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The purpose of this study is to analyze the effect of self-leadership on 

employee job satisfaction and to analyze the role of job satisfaction in 

moderating the effect of self-leadership on job performance. This study was 

classified as associative research (relationship) of self-leadership, job 

performance and job satisfaction at Tjendana Villa Seminyak with 56 

respondents. This research analysis technique uses the Moderated Regression 

Analysis (MRA) Test. The implication of this research can be a company 

reference to design regulations and policies to improve job satisfaction by 

taking the Leadership and Job performance that may occur. Based on the 

results of the research analysis and the results of the discussion, the conclusions 

of this study are as follows, Self-leadership has a significant positive effect on 

job performance. Job satisfaction has a significant positive effect on job 

performance. Job satisfaction strengthens the effect of leadership on job 

performance. 
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1   Introduction 

 

Job performance means the work that can be achieved by a person or group of people in an organization, in accordance 

with their respective authorities and responsibilities in an effort to achieve the goals of the organization legally, is not 

against the law and in accordance with moral ethics (Sedarmayanti, 2014). The performance of an employee plays an 

important role in an organization because the performance of each employee is a contribution to the achievement of 

the performance of each organizational function and in turn, the performance of organizational functions contributes 

to the achievement of organizational performance (Marnis & Marzolina, 2015). The low performance of employees in 

an organization can cause an organization to hamper in achieving its goals (Pant & Yadav, 2016). Performance in 
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carrying out its functions does not stand alone but is related to job satisfaction and reward levels, affected by skills, 

abilities and individual traits (Chanana & Gupta, 2016). 

Luthans (2015), performance is basically determined by three things, namely: 1) ability, 2) desire, and 3) 

environment. Yulyanti (2016), states that every achievement is always followed by the acquisition that has value for 

the employee concerned, whether in the form of wages, promotions, reprimands, and better jobs. To be able to improve 

job performance, the management needs to pay attention to the factors that affect it. Factors that affect job performance 

according to Rahmat et al. (2019), include leadership, self-leadership and job satisfaction. 

As for the performance achievement problems encountered at Tjendana Villa Seminyak through interviews with 

personnel / HRD departments, it was found that there was a lack of employee initiative in completing work quickly, 

for example in the housekeeping section which often delayed work so that tourists who would check-in had to wait a 

while, in the food section and beverage often get complaints from tourists for taking too long to order. These things 

make employees have work results with both quantity and quality of work that are still low, seem minimal in their 

knowledge and not responsive to instructions related to work methods and existing work situations. Employees show 

that there are still many problems that indicate low performance in the company. 

A leader who uses the leadership style of self-leadership according to Yulyanti (2016), said that self-leadership is 

a psychological construct that is a person's capacity to improve performance through a repertoire of ongoing cognitive, 

motivational strategies and self-navigating behavior. According to Luthans (2015), self-leadership is an expansion of 

strategies focused on behavior, thought patterns, and feelings, which are used to effect on oneself. Self-leadership can 

also be considered as a form of participation or perhaps more precisely leadership focus on oneself that is able to limit 

back traditional participation. This type of leadership self-leadership has the ability to assist employees in solving 

problems, making decisions, and identifying present or future opportunities and challenges (Talsi, 2017). 

As for the problems of self-leadership encountered at Tjendana Villa Seminyak such as the lack of attention from 

leaders, lack of motivation from superiors to employees who are experiencing problems, the lack of leadership roles 

to help employees in overcoming work problems such as the receptionist who receives complaints from tourists but 

the leader is not at all willing to help by throwing responsibilities to employees. These things show that there are still 

many problems that indicate self-leadership from leaders. 

The role of leadership in self-leadership is highly expected, given the importance of the role of HR as the hope of 

every company to have quality human beings who will facilitate them in achieving their goals, so the leadership role 

is needed to inspire followers to achieve satisfactory performance. An effective leader is done by recognizing the 

problems faced by employees in providing services through providing motivation, training, education about tourism 

and language skills so as to be able to improve their intellectual and skills in work (Choi et al., 2015). 

Some previous research has proven that job performance can be affected by self-leadership. Marnis & Marzolina 

(2015), say that self-leadership has a positive role in improving job performance. Muljono et al. (2015), states that 

self-leadership is able to affect job performance in carrying out work. This is consistent with the results of research by 

Faranak et al. (2015), which states that self-leadership variables have a positive effect on job performance effectively. 

 

Literature Review and Hypothesis Development 

 

Previous research has proven that job performance can be affected by self-leadership. Marnis & Marzolina (2015), say 

that self-leadership has a positive role in improving job performance. Talsi (2017), states that self-leadership can affect 

job performance in carrying out work. This is supported by Faranak et al. (2015), self-leadership has a positive effect 

on job performance effectively. Esra et al. (2017), stated that leadership has a positive role in improving job 

performance. O’Dowyer (2014) has shown that leadership has a positive effect on job performance. The same is stated 

by Woro (2014) self-leadership has a positive effect on job performance. Jessie & Nesbit (2014), proves that self-

leadership has a positive effect on job performance. Sesen et al. (2017), provide the same opinion that self-leadership 

is the main variable that affects job performance. Putra & Sintaasih (2018), state that self-leadership has a positive 

effect on job performance. Intan et al. (2017), proved that self-leadership has a positive effect on job performance 

effectively. Ria & Suartana (2014), stated that there is a positive effect of self-leadership on job performance. 

Amerthadi & Suana (2016), emphasize in their research that self-leadership has a positive role in improving job 

performance. Based on this understanding the first hypothesis can be formulated as follows. 

H1: Self-leadership has a significant effect on job performance 

 

Some studies prove that job satisfaction is able to moderate or strengthen the effect of self-leadership on job 

performance. Jessie & Paul (2014), stated that job satisfaction moderates the effect of self-leadership position job 



         ISSN: 2395-7492 

IRJMIS   Vol. 6 No. 6, November 2019, pages: 270~277 

272 

performance. Faranak et al. (2015), in his research proved that employee job satisfaction moderates the effect of self-

leadership on job performance. Chang (2017), said that employee job satisfaction has a moderately positive relationship 

on the effect of self-leadership on job performance. Employee job satisfaction strongly affects the effect of self-

leadership on job performance (Sarmawa et al., 2017). Voon et al. (2011), states employee job satisfaction moderates 

the effect of self-leadership on job performance. Purwanto (2018), proves the same thing job satisfaction moderates 

the effect of self-leadership on job performance. Choi et al. (2015), stated that employee job satisfaction has a 

moderately positive relationship on the effect of self-leadership on job performance. Esra et al. (2017), proved in his 

research that job satisfaction moderates by strengthening the effect of self-leadership on job performance. Paripurna 

et al. (2017), recorded that employee job satisfaction moderates the effect of self-leadership on job performance. Gede 

& Piartini (2018), state that there is a role for job satisfaction in moderating the effect of self-leadership on job 

performance. Pratiwi & Erawati (2017), prove that employee job satisfaction has a moderately positive relationship to 

the effect of self-leadership on job performance. Suprapta et al. (2015), proves that job satisfaction moderates by 

strengthening the effect of self-leadership on job performance. Based on this understanding the second hypothesis can 

be formulated as follows. 

H2: Job satisfaction moderates the effect of leadership on job performance. 

 

This conceptual model scheme explains that self-leadership and job satisfaction with job performance. For more 

details, the framework can be seen in Figure 1 as follows. 

 

 

 

 

      H2 

 

 H1 

 

 

 

 

 

 

 

Figure 1. The framework 

 
 

2   Materials and Methods 

 

MRA is an application of multiple linear regression, where the regression equation contains interaction elements 

(multiplication of two or more independent variables). The regression coefficient analysis test will use the Moderated 

Regression Analysis (MRA) test. Choosing an MRA in this study explains moderating variables in strengthening or 

weakening the relationship between the independent and dependent variables. 

 

 

3   Results and Discussions 

 

Moderated Regression Analysis 

Table 1 

Moderated Regression Analysis 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 8.391 1.866  4.498 .000 

Self-leadership .283 .112 .322 2.532 .014 

Job 

satisfaction  

Self-leadership Job 

Performance 
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Job satisfaction .392 .117 .316 3.346 .002 

Self-leadership*job satisfaction .011 .005 .342 2.320 .024 

a. Dependent Variable: Job performance 

Primary Data, 2019 

 

Hypothesis Testing Results 

To test the hypothesis in this study it can be measured from the coefficient of determination, the F statistical test, and 

the t statistical test. 

 

Determination coefficient 

Based on the value of R2 it can be seen what percentage of the dependent variable can be explained by the independent 

variable, while the rest is an effect or explained by other variables not included in the research model. The adjusted R2 

value can go up or down if an independent variable is added to the model. 

 

Table 2 

Determination coefficient 

 

Model Summaryb 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .855a .731 .715 1.317 

a. Predictors: (Constant), self-leadership*job satisfaction, job satisfaction, self-leadership 

b. Dependent Variable: job performance 

Primary Data, 2019 

 

Based on table 2 the magnitude of the effect of the independent variable on the dependent variable shown by the total 

determination value (Adjusted R Square) of 0.715 means that 71.5% of the variation in self-leadership and job 

satisfaction as a moderating effect on job performance, while the remaining 28.5 % is explained by other factors not 

included in the model 

 

F test 

 

The feasibility test of the model is measured by the results of the F test. The criterion used is the significance of F > 

Alpha (α = 0.05) then an inappropriate regression model is used to predict the effect of the independent variable, but 

if the significance of F ≤ Alpha (α = 0.05) then Regression models have met the prerequisites for the feasibility of the 

regression model. 

Table 3 

F test 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 244.664 3 81.555 47.019 .000b 

Residual 90.194 52 1.734   

Total 334.857 55    

a. Dependent Variable: Job performance 

b. Predictors: (Constant), self-leadership*job satisfaction, job satisfaction, self-leadership 

Primary Data, 2019 

 

Based on table 3, it can be seen that a significant value of 0,000 is less than 0.05 (0,000 <0.05) so that the model in 

this study is feasible or the independent variable is able to explain the dependent variable, in other words, the 

independent variable simultaneously or jointly affects the dependent variable.  
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T test (hypothesis testing) 

 

Statistical test t basically shows how far the effect of one independent variable individually in explaining the dependent 

variable (Ghozali, 2006). The T-test can be done by looking at the probability of significance of each variable contained 

in the output of the regression results using SPSS. If the significance value of t is less than 0.05 then H0 is rejected and 

H1 means that there is a strong effect between the independent variable and the dependent variable. 

 

Table 4 

Hypothesis testing result 

 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 8.391 1.866  4.498 .000 

Self-leadership .283 .112 .322 2.532 .014 

Job satisfaction .392 .117 .316 3.346 .002 

Self-leadership*job satisfaction .011 .005 .342 2.320 .024 

a. Dependent Variable: Job performance 

Source: Data processed, 2019 (Appendix 9) 

 

The Effect of Self-leadership on Job performance 

 

Based on the analysis results it can be seen that the significant value for the variable of self-leadership is 0.014 less 

than 0.05 (0.014 <0.05) with a positive coefficient of 0.283, so H0 is rejected, in other words, self-leadership has a 

positive effect on job performance. This means that the more self-leadership increases, the job performance will 

increase, conversely the declining self-leadership will decrease job performance. 

Previous research has proven that job performance can be influenced by self-leadership. Marnis & Marzolina 

(2015), say that self-leadership has a positive role in improving job performance. Talsi (2017), states that self-

leadership can influence job performance in carrying out work. This is supported by Faranak et al. (2015), self-

leadership has a positive effect on job performance effectively. Esra et al. (2017), stated that leadership has a positive 

role in improving job performance. O’Dwyer (2014), has shown that leadership has a positive effect on job 

performance. 

 

The Effect of Job Satisfaction on Job performance 

 

Based on the results of the analysis it can be seen that the significant value for the variable job satisfaction is 0.002 

less than 0.05 (0.002 <0.05) with a positive coefficient of 0.392, so H0 is rejected, in other words, job satisfaction has 

a positive effect on job performance. This means that as job satisfaction increases, job performance will increase, on 

the contrary decreases job satisfaction, job performance will decrease. 

Product quality is defined as anything that satisfies customers or in accordance with requirements or needs (Munisih 

& Soliha, 2015). According to the research of Afshar et al. (2011), product quality directly affects customer satisfaction 

and customer satisfaction directly influences positive behavioral intentions. Raharjo (2013), states that product quality 

has a positive effect on customer loyalty. In addition, Saputra et al. (2019), states that there is a significant influence 

between product quality on customer loyalty. Research conducted by Padmantyo & Fauzi'ah (2014), also states that 

product quality has a significant effect on customer loyalty. 

 

The Effect of Self-leadership on Job performance with Job Satisfaction as a Moderation Variable 

 

Based on the analysis results it can be seen that the significant value for the variable of self-leadership with job 

satisfaction as a moderator is 0.024 less than 0.05 (0.024 <0.05) with a positive coefficient value of 0.011, so H0 is 

rejected, in other words, job satisfaction reinforces the influence of self-leadership towards job performance. This 

means that increasing self-leadership with job satisfaction as a moderating improve job performance, conversely 

decreasing self-leadership with job satisfaction as a moderating job performance will decrease. 
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Some studies prove that job satisfaction is able to moderate or strengthen the influence of self-leadership on job 

performance. Jessie & Paul (2014), stated that job satisfaction moderates the influence of self-leadership position job 

performance. Faranak et al. (2015), in his research, proved that employee job satisfaction moderates the effect of self-

leadership on job performance. Chang (2017), said that employee job satisfaction has a moderately positive relationship 

on the influence of self-leadership on job performance. Employee job satisfaction strongly influences the influence of 

self-leadership on job performance (Sarmawa et al., 2017). Voon et al. (2011), states employee job satisfaction 

moderates the effect of self-leadership on job performance. 

 

Research Implications 

 

Based on the results of the study will provide implications related to existing knowledge both in general and 

specifically such as the science of human resources about self-leadership, job satisfaction, and job performance. The 

results of this study will also strengthen the results of previous studies. Practically it can be a reference for Tjendana 

Villa Seminyak Manager to design regulations and policies to improve job satisfaction by taking into account the 

Leadership and Job performance that may occur. In addition, the Manager of Tjendana Villa Seminyak can strive to 

improve through the results of this study, especially those relating to job performance, because job performance has a 

positive effect on self-leadership and job satisfaction. 

 

Research Limitations 

 

In carrying out this research there are certain obstacles that are at the same time a limitation in this study, but it is 

hoped that this limitation does not become a barrier to other studies to further explore the variables contained in this 

study and can achieve the desired benefits. These limitations include: 

1) The scope of research that chooses the villa as the object of research makes the results of the study less suitable 

for application to large agencies or companies because the organizational structure is different. 

2) The number of variables in this study is limited to 3 variables, namely self-leadership, job satisfaction, and job 

performance. 

The number of samples is limited to Tjendana Villa Seminyak employees. This limitation may not be used as a basis 

for generalization for other villa employees. 

 

 

4   Conclusion 

 

Self-leadership has a significant positive effect on job performance. This means that the more Self-leadership will 

improve job performance. Job satisfaction has a significant positive effect on job performance. This means that 

increasing job satisfaction will improve job performance. Job satisfaction strengthens the influence of leadership on 

job performance. This means that increasing Self-leadership with job satisfaction as a moderating improve job, 

conversely decreasing Self-leadership with job satisfaction as a moderating job performance will decrease. 
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