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Abstract: This research aims to determine the effect of transformational leadership, employee engagement, job 

satisfaction on job performance with gender moderation from the leader on Health Social Security 

Administering Agency employees. This research was conducted in Indonesia with a total of 329 respondents. 

Research respondents were selected using the purposive sampling method. The research sample is Health 

Social Security Administering Agency employees at branch offices in Indonesia in region DKI Jakarta, Bogor, 

Depok, Tangerang, and Bekasi with a minimum of 2 years. This research is a quantitative research using the 

Structural Equation Model (SEM) method. This study proves that there is no effect between transformational 

leadership and job performance and no gender moderating effect of transformational leadership on job 

performance. This study also confirms the impact of transformational leadership on employee engagement and 

job satisfaction. In addition, it also proves the effect of job satisfaction and employee engagement on job 

performance. The contribution of this research is to add information at the theoretical level of human resource 

management and positive managerial implications, especially for company management, to determine the 

proper steps to improve job performance.  

 

Key-Word: Transformational Leadership, Employee Engagement, Job Satisfaction on Job Performance 

 
Received: March 25, 2021. Revised: February 18, 2022. Accepted: March 23, 2022. Published: April 20, 2022.   

 
1 Introduction 
Leadership is essential in organizational 

development, especially in terms of human 

resources [1]. The importance of research on 

leadership can be seen by the many related studies 

currently developing. One aspect of leadership 

theory that is now designed is about 

transformational leadership. Some examples of 

research on transformational leadership are related 

to employee engagement [1], job satisfaction [2], 
[3], and job performance [4], [5]. 

Transformational leadership affects job 

performance at university employees in Pakistan [5] 
and in Law Firm employees in Pakistan [6]. Then, 

transformational leadership is known to have a more 

substantial positive effect on employee engagement 

and job performance to a school employee in 

Thailand [1].  
Then related to employee engagement, 

transformational leadership has also led to increased 

employee engagement for company employees in 

China [7] and at a private bank in India [8]. Further, 

employee engagement positively affects job 

performance at an information technology company 

in Jordan [9].  

About job satisfaction, Transformational 

leadership increases job satisfaction in information 

technology companies in Turkey [10] and the 

manufacturing industry in Malaysia [11]. Then, Job 

satisfaction affects the job performance of company 

employees in Taiwan [12] and in manufacturing 

companies in Zimbabwe [13].  
About gender, several studies explained the 

difference between male and female leaders, which 

moderate the effect of transformational leadership 

on job performance. In addition, several studies 

have shown that male and female leaders adopt 

transformational leadership skills in different ways, 

which lead to a different effect on job performance 

levels. Further, empirical evidence shows that 

transformational leadership with gender moderation 

is known to affect job performance at company 

employees in the United States [14][15][16].  
Transformational leadership is essential if we 

relate with the current condition when significant 

changes happen because of the COVID-19 

pandemic. The COVID-19 outbreak in China is a 

threat to employee well-being worldwide [17]. In 

addition, the World Health Organization (WHO) 
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announced the COVID-19 epidemic as a global 

public health threat [18].  
The COVID-19 pandemic has created a crisis; 

leaders had to face the challenge of leading in an 

extreme and volatile condition [19]. For example, 

the COVID-19 pandemic has drastically changed 

many aspects of our society and work-life and 

affected the employee engagement of university 

employees in China [20]. Moreover, the COVID-19 

pandemic has also changed work-life and affected 

employee engagement at hospital employees in 

China [21]. Transformational leadership can help 

the company in managing crises effectively [22]. 
Transformational leadership divides crisis 

management into two situations: task management 

during a crisis and personnel management in a 

concern [23].  
Many studies explained the relationship 

between transformational leadership, employee 

engagement, job satisfaction, and their effect on job 

performance. However, it is still rare research in 

explaining this relationship in Health Insurance 

employees, especially on government insurance 

agencies or Health Social Security Administering 

Agency in Indonesia. Furthermore, this research is 

deepened with moderation using gender of the 

leader during the covid-19 pandemic as moderation 

variable.  

This study will explain the relationship of 

transformational leadership, employee engagement, 

job satisfaction to job performance during the covid-

19 pandemic. In addition, this research will define 

the gender of the leader as moderating variable 

during the COVID-19 pandemic. 

 

 

2 Literature Review 
 

2.1 Transformational Leadership 

Transformational leadership is what the leader does, 

about the process of leading a group and influencing 

a group to achieve their goal through creating 

positive and valuable change for employees [24].  

Further, transformation leaders must focus on 

changing others to help each other, maintain, 

encourage, align and care for the organization as a 

whole [25]. Moreover, it includes the relationship 

between leader and employee behavior [26].  

Furthermore, a leader achieves the goal by 

changing the organization and employees [27]. 

Then, a leader with the ideal influence can be seen 

when they become inspiring motivators and 

facilitators of employees to continue learning[28]. 

That leader will make their employees develop trust 

and respect in the organization. Hence, they will 

show extraordinary behavior to meet the expectation 

of the leader [29] 

 
2.2 Employee Engagement 
Employee engagement is defined as a cognitive, 

emotional, and behavioral condition to achieve 

organizational goals [30]. Further, employee 

engagement is a combination of attitude and 

behavior [31]. Then, employee engagement can be 

seen as the enthusiasm, satisfaction, and 

involvement of an employee in his work [32].  

Employees engaged in tasks will have a higher 

level of energy, enthusiasm for their work, and 

loyalty to their work from day to day [33]. 

Employee engagement measures the emotional 

bond, positive or negative that affects employee 

attitudes towards work, friends, and the 

organization.  

Employee engagement is also a workplace 

approach designed to ensure that employees are 

committed to the goal and value of the organization, 

motivated to contribute to the organization's 

success, and able to increase the employee's sense of 

well-being [34]. Employee engagement is the extent 

to which an employee is involved in work and the 

organization cognitively, emotionally, and 

behaviorally [35]. When an employee believes that 

the organization cares about the employee and well-

being, the employee will be more involved [36]. In 

addition, job suitability, affective commitment, and 

psychological climate have been associated as an 

antecedent of employee engagement [30]. 

 

2.3 Job Satisfaction 
Job satisfaction includes cognitive, affective, and 

evaluative reaction or attitude and pleasant or 

positive emotional states resulting from assessing 

one's job or work experience [37]. From a 

psychological point of view, job satisfaction views 

multidimensional outcomes on a single job, and 

such consequences have become an exciting factor, 

involving both cognitive and behavioral [38].  
Job satisfaction is an attitude variable 

determined by the quality of the organization's 

working conditions and specifies a series of 

consequences on the level of employee behavior, 

such as absenteeism, work involvement, and loyalty 

to the company [39]. Further, job satisfaction is an 

employee's feeling towards work which is expressed 

as an employee's attitude [40] [41]. So then, Job 

satisfaction is classified into three aspects: the work 

environment, job characteristics, and individual 

attributes [42]. 
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2.4 Job Performance 
Job performance is about doing work and achieving 

the result [43]. Further, it can be seen as a series of 

values resulting from employee behavior that 

positively and negatively contribute to the 

achievement of organizational goals [44]. 
Furthermore, it is related to the ability of the 

employee to perform specific skills [45].  
Job performance is the result of work through 

the quality and quantity achieved by the employee 

in carrying out their duties following the 

responsibility given [46]. Moreover, its assessment 

includes the amount of work, quality of work, work 

knowledge, creativity, awareness of attendance, and 

completion of quality work [43]. 
 

 

3 Hypotheses Development 
 

3.1 The Effect of Transformational 

Leadership on Job Performance 
Transformational leaders as change agents can 

achieve job performance that exceeds expectations 

by assigning challenging tasks to direct and 

motivate employees to achieve higher job 

performance [47]–[50]. In addition, it has a 

significant effect on job and company performance 

because transformational leadership facilitates and 

encourages employees' ability to think creatively 

and independently [51]–[53]. Moreover, it 

encourages employees to develop proactive 

behavior through individual and intellectual 

stimulation [54] [55].  

Transformational leadership helps employees reduce 

their intention to change jobs and improve job 

performance [56]. The relationship between 

transformational leadership and job performance has 

been investigated, considering the critical role of 

transformational leadership in organizational 

learning  [57][58][59]. Based on this, the following 

hypothesis is proposed. 

H1. Transformational leadership improves job 

performance. 

 

3.2 The Effect of Transformational 

Leadership on Employee Engagement 
Transformational leadership is a catalyst for 

employee engagement [60]. It is related to employee 

engagement because it changes individual mindset 

towards achieving team and organizational goals. 

Further, transformational leadership positively 

affects employee engagement because the employee 

feels more meaningful at work. Hence, there is an 

increase in an employee's performance, and they 

become more positive at work, such as being 

creative, innovative, proactive, initiative, and 

learning. In addition, transformational leadership 

gives employees more support for self-development, 

so they want to be more involved in work [61]. It is 

in line with several previous studies [61]–[66]. 
Therefore, the following hypothesis is proposed: 

H2. Transformational leadership increases 

employee engagement. 

 

3.3 The Effect of Transformational 

Leadership on Job Satisfaction 
Transformational leadership visualizes the role of 

the leader as being more interactive, visionary, 

supporting employee creativity, increasing 

performance achievement, and having a positive 

impact on job satisfaction [67]. Job satisfaction for 

both individuals and teams is formed directly from 

transformational leadership traits [68]. In addition, 

transformational leadership increases job 

satisfaction and reduces employee turnover [69]. 
Several previous studies have also explored the 

influence of transformational leadership on job 

satisfaction both directly and indirectly [70]–[77] 
[28]. Thus, the following hypothesis is proposed: 

H3. Transformational leadership increases job 

satisfaction. 

 

3.4 The Effect of Job Satisfaction on Job 

Performance 
An employee who has a positive attitude at work 

has a higher level of job satisfaction and, as a 

consequence, is more oriented towards improving 

job performance [78] [79]. Job satisfaction reflects 

how well employee feels enforced in the workplace 

and how devoted employee is to the company's 

success. If job satisfaction is high, the employee is 

more interested in improving job performance and 

contributing to the company's success. It follows 

several previous studies [80][81]–[84]. Thus, the 

following hypothesis is proposed: 

H4. Job satisfaction has a positive influence on job 

performance. 

 

3.5 The Effect of Employee Engagement on 

Job Performance 
Job performance depends on employee engagement 

[36]. The employees involved in their work have a 

good tendency and positive feeling in the work 

environment. These positive feelings and 

experiences result in better job performance [85]. 
Employee engagement benefits employees and 

organizations because employee involvement is 
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expected to show better job performance [86]. 
Employee engagement has been shown to predict 

job performance positively and innovation [87], 
represented in simultaneous investment that focuses 

on cognitive, affective, and physical work [88]. It is 

in line with several previous studies which state that 

employee engagement will affect job performance 

[31] [89][90]. Thus, the following hypothesis is 

proposed: 

H5. Employee engagement improves job 

performance. 

 

3.6 The Effect of Moderation of Gender 

Transformational Leadership on Job 

Performance 
Many studies on moderate leadership behavior have 

been carried out, but the results are still far from a 

comprehensive understanding [91]. Leadership has 

been studied in different dimensions, which is 

usually influenced by demographic characteristics, 

more specifically by the gender of the leader [92]. 
Several studies have shown that female leaders are 

more likely to hate male subordinates than female 

subordinates [93]). There are several explanations 

for the reason for this condition. First, boys and men 

have more masculine schema leaders than girls and 

women [94][95]. Second, a man has been more 

negative attitudes toward the woman in management 

than a woman [96]. Subordinates' evaluation of 

woman's leadership performance is significantly 

more negative to the extent that they have more 

negative attitudes toward women in management 

[97]. Third, research has shown that men are more 

likely than women to see the world in terms of 

hierarchical relationships. In addition, a man with 

hierarchical preferences is more likely to stereotype 

women negatively [98]. Fourth, female subordinates 

judge male and female leaders similarly while male 

subordinates differ [99]. Increasing the 

representation of women in transformational 

leadership has a significant influence and creates a 

positive performance effect both in times of stability 

and during the COVID-19 pandemic crisis [100]. 
Thus, the following hypothesis is proposed:: 

H6. Gender of the leader moderates the positive 

effect of transformational leadership on job 

performance 

 

Based on the above hypothetical framework, the 

research model can be described as shown in figure 

1 below: 

 
Fig. 1: Research Model Framework 
 

 

4 Research Methodology 
Data collection in this study used a survey method 

by distributing an online questionnaire. 

Measurement was made using a Likert scale of 1 – 5 

(1 = strongly disagree and 5 = strongly agree). The 

measurement of transformational leadership (TL) 

variable adopted consists of 7 questions [49]. The 

employee engagement variable consists of 9 

questions [101], job satisfaction consists of 7 

questions [102]. Job performance consists of 9 

questions [103]. The total measurement is 32 

questions. 

The population of this study is the employees of 

the Health Social Security Administering Agency in 

Indonesia. Health Social Security Administering 

Agency was chosen as the object of research 

because it is a public government legal entity that 

administers social security programs in the health 

sector, which is an essential factor in overcoming 

the COVID-19 pandemic and has an extensive 

network spread throughout Indonesia. 

The sample in this study was selected using a 

purposive sampling method. Sampling criteria used 

are employees who have worked for at least two 

years in area DKI Jakarta, Bogor, Depok, 

Tangerang, and Bekasi, the representative of the 

Health Social Security Administering Agency 

territory of Indonesia.  

The minimum sample amount for Smart PLS is 

100 because there is moderation using gender 

leadership. It makes the minimum number of 

respondents become 200 people [104]. The number 

of respondents used in this study was 329 

respondents.  

This study uses the gender of the leader as a 

moderating variable. Respondents were divided into 

two groups. The first group was asked about how 

leadership is under male leaders, and the second 

group was asked about how leadership is under 

female leaders. 

The time of the study is taken from February to 
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July 2021. This study used the variance-based 

structural equation modeling method. The nature of 

the data is non-metric data, namely the gender 

variable that uses nominal data. Therefore, the 

variance-based structural measurement model is 

more recommended to use in that condition rather 

than the covariance-based structural equation model 

[105]. 

Variance-based structural equation modeling is 

a prediction-oriented approach to structural equation 

modeling, mainly used for exploratory and 

confirmatory research. It can facilitate structural 

equation modeling solutions at all levels of 

complexity in high-level structural and construction 

models, which usually reduces the problem of 

heterogeneous multicollinearity and multi-group 

analysis. 

Data includes attributes, characteristics, or 

categorical properties that describe an object, and 

variables are measured using nominal and ordinal 

scales. For example, structural equation modeling 

based on variance is non-metric data that works well 

on non-normal distribution, variance. Based on 

structural equation modeling, it is also possible to 

estimate the error of model parameters. 

Furthermore, it can facilitate the test of significance, 

structure, or relationship evaluated by the size and 

significance of the beta coefficient, also considering 

the model's predictive ability, which usually uses a 

coefficient of determination that measures the 

model's predictive power in the sample [106]. 

 

 

5 Results 
Respondents in this study were employees of Health 

Social Security Administering Agency Kesehatan 

spread across branch offices in DKI Jakarta, Bogor, 

Depok, Tangerang, and Bekasi. Of the 329 

respondents, 151 were male and 178 female. They 

had different educational backgrounds. Based on 

academic experience, respondents with high school 

education background are 26 people, respondents 

with D3 education background are 33 people, while 

for employees with undergraduate education 

background are 257 people and for respondents with 

S2 educational experience are 13 people. In terms of 

age, respondents have different age ranges, 

including those with an age range of fewer than 25 

years as many as 33 people, for an age range of 25 

years to 35 years, which is 228 people, while for 

employees aged 36 to 45 years there are 58 people. 

And ten employees aged 46 to 55 years. 

About the rank of position, respondents in this 

study who had staff positions amounted to 296 

people. However, for the assistant manager position, 

as many as 31 people, and respondents with 

manager rank as many as two people.  

Judging from the length of work, respondents 

who have worked for 2 to 10 years are 289 people, 

respondents who work from 11 to 20 years are 34 

people and respondents who have worked for more 

than 20 years are six people. 

The construct validity and reliability test were 

carried out in this study. The construct validity 

measurement was accepted and declared valid 

because all indicators in each variable had a loading 

factor of more than 0.5 [106]. The results of 

calculations from construct reliability and variance 

extracted in this study can meet the overall 

requirements. The value of the construct reliability 

test must meet the reliability requirements with an 

AVE value above 0.50 [106]. The results of the 

calculation of CR and AVE on male leadership all 

show above the standards mentioned, namely 

transformational leadership (CR = 0.920; AVE = 

0.793), employee involvement (CR = 0.925; AVE = 

0.673), job satisfaction (CR = 0.869; AVE = 0.625), 

performance (CR= 0.913; AVE= 0.636). The value 

of the construct reliability test must meet the 

reliability requirements with a value of 0.7 [107]. 

The value of R Square is the coefficient of 

determination on the endogenous construct. The R 

Square value of 0.75 was categorized as very strong, 

the R Square value of 0.5 was organized as strong, 

and the R Square value of 0.25 was categorized as 

weak. Structural test analysis was carried out to 

determine the value of R² in each equation [108].  
The value of R² shows how far the independent 

variable can explain the dependent variable. Based 

on the Smart PLS analysis results, the results of the 

first analysis are obtained. Namely, the employee 

involvement variable is directly influenced by the 

transformational leadership variable with an R² 

value of 0.323. Thus, it can be interpreted that 

32.3% of the variance of work involved can be 

explained by transformational leadership variables, 

while other variables can explain the remaining 

67.7%. The second analysis is that the performance 

variables are jointly influenced by transformational 

leadership, employee involvement, and job 

satisfaction with an R² value of 0.583. Therefore, it 

can be interpreted that 58.3% of the performance 

variance can be explained by transformational 

leadership, employee involvement, and job 

satisfaction, while other variables can explain the 

remaining 41.7%. Then the third analysis was 

carried out on the job satisfaction variable, which 

was directly influenced by the transformational 

leadership variable with an R² value of 0.238. So, it 

can be interpreted that 23.8% of the variance of job 
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satisfaction can be explained by transformational 

leadership variables, while other variables can 

explain the remaining 76.2%. 

The following is the result of the research in the 

form of a value diagram image: 

 

 
Fig. 2: Path Diagram T-Values 

 

Based on the T-Values Path Diagram above, the 

hypothesis testing in this research model is as 

follows: 

  

Table 1. Research Model Hypothesis Testing 

Hypothesis 

Statement Score 

Information 
Hypothesis T-Value 

H1 
Transformational 
leadership improves 

performance 

1,050 
The data do not 
support the 

hypothesis 

H2 

Transformational 

leadership increases 
employee engagement 

11,517 

The data 

support the 
hypothesis 

H3 

Transformational 

leadership increases job 

satisfaction 

10,252 

The data 

support the 

hypothesis 

H4 
Job satisfaction has a 
positive influence on 

performance 

10,179 
The data 
support the 

hypothesis 

H5 
Employee engagement 

improves performance 
2,640 

The data 

support the 
hypothesis 

H6 

Gender of the leader 

moderates the positive 

influence of 
transformational 

leadership on 

performance 

0,162 

The data do not 

support the 

hypothesis 

Source: Smart PLS 3 data processing 

 

 

6 Discussion 
This study aims to determine the effect of 

transformational leadership on performance 

moderated by the gender of the leader. In addition, 

the influence of transformational leadership on 

employee engagement and job satisfaction. Finally, 

it also wants to know the effect of job satisfaction 

and employee involvement on performance. 

The finding of this study showed that 

transformational leadership does not increase the 

employee's job performance. Thus, transformational 

leadership actions such as providing support to 

subordinates do not affect performance. One of the 

reasons is because the status of employees of the 

Health Social Security Administering Body is an 

employee of government administrators. In 

Indonesia, this status means that employees are not 

afraid to be fired if they do not achieve their 

performance. No matter how well a manager or 

leader tries to support their subordinates. This is 

different from some study that explains that 

transformational leadership improves performance 

[5]. Another reason is the effect of COVID 19. 

When there are COVID-19 conditions like today, 

the company limits the distribution of employee 

work schedules to work from office 25% and work 

from home 75% per day. Therefore, even the leaders 

have supported employees with transformational 

leadership conduct, such as increasing employee 

engagement and cohesiveness. However, it still 

cannot improve employee performance because 

COVID 19 condition hampers employee 

performance. Again, this is different from previous 

research, which explains that transformational 

leadership improves performance [5].  
Gender of the leader moderates the positive 

effect of transformational leadership on 

performance. The findings in this study prove that 

there is no such effect. It shows that gender has no 

effect despite taking transformational leadership 

actions such as encouraging staff development, 

recognizing staff, fostering trust, involvement, and 

cooperation among team members, having 

consistency between the values conveyed and 

implementing these values and during the COVID-

19 pandemic. 19 does not prove the transformational 

leadership type itself. It does not influence 

performance, such as employee work efficiency, 

higher quality standards than formal standards, 

working as expected, producing high-quality work, 

and finding pleasure in position. This is different 

from previous research, which explains that the 

gender of the leader moderates the positive effect of 

transformational leadership on improving 

performance [14]. 
It shows that the COVID-19 condition has 

forced the company to limit employees' work with a 

schedule of work from office 25% and work from 

home 75% per day. Although the leadership has 

supported employees to work through virtual, 

virtual work meetings, coordination between virtual 
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fields, work assignments, and coordination between 

employees through electronic media, the male 

leadership style based on gender is goal-oriented. 

On the other hand, rational, assertive, ambitious, 

independent, aggressive, competitive, low-stress 

levels, and adaptive in the environment. Compared 

to female gender leadership who are expressive, 

emotional, and relationship orientated, 

interpersonally sensitive, more caring, empathetic, 

and collaborative are not visible. They do not 

influence employees to maximize their work due to 

the restrictions of the COVID-19 condition. Thus, 

the gender of the leader does not moderate the 

positive influence of transformational leadership on 

performance. This is different from previous 

research, which explains that the gender of the 

leader moderates the positive effect of 

transformational leadership on improving 

performance [15].  
This study proves the influence of 

transformational leadership on employee 

engagement. It shows that transformational 

leadership actions include encouraging staff 

development, fostering trust, involvement, and 

cooperation between team members. On the other 

hand, having consistency between the values 

conveyed and the implementation of these values 

influences employee engagement such as focus, 

concentration, and paying a lot of attention to work, 

sharing work values, the same work goals with 

colleagues, and feeling energetic enthusiastic about 

work. It is in line with previous research, which 

explains that transformational leadership increases 

employee engagement [1].  
It shows that leaders can build communication, 

interaction, and connections, care about employees 

and employee welfare, maintain employee 

cohesiveness, motivate, inspire and increase 

employee morale. Other than that, convince 

employees about the company's goals clearly to 

commit and contribute optimally to the company, 

despite the COVID-19 conditions and the company 

limiting work from office schedules to 25% and 

from home 75% per day. And employees working 

through virtual, virtual work meetings, coordination 

between virtual fields, work assignments, and 

coordination between employees through electronic 

media, permanent employee involvement 

maintained so that transformational leadership has a 

positive effect on employee engagement [7]. 
Transformational leadership increases job 

satisfaction, indicating that this study proves this 

effect. It shows that transformational leadership 

actions such as encouraging staff development, 

recognizing staff, fostering trust, involvement, and 

cooperation between team members have 

consistency between the values conveyed. 

Implementing these values influences job 

satisfaction, such as abilities and skills matching the 

employee's work. The work done contributes to the 

company, the performance reaches the expected 

target, and the result is maximized. It is in line with 

previous research, which explains that 

transformational leadership increases job 

satisfaction [10]. 
It shows that leaders can motivate employees to 

work optimally and improve performance, instill 

trust in leaders, provide examples of personality, 

principles of life, and fun at work. Other than that, 

offer a supportive working environment and 

conditions, provide welfare, convince employees of 

the company's goals. Moreover, despite the COVID-

19 conditions and the company limiting work from 

office schedules to 25% and work from home 75% 

per day, employees are satisfied at work, so 

transformational leadership positively affects job 

satisfaction. [11]. 
Job satisfaction has a positive effect on 

performance, indicating that this study proves the 

existence of this influence. It shows that job 

satisfaction measures such as abilities and skills that 

match the employee's work, the work done 

contributes to the company, the performance reaches 

the expected target, the job done is maximized, and 

influences performance. It such as employee work 

efficiency, higher quality standards than employees. 

Formal means, work as expected and high-quality 

produce work, and find pleasure in position. It is in 

line with previous research, which explains that job 

satisfaction increases performance [12].  
 

It shows that employees feel involved, 

motivated, well treated, rewarded, work that 

matches their personality, supportive working 

conditions, and co-workers. Employees receive 

reasonable compensation and welfare, good career 

path opportunities, and work results that meet 

expectations despite the COVID-19 conditions and 

the company limiting work from office schedules to 

25% and from home 75% per day. Job satisfaction 

remains maintained for employees working through 

virtual, virtual work meetings, coordination between 

virtual fields, work assignments, and coordination 

between employees through electronic media. Job 

satisfaction positively affects performance [13]. 
This study proves the influence of employee 

involvement on performance. It shows that 

employee involvement actions such as focusing, 

concentrating, and paying a lot of attention to work, 
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sharing work values, the same work goals with 

colleagues, and feeling energetic and enthusiastic in 

work influence performance. In addition, it includes 

employee work efficiency, higher quality standards, 

working as expected, producing high-quality work, 

and finding pleasure in work. It is in line with 

previous research, which explains that employee 

engagement improves performance [9]. 
It shows that there is good communication, 

interaction, connection, and cohesiveness between 

fellow employees and between employees and 

leaders. Employees get good care, appreciation, and 

welfare. Employees get a supportive working 

environment and conditions, and employees feel 

motivated and enthusiastic about work and 

confident. With clear company goals, employees 

feel committed and contribute maximally to the 

company, even though the COVID-19 conditions 

and the company have little work from office 

schedules 25% and work from home 75% per day. 

Employees work through virtual, virtual work 

meetings, coordination between fields, virtual work 

assignments, and coordination between employees 

through electronic media. Employee engagement is 

well maintained so that employee engagement has a 

positive effect on performance [8]. 
 

 

7 Conclusion 
This study proves that there is no influence between 

transformational leadership and performance, and 

there is no gender moderating effect of 

transformational leadership on performance. This 

study also confirms the impact of transformational 

leadership on employee engagement and job 

satisfaction. In addition, it also demonstrates the 

result of job satisfaction and employee involvement 

in the performance.  

In addition, this study has limitations. First, this 

study only looks at one variable in leadership, 

namely transformational leadership, even though 

other variables need to be known about 

performance, employee involvement, and job 

satisfaction, for example, transactional leadership 

variables, servant leadership. and laissez-faire 

leadership. So that further research needs to 

consider determining the effect that occurs between 

transactional leadership, servant leadership, and 

laissez-faire leadership with performance, employee 

engagement, and job satisfaction. Second, this study 

still only looks at one variable in engagement, 

namely employee involvement, even though other 

variables need to be known about job satisfaction 

and performance, namely work involvement and 

organizational involvement. Third, this research is 

limited to one health insurance company, the Health 

Social Security Administering Body, so it may not 

necessarily describe the condition or represent other 

health insurance. The same research can be done in 

the future but not only one health insurance 

company. 

The managerial implication of this research is to 

increase employee engagement, job satisfaction, and 

employee performance. Then company leaders need 

to apply transformational leadership principles, such 

as communicating clearly and positively about 

company goals, encouraging staff development, 

fostering trust, involvement, and cooperation among 

employees. Employees, the process of appreciation 

for employees, a sense of trust and respect is always 

fostered. Leaders are also expected to have clarity 

and consistency between the values conveyed and 

the implementation of the values in question. To 

improve the performance of company leaders, it is 

necessary to increase employee involvement such as 

focusing, concentrating, and paying a lot of 

attention to work, sharing work values, having the 

same work goals with colleagues, and feeling 

energetic and enthusiastic about work. In addition, 

to improve the performance of the company's 

leaders, they can take job satisfaction actions such 

as abilities and skills that match the employee's 

work, the work done contributes to the company, the 

performance reaches the expected target, and the 

work done is maximized. 
 

 

Acknowledgment: 

This work was funded by a research grant from the 

Esa Unggul University, Indonesia. 

 

References: 

[1] T. Jangsiriwattana, “The relationship 

between transformational and transactional 

leadership: employee perceptions of 

organizational performance and work 

engagement,” Journal of the International 

Academy for Case Studies, vol. 25, no. 3, 

pp. 1–10, 2019. 

[2] Jorge and E. López-Zapata, 

“Transformational Leadership, 

Organizational Climate and Job 

Satisfaction in Work Teams,” European 

Research Studies Journal, vol. XXII, no. 

Issue 3, pp. 68–82, 2019, doi: 

10.35808/ersj/1457. 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 70 Volume 19, 2022



 

 

[3] F. Nazim and A. Mahmood, “A Study of 

relationship between leadership style and 

Job Satisfaction,” Journal of Research in 

Social Sciences -JRSS January, vol. 6, no. 

1, pp. 2306–112, 2018. 

[4] M. H. R. Howladar, S. Rahman, and A. 

Uddin, “Deviant Workplace Behavior and 

Job Performance: The Moderating Effect 

of Transformational Leadership,” Iranian 

Journal of Management Studies, vol. 11, 

no. 1, pp. 147–183, 2018, doi: 

10.22059/ijms.2018.226143.672514. 

[5] R. Ullah, K. F. Latif, and W. Alam, “Role 

of Transformational Leadership Style on 

Employee Job Performance Among High 

and Low Ranking Institutions of Higher 

Education of Khyber Pakhtunkhwa 1 2 3,” 

Curj, vol. 08, no. 02, pp. 168–189, 2018. 

[6] Q. Hongdao, S. Bibi, A. Khan, L. Ardito, 

and M. Nurunnabi, “Does what goes 

around really comes around? The 

mediating effect of CSR on the relationship 

between transformational leadership and 

employee’s job performance in law firms,” 

Sustainability (Switzerland), vol. 11, no. 

12, pp. 1–20, 2019, doi: 

10.3390/su10023366. 

[7] H. T. M. Bui, Y. Zeng, and M. Higgs, “The 

role of person-job fit in the relationship 

between transformational leadership and 

job engagement,” Journal of Managerial 

Psychology, vol. 32, no. 5, pp. 373–386, 

2017, doi: 10.1108/JMP-05-2016-0144. 

[8] V. Gajenderan, “EFFECT OF 

EMPLOYEE ENGAGEMENT 

PRACTICES TOWARDS 

ORGANIZATIONAL Volume IX , Issue 

VI , June / 2020 Page No : 33,” no. June, 

2020. 

[9] M. Al-dalahmeh, R. Masa’deh, R. K. Abu 

Khalaf, and B. Y. Obeidat, “The Effect of 

Employee Engagement on Organizational 

Performance Via the Mediating Role of Job 

Satisfaction: The Case of IT Employees in 

Jordanian Banking Sector,” Modern 

Applied Science, vol. 12, no. 6, p. 17, 2018, 

doi: 10.5539/mas.v12n6p17. 

[10] C. Aydogmus, S. M. Camgoz, A. Ergeneli, 

and O. T. Ekmekci, “Perceptions of 

transformational leadership and job 

satisfaction: The roles of personality traits 

and psychological empowerment,” Journal 

of Management and Organization, vol. 24, 

no. 1, pp. 81–107, 2018, doi: 

10.1017/jmo.2016.59. 

[11] Pakyasri. Visvanathan, R. Muthuveloo, and 

T. A. Ping, “The Impact of Leadership 

Styles and Organizational Culture on Job 

Satisfaction of Employees in Malaysian 

Manufacturing Industry,” Global Business 

and Management Research: An 

International Journal, vol. 10, no. 1, pp. 

247–266, 2018. 

[12] Chien, I.-S. Chen, and J.-C. Chen, “a Study 

Into the Impact of Employee Wellness and 

Job Satisfaction on Job Performance,” The 

International Journal of Organizational 

Innovation, vol. 10, no. October 2017, pp. 

252–270, 2017. 

[13] B. Ngwenya and T. Pelser, “Impact of 

psychological capital on employee 

engagement, job satisfaction and employee 

performance in the manufacturing sector in 

Zimbabwe,” SA Journal of Industrial 

Psychology, vol. 46, pp. 1–12, 2020, doi: 

10.4102/sajip.v46i0.1781. 

[14] W. Shen and D. L. Joseph, “Gender and 

leadership: A criterion-focused review and 

research agenda,” Human Resource 

Management Review, vol. 31, no. 2, p. 

100765, 2021, doi: 

10.1016/j.hrmr.2020.100765. 

[15] C. Sims, A. Carter, and A. Moore De 

Peralta, “Do servant, transformational, 

transactional, and passive avoidant 

leadership styles influence mentoring 

competencies for faculty? A study of a 

gender equity leadership development 

program,” Human Resource Development 

Quarterly, vol. 32, no. 1, pp. 55–75, 2021, 

doi: 10.1002/hrdq.21408. 

[16] M. H. Ma and Q. S. Yang, “How does 

transformational leadership work on 

COVID-19? An empirical evidence from 

China,” Journal of Innovative Studies, vol. 

1, no. 2, pp. 1–20, 2020. 

[17] Wang, J. Xu, T. C. Zhang, and Q. M. Li, 

“Effects of professional identity on 

turnover intention in China’s hotel 

employees: The mediating role of 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 71 Volume 19, 2022



 

 

employee engagement and job 

satisfaction,” Journal of Hospitality and 

Tourism Management, vol. 45, no. July, 

pp. 10–22, 2020, doi: 

10.1016/j.jhtm.2020.07.002. 

[18] E. Mahase, “China coronavirus: WHO 

declares international emergency as death 

toll exceeds 200,” BMJ (Clinical research 

ed.), vol. 368, no. January, p. m408, 2020, 

doi: 10.1136/bmj.m408. 

[19] S. T. Hannah and K. W. Parry, Oxford 

Handbooks Online Leadership in Extreme 

Contexts, no. August. 2014. doi: 

10.1093/oxfordhb/9780199755615.013.030

. 

[20] W. Lin, Y. Shao, G. Li, Y. Guo, and X. 

Zhan, “The psychological implications of 

COVID-19 on employee job insecurity and 

its consequences: The mitigating role of 

organization adaptive practices,” The 

Journal of applied psychology, vol. 106, 

no. 3, pp. 317–329, 2021, doi: 

10.1037/apl0000896. 

[21] Liu, Y. Chen, and N. Li, “Tackling the 

negative impact of COVID-19 on work 

engagement and taking charge: A multi-

study investigation of frontline health 

workers.,” Journal of Applied Psychology, 

vol. 106, no. 2, pp. 185–198, 2021, doi: 

10.1037/apl0000866. 

[22] D. A. Waldman, “Academy of 

Management DOES LEADERSHIP 

MATTER ? CEO LEADERSHIP 

ATTRIBUTES AND PROFITABILITY 

UNDER CONDITIONS OF PERCEIVED 

ENVIRONMENTAL UNCERTAINTY,” 

vol. 44, no. 1, pp. 134–143, 2001. 

[23] M. K. Ryan, S. A. Haslam, M. D. Hersby, 

and R. Bongiorno, “Think crisis-think 

female: The glass cliff and contextual 

variation in the think manager-think male 

stereotype,” Journal of Applied 

Psychology, vol. 96, no. 3, pp. 470–484, 

2011, doi: 10.1037/a0022133. 

[24] J. McCleskey, “Situational, 

transformational, and transactional 

leadership and leadership development,” 

Journal of Business Studies Quarterly, vol. 

5, no. 4, p. 117, 2014. 

[25] G. C. Banks, K. D. McCauley, W. L. 

Gardner, and C. E. Guler, “A meta-analytic 

review of authentic and transformational 

leadership: A test for redundancy,” 

Leadership Quarterly, vol. 27, no. 4, pp. 

634–652, 2016, doi: 

10.1016/j.leaqua.2016.02.006. 

[26] M. Birasnav, “Relationship between 

transformational leadership behaviors and 

manufacturing strategy,” International 

Journal of Organizational Analysis, vol. 

22, no. 2, pp. 205–223, 2014, doi: 

10.1108/IJOA-10-2011-0520. 

[27] J. Rowold, “Relationship between 

leadership behaviors and performance: The 

moderating role of a work team’s level of 

age, gender, and cultural heterogeneity,” 

Leadership and Organization Development 

Journal, vol. 32, no. 6, pp. 628–647, 2011, 

doi: 10.1108/01437731111161094. 

[28] A. Yaghoubipoor, O. Tee, and E. Ahmed, 

“Impact of the relationship,” ‘Impact of the 

relationship between transformational and 

traditional leadership styles on Iran’s 

automobile industry job satisfaction,’ vol. 

9, no. 1, pp. 14–27, 2013. 

[29] M. T. Geier, “Leadership in Extreme 

Contexts: Transformational Leadership, 

Performance Beyond Expectations?,” 

Journal of Leadership and Organizational 

Studies, vol. 23, no. 3, pp. 234–247, 2016, 

doi: 10.1177/1548051815627359. 

[30] B. Shuck and K. Wollard, “Employee 

engagement and HRD: A seminal review 

of the foundations,” Human Resource 

Development Review, vol. 9, no. 1, pp. 89–

110, 2010, doi: 

10.1177/1534484309353560. 

[31] J. Anitha, “Determinants of employee 

engagement and their impact on employee 

performance,” International Journal of 

Productivity and Performance 

Management, vol. 63, no. 3, pp. 308–323, 

2014, doi: 10.1108/IJPPM-01-2013-0008. 

[32] S. P. Robbins, M. Coulter, D. A. Decenzo, 

A. Goldstein, F. Marketing, and M. Nicole, 

“Fundamentals of Management 

ELEVENTH EDITION,” pp. 3–25, 2017. 

[33] W. H. Macey and B. Schneider, “The 

Meaning of Employee Engagement,” 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 72 Volume 19, 2022



 

 

Industrial and Organizational Psychology, 

vol. 1, no. 1, pp. 3–30, 2008, doi: 

10.1111/j.1754-9434.2007.0002.x. 

[34] D. Macleod and N. Clarke, “Engaging for 

Success: enhancing performance through 

employee engagement,” Department for 

Business Innovation & Skills, vol. 1, pp. 1–

124, 2009. 

[35] Y. A. Iddagoda, H. H. D. N. P. Opatha, and 

K. D. Gunawardana, “Towards a 

Conceptualization and an 

Operationalization of the Construct of 

Employee Engagement,” International 

Business Research, vol. 9, no. 2, p. 85, 

2016, doi: 10.5539/ibr.v9n2p85. 

[36] A. M. Saks, “Antecedents and 

consequences of employee engagement,” 

Journal of Managerial Psychology, vol. 

21, no. 7, pp. 600–619, 2006, doi: 

10.1108/02683940610690169. 

[37] Luthans, Organizational Behavior. 2011. 

doi: 10.5005/jp/books/10358_23. 

[38] T. A. Judge and R. Klinger, “Job 

satisfaction: Subjective well-being at 

work,” 2008. 

[39] A. Mihalcea, “The Impact of Leader’s 

Personality on Employees’ Job 

Satisfaction,” Procedia - Social and 

Behavioral Sciences, vol. 78, pp. 90–94, 

2013, doi: 10.1016/j.sbspro.2013.04.257. 

[40] G. Davis, “Job satisfaction survey among 

employees in small businesses,” Journal of 

Small Business and Enterprise 

Development, vol. 11, no. 4, pp. 495–503, 

2004, doi: 10.1108/14626000410567143. 

[41] Muthuveloo, “Achieving Business 

Sustainability Via I-Top Model,” American 

Journal of Economics and Business 

Administration, vol. 5, no. 1, pp. 15–21, 

2013, doi: 10.3844/ajebasp.2013.15.21. 

[42] Valaei, N., & Rezaei, “기사 (Article) 와 

안내문 (Information) [,” The Eletronic 

Library, vol. 34, no. 1, pp. 1–5, 2016. 

[43] N. Al Mehrzi and S. K. Singh, “Competing 

through employee engagement: a proposed 

framework,” International Journal of 

Productivity and Performance 

Management, vol. 65, no. 6, pp. 831–843, 

2016, doi: 10.1108/IJPPM-02-2016-0037. 

[44] W. Harwiki, “The Impact of Servant 

Leadership on Organization Culture, 

Organizational Commitment, 

Organizational Citizenship Behaviour 

(OCB) and Employee Performance in 

Women Cooperatives,” Procedia - Social 

and Behavioral Sciences, vol. 219, pp. 

283–290, 2016, doi: 

10.1016/j.sbspro.2016.04.032. 

[45] O. Masakure, “The effect of employee 

loyalty on wages,” Journal of Economic 

Psychology, vol. 56, no. August, pp. 274–

298, 2016, doi: 

10.1016/j.joep.2016.08.003. 

[46] A. S. B. Shmailan, “The relationship 

between job satisfaction, job performance 

and employee engagement: An explorative 

study,” Issues in Business Management 

and Economics, vol. 4, no. 1, pp. 1–8, 

2016. 

[47] Masi R.J. & Cooke R.A, “Effects of the 

transformational leadership of subordinate 

motivation, empowering norms and 

organizational productivity,” The 

International Journal of Organizational 

Analyses, vol. 8, no. 9, pp. 16–47, 2000, 

doi: http://dx.doi.org/10.1108/eb028976. 

[48] B. M. Bass, “Face to Face – Power to 

change: A conversation with Bernard M. 

Bass,” Leadership In Action, vol. 23, no. 2, 

pp. 9–11, 2003. 

[49] B. M. Bass and B. J. Avolio, “Multifactor 

Leadership Questionnaire (MLQ),” Mind 

Garden, pp. 1–114, 2004. 

[50] P. Northouse, Leadership: Theory and 

Practice (5th edition), vol. 50, no. 3. 2012. 

doi: 10.1108/09578231211232022. 

[51] S. B. Dust, C. J. Resick, and M. B. 

Mawritz, “Transformational leadership, 

psychological empowerment, and the 

moderating role of mechanistic–organic 

contexts,” Journal of Organizational 

Behavior, vol. 35, no. 3, pp. 413–433, 

2014, doi: 10.1002/job. 

[52] B. K. Brian Joo and T. Lim, 

“Transformational leadership and career 

satisfaction: The mediating role of 

psychological empowerment,” Journal of 

Leadership and Organizational Studies, 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 73 Volume 19, 2022



 

 

vol. 20, no. 3, pp. 316–326, 2013, doi: 

10.1177/1548051813484359. 

[53] A. Pai and V. R. Krishnan, “Can 

Transformational Leadership Increase the 

Happiness Index in Organisations through 

Empowerment?,” Journal of Organization 

and Human Behaviour, vol. 4, no. 2and3, 

2015, doi: 

10.21863/johb/2015.4.2and3.009. 

[54] D. N. Den Hartog and F. D. Belschak, 

“When does transformational leadership 

enhance employee proactive behavior? The 

role of autonomy and role breadth self-

efficacy,” Journal of Applied Psychology, 

vol. 97, no. 1, pp. 194–202, 2012, doi: 

10.1037/a0024903. 

[55] A. Schmitt, D. N. Den Hartog, and F. D. 

Belschak, “Transformational leadership 

and proactive work behaviour: A 

moderated mediation model including 

work engagement and job strain,” Journal 

of Occupational and Organizational 

Psychology, vol. 89, no. 3, pp. 588–610, 

2016, doi: 10.1111/joop.12143. 

[56] V. Ariyabuddhiphongs and S. I. Kahn, 

“Transformational leadership and turnover 

intention: The mediating effects of trust 

and job performance on café employees in 

Thailand,” Journal of Human Resources in 

Hospitality and Tourism, vol. 16, no. 2, pp. 

215–233, 2017, doi: 

10.1080/15332845.2016.1202730. 

[57] J. A. Arnold, S. Arad, J. A. Rhoades, and 

F. Drasgow, “The empowering leadership 

questionnaire: The construction and 

validation of a new scale for measuring 

leader behaviors,” Journal of 

Organizational Behavior, vol. 21, no. 3, 

pp. 249–269, 2000, doi: 

10.1002/(sici)1099-

1379(200005)21:3<249::aid-

job10>3.0.co;2-%23. 

[58] Cavazotte, “A categorical knowledge 

management software platform for 

advanced areal surface texture pecification 

and verification,” Journal of Networks, vol. 

8, no. 6, pp. 1395–1402, 2013, doi: 

10.4304/jnw.8.6.1395-1402. 

[59] D. A. Waldman, D. S. Siegel, and M. 

Javidan, “Components of CEO 

transformational leadership and corporate 

social responsibility,” Journal of 

Management Studies, vol. 43, no. 8, pp. 

1703–1725, 2006, doi: 10.1111/j.1467-

6486.2006.00642.x. 

[60] A. B. Bakker, S. L. Albrecht, and M. P. 

Leiter, “Key questions regarding work 

engagement,” European Journal of Work 

and Organizational Psychology, vol. 20, 

no. 1, pp. 4–28, 2011, doi: 

10.1080/1359432X.2010.485352. 

[61] M. Tims, A. B. Bakker, and D. 

Xanthopoulou, “Do transformational 

leaders enhance their followers’ daily work 

engagement?,” Leadership Quarterly, vol. 

22, no. 1, pp. 121–131, 2011, doi: 

10.1016/j.leaqua.2010.12.011. 

[62] T. Besieux, E. Baillien, A. L. Verbeke, and 

M. C. Euwema, “What goes around comes 

around: The mediation of corporate social 

responsibility in the relationship between 

transformational leadership and employee 

engagement,” Economic and Industrial 

Democracy, vol. 39, no. 2, pp. 249–271, 

2018, doi: 10.1177/0143831X15614914. 

[63] M. Salanova, L. Lorente, M. J. Chambel, 

and I. M. Martínez, “Linking 

transformational leadership to nurses’ 

extra-role performance: The mediating role 

of self-efficacy and work engagement,” 

Journal of Advanced Nursing, vol. 67, no. 

10, pp. 2256–2266, 2011, doi: 

10.1111/j.1365-2648.2011.05652.x. 

[64] M. Y. Ghadi, M. Fernando, and P. Caputi, 

“Transformational leadership and work 

engagement: The mediating effect of 

meaning in work,” Leadership and 

Organization Development Journal, vol. 

34, no. 6, pp. 532–550, 2013, doi: 

10.1108/LODJ-10-2011-0110. 

[65] H. K. Song, J.H., Kolb, J.A., Lee, U.H. and 

Kim, “Role of transformational leadership 

in effective organizational knowledge 

creation practices: mediating effects of 

employees’ work engagement,” Human 

Resource Development Quarterly, vol. 23, 

no. 1, pp. 65–101, 2012, doi: 10.1002/hrdq. 

[66] K. Breevaart, A. Bakker, J. Hetland, E. 

Demerouti, O. K. Olsen, and R. Espevik, 

“Daily transactional and transformational 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 74 Volume 19, 2022



 

 

leadership and daily employee 

engagement,” Journal of Occupational and 

Organizational Psychology, vol. 87, no. 1, 

pp. 138–157, 2014, doi: 

10.1111/joop.12041. 

[67] Z. A. L. Pihie, A. Sadeghi, and H. Elias, 

“Analysis of head of departments 

leadership styles: Implication for 

improving research university management 

practices,” Procedia - Social and 

Behavioral Sciences, vol. 29, pp. 1081–

1090, 2011, doi: 

10.1016/j.sbspro.2011.11.341. 

[68] S. Braun, C. Peus, S. Weisweiler, and D. 

Frey, “Transformational leadership, job 

satisfaction, and team performance: A 

multilevel mediation model of trust,” 

Leadership Quarterly, vol. 24, no. 1, pp. 

270–283, 2013, doi: 

10.1016/j.leaqua.2012.11.006. 

[69] G. G. Cummings et al., “Leadership styles 

and outcome patterns for the nursing 

workforce and work environment: A 

systematic review,” International Journal 

of Nursing Studies, vol. 47, no. 3, pp. 363–

385, 2010, doi: 

10.1016/j.ijnurstu.2009.08.006. 

[70] L. Cicero and A. Pierro, “Charismatic 

leadership and organizational outcomes: 

The mediating role of employees’ work-

group identification,” International 

Journal of Psychology, vol. 42, no. 5, pp. 

297–306, 2007, doi: 

10.1080/00207590701248495. 

[71] Cogaltay, Nazım, M. YALÇIN, and E. 

KARADAĞ, “Educational Leadership and 

Job Satisfaction of Teachers: A Meta-

Analysis Study on the Studies Published 

between 2000 and 2016 in Turkey,” 

Eurasian Journal of Educational Research, 

vol. 16, no. 62, pp. 255–282, 2016, doi: 

10.14689/ejer.2016.62.13. 

[72] S. Ghanbari and A. Eskandari, 

“Transformational leadership , job 

satisfaction , and organizational 

ınnovation,” International Journal of 

Management Perspective, vol. 1, no. 4, pp. 

81–94, 2014. 

[73] S. I. S. Mohammad, H. A. AL-Zeaud, and 

A. M. E. Batayneh, “The relationship 

between transformational leadership and 

employees’ satisfaction at Jordanian 

private hospitals,” Business and Economic 

Horizons, vol. 5, no. 2, pp. 35–46, 2011. 

[74] M. Karabina, “the Impact of Leadership 

Style To the  Teachers’ Job Saticfaction,” 

European Journal of Education Studies, 

vol. 0, no. 0, pp. 80–94, 2016. 

[75] R. Loganathan, H. L. Garbharran, B. A. 

Hons, D. P. A. ) Date Supervisor, P. D. 

Jinabhai, and D. B. A. ) Date Co-

Supervisor, “The Iinfluence of Leadership 

Styles on Job Satisfaction at a Cellulose 

Pulp Mill in Kwazulu-natal: A Case Study 

Approved for Final Submission, April 

2013,” 2013. 

[76] X. Wang, R. Chontawan, and R. 

Nantsupawat, “Transformational 

leadership: Effect on the job satisfaction of 

Registered Nurses in a hospital in China,” 

Journal of Advanced Nursing, vol. 68, no. 

2, pp. 444–451, 2012, doi: 10.1111/j.1365-

2648.2011.05762.x. 

[77] E. Yaghoubipoor, A., Puay Tee, O., & 

Musa Ahmed, “Impact of the relationship,” 

‘Impact of the relationship between 

transformational and traditional 

leadership styles on Iran’s automobile 

industry job satisfaction,’ vol. 9, no. 1, pp. 

14–27, 2013. 

[78] B. Ahmad, “Department of Human 

Resource Development Universiti 

Malaysia Sarawak,” International Review 

of Management and Business Research, 

vol. 3, no. 3, pp. 1751–1766, 2014. 

[79] M. Pugno and S. Depedri, “Job 

performance and job satisfaction: An 

integrated survey,” Economia Politica, vol. 

27, no. 1, pp. 175–210, 2010, doi: 

10.2139/ssrn.1402566. 

[80] I. Aftab, “A Study of Job Satisfaction and 

IT ’ s Impact on the Performance in the 

Banking Industry of Pakistan,” 

International Journal of Business and 

Social Sciences, vol. 3, no. 19, pp. 174–

180, 2012. 

[81] M. Riketta, “The Causal Relation Between 

Job Attitudes and Performance: A Meta-

Analysis of Panel Studies,” Journal of 

Applied Psychology, vol. 93, no. 2, pp. 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 75 Volume 19, 2022



 

 

472–481, 2008, doi: 10.1037/0021-

9010.93.2.472. 

[82] B. D. Edwards, S. T. Bell, W. Arthur, and 

A. D. Decuir, “Relationships between 

facets of job satisfaction and task and 

contextual performance,” Applied 

Psychology, vol. 57, no. 3, pp. 441–465, 

2008, doi: 10.1111/j.1464-

0597.2008.00328.x. 

[83] W. Aftab, H., & Idrees, “A Study of Job 

Satisfaction and IT ’ s Impact on the 

Performance in the Banking Industry of 

Pakistan,” International Journal of 

Business and Social Sciences, vol. 3, no. 

19, pp. 174–180, 2012. 

[84] A. N. D. Zain and T. Setiawati, “Influence 

of Work Family Conflict and Job 

Satisfaction on Medical Employee 

Performance through Organizational 

Commitment,” Review of Integrative 

Business and Economics Research, vol. 8, 

no. 1, pp. 1–19, 2019. 

[85] S. Sonnentag, “Recovery, work 

engagement, and proactive behavior: A 

new look at the interface between nonwork 

and work,” Journal of Applied Psychology, 

vol. 88, no. 3, pp. 518–528, 2003, doi: 

10.1037/0021-9010.88.3.518. 

[86] E. Demerouti and R. Cropanzano, “From 

thought to action: Employee work 

engagement and job performance,” Work 

Engagement: A Handbook of Essential 

Theory and Research, no. January 2010, 

pp. 147–163, 2010, doi: 

10.4324/9780203853047. 

[87] Y. K. Park, J. H. Song, S. W. Yoon, and J. 

Kim, “Learning organization and 

innovative behavior: The mediating effect 

of work engagement,” European Journal of 

Training and Development, vol. 38, no. 1–

2, pp. 75–94, 2014, doi: 10.1108/EJTD-04-

2013-0040. 

[88] B. L. Rich, J. A. Lepine, and E. R. 

Crawford, “Job engagement: Antecedents 

and effects on job performance,” Academy 

of Management Journal, vol. 53, no. 3, pp. 

617–635, 2010, doi: 

10.5465/amj.2010.51468988. 

[89] Gruman, “Performance management and 

employee engagement,” Human Resource 

Management Review, vol. 21, no. 2, pp. 

123–136, 2011, doi: 

10.1016/j.hrmr.2010.09.004. 

[90] J. Hanaysha, “Improving employee 

productivity through work engagement: 

Evidence from higher education sector,” 

Management Science Letters, vol. 6, pp. 

61–70, 2016, doi: 

10.5267/j.msl.2015.11.006. 

[91] G. Yukl, A. Gordon, and T. Taber, 

“Taxonomy of Leadership Behavior : Half 

Century of Behavior Research,” Journal of 

Leadership and Organizational Studies, 

vol. 9, no. 1, pp. 15–32, 2002. 

[92] F. Bhatti and A. Aljarah, “Management 

Science Letters,” Management Science 

Letters, vol. 9, pp. 823–834, 2019, doi: 

10.5267/j.msl.2019.3.006. 

[93] C. C. Bowen, J. K. Swim, and R. R. 

Jacobs, “Evaluating gender biases on actual 

job performance of real people: A meta-

analysis,” Journal of Applied Social 

Psychology, vol. 30, no. 10, pp. 2194–

2215, 2000, doi: 10.1111/j.1559-

1816.2000.tb02432.x. 

[94] L. Liu, R. Ayman, and S. Ayman-Nolley, 

“Children’s image of leadership in China,” 

Worldly Leadership: Alternative Wisdoms 

for a Complex World, pp. 105–134, 2011, 

doi: 10.1057/9780230361720. 

[95] S. Sczesny, “A Closer Look Beneath the 

Surface: Various Facets of the Think-

Manager-Think-Male Stereotype,” Sex 

Roles, vol. 49, no. 7–8, pp. 353–363, 2003, 

doi: 10.1023/A:1025112204526. 

[96] J. Tomkiewicz, R. Frankel, T. Adeyemi-

Bello, and M. Sagan, “A comparative 

analysis of the attitudes toward women 

managers in the US and Poland,” Cross 

Cultural Management: An International 

Journal, vol. 11, no. 2, pp. 58–70, 2004, 

doi: 10.1108/13527600410797792. 

[97] K. E. McGlashan, P. M. Wright, and B. 

McCormick, “Preferential selection and 

stereotypes: Effects on evaluation of 

female leader performance, subordinate 

goal commitment, and task performance,” 

Sex Roles, vol. 33, no. 9–10, pp. 669–686, 

1995, doi: 10.1007/BF01547724. 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 76 Volume 19, 2022



 

 

[98] M. S. Mast, A. Kindlimann, and W. 

Langewitz, “Recipients’ perspective on 

breaking bad news: How you put it really 

makes a difference,” Patient Education and 

Counseling, vol. 58, no. 3 SPEC. ISS., pp. 

244–251, Oct. 2005, doi: 

10.1016/j.pec.2005.05.005. 

[99] R. Ayman, K. Korabik, and S. Morris, “Is 

Transformational Leadership Always 

Perceived as Effective ? Male Subordinates 

’ Devaluation of Female Transformational 

Leaders 1,” Journal of Applied Social 

Psychology, vol. 39, no. 4, pp. 852–879, 

2009. 

[100] G. D. Fernando, S. S. Jain, and A. 

Tripathy, “This cloud has a silver lining: 

Gender diversity, managerial ability, and 

firm performance,” Journal of Business 

Research, vol. 117, no. May, pp. 484–496, 

2020, doi: 10.1016/j.jbusres.2020.05.042. 

[101] E. Soane, C. Truss, K. Alfes, A. Shantz, 

C. Rees, and M. Gatenby, “Development 

and application of a new measure of 

employee engagement: The isa engagement 

scale,” Human Resource Development 

International, vol. 15, no. 5, pp. 529–547, 

2012, doi: 

10.1080/13678868.2012.726542. 

[102] A. E. Yancey, “THE IMPACT OF JOB 

EMBEDDEDNESS ON THE JOB 

SATISFACTION - TENURE AND JOB 

SATISFACTION - INTENT TO 

TURNOVER RELATIONSHIPS,” 2009. 

[103] A. S. Tsui, J. L. Pearce, L. W. Porter, 

and A. M. Tripoli, “Academy of 

Management Alternative Approaches to the 

Employee-Organization Relationship : 

Does Investment in EMPLOYEE-

ORGANIZATION RELATIONSHIP : 

DOES INVESTMENT IN EMPLOYEES 

PAY OFF ? Hong Kong University of 

Science and Technology,” vol. 40, no. 5, 

pp. 1089–1121, 1997. 

[104] K. K. K.-K. Wong, “28/05 - Partial 

Least Squares Structural Equation 

Modeling (PLS-SEM) Techniques Using 

SmartPLS,” Marketing Bulletin, vol. 24, 

no. 1, pp. 1–32, 2013. 

[105] J. F. Hair Jr., L. M. Matthews, R. L. 

Matthews, and M. Sarstedt, “PLS-SEM or 

CB-SEM: updated guidelines on which 

method to use,” International Journal of 

Multivariate Data Analysis, vol. 1, no. 2, p. 

107, 2017, doi: 

10.1504/ijmda.2017.10008574. 

[106] J. F. Hair, L. M. Matthews, R. L. 

Matthews, and M. Sarstedt, “PLS-SEM or 

CB-SEM: updated guidelines on which 

method to use,” International Journal of 

Multivariate Data Analysis, vol. 1, no. 2, p. 

107, 2017, doi: 

10.1504/ijmda.2017.10008574. 

[107] J. Henseler, G. Hubona, and P. A. Ray, 

“Using PLS path modeling in new 

technology research: Updated guidelines,” 

Industrial Management and Data Systems, 

vol. 116, no. 1, pp. 2–20, 2016, doi: 

10.1108/IMDS-09-2015-0382. 

[108] J. F. Hair, L. M. Matthews, R. L. 

Matthews, and M. Sarstedt, “PLS-SEM or 

CB-SEM: updated guidelines on which 

method to use,” International Journal of 

Multivariate Data Analysis, vol. 1, no. 2, p. 

107, 2017, doi: 

10.1504/ijmda.2017.10008574. 

 

 

Sources of Funding for Research Presented 

in a Scientific Article or Scientific Article 

Itself 
This work was funded by a research grant from the 

Esa Unggul University, Indonesia. 

 

 

Creative Commons Attribution License 4.0 

(Attribution 4.0 International, CC BY 4.0) 
This article is published under the terms of the 

Creative Commons Attribution License 4.0 

https://creativecommons.org/licenses/by/4.0/deed.en

_US 

 

WSEAS TRANSACTIONS on INFORMATION SCIENCE and APPLICATIONS 
DOI: 10.37394/23209.2022.19.7

Unggul Kustiawan, 
Muhamad Bagus Cahyadi, 

Unik Dwi Lestari, Egi Andiyana

E-ISSN: 2224-3402 77 Volume 19, 2022

https://creativecommons.org/licenses/by/4.0/deed.en_US
https://creativecommons.org/licenses/by/4.0/deed.en_US



