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Abstract : This research aims to analyze the effect of transformational leadership style and work environment to 

employees performance through job satisfaction as an intervening variable at Yayasan Matahati Nabawi. This study is 

Descriptif and Verifikatif research. Population on this research are employees that work at Yayasan Matahati Nabawi. 

and the sampling method that used in this research is kuesioner with 67 respondent. Data analysis that used Partial 

Least Square analysis (PLS). Result of this research are there is the effect of transformational leadership to job 

satisfaction at Yayasan Matahati Nabawi, there is not the effect of work environment to job satisfaction at Yayasan 

Matahati Nabawi. there is the effect of transformational leadership to employees performance at Yayasan Matahati 

Nabawi, there is the effect of work environment to employees performance at Yayasan Matahati Nabawi, there is the 

effect of job satisfaction to employees performance at Yayasan Matahati Nabawi, there is the effect of transformational 

leadership to employees performance through job satisfaction at Yayasan Matahati Nabawi, there is the effect of work 

environment to employees performance through job satisfaction at Yayasan Matahati Nabawi. 
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1. INTRODUCTION 

 

With the rapid development of business environment that occurs in the era of globalization, companies are required to 

adapt well in order to compete with other companies. The success of a company or organization is determined by the 

existence of human resources owned. Human resources in this case are employees. Employees become one important 

asset for a company, because with the presence of competent employees will bring the company to achieve its goals. 

Competence is an aspect of a person's ability that includes knowledge, skills, attitudes, values or personal 

characteristics that enable workers to achieve success in completing their work through achievement of results or 

success in completing tasks. Effective leaders are leaders who have the ability to influence the behavior of their 

members and direct their subordinates to achieve the company's goals. Therefore, the right leadership style is needed in 

the company. Leaders can influence morale, job satisfaction, security, quality of work life and especially the level of 

achievement of an organization. The quality of the leader is often regarded as the most important factor of 

organizational success or failure as well as the success or failure of a business-or business-oriented organization, 

usually perceived as a leader's success or failure. Applying the right leadership will give the final result of performance 

improvement, this is in accordance with some research results that examine the relationship between transformational 

leadership and performance. Transformational leadership has a sense of leadership that aims for change. A 

transformational leader can bring about great change in both a follower and an organization. Not only leadership to 

note, but a comfortable working environment to be considered. According to Nitisemito (2002) the working 

environment of everything that exists around the workers and can influence him in carrying out the tasks that are 

embedded. Work environment is divided into physical work environment and psychic work environment. According to 

(Ginanjar, 2012) working environment conditions are said to be good or appropriate if humans can carry out activities 

optimally, healthy, safe, and comfortable. According to Doelhadi (2011), the work environment is an important factor 

and affect the employee in doing his job. Employees are very concerned with the work environment both for personal 

convenience and to facilitate the task well. Enjoyable work environment, such as clean office environment, adequate 

lighting, adequate ventilation, harmonious employee relations, good leadership, and so on, will create a feeling of 

satisfaction with employees, so employees will feel at ease and eager in completing the job. The organization should 

make sure that its employees can have positive views on their work environment, because the work environment is very 

influential in the work done. Handoko (2011) states that job satisfaction is a pleasant or unpleasant emotional state by 

which employees view their work. Satisfaction is created from the perception of employees in feeling satisfied or not 

satisfied with the results received from what they have done. High job satisfaction will encourage employees to work 

better. A person who has high job satisfaction will produce good performance for the company. Mangkunegara (2011) 

states that performance is the result of quality and quantity achieved by an employee in performing its duties in 
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accordance with the responsibilities it provides. Employee performance becomes the determinant of the company in 

achieving its objectives. If the employee's performance is good then the company will achieve the best result. Based on 

the background that has been proposed then the problem formulation in this research are (1) Is there any influence 

between transformational leadership on job satisfaction ?; (2) Is there any influence between work environment on job 

satisfaction ?; (3) Is there any influence of job satisfaction on employee performance ?; (4) Is there any effect of 

transformational leadership on employee performance ?; (5) Is there a work environment impact on employee 

performance ?; (6) Is there any effect of transformational leadership on employee performance through job satisfaction 

?; (7) Is there a work environment influence on employee performance through job satisfaction? 

 

II. HYPOTHESIS DEVELOPMENT 

 

The Influence of Transformational Leadership to Job Satisfaction: According to Yulk (1998), transformational 

leadership affects job satisfaction and subordinate satisfaction with the leader. Relationship between job satisfaction 

with the behaviors of transformational leaders is caused because one aspect of job satisfaction is supervision. 

Supervision provided by leaders through individual attention, and inspirational motivation will enable subordinates to 

do good work. 
 

The results of Amin & Khan (2013) states that transformational leadership and transactional leadership, especially in 

the contingent rewards dimension, will increase job satisfaction, while authoritative and laissez-faire leadership can 

decrease job satisfaction. Based on the research of Negussie & Demissie (2013) found that transformational leadership 

can increase job satisfaction. While the results of research Bateh (2013) states effective transformational leadership has 

increased job satisfaction. 

 

Influence between Work Environment to Job Satisfaction: The correlation of the influence of work environment 

with job satisfaction is one factor of many other influencing factors, job satisfaction affect employee turnover and 

absenteeism, less conducive working environment can also affect low job satisfaction. Employees who are less 

attentive or uncomfortable with the work environment tend to be more often absent and leave the company and look for 

opportunities in other companies. (Handoko, 2000). Hayes, et.al. (2014) stated in his research that the work 

environment gives a very important influence for the development of job satisfaction. 
 

Similarly research conducted by Bai, et.al. (2015) states that a healthy work environment is closely related to the level 

of job satisfaction. The results of Al-Hamdan, et.al. (2017), conveyed that more attention should be given to creating a 

positive work environment to improve job satisfaction and increase their intention to work longer. Leaders and workers 

and policymakers feel the need to create a satisfactory working environment that supports work practices to improve 

job satisfaction. 

 

The Influence of Job Satisfaction on Employee Performance: According to Risambessy, et al. (2012) says that job 

satisfaction using the aspects of job indicators themselves, opportunities for promotion, supervision, rewards and peer 

support have a positive and significant impact on employee performance. According to research conducted by Arifin 

(2015) states that the higher the teacher job satisfaction, the higher the performance of teachers. If job satisfaction can 

be improved, it will encourage teachers to improve their performance. This implies that job satisfaction can improve 

performance by providing an assessment that matches the achievement of the work award. Job satisfaction, employee 

motivation and performance become one of the factors that determine the success of a strong and well-run organization 

(Mathis & Jackson, 2006). 
 

Job satisfaction has a positive effect on employee performance, as well as dissatisfaction will have a negative impact on 

performance. Abandonment, exit from work, protests are examples of the effects of dissatisfaction (Luthans, 2006). 

According Hasibuan (2014) job satisfaction is the key driver of morale, discipline, and achievement of employee 

performance in support of the realization of corporate objectives. 

 

The Influence of Transformational Leadership on Employee Performance: Leadership is basically the process of 

influencing others. In addition, leadership also means the ability to influence, move, and direct an action on a person or 

group of people for a particular purpose. In an effort to influence a leader's leaders apply different styles in each 

situation. Research conducted by Walumbwa, et.al. (2008) states that transformational leadership is directly and 

indirectly related to employee performance. 
 

Mamik (2010), stated that corporate leaders need to pay attention to the leadership style used in encouraging and 

directing their subordinates so that they can improve their performance better, so the quality of products produced by 

employees is also more qualified. Every company always expect the achievement of organizational goals, where to 

achieve it required an important role for employees. A qualified and capable employee with a result that matches the 

company's expectations is very profitable. In order for employees more enthusiastic in carrying out their work, then it is 

appropriate if the company pay attention to the attitude of leadership. One leadership style that is considered capable of 
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improving employee performance is a transformational leadership style. According Munawaroh (2011) suggests that 

transformational leadership is described as a leadership style that can generate or motivate employees, so that it can 

grow and achieve performance at a high level. 
 

However, there are different results of research on the influence of transformational leadership on performance. Such 

research as conducted by Parr, et. al. (2013), yielding different findings, ie transformational leadership unrelated to 

employee performance. The difference in the results of this study is an underlying basis for re-examining the 

relationship between transformational leadership on employee performance. In addition there are previous studies that 

provide different findings, namely transformational leadership is not directly related to the performance of employees, 

but with the addition of variables mediation. 

 

The Effect of Work Environment on Employee Performance: According Wiryawan (2009) stating that the 

performance is influenced by several factors namely external environmental factors and internal factors of the 

employees themselves. And according Siagian (2002), argued that employee performance is influenced by several 

factors namely salary, work environment, organizational culture, leadership and others. Based on research Dul & 

Ceylan (2014) states that the work environment that supports the creativity of the company will be able to improve 

employee performance. 
 

Hedlund, et al. (2010) in his research states that the work environment and performance have a very close correlation. 

The purpose of this research is to design and measure performance for improvement of work environment. According 

to Jayasuriya, et.al. (2014) stated in his research that there are influence factors in the work environment, such as 

organizational culture and climate to employee performance. Human resource policies to improve performance in their 

work environment will increase positive behavior and increase motivation. From the theory and research above drawn 

the conclusion that a conducive working environment will have a direct impact on its employees, especially in terms of 

completion of work provided. The influence of the work environment on employee performance means that employees 

will feel comfortable with the existing working environment conditions, if the environment conditions are in 

accordance with him and not feel disturbed when they work, so with the comfort they are motivated in work, this 

causes many jobs can well resolved so that their performance can be said either. 
 

The Influence of Transformational Leadership on Employee Performance through Job Satisfaction. Malik, et.al. (2017), 

Leaders applying modern techniques prefer to adopt behaviors according to employee conformity, there must be a clear 

vision, and effective communication of transformational leadership to enhance organizational commitment after 

employee job satisfaction. Furthermore, job satisfaction and organizational effectiveness increase through 

transformational leadership potential and overall performance improvement as employee interest increases. Frazier 

(2013), in his research stated that there is a relationship between organizational leadership and organizational culture 

and organizational work satisfaction and performance so as to facilitate organizational success. Research conducted 

Morgan (2014), there is a significant relationship between leadership, job satisfaction and employee performance 

results. Similarly Brown's (2016) study, explains that between transformational leadership and employee job 

satisfaction play a role in determining employee performance. 

 

Effect of Work Environment on Employee Performance through Job Satisfaction: Vermeeren, et.al. (2011), in the 

study showed that there is influence of job satisfaction on customer satisfaction. In organizations where employees are 

more satisfied with their work, customers are more likely to be satisfied with employee performance. In addition, 

findings indicate that a comfortable and conducive working environment affects employee job satisfaction. 
 

In a study conducted Wu (2011) explained that the level of individual interaction and work environment employees 

have a positive correlation with the level of job satisfaction and improvement of employee performance. According to 

research conducted by Jayasuriya, et.al. (2012), states that a conducive working environment increases employee 

satisfaction and work climate so that it affects job satisfaction. Ashraf, et.al (2013), in his research states that the work 

environment increases employee satisfaction levels and work productivity more effectively. The work environment 

provides facilities to satisfy employee performance as expected, achieving targets, fast work, erasing mistakes, trusting, 

developing new ideas, work commitments, productivity and improving organizational performance. 

 

Hypothesis Formulation: The formulation of the hypothesis is part of the step in a study. But note that not every study 

should formulate hypothetes. Hypothesis is a temporary answer to the formulation of research problems, where the 

formulation of research problems have been expressed in the form of statements (Sugiyono, 2009) as below: 

 

H1: The better the transformational leadership will be the higher employee job satisfaction. 

H2: A conducive working environment will improve employee job satisfaction 

H3: High job satisfaction will improve employee performance 

H4: Good transformational leadership will improve employee performance 

H5: A conducive working environment will improve employee performance 
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H6: Good transformational leadership will improve employee performance through job satisfaction. 

H7: A conducive working environment improves employee performance through job satisfaction level 

 

III. METHODS OF THE RESEARCH 

 

Research design: According to Arikunto (2010), the research design is a plan or design made by researchers as ancar - 

ancar activities to be implemented. The research design used is descriptive design of quantitative analytics that aims to 

describe the nature and characteristics of data - data or variables tested. In addition, the design of this study is used to 

describe and describe what it is about a particular variable, symptoms, circumstances or phenomena, so that in this 

study used to analyze the data obtained in depth with the hope can know the influence between independent variables 

to the dependent variable. In this case the variables to be tested are first independent variables (X1) Influence of 

Transformational Leadership, second independent variable (X2) Work Environment, third independent variable (X3) 

Job Satisfaction and dependent variable (Y) Employee Performance. This research also uses causal design (cause - 

effect) which aims to analyze the relationship or the level of influence of independent variables on the dependent 

variable, is the relationship quite significant through regression test. 

 

Measurement: The variable according to Sugiyono (2011) is an attribute or the nature or value of a person, object or 

activity that has certain variations applied by the researcher to be studied and then drawn the conclusion. Variables 

examined in this study there are 4 (four) variables, namely the influence of transformational leadership, work 

environment, job satisfaction and employee performance. Variables Influence of transformational leadership, work 

environment, and job satisfaction as independent variable (independent), independent variable according to Sugiyono 

(2011), is a variable that influence or become a change or the emergence of dependent variable (bound), and employee 

performance as a dependent variable. Dependent variable (bound) according to Sugiyono (2011), is a variable that is 

influenced by or which become due, because of the variable. The operational definitions of variables in this study are 

described as follows: (a) Transformational leadership, transformational leadership according to Avolio & Bass in 

Merhaut (2000), has dimensions that explain how a transformational leader behaviors in performing his role as a leader. 

The dimension consists of (1). Idealized Influence (Attributed) / Charisma, (2). Idealized Influence (Behavior), (3). 

Inspirational Motivation, (4). Intellectual Stimulation and (5) Stimulation. Individual Attention, (6). Effectiveness, (7). 

Extra Effort / Extra-Effort, (8). Satisfaction; (b) The Work Environment, Work Environment according to Huddleston's 

(2015) study are as follows: (1) Communication and Employment Relations, (2) Effective Decision Making and Levels 

team cohesiveness to achieve optimal work, (3) Employee appreciation level of work result and good Guidance; (c) Job 

satisfaction, Job Satisfaction according to Issah's research (2013) are as follows: (1) Employment: Job Satisfaction and 

Work Variation, (2) Salary: Working salary with salary, Salary conformity with expectation, and Conformity of salary 

with life requirement ; (3) Promotion: Employment promotion opportunities for employees, Job suitability with 

employee capability, Job promotion provisions; (4) Supervision: Employee's attitude toward superior policy, 

employee's attitude toward superior ability, and employee's attitude toward superior attitude; (5) Coworkers: 

Coworkers who support each other, Employee attitudes toward colleagues, and Working with healthy competition; (d) 

Performance, Performance according to Hao's research, et.al. (2) Efficiency: Effective level and work efficiency (2018) 

are as follows: (1) Task: Level of work quality conformity with defined standard, Planning of work according to 

achievement targets, Employee work order level and Tidiness of employee work, (2) Efficiency: , Effective level and 

work efficiency, Level of conformity of work with target specified time, (3) Quality of work: Supports decision of 

employer, Employee Work ethic, Work discipline, Morale work. this is the teacher. 
 

And the intended interview is a meeting of two people to exchange information and ideas through question and answer, 

so it can be constructed meaning in a particular topic (According to Esterberg translated by Sugiyono, 2013). 

In answering these questions or statements, Likert scale is used as a form of level or level of importance. According 

Sugiyono (2013) Likert scale used to measure, attitude, opinions and perceptions of a person or a group of social 

phenomena that occur. The scale used in the questionnaire is the Likert scale with multilevel answers in five categories 

ranging from highly agreed assessments to highly disagreeable ratings. 

 

Data Collection and Sample: Population is the whole subject of research (Arikunto, 2013). Meanwhile, according to 

Sugiyono (2012) states that the population is a generalization region consisting of objects or subjects that have certain 

qualities and characteristics set by researchers to be studied and then drawn conclusions. In this study the population 

used is all permanent teachers and contracts with a period of work over 1 (one) year working in the Foundation 

Matahati Nabawi with the number of 87 people. 
 

The sample is the partial or representative of the population studied (Arikunto, 2013). In accordance with the analysis 

tool that will be used is PLS (Partial Least Square) is a method of data analysis based on the assumption of the sample 

should not be large, ie the number of samples less than 100, can be done analysis, and residual distribution. In this 

study the number of respondents taken as many as 67 teachers who have status as an employee or permanent employee 

and contract employee with working period over 1 (one) year in Yayasan Matahati Nabawi. 
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Data Analysis Method with Structural Equation Model (PLS): PLS (Partial Least Square) is a variance-based 

structural equation analysis (SEM) that can simultaneously perform testing of measurement models as well as structural 

model testing. Furthermore, Ghozali (2006) explains that PLS is a soft modeling analysis method because it does not 

assume the data should be of a certain scale measurement, which means the sample size can be small (under 100 

samples). The fundamental difference between PLS which is a variance-based SEM with LISREL or Covarian-based 

AMOS is the purpose of its use. Compared to covariance based SEM (represented by AMOS, LISREL and EQS 

software) component-based PLS is able to avoid two major problems faced by SEM-based covariance ie inadmissible 

solution and factor indeterminacy (Tenenhaus et al., 2005).  

 

IV. RESULT AND DISCUSSION 

 

In the early stages of the study, researchers conducted data collection for pre-test purposes by distributing 

questionnaires to 30 respondents in the research object that has met the criteria to be respondents from the study. The 

researchers conducted a pre-test to find out whether the filling instructions, question constructs and other important 

parts of the questionnaire could be understood and indeed accurately represent each of the variables tested. Pre-Test is 

also used to reduce potential problems generated from preliminary data collected using the help of statistical data 

processing software for validity and reliability tests, where results are used to evaluate the research questionnaires for 

subsequent dissemination in the field. In the pre-test test that includes the validity and reliability test, it is found that all 

indicator statements are valid and reliable, so that the research can be continued on the research results with 

respondents outside the respondents who have been used in the preliminary research. Includes gender, age, education 

level, income, and employment status. Profile of this respondent adjusted with relevance to research conducted. For 

more details can be seen in the picture below : 
 

Barlett test of sphericity is performed to test whether there is a correlation between the variables. Kaiser Mesyer Olkin 

(KMO) is used to measure the adequacy of sampling. Small KMO values show that factor analysis can not be used, 

because the correlation between the pairs of variables can not be explained by other variables. If the KMO value is 

below 0.5 then factor analysis can not be used or accepted. The acceptable KMO values are values from 0.5 to 0.9. 

KMO value below 0.5 then factor analysis is not acceptable. (Malhotra, 2004) Validation of each research indicator is 

done by anti-image matrix test. The expected MSA value is a minimum of 0.500. Based on the table of KMO test 

results obtained values above 0,500 then factor analysis on the variable can be used or valid, while for indicators that 

have a value below 0,500 then the indicator can not be used or invalid. The conclusion of the validity test is that 77 

indicators of the research are tested and valid so that it can be used for further research. 
 

Assessment of assessment instruments in addition must be valid, also must be reliable. Therefore, reliable reliability 

test is used to know the accuracy of the questionnaire value, meaning that the research instrument when tested in the 

same group although at different times the result will be the same. Alpha Coefficient Cronbach (Ca) is the most 

common statistics used to test the reliability of a research instrument. A research instrument is indicated to have an 

adequate level of reliability if the cronbach alpha coefficient is greater than or equal to 0.60 (Dasgupta, 2013). From 

result of research got result all test to all instrument of research have reliable.  

 

 
Figure 6: PLS Bootstrapping Results 

 

Source: Data processing of research respondents, 2018 
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Based on the above table, all indicators of each construct of Transformational Leadership (X1, Working Environment 

(X2), Job Satisfaction (X3), and Performance (Y) have a Loading Factor above above 0.5.It can be concluded that all 

indicators of the variable Transformational Leadership (X1, Work Environment (X2), Job Satisfaction (X3), and 

Performance (Y) are valid. The next check is to see the reliability of the construct with composite reliability. The value 

of composite reliability is said to be reliably if the value is above 0.6. Composite reliability results are shown in the 

table above where the value of composite reliability for each construct can be said to be reliable because the value is 

above 0.6. The next evaluation of convergent validity is an evaluation of the average value of variance extracted 

(AVE). Konstuk is said to have good convergent validity when the AVE value is above 0.5. The results of the table 

above show the value of AVE in each construct Transformational Leadership (X1, Work Environment (X2), Job 

Satisfaction (X3), and Performance (Y) above 0.5, so it can be concluded that the construct has a convergent validity 

good. Referring to Partial Least Square (PLS) method where respondent data is analyzed using structural model fit test. 

The complete relationship between variables in this study can be explained as follows: 

 

Tabel 12: Path Coefficients (Mean, STDEV, T-Values) 

 

Original 

Sample (O) 

Sample 

Mean (M) 

Standard Deviation 

(STDEV) 

Standard Error 

(STERR) 

T Statistics 

(|O/STERR|) 

X1 -> X3 0.728310 0.719783 0.061628 0.061628 11.817832 

X2 -> X3 0.084144 0.099914 
 

0.095785 0.095785 0.878461 

X3 -> Y 0.591229 0.592701 0.088826 0.088826 6.656029 

X1 -> Y 0.181617 0.189619 0.091420 0.091420 1.986615 

X2 -> Y 0.179080 0.173875 0.087516 0.087516 2.046245 
 

Source: Data processing of research respondents, 2018 
 

Based on the above calculation, obtained t tcount is 0.861. Because the value of t arithmetic (0.861) <t table (1,96) then 

Ho accepted, meaning there is no significant influence of Work Environment (X2) on Performance (Y) through Job 

Satisfaction (X3). Hence the hypothesis H17 is unacceptable 

 

Direct and Indirect Influence 

Table 13: Direct and Indirect Influence 

Dimensions 
Path 

Coefficient 
Direct 

Indirect Influence  Total 

Influence X1 X2 X3 

X1 -> X3 0,728 0,530 - - - 0,530 

X2 -> X3 0,084 0,007 - - - 0,007 

X1 -> Y 0,182 0,033 - - 0,430 0,463 

X2 -> Y 0,179 0,032 - - 0,049 0,081 

X3 -> Y 0,591 0,350 - - - 0,350 
 

Source: Data processing of research respondents, 2018 

 

From the table above can be seen that: 1). The total influence of Transformational Leadership (X1) on Job Satisfaction 

(X3) is 0,530; 2). Total influence of Work Environment (X2) on Job Satisfaction (X3) equal to 0,007; 3). Total 

influence of Transformational Leadership (X1) on Performance (Y) of 0.033; 4). Total influence of Work Environment 

(X2) on Performance (Y) of 0.032; 5). Total influence Job satisfaction (X3) on Performance (Y) of 0.350; 6). Total 

influence of Transformational Leadership (X1) on Performance (Y) through X3 of 0.463; 7). The total influence of 

Work Environment (X2) on Performance (Y) through X3 is 0,081. This research was conducted to examine the 

influence of transformational leadership, work environment and job satisfaction on employee performance of Matahati 

Nabawi Foundation. Independent variables used in this research are transformational leadership, work environment and 

job satisfaction. Employee performance as a dependent variable. The following is a discussion of each of the related 

variables in this study. 
 

Research shows that there is an influence of work environment through job satisfaction on employee performance at 

Yayasan Matahati Nabawi. This proves that the existing work environment has been considered quite adequate by 

employees working at the Foundation Matahati Nabawi. The work environment provided has been able to assist 

employees in conducting their daily work processes in carrying out the duties and responsibilities of the company and 

serving the public interest. Work environment that can help the work of its employees will be very useful in the 

completion of work. Employees can perform activities well and cooperate among other employees in the workplace. 
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V. CONCLUSIONS 

 

Based on the results of research that has been discussed in the discussion, it can be obtained the following conclusions: 

(1) Transformational leadership style significant effect on employee job satisfaction Yayasan Matahati Nabawi. This 

proves that the transformational leadership style in the organization will increase employee job satisfaction; (2) The 

working environment has no significant effect on job satisfaction of employee of Matahati Nabawi Foundation. This is 

because employees already feel comfortable working environment Matahati Nabawi Foundation; (3). Job satisfaction 

has a significant effect on employee performance of Matahati Nabawi Foundation. This proves that the job satisfaction 

that has been felt by employees in the work it will improve performance; (4) The transformational leadership style has 

a significant effect on the performance of the employees of Yayasan Matahati Nabawi. This proves that the 

transformational leadership style that directs and supports its employees in work will improve employee performance; 

(5) The work environment has a significant effect on the performance of the employees of Yayasan Matahati Nabawi. 

These conditions indicate that a conducive working environment can improve employee performance; (6) The 

transformational leadership style through job satisfaction affects the employee performance of Matahati Nabawi 

Foundation; (7) The working environment through job satisfaction affects the performance of the employees of 

Yayasan Matahati Nabawi. 

 

Limitations of Research: This study has several limitations, one of which is the most fundamental is on the object of 

research where the researcher only focuses on one organizational institution as one place in the sampling and 

population. Where an organizational institution as a data collection place can not represent the overall variables in 

measuring and evaluating all similar organizational institutions within industrial zones in Indonesia. 

 

Suggestion: Based on the above research results, it can be suggested as follows: (1) The leader of Matahati Nabawi 

Foundation should improve the existing leadership style by paying attention to good work, suitable, and in accordance 

with the wishes of employees and provide technical assistance so that employees are able to overcome the work 

existing technical office or field; (2) The Matahati Nabawi Foundation should promote a conducive working 

environment with mutual respect and mutual care, mutual encouragement, enthusiasm of employees from its saturation 

during the work process and provide enhanced focus on work. When the existing work is relatively overloaded then the 

existing work environment will be able to help employees more focused in completing tasks that have been given 

leadership and it will contribute to the good work, by obtaining a good work employees will feel satisfied; (3) Matahati 

Nabawi Foundation should continue to provide job satisfaction to employees with benefits given the company should 

also be a concern, to the provision of promotions in accordance with the desires and performance of work so as to 

stimulate employees to feel satisfied. And when employees feel satisfied it will be able to improve employee 

performance; (4) The leader of Yayasan Matahati Nabawi should improve employee performance by growing 

confidence his subordinates, considering the decisions made, convincing his subordinates to produce better work, 

always providing mentoring and coaching to his subordinates, leaders who are always thinking of dealing with old 

problems in new ways, voicing subordinates' opinions to higher leaders, leaders who always do more work than the 

company expects, and leaders who always work well for satisfactory work so that employee performance can be 

improved. This is done so that employee performance can achieve company goals and targets; (5) The Matahati 

Nabawi Foundation should improve the conducive working environment by being careful in making important 

decisions for the company, establishing good relationships among all employees, because with a conducive working 

environment, productivity and comfortable it will be able to improve employee performance; (6) The leader of Yayasan 

Matahati Nabawi should improve employee performance through job satisfaction by giving employee direction to work 

compete in a healthy, diligent and neat task to produce good performance because satisfied employees will improve 

employee performance ; (7) Matahati Nabawi Foundation should improve the work environment through job 

satisfaction of employees of Yayasan Matahati Nabawi by paying attention to important things to employees in 

performing their duties, seeking help and solutions when they have problems in their work. When existing work can be 

done or completed properly then existing employees will feel satisfied and get a good performance assessment. 
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