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Abstract:

In order to develop and survive in the industrial world, inter-organizational cooperation is
urgently needed which aims to provide positive work vibes. with a positive work atmosphere
will have a good impact on work results, and psychologically provide morale to all employees.
Morale is characterized by the enthusiasm of employeesin carrying out their duties/work. This
study used a quantitative explanatory research method to test the relationship between
leadership and work motivation on work enthusiasm carried out at the UPTD Sngosari
Regional Revenue Agency, Malang Regency. In this study the population was all employees of
the Department of Revenue, Financial Management and Regional Assets UPTD Sngosari
Malang Regency. Total population of 28 people. Because the total population is 28 employees,
this study uses the census method. The independent variables are |eadership (X1) and work
motivation (X2). The dependent variable is morale (). Researchers used questionnaire data
collection techniques, and observation. The data analysis technique used is (1) descriptive
statistical analysis (2) validity and reliability test (3) hypothesis test. techniques in this study
used descriptive statistics using the Satistical Product Service Solution (SPSS) for Windows
version 22 program. From the results of the study it can be stated that |eadership and work
motivation have a partially significant effect on employee morale. Leadership and work
motivation in the Service Office of Revenue, Financial Management and Assets Service
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Technical Implementation Unit (UPTD) Sngosari Malang Regency have a significant influence
simultaneously on employee morale. Leadership becomes the dominant influence because the
trigger for employee morale is a leadership style that is able to provide comfortable working
conditions and can also improve employee welfare.

Keywords: Leadership, Motivation, Spirit at work, Management.

INTRODUCTION

After the Covid-19 pandemic, the growth of various industries was very fast (Setyawati
et a., 2023). In order to develop and survive in the industrial world, collaboration between
organizations is needed which aims to provide positive work vibes. with a positive work
atmosphere will have a good impact on work results, and psychologically provide moraeto all
employees. But unfortunately, in the development of the era of society 5.0, it was found that
many employees had decreased enthusiasm for their work. According to Kusumasari, (2022);
Liana, (2020); Yunita Sari, Noviansyah, (2018) The problem of morale does not just arise or
arise randomly. The enthusiasm for work arises, among other things, by providing motivation,
how the leadership process is on target. In line with this, Arif et al., (2020); Saleh & Utomo,
(2018); and Susanto, (2019) explain that morale means the attitude of individuals and groups
towards the entire work environment and towards maximum cooperation with others in
accordance with the best interests of the company. So it can be said that moraleis a climate or
atmosphere within an organization. This atmosphere is the mental attitude of individuals or
groups within an organization that shows a sense of enthusiasm in carrying out the tasks of a
job and encourages them to work better and more productively.

Work enthusiasm is marked by the enthusiasm of employees in carrying out their
duties’'work (Aldi & Susanti, 2019; Yantika et a., 2018). According to Alfian & Afrial, (2020)
Work morale/morale is a reflection of personal attitudes and of group attitudes towards work
and collaboration which are very closely related to the environment. The workplace is
increasingly competitive and many leaders cannot succeed based solely on their technical skills
(Cahyaet a., 2021; Dianaet a., 2020; Saleh & Utomo, 2018; Y unita Sari, Noviansyah, 2018).
They must also have manageria skills in handling, influencing, guiding and directing other
people so that they want to do something to achieve common goals, and generate high
motivation from the employees themselves. The role of good leadership and high motivation
from employeeswill lead to high morale aswell. The existence of work enthusiasm, cooperation
within the organization will be carried out well and the goal s of the organization will berealized.

Furthermore Wardani, (2020); and Y unita Sari et al (2018) explain that leadership isone
of the easiest phenomena to observe, but one of the most difficult things to understand.
Meanwhile, Nuning Nurna Dewi, (2018) defines |eadership as something complex and difficult
because the nature of leadership itself is very complex. However, current scientific
developments have brought much progress so that the understanding of |leadership becomes
more systematic and objective. One of the biased stereotypesisthat |eaders are people who must
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be more qualified and different than their employees. However, the redlity is that the qualities
needed to be an effective leader are aso needed by employees.

To be successful, organizations also need quality employees Hidayat et al., (2019);
Jufizen, (2018). Because without quality employees, leaders will walk lamely. Effective
employees work with enthusiasm, are dynamic, creative and have a high commitment to their
duties and the organization. They renounce self-interest and dare to do the right thing. Effective
employees are not employees who blindly follow what their leaders want, which is very often
seen in the local government environment. Effective leaders and effective employees are the
same human being, but have different roles at different times (Adha et al., 2019; Sembiring &
Tanjung, 2021). Ideally leadership is owned and played by both |eaders and subordinates who
areindividually actively involved and responsible for their duties (Mora et al., 2020; Setyowati
et a., 2017; Sipahelut et al., 2021).

In addition to leadership, motivation is aso an important element for the success of
leaders in controlling, directing and guiding employees and the organization as a whole (Alam
et al., 2018; Mahto & McDowell, 2018; Rizky & Ardian, 2019; Sudiardhita et a., 2018) . For
this reason, a leader must understand how motivation and needs can affect employee morale,
productivity and performance. Meanwhile, according to Galbreath & Rogers, (1999) motivation
is defined as a process that starts from a deficiency both physiologically and psychologically
that gives rise to behavior or encouragement that is directed to achieve a specific goa or a
worthy goal.

This research tends to human needs which are secondary motivation where this
motivation isaneed that arises as aresult of the learning process because employees have needs
due to interactions with their environment so as to produce new understandings. This need
results from the learning process experienced by individuals in their interactions with their
environment and will increase if given reinforcement through gifts. Abu Hassan Asaari et a.,
(2019); Darmiati et a., (2020) argues that secondary motivation is a very important motivation
to be emphasized in organizations, developed and grown because it will affect satisfaction,
productivity, achievement and employee morale so that the leader's task is to ensure whether
these motivations can develop and be fulfilled effectively. maximum for employees. The most
important theory of secondary motivation was put forward by David C. McClelland (1985) with
the motivation for power (need of power), motivation for achievement (need of achievement)
and motivation for affiliation (need of affiliation).

An employee is motivated to carry out a high level of effort if he believes the efforts he
makes will lead him to a good work assessment (first level outcomes); whereas a good
performance appraisal will encourage rewards given by the organization such assalary, bonuses,
careers that will satisfy personal goals (second level outcomes). In other words, an employee
will be motivated if he believes that (1) a certain behavior will result in a reward certain
conditions, (2) these rewards have a positive value for individuals, (3) these rewards can be
achieved by individuals with a certain amount of effort that can be done. The linkage of these
three components determines the emergence of strong motivation in employees (Breaugh et al.,
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2018; Luthans & Stajkovic, 1998; Mahmoud et a., 2020; Rizky & Ardian, 2019; Sitopu et al.,
2021).

Basically every human being likes things that are stable and predictable or even certain.
Many people resist change because in change there is always uncertainty, anxiety and difficulty
predicting something. Uncertainty creates a shock for human security, because one of the basic
human needs is to feel safe. Humans often want their lives to be stable, not to change much so
they can predict their lives better (Al-Musadieq et a., 2018; Galbreath & Rogers, 1999;
Setyawati et al., 2023).

The Singosari UPTD Regional Revenue Agency, Malang Regency, isavery interesting
service for study because it is one of several producing offices in Malang Regency, which has
the goal of achieving thetarget of Regional Original Income (PAD) and other sources of income
as one of the main tasks and the function (Tupoksi) of the Regional Revenue Agency of the
UPTD Singosari Malang Regency, which is very much determined by the role of leaders and
employees. The achievement of the target of Regional Original Income (PAD) and other sources
of income is inseparable from the existence of good morale as well. Good morale is caused
because employees have high motivation and have the ability to work.

In the case of the Singosari UPTD Regional Revenue Agency, Maang Regency, with
the replacement of a new leader who has charisma, special qualities, power and firmnessthat is
different from the old leader, it results in an adjustment in the way and style of leadership so
that it affectswork procedures and motivation in carrying out taskswhere In general, employees
tend to compare the attitudes, behavior and motivation of the old |eader with the new leader so
that it will determine whether they have a different impact on individual tasks and group tasks
in carrying out tasks.

Severa studies from Maryani et al., (2021); Rizky & Ardian, (2019) shows that a
participatory leadership style is better than an autocratic leadership style. Thisis also the case
with Areigat et a.'s research, (2020); Mahmoud et a., (2020); with the results of the study
showing that leadership style has a positive effect on employee morale. Thisisin line with the
theory put forward by Northouse (2003) by distinguishing three types of leadership, namely:
First is Autocratic Leadership, namely that he is fully responsible and determines the success
and failure of those he leads. Autocratic leaders usually work hard, earnestly, conscientiously
and orderly. The second is the Democratic Leader, namely the leader who considers himself as
part of his group, who together with his group tries and is responsible for achieving common
goals. Thethree Leaders of Laissez — Faire are leaders who give the wrong meaning to the term
democracy. Democracy seems to be interpreted as freedom for each member, free to express
and defend their own opinion and free to use their own discretion.

Karlene Robert and Raymond E Miles (2000) conducted research using a Likert
calculation scale explaining four management systems along with theory X (system I) to theory
Y (system 1V), or more specifically from highly authoritarian to a system of total leadership,
communication and control over systems that emphasize participatory, self-control groups that
operate in an environment of mutual trust and open communication. This study from Michigan
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comes closest to the set of relationships presented by the McGregor-Likert theory. This study
seeks to link observer reports and subordinate reports about superior leadership behavior to
subordinate satisfaction and group work performance.

LITERATURE REVIEW

L eader ship

Leadership isavery important factor in influencing organizational achievement because
leadership is the main activity in achieving organizational goals. Hauff et al., (2020) and
Maharani & Lo, (2021) say that leadership is aperson’s ability and readinessto influence, guide,
and direct or manage other people so that they want to do something to achieve acommon goal.
In this sense someone who wants to be recognized as aleader must have advantages in some of
the functions that are excluded above, namely: influencing, guiding to the ability to manage
other people. If he can't carry out al of these functions, he practically cannot be accepted by the
group as afunctional leader (Aditya, 2021; By, 2021; Cho et al., 2021; Van Wart et a., 2019).

Another opinion was expressed by Bhaduri, (2019); Cortellazzo et ., (2019); Gumus et
al., (2018); Kadri & Syamsir, (2020) that managerial |eadership can be defined as a process of
directing and influencing the activities of a group of members whose tasks are interrelated.

Motivation

In a company, humans are the main role holders in efforts to achieve goals so that
knowledge about humans and all their aspects is very crucial. With the above understanding,
good management of human resources is possible. Motivation comes from the word "motive"
which comesfrom theword "motion" meansto move. Motiveisthedriving force whichincludes
encouragement, reason and will that arises from within a person that causes him to do
something. So motiveis an impulse or will that causes something to arise so that someone acts
or acts to achieve a goal. Or it can be said that motive is a stimulant of desire (want) and the
driving force of one's will to work to achieve certain goals.

According to Abu Hassan Asaari et d., (2019); Andriani et a., (2018); Niati et al.,
(2021); Scaffidi Abbate & Di Nuovob, (2013) motivation comes from the word motive, which
is everything that makes a person behave in a certain way or at least wants to act in a certain
way. So that motivation can excite workers in such a way that they are eager to do the task in
order to improve the quality and productivity of the company or institution. Jordan et a., (2019)
further argued that humans will usually do something if they have the will to do so. This will
depends on something that triggers it. Likewise, this spark of will can be strong or weak. This
spark is called a motive. Motives are usualy directed towards something or a goal. People's
motivation to do something depends on the magnitude of the motive to achieve the desired goal.
Itisrealized that humans are different from one another, not only in the way of doing things but
also in their willingness to do it.



66

Spirit at work

Employee morale (morale) is a very broad problem, as stated by Breaugh et al., (2018)
and; Mahmoud et al., (2020) which says that morale is a condition that is very closely related to
aperson’'s mental aspects. So morale isa person's mental condition that can give rise to morale,
which can be in the form of individual morale and group morale. Meanwhile Al-Musadieq et
al., (2018); Rizky & Ardian, (2019) explain individual work enthusiasm is the willingness or
enthusiasm of individuas to contribute their energy and thoughts in an effort to achieve
organizational goals. Group work spirit (group morale) isthe willingness or enthusiasm of each
group to work together to contribute energy and thoughts to achieve common goals

Setyawati et al., (2023) provide an understanding of morale is any feeling of willingness
that allows a person to work to produce better and more work. Furthermore Areigat et al.,
(2020); Maryani et al., (2021) provide an understanding Work enthusiasm means the attitude of
individual s and groups towards the entire work environment and towards maximum cooperation
with others in accordance with the best interests of the company. From some of the statements
above it can be concluded that morale is a climate or atmosphere within an organization. The
amosphere is the mental attitude of individuals or groups contained in an organization that
shows a sense of enthusiasm in carrying out the tasks of a job and encourages them to work
better and more productively. Morale is characterized by the enthusiasm of employees in
carrying out their duties/work.

RESEARCH METHODS

This study used an explanatory research method to test the relationship between
|eadership and work motivation on work enthusiasm carried out at the UPTD Singosari Regional
Revenue Agency, Malang Regency. In this study the population was all employees of the
Department of Revenue, Financial Management and Regional Assets UPTD Singosari Malang
Regency. Tota population of 28 people. In this study, the intended sampl e was some employees
of the Department of Revenue, Financial Management and Regional Assets UPTD Tumpang,
Malang Regency. Because the total population is 28 employees, this study uses the census
method. The samples taken are all members of the existing population. Questionnaires were
given to all employees of the Department of Revenue, Financial Management and Regional
Assets UPTD Singosari Maang Regency with the details of the employees as follows:
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Table of Sample Number of Employees

No. Sample Employee Amount
1 Unit Head 1
2 Head of administration 1
3 Staff 26
total 28 orang

Source: processed by researchers, 2023

The independent variables (variables that influence) are leadership (X1) and work
motivation (X2). The dependent variable (influenced variable) is morale (Y). Researchers used
guestionnaire data collection techniques, and observation. The measurement method used in this
study uses a Likert scale. The data analysis technique used is (1) descriptive statistical anaysis
(2) validity and reliability test (3) hypothesis test. techniques in this study used descriptive
statistics using the Statistical Product Service Solution (SPSS) for Windows version 22 program

RESULTSAND DISCUSSION

Results

The age of the employees of the Office of Revenue, Financial Management and Assets
of the Service Technical Implementation Unit (UPTD) Singosari Malang Regency can be
explained as follows:

Table of Respondent Characteristics Based on Respondent's Age

No Age Frequency  Percentage (%)
1 < 30 year 18 48
2 31 - 40 year 8 44
3 41 - 50 year 2 8
4 > 50 year
Total 25 100

Source: processed by researchers, 2023

The table above shows that the majority of respondents are aged 31 to 40 years, namely
11 respondents or 44%. While other respondents aged under 30 years were 7 respondents or
28%, aged 41 to 50 years were 5 respondents or 20% and aged over 50 years were 2 respondents
or 80%. This shows that respondents who are in productive age are more dominant. Employees
of productive age are of course very much needed in an effort to produce services in public
service activities as one of the roles of the Regiona Revenue Agency Singosari Service
Technical Implementation Unit (UPTD) Malang Regency, because employees of productive age
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have more excellent health and physical condition than employees who are of a younger age.
not productive.

The working period of employees of the Regional Revenue Agency Service Technical
Implementation Unit (UPTD) Singosari Malang Regency can be explained as foll ows:

Table of Characteristics of Respondents Based on Respondent's Working Period
No Working Period (year)  Frequency Percentage (%)

1 O0-5year 10 20
2 6-10year 8 40
3 11-15year 10 40
4 >15year

total 28 100,0

Source: processed by researchers, 2023

The employee status of the employees of the Regional Revenue Agency of the Service Technical
Implementation Unit (UPTD) Singosari Malang Regency can be explained as follows:

Table of Respondent Characteristics Based on Respondent's Employee Status

No Employee Status Frequency Percentage (%)
1 PNS 6 32
2 CPNS 0 0
3 Regional Honorary 22 68
Total 28 100

Source: processed by researchers, 2023

The table above shows that the majority of respondents are civil servant employees, namely 14
respondents or 56%. While other respondents with the status of CPNS employees were 6
respondents or 24%, while the status of Regional Honorary employees was 5 respondents or
20%. From the empirical data above, we can see that the number of Civil Servantsis less than
the Regional Honorary Staff, this shows that the workload at the Service of Revenue, Financia
Management and Assets Service Technical Implementation Unit (UPTD) Singosari Malang
Regency isvery heavy becauseit isrelated to service delivery. society and public finance where
accountability requires aclear and firm status, having an Employee Identification Number (NIP)
isthe legality of their status as a Civil Servant.
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Frequency Distribution of Items Related to Leadership Variables (X1)

Answer [temsl Iltems2 Items3 Iltems4 Items5 Items6 ltems7
Responden f % f % f % f % f % f % f %
5 15 60 19 76 7 28 7 28 - - 17 68 21 84
4 10 40 6 24 15 60 18 72 - - 8 32 4 16

3 - - - - 3 12 - - 2 8 - - - -

2 - - - - - - - - 18 72 - - - -

1 - - - - - - - - 5 20 - - - -
Answer 25 100 25 100 25 100 25 100 25 100 25 100 25 100

Source: processed by researchers, 2023

Of the fourteen items of the Leadership variable (X1), there are 4 items on average
strongly agree, 2 items on average agree, and 1 item on average disagree. Thusit was concluded
that the leadership in the Department of Revenue, Financial Management and Assets Service
Technical Implementation Unit (UPTD) Singosari Maang Regency is high or good.

Frequency Distribution of Items Related to Motivational Variables (X2)

Answer [tem 1 Item 2 Item 3 Item 4 Item 5 Item 6 Item7
Responden f % f % f % f % f % f % f %
5 15 60 19 76 7 28 7 28 - - 17 68 21 84

4 10 40 6 24 15 60 18 72 - - 8 32 4 16

3 - - - - 3 12 - - 2 8 - - - -

2 - - - - - - - - 18 72 - - - -

1 - - - - - - - - 5 20 - - - -
Answer 25 100 25 100 25 100 25 100 25 100 25 100 25 100

Source: processed by researchers, 2023

Of the fourteen items of the Work Mativation variable (X2), there are 4 items on average
strongly agree, 2 items on average agree, and 1 item on average disagree. Thusit was concluded
that the leadership in the Regional Revenue Agency of the Service Technical Implementation
Unit (UPTD) Singosari Malang Regency was high or good.



70

Frequency Distribution of Items Related to Morale Variable (Y)

Answer ltem 1 Iltem 2 Item 3 Item4 Item 5
Responden  f % f % f % f % f %
5 - - - - - - 6 24 21 84
4 - - - - - - 19 76 4 16

3 3 12 6 24 6 24 - - - -

2 21 84 19 76 16 64 - - - -

1 1 4 - - 3 12 - - - -

Answer 25 100 25 100 25 100 25 100 25 100
Source: processed by researchers, 2023

Of the fourteen items of the Work Motivation variable (X2), there are 4 items on average
strongly agree, 2 items on average agree, and 1 item on average disagree. Thusit was concluded
that the leadership in the Regiona Revenue Agency of the Service Technical Implementation
Unit (UPTD) Singosari Malang Regency was high or good.

Frequency Distribution of Items Related to Morale Variable (Y)

Variable [tems r Sig Infor mation

Leadership (X1) X11 0,729 0,000 Vvalid
X12 0,764 0,000 vaid

X13 0,614 0,000 vaid

X14 0,459 0,000 valid

Xis 0,612 0,000 valid

X1i6 0,840 0,000 valid

X17 0,688 0,000 Vvalid

Motivation X>) X21 0,729 0,000 Vvalid
X2.2 0,764 0,000 Vvalid

X23 0,614 0,000 vaid

X24 0,459 0,000 vaid

X25 0,612 0,000 valid

X286 0,840 0,000 vaid

X227 0,688 0,000 valid

Spirit at Work (Y) Y1 0,582 0,000 valid
Y2 0,602 0,000 valid

Y3 0,653 0,000 valid

Ya 0,602 0,000 vaid

Ys 0,355 0,000 vaid

Source: processed by researchers, 2023
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Hasil pengujian reliabilitas dengan menggunakan Alpha Cronbach dijelaskan sebagai
berikut

Variable Alpha I nformation
Leadership (X1) 0,9155 Reliabel
Motivation (X2) 0,9110 Reliabel
Spirit at work (Y) 0,8452 Reliabel

Source: processed by researchers, 2023

The table above shows that the three variables studied have Cronbach's Alpha values
greater than 0.6 so that these three variables are reliable and suitable for use in the next stage of
research.

The Contribution of Each Independent Variable to the Dependent Variable

Variable R R? Contribution

Leadership (X1)

X11 0,375 0,141 14,10%
X12 0,350 0,123 12,30%
X13 0,614 0,377 37,70%
X14 0,602 0,363 36,30%
X15 0,281 0,079 7,90%
X16 0,359 0,129 12,90%
X17 0,646 0,417 41,70%
Mativation (X2)

X21 0,375 0,141 14,10%
X2.2 0,350 0,123 12,30%
X23 0,614 0,377 37,70%
X24 0,602 0,363 36,30%
X25 0,281 0,079 7,90%
X26 0,359 0,129 12,90%
X27 0,646 0,417 41,70%

Source: processed by researchers, 2023

Discussion
Description Variable Frequency of Leadership (X1), Motivation (X2) and Employee
Morale(Y)

Based on the results of the frequency distribution of the Leadership variable (X1), the
highest item isincreasing the skills of subordinates or strongly agree (84%) and the lowest item
is the employee receiving delegation or strongly disagreeing (20%). This means that the
leadership in the Department of Revenue, Financial Management and Assets of the Service
Technical Implementation Unit (UPTD) Singosari Malang Regency has carried out the item of
increasing the skills of subordinates very well where the leader holds activities or training for
his employees related to his field of work according to needs. While the lack of employees
receiving delegation is that in general they feel that leadership in the Service of Revenue,
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Financial Management and Assets Service Technical Implementation Unit (UPTD) Singosari
Malang Regency is good but has not been able to generate trust or accept delegation to
employees from the leadership.

Based on data from the frequency distribution of the Motivation variable (X2), the
highest item isworkplace calm or strongly agree (84%) and the lowest item iswork environment
conditions or strongly disagree (20%). This means that a quiet workplace in the Service of
Revenue, Financia Management and Assets Service Technical Implementation Unit (UPTD)
Singosari Malang Regency is very good where basically a person needs a calm workplace at
work so asto be able to raise enthusiasm for work. Asfor the lowest item of motivation, namely
the condition of the work environment. This is due to the condition of a conducive working
environment that is able to arouse morale at work.

Based on data from the frequency distribution of the Morale (Y) variable, the highest
item is satisfaction with guarantees or strongly agrees (84%) and the lowest item is the
willingness of employees to help each other or strongly disagrees (12%). This means that the
leadership in the Department of Revenue, Financial Management and Assets of the Service
Technical Implementation Unit (UPTD) Singosari Malang Regency has provided guarantees so
that it encourages the birth of work enthusiasm in employees. As for the lowest item, namely
the spirit of cooperation between employees and leaders actually aready exists but still needs
to be improved or intensified.

Pengar uh Kepemimpinan (X1) terhadap Semangat Kerja Karyawan (Y)

Sipahelut et ., (2021) say that |eadership isa person's ability and readiness to influence,
guide, and direct or manage other people so that they want to do something to achieve common
goals. In this sense someone who wants to be recognized as a leader must have advantages in
some of the functions made explicit above, namely: influencing, guiding to the ability to manage
other people. If he can carry out al of these functions, practically he can be accepted by the
group as afunctional leader.

Theresults of the multiplelinear regression analysis showed that the Leadership variable
(X1) consisted of Opportunity to express opinions (X1.1) with a tcount of 1.940 with a
significance of 0.065. Because [tcount| < ttable (1.940 < 2.069) or sig t > 5% (0.065 > 0.05) and
the partial regression coefficient (standardized coefficients beta) is 0.375, partialy the
Opportunity to express opinion variable (X1.1) has no significant effect on the Spirit variable
Work (Y) if other variables remain in value. This means that if the opportunity to express
opinions increases, then employee morale remains or there is an increase but does not have a
significant effect on employee morale. From the descriptive analysis datait can be seen that the
Opportunity to express an opinion variable indicates that the Opportunity to express an opinion
in the Department of Revenue, Financial Management and Assets Service Technical
Implementation Unit (UPTD) Singosari Malang Regency islow.
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The variable Giving direction in carrying out tasks (X1.2) has a tcount of 1.794 with a
significance of 0.086. Because [tcount| <t table (1.794 < 2.069) or sigt > 5% (0.086 > 0.05) and
the partial regression coefficient (standardized coefficients beta) is 0.350, so partialy the
variable Providing direction in carrying out tasks (X1.2) has no significant effect on variable
Morae (Y) if the other variables remain in value. This means that if the direction in carrying
out tasks increases, then employee morale remains or there is an increase but does not have a
significant effect on employee morale. From the descriptive analysis datait can be seen that the
variable Providing direction in carrying out tasks indicates that the provision of direction in
carrying out tasks in the Service of Revenue, Financial Management and Assets Service
Technical Implementation Unit (UPTD) Singosari Maang Regency is low.

The leadership variable gives delegation of authority (X1.3) a tcount of 3.729 with a
significance of 0.001. Because [tcount| >t table (3.729 > 2.069) or sigt < 5% (0.001 < 0.05) and
the partial regression coefficient (standardized coefficients beta) is 0.614, so partidly the
leadership variable delegating authority (X1.3) has a significant effect on the spirit variable
Work (Y) if other variables remain in value. This means that if the Leader delegates authority
increases then employee morale increases or vice versa if the Leader delegates authority
decreases then morale decreases. From the descriptive analysis data it can be seen that the
|eadership variable delegating authority indicates that the leadership del egating authority in the
Department of Revenue, Financial Management and Assets Service Technical Implementation
Unit (UPTD) Singosari Malang Regency is high.

Task control variable (X1.4) has atcount of 3.618 with a significance of 0.001. Because
[tcount| >t table (3.618 > 2.069) or sigt < 5% (0.001 < 0.05) and the partial regression coefficient
(standardized coefficients beta) is 0.612, so partially the task control variable (X1.4) has a
significant effect on the morale variable ( Y) if other variables remain in value. This means that
if the Leader delegates authority increases then employee morale increases or vice versaif the
Leader delegates authority decreases then morale decreases. From the descriptive analysis data
it can be seen that the task control variable indicates that the task control in the Service of
Revenue, Financial Management and Assets of the Service Technical Implementation Unit
(UPTD) Singosari Malang Regency is high.

The obedience variable (X1.5) has a tcount of 1.404 with a significance of 0.174.
Because [tcount| < t table (1.404 < 2.069) or sigt > 5% (0.174 > 0.05) and the partial regression
coefficient (standardized coefficients beta) is 0.281, so partially the Obedience variable (X1.5)
has no significant effect on the Morale variable ( Y) if other variables remain in value. This
means that if obedience increases, employee morale remains or thereis an increase but does not
have a significant effect on employee morale. From the descriptive analysis data it can be seen
that the Obedience variable indicates that the Obedience in the Office of Revenue, Financial
Management and Assets of the Service Technical Implementation Unit (UPTD) Singosari
Malang Regency is low.
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Variable Employees receive delegation (X1.6) tcount of 1.844 with a significance of
0.078. Because |tcount| < ttable (1.844 < 2.069) or sig t > 5% (0.078 > 0.05) the value of the
partial regression coefficient (standardized coefficients beta) is 0.359 so partially the employee
variable receives delegation (X 1.6) has no significant effect on the morale variable (Y) if other
variablesremain in value. This meansthat if the employee receives the del egation increases, the
employee morale remains or there is an increase but does not have a significant effect on
employee morale. From the descriptive analysis data it can be seen that the variable Employees
receiving delegation indicates that Employees receiving delegations at the Office of Revenue,
Financial Management and Assets Service Technical Implementation Unit (UPTD) Singosari
Malang Regency is low.

Variable Adding skills to subordinates (X1.7) has a tcount of 4.057 with a significance
of 0.000. Because [tcount| > t table (4.794 < 2.069) or sig t < 5% (0.000 < 0.05) and the partial
regression coefficient (standardized coefficients beta) of 0.646, partially the employee variable
receiving delegation (X1.7) has asignificant effect on the morale variable (Y) if other variables
remain in value. This means that if adding employee skills increases then employee morale
increases or vice versa if adding employee skills decreases then morale decreases. From the
descriptive analysis data it can be seen that the task control variable indicates that increasing the
skills of employees in the Office of Revenue, Financial Management and Assets of the Service
Technical Implementation Unit (UPTD) Singosari Maang Regency is high.

Leadership in this study consists of indicators (1) Leader's Role (consisting of items
Opportunity to express opinions, Providing direction in carrying out tasks, Leaders delegating
authority and Controlling tasks); (2) Followers (consisting of Compliance items, Employees
receive delegation of authority); and (3) Organizational Situation (consisting of the item
Improving the skills of subordinates), while morale consists of indicators (1) Absence
(consisting of the item Attendance of employees); (2) Collaboration (consisting of items Spirit
of cooperation between employees and management, Willingness of all employeesto help each
other); (3) Satisfaction (consisting of items Satisfaction with work environment and Satisfaction
with guarantees).

The results of research at the Service of Revenue, Financia Management and Assets
Service Technical Implementation Unit (UPTD) Singosari Malang Regency show 3 items out
of 7 items of poor or moderate |eadership and these four must be considered by leaders in the
Office of Revenue, Financial Management and Assets Office Technical Implementation Unit
(UPTD) Singosari Malang Regency while for work enthusiasm in the Office of Revenue,
Financial Management and Assets Service Technical Implementation Unit (UPTD) Singosari
Malang Regency is high. For this reason, morale needs to be increased again, namely by
increasing leadership even higher.

The results of this study are in line with some of the results of previous studies by
Comunian & England, (2020); Salim & Ernanda, (2023); Setyowati et al., (2017) which states
that there is a partially significant influence between leadership on employee morale.
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The Influence of Motivation (X2) on Employee Morale (Y)

Al-Musadieq et d., (2018); Luthans & Stajkovic, (1998); Nguyen et al., (2020) suggests
that humans will usually do something if they have the will to do so. This will depends on
something that triggersit. Likewise, this spark of will can be strong or weak. Thisspark iscalled
amotive. Motives are usually directed towards something or a goal. People's motivation to do
something depends on the magnitude of the motiveto achievethe desired goal. It isrealized that
humans are different from one another, not only in the way of doing things but also in their
willingnessto do it.

From the results of the multiple linear regression analysis conducted, it shows that the
motivational variable (X2), which consists of the wage magnitude variable (X2.1), has a tcount
of 1.940 with a significance of 0.065. Because |tcount| < ttable (1.940 < 2.069) or sigt > 5%
(0.065 > 0.05) and the partial regression coefficient (standardized coefficients beta) is 0.375, so
partialy the variable amount of wages (X2.1) has no significant effect on the variable Morale
(Y) if other variables remain in value. This means that if the amount of wages increases, then
employee morale remains or there is an increase but does not have a significant effect on
employee morale. From the descriptive analysis data, it can be seen that the variable amount of
wages indicates that the amount of wages in the Office of Revenue, Financial Management and
Assets Service Technical Implementation Unit (UPTD) Singosari Maang Regency islow.

The payroll system variable (X2.2) has atcount of 1.794 with a significance of 0.086.
Because [tcount| < t table (1.794 < 2.069) or sig t > 5% (0.086 > 0.05) and the partial regression
coefficient (standardized coefficients beta) is 0.350, so partially the payroll system variable
(X2.2) has no significant effect on the variable Morale (Y) if the other variablesremain in value.
Thismeansthat if the payroll/wages system increases then employee morale remains or thereis
an increase but does not have a significant effect on employee morale. From the descriptive
analysis datait can be seen that the payroll system variable shows that the payroll/wages system
at the Office of Revenue, Financial Management and Assets Service Technical Implementation
Unit (UPTD) Singosari Malang Regency islow.

Incentives variable (X2.3) has a tcount of 3.729 with a significance of 0.001. Because
[tcount| >t table (3.729 > 2.069) or sigt < 5% (0.001 < 0.05) and the partial regression coefficient
(standardized coefficients beta) is 0.614 so partially the provision of incentives variable (X2.3)
hasasignificant effect on thevariable Morale(Y) if other variablesremaininvaue. Thismeans
that if the payroll/incentive system increases, employee morale increases or vice versa if
incentives decrease, morale decreases. From the descriptive analysis data it can be seen that the
variable of giving incentives shows that the giving of incentives in the Office of Revenue,
Financial Management and Assets of the Service Technical Implementation Unit (UPTD)
Singosari Malang Regency is high.
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The basic variable for providing incentives (X2.4) has a tcount of 3.618 with a
significance of 0.001. Because [tcount| >t table (3.618 > 2.069) or sigt < 5% (0.001 < 0.05) and
the partia regression coefficient (standardized coefficients beta) is 0.602 so partially the basic
variable of incentives (X2.4) hasasignificant effect onthevariable Morae(Y) if other variables
remain in value. This means that if the basis for providing incentives increases then employee
morale increases or vice versa if the basis for providing incentives decreases then morae
decreases. From the descriptive analysis data it can be seen that the basic variable for giving
incentives shows that the basis for giving incentives at the Service of Revenue, Financial
Management and Assets of the Service Technica Implementation Unit (UPTD) Singosari
Malang Regency is high.

Working environment condition variable (X2.5) tcount is 1.404 with a significance of
0.174. Because [tcount| < ttable (1.404 < 2.069) or sig t > 5% (0.174 > 0.05) and the partial
regression coefficient (standardized coefficients beta) is 0.281, so partialy the working
environment condition variable (X2.6) has no significant effect on the spirit variable work ()
if other variables remain in value. This means that if the working environment conditions
increase, the employee morale remains or there is an increase but does not have a significant
effect on employee morale. From the descriptive analysis data it can be seen that the working
environment condition variable indicates that the working environment conditions in the
Department of Revenue, Financial Management and Assets Service Technical Implementation
Unit (UPTD) Singosari Malang Regency islow.

The variable number of jobs (X2.6) has a tcount of 1.844 with a significance of 0.078.
Because [tcount| < t table (1.844 < 2.069) or sig t > 5% (0.078 > 0.05) and the partial regression
coefficient (standardized coefficients beta) is 0.359, so partialy the number of jobs variable
(X2.6) has no significant effect on the morale variable (Y) if other variables remain in value.
This means that if the working environment conditions increase, the employee morale remains
or there is an increase but does not have a significant effect on employee morale. From the
descriptive analysis datait can be seen that the number of jobs variableindicates that the number
of jobs in the Office of Revenue, Financiad Management and Assets Service Technical
Implementation Unit (UPTD) Singosari Malang Regency islow.

Workplace calm variable (X2.7) has a tcount of 4.057 with a significance of 0.000.
Because [tcount| > t table (4.794 > 2.069) or sig t < 5% (0.000 < 0.05) and the partial regression
coefficient (standardized coefficients beta) is 0.646, so partially the variable tension of the
workplace (X2.7) has asignificant effect on the variable morale (Y) if other variablesremain in
value. This means that if the calmness of the workplace increases, the morale of the employees
increases or vice versaif the tension in the workplace decreases, the moral e decreases. From the
descriptive analysis data it can be seen that the variable quietness of the workplace indicates
that calmness of the workplace in the Office of Revenue, Financial Management and Assets
Service Technical Implementation Unit (UPTD) Singosari Malang Regency is high.
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Work motivation in this study consists of indicators (1) Wages (consisting of items
Amount of wages, Payroll/wages system, Providing incentives, Basisfor providing incentives);
(2) Physical condition of the workplace (consisting of the item Working environment
conditions); and (3) Security (consisting of items Number of jobs, Peace of the workplace),
while morale consists of indicators (1) Absence (consisting of items Attendance of employees);
(2) Collaboration (consisting of items Spirit of cooperation between employees and
management, Willingness of all employees to help each other); (3) Satisfaction (consisting of
items Satisfaction with work environment and Sati sfaction with guarantees).

The results of research at the Office of Revenue, Financial Management and Assets
Service Technica Implementation Unit (UPTD) Singosari Malang Regency showed 3 out of 7
motivational itemswere lacking or moderate. For thisreason, morale needsto be increased even
higher. namely by motivating employees even higher. The results of this study are in line with
some of the results of previous studies (Endang Kristina, 2000; S Pantja Djati, 2002).

The Effect of Leadership (X1) and Motivation (X2) on Employee Morale(Y)
From the results of research at the Office of Revenue, Financial Management and Assets

Service Technical Implementation Unit (UPTD) Singosari Malang Regency using the F test
shows an Fcount of 4.372 (significance F = 0.000). So Fcount > Ftable (4.372 > 2.060) or Sig F
< 5% (0.000 <0.05). This means that together the variables Leadership (X1) and Motivation
(X2) have a significant effect on the Morale variable (Y). The magnitude of the influence of
Leadership (X1) and Motivation (X2) on Morae (Y) is54.7%. So if leadership and motivation
increase together it will result in an increase in employee morale and vice versa if leadership
and motivation decrease together it will result in adecrease in the increase in employee morale.
The results of this study are in line with some of the results of previous studies (Yunni Ari H,
1999; Irwan Harmawan, 2001; S Pantja Djati, 2002).

From the results of the multiple linear regression analysis that has been carried out, the
results show that the variables Leadership (X1) and Motivation (X2) have the same effect on
the Morale Variable (Y) and the Skills Adding of subordinates variable (X1.7) are more
dominant on the Leadership variable and the variable Satisfaction with guarantees (X2.7) is
more dominant in the motivation variable than other variables, where this can be seen from the
value of the regression coefficients (standardized coefficients beta) on the variable Adding skills
of subordinates of 0.646 which shows the greatest value compared to with the value of the
regression coefficients (standardized coefficients beta) of other variables on the variable
Leadership (X1) and the value of the regression coefficients (standardized coefficients beta) of
0.646 which shows the largest value compared to the values of the regression coefficients
(standardized coefficients beta) of other variables on the variable Motivation (X1 ). So to
maximize employee morale, leaders must equally focus on improving leadership and employee
motivation in the institutions they lead.



78

The results of this study are based on the theory put forward by I.G. Wursanto, wherein
the Regional Government environment, work enthusiasm does not just arise, but arises because
of the mental aspects of a person who can provide enthusiasm for work in the form of individual
morale and group morale, and is in line with research from Endang Kristina ( 2000) that the
variable motivation has a dominant influence on morale.

CONCLUSION

From the results of research at the Department of Revenue, Financial Management and
Assets Service Technical Implementation Unit (UPTD) Singosari Maang Regency, it can be
concluded as follows: (1) Leadership and work motivation in the Service Office of Revenue,
Financial Management and Assets Service Technical Implementation Unit (UPTD) ) Singosari
Malang Regency has a significant influence partially on employee morale. (2) Leadership and
work motivation in the Service Office of Revenue, Financial Management and Assets Service
Technical Implementation Unit (UPTD) Singosari Malang Regency have asignificant influence
simultaneously on employee morale. (3) Leadership in the Service Office of Revenue, Financia
Management and Assets Service Technical Implementation Unit (UPTD) Singosari Malang
Regency becomes the dominant influence because the trigger for employee morae is a
leadership style that is able to provide comfortable working conditions and can also prosper
employees.
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