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Abstract

This study aims to analyze the influence of Transformational Leadership and Motivation
toward the performance of the Faculty of Economics, State University of Padang. This research
was conducted with quantitative approach with 47 respondents as samples. The collected data
were processed using path analysis to know the influence of exogenous variables, that is
transformational leadership and work motivation, toward an endogenous variable, which is
employee performance. The results showed that transformational leadership had a significant
positive effect on work motivation; transformational leadership had a significant positive effect
on employee performance; and work motivation had a significant positive effect on employee
performance of State University of Padang.
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Introduction

Guritno and Waridin (2005) defines performance as the comparison of work achieved by employees
against standards that have been determined with a good leadership style to subordinates. Factors that can
be used to improve performance include leadership, motivation and work discipline. Leadership to
Hasibuan (2007) is the way a person leads, influencing the behavior of subordinates to want to work
together and productively for the sake of achieving organizational goals. A good leader will be able to
motivate his employees to work. This can be a motivation given to the leadership of employee completion
of work, rewards given leadership and organization of the work of employees.

However, a lot of leadership practices in the field are still found not to involve related subordinates in
setting organizational targets. The fact found in the workplace is that subordinates and bosses remain less
communicative so that complaints and problems in the field is not conveyed perfectly to the boss. The
impact is that the problem is buried under and the boss continues pressing subordinates with targets and
tasks, resulting in employees being uncomfortable in working and reaching targets. Another phenomenon
is the lack of emphatic leaders in enforcing regulations and rules that have been set such as the lack of
sanctions to employees who do not enforce the rules or violate the rules of work.

Without good discipline, one cannot be said as a leader figure as expected by the organization and
society. Performance of employees is necessary to achieve organizational goals. It is related to several
factors that influence it, such as leadership, motivation, and discipline of employees because without good
leadership, employees will find it difficult to achieve the expected performance in the organization.

Leaders with a transformational style causes followers to perform more than expected on the groud
belief that leaders will not take advantage of them. A person who has more trust in others will apply in
accordance with what should be so that expected work standards can be achieved. Leaders must apply a
transformational leadership style to manage their employees because a leader will greatly affects the
success of an organization in achieving its objectives. The organization needs a reformist leader who is
able to become a motor of organizational change (transformation) towards a more positive change,
including improving employee discipline.

One fact that occurs based on observations in leadership in the field is that leaders lack of approach to
employees that employees are less comfortable to linger in office, leaders often make subjective decisions
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in making decisions, unfair leadership in doing the division of tasks this makes the relationship of fellow
employees to not be good, leaders are often busy with himself so many employees who leave the room
without the knowledge of the leadership .

Leaders did not fully facilitate employees for career development so that employees are less motivated
in working. In addition, motivational leadership style also affects employee work discipline. Motivation
is also the cause of employee discipline in the work. Employees who have a high motivation in work will
perform their jobs well, but if the motivation is low, then the employee will be lazy in work and also the
results of his work are not maximal.

According to Robbins (2003), motivation is as a willingness to issue high levels of effort for
organizational goals, which is conditioned by ability. The effort is directed to meet the needs of
individuals. He further states that motivation as a process to determine the intensity, direction and
persistence of individuals to achieve the target. Motivation of work has a very big role and affects the
level of employee effectiveness because without such motivation the work will not be done well and
smoothly.

With a good working environment, employees can be encouraged to do the job well. They will feel
happier and easier to concentrate on working. A conducive working environment where there is a good
relationship between fellow employees help each other and support the work will make the employees
become diligent in working so that the completion of tasks will be timely. The phenomenon that occurs
shows the existence of unhealthy competition among fellow employees shown by seeking more attention
of the leader. Conducive working environment can not be separated from leadership in the organization
Good leadership will certainly trigger conducive working environment for employees and is thus able to
improve employee performance.

This study explains the effect of transformational leadership and work motivation on employee
performance. The literature review is described in the beginning of the article, followed by the conceptual
framework and research hypothesis. In the next section, research methods, samples, and data analysis
techniques are explained. Then, the results of the study are discussed to answer the proposed hypothesis.
Finally, the conclusions and suggestions from the results of this study are laid out.

Performance is an action performed by a person / individual whose actions can be recognized or
assessed. According to Rivai (2004) performance is a function of motivation and ability. In completing a
task or job, a person must have a certain level of willingness and level of ability. Furthermore, according
to Robbins (2008) performance is a function of the interaction between ability, opportunity, and
motivation. Meanwhile, according to Wibowo (2007) performance is about what is done and how to do it.
From these various opinions about the performance, it can be concluded that the performance is the
action and effort of individuals in carrying out their duties performed based on ability, effort, and
opportunity to achieve the desired work. Based on the concept of performance, the performance of
employees is an action employees do in carrying out their duties. Successful employees are employees
who are able to perform their duties and responsibilities well.

Terry in Toha Mitfah (1993) mentions the success and failure of an organization in carrying out its
mission is highly dependent on the responsibilities of a leader. For that leadership can be defined as an
activity to influence people to be directed to achieve an organizational goal. Henry in Kartono (1998)
argues that the leader in a broad sense is one who leads by exposing social behavior by organizing,
directing and organizing or controlling the efforts or efforts of others, or through pristige, power or
position. Hersay (1988) says that the style of leadership is a pattern of behavior that someone does when
trying to influence the activities of others as seen by others. Robbins (1989) concludes there are four
approaches to leadership theory, including: leadership attribution theory, charismatic leadership theory,
visionary leadership theory, transactional leadership theory and transformational leadership.

According to Burn (1997) developed the concept of transformational leadership and transactional with
Maslow's opinion on the hierarchy of human needs. In the opinion of Bass and Avolio (1994)
transformational leadership is an extension of transactional leadership, transactional leadership
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emphasizes on transactions or exchanges that occur between leaders and subordinates, this exchange
occurs in the discussion of leaders with others, related to what is applied and specialize conditions as
well as the circumstances that other people will accept if they meet the requirements.

According to Bass and Yulk (in Wahjosumitjo, 2001) transformational leadership is as a leader who
has the power to influence his followers in certain ways, by applying transformational leadership the
leader feels trusted, cherished, loyal and responsive to leadership. At the same time, James (in Rahmi,
2014) defines transformational leadership as a leadership style whereby leaders and subordinates seek to
achieve higher levels of morality and motivation. Meanwhile, according to Luthan (2006)
transformational leadership is more based on the shift in values and beliefs of leaders and the needs of
followers.

Work motivation is a complex problem within an organization. According to Luthan (2006) Work
motivation is something that motivates a person in the work. According to Luthan (2006) motivation is a
process that starts from the psychological or psychological efficiency that drives the behaviors or
impulses shown for a particular purpose. Robbins (2005) argues that motivation is an internal process
that activates guides and retains behavior over time.

In connection with this Toha (2003) suggests that leadership style of superior and authority leaders
determine the motivation of employee work, while Mangkunegara (2005) states the motivation is formed
from the attitude (attitude) employees in the face of work situations in the company. Motivation is a
condition or energy that moves the targeted or targeted employees to achieve the goals of the
organization.

Therefore, motivation is very important for the smooth work by employees and organizations, if
employee motivation is low, then the employee will be lazy to carry out duties and responsibilities and
the results will not be as expected by the organization. As a social creature the employees also need a
sense of affection, recognition of existence, the desire to have these various needs with this motivation
then man will work and bend over backwards to meet those needs.

The conceptual framework in this study is as follows:

Transformasional
Leadership (X1)

Performance

HI Y)

v H3
Motivation (X3)

Figure 1 Conceptual Framework

Based on the formulation of the problem and associated with the foundation of the theory used, the
researchers can put forward the following hypothesis:
H1: Transformational leadership has a significant effect on employee work motivation
H2: Transformational leadership has a significant effect on employee performance
H3: Motivation has a significant effect on employee performance

Methods

This research is done by quantitative approach by using path analysis technique, that is a research
which aims to analyze the influence of exogenous variables, namely transformational leadership (X1) and
work motivation (X2) to endogenous variable, ie employee performance (Y).
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The technique of collecting data in this research is by using questionnaire. Population in this research
is Employee Faculty of Economics State University of Padang which amount to 47 people. Sampling
technique used in this study was done by using total sampling that is the technique of taking the sample
members of the research population or all members of the population is the research sample. So, the
sample in this study is 47 employees.

Results and Discussion
Path Analysis Test Results

Path analysis aims to explain the direct and indirect consequences of a set of independent variables
with a set of dependent variables. On the relationship of causality that shows the direct and indirect
effects between variables that can be measured magnitude. However, some assumptions need to be
considered in path analysis, (1) the relationship between variables must be linear and additive, (2) all
residual variables have no correlation with each other, (3) the relationship pattern between variables is
recursive, (4) measurement of all variable minimum intervals.

Based on the path diagram shown in Figure 1 above consists of three substructures. The causal
relationship between the variables in Substructure 1, consisting of the influence of transformational
leadership on work motivation. The following is the result of the first substructure of path analysis in this

study:

Table 1 Results of Calculation and Testing of Sub-Line Coefficient of First Structure
Path Path Coefficient t value Sig. Result
pX2X1 0,773 8,072 0,000 Significant

R Square = 0,597
Source: Primary Data Processed (2018)

From the above calculation results, the coefficient of transformational leadership path to work
motivation (0X2X1) of 0.773 and t arithmetic of 8.072 on sig. 0.000 which is smaller than alpha 0.05 means
significant path coefficient.

Second sub-structure

The causal relationship between variables in Substructure 2 is the influence of transformational
leadership (X1) and work motivation (X2) on performance (Y). The following is the result of the
calculation of Substructure 2 path analysis in this study:

Table 2 Result of Calculation and Testing of Sub Structure of Second Substructure Structure

Path Path Coefficient t value Sig. Result
pYX1 0,553 3,896 0,000 Significant
pYX2 0,299 2,103 0,041 Significant

R Square = 0,650
Source: Primary Data Processed (2018)

From the above calculation results, the path coefficient of each independent variable along with t test

results as follows:

(1) The coefficient of transformational leadership path to performance (oYX1) is 0,553 and t count is 3,896
at sig. 0.000 which is smaller than alpha 0.05 means significant path coefficient.

(2) The coefficient of work motivation path to performance (oYX2) of 0.299 and t arithmetic of 2.103 on
sig. 0.000 which is smaller than alpha 0.05 means significant path coefficient.

The results of direct and indirect influence in this study can be seen in the following table:

The below table shows the results of the direct and indirect effects of the variables. Transformational
leadership has the highest influence on performance at 30.7%. Furthermore, work motivation has a direct
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influence on performance of 8.9%. Then there is no direct influence on the influence of transformational
leadership on performance through job motivation of 9.8%. This suggests that a good transformational
leadership will have a direct effect on better performance than on indirect effects.

Table 3 Direct and Indirect Influence

No Path Direct Effect Indirect Effect Total
1 The effect of transformational 30,6%
leadership on performance directly
2 The effect of work motivation on 8,9%
performance directly
3 The effect of transformational 9,8%

leadership on performance through
work motivation

Total direct and indirect effect of transformational Leadership variables 49,3%
Effect of other variables 50,7%
Total 100%

Source: Primary Data Processing, 2018

Hypothesis Testing Results
1. Hypothesis 1: Transformational leadership of employee work motivation State University of Padang.

The first hypothesis states that transformational leadership (X1) has a significant effect on work
motivation (X2). Based on the calculation shows the coefficient of the path px2x1 = 0,773, and the value of
tcount of 8,072 and the value of sig 0.000 <0.05 then HO is rejected and Ha accepted. Test results can be
concluded that transformational leadership has a significant effect on employee work motivation State
University of Padang. This means that H1 hypothesis is accepted.

2. Hypothesis 2: Transformational leadership towards the performance of employees of State University
of Padang.

The second hypothesis states that transformational leadership (X1) has a significant effect on
performance (Y). Based on the calculation shows the coefficient of the path pyx1 = 0,553, and the tcount is
3.896 and the value of sig 0.000 <0.05 then HO rejected and Ha accepted. Test results can be concluded that
transformational leadership significantly influence the performance of employees of State University of
Padang. This means Hypothesis H2 is accepted.

3. Hypothesis 3: Work motivation on employee performance State University of Padang.

The second hypothesis states that work motivation (X2) has a significant effect on performance (Y).
Based on the calculation shows the coefficient of the path pyx2 = 0.299, and the tcount is 2.103 and the
value of sig 0.000 <0.05 then HO rejected and Ha accepted. Test results can be concluded that the
motivation of work affects the performance of employees of State University of Padang. This means the
H3 hypothesis is accepted

Based on the results of analysis shows that transformational leadership (X1) has a significant effect on
work motivation (X2) employee of State University of Padang. Transformational leadership variables
have a significant effect on work motivation, meaning that the findings indicate that transformational
leadership gives meaning or contribution to work motivation. So, the better the charismatic leader, able to
provide inspirational motivation, better in increasing the intellectual stimulation of employees, and able
to give attention to every employee can increase employee motivation.

From the results of the first hypothesis testing is known that transformational leadership influence on
employee motivation State University of Padang. The direct effect of transformational leadership on work
motivation is 59.8%. This shows that there is a direct influence of transformational leadership variable on
employee work motivation. If the better the transformational leadership, it will increase the work
motivation of employees of State University of Padang.
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The results of descriptive analysis show that the level of respondents’ achievement for
transformational leadership variables are in good category. Transformational leadership is seen from
Charismatics, Inspirational Motivation, Intellectual Stimulation, and Individual Consideration. In terms
of transformational leadership variables, the inspirational motivation indicator has the highest level of
respondent achievement. This is the cause of employee motivation.

Burn (1997) develops transformational and transactional leadership concepts based on Maslow's view
of the hierarchy of human needs. Such association can be understood by the idea that lower employee
needs, such as physiological needs and sense of security can only be met through transactional style
leadership practices. The results of this study in line with the results of research Barling (2000) showed
there is a relationship between motivation and transformational leadership. Further research results
Zhang (2010) showed that leadership has an effect on motivation, especially employee intrinsic
motivation. Then the results of research Zhu (2004) showed that leadership affects the motivation of
work, especially individual intrinsic motivation. In line with the results of Eyal's (2011), Cloud (2014),
Simanjuntak (2012), and Savitri (2014) studies which showed that transformational leadership influences
motivation.

Based on the results of analysis shows that transformational leadership (X1) has a significant effect on
the employee performance (Y) State University of Padang. The transformational leadership variable has a
significant effect on performance, meaning that the findings indicate that transformational leadership
gives meaning or contribution to performance. So, the better the charismatic leader, able to provide
inspirational motivation, better in increasing the intellectual stimulation of employees, and able to give
attention to every employee can improve employee performance.

From the results of testing the second hypothesis is known that transformational leadership affect the
performance of State University of Padang. The direct effect of transformational leadership on
performance was 30.6%. This shows that there is a direct influence of transformational leadership
variable on employee performance. If the better the transformational leadership, then the increased
performance of employees of State University of Padang. Transformational leadership also affects the
performance indirectly through work motivation of 8.9%. This shows that if the better the
transformational leadership can improve employee work motivation which will then affect its
performance. Viewed from direct and indirect influences, transformational leadership provides a greater
direct outgrowth than its indirect influence on performance.

The results of descriptive analysis show that the level of respondents' achievement for
transformational leadership variables are in good category. Transformational leadership is seen from
Charismatics, Inspirational Motivation, Individual Consideration, and Intellectual Stimulation. In terms
of transformational leadership variables, the inspirational motivation indicator has the highest level of
respondent achievement. This is the cause of increased employee performance.

The results of this study are in line with the results of research Piccolo (2010), Cavazotte (2013), Jiang
(2017), and Igbal (2015) which indicates that leadership influences on performance. Furthermore, Braun's
(2013) research results show that transformational leadership affects performance. Gupta's research
results (2010) also show that leadership has an effect on performance. Later, Wang's (2014) research
results also show that leadership influences performance.

Based on the results of the analysis shows that the motivation of work (X2) has a significant effect on
the performance (Y) employee State University of Padang. Job motivation variable has a significant effect
on performance, meaning that the findings indicate that work motivation gives meaning or contribution
to performance. Thus, the fulfillment of physiological needs, security needs, social needs, and reward
needs (self esteem) can improve employee performance.

From the results of testing the third hypothesis is known that the motivation of work affect the
performance of employees of State University of Padang. The direct effect of work motivation on
performance was 8.9%. This shows that there is a direct effect of work motivation variable on employee
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performance. If the better motivation of employee work, it will be increasingkatkatnya employee
performance State University of Padang.

The result of descriptive analysis shows that the level of respondent's achievement for work
motivation variable is in good category. Work motivation is seen from physiological needs, security
needs, social needs, and reward needs (self esteem). Indicator of physiological requirement has highest
level of respondent achievement. This is the cause of increased employee performance.

According to Wagner and Hollenbeck (2009), someone who is motivated to work will continue to
want to learn to know new things to improve the performance of his work. The results of this study in
line with the results Shahzardi research (2014) which shows that the motivation of employees affect the
performance of employees. Then the results of research Zameer (2014) also showed that motivation
factors affect the performance. Further research results Ngima (2013), Asim (2013), Ibrahim (2015), and
Nadeem (2014) showed that motiivasi influence dalm improve performance

Conclusions

The results recommend that affect the performance of employees of State University of Padang that is
transformational leadership and work motivation. Transformational leadership has a significant and
positive impact on employee work motivation State University of Padang. Transformational leadership
has a significant and positive impact on the performance of employees of Padang State University.
Motivation of work has a significant and positive impact on the performance of employees of State
University of Padang. This means that work motivation can affect the performance of employees of State
University of Padang.

Based on the research, to improve the performance of employees of State University of Padang, it is
suggested to the leadership of some policies and actions that is Improving transformational leadership by
increasing charismatic leadership, increasing individual consideration, increasing intellectual stimulation,
and increasing inspirational motivational.

Increasing employee motivation by meeting social needs, meeting employees' security needs, meeting
the need for reward (self esteem), and meeting the physiological needs of employees.

References

Alex, Nitisemito. (2000). Manajemen Personalia: Manajemen Sumber Daya Manusia, Ed. 3. Jakarta: Ghalia
Indonesia

Arikunto, Suharsimi. (1996). Prosedur Penelitian, Suatu Pendekatan Praktek. Edisi Revisi V. Jakarata: Rineka
Cipta

Ary, Sutarmaningtyas. (2016). Pengaruh Gaya Kepemimpinan Transformasional Dan Transaksional
Terhadap Disiplin Kerja Karyawan PT. Adira Dinamika Multifinance Kabupaten Paser Propinsi
Kalimantan Timur. Jurnal Administrasi Bisnis (JAB), 14(2)

Asim, Masood. (2013). Impact Of Motivation On Employee Performance With Effect Of Training: Specific
To Education Sector Of Pakistan. International Journal of Scientific and Research Publications, 3(9)
Awan, Taruk Todingallo Delvi. (2014). Pengaruh kepemimpinan transaksional terhadap motivasi kerja
karyawan pada kantor PT. Wijaya Sukses Sejahtera di Kabupaten Berau. Jurnal Ilmu Administrasi

Bisnis, 2(3)

Barling, Julian. (2000). Transformational Leadership and emotional Inteligence: an Explonatory Study.
Leaderhip and Organizational Development Journal, 21(3)

Bass, Jones. (2001). Bass and stoghill’shandbook of leadership 3 edition free press

Braun, Susanne. (2013). Transformational leadership, job satisfaction, and team performance: A
multilevel mediation model of trust. The Leadership Quarterly, 24, 270-283

Davis, Keith dan Newstrom. J. W. (1996). Perilaku Dalam Organisasi. Jilid 2 (Terjemahan). Jakarta: Erlangga

Dafis, K (2007). Prilaku Dalam Organisasi. Edisi ke 7. Jakarta: Erlangga

1049



ATLANTIS
PRESS Advances in Economics, Business and Management Research, volume 64

Eyal, Ori. (2011). Principals’ Leadership And Teachers” Motivation Self-Determination Theory Analysis.
Journal of Educational Administration, 49(3).

Gupta, Vishal K. (2010). A Longitudinal Examination of the Relationship Between Team Leadership and
Performance. Journal of Leadership & Organizational Studies, 20(10), 1-16

Hasibuan Malayu S.P. (2012). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara

Handoko.T Hani. (2001). Manajemen Sumber Daya Manusia , Jakarta: Ghalia Indonesia

. (2010). Manajemen Personalia Dan Sumber Daya Manusia ,Yogyakarta :BPFF

Hersey,Poni,& Ken Blanchard. (1988). Manajemen Perilaku Organisasi, Pendayagunaan Sumber Daya Manusia
Edisi Bahasa Indonesia. Jakarta: Erlangga.

Heidjrahman dan Husnan, Suad . (2002). Manajemen Sumber Daya manusia.Jakarta: Bumi Aksara

Hair et al. (2014). Multivariate Data Analysis, Seventh Edition. Pearson Prentice Hall

Ibrahim, Masud. (2015). Impact Of Motivation On Employee Performance The Case Of Some Selected
Micro Finance Companies In Ghana. International Journal of Economic, Commerce, and Management,
3(11).

Idris. (2015). Aplikasi Model Analisis Data Kuantitatifdengan Program SPSS. Padang: FE UNP

Igbal, N. (2015). Effect of Leadership Style on Employee Performance. Arabian Journal of Business and
Management Review, 5(5).

. (2015). Aplikasi Model Analisis Data Kuantitatifdengan Program SPSS. Padang: FE UNP

Jiang, Weiping. (2017). The Impact of Transformational Leadership on Employee Sustainable
Performance: The Mediating Role of Organizational Citizenship Behavior. Journal Sustainability, 9,
1567; doi:10.3390

Kartini, Kartono. (1998). Pemimpin Dan Kepemimpinan. Jakarta : raja grafikapersada

Kadek Yudi Prawira Jaya. (2015). Pengaruh Gaya Kepemimpinan Transformasional Terhadap Disiplin
Kerja Pegawai Dinas Balai Bahasa Bali. Jurnal manajemen UNUD, 4(9), 2702-2721

Luthan, F. (2003). Organization Behaviour (Alih bahasa Nurdin Sobali). Jakarta: Erlangga.

. (2006). Prilaku Organisasi. Yogyakarta:Penerbit Andi

Mangkunegara. A.A. Anwar Prabu. (2005). Manajemen Sumber Daya Manusia Perusahaan. Bandung :

Remaja Rosdakarya

Ngima, Wanjau Mary. (2013). Contribution of Motivational Management to Employee Performance.
International Journal of Humanities and Social Science. 3(14)

Nugroho, Bhuono Agung. (2005). Strategi [itu Memilih Metode Statistik Penelitian dengan SPSS. Semarang:
Penerbit Andi.

Piccolo, Ronald F. (2010). The Relationship Between Ethical Leadership And Core Job Characteristics.
Journal of Organizational Behavior. 31, 259-278.

Priyatno, Duwi. (2010). Paham Analisa Data dengan SPSS. Yogyakarta: Media Kom.

Rahmi, Sri. (2014). Kepemimpinan Transformasional Dan Budaya Organisasi. Jakarta: mitrawacana media

Robbins, Stephen P. Judge, Timothy A. (1989.) Manajemen Sumber Daya Manusia Cetakan Keenam. Jakarta:
PT.Erlangga

Savitri, Ayu Dewiyanti. (2014). Pengaruh Kepemimpinan Transformasional Terhadap Motivasi Kerja
Perawat di Instalasi Rawat Inap (Irna) II RSUD Dr. Saiful Anwar Malang. Jurnal Psikovidya, 18(1)

Sunyoto, D. (2012). Manajemen Sumber Daya Manusia. Yogyakarta : CAPS

Sekaran, Uma. (2006). Research Methods for Business (Buku 1). Jakarta: Salemba Empat

Saydam . (1996). Manajemen Sumber Daya Manusia. Jakarta: Gunung Agung

. (2000). Manajemen Sumber Daya Manusia. Jakarta: Djambatar

Sedarmayanti. (2001). Manajemen Sumber Daya Manusia (Reformasi Birokrasi Dan Manajemen Pegawai Negeri
Sipil). Bandung: PT. Rafika Aditama

Sugiyono. (2012). Metode Penelitian Bisnis. Bandung: Alfabeta

Shahzadi, Irum. (2014). Impact of Employee Motivation on Employee Performance. European Journal of
Business and Management, 6(23)

1050



ATLANTIS
PRESS Advances in Economics, Business and Management Research, volume 64

Sinungan, Muchdarsyah. (2005). Produktivitas. Jakarta: Bumi Aksara

Simanjuntak, Friskha Dora. (2012). Pengaruh Kepemimpinan Transaksional Dan Motivasi Kerja
Terhadap Kinerja Karyawan PT. PLN (PERSERO) Cabang Binjai Wilayah Sumatera Utara. Jurnal
Saintikom 11(2).

Satrohadiwiryo, Siswanto. (2002). Manajemen Tenaga Kerja Indonesia Pendekatan Administrasi dan
Operasional. Jakarta : Bumi Aksara

Sutaryadi. (1990). Manajemen Sumber Daya Manusia. Jakarta: Tarsito

Suprihatimi. (2012). Pengaruh Motivasi Kerja Terhadap Prestasi Kerja Melalui Kepuasan Dan Disiplin
Kerja Melti Luviansi. Jurnal JSM, 1(1).

Sugiyatmi. (2016). Pengaruh Motivasi Kerja, Gaya Kepemimpinan Transformasional Dan Lingkungn
Kerja Non Fisik Terhadap Disiplin Kerja Serta Dampak Terhadap Kinerja PT. Bina San Prima.
Jurnal of management, 2(2).

Thoha. Miftah. (2003). Kepemimpinan Dalam Manajemen (cetakan 17). Jakarta: Raja Grafindo Persada

Wang, Hui. (2014). Impact Of Authentic Leadership On Performance: Role Of Followers’ Positive
Psychological Capital And Relational Processes. Journal of Organizational Behavior, 35(1)

Wagner, Jhon A. dan Hollenbeck, Jhon R. (2009). Organizational Behavior: Securing Competitive Advantage.
New York:Routledge.

Wursanto, Ignasius. (2009). Dasar—Dasar llmu Organisasi, Edisi dua. Yogyakarta : Andi

Wahjosumidjo. (2001). Kepemimpian, Edisi Revisi. Jakarta: penerbit ghalia Indonesia.

Winardi. (2003). Kepemimpinan Dalam Manajemen (cetakan kedua). Yogyakarta: STIE YKPN

Yulk, G. (2009). Kepemimpinan Dalam Organisasi. Jakarta: PT Indeks

Yidong, Tu. (2013). How Ethical Leadership Influence Employees’ Innovative Work Behavior: A
Perspective of Intrinsic Motivation. | Bus Ethics , 116, 441-455.

Zameer, Hashim. (2014). The Impact of the Motivation on the Employee’s Performance in Beverage
Industry of Pakistan. International Journal of Academic Research in Accounting, Finance and
Management Sciences, 4(1).

Zhang, Xiaomeng. (2010). Linking Empowering Leadership And Employee Creativity: The Influence Of
Psychological Empowerment, Intrinsic Motivation, And Creative Process Engagement. Academy of
Management Journal, 53(1).

1051





