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Abstract: The purposei of this studyi was to determine and analyze the influencei of leadershipi 

and organizationali commitment on worki discipline as well as the influence of leadership, 

organizational commitmenti and work disciplinei on employeei performance. This study uses 

primary data obtained from distributing questionnaires containing respondents' opinions about 

employee performance from the perspective of leadership, organizational commitment, and 

work discipline in one of the routes handled by the company. The sampling method used was 

convenience sampling. Of the population of 50 taken, all of them become the sample of this 

study. The analytical method used is SEM PLS using SmartPLS 3.2 software. The results of 

this study indicate that leadership has no effect on work discipline and employee performance, 

nor does it have an indirect effect on employee performance through work discipline. 

Meanwhile, organizational commitment has a significant positive effect on work discipline and 

employee performance, and has an indirect effect on employee performance which is partially 

mediated by work discipline. Likewise, work discipline has a significant positive effect on 

employee performance. 

 

Keywords: Leadership, Organizational Commitment, Work Discipline, Employee 

Performance 

 

INTRODUCTION 

PT ALS is a company that offers transportation services for the collection and delivery 

of vehicle parts. PT ALS provides an interplant delivery system that involves moving goods 

from one customer's factory to another branch of the factory. In addition, PT ALS also serves 

the milkrun system, which is a method of delivery to several partner dealers and suppliers in 

one trip, so that partners can receive stock as quickly as possible. 

Based on the results of the pre-research survey, the following conditions were found: 

a. From a leadership aspect, 60% of leaders do not praise the performance of their 

subordinates, 70% of leaders give less encouragement to their subordinates, 70% of leaders 

are less involved in activities with their subordinates. 
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b. From the aspect of organizational commitment, 60% of employees do not have the desire 

to stay behind from the benefits, 60% of employees feel they have no responsibility if they 

leave the company, 70% of employees are less aware of the commitment that must be made. 

c. From the aspect of work discipline, that 70% of employees are less responsible for the 

assigned tasks, 70% of employees do not do the appropriate work, 70% of employees do 

not always comply with the hours of work. 

 

The aforementioned condition is a problem as well as a challenge for PT ALS to be able 

to progress even better, so that handling must be done immediately so that employee 

performance can increase and company goals can be achieved. 

 

Identification of Problems 

Based on the research background that has been presented above, the following problems were 

identified: 

1. Lack of attention from superiors to the performance of their subordinates. 

2. Lack of encouragement from superiors to subordinates in completing their duties. 

3. Lack of involvement of superiors in activities with their subordinates. 

4. Lack of employee desire to stay because of the benefits. 

5. Lack of employee care if they have to leave the company. 

6. Lack of employee awareness of the commitment that must be done. 

7. Lack of employee responsibility for the assigned task. 

8. Lack of suitability for the work performed by employees. 

9. Lack of employee obedience to hours of entry and return from work. 

10. Lack of employee performance in carrying out their duties and work targets set by the 

company. 

 

Formulation of the Problem 

Based on the description of the problem, the problem formulations to be reviewed are: 

1. Does leadership affect the work discipline of PT ALS employees? 

2. Does commitment affect the work discipline of PT ALS employees? 

3. Does leadership affect the performance of PT ALS employees? 

4. Does commitment affect the performance of PT ALS employees? 

5. Does work discipline affect the performance of PT ALS employees? 

6. Does leadership have an indirect effect on employee performance through work discipline 

of PT ALS employees? 

7. Does organizational commitment have an indirect effect on performance through work 

discipline of PT ALS employees? 

 

C. Research Objectives 

From the formulation of the problem above, the objectives of this study are to: 

1. To determine the influence of leadership on the work discipline of PT ALS employees. 

2. To determine the effect of organizational commitment on the work discipline of PT ALS 

employees. 
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3. To determine the influence of leadership on the performance of PT ALS employees. 

4. To determine the effect of organizational commitment on the performance of PT ALS 

employees. 

5. To determine the effect of work discipline on the performance of PT ALS employees. 

6. To determine the indirect effect of leadership on the performance of PT ALS employees 

through work discipline. 

7. To determine the indirect effect of organizational commitment on the performance of PT 

ALS employees through work discipline. 

 

LITERATURE REVIEW 

Employee Performance 

An organization is formed to achieve common goals, but to achieve goals effectively 

requires good and correct management. “Management is a process of using organizational 

resources to achieve organizational goals through the functions of planning and decision 

making, organizing, leading, and controlling”. 

A design that is focused on organizational goals in achieving maximum organizational 

performance. Performance is often defined as performance, work results, or work performance. 

Performance has a broader meaning, not only as a result of work, but how the work process 

takes place. An organization can progress and develop or vice versa depending on the 

performance of the organization which is supported by the personal performance of the 

organization. Suwarno and Priansa (2011) state that “performance is the result of a process 

carried out by humans”. 

Robert Becal (2007) explains that “performance management is a continuous 

communication process, carried out in the context of cooperation between an employee and his 

direct supervisor, which involves setting expectations. Performance management is a complete 

tool used with the aim of optimizing the success of every employee, work group, manager, and 

organization. Performance management is a great way to take advantage of employees' 

knowledge, skills and experience”. 

On the other hand, the term performance is often associated with the term productivity, 

many people claim that in fact productivity is a specific concept related to the ratio between 

output and input performance, is a term that involves almost all the objectives of competition 

and manufacturing advantages such as cost, flexibility , speed, dependability, and quality. But 

those performance objectives can have a greater impact on productivity in operations. 

Discipline 

Etymologically, discipline comes from the Latin word disipel which means follower, but 

along with the times, the word has changed to disipline which means obedience or which 

involves discipline. Work discipline according to Sutrisno (2010) is “an attitude of a person's 

willingness and willingness to comply with and obey the prevailing regulatory norms”. 

According to Hasibuan (2012), “discipline is the awareness and willingness of a person 

to obey all rules and norms that apply and are enforced in a company. Without the support of 
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good discipline, it is difficult for companies to realize their goals. So discipline is the key to 

company success”. 

“Discipline is the sixth operative function of Human Resource Management. The better 

the employee discipline, the higher the work performance that can be achieved. Without good 

discipline, it is difficult for organizations to achieve maximum results. Work discipline is a tool 

used by managers to communicate with employees so that they are willing to change a behavior 

as well as an effort to increase awareness and availability of a person to comply with all 

company regulations and prevailing social norms” (Rivai, 2013). 

Organizational Commitment 

According to Robbins (2006), “employee commitment to an organization is a condition 

in which employees take sides with the organization and its goals, and intend to maintain their 

membership in that organization. Organizational commitment consists of likes or interests 

(attachments) of employees to the organization where the employee works” (Laschinger, 2001). 

Mathis and Jackson (2002) argue that "Organizational commitment is the level of trust and 

acceptance of labor towards organizational goals and a desire to remain in the organization". 

Luthans (2002) defines “organizational commitment as an attitude that shows employee loyalty 

and is an ongoing process of how an organization member expresses concern for the success 

and goodness of the organization”. Robbins, (2006) argues that “high organizational 

commitment means that there is a high level of organizational support. Commitment as a 

predictor of one's performance is a better predictor of global nature, and persists in the 

organization as a whole rather than job satisfaction alone. A person can be dissatisfied with a 

particular job and think of it as a temporary condition, but dissatisfaction with the organization 

as a whole, and that dissatisfaction with the organization can encourage a person to consider 

resigning”. 

 

Leadership 

“Leaders are people who can influence others and have managerial authority. Leadership 

is what leaders do” (Robbins, & Coulter, 2010). “Leadership is the process of leading a group 

and influencing the group to achieve its goals”. 

Robbins (2006) states that “leadership is the ability to influence groups towards achieving 

goals”. Kouzes & Posner (2004) state “leadership creates ways for people to contribute in 

creating something extraordinary”. Boone & Kurtz (1984) suggest that “leadership is an act of 

motivating other people or causing others to do certain tasks with the aim of achieving certain 

goals”. Meanwhile, Tzu & Cleary (2002) argue that “leadership is a matter of intelligence, trust, 

gentleness, courage, and assertiveness”. 
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Framework 

 
Figure 1. Framework 

 

RESEARCH METHODS 

Type of Research 

“Research methods are methods and procedures for obtaining data used for verification, 

discovery, development based on scientific principles” (Masyhudzulhak, 2015). “The research 

method can be interpreted as a scientific way to obtain valid data with the aim of being able to 

find, develop and prove certain knowledge so that in turn it can be used to understand, solve 

and anticipate problems” (Sugiyono, 2012). According to Sugiyono (2012), “in general the 

research method is defined as a scientific way to obtain data with specific purposes and uses. 

Researchers collect data from a population or sample, which has been determined and then 

described through data presentation”.Types of research designs can be grouped based on 

objectives, approaches, level of explanation, analysis and types of data. In this study, the authors 

used a survey research method with quantitative descriptive statistics. According to Nana 

Syaodih, quoted by Bahrudin et.al (2015), “surveys are used to gather information in the form 

of opinions from a large number of people on certain topics or issues. There are three main 

characteristics of the survey”: 

1. “Information is collected from a large group of people to describe certain aspects or 

characteristics such as: abilities, attitudes, beliefs, knowledge of the population”. 

2. “Information is collected by asking questions (generally in writing although it can also 

be oral) from a population”. 

3. “Information is obtained from the sample, not from the population. The main purpose 

of the survey is to know the general description of the characteristics of the population”. 

 

“According to the type and data analysis, there are two research methods, namely 

qualitative and quantitative methods” This research will use quantitative methods. 

“Quantitative research methods can be interpreted as a research method based on the philosophy 

of positivism, used to examine specific populations or samples, sampling techniques are 

generally carried out randomly, data collection uses research instruments, data analysis is 
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quantitative / statistical in order to test the hypothesis has been established”. (Sugiyono, 2012). 

“In quantitative research, data analysis uses statistics, the data statistics used can be descriptive 

statistics” (Sugiyono, 2012). 

 

Research Variables 

The variables used in this study are as follows: 

1. Independent Variables, According to Sugiyono (2013) are “variables that influence or 

cause changes or the emergence of the dependent variable (dependent). In SEM 

(Structural Equation Modeling), the independent variable is referred to as an exogenous 

variable”. In this study, the independent variables are Leadership and Organizational 

Commitment. 

2. Dependent Variable, According to Sugiyono (2013) “is a variable that is affected or that 

is the result, because of the independent variable. In SEM, the dependent variable is 

referred to as an endogenous variable. In this study the dependent variable is employee 

performance”. 

3. Intervening variables, according to Sugiyono (2013) “are variables that theoretically 

affect the relationship between independent and dependent variables into an indirect 

relationship and cannot be observed and measured. In this research, the intervening 

variable is work discipline”. 

 

Data Collection Methods 

“Data collection methods are methods used to obtain data and information needed in research” 

(Sugiyono, 2017). The data collection methods used by the author in this study are: 

1. Structured Interview. 

2. Literature Research. 

3. Internet Research. 

 

The Method Used 

The method used is divided into 2, namely: 

Descriptive Method 

“Descriptive analysis is providing or empirical descriptions of the data collected in the study” 

(Ferdinand in Ricardo 2012). The data comes from respondents' answers to the statements 

contained in the questionnaire and then obtained by the SmartPLS software. 

Inferential Statistical Methods 

“Inferential statistics are statistical techniques used to analyze sample data and the results are 

applied to the population” (Sugiyono in Kalnadi, 2013). 

 

Population 

According to Sugiyono (2010) “population is a generalization area consisting of objects 

/ subjects that have certain qualities and characteristics that are determined by researchers to be 

studied and then draw conclusions”. Meanwhile, according to Sukmadinata (2011), “the 

population is a large group and the area is the scope of the research”. Therefore in every study, 

the population must be determined. Because from this population data will be obtained which 
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will be processed and analyzed. In this study, the population was all corporate drivers, as many 

as 50 people. 

 

Sample 

According to Sugiyono (2010) “the sample is part of the number and characteristics of the 

population”. Based on this understanding, researchers took samples using sampling and census 

techniques. The census is basically a survey research where the researcher takes all members 

of the population as respondents. The number of respondents taken as a sample is all divers on 

this route, namely 50 people. 

 

FINDING AND DISCUSSION 

Respondent Characteristics 

 Characteristics to be reviewed for respondents are based on age, gender, education and 

occupation. Respondents are employees and the questionnaire is distributed to 50 respondents. 

 

Outer Model Measurement 

Convergent Validity 

Done to determine the correlation between variables with indicators, namely the 

variable leadership, organizational commitment, to employee performance through intervening 

variables (work discipline), then the analysis of the relationship between the indicators that 

make up the dimensions of these variables through path coefficient. And to find out the loading 

factor value, first input the value of each survey into the data in SmartPLS then create a path 

diagram according to the frame of mind with each variable being linked to its indicators. When 

finished then click Calculate and enter the "PLS Algorithma" option. The process produces a 

Full Structural_Awal Model (Algorithm) as shown below. 

 

 
Figure 2. Full Structural Model_Initial (Algorithm) 
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To be able to be tested at the next stage, namely the reliability test, invalid data must be 

deleted, then PLS Algorithm and Boostrapping are carried out again until all data (indicators) 

are valid, namely the loading factor value > 0.5. To produce a valid value in the convergent 

validity test, the invalid indicators were removed 1 (one) time, namely D4.1, D4.2, KK2.3, and 

KK3.1. 

The following is an image output of the structural model of the Calculate SmartPLS Algorithm 

result after the elimination of invalid indicators. 

 

 
Figure 3. Full Structural Model_Fit (Algorithm) 

 

It can be seen in the picture above that the loading factor value on all indicators is > 0.6. 

Whereas below is the output structure of the SmartPLS Bootstrapping result after the deletion 

of invalid indicators. 
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Figure 4. Full Structural Model _Fit (Bootstrapping) 

 

Then, to facilitate the analysis of the loading factor data, it is exported to excel format, as 

shown in table 1. 

 

Table 1. Cross Loading 

  WORK DISCIPLINE LEADER-SHIP EMPLOYEE PERFORMANCE 
ORGANIZATI-ONAL 

COMMITMENT 

D1.1 0,832       

D1.2 0,875       

D2.1 0,900       

D2.2 0,827       

D3.1 0,791       

D3.2 0,806       

D4.3 0,706       

K1.1   0,906     

K1.2   0,860     

K1.3   0,800     

K1.4   0,882     

K1.5   0,866     

K1.6   0,891     

KK1.1     0,726   

KK1.2     0,850   

KK1.3     0,835   

KK2.1     0,881   

KK2.2     0,862   

KK3.2     0,677   

KO1.1       0,861 

KO1.2       0,912 

KO1.3       0,856 

KO2.1       0,891 

KO2.2       0,869 

KO2.3       0,890 

KO3.1       0,843 

KO3.2       0,843 

KO3.3       0,860 

Source: Output SmartPLS 
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Table 1 above, shows the value of each indicator against the variable, so that the loading factor 

value in the 4 (four) variables of Leadership, Organizational Commitment, Work Discipline, 

and Employee Performance has all met the validity criteria, because it has a loading factor 

value. > 0.5. 

 

Discriminant Validity 

Discriminant validity test can be done using the cross loading score in table 1. 

The existence of good discriminant validity is indicated by the cross loading score which can 

be seen in table 1 above. Where the correlation score of the indicator to its construct is higher 

than the correlation score of the indicator with other constructs. For example, loading factor 

(LF) KO1.2 is 0.912 which is higher than LF with other variables such as KK3.2 with a variable 

of 0.677. And with other variables such as D2.1 of 0.900, higher than LF with other variable 

indicators such as variable KK1.1 of 0.726. 

 

AVE (Average Variance Extracted) 

The next method to test the validity of the data is to look at the Average Variance 

Extracted (AVE) value. The AVE value is said to be valid if it is > 0.5. 

The table below presents the SmartPLS output for AVE from the dimensions of Leadership, 

Organizational Commitment, Work Discipline, and Employee Performance. 

 

Table 2. Average Variance Extracted (AVE) 

  
Cronbach's  

Alpha 
rho_A 

Composite  

Reliability 

Average 

Variance  

Extracted 

(AVE) 

WORK DISCIPLINE 0,919 0,922 0,935 0,675 

LEADERSHIP 0,934 0,936 0,948 0,753 

EMPLOYEE PERFORMANCE 0,892 0,903 0,918 0,654 

ORGANIZATIONAL COMMITMENT 0,960 0,960 0,965 0,756 

Source: Output SmartPLS 

 

AVE output as in table 2 above shows that 4 variables have a value above 0.50 so that they 

meet the discriminant validity requirements. (Wijayanto, 2008). X1 (Leadership) has an AVE 

score of 0.753, X2 (Organizational Commitment) has an AVE value of 0.756, Y (Work 

Discipline) has an AVE score of 0.675, Z (Employee Performance) has an AVE score of 0.654. 

All variables have good convergent validity. 

 

Table 3. AVE Value and AVE Root 

  
Average Variance  

Extracted (AVE) 
Root AVE 

WORK DISCIPLINE 0,675 0,821 

LEADERSHIP 0,753 0,867 

EMPLOYEE PERFORMANCE 0,654 0,808 

ORGANIZATIONAL COMMITMENT 0,756 0,869 

Source: Output SmartPLS 
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Table 3 above shows that the AVE Root score of the X1 variable (Leadership) is 0.867 

higher than the AVE dimension correlation score, which is 0.753, indicating the closeness of 

the dimensions. While the AVE Root value of the X2 variable (Organizational Commitment), 

which is 0.869, is greater than the correlation value of the AVE dimension, which is 0.756. The 

AVE root value of the Y variable (Discipline), which is 0.821, is greater than the correlation 

value of the AVE dimension, which is 0.675. The AVE root value of the Z variable 

(performance) is 0.808, which is greater than the correlation value of the AVE dimension, 

which is 0.654. The greater the AVE Root value, the tighter the dimensions in one variable. 

 

Composite Realibility 

"The next step is to know the reliability of a variable, the variable is said to be quite 

realistic if it has a construct reliability value greater than 0.6. The value of construct reliability 

can be calculated using the Cronbach's Alpha (CA) and Composite Realibility (CR) methods ”, 

Imam Ghozali (2015). As shown in table below. 

 

Table 4. Cronbach’s Alpha (CA) and Composite Realibility (CR) 

  
Cronbach's 

Alpha 

Composite 

Reliability 

WORK DISCIPLINE 0,919 0,935 

LEADERSHIP 0,934 0,948 

EMPLOYEE 

PERFORMANCE 
0,892 0,918 

ORGANIZATIONAL 

COMMITMENT 
0,960 0,965 

Source: Output SmartPLS 

 

From table 4 above shows that the data is realistic because the Cronbach's Alpha (CA) 

and Composite Realibility (CR) test values are above 0.6. According to Cooper et al. in 

Jogiyanto (2011) "a valid construct is definitely a realistic construct". From the results of the 

SmartPLS output, it can be concluded that the value of Cronbach's Alpha (CA) and Composite 

Realibility (CR) has met the reliability test because it has a value of> 0.6, namely Leadership 

0.934, Organizational Commitment 0.960, Work Discipline 0.919, and Employee Performance 

0.892. Meanwhile, for Composite Realibility (CR), all variables have a value of> 0.6, so it can 

be said that a construct is realistic or valid. 

 

Inner Model Testing 

R Square 

"After the examination of the testing model is fulfilled, the next step is an examination of 

the structural model. This examination includes the significance of the path relationship and the 

value of R Square (R2) to see the results of the evaluation of the structural model, ”Imam 

Ghozali (2015). 

The value of R Square is to determine the influence of the independent variable on the 

dependent variable. Table 5 shows the value of R Square as follows: 
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Table 5. R Square 
 R Square R Square Adjusted 

WORK DISCIPLINE 0,686 0,673 

EMPLOYEE PERFORMANCE 0,776 0,761 

Source: Output SmartPLS 

 

Table 5 shows that the R Square value in the Work Discipline variable is 0.686, meaning 

that in this study the variability of the Work Discipline construct can be explained by the 

variability of the Leadership and Organizational Commitment constructs of 68.6% and the 

remaining 31.4% by other variables outside the research model. 

Employee Performance Variable is 0.776, meaning that in this study the variability of the 

Employee Performance construct can be explained by the variability of the Leadership 

construct, Organizational Commitment, and Work Discipline by 77.6% and the remaining 

22.4% by other variables outside the research model. 

The greater the value of R Square, the greater the influence of the independent variable to 

explain the independent variable and the better the structural equation. 

 

Effect Size (f square) 

The f square test is performed to determine the goodness of a model. f square is measured as 

the absolute value of the contribution of each variable. 

According to Hair et.al in Masydzulhak et al (2016) "effect sizes are grouped into three 

categories: weak (0.02), moderate (0.15), and strong (0.35)". 

Table 6. Summary Results f square 

  

WORK 

DISCIPLIN

E 

EMPLOYEE 

PERFORMANC

E 

WORK 

DISCIPLINE 
  0,162 

LEADERSHIP 0,109 0,059 

EMPLOYEE 

PERFORMANCE 
    

ORGANIZATIONA

L COMMITMENT 
0,506 0,242 

Source: Output SmartPLS 

 

From table 6 it can be seen that the contribution of the Leadership variable to Work 

Discipline of 0.109 is included in the medium category, the Organizational Commitment 

variable to Work Discipline of 0.506 is included in the strong category, Leadership on 

Employee Performance of 0.059 is included in the weak category, Organizational Commitment 

to Employee Performance is 0.242 included in the medium category. Work Discipline on 

Employee Performance of 0.162 is included in the medium category. 

 

Q-Square 

"Goodness of fit assessment is known from the value of Q Square. The value of Q Square 

has the same meaning as coefficient determination (R Square) in regression analysis. Where 

the higher the value of Q Square, the model can be said to be better or more fit with the data. 
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The interpretation of GoF values is 0 - 0.25 (small GoF), 0.25 - 0.36 (medium GoF),> 0.36 

(large GoF) ", Imam Ghozali (2015). 

The Q Square value from the calculation results is as follows: 

 

Q Square = 1 - [(1 - R1
2) x (1 - R2

2)] 

 = 1 - [(1 - 0,6862) x (1 - 0,7762)] 

 = 1 - [(0,470) x (0,398)] 

 = 1 - 0,1870 

 = 0,813 

Based on the results of the above calculations, the Q Square value is 0.813, meaning that 

the GoF model is in the large category and is able to explain the phenomenon. Thus, from these 

results, this research model can be stated as having a good goodness fit or it can be said that the 

model has a fairly good predictive value. In the end, the model can be used to test the hypothesis. 

 

Direct Effect 

To see the significance of the influence between the variables of Leadership, Work Discipline, 

Organizational Commitment, and the effect on Employee Performance, namely by looking at 

the original sample value and the TStatistic significance value on each path. 

SmartPLS output results using calculate-PLS Boostrapping with a test type One Tailed type 

and with a Significance level of 0.05. After the calculation, SmartPLS results data will appear 

which is then exported to Excel and the display is as follows: 

Table 7. Path Coefficient 

  

Origin

al 

Sample 

(O) 

Sampl

e 

Mean 

(M) 

Standar

d 

Deviatio

n 

(STDEV

) 

TStatistics  

(|O/STDE

V|) 

PValue

s 

WORK DISCIPLINE -> EMPLOYEE PERFORMANCE 0,340 0,345 0,119 2,856 0,004 

LEADERSHIP -> WORK DISCIPLINE 0,279 0,286 0,149 1,871 0,062 

LEADERSHIP -> EMPLOYEE PERFORMANCE 0,182 0,164 0,124 1,461 0,145 

ORGANIZATIONAL COMMITMENT -> WORK 

DISCIPLINE 
0,599 0,590 0,133 4,509 0,000 

ORGANIZATIONAL COMMITMENT -> EMPLOYEE 

PERFORMANCE 
0,430 0,441 0,151 2,851 0,005 

Source: Output SmartPLS 

 

Based on table 7 the Path Coefficient output above shows the significance of the effect of the 

independent variable on the dependent variable: 

1. The original sample value for the Leadership variable on the Work Discipline variable is 

0.279 with a TStatistic value of 1.871 < 1.967 and PValues at 0.062 > 0.05, which means there 

is no influence. 

2. The original sample value for the Organizational Commitment variable to the Work 

Discipline variable is 0.599 with a TStatistic value of 4.509 > 1.967 and PValues of 0.000 < 

0.05) which means that there is a significant positive effect. 
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3. The original sample value for the Leadership variable on the Employee Performance 

variable is 0.182 with a TStatistic value of 1.461 < 1.967 and PValues of 0.145 > 0.05, which 

means there is no influence. 

4. The original sample value for the Organizational Commitment variable on the Employee 

Performance variable is 0.430 with a TStatistic value of 2.851> 1.967 and PValues of 0.005 < 

0.05, which means that there is a significant positive effect. 

5. The original sample value for the Work Discipline variable on the Employee Performance 

variable is 0.340 with a TStatistic value of 2.856 > 1.967 and PValues of 0.005 < 0.05) which 

means that there is a significant positive effect. 

 

Indirect Influence 

Based on table 8 the output of the Specific Indirect Effect can be explained as follows: 

1. The value of the value of the indirect effect of leadership on employee performance through 

work discipline is 0.215 > 0.05, which means that there is no indirect effect. 

2. The value of the value of the indirect effect of Organizational Commitment on the Employee 

Performance variable through Work Discipline is 0.004 < 0.05, which means that there is 

an indirect effect.

 

Table 8. Specifict Indirect Effect 

 Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

TStatistics 

(|O/STDEV|) 
PValues 

LEADERSHIP -> WORK DISCIPLINE  

-> EMPLOYEE PERFORMANCE 
0,095 0,106 0,076 1,242 0,215 

ORGANIZATIONAL COMMITMENT -> 

WORK DISCIPLINE -> EMPLOYEE 

PERFORMANCE 

0,204 0,198 0,070 2,907 0,004 

Source: Output SmartPLS 

 

Hypothesis Testing 

At the Path Coefficient output, as shown in table 7, we can see the significance of the 

effect of the independent variable on the dependent variable respectively. 

The value of the original sample for the Leadership variable on the Work Discipline 

variable was 0.279 with a TStatistic value of 1.871 < 1.967 and PValues at 0.062 > 0.05, which 

means there is no influence. 

The magnitude of the original sample value for the Organizational Commitment variable 

to the Work Discipline variable is 0.599 with a TStatistic value of 4.509 > 1.967 and PValues of 

0.000 < 0.05, which means that there is a significant positive effect. The value of 0.599 means 

that the better and higher the organizational commitment, the better and high work discipline. 

The magnitude of the original sample value for the Leadership variable on the Employee 

Performance variable is 0.182 with a TStatistic value of 1.461 < 1.967 and PValues of 0.145 > 0.05, 

which means there is no significant positive effect. 
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The magnitude of the original sample value for the Organizational Commitment variable 

on the Employee Performance variable is 0.430 with a TStatistic value of 2.851 > 1.967 and PValues 

of 0.005 < 0.05, which means that there is a significant positive effect. The value of 0.430 in 

the original sample means that the higher the organizational commitment, the higher the 

employee's performance. 

The magnitude of the original sample value for the Work Discipline variable on the 

Employee Performance variable is 0.340 with a TStatistic value of 2.856 > 1.967 and PValues of 

0.005 < 0.05, which means that there is a significant positive effect. The value of 0.340 in the 

original sample means that the higher the work discipline, the higher the employee's 

performance. 

It is known that the value of the Value of the Leadership variable is 0.215 > 0.05, so it 

can be said that the leadership variable does not have an indirect influence on employee 

performance through work discipline. 

It is known that the value of the value of the Organizational Commitment variable is 0.004 

< 0.05, it can be said that the Organizational Commitment variable has an indirect effect on 

Employee Performance through work discipline. 

Correlation Matrix 

"The results of SmartPLS output with Bootstrapping calculations show the Original 

Coefficient, TStatistic values, and PValues of each dimension with their indicators", Imam Ghozali 

(2015). 

 

Table 9. Correlation Matrix Between Dimensions/Indicators 

  WORK DISCIPLINE LEADER-SHIP 
EMPLOYEE 

PERFOR-MANCE 

ORGANIZA-TIONAL 

COMMIT-MENT 

D1.1 0,832 0,504 0,668 0,660 

D1.2 0,875 0,539 0,727 0,741 

D2.1 0,900 0,604 0,723 0,779 

D2.2 0,827 0,673 0,692 0,641 

D3.1 0,791 0,666 0,610 0,552 

D3.2 0,806 0,674 0,631 0,596 

D4.3 0,706 0,526 0,647 0,649 

K1.1 0,685 0,906 0,724 0,762 

K1.2 0,650 0,860 0,658 0,652 

K1.3 0,581 0,800 0,652 0,628 

K1.4 0,592 0,882 0,598 0,595 

K1.5 0,630 0,866 0,605 0,581 

K1.6 0,635 0,891 0,657 0,655 

KK1.1 0,561 0,435 0,726 0,553 

KK1.2 0,646 0,520 0,850 0,632 

KK1.3 0,639 0,513 0,835 0,599 

KK2.1 0,704 0,710 0,881 0,790 

KK2.2 0,738 0,714 0,862 0,826 

KK3.2 0,656 0,679 0,677 0,609 

KO1.1 0,749 0,744 0,691 0,861 

KO1.2 0,768 0,751 0,742 0,912 

KO1.3 0,743 0,711 0,676 0,856 

KO2.1 0,678 0,600 0,772 0,891 
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KO2.2 0,594 0,563 0,726 0,869 

KO2.3 0,657 0,627 0,821 0,890 

KO3.1 0,689 0,577 0,724 0,843 

KO3.2 0,732 0,620 0,692 0,843 

KO3.3 0,699 0,644 0,728 0,860 

Source: Output SmartPLS 

 

Based on table 9 above, it shows that all dimensions in the research variables are 

significant in forming the construct. Meanwhile, to find out which dimension has the most 

influence on the construct or which dimension has the greatest contribution in shaping or 

influencing the construct, it can be seen from the value of the Loading Factor which has the 

largest contribution as well. 

From this table it can also be shown that for the construct of Organizational Commitment 

the dimensions of KO1.2 (Identification) are 0.912. For the Employee Performance construct, 

the dimension that has the largest contribution is the KK2.1 dimension (encouragement and 

guidance) of 0.881. For the construct of Work Discipline the dimension that has the largest 

contribution is the dimension D2.1 (a sense of belonging) of 0.900. For the Leadership 

construct, the dimension that has the largest contribution is the K1.1 dimension (Instruction) of 

0.906. 

Discussion  

The Effect of Leadership on Work Discipline 

The magnitude of the original sample value for the leadership variable on work discipline 

is greater than the value of the T-statistic, and the value of the value is greater than the 

significance, which means that there is no influence between the leadership variable on work 

discipline. In other words, if leadership is improved or increased, it does not necessarily 

increase work discipline. Vice versa, if leadership decreases, it does not automatically reduce 

work discipline .. 

 

The Effect of Commitment on Work Discipline 

The magnitude of the original sample value for the variable organizational commitment 

to work discipline is greater than the T-statistic value, and the value of the value is smaller than 

the significance, which means that there is a positive and significant influence on the variable 

organizational commitment to work discipline. The value in the original sample means that the 

better and the higher the organizational commitment, the better and more disciplined. 

 

The Effect of Leadership on Employee Performance 

The size of the original sample value for the leadership variable on employee performance 

is greater than the TStatistic value, and the value of the value is greater than the significance, which 

means that there is no influence of the leadership variable on employee performance. This 

means that if leadership increases, employee performance will not increase and vice versa, if 

leadership decreases, employee performance will also not decrease. 
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The Effect of Commitment on Employee Performance 

The magnitude of the original sample value for the variable organizational commitment 

to employee performance is greater than the value of TStatistic and PValues smaller than 

significance, which means that there is a positive and significant influence on the variable 

organizational commitment on employee performance. The value in the original sample means 

that the higher the organizational commitment, the higher the employee's performance. 

 

The Effect of Work Discipline on Employee Performance 

The magnitude of the original sample value for the work discipline variable on employee 

performance is greater than the TStatistic and PValues value is smaller than the significance, which 

means that there is a positive and significant influence of the work discipline variable on 

employee performance. The value in the original sample means that the higher the work 

discipline, the higher the employee's performance. 

 

Indirect Effect of Leadership on Employee Performance Through Work Discipline 

Based on the PValues value generated in the Specific Indirect Effect table, the leadership 

variable has a value greater than the significance value. So it can be concluded that leadership 

does not have an indirect influence on employee performance through work discipline. Thus it 

can be said that work discipline does not mediate leadership on employee performance. This 

means that this indirect path equation cannot be used to predict changes in performance without 

changing leadership through work discipline. Work discipline variable is not needed to 

strengthen the influence of leadership on performance. 

 

Indirect Effect of Organizational Commitment on Employee Performance Through Work 

Discipline 

Based on the PValues value generated in the Specific Indirect Effect table, the 

Organizational Commitment variable has a value smaller than the significance value. So it can 

be concluded that Organizational Commitment has an indirect effect on Employee Performance 

through Work Discipline. Thus it can be said that work discipline partially mediates 

organizational commitment to employee performance. This means that this indirect path 

equation can be used to predict changes in performance by changing organizational 

commitment through work discipline. Work discipline variable as an intervening variable that 

mediates partly (partial mediation) actually strengthens the effect of organizational 

commitment on performance. 

 

CONCLUSION 

Conclusion 

Based on the results of research and discussion in the previous chapter, conclusions can be 

drawn about "The Effect of Leadership and Organizational Commitment on Employee 

Performance through Work Discipline as an Intervening Variable" as follows: 

1. Leadership has no influence on Work Discipline. The instruction dimension has the 

greatest contribution to the leadership variable. This shows that Work Discipline will not 

increase if the boss provides instructions that match the needs of employees at work. 
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2. Organizational Commitment has a significant influence on Work Discipline. The 

identification dimension has the greatest contribution to the Organizational Commitment 

variable. This shows that Work Discipline will increase if employees have a good 

identification of their future in the company. 

3. Leadership has no effect on employee performance. The dimension of instruction on the 

performance of its subordinates has the greatest contribution to the leadership variable. 

This shows that employee performance will not increase if superiors provide precise and 

directed instructions according to the job needs of their subordinates. 

4. Organizational Commitment has a significant influence on Employee Performance. The 

identification dimension of encouragement and guidance has the largest contribution to 

the Organizational Commitment variable. This shows that employee performance will 

increase if employees can identify the encouragement and guidance they receive to 

improve their performance at the company. 

5. Work Discipline has a significant influence on Employee Performance. The dimension 

of a good sense of belonging has a great contribution to the Work Discipline variable. 

This shows that employee performance will increase if employees in the company have 

a good sense of belonging at work. 

6. Leadership does not have an indirect influence on Employee Performance through Work 

Discipline. This is because work discipline is not a variable that mediates leadership on 

employee performance. This shows that if Leadership and Work Discipline are improved, 

the Employee Performance will not increase and vice versa if the Leadership and Work 

Discipline decreases, the Employee Performance will also not decrease. 

7. Organizational Commitment has an indirect effect on employee performance through 

work discipline. This is because work discipline partially or partially mediates the 

influence of organizational commitment on employee performance. Where this shows 

that Employee Performance will increase if Organizational Commitment and Work 

Discipline are also increased because Work Discipline mediates some of its influence on 

Organizational Commitment in influencing Employee Performance. 

 

Suggestions 

Based on the research results obtained, the suggestions that can be conveyed are as follows: 

1. Companies are advised to increase superiors' instructions for the performance of their 

subordinates, because if the company increases the superior's instructions for the 

performance of their subordinates, the values of leadership and employee performance 

will also increase. 

2. Companies are advised to increase the identification of subordinates in every work 

activity, because if the identification of subordinates increases in each work activity, the 

values of leadership and employee performance will increase. 

3. Companies are advised to increase superiors' instructions as a provider of 

encouragement and guidance for the problems of their subordinates, because if the 

company increases the instructions of superiors as a provider of encouragement and 

guidance for the problems of their subordinates, the values of leadership and employee 

performance will also increase. 
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4. Companies are advised to increase the sense of pride of their employees being part of 

the company, because if the company increases the sense of pride in being part of the 

company, the organizational commitment and employee performance will also increase. 

5. Companies are advised to increase identification of skills and knowledge, because if the 

company increases identification of skills and knowledge, organizational commitment 

and employee performance will also increase. 

6. Companies are advised to improve Leadership with Work Discipline and Organizational 

Commitment with Work Discipline. Because if the company improves Leadership, 

Organizational Commitment, and Work Discipline, Employee Performance in the 

company will also increase. 

7. Further researchers are advised to increase the number of population and add other 

variables such as job satisfaction, organizational culture, competence, and compensation 

and benefits. 
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