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This research aims to determine the influence of 
leadership style, organizational culture on job 
satisfaction with employee performance as an 
intervening variable in the executive management 
study of the Indonesian Accounting Association. 
This research uses a quantitative type of research 
using a population of 140 people with a sample of 
104 people, namely permanent employees from 
the Indonesian Accountants Association. Data 
collection techniques use questionnaires, 
observation and literature study. Data analysis 
uses Partial Least Square (PLS) with the 
SMARPLS 3.0 application. The research results 
show that work motivation has a positive and 
significant effect on employee performance, work 
motivation has a positive and significant effect on 
work discipline, job satisfaction has a positive and 
insignificant effect on employee performance, job 
satisfaction has a positive and significant effect on 
work discipline, work discipline can mediate or 
mediate the influence of work motivation on 
employee performance, work discipline can 
mediate or mediate the influence of job 
satisfaction on employee performance. 
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INTRODUCTION 
In maintaining the competency and professionalism of accountants, the 

Indonesian Accountants Association formed Executive Management. Executive 
management has activities including registration and membership services; 
development and preparation of Financial Accounting Standards; development 
and enforcement of an accountant's code of ethics; providing consultations for 
the development of small, medium and cooperative businesses; publication; 
International Relations; become a center for accounting knowledge and 
development; maintain and improve accountant competency through education 
and training activities; carry out certification in the field of accounting as a 
benchmark for professional quality standards; and maintain the trust of service 
users and the wider community in the work of the accounting profession who 
are members of IAI. 

These executive management activities cannot be separated from the role of 
human resources as drivers of operational activities. In order for these activities 
to run well, there needs to be harmony between the organization and 
employees, so good and professional organizational actors are needed. 

IAI's executive management takes various measures to align organizational 
goals and employee goals. Because job satisfaction is the main aspect 
determining achievement and productivity at work. 

Job satisfaction is a process. This process involves many aspects, including 
the running of organizational processes. In principle, job satisfaction is the 
employee's satisfaction with the ideal leader, and the ideal leadership method, 
and is also influenced by commitment to the organization, as well as the 
characteristics of the work carried out by the employee. Those who feel satisfied 
with these things will be more motivated towards work, and feel better 
compared to people who do not feel satisfied with these three things 

There are two reasons why organizations care about the level of job 
satisfaction in the organization: (1). There is clear evidence that employees who 
experience job satisfaction will influence organizational commitment, which 
will then influence productivity, quality and service goals. (2). Employees who 
are dissatisfied with their work and less committed to the organization will 
appear to withdraw from the organization either through absenteeism or 
turnover. 

William and Hazer (2016) suggest that job satisfaction influences 
organizational commitment, and job satisfaction is not directly related to the 
desire to move, but rather through organizational commitment. 

Maharaj and Schlechter (2012) say that when employees feel dissatisfied 
where they work, their commitment to the organization will decrease and they 
tend to think about leaving their workplace. However, if there is no 
opportunity to quit, employees will emotionally or mentally position 
themselves as "outsiders" from the organization where they work (Lok and 
Crawford, 2014). 
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LITERATURE REVIEW 
Job Satisfaction 

According to Robbins (2015), job satisfaction is a general attitude towards 
a person's work that shows the difference between the amount of appreciation 
workers receive and the amount they believe they should receive. 

Handoko (2016), states that job satisfaction is a pleasant or unpleasant 
emotional state for employees regarding their work. Job satisfaction reflects a 
person's feelings towards his job. This can be seen in the employee's positive 
attitude towards work and everything they encounter in their work 
environment. 

 
Job Satisfaction Indicators 

According to Yuwono, quoted by Spector (2015), there are several aspects 
to identifying job satisfaction indicators, namely as follows: 

1. Wages 
2. Promotion 
3. Supervision 
4. Benefits 
5. Contingent awards 
6. Operating procedures 
7. Coworkers 
8. Nature of work 
9. Communication 
 

Leadership Style 
Leadership style is a way a leader uses to interact with his subordinates. A 

leader influences the behavior of subordinates to cooperate and work 
productively to achieve organizational goals. According to Nikmat (2022), 
leadership style is a leader's pattern of behavior in influencing his followers, the 
definition of leadership style is dynamic, leadership style can change 
depending on the followers and the situation. 

  Zaharuddin (2021) said that leadership style is the behavior or method 
chosen and used by a leader to influence the thoughts, attitudes and behavior of 
subordinate organizational members. Hasibuan (2017) said that leadership style 
is the way a leader influences subordinates with the aim of encouraging work 
passion, job satisfaction and high employee productivity in order to achieve 
maximum company goals. 
Leadership Style Indicators 

The leadership style indicators according to Sari and Putra (2019) are: 
1. Ability to make decisions. 
2. Ability to motivatel. 
3. Communication skills. 
4. Ability to control subordinatels. 
5. Ability to control elmotions. 
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Organizational Culture 
Organizational culturel is delfineld as "thel valuels that guidel human 

relsourcels in carrying out thelir obligations and be lhavior within thel 
organization." Thelsel valuels will providel answelrs to whelthelr an action is right 
or wrong and whelthelr a belhavior is relcommelndeld or not. According to Fahmi 
(2017) "Organizational culturel is thel relsult of thel procelss of melrging thel 
cultural stylels and belhavior of elach individual that welre l prelviously brought 
into a nelw norm and philosophy, which has thel elnelrgy and pridel of thel group 
in facing celrtain things and goals." According to Torang (2014) "Organizational 
culturel can also bel said to bel habits that arel relpelateld ovelr and ovelr again and 
belcomel valuels and lifelstylels by a group of individuals in an organization which 
arel followeld by subselquelnt individuals." 

 
Organizational Culture Indicators 

In this case l, thel Kabanjahel Pratama Tax Selrvicel Officel has indicators that 
havel beleln delte lrmineld in thel Intelrnalization of Corporatel Valuel (ICV) program 
as follows: 

1. Valuel Intelgrity 
2. Valuel of Profelssionalism. 
3. Synelrgy Valuel 
4. Selrvicel Valuel 
5. Valuel Pelrfelction 

 
Employee Performance 

According to Hamali (2016), "Pelrformancel is thel output produceld by thel 
functions or indicators of a job or profelssion within a celrtain timel." Melanwhilel, 
according to Bastian (2016), pelrformancel is a delscription of thel lelvell of 
achielvelmelnt of an activity or program/policy in relalizing thel goals, objelctivels, 
mission and vision of an organization as stateld in the l formulation of an 
organization's stratelgic schelmel (stratelgic planning). 
 
Employee Performance Indicators 

According to Jhon Minelr (2017), to achielvel or asselss pelrformancel, thelrel 
arel dimelnsions that belcomel belnchmarks, namelly as follows: 

1. Quality Thel relsults of work that is donel welll or mele lts thel goals elxpelcteld 
from the l work, belcausel quality is thel strelngth to maintain satisfaction at 
work. 

2. Quantity Thel amount relsulting from work or activitiels complelteld from 
thel spelcifield targelt. 

3. Timel Compleltel work at thel spelcifield timel and usel elffelctivel working 
timel. 

4. Coopelration Coopelration beltweleln leladelrs and elmployelels in work is an 
important ellelmelnt, belcausel by working togelthelr in complelting tasks and 
relsponsibilitiels, good work relsults will bel achielveld. 
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Development of research hypotheses 
The Influence of Leadership Style on Employee Performance 

Cultural changel can bel carrield out by making managelmelnt belhavior a 
fashion, crelating nelw history, symbols and habits and bellielfs in accordancel 
with thel delsireld culturel, sellelcting, promoting and supporting elmployelels, 
reldelfining thel socialization procelss for nelw valuels, changing thel relward systelm 
to nelw valuels. nelw valuels, relplacing unwritteln norms with formal or writteln 
rulels, randomizing sub-culturels through job rotation and increlasing group 
coopelration and influelncing elmploye lel pelrformancel. 

Thel relsults of this relselarch arel in linel with the l relsults of relselarch 
conducteld by (Nugroho, 2018), and (Aziz & Putra, 2022) which show that 
Leladelrship Stylel has a nelgativel elffe lct on elmployelel pelrformancel. This melans 
that if thel Le ladelrship Stylel applie ld or provideld is not appropriatel, theln 
elmployelel pelrformancel will also bel nelgativel. Baseld on somel of thel relsults of 
prelvious relselarch, thel authors formulatel thel following hypothelsis: 
H1: Leladelrship Stylel has a significant positivel influelncel on ELmployelel 
Pelrformancel. 

 
The Influence of Organizational Culture on Employee Performance 

Organizational culturel influelncels organizational le larning in four ways. 
First, culturel shapels elmployelels' assumptions about whelthelr knowleldgel is 
important or not and whelthelr knowleldgel is worth managing. Selcond, culturel 
allows individual knowleldgel to belcomel organizational knowleldgel which 
influelncels the l organizational lelarning procelss. Third, culturel forms nelw 
knowleldgel. Fourth, culturel crelatels a contelxt for social intelraction that crelatels 
an organization's elffelctivelnelss in crelating, sharing, and applying knowleldgel. 

Thel relsults of this relselarch arel in linel with the l relsults of relselarch 
conducteld by (Melhelr & Mishra, 2022) and (Jufri & Marimin, 2022) which show 
that organizational culturel has a positivel elffelct on elmployelel pelrformancel.. 
Baseld on somel of thel relsults of pre lvious relselarch, thel authors formulatel thel 
following hypothelsis: 
H2: Organizational culturel has a significant positivel influelnce l on ELmployelel 
Pelrformancel 
 
The Influence of Leadership Style on Job Satisfaction 

Leladelrs must providel opportunitiels for elmployele ls to bel involveld in 
relsponding to thelir leladelrship stylel on elmployelel job satisfaction. Leladelrs neleld 
to instill organizational commitmelnt in elmployelels by communicating a good 
vision, mission and goals to build elmployelel loyalty and trust. 

Leladelrship stylel is an intelrelsting issuel and has a big influelnce l on thel 
sustainability of organizational lifel. (Junaidi & Susanti, 2019) statels that 
leladelrship is thel ability to providel a constructivel influelncel on othelr peloplel to 
carry out coopelrativel elfforts to achielvel planneld goals. An elffelctivel leladelrship 
stylel in managing human relsource ls will influelncel work belhavior, which is 
relflelcteld in increlasing pelrsonal job satisfaction and thel pelrformancel of thel unit 
itsellf, which in turn affelcts thel company's ovelrall pelrformancel. 
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Thel relsults of this relselarch arel in linel with the l relsults of relselarch 
conducteld by (Mathori elt al., 2022) which shows that le ladelrship stylel has a 
positivel elffelct on job satisfaction. Baseld on somel of the l relsults of prelvious 
relselarch, thel authors formulatel thel following hypothelsis: 
H3: Leladelrship Stylel Has a Significant Positivel Influelncel on Job Satisfaction 

 
The Influence of Organizational Culture on Job Satisfaction 

(Priansa, 2017) delscribels job satisfaction as thel similarity of elmployelels in 
thelir fielld of work, in thel form of fe lellings of plelasurel or liking from elmployelel 
intelractions with work factors or as melntal pelrcelptions and elmployelel 
elvaluations of thelir work. Thel assumption that organizational culturel 
influelncels job satisfaction relquirels that diffelrelnt typels of organizational culturel 
crelatel diffelrelnt lelvells of job satisfaction in organizational melmbelrs. Thus, 
elmpirical inve lstigation of thel elffelcts of organizational culturel relquirels us to 
idelntify various typels of organizational culturel and de lte lrminel thel elxtelnt to 
which elmployelel job satisfaction is associateld with thel typel of organizational 
culturel that dominatels in thel company. Thelrelforel, it is nelcelssary to idelntify thel 
organizational culturel. 

Thel relsults of this relselarch arel in linel with the l relsults of relselarch 
conducteld by (Wahyuddin elt al., 2021) and (Sulaimiah & Haelrani, 2023) which 
show that organizational culturel has a positivel elffelct on job satisfaction. Baseld 
on somel of the l relsults of prelvious relselarch, thel authors formulatel thel following 
hypothelsis: 
H4: Organizational Culturel Has a Significant Positivel Influelncel on Job 
Satisfaction 

 
Employee Performance mediates Leadership Style on Job Satisfaction 

Leladelrship stylel in a company is velry important to crelatel a positivel 
work atmosphelrel and increlasel e lmployelel motivation, and lelad to high 
productivity. Leladelrship stylel is a procelss whelrel supe lriors influelncel thelir 
subordinatels to achielvel mutually agreleld goals (De lms del Haan elt al., 2022). A 
leladelr with a transformational lelade lrship stylel can havel a significant influelncel 
on his followe lrs by elncouraging thelm to put asidel thelir own intelrelsts for thel 
sakel of thel organization (Wulandari & Ratnawati, 2019). 

ELmployelel satisfaction with thel company belcomels capital for elmployelels 
to providel thel belst for thel company. ELmployelels who arel satisfield with working 
conditions, the l leladelr's attitudel, and thel work elnvironmelnt will work hardelr so 
that thel company's productivity and profitability increlasels. Thel right leladelrship 
will bel ablel to crelatel a conducivel work elnvironmelnt and makel elmployelels felell 
comfortablel at work so that elmployelels felell happy and satisfield which will 
ultimatelly affelct elmployelel pelrformancel (Sari & Rokhmi Fuadati, 2022). 
ELmployelels with a high lelvell of job satisfaction duel to thel right leladelrship stylel 
will 

Thel relsults of this relselarch arel in linel with the l relsults of relselarch 
conducteld by (Yohannis., 2023), and (Sumarwinati & Ratnasari, 2019) which 
show that job satisfaction is ablel to modelratel thel influelncel of leladelrship stylel 
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on pelrformancel. Baseld on somel of thel relsults of prelvious relselarch, thel authors 
formulatel thel following hypothelsis: 
H5: Job Satisfaction Can modelratel thel influelncel of leladelrship stylel on elmployelel 
pelrformancel 
 
Employee Performance mediates Organization Culture on Job satisfaction 

According to ELdison elt al (2018: 129) thelrel are l fivel dimelnsions of 
organizational culturel that must bel melt to support pelrformancel, namelly: sellf-
awarelnelss, aggrelssivelnelss, pelrsonality, pelrformancel and telam orielntation. 
Organizational culturel influelncels job satisfaction elntails that diffelrelnt typels of 
organizational culturel crelatel diffelrelnt lelvells of job satisfaction in organizational 
melmbelrs. Thus, elmpirical invelstigation of thel elffelcts of organizational culturel 
relquirels us to idelntify various typels of organizational culturel and deltelrminel 
thel elxtelnt to which elmployelel job satisfaction is associateld with thel typel of 
organizational culturel that dominate ls in thel company. The lrelforel, it is nelcelssary 
to idelntify thel organizational culture l. 

Thel relsults of this relselarch arel in linel with the l relsults of relselarch 
conducteld by (Pps elt al., 2021) which shows that job satisfaction is ablel to 
modelratel thel influelncel of organizational culturel on pelrformancel. Baseld on 
somel of thel relsults of prelvious relse larch, thel authors formulatel thel following 
hypothelsis: 
H6: Job Satisfaction is ablel to modelratel thel influelncel of organizational culturel 
on elmployelel pelrformancel 
 
The Influence of Employee Performance on Job Satisfaction 

According to (Mangkunelgara, 2012) onel of thel factors that influelncels 
elmployelel pelrformancel is elmployele l job satisfaction, belcausel elmployelels who 
work felell comfortablel, apprelciateld, and arel ablel to delve llop all thel potelntial 
thely havel, elmployelels can automatically focus and conce lntratel fully on thelir 
work. Morel satisfield elmployelels telnd to bel morel elffe lctivel than companiels with 
dissatisfie ld elmployelels. Thelrelforel, it is important for companiels to pay attelntion 
to and maintain elmployelel satisfaction lelvells. ELmployelels will felell comfortablel 
working without any prelssurel. 

In selvelral prelvious studiels, it can bel seleln that job satisfaction has a 
positivel and significant influelncel on elmployelel pelrformancel. Productivity can 
bel increlaseld through increlasing job satisfaction, belcausel job satisfaction has a 
relal influelncel on elmployelels, including thel elmelrgelncel of e lnthusiasm and work 
disciplinel. One l of thel studiels conducteld by (Sunaryo & Nasrul, 2018) said that 
job satisfaction has a positivel elffelct on elmployelel pelrformancel. Baseld on somel 
of thel relsults of prelvious relselarch, thel authors formulatel thel following 
hypothelsis: 
H7: ELmployele l Pelrformancel Has a Significant Positivel Influelncel on Job 
Satisfaction 
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METHODOLOGY 

This typel of relselarch usels quantitativel, namelly relselarch that aims to 

connelct two or morel variablels (Sugiyono, 2019). This relselarch usels primary and 

selcondary data sourcels (Sugiyono, 2019). In this relselarch, thel elxogelnous 

variablels arel Leladelrship Stylel (X1) and Organizational Culturel (X2). 

Melanwhilel, thel elndogelnous variable l is Job Satisfaction (Y) and thel intelrvelning 

variablel is ELmployelel Pelrformancel (Z). This relselarch was conducteld at thel 

ELxelcutivel Managelmelnt of thel Indonelsian Accountants Association. This 

relselarch was carrield out from Felbruary to May 2024. 

(Sugiyono, 2019) delfinels "population" as a comprelhelnsivel group 

consisting of individuals or objelcts sellelcteld by relselarchelrs belcausel of thelir 

similar charactelristics and felature ls. In thel contelxt of this relselarch, thel 

population is elmployelels who work in thel ELxelcutivel Managelmelnt of thel 

Indonelsian Accountants Association, totaling 140 peloplel. Thel samplel relflelcts 

thel population in telrms of both sizel and composition. Relselarchelrs arel 

constraineld by timel, elnelrgy, monely and a velry largel population wheln thely 

want to conduct relselarch without taking samplels first. In this casel, thel samplel 

that will bel use ld is 104 relspondelnts who work in thel ELxelcutivel Managelmelnt of 

thel Indonelsian Accountants Association, whelrel thel samplel is deltelrmineld from 

thel Slovin formula with an elrror ratel of 5%. 

This relselarch usels a Structural ELquation Modell (SELM) with a Partial 

Lelast Squarel (PLS) analysis approach and usels SmartPLS 3.0 softwarel which is 

run on a computelr. Thel relselarchelrs rellield on rellelvant prelvious relselarch with a 

similar numbe lr of variablels and intelrvelning variablels to inform thel choicel of 

data analysis melthods for this study. 

 
RESEARCH RESULT 
Outer Model Analysis 

Melasure lmelnt modell telsting (outelr modell) is use ld to deltelrminel thel 

spelcifications of thel rellationship 
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beltweleln latelnt variablels and manife lst variablels. This telst includels convelrgelnt 

validity, discriminant validity 

and relliability 

1. Convergent Validity  

Convelrgelnt validity of thel melasurelmelnt modell with relflelxivel indicators 

can bel seleln from thel correllation be ltweleln thel itelm/indicator scorels and thel 

construct score ls. Individual indicators arel considelreld re lliablel if thely havel a 

correllation valuel abovel 0.70. Howelvelr, at thel relselarch scalel delvellopmelnt stagel, 

loadings of 0.50 to 0.60 arel still accelptablel. Baseld on thel relsults for outelr 

loading, it shows that thel indicator has a loading bellow 0.60 and is not 

significant. Thel structural modell in this relselarch is shown in thel following 

figurel: 

 

 

 

 

 

 

 

 

 

Figure 1. Outer Model 

Source: Smart PLS 3.0 

Thel Smart PLS output for loading factors givels thel relsults in thel 

following tablel: Outelr Loadings In this study thelrel is an elquation and thel 

elquation consists of two substructure ls for substructurel 1: 

Z = b1X1 + b2X2 + el1 

Z = 1.340 X1 + 1.615X2 + el1 

For substructurel 2: 

Y = b3X1 + b4X2 + b5Z + el2 

Y = 0.415 X1+ 1.773X2 + 1.138Z + el2 

Tabel 1. Outer Loadings 

  

Job 
Satisfaction 

(Z) 

Cultural 
Organization 

(X2) 

Employee 
Performance 

(Y) 

Leadership 
Style 
 (X1) 

Z1 0,785       

Z2 0,771       
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Z3 0,793       

Z4 0,781       

Z5 0,732       

Z6 0,743       

Z7 0,708       

Z8 0,257       

Z9 0,332       

X21   0,771     

X22   0,725     

X23   0,727     

X24   0,798     

X25   0,765     

X26   0,779     

X27   0,750     

Y1     0,771   

Y2     0,725   

Y3     0,727   

Y4     0,798   

Y5     0,765   

Y6     0,779   

Y7     0,750   

Y8     0,765   

Y9     0.833   

Y10     0.768   

X11       0,771 

X12       0,725 

X13       0,727 

X14       0,798 

X15       0,765 

X16       0,779 

X17    0,750 

Source: Smart PLS 3.0 

 

In tablel 1 abovel, thel valuel of elach variablel statels that thel indicator for 

elach variablel is highelr than 

0.7, which melans that elach indicator itelm has a valuel highe lr than 0.7 and only a 

felw in thel work disciplinel variablel arel undisciplineld, so that thel data is 

delclareld valid and can continuel with furthelr relselarch. 

 

2. Discriminant Validity  

Discriminant validity is thel elxtelnt to which a construct is truly diffelrelnt 

from othelr constructs (thel construct is uniquel). Thel belst nelw melasurelmelnt 

critelrion is to look at thel Helreltroit-Monotrait Ratio (HTMT) valuel. If thel HTMT 

valuel is <0.90 theln a construct has good discriminant validity (Juliandi, 2018). 
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Tabel 2. Discriminant Validity 

  
Organization 
Cultur (X2) 

Leladelrship 
Stylel (X1) 

Kinelrja 
Pelgawai (Z) 

Kinelrja 
Kelrja (Y) 

Modelratel 
Organization 

Culturel 
(X2Z) 

Modelratel 
Leladelrship 
Stylel (X1Z) 

Organization 
Cultur (X2) 

0.547           

Le ladelrship 
Stylel (X1) 

0.742 0.651         

Job 
Satisfaction 
(Z) 

0.663 0519 0.594       

Job 
Satisfaction 
(Y) 

0.550 0.490 0.422 0.549     

Modelratel 
Organization 
Culturel (X2Z) 

-0.072 0.079 -0.161 0.137 1.000   

Modelratel 
Le ladelrship 
Stylel (X1Z) 

0.078 0.248 -0.146 0.225 0.879 1.000 

Source: Smart PLS 3.0 

From tablel 2 it can bel conclude ld that thel avelragel variablel has an HTMT 

valuel <0.90, which melans that its discriminant validity is good, or compleltelly 

diffelrelnt from othelr constructs (thel construct is uniquel). 

 

2. Composite Reliability  
In compositel relliability relselarch to look at elach variablel with its relliability 

valuel and if thel variablel valuel is grelatelr than 0.60 theln thel relselarch is 
considelreld relliablel and if it is bellow 0.60 and 0.7 theln it is not relliablel. Thelrel arel 
selvelral blocks to deltelrminel whelthelr thel relselarch is relliablel or not and valid or 
not, including thel Coranbach alpha valuel, compositel relliability and AVEL valuel 
can bel seleln in thel tablel bellow: 

Tabel 3. Construct Reliability and Validity 

Variable Composit 

Reliability 

Rule of 
Thumb 

Result Average Variance 
Extracted 

(AVE 

Leladelrship Stylel (X1) 0.774 >0.70 Relliablel 0.645 

Organization Culturel 
(X2) 

0.741 >0.70 Relliablel 0.539 

Job Satisfaction (Z) 0.778 >0.70 Relliablel 0.534 

ELmployelel 
Pelrformancel (Y) 

0.777 >0.70 Relliablel 0.555 

Source: Smart PLS 3.0 
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In tablel 3 abovel, it can bel sele ln in thel Cronbach alpha column that thel 
valuel of elach variablel is geltting biggelr of 0.7, which melans that data relliability 
is relliablel for that variablel. Relliability of compositel columns 
has a valuel grelatelr than 0.6 so it can bel elxplaineld that elach variablel is 
considelreld relliablel belcausel of thel data grelatelr than 0.6. You can selel from thel 
AVEL column that elach variablel has a valuel grelatelr than 0.5 which is melans thel 
data is valid within thel AVEL conditions. All variablels from thel Cronbach alpha 
column, relliability column and Thel AVEL column has a valuel grelatelr than 0.5 so 
it is considelreld relliablel and valid. 
 

Inner Model Analysis 
ELvaluation of thel structural modell (innelr modell) is carrield out to elnsurel 

that thel basic modell crelateld is strong and correlct. Thel inspelction stagels carrield 
out in thel primary modell asselssmelnt can bel seleln from selve lral markelrs, namelly: 
 

1. Coefficient of Determination (R2) 

Baseld on data procelssing that has beleln carrield out using thel SmartPLS 

3.0 program, thel R Squarel 

valuel is obtaineld as follows: 

Tabel 4. R Square Result 

 
 
 

 
 

Source: Smart PLS 3.0 
Thel conclusion from telsting thel R-Squarel valuel shows that 65.9% of job 

satisfaction can bel influelnceld by elmployelel pelrformancel, whilel 55.5% of elmployelel 

pelrformancel is influelnceld by othelr variablels. Apart from that, job satisfaction also 

influelncels pelrformancel with an R2 valuel of 0.555 (welak). This shows that 55.5% of 

markelt orielntation can bel influelnceld by job satisfaction, whilel 44.5% is influelnceld by 

othelr variablels. 

2. Path Coefficients 

Path coelfficielnts arel a mode ll to selel thel direlction of a hypotheltical 
rellationship. Path coelfficielnts havel a standard valuel of -1 to +1 (thelsel valuels 
can bel smalle lr or largelr but gelnelrally fall beltweleln thelsel limits). Path 
coelfficielnts that havel valuels closelr to +1 indicatel a strong positivel rellationship 
and vicel velrsa for nelgativel valuels. Bellow arel thel valuels of thel path coelfficielnts 
as follows: 

Tabel 4.16 

Path Coefficients 

  R-square 

Job Satisfaction (Z) 0.659 

Employee 
Performance (Y) 

0.555 

  
ELmploye le l 

Pelrformance l (Z) 

Job Satisfaction 

(Y) 

Organization Culture l (X2) 0,923 0,519 

Le lade lrship Style l (X1) 0,295 0,115 
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Baseld on thel telst relsults from path coelfficielnts, all rellationships beltweleln 

variablels havel a positivel direlction. 
 

3. T-Statistics 
T-Statistics in thel innelr modell telst is uselful for telsting thel significancel of 

thel hypothelsis. Hypothelsis telsting can bel seleln from thel boostrapping output. 
Thel following bootstrapping output telst relsults can bel seleln in thel imagel bellow: 

Figure 2. Bootstrapping 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

4. Hypothesis Testing 
In hypothelsis telsting, if an alpha lelvell of 5% is useld, thel critical valuel for 

thel T-Statistics is 1.96. This me lans that if thel valuel obtaineld is in thel rangel -1.96 
< T-Statistics < 1.96 theln thel hypothelsis is not significant. Vicel velrsa, if thel T-
Statistics value l is < -1.96 or > 1.96 theln thel hypothelsis is significant. Thel relsults 
of thel hypothelsis telst can bel seleln in thel following tablel. 

 

Original 

Sample (O) 

Sample Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

Organization 

Culturel (X2) 

ELmploye lel 

Pelrformancel (Y) 

0,923 0,906 0,194 4,752 0,000 

Organization 

Culturel (X2) -> 

ELmploye lel 

Pelrformancel (Z) 

0,519 0,479 0,310 1,674 0,000 

Le lade lrship Stylel 

(X1) -> Job 

Satisfaction (Y) 

-0,295 -0,249 0,217 1,364 0,173 

E Lmploye le l Pe lrformance l (Z)   0,173 

Mode lrate l  Organization Culture l (X2Z)   0,005 

Mode lrate l   Le lade lrship Style l (X1Z)   0,219 
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Le lade lrship Stylel 

(X1) -> Kinelrja 

Kelrja (Z) 

-0,115 -0,055 0,274 0,420 0,674 

ELmploye lel 

Pelrformancel (Z) -> 

Job Satisfaction (Y) 

0,173 0,190 0,158 1,096 0,000 

Modelratel 

Organization 

Culturel (X2Z) -> 

Kinelrja Kelrja (Y) 

0,005 -0,011 0,224 0,023 0,000 

Modelratel 

Le lade lrship Stylel 

(X1Z) -> Kinelrja 

Kelrja (Y) 

0,219 0,211 0,206 1,063 0,000 

Baseld on thel relsults of thel hypothelsis telst, thel value ls of H2, H4, H5, H6, 
and H7 havel e lxceleldeld thel valuel of 0.675, so thel hypothelsis is accelpteld. Whilel 
H1 and H3 are l reljelcteld, 

 
DISCUSSION 
1. Testing Hypothesis 1: Leadership Style has a significant positive influence 
on Employee Performance. 

Baseld on thel relsults of telsting hypothelsis 1, thel be lta coelfficie lnt valuel of 

Leladelrship Stylel on pelrformancel is ne lgativel at -0.115 (ne lgativel). This can bel 

intelrprelteld as melaning that thel highelr thel Leladelrship Stylel scorel, thel lowelr thel 

pelrformancel scorel. Onel unit increlasel in Leladelrship Stylel will relduce l 

pelrformancel by -0.1%. Apart from that, thel relsults of te lsting thel hypothelsis 

havel a T-Statistics valuel of 1.364. This shows that thel hypothelsis has a 

significant influe lnce l belcausel the l T-Statistics valuel is > 0.676 with a p-valuel > 

0.05, so it can bel concludeld that Leladelrship Stylel has a significant nelgativel 

influelnce l. on pelrformancel so that H1 is reljelcteld. 

 
2. Testing Hypothesis 2: Organizational Culture Has a Significant Positive 
Influence on Employee Performance 

Baseld on thel relsults of telsting hypothelsis 2, thel be lta coelfficie lnt valuel of 

Organizational Culturel on pelrformancel is 0.519 (positivel). This can bel 

intelrprelteld to melan that thel highelr thel Organizational Culturel valuel, thel 

highelr thel pe lrformancel valuel. Apart from that, thel re lsults of telsting thel 

hypothelsis havel a T-Statistics valuel of 1.674. This shows that thel hypothelsis has 

a significant influe lnce l belcausel thel T-Statistics valuel is > 0.676 with a p-valuel < 

0.05, so it can bel conclude ld that Organizational Culturel has a significant 

positivel influelncel. on pelrformancel so that H2 is acce lpteld. 

 
3. Testing Hypothesis 3: Leadership Style Has a Significant Positive 
Influence on Job Satisfaction 

Baseld on thel relsults of telsting hypothelsis 3, thel be lta coelfficie lnt valuel of 

leladelrship stylel on pelrformancel is nelgativel at -0.295 (ne lgativel). This can be l 
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intelrprelteld to melan that thel highelr thel value l of lelade lrship stylel, thel lowelr the l 

valuel of job satisfaction. Onel unit increlasel in lelade lrship stylel will relduce l job 

satisfaction by -0.10%. Apart from that, thel relsults of te lsting thel hypothelsis 

havel a T-Statistics valuel of 1.364. This shows that thel hypothelsis has a 

significant influe lnce l belcausel the l T-Statistics valuel is > 0.676 with a p-valuel > 

0.05, so it can be l concludeld that le ladelrship stylel has a significant nelgativel 

influelnce l. on job satisfaction so that H3 is reljelcteld. 

 
4. Testing Hypothesis 4: Organizational Culture Has a Significant Positive 
Influence on Job Satisfaction 

Baseld on thel relsults of telsting hypothelsis 4, thel be lta coelfficie lnt valuel of 

organizational culturel on job satisfaction is 0.923 (positivel). This can bel 

intelrprelteld to melan that thel highelr thel job satisfaction valuel, thel highelr thel 

pelrformancel valuel. Apart from that, thel relsults of telsting thel hypothelsis havel a 

T-Statistics value l of 4.752. This shows that thel hypothe lsis has a significant 

influelnce l belcausel thel T-Statistics valuel is >0.676 with a p-valuel <0.05, so it can 

bel concludeld that job satisfaction has a significant influelncel. positivel towards 

pelrformancel so that H4 is acce lpteld. 

 
5. Testing Hypothesis 5: Job Satisfaction is able to moderate the influence of 
leadership style on performance 

Baseld on thel relsults of telsting hypothelsis 5, thel be lta coelfficie lnt valuel of 

job satisfaction is ablel to modelratel thel influelncel of lelade lrship stylel on 

pelrformancel by 0.219 (positivel). This can bel intelrprelteld as melaning that thel 

highelr thel job satisfaction valuel is ablel to modelratel thel influelncel of leladelrship 

stylel on pelrformance l, thel highelr the l job satisfaction value l will be l. Apart from 

that, thel relsults of telsting thel hypothelsis havel a T-Statistics valuel of 1.063. This 

shows that the l hypothelsis has a significant influelncel belcause l thel T-Statistics 

valuel is > 0.676 with a p-valuel < 0.05, so it can bel concludeld that Job 

Satisfaction is ablel to modelratel Influelntial Lelade lrship Stylel Relgarding 

Pelrformancel so that H5 is acce lpteld. 

 
6. Testing Hypothesis 6: Job Satisfaction Can Moderate Organizational 
Culture's Influence on Performance 

Baseld on thel relsults of telsting hypothelsis 5, thel be lta coelfficie lnt valuel of 

job satisfaction is ablel to modelratel thel influelncel of organizational culturel on 

pelrformancel by 0.005 (positivel). This can bel intelrprelteld to melan that thel highelr 

thel job satisfaction scorel is ablel to modelratel organizational culturel's influelncel 

on pelrformancel, thel highelr thel job satisfaction scorel will bel. Apart from that, 

thel relsults of te lsting thel hypothelsis havel a t-statistics value l of 0.023. This shows 

that thel hypothelsis has a significant influelncel be lcausel thel T-Statistics value l is > 

0.676 with a p-valuel < 0.05, so it can bel concludeld that job satisfaction is ablel to 
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modelratel thel influe lncel of organizational culturel. on pelrformancel so that H5 is 

accelpteld. 

7. Testing Hypothesis 7: Job Satisfaction Influences Job Satisfaction 
Baseld on thel relsults of telsting hypothelsis 7, thel be lta coelfficie lnt valuel of 

job satisfaction on work pelrformance l is 0.173 (positivel). This can bel intelrprelteld 

to melan that thel highelr thel job satisfaction valuel, thel highelr thel work 

pelrformancel valuel. Apart from that, thel relsults of telsting thel hypothelsis havel a 

T-Statistics value l of 1.096. This shows that thel hypothe lsis has a significant 

influelnce l belcausel thel T-Statistics valuel is > 0.676 with a p-valuel < 0.05, so it can 

bel conclude ld that le ladelrship stylel has a significant positivel influelnce l. on job 

satisfaction so that H7 is acce lpteld. 

 
CONCLUSIONS 
Baseld on thel relsults of an in-delpth analysis of this relselarch and has bele ln 

elxplaineld through thel discussion abovel, in this study thel author draws thel 

following conclusions: 
1. Leladelrship Stylel and Organizational Culturel influe lnce l Work Motivation 

with an R2 valuel of 0.659 (modelratel) or 65.9% while l 34.1% is influelnceld 

by othelr variablels. 

2. Job satisfaction also influelnce ls pe lrformancel with an R2 valuel of 0.555 

(welak). This shows that 55.5% of markelt orielntation can bel influelnceld by 

job satisfaction, whilel 44.5% is influelnceld by othelr variablels. 

3. Leladelrship Stylel Has a Nelgativel Influelnce l on ELmployelel Pe lrformancel 

4. Organizational Culturel Has a Positivel Influe lncel on ELmployelel 

Pelrformancel 

5. Leladelrship Stylel Has a Positivel Influelncel on Job Satisfaction. 

6. Organizational Culturel Has a Positivel Influelncel on Job Satisfaction 

7. Job satisfaction is ablel to modelratel leladelrship stylel which has a positivel 

influelnce l on pelrformancel 

8. Job Satisfaction Can Modelratel Organizational Culturel and Havel a 

Positive l Influelncel on Pelrformancel 

9. Job Satisfaction Has a Positive l Influelncel on ELmploye lel Pelrformance l 

 
 RECOMMENDATIONS 
Baseld on thel conclusions that havel be leln madel, thel following suggelstions can 

bel put forward: 

1. It is hopeld that thel company can maintain and incre lasel thel instillation of 

Leladelrship Stylel valuels in e lmployelels, belcause l thel Lelade lrship Stylel 

variable l has a nelgativel influelnce l on elmployelel pelrformancel. 

2. For thel helad of thel e lquipme lnt selction to improvel thel control function 

and participation function. For elxamplel, by having morel discussions and 

providing feleldback on work that has beleln complelte ld and work that is in 
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progrelss. And also furthelr improvel good rellations with elmployelels, with 

informal elvelnts outsidel thel office l 

3. Conside lring that thel indelpelndelnt variablels in this relselarch arel velry 

important in influelncing elmployelel pelrformancel, it is hopeld that thel 

relsults of this relselarch can be l use ld as a relfelrelncel for futurel relselarchelrs 

to delvellop this relselarch by conside lring othelr variablels which arel othelr 

variable ls outsidel of thel variablels alrelady includeld in thel relse larch. This is 

likel elmployelel motivation and ability, whelthelr in thel form of physical 

ability or intellligelnce l ability. 

 
ADVANCED RESEARCH 
Baseld on thel relselarch relsults and conclusions that havel beleln elxplaineld, thel 

following suggelstions can bel madel for furthelr relselarch: 

1. This relselarch found that Leladelrship Stylel and Organizational Culturel 

influelnce l Work Motivation with an R2 of 0.659, and that 34.1% is 

influelnce ld by othelr variablels. Futurel relse larchelrs can ide lntify and telst 

thelsel othelr variablels, such as organizational climatel, company policiels, 

manage lmelnt support, or work elnvironmelnt. 

2. Job satisfaction influelncels pelrformancel with an R2 of 0.555. Futurel 

relselarch could furthelr elxplorel thel variablels that modelratel or meldiatel 

this re llationship, such as organizational commitmelnt, elmployelel 

elngagelmelnt, or job strelss. 

3. Conside lring that Leladelrship Stylel has a ne lgativel influelncel on e lmployelel 

pelrformancel, futurel relselarch can furthelr elxaminel celrtain typels of 

leladelrship stylels (elg transformational, transactional, laisse lz-fairel) and 

thelir impact on various aspelcts of elmployelel pelrformancel. 

4. Organizational culturel has a positivel influe lncel on elmployelel 

pelrformancel. Futurel relselarch could elxplorel thel spelcific elle lme lnts of 

Organizational Culturel that arel most influelntial, such as company 

valuels, work norms, or spelcific managelrial practicels. 

5. Job satisfaction is able l to modelratel thel positivel influe lnce l of lelade lrship 

stylel and organizational culturel on pelrformancel. Futurel relselarch could 

focus on thelse l modelrating melchanisms, and how othelr factors such as 

organizational justice l or work climatel may strelngtheln or triggelr thelsel 

modelrating elffelcts. 

6. Apart from thel factors that havel beleln studield, variablels such as intrinsic 

motivation, sellf-elfficacy, social support, or work-family conflict can be l 

additional variablels that influelncel elmployelel pelrformancel. An in-delpth 

study of thelsel variablels can providel a morel comprelhelnsivel picturel. 

By conside lring thelsel relcommelndations, futurel relselarche lrs can elnrich and 

elxpand unde lrstanding of thel factors that influelnce l e lmployelel work motivation 
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and pelrformancel, as welll as makel a morel significant contribution to thel 

managelmelnt and organization litelraturel. 
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