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Abstract

Work ability, work discipline and communication certainly have an interrelated
relationship, by running it according to procedures and directions all work will be easily
completed. Therefore, the purpose of this study is to determine the effect of work ability, work
discipline, communication, on company performance mediated by resilient leadership. The
method uses quantitative analysis with the help of SEM PLS data processing tools. Data
collection using questionnaires to a total of 580 ojol drivers in Batam City. The research
variables consist of work ability (X1), work discipline (X2), communication (X3), leadership
(Y1), and organizational performance (Y2). The results concluded that hypotheses 2, 3, 5, 6, and
7 can be accepted while hypotheses 1 and 4 are not accepted in this study because they have
statements that are not strong with the results of the coefficient of determination test for the
dependent variable value of 0.750 (75%) and the mediating variable is 0.691 (69.1%) and data
quality (Goodness of Fit) of 0.702.
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1.  INTRODUCTION

HR as a driving force certainly has an important role in ensuring continuity of
progress by continuously developing and training human resources so that the potential
contained in human resources can always innovate and achieve the success and goals that
have been planned. Considering that the role of human resources is quite important in a
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company, of course every company must manage its human resources so that the goals of an
organization can move forward according to what has been targeted and are not hampered
by any problems.

Ability is a capacity that exists within each person in completing their tasks and is
usually the person's ability, education, experience and background (Sudarso et al,, 2022).
Work ability is an ability that is based on education and experience and always thinking
about problems and what methods must be done so that the work can be completed well and
in the time required. Work ability, work discipline and communication certainly have an
interrelated relationship, by carrying them out in accordance with procedures and directions
all work will be easily completed. Of course, work discipline must be carried out and obeyed
by all workers so that they can always comply with company rules. Communication that runs
effectively will also increase positive impressions and also improve performance between
superiors and subordinates (Sudarso et al., 2022).

Work discipline is a method carried out by superiors by communicating with
employees with the aim of changing a person's behavior in order to create awareness of
obeying company rules. According to Nasution & Priangkatara, (2022) discipline is a path or
path taken by an organization, namely by using it as an effective tool to create and establish
rules and with the aim of achieving common goals. According to Nasution & Priangkatara,
(2022) work discipline towards employees in an organization is a dominant factor, so work
discipline must always be developed and improved in order to achieve goals such as
producing good performance.

Batam City is also one of the cities that provides online transportation with the aim
of reducing congestion, thereby increasing the demand for online transportation users.
Currently, many people do work as an online transportation driver to earn income and this
job has received sharp attention from society because it is growing very rapidly and many
people have used its services due to lifestyle patterns and technological developments.
Barelang Police recorded that in 2021 there were 485 cases of accidents in Batam which
caused 93 people to die, 46 were seriously injured and 616 were lightly injured and other
causes, namely out of control, there were 74 cases and caused 7 people to die as a result of
not giving priority to crossers, passing speed limit against the flow and breaking through red
lights and the police also noted that this accident was dominated by two-wheeled vehicles.

According to previous research by Husain et al., (2022) it is proven that there is a
significant positive relationship between work ability variables and strong leadership. Bagis

1351
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

etal., (2022) argue that work discipline has a significant influence on employee performance,
which means that having strong leadership in an organization can certainly maintain a
culture of good work discipline. According to Sudarso etal., (2022) each employee must have
his or her own characteristics and good qualifications to be accepted by a corporate
organization to complete the work. Puspitasari etal., (2022) stated that the influence of work
discipline is very influential on employee performance. This means that every company must
implement what is called work discipline so that the company can continue to progress.

Ibrahim et al., (2022) researched communication and stated that communication
variables will greatly influence employee performance variables and this research proves
that communication is an important factor in determining the work of each company
employee so that the company's goals can be realized. According to Mubin, (2023) Resilient
Leadership has a significant relationship with Organizational Performance because having a
good leader in an organization will indirectly improve employee performance from
coordination between management and staff to achieve common goals.

This research discusses performance in a company's organization, where to
strengthen the performance of an organization there must be reliable leadership. To be a
leader, of course you have to contribute and be a good example for your employees. With the
background described above, it can be seen that the aim of this research is to determine the
influence of work ability, work discipline, communication, on company performance
mediated by Tangguh leadership.

2. LITERATURE REVIEW
2.1 Previous Research

Research conducted by Sudarso et al.,, (2022) which examined the ability test of
resilient leadership in mediating the relationship between work ability, work discipline and
communication with organizational performance showed findings of a positive and
significant influence of ability, discipline and communication on leadership resilience. with
the performance of an organization. With a total of 160 respondents obtained from ten
people from each branch office and regional office. Meanwhile, Butarbutar & Nawangsari,
(2022) aims to see the influence of work discipline and compensation on employee
performance through work motivation. The approach method uses a quantitative method
using causality and the number of response data is 100 people obtained from DPRD
Secretariat employees who work as civil servants.
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Research from Muid & Setiadi, (2022), which was conducted at PT. Laser Jaya Sakti shows
that the style of communication influences work morale through work performance and
performance can mediate the relationship between the style of communication and work
morale. Sudarso et al, (2022) in their research shows that human values and work
commitment influence leaders and also performance. Meanwhile, research conducted by
Tjahjadi & Zami, (2022) shows that leadership and training influence job satisfaction, while
work discipline has a positive but not significant effect on job satisfaction. Baka etal., (2021),
in their research shows that leadership is directly related to work abilities in both
occupational groups. Nasution & Priangkatara, (2022) in their research discussed employee
discipline and motivation. The results obtained from this research were that work discipline
influenced employee performance. Work motivation influences performance. Research by
Taufik Lesmana et al., (2022) shows that there is an influence between environmental
variables, discipline, work motivation on employee performance because it can improve
employee performance.

Research conducted by Saputra & Rizky Mahaputra, (2022) shows that
environmental variables, work discipline, work safety have a significant effect on
occupational health. Mustakiem, (2022) in his research found that discipline and
commitment influence employee productivity and work performance. The method for
carrying out this research is qualitative analysis and also a literature review by reviewing
theories to connect with existing variables sourced from Mendeley, Google Scholar and
several other media. Husain et al, (2022) in their research shows that individual
characteristics influence work ability but are not significant on employee performance.
Intention to leave and resilience have a significant effect on employee performance and it
can be proven that work ability, individual characteristics and intention to leave are factors
in the ups and downs of employee performance so that strategies are needed to improve
employee performance in terms of quality, work assignments, responsibilities and so on.
Riwukore et al, (2022), in their research shows that there is a significant influence of
motivation, discipline and organizational commitment on employee performance at the
regional secretariat of the Kupang City Government.

Vipraprastha et al., (2020) in their research shows that the role of leaders in leading
and paying attention to their employees is very necessary to complete tasks in accordance
with their responsibilities. Bagis et al., (2022) in their research shows that organizational
commitment cannot mediate work leadership and work discipline with employee
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performance. Kadir, (2022) the aim of creating this article is to analyze the influence
between variables as in his research shows the influence of work discipline on work
productivity, organizational culture on work productivity, work discipline on employee
performance and organizational culture on employee performance. Sunarto & Tanjung,
(2022) in their research shows that there is a relationship between work discipline and the
work environment and job satisfaction at PT. Lolc Ventura BSD Branch.

Ibrahim et al,, (2022) in their research shows that communication is a significant
important thing in determining employee performance and also plays an important role as
a mediation. Singh et al,, (2022) in their research showed that there was a significant
relationship between RL on EE and partial mediation of PsyCap on RL EE. The aim of this
research is to become the best solution in fighting outbreaks in the community. Bisnis et al,,
(2022) in their research shows that there is a relationship with work motivation and
employee performance, discipline work environment has no relationship with employee
performance, and work motivation has no relationship with employee performance.

Aryani et al,, (2022) in their research shows that there is a significant relationship
between the three variables and they move simultaneously. Idris & Sanjaya, (2022) in their
research shows that there is a relationship with organizational culture, motivation and
discipline and employee performance. As a result, it can be seen that there is an influence of
culture on employee performance in planning bureaus. Gustiana et al.,, (2022) in their
research showed that there was a relationship with transformational leadership, discipline,
school principals and work climate with teacher professionalism, and there was no
relationship between leadership with school principals in the field and work climate and
teacher professionalism. Nurrofi et al, (2022) in their research shows that the work
environment is related to work discipline, organizational culture is related to work
discipline, leadership is related to work discipline. Gaddafi et al., (2022) in their research
shows that there is a relationship between the work environment and work discipline.
Leadership is also related to work discipline, and organizational culture also has a significant
influence on work discipline. The conclusion is that the absence of good leadership will
reduce work discipline.

Wiryawan et al., (2020) in their research shows that the work environment is related to
motivation, the work environment has no effect on work discipline, work motivation has a
relationship with work discipline, motivation has a relationship with employee performance
and work discipline has no effect on employee performance. Asgaruddin etal.,, (2021) in their
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research shows that positive professionalism is related to work discipline, positive work
culture is related to work discipline, positive professionalism is related to employee
performance, positive work culture is related to employee performance and positive work
discipline is related to employee performance. Arpika Sari et al,, (2022) in their research
found a significant relationship between the three variables, namely motivation, work
discipline and organizational culture on employee performance at the Forest Area
Stabilization Center Region I Medan.

Nyoman et al., (2022) With the aim of analyzing and seeing whether work experience,
competency, discipline in their research shows that there is no relationship between
competency and employee performance, work experience is not related to employee
performance, work environment is related to employee performance and work discipline
has no effect on employee performance. Mubin, (2023) in his research shows that all
variables have a significant influence on each other. Salim & Ernanda, (2023) in their
research shows that there is a positive relationship between the three independent
variables, namely work discipline, work environment, motivation on the dependent variable,
namely employee performance.

Dompak & Epriadi, (2022) in their research shows that there is a relationship
between discipline and employee performance, leadership and employee performance,
discipline and employee performance.

2.2  The Relationship Between Work Ability and Resilient Leadership

Work Ability has a significant influence on Resilient Leadership, which means these
2 variables have a very important role in an organization so that it can continue to develop.
According to Husain et al,, (2022) prove that there is a significant positive relationship
between work ability variables and strong leadership.

2.3 The Relationship Between Work Discipline and Resilient Leadership

Work Discipline has a significant effect on Resilient Leadership, which means these 2
variables have a very important role in an organization. It was also proven by Bagis et al,,
(2022) that work discipline has a significant influence on employee performance, which
means that having strong leadership in an organization can certainly maintain a culture of
good work discipline.
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2.4 The Relationship Between Communication and Resilient Leadership

Communication and Resilient Leadership have a significant relationship and of
course having and implementing a good communication culture can solve problems that
occur. According to Bagis et al., (2022) the relationship between communication and strong
leadership is a word that has quite harmonious meanings and meanings. If a leader cannot
communicate well then he will not have good leadership attitudes.

2.5 The Relationship Between Work Ability and Organizational Performance

Work Ability and Organizational Performance have a significant relationship.
According to Sudarso et al., (2022) each employee must have his or her own characteristics
and good qualifications to be accepted by a corporate organization to complete the work. It
can be concluded that the relationship between these two variables has a very important
role for an organization the company.

2.6 The Relationship Between Work Discipline and Organizational Performance

Work Discipline has a significant relationship with Organizational Performance,
which means that every company employee must implement work discipline behavior in
order to make someone aware and also have a great willingness to comply with the norms
and regulations that apply in the environment. According to Bisnis et al., (2022) the influence
of work discipline really has a big influence on employee performance. And it can be
interpreted that every company must implement what is called work discipline so that the
company can continue to progress.

2.7 The Relationship Between Communication and Organizational Performance

Communication has a significant relationship with Organizational Performance,
where according to Sudarso et al., (2022) communication is an activity to share information
directly or indirectly with the aim of informing and warning about something. This is also
confirmed by Ibrahim et al, (2022) that communication variables will greatly influence
employee performance variables and this research proves that communication is an
important factor in determining the work of each company employee so that the company's
goals can be realized.
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2.8 The Relationship Between Resilient Leadership and Organizational
Performance
According to Mubin, (2023) Resilient Leadership has a significant relationship with
Organizational Performance because having a good leader in an organization will indirectly
improve employee performance from coordination between management and staff to
achieve common goals.

3. RESEARCH METHOD

This research aims to develop previous research researched by Sudarso et al., (2022).
This research is a form of causal-comparative research that measures several variables and
tests the relationships between them. This research studies the relationship between work
ability, work discipline, communication on the dependent variable, namely organizational
performance and is mediated by Tangguh leadership. The population of this research is all
online transportation drivers in Batam City. This research was carried out by distributing
questionnaires as a medium for collecting data in research obtained from respondents (Hair
etal, 2011).

The sampling method for this research is to use a non-probability sampling technique,
namely a purposive sampling method where the sample selection is not done randomly but
can be adjusted to predetermined criteria. This sampling was of course carried out by
distributing questionnaires to respondents who met the desired criteria in this research,
namely only online transportation drivers who could fill out this questionnaire. The data
used in this research is primary data collected as a result of distributing questionnaires
directly to a group of respondents who are online transportation drivers in Batam City.

In this research, descriptive statistics are of course used to determine the quantity
and percentage of the demographic characteristics of respondents. The demographics of
these respondents can be seen from gender, age, education, income and so on. This research
was tested using the SEM-PLS (Structural Equation Modeling) program. The testing stage
uses the Common Method Bias (CMB) test. Measurement model (Outer Model) with stages
of Outer Loadings, Average Variance Extracted Validity, Cronbach's Alpha, and Composite
Reliability. Meanwhile, the structural model uses a test stage with Path Coefficients and
Indirect Effects.

The R Square test shows the percentage of model fit whose aim is to measure how far
the model's ability to explain the dependent variable. An R Square value of 0.75 indicates
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that the model is strong, 0.05 indicates moderate and 0.25 indicates a weak model. This
quality test stage is used to see whether a model is good or not in a study using the Goodness
of Fit test or is a comparison between models and covariance metrics between indicators or
observed variables. The value can be said to be small if the value is greater than 0.10, if it has
a value greater than 0.25 and it can be said to be large if it has a value greater than 0.36.

4. RESULT
4.1 Common Method Bias

The Common Method Bias (CMB) test aims to avoid various causes that can cause
errors in data testing. Usually this error originates from data measurements or what is
known as method variance. To find out whether there is this issue or not, use the single factor
test technique. The results of this validity test were carried out with the aim of seeing
whether the questions used were in accordance with the picture of the variables being
studied. A part or construct will be declared valid if the Average Variance Extracted (AVE) is
greater than 0.5 according to (Hair et al., 2011).

Table 1. Validity Test Results

Variabel AVE Conclusion
Ability 0.886 Valid
Discipline 0.961 Valid
Communication 0.960 Valid
Resilient Leadership 0.967 Valid
Organizational 0.987 Valid
Performance

It was concluded that the test results of all research variables were valid and met
the requirements for convergent validity with an AVE value greater than 0.5 (Hair et al,,
2011). This reliability test was carried out with the aim of seeing and knowing whether the
respondents' answers to the questions were consistent or not if the value was above 0.7
(Hair et al, 2011).
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Table 2. Reliability Test Results

Variabel Composite Conclusion
Reliability
Ability 0.970 Reliabel
Discipline 0.925 Reliabel
Communication 0.974 Reliabel
Resilient Leadership 0.988 Reliabel
Organizational 0.969 Reliabel
Performance

Above is a table of reliability test results which shows that the composite reliability
value of each variable has a composite value greater than 0.7, which means it can be
concluded that there are no unreliable questions (Hair et al., 2011).

4.2 Inner Model (Structural Model Evaluation)

A relationship between variables can be said to be significant if it has a P-Value >0.05
and T-Statistics >1.96 (Hair etal., 2011). Table 4.10 below will show the results of significant
tests between the variables Work Ability, Work Discipline, Communication, Strong
Leadership and Organizational Performance.

Table 3. Direct Effect Test Results

Track T- Statistics Conclusion
X @Y /Direct
Ability B Resilient Leadership 0.680 H1: No Significant Effect
Discipline B Resilient Leadership 5.709 H2: Significant Effect
Communicationl Resilient 4.829 H3: Significant Effect
Leadership
Ability B Organizational 1.662 H4: No Significant Effect
Performance
Discipline B Organizational 3.477 H5: Significant Effect
Performance
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Communication 3.312 H6: Significant Effect
Organizational Performance
Resilient Leadership 5.984 H7: Significant Effect

Organizational Performance

Noted: T-Statistics >1.96.

a. Hypothesis 1: Ability Does Not Have a Significant Influence on Resilient

Leadership

From the results of the direct influence test in table 3, it has been shown that the
variable Work Ability with Resilient Leadership is proven to have no significant influence as
seen from the T-statistic value, which is 0.680, which means it is smaller than the value of
1.96, which concludes that the variable relationship between Work Ability and Resilient
Leadership in hypothesis 1 cannot be accepted because it has no significant effect (Hair et
al, 2011). These results are supported by Pariesti's research, (2022) where competence
does not directly influence leadership with a T value of 1.737 and a p-value of 0.083 which
is greater than 0.05. The results of this study show that an online motorcycle taxi driver who
has limited work ability does not influencing strong leadership in advancing online
motorcycle taxi partners.

b Hypothesis 2: Discipline has a significant influence on Resilient leadership

From the results of the direct influence test between the variables in table 3, it shows
that the Work Discipline variable has a significant effect on Resilient Leadership as proven
by the T-statistic value, which is 5.709 or more than 1.96, which means it has a significance
level of 5% so that hypothesis 2 this is acceptable. The results of this research explain that a
leader or superior must discipline his employees, so that the vision and mission to advance
the company and also satisfy online motorcycle taxi consumers can be achieved. In line with
research by Rosalina. (2020), it was found that the path parameter coefficient obtained from
the influence of the leadership style variable on work discipline was 0.312 with a Tstatistic
value of 2.233 > 1.660 at a significance level of @ = 0.05 (5%) which states that there is a
positive influence between leadership style on work discipline
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C. Hypothesis 3: Communication has a significant influence on Resilient

leadership

The results of the direct influence test in table 3 show that the variable relationship
between Communication and Strong Leadership has a significant effect because the T-
statistic value is 4.829 or greater than 1.96, which means it has a significance level of 5% so
that hypothesis 3 can be accepted. Research by Crews. (2019) supports the hypothesis by
stating that leadership style (transformational and transactional) influences the
communication style perceived by employees, namely accuracy, verbal aggressiveness,
emotion, and manipulativeness through values (F (4,559) = 79.54; p < 0.00). The results of
this research also explain that when communicating, you must pay attention to etiquette and
clear and accurate delivery, so that any information conveyed can be received. Moreover, an
online motorcycle taxi driver must communicate well and correctly with motorcycle taxi
passengers so that passengers are comfortable and also feel satisfied with the services
provided by online motorcycle taxi drivers.

d. Hypothesis 4: Ability has no significant influence on organizational

performance

The test results shown in table 3 above show the results of the relationship between
the variables Work Ability and Organizational Performance which apparently have an
indirect influence because they have a T-statistic value of 1.662 which means that they have
avalue lower than 1.96. Research by Sinambela. (2021) contradicts this by stating that work
ability has a significant effect on employee performance as evidenced by the value of the
calculated t test of 10,732 and a significance of .000 (<0.05). Research from Pratama. (2017)
supports the hypothesis with the results of the Ttest statistical test (partial test) showing a
significance value of work ability of 0.341 which is greater than 0.05, meaning that work
ability has no effect and is not significant on employee performance. The results explain that
the work abilities possessed by an online motorcycle taxi driver, whether they are very good
or poor, will not affect the performance of an organization or company. To advance the
company in a better direction, you must not only have excellent abilities but also pay
attention to discipline, comply with applicable regulations and so on.
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e. Hypothesis 5: Discipline has a significant influence on organizational

performance

The test results obtained from table 3 explain the relationship between the Work
Discipline variable and Organizational Performance which has a significant relationship
because it has a T-statistic value of 3.477 which can be interpreted as a value higher or
greater than 1.96 and it can be concluded that this variable can be accepted in hypothesis 5.
This result is in line with research by Arifa. (2018) where work discipline influences
performance with a significance level of 0.016 < 0.05, then H5 is accepted. This states that
there is a positive and significant influence of work discipline on performance. And this
explains that discipline will certainly greatly influence performance. The performance of an
online motorcycle taxi driver must be in good condition, namely by always creating an
atmosphere of work discipline around the work environment so that it can be a reflection
for other employees.

f. Hypothesis 6: Communication Influences Organizational Performance

The test results from this research can be seen in table 4.10 which shows the results
that have a significant influence between the Communication variable and Organizational
Performance which has a T-statistic value of 3.312, which means the value is greater than
1.96 and hypothesis 6 can be accepted. It was explained that in this case an online motorcycle
taxi driver is required to train and have a good type of communication so that passengers
can understand and accept it. According to research by Rialmi. (2020) There is a positive and
significant influence between communication on employee performance with a correlation
coefficient of 0.769 or having a strong influence. And also the communication process and
what is conveyed by online motorcycle taxi drivers certainly greatly influences
organizational performance because if you do not convey information with clear articulation
it will greatly affect performance.

g Hypothesis 7: Resilient Leadership Has a Significant Influence on
Organizational Performance
The test results from this research show a significant relationship between the
Resilient Leadership variable and Organizational Performance, where the T-statistic value is
5.984 and greater than 1.96 and it is stated that hypothesis 7 is acceptable. It was explained
that when it comes to leading an organization or company, you must have a leadership spirit
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that is strong enough to be able to build the company. These results are strengthened by
research by Fathoni. (2021) where the leadership variable on employee performance
obtained a p-value of 0.001 < 0.05, so it can be concluded that leadership has a significant
effect on employee performance. Being a leader means not only being firm in certain matters
but also having to be able to protect your employees by giving us respect as a leader as proof
that we value what our employees do. Only then will a company experience progress and
survive.

4.3 RSquare Test Results

The results of this test are called the Determination Coefficient Test (R2) whose
function is to test the relationship between independent and dependent variables and
dependent and mediating variables. Table 4 shows that the dependent variable value is 0.750
(75%) and the mediating variable is 0.691 (69.1%).

Table 4. R Square Test Results

Variabel R-Squre Percentage
Resilient 0.750 75%
Leadership
Organizational 0.691 69.1%
Performance

4.4 Quality Index Test Results (Overall Fix Index)
Goodness of fit is a comparison made to see the model specified with the covariance
matrix between indicators. Table 5 shows the Gof results

Table 5. Goodness of fit test results on the influence of strong leadership on
organizational performance

Communalit R square GoF Conclusion
y
0.543 0.441 0.720 Moderate
1363

AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

5.  DISCUSSION
5.1 Common Method Bias (CMB)

The Common Method Bias (CMB) test aims to avoid various causes that can cause
errors in data testing. Usually this error originates from data measurements or what is
known as method variance. To find out whether there is this issue or not, use the single factor
test technique.

5.2 Model Evaluation Results
a. Validity Test Results

The results of this validity test were carried out with the aim of seeing whether the
questions used were in accordance with the picture of the variables being studied. A section
or construct will be declared valid if the Average Variance Extracted (AVE) is greater than
0.5 according to(Hair et al., 2011).

Table 6. Validity Test Results

Variable AVE Information
Work ability 0.886 Valid
Work Discipline 0.961 Valid
Communication 0.960 Valid
Strong 0.967 Valid
Leadership
Organizational 0.987 Valid
Performance

The Work Ability variable shows an AVE value of 0.886, which means it is greater
than 0.5. Based on the data obtained, the Work Ability variable is valid and meets the
convergent validity requirements(Hair et al., 2011). VariableWork Disciplineshows the AVE
value which is equal t00.961 which means greater than 0.5. Based on the results of the data
obtained, the Work Discipline variable is valid and meets the convergent validity
requirements(Hair et al., 2011). ws the AVE value of 0.960, which means it is greater than
0.5. Based on the data obtained, the Communication variable is valid and meets the
convergent validity requirements(Hair et al,, 2011). VariableStrong Leadershipshows the
AVE value of 0.967, which means it is greater than 0.5. Based on the data obtained, the
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Resilient Leadership variable is valid and meets the convergent validity requirements(Hair
etal, 2011).

b. Reliability Test Results
This reliability test was carried out with the aim of seeing and finding out whether
the respondents’ answers to the questions were consistent or not if the value was above 0.7
(Hair etal, 2011).
Table 7. Reliability Test Results

Variable Composite Reliability Information
Work ability 0.970 Reliable
Work Discipline 0.925 Reliable
Communication 0.974 Reliable
Strong Leadership 0.988 Reliable
Organizational Performance 0.969 Reliable

The table shows that the composite reliability value of Work Ability is 0.970, Work
Discipline is 0.925, Communication is 0.974, Resilient Leadership is 0.988 and
Organizational Performance is 0.969. This shows that each variable has a composite value
greater than 0.7, which means it can be concluded that there are no unreliable
questions.(Hair et al,, 2011).

5.3 Inner Model (Structural Model Evaluation)

A relationship between variables can be said to be significant if it has a P-Value >0.05
and T-Statistics >1.96(Hair et al., 2011). Table 4.10 below will show the results of significant
tests between the variables Work Ability, Work Discipline, Communication, Strong
Leadership and Organizational Performance.

Table 8. Direct Effect Test Results

Track X->Y/Direct T- Statistics Conclusion
Work ability ?Strong Leadership 0.680 H1:No Significant
Effect
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Work Discipline 2Strong 5,709 H2:Significant
Leadership Influence
Communication ?Strong 4,829 H3:Significant
Leadership Influence
Work ability ?Organizational 1,662 H4:No Significant
Performance Effect
Work Discipline Organizational 3,477 H5:Significant

Performance Influence
Communication 20Organizational 3,312 H6:Significant

Performance Influence
Strong 5,984 H7:Significant
Leadership 20Organizational Influence
Performance

4 Note: T-Statistics >1.96.

a. Hypothesis 1: Work Ability Does Not Have a Significant Influence on Strong

Leadership

From The results of the direct influence test in table 4.10 have shown that the variable
Work Ability with Resilient Leadership is proven to have no significant influence as seen
from the T-statistic value, which is 0.680, which means it is smaller than the value of 1.96
which concludes that the variable relationship between Work Ability and Leadership The
Tough One in hypothesis 1 cannot be accepted because it has no significant effect(Hair et al.,
2011). Same with researchersPratama & Wardani, (2018)And the results of this research
show that an online motorcycle taxi driver who has limited work abilities does not affect
strong leadership in advancing online motorcycle taxi partners.

b. Hypothesis 2: Work Discipline Has a Significant Influence on Strong Leadership

From the results of the direct influence test between the variables in table 4.10, it
shows that the Work Discipline variable has a significant effect on Resilient Leadership as
proven by the T-statistic value, which is 5.709 or more than 1.96, which means it has a
significance level of 5%, so hypothesis 2 this is acceptable. Also reinforced by previous
research, namelyArifa & Muhsin, (2018)and the results of this research explain that a leader
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or superior must discipline his employees, so that the vision and mission to advance the
company and also satisfy online motorcycle taxi consumers can be achieved.

C. Hypothesis 3: Communication has a significant influence on strong leadership

The results of the direct influence test in table show that the variable relationship
between Communication and Strong Leadership has a significant effect because the T-
statistic value is 4.829 or greater than 1.96, which means it has a significance level of 5% so
that hypothesis 3 can be accepted. Also strengthened by the results of previous research
fromZackharia Rialmi, (2020)and the results of this research also explain that when
communicating, you must pay attention to etiquette and clear and accurate delivery, so that
any information conveyed can be received. Moreover, an online motorcycle taxi driver must
communicate well and correctly with motorcycle taxi passengers so that passengers are
comfortable and also feel satisfied with the services provided by online motorcycle taxi
drivers.

d. Hypothesis 4: Work Ability Does Not Have a Significant Influence on

Organizational Performance

The test results shown in table above show the results of the relationship between
the variables Work Ability and Organizational Performance which apparently have an
indirect influence because they have a T-statistic value 0f1.662 which means that it has a
lower value than 1.96. The results explain that the work abilities possessed by an online
motorcycle taxi driver, whether they are very good or poor, will not affect the performance
of an organization or company. To advance the company in a better direction, you must not
only have excellent abilities but also pay attention to discipline, comply with applicable
regulations and so on.

e. Hypothesis 5: Work Discipline Has a Significant Influence on Organizational
Performance
The test results obtained from table explain the relationship between the Work
Discipline variable and Organizational Performance which has a significant relationship
because it has a T-statistic value of 3.477 which can be interpreted as a value higher or
greater than 1.96 and it can be concluded that this variable can be accepted in hypothesis 5.
This hypothesis is supported by previous research fromRosalina & Wati, (2020)And this
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research explains that discipline will certainly greatly influence performance. The
performance of an online motorcycle taxi driver must be in good condition, namely by always
creating an atmosphere of work discipline around the work environment so that it can be a
reflection for other employees.

f. Hypothesis 6: Communication Influences Organizational Performance

The test results from this research can be seen in table 4.10 which shows the results
that have a significant influence between the Communication variable and Organizational
Performance which has a T-statistic value of 3.312, which means the value is greater than
1.96 and hypothesis 6 can be accepted. It was explained that in this case an online motorcycle
taxi driver is required to train and have a good type of communication so that passengers
can understand and accept it. This hypothesis is in accordance with research fromCrews et
al,, (2019)And also the communication process and what is conveyed by online motorcycle
taxi drivers certainly greatly influences organizational performance because if you do not
convey information with clear articulation it will greatly affect performance.

g Hypothesis 7: Strong Leadership Has a Significant Influence on Organizational

Performance

The test results from this research show a significant relationship between the
Resilient Leadership variable and Organizational Performance, where the T-statistic value is
5.984 and greater than 1.96 and it is stated that hypothesis 7 is acceptable. It was explained
that when it comes to leading an organization or company, you must have a leadership spirit
that is strong enough to be able to build the company. Being a leader means not only being
firm in certain matters but also having to be able to protect your employees by giving us
respect as a leader as proof that we value what our employees do. Only then will a company
experience progress and survive. And this hypothesis is in accordance with previous
research, namely from(Fathoni et al., 2021).

5.4 R Square Test Results

The results of this test are called the Determination Coefficient Test (R2) whose
function is to test the relationship between independent and dependent variables and
dependent and mediating variables. Table 4.11 shows that the dependent variable value is
0.750 (75%) and the mediating variable is 0.691 (69.1%).
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Table 4. R Square Test Results

Variable R-Squre Percentage
Strong 0.750 75%
Leadership
Organizational 0.691 69.1%
Performance

5.5 Quality Index Test Results (Overall Fix Index)
Goodness of fitis a comparison made to see the model specified with the covariance
matrix between indicators. Table 5 shows the results of Gof

Table 5. Goodness of fit test results on the influence of strong leadership on
organizational performance
Communality | R square GoF Conclusion

0.543 0.441 0.720 Moderate

6.  CONCLUSION
Based on this research conducted on online motorcycle taxi drivers in Batam City, it
can be concluded that the work ability variable has no influence on strong leadership, work
discipline has an influence on strong leadership, communication has a significant influence
on strong leadership, ability, communication influences organizational performance and
strong leadership influences organizational performance. It can be concluded that
hypotheses 2, 3,5, 6, and 7 can be accepted while hypotheses 1 and 4 are not accepted in this
research because they have weak statements.
So the author can conclude that:
1. The results of testing hypothesis H1 are not accepted, meaning that work ability has
no effect on strong leadership.
2. The results of hypothesis testing H2 are accepted, meaning that work discipline has a
significant influence on strong leadership.
3. The results of hypothesis testing H3 are accepted, which means that communication
has a significant effect on strong leadership.
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4. The results of testing hypothesis H4 are not accepted, meaning that work ability has
no influence on organizational performance.

5. The results of hypothesis testing H5 are accepted, meaning that work discipline
influences organizational performance.

6. The results of the research hypothesis H6 are accepted, meaning that communication
has a significant effect on organizational performance.

7. The results of the research hypothesis H7 are accepted, meaning that organizational
performance has a significant influence on strong capabilities.

The existing limitations will become opportunities for other researchers in the future.
Researchers themselves have recommendations, namely as follows:

1. Expanding the sample, namely also covering areas outside Batam and it is hoped that
further research can expand the sample to a wider, more accurate and reliable
sample.

2. The next research must cover a wide location in order to shorten the data search,

3. The next research simply provides a link to fill in the questionnaire to several online
motorcycle taxi drivers to be distributed via chat only.

REFERENCES

Antony. (2019). Pengaruh Lingkungan Kerja, Kepemimpinan, Kompensasi dan Pelatihan
Kerja pada Keterikatan Karyawan Hotel Berbintang 4 di Batam. Jesya (Jurnal Ekonomi
& Ekonomi Syariah), 2(1), 96-107.

Apriani, P. E, & Djamil, M. (n.d.). Analysis of Organizational Commitment and Work
Discipline on Employee Performance Using Work Environment as an Intervening
Variable at PT. YKT Gear Indonesia During the Covid-19 Pandemic.
https://doi.org/10.31933 /dijms.v4i3

Arifa, S. N., & Muhsin. (2018). Pengaruh Disiplin Kerja, Kepemimpinan Dan Lingkungan Kerja
Terhadap Kinerja Melalui Motivasi Kerja. Economic Education Analysis Journal, 7(1),
374-389.
https://journal.unnes.ac.id /sju/index.php/eeaj/article /view/22888/10801

Arpika Sari, Rindi Andika, & Hasrul Azwar Hasibuan. (2022). An Influence of Organizational
Culture, Motivation and Work Discipline on Performance of Employees at the Center
For Forest Area Construction, Region I, Medan. Rowter Journal, 1(1), 9-17.

1370
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

https://doi.org/10.33258 /rowter.v1i1.573

Aryani, Daud Arifin, & Henry Aspan. (2022). The Influence of Motivation, Compensation and
Work Discipline toward Employee Performance at PT. Mewah Indah Jaya. Britain
International of Humanities and Social Sciences (BIoHS) Journal, 4(2), 258-269.
https://doi.org/10.33258 /biohs.v4i2.654

Asgaruddin, A., Author, K., & Asgaruddin, : (n.d.). Pengaruh profesionalisme kerja dan budaya
kerja terhadap disiplin kerja serta dampaknya terhadap kinerja pegawai (suatu
kajlan  studi  lhiteratur manajemen sumberdaya manusia). 1, 2021.
Https://doi.org/10.38035 /jihhp.v1i4

Bagis, F., Darmawan, A., & Hidayah, A. (n.d.). The Effect Of Leadership, Work Disiplin On
Employee Performance Trough Organizational Commitment As Mediation Variables
(Case study on The Workshop Company in Purwokerto). Business and Accounting
Research (IJEBAR) Peer Reviewed-International Journal, 4. http://jurnal.stie-
aas.ac.id/index.php/IJEBAR

Baka, L., Sciga%a, D., Kapica, L., Najmiec, A., & Grala, K. (2021). How is Work Ability Shaped in
Groups of Shift and Non-Shift Workers? A Comprehensive Approach to Job Resources
and Mediation Role of Emotions at Work. International Journal of Environmental
Research and Public Health, 18(15). https://doi.org/10.3390/ijerph18157730

Bangsaradja Sinaga, T., Fransiska Gumeleng, F., Maria Magdalena Setlight, M., soeikromo, D.,
& Debora Lingkanwene Roeroe, S. (n.d.). NUSANTARA: Jurnal Ilmu Pengetahuan
Sosial. https://doi.org/10.31604 /jips.v9i7.2022.2718-2731

Bisnis, ]. M., Kewirausahaan, D., Puspitasari, Y., Malik, N., & Yuliati, U. (2022). The Effect of
Work Motivation and Work Discipline on Employee Performance Through Work
Procedures As Intervening Variables. Jamanika, 02(02).
https://doi.org/10.22219 /jamanika.v2i02.22041

Butarbutar, B., & Nawangsari, L. C. (2022). The Effect of Compensation and Work Discipline
on Employee Performance Through Work Motivation (Case Study: Secretariat of
DPRD DKI Jakarta Province). 3(4). https://doi.org/10.31933 /dijemss.v3i4

Crews, E. R, Brouwers, M., & Visagie, J. C. (2019). Transformational and transactional
leadership effects on communication styles. Journal of Psychology in Africa, 29(5),
421-428. https://doi.org/10.1080/14330237.2019.1675996

Dompak, T., & Epriadi, D. (n.d.). Timbul Dompak, Dedi Epriadi The Influence Of Discipline
And Leadership On The Performance Employees Of Badan Pengusahaan (BP) BATAM.

1371
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

In JIM UPB Jurnal Program Studi Manajemen Universitas Putera Batam (Vol. 11, Issue
1).

Fathoni, M. L, Indrayani, 1., Indrawan, M. G., & Yanti, S. (2021). Pengaruh Kepemimpinan,
Budaya Organisasi Dan Lingkungan Kerja Terhadap Kinerja Karyawan Dengan
Kepuasan Kerja Sebagai Variabel Intervening Di Qur'an Centre Provinsi Kepulauan
Riau. JENIUS (Jurnal Ilmiah Manajemen Sumber Daya Manusia), 5(1), 163.
https://doi.org/10.32493 /jjsdm.v5i1.13152

Gelar, G. M., & Ekonomi, S. (2022). Pengaruh Komunikasi dan Kepemimpinan Dalam
Meningkatkan Kinerja Karyawan pada PT. Gapura Angkasa Kabupaten Maros.

Gustiana, R, Hidayat, T., Fauzi, A., & Penulis, K. (2022). Pelatihan dan Pengembangan Sumber
Daya Manusia (Suatu Kajian Literartur Review Ilmu MANAJEMEN Sumber Daya
Manusia). 3(6). https://doi.org/10.31933/jemsi.v3i6

Hair, J. F,, Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. Journal of
Marketing Theory and Practice, 19(2), 139-152. https://doi.org/10.2753/MTP1069-
6679190202

Hajiali, I., Fara Kessi, A. M., Budiandriani, B., Prihatin, E., & Sufri, M. (2022). The Effect of
Supervision, Compensation, Character on Work Discipline. Golden Ratio of Human
Resource Management, 2(2), 70-85. https://doi.org/10.52970/grhrm.v2i2.85

Husain, M., Mujanah, S., & Andjarwati, T. (n.d.). Pengaruh Karakteristik Individu, Resilient
dan Kemampuan Kerja Terhadap Intention to Leave dan Kinerja Karyawan di PT
CLARIANT Adsorbent Indonesia, Gresik.

Husain, M., Mujanabh, S., & Andjarwati, T. (2022). The Effect of Individual Characteristics,
Resilient and Work Ability on Intention to Leave and Employee Performance at PT
Clariant Adsorbent Indonesia, Gresik. Jurnal Ekonomi & Bisnis JAGADITHA, 9(1), 47-
56. https://doi.org/10.22225/jj.9.1.2022.47-56

Ibrahim, M., Saputra, J.,, Adam, M., & Yunus, M. (2022). Organizational Culture, Employee
Motivation, Workload and Employee Performance: A Mediating Role of
Communication. WSEAS Transactions on Business and Economics, 19, 54-61.
https://doi.org/10.37394/23207.2022.19.6

Idris, M., & Sanjaya, D. W. (2022). The Influence of Motivation, Discipline and Work
Organizational Culture on the Performance of Employees of the Economic Planning
Bureau at the Secretariat General of the DPR-RI. In International Journal of
Community Service & Engagement (Vol. 3, Issue 3).

1372
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

Indrawan, B., Muhson, ; Ali, & Efendi, R. (n.d.). Comparative Study of Post-Marriage
Nationality Of Women in Legal Systems of Different Countries International Journal
of Multicultural and Multireligious Understanding Work Discipline Influenced by
Work Compensation. https://doi.org/10.18415/ijmmu.v10i2.4315

Kadir, I. (2022). Determination of work productivity and employee performance: analysis of
work discipline and organizational culture. 3(4).
https://doi.org/10.31933/dijdbm.v3i4

Kelli A., Watung, S, Tewal, B, & Trang, 1. (2022). Published wunder. 13.
https://academicjournal.io

Khaddafi, M., Hutasoit, H., Almansa Fitra, M., & Wayan Catra Yasa, [. (n.d.). THE EFFECT OF
WORK DISCIPLINE, WORK MOTIVATION, EMPLOYEE COMMITMENT AND WORK
EXPERIENCE ON EMPLOYEE PERFORMANCE IN PUBLIC WORKS AND SPACE
PLANNING IN KARIMUN REGENCY. International Journal of Educational Review.
https://doi.org/10.54443 /ijerlas.v2i2.235

Mubin, M. 1. (2023). women'’s leadership style and motivation on ship child performance with
work discipline intervening (Study on Ship Crew with Female Seafarers). 1(1).

Muid, A., & Setiadi, P. B. (n.d.). The Effect of Transformational Leadership Style, and Work
Discipline on Employee Performance with Organizational Commitment as
Intervening Variable at PT. Laser Jaya Sakti. https://doi.org/10.38035 /jafm.v3i2

Mustakiem, S. (2022). Determination of Work Achievement and Productivity: Analysis of
Commitment and Work Discipline (HR Literature Review). 3(4).
https://doi.org/10.31933/dijdbm.v3i4

Nasution, M. I, & Priangkatara, N. (2022). Work Discipline and Work Motivation on
Employee Performance. In Social Science, Entrepreneurshipand Technology (IJESET)

(Vol. 1, [ssue 1). Jeffrey & Dinata.
http://journal.sinergicendikia.com/index.php/ijesethttp://journal.sinergicendikia.c
om/index.php/ijeset

Nozariyanti, R., Indrayani, I., Khaddafi, M., Rahmasari, A., & Rila, R. (2022). Determination Of
Responsibilities, Work Facilities And Work Discipline With Work Motivation As A
Mediator Variable On Employee Performance Tax Management Agency And
Retrebution For The City Of Batam. MORFAI JOURNAL, 2(1), 163-172.
https://doi.org/10.54443 /morfai.v2il.214

Nurrofi, A. Sulistyaningsih, S, Manajemen, ], & Tinggi Ilmu Ekonomi Anindyaguna

1373
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

Semarang, S. (2022). Work discipline affected by the work environment,
organizational culture and leadership impact on employee performance. Jurnal
Ekonomi Dan Bisnis STIE Anindyaguna, 4(1), 311-324.
https://jurnal.stieanindyaguna.ac.id/index.php

Nyoman, [, Sutaguna, T. Yusuf, M., Ardianto, R, & Wartono, P. (n.d.). The Effect Of
Competence, Work Experience, Work Environment, And Work Discipline On
Employee Performance. https://ajmesc.com/index.php/ajmesc

Pengaruh Kemampuan Kerja, Motivasi Dan Disiplin Kerja Terhadap Kinerja Pegawai Badan
Pendapatan Daerah Kabupaten Deli Serdang. (2022). Maneggio: Jurnal Ilmiah
Magister Manajemen, 5(1). https://doi.org/10.30596 /maneggio.v5i1.10195

Pratama, A. A. N,, & Wardani, A. (2018). Pengaruh Kemampuan Kerja dan Semangat Kerja
Terhadap Kinerja Karyawan Melalui Kepuasan Kerja (Studi Kasus Bank Syariah
Mandiri Kantor Cabang Kendal). Muqtasid: Jurnal Ekonomi Dan Perbankan Syariah,
8(2), 119. https://doi.org/10.18326 /muqtasid.v8i2.119-129

Pratiwi, D., Fauzi, A., Febrianti, B., Noviyanti, D., Permatasari, E., & Rahmah, N. (n.d.).
Pengaruh Pelatihan, Komunikasi dan Disiplin Kerja Terhadap Kinerja Karyawan
(Literature Review Manajemen Kinerja). https://doi.org/10.31933/jemsi.v4i3

Rahayu, S. (2020). The Effect of Transformational Leadership on Work Discipline and
Employee Performance. In Peer-Reviewed, Refereed, Indexed Journal with IC (Issue
6).

Riwukore, . R.,, Marnisah, L., & Habaora, F. (2022). Employee Performance Analysis Based on
the Effect of Discipline, Motivation, and Organizational Commitment at the Regional
Secretariat of the Kupang City Government. Jurnal Maksipreneur: Manajemen,
Koperasi, Dan Entrepreneurship, 12(1), 76.
https://doi.org/10.30588/jmp.v12i1.1009

Rosalina, M., & Wati, L. N. (2020). Pengaruh Gaya Kepemimpinan Terhadap Disiplin Kerja
Dan Dampaknya Terhadap Kinerja Karyawan. Jurnal Ekobis: Ekonomi Bisnis &
Manajemen, 10(1), 18-32. https://doi.org/10.37932/j.e.v10i1.26

Salim, F,, & Ernanda, Y. (2023). Effect of work discipline, work environment and work
motivation on employee performance at PT. Autostar Mandiri Technotama. Journal of
Management Science (JMAS, 6(1), 5-009.
www.exsys.iocspublisher.org/index.php/JMAS

Saputra, F., & Rizky Mahaputra, M. (2022). Building Occupational Safety and Health (K3):

1374
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

Analysis of the Work Environment and Work Discipline.
https://doi.org/10.38035/jlph.v2i3

Sentoso, A. (2020). Effect of Work Environment, Leadership, Compensation and Work
Training on Employee Engagements in Star Hotels in Batam. Journal of Business
Studies and Mangement Review, 4(1), 19-22.
https://doi.org/10.22437 /jbsmr.v4i1.10814

Singh, R, Sihag, P., & Dhoopar, A. (2022). Role of resilient leadership and psychological
capital in employee engagement with special reference to COVID-19. International
Journal of Organizational Analysis. https://doi.org/10.1108/1JOA-09-2021-2975

Sudarso, D., Prakoso, W., & Widakdo, J. (2022a). The Effect of Human Value and Work
Commitment on Bulog Employees Performance with the Mediation of Resilient
Leadership in East Java, Indonesia.

Sudarso, D., Prakoso, W., & Widakdo, ]. (2022b). The Effect of Soft Skills on Organizational
Performance: The Mediating Role of Resilient Leadership. Global Business and
Finance Review, 27(4), 17-26. https://doi.org/10.17549/gbfr.2022.27.4.17

Sunarto, A., & Tanjung, A. W. (2022). International Journal of Multidisciplinary Research and
Literature job satisfaction based on the work environment and work discipline at pt.
Lolc ventura bsd branch. International Journal of Multidisciplinary Research and
Literature [JOMRAL, 1(5), 481-600. https://doi.org/10.53067 /ijomral.v1i5

Syafrizal, A. Zebua, Y., & Broto, B. E. (2022). Communication Ability, Work Attitude,
Compensation, and Commitment to Performance of Service Employees Labuhanbatu
District Transportation. Quantitative Economics and Management Studies, 3(1), 113-
122. https://doi.org/10.35877 /454ri.qems875

Taufik Lesmana, M., Anshari Damanik, F., Kapten Mukhtar Basri No, J., & Utara, S. (2022). The
Influence of Work Environment, Work Discipline and Motivation on Employee
Performance. In Social Science, Entrepreneurship and Technology (IJESET) (Vol. 1,

[ssue 1).
http://journal.sinergicendikia.com/index.php/ijesethttp://journal.sinergicendikia.c
om/index.php/

Thalib, M. A. (2022). Pelatihan Analisis Data Model Miles Dan Huberman Untuk Riset
Akuntansi Budaya. Madani: Jurnal Pengabdian Ilmiah, 5(1), 23-33.
https://doi.org/10.30603 /md.v5i1.2581

Tjahjadi, D., & Zami, A. (2022). Building Employee Performance Through Leadership,

1375
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

Training, Work Discipline and Job Satisfaction. 3(2).
https://doi.org/10.31933/dijdbm.v3i2

Vipraprastha, T., Rihayana, I. G., & Andika, A. W. (2020). Employee Perspective On Company
Leaders: Between Discipline And Job Satisfaction. European Journal of Human
Resource Management Studies, 4(3). https://doi.org/10.46827 /ejhrms.v4i3.894

Wahid Alfarizi, A., & Haryadi, D. (2022). Mediating of Job Satisfaction in Improving Employee
Performance with The Role Of Empowerment And Work Discipline. In Jurnal Mantik
(Vol. 6, Issue 2). www.iocscience.org/ejournal/index.php/mantik/index

Wiryawan, T. Risqon, R, & Noncik, N. (2020). Pengaruh Lingkungan Kerja Terhadap
Motivasi Dan Disiplin Serta Dampaknya Pada Kinerja. EKOMABIS: Jurnal Ekonomi
Manajemen Bisnis, 1(01), 59-78. https://doi.org/10.37366 /ekomabis.v1i01.6

Zackharia Rialmi, M. (2020). 3940-8132-1-Sm (1). Jurnal Ilmiah, Majemen Sumber Daya
Manusia, 3(2), 1-7.

1376
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

