chosen to analylie research model which creates path diagram,
regression weights, and model fit. The results stiaw TL affects PE by 96% while PE affects IS4 4it
can be concluded that TL has a significant inflleetw PE and PE has a weak influence to JS in PTCOP
Indonesia in Jakarta. This research adds some recendations to provide trainings on leadership to
enhance the TL characters and job knowledge to rtrekemployees feel competent and love their jobs.
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Modeling

l. BACKGROUND

Service industry has grown rapidly. According toitdd Nations World Trade
Organization (UNWTO), in 2011 alone, service indystontributes about one-third of
overall economic world sector (The Jakarta Glol®4,3. Many hotels and restaurants are
built to participate in this demanding industry daghe dynamic demand of its customers.
This situation leads to tight competition in therked. For sure, providing excellent
customer service remains the top priority to sthgaal of the competition. To do so,
though it is relatively difficult to measure andAmlue, human resources remain the key
aspects (Mello, 2006, pp. 6-7). It turns out thatmhan resources are regarded as an
essential asset for organizationslit&ble leadership is crucial to manage human ahpit
and obtain the finest out of the employees (Nga 2013). Thereforegaders play
important roles in practicing this strategy. Leathgp ity is tested to lead employees in
handling customer complaints and can be mor: ancing the service quality.

red more suitable since
Owrak, 2014). This
and empowerment

For service industry, transformational leaderski
this type of leadership tends to encourage empoesetriiMaz
type of leadership recognizes that human relasoani importan
is the key (Akbar, Yousaf, Haq, & Hunjra, 2011). fowerment al, fundamental
and an extraordinary aspect fo ievement ofesscand growth y business and
enhances the productivity (Akba Haq, &nifa, 2011). It allows employees to
go extra-miles in giving service t d acrease thei ision making skill
so that the operation can run effe ven whe managers are not
available every time.

Figure 1: Job Satisfaction Contributors
FIGURE 413 Top Job Satisfaction Contributors for HR Professionals

Relationship with

immediate supervisor 81%

— 8%

Communication between employees 65%
and senior management

Opportunities to use your
skills and abilities

Autonomy and independence 65%

Organization’s financial stability 64%

The workiitself 64%

Note; n =332-342. Fiqure represents those who answered “very important.” Percentages are based on a scale where 1= "very unimportant” and 4 = “very important.” Data are
sorted in descending order by “very important” percentages.

Source: Employee Job Safisfaction and Engagement (SHRM, 2014)
Source: (Lee, Esen, Coombs, Wessels, & Gantt, 2015)

According to Lee, Esen, Coombs, Wessels & Gantt§20as it can be seen in the
illustration, HR professionals noted that relatluips with the immediate supervisors play
an important role for employees’ contribution, mration to grow, and perform well. It is
also recognized that autonomy and independencergertant drivers on employee job
satisfaction. In fact, autonomy and independenoees85% out of 100%. This may lead to
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personal achievement because employees might bd grthey can be given a freedom to
control how they do their job and also accomplighsome tasks or problems. Moreover,
this data also proves that employees seek of bemgowered by the management to
enhance their inner personalities to become maonédent and learn the decision making
skill. Transformational leadership is one of leathgy styles that match with the situation
because motivate and inspires their employees hyerdrating on capability and

encouraging self-development (Anantadjaya, NawamgwWwPramesty, & Gunawan, 2015;
Pramesty, 2014).

Figure 2: Job Satisfaction Aspects

FIGURE 2 Job Satisfaction Aspects Rated as “Very Important” by Employees

Compensatlon/pay, overall {1)

sobsecurty(2) | o
Opportuntestouse your silsabitie (2) | 50
Relatonstp withmmediat superviso (3) [N 5
Benes,te overal pacege ) | =
Organizatonsfrancalstebaty ) | 3%
hewor e 5 | -
Communication between employees and senlor management () _
Management's recognition of employee job performance (6) _ 50%
Feellng safe In the work environment {7) _ 49%
Autonomy and ndependence o) | i
Overal corporatecuture ) | /5
Meaningtuinessafob o) |
Reationsips with co-workers o) | /1
Career advancement opportunities {11) _ 40%
sob spciictraming 11) | <0
Organization's commitment to professional development (12) _ 36%
Contibuton of work o organization'sbusinss goais 13) [ 35
Career development opportunities [14) _ 33%
Vartetyof work 1) | 33
(Organization's commitment to corporate soclal responsibility (15) _ 3%
Organization’s commitment to a diverse and Incluslve workforce (16) _ 28%
Pald general training and tultion relmbursement programs (17) _ %
Networkng 1) [N 25
Organization's commitment to a “green’ workplace {19) _ 22%

Note; n=600. Fiqure represents those who answered “very impartant.” Percentages are based on a scale where 1= "very unimpartant” and 4 = “very important.”
Source: Emplayee fab Sattsfaction and Engagement (SHRM, 2074)

Source: (Lee, Esen, Coombs, Wessels, & Gantt, 2015)

From the figure above, it is interesting to noteatthntrinsic rewards and
acknowledgement from superior are important for leyges. Many of those intrinsic
rewards and acknowledgment are in the top ten iposit such as; recognition on
performance, autonomy, independence, communicatith senior management, and
meaningfulness of the job. These statistics prowedelence that empowerment is an
important element in enhancing employee satisfactigvith the higher level of
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satisfaction, undoubtedly, employees are more \likel automatically increase their
serviceability on various organizational issues tagks, including showing the tendency
toward higher productivity. Hence, this situatidifecs an interesting topic to be examined
further.

I.1. PROBLEM IDENTIFICATION & RESEARCH QUESTIONS

Managers are seen as leaders that can inspire yeegldo perform better. The
various types of leadership styles have their ovwmaracteristics and ways to lead
followers. From the used-to-be popular situatideatership style (Anantadjaya, 2013, pp.
15-18), to the current transformational leadershiqgre are numerous styles that any
leaders can choose and assume from. Transformbkeaukership is regarded as one of the
most applied leadership style in organizations. Tinelanted inspiration to motivate
employees to achieve the organization’s goals a be the reason of its popular
applicability. Referring to the illustrations above ions to motivate employees may
be best approximated via the recognition | empowerment. Once the
employees experience such superb empowermentga ion is expected to rise. The
rising level of job satisfaction may likely influea the enh nt and enrichment of the
organizational culture. The stronger the organireti culture, igher the productivity
and eventually organizational bottom-line impro(estler & Arm 2014).

Therefore, the research ems and research igngsin
follows;

study are as

Table 1: Research Problems & Questions

Research Problems Questions

1. The applicati transformatio the transformational
leadership influence the creation of
psychological empowerment?

. How strong does the psychological
empowerment influence employee job

ow strong does employee job
satisfaction influence organizational
productivity?

ob satisfaction Iead3
to a higher org ional productivity

1.2. SIGNIFICANCE

It is expected that research may benefit mearsa and employees. For
managers, for instance, this study may provide supmn customer handling, motivating
employees, attempting to alter employees’ behavimneach the company’s goals. For
employees, for example, this study may also progiggport toward independency, and
creative acknowledgment to increase both individual organizational productivity. This
study limits itself in PT. OPCO Indonesia, partanly the employees of the Food and
Beverage, including administration.

Il. LITERATURE REVIEW
I.L1. TRANSFORMATIONAL LEADERSHIP

Some leadership experts adopted two kind of leagerstyle which focuses on
how the followers see their leader. In recent yetlisse two leadership style are famous
and applied in most organization, which are tramségional leadership and transactional
leadership (Ebert & Griffin, 2011; Ingram, 2015).
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Transformational leadership refers to the set afit@s of an individual to
recognize the need for change, to create visiori@esecute the change effectively (Ebert
& Griffin, 2011; Ingram, 2015). Burns stated th@nsformational leadership is a concept
of leaders that able to define and express a gigan for the organization and to assist
the followers to be motivated and satisfied in dihganization by engaging them (Givens,
2011). The leaders focus in concern and develomheatds of the followers by changing
their awareness issues in order to look at thepodthlem in new ways. Transformational
leaders also able to arouse, excite, and inspiee followers to give extra effort in
achieving the objective goals (Odumeru & Ogbonr#,3}. As quoted by Odumeru &
Ogbonna (2013), this concept was first introduced978 by James Macgregor Burns in
his research on political leaders. As time goestlgre are some modifications about the
usage in organizational psychology and managemgrBass and Avalio (Odumeru &
Ogbonna, 2013; Bass & Bass, 2008).

nieance the motivation,

o connect the followers’
organization, hence
example is leaders
understand the
t enhance their

Transformational leadership uses many str
morale, and performance of followers. For examigladers
sense of identity and self to the project and ctille identit
they can be role models that inspire and make ihégnested. A
challenge followers to take greater responsibditia their wor
strengths and weaknesses in to align thewells with task
performance. (Odumeru & Ogb
leadership from political and soci
Ogbonna, 2013; Anantadjaya, Na 5; Bass & Bass,
2008).

N

Table 2: Differences Between Transforming and Tran®rmational Leadership

Transforming Leadership Transformational Leadership
(Burns) (Bass)
To motivate others in order to do
Purpose To enhance the_welfare of more that they originally
human being affianced and often than they,
thought possible
Context Politic and Social Organizational
Influence Two-way One-way
(leader < follower) (leader—=> follower)
Requirement
for social Yes (“real, intended change”) No
change

Source: (Anantadjaya, Nawangwulan, Pramesty, & Gunaan, 2015; Pramesty, 2014;
Bass & Bass, 2008)

Transactional leadership is an exchange processwinich a contingent
reinforcement based on employee performance (Médi0)2 Bennet stated that
transactional leaders usually control their follosvéhrough bureaucracy, policy, power,
and authority to maintain control which may fit authority occasion (Men, 2010).
Different form Transformational leadership, trarigatal leaders do not seek for future
changes but they seek for keeping the situatiorséimee it supposed to be. These leaders
pay attention in finding followers’ faults and detion in their work. This type of
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leadership is more effective in when the organtratfacing crisis and emergency
situation, as well as when some projects need toabged out in specific way (Odumeru
& Ogbonna, 2013). Transactional leaders more conceith processes rather than
forward-thinking ideas, means that they focus omtiogent reward (also known as
contingent positive reinforcement) or contingenhgiation (also known as contingent
negative reinforcement). Contingent reward are rgiwden the organization’s goals are
accomplished (on-time or ahead of time) or to kisepsub-ordinates to work at good pace
and effective at different times throughout comiplet One of example of contingent
reward is praise. On the other hand, contingenispuments are given when employees
performance are fall behind the organizations stethdr failure in meeting the goals. One
of example of contingent punishment is suspengionfix this situation, the management
has two routes; (1) first is active managementugeption where the leaders supervise
their sub-ordinates’ performance, and make charigeshe work in order to make
corrections throughout the process, and (2) pa ement-by-exception means the
leaders only wait for the issues to come ou em (Odumeru & Ogbonna,
2013)

Burns distinguished these two types of leaderstip ransactional leaders
are leaders who exchange tangible rewards for tiv& and loy. ollowers, and (2)
transformational leaders are leaders who engage feitowers, on higher order
intrinsic needs, and raise cons ess abousigimficance of sp outcomes and
new ways in which those outc ight be achig@dumeru & Ogbonna, 2013).
Hence, below is the comparison foomalti leade d transactional
leadership.

'S
Table 3: Transformational Leadership vs. Transactimal Leadership
Transformational Leadership Transactional Leadership
Leaders are proactive Leaders are responsive
Works within the organizational culture t
make changes by implementing new ide
Employees achieve objectives througlf Employees achieve objectives through

Works within the organizational culture]

higher ideals and moral values rewards and punishments
Motivates followers by encouraging thelr Motivates followers by appealing to their
to put group interests first own self interest

Individualized consideration: Each
behavior is directed to each individual t
express consideration and support.
Intellectual stimulation: Promote creativ
and innovative ideas to solve problems
Source: (Odumeru & Ogbonna, 2013)

Management-by-exception: maintain the
status quo; stress correct actions | to
improve performance.

According to Long, Yusof, Kowang & Heng (2014), Bggoposed a theory about
the component of Transformational Leadership (B&s8ass, 2008). There are four
dimensions that can be measured in Transformatidreddership which are (1)
individualized influence, (2) inspirational motivat, (3) intellectual stimulation, and (4)
individualized consideration.

1. Idealized Influence refers to the behavior of leadbat allows them to act as models
for their followers. Leaders are seen by the fodosvas motivators. Leaders are
respected, considered, and trusted. The followersep/e the leaders and the desire to
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motivate them while leaders are endowed as posgeasionishing skills, persistence
and determination. Hence, there are two aspecthign dimension which are the
leader’s behavior and fundamental that is attridbdty the follower and the associated
organization (Long, Yusof, Kowang, & Heng, 2014)s Auoted by Odemeru &
Ogbonna (2013), Warillow also defines idealizedu@hces as the degree that leaders
behave display convictions, and take stands in e ways that may cause the
followers to idolize them and make them as role etad

. Inspirational Motivation refers to the leaders’ beiors inspire and stimulate people by
giving challenge and meaning to the follower’'s w@tkng, Yusof, Kowang, & Heng,
2014). Team spirit, eagerness and positive thoubhte to be shown in order to
encompass the upcoming state. Another definiti mspirational motivation is the
degree of a leader to make a vision that is a nd inspiring for the followers in
order to make them more optimistic about f @ad offers meaning to current
tasks (Odumeru & Ogbonna, 2013).

t need to arouse the
umptions, reframing
given chances to
f they are differ

. Intellectual Stimulation refers to the leaders’ &
followers’ effort to be innovative and creative Qyestio
setback and approaching aged situation in hew wegiow
make new ideas and creative setback, not to bieizedd bec
from the leaders (Long, YL Kowang, & Heng, 201wWar also defines
intellectual stimulation as & which leadetsallenge ir follower’'s
assumptions, stimulations, anc foi order to see
whether they connect to the leac g e goals by making
n.(Odumeru & Ogbonna,

mhaviors provide supports,

dinates. M#nayegies are conducted in order
thatnted of personal attention, individual
e thpl@yees are important (Bass &
a good camication such as listen

attentively, [0 the folewg achievements and growth
requirements, -way of communication is intgatr to achieve this character
(Anantadjaya, Na lan, Pramesty, & Gunawan52B8tamesty, 2014). Another

definition from War which see this dimensioms personal and individual

attention, stated that it degree of a leallep in to each individual needs and
acts as a leader. Warrillow gives the followergpees and appreciation on contribution
to the team individually.“This may fulfills and m@se the need for self-fulfillment and
self-worth of the followers. By doing this, the deas inspire the followers to further

achievement and growth (Odumeru & Ogbonna, 2013).

PSYCHOLOGICAL EMPOWERMENT
Employee empowerment is defined as the proceswioiggauthority to employees

to think, take action and control work, and makdegision in independent way. But the
concept of empowerment itself are varies, many egpgave their own opinions about
empowerment. Empowerment may lead the increasebo$atisfaction (Saeed, Chaudhry,
Ahmad, & Ata, 2013). According to Boonyarit, Chonuplart, & Arin (2010), there are 2
types of empowerment;

1. First, according to Kanter’'s theory in 1977, astgdoby Boonyarit, Chomphupart &
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Arin (2010), there is structural empowerment whemgployees are empowered when
they are given access to empowerment structurasdomplish their work which are
opportunity, information, support, resources, aondmial and informal power. The
formal and informal powers are associated withah®onomy and mastery instead of
domination and control.

2. Second, another concept of empowerment, which wabesl by Spreitzer in 1995, as
quoted by Boonyarit, Chomphupart & Arin (2010),aigsychological empowerment,
which concern more into the psychological side bé& temployees’ perception.
Psychological empowerment is achieved by givingwedge and belief to the
worker’s about the meaning of their job, their daifity to be a successful person in
their job, increase the sense of their self-effijgcand their autonomy in influencing the
outcomes of their work (Boonyarit, Chomphupart, & 2010).

According to Elnaga & Imran (2014), are 3eafial elements of
empowerment that may lead to job satisfaction, wiie
1. Accuracy and Clarity
People can only achieve a good progress at wodaqli can understand and
revive a clear objective, expectation, and a cotapfectur e result they are
expected to deliver. With empowerment the role @hagers es from closely
supervising the employees’ It. Means that
managers need to clearly def em frequently

so that they can understand the

2. Encourage and Support

mpower their people by serving their siekd example time, resources,
ecessary for attaining goals,al®o actively working to

done however they
environment.

fundamental may leadréate a positive work

According to previous studies, the 4 dimensiongsyichological empowerment are

as follows (Spreitzer, Kizilos, & Nason, 1997; S&iSaleh, 2013);

1. Meaning refers to an individual's believe that Wisrk is important to himself and the
fondness of what he is doing. In Saif & Saleh (205preitzer defines as the meaning
of a value or task goal or purpose judged in rehato an individual’'s own ideals or
standard (Spreitzer, Kizilos, & Nason, 1997; SaifS&leh, 2013). It involves a fit
between the requirements of a work role, believakies and behavior.

2. Competence refers to an individual's ability to fpem work related activities with
skill in which refers to the degree how well a perperforms the task.

3. Self-determination refers to an individual’'s cohtower manner, time and speed of
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their task performance in related to choice cogniti

4. Impact is the degree of an individual can influemtkers in related with strategic,
administrative, and operating outcomes at work.

Another research which conducted by Spreitzer arghid in 1992, they identified
five inner elements effective on self tend thateaaked inner empowerment-psychological.
The variables include sense of competence, fe@lirftaving a choice, sense of efficacy,
sense of meaningfulness, and sense of trust omsotBaif & Saleh, 2013). According to
Elnaga & Imran (2014), there are some advantages dasadvantages of employee
empowerment, as shown in the following table;

»
Table 4: Advantages & Disadvantages of Employee Ermprerment
Advantages Disadvantages
Increased job satisfaction Misuse of the newly acquired power
Effective Team work Managers may not want to divide power

Managers are afraid from losing their own

Increased employee participation jobs and special privileges

Reduces Turnover rates Some employees may not be knowledgeable

enough
Increases trust in the organization Too much responsibility on some employees
Lower absenteeism degree Increased time in groups or committees
Better productivity and profitability Lower productivity
Less conflict among employees Increasing conflicts among employees

Source: (Elnaga & Imran, 2014), modifie
[ ns of psyc g@mpowerment (Spreitzer,

araki, 2015aktaz, Sedigheh, Kheyri, &
choicanmgfulness, and trust.

015), competensea degree to which
ves competent and capabl@oong an important task. Spreitzer,
ted that competence tfref@icacy is a belief that individual
ilities to perform awyai. According to Taktaz, Sedigheh,
empowered indiabwill not only feel adorable but
also feel confident that th n finish a taskhwgbod quality. Moreover, they feel
superiority and believe that they can learn mordat®e the new challenges which will
determine whether they will try to work harder @t.nThis may leads to the effectiveness
which people have the ability to organize situatitimat threatening, they will get involved
in the activity and behave confidently. There areoBditions in which people feel merit
(Taktaz, Sedigheh, Kheyri, & Rahemipoor, 2012); l§g)ieving that employees have the
ability to do the job, (2) believing that they hate capacity to make the necessary effort,
and (3) believing that there is no external obstaelters them from doing the work.

individuals find t
Kizilos & Nason (1
possesses the skill a
Kheyri, & Rahemipoor (

[1.2.2. CHOICE

According to Spreitzer, choices are regarded as&ions on self-determination
which the individuals’ beliefs have autonomy cotgraver how an individual performs his
or her work (Spreitzer, Kizilos, & Nason, 1997).cdcding to Taktaz, Sedigheh, Kheyri,
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& Rahemipoor (2012), empowering people will leaddgel more responsible and sense of
belonging about their activities which they may s®mmselves as the creator and able to
carry out the initiatives in order to make some nieMas and take the independent
decisions. In this condition, they see themselgetha center of control rather than being
controlled. Empowered people also tend to havecaslacontrol which is a sense of
everything happens is under controlled.

11.2.3. MEANINGFULNESS

It is an individual's concern of relationship betmethe work and personal
standards and the assigned task are valuable e vith his beliefs and behaviors
(Zavaraki & Mobaraki, 2015). According to Spreitzet is a purpose, means that
involvement of fit between the individual's role work and his value, beliefs, and
behaviors (Spreitzer, Kizilos, & Nason, 1997).

[1.2.4. TRUST

It is a feeling of being trusted which lead t
(Zavaraki & Mobaraki, 2015). According to Taktaze
(2012), McElster was the first, who provide emgiticev
components of trust which are trust on the basisfiidacy an
knowledge of the environment of the organizatiosudlly emp
strong sense of trust and they b e that thdzlybmtreated fairly wh
employers will not harm them and

e of being treated fairly
heyri, & Rahemipoor

that there are two
n the basis of the
people have a
eans that their

[1.3. JOB SATISFACTION

, and difference based on
any smarstated that job satisfaction has
odudtiviMello, 2006; Noe, Hollenbeck,
atisfy hwitheir work will lessen the
ee turnover Abra MaslamdsF. Herzberg theories are the
ze this phenomenon whickeldped further with other experts
are three theories that séscabout job satisfaction; (1)
er (Porter, 1961; Jidtlgin, & Saunders, 2012), (2) Equity
ith, 1968; Adams &é&dman, 1976), and (3) Two-
un, 2012; Ebert &fi@r 2011);

1. Theory of Discrepancy S introduced by Porter 8611 In his definition, job
satisfaction is the difference between how muckoofhething there should be and how
much there is now. In reality, every employee eipén be given something as much
as they have given to the management or emplopeneSne will satisfy if there is no
discrepancy between what he expects and what Bendgeth means that if the effort
he has given to the work minus what he gets inrmeis zero. The bigger the
discrepancy, the higher the level of employee’satisfaction (Bangun, 2012; Porter,
1961, Jiang, Klein, & Saunders, 2012).

absenteeism
basic theories t
(Bangun, 2012).
Discrepancy Theory
Theory by Zaleznik (Ze
Factor Theory by Herzber

2. Theory of Equity was first introduced by Zaleznik 1958 and developed further by
Adams in 1963. This theory shows whether somedheatisfy or dissatisfy depends
on the sense of equity and inequity. The sens@uaityeand inequity will be obtained
from comparing one person to another in the saned bnd type of work. Wexley and
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Yukl also stated that the essential componentshisf theory are input, outcomes,
comparison person, and equity-inequity. Input methias any value that employees
perceive that they contribute to the job (educatiskill, experience, and so on).
Outcome means any value that the employees perteeahey obtain from the job
(pay, fringe benefits, recognition, and so on) (@an 2012; Zedeck & Smith, 1968;
Adams & Freedman, 1976).

3. Two-Factor Theories was first introduced by Hergbier 1959. He divided the factor
that affects employee performance into two, faofanotivation and factor of hygiene.
In motivation factor, factors that included in dieg job satisfaction are achievement,
recognition, work itself, responsibility, and adeament. In hygiene factor, factors that
included in creating job dissatisfaction are jomm interpersonal relation, company
policy, administration, supervisor, job securityg condition, and salary (Bangun,
2012; Ebert & Griffin, 2011).

There are a lot of factors affecting employee
(Sutrisno, 2014; Fields & Blum, 1997), factors tlatec
following; (1) individual factor includes age, h#alcharact
social factor includes relation with others, radatiwith family,
political freedom, and (3) main factor in work indes pay, supe
environment of work, and advancement. Moreovea)sb includes s
organization, sense of problem s '
to Gilmer (Sutrisno, 2014) influent

tion. According to Blum
atisfaction include the
and expectation, (2)
oint of view, and
, hature of work,
network in the

1) advancement
, (2) safety is only
employee when he is
ployee seldom express

e Wowhich refer to the elements of the job
eonment mcludes the place ventllatlon

to express they like the joll, @0) facilities include health
thers.

-]
0
o
>
(72}
c
(%)
(1)
o
—
o
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©
o
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Q
=
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recognition, work itself, res ility, and adeament, as stated in the motivator factors
in Two-Factor theory by Her

11.3.1. ACHIEVEMENT

Achievement is regarded as the great completianjob, solution of problems and
seeing results of individual’'s work. Though this ymiaclude failure and absenteeism
achievement (Fugar, 2007; Sutrisno, 2014), howewer higher achievement, the higher
level of job satisfaction for employee.

[1.3.2. RECOGNITION

It is an acknowledgement form supervisor, peeteagles, management person,
client or general public. It may be defined as aftsotice, blame, or praise (Fugar, 2007;
Bangun, 2012). The combination of such recognitiesed in any organizations improves
the level of employees’ job satisfactions.
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11.3.3. WORK ITSELF

This refers to the actual feeling on doing jobdasks, which leads to the feeling
toward the job whether it is good or bad. The jodyrbe a routine or varied, creativity or
stultifying, easy or difficult (Fugar, 2007; Bergh2011). Hence, the more positive the
feeling is created by the job, the higher the l@fgbb satisfaction.

11.3.4. RESPONSIBILITY

It is a personal’s responsibility of doing a wodther’s, or when the individual is
given a new responsibility (Fugar, 2007; Hantuldl%). The more responsibility that an
individual can actually assume, the greater thenocbs of experiencing a higher level of
job satisfaction.

[1.3.5. ADVANCEMENT

Advancement encircles about the possi
or the actual changes in one’s status and/or pasiti
Ebert & Griffin, 2011). The higher likelihood of aanhcem
the level of job satisfaction.

vancement, or promotion,
rganization (Fugar, 2007;
rganizations, the higher

.4. PREVIOUS STUDIES
The following table show
lous researchers in relation to th

revious studiesicivtihave bee nducted by var-

arch.

Table 5: Previous Studi

Title & Author(s) Variables Ind Findings

ansformational
leadership style, which is
strategic, inspiring,
interactive, empowering,
democratic, and
relational-oriented not
only affects employees'

1. Measuring the intellectual motivation, productivity,
Impact of stimulation and performance but also
Leadership Style Contingency shapes employees'
and Employee Rewards favorable perception of
Empowerment on the organization.
Perceived Competence
Organizational Transactional leadership
Reputation (Men,| Empowerment Control style, which focuses on
2010) economic and

Emotional appeal, | instrumental exchanges,

products and can be effective in pure
Organizational | services, financial | business situations, it has
Reputation performance, vision| a negative effect in

and leadership, and| shaping employees'
social responsibility| perception of the
organization.

2. Empowerment
Effects and

Autonomy, There is a positive effect

e information, on job satisfaction and
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Title & Author(s)

Variables

Indicators

Findings

Employee
Satisfaction

creativity, and
responsibility

autonomy, job satisfactio
and responsibility, job

(Abraiz,
Tabassum, &
Jawad, 2012)

Job Satisfaction

Overall job
satisfaction

satisfaction and
information, job

There is strong
relationship between job
satisfaction and creativity
and autonomy.

satisfaction and creativity.

. The Relation
Between

Psychological
Empowerment

Competence,

Psychological
Empowerment
and Performance
of Employees
(Taktaz,
Sedigheh, Kheyri
& Rahemipoor,
2012)

Job Performance

Performance Inde

. The Impact of
Transformational
Leadership on
Nurse
Psychological

Transformationa
Leadership

2 The employees
of organizations become
the main operator of job
process and it's proved
hat a capable and
petent manpower tha
nsidered as

ion of national
d vital assets of
ns, bring lots
to the

~+

L

Individualized
influence,
inspirational
motivation,
intellectual
stimulation, and
individual
consideration

Transformational
leadership has a
significant impact on
nurses' psychological

Empowerment
(Attari, 2013)

Psychological

Meaningfulness,
competence, self-

empowerment.

Among the

decision making

Empowerment | determination, and
impact

. Psychological Meaningfulness, Psychological
Empowerment Psych al | competence, self- | empowerment has a
and Job Empowerment | determination, and | significant impact on the
Satisfaction in impact formulation of
Jordanian Happy, proud, and | the organizational
Hospitals (Saif & | Job Satisfaction | belief of environment and job
Saleh, 2013) meaningfulness satisfaction

. Measuring the Importance, ability | The organizational
Impact of to choose, practice ‘employee
Empowerment on Empowerment | efficiency, and empowerment’ used by
Job Satisfaction influence on JVC Descon has produce

Middle Level

Managers of JVC

Job Satisfaction

Accomplishment,
accountability, the

among the middle-level

significant positive results

ad

D

managers
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Title & Author(s) Variables Indicators Findings
Descon Lahore work itself,
(Saeed, appreciation, and
Chaudhry, promotion
Ahmad, & Ata,
2013)

7. The Impact of
Transformational
Leadership Style
on Job
Satisfaction
(Long, Yusof,
Kowang, & Heng,
2014)

Transformationa
Leadership

Individualized
influence,
inspirational
motivation,
intellectual
stimulation, an
individual

Job Satisfaction

consider

satisfaction

Leaders, who implement

transformational

leadership, contribute the

most towards job
satisfaction

8. Analysis of the
Effects of
Psychological
Empowerment
Factors on
Employees
Organizational
Entrepreneurship
(Case Study:
Administrative
Employees of
Central
Bank/Economic
Statistical
Department
(Zavaraki &
Mobaraki, 2015)

Psychological
Empowerment

Meaningfulness,
competency,
autonomy,
effectiveness, and
trust

Organizational
Entrepreneurshif

independent
innovation, risk
taking, pioneering,
and invasive
competition

Empowerment of the

employees (mainly amonig
service organizations wit
low technological level) is

a motivation for
entrepreneurship.

h

D

I.5.

ences, as follows;

DIFFERENCE
Considering the a

UDIES

Table 6: Differences of Studies

ous studies, this rekeaas several important differ-

ltems Notable Differences
e Zayaraki and Mobaraki (2015); Saif and Saleh (20Tdktaz et. al. (2012);
Abraiz et. al. (2012); and Men (2010) measuredthehological
empowerment towards organizational entrepreneurgibgerformance,
job satisfaction, or organizational reputation.
Variables

* Some also researched about transformational ldadefer example Long
et.al. (2014); Mazaheri and Owrak (2014); and Mb1Q) towards job
satisfaction, empowerment, and organizational egjn.

240



Finance & Accounting Journal,
Vol. 04, No. 02, September 2015 — February 2016
ISSN # 2252-6242

ltems Notable Differences

* This research combines 3 variables of transformatiteadership,
psychological empowerment, and job satisfactioreseh3 variables are
rarely conducted and different from the availabievjppus studies.

* Transformational Leadership, Men (2010) used dgtog a vision,
providing an appropriate model, fostering the ataege of group goals,
high performance expectations, individualized sup@ond intellectual
stimulation. Mazaheri and Owrak (2014) and Lon@gkt(2014) used
idealized influence, inspirational motivation, ieetual stimulation, and
individual consideration.

» To measure psychological empower t, most of teeiqus researches
used Spreitzer's psychological empowerment indroatuch are
competence, meaningfulness, i d self-detatron (Saif and Sale
(2013); Mazaheri and Owrak (2014) othersdudiéferent indicators.

Indicators

-

» Job satisfaction also was measured with of indicators like
overall job satisfaction (Long et.al. (2014); A
Accountability, The work itself, Appreciation an ion (Saeed et.al.

(2013), and so on.._

» Zayaraki and Mobaraki (2015) studied in a bankimdustry
» Saif and Saleh (2013) studied in companies anditadsp and
* Mazaheri and Owrak (2014) studied in universities.

Subject
Research

e 3 chosen variables,
nd indicators, as shown in

This researc
but also seeking :
the following research model.

Figure 3: Research Model

; Achievement
Idealized Choice Competence
Influence
Recognition
Inspirational
Motivation
Transformational Psychological g g
Leadership Empowerment Job Satisfaction Work Itself
Intellectual
Stimulation
Responsibility
Individual .
Consideration Meaningfulness Ay t
ancemen

Referring to the above research model, the hypethiesthis study are;
e« Hi: Transformational leadership has a significantlugrice on psychological
empowerment

* Hj: Psychological empowerment has a significant erlte on job satisfaction
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[l RESEARCH METHOD
This researchuses descriptive and causal studooper & Schindler, 201
Kuncoro, 2013). Tie concept of causal studies is grounded in the& lof hypottesis
testing, in turn, producasductive coiclusions. But such conclusions are probabilistic
hence can ner be demonstrated with certty (Cooper & Schindler, 201. Both primary
and secondary dateere usedn this study.

M.12. POPULATION & SAMPLE

The targeted population in this study is the emgésyof the Divisions (Food and
Beverage and the Administration Office of OPCO Imelsic. OPCO Indonesia started fii
in 2000with only one club called Manna Lounge with winencep (OPCO Indonesia,
2015). This isfollowed by Embass, which now haseen one of a successful club
Jakarta. OPCO Indonesia fcertainlygrown rapidly with many different establishme
from bars, restaurantsa promoter company, and cofferoasters (OPCO
Indonesia, 2015). Sincdis company runs in ustry, the choserabbes of
transformational leadership, psychological empo d job satisftion, are
assumed to be regubarpracticed. In this researchOP onesia’s restaurants
become the research obs; Yellow Fin, Portico, and Tinggi, and OP!
Indonesia’s main office are us. This research relies on the -based stratified

sampling methodDue to the nature of varials in this research, s and superv
are the main focus. ‘

Figure 4: Restaurants’ Logos

a< ~ PORMCD

Source: (OPCO Indonesia, 2015)

ot @ 5

WARUNG TINGGI

TEK SOEN KOO

Table 7: Levels of Management at OPCO Indones

Levels d Managemen Examples
Top Man& President, Vice Presidel@EC

Departmat Managers, Restaure
Managers, Adstant Manager
Department Supervisors, Restaut

Supervisors, Head Bar
Department Staff, Waiters/Waitress, Fs/

Hostesses, Bartender
Source: (OPCO Indonesia, 2015)

Middle Manager

First-Line Mana&

Workers

Since the probabili-based stratified samplingiethod is usedhe population is
first divided into exclusive groug(Sekaran & Bougie, 201@p maintain the relevancy
this study.Those exclusive groups can be separated into thgable divisions of th
restaurants, or the targeted divisions within #staurants. This means thhe prospective
subjectsmust be grouperior to further grouping to fulfillthe samging criteria. The
groups are shown in the following tal
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Table 8: Total Employees at OPCO Indonesia

Division Total Employees
Food and Beverage Services 116
(at 3 restaurants: Yellow Fin, Portico, and Wariimpgi)
Main Office 46
Total 162

To calculate the required sample size (n), thevahg formula can be used, aside
from the widely available sampling size calculatonéine:

Equation 1: Slovin’s Sample Size
_ N
T (1+e?)

Source: (Pramesty, 2014, Cooger & Schindler, 2014)

According to the above table, the total targe
employees from the Food and Beverage and the nfhd
Slovin formula above, it can be calculated that neeessary
minimum of 116 employees. At this minimum numbers

confidence level is maintain Following the cébted samp
proportional method is applied a ;

ion in this study is 162
jons. Relying on the
size should be at a
d sample, 95%
e of 116, the

Strata | Division Slovin Formula Sample Size
1 F&B 116 () x 116 = 83
. 16 _
2 Office 46 £2) x 46 = 33
Total 162 116

[1l.2. RESEARCH DESIGN
The required data in this study is collected frowa distribution of questionnaires.
The questionnaire is divided into 4 main categaaseshown below:

Table 10: Questionnaire Outline

Variables Outline

Demographic 4 General Questions

Transformational Leadership 4 Transformational | Likert 4-Scale to
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Variables Outline

Leadership Questions measure opinions and

(Attari, 2013; Ingram, 2015; Long,
Yusof, Kowang, & Heng, 2014,
Mazaheri & Owrak, 2014; Odumeru
& Ogbonna, 2013; Pramesty, 2014
Givens, 2011)

Statements (Pramesty
2014)

Psychological Empowerment

(Attari, 2013; Attari, 2013; Chung &
Kowalski, 2012; Elnaga & Imran,
2014; Givens, 2011; Mazaheri &
Owrak, 2014; Saeed, Chaudhry,

Ahmad, & Ata, 2013; Saif & Saleh,

2013; Zavaraki & Mobaraki, 2015;
Zedeck & Smith, 1968)

9 Spreitzer's
Psychological
Empowerment
Questions Statements
(Chung & Kowalski,
2012; Men, 2010)

Job Satisfaction

(Abraiz, Tabassum, & Jawad, 2012
Akbar, Yousaf, Haq, & Hunjr

2011; Anantadjaya, Nawangw
Pramesty, & Gunawan, 2015;
Berghe, 2011; Budiman,
Anantadjaya, & Prasetyawati, 201
Chung & Kowalski

-constructed

social responses on
either favorable or

unfavorable (Cooper &

Schindler, 2014)

nts on thesgonnaires in this

Table 11: Statements on Questionnaire

study.

Variables dicators

Statement

Scale

=

You have respect to your superig

Idealized
Influences

You are comfortable to be arount
your superior

] Likert 4-
Scale

You have faith in your superior

@

Your superior transmits “sense o
mission” to you

f

Inspirational

Transformational Motivation

Your superior tells your work is
meaningful

Likert 4-
Scale

Leadership

Your superior gets the team to
work towards the same goal

Your superior enable you to solv¢
old problems in new ways

Intellectual
Stimulation

Your superior encourage you to f
innovative and creative in creatin
setback

el ikert 4-
g Scale

Your superior let you use your
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Variables Indicators Statement Scale
intelligence to solve problems
10.Your superior shows respect to
your personal feelings
Individualized | 11.Your superior helps you to Likert 4-
Consideration develop yourself Scale
12.Your superior gives appreciation
to your contribution personally
13.You have significant autonomy o
how you do your job
14.You have the opportunity and :
: . Likert 4-
Choice freedom on how you do your job Scale
15.You have the authority to make
decisions that need to be made tp
perform your job well
16.You feel comp perform
tasks required in iti
17.You are self-assure t your | Likert 4-
Competence N
capabilities in your wo Scale
Psychological 18.You feel prepared enoug
Empowerment ‘Lour job
19.Your job is important to you
20.Your job activities are personally| | .
. A Likert 4-
Meaningfulness meaningful to you Scale
21.The work you do is meaningful tg
22. I superior has trust on your
judgment
23.You do not need your superior | Likert 4-
handle problems Scale
24.You erior trust you to solve
25.Your work gives you a feeling of
personal accomplishment Likert 4-
Achievement | 26. When you solve customers or Seaila
company’s problem, you feel
accomplished
27.Your superior gives you
recognition for the work you have | .
- . Likert 4-
Job Satisfaction Recognition accomphsh_ed . Scale
28.Your superior appreciates the
work you have done
29.You love your job Likert 4-
Work itself | 30.Your job is interesting and not
. Scale
boring (you are challenged)
31.You have authority to make :
. . Likert 4-
Responsibility necessary decision for
o . Scale
accomplishing assigned task
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Variables Indicators Statement Scale

32.When a customer dissatisfied, You
can usually correct the problem t
their satisfaction

33.You are motivated by the
opportunity of promotion Likert 4-

34.You are satisfied with the career| Scale
advancement in your company.

[®)

Advancement

[11.3. DATA ANALYSIS
Once the data has been collected, the levels wiityghnd reliability of the data are
tested to ensure the appropriateness of the statemie the questionnaire. This is
particularly true for the self-constructed statetaemdsing the KMO & Bartlett’'s Test
value of 0.5, the level of data validity can be (Anantadjaya, Nawangwulan,
Pramesty, & Gunawan, 2015; Budiman, An setyawati, 2014; Cooper &
Schindler, 2014; Ghozali, 2012; Wijaya, 2010). Redyo eliability statistics of 0.7,
the level of data reliability can be determined §Atadjaya, ngwulan, Pramesty, &
Gunawan, 2015; Budiman, Anantadjaya, & Prasetya®@fi4; r & Schindler, 2014;
Ghozali, 2012; Wijaya, 2010).

The process on data a ly multivariate

relationships among variables. ural equations,
which mirror the multiple regressic 5 simulated in a
pictorial diagram, or commonly < ' ' make an easier
conceptualization (Dachlan, 2014). £ [able benefits (Santoso,

2014; Schumac odel testing since the

gression influence are standardiaed (4) less time consuming since it
ry test to obt all paenesults on model fithess and

run in AMOS, the results/outpuies @mpared against some
uge the level of fitnesdath in relations to the research model.
the criteria on modeatdiss.

suggested criteri
The following table

Table 12: Model Fit Criteria
Recommended Standard Value

cording to Schumacker
and Lomax (2010) Wijaya

According to Ghozali
(2012) Santoso(2014)

Criteria

(2010)
2
2 2
(likelihood ratio chi square statistic Sma"erx value from a Sma"erx value from a
as a testing tool to check the overall model is better. model is better
fithess of a model
p — value p — value 0.05 is better Bigger p — value is better
CMIN/df CMIN/df < 2 is better CMIN/JE 5 is better
(Normed chi square)
RMSEA

(Root Mean Square Error of RMSEA<0.08 is better RMSEA 5 = to better

Approximation)

GFl . GFl value closerto 1 is GFl value closerto 1 is
(Goodness of Fit Index)
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Recommended Standard Value
Criteria Ef‘ncdcol_r(;jr':gxt&glcg; \Tvﬁgl;zr According to Ghozali
(2010) (2012) Santoso(2014)
better better
AGFI AGFI value closerto 1 is AGFI > 0.90 is better
(Adjusted Goodness of Fit Index) better
TLI TLI value closerto 1 is .
(Tucker-Lewis Index) better TLI > 0.90 is better
C.FI . CFl closer to 1 is better CFI closer to 1 is better
(Comparative Fit Index)
NEI i NFI > 0.90 is better
(Normed Fit Index)
PNEI i Higher PNFI value is
(Parsimonious Normal Fit Index) better
- _PGGF| . igher PGFI value is
arsimonious Goodness of Fit =
( Index) better
RMR ; :
(Root Mean Residual RMR < 0.05 is better .05 is better
Reliability Reliability> 0.07 is better 70 is better

Source: (Ghozali, 2012; Santoso, 2014; Schumackerl&max, 2010; Wijaya, 2010;

s tare aﬂmalyzed based on

the value of critical ratio along with t ctural. If the p-value
is less tham, tha [ ' ' s that the independent

construct has t (Dachlan, 2014)
V.
v.1.

000, wiehbirth of Manna Lounge in
Taman Ria S ith iceessful of Manna Lounge, OPCO
Indonesia beca first and the most establifbed & Beverage and Entertainment
group. The head o located in Panin ToweruB2 O, Senayan City Jl. Asia Afrika

kav. 19 Jakarta 102
many different establis
brewery and coffee roaster

nesia. Nowadays, OP@Onksia has grown rapidly with
creating baestaurants, a promoter company,
O Indonesia, 2015).

OPCO Indonesia’s vision and mission are (OPCO Ilad@y 2015); (1) providing
career opportunity and growth as individuals fdreahployees, (2) providing excellent
service and overall satisfaction to build loyaltgrh our customers, (3) providing the best
concepts in the world of lifestyle, food & beveraged entertainment, (4) opening-up for
creative ideas, so we can learn and improve owrselithin and amongst ourselves, (5)
thinking green, and (6) maximizing profit and fic#él stability. The motto of OPCO
Indonesia iSAt OPCO Indonesia, we do not have jobs. We onfigratareers”

There are several establishments under OPCO Indorgh as; Bars/Lounges
(Manna by Dionysus, Manna House, Public), Clubs W&ssy (Jakarta, Bandung,
Jogjakarta), Domain), Sports Bars/Cafés (Score'kafia, Bandung, Pekanbaru,
Balikpapan), Restaurants (Cork & Screw, Porticollowdin, Stark Bierhaus, Howdy
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Hello Hola Hey Ho!, Tokio Bowl, Mr. Chuan, Koffie ®ung Tinggi, HOB), Services
(Urbanite Asia), and Consumer Goods (Stark BeefffiKd&Varung Tinggi). This study
focuses on 3 establishments; Yellow Fin, Porticogd &offie Warung Tinggi (OPCO
Indonesia, 2015).

1.

Yellow Fin is a Sake Bar & Kitchen, which providée nation’s first ever Sake shop
with over 60 brands in collection and continuegxpand.Simplicity/Complexity and
Originality/Modernity, two of the contrasting compnts make-up Yellow Fin. Dig-in
into modern takes on original recipes with the dildd Wagyu Steak Salsa, Batubara
Jalapeno, Gindara Saikyo Miso Yaki, Toro Tartareonginal classics such as fresh
Sushi and Sashimi, Tonkotsu Ramen, and Spicy N&b&jdon. The interior focuses
on simple lines and original Japanese design witdem lines. Its rich wooden
texture, panel and even tables and flooring hasekom created an ambiance found in
Japanese villages (OPCO Indonesia, 2015).

Portico was established in 2009, located
bistro is generally split into 3 sections, uponrgn
section that serves as a well-stocked bottle shegtg c
starts on the far end that snakes-out to the restios, the
glass terrace. Outside the glass terrace sits nfanous
where the world stops from the heavy traffic justoas the ro
diners Italian and Asian fares
the perfect urban oasis ambie

f Senayan City mall. This
is an indoor part, where a
rs, and an S-shaped bar
utdoor wood floored
ed outdoor lawn,
120 seats serve
he backgroundanéfully select nes to complete
2CO Indone3id)2

Koffie Warung Tinggi was found ; 50 arung on Moolen
' am Wuruk in Jakarta. It has

apan and USA. In 2013, 135
coffbep in Jakarta, Warung Tinggi’s brand
esia’s managemsetting up coffee houses and
wh@taining its value as an Indonesian
the estahbst started by changing the
go from “Coffee Warung Tinggi”“Koffie Warung Tinggi” to

eritage. The packaging &as changed, with a new way of
the products now avadaal various modern markets and
leasure to the cofteers, OPCO Indonesia Group also
in high trafficked amed public places to attract more

Warung Tinggi, a treasuept for generations (OPCO

brand name
celebrate its c
distribution, which
retail shops. To give
plans to open coffee h
customers to enjoy Kof
Indonesia, 2015).

IV.2. RESPONDENT'S CHARACTERISTICS

4.

The respondents characteristics in this study afelws;

1. Gender: 61.2% of respondents are males.
2.
3. Working period/experience: 83.6% of respondentsehanly been working for the

Age: 66.4% of respondents are within the age cayegio21-30 years old.

company less than 5 years.
Managerial status: 90,5% of respondents are emesdyeiff.

IV.3. PRE-TEST

A total of 40 questionnaires were distributed telipninary fulfill the pre-test
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requirement, which consisted of the chosen vargahite this study; transformational
leadership, psychological empowerment, and jolsfsation. The following table shows
the KMO results

Table 13: KMO and Bartlett’s (Pre-Test)

Kaiser-Meyer-Olkin Measure of Sampling Adequa 500
Approx. Chi-Square| 1347,156

Bartlett's Test of Sphericity df 561
Sig. ,000

Source: SPSS

Table 14: Reliability Statistics (Pre-Test)
Cronbach’s Alpha N of Items

832
Source: SPSS

13

From both above tables, it is apparent that th@see
valid and 83% reliable. These values are considacedptable,
can be performed.

are considered 50%
ce, further analysis

IV.4. POST-TEST
For the purpose of evaluat
The following tables show the level

were collected.

Table 15: KMO and Bartlett’s (Post-Test

Kaiser-Meyer-Olkin Measure of Sampling Adequa 821
Approx. Chi-Square| 2809,343

Bartlett's Test of Sphericity df 561
Sig. ,000

Source: SPSS

Table 16: Reliability Statistics (Post-Test
Cronbach's Alpha N of Items

839 13

7Source: SPSS
From the table above, the results on validity oft82 and reliability of 83.9% are

considered acceptable. This means that furthelegsas can be performed.

IV.5. DESCRIPTIVE ANALYSIS
The descriptive statistics are run in SPSS to letheageneral data characteristics
on each of the indicators. The following table skhdke results of descriptive statistics.

Table 17: Descriptive Statistics

Indicators N Minimum | Maximum| Mean Std. Dev
[l 116 1,7 5,0/ 3,882 , 7680
M 116 1,3 5,0/ 3,897 ,8252
IS 116 1,3 5,0/ 3,635 ,9489

249



Finance & Accounting Journal,
Vol. 04, No. 02, September 2015 — February 2016
ISSN # 2252-6242

Indicators N Minimum | Maximum| Mean Std. Dev
IC 116 1,0 5,01 3,730 9730
CH 116 1,3 50/ 3,632 ,9013
(6{0) 116 1,3 5,0/ 3,966 , 7268
TR 116 1,3 5,0/ 3,313 ,8718
AC 116 2,0 5,01 4,009 6324
RC 116 2,0 5,0 3,754 ,8035
Wi 116 1,0 50 3,931 ,8493
RP 116 1,0 5,0/ 3,858 ,8071
Valid N (listwise) 116

Source: SPSS

From the table above, it can seen that
1.0, with some indicators show a minimum value
average of 4.009, achievement has the average aaio
lowest average value at 3.%. Individual Consideration ha
at 0.9730 whiléAchievement has the lowest standard deviea

gathered has minimalue of
aximum value 5. At an
r indicators. Trust has

ighesndard deviation

IV.6. STRUCTURAL EQUATI MODELING

Since the levels of validit ing illustratio
provides an overview on the stru i ' ariables an-
dicators. The corresponding abbreviati e as follo

P 9%

|CH||CO||ME||TR| c

82 ®39 258 4 56 R

O ® ®
) [l £
R
JEREE
OE OGO @ ®

AD

- Source: AMOS

Table 18: Notes on Abbrewatlons

TL : Transformational Leaderst CO : Competenc
PE : Psychological Empowerme ME : Meaningfulnes
JS : Job Satisfactic TR : Trus
I : Idealized Influenc AC : Achievemer
IS : Intellectual Stimulatio RC : Recognitiol
IM : Inspirational Motivatio WI : Work ltself
IC : Individual Consideratic RP : Responsibilit
CH : Choice AD : Advancemer
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Referring to the above structural model, the folligvtable shows the Coefficient
Range to gauge the strength of association fopalle analysis in this study.

Table 19: Coefficient Range and Strength of Assodian
Coefficient Range Strength of Association
+081-+1.0 Strong
+0.61 - +0.80 Moderate
+0.41 - £0.60 Weak
+0.21-+£0.40 Very Weak
+0.00 - £0.20 None

Source: (Pramesty, 201

Based on AMOS path diagrams, outp
association measurements, the managerial explas
1. Transformational Leadership to Psychological Em

Based on the results above, the correlation betw
Psychological is 0.96. It means that Psycholoditapowe
Transformational Leadership. This correlation isisidered
strength of association, this result conforms wfthdings in pr
the management of OPCO | 2sia, particularlyiwithe division

fficiemges, and strengths of

tional Leadership and
is 96% influenced by
. At this level of
studies. Hence,
administrative
nal leadership
style. According to the employees ¢ inti i estaurants, the
identity to the

elation between psychologicalpewerment to job satisfaction
empowerment is an importamcept to develop employees’
nt, which may lead theréase of job satisfaction (Saeed,
), it may not be coestdl as strong influence in
satisfaction.

relatively we
indicates that t
knowledge, skill a
Chaudhry, Ahmad,
OPCO Indonesia’s over

3. Transformational Leadership

a. ldealized Influence has 78% explanatory power dmemsformational Leadership.
It means that Idealized Influence can explain themfation of Tranformational
Leadership as much as 78%. When the idealizedeinfi@ increases by 1%, the
likelihood on the formation of transformational deaship increases by 78%. As
mentioned previously, idealized influence refersthie behaviors of leaders that
allow them to act as models for their followerseyhtare seen by the followers as
motivators and the leaders are respected, condidaral trusted (Long, Yusof,
Kowang, & Heng, 2014). In OPCO Indonesia, employaesmoderately trust and
respect the management/leaders.

251



b.

Finance & Accounting Journal,
Vol. 04, No. 02, September 2015 — February 2016
ISSN # 2252-6242

Inspirational Motivation has 88% explanatory powerard transformational
leadership. Inspirational motivation refers to seftsacts of leaders to inspire and
stimulate people by extending challenges and mgatonthe followers’ works
(Odumeru & Ogbonna, 2013). This indicator has mhmest influence value in
Transformational Leadership, which means that thpleyee of OPCO Indonesia
Company see their leaders as inspiring in ordgetahem to reach the same goal
and offering meaningfulness of their work.

Intellectual Stimulation has 74% explanatory powamto Transformational
Leadership. Based on path analysis, this indichts the weakest impact on
Transformational Leadership style. Intellectualnt&tiation is the degree which
leaders challenge their follower’'s by providing rthdramework to see whether
they connect with their leaders in order to.makenthmore creative in finding
outcomes in obstacles (Odumeru & O a, 2013 Haders in OPCO
Indonesia Company seem to not reall ablpm awareness and new
solution for their employees.

Individual Consideration
Individual Consideration has 84% explanatory po
Leadership. Individual Consideration itself is thehavior o
support, encourageme
Anantadjaya, Nawangwula

Transformational
er that provides
mesty, 2014,
O Indonesia

self-development and wor oyee gets their
personal attention.

as an explanatory power as much as 82% rdowsychological
eans that the presence of Cha@neegplain the formation of

Nason, 199
work on their
and/or allow to d

employees in OPCO Indonesia tievepportunity to do their
long as they perform well. léeer, not all employees can

Competence has an explanatory power as much ast8@&¥d Psychological
Empowerment. From the path analysis above, it easelen that Competence has a
relatively low level of explanatory power towardsyPhological Empowerment.
Competence or may be more well-known as “self-afy¢ refers to a belief that
individual possesses the skill and abilities tdfqren a job well. (Spreitzer, Kizilos,

& Nason, 1997). Based on the value of the cormatthe employees of OPCO
Indonesia can be assumed to have felt somewhamnpetence in performing their
tasks. It can also be assumed that they may ndtpnepared to do or perform any
assigned tasks.

Meaningfulness has an explanatory power as mu@b%s toward Psychological
Empowerment. This indicator has the lowest valueragnothers. Meaningfulness
means an individual’'s concern of relationship bemvehe work and personal
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standards and the assigned task are valuableaniith his beliefs and behaviors
(Zavaraki & Mobaraki, 2015). It can be assumed thast of employees in OPCO
Indonesia may have perceived that their jobs mayasufficiently meaningful. It
may be due to their individual passions, in whidliagions that they may have
been treated unfairly, inadequate acknowledgenoeminy other reasons.

Trust has an explanatory power as much as 40%Rsyohological Empowerment.
Trust is a feeling of being trusted which lead lte sense of being treated fairly.
Applying this in OPCO Indonesia employees’ perspectit can be assumed that
most of the leaders may have little confidencehia $ubordinates in performing
tasks or solving problems.

6%atd Job Satisfaction. Since
tion of problems and seeing
ed that most of employees
the necessary tasks

Achievement has a total explanatory pow
Achievement refers to a great completi
result of individual’s work (Fugar, 2007), it caa
in OPCO Indonesia may believe that they have
and contributing on giving outcomes over custompr

b Satisfaction.
colleagues,
tice, blame, or
Indonesia are
relatively aware about the nee dgireg ates’ work. They
ti 1er.it'is a notice, blame, or

Recognition has a total explanatory power of 63%.
Recognition is an a vledgement form supervis
management person, clie 1eral public, imseof acts of

0 may ewtine or varied, creativity or

, . Thesrrelation is considered weak, and
d that not all employees of OP@Oniesia feel that their jobs are
ed to be challenged and engtgethke them see whether their
ot boring routine actistie

it can be
satisfying.
job is interesti
Responsibility has a xplanatory power of 58%ard Job Satisfaction. It is a
personal’s responsibility of doing a work, otheds,when the individual is given a
new responsibility (Fugar, 2007). The result is stidared weak but still has
positive impact on Job Satisfaction. It can be amxli that employees in OPCO
Indonesia may have seen that new responsibilisiesh as an empowerment, and
expanded authority to get the work done may noflyredfect the level of their
overall job satisfaction.

Advancement has a total explanatory power of 76%atd Job Satisfaction.
Advancement means the possibility of career advaeoé (promotion) or the
actual change in status or position in an orgammma(Fugar, 2007). It can be
assumed that most employees in OPCO Indonesiekatively satisfied with the
career opportunity because the result is modenfitesnce.

253



Finance & Accounting Journal,
Vol. 04, No. 02, September 2015 — February 2016
ISSN # 2252-6242

The following table shows the fithess model agaitiet available criteria and
prevailing parameters.

Table 20: Model Fit Parameters & Results

According to According to
Schumacker Ghozali Goodness
Criteria & Lomax (2012)and Results of Fit
(2010)and Santoso
Wijaya (2010) (2014)
CMIN/df CMIN/df <2is | CMIN/df <5 is
(Normed chi square) better better 31505 GOOd
RMSEA RMSEA<0.08| RMSEA<5 =
(RootAl\gE?QXﬁT?:?gﬁ)Error of is better to bett 0,139 GOOd
AGFI value
AGFI i .
(Adjusted Goodness of Fit closerto 1is AGFtI) tt 0,692 GOOd
Index) better erer
CFI CFlcloserto 1| CFlclosertol
(Comparative Fit Index) IS better is better 0,779 Good
TLI TLI value closer] TLI >0.90is
(Tucker-Lewis Index) tolish better 01727 GOOd
GFI GF vall value closet
(Goodness of Fit Index) closer to 1 is 01787 GOOd
better
PGFI
(Parsimonious Goodness of Fi - 0,545 GOOd
Index)
eliability >
0.70 is better 0,839 Good

ed to deter hethez thodel is appropriate to be
analyzed and tandard for further resedfobt of criteria mentioned in chapter
ble with and all indicatedresults.

Table 21: P-Value Results

Significance
P ata=1%
(Dachlan, 2014)
PE *hx Yes
JS <--- PE| *** Yes
IS <-- TL No
IM <--- TL | *** Yes
I <--- TL | ** Yes
CH <--- PE No
CO <--- PE | *** Yes
ME <--- PE| ,010 No
AC <-- JS No
RC <--- JS | *** Yes
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Significance
P ata=1%
(Dachlan, 2014)
WI <--- JS | *** Yes
IC <--—- TL | *** Yes
TR <--- PE| *** Yes
RP <--- JS ok Yes
AD <--- JS | ¥ Yes

Source: AMOS

Immarized below:
povemt has a very significant

From the table above, the results of p-values
a. Transformational Leadership to Psychological
relationship.

towards Job Satisfaction.
rmational Leadership;
tion, and Individual

b. Psychological Empowerment has very significantt

c. The levels of explanatory powers of all indicatéos
Idealized influence, Inspirational Motivation, lhHéstual
Consideration, are very significant.

of all indicatofsJob Satisfa
sibility, aegy significant.

d. The levels of explanatory pc
Recognition, Work Itself, and

: Achievement,

e. For the indicators of Psycholo
explanatory power is considerec

level of
explanatory powers for

Parameters of | AMOS )
o Conclusion
riteria Results
p-value < 0.05
indicates the rk
H: Transformational level of
leadership has sig- significance Accepted due to
" . Level of . Lo
nificant influence on o Regression its significant
. significance ; .
psychological empo- weight value strong influence
werment indicates the 0.96
strength of
relationship

Source: AMOS

According to hypothesis testing result, it can bendauded that the
Transformational Leadership has a very significring influence towards Psychological
Empowerment. This result is similar to a previousdg by Maryam Attari (2013). Her
research found that the Transformational Leadersiaip a positive influence towards
Psychological Empowerment. She stated that it ispomtant to establish the
Transformational Leadership to facilitate coopemtnd partnerships between leaders and
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followers by developing a common perspective anglasizing strong commitment
towards the goals. In addition, another researclsdryaz Mazaheri and Nahid Owrak in
2014, found that it is unavoidable to consider Efarmational Leadership style in
organization over decades (Mazaheri & Owrak, 201fhey concluded that the
transformational leaders could use intellectuainstation to challenge the individual's
thoughts and imaginations along with additionaleleef empowerment. Furthermore,
transformational managers, by using individual absstions, attention and support, lead
to positive effectiveness, provide the growth opmaty and lead to employees'
empowerment thorough this. In harmony with the mes studies, the hypothesis result
shows that leaders in OPCO Indonesia may have cesidered the Transformational
Leadership to positively impact the establishmérisychological Empowerment.

»
Table 23: Hypothesis Tests (k)
Statement of Unit of Paramet AMOS ,
. Conclusion
Hypotheses Measurement Criteria esults
p-value < 0.05
indicates the -
_ . level of
A PeEnalog) ol significance Accepted due to
empowerment has a Level of . A
(R PVETT e Regression | itssignificant
significant influence | significance ; 4
. . ) weight value weak influence
on job satisfaction o
cates the 0.44

& Ata3p@dund out a positive relationship
ob Safsfacthey stated that organizations

important role for o
current competitive e
organization, but this i
Tabassum & Jawad (2012

tions in transformin@iselves according to the needs of the
ent. Empowering empésyés not only beneficial for the

i y importantr fthe employees themselves. Abraiz,
ound that employeg®@erment has a positive impact
on the level of employees’ satisfaction. Liks&i this research suggests that OPCO
Indonesia has a positive impact on job satisfactiyrmeans of extending trust, autonomy,
and authority to appropriately influence the emplkes/ level of job satisfaction. Hence, it
is obvious that leaders need to build-up confideowerd their employees by guiding and
providing them with various opportunities to sopm@blems on their own.

V. CONCLUSIONS
Based on the results on the data analysis, thelusiaos of this research are as
follows;

a. Transformational Leadership has a strong and sogmf influence toward
Psychological Empowerment. It can be said that Sfamational Leadership is an
important factor to shape the practice in PsychioldgEmpowerment. In OPCO
Indonesia, the employees may have seen their sgpesvand managers as
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transformational leaders, who may have been suttessmotivating the employees
via psychological empowerment practices.

Psychological Empowerment has a weak but significenfluence toward Job
Satisfaction. It means that employees in OPCO ladianmay not have seen such
responsibilities and empowerment to adequately thtesr level of job satisfaction.
Noting the coefficients on Competence (39%) andsiT(d0%), it can be concluded
that employees may not have felt sufficiently cotepe in performing their
work/tasks, and those employees may have expedensefficient level of trust by
their respective supervisors in handling variouskgéaand complaints. Also, since the
Meaningful indicator only carries 25% explanatorgwer toward Psychological
Empowerment, this indicates that employees mayhaot perceived their work as
meaningful. Referring to the results on indicatair Satisfaction, it is also apparent
that at 76%, Advancement has the highest giowver toward the level of job
satisfaction. This is followed by Reco 963 Achievement at 56%,
Responsibility at 53%, and Work Itself at 52%. Its show that the level of
employees’ job satisfaction can be successfullyrg a higher likelihood on
job advancement in the future.

RECOMMENDATION
Referring to the conclus ded to OPCO

Transformational Leadership st
OPCO Indonesia since it has a of Psychological
Empowerment. p-leadership training to
enhance the [ sformational Leadership.

competen ees are noguadely competent, those
employees hesitant in performing assigngdidraining on sharpening skills

Furthermore, leaders pl n important role in anhmg job satisfaction by extending
acknowledgement to employees. The acknowledgemegtla as simple as “Thank
You” or “Good Job”. Nonetheless, those simple agkedgement statements have
been proven powerful in boosting employees’ levejab satisfaction.

For further research, this study may only provite tasic foundation on the
relationships among Transformational Leadershifestysychological Empowerment
and Job Satisfaction. Additional variables can Ineoiporated, such as; Job
Performance, Organizational Commitment, or otheradesship Styles. The
meaningfulness of jobs/tasks can also be examumtlef to reveal to complexities of
inter-relationships among indicators.
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