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 Employee performance in public organizations remains a critical issue, 
particularly when leadership practices and workplace communication are 
not fully effective in supporting organizational goals. This study aims to 
examine the effects of leadership style and work communication on 
employee performance, with job satisfaction serving as an intervening 
variable. The study was conducted among 147 employees of a local 
government institution using a quantitative approach. Data were 
collected through questionnaires and analyzed using Partial Least 
Squares Structural Equation Modeling (PLS-SEM) with SmartPLS 4.0. 
The findings reveal that work communication has a positive and 
significant effect on employee performance, whereas leadership style has 
a significant but negative effect on performance. In addition, leadership 
style and work communication significantly influence job satisfaction, 
and job satisfaction significantly affects employee performance. 
Furthermore, job satisfaction mediates the relationships between 
leadership style and employee performance as well as between work 
communication and employee performance. The study concludes that 
effective work communication and enhanced job satisfaction are key 
factors in improving employee performance, while leadership practices 
require further adjustment to better support organizational outcomes. 
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1. INTRODUCTION 

Employee performance is a critical factor in determining the effectiveness of public sector 
organizations in achieving their institutional objectives and delivering quality public services. In 
government institutions, employee performance directly affects the implementation of strategic policies, 
administrative effectiveness, and public satisfaction. Therefore, improving employee performance 
remains a major concern in public administration, particularly in organizations responsible for 
supporting governmental functions and legislative activities [1], [2]. 

https://creativecommons.org/licenses/by/4.0/
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The effectiveness of government organizations is closely related to the quality of their human 
resources. Employees with adequate competence, professionalism, and commitment are more likely to 
contribute positively to organizational performance and the achievement of institutional goals [3]. In 
addition to individual capabilities, organizational performance is also influenced by managerial and 
organizational factors, including leadership style, work communication, and employee job satisfaction. 
Effective leadership is required to motivate employees, provide direction, and encourage the 
achievement of organizational objectives [5]. Likewise, effective work communication facilitates 
information exchange, coordination, and collaboration among employees, thereby supporting 
organizational effectiveness [4]. 

In the context of public sector organizations, the implementation of a merit-based system in 
managing State Civil Apparatus (ASN) requires support from various organizational factors. Leadership 
style and work communication are considered important determinants of employee attitudes and 
behavior, including job satisfaction. Job satisfaction reflects employees’ positive perceptions of their 
work and organizational environment and has been widely recognized as an important factor influencing 
employee performance [6]. 

The Secretariat of the Regional People's Representative Council (DPRD) of Ogan Komering Ilir 
Regency plays a strategic role in supporting legislative, administrative, and financial activities. 
Although organizational reports indicate that performance achievement reached 98% in 2024, several 
operational challenges remain. These challenges include inconsistencies in work quality, limited 
employee initiative, unequal workload distribution, and varying levels of responsibility among 
employees. Such conditions suggest that employee performance may not yet fully reflect the expected 
organizational standards. 

Job satisfaction is one of the factors that may influence employee performance. Employees who 
experience higher levels of job satisfaction tend to demonstrate greater commitment, motivation, and 
productivity. Conversely, dissatisfaction may reduce work enthusiasm and organizational commitment. 
At the Secretariat of the DPRD of Ogan Komering Ilir Regency, the number of non-civil servant 
employees exceeds the number of civil servants, creating potential concerns regarding job security, 
fairness, and career development opportunities that may affect employee satisfaction. 

Leadership style is another important factor affecting employee performance [8]. Observations at 
the Secretariat indicate that some supervisors have not fully established open communication with 
employees, resulting in communication gaps between leaders and subordinates. Furthermore, leadership 
practices related to discipline, integrity, employee empowerment, and recognition of employee 
achievements are not always implemented consistently. These conditions may influence employees’ 
perceptions of leadership effectiveness and their overall performance. 

Work communication also plays an important role in organizational performance. Effective 
communication enables employees to understand organizational goals, coordinate tasks, and complete 
work efficiently [9]. However, communication challenges remain evident within the organization. 
Leadership instructions are sometimes perceived as unclear, resulting in different interpretations among 
employees and delays in task completion. In addition, communication interactions tend to be formal and 
rigid, limiting employees’ willingness to express ideas, suggestions, and concerns. 

Previous studies have highlighted the importance of leadership style, work communication, and 
job satisfaction in improving employee performance. Riyanto et al. (2021) found that job satisfaction 
positively contributes to employee performance and serves as an important mechanism linking 
organizational factors to performance outcomes. Alamanda et al. (2022) reported that leadership style 
positively affects employee performance through job satisfaction. Similarly, Kusdarianto et al. (2022) 
demonstrated that leadership style and work communication significantly influence employee 
performance in organizational settings. 
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However, previous findings remain inconsistent. Safitri (2022) reported that leadership style did 
not significantly affect employee performance in certain organizational contexts. Likewise, Stephen 
Martin and Feinberg (2023) found that work communication did not significantly influence employee 
performance. More recent studies by Rodrick (2024) and Pirrotta et al. (2024) emphasized the 
importance of communication and job satisfaction but suggested that their effects may vary across 
organizational environments. These inconsistencies indicate that further investigation is needed to better 
understand the relationships among leadership style, work communication, job satisfaction, and 
employee performance. 

Although previous studies have examined these variables, limited research has simultaneously 
investigated the direct and indirect effects of leadership style and work communication on employee 
performance through job satisfaction within public sector organizations. Furthermore, the inconsistent 
findings reported in previous studies reveal a research gap that warrants further examination. Therefore, 
this study contributes to the existing literature by examining the mediating role of job satisfaction in the 
relationship between leadership style, work communication, and employee performance at the 
Secretariat of the Regional People's Representative Council (DPRD) of Ogan Komering Ilir Regency. 

Based on the identified research gap, this study aims to analyze the effects of leadership style and 
work communication on employee performance, examine their influence on job satisfaction, and 
investigate the mediating role of job satisfaction in the relationship between leadership style, work 
communication, and employee performance at the Secretariat of the Regional People's Representative 
Council (DPRD) of Ogan Komering Ilir Regency. 
 
2. METHOD 
 This study employed a quantitative survey design to examine the relationships among leadership 
style, work communication, job satisfaction, and employee performance. The research was conducted 
at the Secretariat of the Ogan Komering Ilir (OKI) Regency DPRD. The study population consisted of 
all employees, including both civil servants (PNS) and non-civil servants, totaling 147 individuals. 
Because the population size was manageable, a total sampling technique was applied, allowing all 
employees to participate in the study [11]. Data were collected through a structured questionnaire 
distributed directly to respondents. All measurement items were adapted from previous studies and 
assessed using a five-point Likert scale ranging from strongly disagree (1) to strongly agree (5). Prior 
to hypothesis testing, the measurement model was evaluated through validity and reliability 
assessments, including outer loading, Average Variance Extracted (AVE), Composite Reliability (CR), 
and Cronbach’s Alpha [12]. The collected data were analyzed using Partial Least Squares Structural 
Equation Modeling (PLS-SEM) with SmartPLS 4.0 software. The analysis was conducted in two stages. 
First, the outer model was evaluated to assess convergent validity, discriminant validity, and construct 
reliability. Second, the inner model was assessed through the coefficient of determination (R²), effect 
size (f²), and hypothesis testing using the bootstrapping procedure to examine direct and indirect 
relationships among variables [12]. PLS-SEM was selected because it is suitable for predictive research 
models involving multiple latent variables and mediation relationships. 
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3. RESULTS AND DISCUSSION 
3.1.  Reflective Construct Measurement Model Test (Outer Model) 
 

 
Figure 1. Outer Model of Research in SmartPLS 4 

Figure 1 shows the outer model of the study generated using SmartPLS 4. The model depicts the 
relationships between Leadership Style, Work Communication, Job Satisfaction, and Employee 
Performance and their respective indicators. The outer loading values of all indicators exceed the 
recommended threshold of 0.70, indicating strong correlations between indicators and their underlying 
constructs. These results confirm that the indicators possess adequate convergent validity and can be 
retained for subsequent reliability assessment and structural model analysis. 

 
3.1.1 Validity and Reliability Results 
 

Table 1. Convergent Validity Results 
Variable Loading Range AVE 

Leadership Style 0.705 - 0.841 0.593 
Work Communication 0.706 - 0.822 0.611 

Job Satisfaction 0.744 – 0.854 0.634 
Employee Perfomance 0.744 – 0.838 0.611 

  
 Table 1 presents the convergent validity results of the measurement model. The loading values 
for the Leadership Style construct ranged from 0.705 to 0.841, Work Communication from 0.706 to 
0.822, Job Satisfaction from 0.744 to 0.854, and Employee Performance from 0.744 to 0.838. 
Furthermore, the AVE values were 0.593 for Leadership Style, 0.611 for Work Communication, 0.634 
for Job Satisfaction, and 0.611 for Employee Performance.  
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Table 2. Fornell-Larcker Criterion 
Variable Leadership 

Style 
Job 

Satisfaction 
Employee 

Perfomance 
Work 

Communication 
Leadership Style 0.770    
Job Satisfaction 0.384  0.796    

Employee Perfomance -0.125  0.420  0.781   
Work Communication -0.188  0.273  0.610  0.782 

 
 Table 2 presents the Fornell-Larcker criterion results. The square root of the AVE values for 
Leadership Style, Job Satisfaction, Employee Performance, and Work Communication were 0.770, 
0.796, 0.781, and 0.782, respectively. The correlations among constructs ranged from -0.188 to 0.610. 

 
Table 3. Reliability Results 

Variable CR CA 
Leadership Style 0.957  0.961  

Work Communication 0.909  0.926  
Job Satisfaction 0.918  0.933  

Employee Perfomance 0.936  0.945  

 Table 3 presents the reliability assessment results. The Composite Reliability (CR) values 
ranged from 0.909 to 0.957, while the Cronbach’s Alpha (CA) values ranged from 0.926 to 0.961. 
Specifically, Leadership Style obtained CR and CA values of 0.957 and 0.961, Work Communication 
0.909 and 0.926, Job Satisfaction 0.918 and 0.933, and Employee Performance 0.936 and 0.945, 
respectively. 

3.1 Structural Model Test Results ( Inner Model ) 
3.1.1 R-Square Value ( Coefficient of Determination) 

 
Table 4. R-Square Value  

R-square Adjusted R-square 
Job satisfaction 0.271 0.261 

Employee Performance 0.464 0.452 
 
 Table 4 presents the R-square results for the endogenous constructs. The R-square value for Job 
Satisfaction was 0.271, with an adjusted R-square value of 0.261. Meanwhile, Employee Performance 
obtained an R-square value of 0.464 and an adjusted R-square value of 0.452. 
 
3.2.2  F - Squared Predictive Relevance 

  
Table 5. F - Squared Predictive Relevance  

Job satisfaction Employee Performance 
Leadership Style 0.270 0.042 
Job satisfaction 

 
0.171 

Work Communication 0.169 0.356 
 
 Table 5 presents the f² effect size results. The f² value of Leadership Style on Job Satisfaction was 
0.270, while the f² value of Work Communication on Job Satisfaction was 0.169. Furthermore, the f² 
value of Leadership Style on Employee Performance was 0.042, Job Satisfaction on Employee 
Performance was 0.171, and Work Communication on Employee Performance was 0.356. 
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3.2  Hypothesis Testing Results 
 

 

Figure 2. Research Construct Relationship Model Using Bootstrapping Method  

 The next step is to examine the significance of the relationships between variables in the structural 
model (inner model). This test aims to determine the strength and significance of the relationships 
between the hypothesized constructs. In the PLS-SEM approach, this analysis is performed using a 
bootstrapping procedure, a resampling technique used to estimate the stability of the path coefficients 
and determine the T-statistic value as the basis for hypothesis testing. 
 
3.2.1 Direct Effect 

 
Table 6. Results of Direct Influence 

Hypothesis Original sample (O) T Statistics (|O/STDEV|) P value 
H 1 -0.171 2,276 0.023 
H 2 0.481 7,514 0,000 
H 3 0.355 5,027 0,000 
H 4 0.451 6,993 0,000 
H 5 0.358 4,888 0,000 

  
 Table 6 presents the direct effect test results. The path coefficient between Leadership Style and 
Employee Performance was -0.171 with a p-value of 0.023. The path coefficient between Work 
Communication and Employee Performance was 0.481 with a p-value of 0.000, while the path 
coefficient between Job Satisfaction and Employee Performance was 0.355 with a p-value of 0.000. 
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Furthermore, the path coefficient between Leadership Style and Job Satisfaction was 0.451 with a p-
value of 0.000, whereas the path coefficient between Work Communication and Job Satisfaction was 
0.358 with a p-value of 0.000. All relationships recorded p-values below 0.05. 

 
3.2.2 Indirect Effect 

 
Table 4. Results of Indirect Effects 

Hypothesis Original sample 
(O) 

Sample mean 
(M) 

Standard deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P value 

H 6 0.160 0.166 0.042 3,778 0,000 
H 7 0.127 0.131 0.037 3,420 0.001 

  
 Table 7 presents the indirect effect test results. The indirect effect of Leadership Style on 
Employee Performance through Job Satisfaction produced a path coefficient of 0.160, a t-statistic of 
3.778, and a p-value of 0.000. Furthermore, the indirect effect of Work Communication on Employee 
Performance through Job Satisfaction produced a path coefficient of 0.127, a t-statistic of 3.420, and a 
p-value of 0.001. Both indirect relationships recorded p-values below 0.05. 

 
3.3  Discussion of Research Results 
3.3.1  The Influence of Financial Knowledge Management on Members' Investment Behavior 

The results of the study indicate that leadership style has a significant but negative influence on 
employee performance, as seen from the path coefficient value of -0.171 with a p-value of 0.023. The 
negative direction of the coefficient reflects that improvements in certain aspects of leadership style are 
actually followed by a tendency for employee performance to decline. This indicates that the results of 
this study are inconsistent with the research of Firelni et al. (2025) who found that leadership style has 
a direct and significant influence on employee performance. 

Based on the grand theory used in this study, the Two-Factor Theory of work motivation, 
leadership is part of the hygiene factor or external factors that influence employee psychological comfort 
at work. When leaders fail to provide adequate direction, lack clear communication, or fail to 
demonstrate the necessary support, these conditions can reduce employees' sense of security and comfort 
in carrying out their duties. Leadership patterns that are not aligned with employee needs can create 
stress, damage, and trigger work motivation, ultimately impacting performance. 

Analysis of the distribution of respondents' responses indicates that most aspects of leadership 
style were highly rated by employees, particularly leadership behaviors that demonstrated enthusiasm, 
dedication, and active involvement in preventing problems. However, some aspects received lower 
ratings than other indicators, particularly regarding recognition of employee contributions. This 
difference in ratings reflects that although many elements of leadership have been implemented well, 
certain aspects have not been implemented optimally. This similarity indicates that leadership quality 
has not fully met employee expectations, potentially influencing perceptions and ultimately impacting 
employee performance. Furthermore, the F-square value of 0.042, which is categorized as weak, 
reinforces the relatively small influence of leadership style on employee performance compared to other 
variables in the research model. This confirms that leadership style at the Ogan Komering Ilir Regency 
DPRD Secretariat has not yet acted as a primary factor driving performance, thus requiring adjustments 
to provide a more optimal contribution to improving employee performance. 

 
3.3.2 Work Communication on Employee Performance 

Based on the results of the hypothesis testing, it is known that work communication has a positive 
and significant effect on employee performance at the Secretariat of the Ogan Komering Ilir Regency 
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DPRD. This indicates that a good communication process in the work environment can strengthen 
understanding between employees, improve coordination, and build harmonious cooperation, thus 
impacting the improvement of individual and organizational performance as a whole. Clear and open 
communication helps employees understand their tasks, responsibilities, and organizational goals, 
which ultimately creates a productive and conducive work environment. 

These results are supported by research conducted at the Tanzania Electric Supply Company 
(TANESCO), where effective internal communication was shown to have a significant role in improving 
employee performance through increased understanding and harmonious working relationships [13]. 
Similarly, Amal found that good communication skills can strengthen organizational citizenship 
behavior, which has a positive impact on improving performance [14]. 

The findings regarding the importance of workplace communication in improving employee 
performance are also in line with the Two-Factor Theory developed by Frederick Herzberg. In this 
theory, communication is part of the hygiene factor that does not directly create satisfaction, but is 
crucial in determining whether or not there is dissatisfaction at work. When communication within an 
organization is clear, open, and supportive, employees will feel valued, satisfied, and secure in carrying 
out their duties. Conversely, ineffective communication can cause discomfort, confusion, and lower 
work morale. Therefore, good workplace communication serves as an important foundation for optimal 
motivating factors such as achievement, recognition, and responsibility, thus improving employee 
performance. 

 
3.3.3 Job Satisfaction with Employee Performance  

Based on the results of the hypothesis testing, it was found that job satisfaction has a positive and 
significant effect on employee performance at the Ogan Komering Ilir Regency DPRD Secretariat. This 
indicates that the higher the level of job satisfaction experienced by employees, the better their 
performance will be. Employees who feel satisfied with their jobs tend to demonstrate higher loyalty, 
commitment, and responsibility in carrying out their duties. A sense of comfort and happiness in their 
work creates an internal drive for employees to deliver the best work results and contribute optimally to 
the organization. 

This finding is in line with research by Nilasari et al., which explains that job satisfaction has a 
significant influence on improving performance in the education sector. Job satisfaction can increase 
work motivation and impact employee performance [15]. Job satisfaction is a positive emotional state 
that encourages productivity and work efficiency, where satisfied employees tend to have higher 
commitment and better work results. 

The findings regarding the positive influence of job satisfaction on employee performance are 
also in line with the Two Factor Theory proposed by Frederick Herzberg. In this theory, job satisfaction 
is influenced by motivating factors, such as achievement, recognition, responsibility, and personal 
development. When employees feel appreciated for their contributions, receive opportunities for 
development, and receive clarity in their duties and responsibilities, a feeling of intrinsic satisfaction 
arises. This positive emotional state then encourages employees to work more optimally, demonstrate a 
higher commitment, and strive to achieve the best results. At the Ogan Komering Ilir Regency DPRD 
Secretariat, job satisfaction formed through pleasant work experiences, healthy working relationships, 
and support from leadership serves as a primary driver for improving employee performance. 

 
3.3.4 Leadership Style on Job Satisfaction 

Based on the results of the hypothesis testing, it was found that leadership style has a positive and 
significant effect on job satisfaction among employees of the Ogan Komering Ilir Regency DPRD 
Secretariat. This indicates that leaders who are able to provide direction, support, and good role models 
can create a conducive work environment and increase employee satisfaction with their work. Job 
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satisfaction arises when employees feel disappointed, have good working relationships, and receive 
rewards commensurate with their performance. An effective leadership style can also increase employee 
motivation and loyalty, so they are more enthusiastic in carrying out their duties. 

This finding aligns with research by Elisabeth et al., which shows that transformational leadership 
has a positive and significant impact on job satisfaction. Transformational leaders who are able to 
provide vision, inspiration, and attention to the individual needs of their subordinates can increase job 
satisfaction. Furthermore, supportive, communicative, and individual-development-oriented leadership 
behaviors can increase job satisfaction, particularly in the education sector [16]. 

The relationship between leadership style and job satisfaction can also be explained through the 
Two Factor Theory developed by Frederick Herzberg. In this theory, leadership style falls into the 
category of hygiene factors, namely external factors that do not directly create satisfaction, but are 
crucial in preventing dissatisfaction in the workplace. When leaders demonstrate supportive behavior, 
provide clear direction, maintain effective communication, and pay attention to the needs of 
subordinates, these conditions will create a sense of security, comfort, and appreciation for employees. 
A work environment free from pressure and intimidation allows motivating factors such as achievement, 
recognition, and self-development to function optimally, resulting in employee satisfaction. 

 
3.3.5 Work Communication on Job Satisfaction 

Based on the results of the hypothesis testing, it was found that work communication has a 
positive and significant effect on job satisfaction among employees of the Ogan Komering Ilir Regency 
DPRD Secretariat. This indicates that effective communication between employees and between leaders 
and subordinates can create a harmonious work atmosphere, strengthen mutual trust, and increase 
comfort in the workplace. When communication in the workplace runs well, information can be 
conveyed clearly, conflict can be minimized, and each employee feels valued and involved in the 
organizational process. 

This is in line with research by Ramirez-Lozano et al., who found that in a family business 
environment in Peru, employee productivity and satisfaction levels increased when there was good 
communication between leaders and their subordinates [17]. Similar results were also found in research 
by Pirrotta et al. in the public sector, which showed that the quality of internal communication was an 
important factor in the Job Demands-Resources model. Clear, inclusive, and respectful communication 
has been shown to improve employee well-being and job satisfaction. The study also confirmed that 
employees tend to have positive perceptions of the organization when they feel heard, given the 
opportunity to express their opinions, and receive relevant and transparent information. Thus, open, two-
way, and participatory work communication plays an important role in increasing job satisfaction 
because it creates a healthy work climate, strengthens professional relationships, and fosters a sense of 
belonging to the organization [18]. 

This condition creates a stable work climate and supports the psychological well-being of 
employees, so that motivating factors such as enthusiasm, commitment, and feelings can grow more 
optimally. In the Secretariat of the Ogan Komering Ilir Regency DPRD, effective communication 
patterns appear to be able to reduce the potential for dissatisfaction while strengthening job satisfaction, 
in accordance with what Herzberg described that well-managed hygiene factors are an important 
foundation for creating employee satisfaction in the organization. 

 
3.3.6 Job Satisfaction as an Intervening Variable between Leadership Style and Performance 

Based on the results of hypothesis testing, it is known that job satisfaction acts as an intervening 
variable between leadership style and employee performance at the Secretariat of the Ogan Komering 
Ilir Regency DPRD. This indicates that job satisfaction can bridge the relationship between leadership 
style and improved employee performance. Employees who feel support, fairness, and recognition from 
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their superiors tend to have a high level of job satisfaction, which ultimately encourages motivation and 
work enthusiasm in achieving organizational targets. A conducive work environment and a harmonious 
relationship between leaders and subordinates are important factors in bridging the influence of 
leadership on employee performance. 

The relationship between leadership style, job satisfaction, and employee performance can be 
explained through Herzberg's Two Factor Theory, where leadership style is a hygiene factor that does 
not directly lead to satisfaction, but is crucial in preventing job dissatisfaction. A leadership style that is 
less supportive, inconsistent, or lacking in attention can reduce employee well-being and ultimately 
increase job satisfaction. Conversely, when leaders are able to provide support, clear direction, and 
appreciation to employees, these hygiene factors are met and create a stable work environment that 
allows motivating factors such as achievement and responsibility to develop. Thus, an effective 
leadership style contributes to job satisfaction, which then bridges the influence of leadership style on 
improving employee performance. 

 
4. CONCLUSION 

This study examined the relationships among leadership style, work communication, job 
satisfaction, and employee performance. The findings indicate that work communication has a positive 
and significant effect on employee performance, while leadership style has a significant negative effect 
on employee performance. In addition, leadership style and work communication significantly influence 
job satisfaction, and job satisfaction positively affects employee performance. The results also reveal 
that job satisfaction mediates the relationships between leadership style and employee performance as 
well as between work communication and employee performance. These findings highlight the 
importance of effective workplace communication and employee job satisfaction in improving 
performance outcomes. Practically, organizations should strengthen communication mechanisms and 
implement policies that enhance employee satisfaction. Future research is recommended to investigate 
additional variables, such as organizational culture, work motivation, or organizational commitment, to 
provide a more comprehensive understanding of employee performance. 
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