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Abstract

The phenomenon that the work environment and personal aspects of workers, such as work discipline and locus
control, should go hand in hand to achieve the expected job satisfaction motivates this research. The purpose of
this research is to identify and explain the factors that influence locus controland job satisfaction. Also, to identify
and explain the role of locus control as a moderatorbetween non-physicalwork environment and work discipline
on job satisfaction. This quantitative study involves 30 employees from XYZ's non-franchise business in Jakarta
and employsa structural model with SmartPLS asan analyticaltool. A questionnaire instrument was used in this
study's survey. According to the findings of this study, the work environmenthasa small impact on locus control
and job satisfaction. Meanwhile, work discipline affects locus control but not job satisfaction. This finding
supports another finding that employees'locus of control at work influences job satisfaction. In the indirect effect,
locus control does not serve as a moderator between work environment and job satisfaction or between work
discipline and job satisfaction.
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INTRODUCTION

In the context of work in general, aspects of belief in what is being done now and the
results to be obtained can be positive. This means that employees who put forth their best
efforts at work will be rewarded for their efforts. However, this must be accompanied by
aspects of a positive work environment and consistent work discipline. The significance of
locus control in an individual's life is related to several aspects, including psychology [1][2],
health [3], and well-being [4][5]. Several studies have identified the locus of control as an
indirect effect-forming variable, acting both as a mediating and moderating variable [6][7].
Locus control is used as a mediating variable in this study to explain the path of the effect of
work environment and work discipline on job satisfaction. As a result, the purpose of this
research is to identify and explain the determinants of locus control and job satisfaction.
Another goal of this research is to identify and explain the role of locus control as a moderator
between non-physical work environment and work discipline on job satisfaction.

Several previous studies have explained the relationship between job satisfaction and
aspects of the work environment, work discipline, and locus control. According to Suprapti et
al. [8], the work environment has an impact on worker satisfaction. Furthermore, it was
explained that the work environment has an impact on worker performance. This is also
consistent with the notion that the non-physical work environment is a working relationship
between superiors and subordinates as well as between colleagues [9][10]. In accordance with
this, the concept of a non-physical work environment is viewed as a type of work-related
conditions with superiors as well as among co-workers [11]. In the context of locus control at
work, however, Luki and Lukiastuti [12] explained that the higher the level of locus control
implemented, the higher the level of job satisfaction of the employees. Simply put, locus
control is a type of individual belief in the outcome of an action or effort undertaken. [6][13].
Furthermore, work discipline is an important aspect of achieving high levels of productivity.
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This is consistent with the findings of Suprapti et al. According to [8], work discipline and job
satisfaction are inextricably linked.

This study measures and analyzes aspects of the work environment, work discipline,
locus control, and job satisfaction using a business disguised as XY Z's business name. XYZ's
company sells ready-to-eat processed chicken products and is not a franchise. This company
was founded in 2019 and already has more than 5 locations. As a new business, the main issues
encountered are high turnover, non-standard communication lines between the center and
outlets, employee performance that does not meet the company's expectations, and poor
employee service. maximum benefit to the customer Recognizing that there is a link between
aspects of the work environment, work discipline, and locus control on job satisfaction is the
primary emphasis that makes this research urgent. The novel aspect of this study is the
involvement of locus control as a mediating variable. The purpose of this study is to determine
and explain whether locus control in the workplace, in addition to acting as an exogenous
variable as in most studies, can also play a mediating role in this study.

METHODOLOGY

To collect data for the study, quantitative methods were combined with surveys. The
survey instrument is a questionnaire that will be distributed at random in October 2021. The
participants in this study must be employees of the XYZ non-franchise business in Jakarta.
Because of difficulties in reaching samples during the pandemic, only 30 questionnaires from
participants were successfully collected during the questionnaire collection process. This is the
sample size for this study. This sample size is still consistent with the central limit theorem
approach, which requires a minimum sample size of 30 [14]. SmartPLS is used in this study's
structural model analysis. Initially, this study performed reliability and validity tests. In this
study, the reliability test used composite reliability (CR) results with conditions CR> 0.7 and
Cronbach's neglect (CA) results with conditions CA>0.7 [15]. Furthermore, to test the validity,
this study uses the outer loading (OL) results with OL> 0.7 conditions and the average variance
extracted (AVE) results with AVE> 0.5 conditions [16]. Furthermore, the validity of this study
employs discriminant validity, resulting in a construct correlation value that is greater than the
correlation value with other constructs. This study employs the results of the p value with the
condition p0.05 in testing the hypothesis [17].

RESULTS

The Profiles of The Participants

The distribution of the profiles of the participants in this study is shown in Table 1. As
can be seen, male participants dominated this study, accounting formore than 60%, with female
participants accounting for less than 34%. Furthermore, based on the age profile, participants
in this study were dominated by those aged 20-25 years, with a total of 70%, and those under
20 years were followed by as much as 30%. Participants in this study included those who
worked for more than a year in the company (more than 55 percent) and those who worked for
less than a year in the company (less than 44 percent).

Table 1. Profiles of the Participants

Profile N %
Gender
Female 10 33.33%
Male 20 66.67%

Age (yearsold)
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18-19 9 30%

20-25 21 70%
Working period

Less than 1 year 13 43.33%

1 year 17 56.67%

PLS Algorithm

This study employs the previously described series of reliability and validity test results.
Table 2 displays the study's reliability and wvalidity results. Cronbach's alpha (CA) and
composite reliability (CR) results must be greater than 0.7 to pass the reliability test.
Furthermore, the validity test in this study employs outer loading (OL) results that must be
greater than 0.7 and average variance extracted (AVE) results that must be greater than 0.5, as
well as discriminant validity. Several items fail to meet the requirements during the testing
process and must be eliminated and retested. On the job satisfaction variable, all the OL, CA,
CR, AVE, and discriminant validity results met the criteria. Furthermore, on the locus control
variable, all the OL, CA,CR, AVE, and discriminant validity results met the criteria. Similarly,
the results of OL, CA, CR, AVE, and discriminant validity are declared to have met the
requirements for the Non-Physical Work Environment variables. The Work Discipline variable
indicates that the results of OL, CA, CR, AVE, and discriminant validity also meet the
requirements.

Table 2. Reliability and Validity Testing
Discriminant Validity

Variable Item OL CA R VE

OSAT | OCO | PWE ODI

Tob JOSATS 0.804
0o ) JOSAT9 0.928 0.817
satisfaction TOSATIO R .892 733 .856
LOCOL1 0.949
Locus control I —rGe5—T 0045 | 9884 | 045 | 896 947
NPWE3 0.822
Non-Physical NPWE4 0919
Work NPWES35 0.888 0.881
Environment NPWE6 0.717
NPWES8 0.754
WODI 1 0.822
Work WODI2 0.876

o WODI4 0.883 | 0.890
Discipline WODIS 077G 918 .693 .833
WODI 11 0.801

*JOSAT= Job satisfaction; LOCO= Locus control; NPWE= Non-Physical Work
Environment; WODI= Work Discipline.
**OL>0.7;, CA>0.7; CR>0.7; AVE>0.5

913 678 .824

The Coefficient of Determination

The coefficient of determination in this study is based on R Square results, as shown in
Table 3, which explains that the use of non-physical work environment and work discipline as
independent variables explains its effect on locus control by 27.6 percent. In addition, the R
square on job satisfaction is 0.481, or48.1 percent. This explains why using non-physical work
environment, work discipline, and locus control as independent variables explains 48.1 percent
of the effect on job satisfaction.
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Table 3. Determinant Coeeficient

Variable R Square
Job Satisfaction 0.481
Locus Control 0.276

Hypothesis Testing

Using the P value results, test the hypothesis in table 4 of this study. P=0.031 (<0.05) in
the path of non-physical work environment locus control. These findings demonstrate that the
non-physical work environment has a significant impact on the locus of control, implying that
hypothesis 1 is correct. The following path is non-physical work environment job satisfaction,
which has a P value of 0.019 (<0.05). These findings support hypothesis 2 by demonstrating
that the non-physical work environment has a significant impact on job satisfaction.
Furthermore, the work discipline locus control path has a P = 0.001 (<0.05). These findings
demonstrate that work discipline has a significant effect on locus control, implying that
hypothesis 3 is correct. P = 0.400 (>0.05) for the relationship between work discipline and job
satisfaction. These findings demonstrate that work discipline has no effect on job satisfaction;
thus, hypothesis 4 is rejected. Furthermore, the P = 0.034 (<0.05) for the locus control job
satisfaction path. These findings explain why locus control has a significant impact on job
satisfaction; in other words, hypothesis 5 is supported. P = 0.165 (> 0.05) for the non-physical
effect, where the path of non-physical work environment locus control job satisfaction.
According to these findings, locus control does not mediate the effect of the non-physical work
environment on job satisfaction; thus, hypothesis 6 is rejected. The indirect effect, on the other
hand, where the path of work discipline locus control shows P =0.094 (> 0.05). These findings
indicate that locus control does not mediate the effect of work discipline on job satisfaction;
thus, hypothesis 7 is rejected.

Table 4. Hypothesis Testing

Path Star.lda}rd T Statistics P Values Remark
Deviation
Non-Physical Work Environment - 0.199 2.162 0.031 H1:accept
Locus Control
Non-Physical Work Environment = Job 0.217 2.362 0.019 H2:accept
Satisfaction
Work Discipline - Locus Control 0.190 3.326 0.001 H3:accept
Work Discipline = Job Satisfaction 0.223 0.843 0.400 H4: reject
Locus Control > Job Satisfaction 0.144 2.130 0.034 HS5:accept
Non-Physical Work Environment -> 0.095 1.391 0.165 Ho6: reject
Locus Control = Job Satisfaction
Work Discipline = Locus Control = Job 0.116 1.680 0.094 H7:reject
Satisfaction
DISCUSSION

In general, as is well known, the work environment is related to the quality of the work
performed [9]. According to the findings of this study, the non-physical work environment has
an impact on job satisfaction. These findings support the findings of Arab et al. [18], who also
explain how the non-physical work environment affects job satisfaction. This is supported by
the findings of Sembiring and Purba's study [19] explains how the work environment affects
job satisfaction in a similar way. The findings of this study clearly demonstrate that, in the
context of work in non-franchise businesses, a positive work environment is critical in shaping
workers' locus of control and job satisfaction.
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The study's next finding explains how locus control has a significant impact on job
satisfaction. These findings contradict the findings of Arab et al. [18], who argue otherwise. A
nearly parallel viewpoint explains why there is a strong negative correlation between locus of
control and job satisfaction [20]. Yuwono et al. [21], on the other hand, support the findings of
this study by demonstrating that locus control influences job satisfaction. Sembiring and Purba
[19] conducted another study that found locus control influences job satisfaction. Furthermore,
the findings of this study show that employees at the XYZ business, a non-franchise business
that sells ready-to-eat processed chicken, believe that the level of locus control at work has no
effect on job satisfaction. In this case, job satisfaction is more visible in the workers' sense of
security, benefits, or any work facilities obtained. As a result, if these conditions are met, it
may influence the highest level of work performance carried out and produced. This is also
related to the findings of research that explains aspects of job security, workplace stress, and
workload [22]-[26].

According to the findings of this study, work discipline has no effect on job satisfaction.
These findings contradict the findings of Arab et al. [18], who claim that work discipline
influences job satisfaction. Similarly, according to Yuliandi, 2019 [27], work discipline
influences job satisfaction. Excellent work results must come from all parties, specifically
workers and businesses. Businesses such as XYZ have undoubtedly created a work
environment and established work discipline standards from the start. As a result, employees
in this industry should abide by the rules that have been devised to maximize business success.

CONCLUSION

According to this study, the non-physical work environment has a significant impact on
locus control. Furthermore, this study explains how the non-physical work environment has a
significant impact on job satisfaction. Another finding from this study explains how work
discipline affects locus control. The study's next finding explains that work discipline has no
effect on job satisfaction. According to the findings of this study, locus control has a significant
effect on job satisfaction in relation to workers' trust in upholding positive work principles.
This study explains, similarly to aspects of the work environment, that locus control does not
mediate the influence of the non-physical work environment on job satisfaction. Other findings
from this study show that locus control does not moderate the effect of work discipline on job
satisfaction. A positive work environment is critical in shaping workers' locus of control and
job satisfaction in non-franchise businesses. The degree of locus control in the workplace that
has no effect on job satisfaction. The job satisfaction factor in this case is more visible in the
workers' sense of security, benefits, or any work facilities obtained. The important thing to
remember in this case is that excellent work results must come from all parties, namely the
workers and the company. This study has limitations due to the use of a relatively small sample
size, so for future research, a larger and more diverse sample size can be used. The use of micro,
small, and medium-sized businesses in other types of businesses can also be considered for
research purposes. The business's history, for example, a family-run business for generations,
may yield interesting results that complement the findings of this study on locus control and
job satisfaction.
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