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BACKGROUND AND OBJECTIVES: Job satisfaction is important to improve the 
effectiveness and efficiency of bank employees. Moreover, quality of work-life and 
leadership’s communication ability are also required to increase their productivity. 
METHODS: This research was conducted to investigate the effect of leadership’s 
communication ability on the quality of work-life and employees job satisfaction. A 
quantitative approach was adopted using a survey method with the employees of the 
local bank in Magelang in Indonesia used as the respondents. Moreover, data were 
collected using a questionnaire as the research instrument and analyzed through the 
means of path analysis.  
FINDINGS: Leadership’s communication has a positive effect on the quality of work-
life with a standardized coefficient of 0.928 and sig. 0.000 < 0.05 and this means the 
influence is significant by 86.11%. The quality of work-life influenced the employees’ job 
satisfaction with a standardized coefficient of 0.451 and sig. 0.032< 0.05 and this means 
the effect is significant by 20.34%. Leadership’s communication directly influenced 
employees job satisfaction  with 0.460=21.16% and sig. 0.029 < 0.05 and indirectly 
through the intervening or mediating variable of quality of work-life by P2 x P3 (0.928 x 
0.451= 0.4185 or 41.85%). Therefore, the total effect of leadership’s communication on 
the  employees job satisfaction were found to be 0.460 + 0.4185 = 0.8785 which means 
the significance of the influence is 87.85%. 
CONCLUSION: The results showed leadership’s communication influences the 
employees’ job satisfaction directly and also indirectly through the mediation of the 
quality of work Life. Communication was also observed to have a positive significant 
effect on the quality of work-life and this subsequently affected the job satisfaction of 
employees positively. The results of this research increase and improve the quality of 
leadership’s communication patterns to enhance employee’s job satisfaction and quality 
of work-life.
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INTRODUCTION
Communication plays an important role in the 

life of an organization by creating a social interaction 
process. Effective communication happens through 
the exchange and sharing of information between 
two or more people. Successful communication is 
experienced when the message sent by the sender 
is meaningful and understood by the receiver 
(Subanci et al., 2016). This can, however, be verbal 
and non-verbal and is considered very important 
to how people express their minds, ideas, feelings, 
and knowledge. This means communication is 
fundamental to all humans (Sutiyatno, 2018).
Moreover, the ability of a leader to communicate is 
related to the effective use of resources to execute 
strategies, making accurate decisions, and creating 
value. It has also been reported that a leader 
needs to have strong communication skills due 
to its importance in managing and leading people 
(Zulch, 2014). This specifically means there is a need 
for the leader to communicate and coordinate all 
people both internally and externally considering 
the importance of interpersonal relationships to 
leadership. This is, however, related to the Quality 
of Work-Life (QWL) which has been explained to 
the conditions and atmosphere of a workplace 
with the ability to increase employee satisfaction 
through job security and an adequate reward 
system. This concept covers several aspects 
such as the working conditions, health hazards, 
payments as well as the behavior, and the way the 
leadership communicates to meet the needs of 
the employees (Muindi and K’Obonyo, 2015; Ince, 
2018). QWL of a bank has a positive impact on 
the commitment of the organization as well as the 
job satisfaction and performance of employees. It 
also enables the employees to work productively 
due to the comfortable feeling they experience 
based on the conducive atmosphere provided by 
the leadership. Moreover, QWL encourages the 
autonomy of workers as well as more effectiveness 
and efficiency, commitment, loyalty, and dedication. 
It has also been reported in a previous study 
that satisfied employees usually perform with 
higher motivation and this mostly leads to higher 
productivity and customer satisfaction (Butt et al., 
2019). The job satisfaction of employees is closely 
related to their performance, positively influence 
organizational performance and productivity, and 

these further affect the profitability of the company. 
It was also reported to be important in improving 
the quality of services provided to customers 
(Latif et al., 2013).On the contrary, the inability of 
several business organizations to understand the 
importance of quality of work-life in improving the 
job satisfaction of their employees usually leads 
to several problems. This condition makes the 
company internally weak, unable to compete in the 
market, and unable to satisfy its customers (Sree 
and Satyavathi, 2017).On the other hand, Blanchard 
(2007) stated that leader should not only build 
communication to provide quality of work-life and 
job satisfaction but also creates energizing systems 
to increase a high performance of organization. 
This research has an important and strategic role 
because it was conducted in a small bank classified 
as a Small Medium Enterprise (SME). Leaders of 
these SMEs, sometimes pay less attention to the 
role of communication in carrying out organizational 
functions and focus more on the targets to be 
achieved without providing the right strategies 
needed to achieve these goals. Several studies 
discuss and focus on leadership and communication 
styles and models only as attributes and elements 
of abilities possessed by a leader. However, this 
research places the leadership’s communication 
variable as a style, Just in addition to the attributes 
and elements. Furthermore, it aims to reveal the 
role of leadership’s communication as a style and its 
effect on job satisfaction of employees by mediating 
the quality of organizational life. This research 
plays an important role to contribute the leaders to 
develop and improve their communication ability.

Leadership’s communication ability
Every organization, including banks, considers 

communication as an important concept to 
improve performance and productivity. Moreover, 
communication competence and effectiveness have 
been basically discovered to include knowledge, 
skills, and behaviors that can be learned to create 
social interaction. This was reported to have been 
applied in several areas such as business, leadership, 
human-computer interaction, and conflict (Nickitas, 
2019). Leaders, directly and indirectly, manage 
internal communication in their organization by 
introducing a program and the strategy for its 
successful implementation to the employees which 
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are expected to support the process and build a 
sense of trust and loyalty towards the organization 
(Ophilia and Hidayat, 2021). There are two types 
of communication and these include verbal which 
involves the use of language and non-verbal which 
includes the application of expression, gestures, 
action, and others in passing information (Rawat, 
2016).  Moreover, leadership’s communication either 
verbally or non-verbally has been discovered to be 
very crucial to building the quality of work-life and 
employee’s job satisfaction in the banking sector. 
However, Luo et al. (2016) analyzed differently 
how leaders communicate effectively to encourage 
change, commitment to the process of change, 
and reduce their subordinates’ fear of change and 
found the need to create a quality environment 
for the employees to perform their functions 
towards achieving the goal of the organization. 
A qualified leader manages employees with an 
appropriate attitude to achieve organizational 
objectives (Nanjundeswaraswamya and Swamy, 
2013). One of the most important qualities required 
of a good leader is communication skills (Răducan 
and Răducan, 2014). Meanwhile, Zulch (2014) also 
confirmed through Kuria (2019) that it is necessary 
to figure out and improve relations between the 
leaders and employees and this further indicates the 
expediency of the leaders’ communication model. 
On the other hand, Shah (2018) showed the effect 
of social communication skills on the emergence 
and effectiveness of a leader. This means a leader 
needs to be conscious of the factors associated with 
establishing relationship, symbolic communication, 
body language, and cognitive complexity to 
implement an effective strategy. Moreover, there is 
a direct relationship between verbal communication 
and customer satisfaction. The communication 
style of a leader has also been discovered to be 
very important in motivating employees and the 
whole workforce in an organization to be more 
productive. Based on the explanation above, it is 
concluded that communication plays an essential 
role in an organization, including the banking sector. 
Therefore, leaders need to always develop their 
verbal and nonverbal communication skills. In this 
research, the position of leadership’s communication 
skills as an independent variable has a vital role in 
creating quality of work-life and job satisfaction of 
employees.

Quality of work-life
Most employees increase their job performance 

through constructive suggestions on their area 
of expertise and recommendations for jobs done 
effectively. They develop their career to ensure better 
effectiveness in performing their duties. Quality of 
work-life is related to several other outcomes for the 
employees such as job satisfaction, an opportunity 
of career growth, psychological development, 
job security, job enrichment, and participatory 
management, interpersonal relationship with the 
employer, secured working environment, and low 
levels of work accidents. It is also connected with 
the plan to change an organization for the better 
(Osabiya, 2015; Mamaghaniyeh et al., 2019). The 
fundamental concept of QWL is based on the belief 
of employees that an organization has the capacity 
to meet their needs and this keeps them satisfied 
with their job (Butt et al., 2019). Conversely, several 
employees are not satisfied with the quality of their 
work-life and this usually affects their performance 
negatively. This means it is necessary for the leaders 
to provide a quality environment for their employees 
and one of the best ways to achieve this is through 
the improvement of interpersonal relationships 
between the employer and employees. Moreover, 
Asegid et al. (2014) showed that several organizations 
focus on increasing their staff satisfaction and 
management. On the other hand, it has also been 
discovered that QWL is very important to the 
development and empowerment of employees 
(Lee et al., 2015) due to its ability to improve 
organizational and employee efficiency. QWL is 
often used as a model to plan organizational change 
(Osabiya, 2015). It is usually focused on factors 
associated with the efficiency and productivity of 
an organization and directed towards achieving 
the projected outcomes. In addition, Rabins and 
Black (2007) also showed that the concept covers 
several programs arranged to implement changes 
in an organization due to its ability to provide the 
management with meaningful and productive 
information needed to improve the productivity of 
employees (Wynne-Jones et al., 2011). Moreover, it 
is also a bridge used in ensuring job satisfaction of 
employees based on salary and having effective and 
efficient co-workers and supervisors (Rozbehani et 
al., 2016). Therefore, based on the theories above, 
QWL as a mediating variable plays an important role 



58

The effect of leadership’s communication ability

in increasing job satisfaction of employees in order 
to increase their productivity, satisfaction, comfort 
and efficiency at work. Meanwhile, QWL is built 
when a leader has the ability to build constructive 
interpersonal communication to create a quality 
work-life. 

Employee’s job satisfaction
Employees are very important to the execution 

and achievement of an organization’s mission and 
vision. They are required to meet certain performance 
standards determined by the organization as regards 
the quantity and quality of their job description. The 
organization also needs to provide a conducive and 
quality environment to enable them to work freely 
without problems with the ability to hinder their 
potential competence (Raziq and Maulabakhsh, 
2015; Dziuba et al., 2020). Employee satisfaction 
reflects the attitude of an individual towards a job 
based on the difference between the level of rewards 
received and the expected reward. This shows it is 
mainly focused on attitude rather than the behavior 
which is centered on human needs and the ability 
of their job to fulfill those needs. Job satisfaction is 
based on the perception of an employee concerning 
the ability of the job to satisfy fundamental needs. 
Moreover, a previous study showed that the 
need for satisfaction promotes high productivity 
(Saranya, 2014). On the other hand, it has been 
discovered that a satisfied employee usually has 
better performance (Dziuba et al., 2020).Moreover, 
Employees Job Satisfaction (EJS) is based on work 
performance, work-life satisfaction, productivity, 
and motivation (Abuhashesh et al., 2019), and these 
further influence their security in an organization. 
This shows the concept is closely related to work 
productivity and, consequently, the profitability 
of the firm. It also affects the performance of an 
organization positively through the improvement in 
the quality of goods and services. This shows that 
employee satisfaction is very important to achieving 
the objectives and mission of an organization (Latif 
et al., 2013). Meanwhile, Wolniak and Olkiewicz 
(2019) also reported satisfied employees have a 
comfortable feeling with their company and this is 
reflected in their better performance. This is believed 
to be the reason for the significant importance 
of job satisfaction to work safety. Motivation 
and job satisfaction have some influence on the 

performance of employees. Similarly, the perception 
of employees towards their organizations and their 
performance are believed to be correlated to their 
job satisfaction. It is also important to note that the 
attitude and feelings of people towards their work 
are positively correlated to job satisfaction and 
motivation. This summarily means a positive attitude 
towards the job leads to job satisfaction while a 
negative attitude causes dissatisfaction (Abdolshah 
et al., 2018). Further, employees tend to increase 
their productivity, efficiency, and performance, 
when satisfied and comfortable with the working 
environment. Therefore, job satisfaction is a 
dependent variable realized through the support of 
leadership and QWL communication skills. This 
research objectives was conducted to reveal the 
effect of leadership’s communication ability on the 
quality of work-life and employees job satisfaction. 
The current study have been carried out in BKK local 
bank in Magelang Indonesia on July 2020 up to April 
2021.

MATERIALS AND METHODS
This research was conducted through a survey 

method with a multi-analysis approach using BKK 
Bank which is a local bank owned by the local 
government of Magelang Municipality as the research 
object. This research used the entire population as 
a sample due to the small number of population 
sizes. The population consists of 38 employees and 
they were all used as samples with 22 males (58%) 
and 16 females (42%). Data were collected using 
questionnaires as a research instrument and analyzed 
through means of path analysis. Questionnaire 
of Leadership Communication is measured by 
using The Perceived Leadership Communication 
Questionnaires (PLCQ) (Schneider et al., 2015). 
Then, Quality of Work-Life was adopted from Cascio 
(1986). Then, Employees Job Satisfaction was 
measured by means of The Minnesota Satisfaction 
Questionnaire (MSQ) (Luthans, 2006). The validity, 
reliability, and normality of the questionnaires, were 
measured before it was distributed. Furthermore, 
the loading factor, Cronbach’s alpha and Saphiro-
Wilks were used to measure the validity, reliability, 
normality and values, and analyzed using the 
SPSS version 24. Meanwhile, sampling adequacy 
was measured by KMO and Barlett’s Test (The 
result of test assumption). Moreover, Leadership’s 



59

Int. J. Hum. Capital Urban Manage., 7(1): 55-68, Winter 2022

Communication (LC) (X1) and Quality of Work Life 
(QWL) (X2) were used as the independent variables 
while Job Satisfaction of Employees (JSE) (Y) was 
used as the only dependent variable. 

RESULTS AND DISCUSSION
Test of Assumption

Factor Analysis
Based on the result of sampling adequacy, 

KMO was 0.500, it confirmed that the sample was 
appropriate. Meanwhile, Barlett’s Test of Sphericity 
value 69.859 with significant 0.000, it explained that 
the data were sufficient to evaluate for the factor 
analysis as shown in Table 1.

a. Validity and Reliability Test
Validity means a test has the ability to measure 

what it is designed to measure. This research adopted 
factor analysis which was used to ensure each 
question item was classified in the predetermined 
variables. The result showed that all the questions 
items used in this research were valid based on their 
loading factors which were greater than 4.0.Alpha 
Cronbach was used to measure reliability such that 
the alpha values between 0.8-1 were interpreted 
as good, 0.6- 0.79 were categorized as acceptable 
while those below 0.6 were poor (Sekaran and 
Bougie, 2010). The alpha values of leadership 

communications 0.802, Quality of Work-Life 
0.845, and Employees Job Satisfaction 0.862 were 
categorized good and acceptable. The results from 
this research are presented in the following Table 2.

b. Normality
Saphiro-Wilk was used to measure normality 

and the information presented in Table 3 shows 
all variables have normal distribution based on the 
asymp. Sig. (2-tailed) value which is > 0.05

c. Test of Linearity 
Table 4 shows there is a linear relationship 

between Leadership Communication (X1) and Job 
Satisfaction of Employees (Y)

Table 5 also shows a linear relationship between 
Quality of Work Life (X2) and Job Satisfaction of 
Employees (Y).

d. Path Analysis Results
The effect of leadership’s communication on the 

quality of work-life and its subsequent impact on 
job satisfaction of employees is visualized as follows 
(Fig. 1).

Fig. 1 shows the influence of the leadership’s 
communication on the job satisfaction of employees 
by 0.460 or 21 %. It also shows its indirect effect 
through the use of quality of work-life as an 

Table 1: KMO and Bartlett's Test 
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .500 

Bartlett's Test of Sphericity 
Approx. Chi-Square 69.859 

Df 1 
Sig. .000 

 
  

Table 1: KMO and Bartlett’s Test

Table 2: Summary of Validity Test 
 

Variables Alpha Cronbach Category 
Leadership Communication 
Quality of Work Life 
Job Satisfaction of Employees 

0.802 
0.845 
0.862 

Acceptable 
Acceptable 
Acceptable 

 
  

Table 2: Summary of Validity Test

Table 3: Tests of Normality 
 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic Df Sig. Statistic df Sig. 
Leadership Communication (X1) .120 38 .180 .887 38 .112 
Quality Of Work Life (X2) .179 38 .359 .897 38 .212 
Job Satisfaction Of Employees (Y) .215 38 .115 .851 38 .136 
a. Lilliefors Significance Correction 

 
  

Table 3: Tests of Normality
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Table 4: Model Summary and Parameter Estimates 

 
Dependent Variable:   Job Satisfaction Of Employees (Y)   
Equation 
 

Model Summary Parameter Estimates 
R Square F df1 df2 Sig. Constant b1 

Linear .772 122.216 1 36 .000 16.359 1.000 
The independent variable is Leadership Communication (X1). 

 

 
 
 
  
  

Table 4: Model Summary and Parameter Estimates

intervening or mediating variable by P2 x P3 (0.928 
x 0.451= 0.4185 or 41.85%). Therefore, the total 
direct effect of leadership’s communication on 
the job satisfaction of employees and its indirect 
influence through the quality of work Life was found 
to be 0.460+0.4185= 0.8785= 87.85 %. This analysis 
showed the hypothesis was empirically proven. 
This was observed in the coefficient of sig < 0.05 
which confirmed that leadership’s communication 
empirically influenced job satisfaction of employees 
directly and indirectly through the mediation of 
quality of work-life as shown in Table 6.

The observations from Table 6 are stated that 
Leadership’s communication has a positive effect 
on the quality of work-life with a standardized 
coefficient of 0.928 and sig. 0.000 < 0.05 and this 
means the influence is significant by 86.11%. 
quality of work-life influenced the employees job 
satisfaction with a standardized coefficient of 0.451 
and sig. 0.032< 0.05 and this means the effect is 

significant by 20.34%.Leadership’s communication 
directly influenced employees job satisfaction with 
0.460=21.16% and sig. 0.029 < 0.05 and indirectly 
through the intervening or mediating variable of 
quality of work-life by P2 x P3 (0.928 x 0.451= 0.4185 
or 41.85%). Therefore, the total effect of leadership’s 
communication on the employees job satisfaction  
were found to be 0.460 + 0.4185 = 0.8785 which 
means the significance of the influence is 87.85%.

Discussion
a. Effect of Leadership’s Communication on QWL

The results showed leadership’s communication 
influenced QWL by 0.928 or 86% and this means 
leadership’s communication has a significant role 
in creating and providing a better quality of work-
life for employees. This shows that a leader needs 
to be able to build an efficient interpersonal 
communication mechanism within the organization 
to increase the comfortability of the working 
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environment for the employees. The finding is in line 
with the result of Luo et al. (2016) that interpersonal 
communication is an essential part of leadership 
life. In addition, Andrew et al. (2019) revealed 

that leadership styles gave a significant role on 
QWL. Therefore, it is mandatory to understand the 
behavioral patterns of the communicator in order 
to build the most effective and productive working 

 
Table 5: Model Summary and Parameter Estimates 

 
Dependent Variable:   Job Satisfaction Of Employees (Y)   

Equation Model Summary Parameter Estimates 
R Square F df1 df2 Sig. Constant b1 

Linear .771 121.445 1 36 .000 16.254 1.006 
The independent variable is Quality Of Work Life (X2). 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
  

Table 5: Model Summary and Parameter Estimates

 
Fig. 1: Relationship structure of variables 

 

Fig. 1: Relationship structure of variables
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relationship. An interpersonal relationship involves 
the ability to understand, communicate, and 
cooperate effectively with individuals and groups 
to ensure productivity (Oberer and Alptekin, 2018). 
Moreover, the positive influence of the dimensions 
of QWL such as work environment, communication 
and cooperation, and work autonomy on leadership 
style (Rao et al., 2018). Human resource is 
absolutely very essential in an organization due to 
the influence of its unlimited capacity in achieving 
the objectives of the organization. This means 
a leader needs to search for methods to build a 
quality environment for staff to perform optimally, 
efficiently, effectively, and productively (Ehnert 
and Harry, 2012; Mamaghaniyeh et al., 2019).
The leader communicates to improve employees’ 
motivation and this further helps in building a 
productive workforce (Shah, 2018). A leader needs 
to be able to build constructive communication with 
employees to increase their level of trust, improve 
performance, motivation, quality of interaction, 
and communication, thereby achieving the 
organizations vision and mission. This finding is in 
line with the studies carried out by Son et al., (2014), 
Wikaningrum and Yuniawan (2018), Abuhashesh et 
al. (2019), and Madlock (2008). The importance of 
communication is in different contexts, especially 
in a culturally diversified workplace where the 
relationship between the employees is improved 
to ensure they work effectively and efficiently. 
Moreover, (Madlock, 2008) confirmed that 
leadership described through communication has 
both assignment and relational components which 
when utilized effectively has the ability to generate 
higher levels of employees’ satisfaction. Sree and 
Satyavathi (2017) also challenged organizations to 
focus on building a work environment with the ability 
to increase the productivity of employees in order 
to maximize profits. The employees’ perception of 

a leader’s support determines their contribution to 
the business. Moreover, human-focused businesses 
require that the leaders focus on the thoughts, 
feelings, and hopes of the employees (Pelenk, 
2020).This research revealed that leadership’s 
communication has a significant effect on QWL, 
meaning that a leader need to improve and build 
QWL continuously to increase the job satisfaction, 
work motivation, cooperation and productivity of 
employees more effectively to maximize profits. 
It is in line with the research carried out by Luo 
et al. (2016), Oberer and Alptekin (2018), and 
Mamaghaniyah et al. (2019). Furthermore, this 
research found that leadership’s communication 
has a significant effect on the job satisfaction of 
employees. The inverse of finding of this research, 
QWL gave an influence on the leadership style 
(nanjundeswaraswamya and Swamy, 2015).  Based 
on the discussion above, the previous findings 
did not explain and confirm the finding of this 
research clearly and completely that of leadership’s 
communication gave an effect on the QWL.

b. Quality Work-Life on Job Satisfaction of Employees
The result showed the quality of work-life 

influenced job satisfaction of employees by 0.451 
or 20.34 % and this means a leader needs to 
understand the importance of QWL in satisfying 
the employees in order to provide the positive 
climate needed to increase their productivity. This is 
necessary due to the ability of the QWL to improve 
the identity of an organization, engagement, 
organizational commitment, and employees’ job 
satisfaction, workload, and performance. It reduces 
absence, turnover intentions, and turnover of the 
organization and also increases the welfare and 
independence of employees (Grote and Guest, 
2017). This, therefore, means QWL influences the 
efficiency and effectiveness of both the organization 

Table 6: Results of AnalysisTable 6: Results of Analysis 
 

No. Independent Dependent 
Unstandardized 

Coefficient 
Standardized 

Coefficient  
T 

 
Sig B Std. Error Beta 

1. Leadership’s 
Communication Quality of Work Life 0.921 0.062 0.928 14.889 0.000 

 

2. Quality of Work Life Job Satisfaction of 
Employees 0.517 0.231 0.451 2.237 0.032 

3. Leadership’s 
Communication 

Job Satisfaction of 
Employees 0.524 0.230 0.460 2.281 0.029 
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and employees based on the fundamental concept 
that employees are aware the organization has 
the ability to meet their needs (Lee et al., 2015). 
Similarly, the results of this research prove that 
QWL has a positive effect on the job satisfaction of 
employees in terms of performance, commitment, 
cooperation, efficiency, effectiveness, and decrease 
in turnover and absences. This finding is in line with 
the research by Lee et al., (2015), Grote and Guest 
(2017), Rao et al., (2018) and (Dziuba et al., 2020). 
Conversely, bad QWL causes employee dissatisfaction 
and has a negative impact on their performance 
(Griffin, 2007). However, this is not in accordance 
with the research conducted by Evans and Lindsay 
(2013), which stated that productivity downturns 
and product quality decline in organizations due to 
shortcomings in the quality of work-life and changes 
in employee preferences. On the contrary, leadership 
style and job satisfaction cannot significantly 
influence employee performance in the Regional 
Revenue Agency of East Java, Surabaya (Purnomo et 
al., 2021). QWL is correlated with job satisfaction, 
job security, productivity, motivation, health, and 
safety. It provides benefits for both employees 
and management through a mutual resolution of 
work-related problems, cooperation, efficient work 
climate, and conduct of assignment carefully and 
objectively through the use of human resource 
outcome and payoffs (Rao et al., 2018). QWL also 
enables training opportunities, job satisfaction, and 
conducive working condition for the employees. 
This, therefore, means a better QWL has the ability 
to develop employees in line with the growth 
of an organization (Rao et al., 2018). Martin and 
Roodt (2008) stated that job satisfaction positively 
affects the evaluation of employees regarding all 
dimensions of an organization as a qualified working 
environment (Tajpour et al., 2021). According to 
Griffin (2007), QWL ranks life satisfaction as the 
first, job satisfaction as the second, and satisfaction 
with other aspects of work such as income, co-
workers, and supervisors as the third. This shows 
its importance is beyond the satisfaction of the 
employees with their job (Rozbehani et al., 2016). 
Moreover, the QWL index creates valuable and 
productive information required to increase the 
productivity of employees (Wynne-Jones et al., 
2011). The other functions of QWL which are able to 
enhance satisfaction and learning of employees and 

which provides support for change and evolution 
are beliefs and attitudes. On the contrary, the 
dissatisfaction of employees with the quality of their 
work lives has the ability to create negative impacts 
on the organization (Griffin, 2007). Moreover, 
the QWL concept is related to the philosophies 
of the organization created to ensure employee 
development, change in organizational culture, and 
the development of physical and organizational skills 
(Mamaghaniyeh et al., 2019). It is majorly focused 
on the core dimension of an organization through 
the increment in the welfare and productivity of 
employees. Moreover, employees’ job satisfaction 
is defined as the extent to which a working 
environment has the ability to match the needs and 
value of the employees as well as their response to 
such environment (Lambert, 2004; Tewksbury and 
Higgins, 2006; Babalola, 2016). Experts in the theory 
of organization and leadership found job satisfaction 
to be affected by several organizational factors such 
as job security, condition of workplace, leadership, 
and others. Furthermore, leadership style has 
also been reported to have a positive influence 
on employees’ job satisfaction, productivity, and 
commitment (Çetin et al., 2012). This means 
satisfied and happy employees perform their tasks 
better, are considered more responsible, and feel 
like part of an organization (Dziuba et al., 2020). 
Conversely, workplaces are generally experience low 
productivity due to the employee’s dissatisfaction 
with the quality of life. Therefore, organizations 
need to increase employee’s satisfaction at all levels 
(Asegid et al., 2014) in (Mamaghaniyeh et al., 2019).

c. The direct and indirect effect of leadership’s 
communication on JSE. 

Leadership’s communication was found to have 
a positive effect on job satisfaction of employees 
directly by 0.460 or 21% and indirectly by 0.928 
x 0.451= 0.4185. This, therefore, means total 
influence was significant by 0.460 + 0.4185= 0.8785 
or 87.85%. The research revealed a direct positive 
influence of leadership’s communication and an 
indirect influence on the employee’s job satisfaction 
through the mediating role of quality of work life. 
This was observed to be in line with the research 
of Wikaningrum and Yuniawan (2018) which 
showed the leadership styles and communication 
skills of leaders positively influenced employees’ 
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job satisfaction. Meanwhile, Abuhashesh et al. 
(2019) further stated that job satisfaction involves 
work performance, motivation, productivity, 
and satisfaction with work-life. The effective 
communication of the leader’s vision has the 
ability to improve the employee’s trust and this 
can further enhance their satisfaction in the job 
(Madlock, 2008). Subanci et al. (2016) also showed 
that managers use almost more than half of their 
time communicating either internally or externally. 
It is, however, possible for the organization to satisfy 
employees and their needs effectively and efficiently 
through the communication style and ability of its 
leadership (Babalola, 2016). In addition, Moestaina 
et al. (2020) revealed that leadership gave an effect 
on the job satisfaction. Employees’ perception of 
leadership is focused on the objective of the task 
to be performed and the existing interpersonal 
relationship (Wikaningrum and Yuniawan, 
2018). Meanwhile, Son et al. (2014) confirmed 
the possibility of improving job satisfaction and 
organizational commitment through the quality 
communication style of the leader. Moreover, the 
empowerment of employees by an organization is 
an effective way to improve their satisfaction in the 
job. On the other hand, Sree and Sayyavathi, (2017) 
the inability of several business organizations to 
understand the importance of quality of work-life 
in improving the job satisfaction of their employees 
usually leads to several problems. This condition 
makes the company internally weak, unable to 
compete in the market, and unable to satisfy its 
customers.  In addition, it was discovered that 
employees dissatisfied with their quality of work-
life usually cause problems that mostly spreads 
to other areas and levels of the organizations 
(Asegid et al., 2014). Furthermore, appropriate 
communicative skills due to effective interactions 
lead to better job performance. On the contrary, 
the inability of managers to interact effectively 
makes it impossible for the organization to perform 
outstandingly (Hosseini et al., 2020). Meanwhile, 
Madlock (2008) in Wikaningrum and Yuniawan 
(2018) confirmed that a leading figure with the 
ability to lead, manage, motivate, empower human 
resources, and communicate visions and mission 
effectively in an organization is very important to 
achieving a high level of employees’ satisfaction. 
This was believed to be due to the contribution of 

these abilities to the development of constructive 
communication between the leaders and the 
followers. Communication is the basis for successful 
actions due to its capability to show the pathways 
to a more cooperative workplace. This is associated 
with the function of effective communication in 
information distribution, expectations, goals, ideas, 
feelings, and emotions in the context of coordinated 
actions. Moreover, communication is also one of 
the most crucial interpersonal processes in an 
organization and also assists employees and the 
organization to achieve their objectives (George 
and Jones, 2012; Subanci et al. 2016). Conversely, 
employees dissatisfied with their quality of work-
life cause problems which spread to other areas 
and levels. Therefore, organizations are required 
to improve employees’ satisfaction from the lowest 
to highest managerial levels (Asegid et al., 2014). 
Further, Ibad (2014) also revealed different findings 
that leadership’s communication did not give an 
effect on the job satisfaction. It has, however, been 
recently observed that more output is demanded 
from less input by business organizations and this 
usually affects the comfortability of employees in 
the work environment. Therefore, organizations 
need to build flexible work relationships between 
the employees and the workplace (Mamaghaniyeh 
et al., 2019).

CONCLUSION
This research was conducted to show the effect of 

leadership’s communication on the quality of work-
life and job satisfaction of employees. The results 
showed a direct positive influence of leadership’s 
communication and an indirect influence on the 
employee’s job satisfaction through the mediating role 
of quality of work life. This is an empirical confirmation 
of the essential role of leadership’s communication in 
providing the quality of work-life required to satisfy 
employee’s in their job. This means communication 
from leadership is very vital for the life and growth of an 
organization due to its significant role in the discharge 
of the responsibility of the leader both internally and 
externally. The ability of a leader to effectively manage 
communication within an organization usually leads 
to the creation of an appropriate quality of work-life 
which consequently provides a conducive environment 
for all the employees. This further has a positive 
influence on the performance of the organization, 
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enhances job satisfaction, and motivates employees 
to work optimally. The result showed the quality of 
work-life influenced job satisfaction of employees. 
The research findings imply that a leader needs to 
understand the importance of QWL in satisfying the 
employees in order to provide the positive climate 
needed to increase their productivity. This is necessary 
due to the ability of the QWL to improve the identity 
of an organization, engagement, organizational 
commitment, and employees’ job satisfaction, 
workload, and performance. 

Employees ‘job satisfaction involves work 
performance, motivation, productivity, and 
satisfaction with work-life. It is, however, possible 
for the leader organization to satisfy employees and 
their needs effectively and efficiently through the 
communication style and ability of its leadership. 
Employees’ perception of leadership is focused on 
the objective of the task to be performed and the 
existing interpersonal relationship. The effective 
communication of the leader has the ability to improve 
the employee’s trust and this can further enhance 
their satisfaction in the job. Finally, The possibility 
of improving quality of work-life and employees job 
satisfaction through the quality communication style of 
the leader. The theoretical implication of this research 
is the need to build a theory that places leadership’s 
communication as a model based on communication 
or as a determinant variable to create the quality of 
work-life and employee job satisfaction. Therefore, this 
research is expected to contribute to the construction 
of a theory related to leadership’s communication. The 
research has practical implications, namely a leader 
needs to be able to improve communication patterns 
to create the right quality of work-life, and increase 
employee performance satisfaction to increase work 
productivity and achieve company goals. There are 
some limitations inherent this research, such as the 
scope of both the object and the small population. 
Therefore, further research, need to be carried out 
by adding other similar objects such as consumer 
satisfaction and information technology with a larger 
population.
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