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Abstract 

Leadership is one of the factors that have an important role in achieving the company's vision and mission. The purpose 
of the research is to find out the influence of leadership on job satisfaction and employee performance at Geo Space 
Intimatika Ltd. (GSI). There were three hypotheses tested: 1) The effect of leadership on job satisfaction, 2) The 
influence of leadership on employee performance, and 3) The effect of job satisfaction on employee performance. The 
research was conducted at Geo Space Intimatika Ltd. in Jakarta. Sampling is done on a census basis (saturated samples). 
The data analysis method used is SEM-PLS analysis, with the help of smart PLS software. The results of statistical test 
analysis obtained that leadership variables have a real (significant) effect on job satisfaction and employee performance 
at Geo Space Intimatika Ltd. In addition, job satisfaction variables also affect employee performance. Thus it can be 
concluded that leadership factors greatly affect the company's performance.  
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1. Introduction

According to [1] leadership is the ability to influence a group to achieve a vision or set of specific goals. In a simpler 
sense, leaders must be able to set directions and goals by developing a vision of the future to be achieved, and then 
communicating that vision. If the leadership style applied in accordance with the situation faced in the company, it will 
make the work atmosphere conducive, and will ultimately provide high motivation for employees to give their best 
performance in doing the work. The role of a leader not only shows the direction of a company in achieving its vision 
and mission, but the role of a leader must be able to take a role in the face of a change that occurs continuously and 
uncertainly [2]. 

From the results of observations on the ground found that differences in employee performance are also influenced by 
leadership styles, such as; If the leader often organizes and directs, supervises and hold employees accountable, it 
provides a different performance impact when compared to leadership styles that rarely provide motivation or lack of 
supervision. The impact of leadership on employee performance is huge. According to [3] that if the leadership is able 
to implement the right leadership, then employees will have job satisfaction and can improve employee performance. 
Research that reinforces the theory that there is a positive relationship between leadership and employee performance, 
among others; [4, 5] where the results of his research prove that leadership has a positive and significant effect on 
employee performance. 
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According to [6, 7, 8] that performance can be interpreted as a result of work achieved by a person in carrying out tasks 
assigned to him based on skills, experience, and earnestness. There is an influence between job satisfaction and 
employee performance as stated by [9] that job satisfaction has a significant positive effect on employee performance. 
This statement is reinforced from the results of [10] and [11] research that proves that there is a meaningful relationship 
between job satisfaction and employee performance. Against the background of theoretical studies, the results of 
previous research and empirical facts, research conducted the relationship between leadership variables to job 
satisfaction and performance, and between job satisfaction to employee performance.  

Geo Space Intimatika Ltd. (GSI) is one of the national companies engaged in various fields such as; mapping consultants, 
procurement of goods and services and trading. GSI Ltd. is headquartered in Jakarta and established since 2000. 
Currently GSI Ltd. has 32 employees and has developed a business to areas in Indonesia. Therefore, to find out how the 
role / influence of leadership on job satisfaction and employee performance becomes very important to do.  

2. Material and methods 

2.1. Time and Location of Research  

The research was conducted at Geo Space Intimatika Ltd. in Jakarta on the grounds that its success survived in the midst 
of very intense competition, and developed giving birth to other business units in various fields. The population in this 
study is all employees of Geo Space Intimatika Ltd. numbering 32 persons. Sampling technique using saturated samples 
(census). 

2.2. Types and Sources of Data  

The type of data in this study is primary data obtained from respondents' answers to a number of questions and 
statements in questionnaires related to research variable indicators. According to [12] primary data is data obtained 
directly from the research subject either in the form of data or information using established guidelines. Research 
variables consist of exogenous variables is leadership (X1), and endogenous variables i.e.; job satisfaction (Y1), and 
employee performance (Y2).  

 Leadership (X1) is the ability to influence individuals or groups in carrying out activities to achieve 
organizational goals [3, 13, 14]. 

 Job Satisfaction (Y1) is an emotionally pleasing or unpleasant attitude of employees towards their work 
compared to the return of services received in accordance with expectations [7, 15, 16]. 

 Employee Performance (Y2) is the achievement produced by employees in carrying out the tasks charged based 
on proficiency, experience and earnestness and time [17].  

2.3. Data analysis  

The data analysis method used to analyze the influence of leadership variables on job satisfaction and employee 
performance is Structural Equation Modeling (SEM) with a variance based or component based approach through 
Partial Least Square [18]. PLS (Partial Least Square) is a multivariate statistical technique that can be used to handle 
many response variables as well as explanatory variables at once [19]. Furthermore, according to [20] that PLS analysis 
is a good alternative to multiple regression analysis methods and major component regression, because this method is 
more robust. SEM-PLS (Structural Equation Modeling-Partial Least Squares) in this study was used to test models, by 
providing a systematic evaluation of SEM-PLS results as suggested by [21]. The analysis is intended to answer the 
hypothesis built as follows: 

 There is a leadership influence on employee job satisfaction at Geo Space Intimatika Ltd.  
 There is a leadership influence on employee performance at Geo Space Intimatika Ltd.  
 There is an effect of job satisfaction on employee performance at Geo Space Intimatika Ltd.  

3. Results and discussion 

3.1. Evaluation of Measurement Model (Outer Model)  

Evaluation of the measurement model consists of; validity test and reliability test. Validity tests include; a) Convergent 
validity is estimated based on factor loading values, and AVE values, and b) Discriminat validity is estimated based on 
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Fornell-Larcker Criterion/HTMT values and cross loading values. While the reliability test consists of; a) Composite 
reliability, and b) Cronbach's alpha.  

 Convergent validity It is a measure to know how well a test or survey is being conducted. Convergent validity 
is defined as a measure based on correlations between different items on the same test. It is intended to find 
out if multiple items used to measure the same construct/latent can produce a similar score. The first 
evaluation conducted on the results of SmartPLS analysis is the evaluation of the measurement model 
(measurement model) by estimating the value of loading factors. The loading factor value is the value produced 
by each indicator to measure its latent variable. The value is illustrated from the outer loading value, with the 
indicator a value of greater significance than >0.7. Here is a breakdown of the outer loading value of the 
indicator.  

Table 1 Outer Loading Value  

Variable Indicators (Questions/Statements) Outer Loadings 

Leadership Ability to communicate/relationship 0.801 

Ability to delegate/grant authority 0.716 

Ability to solve problems/ find solutions 0.841 

Surveillance capabilities 0.821 

Job 
Satisfaction 

Work according to expertise 0.825 

Satisfaction with salary and reward 0.707 

Satisfaction with the harmony of work 0.921 

Satisfaction with job responsibilities 0.880 

Employee 
Performance 

The results of the work reached the target 0.762 

Working on time 0.865 

Working well together as a team 0.790 

Completing the task very well 0.850 

 
 Evaluation of the indicator significance assessment is good enough to reflection its latent variables are 

estimated based on the value of outer loadings with significance values above >0.7. Based on these values, it is 
concluded that overall the indicator is significant or good enough to regulate its latent variable, where the 
loading factor value <0.7. According to [22] that individual reflective measures are expressed high when 
correlated by more than >0.7. 

 In addition to validating the loading factor value, in PLS there is also a validity test of the AVE (Average Variance 
Extracted) value. AVE value is the value that each latent variable / construct has or measured. The AVE 
assessment indicator is an AVE value >0.5 then it is declared valid, and if it is less (<0.5) it is declared invalid. 
Based on the results of the analysis, the AVE value is obtained as follows: 

 Based on the AVE value, it is obtained that the entire construct / latent is well illustrated, where the value of 
AVE>0.5 or categorized as valid. Thus, it can be concluded that the model is sufficient valid. 

Table 2 AVE value 

  Cronbach's Alpha rho_A 
Composite  

Reliability 

Average Variance  

Extracted (AVE) 

Leadership 0.795 0.836 0.877 0.705 

Job Satisfaction 0.931 0.953 0.950 0.826 

Employee Performance 0.766 0.787 0.863 0.679 
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3.2. Evaluation of Structural Models (Inner Model)  

Structural model evaluation or also known as inner model evaluation is an evaluation conducted to find out whether 
the proposed model in the path diagram (theoretical model) is suitable (fit) or not with data. One indicator that can be 
used to assess the specificity of the model is the VIF value. 

 Variance Inflation Factor (VIF) values are intended to test collinearity. The VIF value indicates that there is 
multi collinearity in the resulting model. Indications of the occurrence of multi-collinearity can be known from 
the value of VIF>10. If the value of VIF>10 then the model indicates the presence of collinearity between 
constructs [21]. Here is the result of the VIF value analysis.  

Table 3 Nilai VIF 

Indicators Variance Inflation Factor (VIF) Criterion 

Pim1 1.738 Free of collinearity 

Pim2 9.019 Free of collinearity 

Pim3 1.700 Free of collinearity 

Pim4 6.360 Free of collinearity 

Pua1 8.968 Free of collinearity 

Pua2 1.485 Free of collinearity 

Pua3 2.023 Free of collinearity 

Pua4 2.395 Free of collinearity 

Kin1 6.467 Free of collinearity 

Kin2 1.607 Free of collinearity 

Kin3 1.598 Free of collinearity 

Kin4 1.570 Free of collinearity 

 

 The results of the analysis as in the table above show that overall the indicators used as presumptions in the 
model are quite good and free from the symptoms of multi-collinearity, namely with a value of VIF<10.0 which 
means in the resulting model there are no symptoms of multi-collinearity. Thus the model's predictive ability 
becomes quite good [23]. 

3.3. Path Coefficient  

Path coefficient is a value that shows the direction of the relationship between variables, where the value is spread 
between -1 (negative) to +1 (positive). Here are the results of the value analysis path coefficient.  

Table 4 Value of Path Coefficient 

Variable Value of Path Coefficient 

Leadership  Job Satisfaction 0.490 

Leadership  Employee Performance 0.381 

Job Satisfaction  Employee Performance 0.352 

 

The results of the analysis showed the overall path coefficient value is positive which means the relationship / influence 
formed is a positive relationship. Results as in the table above show that the relationship between variables is 
unidirectional. In other words, that if a variable increases, then other variables also increase. 

 



International Journal of Science and Research Archive, 2021, 03(02), 128–133 

132 

3.4. T-Statistics 

The t-test is the value for describing the significance of the model. The t-test is performed with a 95% confidence level 
(sign. 0.05) with a 2-way (two tailed) method. The t-test assessment indicator (t-statistic) is that the value must be 
above >1.96 then stated significant or by looking at the value p-Value must be smaller than the alpha <0.05. Here are 
the results of the t-test analysis (t-statistics).  

Table 5 T-Statistical Value 

  

Original 

Sample 
(O) 

Sample 

Mean 
(M) 

Standard 

Deviation 
(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Leadership  Job Satisfaction 0.250 0.258 0.051 2.725 0.007 

Leadership  Employee Performance 0.390 0.392 0.052 6.892 0.000 

Job Satisfaction  Employee 
Performance 

0.280 0.275 0.067 3.701 0.018 

 

 The results of the analysis found that there are all influential variables in the model where the P-value Smaller 
than <0,05 The T-statistics value is greater than value T-table (>1,960). For this reason, it can be concluded that 
leadership variables are directly related to job satisfaction and employee performance. 

4. Conclusion 

Based on the results of statistical test analysis, it was obtained that leadership variables have a real (significant) effect 
on job satisfaction and employee performance at Geo Space Intimatika Ltd. In addition, job satisfaction variables also 
affect employee performance. Thus it can be concluded that leadership factors greatly affect the company's 
performance. 
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