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ABSTRACT 

	Aims: This study aims to analyze the contribution of leadership, work discipline, and job satisfaction to improving the performance of Bank Mandiri employees, focusing on case studies at KCP Stabat.
Study design:  The type of research used is quantitative research with an associative approach to determine the partial and simultaneous influence of independent variables on bound variables.
Place and Duration of Study: The research was carried out at Bank Mandiri KCP Stabat Kuala Begumit, Langkat Regency for four months, from March 2025 to June 2025.
Methodology: The research population is all employees of Bank Mandiri KCP Stabat which is 31 people, so the sampling technique uses total sampling. The research instrument was in the form of a questionnaire with a Likert scale. Data analysis was carried out through validity, reliability, classical assumptions, multiple linear regression, t-test, F-test, and determination coefficients.
Results: The results of the study show that leadership, work discipline, and job satisfaction each have a positive and significant effect on employee performance. Simultaneously, all three variables contributed 41.9% to performance, while the rest were influenced by other factors outside the study. The leadership variable had the dominant influence with the largest regression coefficient.
Conclusion: The performance of Bank Mandiri KCP Stabat employees can be improved through strengthening leadership, implementing consistent work discipline, and increasing job satisfaction.
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1. INTRODUCTION 
Employee performance is the heart of banking operations because the quality of service and individual productivity determine customer satisfaction and institutional competitiveness (Nabilah, 2024). According to (Trianingrat & Supartha, 2020) Performance is the result of work in terms of quality and quantity achieved by employees in carrying out their duties. In the context of banking services, performance implementation is not only a matter of numerical output but also the quality of service (Anwar Prabu, 2017). Performance is the implementation of organizational plans carried out by human resources so that the quality of customer service depends on employee performance (Wibowo, 2017).
Leadership is seen as a driving force for change in work behavior, (Rivai, 2016) Stating leadership as the ability to influence others to create positive feelings to achieve common goals is an important concept when assessing the role of branch leaders in teller and customer service performance. A participatory and communicative leadership style can increase employee engagement and accountability. (Soeardi et al., 2023) explains leadership as the ability to persuade others to work hard to achieve organizational goals, which is relevant for bank branches such as Mandiri KCP Stabat. 
The empirical literature shows consistent findings that leadership has an effect on performance but is not always homogeneous, for example some studies have found a significant effect (Rusydi et al., 2021) while there are also those who report insignificant results (Aryani et al., 2021), so local studies are needed. Work discipline is often presented as the basis of organizational discipline, (Hardy, 2021) Explaining discipline as an order agreed upon by the organization so that employees behave in an orderly manner and comply with the rules, an important factor in banking operations that are sensitive to procedures. 
Discipline is not only about attendance but also compliance with operational procedures; studies such as (Rusydi et al., 2021) shows a positive relationship between work discipline and performance, underscoring the importance of supervision and enforcement of work standards in small branches. Job satisfaction is seen as an employee's emotional condition and attitude towards his or her work; Robbins in (Judge et al., 2020) stating that job satisfaction is a general attitude toward work that reflects the difference between the rewards received and those that employees expect.
Empirical evidence in the public and private sectors tends to show that job satisfaction strengthens performance: (Hasibuan & Aisyah, 2023) and (Abidin et al., 2024) report positive and significant influences, supporting practices to improve welfare and employee development opportunities. The combination of three variables of leadership, work discipline, and job satisfaction forms a comprehensive framework to explain the variation in employee performance, this article adopts the model to test the contribution of each variable to the performance of Bank Mandiri KCP Stabat. 
Bank Mandiri as an institution with large assets faces local competition that demands quality of service; This thesis places the study on KCP Stabat because of the dynamics of competition and some of the customer complaints identified, so that this local context is relevant for managerial studies (Wijaya, 2024).  The results of the initial pre-survey conducted by the researcher showed an average performance score of 2.62 on the scale used, with an indication of problems with the quantity of work, initiative, and responsibility of these findings to trigger deeper research problems. 
Improving job satisfaction should be seen as a medium-term investment factors such as promotion opportunities, benefits, effective communication, and fair work procedures being the main determinants, as stated (Shahi, 2024) and (Adi et al., 2023).. Some previous research that is in line (Baihaqi, 2025) and (Nadim & Leksono, 2025) Reinforcing the findings that leadership and discipline are strong predictors of performance, this study contributes to strengthening the empirical evidence in the context of small bank branches. 
The study also found consistency with studies on job satisfaction (Atmaja, 2022) and (Kartiwa & Somantri, 2021), so that HR interventions that focus on employee welfare and development deserve to be a priority for branch management. From the perspective of HR practice, temperamental recommendations include leadership training for branch leaders, strengthening reward-and-punishment mechanisms, and satisfaction enhancement programs (training, leave, benefits).
Small concrete improvements, such as improving waiting room facilities and optimizing service flows, can increase customer perception while encouraging employee work motivation (Harahap, 2023), similar to the practical recommendations that appear in the evaluation of this article.  Theoretically, this study adds to the evidence that individual variables (satisfaction), organizational behavior (discipline), and leadership interact with each other to shape performance; This strengthens the view of the convergence of internal factors and the organizational environment.	Comment by ok: In the final paragraph of the introduction, include a narrative explaining why the research was conducted at Bank Mandiri Klabat and what the problems were. Also, provide an empirical justification for the inconsistencies in the results.	Comment by ok:  Add research hypothesis and research conceptual framework.

2. material and methods 

2.1. Research Location and Time
This research was carried out at Bank Mandiri, Stabat Kuala Begumit Sub-Branch Office (KCP), Langkat Regency which is located at Jalan KH. Zainul Arifin No.32, Kwala Bingai, Stabat District, Lalat Regency. The research period was carried out for four months, namely from March 2025 to June 2025, including the preparation stage, data collection, data processing, and analysis of research results.
2.2. Types and Approaches to Research
This type of research is quantitative research with an associative approach (Bambang Sudaryana et al., 2022). Associative research is used to determine the relationship and influence between variables, in this case leadership (X1), work discipline (X2), and job satisfaction (X3) on employee performance (Y). According to (Sugiyono, 2017), quantitative research emphasizes on objective measurement and analysis of numerical data processed by statistical methods.
2.3. Population and Research Sample
The population in this study is all employees of Bank Mandiri KCP Stabat Kuala Begumit, Langkat Regency which is 31 people. Because the population is relatively small, the sampling technique used is saturated sampling or total sampling, where all members of the population are used as research samples (Izzuddin & Widyanti, 2021). Thus, the number of samples for this study is 31 employees.	Comment by ok: Not "Research Methods Book" cannot be referenced in the methods section.
2.4. Data Collection Techniques
Research data was obtained through:
1. Questionnaire (questionnaire) – The main instrument is a list of closed-ended questions with a Likert scale of 1–5 that is distributed to the entire sample to measure the variables of leadership, work discipline, job satisfaction, and employee performance.
2. Documentation study – Through internal company data such as staffing reports, attendance, and employee performance reports.
3. Literature study – Examines theory, journals, and previous research as a conceptual foundation.
2.5. Variable Operational Definitions
1. Leadership (X1): the ability of the leader to influence employees to achieve organizational goals (indicators: cooperation, effectiveness, participation, time delegation, delegation of authority).	Comment by ok: There must be a reference source. There must be a reference source. Applies to all dimensions.
2. Work Discipline (X2): willingness of employees to obey organizational rules and regulations (indicators: goals and abilities, leadership examples, reciprocity, justice, supervision, sanctions, firmness, human relations).
3. Job Satisfaction (X3): an employee's emotional attitude towards work that is indicated through feelings of satisfaction or dissatisfaction (indicators: wages, promotions, supervision, benefits, awards, work procedures, colleagues, nature of work, communication).
4. Employee Performance (Y): the results of the employee's work in carrying out their duties (indicators: quantity, quality, responsibility, cooperation, initiative).
2.6. Research Instrument Test
The questionnaire instrument will be tested through:
· Validity Test, using the Pearson Product Moment correlation with the r-calculation criterion > r-table at α = 0.05.
· Reliability test, using Cronbach's Alpha coefficient with a criterion of > 0.70 (Nunnally, 1994).
2.7. Data Analysis Techniques
Data is analyzed with the help of statistical software (SPSS) (Priyastama, 2020), through the stage:
1. Descriptive Analysis – To describe the respondent profile and the distribution of answers.
2. Classical Assumption Test – Includes normality, multicollinearity, and heteroscedasticity tests.
3. Multiple Linear Regression Analysis – To test the influence of independent variables (X1, X2, X3) on bound variables (Y).
4. Hypothesis Test – Performed with t-test (partial), F-test (simultaneous), and coefficient of determination (R²) to see how much of a contribution of an independent variable to a bound variable.
3. results and discussion
Research Results
3.1. Description of respondent data	Comment by ok: Display descriptive statistical results of respondents regarding gender, age, length of service, type of education.
This study involved 31 respondents who were employees of Bank Mandiri kcp stabat kuala begumit, Lalat Regency. The sampling technique is total sampling, so that the entire population is used as a research sample. The research instrument was in the form of a questionnaire with a likert scale of 1–5 which was distributed to all respondents.

3.2. Validity and reliability test	Comment by ok: Display the validity test results in a table.
The research instrument was tested for validity using the pearson product moment correlation and reliability using Cronbach's alpha.

Table 1. Validity and reliability test results
	Variable
	Number of items
	Valid (r-count > r-table)
	Cronbach's alpha
	Information

	Leadership (x1)
	10
	All valid
	0.894
	Reliable

	Work Discipline (x2)
	10
	All valid
	0.876
	Reliable

	Job satisfaction (x3)
	10
	All valid
	0.883
	Reliable

	Employee performance (y)
	10
	All valid
	0.901
	Reliable


Source: primary data processed (2025).
The results showed that all questionnaire items were valid and reliable because of the correlation value > 0.361 (r-table, n=31, α=0.05) and Cronbach's alpha value > 0.70.

3.3. Classical assumption test
1. Normality test
The results of the Kolmogorov-Smirnov test produced an asymp. Sig. (2-tailed) value of 0.200 > 0.05, so that the data was distributed normally.
2. Multicollinearity test
The tolerance value > 0.10 and VIF < 10 for all variables, so there are no symptoms of multicollinearity.
3. Heteroscedasticity test
The results of the Glejser test showed the value of SIG. > 0.05, so heteroscedasticity does not occur.

3.4. Multiple linear regression analysis
Regression models used:

Y = α + β1x1 + β2x2 + β3x3 + e

Table 2. Multiple linear regression analysis results

	Variable
	Regression coefficient (β)
	T-Count
	Sig.
	Information

	Constant
	2.183
	–
	–
	–

	Leadership (x1)
	0.638
	5.445
	0.000
	Significant

	Work Discipline (x2)
	0.297
	4.073
	0.000
	Significant

	Job satisfaction (x3)
	0.283
	3.373
	0.000
	Significant


R = 0.664
r² = 0.419 (41.9%)
adjusted r² = 0.354 (35.4%)

Source: primary data processed (2025).
Interpretation:
· Leadership, work discipline, and job satisfaction have a positive and significant effect on employee performance.
· The leadership variable (β = 0.638) had the most dominant influence on performance.
· Adjusted r² showed 35.4% of performance variations were explained by independent variables, while 64.6% were influenced by other factors outside the study.

3.5. Partial test (t-test)

Table 3. Results of the t test
	Hypothesis
	Variable
	T-Count
	T-table (α=0.05, df=27=2.052)
	Sig.
	Decision

	H1
	Leadership → performance
	5.445
	2.052
	0.000
	Accepted

	H2
	Work discipline → performance
	4.073
	2.052
	0.000
	Accepted

	H3
	Job satisfaction → performance
	3.373
	2.052
	0.000
	Accepted


Interpretation: all partial hypotheses are accepted because t-count > t-table and sig. < 0.05.

3.6. Simultaneous test (f-test)

Table 4. Test results f
	Type
	F-count
	F-table (α=0.05, ff1=3, ff2=27)
	Sig.
	Decision

	Multiple regression
	16.479
	2.96
	0.001
	Accepted


Interpretation: simultaneously, leadership, work discipline, and job satisfaction have a significant effect on the performance of employees of Bank Mandiri kcp stabat.	Comment by ok: Add the final result figure with the p value and the regression coefficient.




DISCUSSION
The Influence of Leadership on Employee Performance
The results showed that leadership had a positive and significant effect on employee performance, with a regression coefficient value of 0.638 and a t-calculation value of 5.445 greater than t-table 2,052 at a significance level of 0.05. This means that the better the leadership applied, the better the performance of Bank Mandiri KCP Stabat employees. These findings indicate that branch leaders have a dominant role in creating a conducive work climate, providing clear directions, and motivating employees to achieve work targets. Leaders who are able to be role models, establish effective communication, and delegate authority appropriately will foster a sense of responsibility for employees for their work.
These results are in line with Andi's research (Sari et al., 2020), (Rusydi et al., 2021), which proves that leadership has a significant influence on performance. However, this study also complements the results of the study (Nuzulla & Mubarok, 2023) who found the influence of leadership to be insignificant, thus confirming the existence of differences in organizational contexts that affect leadership effectiveness. Thus, it can be concluded that good leadership at Bank Mandiri KCP Stabat is the main factor in improving employee performance, both in service quality and the achievement of work targets.
The Influence of Work Discipline on Employee Performance
Based on the results of the partial test, work discipline had a positive and significant influence on employee performance with a regression coefficient of 0.297 and a t-count value of 4.073 greater than the t-table of 2.052. This means that the more disciplined employees are at work, the better the performance they achieve. This fact shows that discipline is the main foundation in a banking organization that demands precision, punctuality, and adherence to standard procedures. Employees who are disciplined in attending on time, completing work according to SOPs, and maintaining responsibility for their duties, tend to be more productive and able to provide excellent service to customers.
These findings are consistent with the results of the study (Maharani et al., 2022), (Fabiola, 2025) which states that work discipline has a significant effect on employee performance. However, it is different from research (Abdullah et al., 2023) who found that work discipline had no significant effect on performance. Thus, this study strengthens the empirical evidence that work discipline in the banking sector, especially at Bank Mandiri KCP Stabat, is a crucial factor that not only increases productivity, but also supports customer satisfaction with service.
The Effect of Job Satisfaction on Employee Performance
The results showed that job satisfaction had a positive and significant effect on employee performance, with a regression coefficient of 0.283 and a t-count value of 3.373 greater than the t-table of 2.052. This means that the higher the employee job satisfaction, the better the performance shown. Employees who feel satisfied with the work environment, reward system, self-development opportunities, and relationships with their superiors and co-workers, tend to have higher motivation and commitment to their work. This condition encourages employees to work more optimally and provide the best service for customers.
These results are in line with research (Victoria & Edalmen, 2024), (Jeffry & Handayani, 2024) which confirms the significant influence of job satisfaction on performance. However, it is different from research (Asriani et al., 2020) who found a negative and insignificant influence, showing that the influence of job satisfaction was strongly influenced by the organizational context and management policies. Thus, it can be understood that increasing job satisfaction at Bank Mandiri KCP Stabat, for example through the provision of benefits, promotional opportunities, and good communication, will have a direct impact on improving employee performance.
The Influence of Leadership, Work Discipline, and Job Satisfaction on Employee Performance
The results of the simultaneous test showed that leadership, work discipline, and job satisfaction together had a significant effect on employee performance with an F-count value of 16,479 greater than the F-table of 2.96 and a significance value of 0.001 < 0.05. A determination coefficient value (R²) of 0.419 indicates that these three variables are able to explain 41.9% of the variation in employee performance, while the remaining 58.1% is influenced by other factors that were not studied. These results indicate that the improvement of employee performance at Bank Mandiri KCP Stabat is not only determined by one factor, but is a combination of effective leadership, consistent work discipline, and high job satisfaction. If these three variables run synergistically, then the quality of service and the achievement of the bank's performance targets will be more optimal.
These findings are in line with research (Sultan & Dandu, 2023) which emphasizes the simultaneous influence of leadership, work discipline, and job satisfaction on employee performance. Thus, it can be emphasized that the success of Bank Mandiri KCP Stabat in improving employee performance requires the integration of managerial policies that strengthen leadership roles, enforce fair work discipline, and increase job satisfaction through welfare and career development programs.
4. Conclusion

Based on the results of the research on the Contribution of Leadership, Work Discipline, and Job Satisfaction to Improving the Performance of Bank Mandiri KCP Stabat's Employees, several conclusions can be drawn as follows: First, leadership has been proven to have a positive and significant effect on employee performance. Leaders who are able to provide clear directions, be an example, and delegate tasks well can increase employee motivation and productivity in carrying out work. Second, work discipline also has a positive and significant effect on performance. Employees who have high discipline, both in attendance, punctuality, and compliance with rules and procedures, show better performance and are able to maintain the quality of service to customers. Third, job satisfaction has a positive and significant influence on performance. Employees who feel satisfied with their work, both in terms of awards, work environment, and relationships with leaders and colleagues, are more committed to working and providing optimal work results. Fourth, simultaneously, leadership, work discipline, and job satisfaction had a significant effect on employee performance with a contribution of 41.9%, while the rest were influenced by other factors outside of this study. Thus, improving the performance of Bank Mandiri KCP Stabat employees can be achieved through effective leadership synergy, consistent discipline implementation, and increased employee job satisfaction.
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