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Abstract
This study aims to identify and examine the importance of leadership style, motivation, and incentives to
improve employee performance. Variables examined as factors that affect performance of employees were style
of leadership (X1), motivation (X2), and the provision of incentives (X3).
The population of this study was all employees in the Sales Department MT PT. Kurnia Wijaya Various
Industries, amounting to 20 people. Data collection techniques were documentation and questionnaires. This
study also used multiple linear regressions to analyze the data.
It indicates that the level of the relationship between leadership style (X1), motivation (X2), and the provision of
incentives (X3) on employee performance (Y) is very strong. This is because the value of the correlation
coefficient is R = 0,985a is in the interval between 0.80 Ӎ coefficient of 1.000. While the coefficient of
determination of R2 = 0.971, indicating that the independent variable (leadership style, motivation, and
incentives) can influence the dependent variable (performance of employees) at 97.1% while the remaining 2.9%
is influenced by other factors not examined.
Keywords: leadership style, motivation, incentives and employee performance
1. Introduction
Every company in achieving the goal, of course, takes the role of human resources (HR), this is in line with the
opinions Simamora (1997) (1) which states that human resources are considered important because they can
affect the efficiency and effectiveness of the organization. Without HR in the company, performance
improvement is hard, while according to Gibson et al. (1996) organization performance depends on the
performance of its employees.
Employee performance is one of the mandatory aspect to be considered by a company, because the performance
of the employee requires the organization to achieve its goals (Surbakti, 2013). According to Hasibuan (2005),
the performance is the result of work achieved in executing the tasks assigned to employees based on the skills,
experience, and sincerity as well as time.
For high employee performance (maximum), we need a leader who is able to manage his/her human resources.
This is supported by statements Alberto et al., In Wati (2010) that leadership style has a strong positive effect on
performance. A leader has a way to influence others or subordinates such a way that the person is willing to do
the will of the leadership to achieve company goals.
In the organization, the most important element in addition to the style of leadership is the motivation of
subordinates. Based on Malthis’ statement in Surbakti (2013), motivation is a desire in a person that causes the
person to be concerned to take actions. This implies from the influence of leadership style. However, the other
factor that takes effect on the performance of employees is the provision of incentives. Pasaribu (2008) explained
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that the incentive is an important driving tool. Incentive compensation is a form of material provided by the
company for its employees who have worked loyally. Therefore, many employees tend to try even harder if the
remuneration received by giving satisfaction to what was expected.
Such condition lead to the company’s performance to decrease therefore, during the period 2010-2013, it is
known there is a slight decrease in the level of work absenteeism, and not many employees who want to move so
that the employee is considered to increase performance.
From observation of this, the authors aimed to examine the influence of leadership style, motivation and
incentives on employees performance at PT. Kurnia Wijaya Various Industries, in Sidoarjo, Indonesia.
Based on the background of the above problems so that the formulations of research questions are:
1) What leadership style affects the performance of employees at PT. Kurnia Wijaya various Industry?
2) What was the motivation affects employee performance in PT. Kurnia Wijaya various Industry?
3) Do incentives affect employee performance in PT. Kurnia Wijaya various Industries?
4) What style of leadership, motivation, and incentives affect the performance of employees at PT. Kurnia
Wijaya various Industry?
2. Literature Study
2.1 Research Accomplished
In the writing process, the researchers refer to several previous studies include the following: Hardi Pasaribu
2008, Based on the t-test results obtained t financial incentive variable (X1) of 3.383 and non-financial
incentives t arithmetic variable (X2) of 4.331. While based test-f obtained F arithmetic financial incentive
variable (X1) and non-financial incentives (X2) is 38.945 with level sig. 0,000b so 0,000b <0.05 then H0 is
rejected and Ha accepted which means simultaneously variable financial incentives and non-financial incentives
showed highly significant effect on work motivation Revenue Service employee North Sumatra Province.
Ozzy Eka Marta 2011, the analysis used in this study is the technique of multiple linear regression analysis.
Leadership style positive effect on employee responsiveness; organizational culture provides a positive effect on
responsiveness; and responsiveness has a positive influence on the performance of employees.
Marwan Petra Surbakti, 2013, Based on the analysis concluded that transformational leadership and motivational
variables can affect employee performance variables at PT KAI Daop IV Semarang.
Research findings from different countries and different school contexts has revealed the impact of the strong
leadership in securing the development of schools and changes (for example, Hopkins, 2001a; West, Jackson,
Harris, & Hopkins, 2000). Hopkins (2001b) highlights the importance of transformational leadership and
learning practices in accomplishing school improvement at schools facing challenging circumstances.
The existing literature also shows that the most popular theories is transactional and transformational models
identify more than 20 years ago (Burns, 1978; Hoy & Miskel, 2008) and lately reinvented through terms such as
‘liberation’ (Tampoe, 1998), ‘educating’ (Duignan & McPherson, 1992), the ‘invitation’ (Stoll & Fink, 1996) and
“moral” leadership (Sergiovanni, 1992).
According to Brenninkmeyer and Spillane (2008, p. 436), a recent study paints a picture of the head of school as
someone who spends a lot of time to solve the problem of learning in school, and that its performance in solving
problems that have the real effect on the outcome of students at the school. That is clear from the literature, and
from the effective school, is that a successful leader will not only determine the direction but they are also the
values and practices are consistent with the Model of the school, so the “goal that may initially seem tube split into
integral” (Sergiovanni, 1995: 119). Effective leaders are proactive and seek assistance as needed. They also kept
the learning program and school culture that is conducive to learning and professional growth. However, an
effective learning and administrative Leadership required to carry out the process of change (Hoy & Miskell,
2008).
2.2 Theoretical Basis
2.2.1 Definition of Leadership Style
Ivansevich and Matteson (2008) states that leadership is the ability to use the influence of the environment or
situation of the organization, to produce a meaningful effect and environment impact on the achievement of
challenging objectives.
Leadership is the process of influencing others to act in order to achieve the goals that have been set. Leadership
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always involves someone (leader) to influence a person’s behavior follower or followers in a situation.
Robbin (2002) defines leadership as the ability to influence a group’s goals. Meanwhile, according to Isaac and
Hendry (2003), leadership is a person’s ability to control or influence others or different societies toward a
particular achievement. Priyono (2011) defines leadership is someone who can influence others to achieve his
goal. Path Goal theory (the theory of the destination path) of leadership have been developed to explain how a
leader’s behavior affects the satisfaction and performance of subordinates. This theory was first proposed by
Evans (1970) and House (1971), Formulate this theory with a more rigorous version to include situational
variables. The theory was further purified by several authors such as Evans (1974), House and Dessler (1974),
House and Mitchell (1974), and House (1996).
According Wati (2010) states that the leadership style is the way leaders to influence others or subordinates such
a way that the person is willing to do the will of the leadership to achieve organizational goals although
personally it may be unpopular.
During its development, the study of leadership evolved in line with the progress of time, categorized Yukl (2005:
12) into five approaches: (1) characteristics approach, (2) behavioral approaches; (3) approach the power influence; (4) wide approach situational; and (5) Last Thoughts on effective leadership delivered by a group of
experts who try to “turn” back theory “trait” or the particular traits of a person so that he can be a leader. Robert
House conveys leadership theory by suggesting that effective leadership using dominance, have self confidence,
influence and display high morality to increase levels of charismatic (Ivancevich et al., 2008).
2.2.1.1 Integrative Approach
The theory that supports the definition of leadership style according to some experts, namely: During its
development, the study of leadership evolved in line with the progress of time, categorized Yukl (2005: 12) into
five approaches: (1) characteristics approach, (2) behavioral approaches; (3) approach the power - influence; (4)
wide approach situational; and (5) an integrated approach Fiedler leadership model (1967) referred to as the
contingency model because the model assumes that the contribution of the leader of the effectiveness of the
group’s performance depends on the manner or style of leadership (leadership style) and the suitability of the
situation (the favourable of the situation) that it faces.
Sedarmayanti (2007) states that the style of leadership is the norm of behavior used a manager at the time of
influencing the behavior of subordinates. A person who is obliged to carry out the functions of management
affect subordinate employees in order to continue to perform the task well, is dedicated to the organization and
still feel obliged to achieve organizational goals.
Effendi (1992) defines that style of leadership is how a leader carry out its activities in an effort to guide, guiding,
directing, and controlling the thoughts, feelings, or behavior of someone or some people to achieve certain goals
Final thought regarding effective leadership delivered by a group of experts who try to “turn” back theory “trait”
or the particular traits of a person so that he can be a leader. Robert House conveys leadership theory by
suggesting that effective leadership using dominance, have self confidence, influence and display high morality
to increase levels of charismatic (Ivancevich et al., 2008, p. 213). Path Goal theory (the theory of the destination
path) of leadership have been developed to explain how a leader’s behavior affects the satisfaction and
performance of subordinates. This theory was first proposed by Evans (1970) and House (1971). House (1971)
formulates this theory with a more rigorous version to include situational variables. The theory was further
purified by several authors such as Evans (1974), House and Dessler (1974), House and Mitchell (1974), and
House (1996).
2.3 Understanding Motivation
According Hasibuan (2005) motivation is derived from the Latin, meaning Mavere impulse or motive power.
Motivation questioned by encouraging employees’ passion, to want to work hard to provide all the capabilities
and skills to achieve company goals.
The theory that supports the definition of motivation, according to some experts, namely:
According to Robbins (2007) motivation is the willingness to do high-level efforts to achieve organizational
goals, conditioned by the effort’s ability to satisfy the needs of individuals.
According to Cascio in Hasibuan (2005) motivation is a force resulting from a person’s desire to satisfy his
needs.
Rival (2010) which states that motivation is a set of attitudes and values that influence individuals to achieve
specific things in accordance with the individual goals. Attitudes and values is an invisible something that gives
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strength to encourage individuals to behave in achieving the goal.
2.4 Understanding Incentives
Incentives interpreted as a form of payment that is linked to performance and gains haring, as employee profit
sharing as a result of improved performance. This system is another form of direct compensation beyond salaries
and wages are fixed compensation, the so-called system of compensation based on performance (Rivai, 2010).
2.5 Understanding Performance
Performance is something that is achieved or achievement shown (Indonesian Dictionary, 2001). The theory that
supports the definition of motivation, according to some experts, namely: Performance (performance) is an
overview of the level of achievement of the implementation of the activities/programs/policies in realizing the
goals, objectives, mission and vision of the organization as stated in the strategic planning of an organization.
The term is often used to refer to the performance or achievements of the success rate of individuals and groups
of individuals (Parlinda, 2012). According to Robbins (2007), the performance is the result of an evaluation of
the work performed individual compared with the established criteria together, the notion of performance as a
result of the quality and quantity of work accomplished individuals in carrying out their duties in accordance
with the responsibilities given.
2.6 Framework Concept
A conceptual framework for the review of the literature which poured in form scheme reflecting the linkages
between the factors cause the onset of the problem and the problem itself. As for the conceptual framework of
the study is as follows:

3. Methods
3.1 Population
Population is the generalization region consisting of the objects/subjects that have certain qualities and
characteristics defined by the researchers to learn and then draw conclusions (Sugiyono, 2013). The population
in this study was employees in the Sales Department MT PT. Kurnia Wijaya Various Industries in Sidoarjo,
Indonesia, amounting to 20 people.
3.2 Samples
The sample is part of the number and characteristics of the population. When large populations, and researchers
may not learn all that there is in the population, for example, because of limited funds, manpower and time, then
the researcher can use the sample drawn from the population. What is learned from the sample, the conclusion
will be enforced to the population. For the samples taken from the population must be truly representative
(representative) (Sugiyono, 2013), samples in this study were employees in the Sales Department MT,
amounting to 20 people. The sampling technique was using the saturation sampling techniques
3.3 Research Variables
The independent variable (X) and the dependent variable (Y) in this study are:
a) Leadership Style (X1)
b) Motivation (X2)
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c) Incentives (X3)
d) Employee Performance (Y)
3.4 Operational Definition of Variables (ODV)
In this study the researchers define the operational variables as follows:
1) Leadership style
The independent variable (X1), namely: leadership style is the way leaders influence others or subordinates such
a way that the person is willing to do the will of the leadership to achieve organizational goals.
2) Motivation
The independent variable (X2), namely: Motivation is a force resulting from a person’s desire to satisfy his
needs.
3) Incentives
The independent variable (X3), namely: Incentives are additional remuneration granted to certain employees
who perform work in high performance.
The dependent variable (Y), namely: the attainment of performance is the result of efforts that have been done
that can be measured by certain indicators.
3.5 Research Instrument
The research instrument used by other researchers using:
1) Documentation
According Arikunto (2010), documentation methods is to find data about things or variables in the form of notes,
transcripts, books, newspapers, magazines, inscriptions, and minutes of meetings, Lengger, agendas and so forth.
2) Questionnaire
According to Sugiyono (2013, p. 23), questionnaire or questionnaire method is a technique of data collection is
done by giving a set of questions or a written statement to the respondents (employees) to be answered, the form
of a question consists of four indicators that is Leadership Style (X1), motivation (X2 ), Incentives (X3) and
Employee Performance (Y).
3.6 Data Analysis Techniques
3.6.1. Testing Instrument Research
3.6.1.1 Validity
Validity test used to measure the validity of a questionnaire. A questionnaire as valid if the questions on the
questionnaire were able to express something that is going to be measured. A question is valid if produced
significant levels < 5%, and vice versa if the generated significant levels > 5%, the statement is invalid.
3.6.1.2 Reliability Test
Reliability refers to the notion that a measuring instrument sufficiently reliable to be used as a data collection
tool, as a tool is already good measure. Calculation of reliability point in this study using the facilities provided
by SPSS for measuring reliability with Cronbach Alpha statistical test (α), which is a construct or variable said to
be reliable if the Cronbach’s alpha value ≥ 0.60. Classical Assumption Test
3.6.1.3 Data Normality Test
Normality test is used to determine whether the data is normally distributed or not. Such parametric linear
regression analysis requires that the data must be distributed normally. Decision-making methods to test for
normality that if significance (Asymp.Sig) > 0.05, the normal distribution of data and if the significance
(Asymp.Sig) < 0.05 then the data is not normally distributed.
3.6.1.4 Multicollinearity Test
Multicollinearity test is a condition where between two or more independent variables in the regression model
occurs linear relationship perfect or near perfect. Good regression model requires the absence of
multicollinearity problem. To detect the presence or absence of multicollinearity there are several methods,
among others, by comparing the value of R2 to R2 regression results or by looking at the value of tolerance and
VIF. Methods of decision-making that is if the smaller the greater the value of tolerance and VIF, the closer the
multicollinearity problem. In most studies say that if the tolerance is more than 0.1 and less than 10, the VIF not
187
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happen multicollinearity.
3.6.1.5 Heteroskidastity Test
Heteroscedasticity test is a condition where the inequality of variance of the residuals in the regression model.
Good regression model requires the absence of heteroscedasticity problem. To detect the presence or absence of
heteroscedasticity there are several methods, among others, by means of Spearman’s rho test is to correlate the
residual value of the regression results with each of the independent variables and to see patterns in scatterplots
full stop -point regression. Methods of decision-making on Spearman’s rho test that if the value of the
significance of the independent variables with residuals greater than 0.05 then there is no heteroscedasticity
problem, but if the significance of less than 0.05, then there is a problem of heteroscedasticity. While the method
of decision-making by looking at the scatter plot that if the points spread with no clear pattern above and below
the number 0 on the Y axis, it can be concluded that the regression model heteroscedasticity problem does not
occur.
3.6.1.6 Autocorrelation Test
Autocorrelation test is a state in which the correlation of the residuals for the observation of one with the other
observations in the order of time series. Good regression model requires the absence of autocorrelation problem.
To detect the presence or absence of autocorrelation that is using the Durbin-Watson test (DW test) with the
following conditions if:
1) DW value < 1.10; no autocorrelation
2) DW value between 1.10 s.d 1.54; without conclusion
3) DW value between 1.55 s.d 2.46; no autocorrelation
4) DW value between 2.46 s.d 2.90; without conclusion
5) Value DW > 2.91; no autocorrelation
3.7 Regression Analysis
In this study, there are two independent variables namely job training (X1) and motivation (X2), and the
dependent variable is the performance of the employee (Y). The researchers used multiple linear regression
analysis to determine the effect of independent variables on the dependent variable. The formula or equation
used is as follows:
Y = a + b1X1 + b2X2
Where is:
Y = Work Productivity
a = constant
b1, b2 = Coefficient Regression
X1 = Motivation
X2 = Work Discipline
4. Data Analysis and Discussion
4.1 Data Analysis
From the analysis using multiple linear regressions obtained the following results:
4.1.1 Correlation Coefficient (R)
Based on the Model Summary b 5:12 table that the multiple correlation coefficient of R = 0.985a, it indicates
that the degree of correlation between leadership styles, motivation and incentives to employees performance is
very strong.
4.1.2 The Coefficient of Determination (R 2/R Square)
Based on the model Summary b 5:12 table that value determination coefficient R2 = 0.971, this shows that the
independent variable (style of leadership, motivation and incentives) together can affect the dependent variable
(performance of employees) at 97.1% while the rest of 2.9% influenced by other factors not examined.
4.1.3 The Regression Line Equation
Based on coefficients a 5:18 table above can be made a regression equation to determine the effect Motivation
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and Discipline Work on Work Productivity as follows:
Y = -3169 + 0214 0587 X1 + X2 + X3 0750
Based on the results obtained equations can be explained the meaning and significance of the regression
coefficients are as follows:
a) Constant (a) = -3.169, this means that if the style of leadership, motivation and incentives for zero, then the
performance of employees decreased by 3,169 units.
b) The coefficient b1 = 0.214, this means that if the leadership style (X1) is increased by 1 unit, then the
employee’s performance (Y) will increase by 0.214 units.
c) The coefficient b2 = 0.587, this means that if the motivation (X2) is increased by 1 unit, then the employee’s
performance (Y) will increase by 0.587 units.
d) The coefficient b3 = 0.750, this means that if incentives (X3) is increased by 1 unit, then the employee’s
performance (Y) will increase by 0.750 units.
4.2 Discussion
To perform testing of the hypothesis by using t-test can use the following steps:
a) If the sig. < 0.05 then H0 is rejected and Ha accepted. Which means that the hypothesis testing proved
significantly.
b) If the sig. > 0.05 then H0 is accepted and Ha rejected. Which means testing the hypothesis is not proven
significantly.
Based on the results of t-test analysis on the obtained t leadership style variable (X1) of 2.478 with sig. 0.025; t
arithmetic motivation variable (X2) is 5.869 with sig. 0,000; t arithmetic variable incentives (X3) of 8.494 with
sig. 0.000. While F arithmetic independent variable on the dependent variable of 177.645 with sig. 0,000. The
results of hypothesis testing can be described as follows:
a) Leadership style (X1) sig. 0.025 < 0.05, which means that the style of leadership affect the performance of the
employees accepted/proven.
b) Motivation (X2) sig. 0.000 < 0.05, which means that motivation affects the performance of the employees
accepted/proven.
c) Incentives (X3) sig. 0.000 < 0.05, which means that incentives affect the performance of the employees
accepted/proven.
d) The style of leadership, motivation, and incentives sig. 0.000 0.05, which means that the style of leadership,
motivation, and incentives affect the performance of the employees accepted.
5. Conclusions and Suggestions
Based on the results of data analysis and hypothesis testing, it can be concluded as follows:
The value of multiple correlation coefficient of R = 0,985a, it indicates that the degree of correlation between
leadership style (X1), motivation (X2), and the provision of incentives (X3) on employee performance (Y) is
very strong. This is because the value of the correlation coefficient is R = 0,985a is in the interval between 0.80 Ӎ
coefficient of 1.000. While the coefficient of determination of R2 = 0.971, this shows that the independent
variable (style of leadership, motivation, and incentives) together can affect the dependent variable (performance
of employees) at 97.1% while the remaining 2.9% is affected by other factors not examined.
The initial hypothesis/H0 states that:
a. Allegedly there is the influence of leadership style on employee performance.
b. Allegedly there is the influence of motivation on employee performance.
c. Allegedly there is the influence of incentives on employee performance.
d. Allegedly there is the influence of leadership style, motivation, and incentives to employees’ performance.
Alternative hypothesis/Ha stated that:
a. T count leadership style variable (X1) based on the table coefficients of 2.478 with sig. 0.025 so (0.025 < 0.05),
which means that H0 is rejected and Ha accepted, in other words proven leadership style has influence on
employee performance significantly.
b. T count motivation variable (X2) based on the table coefficients of 5.869 with sig. 0.000 so (0.000 < 0.05),
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which means that H0 is rejected and Ha accepted, in other words the motivation shown to have an influence on
employee performance significantly.
c. T count variable incentives (X3) based on the table coefficients of 8.494 with sig. 0.000 so (0.000 < 0.05),
which means that H0 is rejected and Ha accepted, in other words, the provision of incentives is shown to have an
influence on employee performance significantly.
d. F count independent variable (style of leadership, motivation, and incentives) to variable bound (employee
performance) obtained a value of 177.645 with sig. 0,05) which means that H0 is rejected and Ha accepted, 
0,000 so (0,000 in other words the style of leadership, motivation, and incentives shown to have an influence on
employee performance significantly.
Suggestions can be submitted on the results of this study are as follows:
a. Leaders should be able to provide concrete examples that can affect employees in more in order to improve
employee performance.
b. Motivation of employees should be increased, giving rise to a new spirit in carrying out their duties that will
have an impact on employee performance.
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