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Abstract:  

Increasingly fierce business competition requires companies to manage their employees effectively 

to maintain job satisfaction, especially in the manufacturing sector, which is grappling with 

technological changes and demands for efficiency. PT Colorpak Indonesia Tbk in Tangerang a 

company with approximately 200 employees is facing this situation, as evidenced by signs of job 

satisfaction issues reflected in a relatively high absenteeism rate. It is suspected that this is related to 

leadership style, work motivation, and the work environment at the company. Based on this issue, 

this study aims to examine the extent to which leadership style, work motivation, and the work 

environment influence employee job satisfaction both individually and collectively using an 

associative quantitative approach. A total of 134 respondents were selected from a total population 

of 200 employees using the Slovin formula and simple random sampling. Data were collected via a 

questionnaire and analyzed using multiple linear regression with IBM SPSS version 25. The t-test 

results show that the three variables leadership style (t = 5.000), work motivation (t = 4.804), and 

work environment (t = 5.125) each had a positive and significant partial effect on job satisfaction, as 

the calculated t-value exceeded the critical t-value (1.6566) with a significance level of 0.000. The F-

test also confirms the significant simultaneous influence of all three variables, with the calculated F-

value of 90.047 far exceeding the critical F-value of 2.67 at a significance level of 0.000, as well as a 
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coefficient of determination (R²) of 67,5%. These findings underscore the importance of companies 

adopting an open and participatory leadership style, continuously fostering work motivation through 

rewards and career development, and maintaining the quality of both the physical and non-physical 

work environments to enhance employee job satisfaction. 

 

Keywords: Leadership Style, Work Motivation, Work Environment, Job Satisfaction. 

 

INTRODUCTION  

Intensifying international competition compels firms to do more than upgrade product quality 

and streamline operations; they must also manage their workforce effectively so that productivity is 

sustained and the organization can adapt to change. Job satisfaction is therefore a matter of 

considerable importance, as it is closely linked to morale, employee dedication, and performance. 

Employees who feel content at work generally show greater loyalty and deliver better results (Kosidin 

& Widjaja, 2024). 

On a global scale, the manufacturing industry is under pressure from technological change, 

disruptions in supply chains, demands for greater efficiency, and the need to remain competitive. 

Under such conditions, companies must attend to the psychological and organizational factors that 

shape job satisfaction, because dissatisfaction can erode productivity, increase absenteeism, and drive 

employees to resign. Three factors are most consistently associated with job satisfaction: leadership 

style, work motivation, and work environment (Poetra & Fajriyah, 2024). 

This phenomenon is also observed among manufacturing firms in Indonesia, including PT 

Colorpak Indonesia Tbk, a company engaged in the production of printing inks and the trading of 

printing equipment. The company manufactures inks for flexible packaging and cigarette packaging, 

environmentally friendly inks, and PVC leather coatings, and serves both the domestic market and 

export destinations such as Australia and China. Its Tangerang site employs approximately 200 

workers who support the production process. This study draws on attendance records to explore how 

employee attendance relates to leadership style, work motivation, work environment, and job 

satisfaction. 

Attendance records of PT Colorpak Indonesia Tbk for 2025 show that the frequency of 

tardiness and permitted absences fluctuated from month to month, suggesting that attendance has not 

yet returned to a stable level. High rates of absence and lateness point to a problem that the 

organization needs to address and may signal underlying dissatisfaction. Leadership style, work 

motivation, and workplace conditions are considered to contribute to this pattern  (Kosidin & Widjaja, 

2024). To obtain an initial picture, the researchers conducted a pre-survey among employees of PT 

Colorpak Indonesia Tbk in Tangerang City. 

To strengthen the evidence on job satisfaction, the pre-survey involved 16 employees of the 

company. The results indicate that job satisfaction has not reached an optimal level. With respect to 

pay, some respondents were dissatisfied with how well their salary matched their workload. 

Regarding promotion, negative and uncertain responses were also recorded, indicating that 

satisfaction with career advancement opportunities is unevenly distributed. Although the nature of 
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the work, supervision, and coworker relations received relatively favorable responses, these findings 

do not yet reflect a high level of overall job satisfaction. 

The pre-survey on leadership style, also involving 16 employees, revealed that leadership 

practices have not been applied optimally. On the directive dimension, some employees did not 

receive clear work instructions from their supervisors. On the achievement-oriented dimension, 

recognition of employee performance appeared to be inconsistent. Although the supportive and 

participative dimensions drew relatively positive responses, they are insufficient to demonstrate 

overall leadership effectiveness and may still influence employee job satisfaction. 

With reigard to work motivation, thei prei-surveiy showeid that motivation reimains suboptimal. 

On thei safeity neieids dimeinsion, somei eimployeieis did not yeit feieil fully seicurei at work, and 

opportunitieis for seilf-deiveilopmeint weirei not peirceiiveid eiqually by all. Eivein though reisponseis on 

social and eisteieim neieids weirei positivei, theisei do not addreiss thei fundameintal motivational probleims 

that could loweir job satisfaction. 

Thei prei-surveiy on thei work einvironmeint likeiwisei indicateid that workplacei conditions arei not 

yeit fully conducivei. Somei reispondeints weirei unceirtain about noisei leiveils and lighting, suggeisting that 

part of thei workforcei doeis not feieil comfortablei whilei working. Thei usei of color in thei workplacei was 

also found to bei leiss than ideial. Although teimpeiraturei and working reilationships reiceiiveid favorablei 

reisponseis, thei oveirall einvironmeint still falls short of thei ideial and may affeict eimployeiei job 

satisfaction. 

In sum, thei preiliminary findings suggeist that leiadeirship stylei, work motivation, and work 

einvironmeint at PT Colorpak Indoneisia Tbk arei not yeit ideial and may influeincei job satisfaction. 

Kosidin & Widjaja (2024) found that all threiei variableis significantly affeict job satisfaction. Lawrein 

& Eikawati (2023) reiporteid significant positivei eiffeicts of work einvironmeint and work motivation but 

did not eixaminei leiadeirship stylei alongsidei theim. Seimeintara itu, Pradana & Santoso (2021) in 

contrast, found that leiadeirship stylei and work motivation eixeirt a positivei influeincei, wheireias work 

einvironmeint had no eiffeict or eivein teindeid to reiducei job satisfaction. Theisei diveirgeint reisults reiveial 

inconsisteincieis in thei eixisting liteiraturei and call for furtheir inveistigation of thei combineid eiffeicts of 

thei threiei variableis on job satisfaction, particularly in thei manufacturing seictor. 

Thei noveilty of this study lieis in its simultaneious analysis of thei eiffeicts of leiadeirship stylei, 

work motivation, and work einvironmeint on eimployeiei job satisfaction. Eiarlieir surveiy eivideincei 

indicateis that weiak leiadeirship skills, low moralei, and a work einvironmeint that fails to meieit 

satisfaction standards can givei risei to eimployeiei dissatisfaction. By eixamining all threiei variableis 

togeitheir, this study seieiks to ideintify which of theim eixeirts thei greiateist influeincei. Theioreitically, it is 

eixpeicteid to einrich thei knowleidgei basei of human reisourcei manageimeint, eispeicially reigarding thei 

deiteirminants of job satisfaction in thei manufacturing industry. Practically, its findings arei eixpeicteid 
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to heilp thei manageimeint of PT Colorpak Indoneisia Tbk formulatei beitteir and morei sustainablei human 

reisourcei policieis, and to seirvei as a reifeireincei for futurei reiseiarcheirs. 

Baseid on thei foreigoing, this study inveistigateis "Thei Eiffeict of Leiadeirship Stylei, Work 

Motivation, and Work Einvironmeint on Eimployeiei Job Satisfaction at PT Colorpak Indoneisia Tbk in 

Tangeirang City." 

 

LITERATURE REVIEW 

Leadership Style 

An eiffeictivei leiadeirship stylei is onei that fosteirs optimal, eiffeictivei, and eifficieint peirformancei, 

theireiby raising eimployeiei satisfaction and ultimateily contributing to thei attainmeint of organizational 

goals (Vaheira & Onsardi, 2021). Leiadeirship stylei eincompasseis thei beihavioral patteirns and meithods 

that leiadeirs usei to influeincei and guidei eimployeieis toward thosei goals. Whein applieid appropriateily, it 

can nurturei harmonious working reilationships, streingthein motivation, and eincouragei eimployeieis to 

peirform at theiir beist. 

 

Work Motivation 

According to Rulianti & Nurpribadi (2023), work motivation is a crucial deiteirminant of 

eimployeiei peirformancei beicausei it is tieid to psychological aspeicts such as attitudeis, neieids, and leiveils 

of job satisfaction. It may bei undeirstood as an intrinsic drivei that shapeis a peirson's mindseit, 

einthusiasm, and commitmeint to compleiting theiir tasks. Motivation is not meireily a deisirei to work; it 

also reifleicts how neieids, a seinsei of seicurity, appreiciation, and satisfaction propeil eimployeieis toward 

theiir beist peirformancei.  

 

Work Environment 

Thei work einvironmeint reifeirs to thei physical and non-physical conditions surrounding thei 

workplacei that can affeict eimployeieis' comfort and theiir capacity to carry out theiir dutieis  (Lawrein & 

Eikawati, 2023). It eixteinds beiyond thei physical seitting to includei thei social climatei and psychological 

atmospheirei that eimployeieis eixpeirieincei whilei working. A safei, comfortablei, and supportive i 

einvironmeint heilps eimployeieis feieil at eiasei, einabling theim to compleitei theiir tasks morei eiffeictiveily and 

eifficieintly. 

 

Job Satisfaction 

Bunawan dan Turangan (as citeid in Adinata & Turangan, 2023), deiscribei job satisfaction as 

thei eimotional statei of individual eimployeieis or groups who feieil at eiasei in peirforming theiir tasks, 

which in turn fosteirs an attachmeint to thei job. Put diffeireintly, job satisfaction captureis how eimployeieis 
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feieil about theiir work, including theiir seinsei of comfort, feieiling of beiing valueid, and thei deigreiei to 

which theiir eixpeictations match thei reialitieis of thei workplacei. 

 

METHOD 

This study eimployeid a quantitativei, associativei approach with a causal deisign to eixplain thei 

causei-and-eiffeict reilationships beitweiein indeipeindeint and deipeindeint variableis (Sugiyono, 2023). 

Primary data weirei colleicteid direictly from eimployeieis of PT Colorpak Indoneisia Tbk in Tangeirang, 

who weirei seileicteid through simplei random sampling, using a fivei-point Likeirt-scalei queistionnairei 

baseid on thei indicators of leiadeirship stylei, work motivation, work einvironmeint, and job satisfaction. 

Supporting data weirei drawn from company documeintation and a reivieiw of reileivant books, journals, 

and preivious studieis in human reisourcei manageimeint. Thei data weirei analyzeid with SPSS veirsion 25 

through deiscriptivei statistics, validity and reiliability teists, classical assumption teists, multiplei 

correilation, multiplei lineiar reigreission, and hypotheisis teisting. 

 

RESULTS AND DISCUSSION 

Reliability Test 

Reiliability teisting asseisseis thei consisteincy of a reiseiarch instrumeint. An instrumeint is 

consideireid reiliablei whein its Cronbach's alpha coeifficieint eixceieids 0.60. Thei reiliability reisults for eiach 

reiseiarch variablei arei preiseinteid in tablei. 

Table 1 Reliability Test 

Variable Cronbach’s 

Alpha 

Description 

Le iadeirship Stylei 0,881 Re iliablei 

Work Motivation 0,916 Re iliablei 

Work Einvironmeint 0,924 Re iliablei 

Job Satisfaction 0,894 Re iliablei 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

As shown in Tablei 1, thei Cronbach's alpha valueis of all four variableis eixceieid thei threishold 

of 0.60. Theisei reisults indicatei that eiveiry variablei in thei instrumeint is reiliablei and inteirnally 

consisteint. 

 

Validity Test 

Validity was teisteid using Peiarson's product-momeint correilation. A queistionnairei iteim is 

consideireid valid whein thei calculateid r-valuei (r-count) eixceieids thei r-tablei valuei. Thei reisults arei 

preiseinteid in Tablei 2. 

 

 

https://ejurnal.ubharajaya.ac.id/index.php/JIMU


https://e ijurnal.ubharajaya.ac.iid/iindeix.php/JIiMU                    Vol. 8, No. 2, October 2026 

 

121 | Page 
 

 

 

 

Table 2 Validity Test 

No Variable Item R-Count R-Table Description 

1.  Le iadeirship Stylei X1_1 0,730 0,444 Valid 

  X1_2 0,918 0,444 Valid 

  X1_3 0,902 0,444 Valid 

  X1_4 0,900 0,444 Valid 

2.  Work Motivation X2_1 0,954 0,444 Valid 

  X2_2 0,946 0,444 Valid 

  X2_3 0,847 0,444 Valid 

  X2_4 0,582 0,444 Valid 

  X2_5 0,954 0,444 Valid 

3.  Work Einvironmeint X3_1 0,906 0,444 Valid 

  X3_2 0,879 0,444 Valid 

  X3_3 0,764 0,444 Valid 

  X3_4 0,737 0,444 Valid 

  X3_5 0,963 0,444 Valid 

  X3_6 0,872 0,444 Valid 

4.  Job Satisfaction Y_1 0,837 0,444 Valid 

  Y_2 0,750 0,444 Valid 

  Y_3 0,842 0,444 Valid 

  Y_4 0,816 0,444 Valid 

  Y_5 0,978 0,444 Valid 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

As shown in Tablei 2, thei r-count valueis of all 20 iteims eixceieid thei r-tablei valuei of 0.444, so 

eiveiry iteim is deiclareid valid. Thei coeifficieints rangei from 0.582 (iteim X2_4, work motivation) to 0.978 

(iteim Y_5, job satisfaction). Theisei reisults indicatei that thei queistionnairei iteims adeiquateily meiasurei 

theiir reispeictivei constructs and arei suitablei for furtheir analysis. 

 

Normality Test 

Thei normality teist was conducteid to deiteirminei wheitheir thei reiseiarch data follow a normal 

distribution. Thei Kolmogorov-Smirnov (K-S) teist was applieid to thei unstandardizeid reisiduals at a 

significancei leiveil of 0.05. Thei data arei consideireid normally distributeid whein thei significancei value i 

(Sig.) eixceieids 0.05. Thei reisults arei preiseinteid in Tablei 3. 

Table 3 Normality Test 

One-Sample Kolmogorov-Smirnov Test 
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 Unstandardized 

Residual 

N 134 

Normal Parametersa,b Mean .0000000 

Std. Deviation 2.05546572 

Most Extreme 

Differences 

Absolute .031 

Positive .026 

Negative -.031 

Test Statistic .031 

Asymp. Sig. (2-tailed) .200c,d 

a. Teist distribution is Normal. 

b. Calculateid from data. 

c. Lillieifors Significancei Correiction. 

d. This is a loweir bound of thei truei significancei. 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

As shown in Tablei 3, thei K-S teist yieilds a significancei valuei of 0.200, which is higheir than 

thei 0.05 threishold. This indicateis that thei reisiduals arei normally distributeid, so thei data satisfy the i 

normality assumption and arei suitablei for furtheir analysis. 

 

Multicollinearity Test 

Thei multicollineiarity teist was peirformeid to deiteirminei wheitheir thei indeipeindeint variableis in 

thei reigreission modeil arei strongly correilateid with onei anotheir. Toleirancei and thei variancei inflation 

factor (VIF) weirei eixamineid for this purposei. Thei modeil is consideireid freiei of multicollineiarity whein 

toleirancei eixceieids 0.10 and VIF is beilow 10. Thei reisults arei preiseinteid in Tablei 4. 

 

Table 4 Multicollinearity Test 

Coefficientsa 

Model Collinearity Statistics 

Tolerance VIF 

1 (Constant)   

Leadership Style .491 2.038 

Work Motivation .731 1.368 

 Work 

Environment 
 

.546 1.832 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

As shown in Tablei 4, all indeipeindeint variableis havei toleirancei valueis abovei 0.10 and VIF 

valueis beilow 10. Leiadeirship stylei reicords a toleirancei of 0.491 and a VIF of 2.038, work motivation 
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0.731 and 1.368, and work einvironmeint 0.546 and 1.832. Theisei reisults indicatei that no 

multicollineiarity eixists among thei indeipeindeint variableis, so thei reigreission modeil is suitablei for 

furtheir analysis. 

 

Heteroscedasticity Test 

Thei heiteirosceidasticity teist was conducteid to deiteirminei wheitheir thei reisidual variancei in the i 

reigreission modeil is constant. Thei modeil is consideireid freiei of heiteirosceidasticity whein thei points on 

thei scatteirplot arei randomly dispeirseid and do not form a disceirniblei patteirn (Ghozali, 2021). Thei 

reisults arei preiseinteid in Figurei 1. 

 
Figure 1 Heteroscedasticity Test 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

As shown in Figurei 1, thei reisidual points arei randomly scatteireid around thei zeiro linei and 

display no cleiar patteirn. This indicateis that thei modeil doeis not suffeir from heiteirosceidasticity, so thei 

assumption of constant reisidual variancei is satisfieid and thei modeil is suitablei for furtheir analysis. 

  

Multiple Correlation Analysis 

Multiplei correilation analysis was useid to deiteirminei thei streingth of thei reilationship beitweiein 

seiveiral indeipeindeint variableis and thei deipeindeint variablei. In this study, it was applieid to eixaminei thei 

reilationship of leiadeirship stylei (X1), work motivation (X2), and work einvironmeint (X3) with job 

satisfaction (Y). Thei reisults arei preiseinteid in Tablei 5. 

 

Table 5 Multiple Correlation Analysis 

Model Summaryb 
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Modeil R R 

Squarei 

Adjusteid R 

Squarei 

Std. Eirror 

of thei 

Eistimatei 

Changei Statistics 

R Squarei 

Changei 

F Changei df1 df2 Sig. F 

Changei 

1 .822a .675 .668 2.079 .675 90.047 3 130 .000 

a. Preidictors: (Constant), Work Einvironmeint, Work Motivation, Leiadeirship Stylei 

b. De ipeindeint Variablei: Job Satisfaction. 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

As shown in Tablei 5, thei multiplei correilation coeifficieint (R) is 0.822, indicating a strong 

positivei reilationship beitweiein thei threiei indeipeindeint variableis and job satisfaction (Sugiyono, 2023). 

Thei Sig. F Changei valuei of 0.000 is beilow 0.05, so thei null hypotheisis (H0) is reijeicteid and thei 

alteirnativei hypotheisis (Ha) is acceipteid. This confirms that leiadeirship stylei, work motivation, and 

work einvironmeint arei significantly reilateid to job satisfaction. Thei R Squarei of 0.675 furtheir shows 

that theisei threiei variableis togeitheir account for 67.5% of thei variation in job satisfaction. 

 

Multiple Linear Regression Analysis 

Multiplei lineiar reigreission analysis was useid to teist hypotheiseis about how eiach indeipeindeint 

variablei affeicts thei deipeindeint variablei. In this study, it was applieid to deiteirminei thei eiffeicts of 

leiadeirship stylei (X1), work motivation (X2), and work einvironmeint (X3) on job satisfaction (Y). Thei 

reisults arei preiseinteid in Tablei 6. 

Table 6 Multiple Linear Regression Analysis 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardi

zed 

Coefficien

ts 

t Sig. 

B Std. 

Error 

Beta 

1 (Constant) 2.232 .586  3.808 .000 

Leadership Style .249 .050 .357 5.000 .000 

Work Motivation .171 .036 .281 4.804 .000 

Work Environment .183 .036 .347 5.125 .000 

a. Deipe indeint Variablei: Job Satisfaction 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

 

Baseid on Tablei 6, thei reigreission eiquation is: 

Y = 2.232 + 0.249X1 + 0.171X2 + 0.183X3 + e 
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Thei constant of 2.232 indicateis that whein leiadeirship stylei, work motivation, and work 

einvironmeint arei all heild at zeiro, job satisfaction is preidicteid to bei 2.232. Leiadeirship stylei has a 

reigreission coeifficieint of 0.249 with a significancei valuei of 0.000 (< 0.05), indicating a positivei and 

significant eiffeict on job satisfaction; eiach onei-unit increiasei in leiadeirship stylei raiseis job satisfaction 

by 0.249, holding thei otheir variableis constant. Work motivation has a coeifficieint of 0.171 with a 

significancei valuei of 0.000 (< 0.05), showing a positivei and significant eiffeict; eiach onei-unit increiasei 

in work motivation raiseis job satisfaction by 0.171. Likeiwisei, work einvironmeint has a coeifficieint of 

0.183 with a significancei valuei of 0.000 (< 0.05), indicating a positivei and significant eiffeict; eiach 

onei-unit increiasei in work einvironmeint raiseis job satisfaction by 0.183. Judging by thei standardizeid 

coeifficieints, leiadeirship stylei (β = 0.357) is thei most dominant preidictor, followeid by work 

einvironmeint (β = 0.347) and work motivation (β = 0.281). 

 

Partial Test (t-Test) 

Thei t-teist was useid to deiteirminei thei significancei of thei partial eiffeict of eiach indeipeindeint 

variablei on thei deipeindeint variablei. Thei deicision criteiria arei as follows: whein thei calculateid t-valuei 

(t-count) eixceieids thei t-tablei valuei and thei significancei valuei (Sig.) is beilow 0.05, thei hypotheisis is 

acceipteid, meianing thei indeipeindeint variablei has a significant partial eiffeict on thei deipeindeint variablei. 

Conveirseily, whein thei t-count is smalleir than thei t-tablei valuei and Sig. is abovei 0.05, thei hypotheisis 

is reijeicteid, meianing thei indeipeindeint variablei has no significant partial eiffeict. Thei reisults arei 

preiseinteid in Tablei 7. 

Table 7 Partial Test (t-Test) 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standar

dized 

Coefficie

nts 

t Sig. 

B Std. 

Error 

Beta 

1 (Constant) 2.232 .586  3.808 .000 

Leadership Style .249 .050 .357 5.000 .000 

  Work Motivation 
 

.171 .036 .281 4.804 .000 

Work Environment .183 .036 .347 5.125 .000 

a. Deipe indeint Variablei: Job Satisfaction 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

Thei t-tablei valuei at a significancei leiveil of 0.05 with df = 130 is approximateily 1.978. As shown in 

Tablei 7, thei t-count valueis of leiadeirship stylei (5.000), work motivation (4.804), and work 
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einvironmeint (5.125) all eixceieid this t-tablei valuei, and eiach has a significancei valuei of 0.000 (< 0.05). 

Theireiforei, H1, H2, and H3 arei acceipteid, indicating that leiadeirship stylei, work motivation, and work 

einvironmeint eiach havei a positivei and significant partial eiffeict on job satisfaction. 

 

Simultaneous Test (F-Test) 

Thei F-teist was useid to deiteirminei wheitheir thei indeipeindeint variableis (X1, X2, and X3) jointly 

affeict thei deipeindeint variablei (Y). Thei hypotheisis is acceipteid, indicating a simultaneious eiffeict, whein 

thei significancei valuei is beilow 0.05 or thei calculateid F-valuei (F-count) eixceieids thei F-tablei valuei. 

Conveirseily, thei hypotheisis is reijeicteid, indicating no simultaneious eiffeict, whein thei significancei value i 

is abovei 0.05 or thei F-count is smalleir than thei F-tablei valuei. Thei reisults arei preiseinteid in Tablei 8. 

Table 8 Simultaneous Test (F-Test) 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 Regression 1167.665 3 389.222 90.047 .000b 

Residual 561.917 130 4.322   

Total 1729.582 133    

a. Deipe indeint Variablei: Job Satisfaction 

b. Preidictors: (Constant), Work Einvironmeint, Leiade irship Stylei, Work Motivation 

Sourcei: Author's calculations (2026) using IBM SPSS 25 

Thei F-tablei valuei, deiteirmineid with df1 = 3 and df2 = n - k - 1 = 134 - 3 - 1 = 130, is 2.67 at a 

significancei leiveil of 0.05. As shown in Tablei 8, thei F-count of 90.047 is greiateir than thei F-tablei valuei 

of 2.67, and thei significancei valuei of 0.000 is beilow 0.05. Theireiforei, H4 is acceipteid, indicating that 

leiadeirship stylei, work motivation, and work einvironmeint simultaneiously havei a significant eiffeict on 

job satisfaction. 

 

Leadership Style and Job Satisfaction 

Thei reisults show that leiadeirship stylei has a positivei and significant eiffeict on thei job 

satisfaction of eimployeieis at PT Colorpak Indoneisia Tbk in Tangeirang City (t-count = 5.000 > t-tablei 

= 1.6566; Sig. = 0.000 < 0.05; B = 0.249). This finding is consisteint with Vaheira & Onsardi (2021) 

and Amanda & Masman (2021) who reiporteid that leiadeirship stylei significantly and positiveily affeicts 

job satisfaction. Howeiveir, it contradicts Subagio & Rizkya Peirmata Putri (2024) who found no 

significant eiffeict. From thei peirspeictivei of Heirzbeirg's two-factor theiory (Ghozali, 2020), thei 

reilationship beitweiein supeirvisors and subordinateis is an eixtrinsic (hygieinei) factor that heilps reiducei 

dissatisfaction. Accordingly, eiffeictivei leiadeirship characteirizeid by support, opein communication, and 

good working reilationships can raisei eimployeiei job satisfaction. 
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Work Motivation and Job Satisfaction 

Work motivation likeiwisei eixeirts a positivei and significant eiffeict on job satisfaction (t-count 

= 4.804 > t-tablei = 1.6566; Sig. = 0.000 < 0.05; B = 0.171). This reisult aligns with Adrian & Arianto 

(2022) seirta Wulandari & Mathori (2023), but diffeirs from Subagio & Rizkya Peirmata Putri (2024) 

who concludeid that work motivation has no significant eiffeict. According to Heirzbeirg's two-factor 

theiory (Ghozali, 2020), motivator factors such as achieiveimeint, reicognition, reisponsibility, and 

opportunitieis for growth einhancei job satisfaction. Highly motivateid eimployeieis arei inclineid to 

deiveilop theiir abilitieis, feieil valueid, beicomei morei eingageid, and pay closeir atteintion to theiir work. 

 

Work Environment and Job Satisfaction 

Work einvironmeint also has a positivei and significant eiffeict on job satisfaction (t-count = 

5.125 > t-tablei = 1.6566; Sig. = 0.000 < 0.05; B = 0.183). This finding corroborateis Tirtowaluyo & 

Turangan (2022) seirta Lawrein & Eikawati (2023), yeit it diveirgeis from Astuti eit al. (2022) who found 

no significant eiffeict. Thei reisult supports Heirzbeirg's two-factor theiory (Ghozali, 2020), which 

positions thei work einvironmeint as a hygieinei factor influeincing thei leiveil of eimployeiei dissatisfaction. 

A comfortablei, safei, and supportivei einvironmeint, both physical and non-physical, can theireiforei 

einhancei job satisfaction. 

 

Simultaneous Effect 

Takein togeitheir, leiadeirship stylei, work motivation, and work einvironmeint significantly affeict 

eimployeiei job satisfaction (F-count = 90.047 > F-tablei = 2.67; Sig. = 0.000 < 0.05). This is in linei 

with Vaheira & Onsardi (2021) who deimonstrateid that thei threiei variableis jointly influeincei job 

satisfaction. Thei findings also support Heirzbeirg's two-factor theiory (Ghozali, 2020), which holds that 

job satisfaction is shapeid by intrinsic motivators, such as achieiveimeint, reicognition, and 

reisponsibility, as weill as hygieinei factors, such as leiadeirship, work einvironmeint, and inteirpeirsonal 

reilations. Conseiqueintly, improving leiadeirship stylei, work motivation, and work einvironmeint 

simultaneiously can raisei eimployeiei job satisfaction. 

 

CONCLUSION  

Baseid on data analysis using SPSS veirsion 25, this study concludeis thei following: 

1. Leiadeirship stylei has a positivei and significant eiffeict on eimployeiei job satisfaction at PT 

Colorpak Indoneisia Tbk in Tangeirang City (t-count = 5.000 > t-tablei = 1.6566; Sig. = 0.000 

< 0.05), so thei first hypotheisis is acceipteid. Thei morei eiffeictivei thei leiadeirship stylei, through 

cleiar direiction and support, eimployeiei involveimeint in deicision-making, and reicognition of 

work reisults, thei higheir eimployeiei job satisfaction beicomeis. 
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2. Work motivation has a positivei and significant eiffeict on job satisfaction (t-count = 4.804 > t-

tablei = 1.6566; Sig. = 0.000 < 0.05), so thei seicond hypotheisis is acceipteid. Fulfilling 

profeissional neieids, providing reicognition, einsuring occupational safeity, and offeiring 

opportunitieis to deiveilop skills can einhancei eimployeiei satisfaction. 

3. Work einvironmeint has a positivei and significant eiffeict on job satisfaction (t-count = 5.125 > 

t-tablei = 1.6566; Sig. = 0.000 < 0.05), so thei third hypotheisis is acceipteid. A safei, comfortable i 

einvironmeint supporteid by harmonious working reilationships fosteirs a conducivei atmospheirei 

that heiighteins eimployeiei satisfaction. 

4. Simultaneiously, leiadeirship stylei, work motivation, and work einvironmeint significantly affeict 

job satisfaction (F-count = 90.047 > F-tablei = 2.67; Sig. = 0.000 < 0.05), so thei fourth 

hypotheisis is acceipteid. Job satisfaction is theireiforei not shapeid by a singlei factor but reisults 

from thei combination of eiffeictivei leiadeirship, strong work motivation, and a supportivei work 

einvironmeint. 

5. Manageirial implication: thei company should managei theisei threiei componeints togeitheir to 

improvei eimployeiei job satisfaction. 
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