
Jurnal Ekonomi dan Bisnis Jagaditha 
Volume 11, Number 2, 2024 

ISSN: 2355-4150 (Print) | 2579-8162 (Online) 

Publication details, Including author guidelines  

visit URL: https://www.ejournal.warmadewa.ac.id/index.php/jagaditha/authorguideline 

 

The Role of Job Satisfaction in 

Mediating The Influence of Leadership 

and Work Environment on Employee 

Performance in The General Section of 

The Raja Ampat Regional Secretariat 

 
Author Name(s): Putu Ayu Sita Laksmi1, Apriliya Gundara Kandari1 

1 Magister of Management, Universitas Warmadewa, Indonesia 

Article History 

Received: November 11, 2024 

Revised: November 12, 2024 

Accepted: November 13, 2024 

 

How to cite this article (APA) 

Laksmi, P. A. S., & Kandari, A. G. (2024). The Role of Job Satisfaction in Mediating The Influence of Leadership and 

Work Environment on Employee Performance in The General Section of The Raja Ampat Regional Secretariat. 

Jurnal Ekonomi dan Bisnis Jagaditha. 11(2), 217-233. https://doi.org/10.22225/jj.11.2.2024.217-233 

 

*Corespondence regarding this article should be addressed to: 

Apriliya Gundara Kandari 

Email: gundara@gmail.com 

Universitas Warmadewa 

Editorial Office: Program Studi Magister Manajemen |  Program Pascasarjana |  Universitas Warmadewa 

Jl. Terompong No.24, Sumerta Kelod, Kec. Denpasar Timur, Kota Denpasar, Bali 80239  

Universitas Warmadewa (as publisher) makes every effort to ensure the accuracy of all the information (the 

“Content”) contained in the publications. However, we make no representations or warranties whatsoever as to the 

accuracy, completeness, or suitability for any purpose of the Content. Any opinions and views expressed in this 

publication are the opinions and views of the authors and are not the views of or endorsed by Universitas 

Warmadewa. The accuracy of the Content should not be relied upon and should be independently verified with 

primary sources of information. Universitas Warmadewa shall not be liable for any losses, actions, claims, 

proceedings, demands, costs, expenses, damages, and other liabilities whatsoever or howsoever caused arising 

directly or indirectly in connection with, in relation to, or arising out of the use of the content. 

 

Jurnal Ekonomi dan Bisnis Jagaditha is published by Universitas Warmadewa comply with the Principles of 

Transparency and Best Practice in Scholarly Publishing at all stages of the publication process. Jurnal Ekonomi dan 

Bisnis Jagaditha also may contain links to web sites operated by other parties. These links are provided purely for 

educational purpose. 

 

 

 

 

 

This work is licensed under a Creative Commons Attribution-ShareAlike 4.0 International License.  

https://www.ejournal.warmadewa.ac.id/index.php/jagaditha/authorguideline
https://publicationethics.org/
https://publicationethics.org/
http://creativecommons.org/licenses/by-sa/4.0/


ISSN 2355-4150 (Print) 

ISSN 2579-8162 (Electronic) 
Jurnal Ekonomi dan Bisnis Jagaditha 

Volume 11, Number 2, 2024 

The Role of Job Satisfaction in Mediating 

The Influence of Leadership and Work 

Environment on Employee Performance in 

The General Section of The Raja Ampat 

Regional Secretariat 

 

Putu Ayu Sita Laksmi
1

, Apriliya Gundara Kandari
1

* 

1 Magister of Management, Universitas Warmadewa, Indonesia 

Abstract: Human resources (HR) have a significant role in every activity in 

an institution, including government institutions. Human resources (HR) 

must be able to be managed or managed well in accordance with their 

function so that these human resources (HR) can play a role in accordance 

with their duties and functions in the institution they work in. This 

research aims to analyze the influence of leadership and work 

environment on employee performance by mediating employee job 

satisfaction in the General Section of the Raja Ampat Regency Regional 

Secretariat. The population used was all employees of the General Section 

of the Raja Ampat Regional Secretariat, namely 44 employees. The number 

of samples used was 44 employees with a sampling technique using a 

saturation technique. The data analysis used in this research is inferential 

analysis using SEM-PLS. The results of this research show Leadership has a 

positive and significant effect on employee performance. Leadership has a 

positive and significant effect on job satisfaction. The work environment 

has a positive and significant effect on employee performance. Work 

Environment has a positive but not significant effect on Job Satisfaction. 

Job satisfaction has a positive and significant effect on employee 

performance. Leadership has a positive and significant effect on employee 

performance through Job satisfaction. Job satisfaction partially mediates 

(partial mediation) between leadership and employee performance. The 

work environment has a positive but not significant effect on employee 

performance Job satisfaction. Job satisfaction is not able to mediate 

(Unmediated) between Work environment on Performance Employee. 

 

Keywords: Employee Performance, Job Satisfaction, Leadership, Work 

Environment. 

Introduction 

Human resources (HR) have a significant role in every activity in an institution, 

including government institutions. Human resources (HR) must be able to be managed or 

managed well in accordance with their function so that these human resources (HR) can play 

a role in accordance with their duties and functions in the institution they work in. The 

General Section of the Raja Ampat Regency Secretariat is a part of the government 

organization under the Raja Ampat Regency Regional Secretariat. In carrying out its functions, 

the General Department is facing problems related to human resources, especially regarding 

employee performance. The main problem in a government agency is efforts to improve 

employee performance. Employee performance plays a vital role in advancing the 

organization and in order to show good performance in the eyes of the public, including the 
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General Section of the Raja Ampat Regency Secretariat. 

Referring to the results of the initial review at the General Section office of the Raja 

Ampat Regency Secretariat, the survey stated that problems were still found regarding 

employee performance which was deemed to be not optimal. . This can be confirmed through 

data on budget realization from the APBD which is high but not followed through on 

achieving the performance targets that have been set. The total budget and budget 

realization for the General Section of the Raja Ampat Regency Secretariat in 2023 is 77%, 

which is categorized into 2, namely indirect expenditure and direct expenditure. The indirect 

expenditure budget is the expenditure budget from the APBD which is not directly related to 

the implementation of programs and activities, namely Secretariat expenditure with an 

achievement percentage of 100%. The direct expenditure budget is the expenditure budget 

that is directly related to the Raja Ampat Regency Secretariat program with an achievement 

percentage of 63%. Furthermore, based on observations, it is known that there are still 

employees who feel unclear about the tasks assigned by the leadership so that the tasks 

given are sometimes not in line with expectations. Sometimes some leaders come and leave 

the office without taking the time to ask their subordinates what things their employees want 

to convey. Apart from that, a less than optimal work environment is also one of the problems 

faced. Based on the results of observations, it was found that documents were piled up and 

not arranged properly. Apart from that, the cleanliness and tidiness of employees' work 

desks is rarely paid attention to, which is thought to make a real contribution to optimizing 

employee performance. The non-physical work environment also needs serious attention. 

Leadership is the actions carried out by a leader in the process of influencing, 

developing, directing and instructing subordinates so that they are directed in achieving the 

goals of the organization that has been formed (Firmayanti & Ramdani, 2022). Several 

previous research results to support leadership variables on employee performance were 

carried out by (Iwah et al., 2023) stating that the results of testing leadership variables had a 

positive and significant effect on employee performance variables. The results of this 

research are supported by (Syahputra et al., 2023) Leadership has a positive and significant 

effect on employee performance. (Susanto, 2022) There is a positive and significant influence 

of leadership variables on the performance of certified lecturers at Dehasen University, 

Bengkulu. (Firmayanti & Ramdani, 2022) There is a partial influence between Leadership and 

Performance. (Muslih & Pratama, 2022) The results of this research prove that leadership and 

job satisfaction directly have a significant effect on employee performance. 

The results of different research conducted by (Fanani et al., 2023) leadership does 

not have a significant direct effect on employee performance. (Marjaya & Pasaribu, 2019) the 

leadership variable has an insignificant negative effect on employee performance. (Sugiyatno, 

2020) leadership has a negative and significant effect on employee performance. 

The work environment is everything that comes into contact with the workforce, 

where they work. It is impossible to separate the work environment and workforce because 

these two elements are elements of the organization that equally influence each other. A 

conducive work environment makes the workforce feel at home and able to work optimally. 

The work environment includes work relationships formed between employees and work 

relationships as well as the physical environment of the place of work (Dethan et al., 2023). 

Research results that support environmental variables on performance include (Lestari et al., 

2022) The work environment has a positive impact and has a significant effect on employee 

performance. (Sari, 2023) The work environment has a significant effect on employee 

performance. (Rahmadani & Sampleiling, 2023) The work environment has a positive and 

significant effect on employee performance. (Kusuma et al., 2023) the work environment has 

a positive and significant effect on employee performance. (Deni et al., 2023) there is a 

significant influence on work environment variables on employee performance. (Apriyansyah 

et al., 2023) There is a positive and significant influence of the Work Environment variable on 

Employee Performance. 

The results of different research conducted by (Warongan et al., 2022) show that the 
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work environment does not have a significant effect on employee performance. (Sabilalo et 

al., 2020) The work environment has a negative and insignificant effect on employee 

performance. (Sarip & Mustangin, 2023) the work environment does not have a significant 

effect on the performance of PT employees. ABC Persada. 

Job satisfaction is an emotional attitude that pleases and loves one's job. A person's 

satisfied attitude can be seen from several things, including discipline, achievement at work 

and better performance. Employee satisfaction with the company becomes capital for 

employees to provide the best for the company. Employees who are satisfied with working 

conditions, the leader's attitude and the work environment will work harder so that the 

company's productivity and profitability increases (Pratama et al., 2022). Research results 

that support the variable job satisfaction on performance include (Rahmasar & Hastuti, 2023) 

Job satisfaction shows a positive and significant influence on teacher performance. (Hasanah 

& Dewi, 2023) job satisfaction (X1) has a positive and significant effect on employee 

performance (Y). Work motivation (X2) has a positive and significant effect on employee 

performance (Y). (Siregar et al., 2023) job satisfaction has a positive and significant effect on 

employee performance. (Fitriya & Kustini, 2023) which states that the Job Satisfaction 

Variable shows a positive influence on Employee Performance at CV Andi Jaya. (Irbayuni & 

Pratama, 2023) job satisfaction has a positive and significant effect on employee 

performance in the courier section of PT. Yun Kargo Indonesia. 

Different research results conducted by (Sutopo, 2018) stated that Job Satisfaction 

had a negative and insignificant effect on the Performance of Finance Department Employees. 

And (Nabawi, 2019) Job Satisfaction and does not have a significant effect on the 

performance of employees of the Public Works and Public Housing Department of Aceh 

Tamiang Regency. 

Based on the problems and results of previous research that the author has described 

regarding leadership, work environment and job satisfaction as well as the impact of these 

problems on employee performance at the Regional General Secretariat of Raja Ampat 

Regency, the author is interested in researching and analyzing research entitled "The Role of 

Job Satisfaction in Mediating the Influence Leadership and Work Environment on Employee 

Performance in the General Section of the Raja Ampat Regional Secretariat”. 

Literature Review 

Employee Performance 

The definition of performance is the quality and quantity of work results achieved by 

an employee in carrying out his duties in accordance with the responsibilities given to him 

(Kholid & Utari, 2023). Performance is an important thing that must be managed by a 

company to achieve a goal. Because one of the factors that guarantees the success of a 

company is how its human resources can contribute maximally to achieve the targets and 

goals set (Badrianto & Astuti, 2023). 

According to Kasmir (2016: 189) the factors that influence performance, both results 

and work behavior, are as follows: 

Abilities and Expertise 

Knowledge 

Work Plan 

Personality 

Work motivation 
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Leadership 

Leadership Style 

Organizational culture 

Job satisfaction 

Work environment 

Loyalty 

Commitment 

Work Discipline 

Employee Performance Indicators according to Priansa (2018: 271) states that 

performance indicators are: 

Quantity of Work (Quantity of Work) Quantity of work is related to the volume of work 

and work productivity produced by employees in a certain period of time. 

Quality of Work (Quality of Work) Quality of work is related to considerations of 

accuracy, precision, neatness and completeness in handling tasks within the organization. 

Independence (Dependability) Independence relates to considering the degree of an 

employee's ability to work and carry out tasks independently while minimizing the help of 

other people. Independence also reflects the commitment possessed by employees. 

Initiative (Initiative) Initiative concerns consideration of independence, flexibility of 

thinking, and willingness to accept responsibility. 

Adaptability (Adaptability) Adaptability concerns the ability to react to changing needs 

and conditions. 

Cooperation Cooperation is related to considerations of the ability to cooperate with, 

and with, other people. Do assignments, cover overtime with a vengeance. 

Leadership 

Leadership is the actions carried out by a leader in the process of influencing, 

developing, directing and instructing subordinates so that they are directed in achieving the 

goals of the organization that has been formed (Firmayanti & Ramdani, 2022). Leadership is 

the overall pattern of a leader's actions, both visible and invisible to his subordinates. 

Leadership describes a consistent combination of philosophy, skills, traits and attitudes that 

underlie a person's behavior. "Leadership that shows directly or indirectly a leader's 

confidence in the abilities of his subordinates" (Veithzal, 2006:64) in (Fanani et al., 2023). 

According to (Davis, Keith, & Newstrom, 2017) the factors that influence leadership 

are as follows: 

Intelligence. 

Maturity and freedom of social relationships. 

Self-motivation and achievement drive. 

Human relations attitudes. 

According to Edison, et al (2017:96) in(Angri et al., 2022)states that leadership 

indicators, namely: 
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Have a clear Strategy. 

Leaders carry out and/or have plans for major and directed changes to the 

organization's vision, mission and strategy as well as communicating well with its members. 

Concern for members and the environment. 

Leaders are concerned about every problem faced by members and motivate them by 

caring about the environment and work comfort. 

Stimulate members. 

Leaders stimulate and help members for positive goals, and invite them to things that 

are not productive with a pleasant approach, and members accept and realize the benefits for 

individuals and the organization. 

Take risks. 

Leaders are willing to take risks in carrying out their duties and responsibilities up to 

the loss of power in order to realize the goals or ideals of the organization. 

Maintain team cohesion. 

Leaders always maintain team cohesion and do not want to be trapped in the 

thoughts of members who want to seek personal sympathy by cornering other people. 

Opportunities for dropping will not be tolerated. He unites and synergizes potential team 

rifts into a harmonious force. 

Maintaining differences and beliefs. 

Leaders respect every difference of opinion for the purpose of a better direction and 

invite all members to respect differences and beliefs. 

The research results that support this research, the results conducted by (Iwah et al., 

2023) state that the results of testing leadership variables have a positive and significant 

effect on employee performance variables. The results of this research are supported by 

(Syahputra et al., 2023) Leadership has a positive and significant effect on employee 

performance. (Susanto, 2022) There is a positive and significant influence of leadership 

variables on the performance of certified lecturers at Dehasen University, Bengkulu. 

(Firmayanti & Ramdani, 2022) There is a partial influence between Leadership and 

Performance. (Muslih & Pratama, 2022) The results of this research prove that leadership and 

job satisfaction directly have a significant effect on employee performance 

The results of research conducted by (Maria et al., 2023) state that leadership has a 

positive and significant effect on job satisfaction. The results of this research are supported 

by (Fanani et al., 2023) Leadership has a significant direct effect on job satisfaction. (Pratama 

et al., 2022) Leadership has a positive and significant effect on employee job satisfaction. 

(Anggri et al., 2022) Leadership has a significant effect on job satisfaction. (Nyoto & Rajab, 

2022) Leadership has a positive and significant effect on job satisfaction at Riau University.  

Based on theory and several previous researchers, the following hypothesis was 

formulated: 

H1: Leadership has a positive and significant effect on employee performance 

H2: Leadership has a positive and significant effect on job satisfaction. 

Work environment 

The work environment is everything that comes into contact with the workforce, 

where they work. It is impossible to separate the work environment and workforce because 
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these two elements are elements of the organization that equally influence each other. A 

conducive work environment makes the workforce feel at home and able to work optimally. 

The work environment includes work relationships formed between employees and work 

relationships as well as the physical environment of the place of work (Dethan et al., 2023). 

(Afandi, 2021:66) The work environment is everything around workers or employees that can 

influence employee job satisfaction in carrying out their work so that maximum work results 

will be obtained, where in the work environment there are work facilities that support 

employees in completing tasks. which is charged to employees in order to improve employee 

work in a company. 

According to Sedarmayanti (2007: 21) in(Majid & Faizah, 2020)Broadly speaking, there 

are 2 types of work environment, namely: 

Physical Work Environment 

Non-physical work environment 

Several previous researchers who support this research include, (Lestari et al., 2022) 

The work environment has a positive impact and has a significant effect on employee 

performance. (Sari, 2023) The work environment has a significant effect on employee 

performance. (Rahmadani & Sampleiling, 2023) The work environment has a positive and 

significant effect on employee performance. (Kusuma et al., 2023) the work environment has 

a positive and significant effect on employee performance. (Deni et al., 2023) there is a 

significant influence on work environment variables on employee performance. (Apriyansyah 

et al., 2023) There is a positive and significant influence of the Work Environment variable on 

Employee Performance. 

Research results that support this research include (Narwathi et al., 2023) The work 

environment has a significant positive effect on employee job satisfaction. (Rulianti & 

Nurpersonal, 2023) The work environment has a positive and significant effect on employee 

job satisfaction. (Adinata & Turangan, 2023) The work environment influences job 

satisfaction. (Dharmawan & Nugroho, 2023) The work environment has a significant effect on 

job satisfaction. (Shavira & Febrian, 2023) The work environment influences employee job 

satisfaction. 

Based on theory and several previous researchers, the following hypothesis was 

formulated: 

H3: The work environment has a positive and significant effect on employee 

performance. 

H4: The work environment has a positive and significant effect on job satisfaction. 

Job satisfaction 

Job satisfaction is an emotional attitude that pleases and loves one's job. A person's 

satisfied attitude can be seen from several things, including discipline, achievement at work 

and better performance. Employee satisfaction with the company becomes capital for 

employees to provide the best for the company. Employees who are satisfied with work 

conditions, the leader's attitude, and the work environment will work harder so that the 

company's productivity and profitability increases (Pratama et al., 2022). 

According to Gilmer (1996) in Edy Sutrisno (2017:77), factors that influence job 

satisfaction are: 

Opportunity to advance. 

Willingness to work. 

Wages. 
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Company and management. 

Supervision. 

Factor intrinsic and work. 

Working conditions. 

Social aspects of work 

Communication 

Facility 

Indicators of job satisfaction according to Priansa (2016: 292) are as follows. 

Wages 

This aspect measures employee satisfaction in relation to the salary they receive and 

the increase in salary, namely the amount of salary received is in accordance with a level that 

is considered commensurate. 

Additional allowances 

This aspect measures the extent to which individuals feel satisfied with the additional 

benefits they receive from the organization. Additional benefits are given to employees fairly 

and proportionally. 

Supervision (relationship with superiors) 

Employees prefer to work with superiors who are supportive, attentive, warm and 

friendly, give praise for good performance from subordinates, listen to opinions from 

subordinates, and focus attention on employees (employed centered) rather than working 

with superiors who are indifferent , rude, and focused on work (job centered). 

Work procedures and regulations 

This aspect measures satisfaction with respect to workplace procedures and 

regulations. Matters related to procedures and regulations in the workplace affect an 

individual's job satisfaction, such as bureaucracy and workload. 

The research results that support this research were conducted by (Rahmasar & 

Hastuti, 2023). Job satisfaction shows a positive and significant influence on teacher 

performance. (Hasanah & Dewi, 2023) job satisfaction (X1) has a positive and significant 

effect on employee performance (Y). Work motivation (X2) has a positive and significant 

effect on employee performance (Y). (Siregar et al., 2023) job satisfaction has a positive and 

significant effect on employee performance. (Fitriya & Kustini, 2023) which states that the Job 

Satisfaction Variable shows a positive influence on Employee Performance at CV Andi Jaya. 

(Irbayuni & Pratama, 2023) job satisfaction has a positive and significant effect on employee 

performance in the courier section of PT. Yun Kargo Indonesia. 

Supporting research results, conducted by (Muslih & Pratama, 2022), leadership 

indirectly has a significant effect on employee performance through job satisfaction at PT. 

Perkebunan Nusantara IV (Persero) Medan. (Fanani et al., 2023) Leadership has a significant 

effect on employee performance through job satisfaction. (Nyoto & Rajab, 2022) Leadership 

influences performance through job satisfaction at Riau University. 

Supporting research results, conducted by (Karabi & FoEh, 2024), job satisfaction (Z) 

can mediate the work environment (X2) in influencing employee performance (Y). (Uma & 

Swasti, 2024) job satisfaction successfully mediates the work environment on employee 

performance with a significant positive relationship. (Kholid & Utari, 2023) The work 

environment has an indirect positive effect on performance through job satisfaction. 
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Based on theory and several previous researchers, the following hypothesis was 

formulated: 

H5: Job satisfaction has a positive and significant effect on employee performance 

H6: Leadership has a positive and significant effect on employee performance through 

job satisfaction. 

H7: The work environment has a positive and significant effect on employee 

performance through job satisfaction. 

The conceptual framework of the research is described as follows. 
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Figure 1. Research Thinking Framework 

Method 

The scope of this research is the General Section of the Raja Ampat Regency Regional 

Secretariat located at Waisai, Raja Ampat, Klasuur, Sorong District, Sorong City, West Papua. 

This research is about the influence of leadership and work environment on employee 

performance with mediation on job satisfaction. In this research, the author used a 

population of 44 employees in the General Section of the Regional Secretariat of Raja Ampat 

Regency. The sampling technique used is the saturated sampling technique, according to 

Sugiyono (2019). Saturated sampling is a sample selection technique if all members of the 

population are sampled. All populations in this study were sampled, so the sample for this 

study was 44 respondents. The data collection methods used include survey methods using 

questionnaires. Statement items are measured on a Likert scale using five numbers from 1 

(strongly disagree) to 5 (strongly agree). Interview forget information directly from 

respondents and make observations to find out what the real situation is in the field. The 

data analysis technique used is inferential analysis using SmartPLS 3. 

Result and Discussion 

Validity and Reliability Test 

Table 1 shows that all research instruments for research variables have fulfilled the 

validity test requirements, where the total correlation score (Pearson Correlation) for each 

instrument is above 0.2973 and has a significance value of less than 5% (0.05), so the 

instrument suitable to be used as a measuring tool for the variables studied. 
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Table 1. Validity Test Results 
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Variable 
Question 

Items 
Correlation Significance Information 

Leadership (X1) 

X1.1 0.894 0,000 Valid 

X1.2 0.870 0,000 Valid 

X1.3 0.845 0,000 Valid 

X1.4 0.873 0,000 Valid 

X1.5 0.868 0,000 Valid 

X1.6 0.806 0,000 Valid 

Work 

Environment 

(X2) 

X2.1 0.912 0,000 Valid 

X2.2 0.903 0,000 Valid 

X2.3 0.892 0,000 Valid 

X2.4 0.849 0,000 Valid 

Job Satisfaction 

(Z) 

Z1 0.917 0,000 Valid 

Z2 0.954 0,000 Valid 

Z3 0.885 0,000 Valid 

Z4 0.898 0,000 Valid 

Employee 

Performance (Y) 

Y1 0.864 0,000 Valid 

Y2 0.914 0,000 Valid 

Y3 0.876 0,000 Valid 

Y4 0.926 0,000 Valid 

Y5 0.907 0,000 Valid 

Y6 0.883 0,000 Valid 

Source: Data processed by SPSS 26 

Table 2 shows that the Cronbach's Alpha reliability test value for each variable is 

above 0.60, so it can be said that all instruments have met the reliability requirements. 

Table 2. Reliability Test Results 

No Variable Cronbach's Alpha Information 

1 Leadership (X1) 0.929 Reliable 

2 Work Environment (X2) 0.909 Reliable 

3 Job Satisfaction (Z) 0.933 Reliable 

4 Employee Performance (Y) 0.949 Reliable 

Source: Data processed by SPSS 26 

Hypothesis Testing 

The results of the path and significance testing are displayed in Table 3. Based on the 

analysis results, it shows that H1 is accepted, namely that leadership has a positive and 

significant effect on employee performance. This is shown by the results that leadership has 

a positive effect of 0.284 on employee performance, and this relationship is significant at the 

level of 0.003 < 0.05 and the t-statistic value is greater than 1.96, namely 3.013. Based on 

the analysis results, it shows that H2 is accepted, namely that leadership has a positive and 

significant effect on job satisfaction. This is shown by the results that leadership has a 

positive effect of 0.575 on job satisfaction, and this relationship is significant at the 0.008 

<0.05 level and the t-statistic value is greater than 1.96, namely 2,651. Based on the analysis 

results, it shows that H3 is accepted, namely that the work environment has a positive and 

significant effect on employee performance. This is shown by the results of the work 

environment having a positive effect of 0.299 on employee performance, and this 

relationship is significant at the 0.00 <0.05 level and the t-statistic value is greater than 1.96, 

namely 4,171.Based on the analysis results, it shows that H4 is rejected. This is shown by the 

results of the influential work environment positive amounting to 0.299 on job satisfaction, 

but this relationship is not significant at the level of 0.149 < 0.05 and the t-statistic value is 

less than 1.96, namely 1.444. Based on the results of the analysis, it shows that H5 is 
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accepted, namely that job satisfaction has a positive and significant effect on employee 

performance. This is shown by the results of influential job satisfaction positive amounting to 

0.445 on employee performance, and this relationship is significant at the 0.00 <0.05 level 

and the t-statistic value is greater than 1.96, namely 5.144. 

Based on the analysis results, it shows that H6 is accepted, namely Leadership has a 

positive and significant effect on employee performance through job satisfaction. This is 

shown by influence leadership through job satisfaction on employee performance positive 

effect of0.256with a t-statistic value of 2.341 and significant at level0.020 < 0.05.Based on 

the analysis results, it shows that H7 is rejected. This is shown by influence work 

environment through job satisfaction on employee performance positive effect of0.133with a 

t-statistic value of 1.433 and not significant at level0.153 < 0.05 

Table 3 shows that the R2 value of job satisfaction is 0.713, so this model includes 

moderate model criteria, meaning that variations in leadership and work environment are 

only able to explain the job satisfaction variable by 71.3%, the remaining 28.7% is explained 

by other variables outside the model. which is analyzed. The employee performance variable 

has an R-square value of 0.932 or is a strong model, meaning that the leadership, work 

environment and job satisfaction variables are only able to explain 93.2% of the employee 

performance variable, the remaining 6.8% is explained by variables outside the analyzed 

model. The Q2 value for employee performance is 0.720, because the Q2 value for employee 

performance is 0.720 > 0, it can be concluded that job satisfaction, leadership and work 

environment have predictive relevance for employee performance and the model relationship 

can be said to be strong. 

Table 3. Hypothesis Test Results 
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Construct 

Original 

Sample 

(O) 

T 

Statistics 

(|O/

STDEV|) 

P 

Values 
Information 

Leadership (X1) -> Job Satisfaction (Z) 0.575 2,651 0.008 Significant 

Leadership (X1) -> Employee 

Performance (Y) 
0.284 3,013 0.003 Significant 

Job Satisfaction (Z) -> Employee 

Performance (Y) 
0.445 5,144 0,000 Significant 

Work Environment (X2) -> Job 

Satisfaction (Z) 
0.299 1,444 0.149 Not Significant 

Work Environment (X2) -> Employee 

Performance (Y) 
0.299 4,171 0,000 Significant 

Leadership (X1) -> Job Satisfaction (Z) 

-> Employee Performance (Y) 
0.256 2,341 0.020 Significant 

Work Environment (X2) -> Job 

Satisfaction (Z) -> Employee 

Performance (Y) 

0.133 1,433 0.153 Not Significant 

R2 Job Satisfaction = 0.713 

R2 Employee Performance = 0.932 

Q2 =0.720 

The Influence of Leadership on Employee Performance 

Based on the results of the analysis, it shows that H1 is accepted, namely that 

leadership has a positive and significant effect on employee performance. This is shown by 

the results that leadership has a positive effect of 0.284 on employee performance, and this 

relationship is significant at the level of 0.003 < 0.05 and the t-statistic value is greater than 

1.96, namely 3.013. This means that the better the leadership implemented, the more 

employee performance will increase in the General Section of SETDA Raja Ampat. 
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This supports research conducted by(Iwah et al., 2023)states that the results of 

testing leadership variables have a positive and significant effect on employee performance 

variables. The results of this research are supported by(Syahputra et al., 2023)Leadership has 

a positive and significant effect on employee performance.(Susanto, 2022)There is a positive 

and significant influence of leadership variables on the performance of certified lecturers at 

Dehasen University, Bengkulu.(Firmayanti & Ramdani, 2022)There is a partial influence 

between Leadership and Performance.(Muslih & Pratama, 2022)The results of this research 

prove that leadership and job satisfaction directly have a significant effect on employee 

performance 

The Influence of Leadership on Job Satisfaction 

Based on the analysis results, it shows that H2 is accepted, namely that leadership has 

a positive and significant effect on job satisfaction. This is shown by the results that 

leadership has a positive effect of 0.575 on job satisfaction, and this relationship is 

significant at the 0.008 <0.05 level and the t-statistic value is greater than 1.96, namely 

2,651. This means that the better the leadership implemented, the more employee job 

satisfaction will increase in the General Section of SETDA Raja Ampat. 

This supports research conducted by (Maria et al., 2023) which states that leadership 

has a positive and significant effect on job satisfaction. The results of this research are 

supported by (Fanani et al., 2023) Leadership has a significant direct effect on job 

satisfaction. (Pratama et al., 2022) Leadership has a positive and significant effect on 

employee job satisfaction. (Anggri et al., 2022) Leadership has a significant effect on job 

satisfaction. (Nyoto & Rajab, 2022) Leadership has a positive and significant effect on job 

satisfaction at Riau University. 

The Influence of the Work Environment on Employee Performance 

Based on the analysis results, it shows that H3 is accepted, namely that the work 

environment has a positive and significant effect on employee performance. This is shown by 

the results that the work environment has a positive effect of 0.299 on employee 

performance, and this relationship is significant at the 0.00 <0.05 level and the t-statistic 

value is greater than 1.96, namely 4,171. This means that the better the work environment 

implemented, the more employee performance will increase in the General Section of SETDA 

Raja Ampat. 

This supports research conducted by (Lestari et al., 2022) The work environment has 

a positive impact and has a significant effect on employee performance. (Sari, 2023) The 

work environment has a significant effect on employee performance. (Rahmadani & 

Sampleiling, 2023) The work environment has a positive and significant effect on employee 

performance. (Kusuma et al., 2023) the work environment has a positive and significant 

effect on employee performance. (Deni et al., 2023) there is a significant influence on work 

environment variables on employee performance. (Apriyansyah et al., 2023) There is a 

positive and significant influence of the Work Environment variable on Employee 

Performance. 

Influence Work environmenton Job Satisfaction 

Based on the analysis results, it shows that H4 is rejected. This is shown by the results 

that the work environment has a positive effect of 0.299 on job satisfaction, but this 

relationship is not significant at the level of 0.149 < 0.05 and the t-statistic value is less than 

1.96, namely 1.444. This means that the better the work environment implemented, the 

more employee job satisfaction will increase, but this increase has no real effect on 

employees. This shows that the working environment is conducive or lacks conditions for 

employees of the General Section of SETDA Raja Ampat who continue to carry out their work 

because there are other more dominant factors that can influence job satisfaction such as 

wages or salaries received, career development opportunities and job placement. 
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This supports research conducted by (Kusumadewi, 2020) that the work environment 

has a positive but not significant effect on the job satisfaction of employees at Perumda Air 

Minum Tirta Dhaha, Kediri City. This shows that whether the working environment conditions 

are conducive or not, employees of Perumda Air Minum Tirta Dhaha Kediri City continue to 

carry out their work because there are other more dominant factors that can influence 

employee job satisfaction. According to Timbowo (2016) also stated that the work 

environment has a positive and insignificant effect on employee job satisfaction. 

The Effect of Job Satisfaction on Employee Performance 

Based on the analysis results, it shows that H5 is accepted, namely that job 

satisfaction has a positive and significant effect on employee performance. This is shown by 

the results that job satisfaction has a positive effect of 0.445 on employee performance, and 

this relationship is significant at the 0.00 <0.05 level and the t-statistic value is greater than 

1.96, namely 5.144. This means that the better job satisfaction is implemented, the more 

employee performance will increase in the General Section of SETDA Raja Ampat. 

This supports research conducted by(Rahmasar & Hastuti, 2023)Job satisfaction 

shows a positive and significant influence on teacher performance.(Hasanah & Dewi, 2023)

Job satisfaction (X1) has a positive and significant effect on employee performance (Y). Work 

motivation (X2) has a positive and significant effect on employee performance (Y).(Siregar et 

al., 2023)Job satisfaction has a positive and significant effect on employee performance.

(Fitriya & Kustini, 2023)which states that the Job Satisfaction Variable shows a positive 

influence on Employee Performance at CV Andi Jaya.(Irbayuni & Pratama, 2023)Job 

satisfaction has a positive and significant effect on employee performance in the courier 

section of PT. Yun Kargo Indonesia. 

Influence Leadership on Employee Performance through Job Satisfaction 

Based on the analysis results, it shows that H6 is accepted, namely that leadership has 

a positive and significant effect on employee performance through job satisfaction. This is 

shown by the influence of leadership through job satisfaction on employee performance 

which has a positive effect of 0.256 with a t-statistic value of 2.341 and is significant at the 

level of 0.020 < 0.05, this states that job satisfaction is able to mediate the influence of 

leadership on employee performance. Job satisfaction partially mediates (partial mediation) 

between the influence of leadership on employee performance. This can be seen from the 

results of path analysis which shows the relationship between leadership and job satisfaction 

is significant. The relationship between job satisfaction and employee performance is 

significant. The relationship between leadership and employee performance is significant. 

And the relationship between leadership and employee performance involving mediation is 

significant, so it can be concluded that job satisfaction partially mediates (partial mediation). 

This means that job satisfaction is only able to explain part of the reasons why 

leadership influences employee performance. If the implementation of leadership is better, 

employee satisfaction will increase. By increasing employee satisfaction, performance will 

also increase. 

This supports research conducted by(Muslih & Pratama, 2022)Indirectly, leadership 

has a significant effect on employee performance through job satisfaction at PT. Perkebunan 

Nusantara IV (Persero) Medan.(Fanani et al., 2023)Leadership has a significant effect on 

employee performance through job satisfaction.(Nyoto & Rajab, 2022)Leadership influences 

performance through job satisfaction at Riau University. 

Influence Work environment on Employee Performance through Job Satisfaction 

Based on the analysis results, it shows that H7 is rejected. This is shown by the 

influence of the work environment through job satisfaction on employee performance which 

has a positive effect of 0.133 with a t-statistic value of 1.433 and is not significant at the 
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level of 0.153 <0.05, this states that job satisfaction has not been able to mediate 

(Unmediated) the influence of the environment work on employee performance. 

Unmediated job satisfaction is seen from the results of path analysis testing which 

shows that the work environment on performance is significant. The relationship between job 

satisfaction and employee performance is significant. And the relationship between the work 

environment and employee performance involving mediation is not significant, so it can be 

concluded that job satisfaction is not able to mediate (Ummediated) the work environment on 

employee performance. This means that job satisfaction is not a variable that is able to 

explain the influence of the work environment on performance. There are other variables that 

can explain the influence of the work environment on employee performance in the General 

Section of SETDA Raja Ampat. Changes in job satisfaction that occur will not affect the 

strength or direction of the relationship between the work environment and the performance 

of General Section employees of SETDA Raja Ampat. 

This supports research conducted by Kartikawati, et al (2024) that job satisfaction 

does not fully mediate between the work environment and employee performance. Siagian 

and Khair (2018) in their research explained that job satisfaction cannot mediate the 

influence of the work environment on employee performance. 

Conclusion 

Leadership has a positive and significant effect on employee performance. This means 

that the better the leadership implemented, the more employee performance will increase in 

the General Section of the Raja Ampat Regency Regional Secretariat. Leadership has a positive 

and significant effect on job satisfaction. This means that the better the leadership 

implemented, the more job satisfaction will increase in the General Section of the Raja Ampat 

Regency Regional Secretariat. The work environment has a positive and significant effect on 

employee performance. This means that the better the work environment implemented, the 

more employee performance will increase in the General Section of the Raja Ampat Regency 

Regional Secretariat. Work Environment has a positive but not significant effect on Job 

Satisfaction. This means that the better the work environment implemented, the more job 

satisfaction will increase, but this increase does not actually occur in the General Section of 

the Raja Ampat Regency Regional Secretariat. Job satisfaction has a positive and significant 

effect on employee performance. This means that the better job satisfaction is implemented, 

the more employee performance will increase in the General Section of the Raja Ampat 

Regency Regional Secretariat. Leadership has a positive and significant effect on employee 

performance through job satisfaction. Job satisfaction partially mediates (partial mediation) 

between leadership and employee performance. This means that effective leadership 

improves employee performance both directly and by increasing job satisfaction, which then 

contributes to performance. Job satisfaction strengthens the relationship between leadership 

and performance but does not fully explain the influence of leadership on performance. The 

work environment has a positive but not significant effect on employee performance through 

job satisfaction. Job satisfaction is unable to mediate (Unmediated) between the Work 

Environment and Employee Performance. This means that without the job satisfaction 

variable, the work environment is able to influence employee performance. Changes in job 

satisfaction that occur will not affect the strength or direction of the relationship between the 

work environment and performance. 

Improving the implementation of employee performance in the General Section of the 

Regional Secretariat of Raja Ampat Regency by, firstly, employees must increase the quantity 

and productivity of work in order to achieve predetermined targets and secondly, employees 

must increase their natural ability to carry out tasks independently by minimizing the help of 

other people. Increasing the implementation of job satisfaction in the General Section of the 

Raja Ampat Regency Regional Secretariat by, firstly, the leadership must provide salaries 

received by employees commensurate with the level, position and duties that the employee 

has undertaken and secondly, the leadership must be able to provide work procedures and 
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regulations that apply well and firm so that employees are satisfied with the procedures in 

place. Improving the application of leadership in the General Section of the Raja Ampat 

Regency Regional Secretariat by means of leadership must be able to carry out and/or have 

plans for major and directed changes to the vision, mission and strategy of the institution. 

Second, leaders must be able to stimulate work and help employees for positive goals and 

third, leaders must be able to respect every difference of opinion for the purpose of a better 

direction and invite all employees to respect differences and beliefs. Improving the 

implementation of the work environment in the General Section of the Raja Ampat Regency 

Regional Secretariat by means of which all employees must be able to behave well and 

conducively when working so that the work environment feels comfortable and calm. Second, 

all employees must be able to communicate well with each other so that relations with co-

workers are harmonious and without any intrigue between co-workers and third, leaders are 

able to provide complete work facilities or equipment that suit employees' needs to support 

smooth work. 

There are several limitations in this research, including the number of respondents 

being only 44 people, which is certainly not enough to describe the real situation. In the data 

collection process, the information provided by respondents through questionnaires 

sometimes does not show the respondents' actual opinions, this occurs because of 

differences in thoughts, assumptions and different understandings of each respondent in 

filling out the questionnaire. The results of this research cannot be generalized to other 

companies, meaning that this research is only able to explain the General Section of the Raja 

Ampat Regency Regional Secretariat, because the unique characteristics found in companies 

other than the General Section of the Raja Ampat Regency Regional Secretariat can change 

the factors that influence performance. employee. 

Future research should develop this research regarding factors other than the 

variables in this research using an integrative framework, with variables that are rarely used 

in previous research such as work stress, servant leadership, workload, and job 

characteristics can be added to find out other factors that can affect employee performance. 

It is also recommended for future researchers to expand the scope of the research so that it 

provides a broader view and the research results can be generalized in general. 

Reference 

Adinata, M. C., & Turangan, J. A. (2023). Pengaruh Motivasi Kerja, Stres Kerja, dan Lingkungan Kerja 

terhadap Kepuasan Kerja Pegawai PT X. Jurnal Manajerial Dan Kewirausahaan, 5(1), 195–

201. https://doi.org/10.24912/jmk.v5i1.22567 

Afandi, P. (2018). Manajemen Sumber Daya Manusia (Teori, Konsep dan Indikator). Riau: Zanafa 

Publishing. 

Alvani, Y. (2024). Pengaruh Budaya Organisasi, Kompetensi Dan Disiplin Kerja Terhadap Kinerja 

Pegawai Dengan Kepuasan Kerja Sebagai Mediasi (Studi Kasus Dinas Pemberdayaan 

Masyarakat Kabupaten Pasaman). Jurnal Bisnis Dan Kajian Strategi Manajemen, 8(1), Article 

1. https://doi.org/10.35308/jbkan.v8i1.9170 

Anggri, Munthe, R. N., & Panjaitan, P. D. (2022). Pengaruh Kepemimpinan Dan Budaya Organisasi 

Terhadap Kepuasan Kerja Pegawai Rumah Sakit Tentara Pematangsiantar. Manajemen : Jurnal 

Ekonomi, 4(1), Article 1. https://doi.org/10.36985/manajemen.v4i1.352 

Apriyansyah, H., Idris, M., & Choiriyah, C. (2023). Pengaruh Lingkungan Kerja, Disiplin Kerja dan 

Kompensasi Kerja Terhadap Kinerja Pegawai pada Dinas Kelautan dan Perikanan Provinsi 

Sumatera Selatan. Jurnal Bisnis, Manajemen, Dan Ekonomi, 4(1), Article 1. https://

doi.org/10.47747/jbme.v4i1.901 

Armstrong, M. (2006). A Handbook of Human Resource Management Practice Edition. London: Kogan 

Page 

Badrianto, Y., & Astuti, D. (2023). Peran Kepuasan kerja sebagai Mediasi pada Pengaruh Komitmen 

Organisasi terhadap Kinerja Pegawai. Jesya (Jurnal Ekonomi Dan Ekonomi Syariah), 6(1), 

Article 1. https://doi.org/10.36778/jesya.v6i1.1013 

Deni, M., Afini, V., Pratisila, M., & Permana, K. W. A. (2023). Pengaruh Lingkungan Kerja Terhadap 

The Role of Job Satisfaction in Mediating The Influence of Leadership and Work  …  | 230 

Universitas Warmadewa 

Jurnal Ekonomi dan Bisnis Jagaditha (2024), 11(2), 217-233 



Kinerja Pegawai Pada Fakultas Ilmu Komputer Universitas Sriwijaya. JURNAL EKOBIS Kajian 

Ekonomi Dan Bisnis, 6(2), Article 2. 

Dethan, S. C. H., Foeh, J. E. H. J., & Manafe, H. A. (2023). Pengaruh Motivasi, Lingkungan Kerja, dan 

Budaya Organisasi terhadap Kinerja Pegawai Melalui Kepuasan Kerja sebagai Variabel Mediasi 

(Kajian Studi Literatur Manajemen Sumber Daya Manusia). Jurnal Ekonomi Manajemen Sistem 

Informasi, 4(4), 675–687. https://doi.org/10.38035/jemsi.v4i4.1460 

Dharmawan, B. H., & Nugroho, R. H. (2023). Pengaruh Lingkungan Kerja terhadap Kepuasan Kerja Pada 

PT. Dhamar Tunggul Wulung Kota Kediri. Reslaj : Religion Education Social Laa Roiba Journal, 

5(1), Article 1. https://doi.org/10.47467/reslaj.v5i1.1253 

Fanani, A. D. A., Martaleni, M., & Astuti, R. (2023). Pengaruh Kepemimpinan, Budaya Organisasi dan 

Motivasi Kerja Terhadap Kinerja Pegawai Dengan kepuasan Kerja Sebagai Variabel Intervening. 

Economics And Business Management Journal ( EBMJ ), 2(01), Article 01. 

Febbyani, A., & Masman, R. R. (2019). Pengaruh Gaya Kepemimpinan, Kompensasi, Dan Lingkungan 

Kerja Terhadap Kinerja Pegawai Pada PT. Apatel. Jurnal Manajerial Dan Kewirausahaan, 1(4), 

Article 4. https://doi.org/10.24912/jmk.v1i4.6551 

Firmayanti, A. R., & Ramdani, D. (2022). Pengaruh Kepemimpinan Dan Motivasi Kerja Terhadap Kinerja 

Pegawai Dinas Pupr Kabupaten Karawang. Nusantara : Jurnal Ilmu Pengetahuan Sosial, 9(9), 

Article 9. https://doi.org/10.31604/jips.v9i9.2022.2195-3299 

Fitriya, A., & Kustini, K. (2023). Pengaruh Kepuasan Kerja dan Pengawasan Kerja terhadap Kinerja 

Pegawai Melalui Disiplin Kerja. Reslaj : Religion Education Social Laa Roiba Journal, 5(2), 

Article 2. https://doi.org/10.47467/reslaj.v5i2.1786 

Hasanah, F., & Dewi, A. F. (2023). Pengaruh Kepuasan Kerja, Motivasi Kerja Dan Disiplin Kerja Terhadap 

Kinerja Pegawai (Studi Kasus PT. ISS Indonesia Cabang Medan). SINOMIKA Journal: Publikasi 

Ilmiah Bidang Ekonomi Dan Akuntansi, 1(5), Article 5. https://doi.org/10.54443/

sinomika.v1i5.646 

Hasibuan, H. M. (2019). Manajemen Sumberdaya Manusia. Jakarta: Bumi Aksara. 

Hery. (2019). Manajemen Pemasaran. PT.Gramedia: Jakarta. 

Hidayat, T., Fauzi, A., & Riana, K. E. (2024). Pengaruh Rotasi Pekerjaan, Lingkungan Kerja dan 

Kepemimpinan Transformasional terhadap Kinerja Pegawai, dengan Mediasi Kepuasan Kerja. 

Jurnal Ilmu Manajemen Terapan, 5(3), 218–232. https://doi.org/10.38035/jimt.v5i3.1791 

Irbayuni, S., & Pratama, C. R. Y. (2023). Pengaruh Kepuasan Kerja dan Disiplin Kerja terhadap Kinerja 

Pegawai PT. Yun Kargo Indonesia. Reslaj : Religion Education Social Laa Roiba Journal, 5(4), 

Article 4. https://doi.org/10.47467/reslaj.v5i4.2142 

Iwah, I., Irfan, A., & Jumaidah, J. (2023). Pengaruh Kepemimpinan Terhadap Kinerja Pegawai Pada 

Kantor Desa Di Kecamatan Tommo Kabupaten Mamuju. Jurnal Nuansa : Publikasi Ilmu 

Manajemen Dan Ekonomi Syariah, 1(3), 238–245. https://doi.org/10.61132/nuansa.v1i3.257 

Jaya, A. A., Sabrina, N., & Afrida, A. (2022). Lingkungan Kerja Dan Kompleksitas Tugas Terhadap 

Kinerja Auditor Dengan Kompetensi Sebagai Variabel Modearsi Pada Inspektorat Daerah 

Sumatera Selatan. SINTAMA: Jurnal Sistem Informasi, Akuntansi dan Manajemen, 2(3). 

Karabi, A. H., & FoEh, J. E. H. J. (2024). Pengaruh Disiplin Kerja Dan Lingkungan Kerja Terhadap Kinerja 

Pegawai Melalui Kepuasan Kerja Pada Direktorat Intelkam Polda Ntt (Literatur Review 

Manajemen Sumber Daya Manusia). Jurnal Manajemen Pendidikan Dan Ilmu Sosial, 5(2), 129–

137. https://doi.org/10.38035/jmpis.v5i2.1884 

Kasmir. (2019). Manajemen Sumber Daya Manusia. (Teori dan Praktik). Depok: PT Raja Grafindo 

Persada 

Kholid, M. I., & Utari, W. (2023). Pengaruh Gaya Kepemimpinan Dan Lingkungan Kerja Terhadap Kinerja 

Melalui Kepuasan Kerja Pegawai Pada Pt. Surya Mustika Nusantara Amc – Malang. Jurnal 

Manajerial Bisnis, 6(3), Article 3. https://doi.org/10.37504/jmb.v6i3.545 

Kusuma, B., Ferdinand, N., & Sunarsi, D. (2023). Pengaruh Lingkungan Kerja dan Stres Kerja Terhadap 

Kinerja Pegawai pada PT. Gema Perkasa Electronic Jakarta Barat | Jurnal Ekonomi Utama. 

Jurnal Ekonomi Utama (Juria). https://jurnal.astinamandiri.com/index.php/juria/article/

view/30 

Kusumadewi, P. (2020). Pengaruh Lingkungan Kerja Dan Motivasi Kerja Terhadap Kepuasan Kerja (Studi 

Kasus Pada Karyawan Perumda Air Minum Tirta Dhaha Kota Kediri). Jurnal Ilmiah Mahasiswa 

FEB, 9(1). 

Lestari, M. P., Udayana, I. B., & . Sugiati, G. (2022). Effect of Job Satisfaction in Leadership Mediation 

and Work Environment on Employee Performance PT. BPR Bank Daerah Bangli (Perseroda) 

231 |   Laksmi, P. A. S, et al., (2024) 

Universitas Warmadewa 

Jurnal Ekonomi dan Bisnis Jagaditha (2024), 11(2), 217-233 



(Local Bank in Bangli Regency. Jurnal Ekonomi dan Bisnis Jagaditha. Volume 9, Nomor 1, 

2022, pp. 82-89 

Majid, A., & Faizah, E. N. (2020). Analisis Pengaruh Lingkungan Kerja Dan Kebijakan Pimpinan Terhadap 

Kinerja Pegawai Dengan Motivasi Kerja Sebagai Variabel Intervening. Journal of Economics,  

Management, and Business Research (JEMBER), 1(2). 

Mangkunegara, A. A. A. P. (2017). Manajemen Sumber Daya Manusia Perusahaan, Bandung : Remaja 

Rosdakarya. 

Maria, Anshari, A., Hasibuan, R., Nasution, A. T., Bulolo, A., Tarigan, N. M. R., & Pinem, M. N. (2023). 

Pengaruh Budaya Kerja, Motivasi Kerja Dan Kepemimpinan Terhadap Kepuasan Kerja Pegawai. 

ARBITRASE: Journal of Economics and Accounting, 3(3), Article 3. https://doi.org/10.47065/

arbitrase.v3i3.714 

Marjaya, I., & Pasaribu, F. (2019). Pengaruh Kepemimpinan, Motivasi, Dan Pelatihan Terhadap Kinerja 

Pegawai. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(1), Article 1. https://

doi.org/10.30596/maneggio.v2i1.3650 

Muslih, M., & Pratama, M. D. (2022). Kepuasan Kerja sebagai Variabel Intervening pada pengaruh 

Kepemimpinan Terhadap Kinerja Pegawai. Inovatif: Jurnal Ekonomi, Manajemen, Akuntansi, 

Bisnis Digital Dan Kewirausahaan, 1(1), Article 1. https://doi.org/10.55983/inov.v1i1.8 

Nabawi, R. (2019). Pengaruh Lingkungan Kerja, Kepuasan Kerja dan Beban Kerja Terhadap Kinerja 

Pegawai. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(2), Article 2. 

Narwathi, N. M. D., Trarintya, M. A. P., & Astawa, I. P. P. (2023). Pengaruh Lingkungan Kerja dan 

Motivasi Kerja Terhadap Kepuasan Kerja Pegawai. WidyaAmrita: Jurnal Manajemen, 

Kewirausahaan Dan Pariwisata, 3(6), Article 6. https://doi.org/10.32795/vol4wamrtno1th24 

Nyoto, N., & Rajab, E. (2022). Pengaruh Kepemimpinan, Motivasi Dan Komitmen Organisasi Terhadap 

Kepuasan Kerja Dan Kinerja Pegawai Negeri Sipil Universitas Riau Pekanbaru. Kebijakan : 

Jurnal Ilmu Administrasi, 13(1), Article 1. https://doi.org/10.23969/kebijakan.v13i1.4861 

Pratama, A. Y., Ismiasih, Suswatiningsih, T. E., & Dinarti, S. I. (2022). Pengaruh Kepemimpinan 

Terhadap Kepuasan Kerja Pegawai di Pusat Penelitian Kelapa Sawit Unit Marihat Sumatera 

Utara. AGRIFITIA : Journal of Agribusiness Plantation, 2(1), Article 1. https://

doi.org/10.55180/aft.v2i1.196 

Pusparani, M. (2021). Faktor Yang Mempengaruhi Kinerja Pegawai (Suatu Kajian Studi Literatur 

Manajemen Sumber Daya Manusia). Jurnal Ilmu Manajemen Terapan, 2(4), 534–543. https://

doi.org/10.31933/jimt.v2i4.466 

Rahmadani, F., & Sampeliling, A. (2023). Pengaruh lingkungan kerja dan kepuasan kerja terhadap 

kinerja pegawai. Kinerja : Jurnal Ekonomi dan Manajemen, 20(1), Article 1. https://

doi.org/10.30872/jkin.v20i1.12872 

Rahmasar, V. D., & Hastuti, R. (2023). Pengaruh Kepuasan Kerja Terhadap Kinerja Guru Sma Dan Smk. 

Provitae: Jurnal Psikologi Pendidikan, 16(1), 41–55. https://doi.org/10.24912/

provitae.v16i1.23542 

Rulianti, E., & Nurpribadi, G. (2023). Pengaruh Motivasi Kerja, Lingkungan Kerja dan Pengembangan 

Karir Terhadap Kepuasan Kerja Pegawai. Jesya (Jurnal Ekonomi Dan Ekonomi Syariah), 6(1), 

Article 1. https://doi.org/10.36778/jesya.v6i1.1011 

Sabilalo, M. A., Kalsum, U., Nur, M., & Makkulau, A. R. (2020). Pengaruh Lingkungan Kerja Dan 

Kemampuan Kerja Terhadap Motivasi Kerja Dan Kinerja Pegawai Biro Organisasi Sekretariat 

Daerah Provinsi Sulawesi Tenggara. SEIKO : Journal of Management & Business, 3(2), Article 2. 

https://doi.org/10.37531/sejaman.v3i2.757 

Sari, P. N. (2023). Pengaruh Lingkungan Kerja Dan Disiplin Kerja Terhadap Kinerja Pegawai. Jurnal 

Bisnis, Logistik Dan Supply Chain (BLOGCHAIN), 3(1), Article 1. https://doi.org/10.55122/

blogchain.v3i1.552 

Sarip, S., & Mustangin. (2023). Pengaruh Lingkungan Kerja Terhadap Kinerja Pegawai Pt Abc Persada. 

Jurnal Manajemen Diversitas, 3(1), Article 1. 

Sedarmayanti. (2021). Sumber Daya Manusia dan Produktivitas Kerja. Bandung: Mandar Maju 

Shavira, A. V., & Febrian, W. D. (2023). Pengaruh Motivasi Kerja, Budaya Organisasi Dan Lingkungan 

Kerja Terhadap Kepuasan Kerja Pegawai PT. Sri Rejeki Isman Tbk. BULLET : Jurnal Multidisiplin 

Ilmu, 2(4), Article 4. 

Siagian,T. S., Khair, H. (2018). Pengaruh Gaya Kepemimpinan dan Lingkungan Kerja terhadap Kinerja 

Karyawan dengan Kepuasan Kerja sebagai Variabel Intervening. Maneggio: Jurnal Ilmiah 

Magister Manajemen. 1(1). 

The Role of Job Satisfaction in Mediating The Influence of Leadership and Work  …  | 232 

Universitas Warmadewa 

Jurnal Ekonomi dan Bisnis Jagaditha (2024), 11(2), 217-233 



Siregar, N. M., Harahap, N. J., & Halim, A. (2023). Pengaruh Kepuasan Kerja, Keterlibatan Kerja, Sikap 

Kerja dan Komitmen Terhadap Kinerja Pegawai PUDAM Tirta Bina Kabupaten Labuhanbatu. 

JEMSI (Jurnal Ekonomi, Manajemen, Dan Akuntansi), 9(3), Article 3. https://

doi.org/10.35870/jemsi.v9i3.1096 

Sugiyatno. (2020). Pengaruh Kepemimpinan dan Motivasi terhadap Kinerja Pegawai Administrasi (Studi 

Kasus di PT Ketapang Subur Lestari, Field Karusen). Jurnal Citra Widya Edukasi, 12(2), Article 

2. 

Susanto, E. (2022). Pengaruh Kepemimpinan terhadap Kinerja Dosen Bersertifikasi. Edukatif : Jurnal 

Ilmu Pendidikan, 4(6), Article 6. https://doi.org/10.31004/edukatif.v4i6.4247 

Sutopo, J. (2018). Pengaruh Partisipasi Anggaran, Komitmen Organisasi, Kepuasan Kerja, Job Relevant 

Information, Budaya Organisasi Dan Locus Of Control Terhadap Kinerja Pegawai Bagian 

Keuangan Dinas Pendidikan Kabupaten Klaten. ADVANCE, 5(1). 

Syahputra, F. P., Badri, J., Susanti, F., & Ramafina, S. F. (2023). Pengaruh Kepemimpinan Dan Motivasi 

Terhadap Kinerja Pegawai Dinas Tenaga Kerja Dan Perindustian Kota Padang. JURNAL 

ECONOMINA, 2(5), Article 5. https://doi.org/10.55681/economina.v2i5.520 

Timbowo, Z. S. (2016). Pengaruh lingkungan kerja, pelatihan, dan pemberdayaan SDM terhadap 

kepuasan kerja karyawan pada PT Bank BCA Tbk. Manado . Jurnal EMBA, 5(1), 29-37. 

Uma, A. T., & Swasti, I. K. (2024). Pengaruh Beban Kerja dan Lingkungan Kerja Terhadap Kinerja 

Pegawai Melalui Kepuasan Kerja pada PT. X. Ekonomis: Journal of Economics and Business, 8

(1), Article 1. https://doi.org/10.33087/ekonomis.v8i1.1295 

Veithzal Rivai. 2014. Manajemen Sumber Daya Manusia untuk Perusahaan,Edisi ke 6, PT. Raja Grafindo 

Persada, Depok, 16956 

Warongan, B. U. C., Dotulong, L. O. H., & Lumintang, G. (2022). Pengaruh Lingkungan Kerja Dan Stres 

Kerja Terhadap Kinerja Pegawai Pada Pt Jordan Bakery Tomohon. Jurnal EMBA, 10(1), 963–

972. 

Widiastuti, I. (2017). Pengaruh Kepemimpinan Terhadap Kinerja Pegawai Di Dinas Pendidikan Kota 

Bandung. Jurnal Ilmiah WIDYA, 4(2), 281– 286. http://repository.unpas.ac.id/id/eprint/46400  

Wijaya, H., & Susanty, E. (2017). Pengaruh Lingkungan Kerja Terhadap Kinerja Pegawai Pada Instansi 

Pemerintah Daerah Kabupaten Musi Banyuasin (Studi Kasus Dinas Pertambangan Dan Energi 

Kabupaten Musi Banyuasin). Jurnal Ecoment Global, 2(1), 40–50. https://doi.org/10.35908/

jeg.v2i1.213 

 

233 |   Laksmi, P. A. S, et al., (2024) 

Universitas Warmadewa 

Jurnal Ekonomi dan Bisnis Jagaditha (2024), 11(2), 217-233 

http://repository.unpas.ac.id/id/eprint/46400
https://doi.org/10.35908/jeg.v2i1.213
https://doi.org/10.35908/jeg.v2i1.213

