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 Penelitian ini bertujuan untuk menyelidiki pengaruh gaya kepemimpinan 
dan pemberdayaan terhadap kepuasan kerja dan kinerja di sentra jamu 
tradisional Madura. Studi ini menggunakan kuesioner untuk 
mengumpulkan data dari 69 pekerja. Hasil penelitian menunjukkan bahwa 
gaya kepemimpinan berpengaruh positif dan signifikan terhadap kinerja, 
dengan T-Statistik (3.755) > T-Tabel (1.96). Namun, berdasarkan T-
Statistik (0.843) < T-Tabel (1.96), gaya kepemimpinan tidak memiliki 
dampak signifikan terhadap kepuasan kerja. Sementara itu, T-Statistik 
(11.138) > T-Tabel (1.96) menunjukkan bahwa pemberdayaan memiliki 
pengaruh positif dan signifikan terhadap kinerja. Namun, T-Statistik 
(1.167) < T-Tabel (1.96) menunjukkan bahwa pemberdayaan tidak 
berdampak signifikan pada komitmen. Selain itu, T-Statistik (3.459) > T-
Tabel (1.96) mengindikasikan adanya hubungan positif dan signifikan 
antara kepuasan kerja dan kinerja. Kepuasan kerja berperan sebagai faktor 
mediasi utama dalam pengaruh pemberdayaan terhadap kinerja, tetapi 
tidak menjadi faktor mediasi dalam pengaruh gaya kepemimpinan 
terhadap kinerja. Sentra jamu tradisional di Madura dapat memanfaatkan 
hasil penelitian ini dengan memilih gaya kepemimpinan yang tepat dan 
memberikan wewenang lebih kepada karyawannya. 
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This research aimed to investigate the effects of leadership style and 
empowerment on job satisfaction and performance in Madura's 
traditional jamu centres. The study employed a questionnaire to collect 
data from 69 workers. The findings, with T-Statistics (3.755) > T-Table 
(1.96), demonstrated that leadership style had a favourable and 
substantial impact on performance. However, according to T-Statistics 
(0.843) < T-Table (1.96), leadership style did not significantly impact 
satisfaction. T-Statistics (11.138) exceeded T-Table (1.96), suggesting a 
significant and positive influence of empowerment on performance. T-
Statistics (1.167) revealed that empowerment had no discernible impact 
on commitment. < T-Table 1.96. T-Statistics (3.459) > T-Table (1.96) 
indicates a positive and significant relationship between job satisfaction 
and performance. Job satisfaction was a major mediating factor in the 
effect of empowerment on performance, but it was not a mediating factor 
in the impact of leadership style on performance. Madura's traditional 
jamu centres could benefit from this research by selecting a leadership 
style and giving their staff more authority. 

This is an open access article under the CC BY license. 
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1. INTRODUCTION 

In the business world, leadership style is both one of the most important and least 
understood topics. Across all domains, efficient organizational and social functioning is 
contingent upon the presence of leadership. The Fourth Industrial Revolution demands that 
people develop their management and personal skills in order to become better human 
resources. It will be robots that replace human beings without benefit. 

AlFlayyeh and Alghamdi [1] assert that leadership style is a crucial facet of organizational 
management due to its direct influence on worker productivity and performance. Influence-
producing processes and their outcomes are inherent to leadership [2]. An effective 
management style may reveal how accountable a manager is to his staff [3]. The capacity to 
positively influence others or those in their immediate vicinity to work together toward 
predetermined objectives is referred to as a leadership style [4].  

The ideal degree of employee participation in fostering the company's commercial 
performance is correlated with employee empowerment [5]. Empowering employees improves 
an organization's capacity to identify, nurture, and make use of their abilities. As a result, 
empowerment is seen as a technique for raising worker productivity [6]. Making workers 
autonomous and capable of leading themselves is the goal of employee empowerment [7]. 
According to Rani et al., [8], enhancing employee engagement, enhancing individual 
productivity, and enhancing organisational success are all possible outcomes of empowerment.  

According to Gazi et al., [9], ensuring maximum employee satisfaction is the main goal 
of modern management and all organisations in order to favourably effect high work 
performance. Employees' attitudes and beliefs are influenced by their employment satisfaction, 
which may affect their behavior and connections to the organization [10]. Any industry's total 
productivity depends on job happiness, which is important to both employers and workers. This 
is due to several research' findings that indicate contented workers significantly improve 
businesses [11]. Maintaining job happiness is crucial for enhancing productivity at work [12].  

Workplace variables may impact employee performance, which is a prevalent issue [13]. 
When workers perform well enough to provide good results, it may be considered that they 
work well [14]. Performance is defined as an achievement that workers can exhibit or an 
accomplishment that an individual or organization can achieve, based on certain criteria and 
measurement methods Jatmika and Andarwati [15]. An organization's foundation is mostly 
dependent on its workforce, so it is essential that it look into the elements that lead to excellent 
performance [16].  

Optimising employee performance is crucial in the context of the fourth industrial 
revolution, as it enables small, middle, and large firms (MSMEs) to remain competitive with 
their rivals. Micro, small, and medium businesses (MSMEs) are a crucial component of 
Indonesian culture, and Madura is renowned as a prominent herbal medicine manufacturer in 
Indonesia. Jamu is a kind of indigenous medicine that originated in Indonesia. The majority of 
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these medications are composed of herbal remedies produced from organic sources, including 
roots, bark, flowers, seeds, leaves, and fruit. 

Pamungkas [17], representing the Directorate of Beverage Industry, Tobacco Products, 
and Refreshing Ingredients of the Ministry of Industry of the Republic of Indonesia, said that 
the worldwide sales of herbal products reach an annual value of 60 million US dollars, equal to 
IDR 870 trillion. Presently, the local market has a sales value potential of IDR 20 trillion, while 
the exports for herbal medicines are estimated at IDR 16 trillion. To maintain competitiveness 
in the global market, Indonesia must prioritise the improvement of herbal medicine production. 
Indonesia is confronted with the task of promoting and developing its natural medicine and 
herbal medicine business. If this development is successfully enhanced, it will result in 
significant economic expansion and facilitate the success of small and medium-sized industrial 
players. 

The investigation was carried out at the Jamu Center in Madura, which has extensive 
research scope. Madura Island is a constituent of the East Java Province in Indonesia and is 
renowned for its indigenous medicinal practice known as Jamu Madura. The Madurese people 
have a long-standing tradition of regularly utilizing herbal medicine for health benefits, a 
practice that has been passed down through generations since the time when Madura was a 
kingdom. The significance of this research lies in the influence of the herbal medicine sector 
on commercial competition. It is crucial for organizations to prioritize the evaluation of their 
human resources' performance. The herbal medicine business, which has experienced a surge 
in popularity due to the COVID-19 pandemic, is a potential avenue for enhancing societal well-
being. This research is to evaluate the effects of empowerment and leadership style on worker 
performance among workers in Madura, Indonesia's leading producer of traditional herbal 
medicines, with a focus on job satisfaction as a mediator. 

 
2. METHOD 
2.1. Research Framework 

Empowerment and leadership style affect performance via job satisfaction. Studies in this 
subject show how influences affect the current situation. The descriptive research model, which 
describes specific variables as well as the connections between them, is consistent with this 
research paradigm. Finding the traits of variables connected to circumstances and occurrences 
is the aim. The framework of the research elucidates the connections between the variables that 
require detailed description. The following is the research's framework. 

 

 
Figure 1. Research Framework 
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Three different kinds of variables make up this model: dependent, mediating, and 
independent variables. The independent variable that was selected was leadership style. 
Selecting empowerment as the second independent variable was done. The dependent variable 
that was selected was performance. A mediating variable in the meanwhile is the work 
satisfaction variable. 

 
2.2. Hypothesis 

The hypotheses that resulted from this investigation are as follows: 
a. A leader's style has a big influence on how well their team members perform. This is 

predicated on research conducted. This is based on studies by Agarwal [37], Rahmat et al., 
[38], and Yikwa et al., [39] The findings of this study might provide the basis for 
developing a hypothesis.  
Hypothesis 1: The performance of employees is greatly impacted by a leader's style. 

b. The style of leadership has a big influence on job satisfaction. The study done Ilham [40] 
and Khajeh [41] served as the foundation for this. A hypothesis may be developed based 
on the research's findings.  
Hypothesis 2: Job satisfaction is significantly impacted by a leader's style. 

c. Empowerment has a substantial effect on job satisfaction. This assertion is predicated on 
research conducted by Ameer et al., [42], and Ukil [43]. A hypothesis might be formed in 
light of the study's results.  
Hypothesis 3: Job satisfaction is significantly impacted by empowerment. 

d. Empowerment has a substantial effect on employee performance. This is predicated on 
research conducted by Ekowati et al., [6], Ravisha and Pakkerappa [44]. Based on the 
findings of this study, a hypothesis may be developed. Hypothesis 4: Employee 
performance is significantly impacted by empowerment. 

e. Job satisfaction has a major effect on employee performance. This is based on studies by 
Mubarok et al., [45], Shaju and Subhashini [46], Vrinda and Jacob [47]. Based on the 
findings of this study, a hypothesis may be developed.  
Hypothesis 5: Employee performance is significantly impacted by job satisfaction. 

f. The effect of leadership style on worker performance is moderated by job satisfaction. The 
information provided is derived from the studies conducted by Jameel and Ahmad [48], 
Priarso et al., [49], Sumarno and Ariadi [50]. Based on the findings of this study, it is 
possible to develop a hypothesis.  
Hypothesis 6: Job satisfaction acts as a mediating factor in the link between leadership 
style and worker performance. 

g. Job satisfaction acts as a mediator between empowerment and employee performance. This 
information is derived from a study done by Ölçer and Florescu [51], Putra and Rahyuda 
[52], Sun [53]. Based on the findings of this study, it is possible to develop a hypothesis.  
Hypothesis 7: Job satisfaction acts as a mediating factor in the link between empowerment 
and worker performance. 
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2.3. Types and Sources of Data 
This study's data are primary data, meaning they came straight from the original source. 

Cross-sectional data is the sort of data used in this investigation. Questionnaires are one of the 
data collecting tools. 

 
2.4. Population and Sample 

There were 69 workers at the Madura Traditional Jamu Center that made up the study's 
population. Sugiyono [54] states that the whole population must be used as a sample if the 
sample size is limited. Saturated sampling, or taking a sample from the whole population, is the 
method of sampling that is used. 

 
2.5. Path Diagram Construction 

This research utilized the path diagram construction method. 

 
Figure 2. Path Diagram Design 

 
The equation below represents the measurement model for the variables Leadership Style 

(X1), Empowerment (X2), Job Satisfaction (Y), and Performance (Z). 
 

Table 1. The Equation of Variable Measurement Model 
Variables Indicators of Loading Measurement Model Equation 

Leadership Style (X1) λX1.1 X1.1 = λX1.1 X1.1 + δ1 
λX1.2 X1.2 = λX1.2 X1 .2+ δ2 
λX1.3 X1.3 = λX1.3 X1 .3+ δ3 

Empowerment (X2) λX2.1 X2.1 = λX2.1 X2.1 + δ1 
λX2.2 X2.2 = λX2.2 X2.2 + δ2 
λX2.3 X2.3 = λX2.3 X2.3 + δ3 

Job Satisfaction (Y) λY1.1 Y1.1 = λY1.1 Y1.1 + ε1 
λY1.2 Y1.2 = λY1.2 Y1.2 + ε2 
λY1.3 Y1.3 = λY1.3 Y1.3 + ε3 

Performance (Z) λZ1.1 Z1.1 = λZ1.1 Z1.1 + ε1 
λZ1.2 Z1.2 = λZ1.2 Z1.2 + ε2 
λZ1.3 Z1.3 = λZ1.3 Z1.3 + ε3 

 
2.6 LITERATUR REVIEW  
2.6.1 Leadership Style 

The capacity to persuade a group of people to pursue an agenda item or predetermined 
course of action is known as a leadership style [18]. According to Amegayibor [19] leadership 
style is a relational notion that incorporates both the influencer and the person they are 
influencing. A leadership style is a set of behaviors intended to accomplish certain objectives 
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by fusing individual and organizational aims. A pattern of conduct intended to combine 
individual and organizational aims in order to accomplish certain objectives is referred to as a 
leadership style [20]. 

White and Lippitt [21], assert that there are several varieties of leadership philosophies. 
The three types of leadership styles are:  
a. Autocratic, in which the leader makes all the decisions;  
b. Democratic, in which decisions are made with the group's support and encouragement; and  
c. Laissez-faire, in which the group or an individual has complete autonomy over decision-

making with little to no involvement from the leader. 
 

2.6.2 Empowerment 
Empowerment is the process that enables employees to resolve issues within their own 

purview and authority, make choices, and take command of their own employment, as per 
Longkutoy et al., [22]. Delegating work and using one's ability to make decisions are the first 
steps in the practical and fruitful process of empowering oneself and one's staff to do their best 
[23]. Effective employee empowerment may foster a sense of responsibility and commitment 
among staff members for all choices made [24]. Employees who feel empowered have the inner 
motivation to complete tasks and the independence to work [25]. According to Wen et al., [26] 
there are three signs of empowerment:  
a. Initiative, or the capacity to come up with fresh concepts and methods for accomplishing 

tasks; 
b. Trust, or the conviction that someone is trustworthy; 
c. Responsibility, or acting with a serious attitude or demeanor. 

 
2.6.3 Job Satisfaction 

Job satisfaction is the feeling of contentment or approval from work, according to Helmi 
and Abunar [27]. According to Imran et al., [28], feeling satisfied with the status of their job is 
also a propensity shared by emotional workers. According to Carvalho et al., [29], work 
satisfaction refers to an employee's judgement of how effectively their position fulfills 
significant and constructive requirements. According to Egenius et al., [30], enhancing workers' 
work experiences is necessary to achieve job satisfaction. The following are job satisfaction 
indicators [31]. 
a. Working circumstances, or the environment one is in at work; 
b. Employee relationships, namely the social exchanges that take place at work; 
c. Remuneration, or the appropriateness of the benefits derived from one's labor. 

 
2.6.4 Performance 

Performance, often known as actual performance, refers to an individual's actual 
accomplishments or work performance [32]. However, in practice, performance refers to the 
process of doing the work as well as the final product of the labor [33]. The way workers do 
the tasks given to them and fulfill their obligations is known as employee performance [34]. 
This comprises an individual's ability to produce work that is creative, innovative, or of a 
specific caliber in relation to their duties over a certain amount of time [35]. The following are 
performance indicators [36].  
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a. The outcomes of work, or everything that workers create, are important;  
b. Work process, or how workers go about finishing their job; 
c. Workplace attitude, or the worker's perspective on their job. 

 
3. RESULT AND DISCUSSION  
3.1. Examination of Data 

This research uses a model that is based on research principles for the creation of route 
diagrams. The smartPLS programme was used in the creation of the route diagram for this 
study. The models that were used in this study are listed below: 

 

 
Figure 3. Path Diagram Result 

 
The equation below presents the results of the measurement model for the variables 

Leadership Style (X1), Empowerment (X2), Job Satisfaction (Y), and Performance (Z). 
 

Table 2. The Output of a Variable Measurement Model Equation 
Variables Indicators of Loading Measurement Model Equation 

Leadership Style (X1) λX1.1 X1.1 = λ0.864 X1.1 + δ1 
λX1.2 X1.2 = λ0.855 X1.2 + δ2 
λX1.3 X1.3 = λ0.913 X1.3 + δ3 

Empowerment (X2) λX2.1 X2.1 = λ0.952 X2.1 + δ4 
λX2.2 X2.2 = λ0.940 X2.2 + δ5 
λX2.3 X2.3 = λ0.843 X2.3 + δ6 

Job Satisfaction (Y) λY1.1 Y1.1 = λ0.840 Y1.1 + ε1 
λY1.2 Y1.2 = λ0.931 Y1.2 + ε2 
λY1.3 Y1.3 = λ0.893 Y1.3 + ε3 

Performance (Z) λZ1.1 Z1.1 = λ0.807 Z1.1 + ε4 
λZ1.2 Z1.2 = λ0.782 Z1.2 + ε5 
λZ1.3 Z1.3 = λ0.873 Z1.3 + ε6 

 
3.2. Goodness of Fit Outer Model 

Utilising data analysis methods with SmartPLS, three criteria are used to evaluate the 
outer model: composite reliability, discriminant validity, and convergence validity. We 
evaluate the measurement model's convergence validity using reflexive indicators based on the 
correlation between item scores or component scores obtained using SmartPLS software. When 
the correlation between a reflexive measure and the issue it is assessing is more than 0.70, the 
measure is deemed strong. 
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When an indicator's value is more than 0.70, Ghozali [55]  states that it has strong 
dependability. To retain a loading factor of 0.50 to 0.60 is possible for models that are currently 
in the development stage. Indicators with an outside loading value of less than 0.50 are excluded 
from analysis in accordance with these criteria. 

 
3.2.1. Convergent validity 

Convergent validity evaluates the applicability of a measuring instrument from one 
programme to another based on the anticipation of parallels (convergence). The outer loading 
threshold surpasses 0.50. Convergent validity results are below: 

 
Table 3. Convergent Validity 

Variables Indicators Outer Loading 
Leadership Style (X1) X1.1 0,861 

X1.2 0,857 
X1.3 0,909 

Empowerment (X2) X2.1 0,930 
X2.2 0,936 
X2.3 0,831 

Job Satisfaction (Y) Y1.1 0,832 
Y1.2 0,930 
Y1.3 0,892 

Performance (Z) Z1.1 0,810 
Z1.2 0,784 
Z1.3 0,855 

 
The analysis's results are shown in Table 3. Convergent validity of the external model's 

relationship between constructs and variables is shown by the loading factor values exceeding 
0.50 for all indicators. 

 
3.2.2. Construct Reliability 

Goodness of fit may be assessed using each concept's reliability values and average 
variance extracted (AVE). An average variance extracted (AVE) of more than 0.50, a 
Cronbach's alpha of more than 0.6, and a composite reliability of more than 0.70 are considered 
indicators of good reliability. Table 5 displays the extracted average variance, cronbach alpha, 
and composite reliability. Leadership style, empowerment, job satisfaction, and performance 
indicators are related. 

Table 4. The Construct's Reliability 
Variables Cronbach’s Alpha Composite Reliability AVE 

Leadership Style (X1) 0.851 0.909 0.770 
Empowerment (X2) 0.899 0.937 0.834 
Job Satisfaction (Y) 0.868 0.918 0.790 
Performance (Z) 0.758 0.861 0.675 

 
It is feasible to conclude that any variable structure satisfies the reliable requirement using 

the data in table 5. According to the suggested criteria, this is shown by a Cronbach Alpha of 
more than 0.60, an average variance extracted (AVE) of more than 0.50, and a composite 
reliability value of more than 0.70. 
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3.3. Goodness of Fit Inner Model 
Determine how endogenous variable constructions, significant values, and R-square of 

dependent variables—performance and satisfaction—relate to exogenous variable constructs, 
leadership style and empowerment. This is done by evaluating an inner model, or structural 
model. The structural model evaluation also included structural route parameter coefficient 
relevance. The t-test dependent construct was assessed using modified R-square. The R-square 
test found this: 
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Table 5. R-Square 
  R Square R Square Adjusted 
Job Satisfaction 0,547 0,534 
Performance 0,443 0,417 

 
The data are shown in Table 6, where the corrected R-square value for the satisfaction 

variable is 0.534 and the performance variable is 0.417. The information presented here 
indicates that whereas other factors affected 46.6% of job satisfaction variable, empowerment 
and leadership style variables influenced 53.4% of the variable. Consequently, leadership style, 
empowerment, and work satisfaction variables each have an impact on 41.7% of performance 
variables, whereas other factors have an influence on 58.3% of performance variables alone. 

 
3.4. Causality Test 

A causality test was conducted to assess the magnitude of the impact between 
components, including both direct and indirect effects. The direct influence refers to the 
coefficient of each line with a one-ended arrow. Indirect effects refer to the effects that manifest 
via an intermediary variable. The study indicates that there is both a direct and an indirect 
impact between factors. The analysis findings are considered significant if the T-Statistics value 
is more than the critical T-Table value of 1.96, and if the P-values are less than 0.05. 

 
Table 6. Direct Effect 

 Original 
Sample  

Sample 
Mean  

Standard 
Deviation  

T Statistics  P Values 

Leadership Style -> Performance 0,418 0,433 0,104 4,020 0,000 
Leadership Style -> Job Satisfaction 0,079 0,085 0,096 0,821 0,412 
Empowerment -> Job Satisfaction 0,713 0,719 0,065 10,994 0,000 
Empowerment -> Performance -0,174 -0,163 0,141 1,233 0,218 
Job Satisfaction -> Performance 0,544 0,527 0,150 3,618 0,000 

 
3.4.1. Leadership Style's Impact on Worker Performance 

Research on the direct effect indicates that performance is favourably and considerably 
impacted by leadership style. The analysis's findings indicate that, with a P-Value (0.000) less 
than 0.05, T-Statistics (3.755) beats T-Table (1.96). The results are consistent with research 
published by Rahmat et al., [37], Yikwa et al., [39], and Agarwal [38]. In contrast to previous 
research results, such as the study carried out by Claudia et al., [56], it has been shown that 
leadership style does not significantly affect outcomes. Furthermore, Basit et al., [57] 
discovered that performance is negatively impacted by a leader's style. 

 
3.4.2. Leadership Style's Impact On Job Satisfaction 

Furthermore, the evidence indicates that contentment is not impacted by a leader's style. 
There is a difference in T-statistics (0.843) compared to T-table (1.96), and P-value (0.400) 
above 0.05. The results align with the research Al Jenaibi [58] and Bagis et al., [59], which 
suggest that there is no significant influence of leadership style on job satisfaction. The present 
results are inconsistent with the research conducted by Ilham [40] and Khajeh [41], which 
suggests that job satisfaction is significantly impacted by leadership style. 
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3.4.3. Empowerment's Impact On Job Satisfaction 
Job satisfaction benefits greatly and favourably from empowerment. The study's findings, 

which demonstrate that the T-statistic (11.138) exceeds the T table value (1.96) and the P-value 
(0.000) is less than 0.05, make these determinations evident. The findings align with the study 
conducted by Ameer et al., [42] and Ukil [43], which suggest that empowerment has a positive 
and significant influence on work satisfaction. In contrast to Sulistiono et al., [5] findings, their 
results demonstrate that there is no clear correlation between empowerment and work 
satisfaction. 

 
3.4.4. Empowerment's Impact On Workers' Performance 

According to the analysis's conclusions, performance is not statistically significantly 
impacted by empowerment. This is shown by the P-value (0.244), which is more than the 0.05 
threshold, and the T-statistic (1.167), which is smaller than the crucial T-value. The results are 
in line with the research that Lestari and Yunianto [60] did. According to Lubis et al., [61], 
performance was not significantly affected. The results of this investigation disagree with those 
of the study conducted by by Ekowati et al., [6]. According to Ravisha and Pakkerappa [44], 
empowerment significantly and favourably affects performance. 

 
3.4.5. Job Satisfaction's Impact On Workers' Performance 

Based on the data, performance is positively impacted by job satisfaction. The T-statistics 
(3.459) surpassing the T table value (1.96) and the P-value (0.001) falling below 0.05 
demonstrate this. The findings align with the studies conducted by Mubarok et al., [45], Shaju 
and Subhashini [46], Vrinda and Jacob [47], which concluded that work satisfaction had a 
significant impact on performance. Contrary to the findings of Aristotelin [62], and Zuliani et 
al., [63], which indicate that work happiness does not have a noteworthy impact on 
performance, the present results do not align with their study. 

 
Table 7. Indirect Effect 

 Original 
Sample  

Sample 
Mean  

Standard 
Deviation  

T 
Statistics  

P Values 

Leadership Style -> Performance 0,042 0,038 0,050 0,829 0,407 
Empowerment -> Performance 0,388 0,387 0,119 3,271 0,001 

 
3.4.6. The Relationship Between A Leader's Style And Worker Performance As Mediated 
 By Job Satisfaction 

There is no statistically significant relationship between job satisfaction and leadership 
style performance, according to the examination of indirect effects, or mediation. The analytical 
findings, which have a P-value of 0.407 over the significance threshold (0.05) and a T-statistics 
of 0.829 below the T-table value (1.96) amply demonstrate these conclusions. According to 
these findings, there is little evidence that work satisfaction significantly mediates the link 
between performance and leadership style. Research by Iriani et al., [64], Lestari et al., [65], 
Siswanto et al., [66] is consistent with these findings. The research by Jameel and Ahmad [48], 
Priarso et al., [49], Sumarno and Ariadi [50] suggests that job satisfaction mediates the 
association between performance and leadership style. The results of our study contradict their 
conclusions. 
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4.4.7. The Degree To Which Job Happiness Mediates The Relationship Between Worker 
 Empowerment And Performance 

Furthermore, work satisfaction is positively and significantly impacted by empowerment, 
and this improves mediation effectiveness. T-statistics (3.272) are higher than T-table (1.96), 
and P-value (0.001) is less than 0.05, according the study's results. The results suggest that a 
major moderating factor in the relationship between leadership style and performance is work 
satisfaction. Ölçer and Florescu [51], Putra and Rahyuda [52], Sun [53] have all reached similar 
conclusions. 
 
4. INTRODUCTION 

The findings of the research are detailed below. 
a. One important and positive effect of a leader's style is on performance. 
b. Job satisfaction and leadership style don't statistically significantly correlate. 
c. Empowerment and work satisfaction have a strong and positive relationship. 
d. There's no appreciable impact of empowerment on output. 
e. Job satisfaction and performance have a strong and positive relationship. 
f. Job happiness does not considerably moderate the relationship between leadership style 

and performance. 
h. One of the most significant functions of work satisfaction is to moderate the effect of 

empowerment on output. 
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