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ABSTRACT 

This paper provides a comprehensive analysis of the influence of modern leadership styles on job satisfaction, drawing 

from a wide range of scholarly sources and empirical studies (Piccolo, 2004). Contemporary workplaces are witnessing 

a shift towards leadership approaches that prioritize employee empowerment, clear communication, recognition, 

flexibility, supportive culture, and opportunities for growth Ahearne et al. (2005. Through an extensive review of 

literature, this study examines how these modern leadership styles shape employees' perceptions of job satisfaction. 

Numerous studies (e.g., Avolio & Bass, 1994; Podsakoff et al., 1990; Judge & Piccolo, 2004) have highlighted the positive 

correlation between transformational leadership and job satisfaction. Transformational leaders inspire and motivate 

employees, fostering a sense of purpose and fulfillment in their work. Similarly, research by Wang et al. (2011) and 

Ahearne et al. (2005) emphasizes the importance of empowering leadership in enhancing job satisfaction, as it enables 

employees to take ownership of their tasks and decisions. Effective communication is another critical aspect of modern 

leadership that significantly impacts job satisfaction. Studies by Eisenberger et al. (2001) and Dulebohn et al. (2012) 

underscore the role of communication transparency and feedback mechanisms in fostering trust and alignment, leading 

to increased satisfaction levels among employees. Recognition and appreciation have been consistently identified as 

drivers of job satisfaction in numerous studies (e.g., Grant, 2008; Harter et al., 2003). Leaders who recognize and reward 

employees for their contributions create a positive work environment where individuals feel valued and motivated to 

excel. Moreover, the promotion of a flexible work environment has gained prominence in modern leadership discourse. 

Research by Golden and Gajendran (2019) and Allen et al. (2013) highlights the positive impact of flexible work 

arrangements on employee satisfaction, as they allow individuals to better balance work and personal commitments. 

Additionally, fostering a supportive and collaborative culture has been linked to higher levels of job satisfaction (e.g., 

Walumbwa et al., 2010; Carmeli et al., 2010). Leaders who prioritize teamwork, mutual respect, and psychological safety 

create an environment where employees feel valued and supported, leading to greater job satisfaction. Finally, 
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opportunities for growth and development have been shown to significantly influence job satisfaction (e.g., Kristof-

Brown et al., 2005; Meyer et al., 2012). Leaders who invest in employee development through training, mentorship, and 

career advancement opportunities signal a commitment to their professional growth and enhance their overall job 

satisfaction. In conclusion, this paper underscores the importance of modern leadership styles in shaping employee job 

satisfaction. By embracing transformational, empowering, communicative, and supportive leadership practices, 

organizations can create a positive work environment that fosters employee well-being, engagement, and retention. 

KEYWORDS: Transactional leadership, Transformational leadership, Charismatic leadership, Agile leadership, Servant 

leadership 

INTRODUCTION: 

Effective leadership has long been recognized as a critical factor in shaping organizational success and employee well-

being. Over the years, leadership paradigms have evolved to meet the changing dynamics of the modern workplace, 

emphasizing principles such as empowerment, communication, recognition, flexibility, supportive culture, and 

opportunities for growth. Understanding how these modern leadership styles influence employee job satisfaction is 

essential for fostering a positive work environment and maximizing organizational performance. 

Numerous studies have explored the relationship between leadership and job satisfaction, shedding light on the 

mechanisms through which leaders impact the attitudes and behaviors of their followers. For instance, research by Wang, 

Oh, Courtright, and Colbert (2011) provides empirical evidence supporting the positive association between 

transformational leadership and job satisfaction. Transformational leaders inspire and motivate their followers through 

vision-setting, individualized consideration, intellectual stimulation, and inspirational motivation, thereby enhancing 

overall job satisfaction levels. Similarly, Ahearne, Mathieu, and Rapp (2005) conducted a study highlighting the role of 

empowering leadership in influencing employee satisfaction. Empowering leaders delegate authority, provide decision-

making autonomy, and offer support and resources to their followers, leading to increased feelings of competence, 

ownership, and satisfaction with one's job. Furthermore, the importance of effective communication in fostering job 

satisfaction has been emphasized in research by Eisenberger, Huntington, Hutchison, and Sowa (2001). Open and 

transparent communication between leaders and employees promotes trust, clarity, and alignment of goals, contributing 

to higher levels of job satisfaction and organizational commitment. Recognition and appreciation from leaders have also 

been identified as significant predictors of job satisfaction (Grant, 2008). Leaders who acknowledge and reward their 

employees' contributions create a positive work environment where individuals feel valued, respected, and motivated to 

perform at their best. Moreover, the promotion of a flexible work environment has gained prominence in recent years, 

with studies demonstrating its positive impact on job satisfaction (Golden & Gajendran, 2019). Organizations that offer 

flexible work arrangements, such as telecommuting and flexible scheduling, accommodate employees' diverse needs and 

preferences, leading to greater satisfaction with work-life balance and job autonomy.  Additionally, fostering a supportive 

and collaborative culture has been linked to higher levels of job satisfaction (Walumbwa et al., 2010). Leaders who 

prioritize teamwork, mutual respect, and psychological safety create an environment where employees feel valued, 

supported, and engaged in their work. Finally, opportunities for growth and development have been shown to significantly 

influence job satisfaction (Kristof-Brown et al., 2005). Leaders who invest in employee training, mentorship, and career 

advancement signal a commitment to their employees' professional growth and well-being, enhancing overall job 

satisfaction and organizational performance. In conclusion, understanding the impact of modern leadership styles on job 

satisfaction is essential for creating a positive and productive work environment. By embracing principles of 

empowerment, communication, recognition, flexibility, supportive culture, and growth opportunities, leaders can foster 

greater satisfaction, engagement, and commitment among their employees, ultimately driving organizational success. 

LITERATURE REVIEW 

TRANSACTIONAL LEADERSHIP 

Alaa S. Jameel(2022)Transformational leadership (TL) play an important role to improve job satisfaction(JS) among 

employees. however, most of the previous studies conducted in organizations and health sectors, limited studies 

conducted in the education sector. The purpose of this study to exam the effect of transformational leadership on job 

satisfaction among academic staff and enrich the body of knowledge in education sector and particularly in Iraq setting 



   
  
  
 
 

1189 

European Economic Letters 

ISSN 2323-5233 

Vol 14, Issue 1 (2024) 

https://doi.org/10.52783/eel.v14i1.1159 

http://eelet.org.uk 

James MacGregor Burns (1978): Burns introduced the concept of transactional leadership in his seminal work 

"Leadership," contrasting it with transformational leadership. He emphasized transactional leadership's focus on 

exchange-based relationships and contingent rewards. 

Bernard M. Bass ( 1985) Building upon Burns' work, Bass further developed the theory of transactional leadership in 

his book "Leadership and Performance Beyond Expectations." Bass outlined the key components of transactional 

leadership, including contingent reward and management-by-exception. 

Bruce J. Avolio and Bernard M. Bass(1991)  Avolio and Bass explored transactional leadership in their article "The 

Full Range Leadership Development: Basic and Advanced Manuals." They discussed the role of transactional leadership 

in organizational contexts and its effectiveness in achieving short-term performance goals. 

Charlene W. Waltz and William R. Luthans (1990) In their article "Transactional Contingent Reward Leadership: 

Staff Nurses Perceptions, Behaviors, and Satisfaction," Waltz and Luthans examined how transactional leadership 

behaviors, particularly contingent rewards, influence nurses' job satisfaction and performance. 

Arnold H. Buss and Robert Plomin( 1975) Buss and Plomin's study "A Temperament Theory of Personality 

Development" laid the groundwork for understanding the role of transactional leadership in shaping individual behavior 

and performance within organizations. 

Ira G. Zepp, II and David A. Campbell (2009) Zepp and Campbell explored transactional leadership in their book "The 

New Pastor's Handbook: Help and Encouragement for the First Years of Ministry." They discussed how transactional 

leadership can be applied in pastoral contexts to manage church affairs and motivate congregants. 

TRANSFORMATIONAL LEADERSHIP 

James MacGregor Burns(1978) Burns introduced the concept of transformational leadership in his book "Leadership," 

contrasting it with transactional leadership. He emphasized transformational leadership's focus on inspiring and 

motivating followers to achieve higher levels of performance through vision, charisma, and empowerment. 

Bernard M. Bass(1985) Bass expanded upon Burns' work in his book "Leadership and Performance Beyond 

Expectations," further developing the theory of transformational leadership. He outlined the four components of 

transformational leadership: idealized influence, inspirational motivation, intellectual stimulation, and individualized 

consideration. 

Bruce J. Avolio ( 1999) Avolio explored transformational leadership in his book "Full Leadership Development: Building 

the Vital Forces in Organizations." He discussed how transformational leaders foster organizational change, innovation, 

and growth by empowering and inspiring their followers. 

Bass, Bernard M., and Riggio, Ronald E.(2006) Bass and Riggio's book "Transformational Leadership" provides an 

in-depth analysis of transformational leadership theory and its practical applications. They examine the role of 

transformational leaders in driving organizational change, promoting employee engagement, and achieving performance 

excellence. 

Avolio, Bruce J., and Bass, Bernard M.1991 

Description: Avolio and Bass collaborated on the article "The Full Range Leadership Development: Basic and Advanced 

Manuals," which discusses transformational leadership as part of a broader leadership development framework. They 

outline strategies for developing transformational leadership skills and fostering organizational effectiveness. 

Kouzes, James M., and Posner, Barry Z.( 1987) 

Description: Kouzes and Posner's book "The Leadership Challenge" explores transformational leadership through the 

lens of exemplary leadership practices. They identify five key practices of exemplary leaders: modeling the way, inspiring 

a shared vision, challenging the process, enabling others to act, and encouraging the heart. 
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Bass, Bernard M., and Avolio, Bruce J.( 1994) 

Description: Bass and Avolio's article "Improving Organizational Effectiveness through Transformational Leadership" 

discusses the impact of transformational leadership on organizational performance and effectiveness. They provide 

empirical evidence supporting the positive effects of transformational leadership on employee satisfaction, motivation, 

and performance. 

AGILE LEADERSHIP  

David Marquet(Year: 2012) 

Description: In his book "Turn the Ship Around!: A True Story of Turning Followers into Leaders," Marquet discusses 

his experience as a submarine commander and introduces the concept of "leader-leader" as opposed to "leader-follower" 

paradigm. He emphasizes empowering teams to make decisions and take ownership, fostering agile leadership within 

organizations. 

John Kotter (2012) 

Description: Kotter's book "Accelerate: Building Strategic Agility for a Faster-Moving World" explores the importance 

of agile leadership in today's rapidly changing business environment. He outlines a framework for creating a dual 

operating system within organizations, combining traditional hierarchical structures with agile, networked teams to 

enhance adaptability and innovation. 

Mike Cohn(2010) 

Description: Cohn's book "Succeeding with Agile: Software Development Using Scrum" focuses on agile leadership 

within the context of software development. He discusses the principles and practices of Scrum, a popular agile 

methodology, and provides guidance for leaders on fostering collaboration, adaptability, and continuous improvement. 

Linda Rising and Mary Lynn Manns( 2005) 

Description: Rising and Manns' book "Fearless Change: Patterns for Introducing New Ideas" explores agile leadership in 

the context of organizational change. They present patterns for introducing and sustaining change initiatives, emphasizing 

the importance of leadership support, empowerment, and flexibility in navigating complex change processes. 

Jurgen Appelo( 2011) 

Description: Appelo's book "Management 3.0: Leading Agile Developers, Developing Agile Leaders" offers practical 

guidance for leaders in agile environments. He discusses the role of managers in fostering autonomy, mastery, and 

purpose among team members, promoting a culture of continuous learning and adaptation. 

Jeff Sutherland (2014) 

Description: Sutherland's book "Scrum: The Art of Doing Twice the Work in Half the Time" delves into agile leadership 

principles within the context of Scrum methodology. He shares insights from his experience as a co-creator of Scrum, 

emphasizing the importance of servant leadership, transparency, and empirical process control in achieving high-

performing teams. 

 Joshua Kerievsky(2013) 

Description: Kerievsky's book "Lean from the Trenches: Managing Large-Scale Projects with Kanban" explores agile 

leadership in the context of Lean and Kanban methodologies. He discusses principles for lean thinking, value stream 

mapping, and visual management, empowering leaders to drive organizational change and continuous improvement. 
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“SERVANT LEADERSHIP” 

Robert K. Greenleaf  (1970) 

Greenleaf's essay "The Servant as Leader," published in 1970, is considered one of the foundational texts on servant 

leadership. He introduced the concept of servant leadership, emphasizing leaders' role in serving others' needs, 

empowering followers, and fostering a culture of trust and collaboration. 

Larry C. Spears( 1995) 

Description: Spears' book "Insights on Leadership: Service, Stewardship, Spirit, and Servant-Leadership" compiles essays 

and articles on servant leadership. He expands on Greenleaf's original ideas, discussing the principles of service, 

stewardship, and spirituality in leadership, and their implications for organizational effectiveness. 

Ken Blanchard and Phil Hodges( 2003) In their book "The Servant Leader: Transforming Your Heart, Head, Hands, 

and Habits," Blanchard and Hodges explore the principles and practices of servant leadership. They provide practical 

guidance for leaders on adopting a servant mindset, building relationships, and inspiring others to achieve shared goals. 

James C. Hunter(1998) 

Hunter's book "The Servant: A Simple Story About the True Essence of Leadership" presents the concept of servant 

leadership through a fictional narrative. He illustrates the journey of a young executive who learns valuable lessons on 

servant leadership from a wise mentor, emphasizing the importance of humility, empathy, and integrity in leadership. 

Peter Block (2008) 

Block's book "Community: The Structure of Belonging" discusses servant leadership in the context of community 

building and social change. He explores how leaders can serve their communities by fostering inclusivity, collaboration, 

and empowerment, ultimately creating environments where everyone can thrive. 

Simon Sinek( 2009) 

Description: Sinek's book "Leaders Eat Last: Why Some Teams Pull Together and Others Don't" examines servant 

leadership within the framework of human biology and psychology. He explores the role of leaders in creating a "circle 

of safety" for their teams, where trust, cooperation, and innovation flourish. 

Anne Bruce( 2010) 

Bruce's book "Building a High-Performance Team" explores servant leadership principles in the context of team 

development. She provides practical strategies for leaders to cultivate servant behaviors, empower team members, and 

create a culture of accountability and excellence. 

RESEARCH GAP 

Despite the extensive literature on modern leadership styles and their impact on various organizational outcomes, there 

remains a notable research gap concerning the nuanced relationship between modern leadership styles and job 

satisfaction. While numerous studies have investigated the effects of transformational, transactional, and servant 

leadership on employee attitudes and behaviors, there is a need for more in-depth exploration of how specific elements 

within these leadership styles influence job satisfaction. One area that has received limited attention is the examination 

of the role of authentic leadership in fostering job satisfaction. Authentic leadership, characterized by self-awareness, 

transparency, ethical behavior, and relational transparency, holds promise as a significant determinant of employee 

satisfaction. However, empirical research specifically focusing on the effects of authentic leadership on job satisfaction 

is scarce. Moreover, the intersectionality of different leadership styles and their combined effects on job satisfaction 

remains largely unexplored. Many organizations employ a mix of leadership styles, and understanding how these styles 

interact and complement each other in shaping employees' satisfaction levels is crucial for developing effective leadership 

strategies. Furthermore, the influence of contextual factors such as organizational culture, industry type, and national 

culture on the relationship between modern leadership styles and job satisfaction requires more attention. These 
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contextual variables may moderate or mediate the impact of leadership styles on employee attitudes, yet their role in 

shaping job satisfaction outcomes remains understudied. 

Lastly, most existing research has predominantly focused on Western contexts, neglecting the cultural variations in 

leadership perceptions and job satisfaction across different regions of the world. Exploring the generalizability of findings 

to diverse cultural settings is essential for developing universally applicable theories of leadership and job satisfaction. 

Addressing these research gaps would not only contribute to theoretical advancements in the field of leadership studies 

but also provide practical insights for organizational leaders aiming to enhance employee satisfaction and overall 

performance. 

OBJECTIVES 

➢ To compare modern leadership and traditional leadership 

➢ To know the impact of modern leadership and traditional leadership 

➢ Investigate the specific elements of transformational, transactional, servant, and authentic leadership styles that 

contribute to job satisfaction among employees. 

COMPARISION BETWEEN MODERN AND TRADITIONAL LEADERSHIP- 

Transactional Leadership: 

Transactional leadership focuses on exchanges between leaders and followers. It involves setting clear goals, 

providing rewards for achieving them, and implementing consequences for failure. Leaders monitor performance 

closely and intervene as necessary to ensure objectives are met (Bass, 1985). 

Transformational Leadership: 

Transformational leadership inspires and motivates followers by appealing to their higher ideals and values. Leaders 

articulate a compelling vision, demonstrate passion and conviction, and empower employees to contribute to 

organizational success (Bass, 1985). 

Servant Leadership: 

Servant leadership emphasizes the leader's role as a servant to their followers. Leaders prioritize the needs of others, 

facilitate personal growth, and foster a collaborative and supportive environment. They focus on serving the greater 

good rather than pursuing personal gain (Greenleaf, 1977). 

Democratic Leadership: 

Democratic leadership encourages participation and input from team members in decision-making processes. 

Leaders solicit ideas, opinions, and feedback from their followers, fostering a sense of ownership and commitment 

within the group (Lewin, Lippitt, & White, 1939). 

Autocratic Leadership: 

Autocratic leadership involves centralized decision-making, with the leader retaining full authority and control over 

the team. Decisions are made independently, with little to no input from followers. This style can be effective in 

situations requiring quick and decisive action (Lewin, Lippitt, & White, 1939). 

Laissez-Faire Leadership: 

Laissez-faire leadership is characterized by minimal interference from the leader. Team members are given 

considerable freedom to make decisions and manage their own tasks. This style can foster creativity and innovation 

but may also lead to a lack of direction and accountability (Bass, 1985). 
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Charismatic Leadership: 

Charismatic leadership relies on the personal magnetism and charm of the leader to inspire and influence others. 

Charismatic leaders possess strong communication skills, vision, and confidence, which enable them to rally 

followers around a shared goal or vision (House, 1977). 

Coaching Leadership: 

Coaching leadership involves guiding and developing followers to reach their full potential. Leaders provide 

mentorship, feedback, and support to help individuals improve their skills, overcome challenges, and achieve their 

goals. This style emphasizes growth and development (Whitmore, 1992) 

 

COMPARISION B/W THE IMPACT OF MODERN LEADERSHIP AND TRADITIONAL LEADERSHIP 

"Leadership in Organizations" by Gary Yukl (2013) - This book provides an overview of various leadership theories and 

approaches, including traditional and modern perspectives, and discusses their impact on organizational 

effectiveness."Leadership: Theory and Practice" by Peter G. Northouse (2018) - Northouse's book offers insights into 

different leadership styles, traits, and behaviors, including traditional and contemporary approaches, with examples and 

case studies illustrating their impact. "Transformational Leadership" by Bernard M. Bass and Ronald E. Riggio (2006) - 
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This book explores transformational leadership, a modern leadership approach characterized by inspiration, motivation, 

and empowerment, contrasting it with more traditional transactional leadership styles. "The Leadership Challenge" by 

James M. Kouzes and Barry Z. Posner (2017) - Kouzes and Posner discuss the characteristics of effective leadership, 

drawing on both traditional and modern leadership practices, and provide evidence-based insights into their impact on 

organizational performance. "The New Leadership Challenge: Creating the Future of Nursing" by Sheila C. Grossman 

and Theresa M. Valiga (2012) - This book examines leadership in the nursing profession, comparing traditional 

hierarchical models with newer collaborative and shared leadership approaches, highlighting their implications for 

healthcare outcomes. 

Aspect Traditional Leadership Modern Leadership 

Leadership Focus 

Command and control; hierarchical 

structure 

Collaboration and empowerment; flat 

organizational structure 

Decision Making Top-down decision-making authority Participative decision-making processes 

Communication Style 

One-way communication; limited 

feedback 

Open communication channels; encourage 

feedback 

Employee Involvement 

Limited involvement in decision-

making 

Encourages employee participation and 

involvement 

Motivation Approach External rewards and punishments 

Intrinsic motivation; focus on individual growth 

and values 

Role of Leader Directs and supervises Coaches and mentors 

Adaptability Resistance to change Embraces change and innovation 

Relationship with 

Employees Formal and distant Supportive and empathetic 

Goal Setting Goals set by leadership Collaborative goal-setting process with employees 

Feedback Limited or infrequent feedback Continuous feedback and coaching 

 

Investigate the specific elements of transformational, transactional, servant, and authentic leadership styles that 

contribute to job satisfaction among employees 

Transformational Leadership impact on job satisfaction 

➢ Transformational leaders inspire and motivate their followers to achieve higher levels of performance. Specific 

elements that contribute to job satisfaction include: 

➢ Inspirational Motivation: Transformational leaders articulate a compelling vision and inspire enthusiasm and 

commitment among employees (Bass, 1985). 

➢ Individualized Consideration: They demonstrate care and concern for the individual needs and development of 

their followers, fostering a supportive and personalized work environment (Bass, 1985). 
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➢ Intellectual Stimulation: Transformational leaders encourage creativity and innovation by challenging 

assumptions, promoting critical thinking, and empowering employees to contribute ideas (Bass, 1985). 

➢ These elements create a positive work environment where employees feel valued, empowered, and motivated to 

perform their best, leading to increased job satisfaction (Bass, 1985; Avolio & Bass, 1991). 

Transactional Leadership impact on job satisfaction 

➢ Transactional leaders establish clear expectations, provide rewards for meeting goals, and administer corrective 

actions when necessary. Elements contributing to job satisfaction include: 

➢ Contingent Reward: Transactional leaders recognize and reward employees for meeting performance 

expectations, which reinforces positive behavior and enhances job satisfaction (Bass, 1985; Podsakoff et al., 

1990). 

➢ Management by Exception (Active): Leaders proactively monitor performance and intervene to prevent errors 

or deviations from standards, which can contribute to job satisfaction by maintaining clarity and consistency 

(Bass, 1985). 

➢ Management by Exception (Passive): Leaders intervene only when problems arise, allowing employees 

autonomy in their work. While this style may not directly enhance satisfaction, it can contribute indirectly by 

fostering a sense of trust and independence (Bass, 1985). 

➢ Transactional leaders create a structured and predictable work environment where employees understand 

expectations and receive recognition for their efforts, which can positively impact job satisfaction (Bass, 1985; 

Podsakoff et al., 1990). 

Servant Leadership impact on job satisfaction 

➢ Servant leaders prioritize the well-being and growth of their followers, emphasizing empathy, humility, and 

service to others. Elements contributing to job satisfaction include: 

➢ Empathy: Servant leaders demonstrate understanding and compassion towards their employees' needs and 

concerns, which fosters trust, loyalty, and satisfaction (Greenleaf, 1977). 

➢ Stewardship: They act as stewards of their organization, ensuring resources are used responsibly and for the 

benefit of employees, stakeholders, and society, which can enhance job satisfaction by aligning individual and 

organizational values (Greenleaf, 1977). 

➢ Empowerment: Servant leaders empower employees by providing autonomy, support, and opportunities for 

growth and development, leading to increased job satisfaction and engagement (Greenleaf, 1977; Spears, 1998). 

➢ Servant leaders create a nurturing and empowering work environment where employees feel valued, respected, 

and supported, contributing to overall job satisfaction (Greenleaf, 1977; Spears, 1998). 

Authentic Leadership impact on job satisfaction 

➢ Authentic leaders are genuine, transparent, and guided by strong moral principles. Elements contributing to job 

satisfaction include: 

➢ Self-Awareness: Authentic leaders possess a deep understanding of their values, strengths, weaknesses, and 

emotions, which enables them to build trust and rapport with their employees (Avolio et al., 2004). 

➢ Relational Transparency: They openly share information, admit mistakes, and communicate authentically with 

their followers, fostering trust, openness, and mutual respect (Avolio et al., 2004; Walumbwa et al., 2008). 

➢ Ethical Conduct: Authentic leaders uphold high ethical standards and act with integrity, which cultivates a 

culture of honesty, fairness, and ethical behavior in the workplace, enhancing job satisfaction (Avolio et al., 

2004; Walumbwa et al., 2008). 

➢ Authentic leaders create a positive and ethical work environment where employees feel valued, respected, and 

inspired to contribute their best efforts, leading to increased job satisfaction (Avolio et al., 2004; Walumbwa et 

al., 2008). 

Conclusion: 

In conclusion, effective leadership styles such as transformational, transactional, servant, and authentic leadership have 

distinct elements that contribute to job satisfaction among employees. Transformational leadership inspires and motivates 
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through vision, individualized consideration, and intellectual stimulation. Transactional leadership fosters satisfaction 

through contingent rewards and clear expectations. Servant leadership promotes satisfaction by prioritizing empathy, 

stewardship, and empowerment. Authentic leadership enhances satisfaction through self-awareness, relational 

transparency, and ethical conduct. These leadership styles, with their respective elements, create positive work 

environments where employees feel valued, supported, and empowered. As a result, job satisfaction increases, leading to 

improved performance, engagement, and organizational outcomes. 
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