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Abstract 

The purpose of this study was to examine and analyze influence leadership on 

employee job satisfaction, the effect of workload on employee job satisfaction, the influence 

leadership on employee organizational commitment, the effect of workload on employee 

organizational commitment and the effect of job satisfaction on organizational commitment of 

Bappeda and Litbang office employees, Bulungan Regency. 

The population in this study were all employees at the Department of Bappeda and R 

& D, Bulungan Regency, North Kalimantan, totaling 38 employees and the sample of this 

study was 38 employees. The analytical technique used in this research is path analysis with 

the help of SmartPLS software. 

The results showed that the leadership variable had a positive and significant effect 

on job satisfaction at the Department of Bappeda and Litbang, Bulungan Regency, North 

Kalimantan. The workload variable has a positive and significant effect on job satisfaction at 

the Bappeda and Litbang Office of Bulungan Regency, North Kalimantan. The leadership 

variable has a positive and significant effect on organizational commitment in the Bappeda and 

Litbang Office of Bulungan Regency, North Kalimantan. The workload variable has a positive 

and significant effect on organizational commitment in the Bappeda and Litbang Office of 

Bulungan Regency, North Kalimantan. The job satisfaction variable does not have a 

significant effect on organizational commitment at the Bappeda and Litbang Office of Bulungan 

Regency, North Kalimantan. 
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Introduction 

Human resource management as the utilization of human resources in the 

organization which is carried out through the functions of human resource planning, 

recruitment and selection, human resource development, career planning and development, 

compensation and welfare, occupational safety and health, and industrial relations. Human 
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resources play an important role to improve organizational performance. Organizational 

performance will be achieved in accordance with the vision, mission and goals if employees 

have reliable organizational commitment. Mathis & Jackson (2006: 122) organizational 

commitment is the degree to which employees believe and accept organizational goals, and 

desire to stay with or leave the company which is ultimately reflected in absenteeism and 

employee turnover. 

To improve the performance in the Department of Bappeda and Litbang of Bulungan 

Regency, a commitment from employees is needed. Good commitment from the staff of the 

Bappeda and Litbang offices of Bulungan Regency needs to be increased, so that this agency is 

able to achieve the planned goals. To increase organizational commitment, there are several 

factors that are predicted to have an influence on increasing employee work commitment, 

namely the leadership in the service, the workload experienced by the employee and the 

perceived job satisfaction of the employee. 

Leadership has an important role in mobilizing the potential of the Bappeda and 

Litbang offices of Bulungan Regency in achieving its goals. Thoha (2010:9) leadership is an 

activity to influence the behavior of others, or the art of influencing human behavior both 

individually and in groups. Leadership is one of the most important factors in an 

organization because most of the success and failure of an organization is determined by the 

leadership in the organization. Leadership has a direct impact on organizational commitment, 

this can mean that the better the leadership in the Department of Bappeda and Litbang of 

Bulungan Regency, the higher employee commitment will be. 

The second factor is the workload that employees have in carrying out their duties in 

accordance with their authority. Moekijat (2010:28) workload is the volume of work results or 

records of work results that can show the volume produced by a number of employees in a 

certain section. The amount of work that must be completed by a group or person in a certain 

time or workload can be seen from an objective and subjective point of view. Workload does 

not only affect employee performance. The workload of employees can also affect employee 

commitment to the organization. 

Organizational commitment is also influenced by the level of employee satisfaction at 

work. According to Robbins (2007: 184), job satisfaction is the general attitude of an 

individual person towards his work. Job satisfaction has a significant positive effect on 

organizational commitment. This shows that the better job satisfaction felt by employees, the 

higher the organizational commitment, and vice versa if employees feel dissatisfied it will 

reduce their commitment to the company. The leader's behavior directly affects the group's 

effectiveness, the leader can adapt his leadership style to influence others effectively. The role 

of leaders can affect morale and job satisfaction, security, quality of work life, and levels of 

organizational performance. Leaders who are able to apply the right leadership, employees 

will feel satisfied which in the end is able to improve their performance in a more productive 

direction. This is in line with research conducted by Suprapto, et al (2015), Astuti and 

Iverizkinawati (2019) which states that leadership has a significant and positive effect on job 

satisfaction. 

H1:   variable Leadership has an effect on job satisfaction of Bappeda and Litbang 

Agency employees of Bulungan Regency. 

 

Workload as the volume of work or a record of the results of work that can show the 

volume produced by a number of employees in a certain section. The amount of work that 

must be completed by a group or person in a certain time (or workload) can be viewed from 

both objective and subjective perspectives. Objectively, workload is seen as the total time 

http://issn.pdii.lipi.go.id/issn.cgi?daftar&1449539818&1&&


 

Jurnal Terapan Manajemen dan Bisnis                           

Volume 8 Number 2 September 2022. Page 115-122 

e-ISSN: 2477-5282  p-ISSN: 2599-3127 

 

117 

used or the number of activities carried out to complete a job. While the workload is 

subjectively related to the size used by a person on statements about feelings of work 

overload, a measure of work pressure and job satisfaction. Thus, it can be concluded that 

workload refers to how much energy, time, and thought a worker must devote to completing 

the tasks for which he is responsible. This is in line with research conducted by Wijaya (2018), 

Nugraha & Suherna (2019) which states that workload has a significant and positive effect on 

job satisfaction. 

H2: Workload   affects variable job satisfaction of Bappeda and Litbang Agency 

employees of Bulungan Regency. 

 

Leadership style indirectly affects organizational commitment with a mediating role, 

namely job satisfaction. Job satisfaction can be increased through attention and good 

relationships from the leadership and subordinates, so that employees will feel that they are 

an important part of the organization. Job satisfaction is the first aspect that is achieved before 

an employee has organizational commitment, so employees who have job satisfaction will 

strengthen the influence of leadership on organizational commitment. This is in line with 

research by Zuraida (2013), Suryanto and Prihatiningsih (2016), Suciono (2016), Darmawan 

and Putri (2017), Sari, et al (2017), which state that leadership has a significant and positive 

effect on organizational commitment. 

H3:   variable leadership has an effect on the organizational commitment of the 

Bappeda and Litbang Agency employees of Bulungan Regency. 

 

Workload does not only affect employee performance. Workload owned by 

employees can also affect employee commitment to the organization. Fitriyana et al., (2016) 

stated that when employees feel a high workload, this will have an impact on the lack of ties 

to the employee's organizational commitment. 

This is supported by the results of research from Erat et al., (2017) which suggests a 

negative impact of workload on emotional commitment. The study found that emotional 

commitment decreased as workload increased. The results of this study are similar to 

Fitriyana et al., (2016) which shows that there is a negative relationship between workload 

and organizational commitment, while the findings of Arifin et al., (2016) suggest that 

workload has a positive and significant impact on organizational commitment. However, 

Azeez's research (2014) says that it is different, namely that there is no influence of workload 

with organizational commitment of bank employees. This is in line with research conducted 

by Zuraida (2013), Juniati (2018), Aziz (2018), Utami, et al (2019), which states that workload 

has a significant and positive effect on organizational commitment. 

H4:   variable workload affects the organizational commitment of the Bappeda and 

Litbang Agency employees of Bulungan Regency. 

 

Job satisfaction has a significant positive effect on organizational commitment. This 

shows that the better job satisfaction felt by employees, the higher the organizational 

commitment, and vice versa if employees feel dissatisfied it will reduce their commitment to 

the company. Job satisfaction as measured by workload, salary, promotion, supervisor and 

co-workers shows that it has been managed properly so that it contributes to organizational 

commitment. Based on employee assessments, managers who are willing to listen to every 

suggestion, colleagues who always put common interests and opportunities for employees to 

be promoted will be able to increase job satisfaction. In addition, the company has provided 

fair salaries to all employees so as to foster employee confidence to remain loyal to the 
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company. This is in line with research conducted by Zuraida (2013), Darmawan and Putri 

(2017), Sari, et al. (2017), thatjob satisfaction has a significant and positive effect on 

organizational commitment 

H5: Job satisfaction variable affects the organizational commitment of service 

employees Bappeda and Litbang of Bulungan Regency. 

 

Research Methods 

Research approach explanatory by collecting data with a cross sectional study. The data 

collection method used in this study is a survey method. This research is also confirmatory, 

because this research was conducted to test the theoretical and empirical research conceptual 

models. The type of data used in this study is primary data which was collected and 

processed by the researcher directly from the respondents who came from distributing 

questionnaires filled out by employees of the Bappeda and Litbang Office of Bulungan Regency, 

North Kalimantan. 

The population in this study were all employees at the Department of Bappeda and R 

& D, Bulungan Regency, North Kalimantan, totaling 38 employees. The technique of taking 

census sampling is that the number of research samples is the same as the total population. The 

data analysis methods used in this research are descriptive analysis and inferential statistics 

with SmartPLS. 

 

Result and Discussion 

Based on the Q-square predictive relevance it is known that the goodness of fit of the PLS 

model of eachJob  endogenous R2 variable in this study is as follows: 

 

Table 1. R-Square value of R2 

Variable  R2 

Job satisfaction 0.883 

Organizational commitment 0.775 

Source: primary data processed by the author, 2021. 

  

can be made Q-square predictive relevance as follows: 

Q2      = 1 – (1 – R12) ( 1 – R22) 

= 1 – (1 – 0.883) ( 1 – 0.775) 

= 0.973 

The calculation results show a predictive relevance of 0.973 or 97.3%, so the model is 

very feasible and has a very relevant predictive value. The predictive relevance of 97.3% 

indicates that the diversity of the data that can be explained by the model is 97.3% or in other 

words, the information contained in the 97.3% data can be explained by the model. While the 

remaining 2.7% is explained by other variables (which have not been contained in the model). 

These results say that the SmartPLS model formed is very good, because it can explain 97.3% 

of the overall information, so it is very feasible to be interpreted. Testing the inner model or 

structural model as testing the hypothesis of this research. 

 

 

 

 

 

 

http://issn.pdii.lipi.go.id/issn.cgi?daftar&1449539818&1&&


 

Jurnal Terapan Manajemen dan Bisnis                           

Volume 8 Number 2 September 2022. Page 115-122 

e-ISSN: 2477-5282  p-ISSN: 2599-3127 

 

119 

Table 2. Direct Effects Between Research 

Constructs  Effect Statistics 

(t) 

Critical Description 

Leadership to Job Satisfaction 0,384 13,490 1,96 Significant 

Workload to Job Satisfaction 0,597 20,959 1,96 Significant 

Leadership to Organizational Commitment 0,204 2,655 1,96 Significant 

Workload to Organizational commitment 0,663 8,299 1,96 Significant 

Job Satisfaction to Organizational commitment 0,043 0,583 1,96 Not Significant 

Sources: primary data processed by the author, 2021. 

 

Analysis of the indirect effect (standardz indirect effect) on variables aims to see, know 

the function or role of the intervening variable , whether it can mediate the relationship 

(influence) between variables. The following is an explanation of direct, indirect and total 

influence: 

Table 3. Indirect Effect and Total Effect 

Variables Correlation  Effect 

Direct Indirect Total 

Leadership to Organizational Commitment  0,204   

Leadership to Job Satisfaction 0,384 0,384 x 0,043 = 

0,016 

 

Job satisfaction to Organizational Commitment  0,043  

Leadership to Job Satisfaction to Organizational Commitment   0,221 

Workload to Organizational Commitment 0,663   

Workload to Job Satisfaction  0,597 0,597 x 0,043 =  

0,026 

 

Job satisfaction to Organizational Commitment 0,043  

Workload to Job satisfaction to Organizational Commitment    0,689 

Source: primary data processed by the author, 2021. 

Table above shows that variable intervening between leadership and organizational 

commitment at the Bappeda and Litbang Office of Bulungan Regency, North Kalimantan. This 

is because the total effect of 0.221 is greater than the direct effect of 0.204. The results of this 

study indicate that job satisfaction as an intervening between workload and organizational 

commitment at the Department of Bappeda and Litbang, Bulungan Regency, North 

Kalimantan. This is due to the total effect of 0.689, the value is greater than the direct effect of 

0.663 

The correlation of leadership on job satisfaction. . The value of Tstatistic is greater than 

Ttable (1.960). These results mean that leadership has a positive and significant effect on job 

satisfaction, meaning that the first hypothesis in this study is accepted. The results of this 

study indicate that the leader's behavior directly affects the effectiveness of the work in the 

service. In addition, leaders can adapt their leadership style to influence others effectively. 

The role of leaders can affect morale and job satisfaction, security, quality of work life, and 

levels of organizational performance. Leaders who are able to apply the right leadership, 

employees will feel satisfied which in the end is able to improve their performance in a more 

productive direction. The results of this study support the research conducted by Suprapto, et 

al (2015), Astuti and Iverizkinawati (2019) which states that leadership has a significant and 

positive effect on job satisfaction. 

 

Effect of Workload on Job Satisfaction 

Based on statistical calculations to test the effect of workload on job satisfaction, the 

path coefficient value is 0.597 with a Tstatistic of 20.959. The value of Tstatistic is greater than Ttable 
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(1.960). These results mean that workload has a positive and significant effect on job 

satisfaction, meaning that the second hypothesis in this study is accepted. This provides 

information that the workload is the volume of work results or records of work results that 

can show the volume produced by a number of employees in a certain section. The amount of 

work that must be completed by a group or person in a certain time (or workload) can be 

viewed from both objective and subjective perspectives. Objectively, workload is seen as the 

total time used or the number of activities carried out to complete a job. While the workload 

is subjectively related to the size used by a person on statements about feelings of work 

overload, a measure of work pressure and job satisfaction. Thus, it can be concluded that 

workload refers to how much energy, time, and thought a worker must devote to completing 

the tasks for which he is responsible. The results of this study support research conducted by 

Wijaya (2018), Nugraha & Suherna (2019) which states that workload has a significant and 

positive effect on job satisfaction. This means that the ideal workload arrangement will make 

employees feel comfortable working, so that job satisfaction will arise with a normal 

workload. 

 

The Effect of Leadership on Organizational Commitment 

Based on statistical calculations to test the effect of the leadership variable on 

organizational commitment, it shows the path coefficient value of 0.204 with astatistical . The 

value of Tstatistic is greater than Ttable (1.960). This result means that leadership has a positive 

and significant influence on organizational commitment, meaning that the third hypothesis in 

this study is accepted. This study also provides information that leadership style indirectly 

affects organizational commitment with a mediating role, namely job satisfaction. Job 

satisfaction can be increased through attention and good relationships from the leadership 

and subordinates, so that employees will feel that they are an important part of the 

organization. Job satisfaction is the first aspect that is achieved before an employee has 

organizational commitment, so employees who have job satisfaction will strengthen the 

influence of leadership on organizational commitment. The results of this study support the 

research of Zuraida (2013), Suryanto and Prihatiningsih (2016), Suciono (2016), Darmawan 

and Putri (2017), Sari, et al (2017), which state that leadership has a significant and positive 

effect on organizational commitment. 

 

Effect of Workload on Organizational Commitment 

Based on statistical calculations to test the effect of workload on organizational 

commitment, it shows the path coefficient value of 0.663 with astatistical of 8.299. The value of 

Tstatistic is greater than Ttable (1.960). These results mean that workload has a positive and 

significant effect on organizational commitment, meaning that the fourth hypothesis in this 

study is accepted. Workload does not only affect employee performance. Workload owned by 

employees can also affect employee commitment to the organization. Fitriyana et al., (2016) 

stated that when employees feel a high workload, this will have an impact on the lack of ties 

to the employee's organizational commitment. The results of this study support research from 

Erat et al., (2017) which suggests a negative impact of workload on emotional commitment. 

The study found that emotional commitment decreased as workload increased. The results of 

this study are similar to Fitriyana et al., (2016) which shows that there is a negative 

relationship between workload and organizational commitment, while the findings of Arifin 

et al., (2016) suggest that workload has a positive and significant impact on organizational 

commitment. However, Azeez's research (2014) says that it is different, namely that there is 

no influence of workload with organizational commitment of bank employees. This is in line 
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with research conducted by Zuraida (2013), Juniati (2018), Aziz (2018), Utami, et al (2019), 

which states that workload has a significant and positive effect on organizational 

commitment. 

 

The Effect of Job Satisfaction on Organizational Commitment 

Based on statistical calculations to examine the effect of the variable job satisfaction 

on organizational commitment, it shows the path coefficient value of 0.043 with astatistical of 

0.583. The value of Tstatistic is smaller than Ttable (1.960). These results mean that job satisfaction 

has no significant effect on organizational commitment, meaning that the fifth hypothesis in 

this study is rejected. 

The results of this study are different from previous research conducted by Zuraida 

(2013), Darmawan and Putri (2017), Sari, et al. (2017), thatjob satisfaction has a significant and 

positive effect on organizational commitment. Job satisfaction has a significant positive effect 

on organizational commitment. This shows that the better job satisfaction felt by employees, 

the higher the organizational commitment, and vice versa if employees feel dissatisfied it will 

reduce their commitment to the company. Job satisfaction as measured by workload, salary, 

promotion, supervisor and co-workers shows that it has been managed well so that it 

contributes to organizational commitment. Based on employee assessments, managers who 

are willing to listen to every suggestion, colleagues who always put common interests and 

opportunities for employees to be promoted will be able to increase job satisfaction. In 

addition, the company has provided fair salaries to all employees so as to foster employee 

confidence to remain loyal to the company. 

  

Conclusion 

Based on the description of the research results and the discussion in the previous 

chapter, the following conclusions can be drawn: 

1. The leadership variable has a positive and significant effect on job satisfaction at the 

Bappeda and Litbang Office of Bulungan Regency, North Kalimantan 

2. The workload variablesignificant effect on job satisfaction at the Bappeda and Litbang 

Office of Bulungan Regency, North Kalimantan 

3. The leadership variable has a positive and significant influence on organizational 

commitment at the Bappeda and Litbang Office of Bulungan Regency, North 

Kalimantan 

4. The workload variable has a positive and significant influence on organizational 

commitment at the Bappeda Office and Research and Development in Bulungan 

Regency, North Kalimantan 

5. Job satisfaction variable does not have a significant effect on organizational 

commitment at the Bappeda and R & D Agency in Bulungan Regency, North 

Kalimantan. 
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