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Abstract 
The purpose of this study was to see the effect of ethical leadership, intrinsic motivation and 

work commitment on the job satisfaction of employees of the Ministry of Religion office in 

Padang City and employees of the Ministry of Religion office in Pasaman Regency. The 

sample in this study were 97 people. The type of data used is primary data obtained from 

questionnaires shared. Analysis methods using Partial Least Square (SEM PLS). The results 

of this study indicate (1) ethical leadership has a significant effect on  intrinsic motivation, 

(2) ethical leadership has a significant effect on job satisfaction, (3) intrinsic motivation has a 

significant effect on job satisfaction, (4) ethical leadership has a significant effect on work 

commitment, (5 ) Intrinsic motivation has a significant effect on work commitment, (6) work 

commitment does not have a significant effect on job satisfaction. 
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Introduction 
Employee satisfaction is one of the topics that is always interesting and important for both  

scientists and practitioners. Job satisfaction affects the organization activities as a whole. Every 

organization has a goal to achieve optimal performance. Improving organizational performance as 

optimal as possible is inseparable from employee job satisfaction, as one of the factors that determine 

organizational performance. Related to efforts to increase employee job satisfaction, one of the basic 

problems is how to actually improve employee job satisfaction.  

The phenomenon that researchers have found is related to job satisfaction, which is based on the 

results of interviews with several employees of the Padang Ministry of Religion office and employees 

of the Pasaman District Ministry of Religion. For example, the administration of employees is very 

bored with the work assigned to them so that the task given to them is not done well. The head of the 

Ministry of Religion should provide more challenging tasks or jobs to his employees. In addition, 

there is a lack of explanation of the tasks given by the leadership to employees so that employees 

cannot do their jobs properly because they do not know what to do. Plus, the discipline of employees 

of the Ministry of Religion is still relatively low. This can be seen in the timing of work. Often there 

are delays in working hours, and others due to uncertainty over time. 

Creating employee job satisfaction is not easy because job satisfaction can be created if the 

variables that influence it include ethical leadership style, work commitment and intrinsic motivation 

run well and in accordance with the wishes of all employees in an organization or company. Based on 

this background, the researcher raised the title "The Influence of Ethical Leadership, Intrinsic 

Motivation and Work Commitment on Job Satisfaction of Padang City Ministry of Religion Ministry 

Employees and Ministry of Religion Office Employees in Pasaman Regency". 

The objectives of this study include : 

1. Determine the influence of ethical leadership on the intrinsic motivation of employees of the 

Ministry of Religion Office in the City of Padang and Pasaman Regency 

2. Determine the effect of ethical leadership on the job satisfaction of employees of the Ministry of 

Religion Office in the City of Padang and Pasaman Regency 
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3. Determine the effect of the influence of intrinsic motivation on the job satisfaction of employees of 

the Ministry of Religion Office of the City of Padang and Pasaman Regency 

4. Determine the influence of ethical leadership on the work commitment of employees of the 

Ministry of Religion of Padang City and Pasaman Regency 

5. Determine the influence of intrinsic motivation on the work commitment of employees of the 

Ministry of Religion Office in the City of Padang and Pasaman Regency 

6. Determine the effect of work commitment on job satisfaction of employees of the Ministry of 

Religion Office in the City of Padang and Pasaman Regency 

 

Theoretical Review 

Job Satisfaction  

Job satisfaction is a measure of the rate at which employees are satisfied and happy with their 

work (Dawal et al., 2009). Ali et al. (2016) states that job satisfaction is an emotional answer to work 

and the social and physical situation of the work environment. Job satisfaction refers to the feeling of 

one's satisfaction at work, which acts as a motivation to work (Munir et al., 2016). Job satisfaction is 

higher when a person feels that he has control over a given task (Dawal et al., 2009). Job satisfaction 

refers to employees' attitudes or opinions about the work itself or the relevant environment and their 

overall emotional response to their work role and is one indicator of happiness (Ouyang et al., 2015). 

Factors that influence job satisfaction can be influenced by motivation (Ali et al., 2016; 

Anghelache, 2015; Kars and Iskender, 2009; Saleem et al., 2010) ethical leadership (Yates, 2014), 

organizational culture (Brazil et al. ., 2010; Disiru, et al., 2018; MacIntosh and Doherty, 2010; 

Panagiotis et al., 2014). To measure employee job satisfaction, Saleem et al. (2010) measure employee 

job satisfaction with the following indicators: 1) I am often bored with my job 2) I feel quite satisfied 

with my current job 3) almost every day I am enthusiastic about work I 4) I find real pleasure in my 

work 5) I am satisfied with the award I get for work 6) I am satisfied with the promotion opportunity 

7) I am satisfied with the amount of variation in my work. 

Ethical Leadership 

Brown et al (2005) define ethical leadership as a demonstration of normative behavior through 

personal action and interpersonal relationships, and promote that behavior to followers through two-

way communication, reinforcement, and decision making. Ethical leadership is seen as a just and 

principled decision maker (Zehir and Erdogan, 2011). Ethical leadership is believed to direct and 

guide organizational members towards goals and objectives that benefit organizations, their 

members, other stakeholders, and the community (Erci et al, 2012). According to Zhu et al (2015) 

ethical leaders are leaders who are honest, trustworthy, approachable, caring, and fair in decision 

making. Ethical leaders function as ethical role models for their subordinates, build and communicate 

ethical standards to subordinates, and enforce these standards through appreciation and sanctions. 

Indicators of Ethical Leadership according to elci et, al. (2012) are: 1) leaders discuss business 

ethics and values with employees 2) leaders assess success not only based on results but also based on 

process 3) leaders provide examples of how to do ethically correct work 4) leaders listen to what 

employees say 5) leaders make fair and balanced decisions 6) leaders highly consider the interests of 

employees 7) leaders can be trusted 8) leaders run their lives ethically 9) leaders discipline employees 

who violate ethical standards 10) leaders when making decisions, ask what is right to do. 

Intrinsic Motivation 

According to Chowdhury (2007) motivation is the evolution of supportive and moving behavior 

from directed goals. Whereas Hafenbrack and Vohs (2018) say motivation is about achieving a 

different future (often better) than the present. According to Azar and Shafighi (2013) motivation is an 

internal state and strength, which encourages individuals to take certain actions. Furthermore there 

are a number of motivational factors that increase employee presentation in an organization (Zameer 

et al., 2014). 1) salary 2) bonus 3) encouragement 4) self security 5) promotion. Intrinsic motivation is 

measured using the Kuvaas et, al. (2017) namely: 1) the work I do is my driving factor in work 2) 

work in my workplace is very pleasant 3) my work means 4) my job is very interesting 5) interesting 
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work is a motivation for me 6) sometimes- sometimes I am inspired by work so, forget about the 

environment. 

Work Commitments 

Employee commitment is defined as the rate at which a worker identifies, shares goals and values 

with his company (Alfalla-Luque, et. Al. 2015). According to Brzezinskia and Bak (2015) committed 

employees are people who are willing to act on their own initiative, even at the expense of their own 

convenience and treat each change as an opportunity. Employees who have high commitment have a 

positive impact on the organization's business performance, including increased productivity and 

efficiency and better relationships with customers. Whereas according to Mrayyan and Al-Faouri 

(2008) stated employee commitment related to performance in work. Employees who are highly 

committed will remain in the organization because they like their work. 

According to factor influences commitment can be influenced by one's motivation (Bajpai and 

Rajpot, 2018), ethical leadership (Yates, 2014). Work commitments will be measured using indicators 

from Ellinger, et al (2013): 1) I strive to improve service quality in my institution 2) I like to discuss the 

quality of service with colleagues 3) I get personal satisfaction in providing quality service to 

customers 4) providing high quality is the number one priority for my agency 5) I really care about 

the quality of service in my agency. 

Hypothesis Development 

Syafii et, al. (2015) show that leadership style has a significant effect on employee motivation. 

Khuong and Hoang (2015) show that leadership styles have a strong influence in maintaining and 

developing employee motivation. Research by Alghazo and Al-Anazi (2016) found that there was a 

strong relationship between leadership style and employee motivation where the correlation was 

positive with transformational and negative styles with transactional style. The research conducted 

by Mehta et al. (2003) showed that leadership style consisting of participatory leadership style, 

supportive leadership style, and directive leadership style had a significant positive impact on 

motivation. 

H1. Ethical leadership has a significant effect on intrinsic motivation 

Yates (2014) states that employees led by ethical leaders are more satisfied with their work than 

those who are not led by ethical leaders. Çelik et al. (2015) in his study found that ethical leadership 

had a positive effect on job satisfaction. Attar et, al. (2017) shows that ethical leadership behavior has 

a positive effect on the level of employee job satisfaction. Furthermore Kim and Brymer (2011) also 

found that ethical leadership had a positive effect on job satisfaction.  

H2. Ethical leadership has a significant effect on job satisfaction 

Raza et, al. (2015) found that intrinsic motivation was positively related to job satisfaction. 

Suttikun et, al. (2018) shows that employees will have increased motivation if they believe their hard 

work will produce the desired results. If the desired results are met, the motivation cycle continues 

and job satisfaction increases. Karsh and Iskender (2009) revealed that motivation levels affect job 

satisfaction, where high motivation leads to high job satisfaction, and low motivation leads to low job 

satisfaction. Furthermore Saleem et al. (2010) found that there was a positive relationship between 

motivation and job satisfaction. 

H3. Intrinsic motivation has a significant effect on job satisfaction 

Yates (2014) states that employees led by ethical leaders are more committed to the organization 

than those who are not led by ethical leaders. Sheraz et al. (2017) also found that ethical leadership 

was positively related to organizational commitment. Pertiwi et, al. (2018) found that ethical 

leadership has a positive direct influence on affective commitment. Çelik et al. (2015) found that 

ethical leadership had a positive effect on organizational commitment.  

H4. Ethical leadership has a significant effect on organizational commitment 

Danish et al. (2012) found that motivation was significantly related to employee commitment. 

Furthermore, Kerse (2016) states that motivation influences organizational commitment. Salleh et, al. 

(2017) show that work motivation has a positive relationship with organizational commitment. Al-
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Madi et al. (2017) in his research also found that motivation had a significant effect on organizational 

commitment. 

H5. Intrinsic motivation has a significant effect on work commitment 

Çelik et, al. (2015) found that commitment had a positive effect on job satisfaction. Gomes (2009) 

also found organizational commitment had a positive effect on job satisfaction. Kappagoda (2012) also 

states that organizational commitment has a positive effect on job satisfaction. Akhtar et, al. (2015) 

show that organizational commitment has a positive influence on job satisfaction. 

H6. Work commitment has a significant effect on job satisfaction. 

 

Methods 
This research was conducted at the employees of the Ministry of Religion office in Padang City 

and Pasaman Regency. The scope of this study is aimed at analyzing the influence of exogenous 

variables namely ethical leadership (X1), intrinsic motivation (X2), and work commitment as (X3) on 

endogenous variables, namely job satisfaction (Y) of Padang City Ministry of Religion office staff and 

Ministry of Religion office employees Pasaman Regency. 
Population is a generalization area consisting of: objects / subjects that have certain qualities and 

characteristics set by the researcher to be studied and then conclusions drawn. The sample in this 

study uses the entire population without having to draw the research sample as an observation unit 

called a saturated sample (census sample). Because the population in this study was not greater than 

100 respondents, namely 97 people. 
The data analysis technique in this study uses PLS SEM. PLS is one of the variant-based SEM 

statistical methods designed to complete multiple regression when specific data problems occur, such 

as small research sample sizes, missing values, and multicollinearity. PLS produces more robust 

parameters without changing the sample from the population. The use of PLS analysis tools in this 

study on the grounds that PLS requires a relatively small population, that is, a minimum 

recommended range of 30 to 100 respondents. 

Results and Discussion 
Measurement Outer Model  

 
Figure 1 

Display of Algorihman PLS Results 
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Measurement Inner Model  

 
Figure 2 

Display of PLS Bootstrapping Rusults 

 

Table 1 Hypothesis testing 

Hipotesis   
Koefisiensi 

Path 

t-

statistik 
P-Values Information 

H1 Ethical Leadership  Intrinsic Motivation     0,616                         8,964          0,000            Accepted 

H2 Ethical Leadership  Job Satisfaction             0,605 9,066 0,000            Accepted 

H3 Intrinsic Motivation  Job Satisfaction           0,331 3,349 0,001        Accepted 

H4 Ethical Leadership  Work Commitments    0,483 4,917 0,000            Accepted 

H5 Intrinsic Motivation        Work Commitment   0,434 3,951 0,000            Accepted 

H6 Work Commitment  Job Satisfaction           0,003 0,032 0,032          Not 

Accepted 

 

Based on the results of the study it can be seen that ethical leadership significantly influences 

intrinsic motivation. This finding supports previous research, namely the Syafii et al. (2015) show that 

leadership style has a significant effect on employee motivation. Khuong and Hoang (2015) show that 

leadership styles have a strong influence in maintaining and developing employee motivation. 

Research by Alghazo and Al-Anazi (2016) found that there was a strong relationship between 

Ethical 

Leadership 

Job Satisfaction Work Commitment 

Intrinsic Motivation 
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leadership style and employee motivation where the correlation was positive with transformational 

and negative styles with transactional style. The research conducted by Mehta et al. (2003) showed 

that leadership style consisting of participatory leadership style, supportive leadership style, and 

directive leadership style had a significant positive impact on motivation. 

This finding supports previous research, namely Yates's (2014) study states that employees led by 

ethical leaders are more satisfied with their work than those who are not led by ethical leaders. Çelik 

et, al. (2015) in his study found that ethical leadership had a positive effect on job satisfaction. Attar et, 

al. (2017) shows that ethical leadership behavior has a positive effect on the level of employee job 

satisfaction. Kim and Brymer (2011) also found that ethical leadership had a positive effect on job 

satisfaction. 

This finding supports previous studies, namely Raza et al. (2015) found that intrinsic motivation 

was positively related to job satisfaction. Suttikun et, al. (2018) shows that employees will have 

increased motivation if they believe their hard work will produce the desired results. If the desired 

results are met, the motivation cycle continues and job satisfaction increases. Karsh and Iskender 

(2009) revealed that motivation levels affect job satisfaction, where high motivation leads to high job 

satisfaction, and low motivation leads to low job satisfaction. Furthermore Saleem et al. (2010) found 

that there was a positive relationship between motivation and job satisfaction. 

The results of this study supported by Yates (2014) state that employees led by ethical leaders are 

more committed to the organization than those who are not led by ethical leaders. Sheraz et al. (2017) 

also found that ethical leadership was positively related to organizational commitment. Pertiwi et, al. 

(2018) found that ethical leadership has a positive direct influence on affective commitment. Çelik et, 

al. (2015) found that ethical leadership had a positive effect on organizational commitment. 

This finding supports previous research, namely Danish et al. (2012) found that motivation was 

significantly related to employee commitment. Furthermore, Kerse (2016) states that motivation 

influences organizational commitment. Salleh et al. (2017) show that work motivation has a positive 

relationship with organizational commitment. Al-Madi et al. (2017) in his research also found that 

motivation had a significant effect on organizational commitment. When a leader can understand the 

needs of employees and motivate employees then it increases employee work commitment. 

Based on the results of the study it can be seen that work commitment does not have a significant 

effect on job satisfaction. The results of this study conflict with research Çelik et, al. (2015) found that 

commitment had a positive effect on job satisfaction. Gomes (2009) also found organizational 

commitment had a positive effect on job satisfaction. Kappagoda (2012) also states that organizational 

commitment has a positive effect on job satisfaction. Akhtar et, al. (2015) show that organizational 

commitment has a positive influence on job satisfaction. 

 

Conclusions 
1. Ethical leadership has a significant effect on the intrinsic motivation of employees of the Ministry 

of Religion of Padang City and Pasaman Regency, this shows the better the ethical leadership of 

someone in understanding the needs of employees, the higher intrinsic motivation of employees 

in obeying their leaders. 

2. The influence of ethical leadership on job satisfaction is significant, this shows that the better the 

ability of a leader in understanding the needs of employees, the higher the job satisfaction of 

employees. 

3. Intrinsic motivation has a significant effect on job satisfaction, this indicates a good ability of a 

leader to his subordinates so that it can affect the level of employee job satisfaction. 

4. The influence of ethical leadership on work commitment is significant, this shows that the better 

ethical leadership will affect employee organizational commitment. The better ethical behavior in 

a leader, it will potentially increase the behavior of employee work commitment. 

5. Intrinsic motivation has a significant effect on employee work commitment, this shows that when 

a leader can understand the needs of employees and motivate employees it will increase 

employee work commitment. 

Advances in Economics, Business and Management Research, volume 97

331



 

 

6. The effect of work commitment on job satisfaction is not significant, this shows that the higher or 

lower the level of work commitment of employees, it will not affect the job satisfaction of 

employees of the Ministry of Religion office in Padang City and Pasaman Regency. 
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