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The present study examines the correlation between psychological
empowerment, workforce agility and job satisfaction in university
teachers. The purpose of the present study was to find psychological
empowerment and workforce agility as predictors of job satisfaction
in university teachers and to find out the mediating role of
workforce agility between psychological empowerment and job
satisfaction in university teachers. The total sample consisted of 180
teachers including 91 men and 89 women. Data was collected
through non probability purposive sampling. The data was collected
by using measures of Psychological Empowerment Scale (Spreitzer,
1995), Workforce Agility Scale (Muduli, 2016) and Short Index of
Job Satisfaction (Judge et al., 2000). Psychological empowerment
and workforce agility was found to be positive predictors of job
satisfaction in university teachers. Moreover, workforce agility was
found to be significant mediator between psychological
empowerment and job satisfaction in university teachers. This study
would be helpful in educational domain; and findings has the
potential to provide valuable insights into the factors that contribute
to job satisfaction and workforce agility among university teachers,
which can ultimately lead to improved educational outcomes for
students.
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Job satisfaction is a construct that describes the positive
emotional reactions and attitudes that individuals hold toward their job
(Faragher et al., 2005). Understanding this construct is important for
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both employees and managers, as it can have significant effects on
employee productivity (Keles, 2015). Job satisfaction refers to an
employee's emotional and cognitive evaluation of their job, indicating
their level of satisfaction or dissatisfaction with it (Ivancevich &
Matteson, 2002; Spector, 2011). This assessment can be influenced by
multiple factors, including the degree to which an employee's values
and beliefs align with those of their organization (Kim, 2012).
Several significant elements contribute to job satisfaction, including
engaging and stimulating work, fair compensation, positive working
environments, and supportive colleagues. Furthermore, employees'
commitment to their organization and active engagement in their job
are critical factors that can affect job satisfaction (Howe, 2003).
Among all of them, the factors that most importantly effect job
satisfaction are psychological empowerment and workforce agility. In
a study conducted by Carless (2004), the relationship between
psychological climate and job satisfaction was examined, with
psychological empowerment acting as a mediator. According to the
results, the factors of empowerment - specifically, a sense of purpose
and proficiency - played a significant role in mediating the connection
between the psychological environment and job contentment. Dee et
al. (2003) discovered that certain elements of empowerment, including
meaning, self-determination, and impact, had a positive impact on
teachers' levels of commitment to their work. They highlighted the
importance of empowering teachers as a means to enhance their
commitment and reduce burnout and turnover rates. Thus, promoting
teacher empowerment can be a crucial strategy for improving the
quality of education and retaining skilled teachers in the workforce.

Moreover, another important factor that influence job satisfaction
is workforce agility. It is ability to responding to the threat in the most
possible appropriate way also looking toward opportunities with
efficiency and proper time management (Paul et al., 2020). Workforce
agility enhance job satisfaction because it is considered as stimulator
of employee’s ability to solve daily problems, they are facing at
workplace. It can be initiated by proactive initiatives and demanding
innovation at work (Azmy, 2021). Varshney and Varshney (2020)
explore the relationship between workforce performance and
emotional intelligence along with mediating role of workforce agility
in small firms in India. Workplace performance was divided into three
categories; task performance, adaptive performance and contextual
performance. The results of the study revealed that workforce agility
plays a mediating role between work performance and emotional
intelligence. But, only in two context of performance, adaptive and
contextual performance; workforce agility have not shown any
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significant influence on task performance. In a nut shell, university
teachers have a critical role in shaping society through their teaching,
research, and community engagement. Thus, it is crucial to
comprehend the factors that impact their psychological empowerment,
workforce agility, and job satisfaction, which significantly impact
their job performance, organizational commitment, and overall well-
being. The academic field is experiencing rapid changes and
challenges, and understanding the factors that contribute to workforce
agility can help universities better adapt to the evolving needs and
demands of the academic environment (Paul et al., 2020).

Rationale

This study is highly focused on predicting the role of
psychological empowerment and workforce agility on job satisfaction
in university teachers. Previously research (Sagheer & Qureshi, 2021)
has established positive relationship between psychological
empowerment and employee engagement in teacher but how
psychological empowerment is associated with workforce agility and
job satisfaction is still matter of discussion. Comprehending the
factors that promote job satisfaction can help teachers, teaching in
most effective way which produce good outcome, which ultimately
benefits the institution, students, and society as a whole. This research
was conducted to fill the gap, although recent studies have examined
psychological empowerment and job satisfaction in teachers and
employees, also work force agility in organizational settings, but there
are limited researches that explored the combined dynamics between
psychological empowerment, work force agility and job satisfaction,
especially in university teachers. Hence, this study would be
beneficial in both academic and research domain (Amanda et al.,
2024; Xiang et al., 2024). Broader objectives of the study were to find
out the relationship between psychological empowerment, workforce
agility and job satisfaction in university teachers. In addition, to find
out psychological empowerment and workforce agility as significant
predictor of job satisfaction in university teachers and to find out
mediating role of workforce agility between psychological
empowerment and job satisfaction in university teachers.

Hypotheses

1. There is likely to be a positive relationship between
psychological empowerment (meaning, competence, self-
determination and impact), workforce agility and job
satisfaction in university teachers.
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2. Psychological empowerment and workforce agility are likely
to positively predict job satisfaction in university teachers.

3. Workforce agility is likely to mediate the relationship between
psychological empowerment and job satisfaction in university
teachers.

Method

A cross sectional research design (correlation) was carried out to
find the relationship between psychological empowerment, job
satisfaction and workforce agility in university teachers.

Sample

The sample size was calculated with g power formula. The study
involved 180 participants comprising of 91 men and 89 women. The
participants were teaching in the both government and private sector
universities. Teachers who were MS/MPhil or PhD with at least one
year of teaching experience were included whereas, teachers with any
physical disability and teachers from semi-government universities
were excluded from the present research.

Table 1: Descriptive Statistics of Demographic Variables (N = 180)

Variables f % M SD
Gender
Men 91 50.6
Women 89 49.4
Age 35.51 8.20
Experience 7.19 6.92
Academic Qualification
MS/MPhil 144 80.0
PhD 36 20.0
Marital Status
Unmarried 67 37.2
Married 113 62.8
Type of University
Public 85 47.2
Private 95 52.8
Measures

The following measures were used to assess the study variables.
Psychological Empowerment Scale

Psychological empowerment was measured by Psychological
Empowerment Scale (Spreitzer, 1995; 1996). This scale comprises of
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total 12 items with 4 sub-dimensions: where 3 items comprise of
meaning e.g. The work | do is very important to me, 3 items comprise
of competence e.g. | am confident about my ability to do my job, 3
items comprise of self-determination e.g. | have significant autonomy
in determining how | do my job and 3 items comprise of impact e.g.
My impact on what happens in my department is large. The responses
were taken on 7-point likert scale ranging from 1-7 where 1 = Very
strongly disagree to 7 = Very strongly agree. The Cronbach’s alpha
was reported to be .95 (Spreitzer, 1995). For current study, alpha
coefficient was also .95.

Workforce Agility Scale

Workforce agility in this study was measured by Workforce
Agility Scale (Muduli, 2016). The scale is comprised of 7 items e.g. |
am comfortable with change, new ideas, and new technologies in my
organization. Responses were taken on 3 levels 1 = low to 3 = high.
The scoring was done by assigning highest score to the extreme
positive statement and low score to the extreme negative statement.
The Cronbach’s alpha was reported to be .73 (Muduli, 2016). For the
current study, .70 alpha coefficient was achieved.

Short Index of Job Satisfaction

To measure job satisfaction, Short Index of Job Satisfaction
(S1JS) was used, developed by Judge et al., (2000) which has only 5
questions. It is an abridged version of the Job Satisfaction Index (JSI),
introduced by Brayfield and Rothe (1951). This scale was used by
suggestion of Yanchovska (2022). The responses were collected on 5-
point Likert scale where 1 = Strongly disagree to 5 = Strongly agree.
The total score of job satisfaction is the average value of 5 questions.
In the original study, the SIJS demonstrated Cronbach’s alpha of .77,
which may be attributed to the conciseness of the instrument, as
shorter scales tend to yield lower internal consistency estimates (Judge
et al., 2000). For the current study, .52 alpha coefficient was achieved.

Demographic Questionnaire

A demographic self-report form was created for the purpose of
gathering information about the participants' gender, age, education,
marital status, and type of university they are teaching in (private or
public). This data is used in further analyses for the present study.
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Procedure

A pilot study was conducted prior to data collection for the study.
The main purpose of the piloting was to test research protocols or any
barriers that may possibly affect data collection, usage of scale,
sample size, average time, and data management in order to improve
any aspect of the study design so that the researcher would know how
to utilize available resources effectively. The data was collected by
giving questionnaires to participants in hard form. Ethical
administration of the study was ensured throughout the study.
Informed consent was taken from each participant, which briefed them
about their right to participate in the study and to ensure them
confidentiality of their information. All demographics and data
gathered from the scale was entered and analyzed in SPSS.

Following ethical considerations were taken into account that is
the study was initiated after obtaining prior approval from the
department head and supervisor. In addition, permission was also
obtained from the original authors of the scales used in the study and
participants were given a consent form explaining their right to
withdraw, and their privacy and confidentiality were guaranteed;
while, participants of the study were assured that the information they
provide would be kept confidential.

Results

To tabulate relationship among the variables, Pearson Product
Moment correlation was conducted.

Table 2: Correlation Among Study Variables (N = 180)

Variables 1 2 3 4 5 6 7 8 9
1. Age - 847 -04 -06 .00 -06 -03 -09 .00
2. Experience - -09 -09 -04 -11 -11 -08 -.00
3. Psychological empowerment - .94 .94™ 92" 88" 457 39”
4. Meaning - .88 827 737 467 417
5. Competence - 807 757 407 357
6. Self Determination - 797 397 347
7. Impact - 387 357
8. Workforce Agility - 357
9. Job Satisfaction -
“p <.000.

The results of the analysis revealed that psychological
empowerment is positively correlated with job satisfaction in
university teachers. Furthermore, workforce agility is also positively
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correlated with job satisfaction in university teachers. Additionally,
correlational analysis on two demographic variables age and
experience revealed the age and experience has non-significant
relationship with job satisfaction as shown in Table 2.

Table 3: Multiple Hierarchal Regression for Predictors of Job
Satisfaction (N = 180)

Variables B 95%ClforB SEB S R* AR’
LL UL

Step 1
Constant 17.09™" 14.07 20.11 1.53 .00 -011
Age .007 -09 .11 .05 .018
Experience -.009 -13 11 .06 -.021

Step 2
Constant 12.87°7" 9.74 16.00 1.59 1677 14
Age -012  -107 .084 .05 -.031
Experience .026 -09 .14 .06 .058
Psychological empowerment.079™" .05 .107 .01 .40

Step 3
Constant 10.32"" 6.77 13.87 1.8 197 18
Age -002 -09 .09 .05 -.006
Experience 021 -09 .13 .06 .046
Psychological empowerment .06"~ 03 .09 .01 .30
Workforce agility 227 07 37 .08 21

“p<.05,"p<.01, "p<.000

In first block variable of age and experience were added, the
overall model revealed no variance in job satisfaction. In second block
of regression analysis variable psychological empowerment was
added, the overall model explained 15.8% variance on job satisfaction.
The results of analysis revealed that psychological empowerment is a
positive predictor of job satisfaction in university teachers. In third
block variable workforce agility was added, the overall model
explained 19.5% variance on job satisfaction. The results of the
regression analysis revealed that workforce agility is a positive
predictor of job satisfaction in university teachers.
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Table 4: Mediation Analysis Between Psychological Empowerment
and Job Satisfaction Through Workforce Agility

Workforce Job Satisfaction (Y)
Predictors Outcomes Agility (M)

B SE B SE
Constant a 102477 78 i 1045 1.13
Psychological 457 01 b .30 01
empowerment (X)
Job satisfaction (M) ¢ 217 .07

R?=.08 R’=.19

F=(1,178) = 44.61, p=.00 F(2,177) =21.18, p =.00

The results indicated that the indirect effect of psychological
empowerment on job satisfaction through workforce agility was
significant, p = 0.30, 95% CI [0.03, 0.09]. Therefore, workforce
agility partially mediated the relationship between psychological
empowerment and job satisfaction, as the direct effect of
psychological empowerment on job satisfaction remained significant
after including the mediator.

Discussion

The present research was conducted in order to explore the
relationship between psychological empowerment, workforce agility
and job satisfaction in private and public university teachers. The
results of this study indicate that there is positive relationship between
psychological empowerment, workforce agility and job satisfaction.
One important psychological resource that improves employee
motivation, flexibility and productive job outcome is psychological
empowerment. For instance, psychological empowerment is a strong
predictor of jo satisfaction and organizational performance, according
to recent studies on teachers and employees in higher education
setting (Al-Harbi et al., 2022; Kim 2012). Similarly, workforce agility
has been identified as a key determinant of employee effectiveness
and satisfaction in rapidly changing educational and organizational
settings (Jafari & Bidarian, 2023). Therefore, teachers who score high
in psychological empowerment also score high in workforce agility
and job satisfaction.

To determine the predictors of job satisfaction, regression
analysis was carried out, results of the analysis revealed that
psychological empowerment and workforce agility are positive
predictors of job satisfaction. This result is in line with recent research
that indicates empowerment-based workplaces improve workers
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intrinsic motivation and satisfaction by boosting their competence,
autonomy, and meaningful involvement in decision making
(Fernandez & Moldogaziev, 2020; Zhang et al., 2023). Additionally,
workforce agility helps employees manage workload demands,
respond to difficulties, and adjust to altering institutional
requirements, all of which contribute to job satisfaction. According to
recent organizational behavior research, agile workers are better able
to handle unpredictability and role demands, which make them more
resilient, motivated and content (Sharma & Singh, 2022; Vial, 2021).

The research findings are consistent with recent studies showing
that psychological empowerment promotes adaptive work practices,
which in turn improve job satisfaction in academic and organizational
contexts.

Limitations and Recommendations

There are few potential limitations of the study. For instance, the
present study was conducted only in Lahore, therefore, it is suggested
to broaden the scope of future research by including participants from
other cities, in order to increase the generalizability of the findings to
the overall population of Pakistan. The participants of the study were
busy, which may have affected the quality of their responses as they
may not have been able to focus completely while filling out the
questionnaires. Therefore, in future research, the population should be
selected when they are on break or not working, to minimize any such
impact. Due to time constraints, the study may not have been able to
thoroughly explore all relevant variables. Therefore, in future
research, a different sampling strategy could be used to allow for a
more comprehensive examination of the variables. The study found
limited research on variables such as psychological empowerment and
workforce agility in the Pakistani context. Therefore, it is
recommended that more research be conducted on these variables to
expand our understanding of their impact in the Pakistani population.

Implications

The results of current study have vast application in domain of
educational psychology and organizational psychology. Institutions
should strive to create a culture of empowerment, where employees
feel a sense of control and influence over their work. This can be
achieved through strategies such as delegation of decision-making
authority, recognition of employee contributions, and opportunities for
skill development. This study emphasizes on influence of workforce
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agility on job satisfaction. Organizations should prioritize workforce
agility by investing in training and development programs that
promote flexibility, adaptability, and innovation. This may include
cross-training  employees in  multiple  roles, encouraging
experimentation and risk-taking, and promoting a culture of
continuous improvement. Clear guidelines should be provided to
ensure that faculty members understand their roles and responsibilities
without any ambiguity. This information can be utilized by higher
education administrators and policymakers to improve the efficiency
and performance of academic staff. Teachers who are satisfied with
their jobs and have the skills to be agile can provide better instruction
and support to students, leading to improved educational outcomes.

Conclusion

This study explores psychological empowerment, workforce
agility and job satisfaction in private and public university teachers.
The objective of the study was to enlighten psychological
empowerment, workforce agility and job satisfaction in the public and
private sector university teachers and how it influences by workforce
agility. The results revealed that psychological empowerment,
workforce agility and job satisfaction are positively related to each
other. Secondly it was revealed that psychological empowerment and
Workforce agility are significant predictors of job satisfaction.
Moreover, workforce agility significantly mediated the relationship
between psychological empowerment and job satisfaction in
university teachers.
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