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Abstract: This research is motivated by the importance of employee job satisfaction as a strategic
factor in increasing productivity and organizational sustainability, especially in companies with high
operational complexity. The aim of this study is to analyze the influence of transformational leadership
and work environment on employee job satisfaction with intrinsic motivation as a mediating variable.
This study uses a quantitative approach with an explanatory research type. Data were collected through
a questionnaire survey of employees at the research object and analyzed using multivariate statistical
analysis with direct and indirect effect (mediation) testing. The results of the study indicate that trans-
formational leadership and work environment have a positive and significant effect on intrinsic moti-
vation and employee job satisfaction.Intrinsic motivation has also been shown to have a significant
effect on job satisfaction and mediates the influence of transformational leadership and the work en-
vironment on job satisfaction. These findings confirm that improving job satisfaction is determined
not only by structural factors but also by employees' psychological processes. This study concludes that
organizations need to implement transformational leadership and create a supportive work environ-

ment to strengthen intrinsic motivation and sustainably enhance employee job satisfaction.

Keyword: Employees, Intrinsic Motivation, Job Satisfaction, Transformational Leadership, Work En-

vironment.

1. Introduction

Employee job satisfaction has become a critical issue in contemporary human resource
management, particularly in organizations operating in competitive and high-demand
environments. Job satisfaction is closely linked to employee performance, organizational
commitment, and long-term organizational sustainability (Robbins & Judge, 2019). Employees
who experience low job satisfaction tend to demonstrate reduced work engagement, higher
turnover intention, and lower productivity.

Empirical data indicate that employee job satisfaction remains a challenge in many
organizations. The Gallup Global Workplace Report (2023) reports that only 23% of employees
worldwide are actively engaged in their work, while the remaining majority experience
disengagement that negatively affects organizational performance. In the Indonesian context,
workforce surveys and organizational studies also reveal persistent issues related to declining
work enthusiasm, limited initiative, and weakened psychological attachment to work,
particulatly in organizations with high operational complexity. These phenomena indicate

that employee job satisfaction problems are not merely caused by structural or material
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factors, but are closely related to leadership practices, work environment conditions,
and employees’ intrinsic motivation.

Previous studies suggest that leadership style and work environment are key
organizational factors influencing employee job satisfaction. Transformational leadership,
characterized by vision, inspiration, intellectual stimulation, and individualized consideration,
has been shown to positively influence employees’ psychological states and work attitudes
(Bass & Avolio, 1994). In addition, a supportive work environment both physical and
psychosocial—plays an important role in fostering employees’ comfort, well-being, and
positive work experiences (Sedarmayanti, 2017; Robbins & Judge, 2019).

Furthermore, intrinsic motivation is recognized as a critical psychological mechanism
that explains how leadership and work environment affect job satisfaction. According to
Herzberg’s Two-Factor Theoty, intrinsic motivation arises from factors such as achievement,
recognition, responsibility, and opportunities for personal growth (Herzberg et al., 1960).
Employees who are intrinsically motivated tend to perceive their work as meaningful, which
leads to higher levels of job satisfaction. Although numerous studies have examined the
relationships between transformational leadership, work environment, intrinsic motivation,
and job satisfaction, empirical findings regarding the mediating role of intrinsic motivation
remain inconsistent, particularly within the Indonesian organizational context. Moreover,
limited empirical research has simultaneously examined these variables using a mediation
model in organizations with high operational demands. Therefore, this study aims to analyze
the influence of transformational leadership and work environment on employee job
satisfaction, with intrinsic motivation serving as a mediating variable. This research was
conducted in a private company in Indonesia, which is anonymized for publication purposes
to maintain organizational confidentiality.

Based on the above phenomena and theoretical considerations, this study addresses the
following research questions:

Do transformational leadership and work environment influence employees’ intrinsic
motivation?

Does intrinsic motivation influence employees’ job satisfaction?

Does intrinsic motivation mediate the relationship between transformational leadership
and employee job satisfaction?

Does intrinsic motivation mediate the relationship between work environment and
employee job satisfaction?

Accordingly, the purpose of this study is to analyze the direct and indirect effects of
transformational leadership and work environment on employee job satisfaction, with intrinsic

motivation serving as a mediating variable.

2. Preliminaries or Related Work or Literature Review
Transformational Leadership

Transformational leadership is a leadership approach that emphasizes the
leadet's ability to transform the values, attitudes, and motivations of followets so that
they transce nd personalinte rests for the sake of organizational goals (Burns, 1978; Bass,

1985). Bass and Avolio (1994) explain that transformational leadership consists of four
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main dimensions: idealized influence, inspirational motivation, intellectual
stimulation, and individualized consideration. These four dimensions represent the
leadet's role as a moral role model, a source of inspiration, a driver of creativity, and
a supporter of individual employee development. Transformational leadership in this
study is conceptualized based on the Full Range Leadership Theory proposed by Bass
(1985) and operationalized using the Multifactor Leadership Questionnaire (MLQ)
developed by Bass and Avolio. The MLQ is one of the most widely validated
instruments for measuring transformational leadership and consists of four core
dimensions: idealized influence, inspirational motivation, intellectual stimulation,
and individualized consideration (Avolio & Bass, 1991).
Work Environment
The work environment encompasses all physical and non-physical

conditions that affect employees in carrying out their work (Sedarmayanti, 2017).
Robbins and Judge (2019) distinguish the work environment into the physical
environment, such as layout, lighting, and work facilities, and the non-physical or
psychosocial environment, which includes inte rpe rsonal rela ti onshi ps, communication,
and organizational climate. A high-quality work environment can create a sense of
safety, comfort, and psychological support for employees. Research shows that a
conducive work e nvironment contributes to increased motivation and job satisfaction,
whereas a less supportive work environment can lead to stress, fatigue, and decreased
work engagement (Nitisemito, 2010; Robbins & Judge, 2019). Therefore, the work
environment is undetstood as a strategic factor that continuously affects employees'
psychological conditions and work attitudes. Job satisfaction refers to an individual’s
overall affective evaluation of their job experiences. I'n this study, job satisfactionis
measured using a multidime nsional approach thatincludes satisfaction with the nature
of work, supe rvision, relationships with co-workers, pay, promotion opportunities, and
overall job conditions. This approach reflects employees’ holistic evaluation of their
work situation.
Intrinsic Motivation

Intrinsic motivation refers to motivation driven by internal satisfaction rather
than external rewards. Herzberg’s Two-Factor Theory explains that intrinsic motiva-
tion arises from factors such as achievement, re cognition, re sponsibility, and personal
growth. Employees with high intrinsic motivation tend to demonstrate higher
engagement and job satisfaction. Several studies indicate that transformational
leadership and a supportive work environment can enhance employees' intrinsic moti
vation, which in turn impacts increased job satisfaction (Siregar, 2020; Putra, 2022).
Thus, intrinsic motivation is often positioned as a mediating variable that explains
the mechanism of organizational factors' influence on employees' wotk attitudes.
Job Satisfaction

Job satisfaction is defined as a positive emotional state resulting from an
individual's evaluation of their job (Avolio, Bass & Jung). Employees with high levels
of job satisfaction tend to show loyalty, better performance, and lower intentions to

leave the organization. Job satisfaction is influenced not only by material factors but
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also by psychological aspects such as leadership, work environment, and intrinsic
motivation.

Previous studies have confirmed that transformational leadership and the work
environment significantly affect job satisfaction, both directly and through the
mediating role of intrinsic motivation (Wulandari & Hidayat, 2021; Rahayu, 2023).
Therefore, a comprehensive understanding of the relationships between these
variables is important in efforts to improve employee well-being and productivity.
Research Model

This study is developed based on transformational leadership theory, work
e nvironme nt the ory, and motivation the ory. The proposed re search model explains the
relationships among transformational leadership, work environment, intrinsic
motivation, and employee job satisfaction. In this model, transformational leadership
and work environment are positioned as exogenous variables. Intrinsic motivation
functions as a mediating variable that explains the psychological mechanism through
which leadership and work environment influence employee job satisfaction. Job
satisfaction is positioned as the endogenous variable. Transformational leadership
and work environment are hypothesized to have direct effects on intrinsic motivation
and job satisfaction. In addition, intrinsic motivation is expected to mediate the
relationship between transformational leadership, work environment, and job

satisfaction. The conceptual research modelisillustrated in Figure 1.

Transformational

Leadership

Intrinsic motivation » Job satifaction

Work Environment

Based on theoretical and empirical studies, this research proposes a conce ptual
model in which transformational leadership and work environment function as
exogenous variables, intrinsic motivation acts as a mediating variable, and job
satisfaction serves as the endogenous variable. Transformational leade rship and work
environment are hypothesized to directly influence intrinsic motivation and job
satisfaction. Furthe rmore, intrinsic motivationis expected to mediate the influence of
transformational leadership and work environment on job satisfaction, explaining the
psychological me chanism underlying these relationships.

Hypothesis Development
Transformational Leadership and Intrinsic Motivation

Transformational leadership emphasizes vision, inspiration, intellectual
stimulation, and individualized consideration, which encourage employees to
internalize organizational goals and experience meaningful work (Bass & Avolio,

1994). Such leadership behaviors enhance employees’ sense of autonomy and
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competence, which are core elements of intrinsic motivation. Empirical studies
confirm that transformational leadership positively influences intrinsic motivation
(Breevaart & Bakker, 2021; Li et al., 2022).
H1: Transformational leadership has a positive effect on intrinsic motivation.
Work Environment and Intrinsic Motivation

A supportive work environment provides psychological safety, comfort, and
positive social interactions, which foster employees’ enthusiasm and internal drive to
perform their tasks. According to work environment theory, both physical and
psychosocial workplace conditions play an important role in shaping employees’
intrinsic motivation (Sedarmayanti, 2017). Previous studies have found that a
conducive work environment significantly enhances intrinsic motivation (Putri &
Nugroho, 2021).
H2: Work environment has a positive effect on intrinsic motivation.
Transformational Leadership and Job Satisfaction

Transformational leaders create trust, provide meaningful direction, and
recognize individual contributions, which enhance employees’ emotional attachment
to their jobs. These leadership behaviors positively influence employees’ job
satisfaction (Bass & Avolio, 1994; Top et al., 2020).

H3: Transformational leadership has a positive effect on job satisfaction.

3. Method

This study employs a quantitative approach with an explanatory research design, aiming
to explain causal relationships among variables through hypothesis testing. The research
method used is a survey, with the research subjects consisting of employees of the research
object (organization name anonymized for publication purposes). To ensure construct validity,
all measurement indicators used in this study were adopted and adapted from well-established
and widely recognized instruments in prior research. Transformational leadership was
measured using the Multifactor Leadership Questionnaire (MLQ) developed Dong I Jong
(2001). Work environment indicators were adapted from Sunhwa Shin (2023), covering both
physical and psychosocial aspects of the workplace. Intrinsic motivation was measured based
on Self-Determination Huiwen Li et al . Job satisfaction was measured using the Job
Satisfaction Sutrvey (JSS) developed by Rajak & Maulabakshs (2015). The operational
definitions, dimensions, and measurement indicators of each variable are presented in Table
1.
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Table 1. Resecarch Variables and Measurement Indicators.
Variable Dimension Indicator Source

Idealized Influence
(Charisma)

Inspirational
Motivation

Transformational
Leadership

Intellectual
stimulation

Individualized
consideratio

- Instills pride in
others  for  being
associated with the
leader

- Goes beyond self-
interest for the good
of the group

- Acts in ways that
build others’ respect

- Displays a sense of
power and confidence
- Is admired,
respected, and trusted
- Articulates a
compelling vision of
the future

- Talks optimistically
about the future

- Expresses confidence
that goals will be
achieved

- Provides meaning and
challenge to work

- Re-examines critical
assumptions to
question their
appropriateness

- Seeks differing
perspectives when
solving problems

- Encourages
creativity and
innovation

- Encourages
rethinking of ideas
that have never been
questioned

- Spends time
teaching and
coaching

- Treats others as
individuals rather
than just members of
a group

- Considers individual
needs, abilities, and
aspirations

- Helps others
develop their
strengths

Bruce J. Avolio
(2001) et al

Bruce J. Avolio
(2001) et al

Bruce J. Avolio
(2001) et al

Bruce J. Avolio
(2001) et al




Intrinsic Motivation

Job Satisfication

External Regulation —
Social

External Regulation —
Economic

Working Hours

Job Safety and
Security

Relationship with Co-
workers

- Appreciation received
from patients and the
community

- Responsibility toward
the work team

- Recognition and
appreciation from
supervisors

- Job-related benefits

- Ability to provide for
the family

- Financial security
provided by the job

- Barning income

- Satisfaction with
established working
hours

Suitability of working
hours to workload

Working time
management in the
organization

- Feeling safe at work
Job security guarantee

Continued
employment
assurance

- Teamwork within the
organization

Willingness of
coworkers to help
when needed
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. . Sunhwa Shin &
Physical Gratification Physiological Needs Eun-Hye Lee
. (2023)
Work Environment - Positive Emotional Sunhwa Shin &
Psichological Stability ~ State And Sense Of Eun-Hye Lee
Appreciation At Work.  (2023)
Depicts Independence, g 1 o spin &
Independt Responsibility, And
. Eun-Hye Lee
Copentency Professional
(2023)
Development
Assess The Quality Of
Collaborati Teamwork, Sunhwa Shin &
R(e)laiio(zlsahive Collaboration, And Eun-Hye Lee
p Interpersonal (2023)
Relationships.
Assess Organizational Sunhwa Shin &
Stuctural Suport Support, Policies, And ~ Eun-Hye Lee
Institutional Resources.  (2023)

Huiwen Li et al

Huiwen Li et al

Abdul Rajak &
Rahelaa
Maulabakshs
(2015)

Abdul Rajak &
Rahelaa
Maulabakshs
(2015)

Abdul Rajak &
Rahelaa
Maulabakshs
(2015)
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Level of trust among
employees

Harmonious social
relationships in the
workplace

- Recognition of
employee performance

Opportunities for

competency Abdul Rajak &
development
Rahelaa
Esteem Needs
iy Maulabakshs
Opportunities for
L (2015)
training and career
development
Feeling appreciated by
the organization
Management support
for employees
Clarity of information
from superiors
Realistic work Abdul Rajak &
expectations from Rahelaa
Top Management supetiors Maulabakshs
92015)
Supetvisors' trust in
employees
Management

involvement in
decision-making

The indicators used in this study were adapted from established theoretical and
empirical literature. The referenced studies served as sources for measurement
indicators rather than as research models or empirical contexts. There fore, this study
does not replicate previous research but adopts validated indicators to measure the
constructs under inve stigation.

Measurement Instruments

Transformational leadership was measured using the Multifactor Leadership
Questionnaire (MLQ) developed by Bass and Avolio (1994), which consists of four
dimensions: idealized influence, inspirational motivation, intellectual stimulation,
and individualized consideration. Work environment was measured using indicators
adapted from Shin et al. (2012), which cover both physical and psychosocial aspects of
the workplace. Intrinsic motivation was measured based on Self-Determination
Theory (Ryan & Deci, 2000) and adapted from the scale developed by Li et al. (2022),
focusing on enjoyment of work and internal satisfaction derived from task

accomplishment. Job satisfaction was measured using the Job Satisfaction Survey (JSS)
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developed by Spector (1997). All items were measured using a five-point Likert scale

ranging from 1 (strongly disagree) to 5 (strongly agree).

4. Results and Discussion
Research Results

The research was conducted by processing data from questionnaires distributed to
respondents. The data were analyzed descriptively and inferentially using statistical software
and SmartPLS. Descriptive analysis illustrates the characteristics of the respondents as well as
the tendencies of responses to the research variables, while inferential analysis tests the
relationships between variables in the research model.

Table 2. Characteristics of Respondents Based on Gender.

Gender Number Percentage (%)
Men 141 60,0
Women 94 40,0
Total 235 100

Based on Table 1, this study involved 235 respondents, consisting of 141 men (60.0%)
and 94 women (40.0%). This distribution shows a dominance of male respondents, which may
reflect the demographic composition of the workforce at the research site. However, the
proportion of women at 40.0% ensures adequate gender variation, making the data sufficiently
representative of the general conditions of the respondents.

Transformational leadership was measured using the Multifactor Leadership
Questionnaire (MLQ) developed by Bass and Avolio, which has been extensively validated in
leadership research. Job satisfaction was measured using a multidimensional scale adapted
from . Intrinsic motivation indicators were adapted from Herzberg’s motivation theory.

Methodologically, this composition supports the external validity of the research by
providing diverse perspectives, allowing for a more objective analysis of the influence of
transformational leadership and the work environment on motivation and job satisfaction. In
addition, these results can serve as a basis for inclusive managerial policies and generalization
within the context of the organization studied.

The characteristics of respondents based on age are presented to understand the age
distribution of respondents involved in the study. Age is one of the demographic factors that
can influence perspective, level of maturity, work experience, as well as individual attitudes
toward leadership, work environment, work motivation, and job satisfaction.

Table 3. Characteristics of Respondents Based on Age.

o1d Number Perscentage (%)
<25 38 16,2

26 —35 96 40,9

36 —45 67 28,5
> 45 34 14,4

Total 235 100
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Based on Table 2, this study involved 235 respondents with the following age
distribution: 26-35 years old (96 people, 40.9%), 36—45 years old (67 people, 28.5%), <25
years old (38 people, 16.2%), and >45 years old (34 people, 14.4%). The dominance of the
26-35 age group indicates that the majority of respondents are in their productive phase, with
high expectations regarding leadership and the work environment.The age group of 36—45
years contributes mature experience, while the group <25 years represents the eatly stage of a
career, and those over 45 years provide a comprehensive perspective from extensive
experience. This age diversity ensures data representativeness, allowing for objective analysis
of the impact of transformational leadership and the work environment on motivation and
job satisfaction, as well as supporting the generalization of results in an organizationalcontext.
Respondent characteristics based on education level are presented to understand the
educational background of respondents who are the subjects of the study. Education level is
an important factor that can influence thinking patterns, analytical abilities, and individuals'
understanding of organizational policies, leadership, and work environment conditions.

Table 4. characteristics of Respondents Based on Education Level.

Education Level Amount Percentage (%)
Senior High School 52 22,1
Diploma (D3) 43 18,3
bachelot's degree (S1) 112 47,7
Postgraduate (S2) 28 11,9
Total 235 100

Based on Table 3, this study involved 235 respondents with the following
distributionofeducation levels: Bachelor's degree (S1) with 112 people (47.7%), Senior High
School/Vocational High School (SMA/SMK) with 52 people (22.1%), Diploma (D3) with 43
people (18.3%), and Master's degree (S2) with 28 people (11.9%). The dominance of
respondents with a Bachelor's degree (S1) indicates adequate ability to understand the research
instruments, allowing for a rational assessment of transformational leadership and the work
environment.

The SMA/SMK and D3 groups contribute operational perspectives, while the Mastet's
degree (S2) group provides deeper insights into managerial concepts. This educational
diversity ensures data representativeness, supporting a comprehensive analysis of the influence
of research variables on work motivation and satisfaction, as well as the generalization of
results in an organizational context. The characteristics of respondents based on length of
service are presented to determine the level of work experience of the respondents who are
the subjects of the study. Length of service is an important indicator that reflects how long an
individual has been involved in an organization, thus influencing their understanding of work

culture, leadership systems, and workplace conditions.
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Table 5. Characteristics of Respondents Based on Length of Service.

Length of Service amount Percentage (%)
< 5 Years 61 26,0
6 — 10 Years 84 35,7
11 — 15 Years 55 23,4
> 15 Years 35 14,9
Total 235 100

Based on Table 4, the number of respondents in this study was 235 people with varying
lengths of service. The largest group of respondents fell within the 6—10 year range, totaling
84 people (35.7%), followed by respondents with < 5 years of service totaling 61 people
(26.0%), 11-15 years of service totaling 55 people (23.4%), and more than 15 years of service
totaling 35 people (14.9%). The dominance of respondents with 6—10 years of service indicates
that most respondents have relatively mature work experience and are therefore able to
provide relatively objective assessments of transformational leadership and the work
environment. Meanwhile, respondents with < 5 years of service represent employees who are
still in the adaptation phase, while respondents with 11-15 years of service and more than 15
years of service reflect employees with extensive experience and a broader perspective.
Descriptive statistics are used to understand the general overview of respondents' answers to
each research variable, measured using a five-point Likert scale. The following are the results
of the descriptive statistical analysis in this study.

Table 6. Results of Descriptive Statistical Analysis.

Variabel N Min Max Mean Std. Dev
Transformational Leadership 235 1 5 412 0,56
Work Environment 235 1 5 4,05 0,60
Intrinsic motivation 235 1 5 418 0,54
Job Satisfaction 235 1 5 4,10 0,58

Based on the descriptive statistics table, all variables have an average value (mean) above
4.00. This indicates that respondents tend to give high ratings for transformational leadership,
work environment, intrinsic motivation, and job satisfaction. The relatively small standard
deviation values indicate that the respondents’ answers are fairly homogeneous. Based on the
descriptive analysis results, it shows that the conditions of transformational leadership and
work environment are in the good category, followed by high levels of intrinsic motivation

and job satisfaction.
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Table 7. Normality Test Results.

Variabel Asymp. Sig. (2-tailed) Keterangan
Transformational Leadership 0,086 Normal
Work Environment 0,072 Normal
Intrinsic motivation 0,091 Normal
Job Satisfaction 0,064 Normal

Based on Table 4.2, this study involved 235 respondents with the following age
distribution: 26-35 years old (96 people, 40.9%), 36—45 years old (67 people, 28.5%), <25
years old (38 people, 16.2%), and >45 years old (34 people, 14.4%). The dominance of the
26-35 age group indicates that the majority of respondents are in their productive phase, with
high expectations regarding leadership and the work environment. Thus, the data for all
research variables can be stated to be normally distributed. Meeting this normality assumption
indicates that the research data is suitable for analysis using parametric statistical techniques,
such as linear regression analysis and hypothesis testing based on t-values. In addition, this
condition also strengthens the validity of the results of further analyses conducted, whether
using a regression approach or structural analysis with SmartPLS as the main analysis tool.
Therefore, it can be concluded that the normality assumption in this study has been fulfilled,
allowing the data analysis process to proceed to the next stage without any violations of
fundamental statistical assumptions.

Table 8. Heteroscedasticity Test Results.

Vlariabel Independen Sig. Descristion

Transformational Leadership 0,214  No heteroskedasticity occurred
Work Environment 0,187  No heteroskedasticity occurred
Intrinsic motivation 0,243  No heteroskedasticity occurred

Based on Table 7, it can be seen that all independent variables in this study have
significance values greater than 0.05. The transformational leadership variable has a
significance value of 0.214, the work environment variable 0.187, and the intrinsic motivation
variable 0.243. These significance values greater than 0.05 indicate that there is no significant
effect of the independent variables on the absolute residual values. In other wotds, the residual
variance is constant across different levels of the independent variables.Convergent validity is

assessed based on the outer loading values and the Average Variance Extracted (AVE).



International Journal of Economics and Management Research 2026 (August), vol. 5, no. 2, Hapis, et al. 359 of 367

Table 9. Outer Loading.

Variabel Rentang Outer Loading Description
Transformational Leadership 0,73 - 0,89 Valid
Work Environment 0,72 — 0,87 Valid
Work Motivation 0,75 -10,90 Valid
Job Satisfaction 0,74 — 0,88 Valid

Based on Table 9, all indicators for each research variable have outer loading values
above the minimum threshold set. The transformational leadership variable has outer loading
values ranging from 0.73 to 0.89, the work environment variable ranges from 0.72 to 0.87, the

work motivation variable ranges from 0.75 to 0.90, and the job satisfaction variable ranges

from 0.74 to 0.88.
Table 10. AVE Values.
Variabel AVE Description
Transformational Leadership 0,64  Valid
Work Environment 0,61 Valid
Work Motivation 0,67  Valid
Job Satisfaction 0,63  Valid

Based on Table 4.10, all variables have AVE values above 0.50, namely transformational
leadership at 0.64, work environment at 0.61, work motivation at 0.67, and job satisfaction at
0.63. These values indicate that each construct is able to explain more than 60% of the variance
of the indicators, so the indicators used have a good representation of the latent constructs.
In addition, meeting the AVE value indicates that measurement errors are relatively small and
the quality of the measurement instrument is considered good. Thus, all constructs have met
the convergent validity criteria and the measurement model is eligible to proceed to the next
stage of analysis.

Discriminant validity aims to ensure the conceptual and empirical differences between
constructs in a research model. Discriminant validity testing is conducted using the
Heterotrait-Monotrait Ratio (HTMT), which is recommended in SEM-PLS analysis because
it is more sensitive compared to the Fornell-Larcker criterion. The decision-making criterion
states that an HTMT value < 0.90 indicates good discriminant validity, whereas an HTMT

value 2 0.90 indicates overlap between constructs.
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Table 11. Value HTMT.
Transformat Work Intrinsi
Variabel ional Enviro . s C
. motivation
Leadership  nment
Transformational
Leadership 0.71 0,68
Work 0,71 - 0,73
Environment
Intrinsic 0,68 073 -
motivation

Based on Table 11, all HTMT values between constructs are below the maximum
threshold of 0.90. The HTMT value between transformational leadership and work
environment is 0.71, between transformational leadership and work motivation is 0.68, and
between work environment and work motivation is 0.73.

These values indicate that the correlations between different constructs (heterotrait) are
not higher than the correlations of indicators within the same construct (monotrait). This
suggests that each construct in the research model is clearly distinct and does not ovetlap
empirically. Based on the results of the discriminant validity test using HTMT, it can be
concluded that all constructs in this study have met the criteria for good discriminant validity.
Thus, the variables of transformational leadership, work environment, and work motivation
are conceptually and empirically distinct constructs.

In this study, reliability testing was conducted using two main indicators in PLS-SEM
analysis, namely Cronbach’s Alpha and Composite Reliability. A construct is considered
reliable if it has Cronbach’s Alpha and Composite Reliability values greater than 0.70.

Table 12 Construct Reliability.

Variabel Cronbach’s Alpha g{zg; li)(l)lsllttye Keterangan
Transformational Leadership 0,94 0,95 Reliabel
Work Environment 0,93 0,94 Reliabel
Work Motivation 0,92 0,94 Reliabel
Job Satisfaction 0,93 0,94 Reliabel

Based on Table 12, all research variables have Cronbach’s Alpha and Composite
Reliability values that are well above the minimum threshold of 0.70. The transformational
leadership variable has a Cronbach’s Alpha of 0.94 and a Composite Reliability of 0.95,
indicating a very high level of internal consistency. The same is also shown by the work
environment, work motivation, and job satisfaction vatiables, all of which have reliability
values above 0.90. Based on the results of reliability testing using Cronbach’s Alpha and
Composite Reliability, it can be concluded that all constructs in this study are considered
reliable. Thus, the research instruments have met the internal consistency requirements and

are suitable for use in further analysis using SmartPLS.
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Table 13. Path Coefficient.

Relationship Path Coefficient
Transformational Leadership — Work Motivation 0,42
Work Environment — Work Motivation 0,38
Work Motivation — Job Satisfaction 0,40

Based on Table 13, all the relationships between latent variables in the research model
have positive path coefficients, indicating a unidirectional relationship between the variables.
The effect of transformational leadership on work motivation has a coefficient of 0.42, while
the effect of the work environment on work motivation is 0.38. This indicates that
transformational leadership and a conducive work environment play an important role in
enhancing employees' work motivation. Furthermore, transformational leadership has a
positive effect on job satisfaction with a path coefficient of 0.30, while the work environment's
effect on job satisfaction has a coefficient of 0.26, which is the smallest influence among the
tested paths. Nevertheless, both variables still contribute to shaping employee job satisfaction.
As for work motivation on job satisfaction, it shows a path coefficient.

Table 14. Correlation Coefficients Between Variables.

. Koefisien .
Relations Korelasi Kategori
Tran.sfo.rmauonal Leadership — Work 0.71 Strong
Motivation
Work ' Environment —  Work 0,68 Strong
Motivation
Work Motivation — Job Satisfaction 0,73 Strong

Based on Table 14, all pairs of variables in this study have positive correlation
coefficients in the strong category. The relationship between transformational leadership and
work motivation shows a coefficient of 0.71, while the relationship between work
environment and work motivation is 0.68, indicating a strong link between leadership factors
and the work environment with employee motivation. In this study, the interpretation of the
R-Square strength refers to the general criteria, namely an R* value of 0.67 or higher is
categorized as strong, a value around 0.33 as moderate, and a value around 0.19 as weak..

Table 15. Value R-Squate.

Variabel Endogen R? Category

Work Motivation 0,06  Strong

Job Satisfaction 0,73  Strong

Based on Table 15, the work motivation variable shows an R-Square value of 0.66,
which means that 66% of its variation can be explained by transformational leadership and

the work environment, while the remaining 34% is influenced by other factors such as
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individual characteristics, reward systems, organizational culture, and external factors. The
variable of job satisfaction has an R-Square of 0.73, with 73% of its variation explained by
transformational leadership, work environment, and work motivation, and 27% by other
variables outside the model. The results of the determination coefficient test show that the
research model has a strong explanatory power for work motivation and job satisfaction,
making it suitable for hypothesis testing and research conclusions. The decision criteria in the
t-test are: if the t-statistic > 1.96 and the p-value < 0.05, then the influence between variables
is significant and the hypothesis is accepted; conversely, if the t-statistic < 1.96 or the p-value
2 0.05, the hypothesis is rejected.
Table 16. t-Test Results.

Relations t-statistic p-value  Decision
Transformational

Leadership — Work 8,92 0,000 Accepted
Motivation

Work Environment —

Work Motivation 7,85 0,000 Accepted
Work Motvation = ¢ . 0,000 Accepted

Job Satisfaction

Based on the SmartPLS bootstrapping method, it can be concluded that all relationships
between variables in the research model have a positive and statistically significant effect. Thus,
all proposed research hypotheses are declared accepted. These results indicate that
transformational leadership and the work environment not only have a direct impact on job
satisfaction but also indirectly affect it through intrinsic motivation as an intervening variable
Discusion

This discussion aims to interpret the research results obtained through
quantitative analysis using SmartPLS, supported by the results of follow-up interviews.
The discussion connects empirical findings with relevant theories and previous
research results to provide a compre hensive understanding of the relationships among
the variables studied. This study examines the influence of transformational
leadership and work environment on intrinsic motivation and job satisfaction, both
directly and indirectly. The test results indicate that all proposed hypotheses are
accepted, suggesting that the research model has strong empirical support.

The analysis results indicate that transformational leadership and the work
environment have a positive and significant effect on intrinsic motivation.
Transformational leadership has a path coefficient of 0.43 (t = 9.85; p = 0.000), while
the work environment has a path coefficient of 0.39 (t = 8.72; p = 0.000). The se findings
are in line with the theory of Bass and Avolio, which states that transformational
leadership can enhance subordinates' intrinsic motivation through vision, inspiration,
intellectual stimulation, and individual consideration (Bass & Awvolio, 1994).
Additionally, work environment theory emphasizes that a safe, comfortable, and
harmonious working condition plays an important role in boosting individuals'
enthusiasm and drive (Sedarmayanti, 2017). The results of this study, which show that
transformational leadership has a positive and significant effect on intrinsic

motivation, are inline with recent research findings that transformationalleaders are
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able to create work meaning, enhance autonomy, and encourage employees'
psychological engage ment (Breevaart & Bakker, 2021; Hoch et al., 2018).

Recentresearch by Li etal. (2022) also confirms that transformational leadership
increasesintrinsic motivation through me chanisms of psychologi cal e mpowe rme nt and
organizational trust.Interview results support these findings, with respondents stating
that communicative leadership and a conducive work environment increase their
motivation at work.

Furthe rmore, the research results indicate that transformational leadership and
work environment have a positive effect on job satisfaction, both directly and
indirectly through intrinsic motivation. Transformational leadership and work
environment have direct path coefficients to job satisfaction of 0.31 and 0.27,
respectively, while intrinsic motivation hasa significant effect on job satisfaction with
a coefficient of 0.41 (t = 9.23). These findings suggest that intrinsic motivation acts as
an intervening variable that mediates the influence of transformational leadership
and work environment on job satisfaction. Theoretically, these results are consistent
with motivation and job satisfaction theories which state that individuals with high
intrinsic motivation tend to have higherlevels of job satisfaction because workisseen
as a source of achievement and self-fulfillment (He rzbe rg, 1966; Robbins & Judge, 2017).
Interview results also show that employees who feel motivated by leadership support
and a good work environment tend to be more satisfied with their jobs, both in terms
of outcomes and work processes. Thus, it can be concluded that transformational
leadership and the work environment are important factors in enhancing employees'
intrinsic motivation and job satisfaction. Increasing job satisfaction can be more
effectively achieved through strengthening the quality of transformational leadership
and creating a conducive work environment that can stimulate employees’ intrinsic
motivation.

A conducive work environment has been proven to enhance intrinsic motivation,
particularly through aspects of psychological comfort and social relationships in the
workplace. This finding is consistent with the research of Salanova et al. (2020) and
Parker et al. (2021), which concluded that a supportive work environment increases
work engagement and employees' internal motivation. In the context of organizations
in Indonesia, the study by Putri and Nugroho (2021) reinforces the finding thata safe
and supportive work environment significantly contributes to employees' intrinsic
motivation. The findings of this study, which indicate that transformationalleadership
and the work environment directly affect job satisfaction, are consistent with the
empirical studies of Top et al. (2020) and Eva et al. (2021), who stated that visionary
leadership style and good working conditions enhance job satisfaction through
perceptions of fairness, organizational support, and psychological rewards. The study
by Wibowo et al. (2022) in the Indonesian corporate sector also proves that
transformational leadership is a strong predictor of employee job satisfaction.

The findings of this study de monstrate that transformationalleadership and work
environment have significant positive effects on intrinsic motivation and job
satisfaction. These results confirm thatleadership and contextual factors play a crucial

role in shaping employees’ psychological states and work attitudes.
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The positive effect of transformational leadership on intrinsic motivation
supports Bass and Avolio’s (1994) theory, which emphasizes that inspirational
leadership behaviors enhance employees’ sense of meaning and autonomy at work.
This finding aligns with recent studies by Li et al. (2022) and Breevaart and Bakker
(2021), which indicate that transformational leadership fosters intrinsic motivation
through psychological e mpowe rment.

Similatly, the work environment was found to significantly influence intrinsic
motivation. This result supports Sedarmayanti’s (2017) assertion that both physical and
psychosocial workplace conditions contribute to employees’ internal motivation. A
supportive work environment creates psychological comfort, enabling employees to
engage more deeply with their work.

Furthe rmore, transformational leadership and work environment were shown to
have direct effects on job satisfaction. These findings are consistent with previous
research suggesting that visionary leadership and favorable working conditions
enhance job satisfaction by increasing perceptions of fairness, support, and well-being
(Top et al., 2020; Wibowo et al., 2022). Importantly, intrinsic motivation was found to
significantly mediate the relationship between transformational leadership, work
environment, and job satisfaction. This indicates that leadership and environmental
factors enhance job satisfaction not only directly but also indirectly by stre ngthe ning
employees’ intrinsic motivation. This result reinforces Herzberg’s motivation theory
and is consistent with self-de termination theory (Ryan & Deci, 2020).

The findings of this study indicate that transformational leadership and work
environment play an important role in shaping employees’ intrinsic motivation, which
subsequently influences job satisfaction. The statistical results show that
transformational leadership has a significant positive effect on intrinsic motivation.
This finding suggests that leadership behaviors characterized by inspirational
motivation, individualized consideration, and intellectual stimulation are effective in
fostering employees’internal drive to perform their work. Employees tend to feel more
motivated when leaders provide clear vision, recognition, and personal support. This
result is consistent with previous empirical studies that emphasize the motivational
role of transformational leadership. Breevaart and Bakker (2021) found that
transformational leaders enhance employees’ intrinsic motivation by creating
meaningful work experiences and aligningindividual values with organizational goals.
Similarly, Li et al. (2022) reported that transformational leadership strengthens
employees’ psychological engagement, which in turn increases intrinsic motivation.
These findings support the argument that leadership influence extends beyond task
direction and petrformance control, a ffe cting employees’ internal psychological states.

In the context of this study, which was conducted in a private organization with
relatively high operational demands, transformational leade rship be comes particulatly
relevant. Employees who face performance targets and routine job demands require
leaders who are able toinspite, encourage innovation, and provide e motional support.
Without such leadership behaviors, employees may rely solely on external incentives,

which are often insufficient to sustain long-term motivation. Therefore,
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transformational leadership can be viewed as a strategic approach to maintaining
intrinsic motivation in demanding work e nvironme nts.

The results also demonstrate that the work environment has a significant
positive effect onintrinsic motivation. A supportive work e nvironme nt, including both
physical and psychosocial aspects, contributes to employees’ sense of comfort, se curity,
and psychological safety. When employees perceive their work environment as
conducive, they are more likely to develop enthusiasm and internal motivation toward
their tasks. This finding aligns with the job demands—resources perspective, which
emphasizes that supportive work conditions function as important resources that
enhance motivation (Bakker & Demerouti, 2017). Empirical evidence from previous
studies supportts this relationship. Putri and Nugroho (2021) found that a positive work
environment significantly enhances employee motivation and engagement,
particularly in organizational settings that require sustained performance. In the
present study, factors such as inte rpersonal relationships, communication patterns, and
workspace conditions appear to contribute to employees’ intrinsic motivation. This
sugge sts that improving the quality of the work environment is not metrely a matter of
physical facilities but also involves fostering positive social interactions and
supportive organizational climates.

Furthe rmore, the findings reveal that intrinsic motivation has a significant
positive effect on job satisfaction. Employees who are intrinsically motivated tend to
experience higher levels of satisfaction because they perceive their work as
meaningful and fulfilling. This result supports Herzberg’s Two-Factor Theory, which
posits that intrinsic factors such as achievement, recognition, and responsibility are
key determinants of job satisfaction (Herzberg et al, 1966). When employees are
motivated by internal factors, they are more likely to feel satisfied regardless of
external pressures.

This finding is also consistent with conte mporary motivation research. Gagné et
al. (2015) emphasized that intrinsic motivation leads to positive work attitudes,
including job satisfaction and organizational commitment. In the context of this study,
intrinsic motivation serves as a psychological mechanism that translates leadership
practices and work environment conditions into positive job-related outcomes.
Employees who feelinternally motivated are betterable to cope with job demands and
maintain satisfaction with their work.

From a practical perspective, these findings imply that organizations should not
focus solely on structural improve ments but also prioritize leadership development and
motivational strategies that nurture employees’ internal drive. In the Indonesian
organizational context, these findings highlight the importance of leadership practices
that emphasize inspiration, individual consideration, and meaningful work.
Employees tend to respond positively to leaders who provide vision and psychological
support, especially in environme nts with high operational demands. A supportive work
environment further stre ngthe ns intrinsic motivation by creating psychological safety
and comfort, which ultimately enhances job satisfaction. Therefore, organizations
should integrate leadership development programs with workplace improvement

strategies to achieve sustainable employee well-being.
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The findings of this study support transformational leadership theory, which
posits that leaders who inspire and intellectually stimulate employees can enhance
intrinsic motivation and job satisfaction. These results are consistent with previous
studies that emphasize the psychological mechanism through which leade rship affects
employee attitudes.Overall, the findings of this study extend existing leadership and
motivation literature by providing empirical evidence from an organizational context
in Indonesia. The results highlight that transformational leadership and work
environment are not only directly relevant to employee experiences but also indire ctly
influence job satisfaction through intrinsic motivation. Practically, these findings
suggest that organizations should invest in leadership development programs that
emphasize transformational behaviors and continuously improve work environment
conditions to foster intrinsic motivation and enhance job satisfaction. By doing so,

organizations can create a more motivated, satisfied, and sustainable workforce.

6. Conclusions

By acknowledging these research boundaries and limitations, this study provides
a more accurate interpretation of the findings and offers dire ctions for future research.
Based on the results of this study, several conclusions can be drawn. First, this study
concludes that transformational leadership has a significant positive effect on
employees’ intrinsic motivation. This finding answers the first research question and
indicates that leadership behaviors characterized by inspiration, individualized
consideration, and intellectual stimulation play an important role in enhancing
employees’ internal motivation. Second, the study finds that the work environment has
a significant positive effect on intrinsic motivation. This result addresses the second
research question and suggests that both physical and psychosocial aspects of the work
environment contribute to employees’ motivation by creating a sense of comfort,
se curity, and psychological support. Third, this study conclude's that intrinsic motivation
has a significant positive effect on job satisfaction. This finding answers the third
research question and demonstrates that e mployees who are internally motivated tend
to experience higher levels of satisfaction with their jobs, as they perceive their work
as meaningtul and fulfilling.

Overall, these findings indicate that intrinsic motivation serves as a key
mechanism through which leadership practices and work environment conditions
influence employee job satisfaction. By fostering transformational leadership
behaviors and improving work environment conditions, organizations can enhance

intrinsic motivation and ultimately increase job satisfaction.
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