
12/15/23, 5:45 AM Vol, 8 No 11 (2022) – Multicultural Education

ijdri.com/me/vol-8-no-11-2022/ 1/2

 editorialmejournal@gmail.com Welcome to Multicultural Education

Multicultural Education

 Menu

Vol, 8 No 11 (2022)

Table of Contents

Abstracts

Job Satisfaction and Leadership on Performance

Wilson Bangun, Lina Anatan, Syela Chrissa

DOIDOI 10.5281/zenodo.726851710.5281/zenodo.7268517

Obligations Of The Operator Of The Drone Used For Commercial Purposes

Siham Swadi Tuamah, Saja JAwad Kadhim

DOIDOI 10.5281/zenodo.729326710.5281/zenodo.7293267

Bio-Waste-Derived Adsorbent Materials for Methylene Blue Removal in Synthetic Wastewater

Numfon Eaktasang, Yanasinee Suma

DOIDOI 10.5281/zenodo.731180610.5281/zenodo.7311806

Representation Through Lawyers In British India: Legal Analysis During The Reign Of Mughal Emperors And Classical Hindu Law

Rashida Zahoor, Muhammad Asif Safdar, Khurrum Baig, Waqas Ahamad

DOIDOI 10.5281/zenodo.731686510.5281/zenodo.7316865

Metaphors in Pakistan Politics:An Analysis of Nawaz Sharif’s Speeches in General Election 2018

Shakira Bibi, Mohammed Shafiq, Syed Jawad Ali Shah

DOIDOI 10.5281/zenodo.731689010.5281/zenodo.7316890

Appropriation of Western Culture in South-Asian Media and Its Socio-Cultural Impact on ESL Learners

Rasib Mahmood, Anum Saleem, Huma Ahmad

DOIDOI 10.5281/zenodo.733961310.5281/zenodo.7339613

The Exploration Of Information Communication Technology: Availability And Accessibility Among The Primary School Teachers

And Students

Niaz Muhammad Aajiz, Mati Ullah, Muhammad Nisar, Muhammad Asghar Ali, Rahmatullah Bhatti,

Mudassir Hussain

DOIDOI 10.5281/zenodo.733966210.5281/zenodo.7339662

Construction and Validation of Attitude towards Aging Scale for Pakistani Population

Iqra Jabbar, Saba Ghayas, Samreen Umer

DOIDOI 10.5281/zenodo.734319010.5281/zenodo.7343190

Labour Regulations And Operational Performance Of Small And Medium Enterprises: A Close Look Into Employment Equity

Amendments In South Africa

Reward Utete

DOIDOI 10.5281/zenodo.734915510.5281/zenodo.7349155

An Analytical Study of The State of Academic Research on Islamic Economics and Islamic Banks in The United Arab Emirates

Between the Years 1987 Until 2019

Hamza Abed AL Karim Hammad

DOIDOI 10.5281/zenodo.735194010.5281/zenodo.7351940

Anxiety and Sports Performance: Perceptibility of National Players

Muhammad Iftikhar, Basit Ansari, Iqra Rizwan, Nabeela Shakur Abbasi, Shahnila Tariq

DOIDOI 10.5281/zenodo.737416010.5281/zenodo.7374160

Infectious Waste Management in Household: A Case Study of Khukwang Sub-District, Lat Lum Kaeo District, Pathumthani

Province, Thailand

Ketsanee Chubupa, Yanasinee Suma, Numfon Eaktasang

DOIDOI 10.5281/zenodo.737838210.5281/zenodo.7378382

Exploring The Relationship Between School Culture And Teachers’ Performance

Muhammad Iqbal, Safia Rehmat Ullah, Atia Arshad Malik , Muhammad Iftikhar Bakht, Zaib U Nisa

DOIDOI 10.5281/zenodo.744316610.5281/zenodo.7443166

Quick 

Search title,author

Home

About ME

Editorial Board

Indexing

Archives

Author Guidelines

Submissions

How to submit a man

Processing Cycle

Open Access Policy a

Start a Special Issue w

Journals



Tools for Authors

Pay Publication Fee

Home About ME  Archives Author Guidelines Submissions  Pay Publication Fee

mailto:editorialmejournal@gmail.com
http://ijdri.com/me/
http://ijdri.com/me/wp-content/uploads/2022/11/1.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/2.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/3.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/4.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/5.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/6.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/8.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/8.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/9.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/10.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/10.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/11.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/11.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/12.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/13.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/13.pdf
http://ijdri.com/me/wp-content/uploads/2022/11/14.pdf
http://ijdri.com/me/about-me/
http://ijdri.com/me/
http://ijdri.com/me/editorial-board/
http://ijdri.com/me/indexing/
http://ijdri.com/me/archives/
http://ijdri.com/me/author-guidelines/
http://ijdri.com/me/submissions/
http://ijdri.com/me/how-to-submit-a-manuscript/
http://ijdri.com/me/processing-cycle/
http://ijdri.com/me/open-access-policy-and-ethics/
http://ijdri.com/me/start-a-special-issue-with-the-journals/
http://ijdri.com/me/start-a-special-issue-with-the-journals/
http://ijdri.com/me/tools-for-authors/
http://ijdri.com/me/pay-publication-fee/
http://ijdri.com/me/about-me/
http://ijdri.com/me/
http://ijdri.com/me/archives/
http://ijdri.com/me/author-guidelines/
http://ijdri.com/me/submissions/
http://ijdri.com/me/pay-publication-fee/


12/15/23, 5:45 AM Vol, 8 No 11 (2022) – Multicultural Education

ijdri.com/me/vol-8-no-11-2022/ 2/2

Home About ME Archives Author Guidelines Submissions Pay Publication Fee

Multicultural Education @Copyright. All rights reserved.

Proudly powered by WordPress | Education Hub by WEN Themes

http://ijdri.com/me/about-me/
http://ijdri.com/me/
http://ijdri.com/me/archives/
http://ijdri.com/me/author-guidelines/
http://ijdri.com/me/submissions/
http://ijdri.com/me/pay-publication-fee/
https://wordpress.org/
https://wenthemes.com/


12/15/23, 5:46 AM Editorial Board – Multicultural Education

ijdri.com/me/editorial-board/ 1/1

 editorialmejournal@gmail.com Welcome to Multicultural Education

Multicultural Education

 Menu

Editorial Board

Editors

1. Dr.Michael Steve , Chief Editor. USA

2. Dr.Salim Serk Saleh, Çukurova University, Adana, Turkey

Section Editors

1. Ali ACARAVCI, Mustafa Kemal University, Hatay, Turkey

2. Muhittin KAPLAN, Istanbul University, Istanbul, Turkey

3. Erdinç KARADENİZ, Mersin University, Mersin, Turkey

4. Alper ASLAN, Nevsehir Hacı Bektas Veli University, Nevsehir, Turkey

5. Ömer ISKENDEROGLU, Nigde University, Nigde, Turkey

6. Seyfettin ARTAN, Karadeniz Technical University, Trabzon, Turkey

7. Songül Kakilli ACARAVCI, Mustafa Kemal University, Hatay, Turkey

8. Aristeidis SAMITAS, University of Aegean, Chios island, Greece

9. Dar-Hsin Chen, National Taipei University, Taipei, Taiwan

10. Jaroslav Dado, Matej Bel University, Banská Bystrica, Slovakia

11. Abdulnasser Hatemi-J, UAE University, United Arab Emirates

12. Mihaly ORMOS, Budapest University of Technology and Economics, Hungary

13. Hooi Hooi Lean, Universiti Sains Malaysia, Penang, Malaysia

14. Yu HSING, Southeastern Louisiana University, United States

15. Muhammad Shahbaz, Montpelier Business School, Montpelier, France

16. Cem SAATCIOGLU, Istanbul University, Istanbul, Turkey

17. Suleyman DEGIRMEN, Mersin University, Mersin, Turkey

18. Andreea STOIAN, Bucharest Academy of Economic Studies, Romania

19. Sasa ZIKOVIC, University of Rijeka, Rijeka, Croatia

20. Faik BILGILI, Erciyes University, Kayseri, Turkey

21. Badar Alam IQBAL, Aligarh Muslim University, Aligarh, India

22. Abu N.M. WAHID, Tennessee State University, United States

23. Yunke YU, Louisiana State University, Louisiana, United States

24. Yue-Jun ZHANG, Business School of Hunan University, China

25. Aviral Kumar Tiwari, ICFAI University Tripura, India

26. Bo Sjö, Linköping University, Linköping, Sweden

27. Robin H. LUO, Wuhan University, China

28. Fabio Pizzutilo, University of Bari “Aldo Moro”, Italy

29. Murat CANITEZ, KTO Karatay University, Konya, Turkey

30. Mohamed El Hedi Arouri, EDHEC Business School, France

31. Ali AHMED, Linköping University, Linköping, Sweden

32. Fabrizio Rossi, University of Cassino and Southern Lazio, Cassino, Italy

33. Mohammad SALAHUDDIN, University of Southern Queensland, Australia

34. Diana Mihaela Pociovalisteanu, “Constantin Brancusi” University of Targu-Jiu, Romania

35. Mita Bhattacharya, Monash University, Australia

36. Burcu Ozcan, Firat University, Elazig, Turkey

37. Rabindra Nepal, Massey University, New Zealand

38. Francesco Paolone, Parthenope University of Naples, Italia

39. Li Jia, Philippines Christian University, Philippines

Home About ME Archives Author Guidelines Submissions Pay Publication Fee

Multicultural Education @Copyright. All rights reserved.

Proudly powered by WordPress | Education Hub by WEN Themes

Quick 

Search title,author

Home

About ME

Editorial Board

Indexing

Archives

Author Guidelines

Submissions

How to submit a man

Processing Cycle

Open Access Policy a

Start a Special Issue w

Journals



Tools for Authors

Pay Publication Fee

Home About ME  Archives Author Guidelines Submissions  Pay Publication Fee

mailto:editorialmejournal@gmail.com
http://ijdri.com/me/
http://ijdri.com/me/about-me/
http://ijdri.com/me/
http://ijdri.com/me/archives/
http://ijdri.com/me/author-guidelines/
http://ijdri.com/me/submissions/
http://ijdri.com/me/pay-publication-fee/
https://wordpress.org/
https://wenthemes.com/
http://ijdri.com/me/about-me/
http://ijdri.com/me/
http://ijdri.com/me/editorial-board/
http://ijdri.com/me/indexing/
http://ijdri.com/me/archives/
http://ijdri.com/me/author-guidelines/
http://ijdri.com/me/submissions/
http://ijdri.com/me/how-to-submit-a-manuscript/
http://ijdri.com/me/processing-cycle/
http://ijdri.com/me/open-access-policy-and-ethics/
http://ijdri.com/me/start-a-special-issue-with-the-journals/
http://ijdri.com/me/start-a-special-issue-with-the-journals/
http://ijdri.com/me/tools-for-authors/
http://ijdri.com/me/pay-publication-fee/
http://ijdri.com/me/about-me/
http://ijdri.com/me/
http://ijdri.com/me/archives/
http://ijdri.com/me/author-guidelines/
http://ijdri.com/me/submissions/
http://ijdri.com/me/pay-publication-fee/


   Multicultural Education 
    

 

Volume 8, Issue 11, 2022  
_______________________________________________________________________________________ 

 

1 

 

Job Satisfaction and Leadership on Performance 
   

Wilson Bangun, Lina Anatan, Syela Chrissa 

 

Article Info  Abstract 

Article History 

 

Received: 

April  01, 2022 

 

 The purpose of this study was to determine the effect of job satisfaction and 

leadership style on performance at Conventional Banks in Bandung, either 

partially or simultaneously. This research was conducted on 100 employees 

of bank X in Bandung. To determine the number of samples used the Slovin 

formula, obtained  as 78 employees. The sampling technique was simple 

random sampling by means of lottery. To test the hypothesis is done by using 

the multiple regression formula. The results showed that there was an effect 

of Job Satisfaction and Leadership Style on Performance, either partially or 

simultaneously. Some employees of Bank X consider that there is unfair 

treatment in various ways so that Job Satisfaction is at a sufficient level. 

Likewise, certain indicators on the Leadership style variable are still not in 

accordance with the current situation.Keyword: Job Satisfaction, Style of 

Leadership, Performance. 

Accepted: 

November 01, 2022 

 

 

Keywords : 

Job Satisfaction, 

Leadership, Performance 

 

DOI:  

10.5281/zenodo.7268517 

 

  

Introduction 

The success of a company to achieve its goals depends on how a company carries out its daily activities and is 

integrated into all organizational components. Achieving company goals efficiently and effectively will lead to 

changes that require planned efforts. Therefore, behavior in a company needs to be managed properly so that 

each component can run well. 

Human resources are an important part that must be managed properly because they have the most strategic 

elements in the organization. The contribution of human resources to achieve its objectives effectively and 

efficiency must be measured quantitatively. Mathis and Jackson (2001) point out that a study of small US firms 

has found an association between these best human resource practices and lower job outcomes. This fact can be 

seen further which results in efforts to increase the profitability and market value of the company. Work results 

become a measure commonly used to measure performance both individually and in groups. Of course a 

company has set work standards to be the responsibility of every worker and group. Work results and work 

standards are comparisons that become gaps that can be measured so that the term performance appears. 

In general, performance can be interpreted as the relationship between work results and work standards. 

Improved performance is something that is desired by both workers and employers. Employers have an interest 

in improving work to improve company performance which results in company profitability. On the other hand, 

workers' interest in improving performance is to increase self-development and job promotion. Performance is a 

comparison between production results and work standards over a certain period of time (Bangun, 2012). In 

relation to achieving company goals, a good performance management system is needed. Performance 

management system is the process of identifying, measuring, and assessing individual performance (Bangun, 

2012). 

A Commercial banks in the city of Bandung are very competitive to get customers, therefore banking companies 

carry out various strategies to compete in the market. Bank X is one of the private commercial banks in the city 

of Bandung is experiencing a decline in employee performance. Some of Bank X's employees did not achieve 

their job targets. Job satisfaction is one of the determinants of individual performance in a company. Therefore, 

job satisfaction obtained by employees in the company is a symptom for the success of a company. Research on 

the causes and sources of job satisfaction allows the emergence of efforts to pay attention to individual 

happiness in the company. 

Job satisfaction of an employee feels his work is a generalization of attitudes towards his work based on various 

aspects of his work. This attitude is a reflection of experiences that provide pleasure and displeasure in his work, 

as well as his hopes for his experiences in the future (Wexley and Yukl, 2003). 

Another determining factor that often causes ups and downs in performance is leadership style. Although 

leadership is not the main factor in solving the problem of achieving company goals, it can be used as a key 

factor in comparing healthy or unhealthy companies. Bennis (2006) that a company fails to achieve its goals due 

to over-managed or under-managed. Lately, the leadership factor is very important to consider in banking 

companies in Indonesia. Inappropriate leadership style will have an impact on individual performance in 

banking companies. Leadership style in banking companies greatly determines employee performance. This 
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study aims to determine the effect of job satisfaction on performance at Bank X, either partially or 

simultaneously. 

 

 

Job Satisfaction, Leadership, and Performance 

 

Performance appraisal is very important both for the employees themselves and for the company. Performance 

appraisal is an activity to evaluate the work that has been achieved by employees against the achievement 

standards that have been determined by the company. Cherrington (1995) explains that the purpose of an 

organization is to identify training needs for the benefit of employees so that the level of ability and expertise in 

a job can be increased at a higher level. Various research results show that individual performance is influenced 

by various factors, including Job Satisfaction and Leadership Style. 

Job satisfaction is inherent in every job where every worker will feel whether the job is pleasant or unpleasant 

for every worker. Not all types of work can be judged to give the same feeling to every worker. Job 

characteristics differ from one job to another (Bangun, 2006). Therefore, it is a policy for every leader to match 

the characteristics of the job with the abilities of the workers. This conformity will cause feelings of pleasure or 

displeasure, causing satisfaction or dissatisfaction for the stakeholders. Wexley and Yukl (2012) explain that job 

satisfaction is the generalization of attitudes towards work. Job satisfaction can be assessed based on the amount 

of workers' contributions to their work with the results they receive (Bangun, 2012). 

Schermerchorn (2002) menjelaskan bahwa kepemimpinan adalah proses mengarahkan dalam menginspirasi 

orang lain agar mampu bekerja keras dalam menjalankan fungsinya.Sehubungan dengan pendapat para ahli lain 

dalam kepemimpinan menggunakan istilah membujuk orang lain (Locke, 2002), mempengaruhi orang lain agar 

termotivasi dan antusias (Koontz, Donnell, Weihreich, 2005).Robins (2005) menggunakan istilah 

mempengaruhi kelompok lain.Berdasarkan hal tersebut, bahwa pada hakikatnya kepemimpinan adalah suatu 

usaha yang dilakukan oleh manajer dengan menggunakan fungsi kepemimpinan untuk mempengaruhi para 

pengikutnya agar melaksanakan tugasnya sesuai dengan fungsinya dalam organisasi. 

Basically job satisfaction is an individual thing. Each individual will have a different level of satisfaction 

according to the value system that applies to him. This is due to differences in each individual. Job satisfaction 

is an effective or emotional reaction of employees in dealing with work with results that can be compared 

between the income received and the expectation of the award obtained (Stoner, 1992). 

Job satisfaction obtained by employees in the company is a symptom for the success of a company. Job 

satisfaction is basically a positive and pleasant response as a response or feedback to his work. Robins (2001) 

says that, Job Satisfaction refers to the general attitude of an individual towards his job. A person with a high 

level of job satisfaction shows a positive attitude towards performance, on the other hand someone who is 

dissatisfied with his job shows a negative attitude towards the job. 

Several studies have shown that job satisfaction and performance influence each other with different positions 

between the independent and dependent variables. It is said to have a continuous influence because not always 

satisfied employees have high performance (John W. Newstrom & Keith Davis, 1993). On the one hand, 

employees feel satisfied because they have high work results. On the other hand, high-performing employees 

lead to job satisfaction. The position of the two variables depends on the focus of the research to be carried out. 

Some research results show that high job satisfaction will improve individual performance.Increasing job 

satisfaction can be done through a reward system which results in increased performance (Amstrong, 1987).The 

reward system aims to foster morale which results in increased performance.Leadership is an important concept 

to measure the success of an organization in achieving its goals.A leader in an organization has a very important 

role in setting strategy.This has become an activity carried out by leaders consistently to be able to give serious 

attention to fostering, encouraging, and mobilizing all organizational resources appropriately to obtain efficient 

and effective work results. 

Kouzes (2004) explains that the leader is the first person to bring the organization to step in an uncertain 

situation. This relates to the vision as a guide to bring an organization in a clear direction. Maxwell (1995) 

explains that leadership is nothing more and nothing less to influence followers. Robins (2006) explains that 

leadership is the ability to influence groups in achieving organizational goals. Bangun (2008) explains that 

leadership is a process to direct and influence others in order to carry out their duties properly in achieving 

organizational goals. 

Each leader in the organization carries out its duties in a different style depending on the situation and 

characteristics of the subordinates.Leadership style is how a leader influences subordinates.Stoner (1995) 

explains that leadership style shows the behavior of a leader in influencing and directing employees.Likewise, 

Boone, Kuntz, and Berston (2019) explain that leadership style is the way a leader uses power to influence 

others. 

Hypothesis: 

1. Job Satisfaction has an effect on performance. 
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2. Leadership Style has an effect on Performance. 

3. Job Satisfaction and Leadership Style Simultaneously Affect Performance 

 

Method 

Population, Sample and Sampling Technique  

This research was conducted at Bank X in the city of Bandung for all permanent employees totaling 100 

people.Due to limited time and funds, this population was sampled using the Slovin formula, as follows: 

 

n = 
𝑁

1+𝑁𝑒 2
 

 

Based on this formula, the number of samples is 80 employees.The sampling technique was carried out using a 

simple random sample (simple random sampling). Data collection techniques were carried out by means of 

questionnaires, interviews, and observations. 

 

Data analysis method  

 

To analyze the data in this study, multiple regression was used.Multiple regression is a linear regression model 

that has more than 1 independent variable.Multiple regression analysis is used to predict how far the influence 

of one or several independent variables (X) on the dependent variable (Y), where the general form of multiple 

linear regression can be explained through the following regression equation model: 

 

Y = a + b1X1 +b2X2 

Where: Y = dipendent variable (Performance), a = Constant b1 = Regression coefficient of independent variable 

1 (Job Satisfaction) b2 = Regression coefficient of independent variable 2 (Leadership Style) X1 = Independent 

variable 1 (Job Satisfaction) X2 = Independent variable 2 (Leadership Style).. 

 

Results and Discussion 

In testing the hypothesis using regression analysis to determine the effect of Job Satisfaction and Leadership 

Style on Performance either partially or simultaneously.The results of testing the hypothesis are shown in Table 

1. 

Tabel 1. Coefficient 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) -7.641 8.412  -.908 .367 

Leadership Style 1.994 .200 .752 9.957 .000 

2 

(Constant) -2.704 7.830  -.345 .731 

Leadership Style 1.468 .228 .554 6.424 .000 

Job Satisfaction .407 .105 .335 3.886 .000 

a. Dependent Variable: Performance 

 

Table 1 shows that the equation for multiple linear regression is Y = -2.704 + 0.407X1 + 1.468X2.This equation 

shows that the constant value is -2.704, meaning that if the performance is not influenced by the two variables, 

namely Job Satisfaction and Leadership Style, then the performance is -2.704.The coefficient of job satisfaction 

with a value of 0.407 indicates that job satisfaction has an effect on performance.Each increase in the Job 

Satisfaction variable by 1% will increase performance by 0.407 percent.Likewise, every increase in the 

Leadership Style variable, it will increase Performance by 1.468 percent. 

Table 2 shows that the variables of Job Satisfaction and Leadership Style are predictors of performance.This can 

be seen based on the calculated F value of 66,318 with a significance level of 0.000.Based on the value of sig 

0.05, this indicates that the regression model can be used to predict performance with a hypothesis. 

 

Tabel 2. ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 9539.817 1 9539.817 99.147 .000
b
 

Residual 7312.644 76 96.219   

Total 16852.462 77    

2 Regression 10765.227 2 5382.614 66.318 .000
c
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Residual 6087.234 75 81.163   

Total 16852.462 77    

a. Dependent Variable: Performance 

b. Predictors: (Constant), Leadership Style 

c. Predictors: (Constant), Leadership Style, Job Satisfaction 

 

In the following, partial hypothesis testing will be presented on the first and second hypotheses, and 

simultaneously on the third hypothesis.The first hypothesis, based on statistical results shows that Job 

Satisfaction has a sig.= 0.000 < 0.05.This means that job satisfaction has an effect on performance.Table 2 

shows that the coefficient obtained that the tcount for the Job Satisfaction variable is 3.886 which is greater than 

ttable of 1.994, this indicates that Job Satisfaction has a significant effect on performance. The higher the level 

of job satisfaction in a company will increase individual performance. The results of this study indicate how 

important it is to create high job satisfaction in the company. The high level of Job Satisfaction shows the 

comfort and pleasure of employees towards their work to achieve the goals set by Bank X. Job Satisfaction 

describes how employees feel comfortable and pleasant work on their work. Bangun (2018) defines that Job 

Satisfaction shows how every employee likes his job which can be seen from their loyalty to his job. Pleasant 

work is a characteristic that the employee's assessment of his work is good. This shows the high level of Job 

Satisfaction as an assessment of each worker. Job satisfaction is very important to note because it can be used as 

a generalization on employee attitudes towards work (Yukl, 2003). Every human being has a different attitude in 

assessing work which is reflected in a pleasant work experience and every expectation of the job (Bangun, 

2016). A pleasant job will provide job satisfaction which results in work plans through supervision related to 

work (Louis A. Allen, 1987). Thus, job satisfaction can be used as a measure of the function of values, 

perceptions, differences for workers in what they should receive (Noe, et all, 1997). 

The second hypothesis, shows that tcount of 9.957 is greater than ttable of 1.994, this indicates that the 

Leadership Style variable has an effect on performance.Leadership style is an important factor in influencing 

employees to be able to carry out their activities well (Bangun, 2019).Managers in carrying out their functions 

as leaders are expected to be able to manage the company by selecting and allocating all organizational 

resources properly (Bangun, 2021).One important factor, the appropriate leadership style will improve 

individual performance (Bangun, 2021).The employer really needs to build a suitability of the leadership style 

applied by the company, because it will determine performance. 

The third hypothesis, testing simultaneously between Job Satisfaction and Leadership Style on 

Performance.Based on the statistical results in Table 3, it is obtained that the R square value of 0.639 with a 

significant value of 0.00 is smaller than = 0.05 which indicates that Job Satisfaction and Leadership Style 

simultaneously have a significant effect on performance.This figure shows that Job Satisfaction and Leadership 

Style significantly affect the performance of 63.9 percent.There are other factors that affect the performance of 

36.1 percent.Therefore, it is necessary to conduct future research on what factors affect the performance of Bank 

X. 

Tabel 4.7. Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .752
a
 .566 .560 9.809 

2 .799
b
 .639 .629 9.009 

a. Predictors: (Constant), Leadership Style 

b. Predictors: (Constant), Leadership Style, Job Satisfaction 

 

Various studies place that performance is the dependent variable which is influenced by the independent 

variables.In this study, performance is influenced by job satisfaction and leadership style, which means that the 

relationship between the three variables is causal.Performance appraisal is a process carried out by an 

organization in assessing or evaluating the success of an organization in achieving its goals (Bangun, 2021).In 

accordance with this, every company needs to increase job satisfaction and suitability of leadership style, 

because these two variables are factors to improve performance. 

 

Conclusion  

Based on the results of the descriptive and explanatory analysis of this study, conclusions will be drawn.The 

descriptive results show that the level of Job Satisfaction at Bank X is high, this indicates that in general Bank X 

employees feel comfortable and enjoy working.The suitability of Bank X's Leadership Style is sufficient, this 

shows that in general that Bank X's Leadership Style is quite good and in accordance with current 

conditions.Similarly, in general, individual performance at Bank X is high. 
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For explanatory research, based on hypothesis testing, it is shown that H0 is rejected and H1 is accepted. This 

shows that there is a strong influence between Job Satisfaction and Leadership Style on Performance both 

partially and simultaneously. Partially, job satisfaction has a positive and significant effect on performance. This 

shows that the higher the level of job satisfaction will increase individual performance. Leadership Style has a 

positive and significant effect on performance, this shows that the more appropriate the leadership style will 

increase individual performance at Bank X. The results of this study indicate that simultaneously, Job 

Satisfaction and Leadership Style will simultaneously affect individual performance at Bank X. 

Based on the conclusions of this study, there are several suggestions, among others, on each variable. For the 

Job Satisfaction variable: as an indicator of this variable, there are still several indicators that need to be 

considered related to Job Satisfaction at Bank X. Some of these indicators include work that does not require a 

variety of knowledge and skills. This will cause work boredom, therefore it is necessary to do job rotation, job 

enrichment and job enlargement. A small number of employees do not understand their work well, this happens 

because the employee does not want to develop himself. For the Leadership Style variable, a small part of the 

application of the Leadership Style is authoritarian which causes saturation for employees. Therefore, the 

management of Bank X must be able to adapt to the situation of technological developments. 

 

Recommendations 

Berdasarkan hasil penelitian ini, perusahaan perlu memperhatikan karyawan yang memiliki kinerja 

rendah.Mereka perlu mendapatkan pengembangan, baik berupa peningkatan pendidikan maupun 

pelatihan.Pegawai Bank X di Bandung membutuhkan peningkatan kompensasi berupa bonus dan 

insentif.Demikian pula manajemen perusahaan perlu membuat aturan dan regulasi yang jelas terkait budaya 

perusahaan yang kuat untuk meningkatkan kinerja.  
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