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ABSTRACT 

 

This research is motivated by the role of the leader in improving the quality of work relationships. 

Leader-member exchange has a role in creating a quality working relationship between leaders and 

employees. This study aims to determine the effect of leader-member exchange which consists of affect, 

loyalty, contribution, and professional respect on employee performance at PT Gawi Makmur 

Kalimantan. The sampling technique using systematic random sampling obtained 86 samples. The partial 

test shows loyalty, contribution, and professional respect partially influence employee performance, while 

affect does not affect employee performance. Simultaneous test shows affect, loyalty, contribution, and 

professional respect have a simultaneous effect on employee performance by 26.835 ≥ 2,48 with a 

significance of 0,000 ≤ 0,05. The dominant test results show that professional respect has a dominant 

effect on employee performance with the value of standardized coefficients beta of 0,350 
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INTRODUCTION 

 
Companies cannot stand alone without the role of a leader. Leaders are the backbone of a 

company’s growth (Asrar-ul-Haq & Kuchinke, 2016; Gemeda & Lee, 2020; Niswaty et al., 

2019; Xie et al., 2018). Leaders are required to have the ability and skills in managing the 

company. The existence of a leader in an organization or company is needed to improve 

employee performance. A leader is someone who has the authority to direct his subordinates in 

doing work so that they can work productively in achieving the vision and mission that has been 

set (Davila & Elvira, 2012; Huertas-Valdivia et al., 2019). In a company, good performance is 

supported by interactions between leaders and employees. This interaction can lead to a 

reciprocal relationship between the two.  

 There is a leadership pattern that is closely related to the relationship between leaders 

and employees. This leadership pattern is known as the leader-member exchange. This 

leadership theory is a process of social interaction that affects leaders and employees. According 

to (Settoon et al., 1996) leader-member exchange is an increase in the quality of the relationship 

between leaders and employees which can affect the performance of both. The relationship 

created between leaders and employees can lead to a sense of trust, positive attitude, and 

support. The behavior of the relationship between leaders and employees can be seen from the 

routine work and roles performed. The leader-member exchange leadership system can generate 

feedback between the two by establishing communication regardless of social boundaries.  

 According to (Liden & Maslyn, 1998) several leader-member exchange indicators are 

used to measure the creation of leader-member exchange in a company. These indicators 
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include affect, loyalty, contribution, and professional respect. Affect is a close relationship 

between leaders and employees where leaders and employees have interpersonal appeal not only 

work professionals. Loyalty is an attitude of supporting each other for what is done in any 

situation. The contribution is the extent to which employees devote their abilities to the 

company by contributing to all activities related to the company. Professional respect is an 

attitude of respecting and admiring the leadership for the achievements achieved.  

 According to (Mangkunegara, 2011) performance or job performance is the quality and 

quantity of work achieved by an employee in carrying out his duties by the given 

responsibilities. Meanwhile, according to (Moeheriono, 2018) performance is a description of 

the level of achievement of the implementation of an activity program or policy in realizing the 

goals, objectives, vision, and mission of the organization as outlined in strategic planning. 

Employee performance can be categorized into two, namely high performance and low 

performance (Dehaghi & Rouhani, 2014; Kanapathippillai et al., 2019; Sari et al., 2020). High 

employee performance can have a positive impact on the company such as being able to 

complete work on time, being able to work together, having good interactions, and having a 

large contribution to the company. Meanwhile, low employee performance can hurt the 

company, such as delays in completing work, absenteeism, indiscipline, and decreased work 

results.  

 Several previous research results state that the leader-member exchange affects 

employee performance. As in research (Taqiuddin et al., 2018) states that the leader-member 

exchange has a positive and significant effect on employee performance. This is supported by 

the attention and trust given by the leadership to employees. Giving attention and trust makes 

employees feel at home under leadership guidance. Also, in research (Elshifa, 2018) leader-

member exchange has a significant effect on the performance of Kospin Jasa Pekalongan 

employees. This is stated by a qualified leader-member exchange that can increase employee 

work engagement because employees feel passionate and dedicated. 

 The quality of the relationship between leaders and employees is very important in 

efforts to improve performance (Kelidbari et al., 2016; She et al., 2020; Ye et al., 2020). The 

relationship created creates interaction between the two, as well as the establishment of 

communication and openness. The leader-member exchange approach not only improves the 

quality of the relationship but also improves performance because the leader-member exchange 

not only leads to the quality of the relationship but also leads to work professionalism  

. 

METHOD 

 
This type of research uses a quantitative approach and aims to determine the causality 

between variables. The research object at PT Gawi Makmur Kalimantan, Penajam Paser Utara. 

The population in this study amounts to 599 employees. The sampling technique used 

systematic random sampling and obtained a sample of 86 respondents. The data collection 

technique used was a questionnaire. Data analysis using classical assumption test, multiple 

linear regression analysis, and hypothesis testing.  
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RESULT AND DISCUSSION 
 

Classic Assumption Test 

The normality test aims to determine whether the residual value data is normally distributed 

or not. The results of the normality test are as follow: 

Table 1. 

Normality Test Results 

One-Sample Kolmogorov-Smirnov Test 

 Unstandardized Residual 

N 86 

Normal Parameters
a,b

 Mean ,0000000 

Std. Deviation 3,13347852 

Most Extreme Differences Absolute ,079 

Positive ,071 

Negative -,079 

Test Statistic ,079 

Asymp. Sig. (2-tailed) ,200
c,d

 

a. Test distribution is Normal. 

b. Calculated from data. 

c. Lilliefors Significance Correction. 

d. This is a lower bound of the true significance. 

Source: Processed data, 2020 

Based on the results of the normality test above, it can be seen that the Kolmogorov 

Smirnov Test Statistic value is 0,79 with a significance of 0,200 > 0,05. So it can be concluded 

that the residual value is normally distributed or meets the residual normality assumption.  

The multicollinearity test aims to determine whether there is a correlation between the 

independent variables. The results of the multicollinearity test are as follows: 

 

Table 2 

Multicolonierity Test Results 

Coefficients
a
 

 Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity 

Statistics 

B Std. 

Error 

Beta   Tolerance VIF 

1 (Constant) 11,555 3,023  3,822 ,000   

Affect ,532 ,339 ,141 1,568 ,121 ,657 1,521 

Loyalty ,937 ,386 ,210 2,431 ,017 ,714 1,400 

Contribution ,683 ,224 ,267 3,045 ,003 ,692 1,445 

Professional 

Respect 

1,300 ,372 ,350 3,492 ,001 ,528 1,895 

a. Dependent Variable: Employee Performance  

Source: Processed data, 2020 
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Based on the multicollinearity test results above, it can be seen that the results of the 

calculation of the Tolerance value do not have a value less than 0,10 and none of the Variance 

Inflation Factor (VIF) values have values above 10, this shows that there is no correlation 

between the independent variables.  

Multiple Linear Regression Analysis 

Multiple linear regression analysis aims to measure the relationship between two or more 

variables and can show the direction of the relationship between variables (Ghozali, 2016). The 

results of testing multiple linear regression analysis are as follows: 

Table 3. 

Multiple Linear Regression Test Results 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta   

      

1 (Constant) 11,555 3,023  3,822 ,000 

Affect ,532 ,339 ,141 1,568 ,121 

Loyalty ,937 ,386 ,210 2,431 ,017 

Contribution ,683 ,224 ,267 3,045 ,003 

Professional Respect 1,300 ,372 ,350 3,492 ,001 

a. Dependent Variable: Employee Performance 

Source: Processed data, 2020 

 

Based on the table above, the equation values for the multiple linear regression model are as 

follows: 

Y = a + b1X1 + b2X2 + b3X3 + b4X4 

Y = 11,555 + 0,532X1 + 0,937X2 + 0,683X3 + 1,300X4 

From the multiple linear regression equation above, it can be concluded as follows: 

a. A constant value of 11,555 shows a positive influence on the independent variable 

affect (X1), loyalty (X2), contribution (X3), and professional respect (X4). If the 

independent variable increases or affects one unit, the employee performance variable 

will increase or be fulfilled.  

b. The regression coefficient value for effect is 0,532 which states that if affect (X1) 

increases by one unit, then employee performance (Y) will increase by 0,532 with the 

assumption that the other variables are considered constant.  

c. The loyalty regression coefficient value of 0,937 states that if the loyalty (X2) increases 

by one unit, the employee’s performance (Y) will increase by 0,937, assuming other 

variables are considered constant.  

d. The regression coefficient value of 0,683 states that if the contribution (X3) increases 

by one unit, then the employee’s performance (Y) will increase by 0,683 assuming the 

other variables are considered constant.  
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e. The regression coefficient value of professional respect is 1,300 which states that if 

professional respect (X4) increases one unit, then the employees’ performance (Y) will 

increase by 1,300 assuming the other variables are considered constant.  

Correlation Coefficient (R) 

Testing the correlation coefficients aims to determine the correlation between the correlation 

and measure the strength of the influence between the independent and dependent variables. The 

results of testing the correlation coefficient (R) are as follow: 

 

Table 4. 

Correlation Coefficient Test Results (R) 

Model Summary
b 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 ,755
a
 ,570 ,549 3,210 

a. Predictors (Constant), Professional Respect, Loyalty, Contribution, Affect 

b. Dependent Variable: Employee Performance 

Source: Processed data, 2020 

 

Based on the results of the correlation coefficient test (R) above, it can be seen that the 

results of the processing of the correlation coefficient value of 0,755 mean that it shows the 

level of the relationship between the variables affect, loyalty, contribution, and professional 

respect towards employee performance variables, including the strong and positive categories 

because they are in the range of the coefficient interval of 0,600-0,799. 

Coefficient of Determination (R2) 

Testing the coefficient of determination (R2) aims to determine the proportion of variation in 

the dependent variable of employee performance (Y) on the independent variable affect (X1), 

loyalty (X2), contribution (X3), and professional respect (X4). The results of testing the 

coefficient of determination (R2) are as follows: 

 

Table 5. 

Determination Coefficient Testing (R2) 

Model Summary
b
 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

     

1 ,755
a
 ,570 ,549 3,210 

a. Predictors: (Constant), Professional Respect, Loyalty, Contribution, Affect 

b. Dependent Variable: Employee Performance 

Source: Processed data, 2020 

 

Based on the results of the determination coefficient test (R2) above, it can be seen that 

the results of the determination coefficient value of 0,549 mean that the dependent variable 
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employee performance is influenced by the dependent variable affect, loyalty, contribution, and 

professional respect by 54,9%, while the rest is 45,1% influenced by other factors.  

Hypothesis Testing 

 The t-test (partial) aims to determine the effect on each independent variable affect (X1), 

loyalty (X2), contribution (X3), and professional respect (X4) partially on employee 

performance (Y) by comparing the results of the significant value of tcount with alpha (0,05). 

The results of the t-test (partial) are as follows: 

 

Table 6. 

Results of Affect Hypothesis Test on Employee Performance 

Coefficients
a 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta   

1 (Constant) 11,555 3,023  3,822 ,000 

Affect ,532 ,339 ,141 1,568 ,121 

a. Dependent Variable: Employee Performance 

Source: Processed data, 2020 

 

Based on the results of the t-test (partial) in the table above, the t-count value 1,568 and a 

significance value is 0,121. Then compared with the t-table value of 1,990 and a research 

significance value of 0,05. Then the t-count ≤ 1,990 and a significance value of 0,121 ≥ 0,05 are 

obtained. This means that there is no partial effect on employee performance.  

 

Table 7. 

Loyalty Hypothesis Test Results on Employee Performance   

Coefficients
a 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta   

1 (Constant) 11,555 3,023  3,822 ,000 

Loyalty ,937 ,386 ,210 2,431 ,017 

a. Dependent Variable: Employee Performance 

Source: Processed data, 2020 

 

Based on the results of the t-test (partial) in the table above, the t-value is 2,431 and a 

significance value is 0,017. Then compared with the t-table value of 1,990 and a research 

significance value of 0,05. Then the t-count value is 2,431 ≥ 1,990 and a significance value of 

0,017 ≤ 0,05. This means that there is a partial effect of loyalty on employee performance.  
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Table 8. 

Hypothesis Test Results Contribution to Employee Performance 

Coefficients
a 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta   

1 (Constant) 11,555 3,023  3,822 ,000 

Contribution ,683 ,224 ,267 3,045 ,003 

a. Variable: Employee Performance 

Source: Processed data, 2020 

 

Based on the results of the t-test (partial) in the table above, the t-value is 3,045 and a 

significance value is 0,003. Then compared with the t-table value of 1,990 and a research 

significance value of 0,05. Then the t-count value is 3,045 ≥ 1,990 and a significance value is 

0,003 ≤ 0,05. This means that there is a partial contribution to the performance of employees.  

Table 9. 

Professional Respect Hypothesis Test Results on Employee Performance 

Coeffiecients
a 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 11,555 3,023  3,822 ,000 

Professional Respect 1,300 ,372 ,350 3,492 ,001 

a. Variable: Employee Performance 

Source: Processed data, 2020 

Based on the results of the t-test (partial) in the table above, the t-count value 3,492 and a 

significance value is 0,001. Then compared with the t-table value of 1,990 and a research 

significance value of 0,05. Then the t-count value was 3,492 ≥ 1,990 and the research 

significance value was 0,001 ≤ 0,05. This means that there is a partial influence of professional 

respect on employee performance.  

The F test (Simultaneous) aims to determine the influence simultaneously between the 

independent variables affect (X1), loyalty (X2), contribution (X3), and professional respect (X4) 

on the dependent variable employee performance (Y). The results of the F test (Simultaneous) 

are as follows: 

Table 10. 

F-Test Results (Simultaneous) 

Model Sum of 

Square 

df Mean Square F Sig. 

1 Regression 1105,970 4 276,492 26,835 ,000
b
 

Residual 834,588 81 10,304   

Total 1940,558 85    
a. Dependent Variable: Employee Performance 
b. Predictors: (Constant), Professional Respect, Loyalty, Contribution, Affect  

Source: Processed data, 2020 
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Based on the results of the F test (Simultaneous) in the table above, it is obtained F count 

is 26,835 and a significance value of 0,000. Then compared with the F table value of 2,48 and a 

significance value of 0,05. Then obtained F count 26,835 ≥ 2,48 and a significance value of 

0,000 ≤ 0,05. This means that the leader-member exchange variable which consists of affect, 

loyalty, contribution, and professional respect has a simultaneous effect on employee 

performance.  

Dominant testing aims to determine which independent variables affect, loyalty, 

contribution, and professional respect have the most dominant influence on employee 

performance by looking at the standardized coefficient value of standardized coefficients beta 

which is the highest. The dominant test results are as follow:  

Table 11. 

Dominant Test Results 

Coefficients
a 

Model Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. 

B Std.Error Beta 

1 (Constant) 11,555 3,023  3,822 ,000 

Affect ,532 ,339 ,141 1,568 ,121 

Loyalty ,937 ,386 ,210 2,431 ,017 

Contribution ,683 ,224 ,267 3,045 ,003 

Professional Respect 1,300 ,372 ,350 3,492 ,001 

a. Dependent Variable: Employee Performance 

Source: Processed data, 2020 

Based on the results of the dominant test, the highest value of standardized coefficients 

beta is the professional respect variable of 0,350. This means that professional respect has a 

dominant effect on employee performance. 

CONCLUSION 

Based on the results of partial research, a leader-member exchange which consists of 

loyalty, contribution, and professional respect has a positive and significant effect on employee 

performance at PT Gawi Makmur Kalimantan. Meanwhile, affect has no partial effect on 

employee performance at PT Gawi Makmur Kalimantan. Based on the simultaneous research 

results, the leader-member exchange which consists of effect, loyalty, contribution, and 

professional respect has a positive and significant effect on employee performance at PT Gawi 

Makmur Kalimantan. Based on the results of the study, the dominant sub variable professional 

respect has a dominant effect on employee performance, or in other words, professional respect 

has the greatest influence on the employee performance of PT Gawi Makmur Kalimantan. 
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