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Abstract 
 
The purpose of this research is to examine the influence of leadership style and work 
environment on job satisfaction with a positive and significant impact, both partially and 
simultaneously, at the Human Resources Development and Personnel Agency of South 
Tangerang City. This study utilizes a quantitative research method with an associative 
approach. Both primary and secondary data sources were used. Data collection was 
conducted through questionnaires using a Likert scale method. The population consists of 
47 individuals, employing a saturated sampling technique. Testing included instrument 
tests (validity and reliability tests), classical assumption tests (normality, heteroscedasticity, 
and multicollinearity tests), and employed multiple regression and the coefficient of 
determination (R²). Statistical tests included partial testing or t-test and simultaneous 
testing or F-test. Data processing was conducted using SPSS version 25. The results of 
this research indicate that leadership style does not significantly affect job satisfaction, 
while the work environment has a positive and significant effect on job satisfaction. 
Moreover, there is a combined influence of leadership style and work environment on job 
satisfaction. 
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——————————◆—————————— 
 

A. INTRODUCTION 

The current state of the business world is filled with increasing competition, 

where Human Resources (HR) play a critical role in an organization's success. Despite 

numerous technological elements that may replace certain tasks, Human Resources 

remain the most crucial and irreplaceable factor in supporting an organization’s 

growth and development, even in governmental institutions. According to  

Sedarmayanti (2017:3) human resources are the most valuable assets of a company, as 

the success of a company is determined by its workforce. This stems from their 

contribution as the primary drivers of company operations, maintaining 

sustainability, and achieving predetermined objectives. Given that competent and 

sufficient HR significantly contributes to the company where they work, they must be 

managed optimally, with job satisfaction prioritized through Human Resource 

Management (HRM). 

The Personnel and Human Resource Development Agency (BKPSDM) of South 

Tangerang City is a government body that plays an essential role in managing human 

resources within the governmental sector. Its responsibilities include recruitment, 

selection, training and development, management, and improvement of the quality of 
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human resources among local government employees. This agency oversees the 

administration and management of civil servants (PNS) to ensure effectiveness and 

efficiency in supporting the city government’s optimal performance. 

In fulfilling its duties, BKPSDM must also ensure the job satisfaction of its 

employees, as their contributions determine the smooth operation of bureaucratic 

processes. Additionally, employee job satisfaction serves as a metric for employees' 

perceptions of their work. High job satisfaction generally leads to more enthusiastic, 

loyal, and productive employees. Conversely, low job satisfaction can result in issues 

such as decreased motivation and increased employee turnover. Therefore, job 

satisfaction refers to the extent to which an employee evaluates the reality of their 

work. It encompasses various aspects such as remuneration, work environment, 

relationships with colleagues and superiors, and opportunities for self-development.  

According to Nilsson (2024:53) “Dissatisfaction with the mental work 

environment has been described to con-tribute to work-related issues and ill-health. 

Furthermore, a stressful work situation is an underlying cause for many accidents”. 

Poor and stressful work environments lead to stress and decreased job satisfaction. 

Hence, it is essential to understand the factors that can influence job satisfaction. 

Employee job satisfaction is often affected by how they are treated by superiors and 

peers, as well as the work environment they encounter in performing their tasks. This 

finding is supported by previous research conducted by (Fajriyah and Iwan Prasetya 

2015) which showed that leadership style and work environment positively and 

significantly influence employee job satisfaction simultaneously.  

Leadership style is an essential factor that shapes individual job satisfaction 

within an organization. According to research conducted by (Waworundeng, Areros, 

and Rumawas 2021) leadership style positively and significantly affects job 

satisfaction. Conversely, research by (Purnama, Nyoto, and Komara 2019) shows 

different results, indicating that job satisfaction is not influenced by leadership style. 

Leadership style is a behavioral design created to align the company's goals with a 

leader’s skills and attitudes in managing the company to achieve established 

objectives. It also motivates employees to work together harmoniously and contribute 

optimally to achieving organizational goals.  

According to Malkan in research by (Basir et al. 2023) one of the causes of the 

decrease in work performance and satisfaction is a consequence of a leadership style 

problem that is not adequately updated in an organization. When a leader can create 

an appropriate, effective, and suitable leadership style, employee job satisfaction will 

significantly increase. Employee confidence and productivity will rise, and they will 

contribute maximally to achieving organizational goals, as employees feel valued, 

supported, and empowered by their leader. 

  The work environment is another factor believed to influence employee 

satisfaction. Similar to the research conducted by (Rulianti and Nurpribadi 2023) 

which shows that the work environment positively and significantly affects employee 

satisfaction. Nitisemito (2019) states that the work environment encompasses 

everything surrounding employees that can influence their performance in carrying 
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out their tasks and responsibilities according to their job descriptions. This is vital in 

creating a good, conducive, and comfortable work environment. A positive work 

environment provides a sense of safety and comfort for employees, motivating them 

to carry out their tasks. Conversely, a poor work environment, such as a lack of 

harmonious relationships between coworkers or between leaders and subordinates, 

can reduce morale and decrease employee satisfaction. A supportive work 

environment, including harmonious working relationships, a comfortable 

atmosphere, and adequate facilities, tends to foster a positive work environment that 

ultimately enhances employee motivation and satisfaction. 

When an employee is motivated, they strive to deliver their best by utilizing 

their abilities to complete tasks effectively. Therefore, a good and supportive work 

environment also influences employee productivity. Factors such as physical comfort, 

social support among employees, and adequate work facilities also affect the job 

satisfaction of employees at the Personnel and Human Resource Development 

Agency. A poor work environment, on the other hand, can hinder the organization 

from achieving its goals. Thus, a good work environment can positively impact 

employee job satisfaction. 

This study aims to examine the influence of leadership style and work 

environment on employee job satisfaction at the Personnel and Human Resources 

Development Agency of South Tangerang City. 

 

B. LITERATURE REVIEW 

1. Job Satisfaction 

Job satisfaction is the sense of fulfillment employees feel regarding the 

outcomes of their work. It occurs when they evaluate various aspects of their job and 

find that the results meet or even exceed their expectations. According to Robbins and 

Judge in research by (Muhammad Ardia Widyatama, Heru Meireza 2021) assume 

that job satisfaction is a positive assessment of employees about their work, where the 

assessment comes from evaluating the characteristics of the job. Handoko (2016) 

defines job satisfaction as the emotional condition of happiness or unhappiness 

experienced by employees when viewing the tasks they perform. Meanwhile, 

Robbins, as cited in book (Busro, 2020:101) describes job satisfaction as a general 

attitude toward one’s job, highlighting the gap between the amount of reward an 

employee receives and the amount they believe they should receive.  

Job satisfaction significantly impacts various aspects of company operations, 

such as team performance, retention rates, and employee loyalty. Therefore, it is 

essential to understand the factors that can influence employee job satisfaction. 

According to Herzberg in book (Busro, 2020: 110-111) there are four main factors that 

affect employee job satisfaction: 

a. Psychological Factors, related to the employee’s psychology, including aspects 

such as: Interest; comfort in working; attitude toward work; and skill aptitude. 
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b. Social Factors, related to social interaction, including interaction aspects such 

as: Interactions with colleagues; interactions with superiors; and interactions 

with employees in different roles. 

c. Physical Factors, related to the physical conditions of the work environment 

and employees’ physical health, including aspects such as: Types of work; 

scheduling and break times; work equipment; conditions of the workspace, 

lighting, air circulation; and employee health, age, and other related factors. 

d. Financial Factors, related to employee security and well-being, including 

aspects such as: Salary system and amount; social security; benefits/facilities 

provided; promotions, and other related aspects. 

According to  Robbins (2014:50) the dimensions and indicators of job 

satisfaction include:  

a. The Work Itself, with indicators such as: Tasks that match an employee's 

abilities and work that is mentally challenging. 

b. Salary or Wages, with indicators such as: The number of salary/wages and the 

promptness of salary payment. 

c. Promotion, with indicators such as: Opportunities for advancement and the 

system for promotion. 

d. Supervision, with indicators such as: The supervision provided by 

management and the methods of supervision chosen by management. 

e. Co-workers, with indicators such as: Satisfaction in relationships with 

colleagues and satisfaction in relationships with supervisors. 

 

2. Leadership Style 

How a leader performs their role to achieve previously planned objectives is 

referred to as leadership style. This involves how supervisors encourage and guide 

their subordinates to carry out tasks that support the attainment of those goals. 

According to Sutrisno (2017) leadership style is the ability of an individual to motivate 

others by leading, influencing, and directing them to perform tasks to achieve the 

desired performance outcomes. Utari and Hadi, in their research (Hendrik, 2023) 

explain that leadership style is how leaders motivate and guide their subordinates in 

a directed manner to achieve goals. According to Lussier in the research by 

(Golmoradi and Ardabili 2016) leadership style is a combination of characteristics, 

skills, and behaviors that managers utilize to interact with their employees. 

An effective leadership style is not just about commanding and directing a 

team, but also about building strong relationships and supporting the development of 

individuals as well as the organization as a whole. Factors relevant to leadership style, 

according to Setiawan dan Muhith (2013:31) include: 

a. Personality 

b. Expectations and behaviors of superiors 

c. Characteristics, expectations, and behaviors of subordinates, which influence 

leadership style 

d. Task requirements 
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e. Organizational climate and policies, which affect the expectations and 

behaviors of subordinates 

f. Expectations and behaviors of peers 

The dimensions and indicators of leadership style, according to Busro 

(2018:251) in the research by (Imelda, Imanuel Tarigan, and Syawaluddin 2021) are as 

follows:  

a. Initiating Structure, with indicators such as: organizing work, work 

relationships, and objectives. 

b. Consideration, with indicators such as: mutual trust, valuing subordinates' 

ideas, being attentive to feelings, and high level of concern. 

 

3. Work Environment 

The key to achieving the success of an organization lies in a conducive work 

environment. By ensuring and maintaining a healthy and pleasant work environment, 

organizations can enhance employee loyalty and job satisfaction while reducing stress 

levels and employee turnover. Suparyadi (2015) states that the work environment 

consists of what surrounds employees within their work scope, which can motivate 

them to carry out all their assigned tasks. According to (Mangkunegara 2017), the 

work environment encompasses all the tools, equipment, and materials encountered 

daily, the surrounding environment at the workplace, the methods of work, and the 

management of work, both individually and in groups. According to Munro and 

Hope in the research by (Hu et al. 2024) work environment refers to the geographical 

and social context in which an individual engages in work, including physical 

conditions of the workplace, organizational culture, interpersonal relationships, and 

job requirements. 

The factors of the work environment encompass all aspects surrounding 

employees that can affect them physically and mentally in carrying out their tasks. 

According to Sedarmayanti (2017) in the research by (Pusparani 2021) the factors 

influencing the work environment include: Lighting or illumination, Temperature, 

Humidity, Air circulation, Decoration, Music, Workplace safety. 

According to Sedarmayanti (2017:45) the dimensions and indicators of the 

work environment are:  

a. Physical work environment, with indicators: lighting, workspace circulation, 

room layout, decoration, noise, and facilities. 

b. Non-physical work environment, with indicators: relationship with leadership, 

and relationship among coworkers.  

 

4. Hypothesis 

According to Sugiyono (2017:63) a hypothesis is a provisional answer to the 

formulation of the research problem. The term "provisional" here means that the 

answer is still based only on theory that has relevance, not yet based on empirical facts 

obtained from data collection results. The hypotheses to be tested for their validity in 

this research are as follows:  
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H1: There is an influence of leadership style on employee job satisfaction; 

H2: There is an influence of the work environment on employee job satisfaction; 

H3: There is a simultaneous influence of leadership style and work environment on 

employee job satisfaction. 

 

C. METHOD 

1. Research Design 

According to Sugiyono's explanation (2017:8), quantitative research is a 

research method based on the philosophy of positivism, used to study specific 

populations and samples. Data is collected using research instruments, and data 

analysis is quantitative/statistical, aimed at testing predetermined hypotheses. This 

research utilizes a quantitative method with an associative approach. 

The quantitative method was chosen because it can yield statistically 

measurable data, such as numbers and quantitative information. This associative 

approach aims to determine the relationship between several variables under study. 

In this research context, there are three main variables being analyzed: the 

independent variables (leadership style and work environment) and the dependent 

variable (job satisfaction). 

 

2. Data Sources, Research Location, and Time 

Sugiyono (2017:137) describes primary data sources as data obtained directly 

by researchers through distributing questionnaires to employees who serve as 

respondents, whereas secondary data sources include data from journals, company 

data, and books. 

This research uses two data sources: primary and secondary data. Primary data 

is collected through questionnaires as the main research instrument. The 

questionnaire is designed using a Likert scale for assessment measurement, where 

respondents are asked to provide their responses on a scale ranging from strongly 

disagree to strongly agree. 

The research location is the Civil Service and Human Resource Development 

Agency (BKPSDM) of South Tangerang City, located at Jl. Adi Sengkong No. 50, Serua, 

Ciputat District, South Tangerang City, Banten 15414. The research is scheduled to 

take place from September 2024 to October 2024. This duration is selected to ensure 

that the data collected covers a sufficient period for conducting comprehensive and 

valid analysis. 

 

3. Population and Sample 

Population is the generalization area consisting of objects/subjects with certain 

qualities and characteristics set by the researcher to be studied and concluded 

(Sugiyono, 2017:80). The population in this research consists of all employees of 

BKPSDM South Tangerang City, totaling 47 people. Sugiyono (2017:81) defines sample 

as part of the quantity and characteristics possessed by the population. By involving 
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the entire population as the sample, the data obtained is expected to provide accurate 

and reliable representation of the relationship between variables. The sample in this 

research includes the entire population using a saturated sample technique. 

 

4. Data Collection Methods 

Based on the technique, according to Sugiyono (2017:224), "data collection is 

the most strategic step in research, as the main objective of data collection is to obtain 

valid, accurate, and reliable data, so that the conclusions in this research are 

undoubtedly accurate." Data is collected by the researcher through questionnaires 

containing a series of statements or options that respondents must answer or select to 

gather truthful data. This facilitates data analysis, as all answers are structured 

according to predetermined categories.  

 

5. Data Analysis Method 

The data analysis to be conducted includes data instrument testing (validity 

and reliability tests), classical assumption testing (normality test, heteroscedasticity 

test, and multicollinearity test). It also employs Multiple Regression Method and 

Determination Coefficient (R²), along with hypothesis testing which includes partial 

testing (t-test) and simultaneous testing (F-test). Data analysis and processing will be 

carried out with the assistance of SPSS 25.  

 

D. RESULTS AND DISCUSSION 

1. Data Instrument Testing 

a. Validity Test  

Validity testing 
Variable Item Calculated r 

Value 

(r_hitung) 

Table r 

Value 

(r_tabel) 

Description 

Leadership Style 

(X1) 

GK 1 0,523 0,288 Valid 

GK 2 0,571 0,288 Valid 

GK 3 0,518 0,288 Valid 

GK 4 0,541 0,288 Valid 

GK 5 0,547 0,288 Valid 

GK 6 0,543 0,288 Valid 

GK 7 0,655 0,288 Valid 

Work 

Environment 

(X2) 

LK 1 0,428 0,288 Valid 

LK 2 0,713 0,288 Valid 

LK 3 0,529 0,288 Valid 

LK 4 0,580 0,288 Valid 

LK 5 0,505 0,288 Valid 

LK 6 0,434 0,288 Valid 

LK 7 0,723 0,288 Valid 

LK 8 0,594 0,288 Valid 

Job Satisfaction 

(Y) 

KK 1 0,623 0,288 Valid 

KK 2 0,558 0,288 Valid 
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KK 3 0,440 0,288 Valid 

KK 4 0,502 0,288 Valid 

KK 5 0,442 0,288 Valid 

KK 6 0,490 0,288 Valid 

KK 7 0,496 0,288 Valid 

KK 8 0,606 0,288 Valid 

KK 9 0,539 0,288 Valid 

KK10 0,732 0,288 Valid 

Source: Data Processed Using SPSS 25 

The validity test results above show that all statements in the variables 

Leadership Style (X1), Work Environment (X2), and Job Satisfaction (Y) are declared 

valid. This is evident as the calculated r-value are greater than the table r-value of 

0.288. 

b. Reliability Test 

Reliability testing 

Variable Cronbach’s Alpha Description 

Job Satisfaction 0.725 Reliable 

Leadership Style 0.621 Reliable 

Work Environment 0.692 Reliable 

Source: Data Processed Using SPSS 25 

The reliability test results above indicate that all variables have a Cronbach's 

Alpha value > 0.600. Therefore, it is concluded that the results meet the reliability test 

criteria or are acceptable. 

 

2. Classical Assumption Testing 

a. Normality Test 

Normality Test 

 
Source: Data Processed Using SPSS 25 

http://ijsoc.goacademica.com/


International Journal of Science and Society, Volume 6, Issue 4, 2024 

IJSOC © 2024 
http://ijsoc.goacademica.com 

  336 

 
Source: Data Processed Using SPSS 25 

Based on the explanation of the histogram graph, it can be stated that the graph 

has a distribution pattern that approaches normality. Meanwhile, in the scatterplot 

above, it is observed that the points are close to the diagonal line. If the residual data 

distribution is normal, then the line representing the actual data follows the diagonal 

line. Therefore, it can be concluded that the model is fit and it can be stated that the 

residual data distribution is normal. 

b. Heteroscedasticity Test  

Heteroscedasticity Test 

 
Source: Data Processed Using SPSS 25 

From the results of the Heteroscedasticity Test, it can be observed that the 

points are dispersed and do not cluster in one area, nor do they form a clear specific 

pattern. Therefore, the above image can be interpreted as indicating that 

heteroscedasticity is not present. 
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c. Multicollinearity Test  

Multicollinearity Test 

 
Source: Data Processed Using SPSS 25 

From the calculation of the multicollinearity test, it can be seen that the 

tolerance values for leadership style (X1) and work environment (X2) are both equal 

at 0.886 > 0.10. Additionally, the VIF values for both variables are also 1.129 < 10.00. 

This indicates that there is no multicollinearity present in the model. 

 

3. Data Analysis Method 

a. Multiple Regression Analysis 

Multiple Regression Analysis 

 
Source: Data Processed Using SPSS 25 

From the calculations conducted using the multiple regression analysis 

method, the following equation is obtained: 
𝑌 = 11,586 + 0,230𝑋1 + 0,722𝑋2 

1) The constant coefficient value of 11.586 indicates that if the Leadership Style 

and Work Environment variables are both valued at 0, the Job Satisfaction value 

will remain constant at 11.586. 

2) Meanwhile, the regression coefficient for the Leadership Style variable (X1) is 

0.230, which means that if the Leadership Style variable increases by 1 unit, it 

will increase the Job Satisfaction variable (Y) by 0.230, while keeping other 

independent variable values constant. 

3) If the regression coefficient for the Work Environment variable (X2) is 0.722, 

this means that if the Work Environment variable increases by 1 unit, it will 

increase the Job Satisfaction variable by 0.722, while keeping the values of other 

independent variables constant. 

b. Coefficient of Determination (r²) 
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Coefficient of Determination 

 
Source: Data Processed Using SPSS 25 

From the calculations, it is evident that the coefficient of determination (R 

square) has a value of 0.493. This indicates that 49.3% of the variation in Job 

Satisfaction is explained by the Leadership Style and Work Environment variables. 

The remaining 50.7% (100% - 49.3%) is attributed to other variables that are not 

discussed in this study. 

c. Hypothesis Testing  

1) t-Test 

 
Source: Data Processed Using SPSS 25 

a) The t-test results show that the Leadership Style variable has a calculated t-

value of 1.528 < 2.015 (table t-value), while the significance value is 0.134 > 

0.05. Therefore, it can be interpreted that H1 is rejected and H0 is accepted. 

Thus, it can be concluded that Leadership Style has no significant effect on 

Job Satisfaction in a partial manner. 

b) In the t-test results, the Work Environment variable has a calculated t-value 

of 5.476 > 2.015 (table t-value), while the significance value is 0.000 < 0.05. 

With these results, it can be interpreted that H1 is accepted and H0 is 

rejected. Therefore, it can be concluded that there is a positive and 

significant effect of the Work Environment on Job Satisfaction in a partial 

manner. 

2) F-Test 
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Source: Data Processed Using SPSS 25 

After conducting the F-test, it shows that the calculated F-value is 21.432 > 3.21 

(table F-value). The significance value is 0.000 < 0.05. Based on these calculations, it 

can be stated that the Leadership Style variable (X1) and Work Environment variable 

(X2) have a positive and significant simultaneous effect on the Job Satisfaction variable 

(Y). 

 

The Influence of Leadership Style on Employee Job Satisfaction 

From the test results on the influence of leadership style on employee job 

satisfaction, the t-test for the leadership style variable shows a calculated t-value of 

1.528 < 2.015 (table t-value), and a significance value of 0.134 > 0.05. This indicates that 

H1 is rejected and H0 is accepted. Thus, it can be stated that the leadership style 

variable does not have a significant effect on job satisfaction in a partial manner. This 

is consistent with the previous research conducted by Rini et al. (2023), which explains 

that leadership style does not have a significant influence on job satisfaction.  

 

The Influence of Work Environment on Employee Job Satisfaction 

The test results for the work environment variable on employee job satisfaction, 

using the t-test, show that the work environment variable has a calculated t-value of 

5.476 > 2.015 (table t-value), with a significance value of 0.000 < 0.05. This calculation 

indicates that H1 is accepted and H0 is rejected. Therefore, it can be concluded that 

the work environment variable has a positive and significant effect on job satisfaction 

in a partial manner. Research conducted by Ade Irma and Yusuf (2020) at the 

Cooperatives and MSMEs Office of Bima Regency, which states that there is a 

significant influence of the work environment on employee job satisfaction, supports 

the findings of this study.  

 

The Simultaneous Influence of Leadership Style and Work Environment on 

Employee Job Satisfaction 

Based on the tests conducted, both the leadership style and work environment 

variables have a positive and significant effect on employee job satisfaction. The 

results of the F-test show a calculated F-value of 21.432 > 3.21 (table F-value), and the 

significance value is 0.000 < 0.05. From these results, it can be explained that job 

satisfaction is positively and significantly influenced by both leadership style and 

work environment simultaneously. This aligns with the research conducted by 

Sandika et al. (2023) at a leasing company in Bandar Lampung, which states that 

leadership style and work environment together have a positive and significant 

influence on job satisfaction. 

 

E. CONCLUSION 

Leadership style does not have a significant effect on employee job satisfaction 

at the Regional Personnel and Human Resource Development Agency of South 

Tangerang City. The work environment has a positive and significant partial effect on 
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employee job satisfaction at the Regional Personnel and Human Resource 

Development Agency of South Tangerang City. Both leadership style and work 

environment have a positive and significant joint effect on employee job satisfaction 

at the Regional Personnel and Human Resource Development Agency of South 

Tangerang City. 

 

REFERENCES 

1. Ade Irma, and Muhammad Yusuf. 2020. “Pengaruh Lingkungan Kerja Terhadap 

Kepuasan Kerja Pegawai.” Jurnal Manajemen 12(Vol 12, No 2 (2020)): 253–58. 

https://journal.feb.unmul.ac.id/index.php/JURNALMANAJEMEN/article/view/7

376/1040. 

2. Basir, Mustika Kusuma, Ahmad Gani, Salim Basalamah, and Syahrir Mallongi. 

2023. “THE INFLUENCE OF ISLAMIC WORK MOTIVATION , LEADERSHIP 

STYLE AND COMPETENCE ON JOB SATISFACTION AND EMPLOYEE 

PERFORMANCEGAMMARA MAKASSAR HOTELS 1 INTRODUCTION The 

Development of the Economy, Especially in Indonesia’s Service Sector, Is 

Progressing Rapi.” : 1–21. 

3. Busro, Muhammad. 2020. Teori-Teori Manajemen Sumber Daya Manusia. Cetakan ke-

2, Jakarta : PRENADAMEDIA GROUP. 

4. Fajriyah, Syarifatul, and RJ Iwan Prasetya. 2015. “Syarifatul FajriyahIlmiah 

Manajemen Dan Bisnis, Jurnal.” RJ Iwan Prasetya 1(3). 

5. Golmoradi, Roya, and Farzad Sattari Ardabili. 2016. “The Effects of Social Capital 

and Leadership Styles on Organizational Learning.” Procedia - Social and Behavioral 

Sciences 230(May): 372–78. doi:10.1016/j.sbspro.2016.09.047. 

6. Handoko, T. Hani. 2016. Manajemen. Yogyakarta: BPFE. 

7. Hendrik, Agus Zul BayBay, Muh. Sri Bintang Lakay. 2023. “SAMMAJIVA+-

+VOLUME+1,+NO.+4,+DESEMBER+2023+hal+161-174.” Jurnal Penelitian Bisnis dan 

Manajemen  1(4): 161–74. 

8. Hu, Yan, Shu Zhang, Jian Zhai, Delin Wang, Xiangzhi Gan, Fulan Wang, Dan 

Wang, and Hongmei Yi. 2024. “Relationship between Workplace Violence, Job 

Satisfaction, and Burnout among Healthcare Workers in Mobile Cabin Hospitals 

in China: Effects of Perceived Stress and Work Environment.” Preventive Medicine 

Reports 40(February): 102667. doi:10.1016/j.pmedr.2024.102667. 

9. Imelda, Imanuel Tarigan, and Syawaluddin. 2021. “Pengaruh Gaya 

Kepemimpinan Dan Promosi Jabatan Terhadap Motivasi Kerja Karyawan PT. 

Naga Hari Utama Medan.” Jurnal Bisnis Kolega 7(2): 30–39. 

10. Mangkunegara, A. P. 2017. Manajemen Sumber Daya Manusia. Bandung. Bandung: 

Remaja Rosdakarya. 

11. Muhammad Ardia Widyatama, Heru Meireza, Dewi Tamara. 2021. “The Influence 

of Leadership Style and Motivation on Employee Performance.” Jurnal Ekonomi 

21(2): 113–18. doi:10.29138/je.v21i2.156. 

12. Nilsson, Kerstin. 2024. Designing Sustainable Working Lives and Environments 

Designing Sustainable Working Lives and Environments. doi:10.1201/9781032616681. 

http://ijsoc.goacademica.com/


International Journal of Science and Society, Volume 6, Issue 4, 2024 

IJSOC © 2024 
http://ijsoc.goacademica.com 

  341 

13. Nitisemito, A. S. 2019. Manajemen Personalia. Jakarta: Ghalia Indonesia. 

14. Purnama, Intan, Nyoto, and Asmara Hendra Komara. 2019. “Pengaruh Gaya 

Kepemimpinan, Motivasi Kerja, Dan Lingkungan Kerja Kepuasan Kerja Dan 

Komitmen Organisasi Karyawan Di Perguruan Pelita Indonesia Pekanbaru.” 

Procuratio: Jurnal Ilmiah Manajemen 7(2): 222–37. 

http://www.ejournal.pelitaindonesia.ac.id/ojs32/index.php/PROCURATIO/index. 

15. Pusparani, Mellysa. 2021. “Faktor Yang Mempengaruhi Kinerja Pegawai (Suatu 

Kajian Studi Literatur Manajemen Sumber Daya Manusia).” Jurnal Ilmu Manajemen 

Terapan 2(4): 534–43. doi:10.31933/jimt.v2i4.466. 

16. Rini, Hilaria, Pengaruh Gaya Kepemimpinan, Budaya Organisasi, Dan Motivasi 

Kerja Terhadap Kepuasan Kerja Di PDAM Bengkayang Hilaria Rini, Institut Shanti 

Bhuana Jalan Bukit Karmel Sebopet No, Suka Bangun, Kec Bengkayang, Kab 

Bengkayang, and Kalimantan Barat. 2023. “Pramatatya Resindra Widya.” Jurnal 

Ilmu Manajemen, Ekonomi dan Kewirausahan 1(4): 138–50. 

https://doi.org/10.58192/wawasan.v1i4.1233. 

17. Robbins, Stephen P., dan Timothy A. Judge. 2014. Perilaku Organisasi. Edisi 

16.Jakarta: Salemba Empat. 

18. Rulianti, Erina, and Giri Nurpribadi. 2023. “Pengaruh Motivasi Kerja, Lingkungan 

Kerja Dan Pengembangan Karir Terhadap Kepuasan Kerja Karyawan.” Jesya 6(1): 

849–58. doi:10.36778/jesya.v6i1.1011. 

19. Sandika, Berlintina Permatasari, and Ahmad Djoko Maruti. 2023. 

“PERUSAHAAN LEASING DI BANDAR LAMPUNG.” 3(1): 20–31. 

20. Sedarmayanti. 2017a. Manajemen Sumber Daya Manusia, Reformasi Birokrasi 

Manajemen Pegawai Negeri Sipil. Bandung : Refika Aditama. 

21. Sedarmayanti. 2017b. Manajemen Sumber Daya Manusia. Bandung: Refika. 

Aditama. 

22. Setiawan, Agus., & Muhith. 2013. Transformational Leadership Ilustrasi Di Bidang 

Organisasi Pendidikan. Penerbit PT Raja Grafindo Persada, Jakarta. 

23. Sugiyono. 2017. Metode Penelitian Kuantitatif, Kualitatif, Dan R&D. (Cetakan ke-26). 

Bandung: CV. Alfabeta. 

24. Suparyadi. 2015. Manajemen Sumber Daya Manusia, Menciptakan Keunggulan 

Bersaing Berbasis Kompetisi SDM. Jakarta: Andi. 

25. Sutrisno, Edy. 2017. Manajemen Sumber Daya Manusia. Jakarta: Penerbit Kencana. 

26. Waworundeng, Tommy, William A Areros, and Wehelmina Rumawas. 2021. 

“Pengaruh Gaya Kepemimpinan dan Lingkungan Kerja Terhadap Kepuasan Kerja 

Dan Kinerja Karyawan (Studi Pada Karyawan PT. Wenang Cemerlang Press).” 

Jurnal Administrasi Bisnis (JAB 11(2): 2021. 

 

http://ijsoc.goacademica.com/

