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Abstract

This study aims to analyze the influence of leadership style (servant leadership), workload, and work discipline on employee performance in Regional Companies in West Java. The background of this research is based on the importance of employee performance in supporting the achievement of organizational goals, where leadership, workload management, and employee discipline play a significant role. The formulation of the problem in this study is whether there is a significant influence of servant leadership, workload, and work discipline on employee performance, both partially and simultaneously. This research uses a quantitative approach with an explanatory research design. Data were collected through structured questionnaires distributed to 145 employees and analyzed using multiple linear regression to test the effect of independent variables on the dependent variable. The results showed that workload and work discipline have a significant positive influence on employee performance, with a significance value of 0.000 (p < 0.05). In contrast, servant leadership has no significant effect on employee performance, with a significance value of 0.706 (p > 0.05). Simultaneously, the three variables have a significant effect on employee performance. This finding indicates that although servant leadership does not have a direct impact, effective workload management and discipline level to the employee's performance have a significant effect on employee performance with a significance value of 0.000 (p < 0.05). In contrast, servant leadership does not have a significant effect on employee performance, with a significance value of 0.706 (p> 0.05). Simultaneously, the three variables have a significant effect on employee performance. This finding indicates that although servant leadership does not have a direct impact, effective workload management and a high level of work discipline are key factors in improving employee performance.
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[bookmark: _Hlk201559531]INTRODUCTION
In an increasingly competitive global era, employee performance is a key factor in determining the success of an organization, including in the public service sector. Employee performance is influenced by various factors, including leadership style, workload, and work discipline. These three factors have a strategic role in creating a productive and efficient work environment to support the achievement of organizational goals (Resta & Endratno, 2022). Therefore, this study aims to analyze the effect of servant leadership style, workload, and work discipline on employee performance in Regional Companies in West Java.
Leadership style is a leadership concept that focuses on serving subordinates and developing their potential. Robert K. Greenleaf (1977) introduced this concept by emphasizing that a true leader is essentially a servant first. Servant leadership encourages leaders to listen, show empathy, and empower employees, thus creating a positive and supportive work environment. In the context of public organizations, this leadership style can increase employee motivation, loyalty, and performance through harmonious relationships between leaders and subordinates. Research conducted by Rachman & Mujanah (2021) shows that servant leadership contributes positively to job satisfaction and employee productivity..
Furthermore, workload refers to the number of tasks and responsibilities that must be completed by employees within a certain period of time. A balanced workload can improve work efficiency, while excessive workload can lead to stress, fatigue, and decreased performance. According to Robbins dan Judge (2017), Poorly managed workload can negatively impact employees' mental and physical health, ultimately affecting the quality of their work output. Data from the International Labor Organization (ILO) in 2021 shows that 35% of workers in the public sector experience high levels of stress due to excessive workload, which directly impacts their productivity..
Work discipline is defined as an effort to create work behavior that is in line with the standards set by the organization. (Sirodjudin et al., 2024). Good work discipline encourages employees to work consistently, on time, and efficiently, which in turn can improve individual and team performance. According to Gusti (Made Gaby Surya Dwipayana et al., 2022) work discipline is a situation where each individual implements the rules that apply properly and there is no violation of these rules either directly or indirectly. Data from Badan Kepegawaian Negara (BKN) in 2022 showed that a high level of discipline has a positive correlation with a 25% increase in performance in local government agencies.
Employee performance is the result achieved by individuals in carrying out their duties and responsibilities in accordance with organizational standards. According to Awaliya & Endratno (2023) Employee performance is measured based on indicators such as productivity, work quality, timeliness, and initiative. Factors such as effective leadership style, proper workload management, and high work discipline have a significant influence on employee performance. Data from an internal survey conducted by a Regional Company in West Java in 2023 showed that only 68% of employees achieved optimal performance targets, indicating the need to evaluate the factors that influence their productivity..
Based on the explanation above, this study aims to empirically analyze the effect of servant leadership, workload, and work discipline on employee performance in Regional Companies in West Java. This research is expected to make a theoretical contribution to the development of knowledge in the field of human resource management as well as practical recommendations for managing employee performance in public organizations.

REVIEW OF LITERATURE
Servant Leadership
The servant leadership style is a leadership approach that emphasizes the role of a leader as a servant first, with a primary focus on the growth and well-being of employees and the communities to which they belong. This concept was introduced by Robert K. Greenleaf in 1970, which highlighted that true leadership arises from a natural drive to serve others. Leaders who implement servant leadership prioritize the needs of their team members, help them develop, and encourage them to achieve their best performance.
The core characteristics of servant leadership include the ability to listen actively, show empathy, provide support for healing, have high self-awareness, use persuasive approaches, think conceptually, have foresight, exercise responsible stewardship, commit to individual growth, and build solid communities. Leaders who exhibit these characteristics are able to create a work environment that encourages trust, collaboration and high employee engagement. Ultimately, this contributes significantly to improved employee performance in the organization (Solahudin et al., 2024).
Workload
Workload refers to the quantity and complexity of tasks assigned to an employee in a given period of time. According to Muhammad et al (in the Tanjung et al., 2021) Workload is a condition of task descriptions of a job that must be completed within a certain time limit as planned. Workload includes quantitative workload, which is the volume of work to be completed, as well as qualitative workload, which relates to the level of complexity and difficulty of the task. An optimal workload can increase employee productivity and job satisfaction, while excessive workload has the potential to cause stress, burnout, and decreased performance.
In the context of organizations, especially in the public service sector such as one of the Regional Companies in West Java, effective workload management is a very crucial aspect. Poor workload management can have negative impacts, such as high turnover rates, decreased work efficiency, and low employee morale and motivation. Therefore, workload balance is essential to ensure employees remain motivated, able to work optimally, and  consistently produce high quality work. (Priyandi et al., 2020).
Work Discipline
Work discipline is the practice of compliance with rules, standards, and procedures that have been established by the organization in order to maintain order and ensure smooth and efficient operations. Work discipline reflects employees' commitment to punctuality, responsibility, and consistency in completing tasks in accordance with predetermined guidelines. The level of A high level of work discipline encourages increased productivity, reduces the potential for errors, and builds a culture of accountability within the organization. According to (Fajri & Dharmawan, 2021) Discipline is the main factor needed as a driver of work productivity, so that it will create enthusiasm at work. Employees who have strong work discipline tend to carry out their duties with thoroughness, are able to meet deadlines, and make a positive contribution to the achievement of organizational goals. In public service organizations, maintaining strict work discipline is very important to ensure that services to the public can be provided efficiently and effectively. Good work discipline not only supports individual performance, but also plays a role in creating a structured and result-oriented work system (Handayani et al., 2025).
Employee Performance
Employee performance refers to the effectiveness and efficiency in carrying out the duties and responsibilities carried out by an employee. According to Wahyu et al., (2021), Performance is the result of work and actions achieved by fulfilling the duties and responsibilities given within a certain period of time. Then according to Desfitriady & Pandini, (2023) Performance is the process of evaluating how well employees do their jobs when compared to a set of standards and then communicating with employees. Performance is generally measured based on several indicators, such as productivity, quality of work, timeliness in completing tasks, and the ability to innovate. High-performing employees are not only able to meet job expectations, but also often exceed set targets, thus making a significant contribution to the success of the organization.
Various factors can affect employee performance, including leadership style, workload, work discipline, motivation, job satisfaction, and work environment. Therefore, organizations need to focus on creating conditions that support employees to work optimally. This includes the implementation of effective leadership, measurable workload management, and the establishment of a disciplined work culture. By creating a conducive work environment, organizations can encourage productive and sustainable employee performance, which ultimately contributes to the achievement of overall organizational goals (Welli Saputra et al., 2022).

[bookmark: _Hlk201559556]RESEARCH METHOD
This study uses a quantitative approach with an explanatory design to analyze the effect of servant leadership, workload, and work discipline on employee performance in Regional Companies in West Java. Data collection was carried out through structured questionnaires distributed to employees, using closed questions to capture respondents perceptions related to the variables studied.
Primary data was obtained directly from respondents through questionnaires, while secondary data was sourced from relevant literature, reports, and previous studies. The data collected is quantitative and measured using a Likert scale to assess the intensity of respondents perceptions of each research variable.
Data analysis was conducted using descriptive statistics to summarize the characteristics of respondents and their responses, and multiple linear regression to test the influence of independent variables on employee performance. Hypothesis testing was conducted with a 95% confidence level to ensure the validity and reliability of the findings of this study.

[bookmark: _Hlk201559572]RESULTS AND DISCUSSION
[bookmark: _Hlk201560059]Descriptive Statistics Test
Tabel 1
Descriptive Statistics
	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std.
Deviation

	Servant Leadership
	145
	25
	105
	81,00
	13,371

	Workload
	145
	17
	35
	28,70
	3,900

	Work Discipline
	145
	34
	65
	48,39
	5,892

	Employee Performance
	145
	14
	25
	20,82
	2,805

	Valid N (listwise)
	145



Based on the Descriptive Statistics table of 145 respondents, it is shown that the average servant leadership score is 81.00 with considerable variation, indicating a positive yet diverse perception among employees. Workload has an average of 28.70 with low variation, indicating a relatively uniform perception among respondents. Work discipline had an average of 48.39, reflecting a good level of discipline with moderate differences among employees. 
Meanwhile, employee performance has a mean of 20.82 with high consistency, indicating good stability in performance. This data is fully valid and forms the basis for further analysis of the relationship between variables in this study.
ANOVA Test
Table 2 
ANOVA Test
	
	
	ANOVAa
	
	
	
	

	Model
	
	Sum of
Squares
	df
	Mean
Square
	F
	Sig.

	1
	Regression
	607,514
	3
	202,505
	54,302
	.000b

	
	Residual
	525,824
	141
	3,729
	
	

	
	Total
	1133,338
	144
	
	
	

	a. Dependent Variable: Empleyee Performance
	
	
	
	
	

	b. Predictors: (Constant), work discipline, workload, Servant Leadership
	
	
	
	
	



Based on the ANOVA table, the F value is 54.302 with a significance level (Sig.) of 0.000, which indicates that the regression model is simultaneously significant in explaining the effect of servant leadership, workload and work discipline on employee performance in Regional Companies in West Java. The significance value smaller than 0.05 confirms that the three independent variables have a significant influence on employee performance. This finding indicates that the regression model used is effective in explaining variations in employee performance in the context of this study.

Multiple Linear Regression Test
Table 3
Coefficients
	C
	oefficientsa
	
	
	
	

	 Model	
	Standardized
Coefficients
	t
	Sig.
	Collinearity
Statistics
	

	
	Beta
	
	Tolerance
	VIF

	1
	(Constant)
	2,206
	1,468
	
	1,502
	0,135
	
	

	Servant
Leadership
	0,006
	0,017
	0,030
	0,378
	0,706
	0,524
	1,908

	Workload
	0,271
	0,047
	0,377
	5,723
	0,000
	0,758
	1,319

	Work Discipline
	0,213
	0,041
	0,448
	5,256
	0,000
	0,453
	2,207

	a. Dependent Variable: Performance
	


Based on the Coefficient table, workload and work discipline have a significant positive influence on employee performance in Regional Companies in West Java, with a significance value of 0.000 (p < 0.05). The beta coefficient for workload is 0.271 (t = 5.723), which indicates that better workload management can improve employee performance. Meanwhile, work discipline has a beta coefficient of 0.213 (t = 5.256), which also shows a strong positive impact on employee performance.
In contrast, servant leadership does not show a significant effect on employee performance, with a significance value of 0.706, a very low beta coefficient of 0.006, and a t value of 0.378. This indicates that servant leadership does not have a meaningful influence on employee performance in the context of this study.
In addition, the Variance Inflation Factor (VIF) value which is below 10 and the tolerance value above 0.1 confirm the absence of multicollinearity problems among the independent variables. Thus, the regression model used in this study can be considered valid and capable of providing reliable analysis results.
Table 4
Coefficient Correlationsa
	Model
	
	
	Work Discipline
	 Workload  
	Servant
Leadership

	1
	Correlations
	Work Discipline
	1,000
	-0,369
	-0,635

	     Workload  
	-0,369
	1,000
	-0,017

	Servant
Leadership
	-0,635
	-0,017
	1,000

	
	Covariances
	Work Discipline
	0,002
	-0,001
	0,000

	Workload
	-0,001
	0,002
	-1,365E-05

	Servant Leadership
	0,000
	 -1,365E-05
	0,000


a. Dependent Variable: Performance
Based on the Correlation Coefficient table, work discipline has a moderate negative correlation with workload (-0.369) and a strong negative correlation with servant leadership (-0.635). This suggests that higher levels of work discipline tend to be associated with lower workload and lower perceptions of servant leadership. Meanwhile, the correlation between workload and servant leadership was very weak (-0.017), indicating almost no relationship between the two variables.
Covariance values close to zero indicate minimal shared variance between the variables, confirming that the relationship between these variables ranges from weak to moderate. The findings provide an insight into the different levels of interconnectedness among the variables studied in the context of employee performance in Regional Companies in West Java.
Classical Assumption Tests
Table 5 
Collinearity Diagnostics
[image: ]
Based on the Collinearity Diagnostic table, the Condition Index values range from 1,000 to 28,666. Given that multicollinearity issues usually arise when the condition index value exceeds 30, this result indicates that there are no significant multicollinearity issues among the variables under study. In addition, the variance proportions show that no two or more variables have a high variance proportion (above 0.90) on the same dimension with a high condition index.
This finding further confirms the absence of multicollinearity problems in the regression model used. Thus, the independent variables consisting of servant leadership, workload and work discipline do not have excessive correlation that can interfere with the validity of the regression analysis. This indicates that the regression model used in this study is statistically valid and can be relied upon to interpret the relationship between the variables.
[image: ]
Figue 1
P-P Plot
Based on the Normal P-P Plot of Regression Standardized Residual, the data points look parallel and follow the diagonal line quite closely, which indicates that the residuals are normally distributed. This conformity indicates that the normality assumption in the regression model has been met. The absence of significant deviations or patterns away from the diagonal line confirms that the residuals do not show skewness or kurtosis problems.
This supports the validity of the regression analysis performed, so that the model used can be considered suitable for making inferences about the relationship between variables. With the fulfillment of this normality assumption, the results of the regression analysis become more reliable in describing the effect of independent variables on employee performance in Regional Companies in West Java.
[image: ]
Based on the scatterplot of regression standardized residuals, the data points are randomly scattered around the horizontal axis (zero line) without forming a clear pattern. This random distribution pattern indicates that the assumption of homoskedasticity (constant residual variance) has been met. There is no visible funnel-shaped pattern or systematic curve, which indicates that the residuals have a consistent distribution across all levels of predicted values.
This condition supports the validity of the regression model used, indicating that the prediction errors (error terms) are evenly distributed. Thus, this regression model is considered suitable for predicting the dependent variable, as well as reliable in interpreting the relationship between the independent variables and employee performance in Regional Companies in West Java.
Table 6
One-Sample Kolmogorov-Smirnov
	One-Sample Kolmogorov-Smirnov Test

	Unstandardized Residual

	N
	
	145

	Normal Parametersa,b
	Mean
	0,0000000

	
	Std. Deviation
	1,91090409

	Most Extreme Differences
	Absolute
	0,067

	
	Positive
	0,067

	
	Negative
	-0,038

	Test Statistic
	
	0,067

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

	a. Test distribution is Normal.

	b. Calculated from data.

	c. Lilliefors Significance Correction.

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


Based on the results of the One-Sample Kolmogorov-Smirnov Test, the Asymp. Sig. (2- tailed) of 0.200, which is greater than the significance level of 0.05. This shows that the residuals are normally distributed, because there is no significant difference between the residual distribution and the normal distribution. The test statistic value obtained is 0.067, with the highest extreme difference of 0.067 (positive) and -0.038 (negative), which is relatively small.
These results support the assumption of normality, confirming that the regression model meets the conditions necessary for valid statistical analysis. With the fulfillment of this assumption, the regression model used in this study can be relied upon to evaluate the effect of independent variables on employee performance in Regional Companies in West Java.
The Influence of Servant Leadership on Employee Performance
Based on the results of the analysis, servant leadership does not have a significant influence on employee performance in Regional Companies in West Java. This is indicated by a significance value of 0.706 (p> 0.05) and a very small beta coefficient, which is 0.006. This is in line with previous research conducted by Yanti et al., (2022) and Aziz & Putra, (2022). This finding indicates that changes in servant leadership style do not have a significant impact on employee performance. In other words, variations in the application of servant leadership principles are not strong enough to significantly affect employee performance achievement.
One of the factors that may explain this result is the organizational characteristics, which might be more focused on operational effectiveness and work performance achievement rather than a leadership approach oriented toward service. Regional companies in West Java, as public service institutions, are likely to have a work structure that is more centered on operational efficiency, adherence to procedures, and measurable performance targets. In this context, a leadership style that emphasizes individual empowerment, empathy, and employee personal development, as promoted in the concept of servant leadership, may be less relevant or not considered a key factor in determining performance.
Moreover, the work culture in these institutions is likely to emphasize hierarchy and direct instructions rather than individual empowerment, which is one of the key characteristics of servant leadership. A work environment with a strong bureaucratic structure tends to rely more on a directive and authoritative leadership style, where leaders are expected to provide clear guidance and maintain strict control over task execution. This contrasts with servant leadership, which focuses more on the leader’s role as a facilitator and supporter, helping employees develop their potential independently.
Nevertheless, the insignificance of the impact of servant leadership on employee performance does not necessarily diminish the importance of this leadership style. Servant leadership still has the potential to contribute to creating a positive work environment, enhancing employees’ psychological well-being, and fostering harmonious working relationships in the long term. Therefore, although it does not have a direct impact on employee performance in this study, servant leadership can serve as a complementary approach that supports other managerial strategies to sustainably improve employee productivity and well-being. Integrating servant leadership with a leadership style that is more adaptive to the organization's needs could be a solution to achieving a balance between work target achievement and human resource development in Regional Companies in West Java.
The Influence of Workload on Employee Performance
The research results indicate that workload has a positive and significant influence on employee performance in Regional Companies in West Java, with a significance value of 0.000 (p < 0.05) and a beta coefficient of 0.271. This finding is consistent with the previous study conducted by Ardhani et al., (2023) which concluded that workload has a positive and significant impact on employee performance. Similarly, this finding indicates that effective workload management can significantly enhance employee performance. A balanced workload can motivate employees to work more productively, as the challenges presented align with their capacity and capabilities. This condition creates a work environment that supports the optimization of individual potential, where employees feel challenged but still able to manage their tasks effectively without feeling excessively burdened.
Conversely, excessive workload can lead to stress, physical and mental exhaustion, and negatively impact work quality and efficiency. Continuous work pressure without proper management can reduce motivation, increase the risk of burnout, and disrupt the balance between personal and professional life. This not only affects individual performance but also impacts overall team productivity. On the other hand, an excessively light workload can also be problematic, as a lack of challenges may reduce a sense of responsibility, lower intrinsic motivation, and create boredom, which ultimately has a negative effect on employee performance.
Therefore, proper workload management is a crucial factor in maintaining optimal employee performance. Organizations need to ensure that the assigned workload aligns with employees’ competencies, capacities, and available resources. Additionally, regular evaluations of workload distribution, the implementation of flexible work systems, and providing adequate support to employees can help manage workload more effectively. Consequently, effective workload management not only enhances productivity but also contributes to employee well-being and the sustainable achievement of organizational goals. These findings align with the study conducted by Husin et al., (2021), Fristy, (2022), dan (Siburian et al., n.d.) which stated that workload has positive and significant impact on employee performance.
The Influence of Work Discipline on Employee Performance
Work discipline has a positive and significant influence on employee performance in Regional Companies in West Java, with a significance value of 0.000 (p < 0.05) and a beta coefficient of 0.213. This finding indicates that the higher the level of work discipline employees have, the better their performance. This is in line with research conducted by Dwi Antika et al., (2021) which concludes that work discipline has been proven to have a significant impact on employee performance. Work discipline encompasses various important aspects, such as compliance with organizational regulations, punctuality in completing tasks, and full responsibility for the execution of assigned work. This study also supports the statement from  Nara Persada & Diana Nabella (2023).
Employees with a high level of work discipline tend to work more systematically, manage their time efficiently, and demonstrate strong commitment to achieving work targets. They are more likely to adhere to established procedures, maintain consistency in work quality, and effectively manage task priorities. This condition not only drives an increase in individual productivity but also significantly contributes to the quality of the output produced.
Furthermore, good work discipline also fosters a positive work culture within the organization. Disciplined employees serve as role models for their colleagues, creating an orderly, productive work environment that is focused on achieving shared goals. Consistently applied discipline across all levels of the organization can also enhance operational efficiency, reduce the risk of errors, and accelerate decision-making processes, as each team member understands and fulfills their role effectively.
Therefore, it is essential for organizations to instill work discipline values through clear policies, continuous training, and the implementation of a fair reward and punishment system. By doing so, work discipline becomes not only an individual responsibility but also an integral part of the organizational culture that supports the achievement of sustainable optimal performance. These findings reaffirm that work discipline is one of the key factors in improving employee performance and, ultimately, the overall performance of the organization.
The Influence of Servant Leadership, Workload, and Work Discipline Simultaneously on Employee Performance
Simultaneously, servant leadership, workload, and work discipline have a significant influence on employee performance in Regional Companies in West Java. This is demonstrated by the results of the ANOVA test, which yielded a significance value of 0.000 (p < 0.05), indicating that these three variables collectively explain variations in employee performance. Although servant leadership does not show a significant partial influence, within the context of simultaneous analysis, this variable still contributes as part of the overall model affecting employee performance.
These findings indicate that employee performance is not determined by a single factor but rather results from the interaction of various factors, including leadership style, workload, and work discipline. Effectively managed workloads ensure that employees face challenges appropriate to their capacity without causing excessive stress. A high level of work discipline creates a structured work environment, promotes efficiency, and enhances employee commitment to achieving organizational goals. Meanwhile, supportive leadership, although not directly influential, still plays a crucial role in fostering a conducive work climate, facilitating effective communication, and building trust among team members.
Therefore, strategies to improve employee performance must consider these three aspects simultaneously to achieve optimal results. Organizations need to integrate a balanced approach between effective workload management, strengthening a culture of work discipline, and implementing a leadership style that supports employee potential development. With strong synergy among these factors, organizations can create a productive, adaptive work environment that is focused on achieving sustainable performance.

CONCLUSION
Based on the analysis results, it can be concluded that workload and work discipline have a significant positive influence on employee performance in Regional Companies in West Java. Effective workload management and a high level of work discipline contribute significantly to improving employee productivity, efficiency, and work quality. Employees who can manage their workload well and demonstrate strong discipline tend to achieve optimal performance and effectively reach organizational goals. This indicates that maintaining a balance between an appropriate workload and consistent work discipline is key to driving outstanding employee performance.
On the other hand, servant leadership does not show a significant influence on employee performance. This finding indicates that a leadership style focused on service does not directly impact employee work outcomes within the context of Regional Companies in West Java. This may be due to organizational culture or operational characteristics that place greater emphasis on work efficiency and achieving operational targets rather than a leadership approach centered on individual empowerment.
However, simultaneously, servant leadership, workload, and work discipline have a significant impact on employee performance. Although servant leadership does not have a significant individual effect, its role—together with workload and work discipline—still contributes to explaining overall variations in employee performance. This suggests that employee performance is not driven by a single factor but results from the interaction of multiple complementary factors.
Therefore, efforts to improve employee performance should focus on balancing workload distribution, strengthening work discipline, and optimizing leadership approaches that align with organizational needs. Implementing a comprehensive strategy that integrates these three aspects will foster a productive and effective work environment, ultimately driving sustainable performance in Regional Companies in West Java.
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