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Abstract

The study examines the influence of psychological empowerment on career satisfaction
among academic staff in Malaysian Research Universities. 101 respondents were involved in
this study collected from, and a questionnaire was used to collect the data. Next, the data
was analysed using SPSS and Smart PLS Software statistical software. The findings showed
that there is a positive and significant impact of psychological empowerment on academics
staffs career satisfaction. The result signified that empowering practice fosters relational
interactions that cultivate mutual trust, meaningful work, and delegation of power and thus
increasing the sense of personal consequences of academics at work. As a consequence,
implementation of empowerment boosts the best interest to satisfy academics staff careers.
Hence, the higher institutions of learning can develop strategies to increase career
satisfaction by identifying suitable empowerment practices.

Keywords: Psychological Empowerment, Career satisfaction, Education Sector.

Introduction

Empowerment has gained significant attention in various organisations (Macario et al., 2020)
as empowerment is deemed a logical plan of action for developing an excellent service (Bae
et al., 2021). Empowerment practices should be implemented in the workplace so that
employees can actualize their career advancement objectives and experience job satisfaction
(Tharanganie & Perera, 2021). In Malaysia, empowerment has been implemented for a
considerable time (Ahmad et al., 2021). However, according to Muda and Fook (2020),
academics staff in public universities in Malaysia are not fully empowered and they are under
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much greater pressure to succeed in order to compete with other public higher education
institutions (PHEIs). In addition, public higher education institutions lost 1,662 academic
between 2015 and 2019, according to Malaysia Educational Statistics (2020).

According to a recent survey conducted by the talent firm Randstad among 2,500 Malaysian
workers, 96% of those surveyed perceived flexible work arrangements to be beneficial, and
87% of Malaysian workers emphasised the significance of non-monetary benefits, which
enhance work-life balance and job satisfaction (Chan, 2023). Furthermore, according to a
study by Amzat and Idris (2012), academics staff in public universities in Malaysia are less
empowered due to their extremely limited participation opportunities in university policy and
decision-making. Moreover, there has been a dearth of research examining empowerment in
Malaysia (Ahmad et al., 2021). Based on Eljaaidi (2016), despite having extensive research on
the concept of empowerment in various field such as political science, sociology, psychology
and management, but still researchers found a varying perspectives empowerment.

In addition, early research has been concentrated primarily on structural empowerment
(resource sharing and delegation of authority as management practices) (Ahmad et al., 2021).
The psychological empowerment of individuals in the workplace was the subject of
subsequent research, which centred on the experience of empowerment by the individual
(Ahmad et al., 2021). Based on Erer (2021), practicing empowerment in workplace will
potentially employees to realize their career progression process and to be satisfied with their
career. Career satisfaction represent individuals attitudes towards their selected professions,
which stem from accumulated work experiences and activities relating to their career choices
over a long term (Carvajal et al., 2021). However, Yunus and Pang (2015), reported that
academics at a Malaysian research university were departing from several critical courses as
a result of dissatisfaction with their career advancement delays. Those delay due to
academics must perform rigorous research such as promote discoveries, teach and mentor,
submit research funding requests, and manage administrative activities in order to increase
their career progression.

Additionally, career development caused anxiety for 22.1% of academics staff in Malaysia
Research Universities (MRUs) (Awang et al., 2021). Academics staff encounter further
obstacles in the form of obtaining research grants and completing paperwork that requires
an extended period to be approved, which further complicates an already difficult journey
(Yap, 2021). Also, while it used to be sufficient to publish articles in SCOPUS journals, scholars
now need to publish in ISI-indexed Q1 and Q2 journals in order to improve their careers (Yap,
2021). Kraimer et al (2019), agree with Bedeian (1996), that a significant number of
publications or citations is a crucial sign of academic success. In order to accommodate the
substantial responsibilities of lecturers, universities set a high priority on the lecturers'
careers. One of the components of the career development of a lecturer is that lecturers
become more proficient in performing their responsibilities as educators (Yusuf et al., 2022).
Consequently, academic professions involve immense responsibilities (Hamjah, 2020), which
can lead to low productivity among academics staff in MRUs and subsequently impact the QS
World University Rankings of the university.

The rankings of five MRUs according to the QS World University Rankings are displayed in
Table 1. As of 2023, all five universities are ranked among the top 500 universities worldwide.
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Mohammad (2020), report that the government has utilised MRUs as their "engine" to drive
national economic growth and transition the nation into a knowledge-based economy. As
stated by Abu Said et al (2015), MRUs’ activities from 2007 to 2012 served as a solution
provider for industry, agencies, and non-governmental organisations (NGOs), generating over
RM1.2 billion as an outcome of the university and industry's collaboration in compliance with
the Malaysia Education Development Plan 2015-2025. MRUs growth advances the idea of
becoming a regional educational hub and focusing on research and commercialization (Abu
Said et al., 2015). This would help establish a brand and image that captures and keeps top
local and international students (Sheriff, 2017).

Table 1
QS World University Rankings (2023)
World Rank Institution
70 Universiti Malaya
123 Universiti Putra Malaysia
129 Universiti Kebangsaan Malaysia
143 Universiti Sains Malaysia
203 Universiti Teknologi Malaysia

Source: www.topuniversities.com

Hence, the Malaysian higher education system fulfils the requirement of globalization,
leading to increased responsibilities for academics staff (Basarudin et al., 2016). Nevertheless,
not only in Malaysia, the European higher education system has undergone significant
transformations in a relatively short period (Kwiek & Antonowicz, 2015). Also, universities in
China were confronted with numerous challenges that have significantly transformed
university culture (Mudrak et al.,, 2018). Thus, the education sectors of Asian nations,
including Malaysia, have been the subject of a restricted quantity of research examining
psychological empowerment toward career satisfaction. Thus, the present study's principal
aim was to fill the research void identified in previous investigations. Subsequently, the
following discussion reviews the literature that leads to research hypotheses.

Literature Review

Brief Overview of Psychological Empowerment

One of the concepts that has been suggested for the advancement of human resources is
employee empowerment (Abdulrab et al., 2017). Empowerment is the act of granting
employees the chance and utmost level of autonomy and freedom in conducting business,
undergoing decision-making, and establishing objectives (Alwedyan et al., 2023). Engaging in
empowerment practices enhances employees' creativity, work-life quality, spirit of teamwork
and organizational effectiveness (Vu, 2020). Psychological empowerment refers to the
psychological viewpoint regarding empowerment (Abdulrab et al., 2017). Psychological
empowerment is founded upon Bandura's (1977), Self-efficacy Theory, which has been
endorsed by Lee and Koh (2001). According to this theory, employees have confidence in their
abilities to execute tasks successfully. This belief elucidates the capacity of individuals to
respond to challenges encountered in their lives in order to fulfil the requirements and
prerequisites for attaining success.
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Figure 1 Major sources of efficacy information and the principal sources through which
different modes of treatment operate (Source: Bandura., 1977: 195)

Self-efficacy does not arise spontaneously; individuals rely on information sources to evaluate
their self-efficacy (Schunk & DiBenedetto, 2021). Bandura (1977), proposed four main reasons
for the formation of self-efficacy. First, performance accomplishments are the most reliable
source because they refer to an individual’s previous successful experiences or expertise in
handling similar activities (Schunk & DiBenedetto, 2021). The second is vicarious experience
or modeling, which is the concept that individuals can attain success by observing and
emulating the behaviors and attitudes of successful persons (Yilmaz, 2023). Third, emotional
arousal pertains to the physiological condition of an individual, which can lead to either
positive or negative impacts on self-efficacy (Cassia & Magno, 2021). Lastly, verbal persuasion
involves either motivating or demotivating an individual by providing feedback on their
talents and performance related to a particular job (Cassia & Magno, 2021).

Psychological empowerment, which is an intrinsic motivational state, signifies whether or not
employees perceive themselves as having authority over their work within the organisation
(Spreitzer, 2008). This theory emphasises the significance that employees attribute to their
perception of their freedom in managing workplace situations and individuals. Furthermore,
it effectively facilitates productive feedback, goal-oriented environments, and transparent
communication in order to enhance commitment and satisfaction (Darus et al., 2016).
Assigning employees the authority to perform tasks and granting them greater responsibility
to express opinions and make decisions at work can foster a sense of empowerment (Darus
et al., 2016). Conversely, employees may experience a sense of insufficient empowerment
when they are granted fewer opportunities, powers, and responsibilities. Spreitzer (1995)
implemented an empirical test in order to formulate the psychological empowerment
construct and defined it primarily as a motivational perception manifested through four
cognitions—mean, competence, self-determination, and impact—which represent an
individual's work orientation.

The first dimension is meaning, which pertains to the congruence between the obligations,
roles, and duties of the position within the organisational setting and the employee's values,
beliefs, objectives, attitudes, and conduct (Demirer, 2020). Second, competence is defined as
the conviction that an individual is capable of carrying out their professional obligations and
responsibilities with proficiency and in accordance with the anticipated standards (Bagci &
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Camgoz, 2019). Third, self-determination pertains to the autonomy and feeling of control that
an employee has over the manner in which they carry out their job responsibilities (Erer,
2021). Lastly is impact, refer as the degree to which a task or conduct alters the work
environment (Igbal et al., 2020). As a result, numerous scholarly investigations (Meng & Sun,
2019; Igbal et al., 2020; Supriyanto et al., 2023) combine the four subscales of psychological
empowerment in order to construct a comprehensive measure of psychological
empowerment as a whole (Loes & Tobin, 2020). Subsequently, discussion regarding career
satisfaction will explain in detail.

Brief Overview of Career Satisfaction

Career satisfaction is defined as the degree to which employees consider the advancement of
their careers to be consistent with their professional aspirations and personal values, in
addition to the degree of contentment they derive from their chosen profession (Jabeen &
Isakovic, 2018). An individual whose professional trajectory is fulfilling demonstrates qualities
such as enthusiasm, productivity, commitment, and diligence and becomes the most valuable
asset of an organisation (Chowdhury et al., 2022). One might hypothesise that engaging in
self-rewarding activities, such as teaching or research, achieving professional milestones (e.g.,
publication, research presentations, receiving professional awards or honours), and
remaining motivated for further education might all lead to professional gratification and,
consequently, career satisfaction (Hojat et al., 2010). Furthermore, the current body of
research has solely employed the concept of "career satisfaction" as a measure of subjective
career success (Judge et al., 1995). Prior research has employed career satisfaction as an
indicator of subjective career success (Spurk et al., 2015, 2019; Zacher et al., 2019).

Subjective career success refers to the emotional evaluations made by individuals regarding
their professional achievements (Kraimer et al.,, 2019). In contrast, failing to achieve
subjective career success is associated with detrimental outcomes such as disengagement,
turnover intentions, and counter- productive worker behaviors (Hu et al., 2022). Accordingly,
subjective career success is defined in the current study as the perception of success in one's
work and career. This study favored the Career Success Model as it is associated with the
Career Satisfaction Scale by Greenhaus et al (1990), which used a comprehensive,
unidimensional concept of subjective career success (Athanasou & Van Esbroeck, 2008). Also,
career satisfaction scale is the most frequently used measure of self-referent subjective
career success evaluations (Hofmans et al., 2008) with good construct validity (Ng et al., 2005;
Hofmans et al., 2008; Spurk et al., 2011). The four sorts of managers described by Sturges
(1999) in his Career Success Model are climbers, experts, influencers, and self-realisers
(Burke, 2007).
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Figure 2 Career Success Categories (Source: Sturges, 1999: 245)

The first climbers are individual who describe their success in terms of external criteria
including salary and promotions (Sahraoui Bentaleb, 2016). The second type of individual is
the expert, whose success is measured by reaching a high level of competency at their job
and being recognised personally (Raubenheimer & Ngulube, 2019). Third, self-aware
individuals who focus on striking a balance between their personal and professional lives
realise success as an internal idea (Raubenheimer & Ngulube, 2019). Last but not least are the
influencers, who, regardless of their standing in the hierarchy, are capable of taking actions
at work that have a noticeable and beneficial impact on the organisation (Raubenheimer &
Ngulube, 2019). Furthermore, understanding people's contentment and well-being requires
a grasp of subjective career success. For these reasons, it is advantageous for companies to
know what influences employees' subjective career success and how they feel about it (Smale
etal., 2019).

The Impact of Psychological Empowerment on Career Satisfaction

A research investigation conducted in China involving teacher revealed a noteworthy
correlation between psychological empowerment and career satisfaction (Sun et al., 2022).
When teachers have a high level of psychological empowerment, they will see their work as
meaningful and worth their effort, thereby increasing their psychological resources and
improving their career satisfaction (Sun et al., 2022). Boonyarit et al (2010), and Karatepe and
Karadas (2015) makes a similar point in his which psychological empowerment is a concept
that encourages employees to believe in the purpose of their occupations, their ability to fulfil
their responsibilities, their sense of self-determination, and their impact on affecting the
results of their work. Along the same lines, Biemann et al (2015), subsequently argued that
once individual believes that they are capable navigating their careers, evaluations of
predicted career advancement will tend to be more positive.

An investigation of psychological empowerment and career satisfaction (Blais et al., 2020)
found that psychological empowerment influences career satisfaction. Saira (2019), sees
empowerment through leadership that provides subordinates with a feeling of significance in
their job and helps them feel understood and appreciated. This, in turn, leads to increased

697



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

levels of satisfaction with their work and more opportunities for professional advancement
(Yang et al., 2022). Supporting this view, Lee et al (2019), writes that individual who have
positive meaningful work hence to have greater career satisfaction as meaningful work
provides subordinates with a sense of job value, purpose, and motivation towards their work.
In the same vein, Guo and Cheng (2021), notes that employees are more likely to accept
challenging work and benefit from organisation if the organisation provides a distribution of
power among employees. This because it will increase the employees' confidence regarding
their future career prospects and enhance their expectations regarding career growth.

Joo and Nam (2019), reported that there is a positive correlation between psychological
empowerment and career satisfaction. They demonstrated that employee's career
progression satisfaction will be influenced by the empowering circumstance and method.
Oliveira et al (2023), suggest that promotes flexibility and decision-making capacity of the
through the sharing of power, information and autonomy for decision-making and active
participation of all its members is one of the circumstances of empowerment in the
workplace. In addition, it was discovered in a study of career satisfaction and psychological
empowerment (Namasivayam et al., 2014; Blais et al., 2020; Safari et al., 2020) that career
satisfaction is influenced by psychological empowerment. Employees who feel empowered
have a greater willingness to participate in the goal-setting process in order to align their
professional trajectories with their selves further (Kim & Beehr, 2017).

The research conduct by Tire and Akko¢ (2020), among employees who worked in a
university hospital at Turkey has found a positive correlation between psychological
empowerment and career satisfaction. Based on their study, psychologically empowered
employees are confident in their abilities, have control, and are aware of their business
requirements, values, and beliefs. Agreed by Schermuly et al (2022), employees will gain a
better understanding of their job and their position in the organization as a whole. If worker
are satisfaction with their work, they intend to have high career satisfaction (Bostjanci¢ &
PetrovCi¢, 2019). The present study posits, on the basis of empirical research, that
psychological empowerment has a substantial impact on career contentment. Hence,
hypothesis was developed and assuming that psychological empowerment will influence
career satisfaction.

Ha. There is an effect of Psychological Empowerment on Career Satisfaction among academics
staff at Malaysian Research Universities.

Methodology

Sample

The empirical portion of this paper was carried out with a sample of 101 academics staff
members from five research universities in Malaysia. A survey was adapted to determine
whether or not academics at Universiti Sains Malaysia, Universiti Malaya, Universiti
Kebangsaan Malaysia, Universiti Putra Malaysia, and Universiti Teknologi Malaysia are
satisfied with their careers. In collaboration with the Chancellery Department of each
university, a cross-sectional pilot study was implemented, utilizing self-administered online
distribution.
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Measurement

In assessing the psychological empowerment construct, this study used the 12 items from the
multidimensional questionnaire developed by Spreitzer (1995), which is called the
Psychological Empowerment Scale (PES). The questionnaire's scale is divided into four
subdimensions: meaning, competence, self-determination, and impact. The instrument's
consistency reliability was 0.96 (Saleh et al., 2022). For the measuring of Career Satisfaction,
five items were adapted from Greenhaus et al. (1990), namely the Career Satisfaction Scale
(CSS). The instrument's consistency reliability was 0.91 (Tahiry & Ekmekcioglu, 2023). For both
guestionnaires, participants were instructed to rate the statement on five points ranging from
strongly disagree (1) to strongly agree (5). The collected data was assessed utilizing Smart PLS
4.0. SmartPLS is a multivariate technique capable of simultaneously managing various things,
including response variables to explanatory variables (Purwanto & Sudargini, 2021). Before
continuing, a method to test the model will be utilized by applying structural equation
modeling (SEM) as an inferential statistical analysis technique to test the research hypothesis
(Indarti et al., 2017). Generally, structural equation modeling (SEM) involves the evaluation
of two models: a measurement model and structural model which are explained in the
following sub-topic (Purwanto & Sudargini, 2021).

Analyses and Findings

Demographic

Regarding demographic information for 101 respondents in the current study, the analysis
results indicate that 38.6% respondents are male and 61.4% are female. The age group from
41 to 49 years is the largest group of academics staff from five research universities in
Malaysia; it reached about 35.6% respondents. Furthermore, Malay was the most numerous
race, with 59.4% respondents. Regarding job tenure, most respondents work less than five
years, which is 44.6% respondents. As for income, 59.4% respondents out of 100% received
RM 3,071.00 to RM 11,831.00 per month. In terms of educational attainment, mostly
respondent which is 94.1% of them held a Doctor of Philosophy (PhD).

Measurement Model Analysis

Based on recommendations of Hair et al (2017), the measurement model was an assessment
by two aspects including convergent validity and discriminant validity. In convergent validity,
must retain the items that achieve loading more than 0.70, Cronbach’s alpha and composite
reliability should be more than 0.7 and average variance extracted (AVE) should be more than
0.5 (Hair et al., 2014). However, AVE for psychological empowerment is 0.347. AVE and
composite dependability can be improved by removal factor loading between 0.40 and 0.70
(Hair et al., 2014). Thus, the lowest factor loading was eliminated, which could not exceed
20% of the total indicator (Ramayah et al., 2018). After PE2, PE3, and PE5 were removed, AVE
increased to 0.407 which is acceptable if composite reliability is more than 0.6 which
supported by (Huang et al., 2013). Table 3 shows the results of convergent validity analysis,
and it achieved the minimum requirement suggested by (Hair et al., 2017). Thus, all latent
constructs in the current study are valid and reliable.
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Table 3
Factor Loadings (FL), Composite Reliability (CR), Average Variance Extracted (AVE), Cronbach’s
Alpha (CA) Summaries for Each Variable

Construct Indicator FL CR AVE CA
PE1 0.415
PE4 0.411
PE6 0.505
Psychological Empowerment PE7 0.739
(PE) PE8 0.767 0.835 0.407 0.811
PE9 0.709
PE10 0.697
PE11 0.697
PE12 0.677
Cs1 0.854
CS2 0.826
Career Satisfaction (CS) CS3 0.833 0.902 0.703 0.894
CS4 0.878
CS5 0.797

Regarding the discriminant validity, Table 4 shows the results based on cross-loadings,
Fornell-Larcker criterion and Heterotrait-Monotrait (HTMT). According to the rule of thumb,
cross-loading is significant when two or more components have a loading value greater than
0.1 (Ngah et al., 2018) which show in Table 4 indicate all indicators loaded on the construct
were higher than others, confirming its distinction. As for Fornell-Larcker criterion, Table 5
indicate that AVE value to exceed all associated correlation so that it can be concluded that
the model has met discriminant validity (Fornell & Larcker, 1981). Moreover, to assess PLS
discriminant validity, Henseler et al (2015), suggested using the Heterotrait-Monotrait
(HTMT) correlation ratio also instead of the Fornell-Larcker criterion and cross-loadings only.
HTMT should be below 0.90 and Table 6 indicate HTMT values of 0.625 for psychological
empowerment were acceptable in this study (Kumar, 2022). Thus, all latent constructs in the
current study are valid and reliable.
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Table 4

Cross Loading
Item Career Satisfaction (CS) Psychological Empowerment

(PE)

Cs1 0.854 0.445
CS2 0.826 0.447
CS3 0.833 0.524
Cs4 0.878 0.520
CS5 0.797 0.392
PE1 0.216 0.415
PE4 0.247 0.411
PE6 0.186 0.505
PE7 0.399 0.739
PES8 0.313 0.767
PE9 0.405 0.709
PE10 0.428 0.697
PE11 0.450 0.697
PE12 0.416 0.677

Table 5

Fornell-Larcker’s Criterion

Career Satisfaction Psychological Empowerment

Career 0.838
Satisfaction
Psychological 0.561 0.638
Empowerment

Note. The diagonal figures (in bold) represent the square root of the AVE, while the off-
diagonals represent the correlations among the variables.

Table 6
HTMT.85 Criterion
Career Satisfaction Psychological
Empowerment
Career Satisfaction
Psychological 0.625

Empowerment

Structural Model Analysis

Structural model assessment includes the collinearity issues, path coefficients, coefficient of
determination (R?), the predictive relevance (Q?) and effect size (f?) (Hair et al., 2014).
According to Hair et al (2009), the collinearity issue arises when there is a high correlation
between a pair of predictors. The variance inflation factor, often known as VIF, should be less
than five (Hair et al., 2011) and Table 7 shows there is no potential collinearity problem in this
study as no VIF is higher than five.
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Table 7
Collinearity Assessment via VIF
Career Satisfaction Psychological
Empowerment
Career Satisfaction
Psychological 1.00

Empowerment

Subsequently, using the Bootstrap function in SmartPLS 4.0, the structural model coefficient
analysis is utilised to ascertain which relationships in question have a substantial impact.
Table 8 shown reveals that the p-values were 0.000, and the t-value was greater than 1.96
which full fill the requirement p-value has to be less than 0.5 and the t-value must be greater
than 1.96 according to (Hair et al., 2017). Hence, based Hair et al (2017), the relationship is
considered significant.

Table 8
Path Analysis
Original Sample Standard t p values
Sample (O) mean (M) deviation statistics
(SD) (10/sD|)
Psychological 0.561 0.584 0.086 6.507 0.000

empowerment > Career
Satisfaction

Table 9 indicates that the coefficient of determination (R?) value for the endogenous latent
variable (Career Satisfaction) is 0.314, categorised as weak as the value is > 0.25 (Sarstedt et
al., 2014). If RZ more than 0.75, it consider as substantial and moderate if the value is > 0.50
(Sarstedt et al., 2014). Next, Table 10 indicate the value of effect size (f?) in the current study
was 0.459, which consider as large effect. Lastly, Table 11 contains the predictive relevance
(Q?) results. The career satisfaction value shown in Table 11 for the blindfolding test is 0.250,
which is greater than zero. Therefore, based on Hair et al. (2017) the predictive relevance of
the path model is positive and thus, these results indicate the structural model developed in
the current study has predictive accuracy.

Table 9
Coefficient of Determination (R?)
R2 R2 adjusted Level
Career 0.314 0.307 Weak

Satisfaction

702



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

Table 10
Effect Size (f?)

Career Satisfaction Psychological
Empowerment

Career Satisfaction

Psychological 0.459 (large)
Empowerment

Table 11

Predictive Relevance ( QZ)

QZ
Career Satisfaction 0.250

Figure 3 displays the complete result of the structural model estimation through the PLS
Algorithm, which shows the path coefficient value between the construct variables. The result
indicates a p-value (<0.05) and t-statistics test (> 1.96), implying the statistical significance of
the path from psychological empowerment to career satisfaction. Subsequently, the
interpretation of the findings is described in the following sub-topic, including
recommendations, limitations, and significance of study.

C51
14.438 C52
15_330"
—
0.000 - —16.071#  C53
T
24172
4.
Cs4
Career 12334
£S5

PE= Psychological Empowerment; CS = Career Satisfaction
Figure 3 Structural Model Assessment

Discussion

The primary objective of this research endeavour is to enhance comprehension regarding the
fundamental process that connects psychological empowerment and career satisfaction
among Malaysian academics. According to the findings of this research, psychological
empowerment significantly increased career satisfaction in academia. An effective
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empowerment initiative is an essential element in enhancing academics' career contentment,
which allows academics to envision a feasible future and maintain a sense of individual
development by aligning their actions with their predetermined objectives. Vu (2020) argues
that demonstrating one's authority, or ownership, can serve as the impetus for an increased
sense of empowerment. Psychological empowerment among academics staff in China
contributed to greater career satisfaction by instilling in them a sense that their work is
valuable and significant (Sun et al., 2022). These emotions ultimately contributed to increased
career satisfaction.

Cankaya and Eris (2022), posit that implementing employee empowerment practices within
organizations can enhance personnel satisfaction by instilling a sense of efficacy and
competence. Implementing empowerment practices within organizations facilitates the
alignment of employees' values with both the job and the organization, thereby enhancing
career progression opportunities. Lee and Koh (2001), concur that psychological
empowerment results from Bandura's (1977), self-efficacy theory, in which employees are
assured of their work performance. An additional study by Tiire and Akkog (2020), discovered
that psychological empowerment significantly influences career satisfaction. The outcome
suggests that empowerment fosters a sense of authority and accountability among all
organizational personnel. Employees are more likely to demonstrate advantageous behaviors
that benefit both the organization and the individuals employed when they perceive
themselves as more significant and assume greater accountability.

Furthermore, Smithikrai (2022), who examined employees of both public and private
organizations in Thailand, presented consistent evidence that corroborated the current
study's findings. This is because delegating a reasonable degree of autonomy and discretion
regarding their work responsibilities will increase their sense of self-determination and inspire
them to feel professional and organizational pride. In addition, current findings is consistent
with that of Bodine Al-Sharif et al (2021), who found out that within higher education
specifically, empowerment has emerged as a significant factor in employee satisfaction.
These results corroborate the findings of a great deal of the previous work in (Joo & Nam,
2019). Based on them, employees who possess psychological empowerment at work are
more likely to experience career advancement satisfaction within their current organization
(Joo & Nam, 2019). These results corroborate the present study.

The present research analyses confirm that academics staff with a high level freedom in
implement task, which in turn to a higher level of career satisfaction. This is consistent with
the results of (Aydogmus, 2019), which indicate that psychological empowerment has a
significant positive correlation with career satisfaction. Incorporating opportunities for
challenge, accountability, and decision autonomy into the work environment can significantly
enhance employees' psychological well-being and increase career satisfaction. The findings
of the present study also indicate that providing employees with opportunities for self-
directed decision-making, exposure to active mastery experiences, and personal
advancement prospects will increase their career satisfaction, which is consistent with the
research of (Blais et al., 2020). Therefore, by increasing psychological empowerment,
organizations can positively impact not only the career satisfaction of their employees but
also their daily lives.
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Limitation and Reccomendation

Itis essential to acknowledge that this exploratory study has several limitations. Workers from
various industries may offer differing perspectives on the results. Future studies should
examine responders from various higher education institutions or other industries. Future
research should link the current variable with mediating variables that could strengthen the
relationship on employee career satisfaction to ensure the result becomes more credible.
Future research may show that some career satisfaction among academics staff is unrelated
to empowerment. However, other factors like pay and working circumstances may also
impact career satisfaction levels. Lastly, the current study only considered one predictor—
psychological empowerment. Future research should consider various work-related factors,
such as managerial behaviours, personality traits like perfectionism, or job crafting predictors.

Conclusion

To summarize, result indicate that psychological empowerment is a potentially innovative
frame to enhance academic career satisfaction. Psychological empowerment is an internal
stimulator to motivate the behavior and performance of employees. For example, the
autonomy given to employees will form independence in work, which expedites the work
process (Putra et al., 2024). Therefore, academics can reach enormous achievements such as
publishing high-impact journals and high-quality lecturing. The results add to the literature by
providing empirical support for empowerment that postulates the consequences of sharing
and transferring power from leaders to employees (Helland et al., 2020). Based on the
outcome, this research provides helpful guidance for the management and development of
higher learning institutions. Instead of controlling the organizational structure of their
institutions, higher institution learning needs to engage with empowering academics in
managing their work by investing in relational interaction that promotes mutual trust and
meaning found in work, encourages self-determination, enhances self-efficacy, and increases
the sense of personal consequences of academics at work. Those acts create the best interest
for happier academics and, thus, society in general.

The study is significantly important from the theoretical perspective as it helps extend the
growing literature on psychological empowerment and career satisfaction. Specifically, it
helps bridge the literature gap by examining psychological empowerment toward career
satisfaction, whereby there are various empowerment practices that will generate optimal
performance outcomes which affect personal growth and goal achievement. The findings of
this study enhance the understanding of how empowerment contributes to the individual
feeling of success in terms of achievement and career prospects, thus reporting a higher level
of career satisfaction. Also, this study explores the connection career success model by
Sturges (1999) with employees' career satisfaction. Thus, the indicator to boost individual
career satisfaction can also become new knowledge toward the career success model by
Sturges (1999), a theory utilised in this study. Hence, the novelty of the current study is in
analysing the effect of psychological empowerment on career satisfaction.

On top of that, this investigation provides new empirical evidence that improves psychological
empowerment and career satisfaction knowledge. The significance of this non-experimental,
guantitative, correlational study is its ability to fill a gap in the research and literature, as
improved knowledge of these characteristics may produce a healthier work environment
within the education sector. This study is represented by the worthy and valuable instruction
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expected to be offered to the leadership of Malaysian public universities. In other words,
applying the study's expected findings will assist such universities in maintaining the
academics' high level of work outcomes, which, in turn, enhances the performance and
effectiveness of the public universities. Besides, this study can be a reference for future
research on psychological empowerment and career satisfaction. The discovery of this study
provides additional information and more concrete evidence on the relationship between
psychological empowerment and career satisfaction in the context of Malaysian education.

Acknowledgement

We thank all the research team members who participated from generating the idea to data
collection and finalization of the paper and the anonymous reviewers for their feedback that
improved the quality of this paper.

References

Abdulrab, M., Zumrah, A. R., Almaamari, Q., & Altahitah, A. (2017). The role of psychological
empowerment on work engagement: The development of conceptual framework.
International Journal of Business Management and Economic Research (I/BMER), 8(6),
1157-1163.

Said, A. M., Mohd Rasdi, R., Abu Samah, B., & Silong, A. D. (2015). A career success model for
academics at Malaysian research universities. European Journal of Training and
Development, 39(9), 815-835.

Ahmad, A., Nabila, S., Ambad, A., Jamal, S., Nasir, A., Lajuni, N., Lajuni, N. (2021). The
moderation effect of job tenure on psychological empowerment and employee
performance in Malaysia public sector. International Journal of Academic Research in
Business and Social Sciences, 11(4), 780-796.

Alwedyan, A., Soumadi, M. M., Aldiabat, M., Almarshad, M., Aityassine, F., & Obeidat, S. F.
(2023). The impact of the Human Resources Empowerment Strategy on achieving
strategic objectives in commercial banks in Jordan. International Journal of Professional
Business Review, 8(3), e0881—e0881.

Athanasou, J. A, & Van Esbroeck, R. (2008). Decision-making models and career guidance.
International Handbook of Career Guidance (pp.115-129). Dordrecht, The Netherlands:
Springer. https://www.springer.com/gp/book/9783030251529?wt_m

Awang, Y., Mohamed, N., Ahmad, S., & Mohd Nasir, N. E. (2021). Examining the Influence of
Academic and Non-academic Responsibilities on Academicians’ Job-related Stress in
Higher Education. Asian Journal of University Education, 17(4), 498-510.

Aydogmus, C. (2019). Millennial knowledge workers: The roles of protean career attitudes
and psychological empowerment on the relationship between emotional intelligence
and subjective career success. Career Development International, 24(4), 297-314.

Bae, G., Lee, S., & Kim, D. Y. (2021). Interactions between service recovery efforts and
customer characteristics: Apology, compensation, and empowerment. Journal of
Quality Assurance in Hospitality & Tourism, 22(2), 218-244.

Bagci, Z., & Camgodz, O. (2019). Personeli giiclendirme ve orgiitsel vatandashk davranisi
arasindaki iliski: Bankacilik sektoriinde bir arastirma. Selcuk Universitesi Sosyal Bilimler
Meslek Yiiksekokulu Dergisi, 22(2), 362—-373.

Bandura, A. (1977). Self-efficacy: toward a unifying theory of behavioral change. Psychological
review, 84(2), 191.

Basarudin, N. A., Yeon, A. L., Yaacob, N., & Abd Rahman, R. (2016). Faculty workload and

706



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

employment benefits in public universities. International Review of Management and
Marketing, 6(7), 73—-82.

Bedeian, A. G. (1996). Twelve suggestions for optimizing career success. Rhythms of academic
life: Personal accounts of careers in academia, 4, 3.

Biemann, T., Kearney, E., & Marggraf, K. (2015). Empowering leadership and managers’ career
perceptions: Examining effects at both the individual and the team level. The Leadership
Quarterly, 26(5), 775-789.

Blais, A. R., Gillet, N., Houle, S. A., Comeau, C. A., & Morin, A.J. S. (2020). Work fatigue profiles:
Nature, implications, and associations with psychological empowerment. Frontiers in
Psychology, 11, 596206.

Bodine Al-Sharif, M. A., Garcia, H. A., & McNaughtan, J. (2021). Making meaning of the mid-
level administrator roles in international student service centers. The Journal of Higher
Education, 92(1), 116-139.

Boonyarit, ., Chomphupart, S., & Arin, N. (2010). Leadership, empowerment, and attitude
outcomes. The Journal of Behavioral Science, 5(1), 1-14.

Bostjancic, E., & Petrovdic, A. (2019). Exploring the relationship between job satisfaction, work
engagement and career satisfaction: The study from public university. Human systems
management, 38(4), 411-422.

Burke, R. J. (2007). Career development of managerial women: Attracting and managing
talent. Handbook on Women in Business and Management, 109-131.

Gankaya, M., & Eris, H. (2022). Examining the relationship between perception of
psychological empowerment and career satisfaction in health workers. European
Journal of Molecular & Clinical Medicine, 9(7), 8117-8129.

Carvajal, M. J., Popovici, I., & Hardigan, P. C. (2021). Gender and pharmacists’ career
satisfaction in the United States. Pharmacy, 9(4), 173.

Cassia, F., & Magno, F. (2021). Antecedents of professionals’ self-efficacy in professional
service firms: effects of external source credibility and content quality. Journal of
Business & Industrial Marketing, 36(13), 187-198.

Chan, J. (2023, June 7). Survey shows one in two working Malaysians ready to quit for better
work-life balance as more bosses push for working fully from the office. Malay
Mail.  https://www.malaymail.com/news/malaysia/2023/06/07/survey-showsone-in-
two-working-malaysiansready-to-quit-for-better-work-life-balance-as-more-bosses-
push-for-working-fully-from-the-office/73036#google_vignette.

Chowdhury, S. R., Kabir, H., Mazumder, S., Akter, N., Chowdhury, M. R., & Hossain, A. (2022).
Workplace violence, bullying, burnout, job satisfaction and their correlation with
depression among Bangladeshi nurses: A cross-sectional survey during the COVID-19
pandemic. PLoS ONE, 17(9), e0274965.

Darus, A., Azizan, F. L., & Ahmad, F. (2016). Work stress, pay satisfaction, psychological
empowerment and organisational commitment among academic staff. International
journal of management studies, 23(1), 51-72.

Demirer, M. C. (2020). Yapisal ve psikolojik gliclendirmenin kariyer tatmini ve yenilikgci is
davranisi Uzerine etkisi. Eskisehir Osmangazi Universitesi Iktisadi ve Idari Bilimler Dergisi,
15(1), 165—-184.

Eljaaidi, N. M. (2016). Structural & psychological empowerment: A literature review, theory
clarifications and strategy building. Journal of Economics and Political Science, (7), 446—
479.

Erer, B. (2021). Psikolojik Giiclendirme Algisinin Orgiitsel Ozdeslesme Uzerindeki Etkisinde

707



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

Kariyer Memnuniyetinin Aracilik Roll. Business and Economics Research Journal, 12(2),
443-457.

Fornell, C., & Larcker, D. F. (1981). SEM with Unobservable Variables and Measurement Error:
Algebra and Statistics. Journal of Marketing Research, 382—388.

Greenhaus, J. H., Parasuraman, S., & Wormley, W. M. (1990). Effects Of Race On
Organizational Experiences, Job Perform. Academy of Management Journal, 33(1), 64-
86.

Guo, G., & Cheng, B. (2021). Effects of customer empowering behaviors on employees’ career
growth: Perspective of self-determination theory. Acta Psychologica Sinica, 53(2), 215-
228

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2009). Multivariate data analysis (7th
ed). Upper Saddle River, NJ: Prentice Hall.

https://www.drnishikantjha.com/papersCollection/Multivariate%20Data%20Analysis. pdf

Hair, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2017). A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM) (2nd ed). Sage Publications. Thousand Oaks,
CA.
https://eli.johogo.com/Class/CCU/SEM/_A%20Primer%200n%20Partial%20Least%20S
quares%20Structural%20Equation%20Modeling_Hair.pdf.

Hair, J. F., Hult, G. T. M., Sarstedt, M., & Ringle, C. M. (2014). A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM). Sage Publications. ISBN: 978-1-4522-1744-4,
307 pp. Reviewed by Lawrence Hoc Nang Fong and Rob Law, European Journal of
Tourism Research 6(2), 211-213.

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. Journal of
Marketing Theory and Practice, 19(2), 139-152.

Hamjah, S. H. (2020, August 31). Bahagiakah seorang pensyarah?. Sinar Harian.
https://www.sinarharian.com.my/article/99042/khas/pendapat/bahagiakah-seorang-
pensyarah#fgoogle vignette

Helland, E., Christensen, M., & Innstrand, S. T. (2020). The Relationship between empowering
leadership, work characteristics, and work engagement among academics: A Sem
Mediation Analysis. Scandinavian Journal of Work and Organizational Psychology, 5(1),
11, 1-13.

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant
validity in variance-structural equation modeling. Journal of the Academy of marketing
Science, (43), 115-135.

Hofmans, J., Dries, N., & Pepermans, R. (2008). The Career Satisfaction Scale: Response bias
among men and women. Journal of Vocational Behavior. Elsevier Inc., 73(3), 397-403.

Hojat, M., Kowitt, B., Doria, C., & Gonnella, J. S. (2010). Career satisfaction and professional
accomplishments. Medical education, 44(10), 969-976.

Hu, C., Zhang, S., Chen, Y. Y., & Griggs, T. L. (2022). A meta-analytic study of subjective career
plateaus. Journal of Vocational Behavior, (132), 103649.

Huang, C.-C., Wang, Y.-M., Wu, T.-W., & Wang, P. A. (2013). An Empirical Analysis of the
Antecedents and Performance Consequences of Using the Moodle Platform.
International Journal of Information and Education Technology, 3(2), 217-221.

Indarti, S., Solimun, Fernandes, A. A. R., & Hakim, W. (2017). The effect of OCB in relationship
between personality, organizational commitment and job satisfaction on performance.
Journal of Management Development, 36(10), 1283—-1293.

Igbal, Q., Ahmad, N. H., Nasim, A., & Khan, S. A. R. (2020). A moderated-mediation analysis of

708



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

psychological empowerment: Sustainable leadership and sustainable performance.
Journal of Cleaner Production, 262(121429).

Jabeen, F., & Isakovic, A. A. (2018). Examining the impact of organizational culture on trust
and career satisfaction in the UAE public sector: A competing values perspective.
Employee Relations, 40(6), 1036-1053.

Joo, B.,, & Nam, K. (2019). The effects of transformational leadership, learning goal
orientation, and psychological empowerment on career satisfaction. New Horizons in
Adult Education and Human Resource Development, 31(3), 47—-64.

Judge, T. A, Cable, D. M., Boudreau, J. W., & Bretz, R. D. J. (1995). An Empirical Investigation
of the Predictors of Executive Career Success. Personnel Psychology, 48(3), 485-519.

Karatepe, O. M., & Karadas, G. (2015). Do psychological capital and work engagement foster
frontline employees’ satisfaction?: A study in the hotel industry. International Journal
of Contemporary Hospitality Management, 27(6), 1254-1278.

Kim, M., & Beehr, T. A. (2017). Directing our own careers, but getting help from empowering
leaders. Career Development International, 22(3), 300-317.

Kraimer, M. L., Greco, L., Seibert, S. E., & Sargent, L. D. (2019). An investigation of academic
career success: The new tempo of academic life. Academy of Management Learning and
Education, 18(2), 128-152.

Kumar, P. (2022). Human Resource Practices and Job Satisfaction in the Hotel sector in India:
An Organizational Perspective with Smart PLS Analysis. Srusti Management Review,
15(2), 40-51.

Kwiek, M., & Antonowicz, D. (2015). The changing paths in academic careers in European
universities: Minor steps and major milestones. Academic work and careers in Europe:
Trends, challenges, perspectives, 41-68.

Lee, K. P., Wong, C., Chan, D., Kung, K., Luk, L., Wong, M. C. S., & Wong, S. Y. S. (2019). Family
medicine vocational training and career satisfaction in Hong Kong. BMC Family Practice,
(20), 1-8.

Lee, M., & Koh, J. (2001). Is empowerment really a new concept?. International Journal of
Human Resource Management, 12(4), 684—695.

Loes, C. N., & Tobin, M. B. (2020). Organizational trust, psychological empowerment, and
organizational commitment among licensed practical nurses. Nursing Administration
Quarterly, 44(2), 179-187.

Macario, C. A., Ribeiro, C., & Pereira, P. (2020). O contributo do compromisso organizacional
e do empowerment psicolégico para as organizacdes positivas. Gestdo e
Desenvolvimento, (28), 29-55.

Malaysia Educational Statistics. 2020. Quick Facts: Educational Data Sector Educational
Planning and Research Division. Ministry of Education Malaysia (MoE). pp. 1-53.
https://anyflip.com/miImid/dasi/basic

Meng, Q., & Sun, F. (2019). The impact of psychological empowerment on work engagement
among university faculty members in China. Psychology Research and Behavior
Management, 983-990.

Mohammad, A. W. (2020, June 27). Universiti penyelidikan “enjin” pertumbuhan ekonomi
negara. BH Online.
https://www.bharian.com.my/rencana/mukal0/2020/06/704629/universiti-
penyelidikan-enjin-pertumbuhan-ekonomi-negara

Muda, A. L, & Fook, C. Y. (2020). Psychological Empowerment and Organisational
Commitment among Academic Staff of Public Universities in Malaysia. Asian Journal of

709



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

University Education, 16(2), 26—35.

Mudrak, J., Zabrodska, K., Kveton, P., Jelinek, M., Blatny, M., Solcova, I., & Machovcova, K.
(2018). Occupational well-being among university faculty: A job demands-resources
model. Research in Higher Education, 59(325-348).

Namasivayam, K., Guchait, P., & Lei, P. (2014). The influence of leader empowering behaviors
and employee psychological empowerment on customer satisfaction. International
Journal of Contemporary Hospitality Management, 26(1), 69—-84.

Ng, T. W. H., Eby, L. T., Sorensen, K. L., & Feldman, D. C. (2005). Predictors of objective and
subjective career success: A meta-analysis. Personnel Psychology, 58(2), 367-408.
Ngah, R., Ramayah, T., & Sarmidy, R. (2018). Partial Least Square Analysis on Micro
Enterprises’ Intellectual Capital and Performance: the Mediating Effect of Tacit

Knowledge Sharing. Journal of Applied Structural Equation Modeling, 2(2), 22-33.

Oliveira, M., Andrade, J. R., Ratten, V., & Santos, E. (2023). Psychological empowerment for
the future of work: Evidence from Portugal. Global Business and Organizational
Excellence, 42(5), 65—78.

Purwanto, A., & Sudargini, Y. (2021). Partial Least Squares Structural Squation Modeling (PLS-
SEM) Analysis for Social and Management Research: A Literature Review. Journal of
Industrial Engineering & Management Research, 2(4), 114-123.

Putra, A. S. B., Kusumawati, E. D., & Kartikasari, D. (2024). Psychological Empowerment And
Psychological Well-Being As Job Performance Mediators. Journal of Business
Management and Economic Development, 2(01), 127-141.

Ramayah, T., Cheac, J., Chuah, F., Ting, H., & Memon, M. A. (2018). Partial Least Squares
Structural Equation Modelling (PLS-SEM) using SmartPLS 3.0. An updated guide and
practical guide to statistical analysis, 967-978.

Raubenheimer, J., & Ngulube, P. (2019). Career success — the perception of Open Distance
Learning library middle managers. Library Management, 40(6-7), 379-391.

Safari, A., Adelpanah, A., Soleimani, R., Heidari Agagoli, P., Eidizadeh, R., & Salehzadeh, R.
(2020). The effect of psychological empowerment on job burnout and competitive
advantage: The mediating role of organizational commitment and creativity.
Management Research, 18(1), 47-71.

Sahraoui Bentaleb, D. (2016). Getting to the top: Trajectories for breaking through the glass
ceiling in Morocco. Question (s) de Management, (4), 57—69.

Saira (2019). Authentic Leadership Linking Psychological Empowerment to Follower’s
Behavior. International Journal of Academic Research in Business and Social Sciences,
9(11), 61-84.

Saleh, M. 0., Eshah, N. F., & Rayan, A. H. (2022). Empowerment predicting nurses’ work
motivation and  occupational mental health. SAGE Open  Nursing,
8(23779608221076812).

Sarstedt, M., Ringle, C. M., Smith, D., Reams, R., & Hair Jr, J. F. (2014). Partial least squares
structural equation modeling (PLS-SEM): A useful tool for family business researchers.
Journal of family business strategy, 5(1), 105-115.

Schermuly, C. C., Creon, L., Gerlach, P., GraBmann, C., & Koch, J. (2022). Leadership styles and
psychological empowerment: A meta-analysis. Journal of Leadership & Organizational
Studies, 29(1), 73-95.

Schunk, D. H., & DiBenedetto, M. K. (2021). Self-efficacy and human motivation. In Advances
in motivation science, 8, 153—179.

Sheriff, N. M. (2017). Research Universities in Malaysia: What Beholds?. Asian Journal of

710



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

University Education, 13(2), 35-50.

Smale, A., Bagdadli, S., Cotton, R., Dello Russo, S., Dickmann, M., Dysvik, A., & Unite, J. (2019).
Proactive career behaviors and subjective career success: The moderating role of
national culture. Journal of Organizational Behavior, 40(1), 105-122.

Smithikrai, C. (2022). Antecedents and consequences of proactive work behavior among Thai
employees. The Journal of Behavioral Science, 17(1), 43-57.

Spreitzer, G. (1995). Psychological Empowerment in the Workplace - Dimensions,
Measurement and Validation. Academy of Management Journal, 38(5), 1442—-1465.

Spreitzer, G. M. (2008). Taking stock: A review of more than twenty years of research on
empowerment at work. Handbook of organizational behavior, 1, 54-72.

Spurk, D., Abele, A. E., & Volmer, J. (2011). The Career Satisfaction Scale: Longitudinal
measurement invariance and latent growth analysis. Journal of Occupational and
Organizational Psychology, 84(2), 315—-326.

Spurk, D., Hirschi, A., & Dries, N. (2019). Antecedents and Outcomes of Objective Versus
Subjective Career Success: Competing Perspectives and Future Directions. Journal of
Management, 45(1), 35—-69.

Spurk, D., Kauffeld, S., Barthauer, L., & Heinemann, N. S. (2015). Fostering networking
behavior, career planning and optimism, and subjective career success: An intervention
study. Journal of Vocational Behavior. 87, 134144,

Sturges, J. (1999). What it Means to Succeed: Personal Conceptions of Career Success Held by
Male and Female Managers at Different Ages. British Journal of Management, 10(3),
239-252.

Sun, B., Zhu, F., Lin, S., Sun, J.,, Wu, Y., & Xiao, W. (2022). How Is Professional ldentity
Associated with Teacher Career Satisfaction? A Cross-Sectional Design to Test the
Multiple Mediating Roles of Psychological Empowerment and Work Engagement.
International Journal of Environmental Research and Public Health, 19(15), 9009.

Supriyanto, A. S., Ekowati, V. M., Rokhman, W., Ahamed, F., Munir, M., & Miranti, T. (2023).
Empowerment leadership as a predictor of the organizational innovation in higher
education. International Journal of Professional Business Review: Int. J. Prof. Bus. Rev.,
8(2), 10.

Tahiry, M. A., & Ekmekcioglu, E. B. (2023). Supervisor support, career satisfaction, and career
adaptability of healthcare sector employees. Vilakshan-XIMB Journal of Management,
20(2), 292-301.

Tharanganie, M. G., & Perera, G. D. N. (2021). The role of psychological empowerment on
human resource-related performance outcomes among Generation Y employees in the
hotel industry in Sri Lanka. Journal of Human Resources in Hospitality & Tourism, 20(3),
368-389.

Tire, A., & Akkog, 1. (2020). The mediating role of social support in the effect of perceived
organizational support and psychological empowerment on career satisfaction in
nurses. Perspectives in Psychiatric Care, 56(4).

Vu, H. M. (2020). Employee Empowerment and Empowering Leadership: A Literature Review.
Technium: Romanian Journal of Applied Sciences and Techonology, 2(7), 20-28.

Yang, J., Yang, F., & Gao, N. (2022). Enhancing career satisfaction: The roles of spiritual
leadership, basic need satisfaction, and power distance orientation. Current Psychology,
41(4), 1856-1867.

Yap, J. (2021, Jan 25). Cabaran kerjaya pensyarah. Sinar  Harian.
https://www.sinarharian.com.my/article/120731/sebagaimana-bidang-lain-kerjaya-

711



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 13, No. 3, 2024, E-ISSN: 2226-3624 © 2024

sebagai-pensyarah-universiti-juga-semakin-mencabar-sejak-awal-tahun-lepas-apabila-
malaysia-dan-seluruh-dunia-dilanda-wabak-covid-19#google_vignette.

Yilmaz, R. (2023). The Impact of Empowering Leadership Behavior on Organization-Based Self-
Esteem: Is Employees’ Self-Efficacy Perception a Mediator?. Third Sector Social
Economic Review, 58(4), 3050-3067.

Yunus, A. S. M., & Pang, V. (2015). Academic promotion in Malaysia: Meeting academics’
expectation and institutional needs. In RIHE International Seminar Reports (Vol. 23, No.
0, pp. 61-81). Research Institute for Higher Education, Hiroshima University.

Yusuf, M., Haryoto, C., & Husainah, N. (2022). The Effect of Self-Efficiency and Organizational
Justice On Lecturers’ Career Development With Work Motivation as A Variable
Mediation At Muhammadiyah Higher Education In DKI Jakarta. Devotion: Journal of
Community Service, 3(14), 2639-2651.

Zacher, H., Rudolph, C., Todorovic, T., & Ammann, D. (2019). Academic career development:
A review and research Agenda. Journal of Vocational Behavior, 110, 357-373.

712



