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Job satisfaction as an intervening variable in employee
performance analysis
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This study aims to analyze the performance of employees with job
satisfaction as an intervening variable. Employees in the Blora Regency
secretariat office, totaling 150 employees, 60 employees were taken as
respondents. The sample was taken using the Slovin formula with the two-
stage random sampling method. The first stage is stratified random sampling
and the second stage is proportional random sampling. The analytical tool
used is regression with SPSS software version 16 and path analysis. The
results of the study found that organizational culture, work environment,
extrinsic motivation and job satisfaction have an influence to increase work
performance. The results of path analysis of job satisfaction variables
mediate the work environment and extrinsic motivation.

1*Prihatin Tiyanto PH
and
2Sri Sudiyarningsih

IFaculty of Economics and
Business, University of 17 August
1945 Semarang, Indonesia.
ZBlora Regency Secretariat
Officer

*Corresponding Author Email:

Prihatintiyanto@gmail.com Keywords: Organizational culture, work environment, extrinsic motivation,

employee performance, and job satisfaction

INTRODUCTION

performance is
satisfaction as

related with employee job
an intervening variable in this study

Human resources in the company play a critical role in
achieving the goals that have been established. Employee

performance is one of the most commonly utilised
corporate goal benchmarks. Work performance is the result
of work accomplished by an individual or organisation that
is done lawfully, does not break the law, and is morally
acceptable. The outcomes of work done by an employee in
line with the tasks and obligations in the field of duty are
referred to as performance (Rusilowati and Romlah, 2020).
Employee performance, according to (Al-Omari and
Okasheh, 2017), is defined as employee behaviour or
actions directed at company goals.

Employee performance is multifaceted and incorporates
several factors. Because the definition of performance is
still being disputed, it is modified to the concept and the
results to be attained. Employee performance is affected by
a variety of factors, including work culture (Yoel, 2015;
Rusilowati and Romlah, 2020; Idris, 2018). Workplace
Environment Work motivation (Elvina and Chao, 2019),
extrinsic and intrinsic motivation (Al-Omari and Okasheh,
2017; Christabella and Bushiri, 2014; Samson and
Waiganjo, 2015) (Ekundayo, 2018). Employee

(Putra etal., 2018).

The purpose of this study is to compare employee
performance to job satisfaction factors, which are thought
to be a solution to employee performance issues in the
workplace. As a result, work satisfaction might serve as a
moderator of the independent variable. According to
(Khaled and Husein 2017), employee performance
indicators include the availability of suitable equipment,
standard operating procedures, performance rewards,
performance  systems, and feedback. @ Employee
performance is also influenced by a variety of other factors,
including employee skills, experience, knowledge,
personality, and talents (Elvina and Chao, 2019);
(Thiruchelvan, 2017) gives additional indications of
innovation, creativity, and company responsiveness.

Because job satisfaction is thought to be capable of
resolving employee performance issues, job satisfaction
research is linked to the independent variable work culture
(Sabri et al, 2011; Batugal, 2019; Ilham, 2018), which
states that work culture has a positive and significant effect
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on employee job satisfaction. Meanwhile, study (Jabeen and
Isakovic, 2018) demonstrates that clan type organisational
culture greatly boosts career satisfaction. Unlike Quan's
findings (Tran, 2020), adhocracy culture has a favourable
influence on work satisfaction, but clan and market culture
have no effect.

In research (Raziqa and Maulabakhsha, 2015), linking the
work environment with job satisfaction, that a good work
environment will increase employee job satisfaction. (
Abou, 2013), considers that the work environment as a
critical factor affects job satisfaction. Meanwhile (Babu,
2018); Work environment as the main obstacle to job
satisfaction. Meanwhile, in other studies, extrinsic
motivation is associated with employee job satisfaction
(Sleimi and Davut, 2015); that extrinsic motivation affects
the overall indicators of employee job satisfaction. While
Research (Noor and Nadzirah, 2018); shows that reward
has a moderate effect on job satisfaction. In this study to
prove that employee performance is influenced by work
culture, work environment and extrinsic motivation and job
satisfaction. And Job satisfaction as an intervening variable
of employee performance.

Literature review

Organizational Culture has an influence on employee
performance

According to (Kumar, 2016) organizational culture as a
company asset that can be used to improve company
performance, although so far there is no concrete concept
of organizational culture. In many studies there are
differences in constructs, because organizational culture
has an abstract concept but its existence is felt by
employees in the organization. According to Ashok Kumar,
work culture is the values and beliefs that go beyond the
personal desires of employees. Employee identity is
reflected in the group's behavior in decision making and is
guided by the culture that has been formed. Research
(Rusilowati and Romlah, 2020), (Idris, 2018); (Putra et al,,
2018) found that organizational culture has a positive and
significant impact on employee performance. Indicators of
organizational culture used according to (Kumar, 2016), are
shown in organizational values, trust, ethics, organizational
beliefs, empowerment , decision making, responsibility (
Rusilowati and Romlah, 2020) added indicators of the
ability to solve internal and external problems, how to solve
problems (Idris, 2018) added indicators of strong ties
within the organization, pride in the organization, strong
desire strong members of the organization. Meanwhile
(Putra et al, 2018), mentions that the indicator of
organizational culture is a system for solving problems.
Other research divides culture with clan, market, adhocracy
and hierarchy adopting the Cameron and Freeman model
(Lund, 2003) with job satisfaction employees.

The hypotheses proposed in the study are:
H1: Organizational culture will have a positive and
significant impact on employee performance.

Work environment will
performance

improve  employee

The workplace environment is an important component for
workers because workers spend part of their time working
in the workplace so that it affects work results. (Samson
and Waiganjo, 2015); In his research that the physical
environment does not have a significant impact on
employee performance, but non-physical or psychological
aspects are hypothesized to have a significant impact on
employee performance. The work environment is the real
condition of the place where workers work, or the presence
of workers when carrying out work activities. Working
environment conditions can support employees to work
optimally and have a real impact on employee work results.
According to research (Hidayati et al, 2019), the work
environment has a positive impact and is able to improve
employee performance. The work environment according
to Karlina et al is a workplace that is able to support the
achievement of organizational goals. They use indicators of
air quality, temperature, lighting, sound, and layout.
(Massoudi and Hamdi, 2017) The work environment is the
location where the work is done completely. The workplace
includes many things such as facilities, temperature, light,
sound, equipment, computers and others. According to
Massoudi and Hamdi, they found that the work
environment had an effect on employee productivity.
(Awan and Tahir, 2015); The physical environment used as
an indicator is furniture, lighting, ventilation and noise. And
the non-physical environment includes supervisor support,
leadership qualities and role congruity. (Hafeez et al,, 2019)
The indicators used include: cleanliness, light, noise, and
seating.
The proposed hypothesis is:

H2: Work environment is expected to affect employee
performance

Extrinsic motivation can
performance

improve employee

In much of the literature, motivation is grouped into drives
from within the individual which are pleasure, interest,
curiosity and self-expression as a form of personal
challenge, often called intrinsic motivation. And external
motivation is an activity caused by external pressure and is
expected to achieve personal or organizational goals called
extrinsic motivation. The study conducted (Ekundayo,
2018), found that motivation was able to increase employee
work results. Similarly, research (Irshad, 2016), found that
there was an effect of extrinsic motivation on employee
performance. (Nduka, 2016); using indicators for extrinsic
motivation include promotions, salaries, incentives,
benefits, rewards. In a study conducted by (Makki and
Abid, 2017), found that extrinsic motivation has a positive
and significant relationship to employee work outcomes. In
fact, extrinsic motivation is considered a light inspiration
and even tends to be bad because it only thinks about the
goals of profit, income, salary, reputation, promotion. In



contrast to internal motivation which has a very strong
inspiration to form personal awareness. However, the
current condition is that the average employee only thinks
about extrinsic motivation because the income is still
relatively small. It has not specifically emphasized the
importance of intrinsic motivation, let alone to employee
engagement. Research (Amaeshi, 2019), also shows that
motivation shows a positive and very decisive impact on
employee performance. (Shaikh et al., 2019) in his research
stated that the extrinsic factor had a good and decisive
impact on employee success.

Thus the proposed hypothesis is:

H3 : Extrinsic motivation is hypothesized to have a strong
drive to improve employee performance.

Job satisfaction is expected to provide an increase in
the work performance of employees.

There are many definitions of job satisfaction, some of
which are contradictory, namely how you feel about your
job, like your job, active response to work, colleagues,
status, work relationships, co-workers, and relationships
with your boss, including the fulfillment of work needs. Job
satisfaction contains various dimensions and indicators.
Employee satisfaction is the value obtained that exceeds
what the employee wants (Vrinda and Nisha, 2015). (Shaju
and Subhashini, 2016), in his research shows that there is a
positive relationship between job satisfaction and the
results obtained by employees. (Inuwa, 2016); Proving that
there is a positive and significant relationship between job
satisfaction and employee performance. Job satisfaction is
centered on individuals' feelings about their entire job, it
can also be considered as a feeling of achievement or
success in work (Inuwa, 2016). The indicators of job
satisfaction used also vary, such as independence, wisdom,
skills, support for continuing education, feelings of
satisfaction. In his research also proves that employee
performance can increase if the level of employee job
satisfaction increases. As described in the research by Putra
et al. (2018), job satisfaction can be an intervening variable
on employee performance.

Thus the proposed hypothesis is:

H4: Job satisfaction has the ability to improve employee
performance in the organization.

METHODOLOGY

In this study, primary data were taken from respondents
who were selected as samples. The method of data
collection is done by distributing instruments
(questionnaire). Employees in the Blora Regency
secretariat office, totaling 150 employees, 60 employees
were taken as respondents. The sample was taken using the
Slovin formula with the two-stage random sampling
method. The first stage is stratified random sampling and
the second stage is proportional random sampling.
Questionnaires were given to 60 employees who were used
as respondents to fill in the appropriate answer choices
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with a scale of 1 strongly disagree, 2 disagree, 3 agree, 4
strongly agree and 5 totally agree. Secondary data, in the
form of journals and scientific articles. The instrument was
tested through validity test with p_ value less than 0.05
means significant (See Table 1). Reliability Test Criteria
based on opinion (Nunnally 1978), if Cronbach's alpha
value 0.80; means reliable (Table 2). In appendix 1
Reliability Test of each indicator item per variable. Further
testing is done through regression and path analysis.
Regression analysis with SPSS software version 16, was
used to analyze the effect of independent variables on
dependent variables. Multiple linear regression to test the
simultaneous effect of the studied model (F test). Then
tested with path analysis to determine the effect of each
path.

Equation 1 Multiple linear regression : EP = 1 OC + 2WE +
3EM+4]JS+¢

Equation 2 Multiple Linear Regression : JS= 10C + 2WE +
3EM +¢

RESULTS

Respondent data can be seen in the demographic data in
Table 3. Meanwhile, Table 4 shows the results of the
description of each item indicator variable as well as the
results of the value of the variables OC (Organizational
Culture), WE (Work Environment), Extrinsix Motivation
(EM), Job Satisfaction (JS) and Employee Performance (EP).

Furthermore, it is calculated by SPSS the results of
Regression Equation 1 to prove that the dependent variable
all hypotheses are accepted have a positive and significant
influence on the dependent variable Employee
Performance, which can be seen in Table 5. And Regression
Equation 2 to prove that the independent variable whose
hypothesis is accepted and rejected, see Table 6.
Furthermore, Table 7 and Table 8 prove that the model is fit
or appropriate to be used to test all independent variables
on the dependent variable with a significant F value. Table
9 proves that the variable job satisfaction as an intervening
variable.
The results of the first regression equation can be seen as
follows:

EP =0.277 OC +0.324 WE +0.134 EM + 0.367 ]S + €
The results of the second regression equation can be seen
as follows:
JS=0.076 OC + 0.602 WE + 0.251 EM +€

Calculation results show that job satisfaction mediates the
effect of work environment and extrinsic motivation. Can
be seen in Table 9.

From the table above, it can be explained that job
satisfaction can be a solution to complete employee
performance by utilizing the work environment. The work
environment in question is that employees need a
workspace that has good ventilation, and both employees
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Table 1. Karl Pearson Coefficient of Correlation

NO Pearson ocC WE EM JS EP Description
Correlation

1 0C1 .630™

2 0cC2 .816™

3 0C3 732 Valid

4 0C4 .702*

5 0C5 470

6 0oceé .338™

7 WE1 720"

8 WE2 723"

9 WE3 .692™

10 WE4 647 Valid

11 WES .698™

12 WE6 525

13 WE?7 3317

14 EM1 .720™

15 EM2 676

16 EM3 .760™

17 EM4 .710™ Valid

18 EM5 397

19 EM6 468

20 EM7 391

21 JS1 772

22 ]JS2 787"

23 JS3 770"

24 ]S4 718" Valid

25 ]JS5 465

26 ]S6 .368™

27 ]S7 631"

28 ]S8 404

29 EP1 794

30 EP2 579"

31 EP3 702" Valid

32 EP4 .604™

33 EP5 462"

** Criteria 0.01 level (two-tailed).
*. Criteria 0.05 level (two-tailed).

Source : Primary Data processed 2021

Note: OC = Organizational Culture, WE = Work Environment, EM = Extrinsic Motivation, JS = Job Satisfaction and EP =

Employee Performance

Table 2. Reliability test

Cronbach,s a

Standardized of Items

N of Items

927

921 33

Source : Primary Data processed 2021

should not hear noise when the employees are working.
While the extrinsic motivation needed is personal goals in
line with organizational goals, and what must be improved
is the salary received in accordance with the rules set by
the government, it turns out that employees feel it is not
enough because of the increase in the price of goods. It also
shows that employees lack confidence in the values that are
believed in the organization.
See Figure 1 direct influence model and Figure 2 indirect
influence model and total influence.

DISCUSSION

1. Organizational Culture has an influence on employee
performance

The results of the study proved that organizational culture
has a positive and significant impact on employee
performance. These results are in accordance with previous
researchers (Rusilowati and Romlah, 2020); (Idris, 2018);
(Putra et al,, 2018) they found that organizational culture
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Table 3. Demographic Data

Item n Percentace (%)

Gender

Male 29 48.33

Female 31 51.67

Total 60 100

Age (year -old) n Percentace (%)

21-30 years old 12 20

31-40 years old 18 30

41-50 years old 21 35

51-60 years old 9 15

Total 60 100

Service (years) n Percentace (%)

1to5 1 1.67

5to 10 9 15

10 to 15 15 25

15to 20 5 8.33

20 to 25 10 16.167

25t0 30 20 33.33

Total 60 100

Educational level n Percentace (%)

Junior high school 5 8.33

Senior high school 13 21.67

Bachelor 3 5

Postgraduate 6 10

Total 60 100

Source : Primary Data processed 2021

Table 4. Indicator Data for Each Variable
Item Code Items Average Value Variable value Description
0C1 Employees believe in the values that exist in the organization 3.36 Enough
0C2 Employees have confidence in the organization 3.46
0C3 Employees believe in their organization 3.52
0C4 Employees have strong ties to the organization 3.45 3.62
0C5 Employees have a sense of responsibility 3.75
0ceé The organization has a problem solving system 4.22 Very Good
WE1 Every employee uses good furniture 3.53
WE2 Each room has sufficient lighting 3.63
WE3 Every room has good ventilation 3.85 Very Good
WE4 Employees don't hear the noise 3.76 3.64
WES5 Every room has an air temperature controller 3.68
WE6 Every employee has adequate equipment 3.50 Enough
WE7 Every employee always maintains cleanliness 3.58
EM1 Every employee gets a salary according to government regulations 3.45 Enough
EM2 Every employee also gets an incentive 3.51
EM3 Every employee also gets an allowance 3.65
EM4 Every employee deserves an award 3.73 3.77
EM5 Every employee is entitled to a promotion 411
EM6 Employee personal goals are in line with organizational goals 4.15
EM7 Employees also think about reputation 3.85 Very Good
JS1 Every employee loves his job 3.41 Enough
JS2 Every employee has a work success orientation 3.55
JS3 Every employee is recognized for his work 3.68
]S4 Every employee is proud of his work 3.70 3.61
JS5 Every employee gets support to continue their education 3.48
]S6 Every employee is active in his work 3.85 Very Good
JS7 Every employee is always in touch with his work 3.60
]S8 Every employee can fulfill their daily needs 3.68
EP1 Work results according to SOP 3.40 Enough
EP2 Work is carried out according to the applicable work system 3.60
EP3 Work results based on employee abilities 3.53 3.54
EP4 Employee work takes into account new innovations 3.75
EP5 Work results are often required to use creativity 3.45 Very Good

Source : Primary Data processed 2021
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Table 5. Results of Regression Equation 1: Dependent Variable of Employee Performance

Equation Variable Coefficient Significance Value Hypothesis
First OC to EP 0.277 0.000* Accepted
WE to EP 0.324 0.000* Accepted
EM to EP 0.134 0.038* Accepted
JS to EP 0.367 0.000* Accepted
Primary Data processed 2021. P_Value < 0.050*
Table 6. Result of Regression Equation 2 : Dependent Variable of Job Satisfaction
Equation Variable Coefficient P_Value Hypothesis
Second OCto ]S 0.076 0.415 Rejected
WE to ]S 0.602 0.000* Accepted
EM to JS 0.251 0.026* Accepted
Primary Data processed 2021. P_Value < 0.050*
Table 7. F test results for equation 1
ANOVAP
Model Sum of Squares df Mean Square F Sign.
1 Regression 439.466 4 109.866 150.062 .0002
Residual 40.268 55 732
Total 479.733 59
a. Pedictors : (Constant), Job_Satisfaction, Organizational_Culture, Work_Environment, Extrinsic Motivation.
b. Dependent Variable : Employee Performance
Table 8. F test results for equation 2
ANOVA®P
Model Sum of Squares df Mean Square F Sign.
1 Regression 813.160 3 271.053 47.027 .0002
Residual 322.773 56 5.764
Total 1135.933 59
a. Pedictors : ( a), Organizational_Culture, Work_Environment, Extrinsic Motivation.
b. Dependent Variable : Employee Performance
Table 9. Job Satisfaction as an Variable Intervening
No Influence Direct Indirect Total
1 WE to EP with JS Intervening variable 0.324 0.602x0.367 =0.2209 0.324 +0.2209 = 0,5449
2. EM to EP With ]S Intervening Variable 0.134 0,251 x 0,367 =0.092117 0.134 + 0.0921 =0.2261

Primary Data processed 2021

has a positive and significant influence on employee work
outcomes. And the indicator that needs to be improved is
the value of belief in the organization. While the indicator of
the organization having a high average value is the problem
solving system in the organization. Thus the problems that
occur within the organization can be resolved quickly and
accurately.

2. The work environment has an impact on employee
performance

The results of the study prove that the work environment
has a positive and significant influence on employee
performance. These results are in line with research

(Hidayati et al., 2019), which in her research found that the
work environment has a positive and significant influence
on employee performance. An indicator of a good work
environment is the presence of ventilation in every office
space. Thus the employees focus on the results to be
achieved, not divided by the existing ventilation conditions.
While the indicators that still need to be improved are the
equipment that still needs to be improved, so that when
needed, sufficient equipment is available to complete.

3. The Influence of Extrinsic Motivation on Employee
Work Results

The results of this study prove that extrinsic motivation has
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Figure 2: Indirect Effect Model and Total Effect

a positive and significant impact on employee performance.
This is also in line with research (Ekudayo, 2018), which
found that motivation has an influence on employee work
outcomes. In research (Irshad, 2016), also found the effect
of extrinsic motivation on employee performance. Research
(Amaeshi, 2019), also shows that motivation also causes
positive employee performance and determines their work
results; (Amaeshi, 2019). (Shaikh et al, 2018) in their
research stated that the electric factor had a positive and
significant impact on employees. Indicators of motivation
that need to be improved, the salary earned is not able to
cope with the pressure of rising prices. Positive indicators
are the personal goals of employees are in line with

Prihatin and Sri 32

0.324 +0.220 = 0.549’

0.134 +0.092 =0.226

organizational goals; Thus, employees have a very strong
drive to achieve maximum work results.

4. The effect of job satisfaction on employee work
results

This study also succeeded in finding that employee job
satisfaction also has a positive impact on employee work
outcomes. These results are in line with research (Inuwa,
2016); which proves that there is a positive and significant
relationship between job satisfaction and employee
performance. As (Shaju and Subhashini, 2016), his research
found that there is a positive correlation between job
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satisfaction and employee performance. While a good
indicator of satisfaction is an employee who is always
active in every job. An indicator that must be improved is
that every employee is required to love his job.

Conclusion

In this study also succeeded in proving that job satisfaction
can mediate the work environment and extrinsic
motivation on employee performance. This is in line with
research (Putra et al.,, 2018) that job satisfaction can be a
mediating variable on employee performance. The results
of this study indicate that the influence of the work
environment on employee performance is mediated by job
satisfaction. Likewise, the effect of intrinsic motivation on
performance is mediated by job satisfaction. The results of
the calculation of the work environment are greater than
the effect of extrinsic motivation on employee performance
mediated by job satisfaction. While the average value of the
extrinsic motivation variable is higher than the work
environment explaining employee expectations for the
results obtained, which are expected to provide a higher
level of satisfaction, even though the realization is not as
expected. In this study, work culture has no significant
effect on job satisfaction, so that employee work outcomes
are not mediated by work culture. The work environment is
considered to have an important meaning for employees
compared to the salary they get. This condition reflects that
the work environment is in accordance with the wishes of
employees, employees feel belonging and increasingly love
and have loyalty to their work.

Suggestion

According to the study's findings, the indicator variable of
organisational values is the one that has to be developed
and improved on the work culture variable. Employee work
results can be improved as a result of strong corporate
values. This metric represents the employee's faith in the
organisation. The need to enhance work equipment is one
of the indications of the work environment that must be
reinforced, since with the availability of work
infrastructure, it can be utilised to handle any problems
that arise in order to increase employee performance.
While the extrinsic motivation variable, the indicator that
needs to be improved is receiving a salary in accordance
with government regulations, this demonstrates that there
is inflation that occurs, and the salary that was in
accordance with standards in everyday life is no longer
sufficient due to an increase in the price of basic necessities.
And for the indicator job satisfaction variable that needs to
be addressed, namely enjoying his job, this demonstrates
that there are still many employees who are unsure or not
totally about their work, thus they are regarded not
wholehearted in carrying out their area of duty. And for
employee performance variables with indicators of work
outcomes according to SOPs that must be addressed, this

condition indicates that many workers are still not ready
for changes as a result of the 4.0 industrial revolution, and
they have not been able to adapt successfully.
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Appendix 1

Reliability Test

Item Items Cronbach’s  Critical Value’s Based  Description
Code Alpha Nunnaly 1978

0C1 Employees believe in the values that exist in the organization 925

0C2 Employees have confidence in the organization 924

0C3 Employees believe in their organization 923 0.80 Good
0C4 Employees have strong ties to the organization 926

0C5 Employees have a sense of responsibility 928

0C6 The organization has a problem solving system 929

WE1 Every employee uses good furni]ﬂure 923

WE?2 Each room has sufficient lighting 923

WE3 Every room has good ventilation 924

WE4 Employees don't hear the noise 923 0.80 Good
WES5S Every room has an air temperature controller 925

WE6 Every employee has adequate equipment 927

WE7 Every employee always maintains cleanliness 930

EM1 Every employee gets a salary according to government regulations 922

EM2 Every employee also gets an incentive 924

EM3 Every employee also gets an allowance 922

EM4 Every employee deserves an award 923 0.80 Good
EM5 Every employee is entitled to a promotion 929

EM6 Employee personal goals are in line with organizational goals .929

EM7 Employees also think about reputation .928

JS1 Every employee loves his job 921

]JS2 Every employee has a work success orientation 922

JS3 Every employee is recognized for his work 922

]S4 Every employee is proud of his work 924 0.80 Good
JS5 Every employee gets support to continue their education 926

JS6 Every employee is active in his work 928

JS7 Every employee is always in touch with his work 928

JS8 Every employee can fulfill their daily needs 928

EP1 Work results according to SOP 921

EP2 Work is carried out according to the applicable work system 925

EP3 Work results based on employee abilities 924 0.80 Good
EP4 Employee work takes into account new innovations 925

EP5 Work results are often required to use creativity 926

Source : Primary Data processed 2021



