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ABSTRACT

This study aims to examine the mediating role of employee performance on the self-leadership,
communication competence, and emotional intelligence effect on the performance of PT.
Pertamina (Persero) in Marketing Operation Region 1 Banda Aceh (Pertamina). The population
was all employees of Pertamina Marketing Operation Region 1 Banda Aceh as many as 137
people. The test results reveal that self-leadership and emotional intelligence do not affect
Pertamina’s performance; Communication competence and employee performance affect
Pertamina's performance; Self-leadership, emotional intelligence, and communication competence
affect Pertamina’s employee performance; employee performance fully mediates the self-
leadership and emotional intelligence effect on Pertamina's performance; and employee
performance partially mediates the communication competence effect on Pertamina's
performance. This finding states that Pertamina's performance improvement model is a function
of strengthening self-leadership, increasing communication competence, increasing emotional
intelligence, and improving employee performance.

Keyword: Self Leadership, Communication Competence, Emotional Intelligence, Employee
Performance, Organizational Performance.

1. INTRODUCTION

PT. Pertamina (Persero) or commonly called Pertamina, is a company owned by the
Indonesian government which is tasked with carrying out oil and gas (oil and gas) mining
operations, starting from managing oil and gas from oil wells throughout Indonesia into products
for oil and gas fuel needs for all Indonesian people. . As one of the largest contributors to the total
revenue of State-Owned Enterprises (BUMN) in Indonesia, Pertamina continues to seek profits
based on the principles of effective and efficient company management. All state-owned
companies must meet performance standards, namely the very good category with an average
score of 9-10. Therefore, Pertamina continuously improves the company's system.

Pertamina already has several marketing units spread throughout Indonesia, one of which is
in Aceh, namely Pertamina Marketing Operation Region 1 Banda Aceh, which is an oil and gas
marketing and distribution operational unit whose main task is to meet the needs of fuel oil and
non-fuel oil in Indonesia. the working area of Marketing Unit I, namely the entire Banda Aceh,
Aceh Besar, and Sigli areas.

However, Pertamina’s condition is not always smooth, it has many problems, resulting in a
decrease in net profit. In terms of external factors, which resulted in a decrease in net profit, mainly
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due to the unbalanced price of the dollar and continued to rise, then the factor of the Covid-19
pandemic which in the last two years has spread throughout the country. Apart from these factors,
the main factor causing the decline in Pertamina's net profit can not be separated from the
performance of employees.

Pertamina applies the principle of Good Corporate Governance/GCG (Transparency,
Accountability, Responsibility, Independence, and Fairness) so that the Company can survive in
the face of increasingly fierce competition. The performance appraisal system implemented by
Pertamina is an evaluation system for employee work performance which is carried out in the
employee's work environment. The form and system for evaluating employee performance are
called a work performance appraisal report (LPHK). Pertamina's employee/staff performance
appraisal is still less objective and is more determined by their superiors. Pertamina Marketing
Operation Region 1 Banda Aceh usually conducts performance appraisals once or twice a year.
The results of the performance appraisal are the basis for making decisions in the field of
employment such as promotions, bonuses, salary increases, application of discipline, training, and
termination of employment.

From the data on the results of employee performance assessments at Pertamina Marketing
Operation Region 1 Banda Aceh, it is known that in the last 5 (five) years there has been a decline
in employee performance, whereas in 2015 the average employee performance got a very good
score, but the value continued to decline in 2015. - the year ahead of where in 2020 the average
performance of employees who get a score of 6 (six) or is in the category not yet good (Pertamina,
2020). Many factors cause the decline in employee performance at Pertamina Marketing Operation
Region 1 Banda Aceh. In this study, researchers focused on employee internal factors, namely
self-leadership, emotional intelligence, and communication competence. Pertamina Marketing
Operation Region 1 Banda Aceh which was felt to be still low as the results of the annual
performance assessment conducted by the Company.

Many researchers have confirmed that emotional intelligence determines employee
performance. However, this was (Akbar et al, 2020) state that emotional intelligence does not
affect employee performance. From these results, it concludes that there is still a research gap on
the correlation between the two factors, so this research is important to do to confirm that previous
findings can be rejected or even accepted.

2.LITERATURE
Organizational Performance

Organizational performance is broadly measured in two ways: financial performance and
non-financial performance. (Obeidat et al., 2016; Ogunyomi & Bruning, 2016; Theriou &
Chatzoglou, 2014). Non-financial performance is measured through customer satisfaction, HRM
practices, product and service quality, ability to attract and retain employees, new product
development, manager-employee relationships, and employee-to-employee relations (Akhtar,
Syed, & Mir, 2014; Miah & Islam, 2017; Singh & Kassa, 2016); Chahal, Jyoti, & Rani, (2016).

Organizational performance is a total result of the entire organization produced by

employees (Shahzad, Xiu, & Shahbaz, 2017) ; (Atig, Farooq, Ahmad, & Humayoun, 2015). Bowra,
Sharif, Saeed, & Niazi, (2012) have found that successful organizations tend to increasingly
recognize that there is a volume of factors that contribute to organizational performance but human
resources are the most important. From some of the above understanding, organizational
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performance is the overall performance. In this study, organizational performance can be measured
using indicators of Pertamina's Good Corporate Governance principles, namely: (1) Transparency,
(2) independence, (3) accountability, (4) responsibility, (5) fairness.

Employee Performance

Robbins & Judge, (2017) and Bernardin & Russell, (2013) mentioning Performance is a
record of the results obtained from certain job functions or activities over a certain period. More
opinions Zainal, Hadad, & Ramly, (2019) defines performance as a real behavior that is displayed
by everyone as a work evaluation produced by employees according to their role and an important
thing in achieving goals. Torang, (2013) and Moeheriono, (2014) state that employee performance
is a result of performance that can be achieved by a person or group.

Griffin, Phillips, & Gully, (2016) and (Koopmans, Bernaards, Hildebrandt, & Buuren, 2014)
mention Individual performance is one of the key indicators of company performance that
contributes to company competitiveness. Employee performance can be measured using indicators
of (1) punctuality, (2) optimal plan, (3) work performance, (4) problem solving, (5) ability.

Self Leadership

Self-leadership is the foundation of any leadership development initiative (McShane &
Glinow, 2010). Self-leadership is not always beneficial at the team level but at the individual level,
it improves work performance and attitude (Stewart, Courtright, & Manz, 2010) ; (Neck & Manz,
2012). Bryant & Kazan, (2012) defines self-leadership as a tool for developing an understanding
of who you are (self), what you can do (your abilities), which you combine with the ability to
influence your communications, emotions, and behavior. on the road to reaching your goal. Neck
& Manz, (2012) proposes "Self-leadership as a normative model of self-influence that operates
within the framework of more descriptive and deductive theories such as self-regulation &
cognitive theory"

Thus, self-leadership is the process by which one influences oneself and the self-motivation
necessary to achieve personal and organizational performance goals. Measuring self-leadership
can be done using indicators as expressed by (Neck & Manz, 2012) namely: (1) self-expectation,
(2) practice, (3) self-goal setting, (4) self-compensation, (5) self-criticism, (6) Constructive
thinking.

Communication Competence

Communication is an important part of the world of work because it has a far-reaching
effect on organizational life. Experts have come up with many definitions of ‘communication’.
Zeffane, Tipu, & Ryan, (2011) and (Eman, 2014) say to carry out this communication function,
communication competence is needed. Communication competence combines characteristics that
include knowledge, skills, and abilities (KSA) of individuals to be effective in sharing information,
ideas, thoughts, and feelings with others (Slocum & Hellriegel, 2010). Communication
competence facilitates the formation of productive and cooperative teams, improves employee
performance and reduces conflicts within the organization, encourages employee participation
(Elbaz, Haddoud, & Shehawy, 2018) : (Femi, 2014).

Communication competence refers to the ability to choose among available communicative
behaviors to achieve one's interpersonal goals during a meeting while maintaining the conditions

http://ijbmer.org/ Page 183



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 03; 2022
ISSN: 2581-4664

and situations of fellow interaction processes taking place (Potnuru & Sahoo, 2016). (Hoy &
Miskel, 2015) consider competence communication as a set of skills and research possessed by an
interacting person (Suher et al. 2016). (Duwit, 2015) states that measuring communication
competence can be done by using indicators in the form of: (1) downward communication, (2)
upward communication, (3) horizontal communication, (4) placing oneself in the position of
others, (5) concentration.

Emotional Intelligence

Emotional intelligence has a long process of development, Salovey and Mayer formally
proposed the concept of “emotional intelligence” in 1990. In 1995, the concept of emotional
intelligence received a lot of attention worldwide due to the publication of the book Emotional
Goleman. intelligence: Why it could be more important than 1Q. Since then, an important research
subject has emerged in the field of industrial and organizational psychology (Salovey & Mayer,
1990).

Emotional intelligence describes the possible outcomes that can be mental and physical
health, well-being, and social support (Atiqg et al, 2015) ; (Shehu & Isa, 2017) ; (Woolfolk, 2018).
Most of the previous research conceptualizing emotional intelligence has four dimensions
introduced by Goleman, (2018) The four dimensions of emotional intelligence are recognizing
emotions, managing emotions, recognizing emotions in others, and building relationships. In the
business world, emotional intelligence are measured in the recruitment process, performance
management, and career development (Cetinkaya & Alparslan, 2011).

Based on some of the opinions of the experts above, it concludes that emotional intelligence

is a person’s ability to control himself starting from thoughts, words, and actions. (Goleman, 2018)
states that measuring emotional intelligence can be conducted using indicators in the form of: (1)
knowing yourself (self-awareness), (2) managing emotions, (3) motivating yourself, (4)
recognizing other people's emotions (empathy), and (5 ) manage personal communication (build
relationships with other people)

Research Model and Hypothesis
The formulation of the model and hypothesis are figured below.

Self
Leadership

“ommunication
Competence

Employee
Performance

Organizational
Performance

Emotional
Intelligence

Figure 1. Paradigm

H1 : Self-leadership affects Pertamina's performance.
H2 : Self-leadership affects Pertamina’s employee performance
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H3 : Communication Competence affects Pertamina's Performance.

H4 : Communication competence affects Pertamina’s employee performance.
H5 : Emotional intelligence affects Pertamina's performance

H6 : Emotional intelligence affects Pertamina’s employee performance

H7 : Pertamina’s employee performance affects Pertamina's Performance

H8 : Self-leadership affects Pertamina's performance through Pertamina’s employee
performance
H9 : communication competence affects Pertamina's performance through Pertamina’s

employee performance
H10 : Emotional intelligence affects Pertamina's performance through Pertamina’s employee
performance

3.METHOD

This study was conducted at Pertamina - Marketing Operation Region 1 Banda Aceh whose
office is located in the city of Banda Aceh, Indonesia. The location selection was done deliberately
with the consideration of being able to obtain the necessary data following the research.
Meanwhile, the object of research is self-leadership, emotional intelligence, communication
competence, employee performance, and organizational performance. The population was all
employees of Pertamina - Marketing Operation Region 1 Banda Aceh as many as 137 people.

Table 1. Employees of Pertamina Region 1 Banda Aceh

No Work unit Number of employees
1 Krueng Raya Fuel Terminal | 50

2 Sales Area 30

3 Pertamina Trans Continental | 27

4 Fleet Management 30

Total 137

Source: Pertamina (2021)

The sampling technique used was a census where the entire population is sampled. Data was
collected by distributing questionnaires to all respondents, which were measured with the Likert
scale. The data were analyzed through AMOS-SEM.

4. RESULT
Direct Effect
The structural test is figured out below.

http://ijbmer.org/ Page 185



http://ijbmer.org/

International Journal of Business Management and Economic Review
Vol. 5, No. 03; 2022
ISSN: 2581-4664

e @ @ @ @

38 47 63

NG 79 86 %

€9 € € @) @

57 A7 57

o) [ (] [0]
- S,

78, [8876/ 62

el | _w i)
€9 m;& -~ :, “ S
(@3] @ >
— Nt =—2)
O e F— )
Figure 2. Structural Test
The test results are shown below.
Table 2. Structural Test
Estimate S.E. C.R. P
Employee Performance <---  Self_Leadership 0.486 120 4.048 ***
Employee Performance <--- Communication 0.285 078 3.672 ***
Competence
Employee Performance <---  Emotional Intelligence 0.166 075 2.214 .027
Pertamina Performance <---  Employee Performance 0.338 133 2540 .011
Pertamina Performance <---  Self_Leadership -0.170 112 -1.510 .131
Pertamina Performance <---  Emotional Intelligence 0.003 .068 .041 .967
Pertamina Performance <--- Communication 0.173 077 2.241 .025
Competence

The table is explained as follows:

H1: Self-leadership affects Pertamina’s performance.

The result for H1 test shows that the significance of the self-leadership effect on
organizational performance is 0.131 or >0.05. Thus, it states that self-leadership does not affect
Pertamina’s performance.

This result rejects previous research by (Manshi & Sunil K. Mishra, 2019); (Yu & Ko, 2017)
Self-leadership, a personal factor, is another important factor influencing organizational
performance. Self-leadership is the most effective tool for improving one's performance at work
and subsequently influencing organizational performance (Manshi & Sunil K. Mishra, 2019)
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H2: Self-leadership affects Pertamina’s employee performance

The result for H2 test shows that the significance of the self-leadership effect on
Pertamina’s employee performance is *** or 0.00 < 0.05. This reveals that self-leadership affects
Pertamina’s employee performance. This study supports (Carmeli, Meitar, & Weisberg, 2006) that
said the creativity of an employee who practiced self-leadership would be enhanced by using
reward strategies, and self-leadership was positively related to innovative or creative behavior.
Self-leadership is positively correlated with employee performance (Yu & Ko, 2017). There is a
relationship between self-leadership and proficiency, adaptive and proactive directed at both
individual and team tasks (Hauschildt & Konradt, 2012). Self-leadership helps to succeed and
motivates teams to improve themselves and increase their work productivity (Manshi & Sunil K.
Mishra, 2019).

H3: Communication Competence affects Pertamina's Performance.

The result for H3 test shows that the significance of communication competence effect on
Pertamina’s performance is 0.025 or <0.05. Thus, it figures that communication competence
affects Pertamina’s performance directly. These results are in line with previous research by Yu &
Ko, (2017) Communication competence, is another important factor that affects organizational
performance. Communication competence facilitates the formation of productive and cooperative
teams, improves employee performance and reduces conflicts within the organization, encourages
employee participation (Elbaz et al., 2018), and increases employee productivity, job satisfaction,
and loyalty to the organization (Femi, 2014). The level of interpersonal communication
significantly determines organizational performance and information transmission (Ustuner & Kis,
2014).

H4: Communication Competence affects Pertamina’s employee performance.

The result for H4 test shows that the significance of the communication competence effect
on Pertamina’s employee performance is 0.00 or <0.05. Thus, it explains that communication
competence affects Pertamina’s employee performance.

These results support previous studies by Elbaz et al., (2018); Femi, (2014) that found
communication competence facilitates the formation of productive and cooperative teams,
improves employee performance and reduces conflicts within the organization, encourages
employee participation, and increases employee productivity, job satisfaction, and loyalty to the
organization. Communication competence is very important. Smooth communication is the main
means of resolving conflicts and conflicts between organizational members and is also related to
job performance, so efforts to improve communication within employee organizations are very
important (Lim, Park, & Kim, 2012).

HS: Emotional intelligence affects Pertamina’s performance

The result for H5 test shows that the significance of emotional intelligence effect on
Pertamina’s performance is 0.967 or > 0.05. Thus, it reveals that emotional intelligence does not
have a significant impact on organizational performance directly.

This research supports Akbar et al. (2022) who stated that emotional intelligence does not
affect organizational performance. Thus, rejecting previous research by Zehir et al, (2019) states
that emotional intelligence plays an important role in influencing employee performance
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improvement. Other researchers have also linked job performance with emotional intelligence,
arguing that it is not only the ability to manage one's own feelings but also the ability to understand
others in the organization (Salovey & Mayer, 1990). So, an employee's emotional intelligence
plays an important role in maintaining work consistency that leads to better team performance or
organizational performance.

Hé6: Emotional intelligence affects Pertamina’s employee performance

The result for H6 test shows that the significance of emotional intelligence on Pertamina’s
employee performance is 0.027 or <0.05. Thus, it reveals that emotional intelligence affects
Pertamina’s employee performance directly.

Employees' perceptions and evaluations of their emotions have the potential to bring about
positive variations in their eventual performance. Likewise, being aware of the emotions of
supervisors, coworkers, and subordinates and the ability to deal with them will help to create a
progressive work environment (Khalid et al, 2018). Communication competence is positively
correlated with employee performance (Yu & Ko, 2017). Emotional intelligence positively affects
employee performance (Anita Rahmawat, et al, 2022). Emotional intelligence and competence
affect work motivation and employee performance positively (Marlina et al, 2018). Emotional
intelligence affects employee performance (Fadhli, et al, 2022).

H7: Pertamina’s employee performance affects Pertamina’s performance

The result for H7 test shows that the significance of employee performance on
organizational performance is 0.011 < 0.05. Thus, it reveals that Pertamina’s employee
performance affects on organizational performance.

These results support a previous study by Moeheriono (2012) which found that employee
performance as a result of performance is following their respective authorities, duties, and
responsibilities to legally achieve the goals of the organization concerned. Employee performance
is the main key that can influence and improve organizational performance (Fahmi, Musnadi, &
Nadirsyah, 2019).

Indirect Effect
H8 : Self-leadership affects the Pertamina’s performance through Pertamina’s employee
performance.
The results of the self-leadership indirect influence on organizational performance through
employee performance are described as follows.
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A=0.447
P=0.000

SL

Figure 3. Mediation Test of Self-leadership-Employee Performance-Organizational Performance

Information:

SL = Self-leadership (Exogenous Variable)

EP = Employee Performance (Mediation Variable)

OP = Organizational Performance (Endogenous Variables)
A = Coefficient of influence X1to Y

B = Coefficient of Influence Y to Z

P = Probability or significant value

The picture above can be explained that self-leadership significantly affects Pertamina’s
employee performance, self-leadership does not significantly affect organizational performance
and employee performance significantly affects Pertamina’s performance, while the results of the
mediation test (path-C") have a significant value of 0.031 <0.050. Baron and Kenny (1986) says if
the third equation (path c) is not significant (zero), then it is called full mediation. The results of
this study state that employee performance variables mediate fully (Full Mediation) on the self-
leadership effect on organizational performance.

These results support a previous study by Yu & Ko (2017) states Communication
competence partially mediates the employee self-leadership effec on individual performance, and
subsequently influencing organizational performance (Manshi & Sunil K. Mishra, 2019).
Communication competence is very important. Smooth communication is the main means for
resolving conflicts and conflicts between members of the organization and is also related to work
performance, so efforts to improve communication within employee organizations are very
important (Lim, Park, & Kim, 2012). Communication competence, self-leadership, and personal
factors are other important factors that affect organizational performance (Yu & Ko, 2017). Bryant,
Kazan (2012) define self-leadership as a tool to develop an understanding. Thus, it reveals that
self-leadership can indirectly affect organizational performance through the performance of the
employees themselves.

H9 : Communication competence affects Pertamina’s performance through Pertamina’s
employee performance
The results of the communication competence's indirect influence on organizational
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performance through Pertamina’s employee performance is described as follows.

EP
A=0.359
P=0.000
C=0.276
P=0.025
CcC
C’=0.155
P=0.036

Figure 4. Mediation Test of Communication Competency-Employee Performance-
Organizational Performance

Information:

CC = Communication Competency (Exogenous Variable)
EP = Employee Performance (Mediation Variable)

OP = Organizational Performance (Endogenous Variables)
A = Coefficient of influence X2 to Y

B = Coefficient of Influence Y to Z

P = Probability or significant value

The picture above can be explained that communication competence significantly affects
Pertamina’s employee performance, communication competence significantly affects Pertamina’s
performance and employee performance significantly affects Pertamina’s performance, while the
results of the mediation test (path-C') are significant, because it has a significant value of 0.054 >
0.050. (Baron & Kenny, 1986) reveal if the third equation (path c) is significant (zero), then it is
called partial mediation. These results state that the employee performance variable partially
mediates the communication competence effect on organizational performance.

These results support Elbaz et al., (2018) that found communication competence facilitates
the formation of productive and cooperative teams, improves employee performance and reduces
conflict within the organization, encourages employee participation, and increases employee
productivity (Femi, 2014). Communication competence is very important. Smooth communication
is the main means of resolving conflicts and conflicts between organizational members and is also
related to job performance, so efforts to improve communication within employee organizations
are very important (Lim, Park, & Kim, 2012) ; (Ustuner & Kis, 2014). Communication competence
is another important factor that affects organizational performance (Yu & Ko, 2017).

H10: Emotional intelligence affects Pertamina’s performance through Pertamina’s
employee performance
The results of the emotional intelligence indirect influence on Pertamina’s performance
through Pertamina’s employee performance can be described as follows.

EP
A=0.179
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Figure 5 Mediation Test of Emotional Intelligence-Employee Performance-
Organizational Performance

Information:

El = emotional intelligence (Exogenous Variable)

EP = Employee Performance (Mediation Variable)

OP = Organizational Performance (Endogenous variables)
A = Coefficient of influence X3to Y

B = Coefficient of Influence Y to Z

P = Probability or significant value

The picture above can be explained that Emotional intelligence significantly affects
Pertamina’s employee performance, Emotional intelligence does not significantly affect
organizational performance and employee performance significantly affects Pertamina’s
performance while the results of the mediation test (path C) have a significant value of 0.040
<0.050. Baron and Kenny (1986) state if the third equation (path C) is not significant (zero), then
it is called full mediation. The results of this study state that employee performance variables
mediate fully (Full Mediation) on the emotional intelligence effect on organizational performance.

These results support previous studies which state that there is a relationship of self-
leadership and proficiency, adaptive and proactive (Hauschildt & Konradt, 2012) ; (Anita
Rahmawat, et al, 2022). Employee performance is the main key that can influence and improve
organizational performance (Fahmi et al , 2019). Thus, it figures that employee emotional
intelligence can indirectly affect organizational performance through the intermediary of
communication competence and employee performance

Managerial Implications

From the results of research that has been done, it was found that among the factors that
influence organizational performance are employee performance, self-leadership, emotional
intelligence, and communication competence. Communication competence and self-leadership
were found not to have a direct impact on organizational performance, but must go through the
role of employee performance, meaning that employee performance becomes a full determinant
or full mediation in improving organizational performance. This result is following the opinion
(Bowra et al., 2012) have found that successful organizations tend to be increasingly aware that
there is a volume of factors that contribute to organizational performance but human resources are
clearly the most important of all factors.

The emotional intelligence of good employees will make employees work more calmly in
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facing challenges at work. Employees who have good emotional intelligence will not easily get
emotional under any difficult conditions. Likewise with employee self-leadership. Employees who
have good self-leadership will be more effective and efficient in their work because. They tend to
have their own creativity to complete their work and can make small decisions without having to
involve the leadership.

Communication competence is one factor that is no less important than other factors to
improve employee and organizational performance. Employees will more easily understand the
direction of the leadership in doing every job if they have good communication competence with
employees and superiors. No matter how difficult the work will be completed if employees can
establish good relationships. (Robbins & Judge, 2017) reveals that Self-leadership, communication
competence, and emotional intelligence are factors that can affect employee performance, so to
improve organizational performance, management needs to pay attention to and improve these
factors together.

5.CONCLUSION

The test results reveal that self-leadership and emotional intelligence do not affect
Pertamina’s performance; Communication competence and employee performance significantly
affect Pertamina's performance; Self-leadership, emotional intelligence, and communication
competence affect on Pertamina’s employee performance; employee performance fully mediates
the self-leadership and emotional intelligence effect on Pertamina's performance; and employee
performance partially mediates the communication competence effect on Pertamina's
performance. This finding states that Pertamina's performance improvement model is a function
of strengthening self-leadership, increasing communication competence, increasing emotional
intelligence, and improving employee performance. This finding also explains that increasing self-
leadership and emotional intelligence is able (only indirectly) to change employee performance in
a better direction and will further improve Pertamina's company performance while improving
communication competence can directly change Pertamina's company performance in a more
positive direction. good, besides being able to have an indirect impact through improving the
performance of its employees which in the end also indirectly has an impact on improving the
performance of Pertamina's company. This tested model can be the basis for strengthening the
theory, and the novelty lies in the model formed from the integration of previous theories. Theory
development can be done by making this model the basis for further studies by adding new
variables in the model test. For practitioners, this model becomes the basis for the formation and
improvement of future policies, especially for the research subject in this study, namely Pertamina.

Some recommendations can be mapped from the survey results. To improve organizational
performance at Pertamina Marketing Operational Region 1 Banda Aceh, what must be considered
is improving employee self-leadership, communication competence, and good employee
emotional intelligence to grow employee performance which will ultimately have an impact on
improving organizational performance. Self-leadership can be improved by providing employees
with more task experience to gain insight into carrying out these tasks and train themselves to be
more familiar with more challenging tasks. Increase employee career ladder with training and
development. Motivating employees to be determined to achieve their goals and willing to correct
any mistakes.

Communication competence can be improved with supporting facilities fulfilled properly
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and mutual support will make employees more enthusiastic at work and will ultimately improve
their performance. Emotional intelligence can be improved by training and developing
psychological knowledge for each employee, creating a teamwork group so that employees are
accustomed to helping each other, and understanding fellow employees in difficult or easy
conditions.
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