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Abstract 

Research on performance is still an interesting topic in the field of human resource management. This 

study aims to determine and analyze the effect of leadership style, turnover, punishment, and career 

development on employee performance at PT Shimano Batam, both partially and simultaneously. This 

research is a quantitative study using a descriptive design with the research site being PT.Shimano 

Batam. The sampling technique of this study uses a census technique with an error rate of 10%. The 

population of this study was 1,643 employees. The sample of this study was 94 employees. Data 

analysis techniques used multiple linear regression. The results showed that Leadership Style has a 

significant effect on the performance of employees of PT.Shimano Batam, Turnover has a significant 

effect on the performance of employees of PT.Shimano Batam, Punishment has a significant effect on 

the performance of employees of PT.Shimano Batam, Career Development has a significant effect on 

the performance of employees of PT.Shimano Batam. Simultaneously, Leadership Style, Turnover, 

Punishment, and Career Development together have a significant effect on the performance of 

employees at PT. Shimano Batam. 
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INTRODUCTION 

Employee performance is an action taken by employees in carrying out the work assigned 

by the company. Every company always expects its employees to perform well, because having 

high-performing employees can improve the company's performance. Companies often face 

human resource issues, and human resource issues pose a challenge for management. This is 

because the success of a company depends on the quality of its human resources. 

PT.Shimano Batam is a Singaporean subsidiary. PT.Shimano Batam has two companies 

engaged in the assembly of bicycle components and the manufacture of fishing equipment. 

Over time, problems have arisen that have caused a decline in employee performance at 

PT.Shimano Batam. 

Several factors that ffectaemployee performance are, first, a leadership style that does not pay 

attention to the welfare of its members, where leaders make decisions without considering the 

circumstances, which results in a lack of synergy between superiors and subordinates. High 

turnover causes employee turnover to increase, where employees leave the company even 

before their employment contract has been completed, causing the team to lose its good work 

productivity. Then, the punishment given is not on target, in other words, unishmentpshould be given after 

careful and objective consideration of all aspects relevant to the situation. Finally, career 
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development is also a series of activities to improve the work capabilities of individual 

employees in order to plan their careers for the present and the future. However, at PT. Shimano 

Batam, there has been no career development carried out by the company to improve the skills 

of its employees in order to advance to higher levels within the company. As a result, employees 

who have been with the company for a long time are only bleato hold neoposition. This causes employees 

to become bored with their limited abilities, preventing them from advancing in their careers. In 

dditiona, the lack of career development causes employees to lack confidence in their bilitiesa. If employees 

feel bored, discouraged, and lack confidence in their abilities, this can cause a decline in t hei r 

performance ,which in turn can affect the company's productivity. 

 

METHODOLOGY 

Type of Research 

The type and design of research used in this study is quantitative research using primary 

data sources, which are data sources obtained from research objects, by distributing 

questionnaires (forms) to respondents. 

Research Method 

The researcher states that the design used in this study is descriptive research. 

Descriptive research is used to describe the results of processing and analyzing each indicator 

of the research variables, Ulmar (2019). To obtain the data needed for this research, the 

researcher distributed uestionqnaires to selected respondents who were considered to meet the criteria 

deemed suitable by the researcher to become respondents. 

Population and Sample 

The population of this study consists of 1,643 employees of PT. Shimano Batam. The 

sample was taken based on lisepm random sampling, which is a technique used when the population has 

members roelements that are not homogeneous and are stratified proportionally. The sampling 

technique used in this study was the Slovin formula. The population size was 1,643 people, and 

the result of the calculation using the Slovin formula was 94.26, so the sample size for this 

study was rounded to 94 people. 

 

DISCUSSION 

1. T-test (Partial) 

To determine the iiif sacce nng level, n-k-1 is used at a iiifscce agnn level of 10% (error rate of 10% or 0.10) roa 

confidence level of 90% or 0.90. So if the error rate fothe variable is more than 10%, it 

means that the variable is not significant. 
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Based on the table, the T-test can be explained as follows: 

a. The results of the Leadership Style variable (X1) show a t-value of 9.261 > t-table 1.291 

and a significance value of 0.001 < 0.10. This means that Leadership Style (X1) 

has a significant effect on Employee Performance (Y). 

b. The results of the Turnover (X2) variable , with a t-value of 3.960 > t-table 1.291 and a 

significance value of 0.009 < 0.10. This means that Turnover (X2) has a significant effect 

on Employee Performance (Y) . 

c. The result of the variable Pulnishmelnt (X3) has a t-value of 6.038 > t-table 1.291 and a 

significance value of 0.003 < 0.10. This means that Pulnishmelnt (X3) has a 

significant effect on Employee Performance (Y). 

d. The result of the Career Development variable (X4) is 12.841 > t-table 1.291 and a 

significant value of 0.000 < 0.05. This means that Career Development (X4) has 

a significant effect on Employee Performance (Y). 

2. F Test (Simultaneous) 
 

Based on the table, the calculated value of F is 1295.006 > Ftable 2.01 and the 

significance value is 0.000 < 0.10. This means that H0 is rejected and Ha is accepted. 

Therefore, it can be concluded that Leadership Style (X1), Turnover (X2), Punishment 

(X3), and Career Development (X4) simultaneously have a positive and significant 

effect on Employee Performance. 

3. Determination Coefficient Test 

Determination Coefficient Test Results 
Model Summaryb 
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Model 

 
 
 

 
R 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

R Squared 

 
 

 
Adjusted 

R-Squared 

 
 
 

 
Standard Error of theEstimator 

1 .992a .983 .982 .83792 

a. Predictors: (Constant), CAREER_X4, LEADERSHIP_X1, 
PUNISHMENT_X3, TURNOVER_X2 

b. Dependent ariablesV: KINELRJAKARYAWAN_Y 

Source: Processed primary data, 2024 

Based on the table above, the -SRquared value of 0.983 indicates that the influence of 

Leadership Style, Turnover, Punishment, and Career Development together influence 

employee performance by 98.3%. This means that the influence of Leadership Style, 

Turnover, reward, and career development together have a proportionate influence on 

employee performance of 98.3% , while the remaining 1.7% is influenced by other 

variables that are not included in the linear regression model. 

 

CONCLUSION 

Based on the results of the research conducted by the researcher using existing literature 

and the discussion in the previous chapter, the researcher draws the following conclusions: 

1. Leadership style has a positive and significant effect on the performance of employees 

at PT. Shimano Batam. 

2. Turnover has a positive and significant effect on the performance of employees at PT. 

Shimano Batam. 

3. Career development has a positive and significant impact on the erformancepof PT. Shimano Batam 

employees. 

4. Career development has a positive and significant effect on the performance of PT. 

Shimano Batam employees. 

5. Leadership style, turnover, punishment, and career development together have a 

significant effect on hetperformance of PT. Shimano Batam employees. 
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