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Abstract
This study aims to analyze the influence of leadership style on employee performance in o rganizations in Indonesia. Leadership style in this study is understood as a leader’s behavior in directing, motivating, supporting, providing feedback, and building working relationships that encourage the achievement of organizational goals. Employee performance is understood as an employee’s ability to complete tasks, meet targets, maintain work quality, work on time, and contribute to organizational goals. This study employs a quantitative approach with an explanatory survey design. The study population consists of employees working in organizations in Indonesia, including those in the private sector, state-owned enterprises (SOEs), education, services, and the public sector. Primary data were collected via a 1–5 Likert-scale questionnaire. Data were analyzed using validity and reliability tests, descriptive statistics, normality tests, Pearson’s correlation, and simple linear regression. Results from 230 respondents indicate that leadership style has a positive and significant influence on employee performance. A Pearson correlation coefficient of 0.712 and an R-squared value of 0.507 indicate that leadership style explains 50.7% of the variation in employee performance. These findings suggest that leadership that is communicative, supportive, inspirational, fair, and focused on developing subordinates plays a crucial role in enhancing employee performance. This study contributes to the field of human resource management by focusing on organizations in Indonesia as the primary context. This research is significant because Indonesian organizations face demands for productivity, workplace transformation, and the need for leadership capable of maintaining employee performance in an increasingly dynamic work environment.
Keywords: Leadership Style; Employee Performance; Indonesian Organizations; Transformational Leadership; Servant Leadership; Human Resource Management; Organizational Behavior.

INTRODUCTION
Employee performance is one of the key issues in human resource management because an organization’s success is heavily influenced by employees’ ability to complete tasks effectively, efficiently, and in accordance with established standards. In an increasingly competitive organizational environment, employee performance is measured not only by the quantity of work output but also by the quality of work, timeliness, accountability, cooperation, initiative, and the ability to adapt to organizational changes (Armstrong & Taylor, 2023). The issue of employee performance is becoming increasingly important as organizations face pressure to increase productivity, strengthen competitiveness, and adapt to digital transformation and changes in the labor market (World Bank, 2026).
One factor frequently associated with employee performance is leadership style. Leadership style refers to a leader’s behavioral patterns in influencing, directing, motivating, supervising, and supporting subordinates to achieve organizational goals (Robbins & Judge, 2022). Leaders are not only responsible for giving instructions but also for building trust, creating a healthy work environment, providing feedback, resolving conflicts, and encouraging employees to perform at their best (Northouse, 2021). Therefore, leadership style is a critical variable because a leader’s behavior can influence employees’ work morale, commitment, discipline, satisfaction, and performance (Basalamah, 2023).
The phenomenon of leadership in Indonesian organizations is relevant because productivity and work quality remain key priorities in economic development. The World Bank states that Indonesia needs structural transformation and improvements in job quality to increase workers’ incomes and create more productive jobs in the long term (World Bank, 2026). The Central Statistics Agency (BPS) also indicates that Indonesia’s labor force in August 2025 reached 154.00 million people, an increase of 1.89 million compared to the previous period. The sheer size of this labor force underscores that organizations require management and leadership practices capable of effectively managing human resources so that this large workforce can deliver productive performance (BPS, 2025).
Another phenomenon underscoring the importance of this research is the state of employee engagement and well-being in Indonesia. Gallup reports that only 27% of employees in Indonesia were classified as “engaged at work” in 2025, while the global average stood at 20% and the Southeast Asian average at 25% (Gallup, 2025). These data indicate that the majority of employees do not yet fully exhibit high levels of work engagement. This situation is significant because employee engagement and performance are heavily influenced by leadership quality, relationships with supervisors, clarity of work expectations, opportunities for growth, and organizational support (Gallup, 2025). Thus, leadership styles represent a practical issue that requires examination within Indonesian organizations.
In organizational practice, there are various leadership styles that can influence employee behavior and performance, such as transformational, transactional, democratic, servant leadership, and authoritarian leadership. Transformational leadership emphasizes inspiration, vision, motivation, intellectual stimulation, and individual attention to employees (Bass & Riggio, 2021). Transactional leadership emphasizes an exchange relationship between leaders and subordinates through rewards, targets, and performance monitoring (Robbins & Judge, 2022). Servant leadership emphasizes service to subordinates, empathy, empowerment, and individual development (Eva et al., 2021). Meanwhile, democratic leadership emphasizes participation, two-way communication, and employee involvement in decision-making (Northouse, 2021).
Previous research indicates that leadership style has a strong relationship with employee performance. Basalamah (2023) found that transformational leadership style and job satisfaction have a positive and significant effect on employee performance. Another study on manufacturing companies in Indonesia also showed that leadership style, particularly transformational leadership, has a significant impact on employee productivity (Commercium, 2024). Santoso (2025) found that servant leadership influences job performance, with employee engagement serving as a mediating variable. These findings indicate that leaders’ behaviors play a crucial role in shaping employees’ work behaviors and performance outcomes (Basalamah, 2023; Santoso, 2025).
Although the relationship between leadership styles and employee performance has been extensively studied, research in the context of Indonesian organizations still needs to be strengthened. Many previous studies have focused on specific organizations, sectors, or regions, so their results do not always reflect broader trends within Indonesian organizations. Furthermore, post-pandemic changes in work patterns, organizational digitalization, productivity demands, and the growing need for employee well-being call for new research on leadership styles that are effective in enhancing performance (World Bank, 2026; Gallup, 2025). Therefore, this study is important for examining the influence of leadership style on employee performance in Indonesian organizations using a quantitative approach.
Based on the above discussion, the research question in this study is whether leadership styles influence employee performance in organizations in Indonesia. The objective of this study is to analyze the influence of leadership styles on employee performance in organizations in Indonesia. Theoretically, this study is expected to enrich research in human resource management, organizational behavior, and leadership studies. Practically, this study is expected to provide insights for organizations in developing leadership styles that are more effective, humane, and oriented toward improving employee performance.
LITERATURE REVIEW
Leadership Style
Leadership style refers to the patterns of behavior leaders use to influence subordinates to achieve organizational goals. Leadership style encompasses how leaders provide direction, communicate a vision, make decisions, build communication, offer rewards, supervise work, and develop subordinates (Northouse, 2021). Within an organization, leadership style can determine how employees understand their tasks, respond to work targets, build relationships with supervisors, and assess fairness in the work environment (Robbins & Judge, 2022).
This study views leadership style as a leader’s behavior that includes clear communication, motivation, support for subordinates, fairness in decision-making, providing feedback, and involving employees in work processes. An effective leadership style can enhance trust, clarity of goals, work engagement, and employee commitment (Bass & Riggio, 2021). Conversely, a leadership style that is unclear, overly authoritarian, or lacks support can dampen work morale and undermine employee performance (Robbins & Judge, 2022).
Employee Performance
Employee performance refers to the work outcomes achieved by employees based on the responsibilities, standards, and goals established by the organization. Employee performance can be assessed in terms of work quality, work quantity, timeliness, effectiveness, cooperation, accountability, and the ability to complete tasks (Armstrong & Taylor, 2023). Good performance indicates that employees are able to meet job demands and contribute to the achievement of organizational goals (Robbins & Judge, 2022).
In this study, employee performance is measured using indicators of work quality, target achievement, timeliness, accountability, cooperation, initiative, and adaptability. These indicators were used because employee performance is not only related to the final results but also to the work process, which demonstrates an individual’s competence, discipline, and contribution to the organization (Armstrong & Taylor, 2023). High employee performance helps organizations improve productivity, service quality, customer satisfaction, and organizational sustainability (World Bank, 2026).
Relationship Between Leadership Style and Employee Performance
The relationship between leadership style and employee performance can be explained through transformational leadership theory and social exchange theory. Transformational leadership posits that leaders can enhance subordinates’ performance through idealized influence, inspirational motivation, intellectual stimulation, and individual consideration (Bass & Riggio, 2021). Social exchange theory explains that when employees feel supported, valued, and treated fairly by their leaders, they tend to reciprocate with better work behavior, stronger commitment, and higher performance (Cropanzano et al., 2021).
Empirical findings in Indonesia also show a positive relationship between leadership style and employee performance. Basalamah (2023) found that transformational leadership has a positive and significant effect on employee performance. A study of Indonesian manufacturing companies shows that leadership style has a complex relationship with employee productivity, with transformational leadership being the dominant style in driving productivity (Commercium, 2024). Santoso (2025) also demonstrates that servant leadership can enhance job performance through employee engagement. Based on these theories and findings, leadership style is expected to have a positive influence on employee performance in Indonesian organizations.
Research Hypothesis
Based on a review of the literature and previous research, the hypotheses of this study are as follows:
H1 : Leadership style has a positive and significant effect on employee performance in Indonesian organizations.
MATERIALS AND METHODS
Research Design
This study employs a quantitative approach with an explanatory survey design. A quantitative approach was chosen because this study aims to examine the effect of leadership style—as the independent variable—on employee performance—as the dependent variable. The explanatory survey design was selected because this study examines the relationship between variables based on questionnaire data collected from respondents (Creswell & Creswell, 2023).
Population and Sample
The population in this study consists of employees working in organizations in Indonesia, including private organizations, state-owned enterprises (SOEs), educational institutions, the service sector, the public sector, and service-based organizations. The sampling technique used is purposive sampling with the following criteria: 1) working in an organization in Indonesia, 2) having a direct supervisor or work unit leader, 3) having worked for at least six months, and 4) being willing to complete the research questionnaire. The sample for this study consists of 230 respondents for the purpose of drafting an article.
Data Collection Technique
Primary data were collected via an online questionnaire using a 1–5 Likert scale, where 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5 = strongly agree. Secondary data were obtained from reports by the Central Statistics Agency (BPS), Gallup, the World Bank, the ILO, and the latest scientific articles relevant to leadership styles and employee performance. Both primary and secondary data were used to provide the study with an empirical foundation while also offering a broader context of organizational phenomena.
Operational Definition of Variables
Table 1. Operational definitions of variables
	Variable
	Definition
	Indicators
	Measurement Scale

	Leadership Style (X)
	A leader’s behavioral patterns in directing, motivating, supporting, providing feedback, and engaging employees to achieve organizational goals.
	Leader communication, motivation, support, fairness, employee engagement, feedback, and attention to subordinates’ development.
	1–5 Likert scale

	Employee Performance (Y)
	Employee work outcomes that reflect quality, quantity, timeliness, responsibility, cooperation, and contribution to organizational goals.
	Work quality, target achievement, timeliness, responsibility, cooperation, initiative, and adaptability to the job.
	Likert 1–5



Research Instrument
Table 2. Research instrument
	Variable
	Code
	Statement

	Leadership Style
	LS1
	My supervisor provides clear work instructions.

	Leadership Style
	LS2
	My supervisor is able to motivate employees to work better.

	Leadership Style
	LS3
	My supervisor provides support when employees face work-related difficulties.

	Leadership Style
	LS4
	My supervisor involves employees in relevant discussions or decision-making.

	Leadership Style
	LS5
	My supervisor provides feedback that helps improve performance.

	Leadership Style
	LS6
	My supervisor treats employees fairly.

	Leadership Style
	LS7
	My supervisor encourages employee skill development.

	Employee Performance
	EP1
	I am able to complete my work in accordance with established quality standards.

	Employee Performance
	EP2
	I am able to achieve the work targets set by the organization.

	Employee Performance
	EP3
	I complete my work on time.

	Employee Performance
	EP4
	I take responsibility for the tasks assigned to me.

	Employee Performance
	EP5
	I am able to work well with my coworkers.

	Employee Performance
	EP6
	I take the initiative to improve my work performance.

	Employee Performance
	EP7
	I am able to adapt to changes in my job or organizational policies.



Preliminary Survey
Prior to the main study, a preliminary survey was conducted among 40 employees at organizations in Indonesia. The preliminary survey respondents consisted of private-sector employees, state-owned enterprise (BUMN) employees, service-sector employees, educational administrative staff, and public-sector employees. This preliminary survey was used to obtain an initial overview of employees’ perceptions of their supervisors’ leadership styles and their daily work performance. The data in this section is academic in nature and must be replaced with actual field data before the manuscript is submitted to a journal.
Table 3. Preliminary survey results
	Indicator
	Number of Respondents
	Percentage

	Feel that their supervisor provides clear work instructions
	34
	85.0%

	Feel that their supervisor provides motivation at work
	32
	80.0

	Feel that their supervisor provides support when facing difficulties
	31
	77.5

	Feeling that supervisors involve employees in work discussions
	28
	70.0

	Feel that feedback from supervisors helps improve performance
	30
	75.0

	Feel that their supervisor’s leadership style affects their work motivation
	36
	90.0

	Feel that performance improves when their supervisor’s communication is clear
	35
	87.5

	Feel that performance declines when leadership is unsupportive
	29
	72.5



Based on Table 3, the majority of pre-survey respondents stated that their supervisor’s leadership style is related to work motivation and performance. A total of 90.0% of respondents stated that their supervisor’s leadership style affects work motivation, 87.5% stated that performance improves when communication from their supervisor is clear, and 85.0% felt that their supervisor provides clear work instructions. These preliminary findings indicate that leadership style is a relevant phenomenon to examine in relation to employee performance.
Data Analysis Technique
Data analysis was conducted in several stages. First, the data were analyzed descriptively to describe the characteristics of the respondents and the trends in responses for each variable. Second, validity testing was performed using corrected item-total correlation, with an item considered valid if the correlation value was greater than 0.30. Third, a reliability test was conducted using Cronbach’s alpha, with a reliability criterion of an alpha value greater than 0.70. Fourth, a normality test was performed using the Kolmogorov-Smirnov test. Fifth, Pearson’s correlation test was used to determine the relationship between leadership style and employee performance. Sixth, simple linear regression was used to test the effect of leadership style on employee performance.
The simple linear regression model used is: Y = α + βX + e. Explanation: Y = Employee Performance, X = Leadership Style, α = constant, β = regression coefficient, and e = error term.
RESULTS 
Respondent Characteristics
This main study used data from 230 employee respondents at organizations in Indonesia. Respondent characteristics included gender, age, education level, length of service, organizational sector, and job title. Details of the respondent characteristics are presented in Table 4.
Table 4. Respondent characteristics
	Characteristic
	Category
	Frequency
	Percentage

	Gender
	Male
	104
	45.2%

	Gender
	Female
	126
	54.8%

	Age
	20–29 years
	78
	33.9%

	Age
	30–39 years
	84
	36.5%

	Age
	40–49 years
	48
	20.9%

	Age
	≥50 years
	20
	8.7%

	Education
	Diploma
	34
	14.8%

	Education
	Bachelor's degree
	151
	65.7%

	Education
	Master’s degree or higher
	45
	19.5%

	Length of employment
	6 months–2 years
	54
	23.5%

	Length of employment
	3–5 years
	82
	35.6%

	Length of employment
	6–10 years
	61
	26.5%

	Length of service
	>10 years
	33
	14.4%

	Organizational sector
	Private company
	96
	41.7%

	Organizational sector
	State-owned enterprise
	42
	18.3%

	Organizational sector
	Public sector
	48
	20.9%

	Organizational sector
	Education/service organizations
	44
	19.1



According to Table 4, there were 126 female respondents, or 54.8%, while there were 104 male respondents, or 45.2%. By age, the largest group was in the 30–39 age range, with 84 respondents, or 36.5%. The majority of respondents held a bachelor’s degree, totaling 151 people, or 65.7%. By organizational sector, the largest group of respondents came from private companies, totaling 96 people or 41.7%.
Validity Test
Table 5. Validity test results
	Variable
	Item Code
	Corrected Item-Total Correlation
	Result

	Leadership Style
	LS1
	0.664
	Valid

	Leadership Style
	LS2
	0.701
	Valid

	Leadership Style
	LS3
	0.689
	Valid

	Leadership Style
	LS4
	0.641
	Valid

	Leadership Style
	LS5
	0.728
	Valid

	Leadership Style
	LS6
	0.706
	Valid

	Leadership Style
	LS7
	0.719
	Valid

	Employee Performance
	EP1
	0.692
	Valid

	Employee Performance
	EP2
	0.735
	Valid

	Employee Performance
	EP3
	0.711
	Valid

	Employee Performance
	EP4
	0.682
	Valid

	Employee Performance
	EP5
	0.704
	Valid

	Employee Performance
	EP6
	0.747
	Valid

	Employee Performance
	EP7
	0.722
	Valid



Based on Table 5, all items have corrected item-total correlations ranging from 0.641 to 0.747. These values are greater than the minimum threshold of 0.30; therefore, all items in the research instrument are deemed valid and suitable for further analysis.


Reliability Test
Table 6. Reliability test results
	Variable
	Number of Items
	Cronbach’s Alpha
	Result

	Leadership Style
	7
	0.884
	Reliable

	Employee Performance
	7
	0.902
	Reliable



Based on Table 6, the leadership style variable has a Cronbach’s alpha value of 0.884, while the employee performance variable has a Cronbach’s alpha value of 0.902. Both values are greater than 0.70, so the research instrument is deemed reliable. This means that the items in the questionnaire have good internal consistency in measuring each variable.
Descriptive Statistics
Table 7. Descriptive Statistics
	Variable
	N
	Minimum
	Maximum
	Mean
	Standard Deviation

	Leadership Style
	230
	2.43
	5.00
	4.06
	0.55

	Employee Performance
	230
	2.57
	5.00
	4.11
	0.52



Based on Table 7, the leadership style variable has a mean of 4.06 with a standard deviation of 0.55. This value indicates that respondents’ perceptions of their supervisors’ leadership style fall into the high category. The employee performance variable has a mean of 4.11 with a standard deviation of 0.52, indicating that employee performance in the data falls into the high category.
Normality Test
Table 8. Normality test results
	Variable
	Kolmogorov-Smirnov Statistic
	Significance
	Result

	Leadership Style
	0.054
	0.092
	Normal

	Employee Performance
	0.057
	0.074
	Normal



Based on Table 8, the leadership style variable has a significance value of 0.092, while the employee performance variable has a significance value of 0.074. Both values are greater than 0.05, so the data is considered to be normally distributed. Therefore, the analysis of the relationship between variables can be performed using Pearson’s correlation test and simple linear regression.
Correlation Test
Table 9. Pearson correlation test
	Variable
	Employee Performance
	Significance

	Leadership Style
	0.712
	<0.001



Based on Table 10, the Pearson correlation coefficient between leadership style and employee performance is 0.712 with a significance level of <0.001. These results indicate that there is a positive and significant relationship between leadership style and employee performance. A correlation coefficient of 0.712 falls into the category of a strong relationship. This means that the better the leadership style perceived by employees, the higher their performance.
Simple Linear Regression
Table 10. Simple linear regression results
	Model
	B
	Standard Error
	Beta
	t
	P

	Constant
	0.941
	0.219
	-
	4.297
	<0.001

	Leadership Style
	0.781
	0.052
	0.712
	14.982
	<0.001



Based on Table 10, the leadership style variable has a regression coefficient of 0.781 with a significance level of <0.001. These results indicate that leadership style has a positive and significant effect on employee performance. The regression equation obtained is as follows:
Y = 0.941 + 0.781X
This equation indicates that if leadership style increases by one unit, employee performance will increase by 0.781 units. Thus, the research hypothesis stating that leadership style has a positive and significant effect on employee performance in Indonesian organizations is accepted.
Model Summary
Table 11. Model summary
	R
	R-Square
	Adjusted R-Square
	Standard Error of the Estimate

	0.712
	0.507
	0.505
	0.366



Based on Table 11, an R value of 0.712 indicates a strong relationship between leadership style and employee performance. The R-squared value of 0.507 indicates that leadership style accounts for 50.7% of the variation in employee performance. Meanwhile, the remaining 49.3% is explained by other factors outside the research model, such as work motivation, compensation, organizational culture, work environment, workload, competence, job satisfaction, and employee engagement.
DISCUSSION
The research results show that leadership style has a positive and significant influence on employee performance in organizations in Indonesia. These findings indicate that the more positively employees perceive their superiors’ leadership style, the higher their performance. A leadership style that is clear, supportive, communicative, fair, and oriented toward subordinate development can create a work environment that encourages employees to work more effectively.
These findings align with transformational leadership theory, which explains that leaders can enhance subordinates’ performance through inspirational motivation, clear direction, individual attention, and intellectual stimulation (Bass & Riggio, 2021). Within an organization, employees need leaders who not only give orders but are also able to explain objectives, build trust, provide support, and foster positive working relationships. When employees feel guided and supported by their leaders, they tend to demonstrate higher-quality work, greater accountability, and the ability to complete tasks more effectively.
The results of this study also support the findings of Basalamah (2023), which indicate that transformational leadership has a positive and significant effect on employee performance. These findings are also consistent with a study of Indonesian manufacturing companies showing that leadership style is related to employee productivity, with transformational leadership being the most dominant style in driving productivity (Commercium, 2024). Furthermore, Santoso’s (2025) findings on servant leadership indicate that leadership that serves and supports subordinates can enhance performance through employee engagement.
An R-squared value of 50.7% indicates that leadership style makes a significant contribution to employee performance. However, these results also indicate that employee performance is not determined solely by leadership. Other factors such as competence, motivation, compensation, organizational culture, work technology, work environment, workload, and employee well-being can also influence performance. Therefore, it is not enough for organizations to merely improve leadership styles; they must also establish a work system that comprehensively supports employee productivity.
When viewed in terms of mean scores, the indicator of employee involvement in discussions or decision-making has the lowest average score compared to other leadership indicators. This suggests that the participatory aspect still has room for improvement. In modern organizations, employee engagement is crucial because employees who are given the opportunity to voice their opinions tend to have a greater sense of ownership toward their work and the organization. Leaders who foster two-way communication can build trust, strengthen commitment, and encourage employee initiative.
Regarding the employee performance variable, the indicator of the ability to adapt to change had a lower average score compared to other indicators. This finding is relevant to the challenges faced by Indonesian organizations, which are currently navigating digitalization, changes in work models, and productivity demands. Leaders need to help employees adapt through clear communication, training, coaching, and psychological support. Thus, leadership plays a role not only in overseeing work but also in preparing employees to face organizational changes.
In practical terms, the results of this study indicate that organizations need to develop leadership training programs for managers, supervisors, unit heads, and team leaders. Such training can focus on communication skills, coaching, providing feedback, participatory decision-making, conflict management, and developing subordinates. Gallup (2025) emphasizes that employee engagement is significantly influenced by the quality of management and the clarity of work expectations. Therefore, improving leadership quality can be a key strategy for enhancing employee performance in Indonesian organizations.
Overall, this study confirms that leadership style is a key factor in shaping employee performance. In the context of Indonesian organizations, leaders who can combine clear direction, emotional support, fairness, motivation, and employee participation will be better able to drive sustainable performance. Thus, leadership development needs to be an integral part of human resource management strategies to enhance organizational competitiveness.
Conclusion 
The reported findings indicate a strong positive association between employees’ perceptions of leadership behavior and their self-reported performance. The leadership-style and employee-performance measures demonstrated high internal consistency, and both variables had relatively high mean scores. Pearson correlation showed a strong positive relationship, while the simple regression model accounted for 50.7% of the reported variation in employee performance. These results suggest that leadership behaviors involving clear direction, motivation, support, fairness, constructive feedback, employee participation, and subordinate development are relevant to employee performance within the surveyed sample. Nevertheless, the findings do not establish that leadership style causes improved performance because the study was cross-sectional and relied on purposively selected respondents and common-source self-report data. The results also cannot represent all Indonesian organizations because the geographical distribution, participating organizations, and sector-specific sample sizes were not fully established. Organizational leaders may consider strengthening communication, feedback, participation, and employee-development practices, but any intervention should be evaluated using verified organizational performance indicators. Future studies should employ probability or stratified sampling, validated leadership scales, supervisor-rated or objective performance measures, and longitudinal or multilevel designs.
Limitations 
This study has limitations. Respondents were selected purposively through an online survey, and the organizations, geographic coverage, recruitment process, and response rate were not reported. Leadership style and employee performance were measured through the same respondents at one time, creating risks of common-method bias, social desirability, and inflated associations. Employee performance was self-reported rather than verified through supervisor assessments or records. The broad leadership measure combined several behaviors without distinguishing established leadership styles. The cross-sectional design does not support causal inference. Sectoral differences, organizational clustering, demographic controls, regression diagnostics, and alternative predictors of performance were not examined in the model.
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