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Abstract 
A leader plays a very important role in determining the employee’s performance in the government 
office. The leader’s succees to influence all employees in the government office is highly dependent 
on the leadership styles. The leadership styles are charismatic, directive, participative, and supportive 
leadership behaviors. The research variables are a charismatic leadership behaviour (x1CH), directive 
leadership behaviour (x2DI), participative leadership behaviour (x3PA), and supportive leadership 
behaviour (x4SU) as independent variables, and the employee’s performance as dependent variable. 
The research objective is to analyze the dominant factors and relationship between the leadership 
styles and the employee’s performance at the Malang City Education Office (MCEO). The null 
hypothesis is rejected, it means the leadership behaviours have a positive relationship toward the 
perceived employee’s performance at the level of significantly five percent. 
Keywords: charismatic, directive, participative, supportive leadership behaviors, employee’s 
performance 

 
 
I. RESEARCH BACKGROUND 

The activities of an organization, both government and non-government, are 

inseparable from the activities of a leader in directing subordinates with specific 

goals. A leader should be able to influence their subordinates to carry out certain 

activities in the connection with work done in the process of achieving the 

organizational goals. 

The selection of the right leadership style also determines the level of organizational 

success, namely in moving subordinates to excel so that it will determine the work of 

the employees themselves. Which leadership style one must apply to people or 

groups of people depends on the level of maturity of the people. The other side, the 

leader has to increase their employee’s performance. The leadership styles can be 
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applied to almost every type of organization, either business, industry, government, 

military and even family organizations.  

Malang City Education Office (MCEO) is a part of the Malang City Government 

System (MCGS). In the framework of the implementation of regional autonomy as 

the implementation of the Law on Regional Government as well as the elaboration of 

the Government Regulation on Guidelines for Regional Apparatus Organizations, it 

is necessary to strengthen the authority, efficiency, effectiveness, accountability of 

institutional performance, and to improve the quality of human resources as an effort 

to realize good governance well.  

A leader has to apply the appropriate leadership model that is adjusted to the level of 

employee’s maturity. This is intended so that this service can improve the quality of 

its services to the community. Improved optimal performance can be achieved 

through efforts to improve performance internally, including improving the quality of 

human resources, systems and procedures. These efforts are part of efforts to take 

advantage of opportunities in exploring and managing various new sources of 

revenue, where the new sources of revenue come from regional economic potential. 

Opportunities to exploit the economic potential are wide open through various 

authorities held by regional governments in the era of regional autonomy. 

In order to realize organizational goals synchronization and integration between 

sections and sub sections and other cross-sectors are needed, therefore, a 

professional leader, high loyalty and dedication is needed and can motivate existing 

employees to improve their performance. It is expected that existing employees are 

willing and able to carry out their work duties in accordance with established 

conditions. In carrying out its functions, this department needs a leadership model 

that has high effectiveness on the success of an organization, so that there is an 

increase in employee’s performance as expected. 
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Table 1. Corruption Crime Case Based on Position (year 2018) [1], [2], [3] 

 

No. Position 2017 2018 

1 Member of House of Representative and Regional 
Legislative Council 

20 103 1) 

2 Head of Institution/Ministry - 1 

3 Ambassador - - 

4 Commissioner - - 

5 Governor 1 2 

6 Mayor/Regent and Vice Mayor/Regent 13 30 2) 

7 Echelon I, II, III, and IV 43 24 

8 Judge 3 5 

9 Prosecutor 1 - 

10 Police - - 

11 Lawyer - 4 

12 Private Sector 28 56 

13 Others 13 31 

14 Corporation 1 4 

 Total 123 260 
Noted:  

1)
 Twenty two (22) Malang City Legislative Council (DPRD)  members (some of them are partyies’ 

leaders) are suspects in bribery case of the approval of the Malang City Regulation on the 

amendment of 2015 regional budget (APBD). 

2)
 MA, the current mayor (leader) of Malang in East Java is a suspect in an alleged bribery case 

related to the city’s budget deliberation for the 2015 budget year. 

 

Based on Table 1, the formulation of the problems in this study include firstly 

whether there is an influence of the leadership styles consisting of  the charismatic, 

directive, participative, and supportive leadership behaviors on employee’s 

performance. 

Seog Joo Hwang [4] stated that: the charismatic, directive, participative, and 

supportive leadership behaviors had a relationship to the perceived job performance. 

Zainur Rozikin [3] stated that: “The employee’s performance is identical to the staff 
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performance, because employees in this research are the Civil Servants who work at 

the Governmental Office. Performance means achievement that has been achieved 

by someone in doing his/her jobs."  

1.1. The Research Objective  

The objective of this research is to analyze the effect of the leadership behavior (the 

charismatic, directive, participative, and supportive leadership behaviors) toward the 

employee’s performance at Malang City Education Office. 

1.2.  The Null Hyphothesis 

The null hypothesis is rejected, it means there are no positive relationship between 

the charismatic, directive, participative, and supportive leadership behaviors to the 

perceived employee’s performance at the level of significantly at 5% in MCEO. 

 

II. LITERATURE STUDY 

Stephen P Robbins [5] stated that: “Leader is someone who can influence others 

and who has managerial authority. And leadership is the process of influencing a 

group to achieve goals.”  

Robert J House [5] identified four leadership behaviors: First, directive leader: lets 

subordinates know what is expected of them, schedules of work to be done, and give 

specific guidance as how to accomplish tasks. Second, supportive leader:  a friendly 

and shows concern for the needs of followers. Third, participative leadership: 

consults with a group members and uses their suggestions before making decision. 

Fourth, achievement-oriented leader: sets challenging goals and expects followers to 

perform at their highest level.  

James AF Stoner [6], [7] stated that: “A charismatic leader or transformational leader 

is the leaders who, through their personal vision and energy, inspire followers and 

have a major impact on their organizations.”   Robert J House’s theory [5] suggests 

that charismatic leaders have very high levels of referent power and that some of 
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that power comes from their need to influence others. The charismatic leader has 

extremely high levels of self-confidence, dominance, and a strong conviction in the 

moral righteousness of his/her beliefs or at least the ability to convince followers that 

he or she possesses such confidence and conviction.  

Stephen P Robbins [5] stated that: “Performance is the end result of an activity. And 

Organizational performance is the accumulated end results of all the oarganization’s 

work activities.” 

     

III. THE RESEARCH METHOD 

This research was conducted at the MCEO, specifically regarding the influence of 

leadership styles that are envious of the charismatic, directive, participative, and 

supportive leadership behaviors on employee performance. 

The population in this study were all employees of the MCEO. In determining the 

sample, according to Arikunto [8] stated that if the object is less than 100, it is better 

to take all of it so that this research is population research. 

3.1.  Likert Scale 

A Likert scale is a type of rating scale used to measure attitudes or opinions.  

Ankur Joshi [9] stated that: “Likert scale is applied as one of the most fundamental 

and frequently uses psychometric tools in educational and social sciences research.” 

Various kinds of rating scales have been developed to measure attitudes directly (i.e. 

the person knows their attitude being studied).  The most widely used is the Likert 

scale (1932). In its final form, the Likert scale is a five (or seven) point scale which is 

used to allow the individual to express how much they agree or disagree with a 

particular statement. A Likert scale assumes that the strength/intensity of an attitude 

is linear, i.e. on a continuum from Strongly Disagree (1), Disagree (2), Neutral (3),  

Agree (4), and Strongly Agree (5), and makes the assumption that attitudes can be 

measured [10].  
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3.2. Research Variables 

Table 2 shows the research variables, symbol and operational description. 

Table 2 Research Variables [4], [5], [6], [7], [11] 

No. Symbol Research 
Variables 

Description 

1 X1CH Charismatic 
leadership 
behaviour 

has extremely high levels of self-confidence, 
dominance, and a strong conviction in the moral 
righteousnessof his/her beliefs or at least the ability 
to convince followers that he or she possesses such 
confidence and conviction 

2 X2DI Directive 
leadership 
behaviour 

telling subordinates what is expected of them, giving 
specific guidelines, asking subordinates to follow 
rules and procedures, managing time, and 
coordinating their work.  

3 X3PA Participative 
leadership 
behaviour 

participates with subordinates and takes into account 
their opinions and suggestions.  

4 X4SU Supportive 
leadership 
behaviour 

leaders who pay attention to the needs of 
subordinates, show concern for their well-being and 
create a friendly atmosphere in their work units.  

5 YEP Employee’s 
performance 

identical to the staff performance, because 
employees in this research are the Civil Servants 
who work at the Governmental Office. Performance 
means achievement that has been achieved by 
someone in doing his/her jobs 

 

3.3. Research Framework 

Figure 1 shows the empirical model of the organizational commitment. 

 

 

 

 

Source: [4], [5], [6], [7], [11], [12]. Figure 1 Empirical Model of Organizational 

Commitment 
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Figure 2 shows the conceptual research framework. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Conceptual Research Framework 

 

3.4. Mathematical Model 

In this study, researchers wanted to find out whether leadership styles (the 

charismatic, directive, participative, and supportive leadership behaviors) had an 

influence on employee’s performance.  

The formula of correlation coefficient (rxy) [8], [13], [14], [15] is: 

 

                                                                                                                        (1) 

Charismatic 

Behaviour 

Directive Behaviour 

Employee’s 

Performance 

Participative Behaviour 

Supportive 
Behaviour 
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Table 3 Validity Criteria 

 

No. Range (rxy) Criteria 

1 1 or -1 A perfect positive or negative correlation 

2 0.80 < r < 1 A higher (positive or negative) correlation 

3 0.60 < r < 0.80 A high (positive or negative) correlation 

4 0.40 < r < 0.60 A moderate (positive or negative) correlation 

5 0.20 > r < 0.40 A low (positive or negative) correlation 

6 0.00 > r < 0.20 A lower (positive or negative) correlation 

Source: [8] modified. 

The analysis model uses multiple regression analysis [8], [13], [14], [15] as follows: 

            n 

y =      ∑  bixi  + e                                                                                    (2) 

          i=1 

or 

y = b0 + b1 x1 + b2 x2 + b3 x3 + b4 x4 + e                                                 (3) 
 

Where: 

y           = employee’s performance. 
b0              = constant. 
b1 ... b4  = regression coefficients. 
x1              = charismatic leadership behavior. 
x2              = directive leadership behavior. 

x3         = participative leadership behavior. 
x4         = supportive leadership behavior. 

e           = error  

i            = 1, 2, 3, .........., n 
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IV. RESULTS AND DISCUSSIONS 

4.1. Correlation Coefficient 

Table 4 shows the Pearson correlation between research variables,  there are the 

charismatic, directive, participative, and supportive leadership behaviors and 

employee performance. The correlation coefficient are 0.556; 0.721; 0.776; and 

0.719 respectively, it means a high positive correlation. 

4.2. Coefficient of Determination (R2) 

The coefficient of determination (R2) is used to determine the magnitude of the ability 

of the independent variable to explain the dependent variable can be seen from the 

value of Adjusted R Square (Adjusted R2) as shown in the following Table 4. 

Table 5 shows the value of Coefficient of Determination (R2) Coefficient of 

Determination (R2) is 0.911. It indicates that 91.10 percent of the variation in the 

outcome has been explained just by predicting the outcome using the covariates 

included in the model. 

4.3. The Null Hyphothesis 

Table 6 shows the value of the Fratio is higher than Ftable - the null hyphothesis is 

rejected, its means there are a significance effect between independents variables 

and dependent variable at the level 5%. 

4.4. Multiple Linear Regression  

The research variables are independent variables and dependent variable. The 

independent variables are Charismatic Leadership Behavior (x1CH), Directive 

Leadership Behavior  (x2DI), Participative Leadership Behavior  (x3PA), and 

Supportive Leadership Behavior  (x4SU). The dependent variable is Employees’ 

Performance (yEP).  

Table 7 shows the multiple linear regression model is expressed in the form of an 

equation as follows: 
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y = - 0.798 + 0.177 x1CH + 0.276 x2DI + 0.340 x3PA + 0.355 x4SU             (4) 

Table 4 Correlations Coefficient 

 

Table 5 Correlation of Determination (R2) 

 

 

Table 6. Analysis of Variance 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 14.161 4 3.540 45.002 .000
b
 

Residual 2.911 37 .079   
Total 17.071 41    

a. Dependent Variable: YEP 
b. Predictors: (Constant), X4SU, X2DI, X1CH, X3PA 

 

 

Correlations 

 X1CH X2DI X3PA X4SU YEP 

X1CH Pearson Correlation 1 .270 .394
**
 .501

**
 .556

**
 

Sig. (2-tailed)  .083 01.0 .001 .000 

N 42 42 42 42 42 

X2DI Pearson Correlation .270 1 .689
**
 .396

**
 .721

**
 

Sig. (2-tailed) .083  .000 .009 .000 

N 42 42 42 42 42 

X3PA Pearson Correlation .394
**
 .689

**
 1 .462

**
 .776

**
 

Sig. (2-tailed) .010 .000  .002 .000 

N 42 42 42 42 42 

X4SU Pearson Correlation .501
**
 .396

**
 .462

**
 1 .719

**
 

Sig. (2-tailed) .001 .009 .002  .000 

N 42 42 42 42 42 

YEP Pearson Correlation .556
**
 .721

**
 .776

**
 .719

**
 1 

Sig. (2-tailed) .000 .000 .000 .000  
N 42 42 42 42 42 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 7. Regression Coefficients 

Coefficients
a
 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -.798 .398  -2.003 .053 

X1CH .177 .089 .160 1.986 .055 

X2DI .276 .087 .300 3.171 .003 

X3PA .340 .100 .339 3.399 .002 

X4SU .355 .082 .364 4.337 .000 

a. Dependent Variable: YEP 

 

Constant value of – 0.798 shows that employee’s performance is without being 

influenced by the Charismatic, Directive, Participative, and Supportive Leadership 

Behaviors.  

The regression coefficient value of the Charismatic Leadership Behavior (x1CH) is 

0.177, it means that the charismatic leadership behavior if implemented will go 

against the Employees’ Performance (yEP) and the significant level is 5.5% more 

than 5% . The regression coefficient value of the Directive Leadership Behavior  

(x2DI) is 0.263, this shows that   the Directive Leadership Behavior   give  the positive 

contribution and give the significant effect on Employees’ Performance (yEP) and the 

significant level is 0.3% less than 5%. The regression coefficient value of the 

Participative Leadership Behavior  (x3PA) is 0.340, this shows that Participative 

Leadership Behavior  give  the positive contribution and give the significant effect on 

Employees’ Performance (yEP) and the significant level is 0.2% less than 5%. The 

regression coefficient value of the Supportive Leadership Behavior  (x4SU) is 0.355, 

this shows that Supportive Leadership Behavior  give  the positive contribution and 

gives the significant effect on Employees’ Performance (yEP) and the significant 

level is 0.00% less than 5%.  

The biggest contribution to dependent variable is the Supportive Leadership 

Behavior  (x4SU) and the contribution is 0.355, the second biggest contribution to 

dependent variable is the Participative Leadership Behavior  (x3PA) and the 
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contribution is 0.340, the third biggest contribution to dependent variable is the 

Directive Leadership Behavior  (x2DI) and the contribution is 0.263, and the smallest 

contribution to dependent variable is the Charismatic Leadership Behavior (x1CH) 

and the contribution is 0.177. 

The dominants variables are the Supportive Leadership Behavior, the Participative 

Leadership Behavior, the Directive Leadership Behavior, and the Charismatic 

Leadership Behavior respectively.  

 

V. CONCLUSIONS 

The  conclusions of this research are: 

1. All independent variables (the Charismatic, Directive, Participative, and Supportive 

Leadership Behaviors) give the positive contribution towards the dependent variable 

(Employees’ Performance). 

2. The effect of the Directive, Participative, and Supportive Leadership Behaviors 

towards Employees’ Performance are significant at the level of 5%, except of the 

Charismatic Leadership Behaviors. 

3. The contribution (or regression coefficient) of the independent variables - the 

Supportive Leadership Behavior, the Participative Leadership Behavior, the Directive 

Leadership Behavior, and  the Charismatic Leadership Behavior   towards  

dependent variable - Employees’ Performance are 0.355, 0.340, 0.263, and 0.177 

respectively. 

4. The dominants variables are the Supportive Leadership Behavior, the Participative 

Leadership Behavior, the Directive Leadership Behavior, and the Charismatic 

Leadership Behavior respectively.  
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