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Competition in the FMCG (Fast-Moving Consumer Goods) product distribution 

industry is getting tougher, demanding companies to not only provide high-quality 

products, but also manage operations with efficiency and continuous innovation. 

Employees as a key element in a company's operations must have adequate 

competencies and work in an environment that supports productivity. However, 

fluctuations in employee performance, influenced by leadership style and work 

discipline levels, are often a challenge for companies. This study aims to analyze the 

influence of transformational leadership style and work discipline on employee 

performance at PT Niaga Nusa Abadi, Bandung branch. The data used in this study is 

employee performance data obtained through quarterly performance assessments 

and measurements of related indicators, such as budget control, efficiency initiatives, 

and communication effectiveness. The research method used is a quantitative 

approach with an explanatory research design. Data is collected through surveys 

distributed to employees of companies that have implemented flexible working hours 

policies. AnaliSEM-based Structural Equation Modelling (SEM) was used to analyse 

the data and test the hypothesis that work-life balance, flexible work schedules, and 

employee well-being are related.  In this study, 144 respondents were sampled using 

a saturation sampling technique. 

Keywords: Work Discipline, Transformational Leadership Style, Employee 

Performance, Fast-Moving Consumer Goods. 

 

INTRODUCTION 

Competition in the global business landscape is becoming increasingly intense, particularly in the 

distribution sector of Fast-Moving Consumer Goods (FMCG) (Kotler & Keller, 2018) Companies are not 

only expected to deliver high-quality products but also to manage operations efficiently and implement 

continuous innovation to sustain and grow. Within this context, the role of employees as the backbone 

of organizational operations becomes critical (Rosalina & Wati, 2020). Employees are expected to 

possess adequate competencies and perform in an environment conducive to productivity and optimal 

performance (Dessler, 2020). Therefore, in order to stay competitive and accomplish their objectives, 

organisations need to plan and execute strategic initiatives and efficiently manage all of their resources 

(Suharman et al., 2023). 

 

Human resources play a pivotal role as a fundamental element in supporting the achievement of 

organizational goals (Dessler, 2020). According to Prasetio et al. (2020), human resources play a crucial 

role in maintaining the sustainability and advancing an organization. Therefore, companies must focus 

on enhancing employee capabilities and competencies through training and development programs 

(Gustiana et al., 2022). According to Arif et al. (2023), human resources actively contribute to the 

sustainability of an organization and its decision-making processes. The quality of decisions made by 
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human resources reflects both the performance and analytical ability of individuals in addressing 

problems within the scope of their roles and responsibilities (Handoko, 2020). 

 

According to Mccarter et al. (2022) employee performance can be defined as a factor that determines 

the extent to which an individual contributes to organizational advancement. Optimal employee 

performance can enhance organizational loyalty, motivate individuals to improve their work, and 

support the achievement of high productivity levels (Mardiani and Sepdiana, 2021). Employee 

performance must thus be routinely evaluated and analysed as it has a significant impact on a 

company's success (Hayat and Sary, 2023). 

 

At PT Niaga Nusa Abadi, Bandung Branch, employee performance is measured based on guidelines 

established by the head office, with evaluations conducted quarterly. These assessments aim to support 

the implementation of performance-based reward management, including human resource 

development programs and other initiatives designed to enhance productivity. PT Niaga Nusa Abadi is 

also committed to the continuous improvement of employee performance to achieve optimal business 

targets. 

 

To evaluate performance, PT Niaga Nusa Abadi utilizes Performance Indicators (PI) as an assessment 

tool. The determination of these indicators is based on the job descriptions established by the company, 

tailored to each employee’s division and position (Ratih Hanawidjaya et al., 2022). The company sets a 

target for achieving the "Outstanding" category in PI as a benchmark for maintaining high standards of 

work quality. On the other hand, like many other organizations, PT Niaga Nusa Abadi faces the 

challenge of generational diversity within its workforce. This diversity can create gaps that affect work 

styles and communication among employees, which may eventually lead to workplace issues 

(Widyaputri & Sary, 2022). In response, PT Niaga Nusa Abadi has established a clear policy regarding 

employee performance measurement criteria, as presented in Table 1 below. 

 

Table 1 

PT Niaga Nusa Abadi Employee Performance Assessment Criteria 

Criterion Value Range Category 
P1 >100 Outstanding 

P2 90 - 100 Excellent 
P3 80 - < 90 Good 
P4 < this Article, the Parties shall ensure that the  Below Expectation 

 

Employee performance at PT Niaga Nusa Abadi, Bandung Branch, over the past year is presented in 

Table 2 below. 

Table 2  

PT Niaga Nusa Abadi Employee Performance Assessment in 2024 

Period Year Percentage 
Quarter 1 2024 88,20 % 

Quarter 2 2024 87,20 % 

Quarter 3 2024 83,17 % 

Category 2024 Good 

 

Based on Table 2 above, the employee performance percentage at PT Niaga Nusa Abadi, Bandung 

Branch, in 2024 experienced fluctuations across the first to the third quarter. In the first quarter, 

employee performance reached 87.20%, which falls into the “Good” category, as referenced in the 
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company’s performance evaluation scale shown in Table 1.1. In the second quarter, performance 

increased to 88.20%, still within the “Good” category. However, in the third quarter, performance 

declined to 83.17%, although it remained classified as “Good.” 

These fluctuations indicate that while overall employee performance is considered satisfactory, some 

performance indicators suggest that the company’s established targets have not been fully met. The 

decline in the third quarter also signals the presence of certain factors that may have affected employee 

productivity during that period. This issue requires further analysis to identify appropriate solutions for 

improving and stabilizing company performance. 

The primary challenge faced by PT Niaga Nusa Abadi lies in the fluctuation of employee performance, 

which is largely influenced by the ineffective implementation of leadership styles and low levels of work 

discipline (Hasibuan, 2019). This condition can hinder the company from achieving its predetermined 

targets (Qurbani & Melisa, 2023). Thus, in order to establish a productive workplace and boost the 

competitiveness of the business, it is essential to comprehend how work discipline and leadership style 

impact employee performance (Mccarter et al., 2022). 

The leadership style used in the company has a big impact on employee performance, and leadership is 

one of the main elements affecting performance results (Santika et al., 2023). Effective leadership not 

only contributes to improved employee performance but also serves as a foundational element in 

organizational development. Leaders who are capable of applying the appropriate leadership style can 

provide motivation and a positive influence on employees, thereby boosting morale and supporting the 

achievement of organizational goals (Assa & Dachi, 2023). 

According to Azis et al. (2019), leaders who demonstrate positive behaviors such as offering supportive 

feedback, being trustworthy, and making fair decisions encourage employees to feel more responsible, 

committed, and actively engaged in the organization. Therefore, it is essential for leaders to think 

strategically and adopt an appropriate leadership style in their implementation. Based on interviews 

conducted by the researcher on November 19, 2024, with employees at PT Niaga Nusa Abadi, Bandung 

Branch, it was found that two leadership styles are potentially applied within the company: 

transformational leadership and transactional leadership. To determine the dominant leadership style, 

a preliminary questionnaire was distributed to 20 employees. The results indicated that the majority 

perceived their leaders as adopting a transformational leadership style. 

A strategy known as transformational leadership encourages, inspires, and supports constructive 

change in workers.  This approach is crucial for developing character and changing behaviour in 

addition to emphasising goal-achieving and influencing followers. Through this approach, leaders help 

their followers develop their potential in alignment with shared values (Ramadhani & Indawati, 2021). 

By identifying and cultivating the appropriate leadership style, organizations can foster a conducive and 

efficient work environment, ultimately contributing to overall organizational performance 

improvement (Maulidi et al., 2024). 

On the other hand, work discipline plays a crucial role in driving overall team productivity. Through 

firm policies such as imposing sanctions for tardiness and granting rewards to high-performing 

employees the company has succeeded in maintaining a high level of discipline within the workplace. 

Regular performance monitoring and the provision of constructive feedback help keep employees 

motivated and focused on achieving their targets. Challenges such as maintaining motivation and 

resolving internal conflicts are addressed through a humanistic approach, which includes offering 

training, promotions, and fostering a sense of individual responsibility toward assigned tasks. The 

combination of an appropriate leadership style and consistent enforcement of discipline significantly 

contributes to improved employee performance. 

 

Work discipline is just as important in affecting employee performance as transformative leadership. 

According to Rosalina & Wati (2020), discipline reflects the extent to which a leader effectively carries 
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out their role. A leader who is able to instill discipline within their team can foster a productive and 

efficient work environment. Conversely, a lack of attention to discipline may lead to a decline in 

employee performance, ultimately affecting the achievement of organizational goals. Work discipline is 

not solely an individual responsibility, but also an indicator of a leader’s success in guiding and 

managing their team. Therefore, discipline must be consistently strengthened and maintained, as its 

absence may delay task completion and have adverse impacts on the organization (Rinjani, Rahwana, 

dan Asyiah 2024). By implementing effective leadership and maintaining high levels of work discipline, 

companies can enhance operational efficiency and strengthen their competitive position in the market. 

A study by Surawijaya et al. (2023) discovered that work discipline and a transformative leadership 

style had a major impact on staff performance. When both factors are effectively implemented, 

companies can establish a structured work environment, enhance employee motivation, and promote 

efficiency. On the other hand, research by Araffat et al. (2020) demonstrated that whereas work 

discipline and leadership style together improve performance, leadership style by itself has no 

discernible benefit.  However, workers are more likely to be inspired to meet goals and increase 

productivity when supportive leadership upholds work discipline. 

Based on interviews conducted by the researcher on November 19, 2024, with employees of PT Niaga 

Nusa Abadi, Bandung Branch, it was found that discipline among some employees remains inadequate. 

Several employees were reported to arrive late to work, beyond the company’s established working 

hours. Employee attendance is a critical indicator for assessing discipline and performance in the 

workplace. According to Kasmir (2016), attendance reflects the extent to which employees comply with 

the company’s working hours policy. The higher the attendance rate in accordance with company 

regulations, the better the performance demonstrated by employees. Conversely, frequent absenteeism 

can negatively affect both productivity and work effectiveness.  

Work discipline is one of the key factors influencing an employee's performance within a company. To 

assess the extent to which work discipline has been implemented at PT Niaga Nusa Abadi, Bandung, 

the researcher collected data on employee tardiness provided by the company. This data is used to 

evaluate employee discipline in fulfilling their attendance obligations, as presented in Table 3 below. 

Table 3 Employee Delay Data 

Employee Delays 
August September October 

63 59 78  

 

Based on Table 3, it can be concluded that the number of employee tardiness incidents at PT Niaga Nusa 

Abadi fluctuated during the period from August to October 2024. In August, there were 63 reported 

cases of tardiness, which decreased to 59 cases in September. However, the number rose significantly 

in October, reaching 78 tardiness cases. This fluctuation indicates that, although there was an 

improvement in September, employee discipline was not consistent and tended to decline in October. 

The increase in tardiness may serve as an indicator of various underlying factors, such as lack of 

supervision, weak enforcement of disciplinary rules, or external disruptions affecting employee 

discipline. 

According to research by Mahyadi dan Safrizal (2023), transformational leadership has a positive 

influence on employee performance; however, their study was a literature review and did not include 

empirical data. In contrast, Rokhman, Bahiroh, and Maria (2022) found that transformational 

leadership did not have a significant effect on employee performance. 

 

The limited number of research that incorporate work discipline as a supporting component and the 

conflicting results about the impact of transformational leadership on employee performance are the 
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driving forces for this investigation. This research gap emphasises the necessity of more study into the 

connection between employee performance, work discipline, and transformative leadership in the 

context of corporate organisations. 

The urgency of this research is reinforced by internal data from PT Niaga Nusa Abadi, Bandung Branch, 

which shows fluctuations in employee performance throughout 2024 from 88.20% in the first quarter 

to 83.17% in the second quarter. Although still categorized as “Good,” this decline indicates the presence 

of factors affecting employee productivity that could potentially hinder the achievement of corporate 

targets amid the intense competition in the FMCG industry. This study is to examine the effects of work 

discipline and transformational leadership style on employee performance using a quantitative 

methodology.  Questionnaires were used to gather data, and statistical analysis was performed to find 

important correlations between the variables.  It is anticipated that the results would theoretically and 

practically advance human resource management and leadership methods, especially in terms of 

improving worker performance in the industrial sector.  

METHODS 

This study employs a descriptive approach using a quantitative research method. According to (Kasmir, 

2022), the quantitative method aims to test theories, either in terms of influence or relationships 

between variables. In this study, the researcher has identified the problem to be examined and seeks to 

uncover its root causes. This is supported by Komara, Syaodih, and Andriani (2022), they stress that 

the purpose of quantitative research is to test ideas by examining the correlations between variables. 

Descriptive research aims to describe the characteristics and nature of a phenomenon without exploring 

causal relationships (Yaniawati and Indrawan, 2024). Thus, the main focus of descriptive research is to 

provide explanations for the theories underpinning the study Komara, Syaodih, and Andriani (2022). 

Furthermore, this type of research serves to present data or information to readers on a particular topic. 

Once the data are presented, the researcher can answer the research questions posed in the study 

(Purwohedi, 2022). The specific characteristics of this study are detailed as follows: 

Table 4 Research Characteristics 

No. Research Characteristics Kind 

1. By Purpose  Descriptive 

2. Based on Methodology Quantitative 

3. Based on Strategy  Survey 

4. Based on Unit of Analysis Individual 

5. By Engagement  Not Intervening in Data 

6. By Time  Cross Sectional 

 

Data Collection and Data Sources 

The purpose of this study's data collecting was to gather pertinent information and bolster its goals. 

Data is obtained from reliable sources, both secondary and primary data. 

Data Collectio 

According to Djaali (2020), data collection is one of the most crucial stages in research, aimed at 

obtaining valid data from the variables under study. In quantitative research, this process involves 

gathering data in numerical form or other data that can be converted into quantitative formats 

(Yaniawati and Indrawan, 2024). It serves to transform facts into data that can be analyzed to answer 

the research questions and objectives (Djaali, 2020). 
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Two key methods were used in this study to gather data from primary and secondary sources:  surveys 

and interviews. The questionnaire was used as an instrument consisting of a list of statements to be 

answered by respondents and was distributed via WhatsApp, Google Forms email, and directly to 

individuals or groups (Djaali, 2020). The interviews were conducted orally and face-to-face, guided by 

predefined directions and objectives (Sekaran and Bougie, 2016). 

Data Sources 

According to Sugiono and Setiyawami (2022), primary and secondary data are the two categories into 

which research data sources fall.  The researcher collects primary data directly from respondents' 

questionnaire responses and observations (Yaniawati and Indrawan, 2024). Interviews with the branch 

manager of PT Niaga Nusa Abadi Bandung and the distribution of questionnaires to staff members, 

which the researcher personally administered, were the methods used in this study to gather primary 

data. 

Meanwhile, secondary data refer to pre-existing data obtained from documents such as company annual 

reports, literature references, websites, and previous studies. According to Yaniawati and Indrawan 

(2024) add that the use of secondary data can save time, costs, and resources due to its accessibility. 

Data Analysis Technique 

Two analytical techniques are used in this study: structural equation modelling using partial least 

squares (SEM-PLS) and descriptive data analysis. Descriptive analysis aims to present the 

characteristics of each variable through frequency and percentage distributions (Djaali, 2020; Komara, 

Syaodih, and Andriani (2022), and it is not intended for generalization (Sugiono and Setiyawami, 

2022). A questionnaire with a Likert scale was used to gather the data. SEM, or structural equation 

modelling, aims to maximise the latent variables' explained variance. (Sholihin and Ratmono, 2021; 

Hair et al., 2021), was used to investigate the connections between employee performance, work 

discipline, and transformational leadership style.  The AnaliSEM software was used for the analysis, 

which included assessing the measurement model as well as the structural model. 

RESULTS 

Outer Model Evaluation (Measurement Model Test) 

Ghozali (2021) states that the measurement model evaluation is carried out in order to evaluate the 

reliability and validity of latent constructs within the PLS-SEM model. 

 

 

Figure 1 Outer Model 
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Convergent Validity 

Indicator validity testing in the Partial Least Square (PLS) model is conducted through convergent 

validity analysis, which assesses the strength of the correlation between each indicator and the construct 

it measures (loading factor). The correlation values are derived from the outer loading output generated 

by the PLS algorithm, as presented in the following table. 

Table 5 Convergent Validity Outputs of Transformational Leadership 

Variable Leave Item Loading Factor Information 

 

 

 

 

Transformational Leadership (X1) 

KT1 0.8200 Valid 

KT2 0.8580 Valid 

KT3 0.7982 Valid 

KT4 0.8059 Valid 

KT5 0.8312 Valid 

KT6 0.7618 Valid 

KT7 0.8600 Valid 

KT8 0.8143 Valid 

KT9 0.8220 Valid 

KT10 0.8010 Valid 

KT11 0.8417 Valid 

 

 

 

 

Work Discipline (X2) 

DK1 0.8245 Valid 

DK2 0.8311 Valid 

DK3 0.8305 Valid 

DK4 0.7552 Valid 

DK5 0.7916 Valid 

DK6 0.7356 Valid 

DK7 0.8000 Valid 

DK8 0.7817 Valid 

DK9 0.7843 Valid 

DK10 0.8554 Valid 

 

 

 

 

 

 

 

 

 

Employee Performance (Y) 

KK1 0.8168 Valid 

KK2 0.7596 Valid 

KK3 0.7602 Valid 

KK4 0.7741 Valid 

KK5 0.7549 Valid 

KK6 0.7488 Valid 

KK7 0.7971 Valid 

KK8 0.7711 Valid 

KK9 0.7971 Valid 

KK10 0.8061 Valid 

KK11 0.7769 Valid 

KK12 0.7211 Valid 
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KK13 0.8602 Valid 

KK14 0.8135 Valid 

KK15 0.8149 Valid 

KK16 0.7994 Valid 

KK17 0.7980 Valid 

KK18 0.7995 Valid 

KK19 0.7698 Valid 

KK20 0.8267 Valid 

KK21 0.7884 Valid 

KK22 0.7658 Valid 

KK23 0.7707 Valid 

 

According to Table 5's output, every item under the variables of employee performance, work discipline, 

and transformational leadership has a loading factor value higher than 0.70.  This suggests that all 

indicators are deemed valid for measuring the concepts of transformational leadership, work discipline, 

and employee performance since they satisfy the requirements for convergent validity. 

Additionally, the Average variation Extracted (AVE) is utilised to evaluate the extent to which the 

concept can account for the variation of the indicators in order to support the convergent validity test.  

When the AVE value is more than 0.5, it means that the corresponding construct can account for more 

than half of the variance of the indicators. 

 

Tabel 6 Output Average Variance Extracted (AVE) 

Variabel AVE 

Transformational Leadership 0.6396  

Work Discipline 0.6722 

Employee Performance 0.6195 

 

It is evident from Table 6's result that each variable's Average Variance Extracted (AVE) values are 
higher than 0.5.  Employee performance has an AVE value of 0.6195, work discipline has an AVE value 
of 0.6722, and transformative leadership has an AVE value of 0.6396.  These findings show that every 
indicator in this study may reliably represent its respective constructs and is valid in terms of convergent 
validity. 

Discriminant Validity 

Ghozali (2021) states that the Heterotrait-Monotrait Ratio (HTMT), cross-loading, and the Fornell-
Larcker criterion are the three techniques that can be used to evaluate discriminant validity.  To 
ascertain whether each indication inside a construct differs from indicators in other constructs, several 
methods are employed.  Two of these techniques were used in this investigation: the Heterotrait-
Monotrait Ratio (HTMT) and the Fornell-Larcker criteria. 

Initially, the Fornell-Larcker criteria was used.  The square root of the AVE for each construct is 
compared to the correlation values between constructs in this test.  When the square root of the AVE 
for a particular concept is higher than its correlations with other constructs, discriminant validity is 
attained. 
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Tabel 7 Output Uji Fornell Larcker Criteration 

Variabel Work Discipline Transformational Leadership Employee Performance 

Work Discipline 0.7998   

Transformational Leadership 0.8134 0.8199  

Employee Performance 0.8632 0.8576 0.7871 

 

It is evident from the results in Table 7 that the correlation values between constructs are actually higher 

than the square root values of the AVE for each construct.  This suggests that, in accordance with the 

Fornell-Larcker criterion, the model does not meet the conditions for discriminant validity.  In other 

words, it's possible that the model's components still conceptually overlap and that there isn't enough 

differentiation between them. 

The Heterotrait-Monotrait Ratio (HTMT) may therefore be used to evaluate discriminant validity.  The 

HTMT test is designed to assess the degree of link between several constructs and quantify their 

correlation. According to Ghozali (2021), discriminant validity is considered acceptable if the HTMT 

value is less than 0.90. 

Table 8. Output of Heterotrait-Monotrait Ratio (HTMT) Test 

Variabel Work Discipline Transformational Leadership Employee Performance 

Work Discipline    

Transformational Leadership 0.8595   

Employee Performance 0.8997 0.8863  

 

It is evident from Table 8 result that every Heterotrait-Monotrait Ratio (HTMT) value is less than 0.90.  
This suggests that all variables in the study model satisfy the requirements for discriminant validity.  
Consequently, it may be said that the research model based on these factors is reliable. 

Reliability Test 

Cronbach's Alpha and Composite Reliability, two key indicators used to assess the constructs' reliability, 

were examined in this study's reliability test.  If a construct's Composite Reliability and Cronbach's 

Alpha scores are both more than 0.70, it is deemed dependable.  The following table displays the results 

for Cronbach's Alpha and Composite Reliability: 

Table 9 Output Reliability Test 

Variabel Cronbach’s Alpha Composite Reliability 

Work Discipline 0.9371 0.9466 

Transformational Leadership 0.9511 0.9575 

Employee Performance 0.9720 0.9740 

 

It is evident from Table 9's output data that every variable in this study has composite reliability and 

Cronbach's alpha values more than 0.7. This shows that each construct in the model already meets the 

reliability requirements, so it can be trusted for use in further testing.  
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Structural Measurement Test (Inner Model) 

In order to assess the link between latent variables in a research model, the inner model is a component 

of the Structural Equation Modelling (SEM) study.  The purpose of the inner model is to quantify the 

degree to which independent factors impact dependent variables.  

 

 

Figure 2 Inner Model 

 

R Square 

The degree to which the independent variables in a model can account for the dependent variable 

is measured using R-Square.  The predictive power of the model increases with the R-Square value.  R-

Square values are classified as follows, according Ghozali (2021) > 0.67 denotes a robust model, 0.33 a 

moderate model, 0.19 a weak model, and < 0.19 a very weak model. 

Table 10. R-Square Output 

Variable Dependent R-Square R-Square Adjusted 

Employee Performance 0.8165 0.8139 
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Table 10's output demonstrates that the employee performance variable's R-Square value is 0.8165, 
indicating that the model is classified as strong.  This indicates that 81.65% of the variation in employee 
performance can be explained by the factors of work discipline and transformational leadership, with 
the remaining variance being explained by other variables not covered in this study. 

 

F Square 

F-Square is used to assess the extent of the contribution of independent variables to the dependent 
variable in the structural model. According to Ghozali (2021), F-Square values are categorized as 
follows: 0.02 indicates a small effect, 0.15 indicates a moderate effect, and 0.35 or higher indicates a 
large effect. 

Table 11 F-Square Output 

Variabel  Work 
Discipline 

Transformational 
Leadership 

Employee 
Performance 

Work Discipline   0.4400 

Transformational 
Leadership 

  0.3794 

Employee Performance    

 

Based on the output results in Table 11, it can be seen that  the F-Square value  for the work discipline 

variable on employee performance is 0.4400 and for the transformational leadership variable on 

employee performance is 0.3794. The results of both values are in the large category, as they exceed the 

limit of 0.35. This shows that work discipline and transformational leadership make a great contribution 

to the performance of this model of employees. 

Estimation on Path Coefficients 

To determine the direction and strength of the independent variables' influence on dependents in the 

structural model, the path coefficient—obtained using the AnaliSEM software—was estimated.  This 

coefficient value demonstrates how strongly each of the variables under study is related to the others. 

Table 12 Output Path Coefficients 

Variabel  Original Sample 

Employee Performance Work Discipline goesne→ 0.4896 

Transformational Leadership Employee Performance goesce→ 0.4593 

 

It is evident from Table 12's output data that there is a 0.4896 correlation between employee 
performance and work discipline.  The positive value of the Original Sample indicates that there is a 
positive link between these two variables.  The impact of transformational leadership on worker 
performance, meanwhile, is 0.4593.  The positive value of the Original Sample indicates that there is a 
positive link between these two variables.  Overall, the findings indicated that transformative leadership 
connections had the biggest impact on worker performance. 

Pengujian Hypothesis 

AnaliSEM software ( = 5%) was used for hypothesis testing, and all T-statistics > T-Table values 

(1.655).  The outcomes of the hypothesis test are displayed in Table 13 as follows: 
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Table 13 Hypothesis Testing Outputs 

Hipotesis  Variabel  Original 
Sample 

Standard 
Deviantion 

T-
Test 

Status 

H1 Transformational Leadership 
Employee Performance→ 

0.4593 0.0729 6.3045 ACCEPTED 

H2 Employee Performance Work 
Discipline→ 

0.4896 0.0755 6.4887 ACCEPTED 

 

The transformational leadership variable's T-Statistics value on employee performance is 6.3045, and 
the work discipline variable's T-Statistical value on employee performance is 6.4887, according to Table 
13's output data.  Ha is approved since all T-Statistics values are greater than T-Table (1.655). 

The description that follows provides an explanation of the hypothesis that was received for this 
investigation: 

H1: There is a positive and significant influence between the Transformational Leadership Style (X1) on 
Employee Performance (Y) at PT Niaga Nusa Abadi. 

H2: There is a positive and significant influence between Work Discipline (X2) on Employee Performance 
(Y) at PT Niaga Nusa Abadi 

The Influence of Transformational Leadership on Employee Performance 

This study's path coefficient of 0.4593 and T-statistic of 6.3045, which are higher than the T-table value 

of 1.655, demonstrate that transformational leadership significantly and favourably affects PT Niaga 

Nusa Abadi employees' performance. This indicates that an increase in transformational leadership 

practices by management can significantly enhance employee performance. Transformational 

leadership provides motivation, inspiration, and positive guidance, thereby promoting work 

productivity. These findings are consistent with the theory that transformational leadership plays a vital 

role in driving positive change and building trust between leaders and subordinates (Bass, 1985; 

Kirkbride, 2006),and are also aligned with previous research (Ramadhani and Indawati, 2021; Jayanti 

and Novita, 2024). According to the demographic data, most respondents are between the ages of 26 

and 30, have completed senior high school (SMA/SMK), and have one to three years of work experience. 

This suggests that they require a lot of inspiring and communicative leadership to boost their 

performance. 

The Influence of Work Discipline on Employee Performance 

Given that the T-statistic of 6.4887 and the path coefficient of 0.4896 are higher than the T-table value 

of 1.655, this study further supports the notion that work discipline has a positive and substantial impact 

on employees' performance at PT Niaga Nusa Abadi.  This study demonstrates that maintaining 

consistency and high standards in employee performance requires discipline that includes 

accountability, attendance, and timeliness.  The outcome is consistent with the notion that views work 

discipline as a critical component of increasing organisational productivity (Sinambela, 2019; Afandi, 

2016) and is consistent with previous studies (Rosalina and Wati, 2020; Indriyani et al., 2021).The 

demographic data indicate that most respondents work in field positions with structured schedules and 

performance targets, making strict supervision and a reward-and-sanction system essential to 

maintaining work performance. Therefore, the company should maintain its discipline management 

policies, particularly those based on regular evaluations of attendance, punctuality, and weekly 

performance, to ensure employees remain on track toward achieving their performance goals. 

 

CONCLUSION 
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According to this study, PT Niaga Nusa Abadi Bandung Branch employees' performance is positively 

and significantly impacted by transformational leadership style and work discipline.  With a path 

coefficient of 0.4593 and a T-statistic of 6.3045, the hypothesis test findings demonstrated that 

transformational leadership style significantly and favourably affected performance.  Additionally, a 

path coefficient of 0.4896 and a T-statistic of 6.4887 demonstrated that work discipline had a positive 

and substantial impact on performance.  

According to these results, enhancing transformational leadership and enforcing work discipline 

consistently might be useful tactics for raising staff performance and productivity.  To be competitive 

in the cutthroat FMCG distribution sector, the company is therefore urged to keep enhancing its 

leadership skills and fortifying its work-discipline culture. 
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