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ABSTRACT 
	Aims: The complexity of the tasks faced, ranging from tax administration to public services, East Medan Tax Office is the right location to observe how leadership, motivation, and compensation affect employee work discipline. This complexity allows for a more comprehensive testing of research variables. This study aims to analyze the influence of leadership supervision, motivation, and compensation on employee work discipline at the East Medan Pratama Tax Service Office, both partially and simultaneously.
Study design:  The object of this research is leadership supervision, motivation and compensation as independent variables and employee work discipline as the dependent variable.
Place and Duration of Study: The study was conducted in Medan Maimun District, Medan City, North Sumatra. The research process was carried out and completed in August to October 2024.
Methodology: Data were collected through interviews, questionnaires, and documentation, then analyzed using multiple regression with SPSS version 24. With a research population of 90 employees and a sample of 88 employees.
Results: The results of the study indicate that leadership supervision has a positive and significant effect on employee work discipline, with a t-count value > t-table (4.644 > 1.988) at n = 88 and a significance level of 95%. Motivation also has a positive and significant effect with a t-count value > t-table (9.038 > 1.988).
Conclusion: Similarly, compensation has a positive and significant influence with a t-count value > t-table (2.000 > 1.988). Simultaneously, leadership supervision, motivation, and compensation have a significant influence on employee work discipline with an F-count value > F-table (56.672 > 2.71). Thus, the proposed hypothesis is accepted.
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1. INTRODUCTION 

“Employee work discipline is a key factor in increasing the effectiveness and efficiency of an organization, including in the Tax Service Office (KPP). Employees who have high work discipline tend to be more productive, have compliance with the rules, and contribute to achieving organizational goals” (Bugdol, 2018; Sosiady, 2023; Tasya et al., 2024). “However, in practice, many factors can influence the level of employee work discipline, including leadership supervision, motivation, and compensation provided by the relevant agency” (Kadarisman, 2019; Noviarita et al., 2021; Damo et al., 2025).
“Employee work discipline refers to individual compliance with the rules, policies, and standards that have been set by the organization” (Goedurov, 2020; Santoso & Oktafien, 2021). In the context of the Tax Service Office (KPP), work discipline is a crucial element because it is directly related to employee performance in providing services to the public. Employees who have high discipline will work responsibly, on time, and have a good work ethic, so that they can increase the effectiveness and efficiency of the organization.
“Good work discipline contributes to increasing employee productivity. Disciplined employees will be more focused on completing their tasks, avoiding negligence, and working in accordance with established procedures” (Tyler & Blader, 2005; Baillien et al., 2009; Barker, 2014). “This will support the achievement of organizational targets, such as increasing taxpayer compliance, faster and more accurate services, and more effective administration management. On the other hand, low work discipline can cause delays in service, errors in administration, and reduced public trust in tax institutions” (Fjeldstad, 2006; Bird, 2015). 
“Supervision by leaders plays an important role in ensuring that employees carry out their duties in accordance with established regulations and work standards” (Nasir et al., 2024; Anggriani et al., 2025). “Good supervision not only functions as a control, but also as a means of coaching to improve employee performance” (Neupane, 2015; Husein & Hanifah, 2019; Tambrin et al., 2021). “In addition, work motivation is also a factor that determines employee discipline. Employees who have high motivation tend to be more responsible and committed to their work” (Zaeni et al., 2023; Simamora et al., 2023; Rozi et al., 2024). “Motivation can come from intrinsic factors, such as job satisfaction, or extrinsic factors, such as awards and job promotions” (Bektaş, 2017; Ali & Anwar, 2021; Aljumah, 2023).
“Supervision carried out by leaders has a crucial role in maintaining employee work discipline” (Prasetyo et al., 2022). “Effective supervision aims to ensure that each employee carries out their duties in accordance with the regulations and standards set by the organization” (Mathauer & Imhoff, 2006; Selanno & Wance, 2021; Mulyono et al., 2023; Rum, 2024). In the context of the Tax Service Office (KPP), good supervision will help employees work more regularly, on time, and in accordance with applicable service procedures.
“Supervision functions as a control mechanism for employee behavior and performance” (Tian, 2009; Huang et al., 2019; Liu et al., 2025). “With supervision, employees will feel that their work is being monitored, so they are more careful and try to comply with organizational rules. This control can also reduce the level of negligence, administrative errors, or other indisciplinary actions. Good supervision is not only repressive (punishing if there is an error) but also preventive and coaching” (Abadi, 2023). Leaders who provide direction, guidance, and feedback to employees will help improve their skills and professionalism. Thus, supervision can be a tool to encourage performance improvements and increase employee work motivation.
“If supervision is carried out fairly and consistently, employees will be more motivated to carry out their duties well. They will feel that discipline is not just a demand of the organization, but also part of the professional responsibility that must be fulfilled. Work motivation is the drive that makes employees willing to work better and committed to their duties” (Dipboye, 2018; Rahaman et al., 2020). “Employees who have high motivation tend to be more responsible, disciplined, and have optimal performance” (Shao et al., 2017). 
In addition to supervision and motivation, compensation also has an influence on employee work discipline (Arif et al., 2020; Sitopu et al., 2021). Fair compensation and in accordance with the workload can increase employee job satisfaction and loyalty to the organization. If the compensation given is inadequate, it can have an impact on low levels of work discipline, which leads to a decrease in the quality of service at the KPP. Based on this background, this study aims to analyze the Influence of Leadership Supervision, Motivation and Compensation on Employee Work Discipline at the East Medan Pratama Tax Service Office". By understanding the relationship between these variables, it is hoped that this study can provide recommendations that can improve employee work discipline and overall organizational effectiveness.


2. methodology 

This research was conducted at the Medan Timur Pratama Tax Service Office, Sukamulia Street, Number 17-A Kel Aur, Kec. Medan Maimon, Medan City. The objects of this research are: leadership supervision, motivation and compensation as independent variables and employee work discipline as the dependent variable. The population in this study were all employees of the Medan Timur Pratama Tax Service Office totaling 90 people. In this case, the head of the office and researchers were not included as the population. By using the sampling technique, namely total sampling, the sample in this study amounted to 88 employees at the Medan Timur Pratama Tax Service Office (the sample does not include the Head of the Office and Researchers). In this study, the author identified two research variables, namely:
a) Independent variable, namely: is a variable that causes changes or the emergence of the dependent variable, which is stated by X (leadership supervision (X1), motivation (X2), compensation (X3).
b) Dependent variable, namely: is a variable that is influenced or is the result of the independent variable, which is stated by Y (Employee work discipline).
In this study, several techniques will be used in data collection, namely Library Research and Field Research.
Data Analysis Techniques
Data Quality Test
1. Validity Test
According to Sugiyono (2014:114) the validity test is used to measure how accurately the questionnaire test has truly reflected and represented the measured variables. Basically, this validity test is a measure that shows the level of validity of an instrument. An instrument can be said to be valid if it is able to measure something desired.
The validity test is carried out by comparing the calculated r value with the table r value for degree of freedom (df) = n-2, in this case n is the number of samples. With the following validity test criteria:
a) If calculated r ≥ table r, then the instrument or question items are significantly correlated with the total score (declared valid).
b) If calculated r < table r, then the instrument or question items are not significantly correlated with the total score (declared invalid).
2. Reliability Test
According to Sugiyono (2014:114) “the reliability test aims to determine the extent to which measuring data provides relatively consistent results when repeated measurements are taken on the same subject. Instrument reliability can measure the extent to which the measuring instrument used can be trusted”. A measuring instrument can be said to have high reliability or can be trusted if the measuring instrument is stable so that it can be relied on and used. The instrument used in this study was a questionnaire. The basis of measurement used is if the cronbarch alpha value is more than 0.06 then the questionnaire instrument is declared reliable Priyatno (2014:64).
Classical Assumption Test
Normality Test
A good regression model has a normal or near-normal data distribution. The way to detect whether the residual is normally distributed or not can be done with the non-parametric Kolmogorov-Smirnov (K-S) test available in the SPSS program. “The Kolmogorov Smirnov technique has criteria if the significance is below 0.05 then the data is not normally distributed, while if the significance is above 0.05 then the data is normally distributed. In addition, graphical analysis is one of the easiest ways to see the normality of data by comparing observation data with a distribution that approaches the normal probability plot distribution. Normal probability plot is comparing the cumulative distribution of the normal distribution. The basis for decision making through” (Ghozali, 2018:167).
Multicollinearity Test
The multicollinearity test is a test that aims to test whether the regression model finds a correlation between independent variables (Ghozali, 2017). The method for testing multicollinearity is by looking at the magnitude of the tolerance value and the Variance Inflation Factor (VIF) value with the basis for decision making:
a) If VIF> 10 or Tolerance <0.10, then multicollinearity occurs
b) If VIF <10 or Tolerance> 0.10, then multicollinearity does not occur
Heteroscedasticity Test
This test is carried out to test whether in this regression model there is inequality of variance from the residuals of one observation to another. If the variance of the residual observation to another observation remains, then it is called homoscedasticity and if it is different, it is called heteroscedasticity. A good regression model is one that is homoscedastic or does not have heteroscedasticity.
1) If there is a certain pattern, and the existing points form a certain regular pattern (wavy, widening then narrowing) then it indicates that heteroscedasticity has occurred.
2) If there is nothing clear, and the points are spread above and below the number 0 on the Y axis, then there is no heteroscedasticity.
3) 

Hypothesis Testing
Multiple Linear Regression Analysis
According to Priyatno (2013:40) multiple linear regression analysis is an analysis technique used to see the relationship or influence of one dependent variable with more than one variable.
The multiple linear regression equation in this study is as follows:
Y	= a + b1X1+ b2X2 + b3X3
F Test
Priyatno (2014:157) said that “the F test is a simultaneous regression coefficient test to test the significance of the influence of several independent variables on the dependent variable. The test uses a significance level of 0.05. In this study, the F test will review the simultaneous influence of independent variables and prices) on the dependent variable”.
H0: b1, b2, b3 = 0 (supervision of leaders, motivation and compensation simultaneously do not affect the work discipline of employees of the East Medan Pratama Tax Service Office).
H1: b1, b2, b3 ≠ 0 (supervision of leaders, motivation and compensation simultaneously affect the work discipline of employees of the East Medan Pratama Tax Service Office).
If F count <F table, then H0 is accepted and H1 is rejected, at α = 5%. This means that the independent variables simultaneously do not have a significant effect on the dependent variable. If F count> F table l, then H0 is rejected and H1 is accepted, at α = 5%. This means that the independent variables simultaneously have a significant influence on the dependent variable.

t-test
The t-test is used to determine the effect of each independent variable on the dependent variable to determine how much influence the independent variable has on the dependent variable, which is tested at a significance level of α = 0.05.
H0: b1, b2, b3 = 0 (supervision of leaders, motivation and compensation, partially do not affect the work discipline of employees of the East Medan Pratama Tax Service Office).
H1: b1, b2, b3 ≠ 0 (supervision of leaders, motivation and compensation, partially affect the work discipline of employees of the East Medan Pratama Tax Service Office).
The t-test is conducted to determine whether the independent variables partially have a significant effect on the dependent variable. In this case, t-test is compared with t-table with the following conditions: If the t-test count <t-table then H0 is accepted and H1 is rejected, at α 5%. This means that the independent variables partially do not have a significant effect on the dependent variable. If the calculated t count > t table then H0 is rejected and H1 is accepted, at α 5%. This means that the independent variables partially have a significant influence on the dependent variables.

Coefficient of Determination (R2)
[bookmark: _GoBack]The coefficient of determination (R2) basically measures how far the model's ability to explain the variation of the dependent variable. “The coefficient of determination value is between zero and one. A small R2 value shows that the ability of the independent variable to explain the variation of the variable is very limited. A value close to one means that the independent variables provide almost all the information needed to predict the variation of the dependent variable. However, the use of the coefficient of determination has a weakness, namely the presence of a bias towards the number of independent variables entered into the model. To avoid this bias, the adjusted R2 value is used, where the adjusted R2 value can increase or decrease if there is an additional independent variable” (Ghozali, 2018).

3. results and discussion

Data Quality Test
Validity
Instrument validity testing can be seen in the Corrected Item-Total Correlation column. If the correlation number obtained is greater than the critical number (r-count > r-table) then the instrument is said to be valid. based on the validity test, it can be concluded that all question items to measure each research variable are declared valid. The results of the variable validity test are as follows. 
Table 1. Variable Validity Test
	Variables
	Instrument
	r-count
	r-table
	Information

	Leadership supervision (X1)
	1) PP1
2) PP2
3) PP3
4) PP4
5) PP5
6) PP6
7) PP7
8) PP8
9) PP9
10) PP10
	0.377
0.543
0.573
0.664
0.635
0.269
0.660
0.556
0.589
0.627
	0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Motivation (X2)
	1) M1
2) M2
3) M3
4) M4
5) M5
6) M6
7) M7
8) M8
9) M9
10) M10
	0.669
0.627
0.658
0.592
0.246
0.254
0.442
0.678
0.654
0.635
	0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Compensation (X3)
	1) K1
2) K2
3) K3
4) K4
5) K5
6) K6
7) K7
8) K8
9) K9
10) K10
	0.757
0.726
0.511
0.567
0.315
0.612
0.644
0.633
0.649
0.293
	0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Employee work discipline (Y)
	1) DKP1
2) DKP2
3) DKP3
4) DKP4
5) DKP5
6) DKP6
7) DKP7
8) DKP8
9) DKP9
10) DKP10
	0.520
0.626
0.697
0.753
0.710
0.294
0.611
0.566
0.671
0.684
	0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
0.209
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid


Source: Research Results 2024

Reliability
After conducting a validity test, the next step is to conduct a data reliability test to determine whether the instrument is reliable by looking at the Cronbach's Alpha value. Reliability testing is carried out to determine whether the measuring instrument used is reliable and remains consistent if the measurement is repeated. A questionnaire is said to be reliable if Cronbach's Alpha is greater than 0.6. This indicates that the research data is declared reliable.

Table 2. Variable Reliability Test
	Variables
	Cronbach’s Alpha
	Batas Reliabilitas
	Information

	Supervision of leaders (X1)
Motivation (X2)
Compensation (X3)
Employee work discipline (Y)
	0.731
0.733
0.731
0.743
	0.6
0.6
0.6
0.6
	Reliable
Reliable
Reliable
Reliable


  Source: Research Results 2024
From the data in table 2 above, it can be seen that the results of the reliability test calculations show that the Cronbach's alpha in each variable column is greater than 0.6 (reliability limit), so the instrument can be stated as reliable.

Classical Assumption Test
Normality Test
[image: ]
Fig. 1. Data Normality Test Graph

Based on Figure 1 above, it can be seen that the data is spread around the diagonal line and follows the direction of the diagonal line on the histogram graph, this indicates that the distribution pattern is normal. So it can be concluded that based on the P-P plot graph, the regression model meets the assumption of normality.
Multicollinearity Test
Table 3. Multicollinearity Test
	Coefficientsa

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Leadership Supervision
	.353
	2.829

	
	Motivation
	.832
	1.201

	
	Compensation
	.373
	2.680

	a. Dependent Variable: Employee Work Discipline


	Source: Research Results 2024
“Looking at the results of the tolerance value shows that no independent variables have a tolerance value of less than 0.10, which means there is no correlation between independent variables or there is no multicollinearity. The results of the calculation of the variance inflation factor (VIF) value also show the same thing” (Marcoulides & Raykov, 2019), no independent variable has a VIF value of more than 10. So, it can be concluded that there is no multicollinearity between independent variables in the regression model.
Heteroscedasticity Test
The heteroscedasticity assumption test concludes that the regression model does not experience heteroscedasticity. In other words, there is equality of variance from residuals from one observation to another. The results of the heteroscedasticity test can be seen in Figure 2 below:
[image: ]
Fig. 2. Heteroscedasticity Test

Hypothesis Testing
“To test the hypothesis regarding the influence of leadership supervision, motivation and compensation on employee work discipline simultaneously and partially, simultaneous hypothesis testing is used with the F test and partially with the t test” (Lee & Lee, 2018).
1. Hypothesis Testing with the t Test
Hypothesis testing with the t test, namely by paying attention to the calculated t value from the regression results to determine the effect of the independent variable partially on the dependent variable with a significance level in this study using alpha 5% or 0.05. The value of the calculated t test can be seen from the p-value (in the Sig. column) on each independent variable, if the p-value is smaller than the specified level of significance or the calculated t (in the t column) is greater than the t table (calculated from two-tailed α = 5% df-k, k is the number of independent variables), then the value of the independent variable partially has a significant effect on the dependent variable (in the sense that Ha is accepted and Ho is rejected, in other words, there is an influence between the independent variable and the dependent variable).
The method for determining the t table uses a significance level of 5%, with df = n-k-1 (in this study df = 88 - 4 - 1 = 83), so that the t table value is 1.988 presented in table 4 as follows:

Table 4. Partial Test (t-Test)
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	5.051
	3.231
	
	1.564
	.122

	
	Supervision Leadership
	.492
	.106
	.490
	4.644
	.000

	
	Motivation
	.606
	.067
	.622
	9.038
	.000

	
	Compensation
	.204
	.102
	.205
	2.000
	.049

	a. Dependent Variable: Employee Work Discipline


Sumber	: Data processed 2024
Based on the table above, it is known that the t-value of each independent variable partially affects the dependent variable, namely:
a) The leadership supervision variable has a p-value (in the Sig. column) of 0.000 <0.05, meaning significant, while the t-count of 4.644> from the t table of 1.988 means significant. This means that leadership supervision has a positive and significant effect on employee work discipline.
b) The motivation variable has a p-value (in the Sig. column) of 0.000 <0.05, meaning significant, while the t-count of 9.038> from the t table of 1.988 means significant. This means that motivation has a positive and significant effect on employee work discipline.
c) The compensation variable has a p-value (in the Sig. column) of 0.049 <0.05, meaning significant, while the t-count of 2.000> from the t table of 1.988 means significant. This means that compensation has a positive and significant effect on employee work discipline.

2. Hypothesis Testing with F Test
The results of the F test show that the independent variables simultaneously influence the dependent variable, if the p-value (in the sig. column) is smaller than the specified level of significance (5%), or the calculated F (in the F column) is greater than the F table. The F table is calculated using df1 = k-1, and df2 = n – k, namely df1 = 4 – 1 = 3 and df2 = 88 – 4 = 84, so that the F table value is 2.71. Meanwhile, the results of the F test with the help of the SPSS program can be seen in the table below:
Table 5. Simultaneous Test Results (F Test)
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	573.175
	3
	191.058
	56.672
	.000b

	
	Residual
	283.189
	84
	3.371
	
	

	
	Total
	856.364
	87
	
	
	

	a. Dependent Variable: Employee Work Discipline

	b. Predictors: (Constant), Compensation, Motivation, Supervision Leadership


Source: Data processed 2024

Based on the F test or Anova test or simultaneous test above, the calculated F is 56.672 at α = 5% or 0.05 with a significant level of 0.000 because the probability value (0.000) is much smaller than 0.05, so the regression model can be used to predict that leadership supervision (X1), motivation (X2), and compensation (X3) as independent variables simultaneously have an effect on employee work discipline (Y). In other words, leadership supervision (X1), motivation (X2), and compensation (X3) simultaneously have a positive and significant effect on employee work discipline, because the calculated F> F table, namely 56.672> 2.71. This means that if leadership supervision (X1), motivation (X2), and compensation (X3) are jointly implemented in the organization, it will have an impact on increasing employee work discipline (Y). Conversely, if leadership supervision (X1), motivation (X2), and compensation (X3) are not jointly implemented, it will have an impact on decreasing employee work discipline (Y).

3. Analysis of Determination Coefficient (R2)
With the help of SPSS program processing, the determination coefficient (R2) is located in the Summary model table and is written as R Square. For multiple linear regression, it is better to use R Square that has been adjusted or written as Adjusted R Square because it is adjusted to the number of independent variables used in the study. The R Square/Adjusted R Square value is said to be good if it is above 0.5 because the R Square value ranges from 0 to 1. The results of the determination coefficient analysis in this study can be seen in the following:

Table 6. Results of Determination Coefficient Analysis
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.818a
	.669
	.658
	1.836

	a. Predictors: (Constant), Compensation, Motivation, Leadership Supervision


	 Source: Data processed 2024


The processed results in the table above show the adjusted determination coefficient (R2) value (Adjusted R Square) of 0.669. This means that 66.9% of the dependent variable (employee work discipline) is influenced or explained by the independent variables, namely leadership supervision, motivation and compensation and the remaining 33.1% (100% - 66.9%) is influenced or explained by other variables outside the variables used in this study.


Regression Equation Results
“To facilitate the reading of the results and interpretation of the regression analysis, the equation form is used” (Gunst & Mason, 2018). The equation or model contains constants and regression coefficients obtained from the results of data processing that has been carried out previously.

Table 7. Multiple Linear Regression Test
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	5.051
	3.231
	
	1.564
	.122

	
	Leadership Supervision
	.492
	.106
	.490
	4.644
	.000

	
	Motivation
	.606
	.067
	.622
	9.038
	.000

	
	Compensation
	.204
	.102
	.205
	2.000
	.049

	a. Dependent Variable: Employee Work Discipline


Source: Data processed 2024

The regression equation that has been formulated is processed using data to obtain the final equation, namely:
Y = 5,051 + 0,492X1 + 0,606X2 + 0,204X3
In this regression model, the constant value listed is 5.051 which can be interpreted if the independent variables in the model are assumed to be equal to zero or the independent variables in this case, leadership supervision, motivation and compensation are applied, then employee work discipline will increase by 5.051 units.
The value of the regression coefficient 1 of 0.492 in this study can be interpreted that the leadership supervision variable (X1) has no effect on employee work discipline (Y). This shows that when leadership supervision is fulfilled, employee work discipline will not increase by 0.492 units.
The value of the regression coefficient 2 of 0.606 in this study can be interpreted that the motivation variable (X2) has an effect on employee work discipline (Y). This shows that when the motivation variable is fulfilled, employee work discipline will increase by 0.606 units.
The value of the regression coefficient 3 of 0.204 in this study can be interpreted that the compensation variable (X3) has a positive effect on employee work discipline (Y). This shows that when the compensation variable is met, employee work discipline will increase by 0.204 units.

4. Conclusion
The results of this study provide the following conclusions:
a) Leadership supervision, motivation and compensation simultaneously have a positive and significant effect on employee work discipline at the East Medan Pratama Tax Service Office, this is supported by the results of the F count analysis > F-table (56.672 > 2.71) at n = 88 at a significance level of 95%.
b) Leadership supervision partially has a positive and significant effect on employee work discipline at the East Medan Pratama Tax Service Office, this is supported by the results of the t count analysis > t-table (4.644 > 1.988) at n = 88 at a significance level of 95%.
c) Motivation partially has a positive and significant effect on employee work discipline at the East Medan Pratama Tax Service Office, this is supported by the results of the t count analysis > t-table (9.038 > 1.988) at n = 88 at a significance level of 95%.
d) Compensation has a positive and significant effect on employee work discipline at the East Medan Pratama Tax Service Office, this is supported by the results of the t-test analysis > t-table (2,000 > 1,988) at n = 88 at a significance level of 95%. 
Based on the conclusions in this study, several suggestions can be put forward as follows: 1) Employee performance at the East Medan Pratama Tax Service Office is generally in the high category. Even though it is already in the high category, of course the company must always continue to maintain and even improve employee performance. This can be done by the company always reminding employees of the importance of quantity and quality in work, and the company must always assess employee performance, the results of which will be used as evaluation material so that employee performance can be improved even better; 2) The East Medan Pratama Tax Service Office is advised to increase supervision of employee work leaders. Improving leadership behavior can be done by involving leaders in leadership training, while improving supervision of employee leaders can be done by giving awards to employees who excel; 3) For further researchers, research can be conducted by expanding the scope of research objects by examining variables that influence employee work discipline and increasing the research time period so that maximum results can be obtained.
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