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ABSTRACT 
The purpose of this research was to reveal the effect of leadership attitude on job satisfaction through burnout 
among HWI Lindeteves shops. This research used SEM-PLS in a descriptive research method that observed 
over 80 respondents. A positive effect of leadership style on burnout was found as the output of this research, 
while burnout had a significant effect on job satisfaction. Meanwhile, leadership style had a significant effect 
on job satisfaction mediated by burnout, while the mediating analysis on burnout resulted as partial mediating. 
Keywords: Leadership Style, Job Satisfaction, Burnout. 

1. INTRODUCTION

Retailers have evolved from the selling ritual to giving a 
pleasant shopping experience, which is described as 
integrated events that lead to a pleasuring, involving, 
relaxing, useful, and happy retail customer’s experience in 
their life. This is also adopting the economic, psychological, 
and sociocultural approaches such as globalization, 
technological progress, human relations, also 
transformation of knowledge, which makes turbulence in 
the business environment. Thus, this requires managers to 
adopt a wise strategy to satisfy employees and increase the 
company’s turnover. 
Currently, retailers are facing market problems. [1] 
mentioned the expectations that the consumers will remain 
unfulfilled in embracing sustainability. Although 
consumers are widely more aware and concerned on social 
and environmental problems, skeptics claim that the 
expressions of consumer’s good ethical intentions shouldn’t 
be taken for anything more than that; good intention or good 
will [2]. 
The model of "new leadership" is the transformational and 
transactional leadership styles. The followers are given 
confidence by the transformational leadership style, so that 
a better future for the organization can be achieved. A 
continuous employee’s physical and mental health 
problems come from stress and annual routines with factors 
that cause partial employee fatigue are important to be 
prevented. Social support was focused by the authors in this 
research, which is described as the part of an individual's 
network, which is relied on individual or instrumental. This 
research observed the effect of leadership style on job 
satisfaction through burnout among HWI Lindeteves shops. 

2. THEORETICAL REVIEW

Leadership Style 
A leader usually uses leadership style to influence other 
people’s behavior, which can also be defined as a behavioral 
norm, that is used by someone when he or she tries to 
influence the behavior of other people. The key to 
organizational success is the connection between leadership 
style, norms, and organizational culture. Leadership style is 
a way used by leaders to influence, arrange, encourage, and 
control people in achieving goals [3]. 
According to [4], there was some research on how leaders 
and their leadership styles drive changes and now it’s 
believed that an individual’s leadership style becomes very 
important in innovations. It is important to point out the 
overall leadership styles adopted in accordance with 
organizational beliefs, values, and assumptions. There are 
various types of leadership style, whereas each of them is 
effective depending on the circumstances, attitudes, beliefs, 
preferences, and values of the people involved in defining it 
as a stable way used by the leaders in their efforts to increase 
their influences, which becomes the core of leadership [5]. 
Many leadership styles for organizational leaders are 
proposed including: transactional, transformational, 
charismatic, democratic, servant, autocratic, consultative, 
laissez-faire, joint decision-making, authoritative, 
participative, tyrant, task-oriented, relationship-oriented, 
relationship-oriented, production-oriented, oriented 
employees, delegating, authority, management, and poor 
team management [6]. 
Leadership style also has a model, which is the 
transformational leadership defined by the leaders’ 
influence on followers, in which the leaders get the 
employees’ trust, admiration, loyalty, and respect [7]. 
Second is the transactional leadership that emphasizes 
exchanges which occur between colleagues and leaders, and 
between leaders and followers as defined by [8]. Leadership 
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goal path motivates employees by choosing behaviors that 
best suit for each situation (supportive, participatory, or 
achievement-oriented) and by providing all of their needs 
along with their path to reach the goal [9]. It requires certain 
talents such as the ability to influence and inspire others 
towards the ideological goals and moral values,whereas 
followers are willing to mitigate these values and go beyond 
their duties to become a charismatic leadership [9]. 
 
Burnout 
Burnout, in the beginning, was a concept that had no any 
standard definition about it, although there were various 
opinions about what it was and what could be done about 
the definition. Different people use the terms for different 
things, so there isn't always a basis for communication 
constructs about burnout problems and solutions. So, there 
is a consensus that defines the three-core dimension of 
exhaustion experience, and the next research on these issues 
will lead to developing a multi-dimensional theory of 
fatigue [10]. 
Burnout is a syndrome or a physical symptom, people’s 
emotion, and mental exhaustion, as well as cynicism 
towards one's work in response to chronic organizational 
stressors. [12] found that exhaustion occurs because of the 
low organizational commitment. Based on the perspective 
of the organizational angle, it’s clear that the results of 
exhaustion, either negative attitudes or negative behavioral 
aspects toward job performance – are expensive. [12] said 
that among so many burnout important antecedents, 
stressors role (such as the lack of open communication) is 
the main predictor of exhaustion. Burnout is reducing stress 
and has the shape in negative results like absence, turnover, 
unsatisfactory job, and the decrease of job performance 
quality [13]. 
[14] described burnout as a syndrome that consists of 
emotional exhaustion, depersonalization, and professional 
achievement, that have harmful effects both on individual 
employees and their organization. 
This topic attracts the attention of experts who have 
explored the topic from various perspectives both in the 
retail industry (Leiter and Maslach, 1988). The first 
dimension of exhaustion, which is emotional exhaustion, is 
linked to some possible workload-related causes. [15] 
mentioned that those causes are the role conflict of 
unrealistic personal expectations, excessive interpersonal 
interactions, and the lack of effective stress management 
mechanisms [16]. 
There are three aspects of burnout: First, exhaustion which 
was mostly reported and analyzed thoroughly. [17] said that 
the strong identification of exhaustion has attracted some 
people’s attention, so that the other two aspects of this 
syndrome become unnecessary. However, the fact that 
exhaustion needs criteria is not enough. If someone sees 
exhaustion out of context, and only focuses on the 
component of individual exhaustion, one will forget the 
phenomenon completely. Second, depersonalization is an 
attempt to make the distance between yourself and the 
service receiver by actively ignoring the qualities that make 
them unique and attractive. More demands can be managed 
when they are considered as an impersonal object of one's 

work. Beyond human services, people use cognitive 
distance by developing indifference or cynicism when they 
feel tired and hopeless. Distance is a direct reaction to 
exhaustion because strong relationships (depersonalization) 
are found to be consistent in burnout research [18]. Third, 
reducing personal achievement with the other two aspects 
of exhaustion is more complex. In some cases, it appears to 
be a function, to some degree, either exhaustion, cynicism, 
or a combination of the two [18]. A chronicle work situation, 
extraordinary demands that contribute to the exhaustion or 
cynicism, tends to erode one's sense of effectiveness. 
Furthermore, fatigue or depersonalization disturbs. 
 
Definition of Job Satisfaction 
The key that makes an organization profitable in many ways 
is job satisfaction. Research found that productivity and 
high performance are coming from employees that feel 
satisfied. Maintaining satisfied employees can help 
organizations reduce the cost of recruiting and training new 
employees [19]. 
The concept of job satisfaction is one result of an 
organization that is measured regularly about its most 
applied settings and has been extensively studied as part of 
organizational behavior and psychology [20]. A serious 
problem for the organization due to job satisfaction should 
be considered, because employees who feel satisfied 
enough are known for their high-quality performance [21], 
and they make their job-related capabilities to be more 
productive, loyal, efficient and committed to the work [22]. 
[23] argued if an organization can be run due to low 
employee job satisfaction, because usually a characteristic 
of a successful organization is described by the employees 
that feel satisfied. [22] firmly stated that "happy employees 
are productive employees". 
There are various meanings of job satisfaction in the 
literature. [24] defined job satisfaction as a pleasant or 
positive emotional condition, outcomes from the 
assessment of one's work, and work experience. Job 
satisfaction is a common attitude of work, related to the 
difference between the benefits received by employees and 
the amount they believe they should receive, as defined by 
[25]. Job satisfaction much depends on the difference 
between what other people get from their work and what 
their expectations are [26]. [20] mentioned that job 
satisfaction is about the feelings of employees about work 
and other things in their work. And at the end [27], stated 
that composite satisfaction on one hand and satisfaction 
factor on the other hand are the job satisfaction contents. 
[28] Kreitner and Kinicki defined job satisfaction as 
"affective or emotional response to various aspects of work" 
and on the other hand, [29] said that "job satisfaction is a set 
of employee feelings whether it is pleasant or unpleasant". 
Job satisfaction is "a general attitude towards the 
performance of a person's company that shows the 
difference between the number of awards received and the 
amount they believe they should receive", as stated by [30]. 
In general, individual job satisfaction is the amount of job 
satisfaction (every aspect of works) multiplied by the level 
of importance of the job. Satisfaction or dissatisfaction 
related to work is something that depends on how a conflict 
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between desires and the results is looked. So, it can be said 
that a good attitude from a workforce that includes feelings 
and attitudes through job assessment as respect in achieving 
an important value of work is called job satisfaction. 
Positive differences occur when expectations are smaller 
than achievements, so they would feel more satisfied. On 
the other hand, negative differences occur if the range is 
under the minimum standard of expectation, that can make 
the job dissatisfaction higher. 
The total job satisfaction (from every aspect of works) 
multiplied by the degree of importance related to the aspect 
of work for the individual, is called the job satisfaction for 
an individual in a company. According to Locke, that an 
individual will feel satisfied or dissatisfied with his / her 
work, is something personal, which depends on how they 
perceive the suitability or conflict between the desires and 
the results of the output. There is no limitation of job 
satisfaction/work that is most appropriate, such as the 
limitation of Locke which concluded that there are two 
important elements in job satisfaction, which are job values 
and basic needs [24]. 
A leader with his / her leadership style will greatly affect 
job satisfaction, because generally a leader can to 
communicate well with employees, know what they want, 
and can motivate them to do every job that will produce 
something good for the company and prevent job rotation 
unnecessarily. In this research, the independent variable that 
will be discussed is the leadership style which is capable of 
influencing the dependent variable, which is job satisfaction, 
with burnout as a mediating variable. 
Based on the description above, the conceptual framework, 
as well as the hypotheses of this research, can be developed 
as follows: 
 

 
Figure 1. Conceptual Framework 
 
Based on the conceptual framework, the hypotheses can be 
developed as follows: 
H1 : There is a significant effect of Leadership Style 
on Burnout 
H2 : There is a significant effect of Burnout on Job 
Satisfaction 
H3 : There is a significant effect of Leadership Style 
on Job Satisfaction 

3. METHODOLOGY 

In this research, the population was HWI Lindeteves shop 
employees with a sample of 80 respondents. This research 
used SEM, in which the exogenous variable was leadership 
style, the endogenous variable was job satisfaction, while 
the mediating variable was burnout. The validity based on 
AVE [31] and the reliability based on Cronbach’s Alpha [32] 
had been met. Data analysis techniques used SEM [33] 
along with outer model evaluation (AVE and VIF) and inner 
model evaluation (path coefficient test, R-Square test, f-
Square test, and significance testing with the bootstrap 
method,) as well as mediation analysis (full mediation and 
partial mediation). 

4. STATISTICS TEST RESULTS AND 
DISCUSSION 

As the subject of this research, the respondents had their 
profile based on gender, age, marital status, and recent 
education. From the 80 samples taken, 46 were males and 
34 were females. Among 80 respondents who filled in the 
sample, there were 28 respondents in the age of 16-20 years. 
Meanwhile, the employees who had got married were 44 
out of 80 respondents. HWI Lindeteves Shop also recruited 
prospective employees who had fairly high education, 
which was a high school / vocational school with a total of 
30 out of 80 samples. 
The results of validity test that had been investigated using 
the loading factor by SmartPLS indicate that all the 
variables were valid because data analysis had been 
measured in the right way according to [34], whereas the 
value of outer loadings was greater than 0.7 and the results 
of the Average Variance Extracted (AVE) value from all 
variables tested in this research was also greater than 0.5. 
Meanwhile, the results of the reliability test also showed 
that all variables tested in this research were reliable, 
because the analysis had been measured in the right way 
according to [35], which said that the composite reliability 
with a value greater than 0.6 is considered reliable. 
The result of the first hypothesis test (H1) explained that 
leadership style had a significant effect on burnout, with the 
slope of 0.812 (positive) and the t-statistics was 18.540 
(greater than 1.645). This result was supported by the 
research conducted by [36], which revealed how leadership 
together along with organizational culture bring a positive 
and significant effect on job satisfaction. 
The result of the second hypothesis test (H2) explained that 
burnout had a significant effect on job satisfaction. with the 
slope of 0.367 (positive) and the t-statistics was 3.036 
(greater than 1.645). Low organizational commitment is 
related to burnout. From the perspective of the organization, 
it is certain that the results from exhaustion - either negative 
attitude or negative behavior – had a significant effect on 
job performance as found by [12]. 
The result of the third hypothesis test (H3) explained that 
leadership style had a significant effect on job satisfaction, 
with the slope of 0.503 (positive) and the t-statistics was 
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3.842 (greater than 1.645). This result was supported by the 
research conducted by [37] about further exploration of 
leadership style as a potential protective factor for burnout 
as an aspect of the work environment that can be adjusted. 
The result on mediating analysis indicated a specific 
indirect of 3.701, which means that there was partial 
mediation. Thus, the independent variable could affect the 
dependent variable with or without the mediating variable. 

5. CONCLUSIONS AND 
RECOMMENDATIONS 

Based on the results of data analysis, it can be concluded 
that leadership style has a positive and significant effect on 
burnout, burnout had a significant effect on job satisfaction, 
leadership style had a significant effect on job satisfaction, 
and burnout also mediated the effect of leadership style on 
job satisfaction. Some implications that appeared are as 
follows: 
Employees feel burdened, either mentally or physically, that 
had been tested with dissatisfaction results. In this case, 
superiors can invite employees to help identify and 
overcome the burnout through group discussions between 
employees and managers. The interruption of 
communication between colleagues and superiors also has 
created dissatisfaction results which need to be solved in a 
more relaxed and positive environment that allows 
employees to engage in social interaction and form 
networks among colleagues who support each other and 
have the opportunity to participate in decision-making 
according in their portions. Superiors need to know the 
personality of their employees who may be sensitive to 
criticism, scepticism, perfectionism, and high achievers, so 
that appropriate strategies can be used to deal with those 
personalities. Dialogue is needed to open a two-way 
communication. The readiness to face overtime without 
orders has got dissatisfaction results. So, it is recommended 
for superiors to provide an opportunity for employees to 
participate in decision-making or compensation that can be 
feedback to make them willing to work overtime. On the 
other hand, some other satisfying things include employees 
who are satisfied with what is done, superiors who have 
become role models, have a conducive and friendly work 
environment to obtain satisfactory results from the 
employee as samples, as well as the conditions in which 
superiors prioritize the needs of groups rather than those of 
individuals, superiors provide a positive atmosphere in the 
work environment, superiors describe the work in details 
and can be easily understood, superiors believe that 
employees have their potentials and try to develop them, 
superiors motivate employees, superiors interact with 
incentives only, all had acquired satisfactory results based 
on the sample taken from employees. In addition, it was also 
found that superiors accepting criticisms and suggestions 
submitted by employees, superiors being creative in facing 
problems in the field, have dissatisfaction results. In further 
research, it is suggested to use variables outside of burnout 
and leadership style along with the examples of gender, age, 

education, and culture, in order to obtain more variety of 
results that can describe anything which finally can affect 
job satisfaction. 
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