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Abstract 
This study aims to determine the influence of leadership and performance allowances on 
employee performance and job satisfaction. This study adopts the theory of social exchange 
to explain the relationship between these variables. The respondents in this study were 100 
employees who worked at the Regional Secretariat of Bandar Lampung City. Design for 
sampling using the Simple Random Sampling technique. The data was processed using 
Structural Equation Modeling with the LISREL application. The results of the study show that 
leadership and performance allowances have a positive influence on job satisfaction. Leaders 
who support employees' mental and emotional health by creating a comfortable work 
environment and providing benefits as rewards for employees will increase job satisfaction 
and overall well-being. Leadership, Performance Allowances, and Job Satisfaction have a 
positive and significant effect on employee performance. Employee performance is the main 
focus of the agency to achieve goals, therefore the role of leadership is needed to protect the 
competence of employees in carrying out their work. Performance allowances as rewards are 
also a significant factor in improving their work due to the sense of job satisfaction of 
employees who feel appreciated by the agency. 
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Introduction 

Employee involvement in an organization can bring the organization to survive and grow 

towards organizational goals. Employees are an important component in the success of the 

organization based on the results of employee performance. Employees as the driving force 

of the organization in implementing sustainable sustainability (Fidyah & Setiawati, 2020). 

Employees must be proactive, responsive, and hardworking to be able to deliver the best 

performance results for the organization. 
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One of the factors that can improve employee performance is the leadership factor. 

Leadership is one of the important aspects that determine the success of an organization 

(Mwesigwa et al., 2020). Effective leadership is becoming increasingly necessary to maintain 

organizational competitiveness as a result of increasingly fierce competition on a global scale 

and accelerating changes in the nature of the business environment (Rivaldo, 2021). The 

demand for organizational leaders to effectively guide their teams and organizations in the 

context of increasing complexity and dynamism in the business world is becoming more 

urgent (Zhou et al., 2021). As a result, the study of leadership has emerged as a major focus 

in the field of management literature. 

 

Leadership plays a crucial role in creating a productive and motivating work environment for 

employees. Effective leadership not only provides direction, but also focuses on employee 

development and empowerment. Belias et al. (2022) said that an effective leader must be 

flexible enough in adjusting the differences between employees and situations because 

employee performance depends on whether or not leadership matches situational leadership 

factors. 

 

One of the factors that can affect employee performance is performance allowances, both 

financial and non-financial. Salary is a form of financial compensation. A balance between a 

reasonable salary and non-financial benefits is essential to attract and retain quality employees, 

as well as maintain the company's financial health. In line with research conducted by Purwati 

& Kurniawan (2018) which states that salary has an influence on employee performance, this 

is inversely proportional to research conducted by Asfiah et al. (2022) which explains that 

salary has no effect on employee performance. Because there are differences in the results of 

research conducted by previous researchers, the researcher wants to retest the variable with 

different objects. 

 

The next thing that can affect employee performance is job satisfaction. Vallo & Mashau (2020) 

states that job satisfaction is related to the level of personal satisfaction. Therefore, everyone's 

level of satisfaction varies and what happens when several factors are met, namely individual 

needs and their relationship with the degree of likes and dislikes of employees (Rodjam et al., 

2020). Job satisfaction can be one of the main reasons for the continuity and success of a 

company. Job satisfaction is one of the attitudes that has been studied extensively in the field 
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of organizational behavior to understand various organizational outcomes (Porto Bellini et al., 

2019). Luthans (2006) explain that job satisfaction is the employee's perception of how well 

the job delivers what is considered important and positive. 

 

The research  of Egenius et al. (2020) regarding the effect of job satisfaction on employee 

performance shows that there is a positive influence on employee performance. This concept 

is supported by Rosalia et al. (2020) who state that job satisfaction has a positive effect on 

employee performance. Rahman's (2020) research  on the effect of job satisfaction on 

employee performance found that job satisfaction has a positive effect on employee 

performance. Job satisfaction is also an important predictor in increasing employee 

effectiveness (Ngwenya & Pelser, 2020). According to Wau (2021), job satisfaction can have 

a positive impact on various aspects of employee performance. When employees are satisfied 

with their jobs, they tend to be more motivated, productive, and committed to their work. 

In addition, satisfied employees tend to make a positive contribution to shaping a more 

conducive organizational climate (Widayati et al., 2021). 

 

Based on the results of the 2023 performance report related to the implementation of 

bureaucratic reform policies and increasing performance accountability in the Bandar 

Lampung City Government, there are 4 indicators, namely Bureaucratic Reform Index, in 

2023 the Bureaucratic Reform Index has a target score of 61.03 with a target achievement of 

56.69. Results of Public Service Performance Evaluation, in 2023, the results of the Public 

Service Performance Evaluation of Bandar Lampung City have a score of 88.70 with the Good 

(B-) predicate category. Accountability Value of Government Agency Performance, in 2023, 

the Government Agency Performance Accountability Score has a target of 56.80 and has a 

Government Agency Performance Accountability Score with a target of 57.49 with the 

Predicate "CC". Results of OPD Performance Accountability Assessment by the Bandar 

Lampung City Inspectorate (OPD SAKIP Scores). The results of the OPD Performance 

Accountability Assessment by the Bandar Lampung City Inspectorate are 73.90% with the 

predicate "BB", which shows that the implementation of performance accountability is Very 

Good. 

 

The results of the report that have been described show that the Bandar Lampung City 

Regional Secretariat still has a performance that gets a B-. This means that the performance 
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of public services carried out by employees has not reached the maximum value, namely A. 

Based on the observations made by the author, it shows that the organizational culture has 

not been formed comprehensively in employees so that there are still employees who commit 

violations. Then, there are employees who are dissatisfied with the organizational services 

received, as well as the amount and facilities of employee performance allowances. Thus, this 

study aims to find out the factors of leadership, performance allowances, and job satisfaction 

that are suspected to have an impact on employee performance. 

 

Methods 

The research uses a quantitative approach as a research approach used to test theories or 

hypotheses by measuring and analyzing numerical data. This approach focuses on collecting 

data that can be calculated and used to identify patterns, relationships, and effects between 

variables. The sample in this study is 100 employees who work at the Bandar Lampung City 

Regional Secretariat. Furthermore, the design to take samples using the Simple Random 

Sampling technique, which is a sampling technique on each member of the population has the 

same chance of being selected. Data analysis will be carried out using Structural Equation 

Modeling which is processed through the LISREL application. The item measurements of each 

variable will be described in the Table 1. 

 

Table 1. Variable Item Measurements. 

Variable Operational Definition Statement Items 
Leadership The approach applied by the employer in 

the daily interaction with the employee 
• I believe in my boss's ability to 

overcome any obstacle 
• My boss always motivates us to focus 

our efforts on getting the job done 
• My boss allows me to think about old 

problems in a new way 
• My boss treats me as an individual and 

not as part of an anonymous group 
• My boss made sure that there was a 

close agreement between what he 
expected of me and what I could get out 
of him for my efforts 

• My leaders encourage thinking about 
problems in new ways and question 
assumptions 

(Ilies et al., 2007) 

Performance 
Allowance 

A systematic approach to provide value 
for money to employees in exchange for 
work done at the Bandar Lampung City 
Regional Secretariat 

• I feel satisfied with the amount of 
performance allowance I receive 
according to the work I do 
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Variable Operational Definition Statement Items 
(Mahmood et al., 2019) • I feel like I am being given a fair amount 

of performance allowance for the work 
I do 

• I receive a performance allowance that 
corresponds to my job compared to 
the same job at another organization 

(Mahmood et al., 2019) 

Job Satisfaction Positive emotional state as a result of the 
employee's job assessment or work 
experience at the Bandar Lampung City 
Regional Secretariat 
(Locke, 1969 dalam Mainardes et al., 
2019) 

• I find a job fun at my type of work 
• I love my job more than the average 

person likes their job 
• I rarely get bored with my job 
• I wouldn't consider a job change 
• Almost every day, I am passionate about 

my work 
• I am very satisfied with my work 
(Mainardes et al., 2019) 

Employee 
Performance 

Performance as the result of work in 
terms of quality and quantity achieved by 
an employee in carrying out his duties in 
accordance with the responsibilities given 
(Abilash & Siju, 2021) 

• I can complete the assigned work 
competently 

• I can do my job description task 
• I never neglected my job responsibilities 
(Guan et al., 2014) 

 

Result and Discussion 

The respondents in this study were mostly male at 61% while the number of respondents 

with the female gender was 39%. This shows that the majority of employees at the Bandar 

Lampung City Regional Secretariat are male. 

 

Validity and Reliability Test Results 

The leadership variable had  a construct reliability (CR) value of > 0.70, which was 0.94, while 

the average variance extracted (AVE) value > 0.50, which was 0.74. The performance 

allowance has  a construct reliability (CR) value of > 0.70, which is 0.92, while the average 

variance extracted (AVE) value > 0.50, which is 0.78. Job satisfaction has  a construct reliability 

(CR) value of > 0.70, which is 0.94, while the average variance extracted (AVE) value > 0.50, 

which is 0.73. Employee performance has  a construct reliability (CR) value of > 0.70, which 

is 0.89, while the average variance extracted (AVE) value > 0.50, which is 0.74. Thus, the 

results of the convergent validity test are declared valid and reliable. 

 

Table 2. Results of Convergent Validity Test 

Variabel SLF > 0,50 Error CR > 0,70 AVE > 0,50 Conclusion 
Leadership 0,94 0,74 Reliabel 
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Variabel SLF > 0,50 Error CR > 0,70 AVE > 0,50 Conclusion 
KN1 0.84 0.29 Valid 

KN2 0.88 0.23 Valid 

KN3 0.89 0.21 Valid 

KN4 0.85 0.28 Valid 

KN5 0.87 0.24 Valid 

KN6 0.82 0.33 Valid 

Variabel SLF > 0,50 Error Kesimpulan 

Performance Allowance 

0,92 0,78 

Reliabel 

TK1 0.91 0.17 Valid 

TK2 0.92 0.16 Valid 

TK3 0.83 0.32 Valid 

Variabel SLF > 0,50 Error Kesimpulan 

Job Satisfaction 

0,94 0,73 

Reliabel 

KK1 0.74 0.45 Valid 

KK2 1.00 0.00 Valid 

KK3 1.00 0.00 Valid 

KK4 0.75 0.44 Valid 

KK5 1.00 0.00 Valid 

KK6 0.50 0.75 Valid 

Variabel SLF > 0,50 Error Kesimpulan 

Employee Performance 

0,89 0,74 

Reliabel 

KP1 0.78 0.39 Valid 

KP2 0.93 0.14 Valid 

KP3 0.86 0.25 Valid 

 

Hypothesis Test Results 

The results of hypothesis testing in this study use Structural Equation Modeling (SEM) with 

the help of the LISREL application. SEM analysis is a single model/basic model, there is no 

model modification from the initial model of the study. The description of the results of the 

model fit test (goodness of fit) in structural equation modelling (SEM) in this study will be 

presented in the following Table 3. 

 

Table 3. Model Fit Test Results 

Overall Fit Value of Results Standard Values Conclusion 
RMSEA 0,027 ≤ 0,05 good 

GFI 0,96 ≥ 0,90 good 

AGFI 0,98 ≥ 0,90 good 

NFI 0,91 ≥ 0,90 good 

CFI 0,92 ≥ 0,90 good 

PNFI 0,70 ≤ 0,90 good 
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Overall Fit Value of Results Standard Values Conclusion 
PGFI 0,45 ≤ 1,00 good 

 

Table 3 above shows that the overall model has satisfactory results, namely the results of the 

model fit test (Goodness of Fit) used to build the structural model at this stage show a good 

fit. The structural model describes the relationships that exist between latent variables 

(Wijanto, 2008). The results of the structural model were used to test the research 

hypothesis. The results of the overall model estimation will be displayed as follows. 

 

 
Figure 1. Structural Model Standardized Solution 

 

The leadership variable (KN) on job satisfaction (KK) had a positive influence of 0.19 and a t-

value of 2.59. This means that leadership has a positive and significant effect on job satisfaction 

(H1 supported). The results of the study show that leadership has an impact on employee job 

satisfaction. It is also supported by the ability to make good and timely decisions, based on 

available information as an important aspect of leadership. Then the role of leaders in resolving 

disputes in a constructive and fair way is a valuable leadership skill. The results of the study 

are also supported by research conducted by Mwesigwa et al. (2020) that leadership greatly 

affects job satisfaction at a university in Uganda. 

 

Effective performance allowances help build a culture of performance in the organization. This 

culture encourages employees to continue to strive for high standards and value 

achievements. The results of the study show that performance allowance has a positive 

influence on job satisfaction. The same thing was also stated by Irawan et al., (2022) that 
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performance allowances strongly support job satisfaction for employees working in the 

government sector. Fair and effective performance allowances can reduce compensation-

related dissatisfaction. When employees feel that they are rewarded according to their 

contributions, they tend to be more satisfied and motivated. 

 

The results of the study show that leadership has an influence on employee performance at 

the Bandar Lampung City Regional Secretariat. Leaders who set high standards and expect 

quality results can encourage employees to work harder and achieve better performance. 

Leaders who provide freedom and support for employees to think creatively and innovatively. 

This can lead to better solutions and improved performance in the face of challenges. 

 

The results of the study show that job satisfaction has an influence on employee performance 

supported by research previously conducted by Memon et al. (2023). Employees who feel 

satisfied and appreciated are more likely to think creatively and propose new ideas. Job 

satisfaction creates an environment that supports innovation, where employees feel 

comfortable experimenting and contributing with new solutions. The results of the study 

show that performance allowances have an influence on employee performance. These results 

are supported by research previously conducted by Iryani et al. (2022). Employees who are 

motivated by performance benefits often pay attention to the quality of their work. They 

strive to produce better outputs and avoid mistakes to ensure that they meet the standards 

required to earn rewards. 

 

Conclusion 

Effective leadership plays a crucial role in enhancing employee job satisfaction and 

performance. By involving employees in decision-making, leaders foster a sense of ownership 

and responsibility, while also ensuring that their voices are valued. Fair and consistent 

judgments help create a workplace free from bias and discrimination, which is essential for 

satisfaction and trust. Furthermore, performance allowances serve as an important form of 

recognition, motivating employees to maintain or even improve their work. Such rewards 

encourage healthy competition, which can drive productivity and efficiency across teams. 

Leadership effectiveness also lies in providing clear direction and achievable goals, helping 

employees understand expectations and how to meet them. A supportive and inclusive work 

environment built by fair leaders increases morale, collaboration, and constructive conflict 
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resolution, leading to higher performance and stronger workplace relationships. Employees 

who are satisfied with their jobs tend to show greater commitment and loyalty to 

organizational goals, while performance allowances reduce turnover by reinforcing a sense of 

being valued. Despite these findings, this study has limitations, as it does not account for other 

influential factors such as the work environment. Future research should explore additional 

variables and apply stratified random sampling with different objects to enrich the literature 

on human resource management. 

 

References 

Abilash, K. M., & Siju, N. M. (2021). Telecommuting: an empirical study on job performance, 
job satisfaction and employees commitment during pandemic circumstances. Shanlax 
International Journal of Management, 8(3), 1–10. 

Akinwale, O. E., & George, O. J. (2020). Work environment and job satisfaction among nurses 
in government tertiary hospitals in Nigeria. Rajagiri Management Journal, 14(1), 71–92. 
https://doi.org/10.1108/ramj-01-2020-0002  

Alamanda, S., Setiawan, M., & Irawanto, D. W. (2022). Leadership styles on employee 
performance with work satisfaction and organizational commitment as intervening 
variables. Jurnal Aplikasi Manajemen, 20(1), 34–42. 

Ali, B. J., & Anwar, G. (2021). An Empirical Study of Employees’ Motivation and its Influence 
Job Satisfaction. International Journal of Engineering, Business and Management, 5(2), 21–
30. https://doi.org/10.22161/ijebm.5.2.3  

Asfiah, N., Riyanto, D. W. U., & Mainingrum, D. (2022). Effects of Work Flexibility and 
Compensation on Employee Performance through Job Satisfaction: Evidence from Shopee-
Food East Java, Indonesia. International Journal of Multidisciplinary Research and Analysis, 
5(10), 2569–2578. 

Belias, D., Rossidis, I., Papademetriou, C., & Mantas, C. (2022). Job satisfaction as affected by 
types of leadership: A case study of Greek tourism sector. Journal of Quality Assurance in 
Hospitality \& Tourism, 23(2), 299–317. 

Egenius, S., Triatmanto, B., & Natsir, M. (2020). The effect of job satisfaction on employee 
performance through loyalty at Credit Union (CU) Corporation of East Kutai District, East 
Kalimantan. International Journal of Multicultural and Multireligious Understanding, 7(10), 
480–489. 

Fidyah, D. N., & Setiawati, T. (2020). Influence of organizational culture and employee 
engagement on employee performance: job satisfaction as intervening variable. Review of 
Integrative Business and Economics Research, 9(4), 64–81. 

Guan, X., Sun, T., Hou, Y., Zhao, L., Luan, Y. Z., & Fan, L. H. (2014). The relationship between 
job performance and perceived organizational support in faculty members at Chinese 
universities: A questionnaire survey. BMC Medical Education, 14(1). 
https://doi.org/10.1186/1472-6920-14-50 

Hajiali, I., Kessi, A. M. F., Budiandriani, B., Prihatin, E., & Sufri, M. M. (2022). Determination of 



 
 
10  EconSphere 1 (1) 

 

work motivation, leadership style, employee competence on job satisfaction and employee 
performance. Golden Ratio of Human Resource Management, 2(1), 57–69. 

Hoff, K. A., Song, Q. C., Wee, C. J. M., Phan, W. M. J., & Rounds, J. (2020). Interest fit and job 
satisfaction: A systematic review and meta-analysis. Journal of Vocational Behavior, 123, 
103503. 

Idris, I., Adi, K. R., Soetjipto, B. E., & Supriyanto, A. S. (2020). The mediating role of job 
satisfaction on compensation, work environment, and employee performance: Evidence 
from Indonesia. Entrepreneurship and Sustainability Issues, 8(2), 735. 

Ilies, R., Nahrgang, J. D., & Morgeson, F. P. (2007). Leader-member exchange and citizenship 
behaviors: A meta-analysis. Journal of Applied Psychology, 92(1), 269–277. 
https://doi.org/10.1037/0021-9010.92.1.269  

Irawan, Y., Bangsawan, S., & Mahrinasari, M. (2022). Antecedents of Employee Commitment 
and Internal Service Quality: a Multi-group Analysis of Civl and Non-civil Servants of 
Indonesia. International Journal of EBusiness and EGovernment Studies, 14(4), 41–65. 

Iryani, I., Yulianto, H., & Nurpadilah, L. (2022). Pengaruh tunjangan kinerja terhadap kinerja 
pegawai melalui kepuasan kinerja sebagai variabel mediasi. SEIKO: Journal of Management 
\& Business, 5(1), 343–354. 

Kalyanamitra, P., Saengchai, S., & Jermsittiparsert, K. (2020). Impact of Training Facilities, 
Benefits and Compensation, and Performance Appraisal on the Employees’ Retention: A 
Mediating Effect of Employees’ Job Satisfaction. Systematic Reviews in Pharmacy, 11(3). 

Lai, F.-Y., Tang, H.-C., Lu, S.-C., Lee, Y.-C., & Lin, C.-C. (2020). Transformational leadership 
and job performance: The mediating role of work engagement. Sage Open, 10(1), 
2158244019899085. 

Mahmood, A., Akhtar, M. N., Talat, U., Shuai, C., & Hyatt, J. C. (2019). Specific HR practices 
and employee commitment: the mediating role of job satisfaction. Employee Relations, 
41(3), 420–435. https://doi.org/10.1108/ER-03-2018-0074 

Mainardes, E. W., Rodrigues, L. S., & Teixeira, A. (2019). Effects of internal marketing on job 
satisfaction in the banking sector. International Journal of Bank Marketing, 37(5), 1313–
1333. https://doi.org/10.1108/IJBM-07-2018-0190  

Memon, A. H., Khahro, S. H., Memon, N. A., Memon, Z. A., & Mustafa, A. (2023). Relationship 
between Job Satisfaction and Employee Performance in the Construction Industry of 
Pakistan. Sustainability, 15(11), 8699. 

Mwesigwa, R., Tusiime, I., & Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and 
organizational commitment among academic staff in public universities. Journal of 
Management Development, 39(2), 253–268. 

Nguon, V. (2022). Effect of transformational leadership on job satisfaction, innovative 
behavior, and work performance: A conceptual review. International Journal of Business 
and Management, 17(12), 75–89. 

Ngwenya, B., & Pelser, T. (2020). Impact of psychological capital on employee engagement, 
job satisfaction and employee performance in the manufacturing sector in Zimbabwe. SA 
Journal of Industrial Psychology, 46(1), 1–12. 

Porto Bellini, C. G., Palvia, P., Moreno, V., Jacks, T., & Graeml, A. (2019). Should I stay or 
should I go? A study of IT professionals during a national crisis. Information Technology 



 
 

Subeki and Aziz  11 

 

and People, 32(6), 1472–1495. https://doi.org/10.1108/ITP-07-2017-0235  
Pratama, S. A. (2022). Literature review the effect of leadership style and work culture on job 

satisfaction and performance. Dinasti International Journal of Education Management And 
Social Science, 3(5), 743–753. 

Rahman, Z. (2020). Impact of Islamic work ethics, competencies, compensation, work culture 
on job satisfaction and employee performance: the case of four star hotels. European 
Journal of Business and Management Research, 5(1), 1–8. 

Rivaldo, Y. (2021). Leadership and motivation to performance through job satisfaction of hotel 
employees at D’Merlion Batam. The Winners, 22(1), 25–30. 

Riyanto, S., Endri, E., & Hamid, A. (2021). The influence of transformational leadership and the 
work environment on employee performance: Mediating role of. Academy of 
Entrepreneurship Journal, 27(6), 1–11. 

Rodjam, C., Thanasrisuebwong, A., Suphuan, T., & Charoenboon, P. (2020). Effect of human 
resource management practices on employee performance mediating by employee job 
satisfaction. Systematic Reviews in Pharmacy, 11(3), 37–47. 
https://doi.org/10.5530/srp.2020.3.05  

Rosalia, P. D., Mintarti, S., & Heksarini, A. (2020). The effect of compensation and motivation 
on job satisfaction and employee performance at SMK Medika Samarinda. Saudi Journal of 
Business and Management Studies, 5(7), 448–454. 

Saeed, F., Mir, A., Hamid, M., Ayaz, F., & Iyyaz, U. (2023). Employee Salary and Employee 
Turnover Intention: A Key Evaluation Considering Job Satisfaction and Job Performance as 
Mediators. International Journal of Management Research and Emerging Sciences, 13(1), 1–
23. https://doi.org/10.56536/ijmres.v13i1.234  

Udovita, V. (2020). Conceptual review on impact of leadership style on employee 
performance. International Journal of Business and Management Invention (IJBMI), 9(9), 16–
23. 

Vallo, N., & Mashau, P. (2020). the Impact of Working Hours on Employee Productivity: Case 
Study of Sabertek Ltd, South Africa. Academy of Entrepreneurship Journal, 26(4), 1–18. 

Wau, J. (2021). The Effect of Career Development, Work Motivation, and Job Satisfaction on 
Employee Performance. Jurnal Aplikasi Bisnis Dan Manajemen (JABM), 7(2), 262. 

Widayati, C. C., Arijanto, A., Magita, M., Anggraini, W., & Putri, A. (2021). The Effect of Work 
Family Conflict, Job Stress, and Job Satisfaction on Employee Performance. Dinasti 
International Journal of Digital Business Management, 3(1), 1–12. 

Zhou, X., Rasool, S. F., Yang, J., & Asghar, M. Z. (2021). Exploring the relationship between 
despotic leadership and job satisfaction: the role of self efficacy and leader--member 
exchange. International Journal of Environmental Research and Public Health, 18(10), 5307.  


