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Abstract - The research aimed to confirm the
theory with empirical evidence focusing on leadership,
employee motivation, employee job satisfaction, and
employee performance. The research applied a causal
model survey method with path analysis techniques.
The population were 45 employees of the D'Merlion
Hotel Batam, and the sample was taken by using a
census method. The significance value of leadership
on job satisfaction is 0,082 > 0,05, it is concluded
that direct leadership has no significant effect on job
satisfaction. The significance value of motivation
on job satisfaction is 0,000 < 0,05, which implies
that motivation has a significant direct effect on job
satisfaction. With similar significance value of 0,000
< 0,05, leadership has a significant direct effect on
employee performance. Motivation has a significant
directeffectonemployee performance with significance
value of 0,009 < 0,05. Lastly, with the significance
value of 0,008 < 0,05, job satisfaction directly has a
significant effect on employee performance.

Keywords: leadership performance, motivation
performance, job satisfaction, employee performance,
hotel employees

I. INTRODUCTION

Human resources are one of the important
components that must be managed properly so the work
produces output in accordance with what is planned.
Human resources are considered the key to achieving
the goals and success of the hotel. The development
of hospitality is inseparable from performance, it is a
must for every employee to achieve good performance
so that the main goals of the hotel can be achieved. This
certainly cannot be separated from the leadership and
motivation factors resulting in a good job satisfaction.
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The process of accomplishing work in
accordance with the hotel standards is a benchmark for
employees who have good performance. Performance
appraisal is a useful tool not only for employees’
work evaluation, but also for their development and
motivation (Palinggi & Mawardi, 2020). Employees’
emotional involvement will lead to happiness and
active behavior in carrying out duties and obligations
given to employees. Furthermore, it will stimulate
positive performance improvements and have a good
impact on the achievement of work results as well as
the organization (Purwadi et al., 2020).

Performance at work is related to organizational
goals such as quality, efficiency, and other effectiveness
criteria (Muafi & Azim, 2019). Irwandy (2017)
provides a limitation that performance is the quantity
and quality of work or services provided by the work
unit.

Performance details consist of internal and
external data. Internal data are the information related
to a person's personality. Meanwhile external data
are the ones that affect human performance from the
environment. Internal and external data are types of
assignments that affect an individual's performance.
The types of employees’ assignments are action-based
with several psychological consequences. In other
words, individual factors can be considered as internal
data and organizational work conditions as external
data. In the research, work experience represents
individual problems (internal) and organizational
climate represents organizational working conditions
(external).

Every individual is expected to find job
satisfaction in their environment, which is certainly
a personal matter since they have different levels
of satisfaction according to the standards that apply
to each of them. Many aspects of work are adapted
to individual desires, which increases the level of
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perceived satisfaction.

Opinions related to job satisfaction and
dissatisfaction often reflect employees' evaluations
of current and past work experiences as opposed to
future prospects. Thus, it can be concluded that two
key factors in job satisfaction are quality of work and
basic needs. Work ethic is a goal that must be achieved
in accomplishing tasks. The goals are labor standards
that individuals consider important and must be
commensurate to meet basic needs.

Job satisfaction reflects a person's feelings
about their job. It can be seen from the positive
attitude of employees towards work and every element
they encounter in work environment. To increase
job satisfaction, the needs of employees must be
responded to by the company. This has indirectly been
carried out by various human resource management
activities as previously described. Job satisfaction
1s often seen as a combination of various emotions,
values, and perceptions that a person has about their
tasks (Barnett, 2017).

Job satisfaction is also described as an individual
expression of welfare levels related to workload
and activities (Saragih, Luturlean, & Hadiyanto,
2020). Job satisfaction is a dynamic mixture of job
characteristics, environment, and personal traits and
feelings depending on elements such as changes in
coworkers, supervision, or organizational structure
(Barnett, 2017).

Job satisfaction is a general attitude towards
someone's job which shows the difference between
the number of rewards received by employees and
the amount they believe they should receive (Muafi
& Azim, 2019). Job satisfaction is a pleasant or
unpleasant emotional state in the way employees view
their work (Winarsih, Bachri, & Yulianto, 2019).

The leader plays a key role in testing the
strategy of every organization. Organizational goals
can only be achieved if leaders are able to carry
out their responsibilities properly. Therefore, every
organization or group needs a leader who understands
the leadership process. Leadership work is an attempt
to guide team members to high standards and work
as hard as possible. In addition, leadership work is
also concerned with controlling relationships between
individuals or groups in organizations. It needs to be
done so that the organization is committed to achieving
the right goals.

A leader must be able to establish a good
personal relationship between those who are led and
those who lead, so that mutual respect, mutual trust,
mutual help and a sense of unity can be achieved
(Muizu & Sari, 2019). A leader must have experience,
knowledge, and ability to think systematically and
regularly as well as to set plans. Weak leadership can
certainly hinder operational activities, whereas strong
leadership encourages the achievement of subordinates
and activities to achieve goals (Muafi & Azim, 2019).

Leadership is an aspirational force, a spirit of
enthusiasm, and a creative moral force, which can
influence members to adjust attitudes in accordance
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with what the leader aspires (Syaleh, 2019). Leaders
play arole in increasing abilities, commitment, skills in
understanding organizational values and teamwork to
improve the organization performance (Nizamuddin,
Sagala, & Napitupulu, 2018). If the leader can apply
proper leadership, employees will feel satisfied which,
in turn, can improve their performance (Utama & Sari,
2019). Widodo, Sulisno, and Suryawati (2020) add
that leadership is the ability to influence other people
in a group to achieve certain goals.

Human resources, especially labor, need
continuous motivation to do their job effectively and
efficiently. Without motivation, an employee will feel
less encouraged to complete tasks and easily give
in to temptation. Leaders or company owners must
be aware of this situation as it will gradually affect
the entire organizational process, so goals might be
difficult to achieve. A strong leaders’ influence results
in better performance. Besides, they will find it easier
to deal with obstacles. On the other hand, when their
influence diminishes, they will lose his performance
and enthusiasm to develop good values in career.

Employees might have two motivation
factors that influences them to work, namely: 1)
supervisors” command and 2) self-awareness or
initiative. Motivation is presented with the power
that causes behavior which leads to the fulfillment of
predetermined goals (Krstic et al., 2018). Saragih et
al. (2020) points out another benefit from motivated
employees is higher job satisfaction, while Lily et al.
(2017) adds that the main strategy for increasing one's
motivation is money.

Work motivation is a series of internal and
external forces that cause workers to choose how to
act and lead to certain behaviors (Irwandy, 2017).
Motivation is often used to predict behaviors. Since
it varies widely between individuals, motivation often
has to be combined with abilities and environmental
factors that affect employees’ behaviors and
performance (Lily et al., 2017).

The research aims to determine direct and
indirect effects on leadership, motivation, job
satisfaction and employee performance so that the
research can be more complex and systematic, and
capable of providing scientific answers towards
problems as well as accurate solutions for the good of
the future.

II. METHODS

The research applies a quantitative approach
and a survey method with a causal model using path
analysis techniques. The research aims to confirm the
theoretical model with empirical data. It tries to test
the hypothesis used where samples are taken from a
population and questionnaires are the primary data
collector. The population are 45 employees of Hotel
D'Merlion Batam. Due to population limitations,
all members of the population are sampled, thus the
research uses a census sample. The research uses
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a questionnaire as a data collection tool and uses a
Likert scale 1-5.

In quantitative research, there are two main
factors that affect the quality of research data, namely:
1) the quality of research tools and 2) the quality of data
collection. The quality of research tools is associated
with the accuracy and reliability of materials, while
the quality of data collection is the accuracy of the
methods to collect data. The data are analyzed with
parametric statistics using SPSS version 23.

The data analysis is conducted after data has
been collected, which includes grouping data by type
of respondent, sorting data for all types of respondents,
producing information for each variation, counting
to answer the problem plan, and counting to test the
hypothesis.

Factors that need to be considered are
data analysis methods, statistical methods, tests,
conceptual analysis standards, and speaking when
using a computer program to process data. The data
analysis method is carried out after the information is
analyzed. Data analysis aims to obtain a summary or
interpretation of responses to the types studied based
on the analysis of problematic information.

III. RESULTS AND DISCUSSIONS

The research instrument testing is carried out
through reliability testing and validity testing with
the help of SPSS 23.0 software. According to Ghozali
(2017), the research instrument is declared reliable
if it has a Cronbach Alpha value of 0,60, while the
validity of the instrument according to Sugiyono
(2017) is declared valid if the correlation coefficient
of each instrument item is > 0.30. All data meet the
requirements for validity and reliability. Descriptive
analysis is a test based on information obtained from
respondents and generated from structured data.

Table 1 explains that the leadership variable has
a mean value of 36,4355 with a standard deviation of
4,17102. The mean value of the leadership variable has
a value that is higher than the minimum value 0f 29,00.

This shows that the leadership of Hotel D'Merlion
Batam employees needs to be evaluated from the
aspect of directive leaders, supportive leaders and
leaders who are oriented towards work performance.

The motivation variable has a mean value of
41,2667 with a standard deviation of 3,79832. The
mean value of the motivation variable has a value
that is higher than the minimum value of 26,00. It
shows that the motivation of Hotel D'Merlion Batam
employees should be improved in a sense of security,
competitive salary, comfortable working environment,
valued work performance, and fair management
attitude.

The job satisfaction variable has a mean value
of 36,8000 with a standard deviation of 3,50065. The
mean value of the job satisfaction variable has a value
that is higher than the minimum value of 29,00. This
shows that the job satisfaction of Hotel D'Merlion
Batam employees needs to be considered from the
aspects of their main duties and functions, supervision,
opportunities for advancement, colleagues and
working conditions therein.

The employee performance variable has a mean
value 0f 40,7778 with a standard deviation of 4,14449.
The mean value of the employee performance variable
has a value that is higher than the minimum value
of 22,00. It implies that the performance of Hotel
D'Merlion Batam employees should be addressed
in terms of the number of jobs, quantity of work,
timeliness, attendance and ability to work together.

Normality testing is conducted using the
Kolmogorov-Smirnov test calculation. Guidelines for
decision making with the Kolmogorov-Smirnov test
regarding data that are close to or normally distributed
can be seen from the Asymp. Sig. (2-tailed), which is,
ifthe Asymp Sig. (2-tailed) > 0,05, the data distribution
is normal. Meanwhile, if the Asymp. Sig. (2-tailed) <
0,05, data distribution is not normal. The results are
presented in Table 2.

Table 2 shows the Asymp. Sig. (2-tailed) in all
research design groups is greater than the probability
value (p) 0,05. It can be concluded that the sample data
comes from populations that are normally distributed.

Table 1 Descriptive Analysis

Statistics
X, X, Z Y
N Valid 45 45 45 45
Missing 0 0 0 0
Mean 36,4355 41,2667 36,8000 40,7778
Median 36,0000 40,0000 36,0000 41,0000
Std. Deviation 4,17102  3,79832 3,50065 4,14449
Minimum 29,00 26,00 29,00 22,00
Maximum 44,00 47,00 44,00 48,00
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Table 2 Kolmogorov-Smirnov Test

One-Sample Kolmogorov-Smirnov Test

Unstandardized Residual

N 45
Normal Parameters®® Mean 0E-7
Std. Deviation 1,31533513
Absolute 0,131
Most Extreme Differences  Positive 0,100
Negative -0,131
Kolmogorov-Smirnov Z 0,880
Asymp. Sig. (2-tailed) 0,421
a. Test distribution is Normal
b. Calculated from data
Table 3 Result of Path Coefficient Analysis significance value of job satisfaction on performance
is 0,008 < 0,05, showing that job satisfaction directly
Construct Coefficient Effect has a significant effect on employee performance. The
B - : . indirect effect of leadership through job satisfaction on
eta Sig.  Direct Indirect - T
performance is the multiplication of the Beta value of
X, >z 0,253 008 0253 leadership on job satisfaction with the Beta value of
X,2Z 0,574 0,000 0,574 job satisfaction on performance, namely 0,253 x 0,200
X DY 0,632 0,000 0,632 = O,OS(T)-h otal effect o b leadershi
¢ total effect given by leadership on
X, Y 0213 0,009 0213 performance coupled with the indirect effect is 0,253
oY 0,200 0,008 0,200 + 0,050 = 0,682. Based on the sum, the value of the
X, DZ2>Y 0,050 indirect effect is smaller than the value of the direct
X D7DV 0,114 effect, meaning that indirect leadership through
. job satisfaction does not have a significant effect
on employee performance. The indirect effect of
€1= 0,626 €= 0,286 motivation through job satisfaction on performance is

Figure 1 Hypothesis Results

Results in Table 3 and Figure 1 answer the
research hypothesis. The significance value of
leadership on job satisfaction is 0,082 > 0,05, thus
direct leadership has no significant effect on job
satisfaction. The significance value of motivation on
job satisfaction is 0,000 < 0,05, so motivation has a
significant direct effect on job satisfaction.

The significance value of leadership on
performance is 0,000 < 0,05, thus leadership has a
significant direct effect on employee performance.
The significance value of motivation on performance
is 0,009 < 0,05, which means motivation has a
significant direct effect on employee performance. The
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the multiplication of the Beta value of motivation on
job satisfaction with the Beta value of job satisfaction
on performance, which is 0,574 x 0,200 = 0,114.

The total effect given by motivation to
performance coupled with the indirect effect is
0,213 + 0,114 = 0,327. It shows that the value of the
indirect effect is smaller than the value of the direct
effect, meaning that indirect motivation through
job satisfaction does not have a significant effect on
employee performance. The output of determination
(R?) the leadership and motivation variables on job
satisfaction obtains a value of 0,607. This means
that the contribution of the influence of leadership
and motivation to job satisfaction is 60,7%, while
the remaining 39,3% is influenced by variables not
studied in the research. The value of el is obtained by
the formula el = (1 - R?), which means that el =
(1-0,607)=0,626.

The output of determination (R?) the variable
leadership, motivation and job satisfaction on employee
performance obtains a value of 0,918. It shows that the
contribution of the influence of leadership, motivation
and job satisfaction on employee performance is
91,8%, while the remaining 8,2% is influenced by
other variables. The value of e2 is obtained by the
formula e2 = V (1-R?), which results in ¢2 = \?, (1 -
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0,918) = 0,286.

Leaders can provide clarity to employees, input
from subordinates can be absorbed and considered for
making a decision. The enthusiasm or encouragement
given by the leader can contribute to effective and
productive performance. It is concluded that better
leadership allows employees to develop and improve
performance.

Employees feel a balance in doing work from
what they are responsible for. Employees have
the same opportunity to make career leaps so that
performance by itself will reach a good standard. With
a good management, it certainly is an advantage for
employees to be able to show good performance. It is
believed that higher level of employee job satisfaction
leads to a more productive performance.

Employees have some motivations at work,
namely: 1) fairness in the distribution of salaries,
2) reward from the company for achieving good
performance, and 3) certainty in security at work.
All of this will certainly increase positive values in
encouraging employees to be more active, practical,
tactical, innovative, and creative. It can be concluded
that higher motivation allows employees to show
better performance.

Leaders could provide clarity to employees,
where input from subordinates should be considered
to make decisions. The enthusiasm or encouragement
given by the leader can contribute to effective and
productive performance. Continuity of leadership
in responding to the desires of subordinates is a
continuous flow of motivation to employees, so
these factors can create a stable performance at Hotel
D'Merlion Batam.

Employees should feel balanced in doing work
according to their responsibilities. They have the same
opportunity to take a career leap so that performance
by itself will reach a good standard. Leaders that
regularly monitors employee movements would
certainly provide an advantage for employees to show
good performance. It is concluded that higher level of
employee job satisfaction will encourage them to be
more productive.

IV. CONCLUSIONS

The research finally comes up with conclusions.
Leadership does not directly have a significant effect
on job satisfaction. Motivation has a direct effect
on job satisfaction. Leadership, motivation, and job
satisfaction have a significant direct effect on employee
performance. Leadership and motivation through job
satisfaction have no effect on employee performance.

Human resources must be managed properly,
so the work produces output in accordance with
workplans since human resources are the key to
achieving the goals and success of the hotel. The
development of hospitality is inseparable from
performance as it is essential for every employee to
achieve good performance, so main goals of the hotel

Leadership and Motivation to..... (Yandra Rivaldo)

can be achieved. This certainly cannot be separated
from the leadership and motivation factors resulting in
good job satisfaction.

Leaders must pay attention to aspects of
leadership, motivation, and job satisfaction since
they affect employees’ performance. It is essential for
leaders must have intelligence and the ability to build
relationships between employees. This will create
credible employee attitudes in handling assigned tasks
and responsibilities, create positive behavior such as
ethics, good morals so that remarkable performance
can be achieved.

The organizational performance model will
involve aspects of leadership, motivation, in developing
oriented concepts and incentives that have a direct
effect on employee performance. Better leadership
and employees’ motivation may result in higher level
of perceived satisfaction, which encourages a more
consistent direction of employees’ performance.

The research has limitations since it only
examines Hotel D'Merlion Batam, whereas there are
many other hotels in Batam. Furthermore, the research
has limited variables, while there are many other
variables that can be examined further. It is suggested
that future research expand the scope so that employee
performance can be measured with more variables
that has not discussed. Future researchers may provide
alternative solutions that are relevant and complex
with scientific standards.
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