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Abstract

This study aims to analyze the optimization of employee performance through leadership,
work motivation, and job satisfaction at @nlangitmobilofficial. Employee performance is a
critical factor in achieving organizational effectiveness and competitiveness, particularly in
the service and automotive business sector. This research adopts a quantitative approach using
a survey method, with data collected through structured questionnaires distributed to
employees of @nlangitmobilofficial. The data were analyzed using statistical techniques to
examine the influence of leadership, work motivation, and job satisfaction on employee
performance. The results indicate that leadership and work motivation have a significant
positive effect on job satisfaction, which in turn contributes to improved employee
performance. Furthermore, leadership and work motivation also directly influence employee
performance. These findings highlight the importance of effective leadership practices and
motivational strategies in fostering job satisfaction and enhancing employee performance.
This study provides practical implications for management in designing human resource
policies aimed at optimizing employee performance and supporting sustainable organizational
growth.
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Introduction

Employee performance is widely recognized as a fundamental determinant of
organizational success, sustainability, and competitiveness in today’s dynamic business
environment. Organizations operating in service-oriented and automotive-related industries are
required to continuously improve the quality, productivity, and effectiveness of their human
resources in order to respond to increasing market competition, technological advancements,
and changing customer expectations. High-performing employees not only contribute to
operational efficiency but also play a strategic role in enhancing service quality, customer
satisfaction, and organizational reputation [1], [2].

In the context of human resource management, employee performance is not merely the
result of individual ability, but also the outcome of managerial practices, organizational climate,
and psychological conditions experienced by employees in the workplace. Previous studies
emphasize that leadership, work motivation, and job satisfaction are among the most influential
factors affecting employee performance across various organizational settings [3], [4].
Effective leadership provides direction, inspiration, and support for employees, while
motivation serves as an internal driving force that encourages individuals to perform optimally.
Job satisfaction, on the other hand, reflects employees’ emotional responses to their work and
organizational environment, which can significantly influence their attitudes and behaviors at
work [5].

Leadership is a critical managerial function that directly shapes employee behavior and
performance. Leaders are responsible for setting goals, communicating expectations, and
creating an environment that enables employees to achieve both individual and organizational
objectives. Transformational and participative leadership styles, in particular, have been shown
to positively influence employee engagement, commitment, and performance [6]. Leaders who
demonstrate vision, integrity, and concern for employee development are more likely to foster
trust and cooperation within the organization, thereby enhancing overall performance outcomes
[7]. Conversely, ineffective leadership practices may lead to low morale, reduced motivation,
and declining performance levels.

Work motivation is another key factor influencing employee performance. Motivation
refers to the internal and external forces that initiate, direct, and sustain work-related behavior
[8]. Motivated employees tend to exert greater effort, display higher persistence, and
demonstrate stronger commitment to organizational goals. Classical motivation theories, such
as Maslow’s hierarchy of needs, Herzberg’s two-factor theory, and McClelland’s theory of
needs, provide a theoretical foundation for understanding how motivation influences employee
behavior and performance [9], [10]. Empirical evidence suggests that both intrinsic motivation
(such as recognition, achievement, and personal growth) and extrinsic motivation (such as
compensation and job security) play important roles in enhancing employee performance [11].

Job satisfaction represents an employee’s overall evaluation of their job and work
environment. It encompasses various aspects, including satisfaction with compensation,
supervision, coworkers, working conditions, and career development opportunities [12]. Job
satisfaction is closely associated with positive work attitudes, such as organizational
commitment and job involvement, which in turn influence employee performance and retention
[13]. Employees who are satisfied with their jobs are more likely to demonstrate higher
productivity, lower absenteeism, and stronger loyalty to the organization [14]. In contrast, low
levels of job satisfaction may result in decreased performance, higher turnover intentions, and
negative workplace behaviors.

The interrelationship between leadership, work motivation, job satisfaction, and
employee performance has been widely examined in the human resource management
literature. Several studies indicate that leadership and motivation not only have a direct effect
on employee performance, but also indirectly influence performance through job satisfaction
[15], [16]. Effective leadership practices can enhance employees’ motivation and satisfaction,
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which subsequently leads to improved performance outcomes. Similarly, motivated employees
who experience high levels of job satisfaction are more likely to perform their tasks effectively
and contribute positively to organizational goals [17].

Despite extensive research on these variables, there remains a need for context-specific
studies that examine their influence within particular organizational and industry settings. The
automotive and service business sector, characterized by high customer interaction and
performance-based competition, requires employees to maintain high levels of professionalism,
responsiveness, and service quality. In such an environment, leadership effectiveness,
employee motivation, and job satisfaction become increasingly important determinants of
performance [18]. However, empirical studies focusing on small to medium-sized automotive-
related enterprises, particularly in developing country contexts, are still limited.

(@nlangitmobilofficial, as a business entity operating in the automotive-related service
sector, relies heavily on employee performance to deliver quality services and maintain
customer satisfaction. The organization faces challenges related to managing human resources
in a competitive market, including maintaining employee motivation, ensuring job satisfaction,
and implementing effective leadership practices. Understanding how leadership, work
motivation, and job satisfaction influence employee performance in this organizational context
is essential for developing appropriate human resource strategies and managerial interventions.

This study aims to analyze the optimization of employee performance through leadership,
work motivation, and job satisfaction at (@nlangitmobilofficial. By adopting a quantitative
approach, this research seeks to empirically examine the direct and indirect effects of leadership
and work motivation on employee performance, with job satisfaction considered as a key
explanatory factor. The findings of this study are expected to contribute to the existing literature
on human resource management by providing empirical evidence from the automotive service
sector, as well as offering practical insights for managers in designing leadership approaches
and motivational strategies that enhance job satisfaction and employee performance.

From a theoretical perspective, this study integrates leadership theory, motivation theory,
and job satisfaction models to explain employee performance behavior in an organizational
setting. From a practical standpoint, the results can serve as a reference for organizational
leaders and human resource practitioners in improving managerial effectiveness and optimizing
employee performance. Moreover, this study supports the broader objective of sustainable
organizational development by emphasizing the importance of human capital management as a
strategic asset [19], [20].

In conclusion, employee performance remains a critical issue for organizations seeking
to achieve long-term success in a competitive business environment. Leadership, work
motivation, and job satisfaction are essential factors that shape employee attitudes and
behaviors at work. By examining these variables within the context of @nlangitmobilofficial,
this study provides valuable insights into how organizations can optimize employee
performance through effective leadership and human resource management practices.
Literature Review
Employee Performance

Employee performance refers to the level of achievement demonstrated by employees in
carrying out their tasks and responsibilities in accordance with organizational goals and
standards. Performance is commonly measured through indicators such as work quality,
productivity, timeliness, effectiveness, and commitment to work outcomes [1]. In human
resource management literature, employee performance is viewed as a multidimensional
construct influenced by both individual and organizational factors. High employee performance
contributes directly to organizational effectiveness, service quality, and competitive advantage,
particularly in service-oriented industries where employees interact intensively with customers

[2].
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Several studies emphasize that employee performance is not solely determined by
technical skills or competencies, but also by psychological and behavioral aspects such as
motivation, satisfaction, and leadership support [3]. Employees who perceive a supportive work
environment and effective leadership tend to demonstrate higher levels of engagement and
performance. Therefore, understanding the determinants of employee performance is essential
for organizations seeking sustainable growth.

Leadership and Employee Performance

Leadership plays a central role in shaping employee attitudes, behaviors, and performance
outcomes. Leadership can be defined as the ability to influence, motivate, and enable others to
contribute toward organizational success [15]. Effective leaders provide clear direction,
establish trust, and create an environment that encourages employees to perform at their best.
Transformational leadership theory highlights the importance of vision, inspiration, intellectual
stimulation, and individualized consideration in enhancing employee performance [6].

Empirical studies consistently report a positive relationship between leadership and
employee performance. Leaders who demonstrate supportive and participative behaviors are
more likely to foster employee commitment and willingness to exert extra effort [7].
Conversely, poor leadership practices may result in reduced motivation, low morale, and
declining performance levels. In service and automotive-related businesses, leadership
effectiveness is particularly critical due to the need for coordination, service excellence, and
rapid response to customer demands [18].

Work Motivation and Employee Performance

Work motivation refers to the internal and external forces that drive individuals to act,
persist, and perform work-related activities [8]. Motivation theories such as Maslow’s hierarchy
of needs, Herzberg’s two-factor theory, and McClelland’s theory of needs provide a theoretical
foundation for understanding how motivation influences employee behavior and performance
[9], [10]. These theories suggest that employees are motivated not only by financial rewards,
but also by psychological needs such as recognition, achievement, and self-development.

Previous research indicates that motivated employees tend to show higher levels of
productivity, creativity, and commitment to organizational goals [11]. Both intrinsic motivation
(e.g., personal growth and job satisfaction) and extrinsic motivation (e.g., compensation and
job security) have been found to significantly influence employee performance. In competitive
business environments, organizations must implement effective motivational strategies to
maintain employee enthusiasm and performance consistency [3].

Job Satisfaction and Employee Performance

Job satisfaction represents an employee’s emotional and cognitive evaluation of their job
experiences. It reflects the degree to which employees feel content with various aspects of their
work, including supervision, compensation, work conditions, and career opportunities [12]. Job
satisfaction is widely recognized as a key predictor of positive work attitudes and behaviors,
such as organizational commitment and performance [13].

Studies have shown that employees with high levels of job satisfaction are more likely to
demonstrate better performance, lower absenteeism, and stronger loyalty to the organization
[14]. Conversely, dissatisfaction may lead to reduced performance, increased turnover
intention, and negative workplace behaviors. In service-based organizations, job satisfaction is
particularly important as it influences how employees interact with customers and deliver
services.
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The Relationship between Leadership, Work Motivation, Job Satisfaction, and Employee
Performance

The interrelationship between leadership, work motivation, job satisfaction, and
employee performance has been widely explored in organizational behavior and human
resource management literature. Leadership and motivation are often identified as antecedents
of job satisfaction, which in turn influences employee performance [15], [16]. Effective
leadership practices can enhance employee motivation and create a positive work environment,
leading to higher job satisfaction and improved performance outcomes.

Several empirical studies suggest that leadership and work motivation have both direct
and indirect effects on employee performance, with job satisfaction acting as an important
explanatory variable [17]. Employees who are motivated and satisfied with their jobs are more
likely to demonstrate high performance and contribute positively to organizational objectives.
This integrated perspective highlights the importance of aligning leadership practices and
motivational strategies with employee needs to optimize performance.

In the context of automotive-related service businesses, where performance is closely
linked to service quality and customer satisfaction, understanding these relationships is crucial.
Organizations such as @nlangitmobilofficial require effective leadership, strong employee
motivation, and high job satisfaction to maintain performance standards and remain competitive
in the market. Therefore, examining these variables simultaneously provides a comprehensive
understanding of the factors influencing employee performance.

Research Methodology
Research Design

This study adopts a quantitative research design to examine the influence of leadership,
work motivation, and job satisfaction on employee performance at @nlangitmobilofficial. A
quantitative approach is appropriate as it allows for objective measurement and statistical
analysis of the relationships among the research variables. The study employs a cross-sectional
survey method, where data are collected at a single point in time to capture employees’
perceptions of leadership, motivation, job satisfaction, and performance.

Population and Sample

The population of this study consists of all employees working at @nlangitmobilofficial.
Given the relatively manageable population size, a census or saturated sampling technique is
applied, in which all employees are included as research respondents. This approach ensures
comprehensive representation and minimizes sampling bias. The sample size meets the
minimum requirement for statistical analysis in quantitative research, ensuring the reliability
and validity of the findings.

Research Variables and Measurement

This study involves four main variables: leadership, work motivation, job satisfaction,
and employee performance. Leadership is measured using indicators related to leadership
behavior, communication, decision-making, and support provided by supervisors. Work
motivation is measured through intrinsic and extrinsic motivation indicators, including
recognition, achievement, compensation, and job security. Job satisfaction is measured using
indicators related to satisfaction with work itself, supervision, compensation, coworkers, and
working conditions. Employee performance is measured based on indicators such as work
quality, productivity, timeliness, and responsibility.

All measurement items are adapted from established scales in previous studies to ensure
content validity. Responses are measured using a five-point Likert scale, ranging from 1
(strongly disagree) to 5 (strongly agree).
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Data Collection Technique

Primary data are collected through structured questionnaires distributed directly to
employees of @nlangitmobilofficial. Prior to data collection, respondents are informed about
the purpose of the study and assured of the confidentiality and anonymity of their responses.
Secondary data are obtained from organizational documents and relevant literature to support
the analysis and interpretation of the findings.

Data Analysis Method

The collected data are analyzed using statistical analysis techniques. Descriptive statistics
are employed to describe respondent characteristics and variable distributions. Inferential
statistical analysis is conducted to test the research hypotheses and examine the relationships
among variables. Multiple regression analysis is used to analyze the direct effects of leadership,
work motivation, and job satisfaction on employee performance. Validity and reliability tests
are conducted to ensure the quality of the research instrument. All data analyses are performed
using statistical software.

Ethical Considerations

This study adheres to ethical research principles. Participation in the study is voluntary,
and respondents provide informed consent prior to completing the questionnaire. The
confidentiality of respondent information is strictly maintained, and the collected data are used
solely for academic research purposes.

Research Ethics

This study was conducted in accordance with generally accepted ethical standards in
social science research. Ethical considerations were applied throughout all stages of the
research process to ensure the protection of participants’ rights, dignity, and well-being. Prior
to data collection, all respondents were informed about the purpose of the study, the voluntary
nature of their participation, and their right to withdraw at any time without any consequences.

Informed consent was obtained from all participants before they completed the
questionnaire. Respondents were assured that their responses would be kept confidential and
anonymous, and no personally identifiable information was collected or disclosed. The data
obtained from this study were used solely for academic and research purposes.

Furthermore, this research avoided any form of coercion, deception, or misrepresentation.
The research instruments were designed to ensure clarity, neutrality, and respect for
participants. Data analysis and reporting were conducted honestly and objectively, without
manipulation or fabrication of results. By adhering to these ethical principles, this study ensures
the credibility, integrity, and trustworthiness of the research findings.

Results
Respondent Characteristics

The respondents in this study consist of employees of (@nlangitmobilofficial who
participated voluntarily in completing the research questionnaire. Based on descriptive analysis,
the respondents represent various demographic backgrounds, including differences in age,
gender, educational level, and length of employment. This diversity provides a comprehensive
overview of employee perceptions regarding leadership, work motivation, job satisfaction, and
performance within the organization.

Descriptive Analysis of Research Variables

Descriptive statistical analysis indicates that leadership at (@nlangitmobilofficial is
perceived positively by employees. Most respondents agree that leaders demonstrate clear
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direction, effective communication, and supportive behavior in carrying out managerial
responsibilities. This finding suggests that leadership practices within the organization
contribute to a conducive working environment.

Work motivation is also perceived at a relatively high level. Employees indicate that both
intrinsic factors, such as recognition and achievement, and extrinsic factors, such as
compensation and job security, play an important role in encouraging them to perform their
tasks effectively. This result reflects the importance of motivational strategies in maintaining
employee enthusiasm and commitment.

Job satisfaction shows a positive overall perception among respondents. Employees
generally express satisfaction with their work roles, supervision, and working conditions. A
positive level of job satisfaction indicates that employees feel comfortable and valued within
the organization, which may influence their work attitudes and performance.

Employee performance is also assessed positively. Respondents report that they are able
to complete tasks in a timely manner, maintain work quality, and demonstrate responsibility in
carrying out their duties. This suggests that employees perceive themselves as performing
effectively in accordance with organizational expectations.

Inferential Analysis

The results of inferential statistical analysis indicate that leadership has a positive and
significant effect on employee performance. This finding suggests that effective leadership
practices contribute directly to improving employee performance. Leaders who provide
guidance, support, and motivation are able to influence employee behavior and work outcomes
positively.

Work motivation is also found to have a positive and significant effect on employee
performance. Employees who are motivated tend to show higher levels of effort, persistence,
and commitment in performing their tasks. This result confirms the role of motivation as a key
driver of employee performance.

Job satisfaction demonstrates a positive and significant effect on employee performance.
Employees who are satisfied with their jobs tend to exhibit better performance, higher
productivity, and stronger responsibility toward their work. This finding highlights the
importance of creating a work environment that supports employee satisfaction.

Furthermore, the analysis indicates that leadership and work motivation also have a
positive influence on job satisfaction. Effective leadership practices and adequate motivational
factors contribute to higher levels of job satisfaction among employees. This result suggests
that job satisfaction plays an important role in strengthening the relationship between
leadership, motivation, and employee performance.

Summary of Findings

Overall, the results of this study indicate that leadership, work motivation, and job
satisfaction are significant factors influencing employee performance at (@nlangitmobilofficial.
Leadership and work motivation not only directly affect employee performance but also
contribute to enhancing job satisfaction, which in turn supports improved performance
outcomes. These findings provide empirical evidence that optimizing leadership practices and
motivational strategies is essential for improving employee performance in the automotive-
related service sector.

Conclusion

This study concludes that leadership, work motivation, and job satisfaction play
significant roles in optimizing employee performance at (@nlangitmobilofficial. Effective
leadership practices contribute positively to employee performance by providing clear
direction, support, and motivation. Leaders who are able to communicate effectively and
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demonstrate supportive behavior create a conducive work environment that encourages
employees to perform optimally.

Work motivation is also found to be a key determinant of employee performance. Both
intrinsic and extrinsic motivational factors encourage employees to exert greater effort,
maintain commitment, and achieve work targets. Motivated employees tend to demonstrate
higher productivity and responsibility in carrying out their tasks.

Furthermore, job satisfaction has a significant positive influence on employee
performance. Employees who experience satisfaction with their work, supervision, and working
conditions are more likely to perform effectively. The findings also indicate that leadership and
work motivation contribute to enhancing job satisfaction, which further supports improved
performance outcomes.

Overall, this study emphasizes the importance of integrating effective leadership,
motivational strategies, and efforts to enhance job satisfaction in order to achieve sustainable
employee performance in the automotive-related service sector.

References

[1] S. P. Robbins and T. A. Judge, Organizational Behavior, 18th ed. Harlow, UK: Pearson
Education, 2022.

[2] G. Dessler, Human Resource Management, 16th ed. New York, NY, USA: Pearson, 2020.

[3] J. A. Colquitt, J. A. LePine, and M. J. Wesson, Organizational Behavior: Improving
Performance and Commitment in the Workplace, 7th ed. New York, NY, USA:
McGraw-Hill, 2023.

[4] M. Armstrong and S. Taylor, Armstrong’s Handbook of Human Resource Management
Practice, 15th ed. London, UK: Kogan Page, 2023.

[5] E. A. Locke, “The nature and causes of job satisfaction,” in Handbook of Industrial and
Organizational Psychology, M. D. Dunnette, Ed. Chicago, IL, USA: Rand McNally,
1976, pp. 1297—-1349.

[6] B. M. Bass and R. E. Riggio, Transformational Leadership, 2nd ed. Mahwah, NJ, USA:
Lawrence Erlbaum Associates, 2006.

[7]J. M. Burns, Leadership. New York, NY, USA: Harper & Row, 1978.

[8] R. M. Steers, R. T. Mowday, and D. L. Shapiro, “The future of work motivation theory,”
Academy of Management Review, vol. 29, no. 3, pp. 379-387, 2004.

[9] A. H. Maslow, “A theory of human motivation,” Psychological Review, vol. 50, no. 4, pp.
370-396, 1943.

[10] F. Herzberg, B. Mausner, and B. B. Snyderman, The Motivation to Work. New York, NY,
USA: Wiley, 1959.

[11] D. Pink, Drive: The Surprising Truth About What Motivates Us. New York, NY, USA:
Riverhead Books, 2009.

[12] P. E. Spector, Job Satisfaction: Application, Assessment, Causes, and Consequences.
Thousand Oaks, CA, USA: Sage Publications, 1997.

[13] J. P. Meyer and N. J. Allen, Commitment in the Workplace: Theory, Research, and
Application. Thousand Oaks, CA, USA: Sage, 1997.

[14] T. A. Judge, C. J. Thoresen, J. E. Bono, and G. K. Patton, “The job satisfaction—job
performance relationship: A qualitative and quantitative review,” Psychological
Bulletin, vol. 127, no. 3, pp. 376-407, 2001.

[15] R. Yukl, Leadership in Organizations, 9th ed. New York, NY, USA: Pearson, 2020.

[16] A. Bandura, Social Foundations of Thought and Action: A Social Cognitive Theory.
Englewood Cliffs, NJ, USA: Prentice Hall, 1986.

[17] S. L. Williams and L. A. Anderson, “Job satisfaction and organizational commitment as
predictors of organizational citizenship and in-role behaviors,” Journal of Management,
vol. 17, no. 3, pp. 601-617, 1991.

Page 5062 of 5063



[18] A. N. Katou, “The impact of human resource management on organizational performance,”
Journal of Industrial Engineering and Management, vol. 1, no. 2, pp. 119-142, 2008.

[19]J. Barney, “Firm resources and sustained competitive advantage,” Journal of Management,
vol. 17, no. 1, pp. 99—-120, 1991.

[20] R. E. Freeman, Strategic Management: A Stakeholder Approach. Boston, MA, USA:
Pitman, 1984.

[21] Ferine, K. F. (2022). Buku Ajar Manajemen Kinerja. Medan: Fakultas Sosial Sains,
Universitas Pembangunan Panca Budi.

[22] Rahayu, S. (2023). Modul Manajemen Sumber Daya Manusia. Medan: Universitas
Pembangunan Panca Budi.

[23] Rahayu, S. (2018). Pengaruh motivasi dan disiplin terhadap prestasi kerja karyawan di PT.
Langkat Nusantara Kepong Kabupaten Langkat. JUMANT, 9(1), 115-132.

[24] Rahayu, Sri. "Pengaruh Kualitas Sumber Daya Manusia Terhadap Kinerja Karyawan Pada
Koperasi Unit Desa di Lau Gumba Brastagi Sumatera Utara." Jurnal Manajemen
Tools 12, no. 1 (2020): 51.

[25] Rahayu, S. (2020). The Effect of Transformational Leadership on Work Discipline and
Employee Performance. International Journal for Innovative Research in
Multidisciplinary Field, 6(2), 250-253.

[26] Daulay, M. T. (2019). Effect of Diversification of Business and Economic Value on
Poverty in Batubara Regency. KnE Social Sciences, 388-401.

[27] Daulay, Muhamad Toyib. "The effect of mutation, promotion and job satisfaction on
employee performance of plantation companies in medan." American International
Journal of Business Management (AIJBM) 2, no. 1 (2019): 11-21.

[28] Darmilisani, Darmilisani, Nuraini Kemalasari Istigamah, and Riska Fadhillah Hasibuan.
"Analisis Disiplin Kerja, Aksebilitas dan Produktivitas terhadap Kinerja Guru Di Sman
4 Medan." Jurnal Bina Bangsa Ekonomika 17.1 (2024): 585-598.

[29] Darmilisani, Darmilisani, Dian Yulis Wulandari, and Yohanes Parsaoran Tamba.
"Improving Community Performance Through Salary, Work Environment, And
Workforce Training In Sunggal District, Deli Serdang." Proceeding Of The
International Conference On Business And Economics. Vol. 2. No. 1. 2024.

Page 5063 of 5063



