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Abstract:  

The objective of this causal study is to find out the effect of transformational leadership, 
coaching, and job satisfaction on employee job performance. The research was carried out  
with 80 employees as the sample  of a company in Merak which is selected by proportional 
random sampling. The method applied is survey with path analysis causal approach. The 

result of the analysis is : (1) there is a positively direct effect of transformational leadership 
on the job performance, (2) there is positively direct effect of coaching on the job 
performance, (3) there is positively direct effect of job satisfaction on the job performance, 
(4) there is positively direct effect  of transformational leadership on the job satisfaction, 
(5) there is positively direct effect of coaching on the job satisfaction, (6) there is positively 
effect of transformational leadership on the coaching. Base on those findings, it can be 
concluded that the employee job performance had been affected directly by 
transformational leadership, coaching, and job satisfaction. There for transformational 
leadership, coaching, and job satisfaction have to be an important priority. The result of 
this research can contribute as the reference in decision making at  human resources 
department who has a strategic role in improving employee job performance at the 
company in Merak. 
Keywords: transformational leadership, coaching, job satisfaction, job performance. 

INTRODUCTION 

The superior human resources has a superior ability to work being able to work 

effectively and efficiently so as to generate output and outcome in accordance with 

vision, mission, goals and target to be achieved by the company. Human resources in a 

company who has a superior performance is allegedly influenced by some factirs such 

as transformational leadership, coaching, and job satisfaction. Every company who has 

mission and vision will strive to achieve the vision and mission through some strategies 

such as building the organisational strength and capability by way of talent development 

program and succession planning. It will be achieved by working hard and smart, solid 

team work, implementing program and action effectively and efficiently. Employee job 

performance must be improved in order to achieve maximum effectivity and efficiency. 

Through a satisfaction job performance, the company mission and vision will be 

realized. So that the company will get profitability that will be shared with the employee 

to increased their welfare and company sustainability.  

 The company want to increase its human resources capability to its maximum 

level by increasing employee job performance. Therefore it needs employee who is  

intellegent, well trained, competent, hard working, able to work in team an 

independently. There are several factors that have been identified influenced employee 

job performance as follows; (1) Employee motivation is not in maximum level to deliver 

the best job performance for the company. (2) Transformational leadership style adopted 

by the leader is not optimized. (3) Employee coaching is not optimized to increase the 

job performance. (4) Uneffective training program (5) Company does not provide the 

expected feedback. (6) The state of working environment is not fully support the working 

implentation. (7) Skill influence worker job performance. (8) Problem solving intelegency 

should be improved. (9) Responsibility of leader over his leadership gives impact to job 

performance. (10) Unfullfiled job satisfaction influence employee job performance.  
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 Problems that have been identified can directly or indirectly affect the job 

performance of employees at a company  in Merak. However, given the limited time and 

the authors' knowledge, the scope of the problem is also in line with the rules of science 

will be limited. The study only focused on the key things that are predominantly thought 

to have a direct impact on employee performance, namely (1) Transformational 

Leadership, (2) Coaching, and (3) Job Satisfaction.With restrictions on the issue, it can 

be formulated what variables that influence the job performance of employees.  

Surya Dharma, said that an organization has a common vision of the goals and 

mission statement, which is communicated to all employees; organization set the  

targets of employee performance management related to the organizational unit goals, 

and overall organizational goals. Leaders carry out periodic evaluation of progress 

towards these targets, the evaluation process used to identify the needs of the 

development, training, and compensation. With the overall effectiveness of the process 

and its contribution to the overall performance will be obtained about change and 

improvement of the targets to be achieved [1]. 

Paul Stephen Turnel, in Journal Mentoring & Coaching, writing down about 

coaching as follows;  Coaching, in the modern sense of the word, is often perceived to 

occupy a position within the participative area of the leadership behavior spectrum. The 

development of coaching coincided with one view that organizations benefit from a 

parallel leadership strategy, comprising of transactional behavior to structure and 

control, which is often seen as managing; and transformational behavior to motivate 

and influence, which is often discussed in terms of leading [2]. 

The first concept of transformational leadership has been formulated by Burns, 

from descriptive research on political leaders. It seens as leadership action required to 

motivate subordinates in order they like to work to achieve goals that considered high 

level beyond personal interest (Locke, 1997). A leader can transform subordinates 

through four ways called four I (Bass and Avolio, 1994), in Bolden et al. (2003). The four 

ways are : (a) Idealized influence (Charisma), (b) Inspiration Motivation, (c) Intellectual 

Stimulatiion, (d) Individual Consideration [3]. 

Darsono, reported job satisfaction is defined as a set of employees a pleasant 

feeling or unpleasant based material rewards and psychological rewards. In addition to 

this, job satisfaction has many dimensions, among others: (1) job satisfaction may 

represent the position as a whole or refers to the part of the job, for example, the work 

content and the context of employment, (2) job satisfaction is a set of feelings, (3) job 

satisfaction is dynamic, it can go up and down quickly so the feeling of working on the 

organization need to be considered on an ongoing basis [4]. 

Based on the above, the research conducted with the main objective to get, 

knowing and analyzing the data, facts and valid and reliable information about whether 

there is influence between coaching, transformational leadership, job satisfaction on the 

job performance of employees at companies in the Merak, Banten. By conducting  this 

research can be known whether or not: (1) the direct influence of transformational 

leadership on employee job performance, (2) the direct effect of coaching on job 

performance, (3) the direct effect of job satisfaction on the job performance, (4) the direct 

influence of transformational leadership on job satisfaction, (5) the direct effect of 

coaching on job satisfaction, (6) the direct influence of transformational leadership on 

coaching. 

Some experts suggest various definitions of performance, transformational 

leadership, coaching, and job satisfaction will be explained as follows; 

1. Performance 

Colquit, Lepine, Wesson, give their concepts as follows; “Job performance is 

formally defined as the value of the set of employee behaviors that contribute, either 

positively or negatively, to organizational goal accomplishment” (7). Meanwhile, Robin 

Stuard, said that the performance is the activity of employee doing the right things in 
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the right times (7). M Robert L. Maltis, explained that the performance is influenced by 

some factors such as the individual ability to perform the job,  the level of effort devoted, 

and organisational support. From various concepts concluded that the performance is 

the work result according to organisational expectation for a certain period, it can be 

seen from the quantity and quality were achieved based on predetermined targets. 

Performance demonstrated interpersonal skills, discipline, motivation, effort, and a 

sense of responsibility for the tasks assigned according to their respective capabilities 

[5]. 

2. Transformational Leadership 

Transformational leaders frequently provide ideas that result in a rethinking of 

old patterns of behavior, and enable followers to look at problems from different angles 

and resolve those problems in new and novel ways. Because they wish to promote 

intellectual stimulation, such leaders tend to allow experimentation, accentuate creative 

thinking, and activate subordinates’ higher-order needs. Transformational leader are 

unacustomed to living with the status quo (Bass, 1985) [6]. 

Bass (1998, 1990) and his colleagues (Bass and Avolio, 1989; Seltzer and Bass, 

1990) characterised transformational leadership as being composed of four behavioural 

components, which are unique but interrelated: idealised influence, inspirational 

motivation, intellectual stimulation and individualized consideration. [7]. 

Robert Veccio, stated as follows; Transformational leaderships, a boarder concept 

that charisma and plies reshaping entire strategies of organization (although the terms 

charisma and transformational leadership overlap to a great extent in highlighting the 

influence of a leader’s personal attributes and the trust of followers). Transformational 

leadership elevated the goals of subordinates and enhances their self-confidence to 

strive for higher goals. Transformational leadership is potentially strongest at the 

highest levels of management. This view underscore the importance of vision, 

intellectual stimulation, and individualized consideration in leadership, and the major 

role that leadership can have during times of change a crisis [8]. 

Bernard Bass in Jenniver, explained the transformational leadership as follows; 

Transformational leadership occur when a leader transforms, or changes, his or her 

followers in three important ways that together result in followers trusting the leader, 

performing behaviors that contribute to the achievement of organizational goals, and 

being motivated to perform at high levels: (1) Transformational leaders increase 

subordinates awareness of the importance of their tasks and the importance of 

performing them well. (2) Transformational leaders make subordinates aware of their 

needs for personal growth, development, and accomplishment. (3) Transformational 

leaders motivate their subordinates to work for the good of the organizational rather 

exclusively for their personal gain or benefit [9]. 

It concluded that the transformational leadership is a way or attitudes of 

individuals in demonstrating the concern that brought the leader of transformation so 

as to bring about change, to motivate, to be an example for employees. 

3. Coaching 

Michael Armstrong, stated in his handbook regarding the performance 

management that coaching is described as follows; Coaching is a fundamental 

performance management activity that takes the opportunities presented by the work 

itself and use them to develop the knowledge, skills, competencies, and therefore the 

performance people. Coaching as part of the normal process of management consists 

of: making people aware of how well they are performing by, controlled delegation, using 

whatever situations may arise as opportunities to promote learning, encouraging people 

to look at higher-level problems and how they would tackle them [10].  

The coaching is contracted for the benefit of a client who is accountable for highly 

complex decision with a wide scope of impact on the organization and industry as a 
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whole. The focus of the coaching is usually focused on organizational performance or 

development, but may also have a personal component as well. The result produced 

from this relationship are observable and measureable. (International Coaching 

Federation Conference [ICF], 2000, p. 208). [11] 

 Coaching is said to provide inspiration the same as comsultancy is based on 

providing information. The sum between inspiration and information is accelerated 

performance.  The president of the European Coaching Institute, Gerard O’Dovan, says 

“the coaching process is basically a conversation, a dialogue between the client and the 

coach” (Florea, 2008). [12]. 

 Coaching is also defined as the art and practice of inspiring, energizing, and 

facilitating the performance, learning, and development of the coachee. It is an art 

because when the coach is fully engaged with coachee, the process of coaching becomes 

a dance between two people, conversationally moving in complete harmony and 

partnership. Coaching helps the coachee to unlock his/her true potential through 

raising awareness, inspiring new ideas, and encouraging creativity [13]. 

 Laurie J. Mullin, stated as follows; Coaching: use deductive techniques, the 

coach does not have to be an expert in subject. A little knowledge can often help but it 

can sometimes be a hindrance, the prime beneficiary is the individual but the 

organization also benefit, a coaching session is measured in minutes, can be an off-the-

cut session, usually informal, but can be formal, respects for the coach is usual, rapport 

between coach and coachee helps [14]. 

From some concepts it can be concluded that coaching is a development technique 

conducted by coaches during performance improvement process of coachees. Coaching 

is conducted individually. Coaching is done  by using structured deductive technique, 

emphasis on motivate ourself, using foresight, establish goals, create a plan of 

development, motivated to work hard, superior performance, prepare the human 

resources needed in the future. 

4. Job Satisfaction  

An important aspect of employee attitude is employee job satisfaction. Job 

satisfaction is a general attitude that employees have towards their job, and is directly 

tied to individual needs including challenging work, equitable rewards and a supportive 

work environment and colleagues (Ostroff, 1992). [15]. 

According to Grenberg dan Baron cited by Wibowo, “Job satisfaction os a general 

attitude toward some one work, showing the differences between total rewards received 

by the worker and amount that they believe should be accepted.”(13). Another oppinion 

by  Laurie J. Mullin, on the job satisfaction as follows; Job satisfaction is a complex and 

multifaceted concept, which can mean different things to different people. Job 

satisfaction is usually linked with motivation, but the nature of this relationship is not 

clear. Satisfaction is not the same as motivation. Job satisfaction is more of an attitude, 

an internal state. It could, for example. Be associated with personal feeling of 

achievement, either quantitative or qualitative [16]. 

 Job satisfaction is one of the most incontestable and highly valued concepts in 

Human Research Management. The most often used definition in the field of research 

on the particular concept of satisfaction is the one provide by Locke: “an agreeable or 

positive emotional state derived from an evaluation made by a person about his work or 

his work experience”(Locke, 1976, pg. 1300) [17]. 

 

 Other definition of job satisfaction is a positive emotional state resulting from 

the appraisal of one’s job situation and is linked with the characteristics and demands 

of one’s work (Acker, 1999, p. 112). The factors associated with and measured regarding 

job satisfaction are: work on the present job, opportunities for promotion, pay, 

supervision, people at present job, and feeling about the job in general (Balzer et al. 

1997) [18]. 



 

4
th

International Conference the Community Development in ASEAN ®2017  

 

 

684 

 

 

 Job satisfaction according to Robbins (2006) is an attitude towards one’s job, 

the difference between the amount of rewards that a worker received and the amount of 

rewards that they believe should be accepted. Podsakoff et al. (2006) revealed that 

employees who are satisfied generally easier to make contributions in excess of the role 

(Organizational Citizenship behaviour) than others, such as the study conducted by 

Murphy, Athanasou, King (2002), that job satisfaction significantly influences 

Organizational Citizenship behaviour [19]. 

 

 Based on some existing concepts it can be concluded that the job satisfaction is 

the feeling of pleasure or displeasure demonstrated or perceived by a person caused by 

various factors, including justice, working conditions, compatibility between input and 

reward, achievement, fulfillment, environment, recognition and achievement 

expectations. 

METHOD 

Research Approach 

The method used is survey with a causal approach, and will be analyzed using 

path analysis. Variables that will be studied are four, namely transformational 

leadership (X1), coaching (X2), job satisfaction (X3), and performance (Y). Performance 

is an endogenous variable, while the transformational leadership, coaching, and job 

satisfaction is an exogenous variable. 

The equation models to be tested are: (1) Y = βy1 .X1 + βy2 .X2 + βy3 .X3 + e1, (2) X3 =  

β31 .X1 +  β32 .X2 + e2, (3) X2 = β21 .X1+ e3.The third structural equation model on the next 

to be tested on data processing. 

 The analytical method used to test the hypothesis in this study is the path 

analysis techniques. Calculations that have been done can be obtained specifically, a 

summary of error normality test (galat), significance, and the linearity of each variable.  

Participant 

 The research was conducted at a company in Merak, Banten with totally 80 

respondences. It was according to the calculation done before. There are some formulas 

to determine sampling quantity. First, for reference, if the researcher has hundreds of 

population subject, he can determines about 25-30% of population subject. If the 

subject quantity in the population is only 100 – 150 persons, then all of the subjects 

has to be taken. Second, the calculation of sampling quantity is calculated with Slovin 

formulas.1  

 Research population is 95 employees at a company in Merak, Banten. Based on 

formulas above, 80 employees will be the samples. The selected employees are 

permanent employees that have been working minimum one year. They are both male 

and female, from various departments and with various educational background from 

high school to undergraduate.  

 

Data Collections 

The research instrument used was a quotioner. Instrument is a method to collect 

data that is related to coaching, transformational leadership, job satidfaction and 

employee job performance. Quotioner was filled in by the respondence in their working 

place.  

 Instrument development for each variables will be set up from conceptual 

definitions, operational definitions, instrument guidance, instrument validity test and 

reliability calculation.  

Data Analysts 
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 The data analytical method used is descriptive statistical data analysis and 

inferentia statistical data analysis. Descriptive statistical data analysis is a statistical 

method to analize the data by describing it into distribution list or histogram, mean and 

range value. Inferentia statistical data analysis is used to test the research hypotesis 

with simple linier regression and multiple regression. It is started with testing of error 

normality, significance and linierity. 

 Analysis method to test the hypotesis is path analysis technique. Calculation is 

done with computer software for data analysis, Microsoft Excel,  SPSS 21 and LISREL as 

comparation. All hypotesis test with  α = 0.05 . Before this test, we should test the 

estimated error normality with Liliefors formulas, significance test and liniarity test. 

 In the path analysis technique, there are exogen variable and endogen variable. 

In this research, the exogen variables are transformational leadership (X1), coaching ( 

X2), and job satisfaction (X3). And the endogen variable is employee job performance 

(Y). However the job satisfaction variable (X3) is not only as exogen variable. It is also 

endogen variable for transformational leadership (X1) and  coaching (X2). 

After testing the linearity and significance of regression, the estimated error 

normality which is then used as the basis for a hypothesis test. Model testing based on 

established structural equation is conducting prior to hypotetical test. Meanwhile, the 

structural equation is as follows.1) structural equation one: Y = βy1 X1 + βy2 X2 + βy3 X3 + 

e1, 2) structural equation one: Y = β31 X1 + β32 X2 + e2, 3) structural equaltion one: Y = β21 

X1 + e1. 

Calculation of error normality test (galat) with value of L table = 0.0991 for error 

estimated (galat) are : 1) Y on X1, L count = 0.0745, 2) Y on X2, L count = 0.0757, 3) Y 

on X3, L count = 0.0256, 4) X3 on X1, L count = 0.0418, 5) X3 on X2, L count = 0.0707, 

6) X2 on X1, L count = 0.0411. It was concluded that all estimated error meet the 

estimated error normality test due to all L count is smaller than L table. It means 

normal. And the results of test calculations of significance to the value of F = 3.96 for 

the regression model are: 1) Y = 32.703 + 0.759 X1, F count = 81.042, 2) Y = 28.167 + 

0.765 X2, F count = 56.158, 3) Y = 41.847 + 0.712 X3, F count = 123.121, 4) Y = 5.712 

+ 0.927 X1, F count = 174.103, 5) Y = 14.957 + 0.816 X2, F count = 53.293, 6) Y = 

70.927 + 0.453 X1, F count = 27.527. It was concluded that the entire regression model 

meets the test of significance with very significant results for the calculated F value is 

greater than the value of F table. As for the results of calculations uni linearity of the 

regression model are: 1) Y = 32.703 + 0.759 X1, F count = 0.986 and F table = 1.69, 2) 

Y = 28.167 + 0.765 X2, F count = 1.200 and F table = 1.72, 3) Y = 41.847 + 0.712 X3, 

F count = 1.680 and F table = 1.93, 4) Y = 5.712 + 0.927 X1, F count = 1.379 and F 

table = 1.69, 5) Y = 14.957 + 0.816 X2, F count = 1.065 and F table = 1.72, 6) Y = 70.927 

+ 0.453 X1, F count = 0.956 and F table = 1.69. It was concluded that the entire 

regression model meets the linearity test with the results of all linear since F count is 

smaller than the value of F table. 

 The path coefficients calculations performed by LISREL.8 SPSS.21 program.  In 

addition to calculate the coefficient of each path on the model of structural relationships 

between variables illustrated in the figure below is calculated and tested by t-test. The 

path coefficients have 6 paths coefficient is ƥy1,ƥy2, ƥy3, ƥ31,ƥ32,ƥ21. 

 Analysis of the results of the study is based on a constellation in the form of 

path structure as follows; 
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Figure 1. Path Structures. 

From the figure above can be explained that based on the count of using SPSS 

obtained results for paths: 1) ƥy1, path coefficient =0.307, T count = 2.582, T table = 

1.96, 2) ƥy2, path coefficient = 0.268, T count = 3.010, T table = 1.96, 3) ƥy3, path 

coefficient = 0.331,         T count = 2.515, T table =1.96 , 4) ƥ31, path coefficient =  0.665, 

T count = 9.568, T table = 1.96, 5) ƥ32, path coefficient = 0.292, T count = 4.203, T table 

= 1.96, 6) ƥ21, path coefficient = 0.514, T count = 5.287, T table = 1.96. Based on these 

results it can be concluded that all paths give direct affect that is significantly positive. 

RESULTS 

Table 2. Summary of results of hypothesis  

No. Hypothesis Statistic 

Test 

Decision Conclusion 

1. There is a direct positive 

influence 
transformational leadership 

on performance 

 

H₀ : βỵ₁ ≤ 

0 
H₁ : βỵ₁ > 

0 

H₀  

rejected 

 

There is a direct 
positive 

influence  

  

2. 
There is a direct positive 
influence 

coaching on performance 

H₀ : βỵ₂ ≤ 

0 

H₁ : βỵ₂ > 

0 

H₀  

rejected 

 

There is a direct 
positive 

influence 
  

3. 
There is a direct positive 

influence job satisfaction on 

performance 

H₀ : βỵ₃ ≤ 

0 

H₁ : βỵ₃ > 

0 

H₀  

rejected 

 

There is a direct 

positive 

influence 
  

4. 
There is a direct positive 

influence transformational 

leadership on job satisfaction 

H₀ : β₃ ₁ ≤ 

0 
H₁ : 

β₃ ₁ >0 

H₀  

rejected 

 

There is a direct 

positive 

influence 
  

5. There is a direct positive 

influence coaching on job 
satisfaction 

H₀ : β₃ ₂ ≤ 

0 
H₁ : β₃ ₂ > 

0 

H₀  

rejected 
 

There is a direct 

positive 
influence 
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6. There is a direct positive 

influence transformational 
leadership on coaching. 

H₀ : β₂ ₁ ≤ 

0 
H₁ : β₂ ₁ > 

0 

H₀  

rejected 
 

There is a direct 

positive 
influence 

  

 

 According to the table above it can be concluded that there is a direct positive 

influence between variables: transformational leadership on performance, coaching on 

performance, job satisfaction on performance, transformational leadership on job 

satisfaction, coaching on job satisfaction, and transformational leadership on coaching. 

DISCUSSION 

 Based on the research results, it is showed the relevant results of the previous 

research as mentioned below.  

Paul Stephen Turnel, in the journal of Mentoring & Coaching define the coaching 

as ; Coaching, in the modern sense of the word, is often perceived to occupy a position 

within the participative area of the leadership behaviour spectrum (Whitmore, 1999; 

Clutterbuck and Megginson, 2005). The development of coaching coincided with one 

view that organizations benefit from a parallel leadership strategy, comprising of 

transactional behaviour to structure and control, which is often seen as managing; and 

transformational behaviour to motivate and influence, which is often discussed in terms 

of leading (Kotter, 1990; Bass and Avolio, 1994). A balanced leadership approach, 

including behaviour that adapts to situations (Blanchard, Carlos and Randolph, 1996) 

places emphasis on interpersonal relationship and social skills, and a manager’s 

emotional capacity (Goleman, 1998). An imbalance between materialistic (transactional) 

and social (transformational) factors can impact negatively on organizational change 

programmes (Beer and Nohria, 2000). Organizations often struggle to simultaneously 

balance the two approaches. Organizations and managers wishing to move from a 

predominantly authoritarian “command and control‟ management approach to a 

participative management style to reflect the changing environment and socio-

demographic changes, have sought to utilize coaching as a means to increase employee 

performance and productivity (Downey, 2003)[2]. 

The research by Achmad Sani in the International Journal of Business and 

Management  with title , “ Role of Procedural Justice, Organizational Commitment and 

Job satisfaction on Job Performance; The mediating Effects of organizational Citizenship 

Behavior “ stated that; The study examines the impact of procedural justice, 

organizational commitment, job satisfaction on employeeperformance, and the potential 

mediating role played by organization citizenship behaviors in that process. This model 

was tested using a sample of 70 employees embedded in 2 groups from 15 branches of 

a large, syariah bank in Malang. The sample is taken using proportional random 

sampling. Data is collected directly from respondents using questionnaires and 

technical data analysis using GeSCA. The study results showed that both procedural 

justice and organizational commitment positively affected Organizational Citizenship 

Behavior. Organizational commitments do positive influence job performance. Job 

satisfaction did not positively influence Organizational Citizenship Behavior and job 

performance. Organizational Citizenship behavior positively influences job performance. 

Organizational Citizenship behavior acted as a partial mediator between procedural 

justice, organizational commitment, and job performance. A number of suggestions on 

managerial theory and implementation were proposed [19]. 

  

Jim Decominck and Mary Beth in the GSTF International Journal on Business 

Review ( GBR ), conclude that; The Result show that certain aspects of transformational 

leadership are related to both supervisory trust and performance. With respect to the 

relationship between supervisory trust and transformational leadership only three of 
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the four measures of transformational leadership, core transformational leadership 

behavior, high performance expectations, and individualized support were related 

positively to supervisory trust. These resultssupport the findings regarding the 

relationship between transformational leadership style and supervisory trust. However, 

not all aspect of transformational leadership are related to salespersons’ increased trust 

in their sales manager [20]. 

Padmakumar Ram, in the Economics and Management Journal write about the 

correlation between job satisfaction and employee job performance as follows; The 

relationship between job satisfaction and job performance has been of great interest to 

researchers for a very long time. The Hawthorne studies and the subsequent human 

relations movement sanctified the search for the relationship. Brayfield and Crockett 

(1955) concluded that no appreciablerelationship existed between the two. On the other 

hand, Herzberg, Mausner, Peterson and Chapwell (1957) concluded that there was a 

systematic relationship between job satisfaction and certain work behaviors as well as 

between job dissatisfaction and other work behaviors. Two decades later Locke (1976), 

conducted an extensive review of the satisfaction literature and concluded that ‘job 

satisfaction has no direct effect on productivity’. Job satisfaction is a pleasurable or 

positive emotional state that arises when people appraise their job or job experiences 

(Locke, 1976). Implicit in Locke’s definition is the importance of both affect, or feeling, 

and cognition, or thinking. Of all the major job satisfaction areas, satisfaction with the 

nature of the work itself—which includes job challenge, autonomy, variety, and scope—

best predicts overall job satisfaction, as well as other important outcomes like employee 

retention (e.g., Fried & Ferris, 1987; Parisi & Weiner, 1999). There is an important 

difference between the earlier conceptions of the satisfaction-performance relationship, 

and some subsequent findings. In the beginning, researchers attempted to show that 

satisfaction caused productivity. But laterthe opposite relationship was suggested. viz. 

good performance causes satisfaction (Locke, 1970; Porter & Lawler, 1968). Thus, to 

understand what causes people to be satisfied with their jobs, the nature of the work 

itself is one of the first places for practitioners to focus on [21]. 

Rusell, Robert, Pattersun et al, stated as follows; The overviews of 

transformational leadership and servant leadership contained herein reveal many basic 

similarities between the two leadership theories. Both transformational leaders and 

servant leader are visionaries, generate high levels of trust, serve as role models, show 

consideration for others, delegate responsibilities, empower followers, teach, 

communicate, listen, and influence followers. Certainly, transformational leadership 

and servant leadership are not antithetical theories. Rather, they are complementary 

ideologies because they both describe excellent forms of leadership. Nonetheless, there 

are significant points of variation in the concepts. Most importantly, 

transformationalleader tend to focus more on organizational objectives while servant 

leaders focus more on the people who their followers [22]. 

CONCLUSION  

Based on the research results can be summarized as follows; 

1) There is a direct positive effect of transformational leadership on employee 

performance. The meaning is: Changes improvement in the quality of transformational 

leadership will result in an increase in employee performance, 2) There is a direct 

positive influence of coaching on employee performance. The meaning is: Changes 

improvement in the quality of coaching will lead to an increase in employee performance, 

3) There is a direct positive effect of job satisfaction on employee performance. The 

meaning is : Changes improvement in the quality of job satisfaction will result in an 

increase in employee performance, 4) There is a direct positive effect of transformational 

leadership on job satisfaction. The meaning is : Changes improvement in the quality of 

transformational leadership will result in an increase in job satisfaction, 5) There is a 

direct positive influence of coaching on job satisfaction. The meaning is : Changes 
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improvement in the quality of coaching will lead to increased job satisfaction, 6) There 

is a direct positive influence of transformational leadership on coaching. The meaning 

is : Changes improvement in the quality of transformational leadership will result in an 

increase in coaching. 
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