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Abstract The purpose of this study was to investigate the effect of empowerment on organizational
commitment and team performance after establishing their relationship through research on
empowerment, organizational commitment, and team performance. The main results were as follows:
First, empirical results showed that organizational commitment and team performance had a significant
influence on the relationship between empowerment and organizational effectiveness. Second, the role
of empowerment The results of this study suggest that empowerment has a positive effect on
organizational commitment and team performance when the perceived fairness perception is high. . In
order for the company to continue to grow, the most important thing is that the cycle of continuous
empowerment of its employees as a human resource is considered as an alternative to sustain the
continuous growth of the organization. To this end, companies offer their future vision and goals that they
can share I think we should continue to pursue changes in the organization. Based on the results of the
study, the implications and limitations of the research and future direction of the research were suggested.
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Fig. 1. Research Modeling
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