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Abstract: The purpose of this study was to analyze the effect of work performance on employee performance, to
analyze the effect of incentives on employee performance, to analyze the effect of discipline on employee
performance, to analyze the influence of leadership style on employee performance, and to analyze the effect of work
performance, incentives, discipline, leadership style on employee performance. The population of this study were
employees of PT. Austin Engineering Indonesia, amounting to 175 people in the store. The sample consisted of 175
respondents, who were taken with a saturated sampling method. Data analysis using multiple regression with SPSS.
The results of this study can be concluded that work performance has a significant effect on employee performance,
incentives have a significant effect on employee performance, discipline has a significant effect on employee
performance, leadership style has a significant effect on employee performance. Job performance, incentives,
discipline, and leadership style have a significant effect on employee performance.
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1. Introduction

The benefits of increasing performance are felt if it has become work behavior, so that work behavior based on
performance can achieve high work performance. Every employee is not necessarily able to achieve optimal work
performance, so there is still a need for a driving factor in order to achieve maximum work performance. These driving
factors are commonly called incentives and disciplines that can provide optimal employee performance improvements.

According to Prawirosentono (2014) states that "Performance or in English is performance", namely: Work results
that can be achieved by a person or group of people in the organization, in accordance with their respective authorities
and responsibilities in order to legally achieve the goals of the organization concerned. , does not violate the law and is
in accordance with morals or ethics. Hasibuan (2016) explains that "Performance is the result of work carried out in
carrying out tasks that are assigned by order of skill, experience, seriousness and time". One of the achievements of a
company is work performance. Because both the company itself and employees need feedback on their respective efforts,
the work performance of each employee needs to be made. Job performance is the result of a person's efforts which are
determined by correct abilities and perceptions of their role towards the job (Sutrisno, 2015).

Job performance is a result of work carried out by a person by carrying out tasks that are assigned based on skills,
experience, seriousness and time (Hasibuan 2016). The thing that can improve employee performance is by providing

*Corresponding author: sarisucahyo@yahoo.com 47
2021 UTHM Publisher. All rights reserved.
publisher.uthm.edu.my/ojs/index.php/jstard


http://publisher.uthm.edu.my/ojs/index.php/jstard

Sri Langgeng Ratnasari et. al., Journal of Social Transformation and Regional Development Vol. 3 No. 1 (2021) p. 47-54

incentives which are one of the main things that the company must pay attention to and that employees really want to
meet their daily needs.

If the incentives provided by the company are not in accordance with the sacrifices at work, then employees tend to
be lazy at work and in the end they work at will. If the provision of incentives is in accordance with what is sacrificed by
employees, this will greatly help employee morale to be better and better. Because of the incentive prizes, employees
will feel the results of their work and the company's concern for them.

According to Hasibuan (2016), the notion of incentives is additional remuneration given to certain employees whose
performance is above standard performance. This incentive is a tool used by supporters of the fair principle in providing
compensation.

According to Sofyandi (2014), incentives are a form of direct compensation. Incentives are direct rewards paid to
employees because their performance exceeds the specified standard. One of the roles of an individual or employee is to
carry out work discipline related to the capabilities of the employee. The ability of employees is formed from the
knowledge and skills obtained from formal education institutions in general from elementary to tertiary institutions and
non-formal (courses, seminars, etc.).

Hasibuan (2016), states: “Discipline is the sixth operative function of human resource management. Discipline is the
most important operational function of human resource management because the better the employee's discipline, the
higher the work performance they can achieve. Without good employee discipline, it is difficult for company
organizations to achieve optimal results. ”Thus, Hasibuan (2016) states: “Discipline is a person's willingness to obey all
company regulations and prevailing social norms. Good discipline reflects the amount of responsibility a person has for
the tasks assigned to him. This will encourage enthusiasm, morale, and the realization of organizational goals.

According to Thoha (2015), leadership is an activity to influence people to achieve organizational goals.
Marginingsih (2016) charismatic leadership can influence the values of its members. The function of the leader is more
to provide consultation, guidance, motivation and provide advice in order to achieve goals.

According to Kasmir (2016), many factors can affect employee performance, including leadership, job satisfaction,
motivation, incentives. This is due to the fact that humans are creatures whose desires are unlimited, thus encouraging
them to carry out their activities to meet the needs and satisfaction they want. The relationship between leadership and
performance is highly dependent on the quality of leadership in the organization concerned (Dewi, 2017).

The phenomenon that occurs at PT. Austin Engineering Indonesia has employees who feel that their leaders are not
really able to mingle with their employees, an attitude that is too monotonous, which makes employees also stiff.
Employee lack of discipline in terms of work or lack of responsibility at work. The policies implemented by the leadership
are sometimes only based on their own will without any absorption of aspirations from their subordinates.

Based on the description, it can be concluded that employee performance will be better if it is supported by increased
work performance, appropriate incentives, and the existence of work discipline which is always implemented by
employees of PT. Austin Engineering Indonesia. However, if the management of PT. Austin Engineering Indonesia is
not sensitive to the work environment, such as work performance that is not rewarded, there is no incentive increase, lack
of discipline in work, and a good and professional leadership style from superiors, so the performance of the employees
of PT. Austin Engineering Indonesia will never do well.

On the basis of the above thinking, | am interested in conducting research with the title Effect of Work Performance,
Incentives, Discipline and Leadership Style on Employee Performance.

2. Literature Review

2.1 Job Performance

Job performance is the result of a person's efforts which are determined by the ability of his personal characteristics
and perceptions of his role in the job (Sutrisno, 2017). According to Mangkunegara (2016) work performance is the result
of work in quality and quantity achieved by an employee in carrying out his duties in accordance with the responsibilities
given.

Job performance is a result of work achieved by a person by carrying out the tasks assigned to him based on skills,
experience, seriousness and time (Hasibuan 2016). According to As'ad (2014) work performance is quality, quantity,
time used, position held, attendance, and safety in carrying out work. Which dimension is important is different from one
job to another. From some of the definitions of work performance presented by the experts above, it can be concluded
that work performance is the result of a person's efforts or sincerity in carrying out a job entrusted to him with his skills,
experience, and sincerity in accordance with the responsibilities that have been given to him.

2.2 Incentives

According to Hasibuan (2016), the notion of incentives is additional remuneration given to certain employees whose
performance is above standard performance. This incentive is a tool used by supporters of the fair principle in providing
compensation.
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According to Sofyandi (2018), incentives are a form of direct compensation. Incentives are direct rewards paid to
employees because their performance exceeds the specified standard.

According to Hariandja (2015). Incentives are one type of reward associated with work performance. The higher the
work performance, the greater the incentive received. It has become a habit that every company must set high targets and
if successful it will be given additional income. Incentives are another form of direct wages other than salaries and wages
which are fixed compensation, which is called a performance-based compensation system (Pay for Performance Plan).
Incentives are positive motivators for employees to increase their work enthusiasm, creativity and self-development
towards professional workforce.

According to Hariandja (2014), incentives are used to encourage employees to improve the quality and quantity of
their work. The provision of these incentives is beneficial for both the company and the employees. If the incentives
received are not related to work performance, but are personal in nature, then they will feel that there is an injustice that
can lead to dissatisfaction which in turn can affect behavior, such as absenteeism and decreased work performance.

2.3 Discipline

Sutrisno (2017), said: "In everyday life, wherever humans are, rules and regulations are needed that will regulate and
limit every activity and behavior. However, these regulations have no meaning if they are not accompanied by sanctions
for their customers”.

Humans as individuals sometimes want to live freely, so they want to escape from all the bonds and regulations that
limit their activities and behavior. But humans are also social creatures who live among other individuals, where they
have a need to feel accepted by others.

The conformity of each individual with everything assigned to him will create a society that is orderly and free from
confusion. Likewise, life in a company will really require the obedience of its members to the rules and regulations that
apply to the company. In other words, work discipline for employees is needed, because what the company aims to
achieve will be difficult to achieve if there is no work discipline.

Hasibuan (2016), states: “Discipline is the sixth operative function of human resource management. Discipline is the
most important operational function of human resource management because the better the employee's discipline, the
higher the work performance they can achieve. Without good employee discipline, it is difficult for corporate
organizations to achieve optimal results.

2.4 Leadership Style

Leadership is one of the most important factors in an organization because most of the success and failure of an
organization is determined by the leadership in the organization. Leadership is the backbone of organizational
development because without good leadership it will be difficult to achieve organizational goals.

The discussion of leaders and leadership in general explains how to be a good leader, styles and traits that are in
accordance with leadership and what conditions a good leader needs to have. Even so, it is still difficult to fully
implement, so that in practice only a few leaders can carry out their leadership well and can bring their followers to the
desired state.

Leadership can be categorized as applied social sciences. This is based on the premise that leadership with its
principles has direct and indirect benefits to efforts to realize human welfare. According to Wahjosumidjo's (2017)
opinion, leadership is the nature, character and personal qualities of a leader. The personal quality in question is the
condition of a leader with the characteristics, temperament and traits he has. Not all leaders have leadership traits.

According to Tead's opinion in Kartono (2014), leadership is an activity that influences people to work together to
achieve the goals they want. According to Anoraga and Widiyanti's (2015) opinion, leadership is a relationship where
one person, namely the leader, influences other parties to work together voluntarily in an effort to carry out related tasks
to achieve what the leader wants. Based on the above understanding, leadership describes a relationship and is significant.
Someone with a group of people who both have the same interests and goals. In this case, this group of people considers
that a person has special skills and advantages, so that a person can influence other people.

According to Wahjosumidjo (2015), what is meant by leadership is a form of relationship between a group of people,
a relationship between those who lead and those who are led, where the relationship reflects a person or group of people
behaving because of the authority or power that exists in the person who leads. Leadership in an institution, such as in a
school environment, will have an impact on employee performance in relation to the work they do. When leaders as
decision makers are wise and professional in leading their employees, it will affect the seriousness of employees in
carrying out operational activities in the company.

Leadership style is behavior and strategy, as a result of a combination of philosophies, skills, traits, attitudes, which
are often applied by a leader when he tries to influence the performance of his subordinates (Tampubolon, 2017).
Leadership, like other sciences, has various functions, among others, presenting various matters relating to problems in
leadership and providing influence in using various approaches in relation to solving various kinds of problems that may
arise in leadership ecology. Leadership as a branch of science, which has an important role in the administrative process.
This is based on the idea that the role of a leader is the implementation or translation of the leadership function.
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The leadership function is one of the roles of the administrator in order to influence other people or subordinates to
be happy to achieve the organizational goals that have been previously set. Leadership style, contains the meaning as a
manifestation of the behavior of a leader, which concerns his ability to lead. Democratic leadership style is a leader style
that gives broad authority to subordinates. Every time there is a problem, always include subordinates as a whole team.
In a democratic leadership style, the leader provides a lot of information about the duties and responsibilities of his
subordinates.

In democratic leadership, members have a bigger role. In this leadership, a leader only shows the goals to be achieved,
on how to achieve these goals, the members who determine. In addition, members are also given the freedom to solve
the problems they face. Democratic leadership is suitable for highly competent members with varying commitments.
Based on the definition of leadership style above, it can be concluded that leadership is a person's ability to direct,
influence, encourage and control other people or subordinates to be able to do work on their awareness and voluntarily
in achieving a certain goal.

2.5 Employee Performance

According to Hasibuan (2016) explains that "Performance is the result of work achieved by a person in carrying out
the tasks assigned to him based on skills, experience, seriousness and time". According to Prawirosentono (2018)
"Performance or in English is performance", namely: Work results that can be achieved by a person or group of people
in the organization, in accordance with their respective authorities and responsibilities in an effort to achieve the goals of
the organization concerned legally, not violates the law and is in accordance with morals and ethics.

Based on some of the above definitions, it can be concluded that employee performance is the ability to achieve job
requirements, where a work target can be completed at the right time or does not exceed the time limit provided so that
the goal will be in accordance with company morals and ethics. Thus the employee's performance can contribute to the
company.

In the Big Indonesian Dictionary quoted and translated by Nawawi (2016) says that "Performance is (a) something
achieved, (b) demonstrated achievement, (c) work ability". Another definition of performance according to Nawawi
(2016) is "Performance is said to be high if a work target can be completed at the right time or does not exceed the time
limit provided".

Performance becomes low if it is completed beyond the allotted time limit or is not completed at all. According to
Simamora, quoted and translated by Nurhayati (2018) "Employee performance is the level at which employees achieve
job requirements".

3. Methodology

This research is a quantitative research. The study took the population at PT. Austin Engineering Indonesia. The
number of employees in the Supply Chain Management section is 175 people, so this study is a population study.
Therefore, the sample taken is a population of 75 employees of PT. Austin Engineering Indonesia in the Supply Chain
Management section. Thus the sampling technique used in this study is saturated sampling technique.

3.1 Data Collection Technique

According to Sugiyono (2015) in quantitative research, there are two main things that affect the quality of research
data, namely the quality of research instruments and the quality of data collection. The quality of the research instruments
with regard to the validity and reliability of the instruments and the quality of data collection with regard to the accuracy
of the methods used to collect data. This study uses a questionnaire as a data collection tool and uses a Likert scale.

3.2 Data Analysis Technique

The data analysis process is an activity after all data is collected from correspondents including grouping data based
on variables and types of respondents, tabulating data based on variables from all respondents, presenting data for each
variable studied, performing calculations to answer problem formulations and performing calculations to test the
hypotheses that have been proposed (Sugiyono, 2015). This study analyzed the data using the SPSS 23 statistical test.

4. Results

Based on the data tabulated and then processed with statistical test tools, the results can be seen in the next
explanation. The results of processed data to test the validity of each variable obtained the results of the r-count> r-table
0.189 so that it was declared valid. In the reliability test, each variable has a Cronbach Alpa value> 0.60 so that it is
declared reliable.
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Table 1- Kolmogorov-Smirnov test results
One-Sample Kolmogorov-Smirnov Test
Unstandardized

Residual
N 75
Mean OE-7
Normal Parameters® Std.
_ 1.82778488
Deviation
Absolute 115
Most Extreme Differences Positive .075
Negative -.115
Kolmogorov-Smirnov Z .889
Asymp. Sig. (2-tailed) 420

Source: Primary data processed, 2020

Analyzing the results of the Kolmogorov-Smirnov test in table 1 it can be concluded that the data is normally
distributed because of the Asymp value. Sig. (2-tailed) has a significance level of 0.420> 0.05.

Table 2 - Multicollinearity test results

Model Collinearity Statistics
Tolerance VIF
Work Achievement 421 4,113
Incentives 315 5.647
1 Discipline 333 5.287
Leadership Style .684 2.712

Source: Primary data processed, 2020

Based on the multicollinearity test results in table 2 above, it appears that the VIF of each variable, namely work
performance (4,113), incentives (5,647), discipline (5,287) and leadership style (2,712) is below the number 10. While
the tolerance value for work performance (0.421), incentives (0.315), discipline (0.333) and leadership style (0.684) are
above 0.1, so that the model does not have multicollinearity symptoms.

Table 3 - Glejser test results
Coefficients?

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 302 1.336 .226 .822
Employee 007 046 -034  -156 876
1  Performance
Incentives 142 .053 .705 2.657 .010
Discipline -.058 .036 -415 -1.627 .109
Leadership Style -.053 .037 -.231 -1.435 157

a. Dependent Variable: ABRESID
Source: Primary data processed, 2020

The results of the Glejser test in Table 3, the probability or significance level of the work performance variable, is
0.876> 0.05, the incentive variable is 0.010> 0.05, the discipline variable is 0.109> 0.05 and the leadership style variable
is 0.157> 0.05 so it can be ascertained. The model does not experience heteroscedasticity symptoms, in other words the
correlation of each variable with its residual value results in a value greater than alpha.
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Table 4 - T test results
Coefficients?

Model Unstandardized Coefficients  Standardized t Sig.
Coefficients
B Std. Error Beta

(Constant) 18.204 2.627 6.928 .000
Employee

. Performance 463 .091 .307 5.175 .000
Incentives 492 105 .346 4.789 .000
Discipline 271 .070 275 3.976 .000
Leadership Style 246 072 152 3.495 .001

a. Dependent Variable: Employee Performance
Source: Primary data processed, 2020

Based on the results of the t test in Table 4, the regression equation is as follows: Y = 18.204 + 0.463X1 + 0.492X2 +
0.271X3 + 0.246X4 + ¢

a. Effect of Job Performance on Employee Performance

The value of t-count (5.175)> t-table (1.665), the significance value of 0.000 <0.05, then HO is rejected, H1 is accepted.
So the work performance variable has a significant effect on employee performance variables.

b. Effect of Work Incentives on Employee Performance

The value of t-count (4,789)> t-table (1,665), the significance value of 0.000 <0.05, then HO is rejected, H2 is accepted.
So the incentive variable has a significant effect on employee performance variables.

c. The Effect of Discipline on Employee Performance

The value of t-count (3.976)> t-table (1.665), the significance value of 0.000 <0.05, then HO is rejected, H3 is accepted.
So the discipline variable has a significant effect on employee performance variables.

d. The Effect of Leadership Style on Employee Performance

The value of t-count (3.495)> t-table (1.665), the significance value of 0.001 <0.05, then HO is rejected, H4 is accepted.
So the leadership style variable has a significant effect on employee performance variables.

Table 5 - F test results

ANOVA®
Model Sum of Squares df Mean Square F Sig.
Regression 2254.808 4 563.777 197.885 .000°
1 Residual 161.731 57 2.936
Total 2416.439 61

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Work Achievement, Incentives, Discipline, Leadership Style
Source: Primary data processed, 2020

The results of the f-test in Table 5, the value of f-count is 197,885, which means that the value is greater with the f-
table is 2.49, so the decision HO is rejected and H5 is accepted. This proves that work performance, incentives, discipline
and leadership style affect the performance of employees of PT. Austin Engineering Indonesia.

Table 6 - Determination Test Results

Model Summary®
Model R R Square Adjusted R Square Std. Error of the Estimate
1 9782 .944 .937 1.78393
a. Predictors: (Constant), Work Achievement, Incentives, Discipline, Leadership Style
b. Dependent Variable: Employee Performance
Source: Primary data processed, 2020

Based on the results of the determination test in Table 6, the R number value is 0.978, meaning that the correlation
between the variables of leadership, job satisfaction, motivation and incentives on employee performance is 97.8%. The
value of determination (R2) obtained is 0.944, this means that the percentage of the variable contribution of leadership,
job satisfaction, motivation and incentives in the regression model is 94.4% and the relationship that occurs is very strong,
while the remaining 5.6% is explained by other variables not examined or not included in this study.
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5. Discussion and Suggestion

The results of this study obtained the t-value for the work performance variable of 5,175, which is greater than the
t-table of 1,665 and the significance value of 0,000 is less than 0.05. Based on the results obtained, HO is rejected and H1
is accepted for work performance variables, thus partially the work performance variable has a positive and significant
effect on employee performance at PT. Austin Engineering Indonesia. This research supports Wahyono's (2018) research.

The results of this study obtained the t-value for the incentive variable of 4,789, which is greater than the t-table of
1,665 and the significance value of 0,000 is less than 0.05. Based on the results obtained, HO is rejected and H2 is accepted
for the incentive variable, thus partially the incentive variable has a positive and significant effect on employee
performance at PT. Austin Engineering Indonesia. This research supports the research of Putra and Susanti (2018).

The results of this study obtained the t-value for the discipline variable of 3.976, greater than the t-table of 1.665 and
a significance value of 0.001 less than 0.05. Based on the results obtained, HO is rejected and H4 is accepted for the
discipline variable, thus partially the discipline variable has a positive and significant effect on employee performance at
PT. Austin Engineering Indonesia. This research supports the research of Jeffrey & Soleman (2017), Isvandiari (2018),
Perizade, Hanafi & Reza (2018), and Ardianto (2020).

The results of this study obtained the t-value for the leadership style variable of 3.495, greater than the t-table of
1.665 and the significance value of 0.001 less than 0.05. Based on the results obtained, HO is rejected and H4 is accepted
for the discipline variable, thus partially the leadership style variable has a positive and significant effect on employee
performance at PT. Austin Engineering Indonesia. This research supports the research of Nawongselngollan & Roussel,
(2017), Widodo, Alamsyah and Utomo (2018), and Darojat, Rahmat & Djaafar (2019).

The results of this study indicate that the f-count value of 197,885 is greater than the f-table 2.49 and the significance
level of 0.000 is less than 0.05. Based on the results obtained, HO is rejected and H5 is accepted, thus the work
performance variable, incentive variable, discipline variable and leadership style variable simultaneously have a positive
effect on the employee performance of PT. Austin Engineering Indonesia. This research supports the research of
Heriyanto (2018).

Based on the results of the study, suggestions are given for companies that want to improve employee performance.
What must be done is that the company continues to provide work performance, pay attention to employee incentives,
provide incentives to employees and provide good leadership styles to employees so that the main goals of the company
can be achieved.

Employee performance is influenced by work performance, incentives, discipline and leadership style by 94.4%,
while the remaining 5.6% is influenced by other variables not examined in this study. It is expected that further research
can add other variables that can affect employee performance. To all company leaders in order to improve
communication, skills and supervision of employees so that a good solution is obtained in the working relationship
between employees and leaders. The company should pay more attention to the normative rights of employees and other
benefits that are adjusted to their duties.

6. Conclusion

Based on the results and discussion described above, it can be concluded that job performance has a positive and
significant effect on employee performance. Incentives have a positive and significant effect on employee performance.
Discipline has a positive and significant effect on employee performance. Leadership style has a positive and significant
effect on employee performance. Work performance, incentives, discipline and leadership style simultaneously have a
significant effect on employee performance.
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