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Article Info Abstract 

Purpose – This study examines the influence of self-efficacy and 

employee empowerment on employee performance and the 

mediating effect of job satisfaction.  
Methodology – The sample consists of 180 employees from PT. 

PNM Mekaar Syariah (Persero) Aceh. The analytical tool used is 

path analysis with structural equation modelling (SEM) using 

AMOS.  

Findings—The results show that each variable, self-efficacy and 

employee empowerment, influences job satisfaction and employee 

performance. The relationship between self-efficacy and employee 

performance is partially mediated by job satisfaction, and the 

relationship between employee empowerment and employee 

performance is also partially mediated by job satisfaction. 
Originality – In the realm of employee performance and job 

satisfaction, a novel approach can be explored by investigating the 

combined impact of work environment, leadership style, and 

organizational culture on employee performance. 
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1. Introduction 

Employee performance is a crucial factor in organizational success and is influenced by 

various elements such as self-efficacy, employee empowerment, and job satisfaction. Self-

efficacy, which refers to an individual's belief in their ability to succeed in specific situations, has 

a significant role in boosting employees' confidence and capabilities (Hermawati et al., 2023). 

When employees feel empowered, they are more inclined to take initiative, make decisions, and 

contribute effectively to the organization (Ibrahim et al., 2016). Empowerment entails delegating 

authority, responsibilities, and trust to employees to enhance performance and loyalty (Onsardi & 

Asmawi, 2017). Job satisfaction serves as a mediator in the correlation between self-efficacy, 

empowerment, and employee performance. Research indicates that job satisfaction is positively 

impacted by self-efficacy and empowerment, leading to improved employee performance (Iis & 

Yunus, 2016; Sindyania, 2024).  

It is important to note that job satisfaction is influenced by various factors such as 

organizational culture, leadership style, and recognition systems (Fouad, 2019; Lasiny et al., 
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2021). Empowerment indicates a substantial and positive effect on job satisfaction, consequently 

influencing employee performance (Ali et al., 2017; Yusrizal et al., 2020). The interaction among 

self-efficacy, empowerment, and job satisfaction is vital for comprehending employee 

performance. Self-efficacy influences job satisfaction and affects organizational aspects, 

consisting of success, empowerment, and organizational commitment (Hirlak, 2022; Sahem et al., 

2021). Besides, psychological empowerment plays a substantial role in enhancing job satisfaction, 

resulting in positive work outcomes (Ali et al., 2021). Moreover, empowering employees can 

elevate motivation levels, ultimately impacting employees' performance (Makhamreh et al., 2022).  

Employee satisfaction is a crucial factor in organizational success, directly impacting 

productivity, retention, and overall performance. Job satisfaction is influenced by various factors 

such as self-efficacy, empowerment, and work engagement. Self-efficacy, an individual's belief in 

their ability to accomplish tasks, has been linked to job satisfaction (Lai, 2012). Employees with 

high self-efficacy are more likely to feel satisfied with their work, leading to increased job 

performance (Li et al., 2018). Additionally, psychological empowerment has been identified as a 

significant predictor of job satisfaction among employees, particularly in the nursing field (Khan 

et al., 2016). 

Work engagement is another primary factor that influences job satisfaction. Research has 

indicated that work engagement positively correlates with job satisfaction, involvement, and 

reduced burnout (Lai, 2012). Moreover, the role of work engagement in moderating the impact of 

job characteristics, perceived organizational support, and self-efficacy on job satisfaction 

emphasizes the significance of employee engagement in enhancing job satisfaction (Noermijati & 

Primasari, 2015). Additionally, training and development programs affect job satisfaction and, 

subsequently, employee performance. Studies have shown a positive relationship between 

training, job satisfaction, and employee performance, underscoring the importance of investing in 

employee development to enhance job satisfaction and overall organizational success (Aldaihani, 

2019). 

PT. PNM Mekaar Syariah (Persero) Aceh faces employee performance issues observed 

through various indicators, such as work quantity and quality, timeliness, attendance, and 

teamwork ability. Based on the preliminary survey, approximately 40% of employees struggle to 

meet work targets optimally, both in terms of quantity and quality, influenced by low self-efficacy 

and a lack of empowerment in decision-making. Additionally, 25% of employees experience 

delays in task completion, and 18% have a high absenteeism rate, reflecting issues in motivation 

and job satisfaction. A lack of collaboration, affecting 30% of employees, also hinders team 

productivity. Therefore, strategies are needed to enhance self-efficacy, empowerment, and create 

a work environment that supports job satisfaction and optimal performance. 

Novelty in research, in the realm of employee performance and job satisfaction, a novel 

approach can be explored by investigating the combined impact of work environment, leadership 

style, and organizational culture on employee performance. While existing studies have 

individually examined the influence of these factors on job satisfaction and performance 

Pawirosumarto et al. (2017), a unique contribution can be made by exploring how the interplay of 

these elements collectively affects employee performance. By delving into how the alignment or 

misalignment of work environment, leadership style, and organizational culture impacts job 

satisfaction and, subsequently, employee performance, a more comprehensive understanding of 

the dynamics at play within organizations can be achieved.  

 A novel research direction could involve studying the mediating role of job satisfaction in 

the relationship between various factors such as entrepreneurial orientation, organizational culture, 

and job performance (Soomro & Shah, 2019). By focusing on how job satisfaction acts as a 
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mediator between these variables, the research can shed light on the mechanisms through which 

organizational aspects influence employee performance. This approach can provide insights into 

the underlying processes that link organizational culture, entrepreneurial orientation, and job 

satisfaction to employee performance outcomes. Furthermore, exploring the mediating role of job 

satisfaction in the relationship between transformational leadership, work motivation, and 

employee performance can offer a fresh perspective on enhancing organizational effectiveness 

(Prabowo et al., 2018). By investigating how job satisfaction mediates the impact of leadership 

and motivation on employee performance, the study can provide valuable insights into the 

pathways through which leadership and motivation strategies influence employee outcomes. This 

approach can offer practical implications for organizations seeking to optimize leadership and 

motivation practices to enhance employee performance.  

 

1.1. Self-Efficacy and Job Satisfaction 

Self-efficacy is a crucial factor that influences job satisfaction among educators. Research 

by Skaalvik & Skaalvik (2014) revealed that both teacher autonomy and self-efficacy were 

independent predictors of engagement, job satisfaction, and emotional exhaustion. Shaukat et al. 

(2018) further emphasized that teachers with a high sense of self-efficacy exhibit a greater sense 

of job satisfaction, underscoring the importance of examining self-efficacy beliefs among 

educators working with children with disabilities. Additionally, Li et al. (2015) highlighted that 

proactive personality could have a significant direct influence on job satisfaction and exert a 

positive indirect effect via self-efficacy and work engagement. Furthermore, Duffy et al. (2012) 

suggested that having a sense of personal agency in one's work life strongly influences job 

satisfaction. Moreover, Lai (2012) found that self-efficacy has a positive effect on job performance 

and job satisfaction. Demir (2020) emphasized the significance of self-efficacy belief in 

propounding the effects of self-efficacy more clearly. Panjaitan & Kustiawan (2022) conducted a 

study on private company employees in Jakarta, Bogor, Depok, Tangerang, and Bekasi, indicating 

that a high level of self-efficacy positively influences employees' behavior and increases their job 

satisfaction. Additionally, Katsantonis (2019) highlighted that self-efficacy acts as a mediating 

variable between school climate and job satisfaction across cultures. Overall, the literature 

supports the notion that self-efficacy plays a vital role in enhancing job satisfaction among 

educators, emphasizing the need to cultivate self-efficacy beliefs to promote job satisfaction and 

well-being in educational settings. 

H1: Self-efficacy has a positive influence on job satisfaction 

 

1.2. Employee Empowerment and Job Satisfaction 

Employee empowerment has been consistently linked to positive outcomes in the workplace, 

particularly in enhancing job satisfaction. Moreover, Ibrahim et al. (2016) conducted a study on 

front office employees in Egyptian hotels, demonstrating that employee empowerment positively 

influences job satisfaction, emphasizing the importance of empowering employees in the 

hospitality industry. The study by Al-Hajri and Obeidat AL-Hajri & Obeidat (2019) focused on 

the impact of psychological empowerment on job satisfaction at the Police College in Qatar, 

revealing a direct and positive relationship between psychological empowerment and job 

satisfaction among employees. These findings collectively support the notion that employee 

empowerment plays a crucial role in enhancing job satisfaction, fostering a positive work 

environment, and promoting employee well-being. By empowering employees through delegation 

of authority, trust, and responsibility, organizations can cultivate a sense of ownership and 
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autonomy among their workforce, ultimately leading to increased job satisfaction and improved 

overall performance. 

H2: Employee empowerment has a positive influence on job satisfaction 

 

1.3. Self-Efficacy and Employee Performance 

Employee performance is influenced by self-efficacy, as supported by various studies. For 

example, Tims et al. (2014) found a positive impact of self-efficacy on job performance through 

daily job crafting. Similarly, Malik et al. (2014) demonstrated that high creative self-efficacy 

enhances employee creative performance. Cherian & Jacob (2013) highlighted the crucial role of 

self-efficacy in determining work-related performance and motivation levels. Afzal et al. (2019) 

suggested that self-efficacy enhances performance by boosting employees' confidence in 

challenging tasks. Mayfield & Mayfield (2012) indicated that higher levels of self-efficacy lead to 

improved performance outcomes. Hu & Zhao (2016) underscored the positive relationship 

between creative self-efficacy and employee innovation. Fatima et al. (2020) suggested that 

effective leadership self-efficacy enhances employee performance. Adekiya et al. (2021) found 

that emotional intelligence enhances the positive impact of self-efficacy on performance. Kusumah 

et al. (2021) highlighted the significant role of self-efficacy in enhancing performance outcomes. 

These studies collectively provide evidence supporting the positive relationship between self-

efficacy and employee performance, emphasizing its importance in various organizational 

contexts. 

H3: Self-Efficacy has a positive influence on employee performance 

 

1.4. Employee Empowerment and Employee Performance 

Employee empowerment has been consistently associated with positive impacts on 

employee performance in various organizational contexts. Studies have shown that empowering 

employees leads to improved performance outcomes. For instance, Fernández & Moldogaziev 

(2013) found that an employee empowerment approach, involving practices such as sharing 

information, resources, rewards, and authority with employees, directly and significantly enhances 

performance as perceived by employees. Ukil (2016) highlighted that providing tools, training, 

and motivation to employees through empowerment initiatives leads to sustainable performance 

in financial enterprises. Onsardi & Asmawi (2017) emphasized that delegating authority, 

responsibilities, and trust to employees through empowerment efforts improves both employee 

performance and loyalty. Reena (2018) pointed out that empowering employees by providing 

autonomy in decision-making positively impacts organizational performance. Moreover, Baird et 

al. (2018) stressed the importance of ensuring genuine empowerment experiences for employees 

to enhance their performance effectively. Furthermore, Rahmatika et al. (2022) indicated that 

employee empowerment is a significant factor in improving organizational performance. Wardoyo 

et al. Rahman et al. (2012) highlighted that employee empowerment is a strategic element for 

achieving expected performance outcomes in organizational activities. Additionally, Alfian et al. 

(2019) demonstrated that empowering employees through decision-making autonomy positively 

influences organizational performance. Ibua (2017) conducted a study on public universities in 

Kenya and found a linear and statistically significant relationship between employee 

empowerment and organizational performance. These studies collectively provide substantial 

evidence supporting the positive and significant impact of employee empowerment on employee 

performance in various organizational settings. 

H4: Employee empowerment has a positive influence on employee performance 
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1.5. Job Satisfaction and Employee Performance 

Based on the provided references, it is evident that there is a positive and significant 

relationship between job satisfaction and employee performance. The studies highlight the 

importance of job satisfaction in influencing employee performance in various organizational 

contexts. For instance, Pawirosumarto et al. (2017) found that leadership style positively affects 

employee performance through job satisfaction. Soomro & Shah (2019) emphasized the positive 

impact of entrepreneurial orientation and organizational culture on job satisfaction, organizational 

commitment, and employee performance. Siengthai & Pila-Ngarm (2016) and Yulian et al., (2022) 

demonstrated that job redesign and job satisfaction interact positively to enhance employee 

performance. Prabowo et al. (2018) highlighted the strong correlation between transformational 

leadership, work motivation, job satisfaction, and employee performance. Irwan et al. (2020) 

found that leadership style, work motivation, and organizational culture positively influence 

employee performance through job satisfaction. angkunegara & Miftahuddin (2016) emphasized 

the positive effect of organizational culture and work ethics on job satisfaction and employee 

performance. These studies collectively provide substantial evidence supporting the positive and 

significant influence of job satisfaction on employee performance, underscoring the importance of 

fostering job satisfaction to enhance overall performance in the workplace. 

H5: Job satisfaction has a positive influence on employee performance 

 

1.6. The Role of Job Satisfaction in the Influence of Self-Efficacy on Employee Performance 

Based on the provided references, it is evident that there is a positive and significant 

relationship between self-efficacy and employee performance, with job satisfaction playing a 

mediating role in this relationship. For instance, Alola et al. (2018) found that employee self-

efficacy fully mediates the relationship between supervisor incivility and job satisfaction, 

ultimately impacting turnover intention. Amoah (2021) highlighted that job satisfaction and 

creative self-efficacy play a crucial role in stimulating employee creativity, thereby enhancing job 

performance. Additionally, Narotama & Sintaasih (2022) emphasized that employees with high 

self-efficacy demonstrate superior abilities and performance, leading to increased job satisfaction. 

Furthermore, Machmud (2017) indicated that self-efficacy is highly correlated with job 

satisfaction, which in turn influences job performance positively. Prihantoro et al. (2022) explored 

the impact of self-efficacy, position promotion, and work environment on employee loyalty 

through job satisfaction, underscoring the importance of self-efficacy in enhancing performance 

outcomes. Moreover, Abun et al. (2022) highlighted the significant role of professional self-

efficacy in improving job satisfaction and performance. The study by Bargsted et al. (2019) 

demonstrated that work design characteristics can influence the relationship between self-efficacy 

and job satisfaction, ultimately impacting job performance. Besides, Lai (2012) found that self-

efficacy positively affects job performance and job satisfaction. The research by Simbolon & 

Priyonggo (2022) aimed to determine the effect of self-efficacy and organizational commitment 

on employee performance through job satisfaction. These studies collectively provide substantial 

evidence supporting the mediating role of job satisfaction in the relationship between self-efficacy 

and employee performance, highlighting the importance of fostering self-efficacy beliefs to 

enhance job satisfaction and overall performance in the workplace. 

H6: Job satisfaction mediates the relationship between self-efficacy and employee performance 
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1.7. The Role of Job Satisfaction in the influence of employee empowerment on Employee 

Performance 

Based on the provided references, it is evident that there is a positive and significant 

relationship between employee empowerment and employee performance, with job satisfaction 

playing a mediating role in this relationship. For instance, Fernández & Moldogaziev (2013) found 

that an employee empowerment approach indirectly affects performance by influencing job 

satisfaction and innovativeness. Ukil (2016) highlighted the influence of employee empowerment 

on employee satisfaction and service quality, emphasizing the impact of employee satisfaction on 

service quality. Sun (2016) concluded that job satisfaction acts as a mediator between 

psychological empowerment and job performance. Maynard et al. (2014) demonstrated that 

employee psychological empowerment is positively related to job performance. Onsardi & 

Asmawi (2017) concluded that compensation, empowerment, and job satisfaction directly 

influence employee satisfaction. Sangwan & Bhakar (2018) stated that employee empowerment 

leads to higher levels of job satisfaction. Idris et al. (2018) found that employee empowerment has 

a strong positive effect on job satisfaction. Al-Hajri and Obeidat AL-Hajri & Obeidat (2019) 

emphasized the positive impact of psychological empowerment on job satisfaction and 

performance. Masood et al. (2014) highlighted the positive association between job satisfaction 

and employee empowerment. Widyastuti & Riana (2019) emphasized the positive impact of 

employee empowerment on job satisfaction and performance. These studies collectively provide 

substantial evidence supporting the mediating role of job satisfaction in the relationship between 

employee empowerment and employee performance, underscoring the importance of fostering 

empowerment and job satisfaction to enhance overall performance in the workplace. 

H7: Job satisfaction mediates the relationship between employee empowerment and employee 

performance 

 

2. Research Methods 

This study adopts a quantitative approach with a cross-sectional design to investigate the 

influence of Self-Efficacy and Employee Empowerment on Employee Performance through the 

mediation of Job Satisfaction.  A survey method is used for data collection, targeting employees 

from PT. PNM Mekaar Syariah (Persero) Aceh, a company in the financial sector that provides 

sharia micro-financing to empower small businesses and low-income communities. Proportionate 

stratified random sampling is employed to select a sample of 180 respondents, in line with 

recommendations for SEM analysis (Hair et al., 2010). The research instrument is a structured 

questionnaire using a 5-point Likert scale to measure the study variables. Data analysis was 

conducted using Structural Equation Modelling (SEM) with the latest version of AMOS software. 

The analysis process follows the stages recommended by Byrne (2016), including developing a 

theory-based model, creating a path diagram, converting it into structural equations, estimating the 

model, evaluating model identification, assessing Goodness-of-Fit, and interpreting and modifying 

the model. The covariance matrix was used as input, with Maximum Likelihood (ML) estimation 

method. Construct validity was tested through Confirmatory Factor Analysis (CFA), while 

reliability was measured using Cronbach's Alpha and Composite Reliability (Fornell & Larcker, 

1981). Goodness-of-Fit criteria to be evaluated include Chi-square, RMSEA, GFI, CFI, TLI, PNFI, 

and PGFI (Hu & Bentler, 1999). Hypothesis testing involves analyzing direct and indirect effects, 

with bootstrapping used to test the significance of mediation effects (Preacher & Hayes, 2008). 

This study employs a quantitative approach with a cross-sectional design to examine the 

influence of self-efficacy, employee empowerment, and job satisfaction on employee 

performance. Data was collected using a structured survey method, targeting employees from 
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companies across various sectors. The measurement scales used in this research are adapted from 

established scales. For self-efficacy, the indicators are based on the work of Mahfud et al. (2021), 

which include enactive mastery experience (personal success experiences), vicarious experience 

(observing role models successfully perform tasks), verbal/social persuasion (positive feedback 

and encouragement from others), and physiological and affective states (emotional and physical 

conditions influencing confidence). Employee empowerment is measured using the scale by 

Potnuru et al. (2018), which includes access to organizational performance information, 

knowledge that enables employees to contribute to organizational goals, rewards based on 

performance, and decision-making authority. Job Satisfaction is assessed based on Luthans’ 

(2006) scale, which includes satisfaction with salary, supervision, promotion opportunities, the 

work itself, and coworkers.   

Employee performance is evaluated using indicators from Mathis and Jackson (2012), such 

as quantity and quality of work, timeliness, attendance, and cooperation ability. Data was gathered 

using a Likert-scale questionnaire, with responses ranging from 1 (strongly disagree) to 5 (strongly 

agree), ensuring standardized measurement of employee perceptions and experiences. The data 

collected was analyzed using SEM, which allows for a comprehensive examination of the complex 

relationships between these variables and tests for mediation effects. The research findings are 

presented with the model fit summary, standardized regression weights, and the final path diagram, 

offering a deeper understanding of how self-efficacy, employee empowerment, and job 

satisfaction collectively influence employee performance in an organizational setting. The 

research results are reported by presenting the model fit summary, standardized regression 

weights, and the final path diagram. This SEM approach allows for the simultaneous analysis of 

complex relationships between variables and testing mediation effects, providing a comprehensive 

understanding of the dynamics of Self-Efficacy, Employee Empowerment, Job Satisfaction, and 

Employee Performance in an organizational context. 

 

3. Results and Discussions 

The sample consists of 180 employees from PT. PNM Mekaar Syariah (Persero) Aceh. The 

majority of respondents are male (60%), while females account for 40%. In terms of age, most 

employees are between 25–35 years old (47%), followed by those aged 36–45 years (25%). 

Regarding education level, a significant portion holds a bachelor’s degree (36%), while 33% have 

completed high school. For work experience, the majority have worked between 1–5 years (42%), 

with 33% having 6–10 years of experience. 

 

Tabel 1. Respondent Profile 

Characteristics Number Percentage (%) 

Gender 
  

Male 108 60 

Female 72 40 

Age 
  

< 25 years 30 17 

25 - 35 years 85 47 

36 - 45 years 45 25 

> 45 years 20 11 

Education Level 
  

High School (SMA/SMK) 60 33 

Diploma (D3) 40 22 
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Characteristics Number Percentage (%) 

Bachelor’s Degree (S1) 65 36 

Master’s Degree (S2) 15 9 

Work Experience 
  

< 1 year 20 11 

1 - 5 years 75 42 

6 - 10 years 60 33 

> 10 years 25 14 

Total 180 100 

                           Source: processed data 
 

Confirmatory factor analysis (CFA) is described in this work, and exogenous and 

endogenous construct were used in the validity test. With the exception of the CFA value of WE2 

at 0.428, the CFA value of JS4 at 0.470, and the CFA value of EP3 at 0.554, the results indicate 

that SEM Amos produced all valid CFA values. The invalid CFA indicator values need to be 

removed because the values of WE2, JS4, and EP3 are less than 0.60, indicating invalid 

magnitudes (Ghozali, 2013). The indicator is considered valid when the factor loading value of 

each item or CFA indicator value is greater than 0.60 (Ghozali, 2013). SEM) was used in the model 

feasibility test to produce a good model that meets the goodness-of-fit (GOF) requirements for 

SEM. The complete SEM model is presented in Figure 1: 

 

 

Figure 1. The Goodness-of-Fit for SEM 

 

The results of the goodness-of-fit analysis show that the overall model evaluation meets 

the established criteria, thus indicating that the overall research model is fit. The results of this 

study indicate that there is a significant influence of self-efficacy on job satisfaction at PT. PNM 

Mekaar Syariah (Persero) Aceh. The standardized estimate coefficient value is 0.090 with a CR-

critical ratio far greater than the minimum required C.R. value of 1.96 (5.522 > 1.96) and a 

probability smaller than the error rate (alpha) α = 0.05 (0.0001 < 0.05), thus it can be stated as 

significant. This study supports previous research on self-efficacy and its influence on job 

satisfaction, such as the studies conducted by Singh et al. (2019) and Costantini et al. (2019), which 

found that self-efficacy has a positive and significant effect on job satisfaction. 
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Table 2. Goodness of Fit Indices for the Full Model 

Goodness of Fit Index Cut-off Value Analysis Result Model Evaluation 

χ2 Chi-Square S Expected to be Small 110.831 Good 

Probability > 0.05 0.177 Good 

CMIN/DF < 2.00 1.130 Good 

GFI > 0.90 0.930 Good 

AGFI > 0.90 0.902 Good 

TLI > 0.95 0.987 Good 

CFI > 0.95 0.989 Good 

RMSEA < 0.08 0.027 Good 

    Source: processed data 

  

The results of this study indicate that there is a significant influence of employee 

empowerment on job satisfaction at PT. PNM Mekaar Syariah (Persero) Aceh. The standardized 

estimate coefficient value is 0.085 with a CR-critical ratio far greater than the minimum required 

C.R. value of 1.96 (3.757 > 1.96) and a probability smaller than the error rate (alpha) α = 0.05 

(0.0001 < 0.05), thus it can be stated as significant. This study supports previous research by 

Ameer et al. (2014), which found that employee empowerment has a positive and significant 

influence on job satisfaction. 

Table 3. Hypothesis Testing Results 

Hypothesis Statement 
Estimate 

Std. 
S.E. CR P Conclusion 

Self-efficacy has a positive effect on job satisfaction 

(H1) 
0.517 0.090 5.522 0.0001 Supported 

Employee empowerment has a positive effect on job 

satisfaction (H2) 
0.338 0.085 3.757 0.0001 Supported 

Self-efficacy has a positive effect on employee 

performance (H3) 
0.351 0.092 3.728 0.0001  Supported 

Employee empowerment has a positive effect on 

employee performance (H4) 
0.287 0.081 3.396 0.0001 Supported 

Job satisfaction has a positive effect on employee 

performance (H5) 
0.398 0.108 3.733 0.0001 Supported 

Job satisfaction mediates the relationship between 

self-efficacy and employee performance (H6) 
0.206 0.066 3.101 0.001 Supported 

Job satisfaction mediates the relationship between 

employee empowerment and employee performance 

(H7) 

0.135 0.049 2.702 0.006  Supported 

Source: processed data 

 

The results of this study indicate that there is a significant influence of employee 

empowerment on job satisfaction at PT. PNM Mekaar Syariah (Persero) Aceh. The standardized 

estimate coefficient value is 0.085 with a CR-critical ratio far greater than the minimum required 

C.R. value of 1.96 (3.757 > 1.96) and a probability smaller than the error rate (alpha) α = 0.05 

(0.0001 < 0.05), thus it can be stated as significant. This study supports previous research by 
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Ameer et al. (2014), which found that employee empowerment has a positive and significant 

influence on job satisfaction. The results of this study indicate that there is a significant influence 

of self-efficacy on employee performance at PT. PNM Mekaar Syariah (Persero) Aceh. The 

standardized estimate coefficient value is 0.092 with a CR-critical ratio far greater than the 

minimum required C.R. value of 1.96 (3.728 > 1.96) and a probability smaller than the error rate 

(alpha) α = 0.05 (0.0001 < 0.05), thus it can be stated as significant. This study supports previous 

research by Hur et al. (2021) and Asnawi & Sulaiman (2021), which found that self-efficacy has 

a positive and significant effect on employee performance. 

The results of this study indicate that there is a significant influence of employee 

empowerment on employee performance at PT. PNM Mekaar Syariah (Persero) Aceh. The 

standardized estimate coefficient value is 0.081 with a CR-critical ratio far greater than the 

minimum required C.R. value of 1.96 (3.396 > 1.96) and a probability smaller than the error rate 

(alpha) α = 0.05 (0.0001 < 0.05), thus it can be stated as significant. This finding supports previous 

research by Sattar et al. (2015) and Fernandez & Moldogaziev (2011), which found that employee 

empowerment has a positive and significant influence on employee performance. The results of 

this study indicate that there is a significant influence of job satisfaction on employee performance 

at PT. PNM Mekaar Syariah (Persero) Aceh. The standardized estimate coefficient value is 0.108 

with a CR-critical ratio far greater than the minimum required C.R. value of 1.96 (3.733 > 1.96) 

and a probability smaller than the error rate (alpha) α = 0.05 (0.0001 < 0.05), thus it can be stated 

as significant. This study supports previous research by Sang et al. (2019), Soomro et al. (2018), 

and Icer & Florescu (2015), which found that job satisfaction has a positive and significant 

influence on employee performance. 

Using the Sobel test, an interactive calculation tool for mediation tests, the results show that 

the probability value on path C' is significant (0.001), indicating that job satisfaction partially 

mediates the relationship between self-efficacy and employee performance at PT. PNM Mekaar 

Syariah (Persero) Aceh. In other words, job satisfaction has a weaker impact on enhancing the 

influence of self-efficacy on employee performance. Using the Sobel test, an interactive 

calculation tool for mediation tests, the results show that the probability value on path C' is 

significant (0.006), indicating that job satisfaction partially mediates the relationship between 

employee empowerment and employee performance at PT. PNM Mekaar Syariah (Persero) Aceh. 

In other words, job satisfaction has a weaker impact on enhancing the influence of employee 

empowerment on employee performance. 

The research demonstrates that both self-efficacy and employee empowerment have a 

positive and significant impact on employee performance. This finding aligns with the theoretical 

perspective that empowered employees with strong self-efficacy are more likely to perform 

effectively. The results further validate the theoretical framework, emphasizing the role of self-

efficacy and empowerment in driving higher levels of employee performance. The study also 

establishes that job satisfaction directly influences employee performance, confirming that 

employees who experience higher job satisfaction exhibit superior performance levels. This 

finding aligns with established theoretical perspectives, which suggest that satisfied employees 

tend to be more motivated, engaged, and productive, ultimately contributing to organizational 

success. Another significant contribution of this study is the identification of job satisfaction as a 

partial mediator in the relationship between self-efficacy and employee performance. While job 

satisfaction enhances the influence of self-efficacy on employee performance, its impact appears 

to be moderate, suggesting that additional factors may contribute to the full realization of self-

efficacy’s effect on employee performance. Similarly, job satisfaction is found to partially mediate 

the relationship between employee empowerment and employee performance. This finding 
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underscores that while job satisfaction plays a role in strengthening the effects of empowerment 

on performance, it is not the sole determinant. Other organizational and individual factors may 

also influence performance outcomes. 

 

4.      Conclusions 

The theoretical implications of this study provide valuable insights into the relationships 

between self-efficacy, employee empowerment, job satisfaction, and employee performance. The 

findings indicate that self-efficacy and employee empowerment positively and significantly 

influence job satisfaction. This supports the notion that when employees have confidence in their 

abilities and are empowered to make decisions, their job satisfaction increases. Consequently, this 

study reinforces the theoretical understanding that self-efficacy and employee empowerment are 

critical factors in enhancing overall organizational job satisfaction. Lastly, the study contributes to 

the existing body of knowledge by expanding the understanding of job satisfaction’s role as an 

intervening variable. The results complement previous research on the interplay between employee 

attitudes and performance, offering new insights into how job satisfaction moderates the effects of 

self-efficacy and empowerment on employee performance in organizational settings. These 

findings provide a more nuanced theoretical perspective on the mechanisms through which self-

efficacy and empowerment translate into enhanced employee outcomes. 
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