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Abstract: This study aims to analyze the factors that influence employee performance, 

including: leadership, work motivation, work environment and job satisfaction. This study 

also wants to analyze the influence of leadership, work motivation, and organizational culture 

on job satisfaction and analyze how job satisfaction mediates the influence of leadership, 

work motivation and work environment on employee performance. The population in this 

study amounted to 130 permanent employees at PT TI. The sample used was 99 employees 

using the Slovin formula calculation. The sampling technique used was simple random 

sampling technique which was carried out randomly without regard to strata in the 

population. The research method used is quantitative with SEM-PLS. Based on the analysis 

in this study, the results show that: 1) Leadership has no significant effect on job satisfaction; 

2) Work motivation has a positive and significant effect on job satisfaction; 3) The work 

environment has no significant effect on job satisfaction; 4) Leadership has no significant 

effect on employee performance; 5) Work motivation has no significant effect on employee 

performance; 6) The work environment has a positive and significant effect on employee 

performance; 7) Job satisfaction has a positive and significant effect on employee 

performance; 8) Job satisfaction does not mediate the influence of leadership on employee 

performance; 9) Job satisfaction mediates the effect of work motivation on employee 

performance; 10) Job satisfaction does not mediate the influence of the work environment on 

employee performance. 

 

Keywords: Leadership, Work Motivation, Work Environment, Job Satisfaction, Employee 

Performance. 

 

 

INTRODUCTION 
In an organization, the supporting factors for success are not only large capital or 

technological advances, but also the human resources (HR) who work in it. Human resources 
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are the main key for the organization in carrying out all its activities in an effort to achieve its 

goals. According to (Jahri 2019). Companies need to manage and support the performance of 

their human resources (HR). Good performance output from each employee will be able to 

achieve the set goals effectively and efficiently. Performance as a result of work achieved by 

a person or group of people in an organization, in accordance with their respective authorities 

and responsibilities to achieve the goals of the organization concerned legally, not violating 

the law and in accordance with applicable morals and ethics. The author interviewed PT TI's 

Human Resource Manager who has worked for 6 years, the results of the interview revealed 

that there were problems with employee performance, where from the results of performance 

appraisals from 2019-2021 not a single year has reached the performance appraisal targets set 

by the company.  

Based on employee performance appraisal data, it is known that the performance of 

employees at PT TI has not met the set targets. This shows that the achievement of the 

satisfaction index is not yet optimal as a reflection of employee performance that is not 

optimal. Therefore, a qualified workforce is an absolute necessity for companies in achieving 

maximum service to customers. Thus it is necessary to evaluate the factors that influence 

employee performance in order to achieve company goals. 

There are several factors that can affect employee performance, including leadership, 

work environment, work motivation, education and training. leadership , work environment 

and work motivation have an important role for companies to improve employee 

performance. Leadership has a major influence on employee performance because leaders 

must be able to nurture and motivate employees to be able to achieve company goals. 

Researchers in recent years have identified various variables that can affect employee 

performance . These variables include leadership (Kurniawaty & Hamid, 2020) , work 

motivation (Wijaya, Sapta, Agung, & Sudja, 2019) , work environment (Siddiqi & Tangem, 

2018), job satisfaction  (Apriyanti, 2020) , organizational culture ( Maduningtias et al. , 20 22 

) , organizational climate ( Aqsariyanti et al. , 201 9 ) , workload ( Hermawan, 20 21 ) , and 

work stress (Kurniawan et al. , 202 2 ) . Based on these variables, a pre-survey was 

conducted to obtain the four variables that most influence employee performance behavior . 

The results of the pre- survey showed that the variables of leadership, work motivation  , 

work environment , and job satisfaction were mostly chosen by the respondents. 

This research will then analyze the influence of leadership , work motivation , and work 

environment on employee performance with job satisfaction as a mediating variable at PT TI 

. This study is expected to enrich knowledge and provide input for corrective actions on HR 

management strategies, especially related to efforts to improve employee performance PT TI 

through leadership, work motivation , work environment , and job satisfaction. 

 

LITERATURE REVIEW 

Employee performance 

Afandi ( 2018) Performance is the result of work that can be achieved by a person or 

group of people in a company in accordance with their respective authorities and 

responsibilities in an effort to achieve organizational goals illegally, not violating the law and 

not contradicting morals and ethics . Robbins (2016 ) classifies employee performance in five 

indicators , namely (1) Quality of Work , Quality of work of employees can be measured 

from employees' perceptions of the quality of work produced and the perfection of tasks on 

the skills and abilities of employees ; (2) Quantity , which is the amount produced expressed 

in terms of the number of units, the number of completed activity cycles; (3) Timeliness , is 

the level of activity completed at the stated time, seen from the point of coordination with 

output results and maximizing the time available for other activities; (4) Effectiveness, is the 

level of use of organizational resources (labor, money, technology and raw materials) is 

maximized with the intention of increasing the results of each unit in the use of resources ; 
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(5) Independence , is the level of someone who will be able to carry out their work functions 

without receiving assistance, guidance from or supervisors . 

 

Leadership 

Hasibuan (2016) says that a leader is someone who uses his leadership authority to 

direct other people and is responsible for that person's work in achieving a goal. Therefore we 

need a leader who is able to provide direction in order to achieve company goals that have 

been set. 

Hasibuan (2013) classifies leadership into eight indicators, namely (1) Analytical 

ability, namely the leader is able to analyze in determining the steps to achieve goals; (2) 

Exemplary, that is, the leader should be able to set an example or role model with simplicity 

for employees so that they are not too extravagant; (3) Rationality and objectivity, namely the 

leader in setting goals must be rational and in evaluating his subordinates to be objective; (4) 

Work instructions, namely the leadership in compiling steps in the process of achieving goals 

must be programmed, structured and conceptualized; (5) The ability to hear suggestions, a 

democratic leader must be willing to listen to his subordinates to avoid being authoritarian; 

(6) Communication skills, namely having good communication skills in delivering orders to 

employees; (7) Division of tasks, namely leaders must be able to adapt to their environment 

in order to be able to create a conducive work environment in the division of tasks; (8) 

Firmness in acting, namely the leader in making decisions must be firm without compromise 

so that his subordinates respect him. 

Hypothesis 1 : Leadership has a positive and significant effect on employee performance 

 

Work motivation 

(Hasibuan M. , 2017), work motivation is the provision of a driving force that creates 

enthusiasm for employee work so that they are able to work together, work effectively, and 

have integrity with all their efforts. 

 Sedarmayanti (2015)  reveals work motivation has five indicators , namely: (1) Salary 

(salary) , is an important factor to meet the needs of oneself and his family. Salary, in 

addition to functioning to meet the basic needs of each employee, is also intended to be a 

driving force for employees to be able to work with enthusiasm; (2) Supervision , the main 

responsibility of a supervisor is to achieve the best possible results by coordinating work 

systems in their work units effectively; (3) Work relations . To be able to carry out work 

properly, it must be supported by a working atmosphere or harmonious work relations, 

namely the creation of close, family-friendly and mutually supportive relationships, both 

between fellow employees and between employees and superiors; ( 4 ) Recognition or award 

, someone who gets recognition or award will be able to increase their morale (recognition); ( 

5 ) success (achievement) , The need for achievement is usually associated with a positive 

attitude and the courage to take calculated risks to achieve predetermined goals. This is 

supported by previous research which shows that increasing work motivation will improve 

employee performance ( Meita Pragiwani et al. , 2020) . 

Hypothesis 2: work motivation has a positive and significant effect on employee performance 

 

Work environment 

Hasibuan & Bahri ( 2018) revealed that the work environment has the meaning of all 

work facilities and infrastructure around employees who are doing work that can affect the 

implementation of work including the workplace, facilities, cleanliness, lighting, calm, 

including working relationships between people. -the people in that place. 

Sedarmayanti (2015 ) revealed that the work environment has seven indicators, namely: 

(1) Lighting is enough light that enters the workspace of each employee. With sufficient 

lighting levels will create pleasant working conditions ; (2) Air temperature is how much 
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temperature is in an employee's work space. Room air temperature that is too hot or too cold 

will be a pleasant place to work ; (3) Noise , is the level of sensitivity of employees that 

affects the activities of workers ; ( 4 ) use of color , is the color selection of the room used for 

work; ( 5 ) The required space for movement , work position between one employee and 

another employee, also includes work aids such as: tables, chairs, cabinets, and so on; ( 6 ) 

Ability to work , is a condition that can make you feel safe and calm in doing work; ( 7 ) 

employee relations and other employees , The relationship between employees and other 

employees must be harmonious because to achieve agency goals it will be faster if there is 

togetherness in carrying out the tasks that are in charge. This is reinforced by previous 

research which shows that improving a good work environment will improve employee 

performance for the better too ( Ahmad et al. , 2022) . 

Hypothesis 3 : work environment has a positive and significant effect on employee 

performance 

 

Job satisfaction 

Sutrisno ( 2016) Job satisfaction is an employee's attitude towards work related to work 

situations, cooperation between employees, rewards received at work, and matters relating to 

physical and psychological factors . 

 Afandi ( 2018 ) revealed that there are five indicators of job satisfaction, namely (1) the 

work itself , the content of the work that is being carried out by a person has elements that are 

satisfying and appropriate; (2) Wages , the amount of payment received by an employee from 

the implementation of work and in accordance with the needs that are felt to be fair; (3) 

Promotion , a possibility that someone can develop through promotion; (4) Supervision , 

someone who also gives orders or instructions for work implementation; (5) Colleagues , 

interaction partners in the implementation of work. 

Job satisfaction is closely related to employee performance ( Sinambela , 201 9) . This 

is supported by previous research which shows that increasing employee job satisfaction will 

improve employee performance ( Wijaya , 20 18 ) . Good employee performance will be 

produced if the company can ensure that employees are satisfied with their jobs . 

Hypothesis 4 : Job satisfaction has a positive and significant effect on employee performance 

Based on various previous studies, an increase in job satisfaction can be influenced by 

an increase in leadership ( Purnama , 2019 ) , an increase in motivation ( Kirani & Bagia , 

2020 ) and work environment ( Sari , 2019 ) . 

Hypothesis 5 : Leadership has a positive and significant effect on job satisfaction 

Hypothesis 6 : work motivation has a positive and significant effect on job satisfaction 

Hypothesis 7 : work environment has a positive and significant effect on job satisfaction 

In addition, several studies have shown that job satisfaction mediates the influence of 

leadership on employee performance ) , job satisfaction mediates the effect of work 

motivation on employee performance ( Hanaf & Yohana 20 18 ) , job satisfaction mediates 

the influence of the work environment on employee performance ( Junita , 202 0 ) . 

Hypothesis 8 : Job satisfaction mediates the influence of leadership on employee 

performance . 

Hypothesis 9 : Job satisfaction mediates the effect of motivation on employee performance . 

Hypothesis 10 : Job satisfaction mediates the influence of the work environment on employee 

performance. 

 

Conceptual framework 

Based on the research background and theoretical studies above, the conceptual 

framework of this research can be described as follows: 
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Figure 1. Conceptual Framework 

 

METHODS  
This research is an explanatory research with a quantitative approach designed to 

investigate the effect of leadership l (X1), work motivation (X2), and work environment (X3) 

on employee performance (Y2) with job satisfaction (Y1) as a mediating variable . The 

research population was the inspection division at PT TI, which consisted of 130 employees, 

with a sample of 99 respondents . 

Data collection was carried out through a questionnaire instrument whose 

measurements were under the dimensions of each variable. The data obtained was then 

processed and analyzed using SEM-PLS (Structural Equation Modeling-Partial Least 

Square). Each hypothesis will be tested and analyzed through the SmartPLS application. 

 

RESULT AND DISCUSSION 

Respondent Profile 

Respondents in this study were 9 9 employees in the inspection division at PT TI. 

Respondents consisted of 81.8 % male and 18.2 % female, 23.2 % graduated from high 

school /equivalent , 1.0.1 % had a Diploma III education, and 66.7 % had a 

Bachelor/Diploma IV education. Based on age distribution, 26.3 % are 20-30 years old , 39.4 

% are 31-40 years old , 32.3 % are 41-50 years old and 2% are over 50 years old. Based on 

years of service , 65.7 % with 1-5 years of service, 30.3 % with 6-10 years of service, and 4% 

with more than 10 years of service. 

 

Measurement Model (Outer Model) 
 

Table 1 Summary of Outer Model Results 

Variable Loadin

g 

Factor 

AVE Cronba

ch's 

Alpha 

Composi

te 

Reliabilit

y 

Cross Loading 

X1 X2 X3 Y1 Y2 

Leadership 

(X1) 

KEP1 0.792 0.647 0.964 0967 0.792 0.15

8 

-

0.040 

0.217 - 0.066 
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KEP2 0.793    0.793 -

0.00

1 

-

0.198 

0.096 - 0.066 

KEP3 0.797    0.797 0.06

4 

-

0.265 

0.128 -0.071 

KEP4 0.823    0.823 0.15

5 

-

0.184 

0.159 -0.036 

KEP5 0.830    0.830 0.19

2 

-

0.116 

0.265 0.074 

KEP6 0.850    0.850 0.06

5 

-

0.118 

0.109 -0.009 

KEP7 0839    0839 0.13

9 

-

0.196 

0.109 -0.022 

 

KEP8 0.825    0.825 0.05

1 

-

0.133 

0.149 0.027 

KEP9 0.740    0.740 0.19

1 

-

0.292 

0.054 -0.148 

KEP1

0 

0.795    0.795 0.16

1 

-

0.332 

0.111 -0.160 

KEP1

1 

0.845    0.845 0.16

1 

-

0.164 

0.217 -0.001 

KEP1

2 

0849    0849 0.14

5 

-

0.267 

0.137 -0.137 

KEP1

3 

0.815    0.815 0.06

4 

-

0.112 

0.075 0.042 

KEP1

4 

0.748    0.748 0.03

6 

-

0.205 

0.049 -0.140 

KEP1

5 

0.729    0.729 0.03

6 

-

0.252 

0.059 -0.261 

KEP1

6 

0.783    0.783 0.05

2 

-

0.176 

0.043 -0.242 

Work 

motivation 

(X2) 

MK1 0.847 0.656 0.950 0.942 0.121 0.84

7 

-

0.037 

0.354 -0.048 

MK2 0.791    0.097 0.79

1 

-

0.019 

0.333 -0.053 

MK3 0.829    0.187 0.82

9 

-

0.064 

0.372 0.045 

MK4 0.793    0.072 0.79

3 

0.024 0.360 0.084 

MK5 0.750    -0.049 0.75

0 

-

0.049 

0.344 -0.060 

MK6 0.859    0.051 0.85

9 

-

0.008 

0.316 -0.025 

MK7 0.838    0.128 0.83

8 

-

0.082 

0.316 -0.045 

MK8 0.807    0.207 0.80

7 

-

0.145 

0.313 -0.133 

MK9 0.801    0.163 0.80

1 

-

0.153 

0.362 -0.130 

MK10 0.779    0.173 0.77

9 

-

0.175 

0.414 -0.141 

 

Work 

environment 

(X3) 

LK1 0.817 0.628 0.964 0.960 -0.122 -

0.04

9 

0.817 0.124 0.570 

LK2 0.807    -0.162 -

0.17

7 

0.807 -

0.067 

0.474 

LK3 0.799    -0.206 -

0.11

3 

0.799 0.017 0.524 

LK4 0.781    -0.206 - 0.781 - 0.535 
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0.19

6 

0.119 

LK5 0.790    -0.211 -

0.11

8 

0.790 0.033 0.550 

LK6 0.796    -0.136 0.02

4 

0.796 0.114 0.487 

LK7 0.738    -0.118 -

0.07

5 

0.738 -

0.012 

0.478 

LK8 0.778    -0.203 0.00

3 

0.778 0.156 0.500 

LK9 0.845    -0.149 -

0.04

1 

0.845 0.003 0.457 

LK10 0.836    -0.167 -

0,00

0 

0.836 0.147 0.654 

LK11 0.810    -0.185 -

0.03

1 

0.810 0.058 0.585 

LK12 0.796    -0.221 -

0.08

0 

0.796 0.055 0.512 

LK13 0.813    -0.221 -

0.07

5 

0.813 0.045 0.504 

LK14 0.773    -0.201 -

0.07

5 

0.773 -

0.024 

0.456 

LK15 0.706    -0.206 -

0.12

4 

0.706 0.017 0.406 

LK16 0.779    -0.305 -

0.08

0 

0.779 0.104 0.448 

Job 

satisfaction 

(Y1) 

KP1 0811 0.628 0.957 0.950 0.151 0.29

4 

0.087 0811 0.132 

KP2 0.873    0.213 0.37

6 

0.104 0.873 0.184 

KP3 0.882    0.190 0.36

8 

0.071 0.873 0.080 

KP4 0.799    0.086 0.31

7 

0.045 0.799 0.044 

KP5 0.735    0.124 0.30

9 

-

0.028 

0.735 0.149 

KP6 0.877    0.215 0.39

0 

0.001 0.877 0.107 

KP7 0.833    0.106 0.41

0 

0.054 0.833 

 

0.194 

 

KP8 0.808    0.158 0.47

0 

0.054 0.808 0.188 

KP9 0821    0.104 0.33

1 

-

0.018 

0821 0.108 

KP10 0.872    0.200 0.33

1 

-

0.020 

0.872 0.094 

Employee 

performance 

(Y2) 

KK1 0.862 0.628 0.946 0936 -0.065 0.02

9 

0.549 0.235 0.862 

KK2 0.735    -0.028 -

0.08

0 

0.489 0.037 0.735 
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KK3 0.793    0.014 -

0.05

8 

0.540 0.188 0.793 

KK4 0.873    -0.142 -

0.06

7 

0.596 0.048 0.873 

KK5 0.756    -0.002 -

0.13

0 

0.420 0.092 0.756 

KK6 0.812    0.006 0.06

1 

0.581 0.237 0.812 

KK7 0.838    -0.050 -

0.07

0 

0.562 0.116 0.838 

KK8 0.769    -0.140 -

0.15

2 

0.459 0.028 0.769 

KK9 0.810    -0.230 -

0.04

9 

0.522 0.173 0.810 

KK10 0.707    -0.116 -

0.05

6 

0.409 0.066 0.707 

. 
Table 2. Fornell-Larke r 

 Leadership Job 

satisfaction 

Employee 

performan

ce 

Work 

environme

nt 

Work 

motivation 

Leadership 0.804     

Job satisfaction 0.189 0.832    

Employee 

performance 

-0.092 0.160 0.797   

Work environment -0.243 0.056 0.650 0.792  

Work motivation 0.145 0.441 -0.065 -0.092 0.810 

 

In the cross-loading values shown in Table 1, the overall correlation value of constructs 

with indicators is higher than the other constructs. This means that each measurement item 

has a stronger correlation with the variable being measured. Therefore, it can be concluded 

that the latent construct of each variable is valid because it has fulfilled discriminant validity 

by cross-loading. , it is known that the AVE value of each variable has a value of > 0.50, so 

that the AVE value meets the convergent validity test standard y, the loading factor value for 

each indicator meets the requirements, namely ≥ 0.70 . 

The test results in table 2 above are the Fornell-Larcker value analysis for each 

variable. The AVE square root value of each variable is greater than the correlation between 

variables so that it meets the criteria of Fornell-Larcker . This shows that the variables 

studied have fulfilled discriminant validity . 

 

Structural Model ( Inner Model ) 

1. Evaluation of the Coefficient of Determination (R2) 
 

Table 3 . R-Square 

               R-square 

Job Satisfaction (Y1) 0.227 

Employee performance (Y2) 0.444 

 

From table 3 above it can be seen that the R Square ( R2) value of the Job 

Satisfaction construct (Y1) is 0.227. These results indicate that the ability of the 
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endogenous variable Job Satisfaction (Y1) to influence exogenous variables namely 

leadership (X1), work motivation (X2) and work environment (X3) by 22.7%, while the 

remaining 77.3% can be explained by explained by other exogenous variables. 

Meanwhile, the construct of Employee Performance (Y) can be explained by exogenous 

variables namely Leadership (X1), Work Motivation (X2) and Work Environment (X3) 

and Job Satisfaction (Y1) of 44.4%. While the remaining 55.6 % is explained by other 

exogenous variables. 

 

2. Predictive Relevance (Q-Square) 

Predictive relevance (Q2) for structural models measures how well the observed 

values are generated. Predictive Relevance ( Q2) for structural models measures how well 

the observed values are produced by the model and also the parameter estimates. Applies 

only to endogenous factor models. Predictive Relevance (Q2) is greater than 0, in the same 

way, a Predictive Relevance (Q2) with 0 or a negative value indicates the model is not 

relevant to the predictions of a given endogenous factor. 
 

Table 4. Predictive Relevance Value (Q2) 

 SSO SSE Q² (=1-SSE/SSO) 

Leadership (X1) 1584,000 1584.0000  

Work Motivation (X2) 990,000 990,000  

Work Environment (X3) 1584,000 1584,000  

Job Satisfaction (Y1) 990,000 846,483 0.145 

Employee Performance 

(Y2) 

990,000 721,323 0.271 

  

Predictive relevance calculations (Q2) in table 4.16 which shows the value of the 

Job Satisfaction variable (Y1) of 0.145 and the value of the Employee Performance 

variable (Y2) of 0.271. The value of these two variables is greater than 0 so it can be 

concluded that the model has a relevant predictive value. 

 

3. Hypothesis testing 

Hypothesis testing can be seen from the Path Coefficients value , namely the value 

of T-Statistics or P-Values after bootstrap SmartPLS application. The hypothesis is 

accepted if the P-Values<0.05 or T-Statistics >1.98 indicates that the path coefficient is 

significant (Hair et al ., 2017, 2019) . 
 

Table 5. Hypothesis Test Results 

Hypothes

is 
Influence 

ORIGI

NAL 

SAMP

LE 

T- 

statistic

s 

P- 

values 
Results 

H1 Leadership -> Job Satisfaction 0.160 0993 0.323 Rejected 

H2 Work motivation -> Job Satisfaction 0.430 3,961 0.000 Accepted 

H3 Work Environment -> Work Decisions 0.134 1,367 0.175 Rejected 

H4 Leadership -> Employee Performance 0.048 0.331 0.741 Rejected 

H5 Work Motivation -> Employee Performance -0.079 1047 0.298 Rejected 

H6 Work environment  -> Employee Performance 0.646 8,504 0.000 Accepted 

H7 Job Satisfaction -> Employee Performance 0.150 2.101 0.038 Accepted 

H8 Leadership -> Job Satisfaction -> Work Environment 0.024 0967 0.336 Rejected 

H9 Work Motivation -> Job Satisfaction -> Work 

Environment 

0.064 2089 0.039 Accepted 

H10 Work Environment -> Job Satisfaction -> Employee 

Performance 

0.020 1,396 0.166 Rejected 
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Figure 2. Path Coefficient 

 

Discussion 

H1 was rejected with test results showing an original sample value of 0.160 , a T-

Statistics of 0.9 93 , and a P-Values of 0.323 . It is known that leadership has no effect on job 

satisfaction , this shows that any increase in leadership will not increase job satisfaction . This 

result is in line with previous research by Purnama (20 19 ) showing no leadership influential 

significant on job satisfaction employee  

H2 was received with the test results showing the original sample value of 0.430 , T-

Statistics 3.961 , and P-Values 0.000 . It is known that work motivation has a positive and 

significant effect on job satisfaction , this shows that any increase in work motivation 

optimally increases employee job satisfaction . These results are in line with the research by 

Kirani and Bagia (2020) , which revealed the effect of work motivation to employee job 

satisfaction . 

H3 was rejected with the test results showing the original sample value of 0.134 , T-

Statistics 1.367 , and P- Values 0.175 . It is known that the work environment has no effect 

on job satisfaction , this shows that any increase in the work environment does not optimally 

increase job satisfaction . This result is in line with the opinion of Sari (2019) which states 

that the Work Environment has no positive and insignificant effect on Satisfaction Employee 

work . 

H4 was rejected with test results showing the original sample value was 0.048 , T-

Statistics 0.331 , and P-Values 0.741 . It is known that leadership has no effect on employee 

performance , which shows that each leadership increase will improve employee performance 

. This result is in line with Nugroho's research (2018) which states that leadership has no 

positive and insignificant effect on employee performance . 

H5 was rejected with the test results showing the original sample value - 0.079 , T-

Statistics 1.047 , and P-Values 0.298 . It is known that work motivation has no effect on 

employee performance , which indicates that any increase in work motivation is not optimal 

will improve employee performance . These results are in line with Pragiwani 's research , 

et.al (2020) which states that the work environment has no positive and insignificant 

influence on employee work discipline. 

H6 is accepted with the test results showing the original sample value of 0.646 , T-

Statistics 8.504 , and P-Values 0.0 00 . It is known that the work environment has a positive 

and significant effect on employee performance , which indicates that each work environment 

increase will improve employee performance . These results are in line with Ahmad's 
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research , et.al (2022) , which states that the work environment has a positive and significant 

effect on performance employees . 

H7 is accepted with the test results showing the original sample value of 0.15 0 , T-

Statistics 2.101 , and P-Values 0.0 3 8 . This shows that job satisfaction has a positive and 

significant effect on employee performance , which indicates that each increase in job 

satisfaction will improve employee performance . These results are in line with research from 

Wijaya (2018) which states Satisfaction Work has a positive and significant effect on 

performance employees . _ 

H8 was rejected with test results showing the original sample value was 0.024 , T - 

Statistics 0.967 , and P-Values 0.336 . This shows that job satisfaction mediates the influence 

of leadership on employee performance . This result is in line with Saputra's research et al 

(2021) which state that Job Satisfaction does not mediate the influence of Leadership on 

Employee Performance. positive and significant impact on employee work discipline 

mediated by work motivation. 

H9 was accepted with test results showing the original sample value was 0.064 , T-

Statistics 2.089 , and P-Values 0.03 9 . This shows that job satisfaction mediates the influence 

of work motivation on employee performance . These results are in line with research 

conducted by Hanaf and Yohana (2018 ) which states that there is a positive and significant 

effect of Work Motivation on Employee Performance which is mediated by Satisfaction 

work. 

H10 was rejected with the test results showing the original sample value of 0.020 , T -

Statistics 1.396 , and P- Values 0.166 . This shows that job satisfaction mediates the influence 

of the work environment on employee performance . These results are in line with Junita's 

research (20 20 ) which states that the work environment has no positive and insignificant 

effect on employee performance . 

 

CONCLUSION  
This research concludes as follows: no significant effect on job satisfaction . Work 

motivation has a significant effect on job satisfaction . Work environment has no significant 

effect on job satisfaction. Leadership has no significant effect on employee performance. 

Work motivation has no significant effect on Employee Performance . Work Environment 

has a significant effect on Employee Performance . Job satisfaction has a significant effect on 

employee performance. Job satisfaction has no significant mediating effect on leadership on 

employee performance. Job satisfaction has a significant mediating effect Work motivation 

on employee performance . Job satisfaction has no significant mediating effect on the Ape 

Environment on employee performance.  

This research has several limitations. First, it is suggested to add new variables or 

replace other variables outside the independent variables examined in this study. Using a 

wider sample so that research can be generalized. 

The sample only includes employees in the inspection division, one of the divisional 

units under the operations department , and does not consider other divisional units. Second, 

this study only analyzes leadership, work motivation, work environment, and job satisfaction 

as mediating variables for employee performance . In this regard, further research can be 

carried out in other divisional units so that the scope is wider. Future studies also need to 

consider using other variables that affect employee performance, such as organizational 

culture, competence, workload , and so on. 
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