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Nurses are the largest representative of the health worker population in
Indonesia, who play an important role in patient care, health, and safety.
However, nursing is a field of work with a high level of stress and can trigger
a decrease in job satisfaction. This also happened at Ari Canti Hospital in
Gianyar Regency, Bali Province-Indonesia. The results of the Employee
Satisfaction Survey in 2023 showed that 489 respondents had a job satisfaction
level of 66.5%, and the nursing unit had the lowest satisfaction level among
other units. This hospital has not met the level of employee job satisfaction that
must be achieved, which is a minimum of 80% based on the requirements of
the Hospital Accreditation Standards. This study aims to analyze the effect of
ethical leadership and perceived organizational support on nurse job
satisfaction with psychological empowerment as a mediating variable. Based
on the Social Exchange Theory, the reciprocal relationship between nurses,
superiors, and organizations plays an important role in creating job
satisfaction. This study was conducted at Ari Canti Hospital with a sample of
154 nurses. Data were analyzed using Structural Equation Modeling with the
Partial Least Squares approach. The results showed that ethical leadership,
perceived organizational support, and psychological empowerment have a
direct and significant effect on job satisfaction. Result shows that ethical
leadership and perceived organizational support have a positive and significant
effect on psychological empowerment. Psychological empowerment partially
mediates the effect of ethical leadership and perceived organizational support
on job satisfaction. This study shows the important role of ethical leadership
and organizational support in enhancing psychological empowerment and job
satisfaction of nurses.
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1 Introduction

Nurses represent the largest health worker group in Indonesia, namely 582,023 people or around 38.8 percent of the
total health workers (Ministry of Health of the Republic of Indonesia, 2024). Nursing is considered a job with high
work pressure because it has responsibility for patient health and safety (Heidari et al., 2022). Nurses who are
continuously exposed to work conditions with high stress triggers tend to experience decreased levels of job
satisfaction, which affects work quality and patient satisfaction (Raharto & Noveria, 2020). National Nurses United
(2021) stated that there was a significant decrease in the level of nurse job satisfaction due to the high level of nurse
burnout.

One of the hospitals experiencing low levels of job satisfaction among nurses is Ari Canti Hospital. This hospital
is a private health facility located in Gianyar Regency, Bali Province-Indonesia. The management conducted an
Employee Satisfaction Survey in 2023 on 489 respondents, consisting of medical and non-medical personnel. The
results of the overall employee job satisfaction survey were 66.50 percent. This result does not meet the job satisfaction
standard set by management of 80 percent. The job satisfaction standard of 80 percent is based on the Decree of the
Minister of Health of the Republic of Indonesia Number HK.01.07/MENKES/1128/2022 concerning Hospital
Accreditation Standards.

Based on the Employee Satisfaction Survey results, the nursing unit has the lowest job satisfaction level among
other units. Various factors have been identified as the trigger of low job satisfaction in nurses. One of the items in the
questionnaire showed that only 42.23 percent of nurses felt that their salary was by their work demands. Three items
showed a high response to the negative items measured. As many as 73.57 percent of nurses felt that they had unfair
superiors, 69.2 percent of nurses felt that they had superiors who did not care much about their feelings, and as many
as 63.84 percent of nurses felt that their work was not appreciated. The summary of the results of the job satisfaction
survey showed that nurses felt less satisfied with compensation, superiors, and appreciation for their work.

Yu et al. (2020), explain job satisfaction as a happy and positive emotional state related to the workplace and the
work itself. Employees feel satisfied with their work, which is influenced by several factors such as the work
environment, rewards, opportunities for career advancement, organizational culture, the work itself, and the
relationship between workers and superiors (Bellou & Dimou, 2022). Job satisfaction can be explained through several
theories, including Social Exchange Theory. Social Exchange Theory is a theory that explains the relationship between
individuals in a social context based on the principle of reciprocity (Eisenberger et al., 2020). This theory emphasizes
that individuals involved in social interactions have the anticipation of receiving benefits for the contributions made to
other parties (Dube & Ndofirepi, 2024).

Based on Social Exchange Theory, job satisfaction can be influenced by social relationships that occur between
employees and the organization, superiors, coworkers, suppliers, and customers (Sungu et al., 2019). Superiors with
positive attributions such as fairness, honesty, trustworthiness, and concern for employee welfare are characteristics of
superiors with an ethical leadership style (Katircioglu et al., 2022). Ethical leadership is a demonstration of normative
behavior through personal actions and interpersonal relationships directed at employees through two-way
communication, reinforcement, and decision making (Franczukowska et al., 2021). Ahmad & Umrani (2019) explained
that ethical leadership in the health sector plays an important role because hospital superiors must be able to manage
teams to work well to ensure patient safety, even though the risks and workloads are very high. The health sector is
expected to be able to assume responsibility for the community, promote public health, respect the rights and dignity
of patients, and ensure humanity and patient safety (Franczukowska et al., 2021).

Several studies have shown that ethical leadership has a positive and significant effect on job satisfaction. Ethical
leaders can influence team attitudes and behaviors through setting good ethical standards so that nurses have clear
direction at work (Freire & Bettencourt, 2020; Katircioglu et al., 2022). However, several studies show that ethical
leadership does not affect job satisfaction. The results of Ahmad & Umrani (2019) research on workers in the health
sector show that ethical leadership does not affect job satisfaction due to the characteristics of an ethical leader may
not be universally understood and perceived equally in the health industry sector. Another study by Djaya et al. (2024)
on teachers in private schools showed ethical leadership does not affect teachers' job satisfaction with the assumption
that ethical leaders are considered ethical because of their actions and behaviors that act as intermediaries in achieving
the goals of their subordinates but this is not the case in the relationship between principals and private teachers.

Job satisfaction is not only influenced by the leadership style, but support from the organization also plays a role.
Perceived organizational support (POS) refers to employee perceptions that the organization values employee
contributions and cares about employee welfare (Eisenberger et al., 2020; Pramana & Putra, 2022). Employees who
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feel they receive good treatment from the organization, such as management support, fairness, incentives, and working
conditions, will tend to have high perceptions of organizational support (Zeng et al., 2020). Several studies have shown
that perceived organizational support has a positive and significant effect on job satisfaction. Ahmad et al. (2022),
researched the effect of perceived organizational support on service quality and job satisfaction in nurses. The results
of this study indicate that nurses who receive adequate support from the organization in the form of cooperative
relationships with management, superiors, and doctors will be internally motivated to provide the best performance.

Job satisfaction can also be affected by employee perceptions of competence and employee influence in the
organization. Psychological empowerment can be defined as employee perceptions regarding the level of competence,
influence, and autonomy they have over the work environment and the meaningfulness of work (Llorente-Alonso et
al., 2024). Orlowska & Laguna (2023) researched the effect of structural empowerment and psychological
empowerment on job satisfaction and burnout in nurses and midwives. This study shows that psychological
empowerment plays a key role in creating a supportive workplace. Nurses with a good level of psychological
empowerment will feel autonomous and competent in carrying out their duties, so that nurses will feel satisfied in
carrying out their work (Orlowska & Laguna, 2023).

Psychological empowerment can be divided into two types, psychosocial & organizational factors, and individual
characteristic factors (Llorente-Alonso et al., 2024). The psychosocial & organizational factors of psychological
empowerment are ethical leadership and perceived organizational support. Ethical leaders strengthen employees'
psychological empowerment through feedback, respect, and appreciation so that employees feel their contributions are
visible and have an impact on the organization (Qing et al., 2020). Perceived organizational support influences
employees' psychological empowerment by giving employees access to resources in the organization and using their
skills, abilities, and authority in making decisions to complete their tasks (Aziz et al., 2024). Based on the norm of
reciprocity from Social Exchange Theory, ethical leadership and support from the organization in the form of
recognizing employee contributions will make employees feel more competent at work, so that employees feel satisfied
(Maan et al., 2020).

This study aims to examine the influence of ethical leadership and perceived organizational support on job
satisfaction mediated by psychological empowerment. This research is based on Social Exchange Theory, but there
are not many studies that combine these four variables in one study. Therefore, further research is needed to explain
the role of psychological empowerment in mediating the effect of ethical leadership and perceived organizational
support on job satisfaction, as well as the direct effect of ethical leadership and perceived organizational support on
job satisfaction.

Literature Review and Research Hypothesis
Social exchange theory

This research refers to Social Exchange Theory. Social Exchange Theory, developed by Homans (1961), explains that
Social Exchange Theory aims to explain the interaction between two or more individuals and that the interaction
mutually affects the individuals involved (in Zoller & Muldoon, 2019). Blau (2017), developed his idea with the
concept of “exchange and power”, namely the ability of one party to influence the other in generating behavior (in
Ahmad et al., 2023). Leaders with an ethical leadership style can create better relationships with employees because
the characteristics of leaders are easier to trust, pay attention to employees, and make fair decisions (Qing et al., 2019).
Also, when employees feel that the organization pays attention to their well-being, employees will return it with better
performance (Dube & Ndofirepi, 2024). Organizations that can provide what employees need (support, respect, feeling
worthy of being part of the organization) will increase employee job satisfaction (Dorta-Afonso et al., 2023).
Employees who feel psychologically empowered have intrinsic motivation generated through the perception of
meeting needs and support from the organization and superiors (Al Daboub et al., 2024). Employees will become more
proactive, independent, and show initiative at work, and this behavior is based on reciprocal norms following Social
Exchange Theory (Eliyana et al., 2022).

The influence of ethical leadership on job satisfaction
Brown et al. (2005), explain ethical leadership as the demonstration of normatively appropriate behavior through

personal actions and interpersonal relationships, and the promotion of such behavior to followers through two-way
communication, reinforcement, and decision-making. Brown & Trevifio (2006), explained that ethical leadership has
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two dimensions. Moral person as the first dimension can be interpreted as characteristics of the leader such as honesty,
credibility, altruism, and trustworthiness (Wang et al., 2020). A moral person emphasizes the personality and behavior
of a leader (Franczukowska et al., 2021). Moral manager as the second dimension can be interpreted as proactive
ability of leaders to influence subordinates, show attention and support to the team, and provide appreciation, rewards
and discipline related to the ethical behavior of the team (Wang et al., 2020).

Research has been conducted to analyze the effect of ethical leadership on job satisfaction. The results of research
from Guo (2022), show that ethical leadership has a relationship with job satisfaction because leaders with an ethical
leadership style provide clear directions following standard ethical norms to employees, so that employees feel more
confident at work. Research by Jang & Oh (2019), on nurses in South Korea shows that leaders who provide respect
and support to nurses can increase job satisfaction among nurses. Franczukowska et al. (2021), researched the effect
of ethical leadership on job satisfaction of health workers in Austria. This study shows that ethical leadership has a
wider range, such as the socio-emotional competence of the leader, which is reflected through the superior's attention
to the team, support from the superior for the team, setting clear work standards, and creating a safe and comfortable
work environment. Similar research on nurses in Portugal conducted by Freire & Bettencourt (2020) found that the
character of superiors with ethical leadership made nurses feel more satisfied at work despite having a high workload.
H1: Ethical leadership has a positive and significant effect on job satisfaction.

The influence of perceived organizational support on job satisfaction

Perceived organizational support is the employee’s perception that the organization values contributions and cares
about employee well-being (Rhoades et al., 2001). Employees evaluate organizational support through the
organization's fulfillment of employee needs for validation, appreciation, and affiliation, and to assess the benefits of
increased work effort (Capone et al., 2022). Rhoades et al. (2001), explained that the three dimensions of perceived
organizational support consist of 1) fairness as how fair the organization is in making policies and procedures that can
affect employee welfare, 2) organizational support, can be interpreted as how well the organization provides the tools,
assistance, and opportunities employees need at work, and 3) organizational rewards and job conditions, can be
interpreted as recognition of employees' efforts, achievements, and value to the organization.

Wau et al. (2023), researched the effect of perceived organizational support on job satisfaction. The results of this
study indicate that perceived organizational support has a positive and significant effect on job satisfaction.
Organizations that provide support to employees in the form of fairness at work, training, supervision, appropriate and
fair compensation, and clear company regulations can increase job satisfaction among employees (Wu et al., 2023).
Mascarenhas et al. (2022), researched the effect of perceived organizational support on job satisfaction, and the results
of this study showed that perceived organizational support has a positive and significant effect on job satisfaction, both
from the perspective of employees of male and female employees. One way for employees to “pay back” their
organization is to commit more fully to job roles and devote more cognitive, emotional, and physical resources to
employee efforts at work (Mascarenhas et al., 2022).

H2: Perceived organizational support has a positive and significant effect on job satisfaction.

The influence of ethical leadership on psychological empowerment

Ethical leadership is one of the predictors of psychological empowerment (Qing et al., 2020). Employees will
psychologically feel more empowered when leaders demonstrate and communicate the value and direction of
employees' work (Suifan et al., 2020). Ethical leadership improves organizational performance by integrating moral
values into organizational practices, and ethics plays an important role in developing the right set of ideas, thoughts,
and principles, as well as influencing individual work behaviors and actions (Guo, 2022).

Frazier & Jacezko (2021), researched the effect of ethical leadership on psychological empowerment in employees
in the Mid-Atlantic, United States. The results of this study show that employees can work better in teams when led
by leaders with ethical leadership styles because, psychologically, employees feel that leaders are fair and ethical
(Frazier & Jacezko, 2020). Research from Sahraei et al. (2021), shows that ethical leader behavior that supports
individual rights (such as dignity, respect, and independence), will make employees feel more empowered. Ahmed &
Khan (2023), stated that psychological empowerment positively mediates the relationship between ethical leadership
and employee pro-organizational behavior.

H3: Ethical leadership has a positive and significant effect on psychological empowerment.
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The influence of perceived organizational support on psychological empowerment

Employees will feel psychologically empowered when the organization provides support through rewards or the
availability of resources that act as an amplifier of employee motivation (Llorente-Alonso et al., 2024). Perceived
organizational support influences psychological empowerment by giving employees access to resources in the
organization and using their skills, abilities, and authority in making decisions to complete their tasks (Aziz et al.,
2024). Based on Social Exchange Theory and reciprocity norms, employees who feel supported by the organization
will feel more psychologically empowered (Maan et al., 2020).

The study conducted by Maan et al. (2020) shows that psychological empowerment acts as a mediator between
perceived organizational support and job satisfaction. Maan et al. (2020) explained that psychological empowerment
strengthens employees' independence and control in decision making and problem solving. The study conducted by
Aziz et al. (2024), shows that perceived organizational support acts as a predictor of psychological empowerment
through the support provided by the organization, so that employees feel they have power in terms of responsibility,
and this creates a sense of empowerment for employees.

H4: Perceived organizational support has a positive and significant effect on psychological empowerment.

The influence of psychological empowerment on job satisfaction

Psychological Empowerment refers to the synthesis of psychological states or cognitions experienced by individuals
(Sun et al., 2022). Psychological empowerment is a subjective, cognitive, and attitudinal process that helps individuals
feel effective, competent, and authorized to carry out tasks (Llorente-Alonso et al., 2024). Mathew & Nair (2022),
explain that there are four dimensions of psychological empowerment, 1) Meaning, indicating the extent to which
subordinates' beliefs and morals match the situation of job diversity and job needs, 2) Competence, indicating how
much confidence an employee has in carrying out a task at work or commonly associated with self-efficacy, 3) Self-
determination, indicating the employee's perception of the level of autonomy and level of control in the work process,
and 4) Impact, occurs when employees have the confidence to influence operational, administrative, strategic, and
organizational productivity in the workspace.

Orlowska & Laguna (2023), stated in their research that nurses who are empowered through supportive
management practices will tend to feel more confident in their ability to contribute meaningfully at work. This
condition will increase job satisfaction and thus reduce the level of burnout in nurses. Research results from Garcia-
Juan et al. (2020), show that employees with high levels of psychological empowerment will also have high levels of
job satisfaction and low levels of anxiety at work. This happens because employees feel confident in their competence.
The results of research from Mufti et al. (2020), show that the type of leadership from superiors will affect the level of
psychological empowerment and will have an impact on employee job satisfaction. When leaders can generate
confidence in employees, employees will work at full capacity and will feel satisfied.

H5: Psychological empowerment has a positive and significant effect on job satisfaction.

The role of psychological empowerment mediates the effect of ethical leadership on job satisfaction

Sutrisno (2019), explains that several factors can affect job satisfaction, one of which is a psychological factor related
to the psychological condition of employees. The peace that employees get at work and the compatibility between
work and personal interests are also important parts of this factor. Eliyana et al. (2022), explain psychological
empowerment as the belief and perception of individuals that they can make a difference by having independence in
the decision-making process and having the confidence to initiate change, having the ability and skills to determine
their destiny, achieve goals, and feel meaning in the work they do. Llorente-Alonso et al. (2024), explained that there
are several antecedents of psychological empowerment which are included in psychosocial and organizational factors,
one of which is leadership which can be interpreted as the extent to which a leader can motivate his employees to do
more than they expect, and the extent to which the same leader succeeds in increasing employees' desire to work hard
and achieve success.

Qing et al. (2020), researched the effect of ethical leadership on job satisfaction mediated by psychological
empowerment in the Chinese public sector. The results of this study indicate that ethical leadership has a direct
relationship with job satisfaction and an indirect relationship mediated by psychological empowerment. Ethical leaders
will strengthen employees' psychological empowerment by showing ethical leadership behavior, which ultimately
leads to an increase in the level of satisfaction and organizational commitment (Qing et al., 2020). Research from Yuan

IRIMIS Vol. 12 No. 3, May 2025, pages: 92-107



IRIMIS ISSN: 2395-7492 97

et al. (2022) shows that leaders with ethical leadership styles will protect and promote employee rights, dignity, and
autonomy, which can increase psychological empowerment so that employees feel satisfied.
H6: Psychological empowerment mediates the effect of ethical leadership on job satisfaction.

The role of psychological empowerment mediates the effect of perceived organizational support on job satisfaction

Employees are aware of organizational support based on the frequency, intensity, and seriousness of the organization
in providing social rewards such as appreciation and material rewards for employees' best efforts (Mascarenhas et al.,
2022). Employees whose socio-emotional needs are met will tend to have higher levels of job satisfaction (Dorta-
Afonso et al., 2023). Perceived organizational support can be included in several categories of factors that affect
employee job satisfaction, such as psychological factors (appreciation, fulfililment of socio-emotional needs), social
factors (support from the organization and superiors), and physical factors (environment and resources provided by the
company) (Sutrisno, 2019).

Maan et al. (2020), researched the relationship between POS and job satisfaction mediated by psychological
empowerment from the manufacturing sector in Pakistan. The results of this study indicate that employees who feel
supported by the organization will feel more psychologically empowered, so that they will feel more satisfied with
their work (Maan et al., 2020). Psychological empowerment helps employees in decision making and problem solving
to provide independence and control. Research from Lamm et al. (2015), shows that perceived organizational support
can affect employees' psychological empowerment. This happens because the socio-emotional needs of employees are
met through the support and assistance provided by the organization. Employees will feel psychologically empowered,
so that job satisfaction also increases.

H7: Psychological empowerment mediates the effect of perceived organizational support on job satisfaction.

2 Materials and Methods
Sample and Sampling Method

The population in this study was all nurses recorded as working at Ari Canti Hospital until 2024, with a total of 250
people. This study uses the Slovin Formula in determining the sample size to be used. The results of the calculation
with the Slovin Formula show that 154 nurses will be representative enough to describe the population of nurses at Ari
Canti Hospital with a margin of error of 5 percent. This study uses a proportional random sampling technique. This
technique ensures that each subgroup is represented in the sample according to its distribution in the population.
Questionnaires will be distributed using a table of random numbers from Microsoft Excel's random formula function.
The names of 154 nurses will be grouped by unit and given a number according to the number of nurses in each unit.
The random function from Microsoft Excel will randomly select numbers.

Data Collection and Analysis Procedure

This research is associative research with a quantitative approach that aims to examine the relationship between ethical
leadership, perceived organizational support, psychological empowerment, and job satisfaction. Data were collected
using a questionnaire-based survey with a Likert Scale ranging from 1 (strongly disagree) to 5 (strongly agree) and
analyzed using the Structural Equation Modeling-Partial Least Squares (SEM-PLS) method with SmartPLS software
to evaluate the relationship between research variables. This study uses quantitative data obtained from questionnaire
survey results developed based on research indicators. The type of data used is primary data, which is obtained directly
from respondents, who are 154 nurses from Ari Canti Hospital. Data was collected through an online questionnaire
using the Google Forms platform. The indicators of each variable referred to the sources as shown in Table 1.
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Table 1
Source of Questionnaire Indicators
Variable Indicators Source
Ethical Leadership 10 Brown et al. (2005)
Perceived Organizational 9 Eisenberger et al. (1986), Rhoades et al. (2001), and
Support Rhoades & Eisenberger (2002)
Psychological 11 Spreitzer (1995); Chiang & Hsieh (2012); and
Empowerment Cyfert et al. (2022)
Job Satisfaction 38 Spector (1985)
Total Items 68

Conceptual Framework

The objective of this study is to analyze nurses’ job satisfaction by examining the factors influencing job satisfaction
based on Social Exchange Theory. The conceptual framework can be depicted in Figure 1.

Ethical
Leadership

Psychological
Empowerment

Job Satisfaction

Perceived
organizational
Support

Figure 1. Conceptual Framework

3 Results and Discussions
Descriptive Analysis

Descriptive analysis is used to provide an overview of the characteristics of respondents, consisting of 154 nurses of
Ari Canti Hospital. The nurses come from 12 divisions. Based on gender characteristics, nurses in Ari Canti Hospital
are dominated by female nurses as many as 124 people or 81 percent, with only 30 male nurses, or 19 percent. Based
on position characteristics, Ari Canti Hospital is dominated by nurses with staff positions as many as 126 people or 82
percent. Nurse as Head of the Room is the highest position of the five people or 3 percent. Based on the educational
background, the majority of nurses are Diploma 3 (D3) graduates, as many as 78 people or 51 percent. This is in line
with the requirement that a nurse must have a minimum education of D3 nursing, which is equipped with a Competency
Test and obtain a Registration Certificate (STR). Based on age characteristics, Ari Canti Hospital nurses are dominated
by nurses with an age range of 29 - 44 years or Millennial Generation, as many as 93 people or 60 percent. This is in
line with the working period of nurses in Ari Canti Hospital, which is dominated by the range of 0 - 5 years and 5 - 15
years as many as 71 people and 46 percent.
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Inferential Statistical Analysis (PLS-SEM Analysis)
This study uses the Partial Least Squares - Structural Equation Modeling (PLS-SEM) method with SmartPLS 4.0
software to test the relationship between latent variables as well as the mediating effect of psychological empowerment.

Model evaluation is carried out in two stages: Evaluation of the Measurement Model (Outer Model) and Structural
Model Evaluation (Inner Model). The result of the Evaluation of the Measurement Model can be seen in Figure 2.
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Figure 2. Result of Evaluation of the Measurement Model

a. Evaluation of the Measurement Model (Outer Model)

Based on the results of the measurement model analysis, all latent variables have met the composite reliability value >
0.60 and the AVE value > 0.50, so that all latent variables have passed the composite reliability and convergent validity
tests. According to Hair et al. (2022), indicators are declared valid if the outer loading value > 0.708, but indicators
with an outer loading value between 0.40 - 0.70 are considered to be retained in the model if the composite reliability
value > 0.60 and the AVE > 0.50. Based on Figure 2, the job satisfaction constructs have a composite reliability value
> 0.60 and an AVE value > 0.50, so that the indicator of job satisfaction (Y1.4) can be retained, and all indicators are
suitable for the next stage of analysis, namely, discriminant validity (Table 2).

Rezha, B., & Dewi, . G. A. M. (2025). The effect of ethical leadership and perceived organizational support on job
satisfaction mediated by psychological empowerment. International Research Journal of Management, IT and Social
Sciences, 12(3), 92-107. https://doi.org/10.21744/irjmis.v12n3.2513



100 [ ISSN: 2395-7492

Table 2
Result of Discriminant Validity Using HTMT Criterion
Ethical Job PETEEIVE Psychological

Variable Organizational

Leadership ~ Satisfaction Empowerment

Support
Ethical Leadership
Job Satisfaction 0,825
Perceived Organizational Support 0,626 0,738
Psychological Empowerment 0,521 0,655 0,612

Henseler et al. (2015), explained that the Heterotrait-Monotrait Method (HTMT) is a more sensitive and reliable
approach in detecting discriminant validity, especially in models with highly correlated constructs. Therefore, the
HTMT test results can provide a strong basis for stating that a model meets the discriminant validity criteria, provided
that the HTMT value between constructs is below the 0.90 threshold. Table 2 shows that all HTMT values between
constructs are below the 0.90 threshold. This indicates that each construct in the model has conceptually adequate
differences, and discriminant validity is considered met.

b. Structural Model Evaluation (Inner Model)

Based on the validity assessment of the measurement model, this suggests that the indicators, serving as measures of
latent variables, are each valid and reliable. Subsequently, an analysis of the structural model was conducted to
ascertain the goodness-of-fit of the model in this research by focusing on the Q? predictive relevance model. Evaluation
Result of Goodness of Fit Model is depicted in Table 3.

Table 3
Evaluation Result of Goodness of Fit Model
R Square R Square Adjusted Q?
Psychological Empowerment 0.322 0.670 0.781
Job Satisfaction 0.677 0.313 '

Table 3. shows that the evaluation of the inner model yielded a Q? value of 0.781, which closely approaches the value
of 1. Consequently, these results suggest that the model can explain 78.1% of the information within the data,
signifying a strong explanatory power. This is considered excellent, as for the remaining 21.9%, it is attributed to other
variables outside the model or error. The outcomes of the model assessment in this study affirm that the constructs
utilized are both valid and reliable, so further hypothesis testing will be continued.

Inferential Statistical Analysis (PLS-SEM Analysis)

Hypothesis testing was conducted employing the bootstrapping method to examine the relationships among the
variables as in Figure 3.
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Figure 3. Structural Model Evaluation (Inner Model)

A hypothesis was carried out to determine

the magnitude of the T-statistic and P-value. The results of the path

coefficients test show that all relationships tested in the model are positive and significant, with a t-statistic value >
1.96 and p-value <0.05. The direct effect test result is shown in Table 4, and the indirect effect test results are shown

in Table 5
Table 4
Direct Effect Test Results
Variable Py T-Statistics P-Values Hypothesis
Coefficient yp
Ethical Leadership -> Job Satisfaction 0.526 6.406 0.000 Accepted
Perceived Organizational Support -> Job
Satisfaction 0.249 3.510 0.001 Accepted
Ethical Leadership -> Psychological
Empowerment 0.285 2.817 0.005 Accepted
Perceived Organizational Support ->
Psychological Empowerment 0.357 4.432 0.000 Accepted
Psy_cholqglcal Empowerment -> Job 0.199 2643 0.009 Accepted
Satisfaction
Table 5
Indirect Effect Test Results
Variable Pty T-Statistics P-Values Hypothesis
Coefficient yp
Ethical Leadership -> Psychological
Empowerment -> Job Satisfaction 0.057 2.186 0.030 Accepted
Perceived Organizational Support ->
Psychological Empowerment -> Job 0.071 2.140 0.034 Accepted

Satisfaction
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Discussion
The Effect of Ethical Leadership on Job Satisfaction

The research shows the results of data analysis by hypothesis one (H1). This shows that ethical leadership has a positive
and significant effect on job satisfaction. The better the nurses' perception of the ethical leadership style of the
superiors, the higher the level of job satisfaction of the nurses. Nurses are required to work following professional
ethics, procedures, and standards that have been determined by the hospital. The results of this study confirm Social
Exchange Theory that employees who perceive their superiors as ethically strong, fair, and trustworthy will tend to
reciprocate through beneficial behavior by showing better performance and higher job satisfaction.

Employees who have good ethical leadership perceptions will consider their superiors to be fair, open, honest, and
live their daily lives based on ethics, morals, and applicable standards. Employees will make the leader a role model
or example at work. The results of this study are in line with research from Franczukowska et al. (2021) and Freire &
Bettencourt (2020), which states that ethical leadership has a positive and significant effect on the job satisfaction of
nurses.

The Effect of Perceived Organizational Support on Job Satisfaction

The study shows the results of data analysis following hypothesis two (H2). This shows that perceived organizational
support has a positive and significant effect on job satisfaction. The nurses have a fairly high perception of support
from the organization. This can be interpreted that nurses feel that the organization has shown relatively good concern
for the needs and welfare of nurses. However, the level of nurse satisfaction in the pay dimension shows two indicators
at a low level. This shows that although nurses feel that management has provided sufficient support, the nominal and
frequency of salary increases given to nurses are not satisfactory. This shows that perceived organizational support has
a positive and significant effect on job satisfaction. The higher the perceived organizational support felt by nurses, the
higher the level of job satisfaction they have.

The results of this study are in line with research from Wu et al. (2022) and Ipsen et al. (2022), which state that
perceived organizational support has a positive and significant effect on job satisfaction. Employees with good
perceived organizational support will feel part of the company and will feel satisfied at work. The results of this study
are also in line with research from Sungu et al. (2019), which states that employees who receive support from the
organization will feel obliged to return it in the form of satisfaction at work.

The Effect of Ethical Leadership on Psychological Empowerment

The study shows the results of data analysis following hypothesis three (H3). This shows that ethical leadership has a
positive and significant effect on psychological empowerment. The better the nurses' perceptions of the ethical
leadership style of the superiors, the stronger the psychological empowerment felt by the nurses. Leaders with an
ethical leadership style not only treat employees with respect and fairness but can also be an example in carrying out
work based on ethics, morals, and standards. Nurses will feel that they have qualified competence when their superiors
can provide direction and constructive feedback. Superiors who can communicate the value and purpose of a work
activity will lead nurses to interpret the meaning of their work.

The results of this study also support the statement from Llorente-Alonso et al. (2024), that one of the psychosocial
and organizational factors that can influence psychological empowerment is access to support obtained through the
leadership style of the leaders. The results of this study are also in line with research from Frazier & Jacezko (2021),
which states that when superiors apply ethical leadership, employees will feel more psychologically empowered. The
results of this study are also in line with research from Suifan et al. (2020) and Hu et al. (2018), which shows that
ethical leaders can create a comfortable work environment for employees to develop positive perceptions of themselves
and the work environment.

The Effect of Perceived Organizational Support on Psychological Empowerment
The study shows the results of data analysis following hypothesis four (H4). This shows that perceived organizational

support has a positive and significant effect on psychological empowerment. Nurses have a sufficient level of perceived
organizational support, but cannot be categorized at a high level of perceived organizational support. For example,
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nurses do not have a high perception that management cares about nurses' well-being. Nurses also have a sufficient
level of psychological empowerment. This indicates that nurses who feel supported by management will build a feeling
of psychological empowerment.

The results of this study are in line with Park & Kim's (2022), which states that the level of psychological
empowerment of employees is not only influenced by external factors but also by perceptions that are built on the
views and conclusions obtained from what is given by management. The results of this study are also in line with
research from Maan et al. (2020), which states that when employees get support from management, employees will
build positive characteristics of the organization. This makes employees internalize these positive characteristics
towards the psychology of employees.

The Effect of Psychological Empowerment on Job Satisfaction

The study shows the results of data analysis following hypothesis five (H5). This shows that psychological
empowerment has a positive and significant effect on job satisfaction. The stronger the psychological empowerment
felt by nurses, the higher the level of job satisfaction of nurses. Ari Canti Hospital nurses have a strong level of
psychological empowerment with a sufficient level of job satisfaction. This indicates that nurses with a high level of
motivation will feel competent at work, be able to plan and do work independently, and contribute to the nursing
division, so they will feel satisfied at work. The results of the study contribute to and confirm Social Exchange Theory,
which states that fulfilling employees' socio-emotional needs through superiors and support from the organization can
build employees' feelings of psychological empowerment.

Employees with a good level of psychological empowerment will feel that they have qualified competence at work,
find meaning in the profession they do, feel confident in their abilities, and feel that their contributions have an impact
on the division and organization. Employees who have a high level of job satisfaction will have a positive evaluation
of all aspects of their job. The results of this study are in line with research from Mufti et al. (2020) and Garcia-Juan
et al. (2020), which show psychological empowerment has a positive and significant effect on job satisfaction.

The Role of Psychological Empowerment Mediates the Effect of Ethical Leadership on Job Satisfaction

The study shows the results of data analysis in accordance with hypothesis six (H6). This shows that psychological
empowerment mediates the effect of ethical leadership on job satisfaction positively and significantly. This shows that
the better the nurses' perceptions of ethical leadership from superiors, the psychological empowerment felt by nurses
will be stronger and affect the level of job satisfaction. Psychological empowerment partially mediates the effect of
ethical leadership on job satisfaction. Ethical leaders have the ability to create a positive and empowering work
environment so that employees feel psychologically empowered. Employees who feel psychologically empowered
will feel more satisfied at work and be able to mitigate the emotional exhaustion.

The results of this study are in line with research from Yuan et al. (2022), which states that psychological
empowerment acts as a mediator between ethical leadership and job satisfaction. The results of this study are also in
line with research from Qing et al. (2020) which states that ethical leaders inspire employees to feel competent, have
influence, understand the meaning of work, and be independent at work through emotional attachment which then
makes employees more satisfied at work.

The Role of Psychological Empowerment Mediates the Effect of Perceived Organizational Support on Job Satisfaction

The study shows the results of data analysis following hypothesis seven (H7). This shows that psychological
empowerment mediates the effect of perceived organizational support on job satisfaction positively and significantly.
This shows that the higher the perceived organizational support felt by nurses, the psychological empowerment felt by
nurses will be and affect the level of job satisfaction of nurses. Psychological empowerment partially mediates the
effect of perceived organizational support on job satisfaction.

Nurses who feel supported by management by being provided with adequate resources and work facilities, and feel
that their contributions are recognized, will feel more psychologically empowered. Nurses will also stay at Ari Canti
Hospital when they feel they receive socio-emotional support. Nurses who feel supported by management will have a
positive perception of the company. Nurses who feel more psychologically empowered will have higher levels of job
satisfaction. The results of this study are in line with research conducted by Maan et al. (2020) and Lamm et al. (2015)

Rezha, B., & Dewi, . G. A. M. (2025). The effect of ethical leadership and perceived organizational support on job
satisfaction mediated by psychological empowerment. International Research Journal of Management, IT and Social
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which shows that perceived organizational support plays an important role in increasing the psychological
empowerment felt by employees so that the level of job satisfaction will also increase.

4 Conclusion

The results of this study show that ethical leadership and perceived organizational support have a positive influence
on nurses’ job satisfaction, both directly and through the mediating role of psychological empowerment. Ethical
leadership is proven to increase psychological empowerment and job satisfaction, indicating that leaders who applied
ethical leadership style are more likely to make nurses feel competent and intrinsically motivated and in turn feel more
satisfied. Perceived organizational support also plays a significant role in increasing job satisfaction, both directly and
through psychological empowerment as a mediator, confirming that support from management can increase individual
motivation by feeling recognized and appreciated and in turn can increase job satisfaction.

The implications of this research are divided into two main aspects, namely theoretical implications and practical
implications. Theoretically, the results of this study provide theoretical implications regarding Social Exchange Theory
and the development of Human Resource Management Science related to ethical leadership, perceived organizational
support, psychological empowerment, and job satisfaction. The results of the study contribute and confirm Social
Exchange Theory which states that meeting employees' socio-emaotional needs through superiors and support from the
organization can build employees' feelings of psychological empowerment so that employees will stay in the
organization. The results of this study contribute to empirical studies and strengthen the results of previous studies. In
particular, this study strengthens the development of mediation models in the context of job satisfaction. Ethical
leadership and perceived organizational support not only have a direct effect on job satisfaction but also indirectly
through psychological empowerment.

The results of this study can be used as input and consideration for Ari Canti Hospital management in managing
employees, especially nurses as medical personnel with the largest number in Ari Canti Hospital. The results concluded
that the perception of Ari Canti Hospital nurses towards ethical leadership is good, nurses' perceptions of the support
provided by the organization are quite high, nurses' perceptions of their psychological empowerment are quite strong
and the level of job satisfaction of nurses is quite high. The company can evaluate and take actions that support nurses
in terms of compensation, provision of facilities, resources and socio-emotional fulfillment of employees such as
recognition and appreciation programs so that the level of job satisfaction of nurses can be increased.

Limitation

The scope of the research was carried out only limited to Ari Canti Hospital with Type C Hospital so that the results
cannot be generalized regarding how the perception or level of interpretation of each respondent in other companies.
This research was only conducted at a certain period of time or cross-sectional, while the environment is dynamic so
it is hoped that this research can be done again in the future. This research examines the mediating role of psychological
empowerment on the effect of ethical leadership and perceived organizational support on job satisfaction. Many other
variables can be further tested related to job satisfaction in nurses, as well as other studies that can be conducted and
further explored in hospitals.
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