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Abstract

Purpose: This study aims to analyze the influence of leadership style, work discipline, and work
motivation on employee performance through employee satisfaction as an intervening variable.
Research Methodology: This study used a quantitative approach. The population and sample
consisted of 71 respondents, namely, Kaimana Regency Education, Youth, and Sports Department
employees. Multiple linear regression and the Sobel test were used for data analysis.
Results: Leadership style, work discipline, and work motivation positively and significantly influ-
ence employee performance, both directly and indirectly through employee satisfaction.
Conclusions: The study concludes that leadership style, work discipline, and work motivation have
positive and significant effects on employee performance at the Kaimana Regency Education, Youth,
and Sports Office. Additionally, employee satisfaction acts as an intervening variable, positively
influencing performance and enhancing the impact of leadership, discipline, and motivation on
employee outcomes.
Limitations: This study is limited to employees of the Education, Youth, and Sports Office in
Kaimana Regency, which may restrict the generalizability of the findings. The research also relies
on cross-sectional data and self-reported measures, which may be subject to bias or temporal
limitations.
Contributions: The research provides empirical evidence on the importance of leadership, dis-
cipline, and motivation in improving employee performance, highlighting the mediating role of
employee satisfaction. These findings can guide organizational strategies, HR policies, and leader-
ship development programs in similar public sector institutions.
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1. Introduction

An employee’s performance plays a crucial role in an organization because each employee’s performance
represents an achievement for their performance in each organizational function, and in turn, the perfor-
mance of these organizational functions contributes to the achievement of organizational performance
(Satria, 2021). Organizations or agencies believe that achieving excellence requires striving for the
highest possible performance. However, once established within an agency, the agency must meet the
needs of its employees (Winarko & Purnomo, 2023). Performance evaluation is part of an internal control
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system that aims to identify critical issues faced in the implementation of performance-based governance
and determine the level of achievement of performance targets (Solihin, 2021).

The evaluation is supported by assessment and evaluation tools in accordance with the standards and
norms of laws and regulations. Knowing the problems and levels of achievement will facilitate the
continuous redesign of implementation strategies until the desired results are achieved (Sinta & Purnomo,
2023; Wijayanto & Purnomo, 2023). Performance evaluation is conducted in terms of the level of
success/failure by comparing the realization with the target for each predetermined performance indicator.

Motivation is crucial for improving work effectiveness, and highly motivated individuals strive to achieve
their goals (Hairul et al., 2024). Empirically, motivation has been shown to have a strong, positive,
and significant impact on employees; the better the motivation, the better the performance (Eladira
et al., 2024; Udodiugwu et al., 2024). A person is said to be motivated when they have a strong reason
to achieve their desires. This aligns with the research conducted by Anita et al. (2023) and Syafrizal
et al. (2024) which showed that work motivation has a positive and significant impact on employee
performance.

Work discipline is crucial for organizational growth and is primarily used to motivate employees to
discipline themselves in carrying out their work, both individually and in groups. Discipline is also
beneficial for educating employees to comply with and appreciate existing regulations, procedures, and
policies, resulting in high-performance (Adil et al., 2025; Sanjaya et al., 2024). Work discipline fosters
passion and enthusiasm for work and promotes the achievement of organizational goals. Employees with
high morale feel that they are included in the organization’s goals and that their efforts are recognized and
appreciated (Ichdan, 2024; Kurbani et al., 2023). Employees with high morale exhibit positive attitudes
such as loyalty, joy, cooperation, pride, and adherence to obligations. This is in line with research
conducted by Afrilia (2023) and Fernando and Surjandari (2022) which shows that work discipline has a
positive and significant effect on employee performance.

Based on the results of the researcher’s observations, performance at the Education, Youth, and Sports
Agency of Kaimana Regency (West Papua) has decreased due to the quantity and quality of employee
performance being less than optimal. This results in the failure to achieve targets set by their superiors. To
achieve employee synergy, coaching through re-evaluation by leadership is necessary to place employee
competencies in accordance with the field of work in an effort to improve employee performance. The
lack of the best coaching provided to employees to stimulate their enthusiasm to achieve agency goals.

2. Literature Review & Hypotthesis Development

2.1 Leadership Style
Leadership plays a crucial role in organizations. Leadership encompasses all activities designed to
influence people to work together to achieve a shared goal (Cahyani & Yunus, 2018). Effective leadership
can motivate employees to be more engaged, productive, and committed to organizational objectives.
Leaders serve as role models, shaping the culture and work environment through their behavior, decision-
making, and communication style (Hendrarso et al., 2025; Rachman et al., 2025).

A leader’s style influences how tasks are delegated, how feedback is provided, and how team cohesion is
built. Transformational leaders, for instance, inspire employees by creating a shared vision, fostering
innovation, and recognizing individual contributions (Abenoja et al., 2025; Nugraheni et al., 2025). In
contrast, transactional leadership focuses on structured procedures, performance monitoring, and reward
systems. Understanding leadership style is therefore essential to enhancing organizational performance
and employee satisfaction (Fahrizal et al., 2025).

Moreover, leadership affects not only the operational aspects of the organization but also employees’
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psychological states. Good leadership reduces work-related stress, encourages proactive behavior, and
promotes a positive workplace climate (Bantilan et al., 2024). Leaders who maintain open communication
and support their employees help foster loyalty, trust, and long-term commitment to the organization. This
demonstrates why leadership is considered a foundational factor in achieving sustainable organizational
success (Alfian et al., 2024).

2.2 Work Discipline
Work discipline is a positive attitude and action demonstrated by individuals, such as respecting, appreci-
ating, and adhering to the organization’s regulations, both written and unwritten, as well as the ability
to implement them and accept all consequences (Siswanto & Baehaki, 2021). Employees with strong
discipline are consistent in their performance, punctual, and responsible in completing tasks, which
directly contributes to organizational efficiency. Discipline serves as the foundation for order, reliability,
and accountability within an organization (Ichdan, 2024).

Discipline also fosters a culture of professionalism and integrity. When employees follow organizational
rules and guidelines, they minimize errors, reduce conflicts, and create a predictable and stable work
environment. Moreover, disciplined employees demonstrate commitment not only to tasks but also to
ethical standards, workplace safety, and collaborative behaviors. This alignment with organizational
expectations ensures that goals are met systematically (Hendrarso et al., 2025).

In practice, work discipline is influenced by both internal and external factors. Personal values, motiva-
tion, and awareness of consequences shape self-discipline, while organizational policies, supervision,
and performance appraisal systems reinforce adherence. Therefore, maintaining and improving work
discipline requires continuous training, clear communication of rules, and consistent enforcement by
leadership, ensuring employees understand the importance of discipline for achieving both individual
and organizational success (Sanjaya et al., 2024).

2.3 Work Motivation
According to (Anita et al., 2023), work motivation is a condition that influences the generation, direction,
and maintenance of behavior related to the work environment. Motivation is a key determinant of
employee performance because it drives individuals to set goals, persist through challenges, and seek
higher levels of achievement. Highly motivated employees exhibit initiative, creativity, and a willingness
to take responsibility for their work outcomes.

Motivation can be classified into intrinsic and extrinsic types. Intrinsic motivation arises from internal
factors such as personal growth, satisfaction from completing tasks, and the sense of accomplishment.
Extrinsic motivation is shaped by external rewards such as salary, promotions, recognition, and other tan-
gible benefits. A combination of both types of motivation often results in optimal employee engagement
and productivity (Satria, 2021).

Organizations can enhance work motivation by creating a supportive work environment, offering opportu-
nities for professional development, and providing clear pathways for career advancement. Leaders play
a critical role in fostering motivation through coaching, mentoring, and establishing performance-based
incentives. Understanding employee motivation helps organizations design policies that align individual
needs with organizational goals, ultimately improving overall performance (Akhirudin & Purnomo,
2023).

2.4 Employee Satisfaction
According to (Siswanto & Baehaki, 2021), job satisfaction is an emotional attitude in the form of feelings
that arise from a person who enjoys and loves their job. Employee satisfaction reflects how content
employees are with their roles, responsibilities, and the work environment. Satisfied employees are more
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likely to be engaged, productive, and committed, reducing turnover and fostering a positive organizational
climate (Akhirudin & Purnomo, 2023).

Factors influencing employee satisfaction include leadership style, work discipline, work motivation,
organizational culture, compensation, and interpersonal relationships (Sinta & Purnomo, 2023). For
instance, employees who feel recognized, fairly treated, and supported in their professional development
tend to experience higher satisfaction. Moreover, employee satisfaction is closely linked to psychological
well-being, job involvement, and organizational loyalty (Purnamasari & Riyadi, 2023).

Enhancing employee satisfaction requires both organizational strategies and managerial efforts. Organi-
zations must ensure fair policies, transparent communication, and a supportive environment. Leaders
who provide constructive feedback, recognize achievements, and encourage teamwork further strengthen
satisfaction. Ultimately, high employee satisfaction contributes not only to individual well-being but also
to organizational effectiveness and competitive advantage (Kuswanti & Purnomo, 2023).

2.5 Employee Performance
Performance is the successful achievement of a full-fledged job by an individual or group through their
actions (Cahyani & Yunus, 2018). It can also be determined by the quality and quantity of work results
achieved by an employee in carrying out their duties according to assigned responsibilities. Employee
performance is a critical indicator of organizational productivity, efficiency, and goal attainment.

Performance is influenced by various factors, including leadership, discipline, motivation, job satisfaction,
skills, and organizational support. Employees who receive clear guidance, adequate resources, and
positive reinforcement are more likely to perform optimally. Regular performance evaluation ensures
alignment with organizational objectives and identifies areas for improvement (Sinta & Purnomo, 2023).

Furthermore, employee performance is not only about completing tasks but also about contributing to
organizational development through innovation, problem-solving, and collaboration. High-performing
employees demonstrate commitment, accountability, and continuous improvement, creating a foundation
for organizational success. Measuring and enhancing performance remains a central task for both
managers and human resource professionals to achieve strategic objectives (Wijayanto & Purnomo,
2023).

2.6 Hypothesis Development
Based on the literature reviewed above, the following hypotheses are proposed:

H1: It is suspected that the Leadership Style variable has a direct effect on Employee Performance
at the Education, Youth and Sports Office of Kaimana Regency.

H2: It is suspected that Work Discipline has a direct effect on Employee Performance at the
Education, Youth, and Sports Office of Kaimana Regency.

H3: It is suspected that the Work Motivation variable affects Employee Performance at the Educa-
tion, Youth, and Sports Office of Kaimana Regency.

H4: It is suspected that the Leadership Style variable affects Employee Satisfaction at the Education,
Youth, and Sports Office of Kaimana Regency.

H5: It is suspected that Work Discipline has a direct effect on Employee Satisfaction at the
Education, Youth, and Sports Office of Kaimana Regency.

H5: It is suspected that the Work Motivation variable has a direct effect on Employee Satisfaction
at the Education, Youth, and Sports Office of Kaimana Regency

H7: It is suspected that Employee Satisfaction has a direct effect on Employee Performance at the
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Education, Youth, and Sports Office of Kaimana Regency.

3. Methodology

3.1 Variable Identification and Measurement
Four research variables were used: independent, dependent, and intervening. The independent variables
included leadership, work discipline, and work motivation. The dependent variable was employee
performance. The intervening variable included employee satisfaction (ES).

3.2 Population and Sample
The population in this study was all employees at the Education, Youth, and Sports Office of Kaimana
Regency, totaling 71 people. According to Arikunto (2012:104), if the population is less than 100 people,
then the sample size is taken as a whole. Based on this study, because the population size is not greater
than 100 respondents, the sample in the study is the entire population; thus, the number of samples is
the same as the population size (census or saturated sample), namely, 71 respondents at the Education,
Youth, and Sports Office of Kaimana Regency.

3.3 Analysis Method
The data analysis method used was Partial Least Squares (PLS). PLS is a new analytical technique
pioneered by Herman World. PLS is commonly referred to as US soft modeling. With PLS, structural
equations can be modeled with relatively small sample sizes, eliminating the need for multivariate
normality assumptions. The measurement model was used to test the validity and reliability of the
measuring instrument, and the structural model was used to test causal relationships. PLS path modeling
was developed as an alternative to Structural Equation Modeling (SEM) with a weak theoretical basis.

4. Results and Discussion

4.1 Results
To determine the magnitude of the influence of the leadership style variables (X1), work discipline (X2),
and work motivation (X3) on employee performance (Y) through job satisfaction (Z), the magnitude of
determination (R2) can be seen in the following table:

4.1.1 Coefficient of Determination (R2) Model 1

Table 1. Coefficient of Determination (R2) Model 1

Model R R Square Adjusted R Square Std. Error of the Estimate
1 0.735 0.615 0.610 1.66109

Based on Table 1, the R-square value of 0.615, it means that 61.5% of the variation in changes in
employee performance is caused by the variable factors of leadership style (X1), work discipline (X2),
work motivation (X3), and job satisfaction as a moderating variable (Z).

4.1.2 Model Summary

Table 2. Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate
1 0.923 0.810 0.806 1.73597

a. Predictors: (Constant), Work motivation, Discipline Work, Leadership Style
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Based on Table 2, the R square table of 0.810, it means that 81% of the variation in changes in job
satisfaction is caused by leadership style factors (X1), work discipline (X2), and work motivation (X3).

4.1.3 F Test Model 1 (ANOVA)

Table 3. ANOVAa

Model Sum of Squares df Mean Square F Sig.
Regression 48.162 4 12.041 33.138 0.020
Residual 253.275 66 3.837
Total 301.437 70

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Job Satisfaction, Discipline Work, Work Motivation, Leadership Style

Based on Table 3, the calculated F value is 33.138 with a significance level of 0.020, it is concluded that
leadership style (X1), work discipline (X2), work motivation (X3) and Job Satisfaction (Z) have a joint
(simultaneous) influence on Employee Performance (Y).

4.1.4 F Test Model 2 (ANOVA)

Table 4. ANOVAa - Model 2

Model Sum of Squares df Mean Square F Sig.
Regression 24.484 3 8.161 3.014 0.025
Residual 201.910 67 2.708
Total 226.394 70

a. Dependent Variable: Job Satisfaction
b. Predictors: (Constant), Work Motivation, Work Discipline, Leadership Style

Based on Table 4, the calculated F value is 3.014 with a significance level of 0.025. It was concluded
that leadership style (X1), work discipline (X2), and work motivation (X3) have a joint (simultaneous)
influence on Job Satisfaction (Z).

4.1.5 t Test Model 1 (Coefficients)

Table 5. Coefficientsa - Model 1

Model Beta Standardized Coefficients t Sig.
(Constant) 6.394 4.422 1.446 0.153
Leadership Style 0.172 0.148 0.155 2.163 0.049
Work Discipline 0.073 0.149 0.059 2.488 0.027
Work Motivation 0.076 0.155 0.063 2.490 0.025
Job Satisfaction 0.319 0.138 0.277 2.317 0.024

a. Dependent Variable: Employee Performance

Based on Table 5, leadership style has a t-value of 2.163 with a sig. 0.049, meaning that leadership
style has a positive and significant effect on employee performance. Work discipline had a t-value of
2.488 with a sig. 0.027, indicating that work discipline has a positive and significant effect on employee
performance. Work motivation had a t-value of 2.490 with a sig. 0.025, indicating that work motivation
has a positive and significant effect on employee performance. Job satisfaction had a t-value of 2.317
with a sig. 0.024, indicating that job satisfaction has a positive and significant effect on employee
performance.
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4.1.6 t Test Model 2 (Coefficients)

Table 6. Coefficientsa - Model 2

Model Beta Standardized Coefficients t Sig.
(Constant) 9.645 3.737 1.145 0.256
Leadership Style 0.143 0.130 0.149 2.100 0.025
Work Discipline 0.178 0.130 0.165 2.365 0.017
Work Motivation 0.156 0.136 0.148 2.581 0.012

a. Dependent Variable: Job Satisfaction

Based on Table 6, leadership style has a t-value of 2.100 with a sig. 0.025, indicating that leadership
style has a positive and significant effect on job satisfaction. Work discipline had a t-value of 2.365 with
a sig. 0.017, indicating that work discipline has a positive and significant effect on job satisfaction. Work
motivation had a t-value of 2.581 with a sig. 0.012, indicating that work motivation has a positive and
significant effect on job satisfaction.

4.2 Discussion
Based on the results of the presented hypothesis, the SEM-PLS model meets the evaluation criteria
of the measurement and structural models. The explanation of the relationship between latent and the
relationship between indicators and their latent is as follows:

4.2.1 The Influence of Leadership Style on Employee Performance
The t-test table shows a calculated t-value of 2.163 with a significance level of 0.049 < (0.05), indicating
that leadership style has a positive and significant effect on employee performance. This is because a
good leadership style improves employee performance. A good leader serves as a good example for their
employees and vice versa. The results of this study are supported by the research of Indrasari (2017)
and Cahyani and Yunus (2018) which show that leadership style has a positive and significant effect on
employee performance.

4.2.2 The Influence of Work Discipline on Employee Performance
The t-test table shows a calculated t-value of 2.488 with a significance level of 0.027 < α = 0.05,
indicating that work discipline has a positive and significant effect on employee performance. This
is because company regulations foster employee work discipline, which, in turn, improves employee
performance. The results of this study are supported by research by Windayati and Sinta (2020) which
shows that work discipline has a positive and significant effect on employee performance.

4.2.3 The Influence of Work Motivation on Employee Performance
The t-test table shows a calculated t-value of 2.490 with a significance level of 0.025 < α = 0.05,
indicating that work motivation has a positive and significant effect on employee performance. This
is because salary and income meet expectations, a favorable work environment and conditions, and
supportive colleagues and superiors can foster high work motivation among employees. The results of
this study are supported by research by Dunan and Gunawan (2023), which shows that work motivation
has a positive and significant effect on employee performance.

4.2.4 The Influence of Leadership Style on Employee Satisfaction
The t-test table shows a calculated t-value of 2.100 with a significance level of 0.025 < α = 0.05,
indicating that leadership style has a positive and significant effect on employee satisfaction. This is
because leadership style is more about how leaders direct employees. Employee satisfaction can be
achieved when a leader can effectively direct their employees. These results are supported by Mukmin
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and Prasetyo (2021), who showed that leadership style has a positive and significant effect on employee
satisfaction.

4.2.5 The Influence of Work Discipline on Employee Satisfaction
The t-test table shows a t-value of 2.365 with a significance level of 0.017, indicating that work discipline
positively and significantly affects employee satisfaction. This is because employee work discipline
results in good work for each individual, thus fostering employee satisfaction, where they are satisfied
with the results of their work. The results of this study are supported by Putri and Maulida (2020) who
showed that work discipline has a positive and significant effect on employee satisfaction.

4.2.6 The Influence of Work Motivation on Employee Satisfaction
The t-test table shows a t-value of 2.581 with a significance of 0.012, indicating that work motivation
positively and significantly affects employee satisfaction. This is because the work motivation provided
by the company, in the form of salary, comfortable environmental facilities, good co-workers, and
leadership, contributes to employee satisfaction. These results are supported by research showing that
work motivation positively and significantly affects employee satisfaction (Indrasari et al., 2018).

4.2.7 The Influence of Employee Satisfaction on Employee Performance
The t-test table shows a t-value of 2.317 with a significance of 0.024, indicating that employee satisfaction
positively and significantly affects employee performance. This is because employee satisfaction stems
from the work motivation provided by the company, work discipline fostered by accountability, and
company regulations, which can improve employee performance. The results of this study are supported
by research by Cahyani and Yunus (2018) who showed that work motivation has a positive and significant
effect on employee satisfaction.

5. Conclusions

Leadership style has a positive and significant effect on employee performance at the Kaimana Regency
Education, Youth and Sports Office. Similarly, work discipline and work motivation also have a
positive and significant effect on employee performance at the same office. In addition, leadership style
positively and significantly influences employee satisfaction, as do work discipline and work motivation.
Furthermore, employee satisfaction itself has a positive and significant effect on employee performance
at the Kaimana Regency Education, Youth and Sports Office.
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