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ABSTRACT

This study was conducted to evaluate the effects of hybrid working and the Path-Goal
leadership style on work motivation and job satisfaction in start-up companies. The aim of
this research is to analyze the relationships between these variables. The methods used
include a quantitative approach with SEM PLS analysis. The results show that hybrid working
has a significant influence on work motivation and job satisfaction, enhancing flexibility and
the balance between work and personal life. The Path-Goal leadership style also significantly
affects work motivation and job satisfaction, with leaders providing appropriate direction,
support, and rewards. Work motivation has a positive relationship with job satisfaction but
does not mediate the relationship between hybrid working and job satisfaction. However,
work motivation can mediate the relationship between the Path-Goal leadership style and job
satisfaction. The conclusion of this study is that the hybrid working model and Path-Goal
leadership style can improve employee motivation and job satisfaction. Recommendations
for start-up companies include adopting a flexible hybrid work system and implementing the
Path-Goal leadership style to enhance employee performance.

KEY WORDS
Hybrid working, work motivation, job satisfaction, path-goal leadership style, start-up
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Changes in the dynamics of the world of work in the era of globalization require
organizations to continually adapt to optimally utilize human resources. One increasingly
developing trend is the implementation of a hybrid working model, which allows employees to
work from various locations, both the office and from home. This not only provides flexibility
for employees but also creates new challenges and opportunities in managing and improving
individual productivity and performance in the work environment (Khan & Lopez, 2023).
Hybrid working models have shown to enhance job satisfaction by providing employees with
greater work-life balance and flexibility (Hopkins & Bardoel, 2023).

The implementation of hybrid working systems is particularly evident in several start-up
companies. Research on start-up employees in this hybrid working system shows that
employees have at least two workspaces: home and office, which influences workplace
efficiency (Aprilina & Martdianty, 2023). This hybrid working arrangement has been found to
positively affect employee satisfaction and productivity by balancing professional and
personal lives, offering work flexibility, and providing organizational support (Santillan et al.,
2023).

The Path-Goal leadership approach becomes increasingly relevant in the context of
hybrid working. This leadership style emphasizes the leader's role in providing direction and
support to the team to achieve common goals. Research has shown that both
transformational and transactional leadership styles can positively influence job performance
and work autonomy in hybrid work environments (Oh et al., 2022).

For achieving job satisfaction, motivation plays an important role. Work motivation, as
an internal driver that motivates individuals to achieve goals, significantly shapes employees'
experiences of their work. When individuals feel motivated, they tend to be more
enthusiastic, focused, and dedicated to their tasks. As a result, job satisfaction levels
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increase, as employees feel valued and find meaning in their contributions (Nagshbandi et
al., 2023).

Hybrid working arrangements can enhance job satisfaction by allowing greater control
over working styles and flexibility at work, which are core reasons for choosing this model in
organizations. The positive impact of hybrid working on job satisfaction and productivity is
well-documented, as it provides a conducive environment for balancing work and personal
commitments (Ateeq, 2022).

Moreover, hybrid working has been found to reduce attrition rates and improve self-
reported work satisfaction scores among employees. This highlights the value employees
place on the flexibility and work-life balance offered by hybrid work models (Bloom et al.,
2022). Organizations adopting hybrid work models need to consider these benefits to create
flexible, motivated workforces and adapt to the changing nature of the workplace (Khan &
Lopez, 2023).

Despite these benefits, hybrid working also presents challenges. For instance, the
hybrid work model can lead to blurred boundaries between work and personal life, making it
difficult for employees to disconnect from work. This challenge necessitates effective
management strategies to ensure employee well-being and sustain work motivation
(Teng-Calleja et al., 2023).

To address these challenges, the role of leadership becomes critical. Leaders must
provide clear goals, support, and recognize employees' efforts to maintain high levels of
motivation and job satisfaction. The Path-Goal theory of leadership, which focuses on
clarifying paths to goals and removing obstacles, can be particularly effective in hybrid work
environments (Oh et al.,, 2022). The adoption of hybrid working models presents both
opportunities and challenges for organizations. By leveraging the benefits of flexibility and
work-life balance, and addressing the challenges through effective leadership and support,
organizations can enhance employee motivation and job satisfaction. This approach is
essential for creating a productive and satisfied workforce in the evolving landscape of work.

LITERATURE REVIEW

Za'ra, et al (2023) with their research entitled The Influence of Hybrid Working
Systems, Leadership Style and Worker Motivation on Employee Job Satisfaction during the
Covid-19 Endemic. Using multiple linear regression analysis techniques with a total of 50
employee respondentsmedical team start up medical teleconsultation. The results show that
hybrid working has an effect on job satisfaction, leadership style has no effect on job
satisfaction and work motivation has an effect on job satisfaction.

Suzana & Siagian (2022) in their research entitledThe Impact of Work From Home,
Work From Office and Hybrid Working on Employee Work Motivation. Using multiple linear
regression analysis techniques with 103 employee respondents. The research results show
that hybrid working has an effect on work motivation.

Hajiali et al (2022) with their research entitled Determination of Work Motivation,
Leadership Style, Employee Competence on Job Satisfaction and Employee Performance.
Using analytical techniques AMOS and Structural Equation Model with 125 LLDIKTI-IX
employees as respondents. The research results show that work motivation has no effect on
job satisfaction and leadership style has an effect on job satisfaction.

Irwan et al (2020) with their research entitled The Effect of Leadership Style, Work
Motivation and Organizational Culture on Employee Performance Mediated by Job
Satisfaction. Using SEM analysis of Amos and the respondents in this study were all
employees of the district/city regional secretariat office in South Sulawesi. The research
results show that leadership style influences job satisfaction and work motivation influences
job satisfaction.

Ridwan (2019) research entitledThe Influence of Leadership Style on the Work
Motivation of Librarians at the Yogyakarta Muhammadiyah University Library (Study of the
Application of Path-Goal Leadership Style). Using systematic literature review analysis
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techniques with 20 relevant articles. The research results show that leadership style
influences work motivation.

Yanoto (2018) with his research entitled The Influence of Leadership Style on Job
Satisfaction Through Motivation and Performance of PT Employees. Nutrifood Indonesia in
Surabaya. Using multiple linear regression analysis techniques with 85 PT employees as
respondents. Nutrifood Indonesia in Surabaya. The results show that leadership style
influences work motivation, leadership style influences job satisfaction and work motivation
influences job satisfaction.

Pradita (2017) with her research entitled Leadership Style on Employee Work
Motivation: Systematic Literature Review. Using systematic literature review techniques with
20 relevant articles. This research shows the results that leadership style influences work
motivation.

Hanifah et al (2014) in their research entitled The Effect of Leadership Style on
Motivation to Improve the Employee Performance. Using multiple linear regression analysis
techniques with 78 PT employees as respondents. PELNI. The research results show that
leadership style influences work motivation.

METHODS OF RESEARCH

This research uses a quantitative approach, with explanatory research to find whether
there is a relationship between two or more variables, as well as how much correlation there
is between the variables studied. The research will explain the relationship between hybrid
working and leadership style on job satisfaction which is mediated by work motivation. This
research was conducted on 64 employees of several start-up companies, namely Tokopedia,
Traveloka, PT Ruang Raya Indonesia (Ruang Guru), Briefer, Hesa Laras Cemerlang,
Shopee, Bigo, Grab, Gojek in December 2023 — April 2024.

Variable operational:

e Hybrid Working (X1). The hybrid working indicators used according to Lenka (2021)
are:long distance, to the office occasionally, office first, remote is allowed.

o Path-goals Leadership Style (X2). Indicators of the path-goals leadership style
(Robert House in Afrizal, 2019) in this research are: directive leadership, supportive
leadership, participative leadership, achievement-oriented leadership

¢ Work motivation (Z). There are 5 (five) levels of work motivation indicators in this
research (Maslow & Lewis, 1987), namelyphysiological needs, safety needs, social
needs, esteem needs, self-actualization

e Job satisfaction (Y). Indicators of job satisfaction in this research are measured from
(Rivai, 2009) psychological factors, social factors, physical factors, financial factors

This research data consists of: Primary Data, namely data obtained directly from the
source as a research object. In this case the data is taken using a questionnaire, Secondary
Data, namely data obtained indirectly from existing data that has been obtained previously,

Researchers used a 5-point Likert scale, namely giving values to respondents' answers
with classification. The construct validity test is carried out by calculating the correlation of
each question with the total score using Pearson correlation (r) with the condition that, if the
Pearson correlation value between each indicator and the total score is positive and greater
than 0.30 (r > 0.30), then the statement in the questionnaire is declared valid. Measuring the
validity of the research instrument is by looking for the correlation between each question
and the total score of the question using the product moment correlation formula (Sugiyono,
2014: 188). Accuracy level, the accuracy and stability/consistency of the test equipment will
be tested using a reliability test. A measuring instrument can be said to be reliable if the
measurement results are constant or the values obtained are consistent, which is generally
considered reliable if the Cronbach's alpha value is > 0.6, (Sanusi, 2011: 80).Statistical
analysis in this research will be assisted by the linearity program SPSS version 18.0 and PLS
version 3.0.In accordance with the research objectives and hypothesis testing proposed,
namely to analyze the influence of Hybrid Working (HW) and Leadership Style (GK) on Job
Satisfaction (KK) through Work Motivation (MK), the steps for structural equation modeling
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with PLS are namely Design of a Structural Model (Inner Model) which is based on the
problem formulation or research hypothesis. Designing a Measurement Model (Outer Model)
which refers to the operational definition of variables that has been adapted to the design
process for the research instrument. The design of the inner model and outer model is
expressed in the form of a path diagram. Parameter estimation in this PLS approach includes
3 things (Solimun, 2017), namely Weight Estimate, used to calculate latent variable data.
Path Estimate, connecting paths between latent variables and loading estimates between
latent variables and indicators, Means parameters as a review of latent variables with
indicators and between latent variables.

RESULTS AND DISCUSSION
The results of the reliability test on the average data showed that all latent variables
measured in this study had Cronbach's Alpha and Composite Reliability values greater than
0.7, so it can be said that all latent variables are reliable as shown in Table 1.

Table 1 — Reliability Test Results for Research Variables

Contract Cronbach's Alpha Composite Reliability Information
Hybrid Working (X1) 0.890 0.904 Reliable
Leadership Style (X2) 0.949 0.959 Reliable
Job Satisfaction () 0.937 0.950 Reliable
Work motivation(Z) 0.945 0.956 Reliable

Evaluation of the structural model in SEM with PLS was carried out by carrying out the
R-squared test (R2) and significance testing by estimating path coefficients. The R Square
value of the job satisfaction variable is 0.410 with an adjusted r square value of 0.380. So, it
can be explained that the variables hybrid working and leadership style simultaneously
influence job satisfaction by 0.380 or 38% (Table 2). Because the Adjusted R Square is less
than 50% or 0.50, the influence of the hybrid working variable and leadership style on job
satisfaction is moderate.

Table 2 — Analysis of the Coefficient of Determination (R2)

Model R Square R Square Adjusted
Work Motivation (Z) 0.410 0.252
Job Satisfaction (YY) 0.222 0.336

Hypothesis testing The variable hybrid working (X1) on work motivation (Z) obtained a
value of 2,919 > T-table (1.998). which shows that the direction is positive which can be
interpreted as the latent variable hybrid working (X1) with its indicators having a significant
effect on the latent variable work motivation (Z) with its indicators. Hypothesis Testing Hybrid
working variable (X1) on variablesjob satisfaction(Y) is 1.074 < T-table (1.998). Which shows
that the direction of the relationship is positive, thus the latent variable hybrid working (X1)
with its indicators has an insignificant effect on the latent variablejob satisfaction (Y)with the
indicators. Hypothesis Testing The leadership style variable (X2) on the work motivation
variable (Z) obtained a test value of ) of 2.333 > T-table (1.998) shows that the leadership
style latent variable (X2) with its indicators has a significant effect on the work motivation
latent variable (Z) with its indicators. Hypothesis Testing Leadership style variables (X2) on
variablesEmployee performance (Y)amounting to 3,619 > T-table (1.998). Which shows that
the latent variable leadership style (X2) with its indicators has a significant effect on the latent
variablejob satisfaction (Y)with the indicators. Variable Hypothesis Testingwork motivation(Z)
on the job satisfaction variable (Y) is 1.958 < T-table (1.998) which means that the latent
variablework motivation(Z) with its indicators has an insignificant effect on the latent variable
of job satisfaction (Y) with its indicators.

The research results show that leadership style (X2) has a direct and significant
influence on work motivation (Z). These findings indicate that the type of leadership
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implemented in an organization can directly influence the level of employee work motivation.
Overall, the results of this study reveal that an achievement-oriented leadership style has a
significant positive impact on employee work motivation.

Table 3 — Description of the average employee answers to research indicators

No Code Variable Score
1 X1 Hybrid Working 4.30
2 X2 Leadership path goals 4.17
3 Z Work motivation 4.09
4 Y Job satisfaction 4.25

The research results show that leadership style (X2), especially the variable
"Achievement-oriented leadership”, has a direct and significant influence on employee job
satisfaction (Y). This indicates that the level of employee job satisfaction can be influenced
by the way leaders appreciate and recognize employee achievements, especially in a hybrid
work environment. In the job satisfaction variable, the indicator with the highest score is
"Social Factors." The statement "l feel like | have a good working relationship with my
colleagues even in a hybrid work environment" also received a high score. This shows that
good social relationships in the workplace, especially in the context of a hybrid work
environment, are an important factor in increasing employee job satisfaction.

The research results show that work motivation (Z) has a direct and significant
influence on job satisfaction (Y). This means that an employee's level of work motivation
directly influences how satisfied they are in their job.

Overall, the results of this study reveal that high work motivation, especially driven by
the need for esteem, contributes directly to increased job satisfaction. Proper recognition of
employees' work increases their sense of value and the importance of their role in the
organization, which then increases job satisfaction. Additionally, good social relationships
with coworkers also play an important role in job satisfaction, as social support at work helps
create a more enjoyable and supportive work environment. Therefore, companies that want
to increase employee job satisfaction need to focus on strategies that increase work
motivation, especially by providing appropriate rewards and building positive work
relationships.

The research results show that work motivation cannot mediate the relationship
between hybrid working and job satisfaction. This means that although there is an influence
between hybrid working and job satisfaction, work motivation is not a factor that explains or
connects these two variables. The research results show that work motivation can mediate
the relationship between path-goals leadership style and job satisfaction. This means that the
leadership style demonstrated by the leader, especially in terms of achievement and reward
orientation, can influence the level of employee work motivation, which in turn influences
their job satisfaction.

CONCLUSION

Hybrid Working and Work Motivation: It was found that hybrid working has a significant
influence on employee work motivation in start-up companies. Flexibility in the work
environment can increase employee motivation because it provides freedom and
independence in managing their time and place of work.

Hybrid Working and Job Satisfaction: The research results also show that hybrid
working has a significant effect on employee job satisfaction in start-up companies. The
ability to work flexibly allows employees to achieve a better balance between work life and
personal life, which in turn increases their satisfaction.

Path-Goal Leadership Style and Work Motivation: The path-goal leadership style has a
significant influence on employee work motivation. Leaders who adopt this leadership style
are able to provide direction, support and rewards that increase employee motivation to
achieve organizational goals.
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Path-Goal Leadership Style and Job Satisfaction: It was found that the path-goal
leadership style also has a significant influence on employee job satisfaction. Leaders who
demonstrate an achievement orientation and provide support to employees can increase
their job satisfaction.

Work Motivation on Job Satisfaction: The research results show that there is a positive
relationship between work motivation and employee job satisfaction in start-up companies.
Motivated employees tend to be more satisfied with their jobs because they feel more
enthusiastic and involved in their work activities.

Work Motivation cannot mediate Hybrid Working on Job Satisfaction: Although work
motivation has an influence on job satisfaction, in the context of hybrid working, no mediation
was found. This may be caused by other factors that are more dominant in influencing job
satisfaction in a hybrid work environment.

Work Motivation can Mediate Path-Goal Leadership Style on Job Satisfaction: It was
found that work motivation can mediate the relationship between path-goal leadership style
and employee job satisfaction. This shows that work motivation is an important mechanism in
explaining how this leadership style influences employee job satisfaction in start-up
companies.

SUGGESTIONS

Start-up companies should consider adopting a hybrid work pattern that is more
flexible, but still pays attention to employee needs and preferences. Policies are needed that
support balance between work and personal life, as well as provide rewards and recognition
for employee contributions in a hybrid work environment.

Start-up employees need to utilize the flexibility offered by hybrid working wisely,
namely by managing their work time and place efficiently while maintaining a balanced
quality of life. Additionally, it's important to keep communicating with leaders and coworkers
effectively in a hybrid work environment.

Future research is recommended to expand the scope of variables studied, including
factors such as the physical work environment, organizational justice, and company policies
that can influence employee job satisfaction. Additionally, research may incorporate more
comprehensive measurement methods and may involve interviews or direct observation to
gain a deeper understanding of these factors.
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