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DOES HAPPINESS AT WORK AND
EMPOWERING LEADERSHIP CONTRIBUTE TO
EMPLOYEE ORGANIZATIONAL CITIZENSHIP
BEHAVIOUR DURING PANDEMIC COVID-19?

Guntur Putra & Amy Mardhatillah’

Abstract

This study investigates the relationship between happiness at work and
empowering leadership in promoting organisational citizenship behaviour
during the COVID-19 pandemic. One hundred seventy-one employees
consisting of 68 government employees and 103 private company employees
participated in this study. Happiness at work was measured by Subjective
Happiness Scale developed by Alarcon (2006), empowering leadership was
measured by a scale developed by Ahearne et al. (2005), and Organizational
Citizenship Behaviour (OCB) during pandemic COVID-19 was measured
by a scale adopted from Smith et al. (1983). Regression analysis was used
to answer the research questions. Results found that there is a significant
relationship between happiness at work and empowering leadership
with OCB simultaneously. The role of happiness at work is higher than
empowering leadership in predicting OCB among employees during the
COVID-19 pandemic. The implication of the present study sheds light on the
importance of promoting happiness at work, especially on creating positive
life meaning and ensuring the implementation of empowering leadership
leads to a better OCB among employees during the COVID-19 pandemic.

Keywords: Empowering leadership, Happiness at work, Organizational citizenship
Behaviour

Introduction

Based on secondary data quoted from the survey on the happiness level
of Indonesian Workers released by jobsDB Indonesia, Thursday, August 5, 2015,
73 percent of workers in Indonesia are unhappy, and 26 percent feel very unhappy
(Bestari & Prasetyo, 2019). Some of the main reasons for lack of happiness are
dissatisfaction with the salary, employee benefits schemes, office facilities, workload,
career paths, employee development programmes, and work processes.
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In addition, it indicates that the company has not been able to open up opportunities
for its employees to develop their knowledge and skills and take advantage of
opportunities to make rapid progress for employees and the company. Meanwhile,
the latest update regarding the impact of the COVID-19 pandemic outbreak as of
March 26, 2020, according to the DKl Jakarta Manpower, Transmigration and Energy
Agency, as many as 679,215 workers from 2,139 companies have implemented a
Work from Home system to prevent the spread of COVID-19 (Hasibuan, 2020).

Due to the impact of the COVID-19 outbreak, the leaders of institutions or
companies have cut salaries and even laid off their workers. Data from the Indonesian
Employers’ Association (APINDO) states that many companies have negotiated
to cut their employees’ salaries and ask them to take unpaid leave (Alika, 2020).
Based on an interview with employees who works in a private company, in order
to reduce the spread of the virus, they experienced a Work from Homework (WFH)
system where the employees worked from home and earned less salary, e.g., half of
what he used to get. To anticipate losses, the worker even said that the company’s
leader offered his employees to voluntarily resign if they were not satisfied with the
current system. From the results of these interviews, workers felt dissatisfied and felt

unhappy.

The uncertain situation, global economic problem, and lack of employee
happiness result in the productivity of employees and the institution’s organisation
becoming sluggish and decreased. Institutions or companies certainly need
employees who can show maximum in-role behaviour, but institutions or companies
also need employees who can show extra-role behaviour.

In-role behaviour is a series of activities of an employee based on the rules
provided by the company. The rules meant in this sense are rules that follow the
company'’s job description for the employee. Employees who show in-role behaviour
only do what they should be doing and are the company'’s obligations, while extra-
role behaviour seeks to benefit the organisation and exceed standards (Organ et al.,
2006). Extra role behaviour is also known as Organisational Citizenship Behaviour or
(OCB). According to Organ et al. (2006), OCB is an employee’s voluntary behaviour
thatis not recognised “directly” by the official salary system. However, this behaviour
can benefit and increase the efficiency of the organisation or company.

Organ et al. (2006) also said that OCB consists of seven factors, namely;
helping behaviour, sportsmanship, organisational loyalty, organisational compliance,
individual initiative, civic virtue, and self-development. Helping behaviour refers
to a willingness to help colleagues, the organisation, and its operations by taking
more responsibility. Sportsmanship refers to tolerance for discomfort, such as being
maltreated at work but not complaining about it. Organisational loyalty refers to an
employee’s willingness to defend, protect and remain committed to the company
even though the company is in a state of loss. Organisational compliance refers
to employee obedience to the rules and regulations. An individual initiative refers
to voluntary action to work beyond what is required to improve performance.

INTERNATIONAL JOURNAL OF SOCIAL POLICY AND SOCIETY SPECIAL EDITION 2021

*




-

e

Guntur Putra & Amy Mardhatillah

Civic virtue is the willingness to take responsibility for the entire organisation. In
practice, civic virtue includes being responsible, being involved constructively in
organisational processes, and attending organisational meetings voluntarily. Finally,
self-development refers to an employee’s willingness to increase knowledge, skills,
and abilities.

Past studies found that positive affect can promote OCB (Chinanti & Siswati,
2020). According to Knez et al. (2019), positive affect is a positive feeling that arises
from within employees. One of the positive feelings that can arise is happiness at
work (Extremera & Fernandez-Berrocal, 2014). Happiness at work is categorised as
a mind-set that allows employees to maximise their performance and reach their
potential, which is done by realising the highest and lowest feeling of happiness
when working alone or with other employees (Freites & Morales, 2017).

Diener and Biswas-Diener (2008) defines happiness at work as feeling
enthusiastic about a job, excited to come and work, have good relationships with
co-workers, show interdependence with other people or other fields at work, have
good job performance, able to get along with other employees, willing to cover
the schedule of co-workers when needed. According to Liu and Qu (2011), one of
the benefits of happiness at work is the increased contribution to the company. The
form of increased contribution in question is the development of work performance
which can be in OCB. Seibert et al. (2011) said that an employee who feels happy
when working would contribute more to his work.

To empower and increase motivation among the employees, a leader must
take a different role to help each other, involve each other in the decision-making
process, believe that they can achieve high performance, and simplify administrative
rules and procedures (Kim & Beehr, 2020; Cheong et al., 2019; Fong & Snape, 2015).
Zhang and Bartol (2010), linking empowering leadership with employee creativity,
found that empowering leadership positively affected psychological empowerment,
which influenced both intrinsic motivation and creative process engagement.

Rayan et al. (2018) found that empowering leadership would make employees
more involved or work extra on their jobs. Empowering leadership canimprove awork
climate by amplifying the positive effects of a highly cognitively demanding work
context and high cognitive resources (Tuckey et al., 2012). Empowering Leadership
is necessary to prepare the best quality of employees or employees to increase
responsibility for work. To measure the role of leaders in empowering leadership,
the measuring instrument developed by focuses on individual interactions between
superiors and subordinates has four dimensions. These dimensions include
enhancing meaningfulness, fostering participation, expressing confidence, and
providing autonomy (Ahearne et al., 2005).

Shahab et al. (2018) showed a significant positive effect of empowering
leadership with OCB via an intervening variable, emotional intelligence. Thus,
happiness at work may also be a factor that mediates the relationship between
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empowering leadership and OCB. Dana Bestari and Anggun Resdasari Prasetyo,
in 2019, conducted research on the relationship between Happiness at Work and
OCB on employees of PT Telkom Witel Semarang. They found that the higher
the employee’s feeling of happiness at work, the higher the OCB behaviour that
employees show, and vice versa.

Prakoso and Listiari reinforce this result. They previously researched the same
relationship in 2017 with institutions or companies making policies that can increase
employee productivity while also facilitating employee happiness levels by feeling
happy when employees are working and motivated to show outgoing behaviour.
Shahab et al. (2018) and Paul et al. (2016) state that empowering leadership has
a significant positive effect on OCB. Vice versa, OCB has a positive influence
on a person’s leadership performance, so that leaders are easier to address the
willingness of employees or employees to contribute positively to work.

Although many studies examine the roles of happiness and empowering
leadership toward OCB, there is still a lack of study that comprehensively examines
employee extra-role behaviour during pandemic COVID-19 and how it relates to
employee happiness at work and the perception toward empowering leadership.
Therefore, the present study highlights the relationship between happiness at work
and empowering leadership in promoting organisational citizenship behaviour
during the COVID-19 pandemic. The hypothesis for the present study is happiness
at work and empowering leadership significantly predict employee OCB during
COVID-9.

Method
Study design and participants

This study uses quantitative methods with regression analysis to answer
the research question. One hundred seventy-one respondents participated in this
study. The sample consists of 51.5 percent male employees and 48.5 percent female
employees. 36.8 percent of the respondents work in a government institution and
63.2 percent work in a private company. Most (60.2%) of the respondents are not
fully work from home. 33.3 percent of the respondents are fully working at the office,
only 6.4 percent of the respondents work from home during COVID-19.

Research instruments and measures

There are three measures used in the present studly:

1. Happiness at work is defined as a positive feeling that a worker has in carrying
out his work. It consists of 4 dimensions: positive life meaning, satisfaction
with life, self-fulfilment, and joy of living. Happiness at work measures 27
items developed by Alarcon (2006). This scale is reliable with Cronbach alpha
0.93.

2. Empowering Leadership is a type of leadership in which a leader trusts and
respects his subordinates’ opinions and contributions. Four dimensions
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of empowering leadership are enhancing meaningfulness, fostering
participation, expressing confidence, and providing ahearne. Empowering
leadership is measured by 12 items developed by Mathieu and Rapp (2005).
This scale is reliable with Cronbach alpha 0.90.

3. Organisational Citizenship Behaviour (OCB) is an employee’s extra-role
behaviour that is beneficial to the organisation without being explicitly
recognised by the formal reward system. There are three dimensions of
OCB, namely, obedience, loyalty, and participation. OCB is measured by 26
items adapted from Organ et al. (2006). This scale is reliable with Cronbach
alpha 0.69.

Procedure

Data analysis

Descriptive analysis was performed to describe the data, and further
regression analysis was performed to test the hypothesis. The instrument used in this
study was modified according to the research setting during the pandemic situation.
The items in the questionnaire were translated to the Indonesian language using
a back-translation method, a procedure commonly used by researchers to ensure
the “understand ability” of a document. Back-translation was also conducted to
equalize perception and validity, especially on research instruments. The instrument
in this study used a Likert scale range from Strongly Disagree = 1, Disagree = 2,
Doubtful = 3, Agree = 4, and Strongly Agree = 5.

Results

The result of descriptive analysis indicated that for happiness at work variable
M= 95.42 with SD= 13.92, in which happiness at work among the employees during
pandemic COVID-19 are moderate. Likewise, concerning empowering leadership
M= 44.53 with SD= 6.66, this indicated that the perception toward empowering
leadership is moderate. Similarly, descriptive analysis on the OCB shows that M=
81.06 with SD= 7.86, in which the OCB level among employees during COVID-19 is
also in the moderate level.

Table 1: Descriptive Statistics

Variables Min Max Mean Std. Deviation
HAW 62 127 95.42 13.92
EL 18 60 44.53 6.66
OCB 61 106 81.06 7.86
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Regression analysis

Multiple linear regression analysis is a linear relationship between two or
more independent variables and the dependent variable. This analysis aims to
determine the direction of the relationship between the independent variable and
the dependent variable having a positive or negative relationship and to predict the
value of the dependent variable if the independent variable increases or decreases.
Multiple linear regression analysis is done by setting the equation = a + b1X1 +
b2X2+ e. The results of the calculation of the values are as follows:

Table 2: Regression Analysis

Unstandardized Standardized

Variable Coefficients Coefficients
B SE Beta (8) t P
1 (Constant) 62.015 4.527 13.700 .000
Total HAW 138 .048 245 2.879 .005
Total EL 132 100 A1 1.311 192

Dependent Variable: Total OCB

From the output with SPSS 26 for Windows the results of this multiple linear
regression equation are: ¥ = 62,015 + 0.138 X1 + 0.132 X2 + e; which means:

1. The constant value a = 62.015 means that if the variables of Happiness at
Work and Empowering Leadership are not included in the study, then the
OCB of Employees during the COVID-19 Pandemic will still increase by
62.015%.

2. The value of the coefficient b1 = 0.138 means that if the Happiness at Work
variable is increased even better, the OCB for Employees or Employees
during the COVID-19 Pandemic will still increase by 0.138% with the
assumption that the other independent variables are constant.

3. The value of the coefficient b2 = 0.132 means that if the Empowering
Leadership variable is improved even more, then the OCB for Employees
during the COVID-19 Pandemic will still increase by 0.132%, assuming the
other independent variables are constant.

Therefore, the hypothesis is supported, in which Happiness at Work (X1) and

Empowering Leadership Variable (X2) simultaneously has a relationship with OCB
(Y) with= df (2.168), F=9.9.327, p <000.
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Table 3: Fixed-Effect ANOVA

Model Sum of df Mean Square F P
Squares
1 Regression 1051.609 2 525.804 9.327 .000°
Residual 9470.684 168 56.373
Total 10522.292 170

Coefficient of determination test (R Square)

Based on the Model Summary Table, it can be concluded that happiness
at work and empowering leadership simultaneously or together have a significant
relationship to OCB in employees during the COVID-19 pandemic by 10 percent. In
comparison, 90 percent is influenced by other variables.

Table 4: Model Summary

Adjusted R Std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 .316a .100 .089 7.50820 1.963

a. Predictors: (Constant), Total EL, Total HAW
b. Dependent Variable: Total OCB

Further analysis based on the bivariate analysis between subscales of OCB
variable with happiness at work variable found that the obedience dimension of
OCB variable significantly correlates with the happiness at work variable with r
=0.474, p < 0.01, which means that the more employees indicated obedience the
more likely that they will have OCB at the workplace.

Furthermore, based on the bivariate analysis between subscales happiness
at work variable with OCB, it is found that the positive life meaning dimension in
the happiness at work variable significantly correlate with the OCB variable, with r
=0.273, p < 0.01, the more employee experience positive life meaning, the more
likely that the employee will have OCB.

In addition, the dimension of satisfaction with life as a subscale of happiness
at work also shows a significant correlation with the OCB variable with r =0.251, p <
0.01. This result indicated that the more employee satisfied with their life, the more
likely that the employee will have OCB.

The empowering leadership variable found that enhancing meaningfulness
as the subscales of the empowering leadership, there is a significant relationship
with OCB, with r =0.207, p <0.01. This finding indicated that the more employees
perceived their leader to enhance meaningfulness, the more likely the employee

will have OCB.
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Discussion

This study aims to determine whether there is a relationship between
happiness at work, empowering leadership, and OCB in employees during the
COVID-19 pandemic. Results of hypothesis testing found a significant relationship
between happiness at work and empowering leadership with OCB simultaneously.
Therefore, the hypothesis is accepted.

This finding is similar to previous research conducted by Bestari and
Prasetyo in 2019, who examine the relationship between happiness at work and
OCB on PT Telkom Witel Semarang. If employees feel happy at work, the happier
they are toward their job, the more OCB behaviour that employees show, and vice
versa. Prakoso and Listiara reinforce this result. They previously researched the
same relationship in 2017 with institutions or companies making policies to increase
employee productivity while also facilitating employee happiness. By feeling happy
when employees are working, they will be motivated to show outgoing behaviour of
the box, which is expected like OCB.

It shows that the greater the perceived happiness at work, the higher the
OCB shown by employees. Vice versa, the smaller the perceived happiness at work,
the lower the OCB shown. Based on this finding during this pandemic COVID-19, it
is suggested that employees need to ensure that they experience positive emotion
when doing their job at the individual level. Employees need to find meaning in
doing their job. Having a positive emotion toward the job can make employees
experience a more positive atmosphere when they need to get the job done (Paul et
al., 2016). Therefore, employees will be more willing to do the extra-role behaviour
and still be happy during the uncertain situation of the pandemic outbreak.

Obedience, as the subscale of OCB, shows the highest correlation with
happiness at work and empowering leadership compared to others subscale. This
result indicated that employees who are willing to obey the company policy are
more willing to work beyond what is expected and stay happy no matter what when
completing their job. Therefore, personal obedience traits can be considered during
the recruitment and selection process. In addition to that, several organisational
interventions and behaviour modification activities can take place to promote
obedience culture at the workplace.

Empowering leadership also shows a significant relationship with OCB
when it was tested simultaneously with happiness at work. This finding is in line
with previous studies done by Shahab et al. (2018), Fong and Snape (2015), Nuzul
(2018). Results in those studies show that there is a significant and positive effect
of empowering leadership and OCB. It means that a higher role of empowering
leadership will increase its impact on OCB.

Other previous research on empowering leadership was conducted by
Rayan, Sebaie, and Ahmed (2018). They found that the application of empowering
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leadership would make employees more involved or work extra on their jobs.
Therefore, in promoting OCB during pandemic COVID-19, an organisation needs
to ensure that the leader builds a meaningful work environment by communicating
how essential to have a deeper meaning than simply getting the job done. A leader
perceived by employees as showing a meaningful life may enhance employee
willingness to work more than expected and stay happy in completing the job. Not
only that, leaders also need to show concern to the employee, and support the
employee emotionally so that it may ease their difficulties in facing unexpected
circumstances due to the COVID-19 outbreak (Forster et al., 2020).

Moreover, from the results of hypothesis testing on the happiness at work,
empowering leadership variable, with the OCB dimension, the lowest correlation
was found in the participation dimension. Dimensions of participation describes the
willingness of employees to develop all aspects of organisational life actively. Seeing
the correlation results on this participation dimension shows that a pandemic make
employees feel uncomfortable and less able to concentrate on their work and feel
that their work lacks participation because they have to work in situations that are
dominated by working conditions that are not fully WFH.

Moreover, the highest correlation is found in the obedience dimension,
which describes the desire or willingness of employees to accept and comply with
organizational rules and procedures. This shows that even with the conditions that
existed during the pandemic, these employees or employees are aware of the
importance of the organization’s continuity in their lives. Therefore, if the organisation
loses, the workers will be increasingly harming themselves if they do not place their
interests in the organisation (Grego-Planer, 2019).

Conclusion

There is a significant relationship between the happiness at work variable
and empowering leaders with the OCB among employees during the COVID-19
Pandemic. Happiness at work is more significant in predicting employee OCB
during pandemic COVID-19 compared to empowering leadership. Therefore, it
is recommended that top management need to ensure employee happiness at
work, especially during the pandemic of COVID-19, by designing an intervention
programme that can promote positive life meaning. The programme might lead
to better life satisfaction and joyful life. In addition, it is suggested to leaders of
institutions or companies to give confidence to their subordinates. Leaders should
actively encourage and enabling followers to lead themselves, so that, subordinates
feel they have good relationships with co-workers and show good work performance.
Ensuring employee happiness at work and empowering leadership may promote
employee organisational citizenship behaviour during the COVID-19 outbreak.

INTERNATIONAL JOURNAL OF SOCIAL POLICY AND SOCIETY SPECIAL EDITION 2021



Happiness at work and empowering leadership

Acknowledgements

The authors acknowledge that there is no conflict of interest in this research. In
addition, this research is self-funded, and there is no other institution involved in
funding this research.

References

Ahearne, M., Mathieu, J., & Rapp, A. (2005). To empower or not to empower your
sales force? An empirical examination of the influence of leadership empowerment
behavior on customer satisfaction and performance. Journal of Applied Psychology,
90(5), 945-955. https://doi.org/10.1037/0021-9010.90.5.945

Alarcon, R. (2006). Desarrollo de una escala factorial para medir la felicidad
[Development of factorial scale for the measurement of happiness]. Revista
Interamericana  de  Psicologia, 40(1), 95-102.  https://www.redalyc.org/
pdf/284/28440110.pdf

Bestari, D & Prasetyo, A. (2019). Hubungan Happiness at Work dengan OCB pada
karyawan PT Telkom Witel Semarang. Empati, 8(1), 33-39. https://ejournal3.undip.
ac.id/index.php/empati/article/view/23571

Cheong, M., Yammarino, F. J., Dionne, S. D., Spain, S. M., & Tsai, C. Y. (2019). A
review of the effectiveness of empowering leadership. The Leadership Quarterly,
30(1), 34-58. https://doi.org/10.1016/j.leaqua.2018.08.005

Chinanti, D. W. P, & Siswati, S. (2020). Hubungan antara kebahagiaan di tempat kerja
dengan keterikatan karyawan pada karyawan PT. Dwi Prima Sentosa Mojokerto.
Empati, 7(3), 1031-1037. https://ejournal3.undip.ac.id/index.php/empati/article/
view/21850

Diener, E., & Biswas-Diener, R. (2008). Happiness: Unlocking the Mysteries of
Psychological Wealth. Blackwell Publishing. https://doi.org/10.1002/9781444305159

Extremera, N., & Fernédndez-Berrocal, P. (2014). The Subjective Happiness Scale:
Translation and preliminary psychometric evaluation of a Spanish version. Social
Indicators Research, 119(1), 473-481. https://doi.org/10.1007/s11205-013-0497-2

Fisher, C. D. (2010). Happiness at work. International Journal of Management
Reviews, 12(4), 384-412. https://doi.org/10.1111/}.1468-2370.2009.00270.x

Fong, K. H., &Snape, E. (2015). Empoweringleadership, psychological empowerment
and employee Outcomes: Testing a multi-level mediating model. British Journal of
Management, 26(1), 126-138. https://doi.org/10.1111/1467-8551.12048

INTERNATIONAL JOURNAL OF SOCIAL POLICY AND SOCIETY SPECIAL EDITION 2021

*




o

Guntur Putra & Amy Mardhatillah

Forster, B. B., Patlas, M. N., & Lexa, F. J. (2020). Crisis leadership during and following
CQOVID-19. Canadian Association of Radiologists Journal, 71(4), 421-422. https://doi.
org/10.1177/0846537120926752

Freites, M. Z., & Morales, I. L. E. (2017). Practical application of the Lima Happiness
Scale in workers of service companies at Barquisimeto, Venezuela. Cuadernos de
Administraciéon (Universidad del Valle), 33(59), 64-78. https://doi.org/10.25100/cdea.
v33i59.4632

Grego-Planer, D. (2019). The relationship between organizational commitment and
organizational citizenship behaviors in the public and private sectors. Sustainability,
11(22), 6395. https://doi.org/10.3390/su11226395

Hasibuan,L.(2020). Faktaworkfromhome:Jamkerjalebihlamadibandingkantor. CNBC
Indonesia.  https://www.cnbcindonesia.com/lifestyle/20200331171557-33-148849/
fakta-work-from-home-jam-kerja-lebih-lama-dibanding-kantor

Kim, M., & Beehr, T. A. (2020). The long reach of the leader: Can empowering
leadership at work result in enriched home lives? Journal of Occupational Health
Psychology, 25(3), 203-213. https://doi.org/10.1037/0cp0000177

Knez, I., Hjarpe, D., & Bryngelsson, M. (2019). Predicting organizational citizenship
behavior: the role of work-related self. Sage Open, 9(2), 2158244019854834. https://
doi.org/10.1177/2158244019854834

Liu, Y. S., & Qu, H. (2011). The relationships among work support, organizational
commitment, and organizational citizenship behavior of part-time employees in
the restaurant industry. International CHRIE Conference-Refereed Track. 19. https://
scholarworks.umass.edu/refereed/ICHRIE_2011/Wednesday/19

Lyubomirsky, S., & Lepper, H. S. (1999). A measure of subjective happiness:
Preliminary reliability and construct validation. Social Indicators Research, 46(2), 137-
155. https://doi.org/10.1023/A:1006824100041

Nuzul, A. (2018). Hubungan antara empowering leadership, creative self-efficacy
dan employee creativity serta dampaknya terhadap kinerja karyawan. Jurnal llmu
Manajemen (JIM), 6(2), 30-42. https://jurnalmahasiswa.unesa.ac.id/index.php/jim/
article/view/23614/21589

Organ, D.W., Podsakoff, PM., & MacKenzie, S.B. (2006) Organizational Citizenship
Behavior: Its Nature, Antecedents, and Consequence. Sage, Thousand Oaks.

Paul, H., Bamel, U. K., & Garg, P. (2016). Employee resilience and OCB: Mediating
effects of organizational commitment. Vikalpa, 41(4), 308-324. https://doi.
org/10.1177/0256090916672765

INTERNATIONAL JOURNAL OF SOCIAL POLICY AND SOCIETY SPECIAL EDITION 2021



Happiness at work and empowering leadership

Prakoso, G. A., & Listiara, A. (2017). Hubungan antara happiness at work dengan
organizational citizenship behavior pada karyawan PT. PLN (Persero) Distribusi Jawa
Tengah Dan Daerah Istimewa Yogyakarta Dan PT. PLN (Persero) Apj Magelang.
Empati, 6(1), 173-180. https://ejournal3.undip.ac.id/index.php/empati/article/
view/15200

Raub, S., & Robert, C. (2010). Differential effects of empowering leadership on
in-role and extra-role employee behaviors: Exploring the role of psychological
empowerment and power values. Human Relations, 63(11), 1743-1770. https://doi.
org/10.1177/0018726710365092

Rayan, A.R., Sebaie, A.S., & Ahmed, N. A. (2018). The mediating role of psychological
empowerment in the relationship between the empowering leadership behavior
and work engagement: A study applied on the cement sector in Upper Egypt.
International Journal of Business and Management, 13(12), 18-30. https://doi.
org/10.5539/ijom.v13n12p18

Seibert, S. E., Wang, G., & Courtright, S. H. (2011). Antecedents and consequences
of psychological and team empowerment in organizations: A meta-analytic review.
Journal of Applied Psychology, 96(5), 981-1003. https://doi.org/10.1037/a0022676

Shahab, M. A.,Sobari,A.,&Udin, U.(2018). Empoweringleadership and organizational
citizenship behavior: The mediating roles of psychological empowerment and
emotional intelligence in medical service industry. European Research Studies, 21,
403-412. http://210.48.222.80/proxy.pac/scholarly-journals/empowering-leadership-
organizational-citizenship/docview/2188845263/se-27accountid=44024

Smith, C. A., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior:
Its nature and antecedents. Journal of Applied Psychology, 68(4), 653-663. https://
doi.org/10.1037/0021-9010.68.4.653

Tuckey M. R., Bakker A. B., & Dollard M. F. (2012). Empowering leaders optimize
working conditions for engagement: A multilevel study. Journal of Occupational
Health Psychology, 17, 15-27. https://doi.org/10.1037/a0025942

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee
creativity: The influence of psychological empowerment, intrinsic motivation, and
creative process engagement. Academy of Management Journal, 53(1), 107-128.
https://doi.org/10.5465/AMJ.2010.48037118

INTERNATIONAL JOURNAL OF SOCIAL POLICY AND SOCIETY SPECIAL EDITION 2021




