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Abstract

The purpose of this study was to examine the effect of leadership (transformational and
transactional) on performance and to determine whether this relationship is mediated by
job satisfaction and moderated by the sector. The sample for this study consists of 259
participants working in Portuguese organizations. This is a quantitative, cross-sectional,
and correlational study. The mediating effect was tested using hierarchical multiple linear
regressions. The moderating effect was tested using the PROCESS macro (Model 1). The
results of this study indicate that performance levels are significantly influenced by transfor-
mational leadership, contingent rewards, and job satisfaction. Transformational leadership
and contingent rewards significantly increase job satisfaction levels. Job satisfaction was
found to be the mechanism that partially explains both the relationship between transfor-
mational leadership and performance and the relationship between contingent rewards
and performance. The sector in which the participant works alters the relationship between
leadership (transformational and transactional) and performance, with this relationship
being stronger for participants working in the social sector. Additionally, it was found
that participants with daily contact with their direct supervisor report a higher perception
of transformational leadership. It is hoped that these results will contribute to both the
advancement of the literature and organizational practice.

Keywords: transformational leadership; transactional leadership; job satisfaction; performance;
quantitative study

1. Introduction
We each have an invisible “bucket” that is constantly either empty or full, depending

on what others say or do to us. When our bucket is full, we feel good. When it is empty, we
feel very bad (Rath & Clifton, 2005).

This metaphor of the “invisible bucket” describes a psychological model in which
everyone possesses an emotional “reservoir” that is in constant flux, depending on the
social and communicative interactions they engage in. A “full bucket” is associated with sat-
isfaction, well-being, motivation, and readiness to perform; conversely, an “empty bucket”
is associated with negative emotions, such as dissatisfaction, disinterest, demotivation,
lower engagement, and a loss of productivity (Bakker & Leiter, 2010).
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The relationship between the “invisible bucket” and leadership becomes evident when
one considers that leaders play a decisive role in employees’ emotional experience. Leader-
ship behaviors that promote recognition, constructive feedback, support for development,
and the demonstration of trust help fill team members’ emotional buckets. On the other
hand, negative or indifferent leadership styles can contribute to emptying the bucket,
negatively affecting motivation, engagement, and productivity (Baykal, 2019).

Thus, integrating the concept of the “invisible bucket” allows us to understand leader-
ship not merely as the management of tasks or resources, but as a means of broadening
a person’s vision to wider horizons and elevating their performance to a higher standard
(Drucker, 2009). Throughout their careers, certain leaders have discovered that the bucket
is a powerful and extraordinary leadership strategy; as a result, many employees look to
them for motivation and guidance (Rath & Clifton, 2005).

Thus, we arrive at transformational leadership, characterized as a process in which
leaders and followers mutually elevate one another to higher levels of morality and mo-
tivation (Burns, 1978). Other authors have expanded on the theory initiated by Burns,
characterizing transformational leadership by the leader’s ability to inspire followers to
exceed expectations, foster high levels of motivation, and promote positive and sustained
change within organizations. They are cited as examples of ethical leadership, inspirational
motivation, and intellectual stimulation, combined with the mentoring and development
of each follower (B. Bass & Avolio, 1994). For these authors, transformational leaders are
particularly effective in contexts of change and complexity, combining inspiration, guid-
ance, and skill development, which results in higher levels of performance, commitment,
and organizational satisfaction.

Transformational leadership has a significant impact on many organizational vari-
ables, particularly employee satisfaction and performance, fostering a positive and healthy
organizational climate that leads to their development and growth.

Transactional leadership focuses on rewards (B. M. Bass, 2000). According to J.
Jeong (2025), there is no consensus in previous studies on the effects of transforma-
tional and transactional leadership. Some authors argue that transformational and
transactional leadership positively influence performance, with the effect of transfor-
mational leadership stronger than that of transactional leadership (Dias et al., 2024;
Jensen et al., 2019; Purwanto et al., 2020).

This study is expected to clarify the relationships among leadership (transactional and
non-transactional), job satisfaction, and performance. The following research question is
thus formulated:

Is job satisfaction the mechanism that explains the relationship between leadership
and performance?

To answer this research question, the following objectives were formulated:

(a) To investigate the nature of the relationship between leadership and performance.
(b) To investigate whether satisfaction is the mechanism that explains the association

between leadership and performance.

2. Theoretical Framework
2.1. Leadership

Leadership is an essential activity and yet much remains uncertain in this endeavor
involving people in the domain of social sciences. There is no formula to date to determine,
with a degree of certainty, who will be successful and who will not—in varied situations
and with varied communities and stakeholders. Leadership means leading people from A
to B where at B they are better off. Leading is inspiring; it is motivating; it is illuminating
the way [forward]. All leaders need [voluntary] followers, and in this regard, nothing will
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guarantee success. What qualities should a leader have? What competences and skills are
necessary in specific situations and cultures? The debate continues.

There are certain traits which are intuitively seen as positive—for example, having
positive values that are seen as universal such as good principles and character, a
vision of the future, the ability to establish empathy with others, the humility to admit
being wrong and to learn with experience, hence setting an example others may relate
to and want to follow. Above all, a leader should be able to understand what others’
need and want, to help them feel happy and fulfilled, and have the desire to help them
achieve their goals and objectives, fostering a sense of belonging and duty at the same
time. Ogbeidi (2012) also provides a good discussion on being a leader. A leader in the
truest sense must inspire, compel others forward into action, and establish a positive
atmosphere—in all followers alike (Forbes, 2017). There is no doubt that leadership is
a central aspect to the success of groups in society (Agazu et al., 2025). Northhouse
(2007) defines leadership as an individual’s ability to motivate a group to work towards
goals, while Liden et al. (2025) further expand this perspective, demonstrating that
leadership can also manifest itself through informal behaviors.

Leadership styles can be considered an extension of behavioral approaches. To under-
stand which combination of leadership behaviors is effective, researchers have explored
the general concept of leadership behaviors, and since the 2000s, leadership styles have
become the primary focus of research. According to Carton (2022), leadership styles are
considered unique constructs because they reflect a common theme.

Among all leadership styles, transformational and transactional leadership rank
among the most studied (Carton, 2022; Dinh et al., 2014; Gardner et al., 2020).

2.1.1. Transformational Leadership

In recent decades, the need to transform organizations, in times of turbulent and rapid
change, has led to the name of an important leadership form—transformational leadership
(Northhouse, 2007). Burns (1978) had already approached the issue of transformational
leadership in so far as it occurs when a leader is able to elevate performance and participa-
tion in organizational goal achievement to a level considered very high, especially in terms
of the motivation and well-being of the group. Four distinct transformational aspects in
this leadership style are suggested by B. M. Bass (1985), namely the ability to bring about
high ideals and respect as a role model with impeccable ethics; the ability to set forth a
vision people can understand, relate to and want to contribute to as a team; encouraging
people to solve problems creatively and drawing on their intellect; all while choosing other
intermediate leaders to delegate to and trust. The terms coach and mentor are gaining
more popularity and Nicholson and Kiel (2007) referred to these twenty years ago—seeing
transformational leadership as indeed transforming corporate realities for the better. In
line with Shahzad et al. (2022), transformational leaders will have a quiet belief in their
abilities and not fear their followers, allowing them to be innovative and thus essential to
corporate strategy.

Being a transformational leader means encouraging colleagues to be creative and to
have a positive inner work life—fueled by intrinsic motivation and the desire to rise up to
the innovation challenge, even if it means temporarily disrupting the status quo (Jansen
et al., 2006). Transformational leaders provide a safe environment within which to innovate
and excel. This may seem obvious and common sense—albeit work experience will show
the opposite to oftentimes be true; however, one cannot overlook the existence of toxic
leaders and organizations.
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2.1.2. Transactional Leadership

One may state with some certainty that transactional leadership is a popular, if not the
most popular, leadership style in the marketplace and in organizations (Young et al., 2021).
With this leadership style, the leader and their followers engage in transactions—that is
the binding and motivating principle. Standards are achieved and expectations met and
exceeded in view of satisfactory rewards promised and subsequently delivered. The three
pillars of this leadership style are contingent reward (which means providing rewards
when objectives are accomplished—involving trust in the leader); active management
by exception (translated into controlling subordinates to avoid pitfalls and problems—
while avoiding excessive control of movement and thought), and passive management
by exception (which means being able to solve issues as they arise—organizational and
marketplace problems) (B. M. Bass, 1985; Burns, 1978). These three leadership dimensions
may albeit benefit or damage productivity via distinct occurrences (Young et al., 2021).
Moreover, certain authors suggest that transactional leadership should be used together
with transformational leadership to be more effective. Individuals will thus perform better,
as empirically demonstrated (Wang et al., 2011).

2.2. Performance

At the end of the day, organizations must perform according to, or exceeding, expec-
tations of shareholders and other stakeholders. What does “performance” really mean?
It is a complex term, given the diverse contexts and people involved, which may exist
at any moment in time. Does performing mean achieving a profit, at the dire expense of
the environment? Or is it about providing benefits to as many stakeholders as possible,
without harming any third parties, including the planet? There are hence many facets to
the term performance. Ejere and Abasilim (2012) state that organizational performance
must be seen in context and related to efficiency and effectiveness (and not squandering
resources mindlessly). In a similar vein, Yusuf-Habeeb and Ibrahim (2017) speak of outputs
and of organizational results which need to be forecasted and planned for by leadership
roles (setting realistic, fair but challenging goals and objectives may be an art in itself).
Benchmarking involves analyzing the pace set by market leaders—at the individual or
organizational level. Though it may be dangerous to compare oneself to the best in in-
dustry, this is now commonplace. To be the best, one will need dedicated and committed
colleagues—hence the need for superior leadership which inspires one to excel (Cemaloğlu
et al., 2012). According to Popper (2000), good leaders will be visible through their actions
and impact on their subordinates—which needs to be substantial.

Leadership and Performance

What is it possible to achieve? Great leaders may surprise us with their performance
possibilities and outcomes. Leaders must find the potential in people and transform that
into something palpable. It goes beyond using people but rather giving them something to
believe in and, hand in hand, accompanying them [patiently] to that end. It goes beyond
mere utility and seeing people as instruments. Consistent ethics will be necessary at all
times to achieve long-lasting excellence and positive change (Horner, 1997). Leaders are
measured by their results—but the path in achieving those goals is also relevant—involving
being kind and having empathy for the needs, competences and abilities of others in order
to achieve the extraordinary (B. M. Bass, 1985). Teams require leaders to come forward and
take on that responsibility. Despite decades studying the topic, what do we know about
how that is accomplished over time? What constitutes effective leadership? Do leaders
exist separately from their followers? Or are both influenced by each other? According
to Zaccaro and Klimoski (2002), the leader–subordinate dynamic is complex and they
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should not be seen separately. Followers will spur on the leader to be more or less effective
(Zaccaro & Klimoski, 2002). Leadership tasks involve creating a vision, coordinating people
in individual and collective duties, and ensuring that smooth and effective communication
channels exist and are kept open, while monitoring and seeking on of organizational activity
to thus exceed expectations and perhaps achieve the unthinkable (Kahandawaarachchi
et al., 2016; Azeem, 2010).

In a study conducted by Gündüz Çekmecelioğlu et al. (2025), the authors concluded
that both transformational leadership and transactional leadership have a positive and
significant effect on performance.

Previous studies suggest that transformational leadership and transactional leadership
positively influence performance, with the effect of transformational leadership being
stronger than that of transactional leadership (Dias et al., 2024; Jensen et al., 2019; Purwanto
et al., 2020). This relationship can be interpreted based on social exchange theory (Blau,
1964) and the norm of reciprocity (Gouldner, 1960). According to these theories, behavior
results from an exchange process. When a leader supports their employees, they reciprocate
this attitude by performing better.

We may hence formulate the following hypotheses:

Hypothesis 1: Leadership has a positive and significant effect on task performance in Portugal.

Hypothesis 1a: Transformational leadership has a positive and significant effect on task performance
in Portugal.

Hypothesis 1b: Transactional leadership has a positive and significant effect on task performance
in Portugal.

2.3. Job Satisfaction

“Happy employees are productive employees.” Locke (1976) states that job satisfaction
is a “pleasant or positive emotional state resulting from the evaluation of one’s own work
or work experiences.” Salary, opportunities for professional growth, job security, employ-
ment status, working conditions, benefits, training, and personal variables influenced job
satisfaction (Gazi et al., 2024). Job satisfaction is a psychological response to a person’s
duties and their physical and social environment (Saari & Judge, 2004). Job satisfaction
can be considered the positive feeling felt when executing an activity which is explicitly or
implicitly a part of their job description (Chukwu, 2021).

An organization’s performance and productivity will decline if its employees are
unmotivated or have had a negative experience with their leaders (Azeem, 2010). As a
result, the company may begin to decline or go bankrupt.

Porter’s (1961) discrepancy theory states that “an employee will be satisfied if there
is no difference between what they desire and their perception of reality, measuring job
satisfaction by calculating the difference between what should be and perceived reality.”
Happiness at work, according to Locke (1976), “depends on the difference between what
is achieved and what the employee expects.” “People will feel satisfied or dissatisfied,
depending on whether they perceive fairness in a situation,” states Adams’ (1965) theory
of justice, commonly known as equity theory. This theory has four essential components:
input, outcome, reference person, and equity–inequity. Employee satisfaction levels are
determined by comparing their performance with that of other employees.

2.3.1. Leadership and Job Satisfaction

What is the real task of a leader? It is to create a culture which is shared in the whole
organization. A shared culture leaves room for the creation of synergies towards achieving
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what the organization set out to achieve—its vision and mission. Satisfied employees
are essential for success (Purwanto et al., 2021; Quddus et al., 2020; Sunarsi et al., 2020),
facilitating human resource management and fostering enthusiasm (Asbari et al., 2021;
Gelard et al., 2014; Gessler & Ashmawy, 2016). Employee satisfaction can be viewed as the
result of their dedication to the greater good—that of the collective—of the organization,
a keen sense of motivation beyond the short- and medium-term, where individuals feel
stimulated to perform for the benefit of the employee community (Hulpia et al., 2011;
Suyitno et al., 2014; Tas, 2017). Compensation for doing hard work will be evident in itself
and employees will feel engaged through their labor (Suharto et al., 2022).

In a similar vein, one cannot refrain from talking about leadership as a way to positively
manage employees in groups within an organization. Transformational leaders prioritize serving
their followers over their leadership status; it is from that that they achieve satisfaction—from
creating better lives, both personal and professional, for those who serve them and the collective
(Haudi et al., 2022; Indrawan et al., 2020; Kadiyono et al., 2020).

Greater trust and satisfaction from the task(s) completed will ensue, according to No-
tarnicola et al. (2024), as transformational leaders are good at creating the abovementioned
shared culture. Leadership styles seen as positive have an impact on job satisfaction and
create for a platform of shared best practices and personal mastery between leaders.

Regarding the relationship between transactional leadership and job satisfaction, pre-
vious studies have reported inconsistent results. For some authors, this relationship is
negative (J. Jeong, 2025), but for others, it is positive (Lumbantoruan et al., 2020). Salameh-
Ayanian et al. (2025), in a study conducted among Lebanese NGOs, also concluded that
there is a positive association between transactional leadership and job satisfaction. How-
ever, this relationship is weaker than the relationship between transformational leadership
and job satisfaction.

The relationship between leadership and job satisfaction can also be interpreted based
on the Path–Goal Leadership Theory developed by House (1971). According to this theory,
when a leader’s behavior successfully clarifies key paths for subordinates, various positive
outcomes emerge, including job satisfaction.

Hypothesis 2: Leadership has a positive and significant effect on job satisfaction in Portugal.

Hypothesis 2a: Transformational leadership has a positive and significant effect on job satisfaction
in Portugal.

Hypothesis 2b: Transactional leadership has a positive and significant effect on job satisfaction
in Portugal.

2.3.2. Job Satisfaction and Performance

Organizational psychologists have been studying the supposed link between hap-
piness at work and performance for almost half a century. Schaffer (1996) presented the
theory of need satisfaction, asserting that job satisfaction is a direct consequence of how
one’s needs are satisfied. Hence, employee satisfaction depends on the fulfillment or not of
their needs, and employees will feel satisfied when they receive what they need.

Organizations with satisfied employees are unquestionably more successful and pro-
ductive than those with dissatisfied employees. Performance and satisfaction may be
closely related at the organizational level whereby satisfied individuals willingly contribute
to the group’s objectives.

The relationship between job satisfaction and performance is often ambiguous; job
satisfaction can act as either a precursor to or a consequence of performance, i.e., satisfaction
promotes performance, which in turn increases satisfaction (Spector, 2021).

https://doi.org/10.3390/admsci16090412

https://doi.org/10.3390/admsci16090412


Adm. Sci. 2026, 16, 412 7 of 25

This relationship can be explained by Hobfoll’s (1989) resource conservation theory.
Job satisfaction can function as a positive emotional state, reflecting a surplus of work-
related resources. When employees feel satisfied, they invest this surplus of energy and
focus into their tasks, leading to an increase in their performance.

According to Gazi et al. (2024), employees who are happier in their job also perceive
that they perform better. (Pinheiro & Palma-Moreira, 2025) also concluded that being happy
at work is directly linked to the perception of performance.

Therefore, the following hypothesis is proposed:

Hypothesis 3: Job satisfaction has a positive and significant effect on task performance in Portugal.

2.3.3. Leadership, Job Satisfaction and Performance

Leadership factors and organizational citizenship behaviors (including being a good
colleague) are seen to be strictly linked to the performance of employees; specifically, being
happy and feeling satisfied at work also has a bearing on job performance (Nugroho et al.,
2020). The studies by Purwanto et al. (2021) and Ridlwan et al. (2021) show that one’s leader
and how one is led will affect how one performs depending on whether they are happy at
work. In other words, if one’s leaders are seen to be adequate, people will be happier at
work, resulting in better performance. Poo leadership will have the opposite effect. The
study by Jimoh and Lawal (2026) revealed that being happy while working serves as a
full mediator when one relates leadership to job results. Hence, one may conclude that
being happy at work accounts for the leadership–performance connection. The relationship
between leadership, job satisfaction, and performance can be interpreted through the
expectancy theory developed by Vroom (1964), which holds that task performance depends
on the alignment of effort, rewards, and individual expectations. Transparent reward
systems and trust in management reinforce this link, motivating employees to exert greater
effort, which will result in a higher level of performance (Shdaifat et al., 2023). This
relationship can also be interpreted through the theory of resource conservation, developed
by Hobfoll (1989). According to this theory, leadership can function as an important
resource, promoting employee satisfaction and preventing the loss of resources, thereby
contributing to better performance.

Therefore, the following hypothesis may be formulated:

Hypothesis 4: Job satisfaction has a mediating effect on the relationship between leadership and
task performance in Portugal.

2.4. Sector of Activity
2.4.1. Public Sector

According to the study by Orazi et al. (2013), public sector leaders should primarily
act as transformational leaders, making moderate use of transactional relationships
(ones involving direct exchange, which perhaps has limited possibility in public sector
settings) with their subordinates; the authors strongly emphasize how important it
is to come across as having integrity while being ethical on the job. Indeed, public
administration, according to Pimenta (2023), involves public leadership, which is very
different to leadership in the private sector not only due to different resources being
available but also due to promotion possibilities in view of the public rather than
private good. Public sector managers face different challenges because they must serve
the needs of the public at large, they must respect the Constitution and law of the
land, and demonstrate good personal values and integrity, promoting ethical work
environments and seeking to be seen as excellent professionals.
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Public employees should work to be of use to others more readily than for themselves
(being more altruistic than selfish); they should reflect on their work to serve different
people, rather than themselves; and they should view their work as a way to assist others,
thereby experiencing greater meaning within their jobs (Ciobanu et al., 2019).

2.4.2. Private Sector

The study by Quigley et al. (2022) demonstrates that the effect of leadership in private
settings and organizations may perhaps differ in a big way from what is observed in
public sector firms, though clear reasons and directions may be difficult to elucidate. The
discretion—or freedom of action—of leaders in private organizations may be higher, in the
presence of an owner who may decide to allocate resources with less [public] constraints
and scrutiny. Public sector firms work for the greater good and there is no owner to speak
of except for the State. Public sector employees may assume to work for the State or for
their country. In private firms, one works for different stakeholders, but most surely for the
owner of the enterprise. The salary of employees may be higher in private firms, but the
risk is higher due to more competition and the need to compete and survive. Leadership
decisions may hence have a larger impact in private firms. Leadership and managerial
discretion may be larger in private firms.

2.4.3. Public/Private Sector

Public–private partnerships (PPPs) have received a lot of attention in the media. Lead-
ership and managerial tasks are crucial in this type of firm. This means that how individual
and group behavior are sanctioned or promoted will have a significant effect on outcomes
and employee job satisfaction. What rules govern the PPP entity? Managing a PPP is a
distinct challenge and the media has also focused on corruption in such environments
whereby private managers and leaders are seen to benefit from less ethical public sector
managers and leaders who wrongly and unlawfully allocate public resources in search
of subsequent personal gain. Do private entities succeed in corrupting public managers?
Based on some of the literature, not surprisingly, how one cooperates, builds trust, and
communicates through diverse channels, the firm’s competences, the perspective of risk,
rivalry, and being opaque or transparent are all of great importance (Rodrigues, 2023).

2.4.4. Social Sector

Sahasranamam et al. (2024) note that economic development and growth are also
achieved via social organizations. While commercial entrepreneurs primarily seek eco-
nomic value and profit, social entrepreneurs seek to create social value and community
well-being. In view of these different missions, different skill sets, experience and organiza-
tional forms are required for each mission. Different types of opportunities are sought, and
different and unique human capital are needed for the very different contexts which may
present themselves.

M. Jeong (2024) states that transformational leadership may be very applicable in social
enterprises. Transformational leadership involves transforming enterprises via motivated
individuals based on their intrinsic motivation and their striving for enterprise objectives.
The transformational and charismatic leader will have a role involving intellectual stim-
ulation, encouragement, and the granting of autonomy to followers. Naderi et al. (2019)
defend that this sort of leadership will support performance in social endeavors.

Mohamad and Majid (2014) state further that leaders in social enterprises must create
the conditions necessary for members to really excel in their roles and professional duties.

In a study conducted by Dias et al. (2024), the authors concluded that the industry
moderates the relationship between leadership (transformational and transactional) and
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performance. The differences between sectors of activity—and the seeking of economic
versus social profit—lead us to formulate the following hypothesis:

Hypothesis 5: The sector of activity moderates the relationship between leadership and task
performance in Portugal.

Figure 1 shows a summary of the formulated hypotheses, in a model created to show
the existing relationships.

Figure 1. Research model.

3. Materials and Methods
3.1. Data Collection Procedure

A total of 259 individuals working in Portuguese organizations voluntarily partici-
pated in this study.

This was a correlational study aimed at examining the associations among leader-
ship, job satisfaction, and performance. The data collection process was non-probabilistic,
purposive, and snowball-based (Vilelas, 2025), as these approaches were used to access
participants through the researchers’ contacts. It was a cross-sectional study since the data
were collected at a single point in time.

The questionnaire was posted online on the Google Forms platform and distributed
via email and LinkedIn to the researchers’ contacts, supporting the purposive and snowball-
based data collection process. Before beginning the questionnaire, participants were pre-
sented with an informed consent form, which explained the study’s objective and guaran-
teed data confidentiality. Participants were then asked whether they wished to participate
in the study. If they answered no, they were directed to the end of the questionnaire. If they
answered yes, they proceeded to the next section.

The questionnaire included sociodemographic questions and three scales: lead-
ership, job satisfaction, and performance. The data were collected between 1 Febru-
ary 2026 and 20 March 2026.

3.2. Participants

The sample for this study consists of 259 participants who volunteered to take part
and are between the ages of 17 and 67, with a mean age of 44.02 and a standard deviation
of 13.745. Regarding gender, 173 (66.8%) of the participants are female, and 86 (33.2%) are
male. Regarding educational qualifications, 77 (29.7%) of the participants completed 12th
grade or lower, 131 (50.6%) hold a bachelor’s degree, and 51 (19.7%) hold a master’s degree

https://doi.org/10.3390/admsci16090412

https://doi.org/10.3390/admsci16090412


Adm. Sci. 2026, 16, 412 10 of 25

or higher. Regarding length of service, 35 (13.5%) have less than 1 year, 54 (20.8%) have
between 1 and 3 years, 38 (14.7%) have between 4 and 6 years, 18 (6.9%) have between
7 and 10 years, 16 (6.2%) have between 11 and 15 years, and 98 (37.8%) have more than
15 years of experience. Regarding contract type, 123 (47.5%) have a permanent contract,
40 (15.4%) have an indefinite-term contract, 56 (21.6%) have a fixed-term contract, 23 (8.9%)
are self-employed, and 17 (6.6%) indicated another type of contract. Regarding the sector
of activity, 152 (58.7%) work in the private sector, 71 (27.4%) in the public sector, 19 (7.3%)
in public/private companies, and 17 (6.6%) in the social sector. Regarding work regime,
159 (61.4%) work in a face-to-face regime, 92 (35.5%) in a hybrid arrangement, and 8 (3.1%)
remotely. When asked about their contact with their direct supervisor, 111 (62%) responded
that it was daily, 31 (17.3%) that it was weekly, 4 (2.2%) that it was monthly, and 33 (18.4%)
that it was variable.

3.3. Data Analysis Procedure

After the data were collected via Google Forms, they were imported into SPSS Statis-
tics 29. The first analysis was conducted to assess the metric properties of the instruments
used in this study. Validity was assessed using confirmatory factor analyses in AMOS
Graphics 29. The procedure followed a “model-building” approach (Jöreskog & Sörbom,
1993), interactively considering the following fit criteria: χ2 ≤ 5; TLI > 0.90; GFI > 0.90;
CFI > 0.90; RMSEA ≤ 0.08 (MacCallum et al., 1996); and RMSR, where a lower value corre-
sponds to a better fit (Hu & Bentler, 1999). Using the data obtained from the confirmatory
factor analysis, composite reliability and convergent validity were calculated. Composite
reliability values must be greater than 0.70. Regarding convergent validity, AVE values
must be equal to or greater than 0.50 (Fornell & Larcker, 1981).

Internal consistency was assessed using Cronbach’s alpha to evaluate instrument
reliability, typically set at 0.70 in organizational studies (Bryman & Cramer, 2003).

To test the sensitivity of the items, measures of central tendency and shape were calcu-
lated. Regarding measures of central tendency, the items have responses at all points and
do not have a median close to either extreme. Regarding measures of shape, their absolute
values of skewness and kurtosis are below 3 and 7, respectively (Finney & DiStefano, 2013).

Before testing the hypotheses formulated in this study, a one-factor test by Har-
man (1967) was conducted to assess common method variance. One-sample t-tests were
conducted to test the descriptive statistics of the variables under study. The effect of so-
ciodemographic variables on the variables under study was tested using the following
tests: t-test for independent samples, one-way ANOVA, and Pearson correlations. The
association between the variables under study was tested using Pearson correlations. To
test Hypotheses 1, 2, 3, and 4, linear regressions were performed. To test Hypothesis 4, as
it involves a mediating effect, the procedures outlined by Baron and Kenny (1986) were
followed. To test Hypothesis 5, which involves a moderating effect, the PROCESS 4.2 macro
(Model 1), developed by Hayes (2022), was used. The significance level is 0.05.

3.4. Instruments

Leadership was measured using the Portuguese version of the Multifactorial Leader-
ship Questionnaire developed by B. M. Bass (1985), as adapted for the Portuguese popula-
tion by Salanova et al. (2011). This is a shortened version of the instrument consisting of
28 items, distributed across two subscales: transformational leadership and transactional
leadership. The transformational leadership subscale consists of 20 items across 5 dimen-
sions, and the transactional leadership subscale consists of 8 items across 2 dimensions.
The items are organized on a five-point Likert scale (from 1 “Never” to 5 “Frequently if not
always”). The validity of the transformational leadership subscale was initially assessed
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using a five-factor confirmatory factor analysis. All fit indices showed adequate values
(χ2/df = 1.93; GFI = 0.90; CFI = 0.96; TLI = 0.95; RMSEA = 0.060; RMSR = 0.039). Since
the factors were highly correlated, a new one-factor confirmatory factor analysis was con-
ducted. The fit indices were also found to be adequate (χ2/df = 1.83; GFI = 0.91; CFI = 0.97;
TLI = 0.96; RMSEA = 0.057; RMSR = 0.038). These results indicate that we should consider
this subscale as unidimensional. A composite reliability of 0.95 was obtained, a value
considered very good. This subscale has very good internal consistency, with a Cronbach’s
alpha of 0.95. It also has good convergent validity, as it attained an AVE of 0.51 (Fornell &
Larcker, 1981).

To test the validity of the transactional leadership subscale, a two-factor confirmatory
factor analysis was conducted. The fit indices were adequate or close to adequate values
(χ2/df = 3.35; GFI = 0.95; CFI = 0.96; TLI = 0.93; RMSEA = 0.095; RMSR = 0.085). A
composite reliability of 0.88 was obtained for contingent rewards and 0.80 for active
management, both of which can be considered good. The two dimensions of this scale
show good internal consistency, with a Cronbach’s alpha of 0.86 for contingent rewards
and 0.80 for active management. Good convergent validity indices were also obtained for
both dimensions, with AVEs of 0.65 for contingent rewards and 0.52 for active management
(Fornell & Larcker, 1981).

Performance was measured using the task performance dimension (comprising
7 items) of the instrument developed by Williams and Anderson (1991). The validity
of this instrument was tested using a one-factor confirmatory factor analysis, which pro-
vided good fit indices (χ2/df = 1.26; GFI = 0.98; CFI = 0.99; TLI = 0.99; RMSEA = 0.032;
RMSR = 0.027). This instrument has good composite reliability (0.87) and good internal
consistency (α = 0.85). Convergent validity appears good, as an AVE of 0.50 was obtained
(Fornell & Larcker, 1981).

To measure job satisfaction, the Portuguese version of the instrument developed by
Brayfield and Rothe (1951) was used; this version was translated and adapted for the
Portuguese population by Sinval and Marôco (2020). It consists of 5 items rated on a 5-point
Likert scale (from 1, “Strongly Disagree,” to 5, “Strongly Agree”). To test the validity of this
instrument, a one-factor confirmatory factor analysis was conducted, resulting in good fit
indices. (χ2/df = 2.12; GFI = 0.99; CFI = 0.99; TLI = 0.98; RMSEA = 0.066; RMSR = 0.019).
This instrument exhibits good composite reliability (0.85) and good internal consistency
(α = 0.85). It also demonstrates good convergent validity, with an AVE value of 0.54 (Fornell
& Larcker, 1981).

All items comprising these instruments were found to discriminate among subjects, as
they do not grossly violate the assumption of normality (Finney & DiStefano, 2013).

4. Results
4.1. Common Method Variance

Since the data for all scales were collected from a single source, this study may contain
potential common-method variance. To test for common-method variance, Harman’s (1967)
one-factor test was used. An exploratory factor analysis forced to a single factor was
conducted. The one-factor solution accounted for only 38% of the instruments’ variability,
indicating that common-method variance does not pose a potential risk to the present study
(Podsakoff et al., 2012).

4.2. Descriptive Statistics of the Variables Studied

The responses provided by the participants in this study fall above the midpoint for
all constructs (3), indicating a high perception of leadership and task performance, as well
as high levels of job satisfaction (Table 1). It is important to note that task performance
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is the variable with the highest perceived importance, while active management has the
lowest (Table 1).

Table 1. Descriptive statistics of the variables studied.

Variable t df p d Mean SD

Transformational
Leadership 13.86 *** 258 <0.001 0.86 3.64 0.74

Contingent Rewards 6.73 *** 258 <0.001 0.42 3.38 0.91
Active Management 4.83 *** 258 <0.001 0.30 3.23 0.77

Task Performance 33.44 *** 258 <0.001 2.08 4.18 0.57
Job Satisfaction 15.08 *** 258 <0.001 0.94 3.75 0.80

Note. *** p < 0.001.

4.3. Association Between Sociodemographic Variables and Variables Studied

Next, we tested the association between sociodemographic variables and the variables
studied. However, only the results that were statistically significant will be described.

Whether or not the participant holds a managerial position has a significant effect
on job satisfaction (t (257) = −3.06; p = 0.002; d = 0.41) (Table 2). Participants who hold a
managerial position have significantly higher satisfaction than those who do not (Table 2).

Table 2. The effect of manager vs. non-manager roles on job satisfaction.

Variable t df p d
Non-Manager Manager

Mean SD Mean SD

Job Satis-
faction −3.06 ** 257 0.002 0.41 3.65 0.84 3.98 0.67

Note. ** p < 0.01.

The sector of activity is significantly associated with task performance (F (3, 255) = 2.90;
p = 0.036) (Figure 2). Participants working in the social sector have the highest perception
of performance (Figure 2). In contrast, participants working in the public/private sector
have the lowest perception of task performance (Figure 2).

 

4.31

4.13

3.99

4.41

Public Private Public/ Private Social

Figure 2. Effect of sector of activity on performance.

The type of working regime is significantly associated with active management (F
(2, 256) = 3.17; p = 0.044) (Figure 3). Participants who work in a face-to-face regime have
a higher perception of active management (Figure 3). In contrast, participants working
remotely perceive less active management (Figure 3).
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Face-to-Face Hybrid Remote

Figure 3. Effect of work regime on active management.

The frequency of contact with management is significantly associated with transfor-
mational leadership (F (3, 255) = 3.07; p = 0.029) (Figure 4). Participants with daily contact
with management report a higher perception of transformational leadership (Figure 4). In
contrast, participants who work on a variable schedule have a lower perception of active
transformational leadership (Figure 4).

 

3.7

3.54

3.66

3.27

Daily Weekly Monthly Variable

Figure 4. Effect of frequency of contact with management on transformational leadership.

4.4. Correlations

Pearson correlations were computed to assess the relationships among the variables
under study. Transformational leadership is positively and significantly correlated with task
performance and job satisfaction, indicating that higher perceptions of transformational
leadership are associated with higher perceptions of task performance and job satisfaction
(Table 3).

Table 3. Correlations.

Variables 1.1 1.2 1.3 2 3

1.1. Transformational
Leadership --

1.2. Contingent Rewards 0.86 *** --
1.3. Active Management 0.29 *** 0.30 *** --
2. Task Performance 0.37 *** 0.35 *** 0.12 * --
3. Job Satisfaction 0.46 *** 0.41 *** 0.11 0.32 *** --

Note. * p < 0.05; *** p < 0.001.
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Contingent rewards are positively and significantly correlated with task performance
and job satisfaction, showing that the higher the perceived level of contingent rewards, the
higher the perceived levels of task performance and job satisfaction (Table 3).

Active management is positively and significantly correlated with task performance,
indicating that the higher the perceived level of active management, the higher the per-
ceived level of task performance (Table 3).

The relationship between transformational leadership and job satisfaction exhibits the
strongest association among the variables under study (Table 3).

4.5. Hypotheses

To test this hypothesis, simple and multiple linear regressions were performed. Trans-
formational leadership (β = 0.37; p < 0.001) is positively and significantly associated with
task performance, explaining 14% of the variance in task performance (Table 4). The model
is statistically significant (F (1, 257) = 41.70; p < 0.001) (Table 4).

Table 4. Leadership and performance.

Independent Variable Dependent
Variable F p R2 β p 95% CI

Transformational
Leadership Task

Performance

41.70 *** <0.001 0.14 0.37 *** <0.001 [0.20; 0.37]

Contingent Rewards
17.95 *** <0.001 0.12

0.34 *** <0.001 [0.14; 0.29]

Active Management 0.02 0.747 [−0.07; 0.10]

Note. *** p < 0.001.

Contingent rewards (β = 0.34; p < 0.001) are positively and significantly associated
with task performance, with the model explaining 12% of the variance in task performance.
The model is statistically significant (F (2, 256) = 41.70; p < 0.001), confirming the results
obtained (Table 4).

This hypothesis was partially confirmed.
Hypothesis 2 was tested using simple linear regression and multiple linear regression.

Transformational leadership (β = 0.46; p < 0.001) is positively and significantly associated
with job satisfaction, explaining 21% of the variance in job satisfaction (Table 5). The model
is statistically significant (F (1, 257) = 68.40; p < 0.001) (Table 5).

Table 5. Leadership and job satisfaction.

Independent Variable Dependent
Variable F p R2 β p 95% IC

Transformational
Leadership Job

Satisfaction

68.40 *** <0.001 0.21 0.46 *** <0.001 [0.38; 0.62]

Contingent Rewards
25.88 *** <0.001 0.16

0.42 *** <0.001 [0.26; 0.47]

Active Management −0.02 0.760 [−0.14; 0.10]

Note. *** p < 0.001.

Contingent rewards (β = 0.42; p < 0.001) are positively and significantly associated
with job satisfaction, explaining 16% of the variance (Table 5). The model is statistically
significant (F (2, 256) = 25.88; p < 0.001), confirming our findings (Table 5).

This hypothesis was partially confirmed.
To test Hypothesis 3, a simple linear regression was performed. Job satisfaction

(β = 0.32; p < 0.001) is positively and significantly associated with task performance, with
the model explaining 10% of the variance in task performance (Table 6). The model is
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statistically significant (F (1, 257) = 29.71; p < 0.001), which confirms the results obtained
(Table 6).

Table 6. Job satisfaction and performance.

Independent
Variable Dependent Variable F p R2 β p 95% IC

Job Satisfaction Task Performance 29.71 *** <0.001 0.10 0.32 *** <0.001 [0.15; 0.31]

Note. *** p < 0.001.

This hypothesis was confirmed.
To test the hypothesis, a hierarchical linear regression was conducted. When job

satisfaction was introduced in the second step, it was found that both transformational
leadership (β = 0.29; p < 0.001) and job satisfaction (β = 0.19; p < 0.01) have positive and
significant effects on task performance, indicating a partial mediating effect (Table 7). The
model explains 17% of the variance in task performance, with a significant 3% increase in
explained variance (∆R2 = 0.03; p < 0.01) (Table 8). The model is statistically significant (F
(2, 256) = 25.91; p < 0.001) (Table 7).

Table 7. The mediating effect of job satisfaction on the relationship between transformational
leadership and performance.

Variables
Task Performance

β Step 1 95% IC β Step 2 95% IC

Transformational
Leadership 0.37 *** [0.20; 0.37] 0.29 *** [0.12; 0.32]

Job Satisfaction 0.19 ** [0.05; 0.22]

F 41.70 *** 25.91 ***
R2 0.14 0.17
∆ 0.03 **

Note: ** p < 0.01; *** p < 0.001.

Table 8. The mediating effect of job satisfaction on the relationship between contingent rewards and
performance.

Variables
Task Performance

β Step 1 95% IC β Step 2 95% IC

Contingent
Rewards 0.35 *** [0.15; 0.29] 0.26 *** [0.09; 0.24]

Job Satisfaction 0.21 *** [0.06; 0.24]

F 35.93 *** 24.55 ***
R2

a 0.12 0.16
∆ 0.04 ***

Note. *** p < 0.001. R2
a is Adjusted R2.

When job satisfaction was included in the second step, both contingent rewards
(β = 0.26; p < 0.001) and job satisfaction (β = 0.21; p < 0.001) had positive and significant
effects on task performance, indicating a partial mediating effect (Table 8). The model now
explains 16% of the variance in task performance, a significant increase of 4% (∆R2 = 0.04;
p < 0.001) (Table 8). The model is statistically significant (F (2, 256) = 24.55; p < 0.001)
(Table 8).

To test Hypothesis 5, we used Process 4.2 macro (Model 1), developed by Hayes
(2022). The sector moderates the following relationships: transformational leadership and
task performance (B = 0.20; p = 0.001) (Table 9); contingent rewards and task performance
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(B = 0.14; p = 0.004) (Table 9); and active management and task performance (B = 0.18;
p = 0.007) (Table 9).

Table 9. Results of moderate effect.

Variable
B SE t p 95% IC

Transformational Leadership → Task Performance (R2 = 0.11; p < 0.001)

Constant 4.18 *** 0.03 130.30 *** <0.001 [4.12; 4.25]
Transformational

leadership 0.27 *** 0.04 6.19 *** <0.001 [0.18; 0.36]

Sector −0.07 0.05 −1.54 0.126 [−0.17; 0.02]
TL × Sector 0.20 ** 0.06 3.25 ** 0.001 [0.08; 0.33]

Variable
B SE t p 95% IC

Contingent Rewards → Task Performance (R2 = 0.12; p < 0.001)

Constant 4.18 *** 0.03 128.67 *** <0.001 [4.12; 4.24]
Contingent

Rewards 0.21 *** 0.04 5.84 *** <0.001 [0.14; 0.27]

Sector –0.07 0.05 −1.51 0.132 [−0.17; 0.02]
CR × Sector 0.14 ** 0.05 2.90 ** 0.004 [0.05; 0.24]

Variable
B SE t p 95% IC

Active Management → Task Performance (R2 = 0.06; p < 0.001)

Constant 4.17 *** 0.03 120.97 *** <0.001 [4.10; 4.24]
Active

Management 0.10 * 0.04 2.19 * 0.030 [0.01; 0.18]

Sector −0.10 0.05 −1.85 0.065 [−0.20; 0.01]
AM × Sector 0.18 ** 0.07 2.72 0.007 [0.05; 0.31]

Note. * p < 0.05; ** p < 0.01; *** p < 0.001.

This hypothesis was confirmed.
For participants in the social sector, transformational leadership is more relevant for

enhancing their task performance than for participants from other sectors (Figure 5).

Figure 5. Interaction of “transformational leadership × sector”.

For participants in the social sector, contingent rewards are more relevant for enhanc-
ing their task performance than for participants from other sectors (Figure 6).
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Figure 6. Interaction of “contingent rewards × sector”.

For participants in the social sector, active management is more relevant for enhancing
their task performance than for participants in other sectors (Figure 7).

Figure 7. Interaction of “active management × sector”.

5. Discussion
The objective of this study was to examine the effect of leadership (transformational

and transactional) on performance and to determine whether this relationship is mediated
by job satisfaction and moderated by the industry sector.

First, as expected, Hypothesis 1 was confirmed. Transformational leadership and
contingent rewards have a positive and significant effect on the perception of task
performance. When a leader uses a transformational leadership style and rewards their
employees, employees perceive their task performance as higher. These results are
consistent with the literature.

Specifically, transformational leadership had the greatest effect on performance, sug-
gesting that leaders who inspire, motivate, and intellectually stimulate employees tend
to promote higher levels of organizational performance. Contingent rewards also demon-
strated a positive and significant influence on performance, indicating that setting clear
goals and assigning rewards associated with their achievement can be effective tools for
fostering performance. On the other hand, active management did not show a significant
relationship with performance.
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These results are consistent with the literature, as noted by Shahzad et al. (2022):
transformational leadership has a positive and significant effect on company perfor-
mance, is considered the most influential predictor of innovative behavior at work,
and constitutes a critical factor for company performance. Similarly, Agazu et al. (2025)
emphasize that transformational leadership and contingent rewards have a positive
and significant effect on performance.

This relationship can also be explained through social exchange theory, developed
by Blau (1964), which posits that employees engage in mutual, contingent exchanges with
the organization, and that these exchanges determine the beginning, maintenance, and
end of a relationship. On the other hand, the norm of reciprocity, previously developed by
Gouldner (1960), holds that the employee responds to positive action by the organization
with another positive action, thereby fostering a win–win dynamic for both parties and a
perception of fairness in the relationship.

According to Hypothesis 2, leadership has a positive and significant effect on satis-
faction; the results partially support this. Transformational leadership had the greatest
effect on job satisfaction, suggesting that it promotes a positive work environment and
employee trust, thereby contributing to increased job satisfaction. Contingent rewards also
demonstrated a positive and significant influence on performance, reinforcing the previ-
ously mentioned point that setting clear goals and awarding rewards for their achievement
can be effective tools for fostering job satisfaction. On the other hand, active management
did not show a significant relationship with performance, confirming that these results
align with the literature.

According to Notarnicola et al. (2024), transformational leaders and contingent
rewards are essential for fostering trust and increasing job satisfaction. Positive leader-
ship styles contribute to higher levels of job satisfaction and personal mastery among
leaders. According to Gelard et al. (2014), Asbari et al. (2021), and Gessler and
Ashmawy (2016), employee satisfaction facilitates human resource management and
fosters enthusiasm; conversely, low satisfaction levels cause problems. These findings
are consistent with the Path–Goal Theory of Leadership, developed by House (1971),
which states that a good leader can foster various positive outcomes among their
employees, including job satisfaction.

Hypothesis 3 is confirmed by the results: satisfaction has a positive and significant
effect on task performance, suggesting that employees who are more satisfied with their
work are more likely to exhibit higher task performance. Job satisfaction contributes to
greater task engagement, increased motivation, and higher organizational commitment.

These results are consistent with the literature. “Happy employees are productive
employees”; Locke (1976) states that job satisfaction is a “pleasant or positive emotional
state resulting from the evaluation of one’s own work or experiences.” Salary, opportunities
for professional growth, job security, employment status, working conditions, benefits,
training, and personal variables influenced the independent variable, job satisfaction (Gazi
et al., 2024). These results are consistent with the theory of resource conservation (Hobfoll),
since employees who feel satisfied (and are in a positive emotional state) invest their
surplus energy and concentration in performing their tasks.

Data analysis reveals, in accordance with Hypothesis 4, that satisfaction has a mediating
effect on the relationship between leadership and task performance. This is confirmed—albeit
partially—since transformational leadership has a significant effect on task performance, but this
effect diminishes with job satisfaction, while still presenting a significant effect on performance.
However, the effect of leadership remains significant in the final model, confirming that these
results are consistent with the literature.
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It is important for an effective leader to possess the ability to foster a shared spirit
among everyone in the organization and build synergies to achieve the organization’s vision
and mission, as according to Quddus et al. (2020), Sunarsi et al. (2020), and Purwanto
et al. (2021), the level of employee satisfaction is key to determining an organization’s
success. These results are consistent with the resource conservation theory (Hobfoll, 1989),
as effective leadership can function as a resource that promotes employee satisfaction and
contributes to better performance. These results can also be explained by expectancy theory
(Vroom, 1964). When reward systems are transparent and employees trust their leader, they
feel more motivated and satisfied, which leads to better performance.

Regarding Hypothesis 5, the industry sector moderates the relationship between
leadership and task performance; the results confirm this, showing that the relation-
ships among transformational leadership, contingent rewards, and active management
and task performance vary by industry sector. Transformational leadership has a posi-
tive and statistically significant effect on task performance; contingent rewards also
have a positive and significant effect; and active management, as the results show, has
a positive and significant effect. Thus, we can state that, for participants in the social
sector, compared with participants from other sectors, transformational leadership is
relevant to enhancing their perception of high task performance, confirming that these
results align with the literature.

These findings are also consistent with the results obtained by Dias et al. (2024), which
indicate that the industry moderates the relationship between leadership and performance.
M. Jeong (2024) argues that transformational leadership is suitable for social enterprises.
Transformational leadership emphasizes transforming individuals into self-motivated
beings who recognize the importance of goals, strive to achieve them voluntarily, and are
motivated by the leader’s intellectual stimulation, encouragement, and charisma, enabling
members to achieve goals on their own. Naderi et al. (2019) argue that transformational
leadership contributes to improved performance in social organizations.

5.1. Limitations and Future Research

Although this study has provided theoretical and practical insights, it is important to
acknowledge certain limitations that should be considered when interpreting the data and
in future research.

First, the use of non-probability sampling may limit the representativeness of the
sample, reducing the possibility of generalizing the results to the general population, as
the collected data reflect only the perceptions of the participants in this study and may not
reflect the realities of other organizational contexts.

Second, it is important to note that the cross-sectional nature of the research pre-
cludes the analysis of causal relationships between the variables under study, allowing
only for the identification of associations existing at a specific point in time; it is not
possible to track the evolution of participants’ perceptions over time, nor to under-
stand how organizational or contextual changes might affect the results. The study
could have been enriched by using a longitudinal instrument to track the evolution
of participants’ perceptions over time, thereby gaining a deeper understanding of the
effects of leadership on satisfaction and performance.

The choice of closed-ended questions in the questionnaire may limit the depth and
detail of the responses, thereby constraining the identification of more nuanced perspectives
associated with participants’ individual experiences.

Finally, it is important to consider the possibility of biases associated with self-
reporting, particularly social desirability bias, as participants may have responded
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in a socially more acceptable manner or in a way they believe is expected within the
organizational context.

Notwithstanding these limitations, this study is considered to contribute to the deep-
ening of knowledge about the relationship between leadership, job satisfaction, and perfor-
mance, serving as an interesting starting point for future research in this area.

5.2. Theoretical Implications

The results of this study contribute to the existing literature on leadership styles,
with a particular focus on transformational leadership, job satisfaction, and performance
(the above three elements being closely related—leaders can greatly impact subordinate
satisfaction and hence company output and performance). They underscore that when a
leader adopts a transformational leadership style (albeit often difficult to achieve) and re-
wards employees, those employees have a more positive perception of their work and how
they perform their duties, supporting the definition of a leader who motivates followers
through actions to commit to the organization’s vision, fostering a strong team spirit as a
means of guiding members toward achieving desired goals (Avolio & Bass, 2004), while
not disregarding their own individual needs and objectives.

Regarding job satisfaction, the study’s data support the findings of Suyitno et al.
(2014) and Tas (2017) that employee satisfaction is a manifestation of personal commitment
expressed as a desire to achieve organizational goals, providing a stimulus for employee
performance that is sustainable in the long term. This personal commitment also shapes
organizational behavior that drives the organization’s overall performance. Employee
loyalty to the firm is paramount in an age where people may switch jobs easily; the
continuity of tacit knowledge in the firm is linked to long-term firm success.

In addition to the contributions, the results of this study are particularly relevant for
advancing knowledge regarding the moderating role that the industry sector plays in the
relationship between leadership and performance, demonstrating that the relationship
between transformational leadership, contingent rewards, active management, and perfor-
mance varies according to the industry sector. Thus, the assertion by Mohamad and Majid
(2014) that leaders in social enterprises create conditions for members to excel in their roles
is supported (all organizations are inherently social as they involve people—who may be
difficult to satisfy—which is the duty of a superior leadership team, to meet the social,
communal and economic objectives of the firm).

5.3. Practical Implications

The results of this study offer relevant insights for improving human resource
management and highlight the importance of implementing leadership practices that
promote higher levels of job satisfaction and performance. Organizations should invest
in their leaders so they can inspire, motivate, and support their employees, thereby
promoting not only results but also employees’ well-being and organizational effective-
ness. Knowledge sharing will also benefit from superior and more favorable leadership
practices, the alternative being very detrimental to corporate culture, organizational
well-being, and innovation output.

Regarding job satisfaction, participants perceived it as a significant factor in perfor-
mance, recognizing the importance of implementing policies and practices that foster more
positive, motivating, and employee-valuing work environments. Of note is the implemen-
tation of merit-based reward systems, perceived as fair, transparent, and directly linked to
individual performance (in the short and longer term, thus promoting company loyalty).

The study data also demonstrate that attention must be paid to the differences found
among sociodemographic groups. Hierarchical status had a significant impact on satis-
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faction perceptions, indicating that employees in managerial positions tend to rate their
satisfaction more positively than those without managerial roles (above and beyond salary
differences, with managerial jobs paying better, but also due to added autonomy in achiev-
ing objectives attributed to higher levels in the organization).

Work arrangements were another sociodemographic variable found to be significant
for perceptions of active management, with remote workers reporting lower perceptions
than those working on site (the physical workplace remains an essential meeting point
for a good and positive corporate culture to be able to form). Another relevant finding
is the perception of transformational leadership regarding the frequency of contact with
management, which is perceived as lower when contact is irregular. Hence, organizational
management systems and standards need to be put in place for regular contact to occur
between subordinates at all levels of the enterprise.

In conclusion, it is necessary to ensure that the positive effects of leadership are experi-
enced by all hierarchical levels through more inclusive and accessible leadership practices
throughout the organization and over time. In remote work arrangements and in situations
where contact with management occurs at varying intervals, it is important to ensure
management and leadership practices that promote closeness, regular communication,
continuous feedback, and individualized support. In a society that is ever more anxious
for the fulfillment of individual needs in order to achieve the desired match with organiza-
tional objectives, much progress must be made. Social networks have also added a degree
of transparency to work life, and so the different hierarchies must be more dedicated to
the promotion of equality and inclusivity—beyond mere “lip service”—and generating
genuine positive WOM (word-of-mouth).

6. Conclusions
The objective of this study was to examine the effect of leadership on performance,

whether this relationship is mediated by job satisfaction, and the moderating effect of the
industry sector. In organizational contexts marked by significant and ongoing change,
intense competition, and a focus on human capital, it is important to understand how
leadership styles influence individual and organizational goals.

This study’s results confirmed the importance of leadership in influencing employee
task performance, showing that positive and participatory leadership styles are associated
with higher performance. These findings align with the existing literature, which confirms
leadership as one of the main drivers of employee motivation, engagement, and efficiency
in the organizational context.

It was also found that job satisfaction mediates the relationship between leadership
and task performance, indicating that the effect of leadership on performance occurs not
only directly but also through its impact on employee satisfaction. It is important for
an effective leader to possess the ability to foster a shared spirit among everyone in the
organization and build synergies to achieve the organization’s vision and mission, as,
according to Quddus et al. (2020), Sunarsi et al. (2020) and Purwanto et al. (2021), the level
of employee satisfaction is key to determining an organization’s success.

This study’s results also showed that the industry sector exerts a moderating effect on
the relationship, indicating that the intensity and manner in which leadership influences
task performance may vary across different sectors, suggesting that organizations possess
their own characteristics and dynamics that may or may not influence the outcome of
leadership practices, reiterating the importance of leaders adapting to the demands and
particularities of each one.

In summary, this study contributes significantly to understanding the impact of leader-
ship on task performance, highlighting the importance of job satisfaction as an explanatory
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mechanism for this relationship, with particular emphasis on the role of the industry sec-
tor as a contextual variable. It reinforces the need to ensure effective management and
leadership practices tailored to each organization’s characteristics that can simultaneously
enhance both performance and employee satisfaction.

And, in conclusion, it is very important that the “bucket be full”!
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