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Abstract 
 

This study aims to analyze the effect of job autonomy on employee performance, 
with psychological empowerment as a mediating variable among Village-Owned 
Enterprises (BUMDes) management personnel in Kunjang District, Kediri Regency. 
This research employs a quantitative approach with a population of 72 BUMDes 
management personnel. Data were analyzed using Structural Equation Modeling 
(SEM) with SmartPLS. The results indicate that job autonomy does not have a 
significant effect on psychological empowerment, suggesting that the level of 
autonomy provided does not directly enhance the psychological empowerment of 
management personnel. In addition, job autonomy does not significantly affect 
employee performance, indicating that greater freedom at work has not yet 
translated into improved productivity, responsiveness, and accountability. 
However, psychological empowerment has a significant effect on employee 
performance, confirming that the dimensions of Meaning, Competence, Self-
Determination, and Impact play an important role in improving performance. 
Furthermore, psychological empowerment is not able to mediate the relationship 
between job autonomy and employee performance, indicating that other factors 
may be more dominant in determining the effectiveness of job autonomy. The 
findings imply the importance of improving governance, strengthening policy 
support, and enhancing the competencies of BUMDes management personnel to 
achieve more optimal performance. 
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Abstrak 
 

Penelitian ini bertujuan untuk menganalisis pengaruh job autonomy terhadap kinerja 
karyawan dengan psychological empowerment sebagai variabel mediasi pada 
pengelola Badan Usaha Milik Desa (BUMDes) di Kecamatan Kunjang, Kabupaten 
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Kediri. Penelitian ini menggunakan pendekatan kuantitatif dengan jumlah populasi 
sebanyak 72 pengelola BUMDes. Teknik analisis data yang digunakan adalah 
Structural Equation Modeling (SEM) dengan bantuan SmartPLS. Hasil penelitian 
menunjukkan bahwa job autonomy tidak berpengaruh signifikan terhadap 
psychological empowerment, yang mengindikasikan bahwa tingkat otonomi yang 
diberikan belum mampu meningkatkan pemberdayaan psikologis pengelola secara 
langsung. Selain itu, job autonomy juga tidak berpengaruh signifikan terhadap kinerja 
karyawan, yang menunjukkan bahwa kebebasan dalam bekerja belum sepenuhnya 
mampu meningkatkan produktivitas, responsivitas, dan akuntabilitas. Namun 
demikian, psychological empowerment terbukti berpengaruh signifikan terhadap 
kinerja karyawan, yang menegaskan bahwa dimensi Meaning, Competence, Self-
Determination, dan Impact berperan penting dalam meningkatkan kinerja. 
Selanjutnya, psychological empowerment tidak mampu memediasi hubungan antara 
job autonomy dan kinerja karyawan, yang menunjukkan bahwa terdapat faktor lain 
yang lebih dominan dalam menentukan efektivitas job autonomy terhadap kinerja. 
Implikasi penelitian ini menekankan pentingnya peningkatan tata kelola, penguatan 
dukungan kebijakan, serta peningkatan kompetensi pengelola BUMDes guna 
mencapai kinerja yang lebih optimal. 
 

Kata kunci: Otonomi Kerja; Pemberdayaan Psikologis; Kinerja. 
 
INTRODUCTION  

Villages have entered the era of a self-governing community, meaning they 

possess autonomy and authority to plan, deliver public services, and manage 

finances. Therefore, villages are no longer passive entities waiting for instructions 

from higher levels of government such as sub-districts, regencies, provinces, or the 

central government. As a result, the dynamics of village life are highly dependent on 

community involvement and participation in building collective agreements for 

village governance, enabling villages to enhance and develop social, cultural, 

economic, and knowledge values (Kementerian Desa Pembangunan Daerah 

Tertingal dan Transmigrasi, 2015). To improve social, economic, and cultural values, 

the main priority is to empower the community’s economy and establish 

independent village governance. Law Number 6 of 2014 stipulates the 

establishment of Village-Owned Enterprises (BUMDes) as business entities whose 

capital is wholly or partially owned by the village.  

The establishment and management of BUMDes aim to improve public 

services and empower villages as autonomous regions with economic capabilities, 

productive businesses, and independence in strengthening their economies 

(Sinarwati & Prayudi, 2021). In its development, the Ministry of Villages, 

Development of Disadvantaged Regions, and Transmigration classifies BUMDes into 
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two categories: BUMDes and BUMDes Bersama. BUMDes is a business entity whose 

capital is wholly or mostly owned by a village. Meanwhile, Joint BUMDes aims to 

strengthen and expand the BUMDes network at the national level through 

collaboration among BUMDes to improve their quality and capacity. Currently, there 

are 48,603 BUMDes and 4,975 Joint BUMDes, with a total of 53,578. The 

development data of BUMDes in Indonesia can be seen in Table 1 as follows: 

 

Table 1. Status of BUMDes Performance Management Process in Indonesia 

Progress 
BUMDES BUMDESma 

Frekuensi Persen Frekuensi Persen 
Name Registration 52 0,1% 47 0,9% 
Name Revision 1120 2,3% 2165 43,5% 
Name Verified 27167 55,9% 1261 25,3% 
Legal Entity Registration 492 1,0% 88 1,8% 
Document Revision 5853 12,0% 231 4,6% 
Legally Established 13919 28,6% 1183 23,8% 

Total 48603 100,0% 4975 100,0% 

Source: Kementrian PDTT RI, 2025 

 
Referring to the data on the status of BUMDes performance management 

above, it can be described that out of a total of 53,578 BUMDes and Joint BUMDes, 

the majority of BUMDes performance that has been recorded as legally established 

remains relatively low at 28%. Meanwhile, the highest percentage, 55.9%, indicates 

that most BUMDes are still in the stages of name registration and name verification 

out of a total of 48,603 BUMDes in Indonesia. A similar condition is observed in Joint 

BUMDes, where on average 23.8% have obtained legal entity status, while 43.5% 

are still undergoing name revision processes out of a total of 4,975 Joint BUMDes in 

Indonesia. This phenomenon indicates that the overall performance of BUMDes 

management is still not optimal, as reflected in the organizational legalization and 

governance processes. Various efforts have been made by the government, including 

allocating substantial funds for village development programs, one of which is 

through Village-Owned Enterprises (Kamaroesid, 2016). Therefore, BUMDes can be 

said to have two main functions: as a social institution and as a commercial 

institution at the village level. As a social institution, BUMDes contributes by 

providing social services (Sutrisna, 2021).  

Kunjang District is located in Kediri Regency and borders Plemahan District, 

Purwoasri District, Badas District, and Jombang District. Kunjang District consists of 

12 villages, all of which are rural areas. As the smallest administrative unit, each 

village has its own development projects aimed at improving community welfare. 

These development efforts include infrastructure and facilities sourced from the 
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respective villages. BUMDes plays an important role in village development. Its 

existence is strategic in driving the village economy. Through BUMDes, village assets 

and potentials can be managed optimally to enhance community welfare. Although 

its implementation still faces various challenges, with the right strategies and 

support from multiple stakeholders, BUMDes can become an effective and 

sustainable driver of the village economy.  

Based on the data on BUMDes performance management processes and 

administrative governance described above, as of October 2024 in Kunjang District, 

Kediri Regency, there were 7 out of 9 BUMDes that had been verified and legally 

established, while 1 BUMDes was still in the process of obtaining legal status at the 

Ministry of Villages, Development of Disadvantaged Regions, and Transmigration of 

the Republic of Indonesia. This condition creates a perception that the performance 

of BUMDes management in Kunjang District, Kediri Regency, has not yet been fully 

optimized. In fact, the benefits of BUMDes have already been felt by the community 

as described earlier in this background. Since the establishment of BUMDes in Kediri 

Regency, various business activities and service initiatives have been carried out by 

BUMDes management; however, it is still acknowledged that these efforts have not 

yet produced significant positive impacts that can be directly felt by the community. 

These problems are caused by several constraints and challenges, including 

the lack of mutual trust between the supervisory element (the Village Head as 

commissioner) and the BUMDes management. BUMDes administrators and 

leadership particularly the Village Head must continuously maintain harmonious 

relationships and coordination. As commissioner, the Village Head must be aware of 

and responsible for the BUMDes under their authority, while also providing 

opportunities and space for collaboration with all stakeholders. BUMDes 

management resources must possess entrepreneurial skills capable of convincing 

stakeholders in designing feasible business plans (Jatmiko et al., 2021). Natural 

resources, as village potential, should be optimized and utilized to the fullest for 

community benefit, supported by strong institutional capacity that fosters trust 

among stakeholders and ensures professional and independent service delivery. 

Partners, as part of the available market segment, are also expected to become 

promising business collaborators for BUMDes (Pasali et al., 2022). 

The empowerment of village human resources (HR) is crucial in achieving 

sustainable rural development. As the frontline unit of governance, villages must 

have human resources capable of developing existing potential, addressing 

emerging problems, and making appropriate decisions in managing village 

resources (Ningsih & Rojikun, 2021). HR empowerment aims to enhance 
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community capacity in various aspects such as technical skills, entrepreneurship, 

leadership, and participation in decision-making (Jatmiko et al., 2025). Thus, 

empowering village human resources is expected to support sustainable 

development goals, improve community welfare, and strengthen participatory and 

inclusive village governance (Setyowati, 2019). It is also closely related to 

strengthening village autonomy, where villages are granted authority to manage 

and utilize their resources independently. To achieve optimal performance, 

leadership plays a critical role leaders must act as future oriented figures who 

understand employee performance, recognize situational conditions, and maintain 

harmony between work relationships and social interactions (Jatmiko, 2020). 

Job autonomy refers to the extent to which employees have freedom and 

control over how they perform their tasks (Sørlie et al., 2022). The level of job 

autonomy varies depending on the nature of the job, organizational context, and 

other influencing factors. Research findings suggest that a high level of job 

autonomy can enhance employee performance, although excessive autonomy may 

negatively affect performance (De Spiegelaere et al., 2014). For example,  Hackman 

& Oldham (1976) found that higher job autonomy increases job satisfaction and 

performance. Similarly, Parker & DeCotiis (1983) emphasized that job autonomy 

plays an important role in motivating employees and improving performance. 

Employees with higher autonomy tend to show greater motivation and better 

performance than those with lower autonomy (Putimelinda & Jatmiko, 2023).  

Gagne & Deci (2005) also found a positive relationship between job autonomy 

and employee performance, where employees who perceive higher autonomy 

demonstrate better performance. A meta-analysis by Humphrey et al., (2007) 

covering 67 studies confirmed a strong positive relationship between job autonomy 

and performance, although this relationship may be influenced by job type and 

individual characteristics. Spector & Jex (1998) found that excessive job autonomy 

can increase stress and burnout, which in turn may reduce performance. Job 

autonomy can also function as an exogenous variable linking empowerment and 

performance. Yi-Feng & Tjosvold (2007) showed that job autonomy mediates the 

relationship between participative leadership and employee performance in the 

Chinese cultural context. Penelitian lain oleh Laschinger et al., (2004) found that job 

autonomy mediates the relationship between transactional leadership and nurse 

performance. Waldman et al., (1990) In the context of transformational leadership, 

demonstrated that higher job autonomy enhances leadership effectiveness in 

improving employee performance. 

https://ejournal.ijshs.org/index.php/commo


 
Bondan Subagyo & Indah Yuni Astuti 
 

 
Commodities, Journal of Economic and Business       514 

Volume 6 Number 4 (2026) 
Available online at https://ejournal.ijshs.org/index.php/commo  

Employees are key stakeholders and valuable organizational assets that must 

be protected; therefore, their mental health and well-being should be prioritized, 

especially in performance execution (Tuuli & Rowlinson, 2009). The increasing 

attention to mental health issues in recent years, particularly during and after the 

pandemic poses challenges for organizations in maintaining employee stability, 

both physically and psychologically (Asbari et al., 2020). According to Jena et al., 

(2019) & Pradhan et al., (2017) psychological empowerment in the workplace is a 

key factor in achieving organizational project success. Gautam & Ghimire (2017) 

describe psychological empowerment as a continuous process that stabilizes 

employee performance and improves workplace relationships, ultimately 

enhancing organizational effectiveness and productivity. Messmann (2022) further 

highlights psychological empowerment as a strong parallel mediator between 

innovative work behavior and job crafting. This is supported by Yang et al., (2022) 

who argue that humble leadership enhances psychological empowerment by 

appreciating employee contributions, creating a sense of meaning and impact that 

leads to improved performance (Yasir et al., 2023). 

The conceptual contribution of this study lies in its novelty, which reflects a 

higher level of complexity compared to previous research. This novelty stems from 

the integration of three variables job autonomy and psychological empowerment as 

mediators in the relationship with BUMDes management performance an approach 

that has rarely been combined in prior studies. From the perspective of job 

autonomy and psychological empowerment, this research provides new insights 

into how the level of freedom granted to employees in performing their tasks 

influences their performance. Previous studies have shown that job autonomy can 

enhance motivation, work engagement, and job satisfaction. This study, therefore, 

offers a new contribution by emphasizing the critical role of job autonomy and 

psychological empowerment in mediating improvements in managerial 

performance within BUMDes. 

 

RESEARCH METHODS 

This study adopts a quantitative research design to examine the relationships 

between job autonomy, psychological empowerment, and employee performance 

among management personnel of Village-Owned Enterprises (BUMDes) in Kunjang 

District, Kediri Regency, Indonesia. The population of the study consists of 72 

BUMDes management personnel, and given the relatively small population size, a 

census approach was employed, whereby all members of the population were 

included as respondents. Data were collected using a structured questionnaire 
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designed to measure the constructs of job autonomy, psychological empowerment, 

and employee performance, with indicators adapted from established literature. All 

items were measured using a Likert scale to capture respondents’ perceptions. The 

data analysis was conducted using Structural Equation Modeling (SEM) with the 

Partial Least Squares (PLS) approach, implemented through SmartPLS software 

(Hair et al., 2017). This method was selected due to its suitability for small sample 

sizes and its ability to simultaneously assess both the measurement model and the 

structural model. The analysis procedure involved evaluating the measurement 

model through tests of validity and reliability, including outer loadings, composite 

reliability, and average variance extracted (AVE). Subsequently, the structural 

model was assessed by examining path coefficients, coefficient of determination 

(R²), and hypothesis testing using bootstrapping techniques to determine the 

significance of direct and indirect effects. 

 

RESULTS AND DISCUSSION 

Results 

1. The Characteristic of Respondent 

This subsection will explain the results of the descriptive analysis of the 

research conducted through the distribution of questionnaires to the study 

respondents. 

Table 2. Demography of Respondents 

Information Summary Percentage 
Gender   
Male 45 62.5% 
Female 27 37.5% 
Age   
21 - 30 Years 13 19% 
31 - 40 Years 35 48% 
41 - 50 Years 24 33% 
Education   
High School 40 56% 
Diploma 7 10% 
S1 20 27% 
S2 5 7% 
Length of work   
<2 year 5 7% 
>2 - 4 year 24 33% 
> 4 -6 year 25 34% 
> 6 year 18 26% 
TOTAL 72 100% 

Source : Data Processed Result, 2026 
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The demographic profile of the respondents provides an overview of the 

characteristics of BUMDes management personnel involved in this study. Based on 

gender, the majority of respondents were male, accounting for 45 individuals 

(62.5%), while female respondents totaled 27 individuals (37.5%). This indicates 

that BUMDes management in Kunjang District is predominantly male, although 

female participation remains relatively substantial. In terms of age distribution, 

most respondents were in the 31–40 year’s age group, comprising 35 individuals 

(48%). This was followed by those aged 41–50 years with 24 individuals (33%), and 

21–30 years with 13 individuals (19%). These figures suggest that the majority of 

BUMDes management personnel are within the productive and mature working age, 

which is often associated with higher levels of experience and decision-making 

capacity. Regarding educational background, more than half of the respondents had 

a high school education, totaling 40 individuals (56%). Meanwhile, 20 respondents 

(27%) held a bachelor’s degree (S1), 7 respondents (10%) had a diploma, and only 

5 respondents (7%) possessed a master’s degree (S2). This distribution indicates 

that while most personnel have basic formal education, a smaller proportion has 

attained higher education, which may influence managerial capabilities and 

professional competencies. Finally, in terms of length of work, the largest group of 

respondents had worked for more than 4 to 6 years (25 individuals or 34%), 

followed closely by those with more than 2 to 4 years of experience (24 individuals 

or 33%). Respondents with more than 6 years of experience accounted for 18 

individuals (26%), while only 5 individuals (7%) had less than 2 years of work 

experience. This suggests that the majority of BUMDes management personnel have 

moderate to long tenure, indicating a relatively experienced workforce. Overall, the 

total number of respondents in this study was 72 individuals (100%). 

 

2. Outer Model’s 

Convergent validity in Partial Least Squares (PLS) with reflective indicators is 

assessed based on the loading factor and the indicators measuring the construct. 

An indicator is considered valid if its outer loading value is greater than 0.7. Below 

is the research model diagram tested.  

Table 3. Outer Loading  

 Employee 
Performance 

Job Autonomy 
Psychological 
Empowerment 

EP1 0,728   

EP10 0,808   

EP2 0,821   

EP3 0,789   

EP4 0,774   
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EP5 0,891   

EP6 0,799   

EP7 0,847   

EP8 0,734   

EP9 0,795   

JA1  0,803  

JA2  0,739  

JA3  0,853  

JA4  0,745  

JA5  0,803  

JA6  0,780  

JA7  0,907  

JA8  0,713  

PE1   0,810 
PE2   0,790 
PE3   0,788 
PE4   0,773 
PE5   0,838 
PE6   0,845 

Source : Data Processed by SMart-PLS3.0, 2026 

 

All indicators of the research variables that form the constructs in this study 

have outer loading values greater than 0.7. This indicates that each variable in the 

study is well explained by its indicators and meets the criteria for convergent 

validity. The results of the discriminant validity test can also be identified through 

the Average Variance Extracted (AVE) values. AVE values greater than 0.5 indicate 

a good measurement model, as shown in Table 4. 

Table 4. Average Variant Extracted (AVE) 
Variable Average Variance Extracted (AVE) 

Job Autonomy 0,640 
Employee Performance 0,624 
Psychological Empowerment 0,653 

Source : Data Processed by SMart-PLS3.0, 2026 
 

Since all constructs have AVE values greater than 0.50, it can be concluded that 

each indicator of the latent constructs meets the requirements for discriminant 

validity. 

Table 5. Composite Reliability 

Variable 
Cronbach's 

Alpha 
rho_A 

Composite 
Reliability 

Employee Performance 0,937 0,944 0,947 

Job Autonomy 0,923 1,002 0,930 

Psychological Empowerment 0,894 0,897 0,918 

Source : Data Processed by SMart-PLS3.0, 2026 

 

https://ejournal.ijshs.org/index.php/commo


 
Bondan Subagyo & Indah Yuni Astuti 
 

 
Commodities, Journal of Economic and Business       518 

Volume 6 Number 4 (2026) 
Available online at https://ejournal.ijshs.org/index.php/commo  

Based on Table 4, all variables have Cronbach’s Alpha and Composite 

Reliability values greater than 0.7, indicating that all variables meet the criteria for 

composite reliability. Therefore, it can be stated that the variables used in this study 

are reliable. Based on the stages of outer model evaluation described above, it can 

be concluded that each variable along with its indicators in this study is suitable to 

proceed to the next stage of testing. 

 

3. Inner Model’s 

Table 6. Coefficient Determinant (R2) 

  R Square R Square Adjusted 
Employee Performance 0,681 0,677 
Psychological Empowerment 0,021 0,016 

Source : Data Processed by SMart-PLS3.0, 2026 

 
The model examining the effect of job autonomy and psychological 

empowerment on employee performance shows an R-square value of 0.681. This 

value indicates that job autonomy and psychological empowerment collectively 

explain 68.1% of the variance in employee performance, while the remaining 31.9% 

is influenced by other variables outside this study. Meanwhile, the model analyzing 

the effect of job autonomy on psychological empowerment produces an R-square 

value of 0.021. This result indicates that job autonomy explains only 2% of the 

variance in psychological empowerment, while the remaining 98% is influenced by 

other variables not examined in this study. 

 
Figure 1. Model’s Resampling Research 
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T-statistic values in SmartPLS software output can be viewed in the Path 

Coefficients table, as shown in the following table: 

Table 7. Path Coefficients 
Hipotesis β Mean T Statistics  P Values Keputusan 

H1 -0,051 -0,051 1,263 0,207 Rejected 
H2 -0,146 -0,164 1,933 0,054 Rejected 
H3 0,816 0,820 25,311 0,000 Accepted 
H4 -0,119 -0,134 1,921 0,055 UnMediated 

Source : Data Processed by SMart-PLS3.0, 2026 

 

The first hypothesis (H1) in this study shows a path coefficient (β) of -0.051, 

with a t-statistic of 1.263 < 1.96 and a p-value of 0.207 > the significance level of 

0.05. This indicates that there is no significant effect of job autonomy on employee 

performance among BUMDes management personnel in Kunjang District. 

Therefore, H1 is rejected. The second hypothesis (H2) yields a path coefficient (β) 

of -0.146, with a t-statistic of 1.963 < 1.96 and a p-value of 0.054 > 0.05. This result 

indicates that job autonomy does not have a significant effect on psychological 

empowerment among BUMDes management personnel in Kunjang District. Thus, 

H2 is rejected. The third hypothesis (H3) produces a path coefficient (β) of 0.816, 

with a t-statistic of 25.311 > 1.96 and a p-value < 0.05. This indicates that 

psychological empowerment has a positive and significant effect on employee 

performance among BUMDes management personnel in Kunjang District. 

Therefore, H3 is accepted. Based on the indirect effect testing, the path coefficient 

(β) is -0.119, with a t-statistic of 1.921 < 1.96 and a p-value of 0.236 > 0.05. This 

indicates that psychological empowerment is not able to mediate the effect of job 

autonomy on employee performance among BUMDes management personnel in 

Kunjang District. Thus, H4 is rejected. Furthermore, based on Figure 4.2, the indirect 

effect of JA → PE → EP shows a path coefficient of -0.051 × 0.816 = -0.041, with a 

significance level > 0.05. This means the indirect effect is negative and not 

significant, indicating that no mediating effect is generated by psychological 

empowerment among BUMDes management personnel in Kunjang District. 

 

Discussion  

The results of this study indicate that the first hypothesis (H1) is rejected, 

meaning that job autonomy does not have a significant effect on the psychological 

empowerment of BUMDes management personnel in Kunjang District. This finding 

contradicts several previous studies suggesting that job autonomy plays an 

important role in enhancing self-confidence, meaning of work, and individual 

control  (Abdellatif & Sayed, 2020). One possible explanation for this result lies in 
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the characteristics of BUMDes management work, which may still be highly 

structured or constrained in decision-making, even though theoretically they are 

granted job autonomy. In addition, organizational culture and regulatory systems in 

BUMDes management may act as moderating factors that weaken the positive effect 

of job autonomy on psychological empowerment  (Chiang & Hsieh, 2012; Kundu et 

al., 2019). his finding suggests that the level of autonomy provided to BUMDes 

managers has not been sufficient to enhance their psychological empowerment in 

carrying out their duties and responsibilities. In the Indonesian BUMDes context, 

this can be associated with several factors, such as strict regulations, limited 

managerial capacity, and leadership patterns that remain hierarchical. Ideally, job 

autonomy should provide flexibility in decision-making; however, in practice, 

strategic decisions in BUMDes are still heavily influenced by village governments or 

other stakeholders, thereby limiting managerial discretion (Jatmiko, 2022). From 

the perspective of psychological empowerment, the absence of a significant effect of 

job autonomy can be analyzed through its four main dimensions: meaning, 

competence, self-determination, and impact. First, in terms of meaning, BUMDes 

managers may not fully perceive their roles as personally significant, despite the 

broader goal of improving village welfare. This may result from structural barriers 

or a lack of recognition for their contributions. Second, regarding competence, 

although managers may possess certain skills, they might lack confidence in 

performing their roles optimally, particularly in the absence of adequate training or 

institutional support. Third, in relation to self-determination, even though managers 

are given responsibilities, they may feel constrained by existing policies and 

regulations, which limit their initiative and reduce their sense of autonomy in 

practice (Ghazzawi et al., 2021; Morgeson et al., 2005; Sekar et al., 2022). Finally, in 

terms of impact, BUMDes managers may perceive that their efforts and decisions do 

not significantly influence organizational development or broader community 

outcomes, especially when governance systems and decision-making processes 

remain centralized. 

The results of this study indicate that the second hypothesis (H2) is rejected, 

meaning that job autonomy does not have a significant effect on employee 

performance among BUMDes management personnel in Kunjang District. This 

finding suggests that although BUMDes managers are granted a certain level of 

autonomy in their work, it does not automatically translate into improved 

performance. In the context of BUMDes management in Indonesia, this condition can 

be associated with several factors, such as regulatory constraints that limit 

managerial flexibility, insufficient resource support, and a work culture that does 
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not fully support the effective implementation of job autonomy. From an employee 

performance perspective, the absence of a significant effect of job autonomy can be 

examined through three main indicators: productivity, responsiveness, and 

accountability. First, in terms of productivity, although managers may have the 

freedom to perform their tasks, without adequate support in the form of flexible 

policies, relevant training, and sufficient resources, they may not be able to perform 

optimally (Jatmiko & Astuti, 2021). Job autonomy without clear procedures and 

work standards can instead lead to inefficiencies in BUMDes management. Second, 

in terms of responsiveness, high job autonomy should enable managers to be more 

adaptive and responsive to changes and the needs of the village community. 

However, if they remain constrained by rigid regulations or lack trust from 

stakeholders, their ability to respond effectively to problems and business 

opportunities becomes limited. Third, regarding accountability, job autonomy must 

be accompanied by a clear accountability system. If managers feel that their 

autonomy is not supported by proper evaluation mechanisms and feedback 

systems, they may face difficulties in being accountable for their decisions and 

actions, which can ultimately affect overall performance quality (Akbar et al., 2019). 

Furthermore, the results of this study confirm that the third hypothesis (H3) 

is accepted, meaning that psychological empowerment has a significant effect on 

employee performance among BUMDes management personnel in Kunjang District, 

Kediri Regency. This finding emphasizes that when managers feel psychologically 

empowered, they tend to demonstrate better performance in managing and 

developing BUMDes. In the Indonesian BUMDes context, psychological 

empowerment plays a crucial role in enhancing motivation, self-confidence, and 

commitment in carrying out managerial responsibilities. Psychological 

empowerment consists of four main dimensions: meaning, competence, self-

determination, and impact, all of which contribute to improved managerial 

performance (Cyfert et al., 2022; Terkamo-Moisio et al., 2022). First, in terms of 

meaning, when managers perceive their work as meaningful both personally and for 

the community, they are more motivated to perform optimally. They recognize that 

BUMDes success contributes not only to personal outcomes but also to broader 

village economic development. Second, in terms of competence, managers who feel 

capable and skilled in performing their tasks are more confident in decision-making 

and problem-solving, thereby enhancing work effectiveness. Third, regarding self-

determination, managers who are given the freedom to take initiative and manage 

their responsibilities tend to be more proactive in seeking innovative solutions for 

BUMDes development. Finally, in terms of impact, when managers believe that their 
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contributions lead to meaningful changes for BUMDes and the wider community, 

they become more motivated to improve their performance (Gultom et al., 2022; 

Sahadev et al., 2024; Zimmerman, 1995). 

Referring to the results of the analysis and calculations, it is evident that 

psychological empowerment is not able to mediate the effect of job autonomy on 

employee performance among BUMDes management personnel in Kunjang District, 

Kediri Regency. This means that although managers possess a certain level of job 

autonomy, it neither directly nor indirectly through psychological empowerment 

contributes to improving their performance (Meilina, 2021). This finding indicates 

that there are other more dominant factors influencing the relationship between job 

autonomy and employee performance, which may stem from structural aspects, 

organizational culture, or governance policies of BUMDes in Indonesia. 

Theoretically, psychological empowerment consists of four main dimensions 

meaning, competence, self-determination, and impact which are expected to 

strengthen the relationship between job autonomy and performance (Sinarwati & 

Prayudi, 2021). However, the ineffectiveness of psychological empowerment as a 

mediating variable in this study can be explained through several possible reasons. 

First, from the meaning dimension, BUMDes managers may feel that their work does 

not provide significant personal value or lacks recognition from stakeholders. As a 

result, the autonomy they receive does not translate into stronger motivation 

(Jatmiko & Agustin, 2023). Second, in terms of competence, although managers are 

given autonomy, the lack of training and skill development support may prevent 

them from utilizing that autonomy effectively. Without adequate capability, 

autonomy becomes less impactful on performance outcomes. Third, regarding self-

determination, BUMDes managers may still face limitations in making strategic 

decisions due to intervention from village authorities or bureaucratic constraints, 

which restrict their actual freedom in practice. Finally, from the impact dimension, 

managers may perceive that their roles and decisions do not significantly influence 

BUMDes development. Consequently, even when job autonomy exists, it does not 

create meaningful contributions to performance improvement. Overall, these 

findings reinforce the notion that job autonomy alone is insufficient to enhance 

performance unless it is supported by conducive organizational systems, strong 

institutional capacity, and a governance environment that genuinely empowers 

BUMDes managers. 
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CONCLUSSION   

This study provides several important insights into the relationship between 

job autonomy, psychological empowerment, and employee performance among 

BUMDes management personnel. The findings reveal that job autonomy does not 

significantly influence psychological empowerment or employee performance, 

indicating that the provision of autonomy alone is insufficient to enhance 

managerial effectiveness. Instead, psychological empowerment emerges as a critical 

determinant of performance, highlighting the importance of intrinsic factors such as 

meaning, competence, self-determination, and impact in shaping employee 

outcomes. Furthermore, the absence of a mediating role of psychological 

empowerment suggests that the effectiveness of job autonomy is contingent upon 

other organizational and contextual factors. 

From a theoretical perspective, this study contributes to the development of 

empowerment and job design literature by demonstrating that job autonomy does 

not universally lead to improved performance, particularly in the context of 

community-based organizations such as BUMDes. This finding challenges the 

assumption that autonomy is inherently beneficial and underscores the importance 

of considering contextual conditions, including governance quality and managerial 

capacity. From a practical perspective, the results imply that policymakers and local 

governments should not rely solely on granting autonomy, but also need to 

strengthen institutional governance, provide clearer operational guidelines, and 

enhance the competencies of BUMDes management personnel to achieve optimal 

performance outcomes. 

Despite its contributions, this study has several limitations. First, the use of a 

cross-sectional design limits the ability to capture dynamic changes over time. 

Second, the relatively small sample size and focus on a single district may limit the 

generalizability of the findings. Third, the reliance on self-reported data may 

introduce response bias. Therefore, future research is recommended to adopt 

longitudinal or mixed-method approaches, expand the scope of the study to 

different regions or sectors, and incorporate additional variables such as leadership 

style, organizational support, or institutional capacity to better understand the 

mechanisms influencing employee performance. 
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