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ABSTRACT 
This study was conducted in a pandemic situation to link leader empathy with the performance of EDC (Electronic Data 
Chapter) mechanical engineering employees and job satisfaction as an intermediary variable. Using cluster random 
sampling technique, this research was conducted on 113 employees of technician Electronic Data Chapter  (EDC) spread 
across Indonesia. This study uses primary data (quantitative approach) made in a list of questions to measure 
respondents' opinions with answer choices on a scale of 1 to 5. help of the SPSS program. Employee performance cannot 
improve even though the leader's empathy has supported it; This condition is different from the theoretical explanation 
and the results of previous studies. The problem of the COVID-19 pandemic must be resolved immediately to realize 
increased performance for employees who do not work from home during the pandemic. To realize employee 
performance, it must be mediated by a sense of job satisfaction so that job satisfaction factors must be a concern for 
company leaders. 
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1. INTRODUCTION 

The Covid-19 virus pandemic has forced leaders to be 
at the forefront of dealing with various changes that are 
not as expected. The leader's expertise will appear when 
faced with unusual situations such as a pandemic 
requiring leaders to move employees to achieve 
performance. 

Many psychologists from around the world have 
written about the relationship between empathetic leaders 
and employee performance [1]. Empathy is an essential 
implication in social behavior [2]. Empathy is the key to 
stimulating one's need for achievement. The leader's 
empathy will raise the perception of subordinates to feel 
job satisfaction and have an impact on performance [3]. 
Explains that empathetic leaders are able to create 
positive relationships with employees' intentions to 
change for the better. Empathy is needed by everyone in 
life, including in the work environment [4].  Performance 
tends to increase with empathy from the leader [5].  

The emergence of covid 19 has made shops, mini 
markets, supermarkets, industries and various 
companies, both government and non-government to 

reduce transactions in cash because it is considered that 
the spread of the covid 19 virus spreads quickly through 
cash so that Electronic Data Capture (EDC) machines are 
widely used for transaction tools during the pandemic. 
This condition makes workers in the field of technicians 
work extra in pandemic situations, such as making sure 
the signal is well connected to upgrading new machines. 

Previous studies have only examined the performance 
of employees who do virtual work or work from home 
(WFH) during a pandemic. However, this research is 
different from taking samples of employees who continue 
to work not on a virtual basis because of the type of work 
as technicians. Generally, in a pandemic situation, 
employees do virtual work or work from home (WFH) to 
minimize the interaction of the spread of the covid 19 
virus, but this does not apply to employees who work in 
the field of Electronic Data Capture (EDC) machine 
technicians, they still have to do their work without being 
virtual based. 

The selection of employee respondents who work on 
Electronic Data Capture (EDC) machine technicians is a 
consideration for the writing team for this research 
because, in a pandemic situation, they are still required to 
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improve their performance. Employees are in an unusual 
situation and are still required to perform optimally in a 
pandemic. Employees need assistance from leaders who 
have empathy that can foster employee job satisfaction, 
which encourages performance. Based on the reasons for 
selecting the object of research and existing theories, it is 
interesting to study whether leader empathy affects 
employee performance during the Covid-19 pandemic if 
it is supported by job satisfaction as an intervening 
variable. 

2. LITERATURE REVIEW 

2.1 Leader Empathy 

Empathy is a response that is formed from cognitive 
processes due to one's view of understanding others [6]. 
Empathy is important in leadership behavior because it is 
related to leader performance [7]. Empathy is a proper 
understanding of humans [8].  

Feelings of empathy require self-awareness in 
perceiving emotions to others to understand what others 
need [9]. Empathy is a process of incorporating self and 
others that involves perception and incorporation of 
dialogue [10]. There are four general theories of 
leadership: 1) trait theory (19th century), 2) behavioral 
style theory (the early 1960s), 3) situational and 
contingency theory, 4) functional theory. A good leader 
is a leader who can be aware of his own behavior and its 
influence on others, understand the differences between 
others in characteristics and motivation [11] 

2.2 Job Satisfaction 

Job satisfaction is everything that makes employees 
feel happy at work. Job satisfaction consists of physical, 
psychological and environmental factors that give rise to 
honest statements with the word satisfied with their work. 

Job satisfaction is defined as a form of people's 
attitudes and feelings about their work. Job satisfaction is 
also defined in the form of a positive attitude of feeling 
happy about work [13]. Factors that can affect job 
satisfaction are job seniority, financial compensation, 
position in the organization [14] 

2.3 Employee Performance 

According to [15] performance results from 
individual or group work achievements with 
predetermined goals. Meanwhile, Akbar performance is 
the optimal effort made by someone to get satisfactory 
results; If the work is good, it will positively impact 
workers and the work environment [16]. Performance is 
an achievement that is obtained from the results of work 
[17]. 

The elements used as performance measurements are 
quality, quantity, accuracy, accuracy and creativity [18] 

2.4 The Relationship Of Leader Empathy To 
Job Satisfaction And Employee 
Performance 

The relationship of leaders who empathize with 
employee performance through job satisfaction has a 
positive and relevant relationship [19]. The sense of 
empathy that leaders have can affect employee 
performance [20]. A good leader is a leader who can be 
aware of his own behaviour and its influence on others, 
understand the differences in characteristics and 
motivation. Empathy arises from the use of psychological 
terms; the process of empathy is able to control one's 
behaviour and thoughts. Giving feedback will occur 
between subordinates and leaders. Subordinates will give 
negative feedback if they do not get a sense of empathy 
from the leader. 

The empathic nature of a leader will strengthen the 
extent to which the emotional reactions of subordinates 
and emotional reactions will help subordinates in solving 
their problems at work [21]. Leader-member exchange 
(LMX) theory in 1975 in principle that between leaders 
and subordinates in developing interactions there is a 
reciprocal relationship, if the perception of the quality of 
subordinates is low towards the leader, the subordinates 
will give a low response to the performance, and vice 
versa [22] further explained that employees need leaders 
who empathize with their subordinates [23]. When a 
leader shows empathy to employees, it can elicit positive 
emotions that result even from receiving negative 
feedback; it is these emotions that trigger performance 
[24]. Leaders who have good ethical values will be 
motivated to help, support and develop employee 
abilities, but a good leader is he who is able to understand 
his needs and feelings first. The expected leaders are 
those who are able to listen to the problems of their 
subordinates; Leaders who have ethical values will tend 
to show empathy to their subordinates [25]  

2.5 Hypothesis 

1) Leader empathy has a significant positive effect on 
job satisfaction 

2) Leader empathy has a significant positive effect on 
employee performance 

3) Leader empathy has a significant positive effect on 
employee performance through job satisfaction 
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3.  RESEARCH METHODS AND 
MATERIAL 

This study uses primary data (quantitative approach) 
made in a list of questions to measure respondents' 
opinions with answer choices on a scale of 1 to 5. SPSS 
program assistance. The questionnaire was made in a 
google form by testing three variables, namely leader 
empathy, performance and job satisfaction as intervening 
variables. Questionnaires were distributed to the EDC 
mechanical engineering worker group via the WhatsApp 
application. 

The population in this study is Electronic Data 
Capture (EDC) mechanical technician workers who 
come from the islands of Sulawesi, Sumatra, Java and 
Bali because they are classified as cities with reasonably 
good economic growth in Indonesia. 

 Using cluster random sampling technique, this 
research was conducted on 113 employees of technician 
Electronic Data Chapter (EDC). The selection of 
employee respondents who work as mechanical 
technicians (EDC) is a consideration because workers are 
required to perform optimally in the conditions of the 
covid-19 pandemic due to the high use of transactions 
with EDC machines compared to cash payment methods 
during the pandemic. 

4. RESULTS AND DISCUSSION 

4.1 Statistics Results 

4.1.1 Model 1's coefficient path test 

Based on the model regression output 1, At the table 
of the coefficents, variable x or leader empathy obtained 
a significance of 0.000 smaller than 0.05. This result 
suggests that the regression of model 1, the variable of 
leader empathy, significantly impacts job satisfaction.  

Based on Table II obtained 0.423 for the value of R2. 
This shows that the contribution of the leader's empathy 
to job satisfaction is 42.3%, while the remaining 57.7 is 
the contribution of other variables not tested in the study. 

   While value e1 can be found in the formula e1 =  
√(1 − 0,423) =  0,760     thus obtained a diagram of one 
structural model path. 

Figure 1. Coefficient Path Model 1 

 

 

 

 

Table 1. Model 1’s Coefficient Path Test 
 

Model Unstandardized 
Coefficients 

Standardiz
ed 

Coefficien
ts 

t Sig. 

B Std. 
Error 

Beta 

1 

(Const
ant) 

63.547 63.886  .995 .322 

Job 
satisfa
ction 
(Y) 

 
.821 

 
.167 

 
.423 

 
4.92

4 

 
.000 

a. Dependent Variable: leadership empathy (X) 

Table 2. Model Summary 

M
od
el 

R  
R Square 

Adjusted R 
Square 

Std. Error of the 
Estimate 

1 
 

.423
a 

 
.179 

.172 12.940 

a. Predictors: (Constant), Job satisfaction (Y) 

4.1.2 Model 2's coefficient path test 

Whereas e1 can be found with formula e1 = 
√(1 − 0,813) = 0,902  Thus obtained a diagram of the 
line model structure two as follows: 

Figure 2. Coefficient Path Model 2 

 
Table 3. Model 2’s Path Coefficient Tes 

Model Unstandardized 
Coefficients 

Standa
rdized 
Coeffi
cients 

t Sig. 

B Std. 
Error 

Beta 

1 

(Constan
t) 

260.03
4 

30.711  8.467 .000 

leader's 
empathy 

(X) 

.069 .045 .144 1.520 .131 

job 
satisfacti
on (Y) 

.326 .088 .351 3.696 .000 

a. Dependent Variable: Employee Performance (Z) 
 

Analysis results: 

1) The effect of leader empathy (X) on job satisfaction 
(Y) is positive significant  

 
0,423 E1 = 0,760 

X Y 

 

X 

Z Y 
0,423 

e1 = 0,760 
e2 = 0,902 

0,351 

0,144 
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2) The effect of leader empathy (X) on employee 
performance (Z) is positive and not significant 

3) The effect of leadership empathy (X) on employee 
performance (Z) through job satisfaction (Y) is 
significantly positive 

The direct effect (x) Leader's empathy on (Z) job 
satisfaction is 0.144 or 14.4%. While the indirect effect 
(x) of leader empathy through (Y) job satisfaction on (Z) 
employee performance is the multiplication between the 
beta value of X against Y with the value given by X to Z, 
which is 0.423 x 0.351 = 0.148. Then the total effect 
given by X to Z is the direct effect plus the indirect effect, 
namely 0.144 + 0.148 = 0.292. Based on these 
calculations, the direct influence value is 0.144, and the 
indirect effect is 0.148. The indirect effect value is greater 
than the immediate influence value; this shows that 
indirectly X through Y significantly impacts Z. 

The  significance value of the variable x or leader 
empathy = 0.000 is smaller than 0.05 seen in the 
regression model 1 in the coefficient table.The results of 
this study conclude that the regression model 1 variable 
(X) leader empathy has a significant positive effect on 
employee performance (Z). 

4.2 Discussion 

4.2.1 Hypothesis 1 

Empathy has many benefits [26]. The leader's 
humility in understanding the feelings of others will have 
a positive impact on his subordinates [27]. Humility 
behavior that combines intrinsic factors and management 
motives will affect leaders and subordinates [28]. 

The results of research testing can be interpreted that 
the leader's empathy can motivate employees to obtain 
job satisfaction. Empathy is an essential behavior in 
leadership. Empathy can show a positive relationship 
with a leader's leadership pattern [29]. Empathy is an 
essential basic competency that a person has because it is 
part of the competency problem [30]. When the company 
provides support, especially from leaders in the 
organization, employees will respond with pleasant 
behavior towards their organization [31].   Empathy is the 
ability to understand the feelings of others. This condition 
can have a positive impact if the leader has a sense of 
empathy. This condition can positively impact if the 
leader has a sense of empathy. Empathy is the ability to 
respect others, care about employees' lives, and 
understand other people's problems. subordinates [32]. 

Empathetic leaders can explain several factors leaders 
who can build personal relationships with employees and 
employees who need good personal closeness with 
subordinates to increase employee morale. Table to 
motivate to encourage the growth of employee morale so 

that the leadership can continue to motivate employees, 
and when employees get motivated, there will be a sense 
of worker satisfaction. Adaptability in change, an 
empathetic leader, reflected in the rapid adaptation to 
various situations, the emergence of the covid 19 virus 
requires leaders to adapt not only to the conditions of 
employees, organizations, and situations wisely. Leaders 
who can adapt to changes who understand policies, 
company policies provide authority will give a sense of 
individual job satisfaction to subordinates establish 
cooperation; for this situation, the leader must be able to 
create a climate of cooperation, and this is very important 
because an unfavorable situation makes many changes in 
working conditions. Therefore, the ability to build a 
climate of cooperation becomes very important. When a 
climate of cooperation exists in the organization, 
subordinates will be satisfied. Trust in subordinates; Due 
to unfavorable conditions, much work to be done 
remotely and social restrictions imposed by the 
government, it takes a leader who believes in 
subordinates in these working conditions. Believing in 
subordinates with all their potential, a delegation of 
authority makes subordinates believe that the company 
trusts subordinates to develop the company even in a 
pandemic situation so that subordinates feel happy about 
it. Making peace with oneself, the pandemic situation 
encourages leaders to make peace with the pandemic 
condition, dare to accept forgiveness, and be able to 
evaluate mistakes. It is undeniable that employees who 
work in pandemic conditions are very likely to make 
many mistakes, so empathy from the leadership can drive 
job satisfaction for employees in the Covid-19 pandemic 
situation. 

4.2.2 Hypothesis 2 

Anger is a stronger motivator than empathy for 
conditions of social change in favourable situations [33]. 
Many factors that can be used for positive behaviour in a 
social environment are empathy, anger, jealousy, fear, 
religious fervour, and shame can bring good. There are 
many reasons why a person cannot empathize with 
another person due to a lack of emotional reaction. 
However, when someone has few emotional reactions, it 
is not that a leader does not care about their subordinates' 
well-being, but that there are emotions and 
considerations beyond empathy, and there are many 
reasons why leaders can empathize with their 
subordinates [34]. Empathy is seen as a field within 
cognitive neuroscience; the concept of empathy is very 
appropriate in the study of social behaviour and its 
relation to established theories that can understand the 
behaviour of others because the condition of a leader 
combines thinking and simulation [35]. Psychological 
and physical factors influence a person's 
work. Empathy is a social interaction defined as one's 
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ability to understand, sensitivity, awareness, and the 
ability to understand one's experience. Employee 
performance is influenced by the empathic response 
factor from the leader, so several studies of empathy and 
performance have been conducted extensively [36]. A 
leader's empathy is an essential factor in influencing 
subordinates. Empathy attention is considered the driving 
force for the behaviour of others; at this point in the 
condition of empathy provided by the leader motivates 
workers to be able to produce performance [37]. 

People who have high empathy behaviour will tend to 
get higher performance [38]. The effect of leader 
empathy on employee performance is positive, not 
significant. The results of this study can be interpreted 
that leadership empathy is not able to encourage 
increased performance. Generally, in a pandemic 
situation, employees complete work on a virtual basis but 
in different conditions with mechanical technician 
workers (EDC), they must continue to work in the field, 
so a leader who has a sense of empathy is needed. It is 
not easy to manage employees to produce performance in 
a pandemic situation so that it is not only the leader's 
empathy factor that is needed but many factors that 
become further studies to produce employee performance 
in a pandemic situation. Similar to the statement [39] that 
the virtual work environment conditions are challenging 
to develop supervision such as information control 
mechanisms so that to realize what is expected, mutual 
trust between leaders and subordinates is needed. Many 
factors that can be used to realize performance are 
empathy, anger, jealousy, fear, enthusiasm, shame, and 
so on, which leaders can use as motivation in realizing 
performance. 

4.2.3 Hypothesis 3 

A happy employee with his job will be able to 
generate maximum performance because of his sense of 
job satisfaction [40]. The reflection of a leader influences 
the perception of its members. Leaders who can take the 
time to hear problem subordinates, capable of better 
relationships with subordinates will build job satisfaction 
for their employees [41]. A good person illustrated in his 
humility to have good relationships in social conditions, 
that characteristic is the ability to recognize yourself, the 
ability to accept new things and be able to give 
appreciation to others [42]. When leaders have these 
characteristics can deduce leaders who have good 
personages. Corporate objectives must not always be 
supported by high, strong resources, but by a person's 
empathy ability, they can be used as energy to direct the 
achievement of the organization [43]. The results of this 
study are incompatible with [44] that leaders who show 
empathy for employees can generate positive emotions 
that result even from negative feedback receiving. It's this 
emotion that triggers the performance.  

Empathetic leadership was needed in the covid-19 
pandemics, which proved to be able to drive for increased 
employee performance is proven in support of great job 
satisfaction. The effect of leaders' empathy on 
performance through sustained work satisfaction 
suggests that leaders' indirect empathy through job 
satisfaction has a significant impact on performance. 
Workers' performance would increase if workers gained 
job satisfaction so that the role of the entering variable 
became important in the surgical situation. Empathy can 
contribute to a mutually beneficial exchange relationship. 
This relationship benefits the subordinate to the 
empathetic response of the leader [45].  

5. CONCLUSION 

Leader empathy has a positive and significant effect 
on job satisfaction. Dreamer's empathy has a positive but 
not significant relationship to performance, but job 
satisfaction as an intermediary variable can increase 
worker performance. The Covid-19 problem must be 
resolved immediately to improve performance for 
employees who work outside the home / outside the 
office. Employee performance can increase if mediated 
by job satisfaction, so that the job satisfaction factor 
should be a concern for company leaders. 
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