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Abstract  

 

 

This research wants to examine the effect of Transformational Leadership Style to Job 

satisfaction through trust to supervisor as mediating variabel.   Research conducted in seven 

Small Business Entreprises (SME) in Surabaya and involved 70 employee as samples. 

Transformational was measured from four dimentions: Idealized Influence, Inspirational 

motivation, Intellectual inspiration, individualized consideration. Trust to supervisor  was 

measured from two dimensions:  Affective Aspect, Cognitive Aspects  

Cognitive aspects related to the reasons considered or thought of someone to trust others. In 

this case one would trust anyone else after considering a variety of behaviors of people who 

believe. Job satisfaction  was measured from five dimensions of satisfaction: satisfaction with 

the work itself, satisfaction with salary, promotion opportunities, supervisors and to 

coworkers. The research result indicate that Transformational leadership style influence the 

job satisfaction directly. 

 

 

Keywords: Transformational leadership, job satisfaction, trust to supervisor 

 

 

1. Introduction 

 
Experience shows that rely on development patterns of economic growth of large businesses are not 
successful. That economic growth that was supported by a relatively small scale enterprise is more 
stable. Empirical data prove that SME  have been better able to withstand the various economic 
shocks. SME not negatively affected by economic crisis. Thus an urgent need for our society to pay 
more attention to the development SME 
.  
As one form of economic organization, SME has  no different than other organizations. Thus, to 
accelerate the development of cooperatition and SME, need to be considered important factors that 
could encourage the development of an organization. One such important factor is the change of 
mental attitude and behavior of organizational members of SME. This means that if SME want to grow 
the organization's members should also be changed for the better. Change in mental attitude and 
behavior of members of the organization certainly can not just happen. To realize these changes, of 
course, important role of a leader is needed. It can not be separated from the nature of Indonesian 
society in general which is paternalistic society, the people who always make the leadership as a role 
model. Thus the role of leader is needed who can be a driving force in the organization toward change 
and ultimately achieve organizational effectiveness.  

 
Based on the results of several empirical studies show that leadership affects organizational 
effectiveness. Podsakoff et al, 1990 (in Podsakoff, MacKenzie & Bommer, 1996) in Bass (2001) notes 
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that the majority of research suggests that leadership provides vision for the future articulation of the 
organization, provides a model that is consistent with the vision, develop clear goals that group, 
provide support to individuals, as well as improve the performance of subordinate organizations 
exceeds the minimum level. As Bass and Avolio (1990.1992) in Bass (2001) states in his research that 
leadership is positively related to individual performance, job satisfaction and effectiveness. 
Leadership is also often associated with subordinate satisfaction, trust (trust) and subordinate 
commitment (Hater and Bass, 1988; Podsakoff, et al, 1996 in Barling: 2000).  
.  
But the problem, is it true transformational leadership style affects employee job satisfaction SME in 
Surabaya and its surrounding with the belief variables are mediated by the employer. Further research 
needs to be done in order to accelerate the development of SME in Surabaya and surroundings. Thus 
researchers interested in conducting research under the title:: The Influence of Leadership Style and 
Faith In Trsansformasional boss of Employee Satisfaction Cooperatives and Small Medium Enterprises 
(SME) in Surabaya and its surrounding  
 

. 2. Reviews theories and hypotheses 

  

2.1 Transactional and transformational leadership styles 

  

a. Transformational leadership styles, where leaders motivate subordinates to expand and 

improve their objectives, inspire them to believe in themselves and act beyond expectations 

(either explicitly or implicitly). Transformational leaders influence subordinates through: (i) 

Idealized influence or charisma: Leaders instill pride, honesty, and respect, and instill a sense 

of Mision, acting as positive role models in behavior, attitude, achievement and commitment 

to subordinates. (ii) Inspirational motivation which transformational leader communicates high 

expectations, uses symbols to focus efforts or actions of subordinates, expresses important 

purposes in simple ways, generate teamwork, enthusiasm and optimism, (iii) Intellectual 

inspiration where leaders encourage subordinates to come up with new ideas, creative thinking, 

emphasis on problem solving and consideration before acting. (iv) where individualized 

consideration, transformational leaders delegate tasks to stimulate learning experiences, 

providing training and acting as mentors, treating each subordinate individually, interact and 

communicate personally with subordinates, accept and appreciate individual differences in 

interests and needs.  

 

 

2.2 Organizational Commitment  

 

Job satisfaction refers to an individual's general attitude toward work Robbins (2006: 460). 

While Lokce, 1976, quoted by Luthans (2006:) explains that job satisfaction is a positive or 

negative feelings toward one's job. Someone with a high level of job satisfaction shows a 

positive attitude toward the work; someone who is not satisfied with his work showing a 

negative attitude toward the job. Kreitner and Kinicki (2003:271) states that job satisfaction is 

an effective or emotional response to the various aspects of the job. More and more aspects of 

the job based on the individual's intentions, the higher the level of satisfaction he felt, and vice 

vers to measure employee satisfaction on various aspects of the work environment it faces. Jdi 

measuring five dimensions of job satisfaction include: satisfaction with the work itself, 

satisfaction with salary, promotion opportunities, supervisors and to coworkers. 

 

2.3 Trust to Supervisor  
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To maintain success in a relationship with the leadership, the trust is required. Trust is one of 

the most important factor to maintain the relationship between employees with leadership. 

Confidence in the boss means that the employee believes that the affective aspect includes the 

emotional bond between the individual and the cognitive aspect that includes the basic 

awareness that one can choose who will believe.  

Some experts explain that the trust can develop effective leadership becomes more important 

(Hogan, Curphy and Hogan, 2001: 15). In this study, trust is assumed as a trust to a particular 

person or party. According to Mc Allister (2005: 2) dimensions of interpersonal trust 

aAffective Aspect. Affective aspect is the foundation of trust that includes the emotional bond 

between individuals. Affective aspects of the concept of interpersonal trust is an emotional 

state or feelings of someone, when to trust others. Someone who believes other people will feel 

confident that people who believed to provide an appropriate response. The second dimension 

was Cognitive Aspects. Cognitive aspects related to the reasons considered or thought of 

someone to trust others. In this case one would trust anyone else after considering a variety of 

behaviors of people who believe. Behaviors that are considered include: The professionalism 

and dedication, competence in the work, not hard work, fostering a sense of trust and respect, 

and can be trusted.  

 

 

2.6 Relationship between Transformational Leadership Styles, Trust to supervisor and 

Job satisfaction  

 

Transformational leadership style can trust meningktkan against employers and employees 

in the kahirnya will increase employee job satisfaction. Socialize transformational leader's 

vision and mission so that shows that they have a strategic plan and demonstrate competence. 

In addition, transformational leaders provide the best example that can make employees feel 

that the leader has integrity. Transformational leaders also provide individual attention to 

employees, which indicates that more leaders put the interests of employees. This will 

increase the confidence of employees against their leaders. At the end of trust in superiors 

would encourage employee job satisfaction. Belief in basically the boss is the willingness to 

accept everything said by the leader. Thus the framework can be built is as follows:  

 

 

 

 

Gambar 3.1 Framework of Thinking 
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Based on the theoretical exposure and previous studies, the research hypotheses proposed in 

this study are as follows:  

 

H1: transformational leadership style significantly directly affects employees' job satisfaction 

of Cooperatives and Small Medium Enterprises (SME) in Surabaya and its surrounding  

 

H2: transformational leadership has effect on trust to supervisor of employees of Cooperatives 

and Small Medium Enterprises (SME) in Surabaya and its surrounding  

 

H3: transformational leadership style significantly influence job satisfaction to employees of 

Cooperatives and Small and Medium Enterprises (SME) in Surabaya and its surrounding 

through trust to supervisor as intervening variable. 
  

3. Research methods  

 

3.1 Research Design  

 

Research design is a framework or blueprint (blue print) as the main guideline in conducting 

the entire series of activities in research (Maholtra, 1999). Design research can be viewed from 

many different perspectives. Based on objective perspective, this research is hypothesis testing 

research. Based on the perspective of the investigation, this research includes the study of 

causal studies that test the causal relationship of several variables (have now, 2003). The data 

collection method based on this research, including survey research (Umar, 2003).  

 

 

3.2 Variables and operational definitions  

 

The operational definition of each variable is as follows: 

  
A. Independent Variable (X), namely transformational leadership style  
Transformational leadership style is how leaders change the perception, attitudes, and behavior of 
subordinates, as measured by the indicators as follows: 
  
1. Charisma  
 
The respondent statement  about how the behavior of a leader in providing vision and sense of 
mission, instill pride, gain respect and trust  
 
2. Inspiration 
  
The respondent statement about how the behavior of leaders in communicating high expectations, 
using a symbol-a symbol to focus efforts, expresses important purposes in simple ways. 
  
3. Intellectual stimulation  
 
The respondent statement about how the behavior of leaders in promoting intelligence, rationality 
and careful problem-solving. 
  
4. Individual Consideration  
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The respondent statement about how the behavior of a leader in providing personal attention, treats 
each employee individually, train and advise  
 
B. Dependent variable (Y), job satisfaction  
 
Job satisfaction is a statement about the perceived level of satisfaction on the role or job within the 
organization. Job satisfaction may reflect a person's feelings toward his job. Satisfaction is measured 
by indicators of the following indicators:  
 
a. Employment Itself 
  
Respondents' perceptions of work / tasks carried out in accordance with job descriptions that already 
exist so the job / task to be interesting and fun, not stressful, can improve performance.  
 
b. Compensation  
 
Perceptions of respondents about the adequacy of salaries for the simple life, suitability salary when 
compared with work performance, expectations and their working lives as well as secondary needs.  
 
c. Opportunity Campaign  
 
Perceptions of respondents about the opportunities for promotion and career development of a just 
and fair is divided so that in accordance with expectations.  
 
d. Supervision  
 
Respondents' perceptions about attention supervision / employer to its employees, supervisory skills 
/ employer in mastering the aspects related to the employee's job and caught up with problems in 
work unit.  
 
e. Coworkers  
 
Perceptions of respondents about the feelings of employees at the time were among co-workers and 
work groups, fitness personality traits co-workers, as well as responsibility for the job.  
 
C. Mediator variable (Z) Trust in supervisor 
  
It was perception of respondent  that the employee believes the Affective aspects which include the 
emotional bond between individuals. and Cognitive Aspects related to the reasons considered or 
thought of someone to trust others.  
 
 
  

3.3 Population and sample  

 

Population in this research is the employee of  cooperation and small medium enterprises in 

Surabaya. Sampling method used is the nonprobability sampling,  purposive sampling, where 

sample members selected according to the criteria researchers (have now, 2003). Sample 

members are employee who have worked at least for one year. The number of samples in this 

study of 70 employee. 
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3.4 Research Instruments  

 

a. Transformational leadership  

Measurement of these variables using the Multifactor Leadership Questionnaire (MLQ) 

developed by Bass and Avolio (1985). The technique of scale in this study using a Likert scale 

of 1-5 

  

b. Trust in Supervisor 

It was modification of instrument made by Mc Allister (2005). the Affective aspects which include 
the emotional bond between individuals. and Cognitive Aspects related to the reasons considered or 
thought of someone to trust others. Its measured by 1-5 Likert type scale 

 

 

c. Organizational Citizenship Behavior (OCB) 

  
Job satisfaction is a statement about the perceived level of satisfaction on the role or job within the 

organization. Its measured by JDI instrument with  1-5 Likert scale. 

 

 

3.5 Technical Analysis  

 

This research used a regression analysis with the intervening variables / mediation as proposed 

by Barron and Kenny (1986). Regression steps are as follows: 

 
a. Direct influence of variable regression of X on Y (Hypothesis to-1) 

To determine the direct influence of transformational leadership style (X) on job satisfaction (Y): 

 
Y = α + bX + e ......................................(1) 
 

b. Direct influence of variable regression of X on Z (2nd hypothesis) 
To determine the influence of transformational leadership style variable (X) of the Trust in the 
supervisor (Z) 
X = α + BZ + e .....................................(2) 

 
c. Regression variable indirect effect of X on Y through Z (Hypothesis to 3) 

Y = α + b1X + b2Z + e (3) 
Where: 
Y = Job Satisfaction 
X = transformational leadership style 
Z = Trust in supervisor 
b and b1 = regression coefficient 
α = Constant 
e = standard error / mistake bully. 

 

 

4.Analisis and discussion  

 

4.1 Descriptive Analysis  
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Subject / respondents in this study are employees of Cooperatives and Small and Medium Enterprises 
SME in Surabaya and surroundings. SME who became the object of study chosen by the method of 
non-probability sampling convinience. This method is a method of convenience sampling, which the 
researchers chose a sample based on the esiest way to obtain research data (Nur Indriantoro and 
Bambang Supomo, 2002: 130). Researchers chose the method with the consideration that the 
researchers did not know the terms of the sample frame. There’s 7 SME become the object and 70 
respondents.   
 
The Descriptive analysis of respondents by sex is as follows: Based on the result of descriptive analysis, 
the number of male respondents is more than women, which is as 40 male respondents, or 57.1%, 
while women is 30 people or 42.9%.  
 
Based on the descriptive analysis result, it can be seen that the proportion of respondents based on 
the age group 20 <x<=25  years is for 30 people or 42.9% of the total respondents. The smallest 
proportions are in the age group > = 45 years,  for 1 person or 1.4% of the total respondents. 
 
Based on the descriptive analysis result, it can be seen that the composition of the respondents for 1 
<= X <3 years, is 57.1%, of total respondents.  
 
Based on the descriptive analysis result, it can be seen that the composition of respondents by 
education level with the largest proportion of high school diploma by 50%, of total respondents.  
 
The total respondents responded "agree" that their leaders demonstrate transformational leadership 
style. This can be seen from the average size of the mean response of 3.89 respondents who are 
"agreed”.  Based on the responses of respondents of their leaders showed the highest skor  was the 
motivating force that can provide inspiration, as indicated by the mean of the highest average of 4.31 
on X67 items. The lowest score is the response of respondents who stated that the leaders showed 
less attitude individual employee issues. This was stated by an average score of 3.33 on X56 items. 
 
From the result shows that respondents' responses to confidence in superiors included in the category 
agree. with an average score of  3.82. Thus the respondents agreed that they have a sense of trust 
toward the leader. 
 
Based on the analysisi result, it can be seen that the average rmean of respondent response to the 
statement of job satisfaction is 3.61, which means being at intervals agreed. Thus the respondents felt 
agree to the statement of work satisfaction. In general they are satisfied with various aspects of their 
work. 
 
The variable of transformational leadership style and trust  in the supervisor all valid. The  job 
satisfaction instrument has  two items that are not valid i.e  Y46 and Y47. Invalid items removed from 
the analysis, and subsequent reliability tests performed. the reliability of each variable are : Gaya 
Kepemimpinan Transformasional (X) 0,90 Trust to supervisor  (Z) ,86 and job satisfaction 
is 0,89 
 
 

4.2. Hypothesis Test 
 
Based on analysis data  shows that F and t tests was significant, that transformational leadership style 
directly affects the job satisfaction. Thus the regression equation obtained as follows:  
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Y = 29.909 + 13.146 X1 + e  
  
F test was significant (less than 0.05) demonstrated the value of F test of significance and significance 
was 0.0000. T test (partial testing) for transformational leadership style which means that significant 
value is less than 0.05 indicates so the first hypothesis  received,. There is a direct effect between 
transformational leadership style and job  satisfaction SME’s employee in Surabaya and surroundings.  
 
Direct influence of variable regression of X on Z (2nd hypothesis)  
To determine the influence of transformational leadership style variable (X) of the Trust in supervisor 
(Z) , X = α + BZ + e (2)  
For the second hypothesis,  F and t tests showed significant results that transformational leadership 
style (X) directly affects trust to the supervisor (Z). Thus the regression equation obtained as follows: 
 
Z = 2.119 + 0.436 X + e 
 
F test is significant (less than 0.05) demonstrated the value of F test of significance and t test (partial 
testing) was 0.0000.  It indicates that the second hypothesis was accepted, so there is a significant 
influence transformational leadership style on  trust in the supervisor SME’ in Surabaya and 
surroundings. 
 
Based on F test scores, Transformational Leadership style (X) and trust in the supervisor (Z) together 
have a significant impact on job satisfaction variable (Y). It is seen from the large level of significance 
of 0000 which is smaller than 0.05. But when we look at the partial effect of each variable according 
to t-tes , it can be concluded that only the transformational leadership style (X) that affect job 
satisfaction (Y). While trust  in the supervisor  did not significantly affect the Job Satisfaction variable 
(Y), with a significance level of 0.189 (more besr than 0.05) 
 

4.3 Discussion 

 
Based on the results of data analysis, it  can be concluded that transformational leadership style 

directly affected the employees' job satisfaction of employee of SME in Surabaya and surroundings. 

Thus the first hypothesis which states that the force of transformational leadership significantly 

directly affects job satisfaction was accepted. This can be explained that in general SME employees 

who were respondents in this study acknowledged that their leader has demonstrated 

transformational leadership style. SME Structure loose tend to make the relationship between leaders 

and employees are informal. Leaders seek to influence employees through charisma, an ideal example 

and give individual attention to employees and motivate employees with an informal approach. 

Transformational leadership style has proved a significant impact on employee job satisfaction. The 

higher the transformational leadership style of employees the greater the perceived job satisfaction. 

Further more, trust did not act as mediating variabel in this research so the third hypothesis was 

refused. Transformational leadership style influence employee job satisfaction directly not through 

trust to supervisor.  
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Based on research results and limitations, it is recommended should:  

 

a. For Agency:  

 

1. The leader of cooperation and SME  have shown transformational leadership for certain 

aspect. In the future it’s ned the development of transformational leadership styles through 

leadership training. Such training can improve the leader competence and then can improve the 

employee job satisfaction.  

 

 

b. For further study:  

 

1. Establishing a model of relationships between different variables are presented in this study. 

For example, by linking the variables with moderating models. 

.  

2. Involve other variables such as organizational commitment, such variable  are believed to 

have an influence on Job satisfction. Researchers can also examine the role of organizational 

commitment variable as a variable pemediasi or pemoderasi relationship between leadership 

styles and OCB and conduct research on different objects.  

 

3. Subsequent research can also use longitudinal data and expand the research samples  
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