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Abstract 

 
This study aims to analyze empowerment strategies for increasing employee competence. 
This research uses a qualitative approach and descriptive methods. The data were 
obtained through a literature review and analyzed descriptively and qualitatively. The 
results showed that employee competence could be improved through employee 
empowerment, such as: providing information on employee competencies; creating a 
culture of organizational climate that supports optimal employee competence; provide full 
support to employees so that they can serve their roles and actualize their competencies 
optimally; encourage participation in organizational activities; provide access to the widest 
possible information; encourage the growth of innovation by enabling and providing 
opportunities to express every innovative and potential idea that can enrich their 
competence, and encourages high accountability. 
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———————————————————— 

 

A. INTRODUCTION 

Every organization has a goal of realizing growth and survival in the long 

term (Thoyib, 2005). In a global era marked by a complex business environment, 

companies and organizations always face fundamental problems or challenges, 

namely how to survive in the present while facing future competition (Wardani, 

2018). This has spurred every company always to be able to improve its 

performance. Company performance is always a measure of the performance of the 

market of the company. Performance measurement aims to compare the current 

achievements with the previous year or the achievements of competitors 

(Sulistyawati & Indrayani, 2012). By knowing its performance, companies can make 

revisions to irrelevant policies so that future achievements will be better (Purba & 

Munawar, 2008). 

For the organization's performance or company to increase, the organization 

must create what is known as an organizational competitive advantage that 

differentiates the organization from others (Wagner III & Hollenbeck, 2014). When 

an organization or company can do something, and another company cannot, or has 

everything its rivals want, it represents a strategic edge (Adiputra & Mandala, 2017). 

The long-term sustainability of a company needs and retains a strategic edge. The 

search for competitive advantage consists of the success and loss of organizations. 

Researchers and practitioners of strategic management want to understand the 
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essence and role of competitive advantage in different industries (Covin & Miles, 

1999). 

In general, a company can only retain a competitive advantage for some time 

when it is imitated and undermined by rivals (Coyne, 1986). So, a strategic edge is 

not necessary. Companies need to search for a strategic edge by continuous 

adaptation to international patterns and events (Salunke et al., 2011; Putera et al., 

2014). For the competitive advantage to be sustainable, reliable strategic human 

resource management is needed to maximize all the potentially available resources. 

The biggest resources an organization has are human resources or employees of a 

company (Larasati, 2018) 

Every organization, including business organizations, really needs employee 

performance to support its performance. However, in reality, many employees 

cannot meet the organization's standards or work targets to not contribute to the 

organization optimally (Riniwati, 2016). This is partly due to employees' inadequate 

competence due to the lack of empowerment carried out by organizational 

authorities, especially company management (Sunarsi, 2018). 

Most organizations ignore human resource development as a major asset. 

Elnaga & Imran (2013) states that business in an organization is filled with 

uncertainty about understanding employee contributions in increasing 

organizational productivity and profitability. This causes a lot of less-skilled 

workforce, uncompetitive organization, high levels of poor performance, and low 

productivity. The organization makes various efforts by emphasizing its employees 

related to improving performance for beneficial outputs and outcomes as long-term 

effects. HR management efforts aim to improve employees' ability to take up 

different roles to enhance corporate competitiveness and environmental adaptation, 

in particular external instability, and to benefit workers to advance their jobs, 

improve their skills, and improve their talent (Mulyana, 2010). 

Empowerment improves efficiency with happy consumers of good quality, 

which has a positive effect on the market. In line with what is stated by Pfeffer (1998) 

that "the key to long-term success has been, and will continue to be, how 

organizations manage their employees, because creating meaningful work and 

otherwise keeping employees happy is central to fostering organizational 

effectiveness." 

Often firms experience serious obstacles in managing employees to work 

optimally. In line with Moynihan & Pandey (2007) that "the basic challenge for all 

organizations is" induce your workers to follow corporate goals." In fact, to achieve 

long-term and sustainable success, organizations need empowerment that creates 

meaningful work (according to employees' talents and competencies). In addition to 

talent and competence, organizations need to pay attention to aspects of employee 

resilience or resilience in working so that an organization continues to exist in the 

long term. 
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B. METHOD 

This analysis employs a qualitative and descriptive approach. According to 

Moleong (2007), qualitative science seeks to explain the phenomenon observed, 

holistically and thorough explanations in word and phrase, by test subjects such as 

acting, interpretation, inspiration, behavior, etc. By using multiple natural processes, 

peculiar existence. The goal of qualitative analysis is to describe an in-depth 

phenomenon by the compilation of data, which demonstrates that the detail and 

depth of the data under study are significant (Sugiyono, 2011). Data from different 

corresponding kinds of literature collected by literature review were then evaluated 

descriptively. The analysis would be the definition, and later on, the author explains 

the problem solved by explaining or describing, based on the details that appear or 

present, the state of the research object (Nawawi & Martini, 1996). 

 

C. RESULT AND DISCUSSION 

Empowerment is the mechanism by which managers help others acquire and 

use power to decide about themselves and their jobs. Empowerment is also a 

mechanism affecting workers by an inclusion process (Rifa'i, 2017). Moreover, 

empowerment is a type of decentralization involving subordinate decision-makers. 

In the broadest context, empowerment is a mechanism that provides workers with 

more autonomy by exchanging relevant knowledge and managing work 

performance variables. Empowerment aims to reduce circumstances that contribute 

to helplessness and improve employee self-success feelings. Empowerment is the 

employee's authority to manage circumstances and monitor conflicts (Greenberg et 

al., 1993). 

From a psychological perspective, empowerment is a form of intrinsic 

motivation because carrying out a task is an appreciation and provides intrinsic 

satisfaction in the form of pleasure, artistry, achievement, increasing knowledge and 

skills, self-disclosure, avoiding frustration, boredom, and anxiety in the workplace; 

Which level of employee confidence influence the work environment, ability, value 

of the work and presumed autonomy in work (Ratnawati, 2004). 

The empowerment process can use several approaches, namely: (a) assisting 

employees in achieving mastery of performance (providing appropriate training, 

training, and experience directed at results as the start of success); (b) allow better 

monitoring (to take into account job efficiency and then to assist them in producing 

accountable results); (c) provide models of progress that would enable them to 

observe peers who have contributed to work success); (d) employ social 

reinforcement and persuasion (to offer thanks, promote and provide input in 

support to develop self-confidence); (e) providing a reduction of stress and anxiety 

through better job definition, task assistance, and honest handling. 

Empowerment will grow and flourish if an organization promotes 

engagement: (a) Employees should be allowed to take up their employers. 

Employees ought to be concerned with strengthening work and organizational 

working relations; (innovation). The world should be open or accessible to people 
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with creative ideas and inspire people, at logical costs, to try new approaches and 

take appropriate risks. When interest is measured as a technological skill, the 

empowering atmosphere is developed (access to information). Employees need to 

have access to a variety of results. In this situation, the person must determine what 

knowledge is required to complete the work; and (d) obligation. Empowered 

workers must bear responsibility for their actions, deliver accepted outcomes, gain a 

reputation, and act in favor of others. 

Empowerment is the key to employees' motivation and productivity who feel 

they have value and contribute to being willing to help and develop at work. 

Empowerment allows a person to develop personally and professionally so that his 

contribution to the world of work will be maximum. The results showed that 

empowerment affected competence (Daly, 2005). 

Competence is a core attribute of an individual, which is a way of acting and 

thinking in all circumstances that lasts for a long time. Competency is often the 

success of an individual in a job seen in perception, actions, and attitudes (Kartika & 

Sugiarto, 2014). Dewiyana (2006) notes that the capacity to perform cognitive, 

affective, and psychomotor actions is the intelligence, skills, and capacities that an 

individual is masterminded by, whether he is part of his/her self. Furthermore, 

competence may be construed as defining both qualitative and quantitative 

qualifications or abilities of a person. The willingness to do what the work of an 

enterprise demands is also the capacity of anyone to ensure that its intended goals 

are accomplished (Bassellier et al., 2001). Competence is a community interrelated to 

an individual, a team, or an organization's expertise, skills, and abilities for efficient 

results. A variety of competencies are significant for most organizations' quality and 

success (Lasmaya, 2016). 

There are different facets of competence: (1) the capacity (skill) of an 

individual to perform an assigned task or work. E.g., employees' conduct norm is 

more effective and efficient at selecting work methods; (2) intelligence (knowledge), 

especially knowledge in the cognitive field. For example, an employee learns how to 

recognize learning, and how to learn according to existing business needs; (3) 

recognizes the depth of individuals' cognitive and affective abilities. An employee 

who carries out schooling, for example, must accurately and efficiently grasp the 

characteristics and conditions of work; (4) meaning is a quality of conduct believed 

and psychologically integrated into the worker. E.g., employee conduct expectations 

in the fulfillment of their tasks (honesty, openness, democracy, etc.); (5) attitude, 

namely, feeling (happy, uncomfortable) or response to an external stimulus. E.g., 

responses to the economic recession, pay increases; (6) demand (interest) appears to 

be an action. For example, to do a job. 

Besides, competence also has several indicators as follows: (a) individual 

skills, including (1) ability to complete tasks well; (2) ability to solve problems; (3) 

ability to determine priority problems; (4) the ability to provide service information 

(b) knowledge related to work, which includes: (1) the experience and 

understanding of the roles and activities of agency organizations in their respective 
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fields; (3) the knowledge of how relevant and accurate material, resources, and 

techniques can be used; (c) the attitude at work including (1) innovation at work; (2) 

high moral; (3) planning/organization capacity. 

Competence consists of: (1) planning competence, such activities such as 

setting goals, evaluating risks and creating a series of actions to accomplish 

objectives; (2) power competence, actions such as making an effect on others, forcing 

certain actions or taking certain decisions, and providing motivation to move 

towards organizational objectives; (3) leadership abilities, speech skills, listening 

skills; (4) organizational skills, including: empathy, consensus building, networking, 

communication, communication, leadership, crisis management, consideration for 

others, and becoming a team player; (5) competency thought, strategic thinking, 

critical thinking, attention to action, the need for logical skills, the recognition of 

correlations and the development of new ideas; (6) organizational competence, 

which is the capacity to: schedule work, coordinate personnel, conduct work, 

evaluate success and take measured risks; (7) competency in the management of 

human resources, which is the ability in the areas of: team building; commitment 

motivation, talent growth, performance input and diversity appreciation; (8) 

leadership competence, including self-positioning skills, professional growth, 

transformation management, strategic alignment, mission creation, future planning, 

change management and pioneering wellbeing at the workplace; (9) client service 

competence, which is competence in the context of: customer recognition and 

analysis, service and implementation orientation, collaborating with clients; (10) 

Business expertise, which includes: financial management, business decision-making 

capabilities, machine work, business acumen, business decision-making and income-

generating skills; (11) self-management competence, self-motivated competence, 

confidence-building, self-learning, resilience and initiative management; (12) 

technical/operational skill, competence relevant to the execution of office activities, 

dealing with electronic technology, using other tools, showing technical and 

practical knowledge and making use of statistics and numbers (Delany, 2017). 

Individual competence can be defined as (a) intellectual competence is the 

essence of an individual's conduct and behavior, or the will and intellectual ability of 

an individual (maybe in the context of information, abilities, technical 

comprehension, mental understanding, etc.) that are relatively stable when faced 

with challenges in the workplace, arising from the synergy between the nature of the 

work. Internal drive and the ability for qualitative knowledge; (b) Emotional 

maturity is the character of the attitude and actions or the desire and capacity to 

regulate oneself and to consider the world critically and morally, such that the 

emotional pattern is reasonably consistent in coping with issues at the workplace, 

which is shaped by the synergy of self-conceptual characteristics. External 

inspiration, as well as emotional knowledge capabilities; (c) Social competence, is the 

character of attitude and actions or desire and the ability to create cooperative nodes 

with others that are reasonably secure when confronted with problems in the 

workplace that are created by synergies between character, self-concept, internal 
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motivation and capacity for intellectual, social awareness. Thus, competence is a 

collection of knowledge of a person that comes from his/her expertise/skills, 

preparation, and experience so that he/she can carry out his/her duties in a 

competent manner to achieve defined goals that are expressed in his/her awareness, 

talents, interests and skills. 

Employee competence is a need that cannot be negotiated because its 

existence is essential and vital for the achievement of organizational performance. 

Therefore, employee competence needs to be continuously improved, including 

through empowerment programs. For business organizations, employee 

empowerment efforts can be made by direct and indirect supervisors of employees, 

either at the supervisor, manager, or leadership level. Empowerment strategies that 

can be considered to improve employee competence include: 

There is a strengthening of employees' overall competence to solve various 

problems that arise and can meet the organization's actual needs. Competency 

strengthening can be done through various training activities and workshops 

involving experts and providing special rewards for high achieving employees.  

Creation of a culture or organizational climate that allows potential 

employees to develop optimally to support the actualization of their competencies. 

In this context, social interactions and relationships between employees and leaders 

at all levels need to be managed so that employees can calmly, comfortably, and 

freely carry out their roles as members of the organization. This condition will 

encourage employee competence to grow better. 

Provide full support to employees so that they can play their duties and 

actualize their competencies optimally. Support can be done by giving employees 

full autonomy and flexibility to play their roles and responsibilities as employees. 

Encourage employee participation in various organizational activities. At this level, 

employees are given the widest possible opportunity to express their aspirations as 

members of the organization with de facto contributions to the organization. In fact, 

employees also need to be given the freedom to have massive social interactions 

with leadership elements at all levels as a manifestation of their active participation. 

Provide the widest possible access to information to employees. Employees' 

competencies can't be enriched and improved without the supply of new and up-to-

date information, knowledge, and technology. Therefore, the organization needs to 

facilitate employees to get as much information as possible through various possible 

networks. 

Encouraging the growth of innovation among employees by freeing 

employees to develop innovative and creative ideas that can enrich their 

competence. Renewal of approaches, methods, techniques, strategies, or work 

patterns clearly requires the contribution of innovative and creative ideas from 

employees, which can only grow if given opportunities and a conducive atmosphere 

for employees to innovate. Encourage employees to have high accountability. 

Employees must have responsibility for various actions taken as members of the 

organization, which are reported regularly and gradually on a tiered basis to the 
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supervisor. Accountability will encourage employees to have better competence as a 

form of anticipation for fulfilling responsibilities. 

 

D. CONCLUSION 

Organizational performance can be achieved through enrichment and 

enhancement of employee competencies, which can be done through empowerment 

with the following strategies: providing strengthening of employee competencies; 

creating a culture of organizational climate that allows potential employees to 

develop optimally; provide full support to employees so that they can perform their 

duties and actualize their competences optimally; encourage employee participation 

in various organizational activities; provide the widest possible access to information 

for employees; encouraging the growth of innovation among employees by freeing 

employees to come up with innovative and creative ideas that have the potential to 

enrich their competence, and encourage employees to have high accountability. 
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