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Abstract. This study aims to investigate and evaluate the influence of leadership style and work ethic on workplace 
interactions. The response sample consisted of around 32 students. The data was collected via sending 
questionnaires to respondents. Multiple regressive lining is the method of analysis used. When the results of the 
investigation are positive and suggestive of the patient's responsiveness. The T-Test exposes this as "probability 
value." The complexity of leadership style is less than 5 percent." This illustrates that the leadership styles adopted 
by employees are highly advantageous to their work. When the outcome of a workplace disciplinary investigation 
benefits a student's employment. According to the UJIT study, the degree of question discipline was less than 5 
percent alpha. It is therefore evident that workplace discipline is being suppressed. 
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INTRODUCTION 

Every reputable firm hopes to enjoy significant development in the next years within 

its sector, as well as to attain high levels of workplace efficiency (Pudjowati et al., 2022). In 

light of the fact that each employee's primary role is to support the organization's objectives for 

financial success and quality of life, the importance of human resources in any given firm 

cannot be understated (Sutaguna et al., 2020). Failure or inability to remain in business is a 

meeting place for everybody to discuss company issues (Ramadhan et al., 2022). In other 

words, the company's quality and the competitiveness of its human resources are quite high, 

possibly even cause for alarm (Yudiani et al., 2023). The capacity of a firm or organization to 

accomplish its objectives rests more on internal conflict than on infrastructure, facilities, or 

other resources. Important details, to-be-installed assets, and the sum Simamora's management 

is ready to pay (Sutaguna et al., 2022). 
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Human resource issues such as employee performance, employee discipline, and 

leadership style are crucial for the success of an organization (Yudiani et al., 2023; Yusuf et 

al., 2023). It may be claimed that a firm will grow if its personnel have strong moral standards, 

discipline, and leadership. However, if these criteria are inadequate, the firm will struggle to 

expand. This is a frequent occurrence when a corporation cannot move its human resources 

(Yudiani et al., 2023). 

In the near future, a firm will solely focus profitable activities, rather than elements 

such as ethos and leadership culture that do not generate revenue (Sutaguna, 2022). However, 

it is essential to recognize that these acts are essential for enhancing employee morale in the 

workplace (Arta et al., 2023; Dahlan, 2020; Yudiani, 2022). Work performance is necessary 

for the company's growth and market competitiveness. The character of the employee is a 

particularly significant aspect (Sjahruddin et al., 2022). Each process's input or output is 

workforce performance. Human capital must meet certain standards for a firm to be effective 

(Ningsih et al., 2021). The capacity to assist employees in maximizing the potential of human 

resources held by corporate objectives is essential for achieving better employee performance, 

which will contribute to the success of the firm (Yusuf et al., 2023). Important factors of 

employee performance include job quality, timeliness, initiative, enabling, and communication. 

A person's leadership style is the standard of behavior they employ to outshine the 

behavior of others (Sailindra et al., 2021; Manap et al., 2023). A leadership style is effective if 

corporate objectives have been conveyed and the inventory is stocked (Sutaguna et al., 2023; 

Yudiani, 2017). Exemplary instances of peer pressure will motivate learners to practice self-

defense PT emphasizes work ethic (Ilham et al., 2023; Yusuf et al., 2023). The most notable 

Tuuk Maju Bersama rules are those that are applied, such as when a trailing employee begins 

work without clear instructions. This delay is viewed as less advantageous than the in question 

regulations. As a result, one of the employees was hesitant to begin work at the beginning of 

the shift (Hakim et al., 2023). The employee's hours will be reduced by a specified proportion 

as punishment. You will be issued an SP (Warning Letter), and if you disregard the warning, 

you will continue to be noncompliant. Thus, the adopted rules and regulations in the 

organization serve as an incentive or guidance for workers to perform more efficiently and 

successfully (Frianty & Yudiani, 2016; Permatasari et al., 2021). 

METHODOLOGY 

The sample represents a portion of the population utilized for analysis. The sample in 

this study refers to 32 person from PT. Tuuk Maju Bersama. 
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The data utilized by researchers in this study are second-level data. Quantitative data 

are contained in the study questionnaire, and data collection is accomplished by requesting 

replies from respondents. To compute hypotheses, researchers employ the F Statistical Test, 

the t-statistical Test, and the Determinant Coefficient Test. This study employs statistical 

analysis conducted at a desk using multiple-lined regression testing. 

 

RESULT 
 

Table 1. Multicolinearity Test 

Model 
Correlations 

Partial Part Tolerance VIF 

1 (Constant)     

 Leadership Style .533 .328 .393 2.023 
 Work Discipline .190 .128 .393 2.023 

Source: SPSS Output 2022  

The result is that there are no symptoms of multicollinearity if the tolerance value is 

>0.10 and the VIF is 10. It can be seen from the tolerance value above of 0.393 and the VIF 

value of 2.023, the result is that there is no multicollinearity error. 

 

Autocorelation Test 
Table 2. Autocorelation Test 

Model 
Change Statistics 

df2 Sig. F Change Durbin Watson 
1 97 .000 2,588 

Source: SPSS Output 2022 

1. If The Durbin Watson number is below 2, this indicates positive autocorrelation. 

2. If the Durbin Watson angle is between -2 and +2 it means there is no autocorrelation. 

3. If the Durbin Watson number is above +2, it means negative autocorrelation is 

occurring. 

There is no autocorrelation, as shown by the number 2.588 in the Durbin Watson 

equation above, indicating that the angle lies between - 2 and +2. 

If the heterocoding assumption is wrong, then the regression model is declared invalid 

as an analytical tool. In the figure above, heterocodecity is shown when the Y axis is more than 

the X axis at point 0. 
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Hypothesis Testing Using Multiple Linear Regression 

Regression analysis is a helpful method for determining how the link between 

corporate ethics and work discipline influences paid employment. This analysis is necessary 

for determining regression with restricted variance, namely Y = a + b1X1 + b2X2 + e, which 

is prepared using the SPSS software. The following table provides further information on the 

outcomes of the regression analysis on work ethics and discipline. 

 

Table 3. Multiple Linear Regression 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients T Sig. 

B Std. Error Beta 
1 (Constant) 13.922 2.005  5.933 .000 

Leadership Style .393 .078 .509 5.352 .000 
Work Discipline .122 .053 .182 1.903 .050 

Source: SPSS Output 2022 

 

Y= 13.922+ 0.393X1 + 0.122X2 + ē 
 

1. Constant/alpha value = 13.922 

The above value, 13,922, is a constant/alpha value, which implies it will remain 

constant or fixed if the leadership style and work discipline variables remain same. 

2. Coefficient value X1 = 0.393 

The value 0.393 is positive, indicating that the leadership style variable contributes 

to an increase in the employee performance variable. 

3. Coefficient value X2 = 0.122 

The figure 0.122 has a positive sign, indicating that there is an increase in work 

discipline, which results in an increase in employee performance. 

 

t-Test (Partial) 

 To determine with 95 percent accuracy if the governance structure and work ethics of PT. 

To Move Forward Together are biased towards the employment conditions of its employees, 

the following formula can be used. 

 

 

 



 
 

e-ISSN : 2830-2508:. .: p-ISSN : 2830-2664,Hal 10-26 
 

 

 

Table 4. t-Test Result 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. 
B Std. Error Beta 

1 (Constant) 13,922 2,005  5,933 ,000 
Leadership Style ,393 ,078 ,509 5,352 ,000 
Work Discipline ,122 ,053 ,182 1,903 ,050 

Source: SPSS Output 2022 
 

1. It can be concluded from the fact that Sig. The value for "The Influence of 

Leadership Style on Employee Work Productivity" is approximately 0.000 to 0.05 

that there is an "Effect of Leadership Style on Employee Work" in H1. 

2. It is known that the threshold that indicates the difference between the influence 

of discipline on worker productivity is 0.050 > 0.05, which indicates that H1 is 

positive and indicates that the difference, the influence of discipline on the ability 

of workers to perform their jobs is not significant. 

 

F Test (Simultaneous) 

Table 5. F Test 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 1059,531 2 533,770 52,035 .000b 
Residual 835,159 97 8,520   

Total 1905,710 99    
Source: SPSS Output 2022 
 

 The estimated F Test result for Leadership Style and Work Discipline is 52.035 > 

Table test 3.09, with a significance level between 0.000 and 0.05. There is parallel evidence 

for the existence of independent variables (leadership style and work discipline) and 

dependent variables (employee performance). 
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Coefficient of Determination Test 

Table 6. Coefficient of Determination Test 

Model R 
R 

Square 
Adjusted  R 

Square 
Std. Error Of the 

Estimate 

Change Statistics 

R Square Change 
F 

Change 
df1 

1 .739a .551 .552 2.935 .551 52,035 2 

Source: SPSS Output 2022 
 
 According on the findings of the calculations in the table above, the modified R 

square value is 0.551, or 55.1%. The influence of variables X1 on Y is therefore 55,1 percent, 

with the remaining 33,9 percent influenced by other variables. 

DISCUSSION 

The Influence of Leadership Style on Employee Performance 

  Based on the findings of the analysis, it can be inferred that the leadership style 

variable has a considerable impact on the candidate's work abilities; hence, the null 

hypothesis H2 is false. These findings align with earlier findings (Pudjowati et al., 2022; 

Sutaguna et al., 2020; Yusuf et al., 2023). Recent research indicates that gender equality in 

leadership has a substantial effect on staff performance. 

The influence of work discipline on employee performance 

  The results of the regression analysis indicate that the effect of work discipline on 

student employment is positive but not statistically significant. These findings align with 

earlier findings (Yudiani, Rustiawan, et al., 2023; Yusuf et al., 2023). There is a relationship 

between employee performance and the variable of work discipline. 

 

CONCLUSION 

  Based on the results of studies and analyzes that have been carried out previously, the 

following conclusions can be drawn: 

1. There must be favorable employee performance reviews. The t-test reveals that the 

probability of receiving a reward is more than alpha 5 percent. Considering this, it is 
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evident that an employee's perception of leadership has a substantial impact on their 

capacity to do their job.. 

2. Positive workplace discipline has no effect on an employee's employment status. The 

t-Test demonstrates that the severity of the problem penalty exceeds the 5 percent 

threshold. This demonstrates that the corporation has no effect on employee 

performance wherever work discipline is implemented. 
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