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ABSTRACT 

Employee performance is an interesting topic in the field of human resource management to be researched especially 

in the covid-19 era. This research aims to get information about work discipline, organization behavior, and leadership 

style also these three factors to employee performance. This research used a questionnaire for 105 respondents and 

used SPSS version 20. This research is categorized as quantitative research, statistics analysis use the Multiple Linear 

Regression method with quantitative analysis. Based on SPSS data analysis, the researcher got the measurement 

Multiple Linear Regression analysis to work discipline variable (X1) is 3.191 with a significant number 0.002, 

organization behavior variable (X2) is 2.398 with a significant number 0.018, leadership style variable (X3) is 3.018, 

with significant number 0.003. The result of the simultaneous test (F test) researcher got value 23.979 with significant 

number 0.000 with a trusted degree 95%. Conclusion for this research are first hypothesis work discipline has the partial 

determination to employee performance, second hypothesis organization behavior has the partial determination to 

employee performance, third hypothesis leadership style has the partial determination to employee performance, and 

the last hypothesis received that these three variables (work discipline, organization behavior, and leadership style) 

have the simultaneous determination to employee performance. 

JEL : A14, E24. 
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ABSTRAK 

Kinerja karyawan merupakan topik yang menarik di bidang manajemen sumber daya manusia untuk diteliti khususnya 

di era covid-19. Penelitian ini bertujuan untuk mendapatkan informasi tentang disiplin kerja, perilaku organisasi, dan 

gaya kepemimpinan serta ketiga faktor tersebut terhadap kinerja karyawan. Penelitian ini menggunakan kuesioner 

terhadap 105 responden dan menggunakan SPSS versi 20. Penelitian ini termasuk penelitian kuantitatif, analisis 

statistik menggunakan metode Regresi Linier Berganda dengan analisis kuantitatif. Berdasarkan analisis data SPSS 

diperoleh hasil pengukuran analisis Regresi Linier Berganda terhadap variabel Disiplin Kerja (X1) sebesar 3,191 

dengan angka signifikan 0,002, variabel Perilaku Organisasi (X2) 2,398 dengan angka signifikan 0,018, variabel Gaya 

Kepemimpinan (X3). adalah 3,018, dengan angka signifikan 0,003. Hasil uji simultan (uji F) peneliti mendapatkan nilai 

23,979 dengan angka signifikan 0,000 dengan derajat kepercayaan 95%. Kesimpulan dari penelitian ini adalah hipotesis 

pertama disiplin kerja berpengaruh secara parsial terhadap kinerja karyawan, hipotesis kedua perilaku organisasi 

berpengaruh secara parsial terhadap kinerja karyawan, hipotesis ketiga gaya kepemimpinan berpengaruh secara parsial 

terhadap kinerja karyawan, dan hipotesis terakhir diterima bahwa ketiga variabel tersebut. (disiplin kerja, perilaku 

organisasi, dan gaya kepemimpinan) berpengaruh secara simultan terhadap kinerja karyawan. 

Kata Kunci : disiplin kerja, perilaku organisasi, gaya kepemimpinan, kinerja pegawai 
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1. INTRODUCTION 

Researching employee performance during the Covid-19 pandemic will be very 

interesting because when the company or organization tries to survive with all the limitations, 

employees are still required to produce maximum performance. Many workers cannot perform 

well during a pandemic because of the very difficult situation and also the many obstacles faced 

especially in the health sector and also other supporting facilities. 

The rapid development of science and technology at this time has brought far-reaching 

implications for all aspects of human life, including the life of the organization, both moving 

business sector and the public service sector. The existence of an organization in the age of 

globalization should be regarded as living beings who want to grow and develop in accordance 

with the demands of a changing environment.  

To develop an organization that has the competitive advantage of value-based, then the 

management needs to pay attention to its organizational culture, because the organizational 

culture is a set of values, beliefs, and attitudes among members of the organization imposed. 

Organizational culture is values that hold true of human resources in carrying out the obligations 

and behaviour in the organization, Hakim (2015). In addition to organizational culture, work 

discipline and leadership styles also greatly affect employee performance because these two 

factors will also make a large contribution to whether the employee's performance will be good 

or not, Bangun (2019). 

 

Based on current phenomena and based on factual conditions that: 1) Work discipline 

must be improve due to average achievement of the discipline is still in grade B or attendance 

from 92.57% to 95.52% with an average achievement over the last three years of 93.99%. 2) 

Organizational behavior also felt that has not been functioning properly because it has not been 

able to become a social glue in uniting members in achieving organizational goals, which are 

contained in the provisions or values that must be conveyed and felt by individuals. 3) Leadership 

has not functioned optimally because it has not been able to become an active integrator, namely 

leadership functions as a unifier of various individuals and groups with different mindsets and 

compartmental ways of acting towards common goals. 4) Individual achievement of average 

performance has not shown optimal results at grade A, with the classification grade A> 85. 

Achievement of average performance results is still in grade B or on a scale of 66.6 to 83.4. 

 

2. LITERATURE REVIEW 

2.1. Work Discipline 

Obligations that must be obeyed and prohibitions that must not be violated by every 

employee are intended so that organizational goals can be achieved effectively and efficiently. If 

an employee does not carry out his discipline, then of course the organizational goals will not be 

achieved, even though they are achieved but they are less effective. The definition of discipline 

has been put forward by many management experts. Even though these meanings are different, 

they still have the same meaning. Hasibuan (2013) defines discipline as the awareness and 

willingness of a person to obey all company or organizational rules and prevailing social norms, 

where employees always come and go on time, and do all work well. 
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Bangun (2019) provides a more precise definition of discipline if it is interpreted as an attitude, 

behavior, and actions in accordance with the regulations of the organization, both written and 

unwritten. 

2.2. Organization Behavior 

According to (Ratnasari, 2019) organizational culture can be defined as a system of 

values, beliefs, assumptions, or long-standing norms, agreed and followed by members an 

organization as a code of conduct and solving its organizational problems. Organizational culture 

is also called corporate culture, which is a set of values or norms that have been relatively long 

term, shared by members of the organization as a norm of behavior in solving organizational 

problems. 

Culture is a root that cannot be measured in detail in organizational life. More 

specifically, organizational culture includes (1) routine communication, such as ceremonial and 

organizational rituals and common language used, (2) shared norms by individuals and teams that 

appear outside the organization, (3) dominant values held by the organization, such as product 

quality and customer service, (4) the philosophy that guides management policies in decision-

making, including determining which groups to include in decision making, (5) the rules of the 

game for the long-term survival of the organization, and (6) a favorable climate or climate, 

conveyed within the organization by the physical location where employees and customers, 

suppliers, and other external parties interact, Reskino (2016). 

2.3. Leadership Style 

According to Javaid and Mirza (2012), Leader must be self-confident and have a high 

control on his nerves. Self-confidence is important in decision making and to lead others. If their 

decisions turn out to be wrong, leader admits his mistake and try to get out of worse situation. 

Emotional stable leaders are calm and confident during critical conditions. Cognitive ability is 

needed by successful leaders to understand and handle the technical issues. They have the ability 

of knowing, understanding and learning the technical issues. Effective leaders have a good 

understanding about his company, market and stakeholders. A good knowledge about business is 

required in effective decision making. The core job of a leader is to set vision of his organization, 

then share and communicate vision with followers and then develop strategy to achieve vision. 

Great leaders must have high moral and ethical values to become role model for others.  

Badeni (2014) defines leadership as the behavior of influencing subordinates in order to 

achieve organizational goals. From the various opinions above, it can be concluded that leadership 

is the ability of a leader to influence his subordinates to cooperate to achieve the organizational 

goals that have been set. 

2.4. Employee Performance 

Performance is the level of success in carrying out the task and ability to achieve goals 

that have been detected knowledge. Performance can be interpreted as a work that can be achieved 

by a person or group of people within an organization, in accordance with the authority and 

responsibility of each, in order to achieve the objectives of the organization concerned legally, 

not violating the law, and in accordance with the moral and ethical, Barasan, Gunawan, and 

Sumali (2018). 

 Etymologically, performance comes from the word performance. Performance comes 

from the word to perform which has several entries, namely (1) doing, (2) fulfilling or carrying 
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out something, (3) carrying out a responsibility, (4) doing something someone expects. The 

definition of performance as described by Mangkunegara (2013) is the quality and quantity of 

work achieved by an employee in carrying out his duties in accordance with the responsibilities 

assigned to him. 

 

2.5. Hypothesis 

H1: There is a significant effect of work discipline on employee performance. 

H2: There is a significant effect of organization behavior on employee performance. 

H3: There is a significant effect of leadership style on employee performance. 

H4: There is a significant effect of work discipline, organization behavior and leadership style on 

employee performance. 

  

 
Figure 1 Conceptual Framework 

 

 

3. RESEARCH METHOD 

This research is quantitative research, which is designed to find and explain causal 

relationships between variables through hypothesis testing (explanatory research).The 

quantitative research method is one type of research whose specifications are systematic, well-

planned, and clearly structured from the start to the making of the research design (Sugiyono, 

2013) 

 

Hypothesis testing is research that aims to test hypotheses in general is a study that 

describes the phenomenon in the form of relationships between variables obtained based on data 

and facts that exist related to variables of Work Discipline, Organization Behavior, Leadership 

style also their effects on Employee Performance at PT. Team Metal Indonesia, with initial 

collection techniques namely initial observation, library research, and field research by 

distributing research instruments in the forms of questionnaires with Likert scale to a sample of 

105 employees using SPSS Ver 20 software. 
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4. RESULT AND DISCUSSION 

Table 1 

t-test Results 

Model 

Unstandardized 

Coefficients 

 
Standardized 

Coefficients 
T Sig. 

Collinearity 

Statistics 

B 
Std. 

Error 

 
Beta Tolerance VIF 

1 (Constant) 2.718 6.133    .443 .659     

Work 

Discipline 

(X1) 

.506 .159 

 

.305 3.191 .002 .632 1.581 

Organization 

Behavior 

(X2) 

.425 .177 

 

.230 2.398 .018 .629 1.591 

Leadership 

Style(X3) 
.279 .093 

 
.262 3.018 .003 .765 1.308 

Source: Primary data processed, 2020 

 

Based on Table 1, the results of the t-table and the significance of the direct effect can be 

explained as follows: 

1. From the calculation, the significance value for the Work Discipline variable is 0.002 and t-

count 3.191> t-table 1.98 then Ho is rejected or Ha is accepted. Thus the conclusion of Work 

Discipline is influential on Employee Performance variables. 

2. From the calculation, the significance value for the Organization Behavior variable is 0.018 

and t-count 2.398> t-table 1.98 then Ho is rejected or Ha is accepted. Thus the conclusion of 

Organization Behavior is influential on Employee Performance variables. 

3. From the calculation, the significance value for the Leadership Style variable is 0.003 and t-

count 3.018> t-table 1.98 then Ho is rejected or Ha is accepted. Thus the conclusion of Leadership 

Style is influential on Employee Performance variables. 

 

Table 2 

F-test results 

 

Model 
Sum of 

Squares 
df Mean Square F Sig. 

1 

Regression 1956.684 3 652.228 23.979 .000b 

Residual 2747.164 101 27.200     

Total 4703.848 104       

Source: Primary data processed, 2020 

 

Table 2, the ANOVA test or F-test, the F count is 23.979 and with a probability of 0,000. 

Probability is much smaller (<) than 0.05, so regression models can be used to predict 

performance. The SPSS output also shows p-value 0,000 <0,05 and F-count of 23.979 > F-table 
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2.46, which means it is significant. Thus it concluded that the variables of Work Discipline, 

Organizational behavior, and Leadership Style simultaneous influence the Employee 

Performance. 

 

 

Table 3 

R Square results 

 

Model R 
R 

Square 

Adjusted 

R Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

R 

Square 

Change 

F 

Change 
df1 df2 

Sig. F 

Change 

1 .645a .416 .399 5.21533 .416 23.979 3 101 .000 

Source: Primary data processed, 2020 

Table 3, r-square result shows that the value is 0.416 means that the influence of work 

discipline, organization behavior and leadership style contribute about 41.6% and the rest of the 

percentage are influenced by others that do not study in this research. 

 

 

5. CONCLUSION AND RECOMENDATION 

Based on previous discussions, it can be concluded several conclusions regarding 

independent variables. (1) Partially work discipline has an influence on employee performance at 

PT. Team Metal Indonesia. This finding is in line with the finding of Ginting (2018); Shinta & 

Siagian (2020); Siagian (2018), (2) Organization behavior has an influence on employee 

performance at PT. Team Metal Indonesia. This finding is in line with the finding of Isa, Ugheoke, 

& Noor (2016); Fatjrin, Bongsu, & Indratjahjo (2018), (3) Partially Leadership style has an 

influence on employee performance at PT. Team Metal Indonesia. This finding is in line with the 

finding of Isa, Ugheoke, & Noor (2016); Andriani, Kesumawati, & Kristiawan (2018), (4) 

Simultaneously the influence is given by the three independent variables are positive. This finding 

is in line with the finding Bangun, Ratnasari & Hakim, (2019); Ratnasari, Sutjahjo, & Adam 

(2019). 

Based on the results, several suggestions for PT. Team Metal Indonesia. (1) For 

employees to maintain good work discipline. Come to work on time, obey the applicable 

regulations on the basis of self-awareness and not on the coercion of others. Awareness of work 

discipline should arise because we want to give the best to the company and also want to be a 

good role model and inspiration for other colleagues. (2) For Management, pay more attention to 

organizational behavior and to focus more on the culture of openness through two-way 

communication between the company or leadership and employees, providing motivation so that 

employees can work efficiently so that the performance can improve. (3) For leaders or companies 

to consider a supportive leadership style in guiding and directing employees in their respective 

work units. Leaders are expected to provide solutions to employees, pay attention to existing 

conflicts, and carry out good supervision of their subordinates which are expected to improve the 

performance.(4) This research has not analyzed in-depth about other variables that affect 

employee performance and other indicators contained in the variables that the researcher 

examined, therefore further researchers are expected to be able to perfect this research either by 

developing research variables or research indicators so that research to be better. 
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