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Abstract
This study aims to analyze the effect of transformational and transactional leadership style and 
also motivation on the performance of employees in the public works agency at Kolaka district. 
The study was conducted using a survey of 50 civil servants Kolaka district department of public 
works. The results showed that transformational and transactional leadership style, and also  
motivation influence the employee’s performance.
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Abstrak
Penelitian ini bertujuan untuk menganalisis pengaruh gaya kepemimpinan tranformasional, gaya 
kepemimpinan transaksional dan motivasi terhadap kinerja pegawai pada dinas pekerjaan umum 
kabupaten kolaka. Penelitian dilakukan dengan menggunakan metode survei pada 50 orang 
pegawai negeri sipil dinas pekerjaan umum kabupaten kolaka. Hasil penelitian menunjukkan 
bahwa gaya kepemimpinan transformasional, gaya kepemimpinan transaksional serta motivasi 
berpengaruh terhadap kinerja pegawai.

Kata kunci: Gaya kepemimpinan Transformasional, Gaya kepemimpinan Transaksional, Motivasi,  
Kinerja pegawai

JEL Classification: M54

1. Research Background
The success of a leader in creating effective performance depends on the leadership style. 

The effective work performance would be able to achieve by adapting leadership with the 
situation. The effective leadership depends on several factors. There is no single effective 
leadership that can be applied in all kinds of situation or circumstances. Situation or 
circumstances are the ones that influence the leadership, for instance, the condition of the 
followers, group assignments, organization norms and organization environment.

Those factors determine the leadership style which should be used so it would be effective, 
because there are no better ways of influencing the behavior of others than the leadership. The 
type of leadership which should be used depends on the level of readiness of the people. A leader 
is able to improve the level of effectiveness in leadership by changing the situation, so it would 
be suitable with his/her leadership. There are 3 factors influence the effectiveness of leadership: 
(a) the quality of relationship between a leader and the subordinates, (b) the power of a leader in 
that position, (c) the level in the line of duty. If those three factors exist in leadership, then the 
leadership would be effective. Leadership cannot be called good or bad, but it can be considered 
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effective in one particular circumstance and ineffective in another circumstance (Fidler and 
Chemers, 1984, in Wirawan, 2002:55)

The experts (such as Bass, 1990; Berry and Houston, 1993; Burn in Pawar and Eastman, 
1997; Eisenbach et al., 1999; Keller, 1992) reveal the two leadership styles in organization; 
transformational and transactional leadership styles. One of the theories, which emphasizes 
changing and the most comprehensive in terms of leadership, is the theory of transformational 
and transactional leadership (Bass, 1990). The beginning idea of transformational and 
transactional leadership was developed by James MacFregor Gurns, who applied them in politics 
context. Then, the idea is improved and introduced in the context of organization by Bernard 
Bass (Berry and Houston, 1993). Burn (in Pawar and Eastman, 1997) revealed that 
transformational and transactional leadership can be clearly separated and both of them are 
contradictory. Transformational and transactional leadership are very important and are needed 
in every organization.

The influence of leadership style on the improvement of employees’ performance has been 
proved by Sarira (2009) by stating that the suitable leadership would gain positive response from 
the employees so their performance would be increased. However, Handoyo et al., (2015) found 
that although the simultaneous transformational and transactional leadership simultaneously 
influence employees’ performance, the test result partially shows that both transformational and 
transactional leadership are not able to increase employees’ performance.

Work motivation is also an important factor in increasing employees’ performance, because 
high work motivation would be accompanied by the increasing of employees’ performance 
(Rafiuddi, 2009; Handoyo et al., 2015)
1.1 Literature Review 

According to Stogdiil (Stonner, 1996:161), leadership is a process of leading and influencing 
activity which are related to the work of the member of the group. Meanwhile, according to 
Ermaya (1999:11), leadership is the ability of a leader to control, lead, affecting mind, feeling or 
behavior of others in order to achieve goal so the individuals’ performance could be increased. 
Based on those definitions mentioned above, it can be interpreted that leadership is the ability of 
individuals in guiding, affecting and controlling others or subordinates in order to do the work 
willingly and with consciousness in achieving certain goal.     

Podsakoff et al., (1996) explained that transformational leadership style is the determinant 
factor which affecting employees’ attitude, perception and behavior. According to Bycio et al., 
(1995) and Koh et al., (1995), transactional is leadership style in which a leader focuses attention 
on interpersonal transaction between a leader and employees involving the relationship of 
exchange. The exchange is based on the deal about the target classification, working standard, 
work assignment and appreciation. 

The research of Juk Haedir Sarira (2009) stated that leadership style has significant positive 
influence on performance. Samsi (2006) stated that the commitment of a leader directly or 
indirectly has significant positive influence on the employees’ performance.

Reksohadiprodjo and Handoko (1996:256) explained that motivation is the individual 
personal condition which encourages individual to do certain activities in order to achieve the 
goal. In fact, motivation is the strength which can stimulate or encourage with work spirit toward 
the employees, so it can change the individual’s behaviour and it can be used to increase the 
performance as it is expected by the organisation. High work motivation, according to Rafiuddin 
(2009) and Handoyo et al., (2015) will drive the increase of employees’ performance.

Based on those things mentioned above, the hypothesis of this research would be:
H1:Transformational, transactional leadership style and work motivation have significant 

positive influence on employees’ performance.
H2:Transformation leadership style has significant positive influence on employees’ 

performance.
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H3:Transactional leadership style has significant positive influence on employees’ performance.
H4:Work motivation has significant positive influence on employees’ performance.

2. Research Method
This research was implemented using the approach of survey method with 50 civil 

employees in department of Public Work Service in Kolaka district. The data analysis in this 
research used the analysis of multiple linear regressions.

3. Result and Discussion
The summary of multiple linear regressions analysis in this research can be seen in the 

following table below.

Table 1.  The analysis result of coefficient value 
Model Unstandardized 

Coefficients
Standardize

d 
Coefficients

Correlations

B Std. 
Error

Beta

t Sig.

Zero-
order

Partial Part

(Constant) 0,179 0,199 0,898 0,374
Transformational 
leadership style 0,258 0,124 0,262 2,084 0,043 0,887 0,294 0,109

Transactional 
leadership style 0,492 0,108 0,492 4,568 0,000 0,904 0,559 0,239

Work Motivation 0,216 0,096 0,232 2,240 0,030 0,848 0,314 0,117
   

Based on the analysis result of multiple linear regressions in Table 1, it was found that 
regression equation produced in this research is:

Y = 0,179 + 0,258 X1 + 0,495 X2 + 0,216 X3

Referring to Table 1 and the equation above, it can be interpreted that:
1. Constant (a) has positive value and it shows there is influence from other variables outside of 

the investigated variables in this research.
2. The regression coefficient value for the variable of transformational leadership style (X1) is 

0.258 and it shows that there is positive influence and in the same direction as the variable of 
transformational leadership style (X1) toward the variable of employees’ performance (Y).

3. The regression coefficient value for the variable of transactional leadership style (X2) is 
0.492 and it shows that there is positive influence and in the same direction as the variable 
of transactional leadership style (X2) toward the variable of employees’ performance (Y).

4. The regression coefficient value for the variable of work motivation (X3) is 0.216 and it 
shows the positive influence and in the same direction as the variable of work discipline (X3) 
toward the variable of employees’ performance (Y).

The correlation between the variable of transformational, transactional leadership style and 
work motivation with employees’ performance has the value of multiple R. Meanwhile, the 
contribution value of 3 independent variables toward the dependent variable and towards the 
known dependent variable of R-square value can be seen in the following table.
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Table 2. R Multiple value, R-Squarem and Error standard
Model R R Square Adjusted R 

Square
Std. Error of 
the Estimate

1 0.935a 0.874 0.865 0.35709
 

Based on Table 2, R multiple value is 0.935 or 93.5% shows that the correlation between the 
variables of transformational, transactional leadership style and work motivation with employees’ 
performance is very strong. It is because the result of R multiple value is closer to 1 or in the position 
above 0.50. Furthermore, the determination coefficient value (R2) is 0.874 shows that 87.4% variation of 
employees’ performance dependent variable is explained by independent variable; transformational, 
transactional leadership style and work motivation with employees’ performance. Moreover, 0.126 or 
12.6% of others is explained by other variables which are not included in the model.

The hypothesis is simultaneously tested based on F calculated value or the probability of (Sig.) F, 
as it can be seen in the following table. 

Tabel  3. F calculated value and Probability of F (Sig.) ANOVAa

Model Sum of Squares df Mean Square F Sig.
Regression 40.537 3 13.512 105.971 0.000b

Residual 5.865 46 0.1281
Total 46.403 49

a. Dependent Variable: employees’ performance
b. Predictors: (Constant), Work Motivation, Transactional, Transformational leadership style.

The test result shows that F calculated value is 105.971, with the probability (sig.) of 
0.000. The result of probability level (sig.) is smaller than the assigned level of significant (α) 
value which is 0.05.  This result shows that transformational, transactional leadership style and 
work motivation simultaneously has significant influence on employees’ performance. 
Therefore, the hypothesis of the research which stated that transformational, transactional 
leadership style and work motivation have significant influence on employees’ performance can 
be accepted.

The test result shows that the t calculated value for the variable of transformational 
leadership style is 2.084 with probability value (sig.) is 0.043. The probability value is smaller 
than the assigned level of significant (α) value which is 0.05. This result shows that the 
hypothesis which stated that the variable of transformational leadership style has significant 
influence on employees’ performance can be accepted.   

The test result shows that t calculated value for the variable of transactional leadership 
style is 4.568 with the probability value (sig.) is 0.000. The result of probability value is smaller 
than the assigned level of significant (α) value which is 0.05. This result shows that the 
hypothesis which stated that the variable of transactional leadership style has significant 
influence on employees’ performance can be accepted.

The test result shows that t calculated value for the variable of work motivation is 2.240 
with the probability value (sig.) 0.030. The result of probability value is smaller than the 
assigned level of significant (α) value which is 0.05. This result shows that the hypothesis which 
stated that the variable of work motivation has significant influence on employees’ performance 
can be accepted.

The discussion about the test result on the influence of transformational, transactional 
leadership style and work motivation toward employees’ performance at public work service 
department of Kolaka district is:

Based on data analysis, all of transformational, transactional leadership style and work 
motivation have influence on performance. The finding of this research expands the empirical 
evidence of Juk Haedir Sarira (2009), Samsi (2006) and Rafiudin (2009) researches, which stated 
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that transformational, transactional leadership style and work motivation have influence on 
employees’ performance. 

The result of this research shows that the leadership style which always motivates and 
inspires the employees and also emphasizes working based on the standard, cautious in taking 
action, will increase the employees’ performance. Moreover, employees will be motivated to 
work well if the leader pay attention to the employees and increase the good relationship with 
their employees.

Transformational leadership refers to the process of building commitment on organization 
targets and giving trust on the followers to achieve those targets. In general, transformational 
leadership has role in changing the culture and organization structure in order to be more 
consistent with management strategy to achieve organization targets (Bass, 1985).

The result of this research proves that transformational leadership style is able to modify 
the employees’ performance. It means that a charismatic leader, who has direct communication 
to the subordinates, pays attention, motivates and inspires subordinates, is an important factor to 
increase the employees’ performance. In another word, the more charismatic the leader is the 
better the employees’ performance would be. If the leader often has direct communication to the 
employees, the employees’ performance would be better. Furthermore, if the leader often 
motivates and inspires the employees, the performance of the employee would also be better.

This finding is supported by the research of Juk Haedir Sarira (2009) which stated that the 
preferable leadership style by the employees is the important factor to increase the employees’ 
performance because it will boost the employees’ satisfaction and they will work hard to give 
their best.

Based on the variable description of transformational leadership style, leadership indicator 
always gives motivation and inspiration which is perceived by respondents as dominant indicator 
to form transformational leadership. It can be explained as it happens in the district of Kolaka, 
that transformational leadership style is reflected by a leader as always motivates and inspires 
employees and as a dominant factor in increasing the employees’ performance.  It is also 
supported by the respondent’s characteristics which are dominated by those employees who 
work below 10 years and it does not guarantee that they have experience, so they still need 
motivation and inspiration from the leader.

Transactional leadership allows a leader to motivate and influence subordinates by 
exchange reward with certain performance. A leader promises to give a reward for those who 
have achieved a certain target, and a leader is responsive toward personal interest of the 
subordinates if he is satisfied with the performance (Bass, 1985). 

4. Conclusion
The finding of this research shows that the transactional leadership style is able to increase 

the employees’ performance in public work service department in Kolaka district. It is shown by 
the leaders who emphasize the work based on standard and are careful in taking action, and also 
are active in monitoring subordinates so they will not make mistakes in their action. Those are 
important factors which influence the employees’ performance of public work service 
department in Kolaka district. The more active the leaders are in monitoring the employees in 
their work, and also the stricter the leaders are in keeping the standard and the applied principle 
of cautious, the leaders would be able to increase the employees’ performance. 

It is supported by the respondents’ data characteristics which are based on the employees’ 
level of education in public work service of Kolaka district. More than half of the employees are 
still in the level of high school and diploma, and they still need guidance and supervision in 
working based on the standard so that they would not work outside of the assigned standard and 
procedure.
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Motivation concerns about the way to encourage the working passion of the subordinates, 
so that they are willing to work hard and giving all the best of their ability and skill to achieve 
the organization or company’s target (Hasibuan, 1999:92). The result of this research shows that 
high work motivation will increase the employees’ performance in public work service in Kolaka 
district. The finding of this research also proves that out of three needs which motivate the 
employees to work better, apparently the needs in the link is the strongest indicator in motivating 
the employees’ work in public work service in Kolaka district, especially good relationship with 
superior / senior and among the colleagues.

It can be explained that employees would work well if the relationship with the 
superiors/seniors and also colleagues are good, so that if the employees need guidance and 
report, they would not hesitate or be afraid to come before the superiors/seniors.

This research is conducted with the optimal efforts, however this research still has 
limitations, such as:
1. The research object is only on the employees of public work service in Kolaka district, so 

it limits the ability of generalization in the result of this research. Therefore, for the 
purpose of future research, the research can be conducted in other organization, especially 
in private sectors.

2. This research is based on the survey data, which only serves the analysis of relationship in 
the certain period (cross section), so the analysis for different period will be strongly 
influenced by the changing of environment. Therefore, the further research needs to be 
conducted and retest the relationship to find out whether the variables in the research have 
been changing.
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