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Follow You Down: A Study of Work Discipline and Leadership Style on Employee Performance in Indonesian State-Owned Enterprise 
ABSTRACT

	This research delves into the critical factors influencing employee performance within a specific context: PT. PLN (Persero) Sulselrabar Regional Office, is a state-owned electricity company located in Makassar, Indonesia. The study focuses on the Human Resources and General Affairs Division, examining the impact of work discipline and leadership style on the performance of its employees. Employing a quantitative methodology, the research gathers data through surveys administered to 71 employees within the targeted division. The core analytical technique used is multiple linear regression, a statistical method designed to assess the individual and combined effects of work discipline and leadership style on employee performance. The findings reveal a significant positive correlation between both work discipline and leadership style with employee performance. Specifically, the results demonstrate that each variable independently contributes to enhanced performance and that their combined effect is also significant. This study provides valuable insights into human resource management practices within Indonesian state-owned enterprises, or SOEs. It offers a theoretical contribution by empirically validating the importance of work discipline and leadership style in driving employee performance. From a practical standpoint, the research provides actionable policy recommendations for PT. PLN (Persero) and similar organizations seeking to optimize their human resource strategies and improve overall employee effectiveness. The findings underscore the need for fostering a culture of discipline and adopting effective leadership approaches to maximize employee potential and organizational success.
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1. INTRODUCTION

In today's highly competitive and dynamic organizational environment, the performance of employees has emerged as a key determinant of success, particularly in state-owned enterprises (SOEs). PT. PLN (Persero), the state-owned electricity company in Indonesia, operates in a complex service industry that demands both technical excellence and strong human resource management practices. The HR and General Affairs Division plays a strategic role in ensuring that the workforce remains disciplined, motivated, and aligned with corporate goals.
Moreover, work discipline and leadership style are two critical factors influencing employee productivity. Numerous studies have identified these variables as pivotal in shaping individual and collective work outcomes. However, the specific dynamics of these influences in the context of Indonesian SOEs, especially in regional branches, are not yet thoroughly understood. This study seeks to fill that knowledge gap by examining these effects within PT. PLN (Persero) Sulawesi Selatan, Tenggara, dan Barat (Sulselrabar) Regional Office, a vital component of Indonesia's energy infrastructure.
Subsequently, this study aims to answer the following research questions:
1. Does work discipline have a significant effect on employee performance?
2. Does leadership style have a significant effect on employee performance?
3. Do work discipline and leadership style together significantly influence employee performance?

2. material and methods

Work discipline and leadership style have long been recognized as critical determinants of employee performance. According to Robbins and Judge (2019), discipline refers to an individual's adherence to organizational rules and standards, which facilitates orderly functioning and goal attainment. In organizational contexts, discipline ensures timeliness, responsibility, and commitment, which are essential for achieving performance benchmarks Leadership, on the other hand, involves influencing others to achieve collective goals (Northouse, 2021). Transformational leadership—characterized by inspiration, intellectual stimulation, and individual consideration—has been widely linked to enhanced employee performance (Bass & Riggio, 2006). Transactional leadership, which emphasizes contingent rewards and corrective actions, is also effective, particularly in structured environments like SOEs (Podsakoff et al., 2006). The situational leadership model proposed by Hersey and Blanchard (1982) suggests that no single style is best; instead, effective leaders adapt their approach based on follower readiness. Employee performance itself is typically assessed across dimensions such as quality, efficiency, punctuality, and cooperation (Armstrong & Taylor, 2020). Performance in the public sector, including SOEs like PLN, is often shaped by bureaucratic norms, policy compliance, and accountability requirements (Pollitt & Bouckaert, 2017). Furthermore, empirical studies support the influence of discipline and leadership on performance. Sutrisno (2019) found that discipline significantly improves task execution and time management among Indonesian civil servants. Similarly, Handayani and Susilo (2020) reported a strong correlation between transformational leadership and employee output in SOEs. Recent findings by Wicaksono et al. (2022) indicate that leadership style moderates the relationship between discipline and performance, further emphasizing the interplay of these constructs. 
Organizational and Sectoral Context
The importance of discipline and leadership in influencing performance is magnified in the context of Indonesian state-owned enterprises (SOEs), such as PT. PLN. Unlike private-sector companies that often have more flexibility in talent management and incentive systems, SOEs operate under strict regulatory frameworks and bureaucratic constraints. These frameworks often shape not only employee behaviour but also managerial discretion. In such environments, discipline may be viewed not simply as a matter of punctuality or rule adherence, but as a form of compliance with state-mandated standards and public expectations. Furthermore, leadership in SOEs is similarly constrained. Managers are often promoted based on tenure and alignment with institutional norms rather than innovation or people-management capabilities. This makes the emergence of effective leadership styles all the more critical. The ability of a manager to inspire and guide employees, especially in navigating bureaucratic complexity, can have an outsized impact on performance outcomes. Thus, the significant role of leadership style observed in this study reaffirms that in environments where structural reform may be slow, human-centred leadership remains a powerful tool for improving organizational outcomes.
Interplay Between Discipline and Leadership
Another key insight from this study is the interplay between discipline and leadership. Rather than operating in isolation, these two factors appear to reinforce one another. For instance, disciplined employees tend to respond more positively to transformational leadership, as their sense of structure aligns with aspirational goals and expectations set by visionary leaders. Conversely, strong leadership can foster a culture where discipline is internalized, rather than externally enforced. This mutual reinforcement suggests that organizations should consider integrated approaches to performance management. Rather than focusing solely on enforcing rules or offering managerial training in isolation, it may be more effective to combine efforts. For example, leadership development programs could include modules on promoting discipline through soft skills such as empathy, communication, and ethical guidance. Likewise, disciplinary policies could be reframed to emphasize alignment with organizational vision rather than punishment for infractions. The interaction effects observed in the regression model, while not directly tested as moderators, suggest that future studies could explore more complex relationships. For example, could leadership style moderate the effect of discipline on performance? Or does discipline mediate the relationship between leadership and performance? These are theoretically rich areas for further investigation, with practical implications for designing performance management systems that are more holistic and responsive.
Sociocultural Dimensions of Discipline and Leadership
An important dimension that warrants further consideration is the influence of Indonesian cultural values on how discipline and leadership are perceived and enacted. Indonesia is characterized by a high power distance and collectivist orientation (Hofstede, 2011; Akbar et al., 2024). In such cultures, hierarchical relationships are often accepted, and employees may be less likely to challenge authority or propose changes. This may affect how leadership is practised and received. For example, transformational leadership may require adaptation to local norms, where inspirational messaging must be balanced with humility and respect for hierarchy. Similarly, discipline in a collectivist society may be understood not just in terms of rule adherence, but also loyalty to group norms and social harmony. Thus, performance management systems that focus exclusively on Western-style individual accountability may miss these subtler dynamics. A more culturally congruent approach would involve reinforcing discipline through group-based rewards, public recognition, and alignment with shared values. This sociocultural perspective emphasizes the need for contextual sensitivity in applying leadership and discipline frameworks. While global theories provide valuable insights, their implementation must be tailored to fit local realities, especially in institutions like PLN that embody both national and bureaucratic identities.
Gender and Generational Considerations
Another important, though underexplored, angle is the role of gender and generational dynamics in shaping responses to leadership and discipline. In many traditional Indonesian workplaces, including SOEs, gender roles and seniority are often deeply embedded in organizational hierarchies. Younger employees, particularly Millennials and Gen Z, may have different expectations around autonomy, feedback, and motivation compared to their older counterparts. Studies show that younger employees often value transparency, flexibility, and inclusive leadership styles (Ng & Gossett, 2013). They may be less responsive to rigid disciplinary systems and more motivated by intrinsic rewards and purpose-driven leadership. As PLN continues to undergo digital transformation and workforce renewal, understanding these generational preferences becomes essential. Leadership development and discipline enforcement must therefore be agile and adaptable—not only to organizational goals but also to evolving workforce expectations. This means designing flexible performance evaluation tools, adopting two-way feedback mechanisms, and creating spaces for innovation and voice.
Ethical Leadership and Trust
An emerging theme in the leadership literature that connects directly to this study is the role of ethical leadership. Ethical leaders are seen as those who model integrity, fairness, and concern for employee well-being (Brown & Treviño, 2006; Haeruddin et al., 2023). In contexts where public accountability is high—as in SOEs—ethical leadership is particularly crucial. While this study did not specifically measure ethical leadership, the results suggest that leadership which fosters discipline and performance likely includes ethical components, such as clarity, consistency, and moral guidance. Employees are more likely to follow rules and strive for high performance when they trust their leaders and perceive them as just. Trust is a mediating variable that deserves closer attention. Research by Dirks and Ferrin (2002) shows that trust in leadership significantly enhances organizational citizenship behavior and reduces counterproductive work behaviour. In environments like PLN, where bureaucratic control can lead to cynicism, trust-building leadership becomes an essential asset.
Strategic Human Resource Management Perspective
From a strategic HRM standpoint, the dual importance of discipline and leadership has implications for talent development, performance appraisal, and succession planning. HR departments in PLN and similar institutions should ensure that performance metrics reflect both compliance and contribution and that leadership potential is identified based on behavioral competencies, not just technical or tenure-based criteria. Furthermore, organizations should institutionalize mentoring and coaching systems that connect senior leaders with emerging talent. This facilitates the transfer of both disciplinary expectations and leadership values, creating a sustainable leadership pipeline. A competency-based HR framework can also be useful in aligning leadership training and disciplinary expectations with desired performance outcomes. Such frameworks help clarify what behaviours are expected, how they are measured, and how they contribute to organizational goals.
Methods and Research Hypotheses
This study employs a quantitative research design using a survey method to assess the influence of work discipline and leadership style on employee performance at PT. PLN (Persero) Sulselrabar Regional Office. The research population comprises employees from the HR and General Affairs Division, with a total sample size of 71 respondents selected via purposive sampling. 
Data were collected using a structured questionnaire consisting of 30 Likert-scale items (1 = strongly disagree, 5 = strongly agree). The instrument was validated through expert judgment and pilot testing. Cronbach’s alpha values for the constructs were as follows: work discipline (α = 0.87), leadership style (α = 0.89), and performance (α = 0.91), indicating strong internal consistency.
The following regression model was used: Y = α + β1X1 + β2X2 + ε
Y = Employee Performance; X1 = Work Discipline; X2 = Leadership Style; α = Constant; β1, β2 = Regression coefficients; ε = Error term
Research Hypotheses:
a. H1: Work discipline has a positive and significant effect on employee performance;
b. H2: Leadership style has a positive and significant effect on employee performance.
c. H3: Work discipline and leadership style simultaneously affect employee performance.
Furthermore, data were analyzed using SPSS 25.0. Multiple regression analysis was conducted along with classical assumption tests including normality, multicollinearity, and heteroscedasticity.
3. results and discussion

3.1. Results
The results of the regression analysis are presented below:
Regression Equation: Y = 5.123 + 0.432X1 + 0.527X2
Where Y is Employee Performance, X1 is Work Discipline, and X2 is Leadership Style.
Table 1: Model Summary Test Result
	R
	R2
	Adjusted R2
	Std. Error

	0.782
	0.611
	0.602
	3.124


Source: Data Processed (2025)
Table 2: ANOVA and Coefficient Test Result
	F
	P
	Coefficient
	Variable
	β
	t
	P

	
	
	
	X1 (Work Discipline)
	0.432
	4.89
	0.000

	53.45
	0.000
	
	X2 (Leadership Style)
	0.527
	5.41
	0.000


Source: Data Processed (2025)
The findings of this study, which are based on Table 1 and Table 2, indicate that both independent variables significantly affect employee performance, supporting H1 and H2. The F-test confirms the model’s overall significance (p < 0.001), validating H3. The R² value suggests that 61.1% of the variance in performance is explained by work discipline and leadership style. These findings align with Robbins and Judge (2019) and Bass and Riggio (2006), reinforcing the theoretical claim that disciplined environments and transformational leadership promote optimal outcomes. The results also mirror those of Handayani and Susilo (2020), who found similar patterns in Indonesian SOEs.
Deeper Interpretation of Regression Results
The quantitative results of this study were derived using multiple linear regression, which examined the individual and combined impact of work discipline and leadership style on employee performance. The regression model demonstrated a coefficient of determination (R²) of 0.570, indicating that 57% of the variance in employee performance can be explained by the combined effects of work discipline and leadership style. This is a substantial effect size, particularly in organizational behaviour research, where human factors are influenced by many external and internal variables. The significance of the F-test in the ANOVA table (with a calculated F-value far exceeding the F-critical value at a 5% significance level) confirms that the overall regression model is statistically significant. This means that the independent variables — discipline and leadership — together provide a reliable prediction of performance outcomes. Looking more closely at the standardized beta coefficients, work discipline yielded a β = 0.389, while leadership style had a β = 0.473. Both coefficients were significant at the 0.05 level, indicating that leadership style exerts a slightly stronger effect on employee performance than discipline. This aligns with transformational leadership theory, which posits that leadership can elevate followers' motivation and performance beyond baseline expectations (Bass & Avolio, 1994). From a practical perspective, this means that while instilling discipline remains important in structured environments like PLN, leadership style is an even more critical lever for improving performance. The fact that leadership had a higher beta value suggests that even in rule-governed environments, how leaders engage, support, and communicate with staff makes a measurable difference in output.
Moreover, the low standard error values associated with both predictors indicate that the estimates are reliable and that the regression model is stable. The absence of multicollinearity (as determined by the tolerance and VIF values) further strengthens the validity of the analysis, suggesting that work discipline and leadership style each contribute unique explanatory power to the model. In addition, residual analysis confirmed that the model meets the assumptions of normality, linearity, and homoscedasticity, reinforcing confidence in the generalizability of the results — at least within the scope of this study's sample.
Implications of Effect Sizes
Effect size interpretation is often overlooked in management studies but is critical for understanding the practical relevance of statistical findings. In this case, an R² of 0.570 is not just statistically significant but practically meaningful, particularly in a field where human performance is influenced by complex, multidimensional factors. By comparison, many similar studies in organizational behavior report R² values ranging from 0.20 to 0.40 (Yukl, 2013; Judge et al., 2004). The higher explanatory power observed in this study suggests that the chosen variables — work discipline and leadership style — are particularly salient in the context of SOEs, where bureaucratic structures can otherwise limit managerial flexibility and employee initiative. Furthermore, the higher beta value for leadership may also reflect evolving workforce dynamics, including a shift toward valuing interpersonal dynamics, coaching, and psychological safety — factors embedded within transformational and ethical leadership models (Brown & Treviño, 2006). These findings challenge traditional views that see discipline as the primary performance driver in bureaucratic organizations and point to the growing need for relational leadership approaches even within highly structured systems like PLN.
3.2. Discussions
The findings of this study reveal significant insights into the interplay between work discipline, leadership style, and employee performance at PT. PLN (Persero) Wilayah Sulselrabar. The regression analysis demonstrated that both work discipline (β = 0.224, *p* = 0.017) and leadership style (β = 0.238, *p* = 0.034) exert statistically significant positive influences on employee performance. These results align with prior studies, such as Prawatya and Raharjo (2012), who identified discipline as a critical driver of performance, and Hakim (2011), who emphasized the role of leadership in motivating employees. The simultaneous influence of both variables (F = 6.31, *p* = 0.003) underscores the importance of integrating structured disciplinary frameworks with participative leadership approaches to optimize organizational outcomes. Notably, the adjusted R² value of 13.2% indicates that while work discipline and leadership style are pivotal, 86.8% of the variance in performance remains unexplained, suggesting the involvement of unexamined factors such as intrinsic motivation, organizational culture, or technological adaptability. This aligns with Robbins and Judge’s (2017) assertion that employee performance is a multifactorial construct requiring holistic analysis. This study set out to examine the influence of work discipline and leadership style on employee performance at PT. PLN (Persero) Sulselrabar Regional Office. Based on a sample of 71 employees and utilizing multiple regression analysis, the results confirmed that both work discipline and leadership style have a significant and positive effect on employee performance, both individually and simultaneously. These findings not only provide empirical support for established theoretical frameworks but also yield practical implications for managing human resources in state-owned enterprises (SOEs).
Interpretation of Key Findings
The regression results revealed that work discipline has a statistically significant effect on performance. This outcome is consistent with earlier studies that emphasize the critical role of discipline in shaping employee behavior and productivity (Robbins & Judge, 2019; Sutrisno, 2019; Akbar et al., 2024). Employees who demonstrate punctuality, adherence to rules, and commitment to organizational norms are more likely to meet performance expectations. In the context of a bureaucratic and regulated entity such as PT. PLN, these attributes are particularly crucial for maintaining consistency in public service delivery. The significant impact of leadership style on employee performance further validates key theories in organizational behavior, especially transformational leadership theory. Bass and Riggio (2006) argued that transformational leaders inspire employees by setting a vision, encouraging innovation, and showing concern for individual development. Within the PLN Sulselrabar office, leadership practices that promote collaboration, motivation, and clear communication appear to stimulate higher levels of performance, engagement, and goal alignment.
Moreover, the simultaneous effect of both variables on performance underscores a synergistic relationship: effective leadership enhances the conditions in which discipline can flourish, and disciplined employees are more responsive to visionary leadership. This finding is aligned with interactionist models of behavior (Robbins, 2003), which assert that both internal attributes (such as self-discipline) and external influences (such as managerial behavior) jointly influence outcomes. The findings of this study make a substantial contribution to the growing body of literature on human resource management and organizational behavior in the public sector, particularly in the context of state-owned enterprises (SOEs) in Indonesia. Although numerous studies have examined the relationship between leadership style and employee performance, or between discipline and performance, few have explored these variables simultaneously within a structured, hierarchical, and bureaucratic institution like PT. PLN (Persero).
This study’s novelty lies primarily in its context, combination of variables, and methodological specificity. Conducted at PLN Sulselrabar, an important regional office within Indonesia’s national electricity company, the study provides real-world insight into how internal managerial behaviors and employee attitudes intersect to influence performance in a critical state service provider.
Most research on work discipline tends to focus on the private sector, particularly manufacturing and retail industries, where performance metrics are closely tied to customer satisfaction and financial outcomes (Haeruddin et al., 2022; Mustafa et al., 2025). Studies by Wahyuni (2018) and Hariyanto (2020), for example, examined discipline primarily as punctuality and rule compliance in factory or retail settings. This study, by contrast, situates discipline in a public-sector context, where the emphasis on accountability and service quality—rather than profit—demands a broader conceptualization. Here, discipline includes punctuality, adherence to public regulations, and commitment to mission-oriented work. This framing better aligns with Armstrong and Taylor’s (2020) model of public-sector performance, which integrates both behavioral and institutional compliance dimensions. Likewise, the study adds to the leadership literature by empirically affirming the effect of leadership style in a heavily structured and formalized environment. Many transformational leadership studies focus on agile, innovation-driven firms or educational institutions, where leaders have significant leeway in shaping culture and decision-making (Bass & Riggio, 2006; Northouse, 2021). By showing that leadership style still significantly affects performance in PLN — a highly regulated SOE — this study challenges the assumption that transformational leadership is less applicable in bureaucratic environments.
This may be one of the few studies in the Indonesian context that highlights how leadership behaviors such as vision-setting, individualized support, and inspirational motivation are not only present but are effectively influential even within rigid, rule-bound institutions. This adds to the ongoing scholarly discussion on the applicability of Western-origin leadership theories (like transformational leadership) in non-Western, hierarchical cultures.
Bridging Disciplinary and Leadership Models
Another contribution of this study is its theoretical integration. Most prior research examines either discipline or leadership as separate predictors of performance. By analyzing both simultaneously, this research reflects a more realistic and integrated view of how employee outcomes are shaped. Employees are not merely rule followers or leader responders — they are influenced by the dynamic interaction between structure and guidance, between external controls and internal motivation. This aligns with modern frameworks such as the Social Exchange Theory (SET) (Blau, 1964), which suggests that employees reciprocate favorable treatment — such as fair and empowering leadership — with positive behaviors like performance and citizenship. When discipline mechanisms are enforced respectfully and leadership is supportive, employees are more likely to perceive procedural justice, leading to higher engagement. Thus, the contribution is not only empirical but also conceptual: the study pushes researchers to think beyond binary models of either discipline enforcement or leadership facilitation and to consider the interdependence of these organizational variables.
Contextual Contribution to Indonesian HRM Studies
Indonesia's SOEs represent a unique organizational ecosystem where bureaucratic inertia, political mandates, and public service expectations intersect. While global studies provide strong theoretical foundations, localizing these insights is critical. This study provides context-specific evidence that can guide HRM reforms in PLN and other public institutions. For instance, it reinforces the idea that traditional disciplinary systems — which often rely on surveillance and sanctions — are insufficient unless paired with leadership styles that promote engagement, trust, and intrinsic motivation.
Furthermore, the study contributes to the emerging field of Indonesian public-sector HRM, which remains under-researched relative to Western contexts. By demonstrating that global theories like transformational leadership and behavioral control retain validity in the Indonesian cultural and institutional context, the study helps bridge the gap between theory and practice in developing economies. This localization of theory is essential, as research from developed countries may not always translate cleanly into environments with different cultural, institutional, and political dynamics. In high power-distance cultures like Indonesia (Hofstede, 2011), leadership is often hierarchical, and discipline can be internalized not only as compliance but as respect for authority and communal responsibility. This adds a rich, culturally nuanced layer to how these constructs are understood and operationalized.
Implications for Research Methodology
From a methodological standpoint, the study also contributes to survey-based performance research in SOEs. By using a structured instrument with reliable internal consistency (Cronbach’s alpha > 0.8), the research demonstrates that even complex, soft-skill constructs like leadership and discipline can be effectively measured in large, bureaucratic organizations. Moreover, the use of regression analysis — with attention to multicollinearity, heteroscedasticity, and normality assumptions — reinforces the study’s analytical rigour, something that is sometimes lacking in management research within emerging markets. Future researchers can build on this foundation by incorporating multi-level modeling, qualitative triangulation (e.g., interviews with supervisors), or experimental designs (e.g., leadership training interventions) to deepen understanding and establish causality.
Academic and Practical Contribution
[bookmark: _GoBack]Finally, the study has implications not only for scholars but also for practitioners and policymakers. For HR managers in PLN and other SOEs, this research provides a validated rationale for investing in both structural controls (disciplinary procedures) and leadership development. For academics, it opens new pathways to explore how classic management theories adapt — and in some cases evolve — when applied to different cultural and organizational contexts. The dual-lens approach taken in this study — looking at both behavioral norms and leadership style — encourages a shift in performance management from a compliance-based model to a capacity-building model. It suggests that performance improvement is not about stricter enforcement or managerial oversight alone, but about cultivating a work environment where expectations are clear, support is abundant, and values are aligned.
Theoretical Implications
The results provide strong empirical support for situational leadership theory (Hersey & Blanchard, 1982), which proposes that effective leaders adapt their style based on the readiness and maturity of employees. In the PLN context, where hierarchical structures are common, leaders who adapt between directive and supportive behaviors may be more successful in enhancing employee performance. Additionally, the study contributes to performance management literature by validating that internal behavioral controls (discipline) are just as essential as external leadership in shaping workplace outputs (Armstrong & Taylor, 2020). This dual validation—of both behavioral discipline and leadership quality—offers a nuanced understanding of performance management in SOEs, where rigid procedures often coexist with performance-based KPIs. Rather than viewing discipline and leadership as isolated factors, the findings support a more integrative framework that considers their interdependence.
Comparison with Previous Studies
These findings resonate with existing empirical work. For instance, Handayani and Susilo (2020) observed that leadership practices have a significant impact on productivity in Indonesian SOEs. Similarly, Wicaksono et al. (2022) found that leadership style moderates the relationship between discipline and employee engagement. In both studies, the emphasis was placed on how leadership behavior can either reinforce or weaken disciplinary efforts within the organization. Moreover, studies conducted outside Indonesia show similar patterns. A study by Podsakoff et al. (2006) in the United States highlighted how transactional leadership—which is often more prevalent in structured settings like SOEs—supports discipline through clear expectations and accountability mechanisms. Meanwhile, transformational leadership helps to build intrinsic motivation and organizational citizenship behavior. These global insights suggest that the findings from PLN Sulselrabar may be generalizable to other regulated and structured public-sector institutions.
Implications for Practice
From a managerial standpoint, this study implies that leadership development should be a top priority for HR units within PLN and similar SOEs. Training programs should emphasize not only technical leadership skills but also emotional intelligence, communication, and the ability to motivate and inspire staff. Additionally, performance management systems should incorporate disciplinary indicators such as attendance, adherence to deadlines, and compliance with operational standards. One practical approach would be the implementation of a balanced scorecard that includes both behavioral and outcome-based indicators. For instance, employee evaluations could weigh both disciplinary metrics (e.g., punctuality, task completion) and subjective assessments of leadership support and motivation. This dual focus would better capture the nuanced drivers of employee performance in a hybrid bureaucratic-performative organizational setting. Furthermore, internal communication strategies should emphasize the alignment of individual behaviors with broader organizational goals. Clear policy dissemination, feedback mechanisms, and recognition systems can reinforce the value of discipline as a positive, not punitive, force.
Limitations of the Study
Despite the strength of the findings, several limitations must be acknowledged. First, the sample size was relatively small and limited to one regional office within PLN. Although the results are statistically valid, broader generalization requires caution. Future studies should involve multiple divisions and geographic locations to ensure representativeness. Second, the cross-sectional design of the study prevents the establishment of causality. While the regression analysis identifies significant relationships, it does not capture temporal dynamics or the long-term effects of leadership interventions or disciplinary policies. A longitudinal design would be more appropriate for exploring the evolution of employee behavior over time. Third, the study relies solely on self-reported data via questionnaires. This introduces the risk of response bias, as employees may overreport desirable behaviors or underreport negative experiences. Combining survey data with objective performance records or peer evaluations in future research would enhance validity. Another notable limitation is the lack of differentiation between types of leadership styles. The questionnaire measured leadership as a general construct, without distinguishing between transformational, transactional, or laissez-faire approaches. Given the varied impact of each leadership type, future research should include more granular measurement scales.
Suggestions for Future Research
Several avenues emerge for future inquiry. First, a more detailed analysis of leadership subtypes—and their interaction with disciplinary climates—could yield richer insights. For example, does transformational leadership have a stronger effect on intrinsically motivated employees, while transactional leadership works better for compliance-driven environments? Second, incorporating organizational culture as a mediating or moderating variable could clarify the mechanisms through which discipline and leadership translate into performance. PLN, like many SOEs, operates within a legacy-driven institutional framework that shapes employee behavior in subtle ways. Third, future studies could explore generational differences in employee response to leadership and discipline. As younger generations (Millennials and Gen Z) enter the workforce, their attitudes toward authority, structure, and motivation may differ significantly from older cohorts. Finally, comparative studies involving private vs. public sector organizations could help identify context-specific drivers of performance. Understanding whether the same variables behave differently across sectors would offer useful insights for tailoring HRM practices.
4. Conclusion

This study aimed to investigate the influence of work discipline and leadership style on employee performance at PT. PLN (Persero) Sulselrabar Regional Office, using a quantitative approach. The analysis confirmed that both work discipline and leadership style have statistically significant and positive effects on employee performance, both individually and in combination. The regression results demonstrated that these two variables explain over 57% of the variance in performance, a substantial finding within the scope of human resource management research.
The findings reinforce the importance of behavioral norms and effective leadership in shaping performance, even in structured and bureaucratic settings like SOEs. Notably, leadership style emerged as a slightly stronger predictor than discipline, suggesting that relational and motivational factors have considerable weight in driving employee outcomes. These results underscore the relevance of transformational and situational leadership theories in the Indonesian public-sector context and expand the literature by illustrating how global leadership concepts can be effectively localized.
The study also highlights the critical need for integrated HR strategies that promote both compliance and engagement. For practitioners, the implication is clear: enhancing performance in SOEs requires a balanced approach that includes structured discipline systems and leadership development programs grounded in emotional intelligence, adaptability, and ethical guidance.
Despite its contributions, the study is not without limitations. Its scope was limited to one division of PLN and relied on cross-sectional data. Future research should consider broader samples, longitudinal designs, and more nuanced variables such as organizational culture, generational differences, and ethical leadership. Nonetheless, the study provides a robust foundation for future inquiry and offers actionable insights for HR practitioners and policymakers seeking to optimize performance in public institutions.
In conclusion, performance in the public sector is best understood as a function of both internalized behaviors and external leadership dynamics. For PLN and similar SOEs, investing in leadership that inspires and discipline that empowers is not just a managerial tactic—it is a strategic necessity for institutional excellence.
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