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Abstract  Article Info 
 
Since 2022, there has been a change in the Organizational 
Structure and Work Procedures (also called as SOTK) in the 
Regional Apparatus Organization of Surabaya City, which has 
transferred the responsibility for the rehabilitation of school 
building facilities, infrastructure, and utilities from the Public 
Housing Service to the Education Service. This change also caused 
the transfer of 154 contract workers with the positions of 
craftsmen and assistant craftsmen to the Education Service. This 
study aims to analyse the influence of the work environment and 
organizational commitment on job satisfaction, with directive 
leadership style as a mediating variable. Data were analysed using 
the Structural Equation Model (SEM) with the help of SEM with 
smartPLS software. The research sample consisted of 61 
respondents selected from 154 members of the Education Service 
task force through the stratified sample method. The results show 
that the questionnaire instrument is valid and reliable. The work 
environment and organizational commitment have a significant 
positive influence on job satisfaction, but directive leadership style 
is not proven to mediate this influence on the Surabaya City 
Education Service task force. 
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1. INTRODUCTION 
 
The City Government of Surabaya has always strived to enhance its services to 

residents, particularly in providing quality education, as part of its vision for a progressive, 
humane, and sustainable global city. According to Surabaya Mayor Regulation Number 70 
of 2021, the Surabaya City Education Office (also called as Dispendik) is tasked with 
implementing the construction and maintenance of state elementary and junior high 
schools, in accordance with national education standards (Beylat et al., 2020). Previously, 
these responsibilities were under the Public Housing, Settlement Areas, Public Works, and 
Spatial Planning Office (also called as DPRKPCKTR). However, in 2022, a reorganization 
transferred the responsibilities for the construction and rehabilitation of school facilities to 
the Education Office, marking a significant shift in the roles and duties within the city's 
educational infrastructure management (Ceballos et al., 2021). 

Employee performance in public service institutions is a critical factor in achieving 
organizational goals (Jakavonytė-Staškuvienė & Barkauskienė, 2023), especially in urban 
education offices (Cheng & Zhu, 2021) where service demands are high and dynamic 
(Landri, 2024; Zhu & Caliskan, 2021). Understanding the determinants of employee 
performance—such as work environment, organizational commitment, leadership style, 
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and job satisfaction—is therefore essential for developing effective human resource 
strategies (Johnson & Fournillier, 2022). In Surabaya, issues have been observed among 
task force (Satgas) staff at the City Education Office (Dispendik), including limited 
recognition, unclear promotion opportunities, and high dependence on directive 
supervision, which may hinder their motivation and performance (Reynolds & McKimm, 
2021). These challenges align with Herzberg’s Two-Factor Theory and the Job 
Characteristics Model, which emphasize the role of both extrinsic and intrinsic factors in 
influencing job satisfaction and productivity (Hallinger et al., 2025; Woods et al., 2021). 
Prior research has explored individual relationships among these variables, but few studies 
have integrated them into a comprehensive framework, particularly in the context of 
Indonesia’s public sector (Grice et al., 2023; Kyambade et al., 2024). Thus, this study 
proposes a conceptual framework to examine how work environment and organizational 
commitment influence job satisfaction and employee performance, with directive 
leadership as a potential mediator, leading to the development and testing of seven 
hypotheses. 

The selection of the Surabaya City Education Office (Dispendik) as the research site is 
based on its unique organizational structure and the strategic role of the task force (Satgas) 
staff in implementing educational policies at the grassroots level, which sets it apart from 
other regional education offices or government institutions. Unlike other offices, Dispendik 
Surabaya manages a large and diverse workforce under dynamic urban educational 
demands, making it a relevant case for examining the interplay between leadership style, 
work environment, organizational commitment, and job satisfaction. Initial observations 
revealed challenges specific to Surabaya, such as high workload, limited promotion 
opportunities, and centralized decision-making patterns, which are ideal for exploring the 
effectiveness of directive leadership in such a bureaucratic yet performance-oriented 
environment. Thus, Surabaya offers a contextual richness and problem relevance that may 
not be present in other regions or agencies. 

This research addresses a gap in understanding the specific dynamics between work 
environment, organizational commitment, directive leadership, job satisfaction, and 
employee performance within the unique context of Surabaya’s public sector, particularly 
among task force (Satgas) staff at the Surabaya City Education Office (Dispendik). The 
novelty of this study lies in examining directive leadership as both a direct and mediating 
variable within a localized organizational setting that has not been widely explored in 
previous research. The choice of Surabaya is crucial because it is one of Indonesia’s largest 
metropolitan cities, facing rapid bureaucratic reforms and demands for improved public 
service performance, making its civil servant workforce an important subject of study. 
Unlike studies conducted in other cities or countries, Surabaya presents a unique case due 
to its combination of strong regional autonomy, diverse workforce demographics, and 
centralized policy mandates. The underlying phenomenon in Surabaya includes increasing 
performance pressure on Satgas staff, limited career progression pathways, and evolving 
leadership expectations within the education sector, which altogether justify the urgency 
and relevance of conducting this research specifically in this location. 

The organizational restructuring in 2022 had a notable impact on the work 
environment and organizational commitment of the staff, particularly for the 165 task force 
members (also called as Satgas) who were transferred from DPRKPCKTR to Dispendik. This 
transfer not only changed their physical workplace but also their organizational culture and 
leadership styles, which could significantly influence their job satisfaction (Wu et al., 2025). 
The scope of this study is to examine the rehabilitation work on school buildings, which is 
now managed by Dispendik through a direct management approach (swakelola). This 
process involves planning, execution, and supervision by the Education Office's technical 
staff, who have had to adapt to a new organizational environment and leadership (Garengo 
& Betto, 2024). 

The adaptation of the Satgas staff to their new roles within the Education Office, 
combined with the directive leadership style prevalent in their new work environment, 
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raises questions about the impact on their job satisfaction. Directive leadership, 
characterized by clear instructions and tight control, is a significant shift from the more 
autonomous work environment they may have experienced previously (Johnson & 
Fournillier, 2022). This study aims to explore how these changes in the work environment, 
combined with the staff's organizational commitment and the directive leadership style, 
influence their overall job satisfaction. 

This research is essential to understand the dynamics between work environment, 
organizational commitment, and leadership style in influencing job satisfaction (Harris & 
Jones, 2021), particularly in the context of a significant organizational shift (Cravens & Zhao, 
2023). The findings could provide valuable insights for policymakers and organizational 
leaders in making informed decisions to enhance employee satisfaction and performance, 
ultimately contributing to the achievement of organizational goals within the Surabaya City 
Education Office. 

For the Satgas staff at Dispendik, the work environment includes the physical 
conditions of their office spaces, the resources available for task execution, and the overall 
organizational atmosphere. Given the critical role Satgas staff play in educational 
administration, a supportive and well-equipped work environment is essential for their 
effectiveness. Factors such as the availability of technology, clarity of communication 
channels, and the overall safety and cleanliness of the workplace directly impact their 
productivity and job satisfaction. Indicators of a positive work environment for Satgas staff 
include high levels of engagement in educational projects, efficient task completion, and a 
supportive team dynamic (Fang & Thanh, 2024). 

Organizational commitment among the Satgas staff at Dispendik reflects their loyalty 
to the education office and dedication to its mission of enhancing educational outcomes in 
Surabaya. This commitment is shaped by the staff’s belief in the importance of their work, 
the opportunities for career progression within the education sector, and the recognition 
they receive for their contributions. Strong organizational commitment among Satgas staff 
is vital for ensuring consistent and high-quality service delivery (Awan & and Ather, 2024). 
Indicators include low staff turnover, sustained high performance in educational initiatives, 
and a strong alignment with the strategic goals of Dispendik. 

Directive leadership within the context of the Satgas staff at Dispendik involves clear 
guidance from supervisors, who provide specific instructions and closely monitor the staff’s 
adherence to educational policies and procedures. Given the regulatory and operational 
nature of the Satgas roles, directive leadership ensures that tasks are completed efficiently 
and in compliance with the education office's standards(Laureani et al., 2024). Factors such 
as the complexity of educational mandates, the experience level of the staff, and the urgency 
of educational reforms influence the effectiveness of this leadership style. Indicators include 
the timely and accurate implementation of educational programs, clear communication of 
responsibilities, and a well-coordinated approach to achieving Dispendik’s objectives. 

Job satisfaction among the Satgas staff at Dispendik reflects how content they are with 
their roles, responsibilities, and the overall working conditions. Given their critical role in 
managing and executing educational policies, their satisfaction is influenced by factors such 
as the adequacy of their compensation, the recognition they receive, the balance between 
their work and personal lives, and the availability of professional development 
opportunities (Matsunaga, 2022). High job satisfaction among Satgas staff is essential for 
maintaining their motivation and commitment to the educational mission of Dispendik. 
Indicators of high job satisfaction include low absenteeism, positive feedback during 
performance reviews, and a proactive attitude towards their work in the education office. 

The formulation of the hypotheses in this study is grounded in established theories and 
prior empirical research that explore the complex relationships among organizational 
behavior variables. According to situational leadership theory and organizational support 
theory, a conducive work environment and strong organizational commitment are 
foundational elements that shape leadership behavior and employee attitudes. Previous 
studies have shown that a positive work environment not only facilitates directive 
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leadership but also directly contributes to job satisfaction, while organizational 
commitment has been linked to both leadership style and employee morale. Literature on 
leadership styles suggests that directive leadership, while effective in certain structured 
settings, may have varying impacts on job satisfaction depending on contextual and 
individual factors. Building on these theoretical frameworks and empirical findings, this 
research proposes hypotheses that examine both the direct and mediating roles of directive 
leadership in the relationships between work environment, organizational commitment, 
and job satisfaction. 

The hypotheses in this study are as follows:  
H1: Work environment is hypothesized to significantly influence directive leadership.  
H2: Work environment is hypothesized to significantly influence job satisfactory.  
H3: Organizational commitment is hypothesized to significantly influence directive 
leadership.  
H4: Organizational commitment is hypothesized to significantly influence job satisfactory.  
H5: Directive leadership is hypothesized to significantly influence job satisfactory.  
H6: Work environment is hypothesized to significantly influence job satisfactory through 
directive leadership.  
H7: Organizational commitment is hypothesized to significantly influence job satisfactory 
through directive leadership. 
 
 

2. METHODS 
 
This study employs a quantitative research method with a causal approach to examine 

the relationships among work environment, organizational commitment, directive 
leadership, job satisfaction, and employee performance. The data source consists of primary 
data collected through questionnaires distributed to Satgas staff at the Surabaya City 
Education Office (Dispendik). Each variable is measured using multiple indicators adapted 
from validated previous studies to ensure construct validity. The data collection method 
involves a structured questionnaire using a Likert scale to capture respondents’ perceptions 
across the variables. The research used multiple indicators for each variable, the work 
environment was measured through aspects such as physical conditions, relationships with 
coworkers, and access to resources. Organizational commitment was assessed using 
indicators of affective, continuance, and normative commitment. Directive leadership was 
evaluated based on task orientation, structure, and decision-making control. Job satisfaction 
included indicators such as satisfaction with supervision, rewards, and work conditions. 
Employee performance was measured through quality of work, punctuality, and target 
achievement. 

The target population for this study comprises 154 task force (Satgas) staff members 
from the Surabaya City Education Office (Dispendik). The Slovin formula is applied to 
determine a representative sample size, resulting in a sample of 61 Satgas staff members. 
This sampling approach ensures that the selected participants accurately represent the 
broader population, thereby enhancing the generalizability of the study's findings. Data 
collection is conducted via a structured questionnaire specifically developed for this 
research. The questionnaire includes items designed to measure the constructs of work 
environment, organizational commitment, directive leadership, and job satisfaction. Each 
item is formulated based on established scales and adapted to the context of Satgas staff 
within the public education sector. Prior to its administration, the instrument undergoes a 
pilot test to ensure its reliability and validity. 

Data analysis is conducted using Structural Equation Modeling with Partial Least 
Squares (SEM-PLS), which is suitable for this research due to its ability to handle complex 
models with multiple constructs, small to medium sample sizes, and non-normal data 
distributions while simultaneously assessing both the measurement and structural models. 
The analysis includes both the outer model, which assesses validity and reliability through 
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criteria such as factor loadings, Average Variance Extracted (AVE), and Composite 
Reliability (CR), and the inner model, which evaluates path coefficients and R-square values 
to test the significance and explanatory power of the hypothesized relationships. Structural 
Equation Modeling using Partial Least Squares (SEM-PLS) was chosen as the analytical 
method due to its suitability for testing complex models with multiple variables and 
mediating paths, even with a relatively small sample size. SEM-PLS is particularly effective 
for exploratory research where theoretical development is still ongoing and allows for the 
simultaneous assessment of measurement models (validity and reliability of indicators) and 
structural models (hypothesized relationships among variables). 

 
 

3. RESULT AND DISCUSSION 
 
3.1 Results 

The study analyzed data from 61 respondents who are members of the task force staff 
(Satgas) at the Surabaya City Education Office (Dispendik). The demographic data was 
categorized based on age, gender, and rank. The age distribution revealed that the majority 
(81.6%) of respondents were over 40 years old, with smaller proportions in the 20-30 and 
31-40 age groups. Gender-wise, 57.96% were male and 42.04% were female. Education 
levels varied, with most respondents holding a bachelor’s degree (52.17%), followed by 
elementary (17.39%), middle school (14.49%), and high school education (13.04%). In 
terms of rank, the respondents were predominantly in the second and third grades, with 
37.68% and 33.33%, respectively. 

 

 
Figure 1. SEM-PLS study case structure model 

Source: Data Processed (2025) 

Work Environment (WE)

Organizational
Commitment(WE)

Directive Leadership 
Style (DL)

Job Satisfactory (JS)
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This study employs a quantitative approach, utilizing Structural Equation Modeling 
Partial Least Squares (SEM-PLS) to analyze the data and test the hypothesized relationships. 
The findings are expected to contribute to the understanding of how work environment and 
organizational commitment influence job satisfaction among Satgas staff in the Dispendik, 
with a particular focus on the mediating role of directive leadership. The study aims to 
provide practical insights for policymakers and administrators in the education sector to 
develop strategies that enhance job satisfaction and performance. 

The results of the SEM-PLS analysis indicated that the outer model met the necessary 
validity and reliability criteria, with all indicators showing sufficient factor loadings, AVE 
values above 0.5, and Composite Reliability exceeding 0.7, confirming that the measurement 
model is robust. Meanwhile, the inner model analysis revealed that several hypothesized 
paths were supported, such as the significant influence of work environment and 
organizational commitment on both directive leadership and job satisfaction, while some 
indirect relationships through directive leadership were not significant, highlighting the 
limited mediating role of directive leadership in this context. 

The work environment was evaluated based on physical conditions, resources, 
interpersonal relationships, and organizational culture. Thirteen items were used to 
measure these indicators, resulting in a high average score of 4.45, indicating strong 
agreement among respondents regarding the positivity of their work environment. Notable 
areas such as availability of resources, cleanliness, and supportive relationships scored 
highly, reflecting a positive perception of the working conditions within Dispendik. The 
study concluded that a conducive work environment significantly enhances job satisfaction 
and performance. 

Organizational commitment was assessed through affective commitment, continuance 
commitment, and normative commitment. Twelve items measured these indicators, with an 
average score of 4.29. Respondents generally agreed that they felt a strong sense of 
belonging and loyalty to the organization, which significantly contributes to their job 
satisfaction and motivation. The results suggest that a high level of organizational 
commitment among the Satgas staff plays a crucial role in driving performance and 
retention. 

Directive leadership was assessed through task orientation, clarity in communication, 
decision-making, and supervision. Twelve items measured these indicators, with an average 
score of 4.38. Respondents agreed that their leaders demonstrate strong directive 
leadership traits, such as providing clear instructions, ensuring task completion, and 
maintaining oversight. The results suggest that directive leadership is effectively 
implemented and has a significant positive effect on job satisfaction. 

Job satisfaction was measured through factors such as work environment, recognition 
and rewards, working relationships, and job security. The twelve items resulted in an 
average score of 4.21, indicating that respondents are generally satisfied with their jobs. 
However, scores for recognition and promotion opportunities were slightly lower, 
highlighting areas where the organization could improve. The study emphasized that 
enhancing reward systems and promotion transparency could further boost job satisfaction 
and, consequently, performance. 

 
Table 1. Average variance extracted per variable 

Variable AVE 

Directive Leadership 0,817 
Job Satisfactory 0,824 
Organizational Commitment 0,878 
Work Environment 0,920 

Source: Data Processed (2025) 

 
The analysis of the model using Partial Least Square (PLS) begins with evaluating the 

measurement model (outer model). This evaluation aims to assess the relationship between 
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latent variables and their indicators, focusing on validity and reliability tests. Validity tests 
check whether the indicators effectively measure the latent variables, with hypotheses 
suggesting either the indicators do not measure the same aspect of the theory (H0) or they 
do (H1). Convergent validity is assessed through the outer loading values of each indicator 
item, where a loading factor below 0.5 signifies invalidity. Following the elimination of non-
significant indicators, the remaining indicators showed valid outer loading values, 
confirmed by an Average Variance Extracted (AVE) value above 0.5 for all variables, 
indicating convergent validity. 

 
Table 2. Cross-loading factor validity test 

Cross loading factor 
(fornell-lacker) 

Directive 
Leadership 

Job 
Satisfactory 

Organizational 
Commitment 

Work 
Environment 

Directive Leadership 0,817    

Job Satisfactory 0,482 0,824   

Organizational 
Commitment 

0,194 0,513 0,878  

Work Environment 0,555 0,537 0,391 0,920 
Result Valid Valid Valid Valid 

Source: Data Processed (2025) 

 
Discriminant validity is evaluated using cross loading values, which must be greater 

than 0.7 and exceed the cross loading of other variables' indicators. The Fornell-Larcker 
Criterion further supports discriminant validity, showing that each variable’s AVE is greater 
than 0.5. The hypothesis for discriminant validity is similar to that for convergent validity, 
suggesting that indicators either do (H1) or do not (H0) measure the same aspect. The 
results from the cross loading factor table confirmed that all variables' indicators are valid 
in reflecting their respective constructs, thus accepting H1. 

 
Table 3. Cronbach's Alpha reliability test 

 Cronbach's 
alpha 

Composite 
reliability 
(rho_a) 

Composite 
reliability 
(rho_c) 

AVE Conc. 

Directive Leadership 0.929 0,940 0.941 0,817 Reliable 
Job Satisfactory 0.931 0,976 0.944 0,824 Reliable 
Organizational 
Commitment 

0.957 0,969 0.964 0,878 Reliable 

Work Environment 0.973 0,963 0.978 0,920 Reliable 
Source: Data Processed (2025) 

 
Reliability tests were conducted to verify the accuracy, consistency, and precision of 

the instruments in measuring constructs. This involved examining the composite reliability 
and Cronbach’s alpha values, with hypotheses suggesting either inconsistency (H0) or 
consistency (H1) in the indicators measuring the constructs. The model is deemed reliable 
if the values for each variable exceed 0.6. The results, presented in the composite reliability 
table, showed values above 0.8, indicating a high level of reliability and consistent responses 
from the participants. 

The structural model (inner model) evaluation follows, provided the measurement 
model indicates valid and reliable indicators. The structural model is assessed using the 
coefficient of determination (R²). An R² value is classified as low (< 0.30), moderate (0.30 < 
R² < 0.60), or high (> 0.60). The results showed that the job satisfactory variable had an R² 
of 0.450, indicating that directive leadership, work environment, and organizational 
commitment explains 45.0% of job satisfactory, which is moderate. Similarly, the directive 
leadership variable had an R² of 0.308, suggesting that work environment and 
organizational commitment explain 30.8% of directive leadership, also considered 
moderate. 



 

49 

 
Table 4. Direct relationship significancy test 

 
Original 
sample 
(O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P 
values 

RESULT 

Work Environment 
to Directive 
Leadership 

0.565  0.535  0.192  2.934  0.003  Significant 

Work Environment 
to Job Satisfactory 

0.241  0.236  0.114  2.120  0.034  Significant 

Organizational 
Commitment to 
Directive 
Leadership 

-0.026  0.058  0.236  0.111  0.911  
Non-
Significant 

Organizational 
Commitment to Job 
Satisfactory 

0.365  0.373  0.171  2.132  0.033  Significant 

Directive 
Leadership to Job 
Satisfactory 

0.277  0.270  0.198  1.402  0.161  
Non- 
Significant 

Source: Data Processed (2025) 
 

The results indicate that the work environment plays a significant role in influencing 
both directive leadership (T = 2.934, p = 0.003) and job satisfaction (T = 2.120, p = 0.034). 
This suggests that a positive and conducive work environment can enhance the 
effectiveness of directive leadership and increase job satisfaction among employees. On the 
other hand, the relationship between organizational commitment and directive leadership 
is found to be non-significant (T = 0.111, p = 0.911). This could be due to the fact that 
organizational commitment may not directly influence leadership styles, particularly in a 
directive leadership context, where the focus is on task completion rather than aligning with 
employees’ organizational values. However, organizational commitment does significantly 
impact job satisfaction (T = 2.132, p = 0.033), indicating that employees who are more 
committed to the organization are generally more satisfied with their jobs. 

Interestingly, the influence of directive leadership on job satisfaction is non-significant 
(T = 1.402, p = 0.161), suggesting that a directive leadership style might not necessarily lead 
to higher job satisfaction.  

 
Table 5. Indirect relationship significancy test 

 
Original 
sample 

(O) 

Sample 
mean 

(M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P 
values 

RESULT 

Work Environment 
to Directive 
Leadership to Job 
Satisfactory 

0.156 0.150 0.133 1.181 0.238 
Non- 
Significant 

Organizational 
Commitment to 
Directive 
Leadership to Job 
Satisfactory 

-0.007 0.010 0.072 0.101 0.920 
Non- 
Significant 

Source: Data Processed (2025) 

 
The results indicate that both the indirect effects of work environment on job 

satisfaction through directive leadership (T = 1.181, p = 0.238) and the indirect effects of 
organizational commitment on job satisfaction through directive leadership (T = 0.101, p = 
0.920) are non-significant.  
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Table 5. Hypotheses test 

Hypotheses 
Path 

Result 
From To 

H1 Work Environment  Directive Leadership Accepted 
H2 Work Environment Job Satisfactory Accepted 

H3 
Organizational 
Commitment 

Directive Leadership Accepted 

H4 
Organizational 
Commitment 

Job Satisfactory Rejected 

H5 Directive Leadership Job Satisfactory Rejected 

H6 Work Environment 
Job Satisfactory with Directive Leadership 
as mediator 

Rejected 

H7 
Organizational 
Commitment 

Job Satisfactory with Directive Leadership 
as mediator 

Rejected 

Source: Data Processed (2025) 
 
3.2. Discussion 

Among the study's findings, one notable anomaly was the lower scores for recognition 
and promotion opportunities, which stood out as the lowest points in an otherwise high 
average of job satisfaction and performance indicators. This suggests that while the Satgas 
staff at the Surabaya City Education Office (Dispendik) generally feel satisfied and perform 
well in their roles, there is a significant gap in how their achievements are acknowledged 
and how transparent the pathways for career advancement are. This could be attributed to 
a possible lack of clear communication regarding promotion criteria or limited 
opportunities for career progression within the organization. Additionally, the lower scores 
in independent work and completing tasks without supervision highlight a reliance on 
managerial oversight, which may reflect a need for further empowerment and skill 
development among staff to enhance their autonomy and confidence in taking initiative. 
Addressing these areas by improving recognition systems, offering clear career 
advancement pathways, and fostering a culture of independence could significantly 
enhance overall job satisfaction and performance. This result is aligned with research by 
Tessema et al. (2013), which found that employee recognition and transparent promotion 
practices are critical factors influencing job satisfaction, motivation, and retention across 
organizational contexts. 

The evaluation of both the measurement and structural models indicates that the 
indicators are valid and reliable in measuring the constructs. The structural model’s R² 
values show that the constructs can moderately explain the variations in directive 
leadership and job satisfactory. These findings highlight the importance of work 
environment and organizational commitment in influencing directive leadership and then, 
job satisfactory itself, with a significant portion of the variance explained by other variables 
not included in this model. Here is the direct and indirect result for significancy. 

The direct significancy test shows that directive leadership, which often involves a 
more controlling and task-focused approach, might not align with the employees' need for 
autonomy and involvement, which are key drivers of job satisfaction. This may be caused 
by the inherent nature of directive leadership, which emphasizes control, close supervision, 
and a top-down approach to decision-making. While this style can be effective in certain 
situations, it may not resonate well with employees who value independence, creativity, and 
participative decision-making. As a result, even in a positive work environment, directive 
leadership might not fully address the intrinsic motivational needs of employees, leading to 
lower job satisfaction. Additionally, when employees are highly committed to the 
organization, they may expect leadership that aligns more with their personal values and 
professional growth aspirations, such as transformational or participative leadership. The 
lack of alignment between directive leadership and these expectations could explain why 
the impact of directive leadership on job satisfaction is not significant in this context. This 
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result is aligned with research by Alghamdi et al. (2022), who found that directive 
leadership is less effective in environments where employees seek autonomy and 
engagement, and that leadership styles emphasizing support and inclusion are more 
strongly associated with job satisfaction. 

The indirect significancy results suggests that while both the work environment and 
organizational commitment are important factors on their own, their influence on job 
satisfaction does not significantly pass through directive leadership. This may be because 
directive leadership, with its focus on task-oriented and controlling behaviors, may not 
serve as an effective mediator between these variables and job satisfaction. The work 
environment might directly affect job satisfaction through other mechanisms such as 
providing resources and support, while organizational commitment could influence job 
satisfaction through personal attachment to the organization rather than through the style 
of leadership. The lack of significant indirect effects implies that the role of directive 
leadership in linking these variables to job satisfaction is limited, possibly due to its 
misalignment with the employees' preferences for autonomy and participative leadership 
styles that are more likely to enhance job satisfaction. This result is aligned with research 
by Giltinane (2013), who emphasized that directive leadership may not effectively mediate 
employee outcomes in environments where collaboration, empowerment, and individual 
involvement are key to motivation and satisfaction. 

The hypotheses tested in this study were grounded in established management 
theories such as Path-Goal Theory and Organizational Behavior frameworks, which suggest 
that a supportive work environment and strong organizational commitment can influence 
leadership behaviors and employee satisfaction. The acceptance of H1 and H3 aligns with 
prior research indicating that conducive work conditions and committed staff empower 
leaders to adopt more directive behaviors effectively. Similarly, H2’s support confirms 
Herzberg’s Two-Factor Theory, emphasizing the work environment as a key driver of job 
satisfaction. However, the rejection of H4, H5, H6, and H7 suggests that directive leadership 
may not fulfill employees’ higher-order needs such as autonomy and recognition, which are 
critical in modern organizational settings. These findings reflect a growing body of 
literature advocating for more participative or transformational leadership styles, 
especially in contexts where employee satisfaction is shaped by emotional and 
developmental factors beyond mere task execution. 

The results highlight that while several hypotheses were supported, others were not, 
revealing important insights into the dynamics between work environment, organizational 
commitment, directive leadership, and job satisfaction. Specifically, the hypotheses that the 
work environment positively influences both directive leadership (H1) and job satisfaction 
(H2) were accepted, indicating that a supportive work environment contributes directly to 
effective leadership and higher job satisfaction. 

The hypothesis that organizational commitment directly influences directive 
leadership (H3) was accepted, but its influence on job satisfaction (H4) was rejected. This 
suggests that while employees' commitment to the organization may shape leadership 
dynamics, it does not necessarily lead to greater job satisfaction. This could be because 
commitment alone does not address the day-to-day factors that impact an employee's 
satisfaction with their job, such as recognition, autonomy, or work-life balance. 

The hypothesis that directive leadership positively impacts job satisfaction (H5) was 
rejected. This may be due to the controlling nature of directive leadership, which might not 
align with employees' desires for autonomy and involvement, key factors that typically 
drive job satisfaction. 

The rejection of the hypotheses that directive leadership mediates the relationship 
between work environment and job satisfaction (H6) and between organizational 
commitment and job satisfaction (H7) further underscores the limited role of directive 
leadership as a mediator. This implies that while both work environment and organizational 
commitment are important, their impact on job satisfaction does not effectively pass 
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through directive leadership, potentially due to its more authoritarian nature, which might 
not resonate with employees' expectations or needs in the workplace. 
 
 

4. CONCLUSION 
 
This study addresses the research problem by examining the influence of work 

environment, organizational commitment, and directive leadership on job satisfaction and 
employee performance among the Satgas staff at the Surabaya City Education Office 
(Dispendik). The results show that while the work environment significantly enhances job 
satisfaction and performance—partly through its support for effective directive 
leadership—organizational commitment alone does not directly influence these outcomes, 
nor does directive leadership serve effectively as a mediator. These findings suggest that 
directive leadership may not align well with employees’ needs for autonomy and 
involvement, and alternative leadership styles may be more effective in improving 
satisfaction and performance. The limitations of this research include the narrow focus on 
directive leadership without comparing it to other leadership styles, and the use of cross-
sectional data which limits causal interpretation. Future studies should consider 
longitudinal approaches and explore transformational or participative leadership styles to 
provide a more comprehensive understanding. It is recommended that Dispendik not only 
improve the physical and psychological aspects of the work environment but also develop 
leadership training programs that promote inclusive and supportive management 
approaches to better meet the needs of Satgas staff. 
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