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In the context of Industry 5.0, which emphasizes the integration of advanced 

technology with human-centered values, psychological empowerment has 

emerged as an important factor in shaping an adaptive, flexible, and meaningful 

work environment. Understanding its relationship to job satisfaction is essential 
to improving organizational effectiveness. This study uses bibliometric analysis 

to map global research trends on psychological empowerment and job 

satisfaction. A total of 73 articles indexed in the Scopus database between 1994 
and 2024 were analyzed using RStudio and VOSviewer to identify thematic 

patterns, keyword co-occurrence, and publication dynamics. The analysis 

reveals a consistent increase in academic interest in these topics over the past 
three decades. Psychological empowerment is often associated with increased 

job satisfaction, especially through mechanisms such as perceived autonomy, 

intrinsic motivation, self-efficacy, and workplace meaning. The co-emergence 
analysis further highlights a strong relationship with organizational 

commitment, leadership, and organizational culture. These findings confirm that 

in the Industry 5.0 era, synergy between technology and human empowerment is 
the main key in maintaining employee welfare. In addition, this research makes 

a practical contribution for managers in designing a more humanistic and 

adaptive human resource management strategy. This study also maps the 
direction of future research to deepen understanding of psychological dynamics 

in an increasingly digitized work environment. 
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Dalam konteks Industri 5.0, yang menekankan integrasi teknologi canggih dengan 
nilai-nilai yang berpusat pada manusia, pemberdayaan psikologis telah muncul 

sebagai faktor penting dalam membentuk lingkungan kerja yang adaptif, fleksibel, 
dan bermakna. Memahami hubungannya dengan kepuasan kerja sangat penting 

untuk meningkatkan efektivitas organisasi. Studi ini menggunakan analisis 

bibliometrik untuk memetakan tren penelitian global tentang pemberdayaan 
psikologis dan kepuasan kerja. Sebanyak 73 artikel yang terindeks dalam database 

Scopus antara tahun 1994 dan 2024 dianalisis menggunakan RStudio dan 

VOSviewer untuk mengidentifikasi pola tematik, kemunculan bersama kata 
kunci, dan dinamika publikasi. Analisis tersebut mengungkapkan peningkatan 

yang konsisten dalam minat akademis pada topik-topik ini selama tiga dekade 

terakhir. Pemberdayaan psikologis sering dikaitkan dengan peningkatan kepuasan 
kerja, terutama melalui mekanisme seperti otonomi yang dirasakan, motivasi 

intrinsik, efikasi diri, dan makna tempat kerja. Analisis kemunculan bersama lebih 

lanjut menyoroti hubungan yang kuat dengan komitmen organisasi, 
kepemimpinan, dan budaya organisasi. Temuan ini menegaskan bahwa dalam era 

Industri 5.0, sinergi antara teknologi dan pemberdayaan manusia menjadi kunci 

utama dalam menjaga kesejahteraan karyawan. Selain itu, penelitian ini 
memberikan kontribusi praktis bagi manajer dalam merancang strategi 

manajemen sumber daya manusia yang lebih humanis dan adaptif. Studi ini juga 

memetakan arah penelitian masa depan guna memperdalam pemahaman 

mengenai dinamika psikologis di lingkungan kerja yang semakin terdigitalisasi. 
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1. Introduction 

Much of the literature has examined organisational 

transformation in the face of the Industrial Revolution 

5.0 from the perspective of digital technology adoption, 

particularly in the context of countries with advanced 

technological infrastructure such as South Korea, 

Japan, and Germany [1], [2], [3]. This research focuses 

on the application of artificial intelligence (AI), 

Internet of Things (IoT) and Big Data to improve 

efficiency and product innovation. On the other hand, 

there are studies on the potential development of 

Human Resources in the context of digitalisation, many 
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of which are conducted in developing countries that are 

starting to enter the digital transformation phase such 

as Indonesia and India [4], [5], [6]. In addition, the 

issues of organisational culture and transformational 

leadership have begun to be raised in studies focusing 

on organisational adaptability in the face of 

technological disruption [7], [8]. However, studies 

investigating the full integration of technological, 

human and organisational structure factors together are 

still very limited. When categorised by geographical 

context, it is clear that most of the works are from 

developed countries, while in-depth research in the 

context of developing countries is still relatively 

minimal. 

In the workplace, this revolution will emphasise human 

intelligence (AI) more than ever before. The main 

challenge is to understand how soft skills can improve 

the quality of the workforce so that they are ready for 

Industry 5.0. One important soft skill is emotional 

intelligence. A study involving 110 executives showed 

that emotional intelligence does make the workforce 

perform better. Evidently, the ability to recognise and 

express emotions, as well as understand them directly, 

has a great impact on work outcomes [9]. While this 

topic has been extensively explored in previous 

research, there are still limited studies published 

specifically within the context of the Industrial 

Revolution 5.0 [10], [11], [12]. However, there are not 

many studies that have been published and thoroughly 

researched in the context of the Industrial Revolution 

5.0. 

In the context of psychological empowerment, research 

assumes that individuals feel empowered through 

internal experiences such as meaning, which is the 

feeling that work has personal value; competence, 

which is the belief in one's ability to succeed; self-

determination, which is autonomy in decision-making; 

and impact, which is the belief that their actions have a 

significant effect. High psychological empowerment is 

also assumed to have a direct impact on increased job 

satisfaction, which is also influenced by digital 

transformation through efficiency and adaptation 

challenges, effective leadership that creates a 

supportive work environment, and organisational 

practices such as compensation, career development 

and corporate culture. Within the scope of Industrial 

Transformation 5.0, industrial evolution is assumed to 

focus on the harmonisation of technology with the 

human element through a human-centered approach, 

improved communication and collaboration through 

technology, increased employee engagement through 

empowerment and retraining, and a priority on physical 

and mental well- being reflected in workplace design 

and stress reduction [10], [13], [14]. 

Psychological empowerment was first discussed as a 

relational construct in management practice, defined by 

the sharing of power between leaders and subordinates 

within a dynamic relationship. This concept is also 

understood as a motivational construct that can have 

significant impacts both positive and negative on 

employees [15].  

Low psychological empowerment can cause employees 

to feel insecure and lose control over their work, which 

in turn results in feelings of burden, withdrawal, and 

decreased productivity. These impacts can lead to 

emotional exhaustion, deteriorating work relationships, 

and stunted career growth. Employees who lack 

organisational support under these conditions are likely 

to experience symptoms of emotional exhaustion, 

resource depletion and strained relationships, which 

negatively impact their job satisfaction and 

performance [16]. 

On the other hand, psychological empowerment is 

generally perceived positively, with a trend that the 

higher the level of empowerment employees feel, the 

greater their responsibility, work motivation, and 

involvement in organisational activities [17], [18], [19]. 

Psychological empowerment gives employees a feeling 

of control, autonomy and influence over their work, 

which can increase self-confidence and intrinsic 

motivation. This contributes to active involvement in 

the achievement of organisational goals as well as 

increasing overall job satisfaction. However, it should 

be noted that in some situations, empowerment can 

also have a negative impact, for example when 

increasing excessive responsibilities without adequate 

support, leading to stress and decreased job 

satisfaction. Thus, it is important for organisations to 

create a supportive environment for psychological 

empowerment to deliver maximum benefits to 

employees and the organisation as a whole. 

This study aims to map global trends in scholarly 

publications that address the topic of psychological 

empowerment and job satisfaction in the context of the 

Industrial Revolution 5.0 through a bibliometric 

approach. The research focuses on identifying the 

development of the literature over time, including 

geographical distribution as well as the institutions and 

countries most active in the field. In addition, this 

research reveals frequently used keywords to explore 

the thematic focus and conceptual dynamics in the 

study of psychological empowerment and job 

satisfaction, as well as analysing collaboration patterns 

between authors, institutions and countries to see the 

global scientific network. This study also aims to find 

research gaps, especially in developing countries such 

as Indonesia, where studies related to psychological 

empowerment and job satisfaction in the Industry 5.0 

era are still limited. 

In addition to providing an academic overview, this 

research relates the findings to the context of the real 

world of work, given that some companies in 

developing countries have adopted the principles of the 

Industrial Revolution 5.0 which balances technological 
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efficiency and human empowerment. For example, PT 

Telkom Indonesia actively develops digital talent with 

an approach that promotes a balance between 

technology and employee work values, Gojek and 

Tokopedia implement work flexibility and data-driven 

empowerment with a focus on employee well-being 

and autonomy, and Unilever Indonesia integrates 

psychological empowerment through a supportive 

organisational culture and human-centred leadership. 

By linking these bibliometric findings and 

organisational practices, this research is expected to 

contribute both theoretically in literature development 

and practically in providing insights for companies and 

policy makers to create an adaptive, empowering, and 

humane work environment in the Industry 5.0 era. 

Psychological empowerment is an important corporate 

strategy to understand how individuals experience and 

respond to their work environment. This model shows 

that empowerment is not just about giving control to 

employees, but also about creating an environment that 

allows them to feel meaningful, competent, have 

choices, and be able to make an impact [20]. Meaning 

is the feeling that a person experiences when they have 

successfully understood the work and activities needed 

to complete their work. Competence is a person's 

trust/belief in their own ability to do a job using the 

skills they have [21]. 

Self-determination is the state of being in control of 

one's choices in initiating and managing one's own 

work and impact is the degree to which one can 

influence the strategy, administration, or operation of 

the company's work. Psychological empowerment 

refers to a set of psychological states that reflect how 

much employees believe in their role and its influence 

on the organisation, as well as their confidence to 

succeed [22], [23], [24]. Psychological empowerment 

is a complex construct defined by multiple dimensions 

and attributes that increase an individual's autonomy 

and effectiveness in various contexts. Its measurement 

and impact may vary, but it consistently contributes to 

positive outcomes such as job satisfaction, 

organisational commitment, and community 

participation. 

Job satisfaction is an emotional feeling possessed by 

each individual in the form of pleasant feelings 

resulting from an assessment of one's job, this reaction 

occurs to one's job, and attitudes towards one's job. 

There are various factors that can affect the level of job 

satisfaction; some of these factors include salary and 

benefits, fairness obtained in the promotion system in a 

company, working conditions, the quality of 

individuals' relationships with their superiors, social 

relationships, and the work itself [25]. This theory is 

further supported by the perspective that job 

satisfaction is a favorable feeling arising from an 

individual's perception of completing tasks and 

fulfilling needs to obtain meaningful work values. 

Furthermore, job satisfaction is defined as the result of 

a job evaluation based on work experience, manifested 

through positive or pleasant emotional states. These 

feelings generally take two forms: cognitive (the 

rational evaluation of one's work) and affective (one's 

emotional state) [26], [27]. 

Job satisfaction is the most important thing for workers 

for organisational development, workers expect to get 

more satisfaction with their jobs than in the past [28]. 

Job satisfaction is a pleasant feeling that is the result of 

individual perceptions in order to complete tasks or 

meet their needs to obtain work values that are 

important to themselves, job satisfaction is also a level 

of positive and pleasant emotions for individuals [29]. 

In today's work climate, employee well-being and 

engagement are of the utmost importance to the overall 

success of the company and that management 

techniques such as empowerment are the most effective 

way to achieve this goal. Based on empirical studies 

examining job satisfaction among employees of several 

private sector, public sector, and new generation banks 

in Kerala, India emphasised that the role of 

psychological empowerment in improving job 

satisfaction both locally and internationally. Then, it 

was conducted to analyse the four dimensions of 

psychological empowerment and the role of job 

satisfaction in the relationship between psychological 

empowerment and work-related stress [30]. 

In addition, research has examined the impact of 

psychological empowerment and perceived 

organizational support on job satisfaction and 

organizational commitment. The results showed that 

psychological empowerment and perceived 

organizational support have a positive relationship with 

job satisfaction and organizational commitment for 

public sector employees in Tamil Nadu [31]. 

Employees show higher satisfaction and commitment 

when they have high empowerment and organizational 

support. Research has further explored how 

psychological empowerment mediates the relationship 

between structural empowerment and job satisfaction. 

A total of 400 bank employees, from both the public 

and private sectors in India, participated in this study 

by completing an online questionnaire during the 

Covid-19 pandemic [10].  

To analyse the data and test the hypotheses, researchers 

used confirmatory factor analysis (CFA) and path 

analysis. The results show that both psychological 

empowerment and structural empowerment have a 

positive and significant effect on job satisfaction. 

Furthermore, it was revealed that psychological 

empowerment partially mediates between structural 

empowerment and job satisfaction.  

This study adopts an integrative approach based on 

Social Cognitive Theory to predict empowerment. In 

this study, psychological empowerment, structural 
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empowerment, and job satisfaction are treated as 

unidimensional constructs in the context of the Indian 

banking sector. This study makes an important 

contribution to theory and practice by offering insights 

into the benefits that bank employees, in both the 

public and private sectors, derive from implementing 

empowerment policies during the Covid-19 pandemic. 

A cross-sectional survey study and collected 439 valid 

responses from service employees in Spain. 

Hypotheses were tested using structural equation 

modelling (SEM) with confidence intervals based on 

10,000 resamples (i.e., bootstrapping technique) [32].  

Our results show that psychological empowerment 

partially mediates the relationship between structural 

empowerment and job satisfaction. It also fully 

mediates the relationship between structural 

empowerment and personal initiative at work. 

Conclusion: These findings emphasise the importance 

of HR practices that can empower employees as a key 

determinant of job satisfaction and personal initiative 

in service firms. Furthermore, the structural 

empowerment approach is a valid theoretical 

framework for studying and understanding employees' 

affective evaluations of work and, more specifically, 

their personal initiative. 

The Industrial Revolution 5.0 brings many advantages, 

one of which is a more personalised way of job 

searching for candidates [9]. This new era sees 

industrial power not just for profit and growth, but also 

as a responsible driver of societal prosperity. This 

means production will be organised to respect the 

limits of nature and put workers' well-being at the core 

of the entire process. In contrast to Industry 4.0, which 

was highly technology-orientated and sometimes 

lacked attention to the human side, Industry 5.0 will 

instead return to serving humanity. 

2. Research Method 

This research uses a qualitative method with a 

bibliometric analysis approach. In its role, bibliometric 

analysis is a study of bibliographic analysis of 

scientific activities, based on the assumption that the 

results of its research can become the basis for 

subsequent researchers [33]. The steps that need to be 

taken in this analysis are to collect data and then carry 

out descriptive bibliometric analysis based on the level 

[34]. The data obtained from the Scopus database and 

analysed were 73 articles. The data was converted into 

Bimtex and CSV formats and imported into 

bibliometrix software. Data analysis was performed 

using Rstudio and Vosviwer. Overall main information 

for this research can be seen on Table 1. 

Table 1. Main Information 

Description Results 

MAIN INFORMATION ABOUT DATA  

Timespan 1994:2024 
Sources (Journals, Books, etc) 62 

Documents 73 

Annual Growth Rate % 7,18 
Document Average Age 8,75 

Average citations per doc 60,4 
References 0 

DOCUMENT CONTENTS  

Keywords Plus (ID) 91 

Author's Keywords (DE) 192 

AUTHORS  

Authors 203 

Authors of single-authored docs 10 

AUTHORS COLLABORATION  

Single-authored docs 10 

Co-Authors per Doc 2,85 
International co-authorships % 23,29 

DOCUMENT TYPES  

Article 73 

Scopus is one of the most significant publication 

indexers in the world. The database provided covers all 

international journals in the world. The Scopus 

academic database was chosen because it can provide 

access to research information [35]. The Scopus 

database conducted Bibliometric analysis on 17 

February 2025. The keywords used are psychological 

empowerment and Job Satisfaction, which are used in 

English so that they can be detected by Scopus. The 

years covered in this research are all years, namely 

from 1994-2024, from the range of these years has 

produced 73 articles which results are stored to be 

visualised and analysed. Using stages in data collection 

and data analysis, which can be seen on Figure 1. 

The study screening process conducted by the authors 

for this systematic review began with the identification 

of 279 records from the Scopus data retrieved in 1994-

2024. After that, 206 automatically irrelevant data were 

further evaluated at the screening stage, where the 

authors screened the data by filtering subject area, 

document type, publication stage, and language. This 

left 73 data that were assessed for eligibility and thus, 

met the inclusion criteria and will be analysed in this 

systematic review, demonstrating a careful stepwise 

screening process to obtain relevant literature. 
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Figure 1. Stages Of Data Collection and Data Analysis 

3.  Result and Discussion 

In recent years, psychological empowerment and job 

satisfaction have become attractive research topics. 

This is evident from the increasing number of studies 

addressing this topic, as seen in the annual growth of 

research output displayed on Figure 2. 

 

Figure 2. The Evolution of Annual Scientific Production 

The evolution of annual scientific production shows an 

increase in the number of scientific publications on 

psychological empowerment and job satisfaction from 

year to year. This trend reflects the growing interest of 

academics in researching the relationship between 

psychological empowerment and job satisfaction. The 

peak of scientific production occurs in 2022, indicating 

that this topic is increasingly relevant in research. Since 

the beginning of the analysis period in 1994 until 

recent years, the number of publications has gradually 

increased, with significant spikes likely influenced by 

the changing dynamics of work in the modern era. The 

effect of psychological empowerment on job 

satisfaction in preschool teachers by examining the 

mediating role of professional identity [36].  

Based on motivation theory and the Job Demands-

Resources model, the results showed that psychological 

empowerment significantly predicts increased job 

satisfaction, with professional identity acting as a 

partial mediator in the relationship. The findings 

emphasise the importance of strengthening 

psychological empowerment and professional identity 

to improve teacher well-being and retention in the 

context of early childhood education. This result is 

supported by studies before [37], [38], [39]. 

In addition, research reveals how participative 

leadership increases job satisfaction of UKMM 

employees through psychological empowerment 

(including competence, meaning, independence, and 

influence) and work engagement [40]. Participative 

leadership not only directly increases job satisfaction, 

but also through increasing employees' sense of control 

and emotional engagement. This article suggests that 
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UKMM should implement a participative leadership 

style to create a more satisfying, productive, and 

sustainable work environment. This research is 

supported by research before [41], [42], [43]. 

Other research shows that informal controls in 

organisations, such as cultural values and employee 

relationships, can increase employees' self-confidence 

and work meaning [44]. This is called psychological 

empowerment, which makes employees feel more 

satisfied at work. The more empowered employees 

feel, the higher their job satisfaction. Informal control 

is proven to be effective because it makes employees 

feel valued, free to make decisions, and see the positive 

impact of their work. So, to create high job satisfaction, 

organisations should encourage a supportive and 

empowering work culture. This research is also 

supported by certain studies [45], [46], [47]. 

The concept of psychological empowerment, job 

satisfaction in the world cloud is very interesting to 

study because after 2020 there is a consequence of 

different views in human resource management. In the 

past, the main focus of organisations was control and 

efficiency. However, there is now a realisation that 

employees are not just a means of production; they are 

valuable assets whose motivation, engagement and 

well-being greatly affect the performance of 

companies. In this new paradigm, psychological 

empowerment is key as it directly affects how 

employees feel about their work and contributions. 

The increasingly complex modern work environment 

also plays a big role. The digital age, globalisation and 

economic uncertainty are creating new challenges for 

employees, such as high pressure and the need for 

rapid adaptation. Against this backdrop, psychological 

empowerment - with elements such as meaning, 

competence, autonomy and impact - serves as an 

antidote to stress and a driver of resilience, prompting 

researchers to examine how this concept helps 

individuals and organisations survive and thrive. 

The emergence of the concept of Industry 4.0 and its 

transition to Industry 5.0 has also greatly influenced 

this trend. Automation and artificial intelligence in 

Industry 4.0 raised questions about the role of humans 

in the future. Industry 5.0, which emphasises a human-

centred approach, further reinforces the relevance of 

psychological empowerment. It is no longer just about 

advanced technology, but also about effective 

collaboration between humans and machines for well-

being and sustainability. Therefore, researchers need to 

find out how individuals remain empowered and 

satisfied in a work ecosystem that is increasingly 

integrated with technology. 

In addition, advances in technology and analytical tools 

have also contributed. Developments in information 

technology and research methods, such as big data 

analytics and machine learning, have made it easier to 

collect and analyse employee behavioural and 

attitudinal data on a large scale. This allows researchers 

to understand the complex relationship between 

psychological empowerment and job satisfaction in a 

more in-depth and accurate way. 

Finally, the global COVID-19 pandemic significantly 

accelerated this trend, although it was not mentioned 

directly. The pandemic forced many organisations to 

turn to remote work and hybrid working models, 

highlighting the importance of autonomy, flexibility, 

and psychological support for employees. This 

situation clearly demonstrates the urgency of research 

on how to maintain job satisfaction and empower 

employees under unusual conditions. 

 

Figure 3. Psychological Empowerment and Job Satisfaction 

(WordCloud) 

To visualise the thematic focus in the research 

landscape examining psychological empowerment and 

job satisfaction, a keyword frequency analysis was 

conducted on the corpus of relevant scientific 

literature. The visual representation in the form of a 

word cloud, which can be seen on Figure 3, resulting 

from this analysis relies not only on quantitative counts 

of term occurrences, but also considers the conceptual 

significance of keywords in the broader academic 

discourse. The size of words in the word cloud 

proportionally reflects their frequency, thereby 

highlighting the dominant central themes in the field. 

The high frequency of terms such as "motivation," 

"autonomy," and "self- development" alongside 

"employee satisfaction" and "job engagement" 

indicates a substantive relationship between various 

dimensions of psychological empowerment and levels 

of job satisfaction, a finding supported by a 

comprehensive meta-analysis [17]. 

This research specifically focuses on 'psychological 

empowerment' and 'job satisfaction' as crucial 

theoretical constructs for understanding the dynamics 

of human capital and organisational performance, 

especially in the transition towards the Industrial 

Revolution 5.0. This era is characterised by the deep 

integration of advanced technologies such as artificial 

intelligence, automation, and digital connectivity, 

which fundamentally changes work practices, 

interpersonal interactions in the workplace, as well as 

employees' expectations of the work environment. In 

this transformative context, the ability to accurately 
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measure and effectively improve employee job 

satisfaction becomes increasingly imperative. 

Psychological empowerment, which includes the 

dimensions of control, competence, meaningfulness, 

and impact, is positioned as a significant mediating 

mechanism in improving job satisfaction, adaptability, 

as well as employee engagement, as confirmed by a 

cross-sectoral study that examined 954 employees and 

supervisors across five service industries [12]. The 

study significantly demonstrated a positive correlation 

between psychological empowerment and employee 

job satisfaction and performance, while highlighting 

gender and sectoral differences in perceptions of 

empowerment. 

Furthermore, the evolving employment landscape in 

Industry 5.0 emphasises a human-centred approach, 

going beyond the technocentric focus of Industry 4.0 

[48]. This era prioritises personalised job search 

experiences, community well-being, sustainable 

production and worker safety. In this context, soft 

skills, particularly emotional intelligence, are emerging 

as crucial competencies in preparing the workforce. 

Understanding and developing emotional intelligence 

is seen as a strategic imperative to enhance staff 

readiness for the people-oriented Industry 5.0 

paradigm, with significant implications for the 

integration of socio-emotional competencies in 

workforce development curricula. 

As a synthesis of these findings, it can be concluded 

that there is an inherent and mutually reinforcing 

relationship between psychological empowerment and 

job satisfaction, where a sense of autonomy, 

competence, meaningfulness and impact significantly 

enhance employee satisfaction and performance. More 

crucially, an understanding of the dynamics of 

psychological empowerment is becoming increasingly 

relevant in the context of the Fifth Industrial 

Revolution. This human-centric era not only demands 

the integration of advanced technologies, but also 

recognises the fundamental value of human 

contributions. The development of emotional 

intelligence and nontechnical skills, facilitated by a 

psychologically empowering work environment, are 

crucial elements to prepare the workforce to succeed 

and thrive in an Industry 5.0 employment landscape 

that increasingly emphasises intelligent and ethical 

collaboration between people and technology. As such, 

psychological empowerment is not only a driver of 

satisfaction and performance, but also a critical 

foundation for building a resilient and adaptive 

workforce in this transformative industrial era. 

 

Figure 4. Treemap On Psychological Empowerment and Job Satisfaction 

The bibliometric analysis used keyword frequency 

tables to visualise the main themes and concepts in the 

reviewed literature, which can be seen on Figure 4. The 

interpretation of this analysis is based on the frequency 

of occurrence of each keyword, where higher 

frequencies indicate greater significance in the 

literature corpus. In this context, 'job satisfaction' 

emerged as the most frequent keyword, with a 

frequency of 11%, confirming the central focus on this 

topic in the studies analysed. This finding emphasises 
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the significance of job satisfaction as a dominant theme 

in the relevant literature. Job satisfaction, in the context 

of psychological empowerment, is often seen as the 

result of individuals feeling a sense of autonomy, 

competence, meaning in work, and the ability to make 

an impact. 

While 'job satisfaction' dominates, the keyword 

'empowerment' also appears, albeit with lower 

frequency, at 2% in one document and 2% in another. 

Psychological empowerment, which is the cornerstone 

of 'empowerment', refers to an individual's sense of 

personal control and belief in their ability to influence 

work outcomes. Therefore, despite its lower frequency, 

'empowerment' remains an important concept that is 

closely linked to how individuals feel satisfied in their 

jobs. Other keywords that appeared in the analysis 

include 'human' (5 times), 'article' and 'humans' (4 

times each), as well as other keywords such as 'adult', 

'middle aged', 'canada', and 'nurse' (3 or more times 

each). These keywords provided additional context to 

the literature analysed, indicating a focus on human 

studies, academic publications, demographics and 

health professions. 

Overall, this keyword frequency analysis provides 

insight into research trends and key foci in the analysed 

literature. The dominance of the keyword 'job 

satisfaction', coupled with the relevance of 

'empowerment', highlights the importance of 

understanding psychological dynamics in the 

workplace. Mapping themes through keyword 

frequencies facilitates an understanding of the structure 

and content of bibliometric research, particularly with 

regard to psychological empowerment and job 

satisfaction. 

 

Figure 5. Publications by Country 

Figure 5 illustrates the number of scientific 

publications by country where the visualisation shows 

the contribution of each country to the analysed 

literature. The colours on the map indicate the number 

of publications from each country, with different 

colours representing a range of publications. Based on 

the legend, the United Stated (dark green) leads with 

15 documents, followed by India (green) with 11 

documents. Australia (blue) has 6 documents, Canada 

(light blue) and Spain (red) have 4 documents each. 

China (yellow) has 3 documents, the same as Norway 

(dark red), the United Kingdom (purple) and Vietnam 

(brown). Brazil (brick red) has 2 documents. This map 

visualisation allows direct identification of the country 

of origin of scientific publications, providing a 

representation of the geographical distribution of 

research contributions. Chromatic differences on the 

map indicate variations in publication productivity 

among the countries covered. 

Based on the data, the United States is a hub of 

research and development in the field of management 

and organisational psychology, with many academic 

institutions and research institutes actively publishing 

studies related to these topics. In addition, the work 

culture and organisational structure in the US tend to 

support in-depth empirical research, resulting in a 

wealth of relevant literature. There is a significant 

alignment between the individual and the organisation 
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(P-O fit) [49]. That, psychological empowerment, and 

perceived impact have a significant influence on job 

satisfaction and employee performance. Thus, an in-

depth understanding of these mechanisms is crucial for 

organisations seeking to improve the effectiveness and 

well-being of their employees. P-O fit refers to the 

extent to which an individual's values, goals, and 

characteristics align with the organisation's culture, 

structure, and goals. When there is a good fit, 

employees tend to feel more comfortable, motivated 

and engaged. They feel that they "fit in" at work, which 

directly contributes to higher job satisfaction. 

Furthermore, psychological empowerment is an 

employee's internal feeling that they have control, 

competence, meaning, and impact in their work. When 

employees feel psychologically empowered, they are 

more proactive, responsible and innovative. These 

feelings also drive job satisfaction as they feel valued 

and have control over their work. Perceived impact, 

then, is an employee's belief that their efforts and 

contributions have a meaningful influence on work 

outcomes or larger organisational goals. When 

employees see that their work matters and makes a 

difference, this increases a sense of ownership and 

satisfaction. 

 

Figure 6. Co-occurrences Network Analysis 

The data presented on Figure 6 illustrates the close 

relationship between various concepts related to 

psychological empowerment. This visualisation 

presents a keyword map, where the size of each 

keyword indicates its frequency of occurrence in 

research on psychological empowerment. The lines 

connecting the keywords indicate their frequency of 

occurrence in the literature, thus illustrating the 

interconnectedness of the topics. The concepts 

"psychological empowerment" and "job satisfaction" 

lie at the core of this network, indicating that 

psychological empowerment is a very important and 

widely researched topic. From the data, the 5 groups of 

records can be interpreted as follows: 

a. Red: This cluster centres on the concepts of 

psychological empowerment and job satisfaction. In 

addition, employee satisfaction and employee 

engagement are also connected in this cluster. The 

main theme that emerged was the role of 

psychological empowerment in influencing 

employee satisfaction and engagement. The 

organisational psychology perspective asserts that 

psychological empowerment is empirically proven 

to have a significant correlation with employee 

engagement, job satisfaction, as well as intention to 

leave the organisation, making it an important 

factor in improving both aspects. This 

empowerment effect is mediated by variables such 

as deviant constructive behaviour, intrinsic 

motivation, and organisational trust, and moderated 

by cultural values and beliefs. These findings 

provide important implications for organisations 

seeking to improve employee engagement and 

satisfaction through empowerment-focused 

interventions. [50], [51], [52].  

b. Green: This cluster centres on the link between 

affective commitment and structural empowerment, 

which significantly influence customer satisfaction. 
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The main theme of this cluster highlights how 

employees' emotional commitment and structural 

empowerment within the organisation are positively 

correlated with customer satisfaction. Employees 

who have a strong emotional commitment and feel 

structurally empowered are likely to provide high 

quality service, which in turn increases customer 

satisfaction and loyalty [53], [54], [55].  

c. Blue: This cluster highlights the centrality of 

organisational commitment and leadership. Other 

important nodes include empowerment, 

organisational culture, trust, work performance, and 

employee attitudes. The main themes of this cluster 

revolve around organisational commitment, the role 

of leadership, organizational culture and trust, and 

how these elements affect employee performance 

and attitudes. Organisational commitment shows a 

positive correlation with employee performance, 

while leadership, organisational culture and trust 

play crucial roles as mediators and moderators in 

influencing these outcomes. The establishment of a 

supportive and trust-based work environment under 

effective leadership is seen as a key strategy to 

improve commitment and performance. 

Nonetheless, more comprehensive validation 

requires in-depth research and further empirical 

evidence [56], [57], [58].  

d. Yellow: The "meaning" cluster in psychological 

empowerment research shows a different pattern of 

relationships with other concepts. The main theme 

of this cluster is the "meaning" dimension of work 

or empowerment, which is rooted in shared 

individual and organisational values, decision-

making freedom, and belief in the impact of work. 

The study confirms the importance of autonomy, 

psychological aspects of empowerment (meaning, 

competence, self- determination, impact), social 

interaction, and communication in achieving 

effective empowerment, which collectively 

increases worker satisfaction, engagement, and 

well-being. Furthermore, "meaning" in work is 

subjective, predictive of work outcomes, and 

interacts with other factors. Empowerment is a 

complex concept with multiple interpretations and 

potential internal conflicts. Although the OPA! 

Way® offers a new perspective for finding meaning 

at work, and meaning in IT contexts tends to be 

individualistic, this abstract does not explore in 

depth the psychological and sociological 

perspectives related to empowerment. The OPA! 

Way® paradigm, inspired by Greek philosophy, 

proposes an approach to finding meaning through 

three principles: Others (meaningful connections 

and sense of community), Purpose (engagement 

with deeper purpose and values), and Attitude 

(resilience, optimism, and positive outlook). Thus, 

true meaning is found through strong social 

connections, a clear life purpose, and a positive 

attitude [59], [60], [61].  

e. Purple: This research focuses on employee turnover 

intention and its strong and inverse relationship 

with organisational commitment. This study aims to 

investigate in depth the psychological factors that 

influence both employees' intention to leave and 

their level of commitment to the organisation. 

Furthermore, it explores the causal impact of 

turnover intention on organisational commitment, 

particularly in the context of employee retention 

strategies. The practical implications of 

understanding and managing these psychological 

factors in improving employee retention are also a 

key concern. In addition, this research also 

examines the potential variation of turnover 

intention and organisational commitment across 

different industries and organisational cultural 

contexts, assuming that sectoral characteristics and 

organisational values may moderate the relationship 

between the two constructs. As such, this research 

is expected to contribute significantly to the 

theoretical understanding and practical application 

of the dynamics of turnover intention and 

organisational commitment [62], [63], [64].  

The co-occurance network in the bibliometric analysis 

shows that psychological empowerment and job 

satisfaction are core concepts that are interrelated in 

improving the quality of human resources amid 

technological interruptions in the era of the Industrial 

Revolution 5.0. In this context, psychological 

empowerment is not only an internal aspect of 

individuals, but also the result of an organisational 

environment that is adaptive to technological change. 

Digital transformations such as the implementation of 

Artificial Intelligence (AI), Internet of Things (IoT), 

and Big Data have changed the way of working, 

organisational structures, and expectations of 

employees. Organisations are not only required to 

improve efficiency, but also maintain a balance 

between machines and humans. Under these 

conditions, psychological empowerment becomes 

crucial as it allows employees to feel in control of their 

work, understand the meaning of the tasks performed, 

and feel that their contributions have an impact on the 

success of the organisation. Rapid technological 

change also brings challenges such as uncertainty, new 

skill demands, and higher work pressure. In these 

situations, transformational leadership, an inclusive and 

adaptive organisational culture, and flexible work 

design play an important role in creating a sense of 

psychological safety, increasing motivation, and 

strengthening work commitment. Job satisfaction also 

increases when employees feel valued, able to grow, 

and have opportunities to innovate in a changing 

environment. The implications of these findings are 

particularly relevant for organisations that are 

digitalising or integrating advanced technologies. They 
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must ensure that their technology transformation 

strategies are not only oriented towards systems and 

processes, but also towards empowering the people 

within them. By adopting the principles of human-

centered industry 5.0, organisations will not only 

survive the changes, but also grow sustainably through 

psychological empowerment and job satisfaction. 

4.  Conclusion 

This research highlights the crucial role of 

psychological empowerment in increasing job 

satisfaction, a relationship that has received significant 

attention in organizational literature and shows a 

marked upward trend through a bibliometric analysis of 

73 Scopus-indexed articles. This trend is particularly 

relevant within the demands of Industrial Revolution 

5.0, which emphasizes balancing technological 

advances with human values. The findings confirm that 

psychological empowerment effectively improves 

work experiences—specifically through autonomy, 

competence, meaning, and impact—which in turn 

contribute positively to job satisfaction levels. 

Furthermore, co-occurrence analyses reveal that these 

variables are closely intertwined with other significant 

organizational themes, such as organizational 

commitment, leadership, and organizational culture. 

Ultimately, this analysis reinforces the view that 

psychological empowerment is a vital factor for long-

term success in dynamic environments, where the 

combination of participative leadership and a 

supportive organizational culture is critical to 

maximizing employee satisfaction and achieving 

optimal organizational outcomes. 
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