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Abstract

High-quality and professional human resources are the main pillars of success for any organization.
Organizations that have competent and committed human resources are more capable of achieving
optimal performance that aligns with organizational goals, both individually and collectively. This study
aims to examine the impact of democratic leadership, work discipline, and employee empowerment on
employee performance at CV Agma Furniture. The research population includes all employees of CV
Agma Furniture, with a sample consisting of 133 individuals chosen through a saturated sampling
method, ensuring full representation of the entire population. Data were gathered by distributing
guestionnaires that had undergone validity and reliability testing. The collected data were then analyzed
using the Partial Least Squares (PLS) approach, a variance-based Structural Equation Modeling (SEM)
technique, which enables simultaneous testing of relationships among variables. The analysis results
indicate that democratic leadership does not significantly impact employee performance at CV Agma
Furniture. On the other hand, work discipline and employee empowerment have been proven to
influence employee performance improvement significantly. These findings suggest that enhancing
work discipline and employee empowerment are crucial factors in driving optimal performance at CV
Agma Furniture. Furthermore, this study offers a new perspective by revealing that democratic
leadership, while often considered important, does not always have a significant impact on performance
within the furniture industry context in Jepara.

Keywords: democratic leadership, work discipline, employee empowerment, empowerment
performance

1. Introduction

Quality and professional human resources are the goal that every organization wants to achieve
(Srilestari & Indriyaningrum, 2023). Organizations that have this can achieve optimal performance per
their goals through individual employee efforts and teamwork. Companies need high-performance
employees to get the results desired by the business (Efendi et al., 2021). This is because employees are
one of the fundamental points that organizations need in the production process. Another thing that
needs to be considered to achieve high work productivity is how to produce employees with optimal
performance. Work productivity and optimal employee performance are two things that have the same
importance in achieving organizational expectations.

High work productivity is not only influenced by individual abilities but also by a conducive
work environment and efficient management system (Shafi et al., 2023). This combination of internal
and external factors allows employees to work effectively, which ultimately increases the company's
competitiveness in an increasingly competitive market. Therefore, companies must strive to create a
supportive environment, including providing relevant training and career development opportunities for
their employees. Apart from internal factors, industry dynamics also play an important role in
determining strategy human resource management in every organization. Changes in markets and
technology require companies to be more responsive and adaptive in facing emerging challenges. In
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industrial sectors such as furniture, intense competition requires companies to focus on improving
operational efficiency and continuous innovation to maintain competitive advantage (Qiu et al., 2017).
Companies that can adapt to market changes and consumer needs have a greater chance of surviving
and growing.

Competition in the furniture industry is currently increasingly fierce, triggered by various
factors such as globalization, technological advances, and increasing consumer demand for quality
products and competitive prices (Alhidayatullah et al., 2023). The existence of cheaper imitation and
pirated products can erode market share and damage the reputation of manufacturing companies that
produce original products, as well as rapid technological advances that spur companies to continue to
innovate and design new products to meet the needs of an ever-growing market.

Rapid developments in the furniture industry require companies to not only focus on production
but also on developing adaptive and innovative human resources (HR). Quality human resources can
respond quickly to market and technological changes so that companies can continue to compete and
survive in the industry. Referring to the importance of adaptability and innovation in facing increasingly
fierce industrial competition, the focus of this research is directed at companies operating in the
furniture sector. In this research, a furniture company, namely CV Agma Furniture, was chosen as the
main object. CV Agma Furniture operates in the furniture sector which is currently developing in the
city of Jepara. This company has good service for consumers and investors. This selection was based
on several relevant factors, including its strategic role in the furniture industry in Jepara as well as the
company's internal dynamics which reflect the challenges and opportunities faced by the industry as a
whole.

This research not only focuses on operational aspects, but also explores leadership styles, work
discipline, and employee empowerment that can influence employee performance in a competitive
environment such as the furniture industry in Jepara. Considerations for choosing a CV. Agma Furniture
is the object because this research aims to identify the impact of democratic leadership, consistent
application of work discipline, and employee empowerment efforts to improve performance in the
company. The selection of CV Agma Furniture as the research object is based on sales performance
during 2022. This company has been operating in the furniture industry in recent years, however, there
are challenges in maintaining sales stability. CV Agma Furniture has faced various challenges in
maintaining consistent sales, influenced by changes in consumer trends, fluctuations in demand and
macroeconomic conditions. Analysis of sales data in recent years is key to understanding more deeply
the factors that contribute to these fluctuations.
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Figure 1. Sales Chart
Source: CV. Agma Furniture processed (2024)

Based on Figure 1. Sales Chart, it can be observed that the sales of CV Agma Furniture
exhibited a fluctuating pattern throughout 2022. The highest sales occurred at the beginning of the year
in January, but a consistent decline followed, with exceptions in May, June, and July, where there was
a slight increase of 5.52% compared to April. However, the downward trend continued, resulting in a
16.57% drop from July to the end of the year. Overall, sales from January to December 2022 decreased
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by 17.6%. This pattern indicates challenges faced by the company in maintaining its sales performance,
which is also reflected in the company's declining revenue.

The instability of sales at CV Agma Furniture has created various issues for the company in
sustaining and growing its business. The intense competition among companies demands that each
company strives to survive, while the influence of leadership plays a crucial role in determining success.
One way for the company to stay competitive is by improving employee performance. In addition to
effective management, every company requires leadership that can communicate and articulate the
company's goals.

One of the determining factors for a company's success is leadership style. This is similar to
research findings obtained by (Nopitasari & Krisnandy, 2019) which state the democratic leadership
style positively and significantly impacts employee performance. This is due to the fact that it engages
employees in every aspect of organizational activities and decision-making process based on their
abilities and skills. In this way, employees will achieve good performance through a good leadership
style.

Another factor that influences employee performance is employee empowerment, namely
individual motivation to develop personal responsibility in carrying out their duties related to achieving
company goals. The success of company management is very dependent on HR empowerment efforts,
S0 it is necessary to pay attention to employee attitudes, behavior, desires and needs. Thus, employees
feel motivated to improve their performance. Employee empowerment is expected to improve morale
and work quality which ultimately influences employee performance (Yolanda et al., 2022).

Previous studies on democratic leadership and work discipline about employee performance
include research conducted by Suprihatin et al., (2023) which examined democratic leadership and work
discipline on employee performance at the East Bunguran Sub-district Office, Natuna Regency.
Another similar study was carried out by Nopitasari & Krisnandy (2019), this study investigated the
impact of democratic leadership style, intrinsic motivation, and work discipline on employee
performance at PT Pangansari Utama Food Industry. However, based on prior research, no studies have
specifically explored the combined effects of democratic leadership style, work discipline, and
employee empowerment on employee performance. Therefore, this study aims to investigate the
influence of democratic leadership style, work discipline, and employee empowerment on employee
performance, with the expectation that it will serve as a breakthrough, offering potential contributions
to the field of Management, particularly in human resource management studies within companies.

2. Literature Review
2.1 Employee Performance

Employee performance is something that a person succeeds in carrying out the tasks given
based on ability, experience, seriousness and time (Muhammad Rochimin & Sukrispiyanto, 2022).
Corporate organizations are formed with specific goals that must be achieved. Organizational behavior
influences efforts to achieve these goals, while employee performance reflects how they complete tasks
related to their role or job. The concept of performance refers to the level of implementation of activities
or policies contained in an organization's strategic plan to achieve its goals, objectives, vision and
mission. This is further categorized into three factors, namely task performance, adaptive performance,
and contextual performance (Curpanaru, 2021).

Task performance includes the knowledge, skills, and habits required to fulfill job
responsibilities. Adaptive performance refers to the ability to deal with a dynamic organizational
environment. The contextual dimension indicates the attitudes and behavior shown by individuals in
their work. These three dimensions play a very important role in supporting employee performance in
achieving organizational goals. Apart from that, disciplined work behavior is the key to achieving
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organizational goals. By obeying social regulations and norms, employees can ensure that they have
completed all tasks, rules and regulations (Dewi et al., 2023). (Kairupan, 2021) mentions six indicators
of employee performance, namely work quality, work quantity, responsibility, timeliness, effectiveness
and independence.

2.2 Democratic Leadership

The democratic leadership style begins with the belief that achieving quality goals can only be
realized through teamwork (Nandasinghe, 2020). This leadership style encourages active participation
and involvement of team members in the decision-making process. (Lestari et al., 2018) also stated that
a democratic leadership style fosters a sense of ownership and shared responsibility, because team
members are given the opportunity to contribute their thoughts and ideas.

Research conducted by (Susanti, 2015), shows that the democratic leadership style has a high
influence on employee performance and has been proven to be true. The research results show that there
is a significant and linear regression equation between democratic leadership style and employee
performance, which means that employee performance variables can be explained by democratic
leadership style variables. This is reinforced by (Setiawan, 2017) who believes that democratic
leadership style has a significant influence on employee performance.

H1 : Democratic leadership influences employee performance

2.3 Work Discipline

Work discipline is an attitude and behavior that shows order, obedience, responsibility, and
enthusiasm in carrying out duties and obligations. Work discipline is the key to achieving company
goals, where employees need to go home on time, complete their tasks, and comply with all regulations
and social norms. Work discipline plays an important role in increasing productivity and performance
(Efendi et al., 2021). Work discipline also involves the ability to manage time well, take responsibility
for work, and have the integrity to do work well (Apriyani et al., 2023).

Work discipline also includes awareness of work quality and efforts to continuously improve
it. A high level of work discipline in a company will create efficiency, increase trust, credibility and
company reputation (Rezza & Wisnalmawati, 2020).

According to research conducted (Putri et al., 2015), work discipline plays a crucial role in
shaping employee performance. A simple linear regression analysis revealed that work discipline
positively affects performance. Therefore, as employees' work discipline increases, their performance
improves, whereas lower work discipline leads to poorer performance.

H2 : Work discipline influence employee.
2.4 Employee Empowerment

(Kadarisman, 2012) describes employee empowerment as management's effort to give trust to its
staff, and encourage them to innovate in completing their tasks optimally. Employee empowerment
plays an important role in improving employee performance at CV Agma Furniture. This is in line with
the opinion expressed (Nursam, 2017) that empowerment is considered the main factor that influences
performance. By empowering individuals, they are more involved in the decision-making process,
which in turn increases their capabilities, sense of ownership, and responsibility. According to
(Sedarmayanti, 2018), empowerment is a process that involves change and development in terms of
ability, trust, authority and responsibility to improve performance.

Employee empowerment has become an important focus in corporate research because It is
believed to improve performance and job satisfaction. Research conducted by Rayan et al., (2019)
shows that employee empowerment contributes significantly to increasing individual performance and
team collaboration. These results emphasize the importance of creating a work environment that
supports participation and empowerment, so that employees feel more involved in the decision-making
process.

H3 : Employee empowerment influences employee performance
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Figure 2. Research Model

3. Research Methods

Selection of appropriate research methods is very necessary to ensure that the results research
can be identified and analyzed accurately. Quantitative research is an analysis activity of the calculation
process using numbers, must first ensure the population and sample, must be value-free with very strict
objectivity and use tools or instruments that have been validated and meet reliability criteria (\Veronica
et al., 2022). This research uses a quantitative approach because it is considered the most appropriate
to use in answering the research problem formulation and the quantitative research method is also very
suitable for this research, namely to be able to determine whether or not there is an influence of
democratic leadership, work discipline and employee empowerment on employee performance at
furniture companies in Jepara.

All types of research have an approach that needs to be taken. It is important to use the right
research approach because each research approach has different methods and goals. The research
approach chosen will influence the stages of formulating questions or statements, collecting and
analyzing data, as well as the results of research findings (Iswahyudi et al., 2023). This research uses a
guantitative approach with component or variant-based Structural Equation Modeling (SEM) methods.
This approach was chosen because of its deep capabilities to analyze the relationship between
independent and dependent variables, identify direct and indirect effects in complex models.

Data collection is used to support research. In this research, the tool used to collect data was a
guestionnaire. A questionnaire is a method used to collect data by distributing questions or statements
that have been prepared in the form of a written questionnaire, either printed or electronic (Herlina,
2019). The questionnaire distributed was in the form of five choice scales using a Likert scale to
measure the influence of democratic leadership, work discipline and employee empowerment on
employee performance at CV Agma Furniture. The Likert scale is used to measure the perceptions,
opinions and attitudes of an individual or group of people regarding external phenomena (Sugiyono,
2020). The measurement scale for the independent and dependent variables uses a Likert scale as
follows: 1 = Strongly Disagree; 2 = Disagree; 3 = Neutral; 4 = Agree; and 5 = Strongly Agree. The
scale allows respondents to express their level of agreement with a given statement. This research was
carried out at CV Agma Furniture which is located on JI. Raya Bulungan RT. 001, RW. 001, Wonorejo,
Jepara, Central Java 59431.

Operational variables aim to explain a researcher's perspective regarding the meaning of the
variable being researched based on theoretical exploration that has been understood by the researcher.
Research variables refer to any element selected by the researcher for study, with the purpose of
gathering information about it and forming conclusions (Sugiyono, 2020). In this study, there are two
categories of variables: the independent variable, typically represented by the letter X, and the
dependent variable, often symbolized by the letter Y. In this study, democratic leadership, work
discipline and employee empowerment is the independent variable. Employee performance is a
dependent variable.
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Table 1. Operational Variables

\C/:zﬂgebpl)(‘: Variable Definition Indicator
Variabel X1 Democratic leadership is a style that fosters a | 1. Leadership authority is not
(Democratic sense of ownership and shared responsibility absolute
Leadership) because team members are given the | 2. Decisions are made together

opportunity to contribute thoughts and ideas | 3. Two-way communication
(Lestari et al., 2018). 4. Reasonable supervision
5. Responsibility
Variabel X2 Work discipline is an attitude and behavior | 1. Comply with all regulations
(Work that shows order, obedience, responsibility, | 2. Responsibility
Discipline) and enthusiasm in carrying out duties and | 3. Absesteeism rate
obligations (Efendi et al., 2021). 4. Inherent supervision
5. Punishment sanctions
Variabel X3 Employee empowerment is management's | 1. Knowledge and skills
(Employee effort to give confidence to its staff, while | 2. Communication
Empowerment) | encouraging them to innovate in completing | 3. Trust
tasks optimally (Kadarisman, 2012). 4. Incentives

Variabel Y Employee performance is something that a | 1. Quality of work
(Employee person successfully achieves in carrying out | 2. Working quantity
Performance) | the tasks given based on ability, experience, | 3. Responsibility

seriousness and time (Muhammad Rochimin | 4. Punctuality
& Sukrispiyanto, 2022) 5. Effectiveness
6. Independence

Based on the table above, the operational variables contained in this research are explained. The
concept of variables in this research is divided into two, namely variable X (Democratic Leadership,
Work Discipline and Employee Empowerment) and variable Y (Employee Performance).

The data analysis method used is Partial Least Square (PLS), which comprises two sub-models:
the structural or inner model and the measurement or outer model. (Irwan & Adam, 2015). This sub-
model plays a role in testing the relationship between variables and the validity and reliability of the
research instrument.

Respondents can be categorized as participants because people who are called respondents have
met the sample criteria. Before determining the sample, it is necessary to first know the population in
the study. The population used in this research consisted of employees at CV Agma Furniture. The
sampling method applied is Non Probability Sampling with a saturated sample type. This can be
interpreted as meaning that all members of the population, namely 133 employees from CV Agma
Furniture, were used as the research sample. Choosing this method can help to obtain data that covers
the entire population, thereby providing a more comprehensive and accurate picture of the
characteristics being studied.

4. Results and Discussion

4.1 Characteristics of Respondendents

Among the 133 respondents surveyed in this study at CVV Agma Furniture, a significant portion were
male, representing 55.64%, while females comprised 44.36%. Regarding age distribution, 52.64% of
the respondents were under 39 years old, and the remaining 43.37% were over 39 years old. This data
offers a clear insight into the gender and age composition within CV Agma Furniture.

4.2 Estimation Method

A loading factor value of 0.50 or higher is considered to have sufficiently strong validation to explain
a latent construct, indicating that the indicator has a significant influence on the measured variable. In
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this study, the initial outer loading values for the variables of Democratic Leadership, Work Discipline,
Employee Empowerment, and Employee Performance are presented in Table 1. According to Hair et
al., (2014) a Cronbach’s alpha value above 0.7 indicates that the instrument used has good reliability,
which is essential in ensuring that indicators with high loading factors are reliable in measuring the
construct. This underscores that a high loading factor also demonstrates that the variables tested have a
significant impact on the measured construct, thereby strengthening the findings and conclusions of this
study. It highlights the importance of considering the research context and analytical objectives when
evaluating the validity and reliability of the measurement instruments used in this research.

Table 2. Outer Loading
Democratic Work Employee Employee
Leadership Discipline Empowerment Performance

WD1 0,739
wD2 0,824
WD3 0,774
WD4 0,688
WD5 0,586
DL1 0,449
DL2 0,677
DL3 0,713
DL4 0,729
DL5 0,811
EP1 0,725
EP2 0,738
EP3 0,791
EP4 0,801
EP5 0,776
EP6 0,510
EE1 0,544
EE2 0,701
EE3 0,679
EE4 0,821

Source: Data processing with Smart PLS 3.0 (2024)

After the initial analysis, this model revealed that indicators DL1, WD5, EE1, and EP6 should
be removed due to their loading factor values being below the acceptable threshold of 0.70. Indicators
with loading factor values below 0.70 are considered less representative or not strong enough in
reflecting the latent variables being measured. Removing these indicators from the model is a necessary
step to improve its validity and reliability. Once the indicators were removed, the model was
recalculated to obtain new outer loading values. These outer loading values reflect how well each
remaining indicator represents the latent variables being measured. The recalculated results are
presented in the final path diagram in Figure 3, showing the relationships between variables and the
strength of each indicator after the adjustments. The adjusted model provides a more accurate and
reliable depiction of the relationships between the variables studied, making it a solid foundation for
decision-making or further theoretical development.
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Figure 3. Path Diagram
Source: Data processing with Smart PLS 3.0 (2024)
4.3 Reliability

Before starting the analysis on the actual model, initial testing is carried out to determine the level of
significance of the variables in the conceptual model used. This test aims to ensure that each variable
has a significant contribution to the modelThe instrument's reliability in this study was evaluated based
on two key criteria: composite reliability and Cronbach's alpha. Both indicators serve to measure the
internal consistency of the instrument employed. Detailed results of this reliability assessment are
provided in Table 3, which outlines the relevant data on the instrument's reliability. The test results can
be seen from Table 3 below.

Table 3. Reliability

Cronbach's o A Compqs_ite Average Variance

Alpha = Reliability  Extracted (AVE)
Work Discipline 0,765 0,794 0,849 0,586
Democratic Leadership 0,732 0,806 0,820 0,534
Employee Performance 0,834 0,860 0,881 0,598
Employee Empowerment 0,823 0,824 0,894 0,739

Source: Data processing with Smart PLS 3.0 (2024)

The output results in Table 3 show that the composite reliability values for all constructs are
above the recommended threshold, namely more than 0.70. This indicates that these constructs have
good internal consistency. On the other hand, the results of Cronbach's Alpha calculations show that
almost all constructs have values above 0.70, which means the level of reliability is quite adequate.
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4.4 Discriminant Validity

The discriminant correlation test aims to observe the correlation between one construct and another
construct. Table 3 shows that all AVE squared values are greater than the correlation between the other
two latent variables, both horizontally and vertically. The AVE squared value is also more than 0.50.
AVE is considered good if the value is greater than 0.50 (Ghozali, 2016). If the square root of the
average AVE for each construct exceeds the correlation between that construct and others in the model,
it indicates that the construct has a high degree of validity.

Table 4. Discriminant Validity

Work Democratic Employe Employe
Discipline Leadership Performance Empowerment
Work Discipline 0,766
Democratic
Leadership 0,323 0.731
Employee
Performance 0,558 0,255 0,773
Employee 0,498 0,202 0,962 0,859
Empowerment

Source: Data processing with Smart PLS 3.0 (2024)

In Table 3, the comparison of Average Variance Extracted (AVE) root values show that each AVE root
value is higher than the correlation between other latent variables in this study. This shows that all latent
variables measured have adequate construct validity. Thus, each variable can measure the concept it
wants to measure accurately. In addition, the significant difference between the AVE root value and the
correlation between latent variables indicates good discriminant validity. This means that each latent
variable can be differentiated from other latent variables, so that there is no overlap in the measurement
of different concepts.

4.5 Determinant Coefficient (R2)

Structural model testing is conducted to comprehend and examine the connections among different
constructs within the research framework. In this study, the purpose of structural model testing is to
assess the relationships between research variables by utilizing significance levels and R-square values.
The R-square value is an important indicator that describes how much influence the independent
variable has on the dependent variable in the model. The higher the R-square value, the greater the
influence of the independent variable on the dependent variable. The results of the R-square estimation
of each construct in this study can be seen in Table 4 which provides detailed information regarding
how well the model explains the variation in the observed dependent variable. The estimated R-square
value can be seen in Table 5 below.

Table 5. R-Square Value

R Square | R Square Adjusted

Employee Performance 0,936 0,934
Source: Data processing with Smart PLS 3.0 (2024)

Based on Table 5, it is known that the R-square value for the employee performance variable is 0.936.
This can be interpreted as saying that the variables of democratic leadership, work discipline and
employee empowerment have contributed 93.6% to increasing employee performance. In other words,
these three variables are able to explain about a third of the variation in employee performance.
Meanwhile, the remaining 6.4% is explained by other variables not included in this research.

4.6 Hypothesis Testing

To determine whether a proposed hypothesis is accepted or not, it is necessary to test the hypothesis
using the Bootstrapping function in SmartPLS 3.0. The hypothesis is accepted when the significance
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level is smaller than 0.05 or the t-value exceeds the critical value (Hair et al., 2014). The t statistics
value for the 5% significance level is 1.660.

Table 6. The Result of Path Analysis

Original Sample  Standard T Statistics

Sample Mean Deviation  (|O/STDE VaIIDues
©) (M)  (STDEV) )

Work Discipline -> Employee 0094 0092 0,033 2812 0,005
Performance
Democratic Leadership -> Employee 0,041 0,041 0,026 1553 0,121
Performance
Employee Empowerment -> Employee 0,907 0,909 0,020 45.746 0,000
Performance

Source: Data processing with Smart PLS 3.0 (2024)
4.7 The Effect of Democratic Leadership on Employee Performance

In this study, (H1) stated that the democratic leadership variable obtained a calculated t value
of 1.553 < t table 1.656 and a significance value (Sig.) of 0.121 > 0.05. These results indicate that
hypothesis 1 (H1) which states that democratic leadership will improve employee performance is not
accepted or rejected. This indicates that although democratic leadership has many positive aspects in
certain conditions, such as situations that require quick and firm decision making, this leadership style
can actually hinder organizational effectiveness. Democratic leadership tends to involve discussion and
deliberation from multiple parties, which can slow down the decision-making process, and in some
cases result in the loss of valuable opportunities for employee performance.

Furthermore, in organizations operating under a more autocratic or hierarchical culture,
employees may be more accustomed to clear direction and top-down decisions. In conditions like these,
implementing a democratic leadership style can confuse or even decrease work efficiency. This research
is in line with previous findings by (Jaya & Risnawati, 2023) which also shows that democratic
leadership does not have a significant positive influence on employee performance. These results
indicate that adapting leadership style to organizational culture and specific situations is critical to
achieving optimal performance. Therefore, the choice of leadership style must be adjusted to the
situation and needs of the organization to ensure employee performance remains high and the decision-
making process runs effectively.

4.8 The Influence of Work Discipline on Employee Performance

The results of this research indicate that the second hypothesis (H2) related to the work
discipline variable can be accepted. This is proven by the calculated t value of 2.812 > t table 1.656 and
a significance value (Sig.) of 0.005 < 0.05. In other words, H2 is accepted, which means that the more
a leader applies work discipline, the more employee performance will increase. The application of work
discipline by leaders fosters a high sense of responsibility in employees for the tasks assigned. When
employees have good work discipline, they tend to focus more on completing tasks on time and
accurately, as well as minimizing possible errors. Consistently applied discipline also helps employees
understand the importance of their role in the organization, so they are motivated to provide the best
performance.

In line with the results of this research, the findings obtained support previous research
conducted by (Yudiningsih et al., 2016) and (Nopitasari & Krisnandy, 2019). Both studies concluded
that work discipline has a positive influence on employee performance. In research Yudiningsih et al.,
(2016 states that work discipline is identified as the main factor that encourages employees to work
more efficiently and effectively, while Nopitasari dan Krisnandy (2019) found that strong discipline
can significantly improve the quality of work results. This research strengthens the view that work
discipline is not just rules that must be followed, but also an important foundation for employees to
achieve optimal results. Therefore, the application of good work discipline by leaders is very crucial in
creating a productive work environment and contributing to improving the overall performance of
employees.
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4.9 The Effect of Employee Empowerment on Employee Performance

In this research, the third hypothesis (H3) regarding the employee empowerment variable
shows that the calculated t value is 45.746 > t table which is 1.656 with a significance value (Sig.) of
0.000 < 0.05. These results indicate that H3 is accepted, which means that the higher the implementation
of employee empowerment by leaders, the more employee performance will increase. Empowered
employees tend to focus more on their work, complete tasks with higher efficiency, and are encouraged
to think creatively and innovatively in completing work.

Additionally, empowered employees are more likely to take responsibility for solving problems
and finding solutions, which can ultimately save time and increase productivity. Employees who feel
empowered also generally show higher commitment and loyalty to the company. The results of this
research are in line with the findings of previous research by (Irwan & S, 2022) and (Padang, 2019),
which also states that employee empowerment has a positive influence on employee performance. This
empowerment is an important strategy in management to improve the quality of human resources and
work productivity in the company.

5. Conclusion

5.1. Conclusion

Referring to the results of research that has been conducted, it can be seen that democratic leadership
does not have a significant influence on employee performance at CV. Agma Furniture. On the other
hand, work discipline and employee empowerment have been proven to have a strong positive
relationship with increasing employee performance. These findings emphasize the importance of
consistent application of work discipline and employee empowerment in creating a productive work
environment. It is hoped that the results of this research will provide insight into HR management in
furniture companies in Jepara, as well as enrich literature in the field of management, especially
regarding democratic leadership, work discipline and employee empowerment.

5.2. Limitations

This study has three limitations that need to be considered in interpreting the results. First, this research
is limited to one company, namely CV Agma Furniture, so the findings obtained cannot be directly
generalized to other companies with different characteristics. Second, the number of respondents
involved in this research was relatively limited, which could potentially affect the validity and reliability
of the data collected. Third, the method used in this research is mostly quantitative with a questionnaire
approach, so it is not possible to explore the qualitative and contextual aspects of the variables studied.
This limitation is important to pay attention to in order to make decisions and apply research results to
other similar topics.

5.3. Suggestions

Further research is recommended to expand the scope of research by involving more companies in the
furniture industry in Jepara to increase the generalization of the findings. This will enable research
results that are more representative of the dynamics of the industry. In addition, future researchers are
advised to increase the number of respondents to increase the validity of the data and enrich the
analysis with more diverse points of view. Mixed methods that combine quantitative and qualitative
data can also be used to obtain a deeper understanding. The addition of variables such as organizational
culture or other external factors will provide more comprehensive insight into the factors that influence
employee performance. In addition, considering the addition of intervening variables such as job
satisfaction can provide deeper insight into how these factors influence employee performance.
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