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Abstract. The research aims to determine and analyze the influence of Empowering Leadership
on job satisfaction, organizational culture on job satisfaction, Empowering Leadership on
performance, organizational culture on on performance, job satisfaction on performance,
empowering leadership through Job satisfaction on performance, and organizational culture
through job satisfaction on performance on at the Enrekang Regent's Office. This study uses
primary data and data collection through questionnaires and interviews. The data analysis
method used is quantitative analysis, using SEM PLS (Partial Least Squares Structual Equation
Modeling). The population in this study were all employees of the Enrekang Regent's Office as
many as 115. The results of this study showed that empowering leadership has a positive and
significant effect on job satisfaction, organizational culture has a posititive but not significant
effect on job satisfaction, empowering leadership has a negative and insignificant effect on
performance, organizational culture has a positif significant effect on job satisfaction, job
satisfaction has a positive and significant effect on performance, empowering leadership has a
positive and significant effect on performance, empowering leadership has a positive and
significant effect on performance through job satisfaction, and organizational culture has a
positive but insignificant effect on performance through job satisfaction.
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INTRODUCTION

Employee performance (job performance) has an impact on an organization's success
(Rahman et al,, 2020). Performance, also known as work achievement, is the outcome of an
individual's efforts in fulfilling their assigned responsibilities. According to Wijayanti & Nuraini
(2018), motivation and ability aspects are what affect performance. To reach the established
organizational goals, any business or organization will work to enhance employee performance
(Putra, 2015). In order to gain contented and gratifying resources for the organization, human
resource management (HRM) aims to manage employees to become components of HR with their
potential (Muhtarom, 2015).

Finding job happiness is one of the main objectives of employment for many people,
particularly those who are capable and well-educated (Setyawan & Tobing, 2022; Elysa & Ariyanti,
2022). If the work can inspire great incentive to produce better work, job satisfaction conditions
will be met (Baskoro et al, 2013). Field observations were made in order to uncover the
phenomenon of employee performance. The author discovered that certain staff members at the

ISSN 2776-1266 (print), 2776-1266 (online)
Copyright © 2025, Journal of Public Representative and Society Provision
Under the license CC BY-SA 4.0 | 600


https://doi.org/10.55885/jprsp.v5i3.601

Enrekang Regent's Office still have a tendency to be content with simply carrying out their
responsibilities as directed by their immediate supervisors, lacking the initiative to perform
additional tasks.

This pattern suggests a comparatively low level of output. It was also discovered during
the observation that some staff continue to work throughout working hours on projects unrelated
to the Enrekang Regent's Office's responsibilities. This behavior may make it more difficult to
finish tasks by the deadline (Wulan & Abdullah, 2014). There are still employees at the Enrekang
Regent's Office who are less submissive to their direct superiors and less cooperative with one
another, according to conversations with multiple staff members.

When executing tasks that call for coordination channels, these professionals consistently
disregard the compactness and unity with their colleagues. Performance assessment theory will
be used to measure and analyze employee perceptions of high performance in accordance with
Kesumah's (2024) research. The applied theory for performance variables is explained by
Farchan (2016), who claims that performance evaluation is a means of gauging a person's value
to their company.

The employee dimensions in this measurement include: 1) Quality, which indicates the
degree of work process or work accomplished from a job; 2) Quality, which is the quantity of
products produced, expressed in currency, production units, or completed activity cycles; 3)
Timelines, or how quickly a task is finished within a given amount of time; 4) Cost-Effectiveness,
which is the degree to which a given task can be completed with the greatest amount of resources
currently available; 5) Supervision, which is the degree to which an employee can finish their
work without supervision; and 6) Interpersonal Impact, which is the degree to which employees
can establish a comfortable work environment, feel confident, perform well, and collaborate with
colleagues.

In the public sector, particularly the Enrekang Regent's Office, it is also critical to
empower leadership. According to Armiyanti et al. (2023), empowering leadership involves
giving staff members a variety of authority and supporting their professional growth. The analysis
of respondents' reactions to the empowering leadership that their individual direct superiors are
expected to provide is the main goal of this study. According to Nurhidayah (2022), empowering
leadership enhances individual abilities and worker engagement in the workplace by giving them
opportunities and feedback and helping them advance their task mastery and skill sets. According
to Subarino et al. (2011), the literature examines empowering leadership from two distinct
angles.

First, research on the actions of leaders, such as giving followers more authority,
empowering them, and giving them different powers. But the second viewpoint concentrates on
how this leadership style affects workers in terms of trust, motivation, etc. (Nurjaman et al,,
2020). The aforementioned empowering leadership phenomena aligns with the leadership
empowering behavior hypothesis (Zuhriyah, 2023). Making work more meaningful, encouraging
participation in decision-making, demonstrating confidence in superior performance, and
granting freedom from bureaucratic constraints are the four actions that comprise empowering
leadership, according to Wahyuningtyas (2024), who explains this based on the empowering
leadership approach.

METHODS

Quantitative research, which displays study findings as numerical values, is the
methodology employed. According to Atmadja (2013), the quantitative approach is a technique
that places greater emphasis on the objective measurement of social processes. Every social
phenomenon is broken down into a number of issue components, variables, and indicators so that
measurements can be made. By using these numerical symbols to measure each variable,
quantitative mathematical computation methods can be used to arrive at a conclusion that is
generally applicable within a parameter. A population is a category for generalization made up of
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items or people with specific attributes and traits chosen by researchers to be examined before
conclusions are made (Suriani & Jailani, 2023). The 162 participants in this study were all staff
members of the Enrekang Regency Regent's Office.

Data Analysis

The three primary phases of the data analysis method used in this work are structural
equation modeling (SEM) analysis, instrument testing, and descriptive analysis. Using statistics
like the mean, which is based on the Likert scale, descriptive analysis is used to characterize the
features of research variables (Daya et al., 2024). Validity and reliability tests are used to test
instruments. Reliability is assessed using Cronbach Alpha, where an instrument is considered
reliable if its value is more than 0.60. Validity is assessed by comparing item scores with total
scores. A theoretical model is developed, a path diagram is created, the model is converted into a
structural equation and measurement model, the model identification is assessed, and the model
is tested using a variety of goodness-of-fit indices, including Chi-Square, RMSEA, GFI, AGF],
CMIN/DF, and TLIL SEM analysis is used to validate the theoretical model based on empirical data.
In order to determine the most suitable structural model, the last step involves interpreting and
modifying the model.

RESULTS AND DISCUSSION

Questionnaires were distributed directly to respondents in order to collect the data for
this study. A total of 115 questionnaires were distributed during the 2025 survey session. Out of
the entire number of surveys that were sent out, 115 were returned and were ready for
processing.

Table 1. Number of Questionnaires that Can be Processed

No Information Total
1 Questionnaires distributed 115
2 Questionnaires returned 115
3 Questionnaires that can be processed 115

The gender of respondents in this study is grouped into 2 parts, namely male and female
groups. For more details, the characteristics of respondents based on gender will be presented as
follows:

Table 2. Respondents’ Gender

No Gender Frequency (F) Presentation (%)
1 Male 62 53,9%
2 Female 53 46,1%
Total 115 100%

The gender-based characteristics of the respondents are displayed in the above table.
Therefore, 62 respondents, or 53.9% of the 115 respondents that made up the study's sample,
were men. This indicates that there are more men than women working at the Enrekang Regency
Regent's Office on average. Three indicators supporting, inspiring, and providing feedback are
used to measure the Empowering Leadership variable. Two statement items are created from
each of the three indicators. The following table shows how respondents felt about empowering
leadership:

Table 3. Empowering Leadership Variables

Respondent Answer Score
Indicator 1 2 3 4 5 Mean
FIl % % F % F % F %
X1.1.1 31261437411 | 957 |27 2348706087 | 437
X1.1.2 514346521 11| 957 | 332870605217 | 419

]
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X1.1 4,28
X1.2.1 5143471609 9 | 783 | 26 | 22,61 | 68 | 59,13 | 4,26
X1.2.2 31261|7(1609| 9 | 783 |30 |2609]|66|5740 | 4,30

X1.2 4,27
X1.3.1 31261|8[696 |15 |13,04 |25 | 21,74 | 64| 5565 | 4,20
X1.3.2 3126116(521 121043 |21 |18,26|73]|6348 | 435

X1.3 4,28

X1 4,28

Source: Primary data processed (2025)

The aforementioned table indicates that respondents assigned the Empowering
Leadership attribute a very good or important value, as indicated by the average value of 4.28.
This indicates that the participants comprehend the concept of Empowering Leadership as it is
mentioned in this research. With an average value of 4.28, the indicators that have the greatest
average of the Empowering Leadership variable are those that offer support (X1.1) and feedback
(X1.3). The indicator that offers inspiration (X1.2) has an average value of 4.27. This
demonstrates that empowering leadership is thought to be able to display the highest index value.

Direct Effect
Hypothesis 1

The impact of Empowering Leadership (X1) on Job Satisfaction (Y1) has a coefficient value
of 0.581, a standard error value of 0.103, a t-statistic value of 5.636, and a p-value of 0.000. Accept
H1 since the p-value is 0.000 < 0.05 and the t-statistic value is 5.636 > 1.96. According to these
findings, job satisfaction (Y1) is positively and significantly impacted by empowering leadership
(X1).

Hypothesis 2

The impact of Empowering Leadership (X1) on Performance (Y2) has a coefficient value
of-0.006, a standard error value of 0.127, a t-statistic value of 0.044, and a p-value of 0.965. Reject
H2 since the p-value is 0.965 > 0.05 and the t-statistic value is 0.044 < 1.96. According to these
findings, performance (Y2) is negatively and negligibly impacted by Empowering Leadership
(X1).

Hypothesis 3

The impact of Organizational Culture (X2) on Job Satisfaction (Y1) has a coefficient value
of 0.143, a standard error of 0.113, a t-statistic of 1.264, and a p-value of 0.207. H3 is rejected
since the p-value of 0.207 > 0.05 and the t-statistic value of 1.264 < 1.96. According to these
findings, job satisfaction (Y1) is positively but marginally impacted by organizational culture
(X2).

Hypothesis 4

The impact of Organizational Culture (X2) on Performance (Y2) has a coefficient value of
0.352, a standard error of 0.099, a t-statistic of 3.563, and a p-value of 0.000. Accept H4 since the
t-statistic value is 3.563 > 1.96 and the p-value is 0.000 < 0.05. According to this finding,
performance (Y2) is positively and significantly impacted by organizational culture (X2).

Hypothesis 5

Job satisfaction (Y1) influences performance (Y2) with a coefficient value of 0.586,
standard error of 0.163, t-statistic of 3.592, and p-values of 0.000. Accept H5 since the p-value is
0.000 < 0.05 and the t-statistic value is 3.592 > 1.96. According to this finding, performance (Y2)
is positively and significantly impacted by Empowering Leadership (X1).
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Table 4. Indirect Effects

Original Sample gz:;;:;zi T Statistics P Values
Sample (0) Mean (M) (STDEV) (|O/STDEV])
X1->Y1->Y2 0,341 0,328 0,106 3,222 0,001
X2->Y1->Y2 0,084 0,079 0,072 1,160 0,246

Source: Primary data processed (2025)
Hypothesis 6

The standard error value is 0.106, the t-statistic value is 3.222, the p-value is 0.001, and
the coefficient value of the relationship between Empowering Leadership (X1) and Job
Satisfaction (Y1) on Performance (Y2) is 0.341. Accept H6 since the p-value is 0.001 <0.05 and
the t-statistic value is 3.222> 1.96. According to these findings, job satisfaction (Y1) has a
favorable and significant impact on performance (Y2) when Empowering Leadership (X1) is
implemented.

Hypothesis 7

The standard error value is 0.072, the t-statistic value is 1.160, the p-value is 0.246, and
the coefficient value of the relationship between Organizational Culture (X2) and Job Satisfaction
(Y1) on Performance (Y2) is 0.084. H7 is rejected since the p-value is 0.246>0.05 and the t-
statistic value is 1.160<1.96. These findings indicate that work satisfaction (Y1), a byproduct of
corporate culture (X2), has a favorable but negligible impact on performance (Y2).

Empowering Leadership at the Enrekang Regent's Office has a favorable impact on job
satisfaction, according to the findings of the first hypothesis study. This demonstrates that job
happiness will increase with superiors' effective application of empowering leadership. The
study's findings are consistent with the principle of empowering conduct in leadership.
According to Kundu et al. (2019), empowering leadership is a confluence of four actions: making
work more meaningful, promoting involvement in decision-making, demonstrating confidence in
excellent performance, and granting freedom from administrative restraints.

Employee job satisfaction may be influenced by these favorable factors. According to the
hypothesis by Pravitasari & Raharso (2017), which is also consistent with the findings of this
study, trust is defined as a leader's faith in the abilities of their staff (i.e., cognition-based trust).
When leaders have faith in their subordinates' abilities, the subordinates will be satisfied. This
study's findings are also consistent with those of Horoub & Zargar's (2022) study, Empowering
leadership and job satisfaction of academic staff in Palestinian universities: Implications of
leader-member exchange and trust in leader, which found that performance is positively
impacted by empowering leaders.

The empowering leadership variable's descriptive statistical results demonstrate that
respondents are aware of and understand what the researcher means when she talks about
empowering leadership. In order to apply the empowering leadership variable, superiors must
provide an understanding of the work, provide autonomy from bureaucratic constraints, and
encourage subordinate participation in order to provide confidence in achieving high
performance. The indicators with the highest average values are the meaningfulness of work and
providing autonomy from bureaucratic constraints.

Itis necessary to follow the facts in the field on the application of conduct that encourages
direct superiors to exercise empowering leadership (Dewi, 2019). Socialization regarding the
impact of high corporate profits on improving the welfare of subordinates is less successful (Fitria
& Yuliana, 2025). Employee ignorance is demonstrated by their lack of knowledge about the
factors contributing to the growth. The significance of the tasks and responsibilities performed
by subordinates in balancing the individual aspirations of workers and the organization must also
be understood by direct superiors. It is thought that in order to improve employee job
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satisfaction, an Empowering Leadership plan must be developed based on the study's findings
and consideration of relevant facts (Alfathir, 2022).

Empowering Leadership in the Enrekang Regent's Office is not a significant factor in
performance, according to the study's findings. The study's findings are consistent with the Social
Exchange Theory, which holds that leaders and followers have a reciprocal social relationship.
Employees react with loyalty and job satisfaction when leaders demonstrate empowerment and
trust. Prior studies that support the findings of this investigation, including Wang & Sun (2019),
The Drawbacks of Encouraging Leadership: Conceptual Underpinnings and Limitations This
study emphasizes how empowering leadership can backfire in some situations, such as when staff
members lack the necessary abilities or feel unprepared to manage the added tasks.

Stress and poor performance may result from this. According to the findings of the
descriptive statistical analysis, the Empowering Leadership variable indicates that, in the opinion
of the staff at the Enrekang Regent's Office, the empowering leadership style has been
implemented at a reasonably high level. Variations among responders are still clearly apparent,
though. Employee performance is likewise at a high level, according to the Employee
Performance variable. The findings of the SEM analysis indicate that Empowering Leadership has
no discernible impact on Performance, despite the fact that both variables fall into the high
category descriptively. The truth is that certain workers at the Enrekang Regent's Office still have
a tendency to be content with simply carrying out their responsibilities as directed by their
immediate supervisors, lacking the initiative to perform additional tasks. This pattern suggestsa
comparatively low level of output.

CONCLUSION

Job satisfaction in the Enrekang Regent's Office is positively and significantly impacted by
empowered leadership. This demonstrates that job satisfaction will increase when leaders apply
empowered leadership more effectively. Employee performance in the Enrekang Regent's Office
is not significantly impacted by empowered leadership; in fact, there is a negative correlation.
This shows that increasing the use of empowering leadership by leaders does not always result
in better employee performance; in fact, it tends to lower performance in this situation, though
the effect is not statistically significant.

SUGGESTION

The leadership at the Enrekang Regent's Office should continue to develop an
empowering leadership style by providing trust, support, and autonomy to employees in carrying
out their duties.
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