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ABSTRACT 

This research aims to examine and analyze the effect of human resource management practices 

(i.e. leadership styles, employee commitment, work motivation, and work climate) on employee 

job satisfaction and employee performance. This study used primary data obtained through a 

survey to 221 employees as a sample. The result of Structural Equation Modelling (SEM) 

analysis shows that empirically the leadership style, employee commitment, work motivation, 

and work climate have positive and significant impact on job satisfaction. Leadership style, 

employee commitment, work motivation, and work climate, either directly or indirectly have a 

positive and significant effect on employee performance through job satisfaction as variable 

intervening. Job satisfaction has a direct positive and significant effect on employee 

performance. The direct effect of leadership styles, employee commitment, motivation and work 

climate on employee performance is positive, which means that when the exogenous variables 

improved the job satisfaction and employee performance will increase. The indirect effect of 

exogenous variable on employee performance through job satisfaction is positive. The total 

effect which is the sum of the direct and indirect effects through job satisfaction obtained 

positive value, which means there is effect of direct effect and indirect effect of exogenous 

variable on employee performance through job satisfaction.  

Keywords: HRM Practice, job satisfaction, employee performance 

1. INTRODUCTION 

Every company has a specific purpose according to their respective field of business, but the 

main goal to be achieved is profit in addition to other goals, such as the continuity of corporate 

life and participation in improving the welfare of the community. To that end, a company that 

wants to maintain its existence better, then the most fundamental is the ability of the leadership 

of the company to manage all existing potentials effectively and efficiently and the utilization of 
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existing labor (human resource management practices) will affect the improvement of employee 

performance including employees at PT Semen Tonasa (Pangkajene Islands Regency). 

The Company strives to improve itself through continuous evaluation and development. With the 

support of strong human and capital resources, synergize with the strength of a reliable 

managerial strategy, where improvement is expected to create sustainable growth of corporate 

profitability through improved employee performance. According to Mangkunegara (2006), 

employee performance factors consist of: individual factors and environmental factors of the 

organization. Individual factors include: competence, trust, experience, commitment, reward and 

so on. While the organizational factors include: leadership style, motivation, compensation, work 

climate, authority, responsibility, control system. Impact of human resource management 

practices (HRM Practices) on employee performance has been a widely researched area for 

years. Several scholars have noted that managing people is more difficult than managing 

technology or capital (Barney, 1991). However those firms that have learned how to manage 

their human resources are cumbersome and take much longer time (Wright et al., 2003).  

The role of leadership, employee commitment is also one of the predictors for job satisfaction 

and employee performance. Employees who have high work commitment are needed to achieve 

maximum individual performance. Greenberg & Baron (2003) suggests commitment to reflect 

the degree of individual identification and involvement in his work and to his unwillingness to 

leave work. Commitment is a part related to a person's performance in relation to his work. In a 

commitment also has an element or components that are interconnected. When all components 

are fulfilled the greater the commitment of a person to his work. According to Robbins & Judge 

(2007), commitment is the power of a person's identification of an organization and involvement 

in the organization and its values and there is no willingness to provide power on behalf of the 

organization in formulating a strategic plan.   

The commitment of employees at PT Semen Tonasa (Pangkajene Islands Regency) is still 

relatively low. It can be seen there are still employees who cannot complete their duties properly 

according to work standards that have been determined. The emergence of absenteeism and the 

onset of anxiety in work reflect low employee commitment. This phenomenon also happens to 

employees of PT Semen Tonasa, where employees in the work not seriously and have no 

responsibility for his progress. Therefore, employee commitment needs to be studied because it 

is believed to have an impact on job satisfaction and employee performance at PT Semen 

Tonasa. Increased job satisfaction and employee performance, not only enough to understand 

employee leadership and commitment, but also provide motivation to work in various forms and 

ways so as to encourage and improve employee morale, which in turn will create job satisfaction 

and employee performance. Improve wage systems and provide more humane incentives, able to 
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encourage morale while improving skills and skills in achieving good work. Work motivation 

can lead to behaviors that reflect high performance in the organization. Employees, who have 

high work motivation, tend to try to improve the ability to complete the work (Richard L. Daft, 

2006).   

Work climate is often mentioned with the climate of the organization, because work is one unity 

of the organization. Work climate has a great influence on job satisfaction and employee 

performance. The term working climate was first used by Kurt Lewin in the 1930s, which used 

the term psychological climate, then the term working climate was used by Tagiuri et al. (1968) 

that the working climate is everything that exists in the work environment that is lived as a 

subjective influence of the formal system, the information style of the manager, and other 

important environmental factors on the attitudes, beliefs, values, and motivations of the people 

working in the organization certain. Thus, the work climate is created as a result of a 

combination of several things, past experiences, the effects of the constraints created in the 

organizational system, the special needs, the expectations, the superior leadership and the 

communication and informal relationships between superiors and members of the organization.  

The work climate at PT Semen Tonasa is still less supportive, such as less pleasant work 

atmosphere, lack of support from colleagues, and employee work load. In addition, there are still 

many elements of work climate of production employees that have the potential to bring 

accidents and inconvenience, among others: noise, air pollution, engine damage, work accidents 

and others. Work climate is an importance because the work climate is very influential with job 

satisfaction and employee performance. Job satisfaction according to Handoko (2002) is a 

pleasant or unpleasant work environment where employees look at their work. Job satisfaction 

occurs when the individual needs are met and associated with the degree of joy and dislike 

associated with employees is a common attitude owned by employees who are closely related to 

the rewards that are believed to be received after a sacrifice. 

2. LITERATURE REVIEW         

Leadership styles  

Leadership is implemented when one mobilizes institutional, political, psychological, and other 

resources to awaken, engage and fulfil the motivation of its followers. Leadership is the 

individual's ability to influence, motivate, and enable others to contribute to the effectiveness and 

success of the organization (Burns, 1978; Yukl & Lepsinger, 2005). Leadership roles include 

motivating subordinates and creating favourable conditions in carrying out the work (Bass, 

1990). The effectiveness of the leader is influenced by the characteristics of his subordinates and 
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is related to the communication process that occurs between the leader and the subordinate. 

Leadership plays a significant role in the success and failure of an organization.  

Robins (2006) identifies four types of leadership styles: (1) Charismatic leadership style, (2) 

Transactional leadership style, (3) Transformational leadership style, (4) Visionary leadership 

style. Effective leadership styles are essential for shaping and improving the performance of 

individuals, groups and organizations, so there are many attempts to find the cause for such 

effective leadership (Gibson et al., 1994).  The results of previous studies show that 

transformational leadership styles measured by idealized influencers attributes, idealized 

influencers behaviours, inspirational motivation, intellectual stimulation, and individualized 

consideration have a positive and significant effect on job satisfaction (Boamah et al., 2017). 

Similar results also found other researchers that the transformational leadership style and 

transactional leadership style have a positive and significant effect on job satisfaction (Adler & 

Reid, 2008; Golabdost & Rezaei, 2017; Hijazi et al., 2017; Lapeña et al., 2018). The evidence 

receives a rebuttal from other researchers, that leadership styles do not have any significant 

influence on job satisfaction (Yudiawan et al., 2017; Muterera et al., 2018). In other causality 

found evidence that leadership style has a significant effect on employee performance (Thamrin, 

2012). The evidence gains a rebuttal from other researchers, that leadership styles do not have 

any significant influence on the construction job performance (Adler & Reid, 2008; Yudiawan et 

al., 2017; Muterera et al., 2018).   

Employee Commitment  

According by Steers & Porter (2001) commitment as a sense of identification (trust in 

organizational), involvement (willingness to do the best possible for the benefit of the 

organization) and loyalty (the desire to remain a member of the organization concerned) 

organization. Commitment is a condition in which employees are very interested in the goals, 

values, and objectives of the organization. Commitment to the organization means more than just 

formal membership, as it includes an attitude of liking to the organization and a willingness to 

seek high levels of effort for the benefit of the organization for the achievement of the goal.  

Commitment is a relative strength of the individual in identifying organization. It can be 

characterized by three things, namely: (1) Acceptance of organizational values and objectives; 

(2) Readiness and willingness to strive earnestly on behalf of the organization; and (3) The desire 

to maintain membership within the organization (becoming part of the organization) (Robbins, 

2006).  

The view of other scholars (Lee et al., 2001) distinguishes commitments into three components 

as follows: (1) the affective commitment the employee's emotional attitude is bound to its 

involvement in the organization. Workers with strong affective commitment will always do the 
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work they are responsible for, (2). The continuance commitment is a commitment based on the 

cost to be borne by the employee if he leaves the organization. (3) Normative commitment, 

namely the responsibility of employees to keep working on the organization because it is 

considered as a thing that should be. The results of previous studies show that employees' 

commitment (affective, continuance and career commitment) has a positive and significant 

impact on employee performance (Carmeli & Freund, 2003; Thamrin, 2012; Toban & 

Sjahruddin, 2016). Other facts show that organizational commitment was confirmed to have a 

significant impact on job performance (Carmeli & Freund, 2003; Thamrin, 2012; Sjahruddin & 

Sudiro, 2013; Fu & Deshpande, 2014). 

Work Motivation  

The variety of terms used to describe the motivation, among others: the need, urge, wish, and 

drive. Thus, the motivation of the basic word motive is the driving force or driving force that 

drives the human to act or a force within the human that causes man to act. Koontz (1972) says 

that motive to the drive effort to satisfy a wants or good (motivation refers to the drive and effort 

to satisfy a need or a goal). Another scholarly view explains that motivation is a force that 

encourages an employee to generate and direct behaviour. Thus, motivation is a series of 

encouragement activities, not only to others but also to oneself. So that through this impulse is 

expected to be able to act toward the desired destination (Gibson et al., 1994).  

Motivation can be generated by internal or external factors depending on the origin of the 

activity started. Internal motivation comes from one's personal self, while external motivation is 

built on internal motivation and existence within an organization that is highly dependent on the 

assumptions and techniques used by the leaders of the organization or managers in motivating 

their subordinates (Moekijat, 2002). The results of previous studies show that work motivation is 

not significant to job satisfaction (Pang & Lu, 2018). The study obtained a rebuttal from other 

researchers that work motivation has a significant effect on job satisfaction (Hartawan et al., 

2014; Ayundasari et al., 2017; Wahab et al., 2018). In other causality tests proving that work 

motivation significantly affects employee performance (Wright et al., 2003; Ayundasari et al., 

2017; Prabowo et al., 2018; Pang & Lu, 2018)   

Work climate  

According by Wirawan (2007) climate work is the perception of organizational members 

(individually and in groups) and those who are constantly in touch with organizations (e.g. 

suppliers, consumers, consultants, and contractors) about what is or is happening within the 

organization's internal environment on a regular basis, affecting the attitudes and behaviors of 

the organization and the performance of organizational members which then determines the 
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performance of the organization. Thus, the working climate is the individual's expectations and 

perspective on the organization. Duncan (1972) characterizes the organizational climate as a 

whole of the physical and social factors within an organization.   Organizational climate can have 

a profound effect on employee performance. A working climate that focuses on its employees 

can improve performance. Conversely, inadequate work environment will decrease employee 

performance.  

Climatic conditions are said to be good or appropriate if humans can carry out activities 

optimally, healthy, safe and comfortable. Work climate suitability can be seen as a result for a 

long time. Furthermore, a poor working climate may demand more labour and time and do not 

support the efficient design of work systems (Davis, 2001). Empirical evidence suggests that the 

work climate has a positive and significant impact on job satisfaction (Barney, 1991; Hartawan 

et al., 2014; Susanti, 2016; Alim, 2016). Work climate proven to improve individual 

performance (Normandah & Fathoni, 2015; Alim, 2016; Hastari et al., 2017; Nugroho et al., 

2017). 

Job Satisfaction  

Robbins & Judge (2007) defines job satisfaction as a general attitude of the individual to his 

work. Furthermore, employee job satisfaction according to Luthans (2000) is defined as a 

positive or pleasant emotional statement resulting from the assessment of a job or work 

experience. Therefore, employee satisfaction is the result of employee perceptions of how a job 

is able to provide the things that are considered important.  Handoko (2002) suggests that job 

satisfaction is a pleasant or unpleasant emotional state in which employees perceive their work. 

Job satisfaction reflects a feeling of joy to his work; this is often evident in the employee's 

positive attitude to work and everything that is encountered in his work environment.  

The empirical facts show that job satisfaction has a significant influence on the construction of 

job performance (Barney, 1991, Thamrin, 2012, Alim 2016; Yudiawan et al., 2017; Ayundasari 

et al., 2017; Muterera et al., 2018; Pang & Lu, 2018; Prabowo et al., 2018). The results obtained 

a rebuttal from other researchers, that job satisfaction had no significant impact on job 

performance (Fu & Deshpande, 2014; Handayani, 2016).   

Employee performance  

Mahsun (2006) suggests that performance is the work achieved by an employee through an 

execution of work or tasks assigned to him in accordance with the time specified, qualified, and 

accurate on the target by always following the established method. Performance is a real 

behaviour that is displayed every person as a work performance generated by employees in 

accordance with its role in the company. Therefore, employee performance is very important in 



International Journal of Arts and Humanities 

ISSN: 2581-3102 

Volume:02, Issue:05 "May 2018" 

 

www.journal-ijah.org                    Copyright © IJAH 2018, All right reserved Page 394 

 

the company's efforts to achieve its goals (Rivai, 2008: 309).  There are two factors that can be 

used in measuring employee performance that is Identify dimensions of performance and 

Performance standard setting.  According to Simamora (2004), performance (performance) is 

influenced by three factors, namely: (1) individual factors consisting of: ability and expertise, 

background, and demography; (2) psychological factors consisting of: perception, attitude, 

personality, learning, and motivation; and (3) organizational factors consisting of: resources, 

leadership, rewards, structure, and job design.  

Earlier researchers proved that job satisfaction is not the mediating variable between leadership 

styles and construction job performance (Yudiawan et al., 2017). Evidence is denied by other 

researchers that the indirect effect of transformational leadership behaviour on organizational 

performance, as mediated through job satisfaction, was positive and significant (Muterera et al., 

2018). In other causality it is found that there is a meaningful role that the job satisfaction has a 

mediating role in the relationship between joint work commitment and job performance (Carmeli 

& Freund, 2003). The findings are similar to those results, which job satisfaction significantly 

acts as mediation in analyzing the effect of work motivation on employee performance 

(Ayundasari et al., 2017; Prabowo et al., 2018). The final causality of research conducted by 

Alim (2016) proves that there is a significant influence between the work climates on employee 

performance in mediation job satisfaction. 

3. METHODS   

This research is a quantitative study conducted by using exploratory research to determine the 

clarity of the influence of each variable that is analyzed. Questionnaires were distributed to 221 

employees of PT. Semen Tonasa used as sample. Data analysis was done by utilizing structural 

equation modeling (SEM) with AMOS assistance 21.     
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4. RESULTS 

Table 1: Characteristics of the sample 

Characteristics Frequency Percent (%) 

Gender 
  

 
Male 121 54,75 

 
Female 100 45,25 

Ages 
  

 
≤ 33  Years 12 5,43 

 
34 – 39 Years 90 40,72 

 
40 – 45 Years 53 23,98 

 
≥  46   Years 66 29,86 

Job tenure 
  

 
≤ 11 Years 28 12,67 

 
12– 17 Years 140 63,35 

 
≥ 18 Years 53 23,98 

Educational level 
  

 
High School 81 36,65 

 
Associate's degree 68 30,77 

 
Bachelor degree 65 29,41 

 
Master degree 6 2,71 

 
Doctoral degree 1 0,45 

 

The composition of respondents by sex is mostly male gender is 121 people (54.75%). Based on 

age dominated by 34-39 years as many as 90 people (40, 72%). Finally for the level of education 

of respondents who occupy the most proportion are high school as many as 81 people (36.65%). 
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Descriptive variables   

Table 2: Leadership styles 

Measurements Mean Critical ratio LDF (λ) P-value 

knowledge sharing 4,01 FIX 0,47 0,000 

fair treatment 3,87 6,715 0,52 0,000 

Helping subordinates 4,11 7,789 0,60 0,000 

Personal attention 4,00 17,541 0,46 0,000 

Detailed procedures 3,85 5,855 0,51 0,000 

Obey the rules 4,05 6,675 0,65 0,000 

Priority scale of interest 4,13 7,808 0,79 0,000 

Self confidence 4,14 7,810 0,79 0,000 

Task Priority 4,18 7,778 0,78 0,000 

Knowledge update 4,15 7,852 0,80 0,000 

 

Based on the responses of respondents, the superior indicator prioritizes subordinate tasks is the 

most important indicator in explaining leadership style. The result of confirmatory factor 

analysis shows that the knowledge update indicator is a reflection of good leadership style.    

Table 3: Employee commitment 

Measurements Mean Critical ratio LDF (λ) P-value 

Stay on the rules 4,08 FIX 0.884 0.000 

Feel comfortable with work 4,07 18.400 0.927 0.000 

Intention to leave 3,74 12.750 0.837 0.000 

Hard work is rewarded 4,10 11.859 0.839 0.000 

Devote all effort 3,90 11.360 0.723 0.000 

Doing the best 3,88 9748 0.674 0.000 

 

Based on respondent’s indicator to work diligently for the award is an important indicator in 

explaining employee commitment. The results of confirmatory factor analysis indicate that 

employee indicators are comfortable with the work is a reflection of the high commitment and 

has been shown by employees so far.     
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Table 4: Work motivation 

Measurements Mean Critical ratio LDF (λ) P-value 

Enjoy the challenge 4,25 FIX 0.351 0,000 

Progress achieved 3,96 4.571 0.661 0,000 

Realistic goals 4,13 5.644 0.846 0,000 

Satisfied with a difficult task 4,16 4.341 0.690 0,000 

Enjoy the competition 4,14 5.552 0.969 0,000 

Enjoy the responsibility 4,29 4.296 0.398 0,000 

Coworkers affect 3,95 7.468 0.686 0,000 

Build close relationships 4,11 5.518 0.837 0,000 

Be part of an organization 4,19 5.451 0.715 0,000 

Good to work together 3,93 5.558 0.881 0,000 

 

Employee desire to enjoy job responsibilities is the most important indicator in explaining work 

motivation. The results of confirmatory factor analysis indicate that employees always enjoy the 

competition in the work is a reflection of the high work motivation that has been shown 

employees in the work.   

Table 5: Work climate 

Measurements Mean Critical ratio LDF (λ) P-value 

Provision of cafeteria 4,01 FIX 0.494 0,000 

Provision of health programs 3,87 6,835 0.532 0,000 

Noise control 4,11 8,088 0.808 0,000 

spacious room design 4,00 19,619 0.489 0,000 

Good lighting 3,86 6,24 0.534 0,000 

Air temperature control 4,05 7,022 0.663 0,000 

Harmonization  4,13 8,178 0.988 0,000 

Leadership can help employees 4,14 8,151 0.987 0,000 

Security 4,18 8,101 0.972 0,000 

Transparent working 4,15 8,282 0.990 0,000 
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A sense of safety in work is the most important indicator in explaining the working climate. The 

results of confirmatory factor analysis indicate that employees always work based on the duties 

and responsibilities given is a reflection of the realization of a good working climate.  

Table 6: Job satisfaction 

Measurements Mean Critical ratio LDF (λ) P-value 

Appropriate salary 3,88 FIX 0.515 0,000 

Allowable and satisfactory 

benefits 
4,03 9,074 0.866 0,000 

satisfied with reward 3,69 12,222 0.789 0,000 

Promotion 4,01 13,343 0.527 0,000 

The willingness to help co-

workers 
3,84 7,587 0.598 0,000 

Supporting co workers 4,04 9,117 0.871 0,000 

Leadership support 3,85 13,621 0.747 0,000 

Good communication 3,65 9,223 0.977 0,000 

Work according to interest 4,05 9,251 0.941 0,000 

Development of  work 

knowledge 
3,66 9,276 0.978 0,000 

 

The feelings of satisfied in the work shown by the fit between the jobs with the wishes of 

employees. The results of confirmatory factor analysis show that employees constantly improve 

their knowledge of employment are a reflection of employees' awareness to constantly improve 

their knowledge of work.   
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Table 7: Employee performance 

Measurements Mean Critical ratio LDF (λ) P-value 

Quantity of work 4,23 FIX 0.897 0,000 

Work quality 4,09 18,975 0.619 0,000 

Work efficiency 4,24 22,42 0.899 0,000 

Employee effort 3,99 20,072 0.664 0,000 

Professional Employees 4,18 21,444 0.712 0,000 

Capability 4,00 19,416 0.638 0,000 

Working on time 4,04 17,522 0.553 0,000 

Creativity 4,02 18,087 0.580 0,000 

 

The high level of the employee's performance can be seen by the quality of work produced by 

the employee during this time. The results of confirmatory factor analysis indicate that 

employees in work more to make the quantity of work compared with other things that trigger 

high levels of employee performance. 

Confirmatory factor analysis (CFA) 

Test results for the model based on the goodness of fit indices in Table 8 shows the criteria for a 

model seen meet conformance testing data.   

Table 8: Goodness of Fit Overall Model 

Goodness of fit index Cut-off Value Results Model * Remarks 

2 – Chi-square 
Expected to be 

Small 
255,714 Good 

Probability   0.05 0.140 Good 

CMIN/DF   2.00 1.958 Good 

RMSEA   0.08 0.068 Good 

GFI   0.90 0.947 Good 

CFI   0.94 0.957 Good 

TLI   0.94 0.951 Good 

 

Table 8 shows that the relationship between variables in the complete model in the final stage 

indicates a good fit. Thus, the causal relationship between each of the tested variables can be 

accepted and used for subsequent purposes 
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Table 9: Hypothesis testing 

Variabel 
P-value Direct Indirect Total Remarks 

Exogenous Intervening Endogenous 

LS - JS 0.018 0.181 - 0.181 Significant 

OC - JS 0.000 0.226 - 0.226 Significant 

WM - JS 0.000 0.428 - 0.428 Significant 

WCL - JS 0.000 0.325 - 0.325 Significant 

LS - EP 0.110 0.148 - 0.148 Insignificant 

OC - EP 0.000 0.351 - 0.351 Significant 

WM - EP 0.000 0.263 - 0.263 Significant 

WCL - EP 0.000 0.243 - 0.243 Significant 

LS JS EP 0,281 0.148 0.021 0.169 Insignificant 

OC JS EP 0,004 0.351 0.040 0.394 Significant 

WM JS EP 0,013 0.263 0.026 0.289 Significant 

WCL JS EP 0,048 0.243 0.044 0.287 Significant 

- JS EP 0.000 0.360 - 0.360 Significant 

Notes: 
LS = Leadership styles 

 

WCL = Work Climate 
OC = Organizational commitment 

 

JS = Job satisfaction 
WM = Work motivation 

 

EP = Employee Performance 
 

 

Leadership style on job satisfaction  

Leadership style is a pattern of behavior that leaders have to influence, direct and guide 

subordinates to be able to carry out the entire mechanism of task programs really and effectively. 

Therefore, to improve job satisfaction and employee performance in an organization is needed an 

employee who has an effective leadership style so that his subordinates can work well.  The first 

hypothesis states that leadership style variables have a positive and significant effect on job 

satisfaction, evidenced by the value of coefficient of 0.181, meaning that a better leadership style 

will increase job satisfaction. This result shows the value is critical ratio obtained at 2.821 and 

the significance level α = 0.018 <0.05, so the first hypothesis can be accepted or proven.  

Leadership styles on job satisfaction have a positive and significant causal relationship. Positive 

influence of leadership style variables on job satisfaction caused by the leader always trying to 

do knowledge update so that subordinates can finish the job although in the implementation of 

the job is very difficult, but because knowledge update owned leadership then subordinates able 

to finish it so that subordinates feel satisfaction in work. These results confirm some of the 
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findings of previous researchers, that the transformational leadership style as measured by 

idealized influenced behaviors, inspirational motivation, intellectual stimulation, and 

individualized consideration has positive and significant impact on job satisfaction (Boamah et 

al., 2017). Transformational leadership style and transactional leadership style have a positive 

and significant effect on job satisfaction (Adler & Reid, 2008; Golabdost & Rezaei, 2017; Hijazi 

et al., 2017; Lapeña et al., 2018). Rejecting some other researchers' findings that leadership 

styles do not have any significant influence on job satisfaction (Yudiawan et al., 2017; Muterera 

et al., 2018).   

Employee commitment on job satisfaction  

Employee commitment is the relative strength of the individual in identifying employee 

involvement into the organization, including the desire to maintain membership in the 

organization, the readiness and willingness to strive earnestly on behalf of the organization, as 

well as acceptance of the values and objectives organization. The second hypothesis states that 

employee commitment variable has a positive and significant effect on job satisfaction. The 

value of the path coefficient marked positive is 0.226, meaning that higher employee 

commitment will increase job satisfaction.  This result shows that the value critical ratio is 4.916 

and the significance level is α = 0,000 <0, 05, so the second hypothesis can be accepted or 

proven. Employee commitment on job satisfaction have a positive causal relationship and 

significant due to work in employees feel comfortable with the work they do so far that affect the 

increase in employee job satisfaction at PT Semen Tonasa. The findings of this study confirm the 

results of scholars' research, that employee commitment (affective, continuance and career 

commitment) has a positive and significant impact on job satisfaction (Carmeli & Freund, 2003; 

Thamrin, 2012; Toban & Sjahruddin, 2016). 

Work motivation on job satisfaction  

Motivation is a motivation or behavioral changes that arise due to the desire for the needs of an 

employee who is internal. The third hypothesis states that work motivation has a positive and 

significant effect on job satisfaction. The value of path coefficient is a 0.428, meaning that the 

better work motivation will increase job satisfaction. These results indicate that the value is 

critical ratio obtained at 5.601 and the significance level α = 0,000 <0.05, so the third hypothesis 

can be accepted or proven. Work motivation on job satisfaction have a positive causal 

relationship and significant, the condition is caused by employees in the work required to devote 

all the ability to produce quality work so that in the company there is a high intensity of 

competition but during this time employees enjoy the competition that occurred in the world of 

work that affects the feelings of satisfaction in employees. The results of this study confirm the 

findings of scholars, that the motivation of work has a significant effect on job satisfaction 
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(Hartawan et al., 2014; Ayundasari et al., 2017; Wahab et al., 2018). The refuted the findings of 

other scholars, that the work motivation is insignificant affect on job satisfaction (Pang & Lu, 

2018). 

Work climate on job satisfaction  

Work climate is everything that exists in the work environment that is lived as a subjective 

influence of the formal system, the style of information from managers, and other important 

environmental factors on the attitudes, beliefs, values, and motivations of those who work on 

organization. The fourth hypothesis states that the work climate variables have a positive and 

significant effect on job satisfaction. The value of the path coefficient marked positive is 0.325, 

meaning the better work climate will increase job satisfaction and the value is critical ratio 

obtained at 3,529 and the significance level α = 0,000 <0, 05, so the fourth hypothesis can be 

accepted or proven. Work climate and job satisfaction have a positive causal relationship and 

significant, caused by employees during this work in accordance with the duties and 

responsibilities imposed on him so that ultimately employees feel satisfaction in work. The 

results confirm the findings of scholars that the work climate has a positive and significant effect 

on job satisfaction (Hartawan et al., 2014; Susanti, 2016; Alim, 2016). 

Leadership styles on employee performance 

Leadership style is behavior and strategy, as a result of combination of philosophy, skill, nature, 

attitude, which is often applied by a leader when he tries to influence subordinate performance. 

The style of leadership represents a consistent combination of the philosophy, skills, attitudes 

and attitudes underlying one's behavior. The result of analysis shows that leadership style 

variables have an insignificant effect on employee performance because the value is critical ratio 

obtained only by 1.015 and the significance level α = 0,110> 0, 05 is required. Thus, the fifth 

hypothesis that the leadership style variable has a positive and significant effect on employee 

performance, so the fifth hypothesis is rejected or not proven. 

The factors are not significant influence of leadership styles on employee performance caused by 

the leadership is not able to give attention to the employee personally (personal attention), that 

attention given by low leadership so that impact to the low ability of employees to be able to 

finish the workers in a timely manner. The results of this study confirm the findings of scholars, 

that leadership styles do not have any significant influence on the construction of job 

performance (Adler & Reid, 2008; Yudiawan et al., 2017; Muterera et al., 2018). Rejecting other 

scholars' findings that leadership style has a significant effect on employee performance 

(Thamrin, 2012). 

Employee commitment on employee performance  
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Commitment is a part related to a person's performance in relation to his work. If a person has a 

commitment to the organization, he or she will have a strong identification with the organization, 

have membership values, agree with the goals and the value system, will likely remain in it, and 

finally ready to work hard for the organization. The empirical findings resulting from this 

research are the direct and significant influence between employee commitment and employee 

performance. The sixth hypothesis states that employee commitment variable has a positive and 

significant effect on employee performance. This result shows that the value critical ratio is 

4.943 with the coefficient value of 0.351, meaning that the better employee commitment will 

improve the performance of the employees as evidenced by the significance level α = 0,000 

<0,05, so the sixth hypothesis can be accepted or proven. Causality between these variables is 

significant because employees in the work to hold firm rules and regulations that apply in the 

organization so that between fellow employees in making good communication and appropriate 

goals related to the completion of work. The results of this study confirm the findings of scholars 

that organizational commitment was confirmed to have a significant impact on job performance 

(Carmeli & Freund, 2003; Thamrin, 2012; Sjahruddin & Sudiro, 2013; Fu & Deshpande, 2014)    

Work motivation on employee performance  

Work motivation was the most vital driving force in a performance achievement. Without 

employee motivation will not work to complete a job maximally because there is no will that 

comes from within the employee itself, which emerges only a routine. Therefore, work 

motivation has a positive and significant contribution in improving employee performance. This 

means that to improve employee performance it is necessary to increase the motivation of work.  

The seventh hypothesis states that the variables of work motivation have a positive and 

significant effect on employee performance. This result shows that the value critical ratio is 

3.472 with the path coefficient value of 0.263, meaning that the better work motivation will 

improve employee performance and significance level α = 0,000 <0,05, so the seventh 

hypothesis can be accepted or proven. The condition is caused because employees can build a 

close relationship between fellow employees and with the leadership so that efficiency in work 

can be achieved and then in turn create high performance. This study confirms the findings of 

scholars that work motivation has a significant effect on employee performance (Ayundasari et 

al., 2017; Prabowo et al., 2018; Pang & Lu, 2018).   

Work climate on employee performance  

Work climate is a condition that influences individual expectations and perspective of the 

organization. The eighth hypothesis states that the work climate variables have a positive and 

significant effect on employee performance. This result shows that the value critical ratio is 

2,832 with the coefficient value of 0,243, it means that the better work climate will improve 
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employee performance on the level of significance α = 0,000 ≤ 0,05, so that the eighth 

hypothesis can be accepted or proven. Evidence is caused because employees gain a sense of 

security in the work so that employees can spend all the ability he has in carrying out duties and 

responsibilities in work. The results of this study confirm the findings of scholars that a good 

working climate can improve employee performance (Barney, 1991, Norminah & Fathoni, 2015; 

Alim, 2016; Hastari et al., 2017; Nugroho et al., 2017). 

Job satisfaction on employee performance  

Job satisfaction is a state of emotions a positive and pleasant person generated and assessment of 

a job or work experience. Job satisfaction reflects one's feelings toward one's work. The ninth 

hypothesis states that job satisfaction variables have a positive and significant effect on 

employee performance.  This result shows the value is critical ratio obtained at 6.907 and the 

significance level α = 0,000 ≤ 0.05, so the ninth hypothesis can be accepted or proven. The 

feeling of fasting felt by employees is due to the support that employees get from their 

colleagues while working or experiencing work-related problems, the condition reflects that 

employees have implemented professional standards in work so that by that standard they will 

feel satisfaction in working. This study supports the findings of scholars that job satisfaction has 

a significant influence on the construction of job performance (Barney, 1991, Thamrin, 2012, 

Alim 2016; Yudiawan et al., 2017; Ayundasari et al., 2017; Muterera et al., 2018; Pang & Lu, 

2018; Prabowo et al., 2018). The results obtained a rebuttal from other researchers, that job 

satisfaction had no significant impact on job performance (Fu & Deshpande, 2014; Handayani, 

2016).   

The mediating effect of job satisfaction: Leadership styles on employee performance  

The test results show that the value of the direct effect coefficient between leadership styles with 

employee performance is 0.148 and indirect effect through job satisfaction with positive value 

0.021, while the total effect is the sum of the direct effects and indirect effects through job 

satisfaction obtained a figure of 0.169. Thus, the impact of variables is intervening not 

significant, the job satisfaction have not been able to strengthen the relationship between 

leadership style and employee performance supported by facts and empirical data. Earlier 

researchers proved that job satisfaction is not the mediating variable between leadership styles 

and construction job performance (Yudiawan et al., 2017). Evidence is denied by other 

researchers that the indirect effect of transformational leadership behaviour on organizational 

performance, as mediated through job satisfaction, was positive and significant (Muterera et al., 

2018).     

The mediating effect of job satisfaction: employee commitment on employee performance  
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The test results showed that the coefficient of direct effect between employee commitments with 

the performance of employees is 0.351, and the indirect effect through job satisfaction and a 

positive value 0,040, while the total effect is the sum of the direct effects and indirect effects 

through job satisfaction obtained a figure of 0.394. This means that the impact of variables 

intervening can strengthen the relationship between employee commitment and employee 

performance supported by facts and empirical data. The results of this study are relevant to the 

findings of previous researchers, that Job satisfaction has a mediating role in the relationship 

between joint work commitment and job performance (Carmeli & Freund, 2003).    

The mediating effect of job satisfaction: work motivation on employee performance  

The test results showed that the coefficient of direct effect between work motivation and 

performance of employees is 0.263, and the indirect effect through job satisfaction and a positive 

value 0,026, while the total effect is the sum of direct effects and indirect effects through job 

satisfaction obtained by the amount of 0.289. This means that the impact of variables intervening 

can strengthen the relationship between work motivation and employee performance supported 

by facts and empirical data. The results of this study are relevant to the findings of previous 

researchers, which job satisfaction significantly acts as mediation in analyzing the effect of work 

motivation on employee performance (Ayundasari et al., 2017; Prabowo et al., 2018).     

The mediating effect of job satisfaction: work climate on employee performance  

The test results showed that the coefficient of direct effect between the working climates with the 

performance of employees is 0,243 and indirect effects through job satisfaction and a positive 

value 0,044, while the total effect is the sum of direct effects and indirect effects through job 

satisfaction obtained by the number of 0.287. This means that the impact of variables intervening 

can strengthen the relationship between work climate and employee performance supported by 

facts and empirical data. The results of this study are relevant to the findings of previous 

researchers, that there is a significant influence between the work climates on employee 

performance in mediation of job satisfaction (Alim, 2016). 

5. CONCLUSION 

Leadership style, employee commitment, work motivation, and work climate have a direct 

positive and significant influence on job satisfaction. Employee commitment, work motivation, 

and work climate have a positive and significant influence on employee performance, while 

leadership style has no significant effect on employee performance. The impact of job 

satisfaction as an intervening variable can strengthen the relationship between employee 

commitment, work motivation, and work climate on employee performance, while leadership 

style shows no significant relationship.  
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Job satisfaction has a positive and significant effect on employee performance.  The study 

recommends that leadership styles still need to be improved by maximizing the attention of the 

boss personally, the boss always consulted with subordinates, likes the detailed procedures, and 

the boss always treats the subordinates alike so as to support the increase in employee job 

satisfaction in the future. Employee commitment needs to be improved by doing the best because 

the happiness of life is in the company, and exerting all the effort beyond the expected in the 

work, thus supporting the increase in employee job satisfaction in the future. Work motivation 

still needs to be empowered by enjoying difficult challenges and enjoying responsibilities in 

order to improve employee work satisfaction in the future. Working climate still needs to be 

improved by providing enough space, companies provide canteen, companies provide health 

programs; and lighting in the workplace in order to increase employee work satisfaction in the 

future. 
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