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ABSTRACT

This study aims to determine the role of job satisfaction.in mediating the effect of empowering the
state civil apparatus on the performance of the state civil apparatus. The sample in this study was 61
employees at the TPI Kendari Class | Immigration Office. This study uses PLS analysis as an analytical tool.
The results of the study found that empowerment has a positive effect on job satisfaction, empowerment of the
state civil apparatus has a positive effect on the performance of the state civil servants, job satisfaction has a
positive effect on the performance of the state civil servants and empowerment of the state civil servants has a
positive effect on the performance of the state civil servants through job satisfaction.

Keywords: State Civil Apparatus Empowerment, Job Satisfaction, State Civil Apparatus
Performance

INTRODUCTION

Organizations have many ways to improve employee performance. Wrong Human resources in an
organization must have the ability and high performance to be able to carry out their management functions.
To maximize the function of human resources, a human resource management process is needed that is not
only concerned with the efficiency and effectiveness of employee work. The ability of employees is one of the
main elements in the organization that contributes to the organization. Performance can be called work
performance which is one of the determining factors for organizational success. The use of various methods is
necessary to get good performance. In addition to having large capital, organizations must also have quality
human resources or what is currently called performance management to win the existing competition.

Wibowo (2012) believes that performance is a process carried out by a person to achieve his work
results. Performance is also shown in the results of the quality of work, the amount of work done by employees
in completing their duties, and the tasks and responsibilities given to show their performance. Organizations
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also provide employees with a sense of responsibility and autonomy, so that they can focus their best abilities
on carrying out their duties and drive the achievement of overall organizational goals.

Organizations have many ways to improve employee performance. One of them is employee job
satisfaction which must be considered. Performance effectiveness can be measured by employee job
satisfaction. Job satisfaction will create work motivation which is the goal of everyone's work and improve
employee performance. Organizations must understand what causes employee satisfaction and dissatisfaction
with their work because employees who are satisfied with their work will work more effectively and be loyal to
the organization. Research conducted by Tobing (2009) which linked job satisfaction with employee
performance shows that job satisfaction has a significant effect on employee performance. Hasibuan (2009)
emphasizes that one's feelings of happiness and love for one's work are reflected in the job satisfaction of
each employee.

A common cause of high employee turnover is personal dissatisfaction with work. Some researchers
have found that increased job satisfaction can reduce employee turnover. A low layoff rate will increase
productivity and efficiency because a low layoff rate is considered an indicator of employee job satisfaction.
Employees are one of the most important components of an organization because of its efforts to survive,
develop, compete and create profits.

Based on the Pre-Research that the authors conducted, the problem that emerged in the research
object was that some state civil servants were dissatisfied with the implementation of the management of the
state civil apparatus because there was no appreciation for competent state civil servants and there was no
refreshment at work so that the state civil servants felt they were not satisfied and bored. Therefore, many
state civil servants are dissatisfied with their work because they think that their workload is quite heavy, and
not worth the compensation or benefits they receive. In addition, many state civil servants feel that they are not
placed according to their expertise.

Melian Sugiarto's research results (2020) concluded that job satisfaction has a significant and positive
impact on performance. Efendy Rasjid's research results (2017) concluded that empowerment and job
satisfaction has a significant effect on employee performance. The results of Saifudin's research (2021) state
that empowerment does not affect performance. Based on the existence of the research gap above, the
authors raised the variable of job satisfaction as a mediating variable.

LITERATURE REVIEW
Empowerment Theory

Empowerment (empowerment) etymologically comes from the word power which means the ability to
do something or the ability to act. Getting the prefix ber - being 'empowered' means having strength, ability,
power, and the sense (ways and so on) to overcome something (Suwatno and Priansa, 2011). Meanwhile,
Khan (2007) describes empowerment as an ongoing interpersonal relationship to build trust between
employees and management. Employee empowerment (employee empowerment) according to Mulyadi
(2007) is a trend of human capital management in future organizations, whereas according to Pradiansyah
(2002), empowerment is trust (trust).

Empowerment is truly meaningful employee engagement. Empowerment or empowerment is the
authority to make decisions in a certain area of operations without having to obtain approval from other people
(Luthans, 1998). Meanwhile, Straub (1989), defines empowerment as giving autonomy, authority, and trust,
and encouraging individuals within an organization to develop regulations to complete work. Empowerment is
giving responsibility and authority to workers to make decisions regarding all product development and
decision-making. Empowerment also means sharing information and knowledge among employees which is
used to understand and support organizational performance.

Job Satisfaction Theory
Job satisfaction is a form of one's feelings towards his job, work situation, and relationship with co-
workers. Thus job satisfaction is important for employees to have, where they can interact with their work
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environment so that work can be carried out properly and under company goals. According to Handoko (2000),
"Job satisfaction is a pleasant or unpleasant emotional state of how employees perceive their work. Job
satisfaction reflects a person's feelings towards his work.

Employee job satisfaction is influenced by responses to intrinsic value and extrinsic rewards. What is
meant by intrinsic reward value is the emergence of a feeling in employees because of the work done.
Included in extrinsic rewards are feelings of liking for their work, a sense of responsibility, challenge, and
recognition. Extrinsic reward is a situation that occurs outside of work, for example for working well according
to what is expected by the company, employees get wages, salaries, and bonuses.

Locke (2009) provides a comprehensive definition of job satisfaction which includes reactions and
cognitive, affective, and evaluative and states that job satisfaction is a happy emotional state or positive
emotion that comes from evaluating one's work or work experience. Job satisfaction is the result of employees'
perceptions of how well their work provides things that are considered important.

Employee Performance Theory

Employee performance (work achievement) is the result of work in quality and quantity achieved by
an employee in carrying out his duties by the responsibilities given to him (Mangkunegara, 2009). The success
rate of performance includes both quantitative and qualitative aspects.

Performance, according to Siswanto (2006) is the achievement achieved by a person in carrying out
the tasks and work assigned to him. Work performance or achievement is the result or level of success of a
person as a whole during a certain period in carrying out tasks compared to various possibilities, such as work
standards, targets or targets or criteria that have been determined in advance and mutually agreed upon
(Rivai, 2005).

Performance is a set of results achieved and refers to the act of achieving and executing the
requested work (Stolovic and Keeps, 1992). Performance refers to an employee's achievement of a given task
(Cascio, 1992). Performance is a function of motivation and the ability to. complete a task or job. A person must
have a certain degree of willingness and level of willingness, a person's willingness and skills are not effective
enough to carry out something without a clear understanding of what is being done.

Conceptual Framework

The conceptual framework that underlies this research is the role of job satisfaction in mediating the
effect of empowering the state civil apparatus on the performance of the state civil apparatus. Job satisfaction
is one of the main keys that can influence organizational success and therefore it is important to assess the
perceptions of state civil servants regarding their work. One that can affect the performance of the state civil
apparatus is job satisfaction. Job satisfaction can determine the high or low level of performance of state civil
servants. In addition, empowerment and also job satisfaction can be the determining factors for whether or not
the performance of the state civil apparatus is good. This is in line with the results of Efendy Rasjid's research
(2017) which concluded that empowerment and job satisfaction has a significant effect on the performance of
the state civil apparatus. Based on the theory described above, a conceptual model or theoretical framework
that can be developed in this study is presented in the following diagram:
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Figure 1. Conceptual Framework
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Hypothesis

The hypothesis in this study is as follows

1. Empowerment of state civil servants has a positive and significant effect on job satisfaction at the
Immigration Office Class | TPI Kendari.

2. Empowerment of state civil servants has a positive and significant effect on the performance of state
civil servants at the TPI Kendari Class | Immigration Office.

3. Job satisfaction has a positive and significant effect on the performance of state civil servants at the
Immigration Office Class | TPI Kendari.

4. Job satisfaction mediates the effect of empowering state civil servants on the performance of state
civil servants at the Immigration Office Class | TPl Kendari.

RESEARCH METHODS
Research Design

Based on the objectives to be achieved in this study, the research design is explanatory. According to
Solimun (2002), an explanatory study generally aims to explain the position of the variables to be studied and
the relationship or influence between the independent variables and the dependent variable.

Population and Sample

The population in this study states civil apparatus at the Immigration Office Class | TPI Kendariwhich
totaled 61 people. Sampling using a census technique, namely making the entire population as a sample. So
that the sample in this study was 61 people.

Data Collection Technique
Data collection techniques in this study are:
1. The questionnaire was carried out by submitting a list of statements to respondents, in this case, the
state civil apparatus at the Immigration Office Class | TPI Kendari.
2. Documentation, namely recording existing documents at the TPI Kendari Class | Immigration Office
related to research such as the number of state civil apparatus data and a brief history.

Partial Least Square Analysis (PLS)

Partial Least Square (PLS) analysis in this study was carried out using the Smart PLS version 3.2
application program. Analysis of the direct relationship (direct effect) between the constructs of the model can
be compared to evaluate the relationship of each construct to the direct effect which is none other than the
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coefficients of all coefficient lines with one-pointed arrows with a probability value/p-value <0.05 (Ferdinand,
2005 ). The process of calculating path analysis in this study was carried out using the Smart PLS version 3.2
application program.

RESULTS AND DISCUSSION
Convergent Validity Test
The first stage in evaluating the outer model can be started by looking at the results of the convergent
validity test through factor loading. Individual reflexive measures with the construct being measured can be
said to be high if the correlation is more than 0.60. The results of data processing using SmartPLS can be
seen in the following table:
Table 1. Initial Outer Loading (Measurement Model)

Indicator Performance .JOb . Empowerment Information
satisfaction
Cost 0.847 Valid
Discipline 0.864 Valid
Integrity 0.832 Valid
Leadership 0.877 Valid
Cooperation 0.868 Valid
Commitment 0.721 Valid
Quality 0.782 Valid
Quantity 0917 Valid
Time 0.819 Valid
Orientation 0811 Valid
Profession 0.835 Valid
Promotion 0.850 Valid
Work colleague 0.743 Valid
Wages 0.933 Valid
Supervisors 0.751 Valid
Meaning 0.759 Valid
Competence 0.831 Valid
impact 0.781 Valid
Self Determination 0.858 Valid

Source: Data processed with SmartPLS

Based on the table it can be seen that all loading factors have values above 0.60 so that the
constructs for all variables are no longer eliminated from the model. Thus, all constructs have been said to be
valid and fulfill validity with a loading factor above 0.60.

Composite Reality

Specific Composite Reliability values that are acceptable in exploratory research range from 0.60 to
0.70 (Hair, 2014). The construct is said to have high reliability if the value is 0.70. The Composite Reliability
value table is as follows:
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Table 2. Cronbach Alpha and Composite Reliability

1318

Variable Cronbach's Alpha Composite Reliability
Job satisfaction 0.881 0914
Performance 0.951 0.958
Empowerment 0.822 0.883

Source: Data processed with SmartPLS

Based on the table above, it can be concluded that all reliable constructs, both composite reliability
and Cronbach's alpha, have values above 0.70. Thus, all variables in this research model have internal
consistency reliability.

Based on some previous data, it can be concluded that this research has good convergent validity,
good discriminant validity, and good internal consistency reliability. The following is a table showing a summary
of the validity and reliability.

Table 3. Summary of Measurement Models Results

Variable Indicator Loading Factor %‘:ﬁ:&ﬁ'& AVE
Cost 0.847
Discipline 0.864
Integrity 0.832
Leadership 0.877
Performance | |-2o0Reration 868 0.958 0.608
Commitment 0.721
Quality - 0.782
Quantity 0917
Time 0.819
Orientation 0811
Profession 0.835
Promotion 0.850
Job satisfaction | Work colleague 0.743 0914 0.681
Wages 0.933
Supervisors 0.751
Meaning 0.759
Empowerment Competence 0.831 0.883 0.653
impact 0.781
Self Determination 0.858

Source: Data processed with SmartPLS

Structural Model Testing (Inner Model)

Testing of the Structural Model (Inner Model) was carried out to see the relationship between the
construct, significance value, and R-square and the research model. This model was evaluated using the R-
square for the dependent construct T test and the significance of the structural path parameter coefficients.

The process of assessing the research model with PLS begins by looking at the R-square for each
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dependent latent variable. The following table is the result of R-square estimation using SmartPLS.

Table 4. R-Square Value

Variable R Square R Square Adjusted
Job satisfaction 0.767 0.763
Performance 0.923 0.920

Source: Data processed by SmartPLS

Table 4 above shows the R-Square value for the State Civil Apparatus Performance variable obtained
a value of 0.923. These results indicate that 92.5% of the State Civil Apparatus Performance variable can be
influenced by the State Civil Apparatus Empowerment and Job Satisfaction variables, while 7.5% is influenced
by other variables outside those studied. Meanwhile, the R-Square value for the Job Satisfaction variable
obtained a value of 0.767. These results indicate that 76.7% of job satisfaction variables can be influenced by
The Empowerment of State Civil Apparatuses, while 23.3% are influenced by other variables outside those
studied.

Figure 2. Structural Model
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Source: Data processed by SmartPLS

Hypothesis Test
The basis used in hypothesis testing is the value contained in the output path coefficients. The
following is the estimated output table for testing the structural model.
Table 5. Hypothesis Test Results

Hypothesis S?r:g;:a(‘:)) J g;gtgg\clls) P Values Information
Job Satisfaction -> Performance 0.632 7.130 0.000
Empowerment -> Job Satisfaction 0.876 36,321 0.000
Empowerment -> Performance 0.357 4.123 0.000
EZ”E%ZTCZN > Job Satisfaction -> 0.554 7,384 0.000 | Indirect Effects

Source: Data processed by SmartPLS
In PLS, statistical testing of each hypothesized relationship is carried out using a simulation. In this
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case, a bootstrap calculation will be carried out on the sample. Testing with bootstrapping is intended to
minimize the problem of abnormal research data, while the results of testing the hypothesis with bootstrapping
from the PLS analysis are as follows:
1. Testing the H1 Hypothesis (Empowerment of State Civil Apparatus has a positive effect on Job
Satisfaction)
Hypothesis one which states that Empowerment of State Civil Servants has a positive effect on Job
Satisfaction is proven. This is due to the results of testing the first hypothesis which shows that State
Civil Apparatus Empowerment with Job Satisfaction shows a path coefficient value of 0.876 and a t-
statistic of 36.321 which value is greater than 1.96. a p-value of 0.000. The p-value (0.000) < a = 5%
(0.05). This means that the Empowerment of State Civil Servants has a positive effect on Job
Satisfaction. Thus the first hypothesis is accepted.
2. Testing the H2 Hypothesis (State Civil Apparatus Empowerment has a positive effect on State
Civil Apparatus Performance)
The second hypothesis which states that Empowerment of State Civil Apparatus has a positive effect
on State Civil Apparatus Performance is proven. This is due to the results of testing the second
hypothesis which shows that State Civil Apparatus Empowerment with State Civil Apparatus
Performance shows a path coefficient value of 0.357 and a t-statistic of 4.123 which value is greater
than 1.96. a p-value of 0.000. The p-value (0.000) < a = 5% (0.05). This means that the
Empowerment of the State Civil Apparatus has a positive effect on its Performance of the State Civil
Apparatus. Thus the second hypothesis is accepted.
3. Testing the H3 Hypothesis (Job Satisfaction has a positive effect on the Performance of State
Civil Apparatuses)
The third hypothesis which states that job satisfaction has a positive effect on the performance of
state civil servants is proven. This is due to the results of testing the three hypotheses which show
that Job Satisfaction with State Civil Apparatus Performance shows a path coefficient value of 0.632
and a t-statistic of 7.130 which value is greater than 1.96, a p-value of 0.000. The p-value (0.000) < a
= 5% (0.05). This - means that Job Satisfaction has a positive effect on the performance of the State
Civil Apparatus. Thus the third hypothesis is accepted.
4. Testing the H4 Hypothesis (Job Satisfaction mediates the effect of State Civil Apparatus
Empowerment on State Civil Apparatus Performance)
The fourth hypothesis which states that Job Satisfaction mediates the effect of State Civil Apparatus
Empowerment on State Civil Apparatus Performance is proven. This is due to the results of testing
the fourth hypothesis which shows that State Civil Apparatus Empowerment, Job Satisfaction with
State Civil Apparatus Performance shows a path coefficient value of 0.554 and a t-statistic of 7,384
which value is greater than 1.96, a p-value of 0.000. The p-value (0.000) < a = 5% (0.05). This means
that the Empowerment of State Civil Apparatus has a positive effect on Job Satisfaction and has an
impact on State Civil Apparatus Performance. Thus the fourth hypothesis is accepted.

DISCUSSION
The Influence of State Civil Apparatus Empowerment on Job Satisfaction

Empowerment can be done by providing opportunities for state civil servants to identify the problems
that are happening. In this case, the TPl Kendari Class | Immigration Office has been able to do well. Because
if empowerment is not carried out there will be many state civil servants who feel they are not allowed to
identify and resolve the problems that occur. This will lead to low job satisfaction among state civil servants.
Referring to the results of the respondent's data, the variable of empowering state civil servants empirically
turns out to have a significant effect on job satisfaction. The path coefficient values found between the two
variables are statistically significant. The direct contribution of the state civil apparatus empowerment variable
to job satisfaction is positive.
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Based on the results of the research, this study shows that the Empowerment of State Civil
Apparatuses has a positive effect on job satisfaction. Thus, job satisfaction in this study is caused by the
Empowerment of State Civil Apparatuses. This can be interpreted as an increase in the empowerment of state
civil servants carried out by the Immigration Office Class | TPI Kendari, so there is an increase in job
satisfaction felt by state civil servants. This finding is in line with previous research by Aldisa Arifuddin (2018),
Tessa Josephine Sompie (2019), and M. Asnawi (2020) which shows that empowerment has a significant
effect on job satisfaction.

The Influence of State Civil Apparatus Empowerment on State Civil Apparatus Performance

Empowerment can be created with appreciation and the development of a healthy work environment.
A good work environment will support better job execution so that the performance of each state’s civil
apparatus will increase. Empowerment can be created by evaluating performance in completion and
responsibility for the authority given. Referring to the results of the respondent's data, the Empowerment
variable for State Civil Apparatus empirically has a positive effect on the performance of civil servants. The
path coefficient values found between the two variables are statistically significant. The direct contribution of
the State Civil Apparatus Empowerment variable to the performance of civil servants is positive so the
Empowerment of the State Civil Apparatus is a predictor for the performance of civil servants. This can be
interpreted that if there is an increase in the empowerment of state civil servants, performance will increase.

Based on the results of the research, this study shows that it is the Empowerment of State Civil
Apparatuses that influences behavior. Thus, the performance of civil servants in this study is due to the
Empowerment of State Civil Apparatuses. This finding is in line with research conducted by Putu Desyana
Rahayu (2014), Efendy Rasjid (2017), Dita Cucu Kartika (2018), and Andi Firdania (2020) which shows that
empowerment affects performance.

The Effect of Job Satisfaction on the Performance of the State Civil Apparatus

Job satisfaction can be increased by giving salaries according to workload. Giving higher salaries to
state civil servants who work optimally will increase job satisfaction. This will have a positive effect on
improving the performance of the state civil apparatus. Job satisfaction can be created with a work
environment that can provide stable working situations and conditions, this factor determines job satisfaction.
Referring to the results of the respondent's data, the Job Satisfaction variable empirically turns out to have a
positive effect on the performance of the State Civil Apparatus. The path coefficient values found between the
two variables are statistically significant. The direct contribution of the Job Satisfaction variable to the
performance of the State Civil Apparatus is positive,

Based on the results of the research, this study shows that Job Satisfaction affects the Performance
of State Civil Apparatuses. Thus, the performance of the State Civil Apparatus in this study is caused by Job
Satisfaction. This finding is in line with research conducted by Melian Sugiarto (2020) which shows that job
satisfaction affects performance.

The Influence of State Civil Apparatus Empowerment on State Civil Apparatus Performance Through
Job Satisfaction

The empowerment carried out can encourage state civil servants to be more confident and active
because they feel empowered and can foster creativity to complete tasks or solve problems according to their
responsibilities, so that if the state civil apparatus already feels empowered they will have satisfaction at work.
The empowerment carried out can make the state civil apparatus feel that they can influence their institutions
so that they will try to be maximal in completing the assigned tasks. Referring to the results of the
respondent's data, the Empowerment variable for State Civil apparatuses empirically has a positive effect on
Job Satisfaction and also the Performance of State Civil Apparatuses. The path coefficient values found
between the two variables are statistically significant.

Based on the results of the research, this study shows that the Empowerment of State Civil
Apparatuses affects the Performance of State Civil Apparatuses through Job Satisfaction. Thus, the
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performance of the State Civil Apparatus in this study is caused by the Empowerment of the State Civil
Apparatus and also Job Satisfaction. This is in line with research conducted by Putu Desyana Rahayu (2014)
and Aldisa Arifuddin (2018), which shows that Job Satisfaction mediates the effect of Empowerment on
Performance.

Research Limitations
Based on the researcher's direct experience in this research process, some limitations are
experienced and can be some factors that can be given more attention to future researchers in further
perfecting their research because this research itself certainly has deficiencies that need to be continuously
improved in research. Some of the limitations in the study, among others:
1. The number of respondents who were only 58 people, of course, is still insufficient to describe the
real situation.
2. The research object is only focused on two of the many variables that can affect the performance of
the State Civil Apparatus.
3. In the data collection process, the information provided by respondents through questionnaires
sometimes did not show the actual opinions of respondents, this happened because sometimes
different thoughts, assumptions, and understandings were different for each respondent, as well as

other factors such as the honesty factor in filling out the respondents' opinions in the questionnaire.

CONCLUSIONS AND SUGGESTIONS
Conclusion
Based on the results of the analysis and discussion in this study; it can be concluded that:

1. This study found that the Empowerment variable has a positive effect on Job Satisfaction. This
means that the better the employee empowerment carried out by the organization, the more job
satisfaction will increase.

2. This study found that the empowerment variable of the state civil apparatus has a positive effect on
its performance of the state civil apparatus. This means that the higher the empowerment of the state
civil apparatus, the better the performance of the state civil apparatus.

3. This study found that job satisfaction has a positive effect on the performance of state civil servants.
This means that the higher the job satisfaction, the better the performance of the state civil apparatus.

4. This study found that the empowerment of state civil servants has a positive effect on the
performance of state civil servants through job satisfaction. This means that the better the
empowerment of the state civil apparatus, the higher the job satisfaction, and this will have an impact
on the better the performance of the state civil apparatus in the organization.

Suggestion
Based on the conclusions obtained, the following suggestions can be submitted:
1. Leaders at the TPI Kendari Class | Immigration Office can continue to empower all state civil servants
so that job satisfaction can be achieved and performance can continue to increase.

2. For further research, several factors are thought to influence performance but have not been included
by researchers, therefore it is suggested that future researchers add other variables that may affect
improving the performance of civil servants to enrich the repertoire of research on management
science.
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