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Abstract

This study analyzes the influence of leadership styles on employee performance
in the Secretariat Division of the PUPR-PKP Office of Gorontalo Province. The
background of this study is the existence of variations in employee performance and
perceptions of leadership styles that have the potential to affect discipline and work
productivity. The purpose of this study is to analyze the influence of directive, supportive,
participatory, and achievement-oriented leadership styles on employee performance.
This study uses the Sequential Explanatory Mixed Methods method. The population and
sample of the study were 63 employees with a census technique. Data collection was
carried out through observation, documentation, Likert scale questionnaires, and
interviews. The instruments were tested through validity and reliability tests, while
quantitative data were analyzed using path analysis with the help of SPSS 26. The results
showed that directive and achievement-oriented leadership styles had a significant effect
on employee performance, while supportive and participatory leadership styles had no
significant effect. The coefficient of determination value of 0.33 indicates that 33% of
employee performance is explained by leadership style variables, while the rest is
influenced by other factors. In conclusion, leadership style simultaneously influences
employee performance, but partially only a few dimensions have a significant effect.

Keywords: Employee Performance, Leadership Style, Path Analysis, Public Sector,
Sequential Explanatory Mixed Methods
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INTRODUCTION

Technological advancements and public demands encourage the government to
provide fast, transparent, and high-quality public services. Effective service delivery
enhances public trust and supports good governance. The performance of civil servants,
particularly civil servants (ASN), is a crucial factor in achieving organizational goals and
improving the quality of public services.

Employee performance is influenced by leadership style, which plays a role in
directing and motivating subordinates. Appropriate leadership can increase discipline and
productivity, while inappropriate leadership can decrease them. Path-Goal Theory
explains that effective leaders must be able to adapt their leadership style (directive,
supportive, participative, and achievement-oriented) to improve employee performance.

In the Secretariat Division of the Gorontalo Province Public Works and Housing
(PUPR-PKP) Office, variations in employee performance and perceptions of leadership
styles were found. Pre-survey results showed varying ratings ranging from very high to
moderate. Furthermore, disciplinary issues such as tardiness and poor time management
persist.

This phenomenon indicates a possible mismatch between leadership style and
employee needs. This results in decreased motivation, responsibility, and work discipline.
Based on Mangkunegara's theory, this condition reflects a decline in performance
indicators such as discipline, responsibility, and cooperation, necessitating more adaptive
leadership.

Previous research has shown a positive influence of leadership style on
performance, but this research is different because it uses a mixed methods approach
with path analysis to examine the relationship between variables in more depth.

This study aims to analyze the influence of leadership style on employee
performance in the Secretariat of the Public Works and Public Housing (PUPR-PKP)
Service of Gorontalo Province. The results are expected to provide empirical insights and
provide input for the agency in improving the professionalism and performance of its
employees.

METHOD

The research method used in this study is the Sequential Explanatory Mixed
Method, a mixed research design conducted in two sequential stages. The first stage is
quantitative research as the main method, which aims to test the hypothesis and
determine the effect of leadership style on employee performance through data collection
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using questionnaires and statistical analysis. The second stage is qualitative research,
which aims to deepen, explain, and interpret the results of quantitative research through
in-depth interviews and/or observations of selected informants. The population in this
study used all employees of the secretariat of the PUPR-PKP service of Gorontalo
Province, totaling 63 respondents. Because the population is relatively small (<100
people), the entire population was used as the research sample, which is a sampling
technique when all members of the population are used as samples (Sugiyono, 2020).
The number of samples in this study was 63 respondents.

Data collection techniques used were observation, literature review, short
interviews, documentation, and questionnaire distribution. The questionnaire distributed
was a closed-ended questionnaire with pre-defined answers, allowing employees to
simply choose one of several alternative answers. The response format used was a Likert
scale of 1-5. The questionnaire contained 45 items to measure exogenous variables of
leadership style and endogenous variables of employee performance.

The research data was analyzed using path analysis to determine the magnitude
of the path relationship between exogenous and endogenous variables. This analysis is
an extension of linear regression analysis, which uses path coefficients as the basis for
testing causal relationships between variables. The path equation in this study is
formulated as follows:

Y=pyxX+e

Information:

Y= Dependent variable

X= Independent variable

pyx= Path coefficient

e= Error

The design of this research is as follows:
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Figure 1 Research Design

RESULTS AND DISCUSSION
Validity Test and Reliability Test

The validity and reliability tests in this study were conducted using SPSS version
26, as shown in Tables 2 and 3. By obtaining the validity index, each statement item can
be viewed and it can be determined which items do not meet the requirements in terms
of validity. Furthermore, items with a positive correlation indicate that they have high
validity. An item or item is declared valid if it has a correlation coefficient (r) = 0.30, while
items below 0.30 need to be revised or deleted.(Nugraha & Iskandar, 2025).

Table 1 Validity Test

Item 'count Limit Information
Value
Directive Leadership X1
X1.1 0.600 0.30 Valid
X1.2 0.525 0.30 Valid
X1.3 0.721 0.30 Valid
X1.4 0.776 0.30 Valid
X1.5 0.612 0.30 Valid
Supportive Leadership X2
X2.1 0.731 0.30 Valid
X2.2 0.758 0.30 Valid
X2.3 0.780 0.30 Valid
X2.4 0.754 0.30 Valid
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X2.5 0.843 0.30 Valid
Participative Leadership X3
X3.1 0.798 0.30 Valid
X3.2 0.755 0.30 Valid
X3.3 0.721 0.30 Valid
X3.4 0.691 0.30 Valid
X3.5 0.807 0.30 Valid
Achievement-Oriented Leadership X4
X4.1 0.554 0.30 Valid
X4.2 0.768 0.30 Valid
X4.3 0.877 0.30 Valid
X4.4 0.855 0.30 Valid
X4.5 0.660 0.30 Valid
Quantity of Work Y1
Y1.1 0.775 0.30 Valid
Y1.2 0.808 0.30 Valid
Y1.3 0.799 0.30 Valid
Y1.4 0.762 0.30 Valid
Y1.5 0.750 0.30 Valid
Y2 Work Quality
Y2.1 0.375 0.30 Valid
Y2.2 0.575 0.30 Valid
Y2.3 0.701 0.30 Valid
Y2.4 0.489 0.30 Valid
Y2.5 0.493 0.30 Valid
Y3 Work Discipline
Y3.1 0.695 0.30 Valid
Y3.2 0.737 0.30 Valid
Y3.3 0.593 0.30 Valid
Y3.4 0.683 0.30 Valid
Y3.5 0.583 0.30 Valid
Y4 Responsibilities
Y4.1 0.583 0.30 Valid
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Y4.2 0.764 0.30 Valid
Y4.3 0.732 0.30 Valid
Y4.4 0.703 0.30 Valid
Y4.5 0.580 0.30 Valid
Y5 Collaboration
Y5.1 0.594 0.30 Valid
Y5.2 0.510 0.30 Valid
Y5.3 0.648 0.30 Valid
Y5.4 0.518 0.30 Valid
Y5.5 0.618 0.30 Valid

Table 2. Reliability Test.

Variables Cronbach|N ofOptimal
's Alpha [Items value
Leadership Style X .834 20
Employee .815 25 0.7
Performance Y

Based on Table 2, the calculated r value of each research instrument item is
greater than the r table limit (r calculated > r table). The calculated r value for each
research variable is greater than 0.30. Therefore, the research instrument is declared
valid. Based on Table 3, the overall Cronbach's Alpha value for each variable has an
optimal value (a > 0.7). Thus, the research instrument is declared reliable.

The Influence of Leadership Style on the Performance of Employees in the
Secretariat of the PUPR-PKP Service of Gorontalo Province

To determine the influence of leadership style through four dimensional indicators,
namely: directive leadership, supportive leadership, participative leadership, and result-
oriented leadership, on employee performance through five indicators, namely: work
quantity, work quality, work discipline, responsibility, and cooperation, path analysis is
used. By using data with an interval measurement scale obtained from the questionnaire,
further research obtains scores for each variable used in analyzing the data. The score
of each variable is the total result of the item score. Where the Leadership Style variable
through four indicators is the cause variable and Performance through five indicators is
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the effect variable, and to determine the direct and indirect effects, the coefficient of
influence is calculated using path analysis (path analysis)as follows.
1. Path Coefficient Calculation

The initial step in path analysis is to calculate the correlation coefficient between
the research variables. This correlation coefficient is used to determine the level of
closeness of the relationship between the variables being studied. Next, based on the
correlation coefficient value obtained, a path coefficient calculation is performed to identify
the magnitude of the influence of the independent variable (X) on the dependent variable
(Y). The path coefficient calculation can be seen in tables 3, 4, and 5 as follows:

Table 4 Correlation Matrix Between Directive, Supportive, Participative
Leadership Style Variables Oriented to Achievement and Employee Performance

Variables X1 X2 X3 X4 Y
X1 1,000 0.359 0.240 0.231 0.445
X2 0.359 1,000 0.430 0.228 0.266
X3 0.240 0.430 1,000 0.183 0.189
X4 0.231 0.228 0.183 1,000 0.451

Y 0.445 0.266 0.189 0.451 1,000

Overall, all leadership style variables have a positive relationship with employee
performance, but with varying degrees of relationship strength. The variables with the
strongest relationship with employee performance are results-oriented leadership style
(X4) and directive leadership style (X1).

Based on the correlation matrix between variables in the table, the inverse matrix
for the correlation between independent variables is then calculated. The resulting inverse
matrix is shown in the table below:

Table 5 Inverse Correlation Matrix Between Directive, Supportive, Participative,

and Achievement-Oriented Leadership Style Variables

Variables X1 X2 X3 X4
X1 1000 -0.268 -0.088 -0.156
X2 -0.268 0.625 -0.366 -0.118
X3 -0.088 -0.366 0.651 -0.082
X4 -0.156 -0.118 -0.082 0.755
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Based on the results of the inverse correlation matrix between variables, it is
known that the partial correlation values between the independent variables are relatively
small and close to zero. This indicates that there is no multicollinearity problem between
the independent variables (X1, X2, X3, and X4), so the regression model used is suitable
for further analysis. The following calculation results are obtained.

Table 6: The magnitude of the path coefficients for directive, supportive,
participative, and achievement-oriented leadership styles

No Variables Path Coefficient Sig Information

1 X1->Y 0.338 0.005 Significant
2 X2 ->Y 0.055 0.660 Not significant
3 X3-Y 0.019 0.878 Not significant
4 X4 Y 0.357 0.002 Significant

The calculation results show that variables X1 and X4 have a significant effect on
Y because their significance value is <0.05, while X2 and X3 do not have a significant

effect because they are >0.05.

Simultaneously, the coefficient of determination (R?) is 0.330, which means that
variables X1, X2, X3, and X4 explain the influence on Y by 33%, while the remaining 67%
is influenced by other variables outside the model.

The residual value (€) of 0.819 indicates that the influence of factors outside the
model is still quite large, namely around 81.9%, while the model's contribution in
explaining Y is only 33%.

Hypothesis Testing

Table 7 Partial Hypothesis Test

IJEBIR, Volume 05 Issue 04,2026

Variables t Count Sig. t Table | Decision Information
. . tcount > | .
X1 (Directive) 2,887 0.005 2,001 Significant
t table
X2 (Supportive) | 0.443 0.660 2,001 : t‘;%‘:;“ Not Significant
X3 (Participatory) | 0.155 0.878 2,001 : t‘;‘;‘:g“ Not Significant
2686

Copyright atauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.


http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

X4 (Achievement t count >

Orientation) 3,175 0.002 2,001 t table Significant

The influence of directive leadership style (X1) on employee performance (Y)
shows significant results with t count 2.887 > t table 2.001 and sig. 0.005 < 0.05, so HO
is rejected. The interview results show that clear direction, task explanation, and
structured communication help employees improve work quality, discipline, and
responsibility.

Supportive leadership style (X2) does not have a significant effect on performance
(t count 0.443 < t table 2.001; sig. 0.660 > 0.05), so HO is accepted. Although leaders
provide support and motivation, employees are more influenced by targets, workload, and
the supervisory system.

Participative leadership style (X3) also did not have a significant effect (t count
0.155 <t table 2.001; sig. 0.878 > 0.05). Employee involvement in decision-making has
not had a significant impact because the main focus remains on completing tasks and
work targets.

Achievement-oriented leadership style (X4) has a significant effect on performance
(t count 3.175 > t table 2.001; sig. 0.002 < 0.05). Target setting, evaluation, and
performance monitoring encourage increased employee discipline and motivation.
Furthermore, the results of the simultaneous test show the joint influence of leadership
style on employee performance in the Secretariat Division of the PUPR-PKP Service of
Gorontalo Province.

Table 8 Simultaneous Hypothesis Test

Variables F F Table (a = Decision
Count 0.05) Sig. Information
>
X1, X2, X3, X415 133 253 0,000 | count > F qnificant
=Y table

The results of the F test show a calculated F value of 7.133 > F table 2.53 with a
significance of 0.000 < 0.05, so that Hirejected and Hjaccepted. This means that
directive, supportive, participative, and achievement-oriented leadership styles
simultaneously have a significant influence on employee performance.
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These results were reinforced by interviews which stated that although each
leadership style had a different influence, integrated implementation still had a positive
impact on employee performance and achievement of work targets.

Thus, it can be concluded that collectively leadership style has a significant
influence on employee performance, although partially not all dimensions show a
significant influence.

DISCUSSION

Based on the data analysis, it can be concluded that leadership style is one of the
factors influencing employee performance in the Secretariat Division of the Public Works
and Public Housing (PUPR-PKP) Service of Gorontalo Province. This finding supports
the research hypothesis that leadership style influences employee performance.The
results of this study align with Robert J. House's Path-Goal Theory of Leader
Effectiveness. This theory explains that leadership effectiveness is determined by the
leader's ability to influence subordinates' perceptions of work goals and how to achieve
them. Therefore, effective leadership can increase motivation, job satisfaction, and the
achievement of organizational goals.

The test results show that partially, directive and achievement-oriented leadership
styles have a positive and significant effect on employee performance. The directive
leadership style obtained a t-value of 2.887 with a significance of 0.005, while the
achievement-oriented leadership style obtained a t-value of 3.175 with a significance of
0.002. In contrast, supportive and participative leadership styles did not show a significant
effect on employee performance. Based on the coefficient of determination (R?) of 0.330,
it is known that leadership style contributes 33% to employee performance, while the
remaining 67% is influenced by other factors outside the study. This indicates that the
influence of leadership style is in the moderate category.

The significant influence of directive leadership style indicates that employees
require direction, task clarity, and structured supervision in carrying out their work.
Interview findings revealed that clear direction helps employees understand tasks,
reduces errors, and improves the quality of work results. These findings align with the
opinion of(Isa et al., 2022)which states that work behavior and organizational culture play
a significant role in improving performance effectiveness. Meanwhile, a supportive
leadership style does not significantly impact employee performance. Although leaders
provide attention, motivation, and create a comfortable work environment, employees
tend to be more influenced by work targets, workload, and the existing supervisory

2688
IJEBIR, Volume 05 Issue 04,2026

Copyright atauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

system. Thus, emotional support from leaders is not yet a major factor in improving
performance.

Similar results were found for the participatory leadership style. Although leaders
have involved employees in discussions and expressing opinions, this involvement has
not had a significant impact on performance. Employees are more oriented towards
completing work targets, workloads, and established organizational rules than on the level
of participation in decision-making. Conversely, an achievement-oriented leadership style
has been shown to have a positive and significant influence on employee performance.
Setting clear work targets, regular evaluations, and monitoring task implementation
encourage employees to work with greater discipline, responsibility, and results-oriented.
The existence of clear performance standards and a consistent evaluation system are
important factors in improving the quality and quantity of employee work.

Overall, the results of this study indicate that leadership style influences employee
performance, both partially and simultaneously. This finding also supports the results of
previous studies that stated that leadership style is an important factor in improving
employee performance. However, the insignificance of supportive and participatory
leadership styles indicates that employee performance in the Secretariat Division of the
PUPR-PKP Service of Gorontalo Province is more influenced by structural factors, such
as work targets, workload, supervisory systems, and organizational evaluation
mechanisms, rather than solely interpersonal aspects.

Results of Mixed Method Research Relationships

Based on the results of research using mixed methods using the
approachexplanatory sequential, The analysis was conducted by integrating quantitative
and qualitative findings to gain a more comprehensive understanding of the influence of
leadership style on employee performance in the Secretariat Division of the PUPR-PKP
Service of Gorontalo Province. The results of the quantitative analysis showed that
partially, directive leadership style (X1) and achievement-oriented leadership style (X4)
had a significant influence on employee performance, while supportive leadership style
(X2) and participative leadership style (X3) did not have a significant influence. These
findings were then further deepened through interviews with informants.

Qualitative results show that a directive leadership style significantly impacts
employee performance through clear direction, task allocation, and structured
supervision. Employees reported understanding their work more easily, minimizing
errors, and producing better output when provided with clear work instructions.
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Furthermore, an achievement-oriented leadership style has also been shown to drive
improved performance through the setting of work targets, regular evaluations, and
consistent monitoring.encourage employees to work more disciplined, responsibly, and
oriented towards achieving optimal work results. This finding supports the opinionHarend
& Isa, (2020)that work behavior has a direct influence on employee performance.
Conversely, interview results indicate that supportive and participative leadership styles
have not significantly impacted employee performance. The support provided by leaders
is more emotional, such as providing motivation and creating a comfortable work
environment, while employee involvement in decision-making remains limited. As a result,
these two leadership styles have not been able to make a significant contribution to
improving performance.

Qualitative findings also revealed that employee performance is more influenced
by work targets, workload, and the supervisory system implemented by the organization.
This explains why supportive and participative leadership styles do not statistically show
a significant influence even though their presence is still felt by employees. The
integration of quantitative and qualitative results shows that the effectiveness of
leadership style is greatly influenced by the form in which it is implemented. Structural
and results-oriented leadership styles, such as directive and achievement-oriented, have
been shown to be more dominant in improving employee performance than leadership
styles that focus on interpersonal relationships, such as supportive and participative.
When compared with previous research, the results of this study show several differences
while also providing scientific contributions.Indrawati et al.,, (2020) as well
asMuthmainnah. H1, Darmawansyah, (2020)found that leadership style significantly
influences employee performance, but the study used a quantitative approach and
therefore did not explain the underlying factors. Using a mixed methods approach, this
study was able to explain not only the magnitude of the influence but also the empirical
conditions that led to its emergence.

Studylchsan & Ibrahim, (2023) found that leadership style has a positive effect on
organizational performance. Organizational commitment has been shown to mediate the
relationship between leadership style and organizational performance, and organizational
commitment has an effect on employee performance. In contrast, the results of this study
only focused on Path-Goal leadership style and employee performance. This difference
indicates that the effectiveness of leadership style is influenced by different organizational
characteristics, work systems, and work cultures. Meanwhile, researchBangapadang et
al., (2025) Path-Goal leadership and compensation have a positive effect on employee

2690
IJEBIR, Volume 05 Issue 04, 2026

Copyright atauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

performance. Unlike those studies, this study examines the direct influence of each
leadership style on employee performance.Veranita et al., (2025) The results showed
that leadership style strategy had a positive and significant impact on improving the
performance of regional apparatus organizations. Interview results reinforced the
quantitative findings that leadership effectiveness determines organizational
performance. These findings are partially consistent with the results of this study,
particularly the mixed-methods analysis used to more deeply examine the influence of
leadership style on improving employee performance in organizations.

Based on the overall research results, the main research gap lies in the use of the
approach.mixed methodswhich comprehensively integrates quantitative and qualitative
data, the application of Path-Goal Theory in testing four dimensions of leadership style
specifically, and the finding that the effectiveness of leadership style is contextual. This
study confirms that a leadership style oriented towards structure, targets, and work results
is more effective in improving employee performance compared to a leadership style that
focuses on interpersonal relationships. Thus, this study contributes to the development
of human resource management science by showing that the effectiveness of leadership
style is not universal, but must be adjusted to the characteristics of the organization, work
systems, and employee conditions to achieve optimal performance.

CONCLUSION

Based on the research results, it can be concluded that directive and achievement-
oriented leadership styles have a significant effect on the performance of employees in
the Secretariat Division of the PUPR-PKP Office of Gorontalo Province, while supportive
and participative leadership styles do not have a significant effect partially. However,
simultaneously, the four dimensions of leadership style have a significant effect on
employee performance with a contribution of 33 percent, while the remaining 67 percent
is influenced by other factors outside the research model. Qualitative findings also
strengthen these results by showing that clear direction, structured supervision, target
setting, and performance evaluation are more dominant in increasing employee
discipline, responsibility, and productivity compared to emotional support or involvement
in decision-making. However, this study has limitations because it only focuses on one
agency with a limited number of respondents, so generalization of the results still needs
to be done carefully. In addition, the variables studied do not include other factors that
also have the potential to influence employee performance such as work motivation, work
environment, and organizational culture.
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Based on these limitations, further research is recommended to expand the
research object to several agencies to obtain more representative results and add other
relevant variables to enrich the research model. A mixed methods approach can also be
used to further explore causal relationships. Practically, the results of this study indicate
that agencies need to optimize the implementation of leadership styles that are oriented
towards work structure and achievement of results, particularly directive and
achievement-oriented styles, by strengthening work direction, setting clear targets, and a
consistent evaluation system. On the other hand, supportive and participatory aspects
need to be maintained as a complement to create a balanced work relationship and
increase employee comfort in the workplace.
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