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ABSTRACT 

 

Peopl e who already have a job i n a company called empl oyee. Empl oyee is human resources t hat already 

have a j ob. If a manager make a mi stake when hired e mpl oyee, it will have a bad i mpact on e mpl oyee j ob 

perfor mance. Bad j ob perfor mance will i mpact empl oyee’s work result, and fi nall y, will affect company 

devel opment. Empl oyee t hat disappoi nt ed and dissatisfied wit h j ob will cease from wor k and t he worst is there will 

be a negative issue on t he co mpany and it will scratch company i mage. The obj ectives of this research based on t he 

probl e m t hat menti on above are t o exa mi ne e mpl oyee job satisfacti on based on leadershi p st yle and leader’s attit ude 

at PT X - Manado. Theories supporti ng research are hu man resource manage ment, leadershi p st yle, leader’s attit ude, 

and j ob satisfacti on. The popul ati on of this research is e mpl oyees of PT X -- Manado wit h sa mpl e of 9 respondents 

of PT X -- Manado. Results and concl usi ons are leadershi p st yle and leader’s attitude has i nfluence t owar ds 

e mpl oyee j ob satisfacti on.  To gai n t he j ob satisfaction, leader also must maxi mi ze t he t oget herness t owar d 

e mpl oyees. 

 

Key words: job satisf acti on,  leadershi p style, leader’s attitude 

 

I NTRODUCTI ON 

 

Research Background 

 Co mpany must have e mployees t o run t he company acti vities, to make it worthy. So, who will hire t he 

e mpl oyees t o ent er the company? That is why t here is a human resource manage ment. It functi on is to hired, t o 

control every singl e e mpl oyees who ent er and run t he company acti vities. Hire right person for t he ri ght job. It is 

state for peopl e who have a stat us for human resource manage ment. Hu man resource manage ment can not hire 

peopl e based on what they want. But it is ruled t hat peopl e fulfill t he criteria, so that they can ent er the ri ght job.  

 Peopl e who already have a job i n a company called empl oyee. Empl oyee is human resources t hat already 

have a j ob. If a manager make a mi stake when hired e mpl oyee, it will have a bad i mpact on e mpl oyee j ob 

perfor mance. Bad j ob perfor mance will i mpact empl oyee’s work result, and fi nall y, will affect company 

devel opment. Lok and Crawf ord (2004) sai d t hat when e mpl oyees are dissatisfied at work, they are less commi tt ed 

and will look for ot her opport unities t o quit. Empl oyee t hat disappoi nt ed and dissatisfied wit h j ob will cease from 

wor k and t he worst is there wi ll be a negative issue on the company and it will scratch company i mage.  

Measure t hat support e mployee j ob satisfacti on is leadershi p i n company. Leadershi p i n an organi zati on is 

one of t he fact ors that play si gnificant role i n enhanci ng or retardi ng t he i nterest and commit ment of t he i ndivi duals 

in t he organi zati on ( Obi wuru et al., 2011). A good leadershi p i nfluences e mployee j ob satisfacti on and increase 

e mpl oyee work perfor mance.  In order t o create a good qualit y of goods and servi ces, company must hire and 

prepared a good leader. Based on state ment above, a power of leader needed to arrange e mpl oyee i n company.  

Leadershi p mi ght be i nfluence t o overall company perfor mance, so leader must find its own st yle. It has t wo 

maj orit y st yles t hat is transfor mati onal st yle and transacti onal st yle. Generall y, transfor mati onal st yle prefer t o a 

st yle that directl y connected wit h e mpl oyee, tight en the relati onshi p one wit h anot her, while transacti onal st yl e 
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prefer to a st yle when leader disconnect ed wit h e mployee and j ust direct the instructi on t hrough subordinat e, i n 

exchange, leader gave t he re ward for e mpl oyee.  

Stress and work overl oad are fact ors t o reduce wor k perfor mance. Accordi ng t o Anit ha (2011) e mpl oyees 

wi ll be more satisfied if they get what t hey expect ed, job satisfacti on relates to i nner feeli ngs of workers. If it 

foll owed wit h a spitfire leader, egoist, like t o search empl oyee’s mi stake, etc., a bad i mpact will come t o t he leader. 

Scrat chi ng leader’s na me, bad issues spread, work result down, and t he most i mport ant is e mpl oyee will retire from 

job and it very i nfl uential for company. Managi ng leadershi p attitude also become a measure for e mpl oyee j ob 

satisfacti on. Specific e mployee attitudes relati ng t o job satisfacti on and organi zati onal commit ment are of maj or 

interest to t he fiel d of organi zati onal behavi or and t he practice of human resources manage ment ( Tella et al., 2007). 

At tit ude is a manner. When a leader shows a good attitude t owards e mpl oyee, auto maticall y t here will be a good or 

positi ve respond from e mployee, whet her e mpl oyee show by t heir work performance or respect for leader itself.  

Based on t he expl anation above, leadershi p style and attit ude of leader is reall y needed t o gai n t he j ob satisfacti on t o 

defense t he company future. Accordi ng t o Anit ha (2011), job satisfacti on is the collecti on of tasks and 

responsi bilities regul arl y assi gned t o one person.  In ot her hand, ri ght job for empl oyee is the first step to gai n 

e mpl oyee satisfacti on. When e mpl oyee satisfacti on has been for med, it will become job satisfacti on.  

PT X is one of t he bi ggest compani es i n Asi a. Establish i n 1972, and not l onger after that, it opens many 

company branches i n every country i n Indonesi a, incl ude i n Manado. The central of t his company l ocat ed i n Jakart a. 

It is one of bi g company that moves i n heavy equi pment i n vari ous sect ors such as constructi on machi nery, mi ni ng 

contracti ng, and mi ni ng. Not just sol d product and t heir parts it is also run i n service area; provi des compl e ment ary 

after sales-servi ce, attachment, etc. It hired a l ot of empl oyee for t he central itself and for the branch company. In 

2010, t he t otal empl oyee t hat hired by company is about 14. 500 e mpl oyees. PT X - Manado is a branch from central 

company, l ocat ed i n Jl. Raya To mohon- Wi nangun, Nort h Sul awesi, wit h e mployee t hat has been transfer from 

vari ous country i n Indonesia, that hired by central. The leader i n t his company also directl y chosen and hired from 

central. This company has 3 mai n depart ments; there are admi nistrati on depart ment, servi ce depart ment, and part 

depart ment. Hu man resources i n t his branch company controlled by t he leader itself and hel p by leader’s 

subordi nat e, whi ch is administrati on depart ment. In ot her hand, every si ngl e empl oyees t hat work i n company 

known by admi nistrati on. It is i mport ant t o admi nistration head, whi ch is also e mbrace human resource function, t o 

know t he basic of every empl oyee, to devel op and manage t he m. Leader in thi s company has been servi ng as a 

branch manager si nce 2012. The reason of the appoint ed is ever step t he career ladder. Before it, this leader ever 

takehol d as a part anal yst and t hen ever beca me a part depart ment head i n Pekan Bar u, Sumatra. Aft er that, central 

took as a branch manager in Manado.  

 

Research Objecti ves 

The obj ecti ves of t his research based on t he probl e m t hat menti on above are:  

1.  To exa mi ne how e mpl oyee job satisfacti on based on leadershi p style at PT X - Manado.  

2.  To exa mi ne how e mpl oyee job satisfacti on based on leader’s attitude at PT X - Manado.  

 

 

THEORETI CAL FRAME WORK 

Leadershi p Styl e 

Leadershi p was st udi ed i n order t o exa mi ne/i dentify hi gh perfor mi ng organi zations; the ai m of anot her 

st udy was  to fi nd  out  medi ati ng  role  of  learning  orient ati on  bet ween  the  leadershi p  st yl e  and  fir m 

perfor mance i n manufact uring i ndustry (Iqbal et al., 2012). Burns (1978) i n Lowe et al. (1996) i dentified t wo t ypes 

of leadershi p st yles, transfor mati onal and transacti onal leadershi p. Accordi ng to Bass (2000), transformati onal 

leaders raise t he awareness of their constit uenci es about what is an i mportant, increase concern for achi eve ment, 

self-act ualizati on and i deals. Transacti onal leaders cater to the self-i nterests of their constituenci es by means of 

conti ngent rei nforce ment, positi ve i n t he case of constructi ve rewards, praise and promi ses for constit uents’ success 

in meeti ng commit ments t o the leader and/ or t he organizati on ( Bass, 2000).  
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Leader’s Attitude 

Accordi ng t o Mockaitis (2005), effecti ve leadership depends on t he understandi ng by leaders of t he 

attitudes expect ati ons, and behavi ors of subordi nat es in vari ous situati ons. Managers’ attitudes are clearl y reflect ed 

in t heir leadershi p style ( Diski ene et al., 2010) and t hey can  affect an e mpl oyee’s self-i mage  and resulti ng pot ential 

in eit her a positi ve or negative way by bei ng  supportive, fair, and encouragi ng, or unsupporti ve,  inconsistent, and 

critical ( Warrick, 1981).  

 

Job Satisfacti on 

  Franek and Vecera (2008) defi ned j ob satisfacti on as an i ndi vi dual‘s pleasurable e moti onal state resulti ng 

from t he appraisal of one‘s j ob, an affecti ve reacti on t o one‘s j ob, and an attitude t owards one‘s j ob.  Fro m t he 

expl anati on above, job satisfacti on is the feeli ng t hat born t oward e mpl oyees who l ove and li ke t he j obs and wit h 

pl easure want t o do it wit hout any compulsi on and pressure from anot her peopl e.  

 

 

Previ ous Research 

 Boat eng (2012) found t hat the pri nci pals exhi bited transfor mati onal leadershi p styl e, where t he respondents 

agreed t hat the pri nci pals often ti mes exhi bited transacti onal leadershi p as well, however t he pri nci pals do not use 

laissez-faire leadershi p st yle. Obi wur u et al. (2011) found t hat transacti onal leadershi p st yle had si gnificant positi ve 

effect on perfor mance; transfor mati onal leadershi p style had positi ve but insignificant effect on performance. 

Boonyarit et al. (2010) found t hat struct ural e mpowerment was positi vel y correlated t o psychol ogi cal e mpower ment 

and j ob satisfacti on, psychologi cal e mpower ment was positi vel y related t o bot h attitude out comes of job satisfacti on 

and organi zati onal commitment, psychol ogi cal e mpower ment played a medi ati ng rol e i n t he relati onshi p bet ween 

percei ved transfor mati onal leadershi p and bot h attitude out comes, and psychologi cal e mpower ment mediat ed t he 

relati onshi p bet ween structural e mpower ment and both attitude out comes.  

 

 

 

 

 

 

 

 

Fi gure 1. Concept ual Frame work 

 

RESEARCH METHOD 

 

Types of Research 

Qualitati ve approach is used for t his research. By usi ng a respondent viewpoi nt to descri be and obt ai n t he 

expl anati on from respondent, this research bel ongs t o descri pti ve research. The obj ecti ve is to obt ai n t he result of 

dat a anal ysis from respondent perspecti ve t o get the accurate and real data.  

 

Pl ace and Ti me of Research 

Research takes a place at PT X - Manado t hat addressed i n Jl. Raya To mohon- Winangun. This company is 

the branch of PT X central that located i n Jakarta. And t his incl udes one of the bi ggest compani es i n Asia that 

provi de a l ot of e mpl oyees that has been transferred fro m anot her country i n Indonesia. The st udy was conduct ed i n 

Ma nado, bet ween June - July, 2013.  

 

Popul ati on and Sa mpl e 

Popul ati on hel ps t he research t o know where t he respondent comes from, and who t he respondent is. A 

popul ati on is an entire group about whi ch some i nfor mation is required t o be ascertained, while a sa mpl e is any part 

of t he full y defi ned popul ation ( Banerjee & Chaudhury, 2010). Popul ati on of this research is all empl oyees of PT X 

Leadershi p St yl e Leader’s Attitude 

Job Satisfacti on 
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- Manado. The t otal popul ation of PT X - Manado is 84 peopl es; consist of 1 person as branch manager, 2 peopl es 

as busi ness consultant fro m Jakarta, 33 peopl es from admi nistrati on depart ment, 32 peopl es from servi ce 

depart ment, and 16 peopl es from part depart ment.  

Ma x well (1997) i n Teddlie & Yu (2007) furt her defined pur posi ve sa mpli ng as a type of sa mpli ng i n whi ch, 

particul ar settings, persons, or events are deli beratel y sel ected for t he i mportant infor mati on t hey can provi de t hat 

cannot be gotten as well fro m ot her choi ces. Whi ch is means t he sa mpl e has a seg ment part, that can be di vide by 

the t hi ngs t hat i mportant to get the i nfor mati on. The sa mpl e of this research is 9 respondents of PT X - Ma nado. 

These 9 respondents take from 3 vari ous depart ments from t his company, whi ch is each depart ment, take 3 

respondents. This sa mpli ng also di vi des t he respondent  based on age and t ype of job of e mpl oyee. In t he ot her hand, 

this sa mpli ng is known as purposi ve sa mpli ng, where the obj ect and respondent is already set up.  

 

Dat a Collecti on Met hod  

The source of dat a consists of t wo sources, whi ch are pri mary data and secondary dat a. Accordi ng t o 

Sekaran and Bougi e (2009,  pg. 180), the pri mary data is the i nfor mati on obt ai ned by first-hand by t he researcher on 

the variabl es of interest for the specific purpose of the st udy. This research receives t he i nfor mati on by i ntervi ew 

and observes t he respondent and t he company. Sekaran and Bougi e (2009, pg. 180) also sai d t hat secondary dat a is 

the i nfor mati on gat hered fro m sources t hat already exist. From t he expl anati on above, secondary dat a that use i n 

this research is books, journals, and i nternet. 

Te wksbury (2009) sai d t hat the dat a that is used i n qualitative research come fro m a range of collecti on 

met hods t hat is interviews wi t h i ndi vi duals, observations of peopl e, places and acti ons/i nteracti ons, i mmersi on i n 

setti ngs so as t o understand the what, how, when and where and how of soci al struct ure and acti on/i nteraction, t he 

anal ysis of medi a ( written, spoken, drawn, etc.) cont ent and gui ded conversati ons wi t h groups of indi vi duals (focus 

groups). It means, all the qualitati ve research j umps directl y t o t he research pl ace t o have i nteract ed wi t h t he 

respondent or directl y has t he i nfor mati on. Te wksbury (2009) state t hat intervi ews are (t ypi call y) struct ured 

conversati ons t hat researchers have wit h i ndi vi duals. It means t hat when doi ng i ntervi ew, t he i ntervi ewer and 

respondent face t o face and to ask and ans wer some questi on t o collect the research dat a. Marshall (2006) stat e t hat 

observati on ent ails the systematic noti ng and recording of events, behavi ors, and artifacts (obj ects) in t he soci al 

setti ng chosen for st udy. It means observati on is an act t hat directl y go t o t he research place and see t he sit uati on 

around wit h own eyes wi th t he prove t hat can be record or write or anyt hing t hat can save t he sit uation or 

infor mati on. Dat a i nstrument is the t ools t hat used t o facilitate t he dat a collecti on. Dat a i nstrument i n t his research 

are pen, book or i ntervi ew not es, and tape recorder or vi deo recorder.  

 

Operati onal Defi niti ons of Research Vari abl es 

Operati onal defi nition of research variabl es are: 

1.  Leadershi p st yle can be descri bed as t he own st yle of manager or leaders t hat affect e mpl oyees.  

2.  Leader’s attitude can be descri bed as t he manner of leader t hat affects e mpl oyees.  

3.  Job satisfacti on can be described as t he ti me when e mployee feels satisfy wit h t he wor k.  

 

Dat a Anal ysis Met hod 

Qualitati ve Met hod 

Mundar et al. (2012) state that generall y, qualitati ve met hods do not use statistical or ot her quantitati ve 

met hods t o deri ve a concl usi on. Accordi ng t o Hancock (1998), case st udy research is used t o descri be an entity t hat 

for ms a si ngl e unit such as a person, an organi zati on or an i nstituti on. This t ype of qualitati ve t ype descri bes t he 

infor mati on t hat has been gat hered. This research use the case study as qualitati ve type of research, whi ch is in t his 

research, the obt ai ned i nformati on will be descri bed one by one.  

 

Vali dity and Reli ability Test 

1.  Cr edi bility. Data is a very i mportant thi ng i n research. So dat a must be vali d. Tool for procure t he qualitati ve 

dat a sit uated at the researcher itself, assist by i nterview met hod, observati on method, and st udy docu ment. A 

trust wort hi ness of qualitative l ocat ed at the accurate infor mati on about t he data. Self (1996) i n Hilli goss and 
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Ri eh (2007) sai d t hat credi bility has been defined as believability, trust, reliability, accuracy, fairness, 

obj ecti vit y, and dozens of other concepts and combi nation t here of.   

2.  Transferability. Accordi ng to Tobi n and Begl ey (2004) transferability (comparable wit h ext ernal vali dit y) refers 

to t he generalizability of inquiry. Transferability is a measure t hat the research can be use, or transfer to anot her 

cont ext. This means, the data research can be applied where t he data come from.  

3.  Dependability. Inquirers are responsi ble for ensuri ng that the process of research is l ogi cal, traceabl e and cl earl y 

docu ment ed (Schwandt, 2001 i n Tobi n and Begl ey, 2004). A dependability of a research means when a research 

dat a can be traced from where t he data ori gi nat ed, dat a research can be perfor med and tracked t he steps.  

4.  Confir mability. Meadows (2003) state about t he confir mability ‘ ‘is the research reasonabl y free from 

unacknowl edged researcher bias?’ ’ Confir mability will measure if the dat a can tracked t he trut h and the 

infor mati on.  

 

RESULT AND DI SCUSSI ON 

 

Res ult 

Pr o and contra tabl e easier to knows t he result from each respondent. And from t hat, this research can 

concl ude t he mai n result for t his research. Pro and contra tabl e consist of initial na me of respondent, and t he 

intervi ew questi on’s mai n idea. As t he directi on, pro is si gn by (+) and contra is sign by (-). 

 

Tabl e 1. Pro and Contra Tabl e 

 

No.  Source Leadershi p Styl e Attitude Job Satisfacti on 

1.  Mr. H . D Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary (+) 

Re war d for All        (-) 

Wor k I mpact           (+) 

2.  Mr. S. H Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary (+) 

Re war d for All        (-) 

Wor k I mpact           (+) 

3.  Mi ss. D. T Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary (+) 

Re war d for All        (-) 

Wor k I mpact           (+) 

4.  Mr. Y Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary (+) 

Re war d for All        (+) 

Wor k I mpact           (+) 

5.  Mr. D. W Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary (+) 

Re war d for All        (-) 

Wor k I mpact           (+) 

6.  Mr. M Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary (+) 

Re war d for All        (-) 

Wor k I mpact           (+) 

7.  Mr. W Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary  (-) 

Re war d for All        (-) 

Wor k I mpact           (+) 

8.  Mr. A. K Moti vat e                  (+) 

Re war d                    (-) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (-) 

Fairl y                       (-) 

Fri endl y                   (-) 

Appr opriate Sal ary  (-) 

Re war d for All        (-) 

Wor k I mpact           (+) 

9.  Mr. S. S Moti vat e                  (+) 

Re war d                    (+) 

Co mmuni cati ng       (+) 

At tit ude / Behavi or  (+) 

Fairl y                       (+) 

Fri endl y                   (+) 

Appr opriate Sal ary (+) 

Re war d for All        (-) 

Wor k I mpact           (+) 

 Source:  data processed 
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Pr o and contra table is the summar y of t he respondent result, whi ch is mostl y e mpl oyees gi ve (+) or pro 

toward t he i ndi cat or t hat have been asked for t he research. Based on t he pro and contra table above, this research 

can get the mai n result where j ob satisfacti on t hat looking for t he leadershi p st yle is, empl oyees get the moti vati on, 

directl y communi cat e, no subordi nat e bet ween leader and e mpl oyees, focus to t he e mpl oyees or followers, 

understandi ng what e mpl oyees needs, devel op e mployees skills and abilities, gi ve reward, etc. Even someti me, 

leader calls subordi nat e t o convey t he advi ce or infor mati on t oward e mpl oyees, this acti on is not reduce t he 

satisfacti on from e mpl oyee. The struct ure organi zation also warni ng t hat there is li mitati on bet ween leader and 

foll ower, but it is can be resol ve because generall y t his leader has a direct relati on wi t h e mpl oyees.  

Respondent choose pro fro m t he attitude si de, which means t his leader has a good attitude t owar d 

e mpl oyees. Aut omaticall y, based on attitude, the j ob satisfacti on is quite good enough. It is proved by t he behavi or 

of t he leader. This leader has a good attitude i n e mpl oyee’s eyes, and t his leader also fair toward every e mployee i n 

the company. Not j ust that, he is also a friendl y leader, whi ch make a pl us poi nt for empl oyee j ob satisfacti on.  

Research can get the mai n result where j ob satisfacti on t hat looki ng for the leadershi p st yle is, empl oyees 

get the moti vati on, directl y communi cat e, no subordi nat e bet ween leader and e mpl oyees, focus t o the e mpl oyees or 

foll owers, understandi ng what e mpl oyees needs, devel op e mpl oyees skills and abilities, gi ve reward, etc. Even 

someti me, leader calls subordi nat e to convey t he advice or i nfor mati on t oward empl oyees, this acti on is not reduce 

the satisfacti on from e mpl oyee. The struct ure organi zation also warni ng t hat there is li mitati on bet ween leader and 

foll ower, but it is can be resol ve because generall y t his leader has a direct relati on wit h e mpl oyees.  And i n attitude, 

respondent choose pro, which means t his leader has a good attit ude t oward e mpl oyees. Aut omaticall y, based on 

attitude, the j ob satisfacti on is quite good enough. It is proved by t he behavi or of the leader. This leader has a good 

attitude i n e mpl oyee’s eyes, and t his leader also fair towar d every e mpl oyee i n t he company. Not j ust that, he is also 

a friendl y leader, whi ch make a pl us poi nt for e mpl oyee j ob satisfacti on.  

 

Di scussi on 

Leadershi p style has 3 i ndicat ors and t here are 9 respondents. The percent age accordi ng t o pro and contra is 

leadershi p style (96 % pro and 4 % contra), leaders attitude (88 %pr o and 12% contra), and j ob satisfacti on 

(62. 96 %pr o and 37. 04 % contra). For leadershi p st yle, they have 96 % pro e mpl oyees, whi ch is shows t he leader has 

a good charact eristic or st yle in lead t he e mpl oyee. It is proved because t here is directl y moti vat e and communi cat e 

from leader to e mpl oyees. But not just that, leader also gi ves many ki nds of rewards or achi eve ment towar d 

company. While i n attitude, respondent shows 88 % fro m t he m agreed wit h t he behavi or, fair and friendl y leader. It 

is because leader t hreat e mpl oyees well, even t here are several e mpl oyees do not thi nk li ke t hat. But after all, this 

leader has been showed t he characteristic of t he leadershi p, based on hi m. Job satisfacti on t hat shows anot her poi nt 

of t his research is that e mployees i n t his company satisfy enough t hrough t he leadershi p and attitude from thi s ne w 

leader. It is shows where the salary and i mpact toward t he m have positi ve result; even reward for all that given t o 

the m is none. The percent age shows t hat 62. 96 % have positi ve or pro t owards t he job satisfacti on.  

 

 
Fi gure 2. Job Satisfacti on  

 

Chart pie above shows that 82. 32 % of e mpl oyees are satisfy wit h t he leadershi p, whil e 17. 68 % not satisfy. 

The percent age shows above average, whi ch is up t o 50 % showed satisfy, and less t han 50 % showed not satisfy. 

82.32%

17.68%

Job Satisfaction

Satisfy

Not Satisfy
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The 82. 32 % prove t hat most of e mpl oyees who wor k at PT X - Manado t hi nks t hat the leadershi p st yle and leader’s 

attitude at this company quite good enough. In leadershi p st yle, empl oyee t hi nks that leader has a good st yl e, whi ch 

is seen from t he moti vated, communi cati ng, reward, and so on t hat leader gi ves t o e mpl oyees. While i n leader’s 

attitude, empl oyee seen t he behavi or of t his leader has positive i mpact toward the m. It is seen from t he friendl y, 

attitude, fairl y and so on t hat leader shows t o e mpl oyees. The 17. 68 % of dissatisfied prove t hat some of e mployees 

thi nk t hat leadershi p st yle and leader’s attitude is not quite good enough.  From leadershi p st yle, empl oyee thi nks 

that there is no reward from l eader to t he m. And from l eader’s attitude, some of empl oyees t hi nk t hat the behavi or 

of t his leader needs t o change. Exa mpl e, if the leader in company no communi cat e or j ust depend on rewards t hat 

gi ve t o e mpl oyees, it will reduce j ob satisfacti on from empl oyees. 

Thi s research found t hat leadershi p st yles and leader’s attitude run t oget her t o obtai n t he j ob satisfacti on of 

e mpl oyees, and it compliment and bal anced t he leadershi p i n company. Because it mi xed t oget her, t he j ob 

satisfacti on is hi gher t han before. If leader has a bad i mpressi on t oward e mpl oyees, it will i mpact e mpl oyee j ob 

satisfacti on. Positive or negative perspecti ve of leader is depends on e mpl oyees. If e mpl oyees take it from negati ve 

site, it will make a bad i mpact on t he result, not just that, it will i mpact e mpl oyees itself. Someti me t here are few 

e mpl oyees who cease from work. It because e mpl oyees di d not look or take a negati ve perspecti ve of the leader. 

Ma ybe if they l ook from positi ve perspecti ve, they wi ll study and st udy agai n and gi ve t he best result for company. 

It will devel op t heir skills, abilities, and so on. It is always a way for t hose who never gi ve up.  

 

CONCLUSI ON AND RECOMMENDATI ON 

 

Concl usi on 

Independent variabl es whi ch are Leadershi p St yl e and Leader’s Attitude have i mpact towards e mpl oyee j ob 

satisfacti on. Leadershi p style and leader’s attitude have a positi ve i mpact toward e mpl oyees and because of that t he 

job satisfacti on i n t his company is good enough, or can say extre mel y well. Because of t hat, many e mpl oyees 

defend t heir positi on up t o now, and do not hope for change t o anot her company or fire. It is all because of t he 

i mpact of the leader bi g t owar d e mpl oyees, and above all, it is all positi ve and none of the m has a negati ve thi nki ng 

about t he leader and company.  

 

Reco mme ndati on 

 Leadershi p st yle and leader’s attitude has i mpact toward j ob satisfacti on. In leadershi p st yle, research found 

that it is all positive i mpact from respondent; even one respondent sai d t hat there is no reward for e mpl oyees. But 

above all, it is extre mel y good. In leader’s attitude, so me of e mpl oyees say t hat this leader has a bad rel ation and 

attitude, while ot hers have positi ve perspecti ve. So, in order t o make it good, leader must i mpr ove t he friendl y and 

fairl y character, try t o make a rel ati on wit h e mpl oyees cl oser, and has a good attitude t oward e mpl oyees more t o 

gai n e mpl oyees satisfacti on. 

 Leader also must maxi mi ze the t oget herness t oward empl oyees t o gai n t he j ob satisfacti on; just like make a 

more progra m t o gat heri ng toget her, make a appreciate for e mpl oyee because e mpl oyee served better for l ong ago 

until now t o t his company, and make a more bonuses for e mpl oyees, so e mpl oyees can felt more satisfy t han before. 

Not j ust that, in maki ng a relati on wit h e mpl oyees, leader must have a communi cati on first wit h t he follower, 

mechani c, and ot her e mpl oyees. Leader must buil d t he relati on from down t o up, not up t o down, so t hat leader can 

e mbraces all the e mpl oyees.  
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