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ABSTRACT

People who already have a jobin a conpany called enpl oyee. Enpl oyee is human resources that aready
have a job If a nmanager nake a nistake when hired enployee it wll have a bad i npact on enployee job
perfor mance. Bad job perfor mance wll inpact employee’s work result, and finally, wll affect company
devel opnent. Enpl oyee that dsappointed and dissatisfied withjob wll cease from work and the worst isthere will
be a negative issue onthe conpany and it wll scratch conpany i mage. The objectives of this research based on the
proble mthat nention above areto exanine e npl oyee job satisfaction based on leadershi p style and leader’s attitude
at PT X- Mnado. Theories supporting research are hunan resource nanage nent, leadership styie leader’s attitude,
and job satisfaction The popul ation of this research is enpl oyees of PT X - Mnado wth sanple of 9respondents
of PT X - Mpnado. Results and conclusions are leadership stle and leader’s datitude has influence towards
enployee job satisfaction To gain the job satisfaction leader also must maxi mze the togetherness toward
e npl oyees.

Keywords: job satisfaction leadership style leader’s attitude
I NTRODUCTI ON

Research Background

Conpany nust have enployees to run the conpany activities, to make it worthy. So. who wll hre the
e npl oyees to enter the company? That is why there is a hunan resource manage nent. It function is to hired to
contra every single enpl oyees who enter and run the conpany-activities. Hre right person for the right job. It is
state for people who have a status for human resource nanage nent. Hinan resource nanage ment can not hire
peopl e based on what they want. But itisruedthat people fufill the criteria sothat they can enter the right joh

People who already have a job in a conpany called enpl oyee. Enpl oyee is human resources that aready
have a job If a nmanager nake a nistake when hired enployee, it wll have a bad i nmpact on enployee job
perfor nance. Bad job perfor mance wll inpact employee’s work result, and finally, wll affect company
devel opnent. Lok and Grawford (2004) saidthat when enpl oyees are dissatisfied at work they are less comnitted
and wll look for aher opportunities to quit. Enpl oyee that dsappointed and dissatisfied wthjob wll cease from
work andthe worst isthere will be a negative issue onthe conpany andit wll scratch conpany i nage.

Measure that support enployee job satisfaction is leadership in conpany. Leadershipin an organizaion is
one of the factors that play significart rdeinenhancing or retardng the interest and commt nent of the indivi dual s
inthe organization (Chi wuru et a., 2011). A good leadership influences enployee job saisfaction and increase
enpl oyee work perfor mance. In order to create a good quality of goods and services, conmpany must hire and
prepared a good leader. Based on statenent above, a power of leader needed to arrange enployee in company.
Leadership might be influence to overall conpany perfor mance, so leader nust find its own style It has two
maj ority styles that is transfor mational style and transactional style. Generally, transfor mational style prefer to a
style that directly connected wth enployee, tighten the relationship one with anather, while transactional style
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prefer to a style when leader disconnected wth enployee and just direct the instruction through subordinate, in
exchange, leader gave the reward for e npl oyee.

Sress and work overload are factors toreduce work perfor mance. According to Anitha (2011) e npl oyees
will be more satisfied if they get what they expected, job satisfaction relates to inner feelings of workers. If it
fdlowed wth a spitfire leader, egoist, like to search empl oyee’s mstake, etc., abadinpact wll cone tothe leader.
Scratching leader’s nane, bad issues spread, work result down, and the nost i nportant is enpl oyee wll retire from
job and it very influertial for conpany. Munaging leadership atitude also become a neasure for enpl oyee job
satisfaction Specific enployee atitudes relaing to job satisfaction and organizational commit nent are of najor
inerest tothe fiedld of organizational behavior and the practice of human resources nanage nent (Tella & ., 2007).
Attitude is a manner. Wien aleader shows a good attitude towards e npl oyee, auonaticallythere wll be a good or
positive respond from enployee, whether enpl oyee show by their work performance or respect for leader itself.
Based onthe expl anati on above, leadership style and attitude of leader is really needed to gainthe job satisfactionto
defense the conpany fuure. According to Anitha (2011), job satisfaction is the cdlection of tasks and
responsi bilities regularly assigned to one person In other hand right job for empl oyee is the first step to gain
e npl oyee satisfaction Wien e npl oyee satisfaction has been for ned, it wll becone job satisfacti on

PT Xis one of the higgest conpanies in Asia Establishin 1972 and na longer after that, it opens nany
conpany branches in every countryinlndonesia include in Minado. The central of this conpany located in Jakarta
It is one of big conpany that noves in heavy equipnent in various sectars such as construction nachinery, ni ning
contracting and nmining Nbt just sdd product and their partsitis alsoruninservice area; provides conple mentary
after sales-service, atachment, etc It hired ala of empl oyee for the central itself and for the branch company. In
2010, thetaa enpl oyee that hired by conmpany is about 14 500 e npl oyees. PT X- Mnadois a branch from central
conpany, located in J. Raya Tonohon- Wnangun, North Sulawesi, wth enployee that has been transfer from
various country in Indonesia, that hired by central. The leader inthis conpany also drectly chosen and hired from
central. This conpany has 3 main depart nents; there are adninistration depart ment, service depart ment, and part
depart nent. Hinman resources in this branch conpany controled by the leader itself and help by leader’s
subordinate, which is adminstraion depart nent. In other hand, every singe empl oyees that work in company
known by adninistraion Itisi nportant toadmnistration head, whichis also embrace human resource function to
knowthe basic of every enpl oyee, to devel op and nanage them Leader inthis conpany has been serving as a
branch nanager since 2012. The reason of the appointed is ever step the career ladder. Before it, this leader ever
takehol d as a part anal yst and then ever becane a part depart nent head in Pekan Baru, Sunatra Ater that, central
took as a branch manager in Minado.

Research Qbj ectives
The objectives of this research based onthe problemthat nention above are:

1 To exanine howe npl oyee job satisfaction based on leadershipstyie & PT X- Munado.
2 To examne howe npl oyee job satisfaction based onleader’s attitude at PT X- Mnado.

THEORETI CAL FRAMEWORK

Leadership Syle

Leadership was studied in oarder to exanine/identify high perfor ning organizations; the ai m of anat her
study was tofind ou nediaing rde of learning orientation between the leadership styie and firm
perfor mance in nanufacturing industry (Igbal et a., 2012). Burns (1978) in Lowe et a. (1996) idertified t wo types
of leadership styles, transfor mational and transactional leadership According to Bass (2000), transformational
leaders raise the awareness of their constituencies about what is an i nportant, increase concern for achieve nent,
self-actualization and ideals. Transactional leaders cater to the self-irterests of their constituencies by neans of
contingent reinforce nent, positive inthe case of constructive revards, praise and promses for constituents’ success
in neeting commit nents tothe leader and/ or the organization (Bass, 2000).
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Leader’s Atitude

According to Mbckaitis (2005), effective leadership depends on the understanding by leaders of the
attitudes expectations, and behaviors of subordinates in various situations. Mnagers’ attitudes are clearly reflected
intheir leadership style (Dskiene et d., 2010) andthey can affect an enpl oyee’s self-i mage and resulting potertial
ineither a positive or negative way by being supportive, fair, and encouraging, or unsupportive, inconsistent, and
critical ( Wdrrick 1981).

Job Satisfaction

Franek and \&cera (2008) defined job satisfaction as an individual‘s pleasurable enotional state resulting
fromthe appraisal of one‘s job, an affective reaction to one‘s job and an attitude towards one‘s job. Fomthe
explanation above, job satisfaction is the feeling that born toward enpl oyees who love and like the jolbs and with
pleasure vant to doit wthout any conpulsion and pressure fromanat her people.

Previous Research

Boateng (2012) found that the principals exhi bited transfor national leadership style, where the respondents
agreed that the principals oftenti mes exhibited transactional leadership as well, however the principals do not use
laissez-faire leadership style. Cobi wuru et d. (2011) found that transacti onal leadership style had significant positive
effect on perfor mance; transfor mational leadership style had positive but irsignificant effect on performance.
Boonyarit et a. (2010) found that structural e mpowerment was positively correlatedto psychol ogical e mpower ment
and j ob satisfaction, psychological e npower nent was positivel y relatedto bat h attitude outcones of job satisfaction
and organizational commitment, psychological enpower ment played a nediating rde inthe relaionship bet ween
percei ved transfor national leadership and bath attitude outcones, and psychological enpower nent nediated the
relati onshi p bet ween structural e npower nent and bath attitude outcomes.

[ Leadership Syle ] [ Leader’s Atitude ]

\ Y

[ Job Satisfacti on ]

Fgure 1L Gnceptual Frane work
RESEARCH METHOD

Types of Research

Qualitative approach is used for this research. By using a respondent viewpoint to describe and obtain the
explanation fromrespondent, this research bel ongs to descriptive research The objective is to obtain the result of
data anal ysis fromrespondent perspectiveto get the accurate and real data

Place and Ti ne of Research

Researchtakes a place & PT X- Mnado that addressedin Jl. Raya Tonbhon- Winangun This conpany is
the branch of PT X central that located in Jakarta And this includes one of the higgest conpanies in Asia that
provide ala of enpl oyees that has been transferred fromanaother countryinlndonesia The study was conducted in
Manado, bet ween June - July, 2013

Popu ation and Sanple

Popul ation hel ps the research to know where the respondent comes from and who the respondent is. A
popul ationis an ertire group about which sone infor mationis requiredto be ascertained while asanpleis any part
of the fuly defined popul ation ( Banerjee & Chaudhury, 2010). Popul ation of this researchis al enpl oyees of PT X
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- Mnado. The tad population of PT X- Mnado is 8 peoples; consist of 1 person as branch manager, 2 peoples
as business consultant from Jakarta 33 peoples from administration depart nent, 32 peoples from service
depart nent, and 16 peopl es frompart depart nent.

Maxwell (1997) in Teddlie & Yu (2007) further defined pur posive sanpling as atype of sanplingin which,
particu ar settings, persons, o events are deliberately selected for the i nportant infor nati on they can prowvide that
cannat be gatten as well fromather choices. Wiichis neans the sanple has a segnent part, that can be divide by
the things that i nportant to get the infor mation The sanple of this research is 9 respondents of PT X - Manado.
These 9 respondents take from 3 various depart nents fromthis conpany, which is each depart nent, take 3
responderts. This sanpling aso divides the respondent based on age and type of job of enpl oyee. Inthe aher hand,
this sanplingis known as purposive sanpling where the object and respondert is already set up.

Data ollection Mthod

The source of data consists of two sources, which are primary data and secondary data According to
Sekaran and Bougie (2009, pg 180), the pri mary dataisthe infor nation obtai ned by first-hand by the researcher on
the variables of interest for the specific purpose of the study. This research receives the infor mation by irnerview
and obser ves the respondent and the conpany. Sekaran and Bougie (2009, pg 180) also saidthat secondary datais
the infor mation gathered fromsources that already exist. FFomthe explanation above, secondary data that use in
this researchis books, journals, and internet.

Tewksbury (2009) said that the data that is used in qualitative research cone froma range of cdlection
methods that is irnterviews with indviduals, observations of people paces and actions/interactions, i mnersion in
settings so as to understand the what, how when and where and how of social structure and action/irteraction, the
anal ysis of nedia (witten spoken, drawn, etc.) content and gui ded conversations with groups of ind viduals (focus
groups). It neans, al the qualitative research junps drectly to the research place to have irteracted with the
respondent o drectly has the infor mation Tewksbury (2009) state that irterviews are (typically) structured
conversations that researchers have wth indviduals. It neans that when doing intervew the interviewer and
respondernt face to face and to ask and answer sone questionto calect the research data. Mrshall (2006) state that
observation ertails the systenatic nating and recording of everts, behaviors, and artifacts (oljects) inthe social
setting chosen for study. It ‘neans observation is an act that directly go tothe research place and see the situation
around wth own eyes wth the prove that can be record or wite o anything that can save the situation or
infor mation Datainstrunent isthe tools that used to facilitate the data colection. Datainstrunent inthis research
are pen, book or interviewnates, andtape recorder or vi deo recorder.

Operational Dxfinitions of Research Variah es
Operational definition of research variables are:
1 Leadershipstyle can be described as the own style of manager or leaders that affect e npl oyees.
2 Leader’s attitude can be described as the manner of leader that affects e npl oyees.
3. Job satisfaction can be described as the ti ne when e nployee feels satisfy wththe work

Data Analysis Mthod

Qualitative Mthod

Mindar et d. (2012) state that generaly, qualitaive nethods do nat use statistical or ather quantitative
met hods to derive a concl usion Accordingto Hancock (1998), case study research is used to describe an entityt hat
forns a single unit such as a person, an organization or aninstitution This type of qualitative type describes the
infor mation that has been gathered This research use the case study as qualitative type of research whichisinthis
research, the obtai ned information wll be described one by one.

Validty and Reliahility Test

1 Qedhility Datais a veryinportart thinginresearch. So data nust be valid Tool for procure the qualitative
data situated at the researcher itself, assist by irterview nethod, observation nethod and study docunent. A
trust worthiness of qualitative located a the accurate infor mation about the data. Self (1996) in Hlligoss and
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Rieh (2007) said that credibility has been defined as believability, trust, reliability, accuracy, fairness,
objectivity, and dozens of other concepts and combi nationthere of.

2 Transferahility. Accordingto Tobinand Begley (2004) transferahility (conparable wth external validty) refers
tothe generalizability of inquiry. Transferahbilityis ameasure that the research can be use, or transfer to anot her
context. This neans, the dataresearch can be applied where the data cone from

3. Dependabhility. Inquirers are responsible for ensuringthat the process of researchis logical, traceable and clearly
docunented (Schwandt, 2001 in Tobinand Begley, 2004). Adependability of aresearch nmeans when aresearch
data can be traced from where the data orig nated data research can be perfor ned and tracked the steps.

4. Confir mability. Madows (2003) state about the confir nability s the research reasonably free from
unacknow edged researcher hias?’ Gonfir mability will neasure if the data can tracked the truth and the
i nfor nation

RESULT AND DI SCUSSI ON

Resut

Pro and contra table easier to knows the result from each respondent. And from that, ths research can
conclude the main resut for this research Pro and contra table consist of initia nane of respondent, and the
inerMewquestion’s mainidea. As the direction prois sign by (4 and contrais sign by (-).

Table 1 Pro and Gontra Table

No. | Source Leadership Style Attitude Job Satisfaction
1 M. H.D Motivate (9 Atitude/ Behaviar (4 Appropriate Salary (4
Re ward (9 Fairly (9 Reward for Al )
Communicating (49 Friendy (9 Wobr Kk I mpact (M
2 M. S H Moti vate (9 Atitude/ Behaviar (9 Appropriate Salary (4
Re ward (9 Fairly (9 Reward for Al )
Communicating (4 Friendy (9 Wbr Kk I mpact (H
3 Mss. D T | Motivate € Atitude/ Behaviar (9 Appropriate Salary (4
Re war d (h Fairly ) Reward for Al )
Communicating (4 Friendy (9 Wor k I mpact (H
4 M.Y Motivate (9 Atitude/ Behaviar (4 Appropriate Salary (4
Re war d (H Fairly ) Reward for Al (h
Comnunicating (4 Friendy (9 Wor Kk I mpact (H
5. M. D W | Motivate (9 Attitude/ Behaviar (4 Appropriate Salary (4
Reward (H Fairly ) Reward for Al )
Communicating (4 Friendy (9 Wor Kk I mpact (9
6 M. M Motivate (9 Atitude/ Behaviar (4 Appropriate Salary (4
Re ward ©) Fairly (9 Reward for Al )
Communicating (49 Friendy (9 Wor Kk I mpact (H
7 M. W Motivate (9 Atitude/ Behaviar (9 Appropriate Salary (-)
Re ward (H Fairly (9 Reward for Al )
Communicating (4 Friendy (9 Wor Kk I mpact (H
8 M. A K Moti vate (9 Atitude/ Behaviar (-) Appropriate Salary (-)
Reward ) Fairly ) Reward for Al )
Communicating (4 Friendy ) Wor Kk I mpact (H
9 M. S S Motivate (1 Atitude/ Behaviar (4) Appropriate Salary (4
Reward ) Fairly ) Reward for Al )
Communicating (4 Friendy (9 Wor Kk I mpact (H
Source: data processed
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Pro and contra table is the summary of the respondent result, whichis nostly enpl oyees gve (4 o pro
toward the indicator that have been asked for the research Based onthe pro and contra table above, this research
can get the mainresut where job satisfaction that looking for the leadership styieis, enpl oyees get the motivation,
directly comnunicate, no subordinate bet ween leader and enployees, focus to the enployees o fdlowers,
understanding what enpl oyees needs, devel op enployees skills and abilities, give reward, etc. Bven someti ne,
leader calls subordinate to convey the advice o infor mation toward enployees, this action is na reduce the
satisfaction from enpl oyee. The structure organization also warning that there is li mtation bet ween leader and
fdlower, but it is can be resol ve because generallythis leader has a direct relaionwith e npl oyees.

Respondent choose pro from the atitude side, which neans this leader has a good attitude toward
enpl oyees. Autonatically, based on attitude, the job satisfaction is quite good enough It is proved by the behavi or
of the leader. This leader has a good attitude in enpl oyee’s eyes, and this leader also fair toward every enployee in
the conpany. Not just that, he is also a friend y leader, which nake a pl us poirt for e npl oyee job satisfaction

Research can get the nainresut where job satisfaction that 1ooking for the leadership styie is, enpl oyees
get the notivation drectly communicate no subordinate bet ween leader and e npl oyees, focus tothe e npl oyees or
fdlowers, understanding what enployees needs, devel op enployees skills and ahilities, gve reward etc. Even
soneti ne, leader calls subordinate to convey the advice or infor mation toward empl oyees, this action is nat reduce
the satisfaction frome npl oyee. The structure organization also warning that there is li mitation bet ween leader and
fdlower, bu it is can be resd ve because generallythis leader has a direct relation vith enpl oyees. And in attitude,
respondernt choose pra which neans this leader has a good atitude toward enployees. Atonatically, based on
attitude, the job satisfaction is quite good enough It is proved by the behavi or ‘of the leader. This leader has a good
attitude in enpl oyee’s eyes, and this leader also fair toward every enpl oyee inthe conpany. Not just that, heis aso
a friend y leader, which make a-fus poirt for e npl oyee job satisfaction

O scussion

Leadership styie has 3indicators andthere are 9 respondents. The percentage accordingto pro and contrais
leadership style (96% pro and 4% contra), leaders atitude (88%pro and 12% contra), and job satisfaction
(62 96 %pro and 37.04%contra). For leadership styie they have 96 %pro e npl oyees, which is shows the leader has
a good characteristic or styleinlead the enpl oyee. It is proved because there is directly notivate and communicate
from leader to enployees. But nat just that, leader also gves nmany kinds of rewards or achievenent toward
conpany. Wiile in atitude, respondent shows 88 %fromthe magreed wththe behavior, fair and friend y leader. It
is because leader threat enpl oyees well, even there are several enpl oyees do nat think like that. But after all, this
leader has been showed the characteristic of the leadership based on hi m Job satisfaction that shows anather poirt
of this researchis that enployees inthis conpany: satisfy enough through the leadershi p and attitude fromthis new
leader. It is shows where the salary and i nmpact toward the mhave positive result; even reward for al that givento
the mis none. The percentage shows that 62 96 %have positive or protowards the job satisfacti on

Job Satisfaction
17.68%

Satisfy
Not Satisfy
82.32%

FH gure 2 Job Satisfaction

Chart pie above shows that 82 32% of enpl oyees are satisfy with the leadership while 17.68 % nat satisfy.
The percentage shows above average, whichis up to 50%showed satisfy, and less than 50 % showed nat satisfy.
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The 82 32%prove that nost of enpl oyees who work at PT X- Mnado thinks that the leadership style and leader’s
attitude at this conpany quite good enough Inleadership style, enpl oyee thinks that leader has a good styie, which
is seen fromthe notivated, comnunicating reward and so on that leader gves to enpl oyees. Wiile in leader’s
attitude, enpl oyee seen the behavior of this leader has positive i npact toward them It is seen fromthe friendy,
attitude, fairly and so onthat leader shows to enpl oyees. The 17.68 % of dissatisfied prove that sone of enployees
think that leadership style and leader’s attitude is not quite good enough. Fomleadership style enpl oyee thinks
that there is noreward fromleader tothem And fromleader’s attitude, sone of enpl oyees think that the behavior
of this leader needs to change. Exanple, if the leader in conpany no communicate or just depend on rewards that
gi ve to enpl oyees, it wll reduce job satisfacti on fromempl oyees.

This research found that leadership styles and leader’s attitude run toget her to obtain the job satisfaction of
enployees, and it conpliment and balanced the leadership in conpany. Because it nixed together, the job
satisfaction is higher than before. If leader has a bad i npression toward e npl oyees, it wil i nmpact enpl oyee job
satisfaction Positive or negative perspective of leader is depends on e npl oyees. If enpl oyees take it from negative
site it wll nake a bad i npact onthe result, nat just that, it wil i npact enpl oyees itself. Soneti ne there are few
e npl oyees who cease from work It because enployees dd nat look or take a negative perspective of the leader.
Maybe if they l ook from positive perspective, they wll study and study agai n and give the best result for company.
It wil devel optheir skills, ahilities, and so on It is dways a vay for those who never g ve up.

CONCLUSI ON AND RECOMMENDATI ON

Concl usion

Independent variables which are Leadership Syle and Leader’s Atitude have i npact towards e npl oyee job
satisfaction Leadership style and leader’s attitude have a positive i npact toward e npl oyees and because of that the
job satisfaction in this company is good enough, o can say exrenely well. Because of that, nany enployees
defend their position up to now and do nat hope for change to anather conpany o fire It is al because of the
i npact of the leader bigtonard enpl oyees, and above dl, it is al positive and none of the mhas a negati ve thi nki ng
about the leader and conpany.

Reco mne ndati on

Leadership style and leader’s attitude has i npact toward j ob satisfaction Inleadership style research found
that it is al positive i npact fromrespondent; even one respondent saidthat there is no reward for enpl oyees. But
above dl, it is extrenely good Inleader’s attitude, sone of enployees say that this leader has a bad relation and
attitude, while ahers have positive perspective. So, in order to make it good, leader must i nprove the friendy and
fairly character, tryto nake arelaion wth enployees doser, and has a good atitude toward e npl oyees nore to
gai n e npl oyees satisfaction.

Leader also nmust naxi nize the toget her ness toward empl oyees to gainthe job satisfaction; just like nmake a
more programto gat hering toget her, nake a appreciate for enpl oyee because e npl oyee served better for long ago
until nowtothis conpany, and make a nore bonuses for e npl oyees, so e npl oyees can felt more satisfythan before.
Not just that, in making a rdaion wth enployees, leader must have a communication first wth the fdlower,
mechanic, and aher enpl oyees. Leader rust buildthe relaion fromdown to up, not upto down, sothat leader can
e mbraces dl the e npl oyees.
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