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1. INTRODUCTION

Instead of evaluating individual performance, work happiness is tested as a mediator between
organizational commitment and authentic leadership (Haryadi et al., 2022). Therefore, the industry
needs high-performance human resources or individuals to fulfill the established industrial aims
(Haryadi et al.,, 2021). If human resource management is done correctly, high-quality human
resources will be developed, and employee performance may be better shaped, which can
positively affect the performance of the firm as a whole (Sanasa et al., 2024). In today's era of
globalization, the competition in an organization is so very tight to achieve a pre-set target
(Karsikah & Ghoni, 2026).

An organization's ability to successfully accomplish its objectives is largely dependent on
the performance of its workforce. The success of an organization is determined by its success in
managing human resources, and employee performance issues deserve serious attention from
the organization (Oktaviani, 2019). The amount and caliber of work that an employee produces
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while carrying out his tasks in accordance with the obligations allocated to him determines his
performance (Seniman et al.,, 2022). In the context of educational and business organizations,
high individual performance is needed because, basically, individual performance affects team
performance and ultimately affects the performance of the organization as a whole (Sasongko &
Kuang, 2024).

Employee performance problems are often reflected in indicators such as decreased
productivity, increased turnover rates, and low job satisfaction. Companies that are unable to
retain their best employees will suffer significant losses, because talent retention is very important
for the sustainability of the organization (Wijaya et al., 2024). In the Dream Wear Cooperative,
similar problems can occur if there is no adequate human resource management, especially
related to the leadership style applied and the degree to which workers are satisfied with their
jobs.

One of the most influential approaches to improving employee performance is to apply a
leadership style (Karsikah et al., 2025). The success of a company in achieving a goal is
determined by a leader's ability to manage the resources he has (Anisa et al., 2023). Although
there is no denying that leadership has a significant impact on worker performance, there isn't
always a clear correlation between the two (Sinaga, 2021). Today's evolving leadership studies
have developed a variety of different leadership models, including authentic leadership. Employee
performance will rise when job happiness is sufficient or high because leadership will boost job
satisfaction (Adam et al., 2021). In this study, the problem that arises is how to choose and
implement the right leadership style in order to effectively improve employee performance.

Among the various leadership models, authentic leadership has attracted considerable
research interest as a new form of genuine leadership (Nugroho et al., 2022). Authentic
leadership is described as a leader who acts in line with their values, views, motives, and moral
standards while being self-aware, transparent, and confident in themselves (Ahmad & Handayani,
2022). Authentic leadership is a form of leadership that focuses on psychological capacity and a
positive ethical climate. The characteristics of an authentic leader include self-awareness,
integrity, transparency, and honesty (Urbani & Puspa, 2023). Authentic leadership is proven to
promote employee job satisfaction and reduce turnover intention. In addition, a positive authentic
leadership style is also related to more work engagement.

Authentic leadership, although considered one of the most suitable leadership models for
various organizations, still faces a number of problems in its implementation (Ahmad &
Handayani, 2022). However, the impact of authentic leadership on employee performance is still
limited, especially in the context of cooperative organizations (Syarifah et al., 2024). In the context
of socioeconomic entities such as cooperatives, effective leadership is essential. Many
cooperatives' failures can be attributed to a lack of leadership (Martinez Leon et al., 2025).

As socioeconomic organizations, cooperatives are founded on particular principles, such
as solidarity, democracy, equality, and justice. Leadership plays a crucial role in this type of
organization by focusing on members' personal and professional development as well as the
group's interests, which can affect the organization's effectiveness. Employee shareholding in
cooperatives is linked to many positive outcomes, including higher motivation and job satisfaction,
lower attrition, and higher productivity, all of which eventually boost profitability (Martinez Leon et
al., 2025).

The sustainability-oriented leadership style emphasizes a culture of positive and
supportive relationships within the organization, making it applicable in a variety of leadership
positions, both formal and informal (Di Fabio, 2025). This is very relevant to the context of
cooperatives that prioritize participatory and democratic principles.

The main problem with job satisfaction as a mediating variable is that the relationship
between leadership and performance is not always direct. An employee feels that job satisfaction
will have a positive effect on improving his performance (Seniman et al., 2022).

Cooperatives, as organizations based on the principles of togetherness and the welfare of
members, have different characteristics from private companies or government agencies.
Organizations like cooperatives need leaders who excel in motivating employees so that
employees can make a good impact on the organization's culture (Fajri et al., 2022).
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The problems faced by the Dream Wear Cooperative can be identified in several aspects.
First, problems related to the effectiveness of the leadership that is applied. Cooperative leaders
need to have a leadership style that’s able to create a supportive and satisfying work environment
for employees. Authentic leadership with the characteristics of relational transparency can
catalyze the encouragement of positive employee support and development. Authentic leaders
can provide employees with opportunities to voice suggestions and concerns about their
performance measures (Urbani & Puspa, 2023). Second, problems related to the level of
employee job satisfaction. Low job satisfaction can lead to various negative impacts, such as
increased attendance, increased turnover, and decreased productivity (Ishkak, 2022). Good
communication between superiors and members can improve employee performance ethic, and
employees will feel considered part of the company. Companies that can empower employees
through the right leadership behavior can increase employee job satisfaction, employee loyalty,
and readiness to try new things at work (Saidah & Muhid, 2021). Third, problems related to the
mechanism of improving employee performance. Employee performance is not only determined
by one single factor, but is a result of the interaction of various variables, including leadership, job
satisfaction, organizational commitment, and organizational culture (Dessyarti, 2019). In the
context of cooperatives, an understanding of how authentic leadership can improve employee
performance through job satisfaction mechanisms is critical to identify and analyze.

Research on the relationship between leadership, job satisfaction, and employee
performance shows results that have not been consistent in previous studies. Some studies have
found that leadership has a direct effect on employee performance, but other studies have shown
that the influence becomes stronger or even only significant through mediating variables such as
job satisfaction. These differences in results indicate that the mechanism of the relationship
between variables has not been fully stable in the empirical literature.

Within this research gap, most studies that examined leadership models, job satisfaction,
employee performance used transformational leadership as independent variables. Such as
research conducted by (Putra & Surya, 2020) prove that job satisfaction positively and
significantly mediates the influence of transformational leadership on employee performance in
Toyota Auto 2000. Similar results were found by (Ovianti & Fadli, 2022) which shows that job
satisfaction is able to significantly mediate transformational leadership styles on employee
performance. (Steven & Yanuar, 2024) It also confirms that transformational leadership has a
significant positive influence on employee performance through job satisfaction (Ridwan et al.,
2024) found that job satisfaction significantly mediated the influence of transformational leadership
on employee performance at PT Transco Energi Utama.

There was an inconsistency in results regarding the mediating role of job satisfaction in
the relationship between leadership and performance. Some of the studies conducted by
(Iskandar & Lo, 2022; Ovianti & Fadli, 2022; Putra & Surya, 2020; Ridwan et al., 2024; Sugiono &
Lumban Tobing, 2021) found that job satisfaction successfully mediated, while other studies found
that job satisfaction was unable to mediate the relationship posited by previous researchers
(Mochamad Ainan et al., 2021) finding unproven mediated effects of job satisfaction on the
influence of transformational leadership on performance. (Ni'Am et al., 2021) It also found that job
satisfaction was not significant as a mediator in the correlation between agile leadership style and
employee performance. This inconsistency suggests that different types of leadership may have
different mediation mechanisms, so specific testing is needed for authentic leadership.

Then, the majority of the research was conducted in the context of certain organizations in
Indonesia such as manufacturing companies researched by (Ovianti & Fadli, 2022), Automotive
Dealers (Putra & Surya, 2020), Plantation Companies (N'Am et al., 2021), PDAM (Utomo &
Pamungkas, 2022), and government agencies (Harmin et al., 2021).

Based on these conditions, the novelty of this study lies in the shift of focus from
transformational leadership to authentic leadership as an independent variable in explaining
employee performance mechanisms, therefore the author proposes an authentic leadership
variable. This shift is important because authentic leadership emphasizes aspects of
transparency, integrity, and self-awareness that have different mechanisms of influence on
employee behavior.

Ahmad Ghoni, Improving employee performance with authentic leadership through job satisfaction



198 0O ISSN 2338-3631 (Print), 2809-9982 (Online)

In addition, this study specifically examines the model of job satisfaction mediation in the
context of cooperative organizations which is still relatively rarely researched. Thus, this study is
expected to make a new empirical contribution in explaining whether the mediation mechanism of
job satisfaction remains consistent when applied to different types of leadership as well as in the
context of cooperative-based organizations that have unique social and structural characteristics.

Based on these conditions, this study developed a model that tests the influence of
authentic leadership on employee performance with job satisfaction as a mediating variable in the
context of cooperatives. This model not only tests the direct influence of authentic leadership on
performance, but it also explains the indirect mechanisms through job satisfaction as a
psychological variable that bridges the relationship. Thus, the proposed research hypotheses
include: authentic leadership affects employee performance, authentic leadership affects job
satisfaction, job satisfaction affects employee performance, and job satisfaction mediates the
influence of authentic leadership on employee performance.

Thus, the conceptual framework of this study illustrates that authentic leadership plays a
role as an independent variable that affects employee performance directly or indirectly through
job satisfaction as a mediating variable. Employee performance is understood as the result of
work that is influenced not only by leadership factors, but also by the psychological condition of
individuals in the organization.

Based on the description above, the purpose of this study is to examine the impact of
authentic leadership on employee performance with job satisfaction as a mediating variable in the
Dream Wear Cooperative.

Thus, it is anticipated that this study will make theoretical and practical contributions in
understanding how authentic leadership may be a useful human resource management method to
raise employee performance through increased job satisfaction in the Dream Wear Cooperative.

2. RESEARCH METHOD

This study uses causality. A survey that looks for a cause-and-effect explanation link between
many ideas, variables, or management techniques is known as the causality method (Ferdinand. A,
2014:7). There are two categories of information sources employed in this study: both primary and
secondary. Respondents’ demographic characteristics have the potential to affect perceptions of
leadership, job satisfaction levels, and performance assessments. In this study, several relevant
demographic variables to be analyzed include age, gender, education level, working period, and
position or position in the organization. Indicators in this study include authentic leadership
variables including: self awareness, unbiased processing, authentic behavior/acting, authentic
relational orientation (Saruksuk et al., 2022). Job satisfaction variables with indicators include: the
job itself, supervisors, co-workers, promotions, salary (Mustika et al., 2025). Employee
performance variables with indicators include: quality of work output, quantity of work output,
punctuality, productivity, responsibility in work (Haryadi et al., 2021).

The population in this study is all employees who work in the Dream Wear Cooperative
with a total of 115 respondents. Respondent profiles are compiled based on several demographic
characteristics including gender, age, education level, working period, and position or position in
the organization, each of which can provide an overview of the general condition of respondents in
the study.

Table 1. Research population

Variabel Category Frequency (n)  Percentage (%)
Gender Male 52 45,2
Women 63 54,8
Age < 25 years old 28 24,3
25-35 years old 47 40,9
36-45 years old 28 24,3
> 45 years old 12 10,5
Final Education SMA/Sederajat 34 29,6
Diploma 31 27,0
S1 44 38,3
Pascasarjana 6 51
Tenure <1 years old 18 15,7
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Variabel Category Frequency (n)  Percentage (%)
1-3 years old 39 33,9
4-6 years old 34 29,6
> 6 years old 24 20,8
Departments Staf Operasional 72 62,6
Supervisor 28 24,3
Manajerial 15 13,1
Total 115 100,0

Dream wear cooperative respondent data

The sample in this study is all employees who work in dream wear cooperatives as many
as 115. The sample technique used is saturated samples. This technique is a sampling method in
which all members of the population are made as research respondents without partial sampling.
The use of this technique is relevant because the population is not too large and allows
researchers to obtain more comprehensive and representative data. The gathering of data
methods used by the author in this study include interview methods, questionnaire distribution, and
literature studies. SEM PLS version 4.1 was the analysis tool utilized. Commont Method Bias SEM-
PLS tests variable relationships, power analysis ensures sufficient samples, method bias and non-
response maintain the validity of the research results (Vaithilingam et al., 2024)

3. RESULTS AND DISCUSSIONS
Validity Test of Research Instruments

The first step is to evaluate the research questionnaire in this study data compiled by the
author in Microsoft Excel. In Partial Least Squares (PLS), Convergent validity, discriminant validity,
and composite reliability for indicator blocks are used to assess the assessment of the model or
external model with reflecting indicators. Before conducting a hypothesis test, it is necessary to
conduct a validity test to show how well an instrument, technique, or process measures a concept.
This study was conducted on 115 respondents. The validity test is conducted by examining the
discriminant and convergent validity values. Here are the validity test's findings, which can be seen
in the image.
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Figure 1. Test outer research model EP*E'

As seen in Figure 1, every variable for every indicator in the test had a value for the loading
factor of more than 0.70, allowing them to satisfy the validity requirements. Each indication is
deemed acceptable if the value for the loading factor is more than 0.70 (Ghozali & Latan., 2015:
74). The high value of the loading factor indicates that these indicators have a strong correlation
with their latent variables, so there are no weak or irrelevant indicators in the measurement model.
The Average Variance Extracted (AVE) value, which needs to be higher than 0.50, is another way
to observe convergent validity in addition to the loading factor value (Haryadi et al., 2021). Every
variable in this model has an AVE value greater than 0.50 (Karsikah et al., 2025). This shows that
each construct is able to explain more than half of the variance of the indicator, so the
measurement error rate is relatively smaller than the variance that can be explained by the
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construct. Thus, the combination of a high loading factor and an adequate AVE indicates that the
measurement model has good validity and is suitable for further analysis in the structural model

Reliability Test

A reliability test comes next after a validity test. The purpose of this reliability test is to
demonstrate the instrument's precision, consistency, and dependability in measuring variables.
There are two methods for measuring variable reliability: Cronbach's alpha and composite
reliability, or what is commonly referred to as Dillon Goldstein's Rule of Thumb, which can be used
to evaluate the dependability of a variable, i.e.,> 0.70 (Rahmatullah et al., 2022). The following
table displays the reliability test results:

Table 2. Cronbach's alpha and composite reliability values

Cronbach's Composite reliability Composite reliability Average variance extracted
alpha (rho_a) (rho_c) (AVE)
Authentic_Leadersh 0,936 0,955 0,954 0,838
Ip
Employee_Perform 0,842 0,845 0,888 0,614
ance
Job_Satisfaction 0,873 0,887 0,907 0,662

Table 1 presents the reliability test's findings, indicating that the Cronbach's alpha and
composite reliability for all variables are> 0.70. Therefore, it can be said that every variable satisfies
the dependability test or is dependable. This condition occurs because all indicators used in the
study are able to represent the construct stably and do not show inconsistent answer variations
between measurement items. Apart from examining the loading factor value, additionally,
convergent validity can be seen from the Average Extraction Value (AVE), which needs to be
higher than 0.50 (Ghozali & Latan., 2015: 74). Every variable in this model has an AVE value
greater than 0.50. This indicates that the indicators used in the model actually reflect the latent
variables being measured, so that the constructed construct has good convergent validity. These
results show that the research instrument has met the measurement standards in the PLS-SEM
model, making it feasible to use for further analysis on structural model testing.

Model Structure Testing (Internal Model)

In order to ascertain the strength of the relationship (entanglement) among the variables
mentioned in the hypothesis, additional testing, namely an internal model test, must be carried out
after the research model passes the measurement test. The R-Square value in Table 2 is used to
test the internal model, also known as the initial structural model.

Table 3. Square value
R-square  R-square adjusted
Employee_Performance 0,411 0,401
Job_Satisfaction 0,096 0,088

According to (Ghozali & Latan., 2015: 74) Interestingly, R-Square measures fall into three
categories: strong (0.75), medium (0.50), and weak (0.25). According to Table 2, the
Job_Satisfaction variable's R-square value is 0.096; as this value is less than 0.25, it falls into the
weak category. This indicates that only 9.6% of the Job Satisfaction variable could be clarified by
the exogenous variables within the model the remaining 90.4% was explained by variables not
included in the study model. Although it is still in the weak category, the Employee Performance
variable's R-square value of 0.411 indicates that the model's explanatory power is greater than that
of the Job Satisfaction variable. The R-square value shows that the model's ability to explain the
job satisfaction variable is relatively low, which is 0.096. This indicates that job satisfaction is not
only influenced by authentic leadership, but is more determined by other factors outside of the
model such as individual character, motivation, compensation, and work environment conditions.
Meanwhile, the R-square value of employee performance of 0.411 was in the medium category,
which shows that the model was able to explain 41.1 percent of the variation in employee
performance. These findings confirm that the combination of authentic leadership and job
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satisfaction has a stronger contribution in explaining performance than in explaining job satisfaction
itself.

Variance Inflation Factor (VIF)

Variance Inflation Factor (VIF) It is used to ensure that each indicator in this study, namely
authentic leadership, job satisfaction, and employee performance, has an independent contribution
and does not overlap excessively, so that the constructed structural model can be interpreted more
appropriately and reliably. The results of the VIF value can be seen in the following table:

Tabel 4. Collinearity statistics (VIF)
Indicator VIF
Authentic Leadership _1 4,759
Authentic Leadership _2 6,282
Authentic Leadership _3 4,921
Authentic Leadership _4 6,416
Employee Performance_1 2,167
Employee Performance_2 2,090
Employee Performance_3 2,406
Employee Performance_4 1,720
Employee Performance_5 1,585

Job Satisfaction_1 1,840
Job Satisfaction_2 2,341
Job Satisfaction_3 2,184
Job Satisfaction_4 1,863
Job Satisfaction_5 2,256

Source: SmartPLS 4.1 output processed 2026

Test results Variance Inflation Factor (VIF) shows that most of the indicators in the
research variables have a VIF value in the range of 1.585 to 2.406 which means that there is no
multicollinearity problem and has met the suggested criteria. These results suggest that the
research model is still feasible to use for further analysis, although authentic leadership constructs
need to be of concern due to indications of overlap between indicators that can affect the accuracy
of variable measurements.

F-Square (f?)
The value of f2 is used to see how small the influence of each independent variable is on
the dependent variable. The following value results from f-square can be seen in the table below:

Tabel 5. Nilai f-square ()

f-square
Authentic_Leadership -> Employee_Performance 0,056
Authentic_Leadership -> Job_Satisfaction 0,107
Job_Satisfaction -> Employee Performance 0,475

Source: SmartPLS 4.1 output processed 2026

The results of the effect size (f2) test showed that the influence of authentic leadership on
employee performance had a value of 0.056, and the influence of authentic leadership on job
satisfaction was 0.107. Based on the f2 criterion, both values are in the small category, which
means that the direct influence of authentic leadership on both variables is not very strong.
Meanwhile, the effect of job satisfaction on employee performance has an f2 value of 0.475, which
is in the large category. This shows that job satisfaction has a strong contribution to improving
employee performance compared to other variables in the research model. These results indicate
that the role of job satisfaction is the most dominant factor in influencing employee performance,
while authentic leadership plays a more indirect role through the mediation mechanism of job
satisfaction.

Model Fit
The results of the model fit test showed an SRMR value of 0.076, which was below the limit
of 0.08 so that the model was declared a good fit. This indicates that the model that tests the
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influence of authentic leadership on employee performance through job satisfaction as a mediating
variable is in accordance with empirical data. In addition, the values of d_ULS (0.614), d_G (0.550),
and NFI (0.735) indicate a fairly good level of model suitability, making the model feasible for
further hypothesis testing. These values can be seen in the table below:

Tabel 6. Model fit
Saturated model Estimated model

SRMR 0,076 0,076
d_uLs 0,614 0,614
d_G 0,550 0,550
Chi-square 328,573 328,573
NFI 0,735 0,735

Source: SmartPLS 4.1 output processed 2026

Secara keseluruhan, berdasarkan hasil pengujian model fit tersebut, dapat disimpulkan
bahwa model penelitian ini layak dan memiliki kesesuaian yang baik (good fit) untuk digunakan
dalam analisis lebih lanjut.

Hypothesis Testing

The direct influence hypothesis of this study was tested by looking at the acquisition of T-
statistics and P-values in SmartPLS through a bootstrapping process on models that have been
proven to be valid and reliable. The hypothetical result is declared acceptable if the statistical T
value > table T (1.960) or the P value < 0.05 (Hair et al., 2020). The picture below shows the
outcomes.
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Figure 2. Test result bootstrapping direct effect

For more specific information, the author can display it by creating a table, as shown

below:
Table 7. Direct/indirect effect bootstrapping test results
Original Sample g;?/?;ﬁ;g T statistics vallaue

sample (O) mean (M) (STDEV) (|O/STDEV)) S
Authentic_Leadership -> 0,01
Employee_Performance 0,190 0,190 0,080 2,387 7
Authentic_Leadership -> Job_Satisfaction 0311 0.316 0.103 3,009 0,300
Job_Satisfaction -> Employee_Performance 0,556 0,566 0,074 7.475 0,80
Authentic_Leadership -> Job_Satisfaction -> 0,01
Employee_Performance 0.173 0,180 0,067 2,591 0

Source: SmartPLS 4.1 output processed 2026

From the image, the table above shows the results of the Bootstrapping test with
SmartPLS version 4.1, which can be explained, including the following: The analysis of the first
hypothesis regarding the relationship between Authentic Leadership and Employee Performance
yielded a sample value of 0.190, a T statistic of 2.387, and a P value of 0.017. This positive
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coefficient indicates that an increase in the quality of authentic leadership is directly proportional to
an increase in employee performance. Because the P value is smaller than 0.05, the effect is
declared statistically significant. Thus, it can be concluded that Authentic Leadership has a
significant positive impact on employee performance, so the hypothesis is accepted. Managerially,
these findings indicate that performance improvement is not enough to rely solely on authentic
leadership practices directly, such as transparency, integrity, and leader self-awareness. In the
context of cooperatives, the role of a leader is more effective if it not only focuses on a direct
approach, but also strengthens the psychological factors of the intermediary employee. This means
that management needs to ensure that authentic leadership does not stop at the behavior of the
leader, but translates into operational policies that are able to improve the employee work
experience in real terms, such as clarity of work communication, fairness in the division of tasks,
and openness in decision-making.

A second hypothesis, namely the connection between Authentic Leadership and Job
Satisfaction, shows an original sample value of 0.311, a T-statistical value of the 3.009, and a P-
value of 0.003. A positive original sample value shows that authentic leadership is able to increase
employee job satisfaction. The higher the attitude of an authentic, open, honest, objective, and self-
aware leader, the more satisfied workers are with their jobs. Since the P-value of 0.003 is less than
0.05, there is statistical significance in this association. Thus, Authentic Leadership has a positive
and significant effect on Job Satisfaction. Thus, the second theory is approved.

The third hypothesis, which examines the connection between employee performance and
job satisfaction, has an initial sample value of 0.556, a T-statistical value of 7.475, and a P-value of
0.000. When compared to the other correlations in the table, the coefficient value of 0.556 indicates
that work happiness has the biggest impact on employee performance. This implies that
employees will perform better if they are more satisfied with their jobs. The influence is substantial
because the P-value of 0.000 is less than 0.05. Thus, the third hypothesis is likewise accepted
because job satisfaction significantly and favorably affects employee performance.

In the fourth hypothesis, the results show an indirect coefficient value of 0.173, with a t-
statistic of 2.591 and a p-value of 0.010. Since the p-value < 0.05 and the t-statistic > 1.96, it can
be concluded that this indirect influence is significant. This means that Job Satisfaction plays a
significant role as a significant mediation variable in the relationship between Authentic Leadership
and Employee Performance.

Practically, organizations need to prioritize policies that have an impact on job satisfaction
such as compensation fairness, clarity of duties, good working relationships, and a supportive work
environment. Improvements in this aspect will have a faster and significant impact on improving
employee performance. In the context of cooperatives, these results show that employee
performance is highly determined by their level of job satisfaction, so management needs to make
job satisfaction the main focus in HR management strategies.

The results of this study are consistent with previous studies in various sectors such as
manufacturing, banking, and public organizations that show that leadership, including authentic
leadership, has a positive effect on employee performance, both directly and through job
satisfaction as a mediating variable (Ovianti & Fadli, 2022; Putra & Surya, 2020; Ridwan et al.,
2024). In addition, the findings that place job satisfaction as the most dominant factor in improving
performance are also in line with various previous studies that affirm the role of job satisfaction as
the main mechanism in encouraging work productivity. The main difference in this study lies in the
context of the organization used, namely cooperatives, thus expanding the scope of generalization
of the finding that the relationship occurs not only in profit organizations and the public sector, but
also in membership-based organizations that have participatory characteristics.

Overall, the test results show that Authentic Leadership has an important role in improving
Employee Performance, directly as well as through increasing Job Satisfaction. However, based on
the original sample value, the effect of Job Satisfaction on Employee Performance had the largest
value, which was 0.556. This demonstrates that job satisfaction is a really crucial factor in
encouraging employee performance improvement. The more satisfied employees are with their
work, work environment, leadership, and organizational conditions, the more likely they are to show
better performance.
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4. CONCLUSION

Based on the findings of the research, it can be said that authentic leadership has a significant
impact on raising employee performance, in both direct and indirect ways, through job satisfaction.
First, authentic leadership has a positive and significant effect on employee performance. This
means that employee performance will improve relative to the person's quality of authentic
leadership. Leaders who are honest, open, self-aware, and able to build transparent relationships
with subordinates can motivate workers to perform at their optimum. Second, authentic leadership
has a positive and significant effect on job satisfaction. These findings show that authentic
leadership is capable of creating a feeling of ease, trust, and value in the work environment. Thus,
the greater the quality of authentic leadership, the higher the job satisfaction felt by employees.
Third, job satisfaction has a positive and significant effect on employee performance, so that job
satisfaction is the dominant factor in improving employee performance. Workers who are happy
with their jobs are typically more motivated, committed, and responsible for completing tasks. Thus,
enhancing worker performance can be done through the application of authentic leadership that is
able to increase employee job satisfaction. Job satisfaction in this research is a crucial factor that
enhances the connection between authentic leadership and employee performance. Therefore,
organizations need to encourage leaders to implement a leadership style that is authentic,
transparent, fair, and oriented towards positive relationships with employees so that job satisfaction
increases and impacts better employee performance. Authentic leadership can be improved
through strengthening leaders' competencies in the aspects of transparency, integrity, and open
communication through value-based training. In addition, cooperatives need to implement
leadership evaluations that focus not only on work outcomes, but also on the quality of working
relationships and their impact on employee satisfaction. These findings show that performance
improvement is not only directly dependent on leadership style, but is also heavily influenced by the
psychological state of employees. This study has limitations in the scope of objects that only focus
on one cooperative so that the results cannot be generalized to the context of other organizations.
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