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Abstract 
Work Performance is a crucial element in the success of an organization. Work Performance 
is important for an organization because it can contribute to the achievement of 
organizational goals and vision. Good Work Performance not only contributes to productivity 
but also affects various other aspects including work results achieved, work attitudes and 
ethics and the ability to collaborate with coworkers. This study aims to examine, analyze and 
empirically demonstrate the effect of Transformational Leadership, Transactional Leadership 
and Democratic Leadership on Work Performance in the Riau Islands Provincial Government 
Environment with Job Satisfaction as a Mediating variable. Data collection techniques using 
accidental sampling. The sampling technique is based on coincidence, namely anyone who 
accidentally meets the researcher can be used as a sample if the person met is suitable as a 
data source with a total of 386 employees. Data collection was carried out by distributing 
questionnaires online using Smart PLS 3.0. The results of this study indicate that 
Transformational Leadership does not have a significant effect on Work Performance but has 
a significant effect on Job Satisfaction. Transactional Leadership has a significant effect on 
Work Performance but does not have a significant effect on Job Satisfaction. Democratic 
Leadership does not have a significant effect on Work Performance but has a significant effect 
on Job Satisfaction. Meanwhile, Job Satisfaction has a significant influence on Work 
Performance. In this study, it can be concluded that Transactional Leadership is the most 
important factor on Work Performance and Transformational Leadership and Democratic 
Leadership are the most important factors on Job Satisfaction. Factors that can affect Work 
Performance must always be considered and evaluated periodically so that employee 
productivity in working continues to increase. Organizations must also implement optimal 
human resource management to maintain employee loyalty and integrity. 
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Introduction 
Work Performance is important and is the key to the success of an organization (Saraswati & 
Pertiwi, 2020). The root problems of human resource management are training and / or 
development, rewards, job analysis, social support, recruitment and / or selection, employee 
empowerment, and employee satisfaction that has not been maximized including the Work 
Performance itself (Tafese Keltu, 2024).Furthermore, according to Koopmans et al. 
(2011)Work performance is an issue that not only attracts the attention of organizations 
around the world but also encourages thorough research in the fields of Work Management, 
Organizational Behavior, and Organizational Psychology. 

 
Job Satisfaction is also an important dimension for organizations, without Job 

Satisfaction in organizational members it will affect the achievement of personal 
performance, group performance and organizational performance (Andika Rindi, 2019). 
Likewise, conveyed by Long (2014), which states Job Satisfaction is a very complex and 
important factor. The same thing was also conveyed by Liu et al. (2023) who said Job 
Satisfaction is the main indicator of well-being and is considered the key to well-being. 

 
In organizations, leaders play a central role because they directly or indirectly influence 

employee attitudes and behaviors (Lee et al., 2023). According to Ansari et al. (2024) 
Leadership is critical to the success and progress of an organization, although leadership 
approaches and styles differ from one leader to another based on the prevailing situational 
approach. Chintkuntla (2015) argues that widely the leadership style also known as 
Transformational Leadership and Transactional Leadership is being investigated for its 
relationship with Work Performance. Transformational Leadership relates a close relationship 
between leaders and employees, a close relationship between leaders and employees can 
influence employees to follow superior orders willingly (Burhanudin & Saputri, 2023). 
Transactional Leadership fosters and improves employee performance through a system of 
rewards and sanctions (Lee et al., 2023). It is said by Landmann & Vollan, (2024) The public's 
view of Democratic Leadership is an individual leader who has intrinsic motivation and favors 
employees or the community. 

 
This study aims to analyze the effect of Transformational Leadership, Transactional 

Leadership and Democratic Leadership variables on Work Performance through Job 
Satisfaction on employees in the Riau Islands Provincial Government as the object. 

 
Literature Review 
Leadership 
Leadership is a concept that encompasses a person's ability to influence, inspire, and direct 
others in achieving a common goal. In general, leadership involves the process of interaction 
between leadership and employees, where the leader plays a role in providing direction and 
motivation to achieve the desired results. Organizations today need leaders who are able to 
form a vision of the future, strategic planning in developing and managing change, and 
avoiding crises to keep up with modern developments and trends in mastering information 
and communication technology (Asep Rahmatullah et al., 2022).Leadership philosophy varies 
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between cultures and times, leadership skills are needed to face the changing times known 
as leadership 4.0 (Haleem et al., 2024). According to (Long, 2014) Leaders must provide 
continuous motivation to employees through increased appreciation and participation as a 
way of recognizing their performance. 
 
Transformational Leadership 
Transformational Leadership is leadership that aims to inspire, motivate, and develop the 
potential of team members. According to Klein (2023) leaders who have a transformational 
spirit highlight their charisma and personal branding and intellectual personality to persuade 
employees to do what they want to achieve organizational goals more than their own 
interests. Transformational Leadership is no longer new in change management, although the 
practice is still receiving attention, organizations still fail to understand and explain how 
leaders can encourage, inspire, and motivate employees to innovate and create changes that 
will help and shape the future success of the organization (Salau et al., 
2018).Transformational Leadership is effective for individuals and organizations (Njaramba, 
2024). The benefits of Transformational Leadership for individuals are to improve 
psychological well-being for the person who applies it (Kelloway et al., 2012). 
 
Transactional Leadership 
Transactional Leadership is leadership that uses rewards and punishments to motivate and 
encourage subordinate compliance with superiors. This leadership is also known as 
managerial leadership. Transactional Leadership has been at the forefront of leadership 
literature for the past 2 (two) decades (Cho et al., 2019). Eliyana et al. (2019) stated that 
leaders who have a transactional spirit will give direct rewards to outstanding employees, 
monitor their work, and give warnings and punishments to employees who deviate from 
established operational standards. Added by Mekpor and Dartey-Baah (2017), transactional 
Leadership is known as managerial leadership, which prioritizes the following on supervising, 
organizing, assigning, controlling and monitoring the performance of each employee. 
 
Democratic Leadership 
Democratic Leadership is leadership that prioritizes participation and collaboration between 
leaders and subordinates. Democratic Leadership involves team members in decision-making 
and policy making. The correct application of Democratic Leadership can create an inclusive 
work environment and support collective growth. According to (Landmann & Vollan, 2024b), 
public views of democratic leaders vary, ranging from intrinsically motivated individuals to 
self-interested abuse and nepotism. Added by Agustin et al. (2022) that Democratic 
Leadership in improving Work Performance is influenced by several indicators, namely joint 
decision making, providing motivation, respecting opinions, and working together. 
 
Work Performance 
Work Performance is the result of work achieved by an employee in carrying out his duties 
and responsibilities. Work Performance is a reflection of employee dedication and 
contribution in achieving organizational goals. Work Performance can be measured based on 
several things such as target achievement, productivity levels, quality of work results and the 
ability to collaborate in teams. According to Hatidah Hatidah and Agung Indriansyah (2022), 
Work Performance can be seen as a process in carrying out a job to achieve work results. In 
addition, Work Performance can also be interpreted as a multidimensional foundation that 
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shows how well employees carry out their duties, the initiative taken and the innovation 
shown in solving a problem (Rothman & Coetzer, 2003). Employee personality is a major 
factor in Work Performance. A good employee is an employee who can show and build 
personal character and can solve the work problems faced. Work Performance is an important 
factor in increasing income, career opportunities, psychological needs, and well-being. 

 
Job Satisfaction 
Job Satisfaction is a positive emotional attitude towards work, which can be reflected in 
behavior, morale, and work performance. Job Satisfaction can be influenced by various 
factors, both internal and external. Job Satisfaction can be reflected in work morale, 
discipline, motivation, productivity, achievement and high work performance. Job 
Satisfaction is the result of employees' views on how well their work and can provide things 
that are considered important to the organization (Robbins & Judge, 2008). Added by 
Muayyad and Gawi (2017), Job Satisfaction can be interpreted as a match between one's 
expectations that arise and what is obtained in the work process. In other words, Job 
Satisfaction is an emotional condition experienced by individuals in the context of work, 
reflecting positive or negative feelings about the work they do. 
 
Influence between Variables 
Transformational Leadership and Job Satisfaction 
Transformational Leadership is the process of involvement between a person and others, thus 
creating a relationship to increase motivation and morale between leaders and followers 
(Nguyen et al., 2023). Leaders who have good relationships and communication, as well as a 
fair nature coupled with the salary given according to the workload will have an impact on 
Job Satisfaction (Suhirno et al., 2023). It is said by Qoim et al. (2023) Transformational 
Leadership is predicted to increase Job Satisfaction. Transformational Leadership has a direct 
and very significant effect on Job Satisfaction (Eliyana et al., 2019). Salau et al. (2018) in his 
research argues the same that Transformational Leadership has a significant and positive 
impact on Job Satisfaction. So, the hypothesis in this study is: 
H1: Transformational Leadership has a significant effect on Job Satisfaction. 
 
Transactional Leadership and Job Satisfaction 
Nguyen et al. (2023) explain Transactional Leadership occurs when there is interaction 
between one person and another for the purpose of exchanging valuables without pursuing 
higher goals. Transactional leaders utilize social behavior to encourage subordinates to fulfill 
their responsibilities and understand their needs and will be rewarded if they are able to 
complete their work (Lee et al., 2023). Furthermore, Transactional Leadership depends on 
external elements that can affect the leadership style itself, including the exchange of rewards 
between superiors and subordinates (Klein, 2023). This is also supported by Lim et al. (2019) 
who explain that leaders who apply a transactional style make agreements with their 
subordinates through exchange and bargaining so as to create Job Satisfaction. Therefore, 
according to Mihalcea, (2014) Transactional Leadership is largely related to Job Satisfaction 
which clearly provides rewards depending on employee performance. From the above, it can 
be concluded that Transactional Leadership has a positive influence on Job Satisfaction 
(Angriani et al., 2020). So, the hypothesis in this study is: 
H2: Transactional Leadership has a significant effect on Job Satisfaction. 
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Democratic Leadership and Job Satisfaction 
Landmann and Vollan, (2024) mentioned, Democratic Leadership requires leaders with high 
motivation to be able to serve their constituents. Where many opinions state that democratic 
leaders are more effective and efficient in implementing innovation and supporting 
organizational goals (Jaboob et al., 2023). A leadership style in which there is Democratic 
Leadership can increase employee agility through its advantages, thereby increasing Job 
Satisfaction (Ansari et al., 2024). Democratic leaders have a positive impact on Work 
Performance and Job Satisfaction (Qtait, 2023). It is also in line with what was conveyed by 
Safrida et al. (2023), Democratic Leadership, work discipline, Work Performance and work 
results show that there is a positive and significant relationship with motivation and Job 
Satisfaction. So, the hypothesis in this study is: 
H3: Democratic Leadership has a significant effect on Job Satisfaction. 
 
Job Satisfaction and Work Performance 
Job Satisfaction and work engagement are the main parameters of well-being and are 
considered the gateway to well-being for employees to devote themselves and improve work 
performance (Liu et al., 2023). Employees who rate themselves as poor performers and have 
their work revised by their leaders tend to have low Job Satisfaction and high job stress (Majid 
et al., 2024). Job Satisfaction and work performance are formed from many variables and are 
interpreted through several dimensions and levels of employees and in all aspects of work life 
(Egemen, 2024). Job Satisfaction has a positive effect on contextual performance (Xiao et al., 
2024). Added by Tafese Keltu (2024), training, career development, counseling, teamwork 
and Job Satisfaction have a significant effect on Work Performance. So, the hypothesis in this 
study is: 
H4: Job Satisfaction has a significant effect on Work Performance. 
 
Transformational Leadership and Work Performance 
Pham et al. (2024) in their research stated that leaders are considered transformative when 
they can comprehensively increase values and motivation as well as collaboration at work. 
There is a relationship between leadership and employee work performance, especially for 
the Transformational Leadership style (Al-amin, 2017). The more effective the leader who has 
a transformational leadership style, the more employee Work Performance and 
organizational Work Performance will increase and be sustainable (Asep Rahmatullah et al., 
2022). According to Lim et al. (2019) Transformational Leadership directly affects employee 
Work Performance. Furthermore, Saif et al. (2024) explained that there is a direct relationship 
between Transformational Leadership and innovative employee work behavior and 
significant Work Performance. So, the hypothesis in this study is: 
H5: Transformational Leadership has a significant effect on Work Performance. 
 
Transactional Leadership and Work Performance 
Abdelwahed et al. (2023) The concept of Transactional Leadership is based on the general 
flow of action, but the word "transactional" describes that leaders basically encourage 
exchange between superiors and subordinates through rewards. The nature of Transactional 
Leadership is goal-oriented and focuses on the expectations and positive achievements of 
employees to get higher Work Performance (Ejere & Abasilim, 2013). Added by Gemeda and 
Lee (2020), Transactional Leadership is a constructive style labeled "contingent rewards" and 
corrective labeled "management by exception". The potential for emotional intelligence of 
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Transformational Leadership, and Transactional Leadership affects the performance of 
individual employees (Lee et al., 2023). Furthermore, Lee et al. (2023) said that empirical 
results revealed that each leadership style including the Transactional Leadership style has a 
direct, significant, and positive relationship with individual employee performance. So, the 
hypothesis in this study is: 
H6: Transactional Leadership has a significant effect on Work Performance. 
 
Democratic Leadership and Work Performance 
Bjoergo (2023) Governance theory states that the quality of democracy is interactive so that 
it must be implemented by applying a series of democratically selected standards. Added by 
Provenzano and Seminara (2024) The relationship between society, public institutions and 
the natural environment is seen from a democratic approach. Democratic Leadership 
describes openness and caring, as well as leadership which focus on 
subordinates/employees (Peña et al., 2023). Democratization emphasizes the value base of 
leadership practices whose process creates social justice, empowerment of the people and 
community (Moller, 2010). Anggraeni and Sumartik (2023) concluded that Democratic 
Leadership has the power to motivate employees to improve Work Performance. Therefore, 
according to Nugraha et al. (2023) Democratic Leadership has a significant effect on employee 
Work Performance. So, the hypothesis in this study is:  
H7: Democratic Leadership has a significant effect on Work Performance. 
 
Job Satisfaction Mediating Transformational Leadership on Work Performance 
Different leadership patterns play different roles in influencing Job Satisfaction (Al-edenat, 
2018). According to Dong et al. (2021) Job Performance is a behavior that helps employees to 
perform tasks and provide jobs in the long term. In the study, leaders who implement 
Transformational Leadership practices with their positive influence create conditions where 
employees feel satisfied in various aspects that involve their emotions when doing a job 
(Septyorini et al., 2024). In its development, research conducted by Chi et al. (2023) has 
explored the close relationship between Transformational Leadership, Job Satisfaction and 
Work Performance. So, the hypothesis in this study is: 
H8: Job Satisfaction has a significant influence in mediating Transformational Leadership on 
Work Performance. 
 
Job Satisfaction Mediating Transactional Leadership on Work Performance 
According to Torlak and Kuzey (2019) A leader is expected to play an important role in 
achieving goals and encouraging Work Performance by satisfying the work of his employees. 
Employees with a high level of satisfaction show a positive attitude towards their work, 
conversely employees who are dissatisfied with their work will show a negative attitude 
towards their work (Syabarrudin et al., 2020). According to Angriani et al. (2020), 
transactional leadership has definite information about what is needed by its employees. 
Because leaders in this case will provide many benefits if their subordinates perform well. 
Therefore, according to Lan et al. (2019), Job Satisfaction is very important to enable an 
employee to bring out their maximum abilities in work. In the same study, Transactional 
Leadership has a positive influence on Job Satisfaction. So, the hypothesis in this study is: 
H9: Job Satisfaction has a significant influence in mediating Transactional Leadership 
on Work Performance. 
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Job Satisfaction Mediating Democratic Leadership on Work Performance 
Rai et al. (2020) have tested the impact of Job Satisfaction and Democratic Leadership style 
on Work Performance and organizational commitment. The higher the level of employee 
work stress, the lower the employee's Job Satisfaction (Setyaningrum & Ekhsan, 2021). The 
results of the study showed that Job Satisfaction and Democratic Leadership have a significant 
positive effect on Work Performance and organizational commitment (Rai et al., 2020). This 
is in line with the opinion of (Setyaningrum & Ekhsan, 2021) which states that Democratic 
Leadership has a positive and direct effect on Job Satisfaction, the better the leader is in 
leading the organization, the more employees feel satisfied and the more employee Work 
Performance increases. So, the hypothesis in this study is: 
H10: Job Satisfaction has a significant influence in mediating Democratic Leadership on Work 
Performance. 
 

 
 
Figure 1. Conceptual Framework 

 
Research Methodology 
Based on the characteristics of the problem, this study can be categorized as causal-
comparative research and descriptive research Sugiyono (2016). The population used in this 
study were Civil Servants in the Riau Islands Provincial Government, with the target 
population being all Civil Servants other than Educators and High-Level Officials totaling 2800 
people. The sample to be used was 386 Civil Servants working in the Riau Islands Provincial 
Government. The sample size was obtained based on the calculation of the Slovin formula 
with a Margin of Error of 5% (Sulistiyowati, 2017). Sugiyono (2016) stated that Respondents 
were selected using the accidental sampling technique, namely sampling based on 
coincidence, which means that anyone who happens to meet the researcher can be used as 
a sample if the person is considered suitable as a source of information. The questionnaire 
will be converted to Google Form to facilitate the research. The type of questionnaire used is 
closed so that respondents only have to choose the answer directly. Next, the data collected 
will be analyzed using data analysis techniques using the Smart PLS 3.0 application. 
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Results and Discussions 
The respondent data collected were 386 respondents. Based on gender, 200 respondents or 
51.8% of respondents were male and 186 respondents or 48.2% of respondents were female. 
Based on their last education, 45 respondents or 11.7% of respondents had a high school 
(SMA) or equivalent education background, 46 respondents or 11.9% of respondents had a 
Diploma 3 (D-3) education background, 237 respondents or 61.4% of respondents had a 
Bachelor's degree (S-1) or equivalent education background, 54 respondents or 14% of 
respondents had a Master's degree (S-2) education background and 4 respondents or 1% of 
respondents had a Master's degree (S-3) education background. Based on age, 24 
respondents or 6.2% of respondents were aged 20-29 years, 135 respondents or 35% those 
aged 30-39 years, 189 respondents or 49% of respondents aged 40-49 years and 38 
respondents or 9.8% of respondents aged 51 years and over. 
 
Table 1 
Constructs Reliability and Validity Values 

No Variables Outer 
Loadings 

AVE Composite 
Reliability 

Cronbach's 
alpha 

1 Transformational Leadership  0.632 0.939 0.927 

 TFL1 0.761    

 TFL2 0.819    

 TFL3 0.820    

 TFL4 0.819    

 TFL5 0.791    

 TFL6 0.801    

 TFL7 0.797    

 TFL8 0.790    

 TFL9 0.753    

2 Transactional Leadership  0.623 0.868 0.798 

 TLS1 0.713    

 TLS2 0.848    

 TLS3 0.799    

 TLS4 0.792    

3 Democratic Leadership  0.672 0.924 0.902 

 DMC1 0.711    

 DMC2 0.812    

 DMC3 0.889    

 DMC4 0.806    

 DMC5 0.838    

 DMC6 0.850    

4 Work Performance  0.675 0.893 0.840 

 WF1 0.831    

 WF2 0.789    

 WF3 0.824    

 WF4 0.842    

5 Job Satisfaction  0.684 0.896 0.846 

 JS1 0.811    

 JS2 0.819    

 JS3 0.840    
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Validity Test Results 
To see a variable is said to be Valid if the Average Variance Extracted (AVE) value ≥ 0.50. The 
Transformational Leadership variable shows an AVE value of 0.632. The Transactional 
Leadership variable shows an AVE value of 0.623. The Democratic Leadership variable shows 
an AVE value of 0.672. The Work Performance variable shows an AVE value of 0.675 and the 
Job Satisfaction variable shows an AVE value of 0.684. So, it can be interpreted that all 
indicators of each variable in this study are included in the valid category. 
 
Reliability Test Results 
To see an indicator is said to be Reliable if the Composite Reliability and Cronbach's alpha 
values ≥ 0.70. The Transformational Leadership variable shows a Composite Reliability value 
of 0.939 and a Cronbach's alpha value of 0.927. The Transactional Leadership variable shows 
a Composite Reliability value of 0.868 and a Cronbach's alpha value of 0.798. The Democratic 
Leadership variable shows a Composite Reliability value of 0.924 and a Cronbach's alpha value 
of 0.902. The Work Performance variable shows a Composite Reliability value of 0.893 and a 
Cronbach's alpha value of 0.840 and the Job Satisfaction variable shows a Composite 
Reliability value of 0.896 and a Cronbach's alpha value of 0.846. So, it can be interpreted that 
all indicators of each variable in this study are able to accurately, consistently and precisely 
make measurements (reliable). 
 
Model Feasibility Test Results 
For the next assessment is the Goodness of Fit Model assessment which is carried out to 
ensure the suitability of the structural model (Marko Sarstedt & Christian Ringle, 2021). This 
assessment consists of the Coefficients of determination or what can be called R-Square (R2) 
Adjusted and the Quality Index Test. 
 
Table 2 
Goodness of Fit Model Test Results 

Variables AVE R2 Adjusted 

Transformational Leadership(X1) 0.632  

Transactional Leadership(X2) 0.623  

Democratic Leadership(X3) 0.672  

Work Performance(Y) 0.675 0.422 

Job Satisfaction(Z) 0.684 0.539 

Mean Score 0.650 0.480 

AVE × R2  0.328 

GoF = √(AVE×R2)  0.573 

Q-Square (Q2) = 1 – [(1 – R21) x (1 – R22)]  0.733 

 
Coefficients of determination (R-Square R2) 
Coefficients of determinationR2 explains the extent to which the predictive accuracy of the 
independent variable is able to explain the variation of the dependent variable. In general, 
there are three assessment categories related to R2, namely, R2> 0.67 = strong, R2> 0.33 = 
moderate, and R2> 0.19 = weak (Chin & Newsted, 1998). Based on the table, it can be seen 
that the Adjusted R2 value for the Work Performance variable is 0.422 or 42.2%, and the 
Adjusted R2 for the Job Satisfaction variable is 0.539 or 53.9%. So, it can be concluded that 
the relationship between these variables is included in the Moderate category. To calculate 
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the combined contribution of AVE and R², we can use the AVE × R² value. For Work 
Performance, the AVE × R² value is 0.675 × 0.422 = 0.288, while for Job Satisfaction, the result 
is 0.684 × 0.539 = 0.368. The average of the AVE × R² calculation results is 0.328, which 
provides an indication of the strength of the relationship between the construct and the 
dependent variable. In addition, to assess the overall Goodness of Fit (GoF) of the model, the 
square root of the average AVE × R² was calculated, which resulted in a GoF value of 0.573. 
This value indicates that the model has a fairly good fit in explaining the relationship between 
variables (Putri et al., 2024). The model shows predictive accuracy.  
 
Predictive Relevance (Q-Square Q2) 
Predictive RelevanceQ2 measures how well the observed values are generated by the model 
and also the estimates.parameters. If the Q2 value > 0 indicates the model has predictive 
relevance. The assessment categories related to Q2 are, Q2 > 0.35 = strong, Q2 < 0.35 = 
medium, and Q2 < 0.15 = weak. 
Q2=1− [(1−0.422) (1−0.539)] Q2=1− [(1−0.422) (1−0.539)] 
(1−0.422=0.578) (1−0.422=0.578) 
(1−0.539=0.461) (1−0.539=0.461) 
(0.266918) (0.266918) 
Q=1−0.266918 Q=1−0.266918 Q=1−0.266918=0.733082 Q=1−0.266918=0.733082 Q2=0.733 
The calculation results show a Q2 value of 0.733 or 73.3%, it can be concluded that this 
research model has a very good fit because it is close to 100%. The model has predictive 
relevance. 
 

 
 
Figure 2. Testing Model 
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Direct Effect Hypothesis Testing 
The significance measure of hypothesis support can be used by comparison if the T-value 
Statistics≥ 1.64 and P-value < 0.05. 
 
Table 3 
Path Coefficients 

 
 
Transformational Leadership does not have a significant effect on Work Performance (X1>Y) 
The Transformational Leadership variable does not have a significant effect on the Work 
Performance variable. This can be seen from the P-value of 0.266 (P-value <0.05) and the T-
statistics value of 1.114 (T-statistics ≥ 1.64). This result is inconsistent with the research of Al-
amin (2017) which states that Transformational Leadership has a positive effect on Work 
Performance, and research (Qtait, 2023) also states that Transformational Leadership has a 
positive impact on Work Performance. The reason why Transformational Leadership does not 
have a significant effect on Work Performance is that Transformational Leadership is often 
considered an effective approach to improving employee performance, but intrinsic 
motivation is more dominant in influencing Work Performance. Lack of employee 
commitment and feeling ignored and unable to respond well to this leadership style causes a 
less significant effect (Ajie Mutiara & Ni Wayan, 2017). 
 
Transformational Leadership has a significant effect on Job Satisfaction (X1>Z) 
The Transformational Leadership variable has a significant influence on the Job Satisfaction 
variable. This can be seen from the P-value of 0.001 (P-value <0.05) and the T-statistics value 
of 3.384 (T-statistics ≥ 1.64). Employees feel satisfied with being given the opportunity to do 
something according to their abilities because the leader assesses that each individual has 
different abilities. This result is consistent with the research of Suhirno et al. (2023) which 
states that Transformational Leadership has a direct positive and significant effect on Job 
Satisfaction. This means that with the Transformational Leadership carried out by the leader, 
it is predicted that it can increase employee Job Satisfaction in the Riau Islands Provincial 
Government Environment. The reasons that cause the significant influence of 
Transformational Leadership to Job Satisfaction, that is its effective implementation by 
leaders and good response by employees, Transformational Leadership is able to increase 
employee Job Satisfaction. In addition, Transformational Leadership is able to build trust 

 

Table 3. Path Coefficients 
 

No Variables P-Values T-Statistic Information 

 

 

 

Job Satisfaction(Z) 

 

> Work Performance(Y) 
 

 

 

 

 

> Job Satisfaction(Z) 

 

> Work Performance(Y) 

1 
Transformational Leadership (X1)> 

0.266 
Work Performance(Y) 

1,114 
Not 

Significant 

2 
Transformational Leadership (X1)> 

0.001 3,384 Significant 

3 
Transactional Leadership (X2) 

0.042 2,035 Significant 

4
 

Transactional Leadership (X2) 
0.539 

> Job Satisfaction(Z) 

5
 

Democratic Leadership (X3) 
0.746 

> Work Performance(Y) 

0.615 

 

0.325 

Not 

Significan

t No 
Significant 

6 
Democratic Leadership (X3) 

0,000 5,340 Significant 

7 
Job Satisfaction(Z) 

0,000 5,740 Significant 
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between leaders and subordinates (Gillespie & Mann, 2004). When employees feel 
appreciated and supported by their leaders, they tend to feel more satisfied with their jobs. 
 
Transactional Leadership has a significant effect on Work Performance (X2>Y) 
Transactional Leadership variable has a significant influence on Work Performance variable. 
This can be seen from the P-value of 0.042 (P-value <0.05) and the T-statistics value of 2.035 
(T-statistics ≥ 1.64). Employees must have extensive knowledge such as skills and abilities 
because leaders help employees in their work with the intention of getting the expected 
feedback. This result is consistent with the research of Lee et al. (2023) which states that 
empirical results show that Transactional Leadership has a direct, significant, and positive 
relationship with Work Performance. This means that with the existence of Transactional 
Leadership carried out by leaders, it is predicted that it can increase the Work Performance 
of employees in the Riau Islands Provincial Government Environment. The reason that causes 
a significant influence between Transactional Leadership and Work Performance is that 
Transactional Leadership can increase employee motivation by providing rewards that are in 
accordance with work results (Kartawidjaja, 2021). This creates a competitive work 
environment and encourages employees to achieve better performance. 
 
Transactional Leadership does not have a significant effect on Job Satisfaction (X2>Z) 
The Transactional Leadership variable does not have a significant effect on the Job 
Satisfaction variable. This can be seen from the P-value of 0.539 (P-value <0.05) and the T-
statistics value of 0.615 (T-statistics ≥ 1.64). This result is inconsistent with the research of Lan 
et al. (2019) which states that Transactional Leadership has a positive effect on Job 
Satisfaction. The reason why Transactional Leadership does not have a significant effect on 
Job Satisfaction is that Transactional Leadership emphasizes a reward and punishment system 
to motivate employees. Leaders only give awards based on work results without considering 
other factors such as the emotional and professional needs of employees, so that Job 
Satisfaction is neglected (Jurnal et al., 2023). Employees feel that they are only valued based 
on results, not the efforts or processes they go through. 
 
Democratic Leadership does not have a significant effect on Work Performance (X3>Y) 
The Democratic Leadership variable does not have a significant effect on the Work 
Performance variable. This can be seen from the P-value of 0.746 (P-value <0.05) and the T-
statistics value of 0.325 (T-statistics ≥ 1.64). This result is inconsistent with the research of 
Anggraeni and Sumartik (2023) which stated that Democratic Leadership has a significant 
(simultaneous) effect on Work Performance and is also inconsistent with the research of 
Safrida et al. (2023) which stated that the Democratic Leadership variable has been proven to 
have a positive and significant effect on Work Performance. There are several reasons why 
Democratic Leadership does not have a significant effect on Work Performance, namely due 
to Inconsistent Participation. Although Democratic Leadership involves employee 
participation in decision-making, not all employees feel involved or agree with the process 
(Mirsa et al., 2024). The level of participation can reduce work motivation and ultimately 
affect Work Performance. 
 
Democratic Leadership has a significant effect on Job Satisfaction (X3>Z) 
The Democratic Leadership variable has a significant influence on the Job Satisfaction 
variable. This can be seen from the P-value of 0.000 (P-value <0.05) and the T-statistics value 
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of 5.340 (T-statistics ≥ 1.64). Employees feel satisfied with the opportunity to be promoted at 
every level of position because the leadership believes that everyone is basically competent 
and if given a task will do it well. This result is consistent with the research of Safrida et al. 
(2023) which states that high Democratic Leadership will increase Job Satisfaction. This means 
that with the existence of Democratic Leadership carried out by the leadership, it is predicted 
that it can increase the Job Satisfaction of employees in the Riau Islands Provincial 
Government. The reason that causes the significant influence of Democratic Leadership on 
Job Satisfaction is open communication implemented by the leadership. Employees who can 
communicate freely about ideas, problems, and feedback feel more comfortable in the 
workplace. Good communication also helps build trust between superiors and subordinates 
to create a positive work environment and job satisfaction (Najih, 2017). 
 
Job Satisfaction has a significant effect on Work Performance (Z>Y) 
The Job Satisfaction variable has a significant influence on the Work Performance variable. 
This can be seen from the P-value of 0.000 (P-value <0.05) and the T-statistics value of 5.740 
(T- statistics ≥ 1.64). If employees feel satisfied because of the togetherness between 
coworkers and the conditions of the work environment, it can have a positive influence and 
impact on others, both in service in the organization and society in general. This result is 
consistent with the research of Safrida et al. (2023) which states that good Job Satisfaction 
will increase Work Performance. This means that with Job Satisfaction carried out by the 
leadership, it is predicted that it can increase the Work Performance of employees in the Riau 
Islands Provincial Government Environment. There are several things that cause a significant 
influence of Job Satisfaction on Work Performance, namely there is a direct relationship 
between Job Satisfaction and Work Performance. When employees are satisfied with their 
jobs, they tend to show better Work Performance (Buntaran et al., 2019). This happens 
because Job Satisfaction increases employee motivation and commitment to achieve 
organizational goals. 
 
Indirect Effect Hypothesis Testing 
The significance measure of hypothesis support can be used by comparison if the T-value 
Statistics ≥ 1.64 and P-value < 0.05. 

 
Table 4 
Specific Indirect Effects 

No Variables P-Values T-Statistic Information 

1 
Transformational Leadership (X1) 
> Job Satisfaction (Z) 
> Work Performance (Y) 

0,005 2.819 Significant 

2 
Transactional Leadership (X2) 
> Job Satisfaction (Z) 
> Work Performance (Y) 

0,549 0,599 
No  

Significant 

3 
Democratic Leadership (X3) 
> Job Satisfaction (Z) 
> Work Performance (Y) 

0,000 4,308 Significant 
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Job Satisfaction can mediate between Transformational Leadership and Work Performance 
Job Satisfaction variable can mediate between Transformational Leadership and Work 
Performance. This can be seen from the P-value of 0.005 (P-value <0.05) and the T-statistics 
value of 2.819 (T-statistics ≥ 1.64). This means that Job Satisfaction can mediate the influence 
between Transformational Leadership and Work Performance of employees in the Riau 
Islands Provincial Government. This result is consistent with the research of Angriani et al. 
(2020) which states that the Transformational Leadership variable has a significant effect on 
Work Performance through Job Satisfaction, as well as the research of Qoim et al. (2023) 
which also states that Job Satisfaction is able to fully mediate the relationship between 
Transformational Leadership and Work Performance. The reason why Job Satisfaction can 
mediate between Transformational Leadership and Work Performance is that Job Satisfaction 
has a positive relationship with Work Performance. When employees feel satisfied with their 
jobs, they tend to do their jobs better and more dedicatedly, which ultimately improves their 
overall performance as indicated by Transformational Leadership (Ekonomi & Borobudur, 
2015). In addition, Transformational Leadership is characterized by four main elements, 
namely vision, inspiration, behavioral models, and personal growth. When leaders practice it, 
employees tend to feel motivated and mobilized to achieve common goals, which contributes 
to increased Job Satisfaction and Work Performance. 
 
Job Satisfaction cannot mediate Transactional Leadership with Work Performance 
Job Satisfaction variable cannot mediate between Transactional Leadership and Work 
Performance. This can be seen from the P-value of 0.549 (P-value > 0.05) and the T-statistics 
value of 0.599 (T-statistics ≤ 1.64). This means that Job Satisfaction cannot mediate the 
influence between Transactional Leadership and Work Performance. This result is consistent 
with research (Angriani et al., 2020) which states that Job Satisfaction cannot mediate the 
influence between Transactional Leadership and Work Performance but is inconsistent with 
research by Qoim et al. (2023) which states that Job Satisfaction is able to fully mediate the 
relationship between Transactional Leadership and Work Performance. The reason why Job 
Satisfaction cannot mediate Transactional Leadership with Work Performance is that 
Transactional Leadership focuses too much on the exchange relationship between leaders 
and subordinates, where rewards are given for good Work Performance (Waluyo & Jati, 
2018). If the relationship is too transactionally focused, it does not leave room for the intrinsic 
motivation needed to improve overall Work Performance. 
 
Job Satisfactioncan mediate between Democratic Leadership and Work Performance 
Job Satisfaction variable can mediate between Democratic Leadership and Work 
Performance. This can be seen from the P-value of 0.000 (P-value <0.05) and the T-statistics 
value of 4.308 (T-statistics ≥ 1.64). This means that Job Satisfaction can mediate the influence 
between Democratic Leadership and Work Performance of employees in the Riau Islands 
Provincial Government. This result is inconsistent with Ahmadi's research (2021) which states 
that Job Satisfaction does not mediate Democratic Leadership on Work Performance. The 
reason that causes Job Satisfaction to mediate between Democratic Leadership and Work 
Performance is the Job Satisfaction Mediating Factor itself. Job Satisfaction acts as a mediator 
that connects Democratic Leadership with Work Performance. If employees are satisfied with 
their jobs, they are more motivated to show good performance (Febriyanti et al., 2024). 
Research shows that Job Satisfaction has a significant positive effect on Work Performance. 
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Conclusions 
Transformational Leadership does not have a significant effect on Work Performance but has 
a significant effect on Job Satisfaction. Transactional Leadership has a significant effect on 
Work Performance but does not have a significant effect on Job Satisfaction. Democratic 
Leadership does not have a significant effect on Work Performance but has a significant effect 
on Job Satisfaction. As a mediating variable, it turns out that Job Satisfaction is unable to 
mediate between Transactional Leadership and Work Performance, but Job Satisfaction is 
able to mediate Transformational Leadership and Democratic Leadership on Work 
Performance. From this study, it can be seen that Job Satisfaction dominates the relationship 
between Transformational Leadership and Democratic Leadership on Work Performance. 
Transformational Leadership and Democratic Leadership do not have a significant effect on 
Work Performance but consistently have a significant effect on Job Satisfaction. Likewise, Job 
Satisfaction is consistent and able to mediate Transformational Leadership and Democratic 
Leadership on Work Performance. With no direct influence from Transformational Leadership 
and Democratic Leadership on Work Performance, Job Satisfaction is able to mediate 
Transformational Leadership and Democratic Leadership on Work Performance. 
 

Advice for the Riau Islands Provincial Government in the future is to focus on employee 
rewards. One way that can be done is through the selection of the best employees every year 
with a selective selection process based on measurable indicators. The best employees who 
are selected can be given ongoing rewards such as additional incentives for 1 (one) year until 
the selection of the best employees the following year so that employees are motivated to 
improve their Work Performance. In addition to these suggestions, suggestions that can be 
given to each Regional Apparatus Leader in the Riau Islands Provincial Government are: 

1. Leaders must emphasize the importance of having a sense of shared purpose and 
considering moral consequences in every decision. Leaders should always be optimistic 
about the future of the organization and confident in the goals to be achieved. 

2. In every task to be carried out, the leader must discuss specifically and in detail the 
assignment of tasks to employees and provide appreciation for every task that has been 
completed. 

 
Employee capability must be balanced with the leader's capability in distributing work 

and controlling tasks so that structural work can run optimally. In addition, employees must 
be given trust in every task given and creativity to be developed without ignoring the control 
of the leader himself. The attitude of "worried" and distrust is a conservative leadership 
nature and style that is increasingly being abandoned, shifting to a leadership style that is 
nurturing but not restrictive, directing but not commanding and trusting without wronging. 
Leaders must be able to provide good examples and role models so that employees feel 
satisfied with the leadership given and can freely give their best performance to the 
organization. 
 
Theoretical Contribution and Practical Contribution 
Theoretical Contributions 
a. Developing a New Conceptual Model 
1) Adding Job Satisfaction as a mediating variable in the relationship between three 

leadership styles (transformational, transactional, and democratic) and Work 
Performance. 
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2) Presenting findings that although Transformational and Democratic Leadership do not 
directly influence Work Performance, both significantly influence Job Satisfaction, which 
ultimately influences Work Performance. 

b. Filling the Local Literature Gap 
1) Focus on the context of regional government organizations (Riau Islands Provincial 

Government), which has rarely been researched in the context of the relationship 
between leadership style and employee performance. 

2) Offers a new perspective on the effectiveness of certain leadership styles in the 
Indonesian public sector. 

c. Strengthening and Refining Previous Theories 
1) Confirming previous results that transformational and democratic leadership are stronger 

in creating job satisfaction. 
2) Challenging the common assumption that transactional leadership style always results in 

job satisfaction because the results show that this style does not have a significant effect 
on Job Satisfaction. 

 
Practical Contribution 
a. Riau Islands Provincial Government 

Provides a basis for designing reward system policies such as the annual selection of the 
best employees based on measurable indicators to increase motivation and work 
performance. 

b. Managers and Leaders of Public Organizations 
1) Provides insight that the application of appropriate transformational and democratic 

leadership styles can increase job satisfaction, which ultimately improves employee 
performance. 

2) Demonstrates the importance of building open communication, providing non-material 
appreciation, and trust in delegating tasks as effective leadership strategies. 

c. HRD/Human Resource Management Practices 
This study emphasizes that job satisfaction is a key element in improving work 
performance, so it needs to be a focus in HR development policies, leadership training, and 
performance evaluation. 
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