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Abstract:

This study aimed to analyze and examine the moderation of transformational
leadership and authentic leadership on the effect of job descriptions on
performance, mediated by job satisfaction. This study was conducted within
the Directorate of Special Criminal Investigations, Southeast Sulawesi
Regional Police, with 137 police personnel from all work units as respondents.
Data collection used an online questionnaire. The collected data were then
analyzed using descriptive analysis and partial least squares analysis.The
results of this study indicate that job descriptions have a positive and
significant effect on performance. Job descriptions have a positive and
significant effect on job satisfaction. Job satisfaction has a positive and
significant effect on performance. Job satisfaction partially mediates the effect
of job descriptions on performance. Transformational leadership and authentic
leadership moderate the effect of job descriptions on performance.
Transformational leadership and authentic leadership do not moderate the
effect of job satisfaction on performance.
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Introduction

Organizational development in the current era of globalization is taking
place very rapidly, so organizations are required to be able to adapt and
continue to proactively develop the capacity of human resources (HR). HR is
a primary asset that plays a very important role in achieving organizational
goals. In this regard, HR in an organization must be managed optimally to
make a positive contribution to the organization's progress. Conversely, if
not managed properly, HR can become an obstacle to organizational
success. In the context of the Indonesian National Police (Polri), human
resources (HR) play a strategic role in realizing organizational goals,
especially maintaining public security and order. Effective HR management
contributes to increased performance, productivity, and the success of the
National Bureaucratic Reform program towards good governance and clean
government. This reform drives a paradigm shift towards a professional,
modern, humanistic, and corruption-free police force through improvements
in instrumental, structural, and cultural aspects. The success of the Polri is
highly dependent on the quality of its personnel's performance, which is
determined not only by physical abilities, but also by psychological factors
such as self-control, initiative, optimism, the ability to manage emotions,
and rational thinking in dealing with task pressures.

In modern management, the wunderstanding of organizational
performance has evolved, no longer seen as a single concept, but rather
divided into two main interrelated dimensions: overall organizational
performance and individual performance (job performance). This separation
is crucial because it provides a clearer analytical framework for
understanding the role and contribution of each element in achieving the
organization's strategic goals. Otley (1999) states that to evaluate
organizational effectiveness holistically, we need to understand both aspects
of performance well. Organizational performance reflects the ability to
achieve strategic goals through structured, efficient, and adaptive activities
to change (Kaplan & Norton, 2004). Individual performance, as a
component, is influenced by competence, motivation, and organizational
support (Hunter, 1986), and its success determines the performance of the
unit and the organization. Muis et al. (2022) define performance as the
results of individual or group work in accordance with responsibilities and
ethical norms, in line with Hermin and Yosepha (2019) who emphasize the
quality and quantity of employee work output. Robbins (2008) and Mathis &
Jackson (2009) emphasized the importance of measuring performance based
on task relevance, encompassing aspects of quality, quantity, timeliness,
efficiency, and effectiveness.

Research by Rawas& Jantan (2023) showed that job description (JD)
clarity increases motivation and work effectiveness, in line with Job
Characteristics Theory (Hackman & Oldham, 1976), which highlights the
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importance of autonomy, task identity, and feedback in influencing
performance. Conversely, Cohen et al. (2020) warned that lack of JD clarity
can lead to role uncertainty, job stress, and decreased productivity. Various
studies have shown that job descriptions significantly influence employee
performance. Studies by Rawas& Jantan (2023), Cen (2022), Ehugbo et al.
(2022), Sudrajat (2021), Dingel &Maffet (2020), Anwar &Dewanto (2022),
Hariyati et al. (2023), and Wulandari (2023) emphasized that clarity and
structure in job descriptions improve task understanding, reduce role
uncertainty, and boost motivation and productivity. However, Haryanto et
al. (2023) found an insignificant partial effect in the Majene Regency
Regional Secretariat, indicating that while job descriptions are important,
other factors such as the work environment and motivation also play a
significant role in determining performance.

A clear and structured job description (JD) plays a crucial role in
increasing job satisfaction because it helps employees understand their
duties, responsibilities, and organizational expectations. When JDs are
systematically structured, employees feel more valued, have a clear work
direction, and avoid confusion or role conflict (Pattisahusiwa, 2013).
Raymond J. Stone et al. (2020) emphasized that a good JD increases
efficiency, reduces uncertainty, and strengthens a sense of control over
work, which directly increases job satisfaction.Research by Anwar
&Dewanto (2022), Hariyati et al. (2023), and Agnesta& Hasanah (2023)
shows that a clear job description positively contributes to job satisfaction
because it provides a sense of security and role certainty. A good JD creates
a more organized work environment, strengthens the relationship between
responsibility and rewards, and increases employee confidence in carrying
out tasks. However, Akbar et al. (2023) found that the effect of JD on job
satisfaction is not always significant, as other factors such as compensation,
work environment, and organizational culture also play important roles.

Job satisfaction itself is a crucial factor influencing performance. March
(2009) and Rad (2006) explain that satisfaction arises from the congruence
between expectations and work reality, while Wagner & Hollenbeck (2010)
add that satisfaction is related to personal values being fulfilled at work.
When employees are satisfied, they are more motivated, committed, and
productive (Hyett & Parker, 2015; Boiral et al., 2014). Conversely,
dissatisfaction decreases motivation and performance.

Various studies, such as those by Chi et al. (2023), Alkandi et al.
(2023), and Susanto et al. (2023), show that job satisfaction significantly
influences performance and even acts as a mediating variable between JD
and performance (Anwar &Dewanto, 2022; Hariyati et al., 2023). However,
studies by Wulandari (2023) and Lestari et al. (2022) highlight that this
relationship can be influenced by other factors such as leadership style and
organizational culture. Although leadership style does not always moderate
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the relationship between JD and performance (Rawas& Jantan, 2023),
research by Febryantahanuji&Giarni (2022) and Fauzan et al. (2021) shows
that effective leadership strengthens the relationship between job
satisfaction and performance, emphasizing the importance of leaders' roles
in creating a productive and motivating work environment.

The phenomenon at the Directorate of Special Crimes of the Southeast
Sulawesi Regional Police shows that although job descriptions have been
developed, their implementation is not optimal, characterized by unclear
and overlapping tasks that reduce personnel satisfaction and performance.
Some members also complained of an unbalanced workload and a lack of
support and feedback from superiors, which impact motivation and
productivity. This condition indicates a weak relationship between job
satisfaction and performance, so improvements are needed in job
description clarity, task allocation, communication, and reward systems.
Based on this phenomenon and supported by research by Rawas& Jantan
(2023), Febryantahanuji&Giarni (2022), and Fauzan et al. (2021), this study
was conducted to analyze the Moderation of Leadership Style in the
Influence of Job Descriptions on Performance Mediated by Job Satisfaction
at the Directorate of Special Crimes of the Southeast Sulawesi Regional
Police.

Literature Review
Job Description

Job Characteristics Theory, developed by Hackman and Oldham (1976),
states that certain job characteristics, such as skill variety, task identity,
task significance, autonomy, and feedback, influence three critical
psychological states: job meaning, responsibility for results, and knowledge
of actual results. Goal Setting Theory, developed by Locke and Latham
(1990), states that specific and challenging goals will result in higher
performance than easy or unspecific goals, provided the individual has the
ability and commitment to those goals. A clear job description serves as a
mechanism for communicating specific goals and performance expectations,
thus facilitating an effective goal setting process. Self-Determination Theory,
developed by Deci and Ryan (1985), identifies three basic psychological
needs—autonomy, competence, and relatedness—which, when met,
generate intrinsic motivation and well-being.

Conceptually, a job description is the result of a job analysis process
aimed at identifying the content, responsibilities, and requirements of a job
so that it can be performed efficiently and effectively. According to Mathis
and Jackson (2011), job analysis encompasses work activities,
competencies, working conditions, and inter-position relationships, which
form the basis for developing a Job Development Plan (JD). Research by
Rawas and Jantan (2023) confirms that a clear and structured JD enhances
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motivation and performance effectiveness, in line with Job Characteristics
Theory (Hackman & Oldham, 1976), which highlights the importance of
autonomy, task identity, and feedback on psychological outcomes and
performance. Pitaloka et al. (2019) also state that a JD serves as a primary
guideline for employees in understanding their duties and responsibilities,
aligning organizational expectations with individual roles. Furthermore,
Johari & K.K. (2010) add that achieving optimal performance requires the
support of an adaptive organizational structure for the JD to function
optimally. Similarly, Mondy & Martocchio (2016) emphasize that a clear JD
is the foundation for a professional and transparent work culture, as proper
division of responsibilities plays a crucial role in effective human resource
management.

Job Satisfaction

Herzberg's Two Factor Theory (1959) factors that influence job
satisfaction can be divided into two categories: motivator factors (intrinsic)
and hygiene factors (extrinsic). Maslow's Hierarchy of Needs Theory (1943)
when an individual's basic needs are met, they will be motivated to achieve
higher needs such as self-esteem and self-actualization, which has an
impact on improving performance. Expectancy Theory developed by Vroom
(1964) states that motivation is a function of three components: expectancy
(belief that effort will result in performance), instrumentality (belief that
performance will produce results), and valence (value given to results). Job
satisfaction is a positive feeling towards work that arises from an
individual's experience and evaluation of aspects of his or her work.
According to Maidani (2001) and Rainey (2016), job satisfaction reflects an
affirmative emotional state resulting from an assessment of work and the
work environment. Brewer and Selden (2000) assert that satisfaction arises
from the comparison between actual experiences and individual
expectations, while Milkovich and Boudreau (1997) see it as a pleasurable
emotional response to the content and context of work that fulfills personal
needs and values.

Transformational Leadership

Avolio et al. (2004) in their theoretical development of authentic
leadership suggest that authentic leaders enhance organizational
effectiveness by creating transparency, encouraging inclusive decision-
making processes, and demonstrating consistent moral behavior. Gardner et
al. (2011) in a comprehensive review of authentic leadership theory and
research identified several mechanisms through which authentic leaders
enhance follower performance: increased trust, improved communication
quality, increased psychological safety, and stronger identification with
organizational values. Muenjohn& Armstrong (2008) state that
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transformational leadership is a process in which a leader attempts to raise
followers' awareness of what is right and important and motivates them to
perform beyond what is possible.

Choudhary et al. (2012) state that organizations can achieve their goals
through employee behavior influenced by the leadership style.
Transformational leaders motivate people to accept and convey a vision,
create an inspiring vision of the future, and manage the delivery of the
vision. Charismatic leaders are those who help to engage their followers
towards organizational goals (Choudhary, et al (2012). This leadership style
is more about trust-based relationships with their people. Leaders who use
this style need to work on their own skills, and set aside time and space for
personal development.

Aunthentic Leadership

Bandura (1991) identified three components of self-regulation: self-
monitoring (observing one's behavior), self-assessment (evaluating behavior
against standards), and self-reaction (responding to evaluation).
Andiyasari&Pitaloka (2017) stated that authentic leadership emerged as an
alternative perspective on leadership in various organizations. The term
authenticity comes from the Greek term, namely "Authento" (to have full
power), which has an authentic meaning (Gardner, Cogliser, Davis, &
Dickens, 2011). Shamir and Eilam (2005) defined authentic leaders as
people who have self-knowledge and clarity of self-concept in leading.
Therefore, authentic leadership is a description of a leader who has a desire
to serve others sincerely and wholeheartedly (George, 2003). Luthan and
Avolio (2003) that authentic leadership in organizations is an ability and
process that emphasizes positive psychological capacity in the context of an
advanced organization, resulting in greater self-awareness, self-
development, and positive behavior in leaders and their followers. Authentic
leadership defines it as "based on what is most important to you, your most
cherished values, your passions and motivations, the sources of satisfaction
in your life" (George, Sim, Mclean, and Mayer, 2007).

Performance

Campbell et al. (1993) in their comprehensive individual performance
theory proposed that performance is a function of eight main dimensions:
job-specific task proficiency, non-job-specific task proficiency, written and
oral communication, demonstration of effort, maintenance of personal
discipline, facilitation of team  and co-worker  performance,
supervision/leadership, and management/administration. Bureaucratic
reform in the police context adopts the principles of New Public Management
(NPM) which emphasize accountability, transparency, and results
orientation. Hood (1991) explains that NPM integrates private sector
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management practices into the public sector, including the use of
measurable performance indicators and a merit-based reward system. In the
context of the Indonesian National Police (Polri), the implementation of
performance-based bureaucratic reform refers to the principles of Good
Governance which include the rule of law, transparency, responsiveness,
consensus orientation, equity, effectiveness and efficiency, accountability,
and strategic vision (UNDP, 1997). Regulation of the Republic of Indonesia
National Police (Polri)j Number 2 of 2018 concerning the Performance
Assessment of Polri Members with a Performance Management System. The
Performance Management System, hereinafter abbreviated as SMK, is a
system used to identify and measure the performance of Indonesian
National Police (Polri) members to ensure alignment with the organization's
vision and mission. Furthermore, performance assessment is a systematic
process carried out by an assessor on the performance of the members
being assessed.

Transformational
Leadership
(£1)
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Job Ha
Description

: x1.3 (X) \\‘H. -—“4

Performance
(¥2)

X1.2

H2

Job Ha
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Figure 1 Conceptual Framework

Research Hypothesis

H1. Job description has a positive and significant effect on performance.

H2. Job description has a positive and significant effect on job satisfaction.

H3. Job satisfaction has a positive and significant effect on performance.

H4. Job description has a positive and significant effect on performance,
mediated by job satisfaction.

HS. Transformational leadership moderates the effect of job description on
performance.

H6. Authentic leadership moderates the effect of job description on

performance.
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H7. Transformational leadership moderates the effect of job satisfaction on
performance.

H8. Authentic leadership moderates the effect of job satisfaction on
performance.

Research Methods

This research will be conducted at the Southeast Sulawesi Regional
Police, specifically at the Special Criminal Investigation Directorate
(DITRESKRIMSUS). The population and respondents of this study are all
137 Police Personnel patients at the Special Criminal Investigation
Directorate Unit of the Southeast Sulawesi Regional Police. The research
approach used is SmartPLS. The SmartPLS approach is a development of
PLS (Partial Least Square) analysis.

Operational Definition of Variables

A Job Description (X) is a document detailing the duties,
responsibilities, authority, and expectations associated with a job position
within an organization. A Job Description (JD) serves as a guide for
employees in understanding their roles and as an evaluation tool for
assessing employee performance. The JD variables include several points:
job content, job identification, delegation of authority, and job suitability.

Job satisfaction is the evaluative perception of police personnel
(respondents) related to pleasant and positive emotions felt both intrinsically
and extrinsically from the results of job assessments or the personnel's work
experiences. Job satisfaction consists of 1) intrinsic factors and 2) extrinsic
factors.

Transformational leadership (Z1) is the evaluative perception of police
personnel (respondents) regarding their leaders regarding their role models,
motivational abilities, ability to stimulate subordinates' rationality in their
work, and individual attention given to subordinates. Transformational
leadership variables consist of 1) idealized influence, 2) inspirational
motivation, 3) intellectual stimulation, and 4) individualized consideration.

Authentic leadership (Z2) in this context refers to a leadership style
grounded in strong ethical principles, where the leader acts with
authenticity, morality, and transparency in every interaction and decision.
Ethical leadership emphasizes alignment between the leader's thoughts,
words, and behavior, grounded in positive values, self-awareness,
transparency, and internalized moral principles. Ethical leadership is
measured through four main indicators that form the dimensions of
authentic leadership:

Performance (Y2) is the ability of police personnel to carry out their
duties and responsibilities effectively, as reflected in work behaviors such as
providing service to the public, communicating, controlling emotions,
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maintaining integrity, empathizing, committing to the organization, taking
initiative, being disciplined, and working together.

Research Result
Discrimant Validity

Discriminant validity aims to test the extent to which a latent
construct is truly different from other constructs. Discriminant validity can
be determined by an AVE value greater than 0.50 (>0.50) and by comparing
the AVE root of each variable with the correlation between the variables. If
the AVE root is greater than the correlation, the variable has good
discriminant validity. The following is a presentation of data related to the
AVE value:
Table 1 Discriminant Validity Test (AVE)

Variabel ﬁ:‘::)\ge variance extracted
Job Description 0.853
Job Satisfaction 0.735
Transformational Leadership 0.888
Authentic Leadership 0.902
Performance 0.953

Source: Processed Primary Data, 2025

R-Kuadrat(R?)

Based on the results of the r-square test, to test the feasibility of the
model using the total determination coefficient, the Q-square test will be
used. Q-square measures how well the observation values generated by the
model and also its parameter estimates (Ghozali, 2006). A Q-square value
greater than zero (0) indicates that the model has a value that has predictive
relevance, while a Q-square less than zero (0) indicates that the model has
less predictive relevance. To determine the Q-square value, the following
formula is used:

Table 2 R-Square Values

Structural )

Model Variables R-square
1 Job Satisfaction (Y1) 0.072

2 Performance(Y2) 0.561

Source: Processed Primary Data, 2025
Q2=1-(1- 0,072) * (1-0,561) Q2 =1 — (0,928) (0,439) @2 =1 - 0,407 2 =
0,593

Based on the Q-square (Q2) calculation, the Q-square value obtained
was 0.593. This figure can be interpreted as indicating that the research
model can explain the contribution of the influence of job description and
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job satisfaction variables on performance by 59.3%, which is in the
moderate category. Based on this, the model that has been built can be
concluded to have a good predictive relevance value or level of prediction.

Hypothesis Testing

Hypothesis testing in this study was conducted by examining direct
and indirect (mediation) effects. There were eight hypotheses, divided into
three direct effects, one mediation effect, and four moderation effects. This
research hypothesis testing used PLS analysis with the help of Smart-PLS
version 4 using the bootstrapping method.

Table 3 Hypothesis Testing

Code |Influence of Variables Path . P Valuesinformation
Coefficient
H1 | Job Description -> Performance 0.260 0.000 | Sig.
Job D ipti - Job

Ho |UOP o Tesenpuon = JOb g o68 0.000 | Sig.
Satisfaction

H3 | Job Satisfaction -> Performance | 0.365 0.000 | Sig.

Ha Job' ]?escrlptlon -> Job 0.098 0.005 Part%al.
Satisfaction -> Performance Mediation
Transformational Leadership

HS |x Job  Description ->10.144 0.044 | Moderating
Performance
Authentic Leadership

H6 | x Job Description ->10.115 0.038 | Moderating
Performance
Transformational Leadership Not

H7 | x Job  Satisfaction ->10.058 0.561 © )

moderating
Performance
Authentic Leadership Not
H8 | x Job Satisfaction ->10.056 0.390 .
moderating
Performance

Source: Processed Primary Data, 2025

Discussion
The Influence of Job Description on Performance

The results of this study provide strong empirical evidence that job
descriptions have a positive and significant influence on the performance of
personnel at the Special Criminal Investigation Directorate of the Southeast
Sulawesi Regional Police. The strength of this relationship, although
moderate, has significant practical significance in the context of human
resource management in police organizations. This research finding aligns
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with various previous empirical studies conducted in different contexts.
Research conducted by Rawas and Jantan (2023) in the Omani public sector
found that job descriptions had a significant positive effect on employee
performance using the same four dimensions: job content, job identification,
delegative authority, and job suitability. Ehugbo et al. (2022) found a
significant and positive relationship between job identification, job
responsibilities, and job qualifications with employee performance.

From a theoretical perspective, the findings of this study provide strong
support for the Job Characteristics Theory developed by Hackman and
Oldham (1976). This theory states that certain job characteristics such as
skill variety, task identity, task significance, autonomy, and feedback will
influence three critical psychological states: meaning of work, responsibility
for results, and knowledge of actual results. These critical psychological
states will then influence work motivation, job satisfaction, and
performance. The Goal Setting Theory developed by Locke and Latham
(1990) also provides a relevant theoretical foundation. This theory states
that specific and challenging goals will result in higher performance
compared to easy or non-specific goals, provided the individual has the
ability and commitment to those goals. A clear job description serves as a
mechanism for communicating specific goals and performance expectations,
thereby facilitating an effective goal setting process.

The Influence of Job Description on Job Satisfaction

Testing the second hypothesis in this study yielded a significant
finding: job descriptions have a positive and significant effect on job
satisfaction among personnel in the Special Criminal Investigation
Directorate of the Southeast Sulawesi Regional Police. This finding holds
profound significance in the context of human resource management, as it
demonstrates that investing in the development and implementation of
effective job descriptions impacts not only operational aspects but also the
psychological well-being of personnel.This research finding is strongly
supported by various previous empirical studies. Research conducted by
Anwar and Dewanto (2022) at Indosat Ooredoo outlets found that job
descriptions significantly influence job satisfaction.Hariyati et al. (2023)
found similar results in their study. Agnesta and Hasanah (2023) found that
job descriptions significantly influenced job satisfaction. However, Akbar et
al.'s (2023) study found a different finding. They found that only job
specification fit had a significant partial effect on job satisfaction.

From a theoretical perspective, the findings of this study provide strong
support for several classic theories in organizational psychology and
management. Herzberg's Two-Factor Theory (1959) provides a highly
relevant foundation for understanding the relationship between job
descriptions and job satisfaction. According to Herzberg, factors influencing

www.journal-administration.com



Journal of Research Administration Volume 8 Number 4

job satisfaction can be divided into two categories: motivators (intrinsic) and
hygiene factors (extrinsic). The Job Characteristics Model developed by
Hackman and Oldham (1976) provides a highly specific theoretical
framework for understanding the relationship between job descriptions and
job satisfaction. This model identifies five core job characteristics that
influence three critical psychological states, which in turn influence
personal and work outcomes, including job satisfaction. These five
characteristics are skill variety, task identity, task significance, autonomy,
and feedback.

The Influence of Job Satisfaction on Performance

The results of the third hypothesis testing in this study yielded a highly
significant finding that job satisfaction has a positive and strong effect on
the performance of personnel in the Special Criminal Investigation
Directorate of the Southeast Sulawesi Regional Police. The strength of this
relationship has profound implications for human resource management
theory and practice, particularly in the context of police organizations with
unique characteristics in terms of structure, culture, and operational
demands. This finding challenges the sometimes skeptical traditional view of
the relationship between job satisfaction and performance and provides
strong empirical evidence that, in the right context, job satisfaction can be a
powerful driver of superior performance.

These findings align with various empirical studies, such as Chi et al.
(2023), which demonstrated that job satisfaction plays a significant role and
acts as a mediator between transformational leadership and performance;
Alkandi et al. (2023), which emphasized the role of job satisfaction as a
mediator between incentive systems and performance; and Susanto et al.
(2023), which found that job satisfaction, along with motivation and
leadership, significantly influences performance. Research by Andreas
(2022) also supports the belief that satisfied employees are more motivated
to perform optimally, while Alsafadi&Altahat (2021) and Abdullah et al.
(2021) confirm that job satisfaction is a significant and consistent factor in
improving performance across various organizational contexts.

From a theoretical perspective, the findings of this study align with
fundamental theories in organizational psychology and human resource
management. Maslow's Hierarchy of Needs Theory (1943) explains that
when employees' basic needs are met, they are motivated to achieve higher-
order needs such as esteem and self-actualization, which enhance
performance. Similarly, Herzberg's Two-Factor Theory (1959) asserts that
motivating factors such as achievement, recognition, and responsibility play
a greater role in creating intrinsic satisfaction than hygiene factors such as
salary or working conditions. Meanwhile, Vroom's Expectancy Theory (1964)
provides a psychological explanation that motivation and performance
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emerge when employees believe their efforts will result in good performance,
which in turn brings valuable results to them.

The Influence of Job Description on Performance Mediated by Job
Satisfaction

The fourth hypothesis testing in this study yielded a sophisticated and
theoretically significant finding that job satisfaction acts as a partial
mediator in the relationship between job descriptions and the performance
of personnel of the Special Criminal Investigation Directorate of the
Southeast Sulawesi Regional Police. This indicates that the indirect path
from job descriptions to performance through job satisfaction provides a
meaningful and statistically reliable contribution.The partial mediation
properties identified in this study have profound theoretical implications, as
they indicate that job descriptions influence performance through two
pathways: a direct pathway reflecting the technical and operational aspects
of job clarity, and an indirect pathway through job satisfaction reflecting the
psychological and motivational aspects.The findings of this study are
strongly supported by several empirical studies that have explored similar
mediation processes. Anwar and Dewanto (2022) found that job satisfaction
acts as a significant mediator in the relationship between job descriptions
and employee performance. Hariyati et al. (2023) found consistent results in
their study. They identified that job satisfaction acts as a link between job
descriptions and employee performance, with agile leadership as an
additional factor.

From a theoretical perspective, these mediation findings are supported
by several key theories in organizational psychology. Hackman and
Oldham's (1976) Job Characteristics Theory explains that job characteristics
such as skill variety, autonomy, and feedback influence performance
through psychological states such as meaningfulness, responsibility, and
knowledge of work outcomes. Furthermore, Vroom's (1964) Expectancy
Theory asserts that motivation and performance depend on expectancy,
instrumentality, and valence, where job satisfaction can act as a mediator
that strengthens the value of work outcomes. Meanwhile, Deci and Ryan's
(1985) Self-Determination Theory highlights that fulfilling the needs for
autonomy, competence, and relatedness enhances intrinsic motivation and
well-being, which in turn drives performance. In the context of the
Directorate of Special Criminal Investigation, clarity of job descriptions plays
a crucial role in reducing stress due to role ambiguity, strengthening control
and competence, and maintaining personnel's psychological resilience to
maintain high performance under complex task pressures.
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Moderation of Transformational Leadership in the Influence of Job
Description on Performance

The results of the fifth hypothesis test indicate that transformational
leadership significantly moderates the relationship between job descriptions
and the performance of personnel at the Special Criminal Investigation
Directorate of the Southeast Sulawesi Regional Police. This finding confirms
that clear job descriptions will be more effective in improving performance
when supported by strong transformational leadership. Theoretically, this
suggests that organizational systems such as job descriptions do not stand
alone but rather depend on an inspiring and motivating leadership context.
Practically, transformational leadership strengthens the influence of job
descriptions by creating synergy between clear structures and visionary
leadership direction, resulting in more optimal performance than when this
leadership style is weak or not implemented.

Wang et al. (2011) found that transformational leadership is highly
effective in contexts demanding adaptation, innovation, and high
performance by enhancing motivation, creativity, communication, and
commitment to organizational goals. Theoretically, this moderating effect is
supported by Burns' (1978) and Bass' (1985) Transformational Leadership
Theory, which explains that transformational leaders inspire followers to
transcend personal interests for shared goals and achieve higher levels of
satisfaction. In the context of job descriptions, transformational leaders
strengthen the effectiveness of task clarity through idealized influence,
inspirational motivation, intellectual stimulation, and individualized
attention that help translate job descriptions into superior performance.
Furthermore, Hackman and Oldham's (1976) Job Characteristics Theory
asserts that leadership is an important contextual factor that can
strengthen the relationship between job design, motivation, and
performance.

Moderation of Authentic Leadership in the Influence of Job Description
on Performance

The results of the sixth hypothesis test indicate that authentic
leadership significantly moderates the relationship between job descriptions
and the performance of personnel at the Special Criminal Investigation
Directorate of the Southeast Sulawesi Regional Police. This finding confirms
that the authenticity and integrity of leaders strengthen the effectiveness of
job descriptions in improving performance. Theoretically, this suggests that
authentic leadership is not merely a personal quality, but also an
organizational catalyst that creates a positive psychological environment
through self-awareness, transparency, balanced processing, and internal
morality. In the context of law enforcement, this leadership style has been
shown to strengthen role clarity, foster trust, and encourage ethical behavior
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and superior performance amidst high professional demands and public
expectations.

This moderation finding provides a novel contribution to the literature
as few previous studies have examined the role of authentic leadership in
the relationship between job descriptions and performance. Walumbwa et al.
(2008) demonstrated that authentic leaders build trust and psychological
safety that enhance performance, while Avolio et al. (2004) asserted that
transparency and morality of leaders strengthen the effectiveness of
organizational systems such as job descriptions. Gardner et al. (2011) also
added that authentic leadership enhances performance through trust,
communication, and identification of organizational values. Theoretically,
authentic leadership theory (George, 2003; Avolio & Gardner, 2005;
Walumbwa et al., 2008) explains that authentic leaders create optimal
learning and performance conditions through self-awareness, transparency,
objective processing, and internal morality. In the context of job
descriptions, authentic leaders strengthen task clarity by encouraging self-
reflection, open communication, and continuous improvement that support
the achievement of superior performance.

Moderation of Transformational Leadership in the Influence of Job
Satisfaction on Performance

The results of the seventh hypothesis test indicate that
transformational leadership does not act as a significant moderator in the
relationship between job satisfaction and performance of personnel at the
Special Criminal Investigation Directorate of the Southeast Sulawesi
Regional Police. This finding challenges the theoretical assumption that
transformational leadership always strengthens the relationship between
positive psychological states and performance. The insignificant moderating
effect indicates that in certain contexts, the relationship between job
satisfaction and performance is strong enough without the need for
additional influence from transformational leadership behavior. Practically,
these results suggest that increased performance through job satisfaction
can occur consistently across various leadership levels, while other factors
beyond leadership style may be more decisive in strengthening the
relationship.

This insignificant moderation finding differs from several previous
studies that found an influence of leadership on the relationship between
job satisfaction and performance. Febryantahanuji and Giarni (2022) found
that leadership moderated the relationship between organizational climate,
job satisfaction, and employee performance, while Fauzan et al. (2021)
showed that transformational leadership strengthened the influence of job
satisfaction and motivation on teacher performance. Lee et al. (2019) also
found a significant moderating effect of transactional leadership, although
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not servant leadership. These differences in results may be explained by
contextual factors, such as the level of professionalism and experience of
personnel that make the satisfaction-performance relationship more stable
without external influences, the characteristics of law enforcement
organizational culture that emphasizes individual accountability, and
possible differences in the measurement or application of transformational
leadership dimensions relevant to the police context.

Theoretically, the insignificant moderation can be explained by several
main frameworks. Self-Determination Theory (Deci & Ryan, 1985) states
that individuals with high intrinsic motivation, such as personnel with high
job satisfaction, tend to maintain performance without the need for external
encouragement. Expectancy Theory (Vroom, 1964) explains that in a mature
professional context, the relationship between effort, outcomes, and values
is aligned, so that the satisfaction-performance relationship becomes stable
and is not easily influenced by leadership. Meanwhile, Job Characteristics
Theory (Hackman & Oldham, 1976) asserts that jobs with high levels of
meaningfulness, responsibility, and feedback—such as in law enforcement—
naturally foster strong satisfaction and performance without reliance on
external leadership factors.

Moderation of Authentic Leadership in the Influence of Job Satisfaction
on Performance

The results of the eighth hypothesis test indicate that authentic
leadership does not act as a significant moderator in the relationship
between job satisfaction and performance of personnel in the Special
Criminal Investigation Directorate of the Southeast Sulawesi Regional Police.
Together with similar findings for transformational leadership, these results
indicate that in a law enforcement context with experienced personnel, the
satisfaction-performance relationship operates independently of leadership
influences. Theoretically, this challenges the universal assumption of the
moderating role of leadership and indicates that neither authenticity nor
leader inspiration strengthens the relationship. The consistent pattern of
this insignificance reflects a stable phenomenon, not a methodological
artifact, that job satisfaction is already a powerful driver of performance
without needing to be reinforced by any leadership style.

The nonsignificant moderation finding for authentic leadership, as for
transformational leadership, differs from theoretical expectations and some
previous studies. Walumbwa et al. (2008) found that authentic leaders
enhance performance through trust and positive relationships, whereas
Wang et al. (2014) reported positive effects of authentic leadership in a
business context with a younger population, suggesting that differences in
professional context may explain the discrepant results. Theoretically, the
lack of a moderating effect can be explained by Professional Development
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Theory, which posits that experienced individuals possess an internal
framework for managing performance without relying on leadership
influence. Furthermore, Authentic Leadership Theory asserts that
effectiveness depends on followers' need for external validation, which is low
in mature professionals. Bandura's (1991) Self-Regulation Theory also
supports this explanation, as experienced personnel tend to have high levels
of self-monitoring, judgment, and self-control, allowing the satisfaction-
performance relationship to operate optimally without external leadership
influence.

Conclusion:

Based on the results of research and discussion on the moderation of
transformational leadership and authentic leadership on the influence of job
descriptions on performance mediated by job satisfaction at the Directorate
of Special Criminal Investigation of the Southeast Sulawesi Regional Police,
the following conclusions can be drawn:

Job descriptions have a positive and significant effect on performance.
This means that job descriptions contribute significantly to improving
personnel performance at the Directorate of Special Criminal Investigation of
the Southeast Sulawesi Regional Police. Job descriptions have a positive and
significant effect on job satisfaction. This means that job descriptions
contribute significantly to improving personnel job satisfaction at the
Directorate of Special Criminal Investigation of the Southeast Sulawesi
Regional Police. Job satisfaction has a positive and significant effect on
performance. This means that job satisfaction contributes significantly to
improving personnel performance at the Directorate of Special Criminal
Investigation of the Southeast Sulawesi Regional Police.

Job descriptions have a positive and significant effect on performance,
mediated by job satisfaction, with partial mediation. This means that job
satisfaction significantly mediates the effect of job descriptions on personnel
performance at the Directorate of Special Criminal Investigation of the
Southeast Sulawesi Regional Police. Transformational leadership moderates
the effect of job descriptions on performance. This means that
transformational leadership significantly moderates the effect of job
descriptions on personnel performance at the Directorate of Special Criminal
Investigation of the Southeast Sulawesi Regional Police. Authentic
leadership moderates the effect of job descriptions on performance. This
means that authentic leadership significantly moderates the effect of job
descriptions on personnel performance at the Directorate of Special Criminal
Investigation of the Southeast Sulawesi Regional Police. Transformational
leadership does not moderate the influence of job descriptions on
performance. This means that transformational leadership does not
contribute significantly in moderating the influence of job descriptions on
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personnel performance at the Directorate of Special Criminal Investigation of
the Southeast Sulawesi Regional Police. Authentic leadership does not
moderate the influence of job descriptions on performance. This means that
authentic leadership cannot contribute significantly in moderating the
influence of job descriptions on personnel performance at the Directorate of
Special Criminal Investigation of the Southeast Sulawesi Regional Police.

Research Limitations, Limitations of Contextual Generalizability: This
research was conducted specifically at the Directorate of Special Criminal
Investigation of the Southeast Sulawesi Regional Police, which has unique
characteristics as a specialized law enforcement unit. Generalizing the
findings to other organizational contexts, particularly outside the security
sector, requires caution and additional research. Demographic
Characteristic Bias: The predominance of male respondents (84.7%) and the
age distribution concentrated in the experienced group may influence the
pattern of relationships between variables. Future research should involve
more demographically diverse samples. Limitations of Cross-Sectional
Design: The use of cross-sectional data limits the ability to draw definitive
causal conclusions and cannot capture the dynamic changes in
relationships between variables over time.
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