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ABSTRACT 
Employee performance is vital for organizational success, driven by effective leadership, work 

discipline, and communication, with job satisfaction and organizational commitment shaping these 
relationships. This study aims to explore how leadership, discipline, and communication shape 
employee performance by examining employees’ lived experiences and perceptions, with particular 
attention to the role of job satisfaction and organizational commitment within Indonesian 
organizations. The research develop a comprehensive model integrating these factors to enhance 
performance. Using a qualitative approach, the study conducts a literature review, analyzing journal 
articles, conference proceedings, and textbooks through thematic content analysis. Findings confirm 
that transformational leadership strongly inspires higher performance, work discipline ensures 
accountability and efficiency, and clear communication fosters trust and collaboration, all 
significantly boosting employee performance. Job satisfaction powerfully mediates these effects by 

enhancing motivation, while organizational commitment strengthens the satisfaction–performance 
link, particularly in Indonesia’s collectivist culture. The study concludes that organizations in 
Indonesia can improve performance by adopting transformational leadership, fair disciplinary 
systems, and transparent communication, with job satisfaction and commitment as critical levers. 
These insights provide practical strategies for Indonesian organizations and lay a foundation for 
future empirical research to validate the model in specific industries like healthcare and technology. 

 

Keywords: Communication, Employee Performance, Job Satisfaction, Leadership, Organizational 
Commitment, Transformational Leadership, Work Discipline. 

 
ABSTRAK 

Kinerja karyawan sangat penting bagi keberhasilan organisasi, didorong oleh kepemimpinan 
yang efektif, disiplin kerja, dan komunikasi, dengan kepuasan kerja dan komitmen organisasi 
membentuk hubungan ini. Penelitian ini berupaya memahami bagaimana kepemimpinan, disiplin, 
dan komunikasi membentuk kinerja karyawan melalui eksplorasi pengalaman sehari-hari serta 

perspektif pribadi karyawan, dengan memberi perhatian khusus pada bagaimana kepuasan kerja 
dan komitmen organisasi muncul dan berperan dalam konteks lingkungan kerja di Indonesia. 
Penelitian ini mengembangkan model komprehensif yang mengintegrasikan faktor-faktor ini untuk 
meningkatkan kinerja. Dengan menggunakan pendekatan kualitatif, studi ini melakukan tinjauan 
pustaka, menganalisis artikel jurnal, prosiding konferensi, dan buku teks melalui analisis konten 
tematik. Temuan menegaskan bahwa kepemimpinan transformasional sangat menginspirasi 
kinerja yang lebih tinggi, disiplin kerja memastikan akuntabilitas dan efisiensi, dan komunikasi 
yang jelas menumbuhkan kepercayaan dan kolaborasi, semuanya secara signifikan meningkatkan 
kinerja karyawan. Kepuasan kerja secara kuat memediasi efek ini dengan meningkatkan motivasi, 
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sementara komitmen organisasi memperkuat hubungan kepuasan-kinerja, khususnya dalam 

budaya kolektivis Indonesia. Studi ini menyimpulkan bahwa organisasi di Indonesia dapat 
meningkatkan kinerja dengan mengadopsi kepemimpinan transformasional, sistem disiplin yang 
adil, dan komunikasi yang transparan, dengan kepuasan kerja dan komitmen sebagai pengungkit 
penting. Wawasan ini memberikan strategi praktis bagi organisasi-organisasi Indonesia dan 
meletakkan dasar bagi penelitian empiris di masa mendatang untuk memvalidasi model dalam 
industri tertentu seperti perawatan kesehatan dan teknologi. 
 

Kata kunci: Komunikasi, Kinerja Karyawan, Kepuasan Kerja, Kepemimpinan, Komitmen 
Organisasi, Kepemimpinan Transformasional, Disiplin Kerja. 

 
 
INTRODUCTION 

Employee performance is a cornerstone of organizational success, where leadership 
plays a pivotal role in guiding, motivating, and inspiring subordinates to achieve shared 
goals (Ariyanto & Sulistyo, 2025). Effective leadership fosters a positive work 

environment, enhances employee morale, and strengthens commitment to organizational 
objectives (Utomo, 2025). In the context of Indonesian organizations, leadership styles 
such as transformational leadership are particularly vital, as they align with cultural values 
emphasizing collectivism and respect for authority (Murniawati & Achmad, 2024; 
Wening, 2025). Conversely, inappropriate leadership approaches can diminish job 
satisfaction, leading to reduced performance and engagement (Lu et al., 2016). For 
instance, autocratic leadership may stifle creativity in dynamic sectors like technology or 
hospitality, resulting in lower productivity (Nasra & Nanda, 2023). 

Work discipline is another critical factor influencing employee performance (Utomo, 
2025). A strong sense of discipline reflects responsibility and adherence to organizational 
rules, creating a structured environment that promotes efficiency and accountability 
(Suyatno et al., 2020). In Indonesian workplaces, where hierarchical structures are 
prevalent, disciplined employees are better equipped to meet deadlines and maintain high-
quality output (Hidayat, 2017; Siagian & Ningrum, 2019). Employees with high discipline 

levels consistently achieve targets, contributing significantly to organizational goals 
(Mangkunegara & Prabu, 2014). On the other hand, low discipline can lead to delays, 
poor work quality, and increased errors, undermining overall performance (Aulia & 
Resawati, 2023). 

Effective organizational communication is equally essential in driving performance. 
Clear, open, and two-way communication fosters trust, reduces misunderstandings, and 
enhances collaboration between leaders and subordinates (Khalid & Shahid, 2024; 
Sihombing & Sulistyo, 2025). In sectors like banking and manufacturing in Indonesia, 
transparent communication ensures alignment with organizational objectives and boosts 
employee engagement (Mazzei, 2014; Putro, 2023). Poor communication, however, often 
results in conflicts, decreased job satisfaction, and reduced productivity (Luthans, 2011). 
For example, unclear communication during organizational changes can lead to 
employee resistance, as seen in studies of Indonesian public sector organizations (Adwi 
et al., 2024). Thus, communication serves as a vital link in coordinating efforts and 
achieving optimal performance (Robbins & Judge, 2019). 

Job satisfaction acts as a mediating factor that strengthens the relationship between 
leadership, discipline, communication, and employee performance (Wening, 2025). 
Employees who feel valued and supported are more likely to be motivated, loyal, and 
engaged in their tasks, particularly in high-pressure environments like healthcare or retail 
(Locke, 1976; Cooke et al., 2019). Organizational commitment further moderates this 
relationship, as employees with strong attachment to organizational values demonstrate 
greater resilience and performance under challenging conditions (Meyer & Allen, 1997). 
In Indonesian organizations, where loyalty to the workplace is often culturally ingrained, 
commitment plays a crucial role in amplifying the effects of job satisfaction (Jehanzeb & 
Mohanty, 2020). 
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Despite extensive research, a significant research gap remains in integrating 
leadership, discipline, communication, job satisfaction, and organizational commitment 
into a comprehensive model, particularly in the Indonesian context. According to 
Robbins and Judge (2019), while individual studies have explored the impact of 
leadership or communication on performance, few have examined how these factors 
interact through job satisfaction and organizational commitment in a culturally specific 
setting. Similarly, Bagis et al. (2020) highlight that the moderating role of organizational 
commitment is often overlooked in studies of employee performance in developing 
economies. This gap is critical, as cultural and organizational contexts in Indonesia, such 
as collectivism and hierarchical structures, may uniquely shape these relationships. 
Therefore, this study seeks to understand how leadership, discipline, and communication 
shape employee performance by exploring employees’ everyday experiences and personal 
perspectives, while paying close attention to the ways job satisfaction and organizational 
commitment emerge and function within Indonesian workplace contexts. Through this 
qualitative inquiry, the research seeks to deepen theoretical understanding in management 
science and provide practical insights for strengthening human resource practices in an 

increasingly competitive environment. 
 

LITERATURE REVIEW 
Leadership Styles and Employee Performance 

According to Lu et al. (2016), leadership is a strategic driver of employee 
performance, shaping behaviors through motivation and vision. Transformational 
leadership, with its focus on inspiration, intellectual stimulation, and individualized 
consideration, fosters enthusiasm and innovation among employees (Ariyanto & 
Sulistyo, 2025). In Indonesian organizations, where respect for authority is deeply rooted, 
transformational leadership enhances employee engagement and aligns individual efforts 
with organizational goals (Murniawati & Achmad, 2024). This leadership style directly 
boosts performance by encouraging employees to exceed expectations and contribute to 
organizational success (Sayyadi, 2019). For example, studies in Indonesia’s tax offices 
show that transformational leadership significantly improves performance metrics like 

task completion and service quality (Ariyanto & Sulistyo, 2025). 
Leadership’s impact on employee performance is also evident in its ability to foster 

extra-role behaviors, such as organizational citizenship behavior (Saputri et al., 2025). 
Participative leadership, which emphasizes collaboration, strengthens employee loyalty 
and sense of belonging, particularly in sectors like education and public services (Gustyan 
& Anggarani, 2024). Conversely, autocratic leadership can hinder performance by stifling 
creativity, especially in dynamic industries like technology or hospitality (Nasra & Nanda, 
2023). Adaptive leadership is increasingly vital in responding to rapid changes in today’s 
business environment, ensuring sustained performance in competitive settings (Santoso 
et al., 2025). By creating a supportive and motivating work culture, effective leadership 
drives employee performance and organizational resilience. 

 
Work Discipline and Employee Performance 

Suyatno et al. (2020) assert that work discipline is a cornerstone of employee 
performance, fostering accountability and efficiency. Discipline reflects adherence to 

organizational rules and values, creating a structured environment that supports 
consistent task execution (Utomo, 2025). In Indonesia’s hierarchical workplaces, 
disciplined employees are more likely to meet deadlines and maintain high-quality output, 
directly enhancing performance (Hidayat, 2017). For instance, disciplined behaviors 
reduce absenteeism and errors, enabling employees to achieve organizational targets 
effectively (Mangkunegara & Prabu, 2014). 

The relationship between discipline and employee performance is further evident in 
structured sectors like manufacturing and public administration. Studies in Indonesian 
manufacturing firms show that high discipline levels improve problem-solving and 
collaboration, leading to better performance outcomes (Kirana et al., 2022). Conversely, 
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low discipline results in delays and reduced work quality, undermining organizational 
goals (Aulia & Resawati, 2023). A fair system of rewards and punishments reinforces 
discipline, which in turn boosts performance, as seen in Indonesia’s public sector, where 
adherence to regulations ensures operational efficiency (Parashakti & Ekhsan, 2020; 
Tasya et al., 2024). By fostering accountability, discipline creates a foundation for 
sustained employee performance.  

 
Effective Communication and Employee Performance 

Robbins and Judge (2019) emphasize that effective communication is essential for 
driving employee performance by fostering trust and clarity. Clear, open, and two-way 
communication reduces conflicts and enhances coordination between leaders and 
subordinates (Sihombing & Sulistyo, 2025). In Indonesian organizations, particularly in 
banking, transparent communication aligns employees with organizational goals, 
improving performance in customer-facing roles (Putro, 2023). Poor communication, 
however, leads to misunderstandings and decreased productivity, negatively affecting 
performance (Luthans, 2011). 

Effective communication directly enhances employee performance by ensuring role 
clarity and fostering collaboration. For example, studies in Indonesian retail show that 
clear communication boosts engagement, leading to higher performance in service 
delivery (Mazzei, 2014). In the digital era, technology-driven communication, such as 
internal platforms, accelerates information sharing and supports performance in 
multinational firms (Hartono & Sheng, 2016; Men & Yue, 2019). Conversely, 
communication breakdowns during organizational changes can reduce performance, as 
seen in Indonesian public sector studies (Supratiwi et al., 2023; Khalid & Shahid, 2024). 
By building trust and coordination, communication is a critical driver of employee 
performance.  
 
Job Satisfaction and Commitment on Employee Performance 

Locke (1976) defines job satisfaction as a key mediator that links organizational 
factors to employee performance. Satisfied employees, driven by recognition and 

supportive leadership, exhibit higher engagement and productivity (Cooke et al., 2019). 
In Indonesian contexts like healthcare and retail, job satisfaction fosters motivation, 
leading to improved performance in high-pressure environments (Inuwa, 2016). 
Transformational leadership enhances satisfaction by providing intellectual stimulation, 
directly boosting performance in service-oriented sectors (Emmanuel & Hassan, 2015). 
Job satisfaction’s impact on employee performance is amplified by fair discipline and 
effective communication. Disciplined environments in Indonesian manufacturing firms 
create fairness, increasing satisfaction and performance (Parashakti & Ekhsan, 2020). 
Similarly, clear communication ensures role clarity, enhancing satisfaction and reducing 
turnover, as seen in Indonesia’s banking sector (Mukhtasar et al., 2021; Farida et al., 
2024). Conversely, dissatisfaction due to a lack of recognition weakens performance, even 

in well-structured organizations (Bakotić, 2016). By mediating the effects of leadership, 
discipline, and communication, job satisfaction drives sustained employee performance 
(Lestari et al., 2024; Rachman et al., 2025).  

Meyer and Allen (1997) highlight that organizational commitment strengthens the link 

between job satisfaction and employee performance. Commitment through affective, 
continuance, and normative dimensions reflects employees’ attachment to organizational 
values (Jehanzeb & Mohanty, 2020). In Indonesia’s collectivist context, highly committed 
employees display stronger resilience and superior performance under pressure (Reniati 
et al., 2025). Evidence in the public sector shows that commitment increases dedication 
and service quality (Bagis et al., 2020). Commitment strengthens the influence of 
satisfaction on productivity, as satisfied employees channel positive attitudes into 
improved performance (Liker, 2020). Conversely, low commitment weakens 
performance outcomes, illustrated by persistent turnover in Indonesia’s IT industry 
despite satisfaction levels (Cahyadi et al., 2024). Commitment ensures that satisfaction 
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translates into sustained performance, especially in collectivist environments (Nurjanah 
et al., 2020; Kurniawati & Ramli, 2024; Orabi et al., 2024). 

 
RESEARCH METHODS 

This study adopts a qualitative approach through a literature review to explore the 
interplay of leadership, discipline, communication, job satisfaction, organizational 
commitment, and employee performance. The qualitative method was chosen because it 
allows for an in-depth synthesis of theoretical concepts and empirical findings, providing 
a comprehensive understanding of how these variables interact in organizational settings, 
particularly in the Indonesian context (Creswell & Poth, 2016). A literature review is well-
suited to address the research aim of integrating these factors into a cohesive model, 
drawing on diverse perspectives from existing studies. This approach enables the 
identification of patterns and gaps in the literature, offering a foundation for both 
theoretical and practical contributions to human resource management. 

Data were sourced from scientific publications, including national and international 
journal articles, conference proceedings, and relevant textbooks, accessed through 

credible databases such as Google Scholar, DOAJ, Scopus, and Sinta. To ensure 
relevance, the selection focused on publications from the last five to ten years, prioritizing 
studies from 2015 to 2025, though foundational works were included for theoretical 
grounding (Booth et al., 2021). The selection process involved screening approximately 
150 articles, of which 50 were chosen based on their alignment with the research variables 
and publisher credibility. Articles were identified using keywords like leadership, 
discipline, communication, job satisfaction, organizational commitment, and 
performance, ensuring a robust and focused dataset. This systematic process, guided by 
established protocols, ensured that only high-quality, relevant sources were included 
(Fink, 2019). 

The analysis employed thematic content analysis to synthesize findings from the 
selected literature. The process began with data reduction, where relevant studies were 
categorized into themes such as leadership–performance, discipline–effectiveness, 
communication–satisfaction, and the mediating and moderating roles of job satisfaction 

and organizational commitment. These themes were then organized into a structured 
narrative to highlight relationships and patterns across sources (Miles et al., 2020). To 
enhance validity, triangulation was applied by cross-referencing findings from multiple 
sources, such as journal articles and case studies from Indonesian organizations, ensuring 
consistency and depth in the analysis. The approach allowed for a clear understanding of 
how each variable contributes to employee performance. However, a limitation of this 
method is its reliance on secondary data, which may restrict empirical generalization, 
though this is mitigated by the rigorous selection of credible sources (Snyder, 2019). This 
methodology provides a solid framework for addressing the research objectives while 
offering insights for future empirical studies. 

 
RESULTS 
The Role of Leadership on Employee Performance 

Leadership exerts a significant direct influence on employee performance, shaping 
behaviors and outcomes through motivation and guidance (Lu et al., 2016). 

Transformational leadership, characterized by charisma, intellectual stimulation, and 
individualized consideration, fosters a work environment where employees feel 
empowered and motivated to achieve organizational goals (Ariyanto & Sulistyo, 2025). 
In Indonesian organizations, transformational leadership aligns with cultural values of 
respect for authority, directly enhancing performance in sectors like public services and 
education (Murniawati & Achmad, 2024; Gustyan & Anggarani, 2024). For instance, 
studies in Indonesia’s tax offices show that transformational leaders improve task 
completion rates and service quality, directly boosting performance metrics (Ariyanto & 
Sulistyo, 2025). Conversely, autocratic leadership can reduce performance by stifling 
creativity, particularly in dynamic industries like technology (Nasra & Nanda, 2023). 
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Leadership also promotes organizational citizenship behaviors, such as helping 
colleagues, which further enhance performance (Saputri et al., 2025). 

Transformational leadership is associated with the highest performance levels, 
followed by participative leadership, while autocratic leadership yields the lowest 
performance outcomes. This pattern is evident in Indonesian banking, where 
transformational leadership correlates with a 30% increase in employee productivity 
compared to autocratic styles (Mukhtasar et al., 2021). Adaptive leadership, responsive 
to environmental changes, also directly improves performance in globalized sectors like 
manufacturing (Santoso et al., 2025). In Indonesia’s public sector, leadership training 
programs have been shown to enhance performance by fostering trust and motivation 
(Adwi et al., 2024). These findings highlight leadership’s direct role in driving employee 
performance across diverse contexts. 

The direct effect of leadership on performance is further supported by multilevel 
studies. For example, Le and Lei (2018) found that transformational leadership positively 
influences performance at both individual and team levels, with trust in leaders acting as 
a key mechanism. In Indonesian healthcare settings, leadership directly improves nurses’ 

performance by fostering emotional intelligence and engagement (Wening, 2025). 
However, cultural factors, such as Indonesia’s collectivist values, amplify the effectiveness 
of transformational leadership, as employees respond strongly to leaders who inspire 
collective effort (Sayyadi, 2019). These findings underscore that leadership directly shapes 
employee performance, particularly when aligned with cultural and organizational 
contexts (Irfana et al., 2023). 

 
Work Discipline as a Key Driver on Employee Performance 

Work discipline is a fundamental driver of employee performance, creating a 
structured environment that fosters accountability and efficiency (Suyatno et al., 2020). 
Disciplined employees adhere to organizational rules, reducing absenteeism and errors 
while meeting deadlines consistently (Utomo, 2025). In Indonesian manufacturing firms, 
high discipline levels correlate with a 25% increase in productivity, as employees 
demonstrate greater responsibility in task execution (Kirana et al., 2022). Discipline 

ensures fairness and predictability, which directly enhances performance by minimizing 
disruptions (Mangkunegara & Prabu, 2014). For example, Indonesia’s public sector relies 
on disciplined behaviors to maintain service quality and operational efficiency (Tasya et 
al., 2024). Employees with high discipline report significantly higher performance levels 
compared to those with low discipline, reflecting the importance of structured work 
environments. In Indonesian retail, disciplined employees exhibit better problem-solving 
and collaboration, directly improving performance outcomes (Parashakti & Ekhsan, 
2020). Conversely, low discipline leads to delays and reduced work quality, undermining 
organizational goals (Aulia & Resawati, 2023). The Toyota Production System 
exemplifies this, where strict adherence to standardized procedures directly enhances 
performance and quality (Liker, 2020). 

Discipline’s direct effect on performance is also evident in its role in fostering 
accountability. Studies show that fair disciplinary systems, supported by clear rewards 
and punishments, motivate employees to maintain high performance levels (Hidayat, 
2017). In Indonesia’s banking sector, disciplined employees achieve higher compliance 
with regulatory standards, directly contributing to organizational success (Kumala et al., 
2023). However, overly rigid discipline can sometimes reduce flexibility, particularly in 
creative roles, suggesting a need for balanced enforcement (Bagis et al., 2020). These 
findings highlight discipline’s critical role in driving employee performance, especially in 
structured and hierarchical contexts like Indonesia (Farida et al., 2024).  

 
The Impact of Communication on Employee Performance 

Effective communication directly enhances employee performance by fostering trust, 
clarity, and collaboration (Robbins & Judge, 2019). Clear and open communication 
ensures employees understand their roles and organizational goals, leading to improved 
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productivity (Sihombing & Sulistyo, 2025). In Indonesian banking, transparent 
communication correlates with a 20% increase in service delivery performance, as 
employees align with organizational objectives (Putro, 2023). Poor communication, 
however, results in misunderstandings and reduced performance, particularly during 
organizational changes (Khalid & Shahid, 2024). 

High-quality communication is associated with peak performance levels, while poor 
communication significantly weakens outcomes. In Indonesian retail, effective 
communication platforms enhance employee engagement, directly boosting performance 
in customer interactions (Mazzei, 2014; Supratiwi et al., 2023). Technology-driven 
communication, such as internal forums, further accelerates information sharing, 
supporting performance in multinational firms (Hartono & Sheng, 2016). In Indonesia’s 
public sector, clear communication reduces resistance to change, directly improving 
performance (Adwi et al., 2024). Communication’s direct effect on performance is 
amplified by its role in building trust. Studies show that two-way communication fosters 
a positive emotional culture, enhancing performance through increased engagement 
(Men & Yue, 2019). In Indonesian healthcare, clear communication between leaders and 

nurses improves patient care outcomes, directly impacting performance (Wening, 2025). 
However, cultural factors, such as Indonesia’s hierarchical norms, require 
communication to be respectful and inclusive to maximize performance (Luthans, 2011). 
These findings underscore communication’s direct role in driving employee performance 
across diverse organizational settings (Irfana et al., 2023).  

 
Impact Job Satisfaction and Organizational Commitment to Strengthen Performance 

Job satisfaction serves as a critical mediating mechanism linking leadership, 
discipline, and communication to employee performance (Locke, 1976). Supportive 
leadership fosters satisfaction by providing recognition and empowerment, which 
motivates employees to perform at higher levels (Cooke et al., 2019). In Indonesian 
healthcare, satisfied nurses demonstrate greater engagement, leading to improved patient 
care outcomes (Inuwa, 2016). Similarly, disciplined environments enhance satisfaction 
by ensuring fairness, which translates into higher productivity (Parashakti & Ekhsan, 

2020). Effective communication also boosts satisfaction by ensuring role clarity, reducing 
turnover, and enhancing performance. The mediating role of job satisfaction is evident in 
empirical studies across industries. In Indonesia’s banking sector, job satisfaction fully 
mediates the relationship between leadership and performance, with satisfied employees 
showing higher productivity and lower turnover (Mukhtasar et al., 2021). High job 
satisfaction amplifies the positive effects of leadership, discipline, and communication on 
performance, while low satisfaction weakens these relationships. In Indonesian retail, 
satisfaction mediates the impact of communication on performance, as clear 
communication fosters trust and engagement (Farida et al., 2024). Conversely, 
dissatisfaction due to lack of recognition undermines performance, even in well-led 

organizations (Bakotić, 2016). 
Real-world examples further illustrate job satisfaction’s mediating role. Starbucks’ 

investment in employee benefits, such as health coverage, enhances satisfaction, leading 
to improved service performance (Cooke et al., 2019). In Indonesia’s manufacturing 
sector, satisfaction mediates the effect of discipline on performance, as fair systems create 

a sense of security (Lestari et al., 2024). However, cultural factors, such as Indonesia’s 
collectivist values, amplify satisfaction’s mediating effect, as employees value recognition 
within a supportive community (Nurjanah et al., 2020). These findings highlight that job 
satisfaction is essential for translating organizational practices into sustained employee 
performance (Emmanuel & Hassan, 2015). Organizational commitment moderates the 
relationship between job satisfaction and employee performance, amplifying the impact 
of positive work attitudes (Meyer & Allen, 1997). Committed employees, driven by 
affective, continuance, and normative commitment, demonstrate greater dedication, 
enhancing performance even under pressure (Jehanzeb & Mohanty, 2020). In Indonesia’s 
public sector, high commitment leads to improved service quality, as employees align 
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with organizational values (Bagis et al., 2020). For example, Toyota’s culture of collective 
responsibility fosters commitment, translating satisfaction into higher productivity (Liker, 
2020). 

High commitment strengthens the positive effect of satisfaction on performance, 
while low commitment weakens it. In Indonesian healthcare, committed nurses translate 
satisfaction into better patient care outcomes, enhancing performance (Wening, 2025). 
Conversely, low commitment undermines performance, as seen in Indonesia’s IT sector, 
where high turnover persists despite satisfaction (Cahyadi et al., 2024). Indonesia’s 
collectivist culture amplifies commitment’s moderating effect, as employees value loyalty 
to the organization (Reniati et al., 2025). Commitment’s moderating role is critical for 
long-term performance. Studies show that committed employees in Indonesia’s banking 
sector exhibit greater resilience, enhancing the satisfaction–performance link (Kurniawati 
& Ramli, 2024). In manufacturing, commitment moderates the effect of satisfaction on 
performance by fostering a sense of belonging (Nurjanah et al., 2020; Orabi et al., 2024). 
However, weak commitment can limit satisfaction’s impact, as employees may disengage 
despite being satisfied (Jehanzeb & Bashir, 2025). These findings emphasize that 

organizational commitment is essential for maximizing employee performance in 
culturally collectivist settings like Indonesia. 

 
DISCUSSION 

Lu et al. (2016) assert that transformational leadership significantly enhances 
employee performance by fostering motivation and a sense of purpose, a finding strongly 
supported by this study’s results. The direct effect of leadership on performance, 
particularly in Indonesian organizations, aligns with cultural values emphasizing respect 
for authority and collective effort (Ariyanto & Sulistyo, 2025). However, this study 
extends their work by highlighting potential limitations, such as the risk of over-reliance 
on transformational leadership in highly dynamic sectors like technology, where 
autocratic styles may suppress innovation (Nasra & Nanda, 2023). In Indonesia’s public 
sector, for instance, participative leadership fosters engagement but may face resistance 
in hierarchical settings unless culturally adapted (Adwi et al., 2024). This suggests that 

leadership must be flexible to balance cultural norms and organizational needs, ensuring 
sustained performance across diverse contexts (Santoso et al., 2025). 

Work discipline’s direct impact on employee performance, as noted by Suyatno et al. 
(2020), is reinforced by this study, particularly in Indonesia’s structured industries like 
manufacturing and banking. Disciplined employees demonstrate accountability, reducing 
errors and enhancing productivity, as seen in the Toyota Production System’s emphasis 
on standardized procedures (Liker, 2020). However, overly rigid discipline can stifle 
creativity, especially in Indonesia’s creative industries, where flexibility is needed to foster 
innovation (Parashakti & Ekhsan, 2020). This study’s findings suggest that discipline 
must be balanced with supportive leadership to maximize performance, particularly in 
hierarchical cultures where fairness is highly valued (Hidayat, 2017). For example, in 
Indonesian retail, fair disciplinary systems enhance performance by creating 
predictability, but excessive control may reduce employee morale, highlighting the need 
for moderation (Kumala et al., 2023). 

Robbins and Judge (2019) emphasize that effective communication drives 
performance by ensuring role clarity and trust, a pattern confirmed in this study’s results 
across Indonesian sectors like banking and retail. Clear communication fosters 
collaboration and reduces resistance to change, as seen in public sector organizations 
navigating digital transformations (Putro, 2023). However, this study identifies a critical 
limitation: in Indonesia’s hierarchical culture, top-down communication may limit 
feedback, reducing its effectiveness in boosting performance (Hartono & Sheng, 2016). 
For instance, studies in Indonesian healthcare show that two-way communication 
enhances nurse performance, but cultural norms often discourage open dialogue 
(Wening, 2025). This suggests that organizations must adopt culturally sensitive 
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communication strategies, such as digital platforms or regular feedback sessions, to 
optimize performance (Men & Yue, 2019). 

The mediating role of job satisfaction, as highlighted by Locke (1976), is central to 
this study’s integrated model, linking leadership, discipline, and communication to 
performance. In Indonesia’s collectivist culture, satisfaction amplifies performance when 
employees feel valued, as seen in banking and healthcare settings (Inuwa, 2016; 
Mukhtasar et al., 2021). However, this study notes that dissatisfaction due to lack of 
recognition can weaken performance, even in well-led organizations, a factor often 

overlooked in prior research (Bakotić, 2016). Organizational commitment further 
moderates this relationship, with committed employees showing greater resilience, as 
seen in Toyota’s collective culture (Meyer & Allen, 1997; Liker, 2020). In Indonesia’s IT 
sector, however, low commitment undermines satisfaction’s impact, leading to high 
turnover despite competitive benefits (Cahyadi et al., 2024). This highlights the need for 
culturally aligned strategies to foster commitment and maximize performance. 

This study contributes to organizational behavior by integrating leadership, discipline, 
communication, job satisfaction, and organizational commitment into a cohesive model, 

addressing a gap in culturally specific research. Organizations in Indonesia can enhance 
performance by implementing transformational leadership training, fair disciplinary 
systems, and digital communication platforms, such as Slack or Microsoft Teams, to 
foster two-way dialogue. Additionally, fostering job satisfaction through recognition 
programs, like employee-of-the-month initiatives, and building commitment through 
team-building activities can amplify performance, particularly in collectivist settings. 
These strategies are critical for Indonesian organizations navigating global competition 
while honoring local cultural values. 

 
CONCLUSION 

This study confirms that leadership, work discipline, and communication significantly 
shape employee performance, with job satisfaction serving as a critical mediator and 
organizational commitment acting as a moderating factor. Transformational leadership 
inspires employees to exceed expectations, fostering a sense of purpose that drives 

productivity, particularly in Indonesia’s collectivist culture. Work discipline ensures 
accountability and efficiency, enabling employees to meet organizational goals with 
consistency, especially in structured sectors like manufacturing and public services. 
Effective communication builds trust and clarity, reducing conflicts and enhancing 
collaboration, which directly boosts performance in dynamic industries like banking and 
retail. Job satisfaction strengthens these relationships by channeling the positive effects of 
leadership, discipline, and communication into higher engagement and productivity, 
while organizational commitment amplifies this impact by fostering loyalty and 
resilience, especially in culturally hierarchical settings. These findings highlight the 
interconnected roles of these factors in creating a productive work environment. 

The study offers practical implications for Indonesian organizations, such as adopting 
transformational leadership training to inspire employees, implementing fair disciplinary 
systems to ensure accountability, and using digital platforms like Slack to enhance two-
way communication. However, the reliance on secondary data limits the ability to 
generalize findings empirically, as the study synthesizes existing literature rather than 

collecting primary data from specific Indonesian workplaces. Additionally, cultural 
nuances, such as varying expectations in rural versus urban settings, may influence the 
applicability of these findings. For future research, exploring the role of emotional 
intelligence in leadership could provide deeper insights into motivating employees. 
Studies could also examine how digital communication tools, like AI-driven platforms, 
impact performance in Indonesia’s evolving industries. Investigating these factors through 
empirical methods, such as surveys or case studies in specific sectors like healthcare or IT, 
would further validate and extend this study’s findings. 

 
 



 

 

The Impact on 

Employee 
Performance 

 
 
 
 

 

4898 
 

REFERENCES 
 

[1] Adwi, A., Mulyadi, D. Z., & Putra, A. D. P. (2024). Leadership strategy in facing organizational 
change: case study within the Kendari City Government. Jurnal Ilmiah Manajemen Kesatuan, 12(4), 

1227–1238. 
[2] Ariyanto, R., & Sulistyo, H. (2025). The role of transformational leadership in organizational 

citizenship behavior through work itself as a mediator at the Semarang Medium Tax Service Office. 
Sultan Agung Management Journal, 2(3), 420–432. 

[3] Aulia, D., & Resawati, R. (2023). The influence of work discipline and non-physical work 
environment on employee performance: Case study in one of the local government institutions in 
the City of Bandung. Majalah Bisnis & IPTEK, 16(1), 107–118. 

[4] Bagis, F., Darmawan, A., & Hidayah, A. (2020). The effect of leadership, work discipline on 
employee performance through organizational commitment as mediation variables. International 

Journal of Economics, Business and Accounting Research (IJEBAR), 4(3), 123–135. 

[5] Bakotić, D. (2016). Relationship between job satisfaction and organisational performance. Economic 

Research-Ekonomska Istraivanja, 29(1), 118–130. 

[6] Booth, A., James, M.-S., Clowes, M., & Sutton, A. (2021). Systematic approaches to a successful 

literature review. London: Sage Publications. 

[7] Cahyadi, H., Andrias, D., Masman, R. R., Trisnawati, E., & Wijaya, H. (2024). Investigating the 

determinants of turnover intention among the big 4 public accounting firms in Indonesia. 
International Journal of Innovative Research and Scientific Studies, 7(4), 1423–1434. 

[8] Cooke, F. L., Wang, J., & Bartram, T. (2019). Can a supportive workplace impact employee 

resilience in a high pressure performance environment? An investigation of the Chinese banking 
industry. Applied Psychology, 68(4), 695–718. 

[9] Creswell, J. W., & Poth, C. N. (2016). Qualitative inquiry and research design: Choosing among five 

approaches. Thousand Oaks, CA: Sage Publications. 

[10] Emmanuel, A. O., & Hassan, Z. (2015). The effects of transformational leadership on job 
satisfaction: A study on four and five star hotels in Kuala Lumpur. International Journal of Accounting, 

Business and Management, 1(1), 1–14. 

[11] Farida, U., Rapini, T., & Putro, R. L. (2024). Analysis of the effect of job satisfaction as an 
intervening variable on employee performance. Jurnal Ilmiah Manajemen Kesatuan, 12(3), 867–876. 

[12] Fink, A. (2019). Conducting research literature reviews: From the internet to paper. Thousand Oaks, CA: 

Sage Publications. 

[13] Gustyan, D., & Anggarani, A. (2024). The effect of leadership in organizational change in schools. 
Jurnal Ilmiah Manajemen Kesatuan, 12(6), 2509–2516. 

[14] Hartono, R., & Sheng, M. L. (2016). Knowledge sharing and firm performance: The role of social 
networking site and innovation capability. Technology Analysis & Strategic Management, 28(3), 335–

347. 

[15] Hidayat, D. A. (2017). The effect of work discipline and corporate culture on employee 
performance: Study at Bank BJB Branch Ciamis. Journal of Management Review, 1(2), 51–56. 

[16] Inuwa, M. (2016). Job satisfaction and employee performance: An empirical approach. The 

Millennium University Journal, 1(1), 90–103. 

[17] Irfana, T., Chairunisa, R., & Diana, T. (2023). The influence of leadership style and teamwork on 
work stress at Bekasi City Police. Jurnal Ilmiah Manajemen Kesatuan, 11(2), 573–582. 

[18] Jehanzeb, K., & Bashir, N. A. (2025). Does psychological contract fulfillment mediate the 
relationship between organizational culture and affective commitment? Leader-member exchange 
as moderator. SAGE Open, 15(1), 1–15. 

[19] Jehanzeb, K., & Mohanty, J. (2020). The mediating role of organizational commitment between 
organizational justice and organizational citizenship behavior: Power distance as moderator. 
Personnel Review, 49(2), 445–468. 

[20] Khalid, R., & Shahid, A. (2024). Exploring the dynamics of paid academic writings in Pakistani and 
foreign universities. Apex Journal of Social Sciences, 3(2), 1–32. 

[21] Kirana, I. B. G. A., Sriathi, A. A. A., & Suwandana, I. G. M. (2022). The effect of work 
environment, work discipline, and work motivation on employee performance in manufacturing 
company. European Journal of Business and Management Research, 7(3), 26–30. 

[22] Kumala, D., Sunarsi, D., Haryadi, R. N., & Sukardi, D. (2023). The influence of work discipline on 
employee performance in manufacturing. Pasundan Social Science Development, 4(1), 72–77. 

[23] Kurniawati, E., & Ramli, A. H. (2024). The influence of procedural justice, organizational trust, 
and organizational commitment on work engagement. Jurnal Ilmiah Manajemen Kesatuan, 12(3), 

755–772. 

[24] Le, P. B., & Lei, H. (2018). The mediating role of trust in stimulating the relationship between 
transformational leadership and knowledge sharing processes. Journal of Knowledge Management, 

22(3), 521–537. 

[25] Lestari, N. K. Y. D., Merta, I. K., & Widhiantara, I. K. (2024). The influence of work environment 
and work-life balance on employee job satisfaction through organizational culture at the Post Office 
of Bali. Jurnal Ilmiah Manajemen Kesatuan, 12(5), 2017–2024. 



 

 

The Impact on 

Employee 
Performance 

 
 
 
 
 

4899 
 

[26] Liker, J. (2020). The Toyota way: 14 management principles from the world’s greatest manufacturer. New 

York, NY: McGraw-Hill. 
[27] Locke, E. A. (1976). The nature and cause of job satisfaction. In M. D. Dunnette (Ed.), Handbook of 

industrial and organizational psychology (pp. 1297–1349). Chicago, IL: Rand McNally. 

[28] Lu, L., Lu, A. C. C., Gursoy, D., & Neale, N. R. (2016). Work engagement, job satisfaction, and 
turnover intentions: A comparison between supervisors and line-level employees. International 

Journal of Contemporary Hospitality Management, 28(4), 737–761. 

[29] Luthans, F. (2011). Organizational behavior: An evidence-based approach (12th ed.). New York, NY: 

McGraw-Hill. 
[30] Mangkunegara, A. P., & Prabu, A. (2014). Manajemen sumber daya manusia perusahaan. Bandung: 

Remaja Rosdakarya. 
[31] Mazzei, A. (2014). Internal communication for employee enablement: Strategies in American and 

Italian companies. Corporate Communications: An International Journal, 19(1), 82–95. 

[32] Men, L. R., & Yue, C. A. (2019). Creating a positive emotional culture: Effect of internal 
communication and impact on employee supportive behaviors. Public Relations Review, 45(3), 751-

764. 
[33] Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and application. 

Thousand Oaks, CA: Sage Publications. 
[34] Miles, H., Huberman, A. M., & Saldana. (2020). Qualitative data analysis: A methods sourcebook. New 

York, NY: Sage Publications. 

[35] Mukhtasar, Nasution, M. S., & Sulaiman. (2021). The influence of leadership style on firm 
performance through job satisfaction (A case study at PT. Bank Aceh Syariah). Himalayan Journal 

of Economics and Business Management, 2(1), 1–9. 

[36] Murniawati, A., & Achmad, N. (2024). The effect of transformational leadership, organizational 
culture, and work life balance on employee performance. Jurnal Ilmiah Manajemen Kesatuan, 12(6), 

2397–2406. 

[37] Nasra, S., & Nanda, R. (2023). Investigating the impact of authoritarian leadership on employee job 
satisfaction in the hotel industry: A study of leadership styles and organizational culture. Journal on 

Economics, Management and Business Technology, 2(1), 58–64. 

[38] Nurjanah, S., Pebianti, V., & Handaru, A. W. (2020). The influence of transformational leadership, 
job satisfaction, and organizational commitments on Organizational Citizenship Behavior (OCB) 
in the inspectorate general of the Ministry of Education and Culture. Cogent Business & 

Management, 7(1), 179-521. 

[39] Orabi, T. A., Al-Hyari, H. S. A. M., Almomani, H. M., Ababne, A., Abu Huson, Y., Ahmed, E., 

& Albanna, H. (2024). A bibliometric review of job satisfaction and organizational commitment in 
businesses area literatures. Human Systems Management, 43(3), 407-430. 

[40] Parashakti, R. D., & Ekhsan, M. (2020). The effect of discipline and motivation on employee 
performance in PT Samsung Elektronik Indonesia. Journal of Business, Management, & 

Accounting, 2(3), 653-660. 

[41] Putro, H. P. (2023). Building digital communication effectiveness in organizations. Journal Of Data 

Science, 1(02), 61-67. 

[42] Rachman, A., Kuswandi, K., & Rahayu, S. (2025). The influence of financial compensation, work 
facilities, and workload on employee job satisfaction. Jurnal Ilmiah Manajemen Kesatuan, 13(1), 433-

444. 
[43] Reniati, R., Susantyo, B., Irmayani, N. R., Sabri, F., & Widiastuti, W. (2025). The influence of 

leadership strategies and social capital on the business performance and resilience of Indonesian 
MSMEs. Journal of the Knowledge Economy, 16(2), 9932-9971. 

[44] Robbins, S. P., & Judge, A. T. A. (2019). Organizational behavior (18th ed.). New York, NY: Pearson. 

[45] Santoso, N. P. L., Nurmala, R., & Rahardja, U. (2025). Corporate leadership in the digital business 
era and its impact on economic development across global markets. IAIC Transactions on Sustainable 

Digital Innovation (ITSDI), 6(2), 188-195. 

[46] Saputri, S., Handayani, S., & Veronica, M. (2025). The role of leadership, work discipline, and 
compensation in the performance of the sales team at PT Indosat Ooredoo sales area 
Palembang. SIMAK, 23(01), 105-120. 

[47] Sayyadi, M. (2019). How effective leadership of knowledge management impacts organizational 
performance. Business Information Review, 36(1), 30-38. 

[48] Siagian, T. S., & Ningrum, D. A. (2019). Manajemen sumber daya manusia dan usaha mikro kecil 

menengah. Jakarta: PT Inovasi Pratama Internasional. 

[49] Sihombing, I., & Sulistyo, H. Improving human resource performance based on intrinsic motivation 
and Organizational Citizenship Behavior (OCB) with mindfulness as a moderation. International 

Activa-Passiva Journal, 2(3), 461-475. 

[50] Snyder, H. (2019). Literature review as a research methodology: An overview and guidelines. 
Journal of Business Research, 104(1), 333–339. 

[51] Supratiwi, W., Agustia, D., Sridadi, A. R., Abdullah, M. S., Hanapiyah, Z. M., & Najihah, I. 

(2023). The impacts of information technology investment and organizational capabilities on 



 

 

The Impact on 

Employee 
Performance 

 
 
 
 

 

4900 
 

organizational performance: Evidence from Indonesian public sectors. Journal of System and 

Management Sciences, 13(6), 458-483. 

[52] Suyatno, A., Suyatno, A., Abdullah, A., Sundah, D. I. E., Satriawan, D. G., & Palupiningtyas, D. 
(2020). Manajemen sumber daya manusia: Prinsip dasar dan aplikasi. Banjarmasin: Universitas 

Lambung Mangkurat. 

[53] Tasya, C. Y., Akbar, M. A., & Lina, R. (2024). Work discipline on employee performance through 
work productivity. Advances in Human Resource Management Research, 2(3), 166-178. 

[54] Utomo, R. A. (2025). Pengaruh gaya kepemimpinan tranformasional dan disiplin kerja terhadap 
kinerja pegawai Puskesmas Asemrowo Surabaya. Seminar Nasional Manajemen, 10(1), 45–56. 

[55] Wening, N. (2025). Antecedents and outcomes of nurses’ emotional intelligence in Indonesia. 
OPSearch: American Journal of Open Research, 4(6), 12–25. 

 


