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ABSTRACT

This quantitative research, 120 respondents with
SmartPlS-4, aims to set a direct and indirect
influence of the transformational leadership style
on employee motivation and performance, work
environment on employee motivation and
performance, compensation on employee
motivation and performance, motivation on
employee performance, transformational
leadership style, work environment and
compensation on employee performance through
work motivation as an intervening at PT Metindo
Erasakti. transformational leadership do not
impact performance, transformational leadership
do not impact motivation. Compensation do not
impact performance, compensation impact
motivation, work environment impact
performance. The work environment do not
impact motivation. Motivation do not impact
performance. Transformational leadership do not
impact performance through motivation.
Compensation do not impact performance
through motivation. The work environment do
not impact performance through motivation
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INTRODUCTION

Human Resources are essensial for companies in managing, organizing,
and maximizing employees. Human Resources as the urge of the organization in
reaching target, must encourage employee efforts to work harder. With
employees who work harder and better, the outcome could reached in carrying
their duties and work. Company goals can be achieved not depending on
sophisticated and modern work tools, adequate facilities but more dependent on
the people who carry out the job. Organization achievement is greatly affected
by each employee. The company should improve the performance of the
employees in the hope of achieving company goals.

Performance is a very important and interesting part because it turns out
to be very important benefits. There are several ways to reach maximum
performance by educating, workshop training, adequate compensation,
conducive work environment also motivation. Giving motivation directly at each
individual or by providing reasonable compensation rules. Therefore, efforts to
improve staff performance are the most serious management challenge because
the success of achieving a company's goals and survival depends on the quality
of its human resource performance. Officer performance has a number of factors
that can influence, One of the factors that influences staff performance is
leadership style. The right leadership style will motivate a person to accomplish.
The success of an employee's failure to accomplish his job can be influenced by
the leadership style of leadership. Leadership style becomes the first factor in
sustainable performance improvement. In this process, leaders have a major role
in determining the implementation of the organization of a company. A leader is
required to give clear direction to the vision and mission of the organization, and
to be able to run the organization well so that the results obtained are in line with
the goals that the company wants to. A leadership style that can be applied based
on the results of this research is the leadership theory of Kouze and Posner.
Kouze and Posner in their book The Leadership Challenge (2012) found that the
most wanted leaders are leaders who have an attitude of Honest, Forward-
looking, Competent and Inspiring. These four attitudes, if put into leadership
practice, will have a positive impact on the company. The challenge becomes a
necessity, a challenge and a response to managing the staff, given that it's difficult
and complex to do by a leader, because each staff member has a different
background.

Compensation has a broader meaning than wages or salaries. Wages
emphasize the reward of financial services, while compensation covers financial
and non-financial services. Compensation is either a direct reward of money or
an indirect reward. (non finansial) Compensation can improve performance and
motivate employees. According to Edy Sutrisno in his book entitled Human
Resource Management, the purpose of a man's work is for him to live from their
work. Motivation can drive an employee to perform work optimally in
accordance with the goals a leader wants in creating a conducive working
atmosphere in the company. Such an incentive is motivation, that motivation can
increase productivity, discipline, and can raise an employee's sense of
responsibility for duties.
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Tommy Waworundeng, William A. Areros, Wehelmina Rumawas (2021),
in their research showed that leadership style influencing employee
performance. Meanwhile, research by Nadia Putri Shahara, Noor Indah
Rahmawati (2021) ststed that leadership style influence employee performance.
Muhammad Adhan, Muhammad Andi Prayogi (2021), in their research shows
that the Leadership have significant effect on Employee performance. According
to Tomy Sun Siagian, Hazmanan Khair (2018) Leadership style affected job
satisfaction.

Compensation come under financially or non-financially rewards.
Providing compensation can improve work performance and motivate
employees.

PT Metindo Erasakti, as one of the companies engaged in automotive
stamping, welding, and dies center services that has more than one customer.
Which plays a role in developing motorized vehicle products both two-wheeled
and four-wheeled whose use has become a necessity for the people of Indonesia.
PT Metindo Erasakti has also tried to provide training for all employees. Training
in the field of basic skills is given every month for all divisions, for QCDSME
training (Quality, Cost, Delivery, Safety, Morale, and Environment) and most
training is given to the production division, for managerial and leadership
training is given once a month for Group Leader level up and above. Given the
large number of customers, the majority of 90% of customers are automotive
market rulers in Indonesia, opening up market opportunities for PT Metindo
Erasakti to expand its business and diversify into other automotive products. PT
Metindo Erasakti was established in 1989, and is engaged in automotive services.
The company is located in Bekasi.
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Figure 1. Total Sales

LITERATURE REVIEW
Definition of Performance

Performances are both quantity as well as quality of jobs attained by an
employee to finish duties based on responsibilities given (Mangkunegara, 2017:
67). According to Mangkunegara in (Fransiska & Tupti, 2020) employee
performance are quantity as well as quality of jobs attained by an employee in
doing their duties according to the duty given to them.
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Definition of Motivation

Koldakar in Hamali (2018: 131) steted that motivation is a desire caused
by needs, willingness that makes individual do anything to get the goal.
Motivation is the empowerment of the work eagerness of a person to be willing
to work with others effectively, and integrate to reach satisfaction (Hasibuan,
2014).
Definition of Leadership Style

Leadership style according to Moeheriono (2012) is a pattern of conduct of
the leader related to the skill to lead. Leadership style can also be defined as a
group of leaders characteristics to govern subordinates in order to reaching
goals (Rivai and Mulyadi, 2012). The way a leader has is very affecting on every
step to take to organize company.
Definition of Work Environment

Work environment is all thats in the employees area that may influence
them at work such as humidity, heat, ventilation, light, sound, workplace
sanitary and tools for work (Afandi, 2018). Work environment divided into two
types. First, a physical work environment where everything involves physical
aspects. Second, a nonphysical work environment that cannot be senses
(Suwondo and Sutanto 2015).
Definition of Compensation

Compensation is all that is get by employees as a prize for their doing to

the organization. (Sedarmayanti, 2017: 173). According to Edy Sutrisno in Tohadi
(2017: 182) argues that compensation is counted based on job evaluation to get
compensation close to feasibility and justice (equity).
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Figure 2. Conceptual Framework
Hypothesis

1. (H1) transformational leadership has significant impact on performance
H2) transformational leadership has significant impact on motivation.
3) compensation has significant impact on performance.

5) the work environment has significant impact on performance.
6) work environment has significant impact on motivation.
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(H7) motivation has significant impact on performance.
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8. (H8) transformational leadership has significant impact to performance
through motivation as an intervening variable.
9. (H9) compensation has significant impact to performance through
motivation as an intervening variable.
(H10) work environment has significant impact to performance through
motivation as an intervening variable

METHODOLOGY

This study is using quantitative research. Quantitative research is research
that uses numerical data. (Sugiyono: 2016, p.7).The author uses the type of
quantitative research because in this research the data used is obtained from the
expected questionnaire result so that the data in the research is in the form of
numbers. Quantitative research in research looks at variable relationships to
objects studied that are causal, so the authors use descriptive and verification
research methods. A descriptive method is a method of research conducted to
determine the value of independent variables, either one or more variables
(independent) without making comparisons, or connecting with other variables.
(Sugiyono, 2015:35). A verification method is a method of research aimed at
tinding the relationship between two or more variables, or a method used to test
the truth of a hypothesis. (Sugiyono, 2015:36).

The research achieved by spreading a questionnaire to 120 respondents
which are employees of PT Metindo Erasakti. Sampling technique is Sample
Random Sampling that population member are selected one by one randomly.
Data Analysis Methods The data analysis method in this study uses the Partial
Least Square approach (PLS). Partial Least Square (PLS) is an alternative method
of Structural Equation Modeling (SEM) that can be used to address relationships
between highly complex variables, but small data sample sizes. (Haryono, 2016).
PLS is a Structural Equation Modeling (SEM) model based on components or
variants. PLS is an alternative approach that shifts from a covariant-based SEM
approach to a variance-based one. (Ghozali, Konsep, Teknik, dan Aplikasi
Menggunakan Program smartPLS 3.0 ed. 2, 2015). SmartPls (SEM analysis) as
software to calculate convergent and discriminant validity, AVE, reliability test,
r-square and direct - indirect influence of each variables. The measurement
model is used to test the validity of the construction and the reliability of the
instrument. The validity test was performed to measure the ability of the research
instrument to determine what should be measured (Cooper and Schindler, 2006)
in (Hartono & Willy, 2014) (AVE). The reliability test is used to measure the
consistency of measuring instruments in measuring concepts or it can also be
used for measuring respondent consistencies in answering instruments. An
instrument is said to be reliable if a person's answer to a question is consistent or
stable over time. Reliability testing in PLS can use composite reliability and
cronbach’s alpha methods (Hartono & Willy, 2014). After evaluating the
structure/variable measurement model, the next step is to evaluate the structural
model or the outer model. The first step is to evaluate the structural model by
looking at the significance of the construction/variable relationship. This can be
seen from the path coefficient that describes the strength of the interconstructive
relationship. The path coefficient must correspond to the theory hypothesized,
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its significance can be seen in the t-test or C.R (critical ratio) obtained from the
bootstrapping process or resampling method. (Haryono, 2016). Testing this
hypothesis is done by comparing t-computing with t-table. A t-calculation
comparison with a t-table is used to determine whether or not there is an
influence between variables in this study. The t-calculation value is obtained
from bootstraping with SmartPLS software. The path coefficient value indicates
a significant level in the hypothesis test. The path factor score shown by the T-
statistic value, must be above 1.96 for two-tailed hypotheses and above 1.64 for
one -tailed. (Hartono & Abdillah, 2015). For the hypothesis test at = 5%. For the
hypothetical test in this study using statistical values, then for = 5% the statistical
t-value used is 2,014. So the criterion for acceptance/rejection of the hypothesis
is Ha accepted and HO rejected at t-statistics > 2,014.

The demographic aspects consist of gender, age, education, time of service
and work unit.

Table 1. Object Demographic

Number of
Category Respondents Percentage
Male 113 94,17 %
Gender | Female 7 5,83%
Total 120 100,00%
20-25 years old 11 9,17%
26-30 years old 10 8,33%
31-35 years old 31 25,83%
36-40 years old 25 20,83%
41-45 years old 16 13,33%
Age  [46-50 years old 21 17,50%
51-55 years 6 5,00%
Total 120 100,00%
JUNIOR/SENIOR  HIGH
SCHOOL 1 0,83%
SMA/SMK /LTA 88 73,33%
Education | D1/D2/D3 14 11,67%
D4 / S1 17 14,17 %
Total 120 100,00%
0-5 years 11 917%
6-10 years 14 11,67 %
11-15 years 48 40,00%
16-20 years 19 15,83%
' 21-25 years old 16 13,33%
Time of  "36.30 years old 9 7,50%
Service 73735 years old 3 2,50%
Total 120 100,00%
Accounting 2 1,67 %
DIM 8 6,67 %
FINANCE 1 0,83%
GA 6 5,00%
HRD 6 5,00%
Marketing 1 0,83%
PE 2 1,67 %
Plant Service 5 4,17 %

776



Formosa Journal of Sustainable Research (FISR)
Vol.3, No 4, 2024: 771-788

PPCD 18 15,00%
Work Unit | Procurement 12 10,00%
Production 4 3,33%
Project Management 2 1,67 %
Quality 20 16,67 %
SID 1 0,83%
SR 1 0,83%
Stamping 10 8,33%
ToolJig R4 1 0,83%
Welding Dept. 20 16,67 %
Total 120 100,00%

Source: Research Results (2024)

RESULT
Convergent Validity

Reliable or high if correlated above 0.70 with another construct.

/7
/
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"« Source:SmartPls 4 Calculation

Figure 3. Outer Loading

Discriminant Validity
Table 2. Cross Loading Value
transformationa . work ..
lleadership performanc | compensatio T A motivatio
e n t n
x1.1
0,772 0,692 0,669 0,744 0,674

6‘1'1 0,759 0,682 0,695 0,698 0,682
’1‘1'1 0,764 0,690 0,624 0,690 0,668
’2‘1'1 0,750 0,682 0,588 0,689 0,674
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’;” 0,811 0,786 0,683 0,800 0,769

21'1 0,826 0,786 0,677 0,794 0,675

;1'1 0,814 0,785 0,711 0,784 0,766

x1.2 0,790 0,707 0,724 0,753 0,670

x1.3 0,745 0,722 0,686 0,721 0,722
x1.4 0,747 0,741 0,692 0,721 0,701
x1.5 0,868 0,840 0,790 0,855 0,752
x1.6 0,819 0,837 0,751 0,836 0,721
xL.7 0,834 0,844 0,783 0,844 0,719
x1.8 0,861 0,847 0,828 0,850 0,753
x1.9 0,841 0,845 0,748 0,844 0,777
x2.1 0,721 0,695 0,572 0,732 0,663
x21 0,796 0,862 0,706 0,865 0,734
’1‘2'1 0,721 0,786 0,651 0,783 0,753
’2‘2'1 0,763 0,807 0,750 0,815 0,763
’3‘2'1 0,806 0,847 0,733 0,862 0,759
22'1 0,781 0,806 0,738 0,824 0,747
21 0,783 0,806 0,762 0,808 0,707
x2.2 0,773 0,727 0,647 0,772 0,664
x2.3 0,751 0,724 0,661 0,735 0,725
x24 0,744 0,741 0,728 0,721 0,690
x2.5 0,854 0,843 0,780 0,850 0,747
x2.6 0,818 0,835 0,769 0,840 0,718
e 0,816 0,843 0,790 0,841 0,708
x2.8 0,814 0,837 0,844 0,818 0,731
x2.9 0,820 0,830 0,695 0,839 0,764
x3.1 0,806 0,838 0,859 0,835 0,812
x3.2 0,749 0,777 0,820 0,764 0,730
x3.3 0,760 0,794 0,883 0,784 0,717
x3.4 0,750 0,741 0,845 0,738 0,734
x3.5 0,733 0,716 0,848 0,722 0,708
x3.6 0,757 0,716 0,810 0,729 0,734
x3.7 0,736 0,741 0,892 0,733 0,785
x3.8 0,785 0,804 0,883 0,806 0,763
yl1 0,744 0,744 0,727 0,745 0,840
3’“ 0,719 0,748 0,727 0,730 0,844
y1.2 0,696 0,736 0,683 0,724 0,828
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0,736 0,753 0,707 0,750 0,792
yl4 0,796 0,789 0,705 0,791 0,865
y1.5 0,721 0,728 0,688 0,735 0,800
y1.6 0,781 0,748 0,826 0,761 0,842
y1.7 0,761 0,764 0,718 0,778 0,869
y1.8 0,767 0,768 0,761 0,758 0,834
y1.9 0,751 0,751 0,777 0,732 0,847
y2.1 0,735 0,724 0,649 0,728 0,718
(5)’2'1 0,750 0,817 0,757 0,808 0,771
{2'1 0,804 0,860 0,756 0,859 0,768
3’2'1 0,778 0,816 0,759 0,820 0,755
§2'1 0,771 0,814 0,734 0,800 0,706
}1’2'1 0,792 0,851 0,719 0,819 0,763
y21 0,723 0,740 0,684 0,720 0,668
y2.2 0,736 0,757 0,656 0,740 0,696
y2.3 0,870 0,853 0,765 0,859 0,766
y2.4 0,800 0,816 0,799 0,802 0,708
y2.5 0,812 0,846 0,798 0,840 0,706
y2.6 0,854 0,857 0,828 0,852 0,758
y2.7 0,802 0,828 0,681 0,831 0,756
y2.8 0,806 0,877 0,747 0,867 0,747
y2.9 0,721 0,786 0,651 0,783 0,753

Source: SmartPls 4 Calculation Results (2024)

Cross loadings each variable all above 0.70 and correlation constructs to
the indicators is greater than the score of others. this explains latent construc
estimates higher block size than others.

Construct Reliability and Validity Test

Table 3. Reliability Test

I:‘;S:r"srl‘:i‘;ﬁ"“al 0,960 | 0,961 0,964 0,642
performance 0,964 | 0,965 0,968 0,668
compensation 0,947 | 0,948 0,956 0,732
work environment 0,962 0,963 0,966 0,654
motivation 0,952 | 0,952 0,959 0,700

Source: SmartPls 4 Calculation Results (2024)
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The AVE value for every variables are above 0.5 and the reliability test
shows the score of every variables in the Cronbachs alpha as well as composite
reliability parameters >0.70 means these research variables meet the reliability
test requirements.

Structural Model Testing (Inner Model)

Figure 4. Structural Model Testing

Table 4. R-Square
R Square| R Square Adjusted

performance 0,983 0,982
motivation 0,836 0,832

Source: SmartPls 4 Calculation Results (2024)

R Square with a point of 0,75 indicates a strong point, 0,50 a moderate
point and 0,25 a weak point. R-square of performance is 0,983 or 98,3% (strong
category). R-square score of motivation is 0.836 or 83,6% (Strong category).
Hypothesis Test
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Table 5. Direct Effect

Original Sample Standard —
T

Sample Mean Deviation (] (S);;t;f]’;léi, ) P Values

(O) M) (STDEV)
Leadership -0,066 | -0,084 0,095 0,698 0,486
transf ->
performance
leadership 0,178 0,236 0,176 1,583 0,116
transf-
>motivation
compensation - 0,043 0,035 0,077 0,563 0,574
> performance
compensation - 0,336 0,373 0,104 3,237 0,002
> motivation
TS 0,972 1,001 0,124 7,831 0,000
environment -
>performance
work 0,128 0,330 0,181 1,614 0,072
environment ->
motivation
motivation -> 0,050 0,046 0,046 1,089 0,278
performance

Transformational leadership on performance, T-Statistic 0.698<1.658
(influence is weak) P-Value 0.486>0.05 (no significant influence).
Transformational leadership on motivation, T-Statistic 1.583<1.658 (influence is
weak) P-Value 0.116>0.05 (no significant influence). Varible compensation on
performance, T-Statistic of 0.563<1.658 (influence is weak) P-Value 0.574>0.05 (no
significant influence). Compensation variable on motivation T-Statistic
3.237>1.658 (influence is strong) P-Value 0.002<0.05 (significant influence).Work
environment on performance, T-Statistic of 7.831>1.658 (influence is strong) P-
Value 0.000<0.05 (significant influence). Work environment on motivation T-
Statistic 1.614<1.658 (influence is weak) P-Value 0.072>0.05 (no significant
influence). Motivation on performance, T-Statistic of 1.089<1.658 (influence is
weak) P-Value 0.278>0.05 (no significant influence).

Table 6. Indirect Effect

Original | 3ample | Standard | p oy e |p
Sample (0)| Mean | Deviation |\ o ,grpEV|) | Values
P M) (STDEV)
Transf leadership - 0,014 0,012 0,018 0,784 | 0,435
> motivation ->
performance
compensation -> 0,017 0,016 0,018 0,936 | 0,351
motivation ->
performance
work 0,016 0,015 0,018 0,921| 0,359
environment ->
motivation ->
performance
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Source: SmartPls 4 Calculation Results (2024)

Transformational leadership on performance through motivation have a
T-Statistic 0.784>1.658 (weak influence) P-Value 0.435>0.05 (no significant
influence), Compensation on performance through motivation have a T-Statistic
of 0.936<1.658 (weak influence) P-Value 0.351>0.05 (no significant influence),
work environment on performance through motivation have a T-Statistic of
0.921<1.658 (weak influence) P-Value 0.359>0.05 (no significant influence)

DISSCUSION
The Effect of Transformational Leadership on Performance

P-value 0.486>0.05, t-statistics 0.698<1.658 (t table), (Ha rejected) so
transformational leadership not influencing performance. The negative
coefficient value is -0.066 which indicates that transformational leadership
negatively effecting performance by -6.6%. (H1 ) rejected. transformational
leadership has no significant influence to performance.
The Effect of Transformational Leadership on Motivation

P-value 0.116>0.05, t-statistics 1.583<1.658 (t table), (Ha rejected) so
transformational leadership not influencing motivation. coefficient value is
0.178 which indicates that transformational leadership only affects motivation
by 17.8%. (H2 ) rejected. Transformational leadership has no significant
influence to motivation.
Effect of Compensation on Performance

P-value 0.574>0.05, t-statistic 0.563<1.658 (t table), (Ha rejected) means
compensation not influencing performance. The coefficient value is 0.043 which
indicates that compensation effecting performance by only 4.3%. (H3 ) rejected.
Compensation has no significant influence to performance.
Effect of Compensation on Motivation

P-value 0.002<0.05, t-statistics 3.237>1.658 (t table), (Ha accepted) so
compensation influenced motivation. The coefficient value is 0.336 which
indicates that compensation affects motivation by 33.6%. (H4 ) accepted.
Compensation has a significant influence to motivation.
The Effect of Work Environment on Performance

P-value 0.000<0.05, t-statistics 7.831>1.658 (t table), (Ha accepted) so the

work environment influenced performance. Coefficient value is 0.972 which
indicates that the work environment affects performance by 97.2% (H5 )
accepted. Work environment has a significant influence to performance.
The Effect of Work Environment on Motivation

P-value 0.072>0.05, t-statistics 1.614<1.658 (t table), (Ha rejected) so the
work environment not influencing motivation. Coefficient value is 0.128 which
indicates that the work environment effecting motivation by only 12.8%. (H6 )
rejected. work environment has no significant influence to motivation.
Effect of Motivation on Performance

P-value of 0.278>0.05, t statistics 1.089<1.658 (t table), (Ha rejected) so

motivation not influencing performance. Coefficient value is 0.050 which
indicates that motivation affects performance only by 5%. (H7 ) rejected.
motivation has no significant effect to performance.
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The Effect of Transformational Leadership on Performance Through
Motivation as an Intervening Variable

P-value 0.435>0.05, t-statistics 0.784<1.658 (t table), (Ha rejected) so
transformational leadership not influencing performance through motivation
as an intervening. coefficient value of 0.014 which indicates that
transformational leadership influencing performance is only 1.4%. (HS8 )
rejected. Transformational leadership has no significant influence to
performance through motivation.
The Effect of Compensation on Performance Through Motivation as an
Intervening Variable

P-value of 0.352>0.05, t-statistics 0.936<1.658 (t table), (Ha rejected) so
compensation not influencing performance through motivation as an
intervening. The coefficient value of 0.017 which indicates that compensation
affects performance through motivation is only 1.7%. (H9 ) rejected.
Compensation has no significant influence to performance through motivation.
The Effect of Work Environment on Performance Through Motivation as an
Intervening Variable

P-value of 0.359>0.05, t-statistics 0,921<1.658 (t table), (Ha rejected) so the

work environment not influencing performance through motivation as an
intervening. coefficient value of 0.016 which indicates that the work
environment affects performance through motivation is only 1.6%. (H10 )
rejected. Work environment has no significant influence to performance
through motivation.

CONCLUSIONS
1. (H1) rejected. Transformational leadership have no significant influence
to performance
2. (H2) rejected. Transformational leadership have no significant influence
to motivation.
3. (H3 ) rejected. Compensation have no significant influence to
performance.
4. (H4) accepted. Compensation have a significant influence to motivation.
5. (H5 ) accepted. Work environment have a significant influence to
performance.
6. (H6 ) rejected. Work environment have no significant influence to
motivation.
7. (H7) rejected. Motivation have no significant influence to performance.
8. (H8) rejected. Transformational leadership have no significant influence
to performance through motivation as intervening variable.
9. (H9)rejected. Compensation have no significant influence to performance
through motivation as intervening variable.
(H10 ) rejected. Work environment have no significant influence to
performance through motivation as intervening variable.
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RECOMMENDATIONS

In the transformational leadership variable, the worst score is on indicator
x1.9 with a score of 4.15 regarding "Superiors will participate employees if there
are obstacles". It is necessary to improve the communication from superiors to
their subordinates if the superior is unable to attend in terms of delegating tasks.

In the work environment variable, the worst score is in indicator x2.12
with a score of 4.14 regarding "The work atmosphere makes me not feel tired".
Some things that the company might consider are creating a comfortable work
environment such as bright enough lighting, cool room temperature, ergonomics
of work furniture such as chairs and tables are comfortable to use and according
to body posture. Apart from the room conditions factor, it is also necessary to
pay attention to relationships with coworkers by conducting open
communication, helping each other and celebrating achievements together.

In the compensation variable, the worst score is in indicator x3.8 with a
score of 4.17 regarding "The benefits provided by the company are in accordance
with your position". For employees, it’s better to understand the job description
and related benefits in related with the provisions outlined by the company. If it
is not appropriate, it can be communicated with superiors politely and
professionally.

In the motivation variable, the worst score is in indicator y1.10 with a score
of 4.03 regarding "Leaders in my workplace always provide input regarding the
activities we will do". For subordinates, they can take the initiative to ask for
input first to superiors, for superiors it is better to pay more attention to
employees by taking special time for them.

In the employee performance variable, the worst score is in indicator y2.10
with a score of 4.15 regarding "Employees are always responsible for the job
description that has been determined". All work that has been delegated to each
employee must be the responsibility of each employee.

FURTHER STUDY

This research still has limitations, so it is necessary to carry out further
research related to the topic The Influence of Transformational Leadership Style,
Work Environment and Compensation on Employee Performance With
Motivation as an Intervening Variable in order to perfect this research and
increase the reader's insight.
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