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Abstract

The aim of this research is to examine the transformational leadership in order to improve employee performance
through work motivation and employee satisfaction in order to deliver maximum performance. The study used
samples of 161 respondents while sampling techniques using Stratified random sampling or the strata sample were
disproportionate with the sampling-based on a number of observable variable indicators. While the analysis uses
SEM done through testing instruments with the measurement of the analysis of the Confirmatory factor (CFA).
The results of this study show that transformational leadership towards motivation has a positive and significant
influence on motivation. Transformational leadership has a positive and significant influence on job satisfaction.
Motivation has a negative and insignificant influence on job satisfaction. Motivation has a positive and significant
influence on employee performance. Job satisfaction has a positive and significant influence on employee
performance. Transformational leadership has a positive and insignificant influence on employee performance.
Transformational leadership towards employee satisfaction through motivation has a negative and insignificant
influence. Transformational leadership towards employee performance through motivation has a positive and
significant influence. Transformational leadership towards employee performance through job satisfaction has a
positive and significant influence. The results of this research are recommended that the Tranformational
leadership has an important role in improving employee performance because a positive influence is able to change
the behavior of employees in completing the work even if the employee's work has negative and insignificant
influences. Of course, this relies on mastery and trust in the leadership in giving ideas and inspiring to employees
in order to do self-reliance without having to wait for instruction from the organization leadership.
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1. Introduction

This research is an effort to study about the transformational leadership and hope to give motivation so as to
improve the performance of employees after obtaining the desired job satisfaction. However, the fact that the
employee has not demonstrated a high existence because the achievement is not maximally, often waiting for
encouragement (motivation) from the leadership, and the creativity of work that has not been able to utilize it
optimally Thus impacting performance outcomes that have not yet fulfilled the target that the organization wants.
Robbins and Judge (2017), that employee performance is performing duties and responsibilities that contribute to
the achievement of the work of either the product or service or the task (administration) as most tasks are included
in the job description Conventional. Luthans (2011), that motivation is a process that begins with physiological or
deficient or psychological needs that activate behavior or encouragement aimed at goals or incentives. Robbins
and Judge (2017), that motivation is a process act that explains the intensity of a person, who has the direction and
persistence of effort in achieving an organizational goal.

Therefore, the main purpose of the organization in improving performance is that it takes several factors that
can give employees satisfaction, because the work done often affects jobs that are like and disliked. While Howard
(2009), that work satisfaction as a mixture of the liked and disliked of moods or behaviors of an individual worker
on their work schedule, and implying, when an individual is employed may be individuals come by Desires, wants
and anticipation that explained their meaning to be there.

Several studies such as Mujki¢ et al. (2014), Belias and Koustelios (2014), Bayram and Sait Ding (2015),
expressed transformational leadership positively and significantly on employee satisfaction, while Omar and
Hussin (2013) Concluded that transformational leadership forces are negative and insignificant to employee
satisfaction. Meanwhile, Marnis (2012), Ahmad et al. (2014), Kharabe and Joseph (2016), Manik (2016), Aunjum
et al. (2017), Nugroho and Aima (2018) on his results expressed transformational leadership in significant effect
on the motivation of employee work. Then Dhermawan et al. (2012) expressed an insignificant motivation against
employee satisfaction, this is contrary to the expressed Alif (2015), Ali etal. (2016), Prabowo et al. (2018), Saputra
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and Rahyuda (2018) who expressed significant His influence on job satisfaction. Furthermore Elgelala and
Noermijati (2014), Ramlanto et al. (2017), Andriani et al (2018), concluded that the transformational leadership
was of significant effect on performance, while the statement of Marnis (2012) was opposite due to the outcome
has no significant effect.

However, motivational issues used as employee performance enhancing employees are considered to have
important roles in the organization. Because the higher the motivation, the higher the achievement of employees '
work. Marnis Research (2012), Ali et al. (2016) Muchtar (2016), Prabowo et al. (2018), Jarome (2013), Nugroho
and Aima (2018), Andriani et al. (2018), Irawan and Yulihasri (2019), Widyaningrum and Rachman (2019) said
that the motivation has a significant impact on employee performance. Thus with Atmojo (2012), Tucunan et al.
(2014), Tobing and Syaiful (2015), Nugroho and Aima (2018), Acharya et al. (2018) concluded that there was a
positive and significant indirect influence between the transformational leadership and employees ' performance
through work motivation. While Atmojo (2012), Thamrin (2012), Andreani and Petrik (2016), Naeem and
Khanzada (2018), Chandrasekara (2019), concluded that there was an indirect influence and an increase in the
transformational leadership style of the employee's performance through Job satisfaction. Therefore, the purpose
of this research is to examine the transformational leadership in order to improve employees ' performance at the
PU office. Irrigation in Sidoarjo Regency, Indonesia through work motivation and employee satisfaction to be able
to produce maximum performance.

2. Literature review

Transformational Leadership

Transformational leadership is described as a form of leadership that is capable of generating or motivating its
subordinates, so that the activities undertaken by the employees are able to produce good achievements, at least
able to achieve high performance, are considered to exceed what they estimate before. Bass (1985), that
transformational leadership enhances the motivation and performance of followers (subordinates) more than
transactional leadership, but effective leaders use a combination of both types of leadership. In addition, the
Tranformasional leadership style is considered effective in any situation and culture (Bass, 1997). Yukl (2013)
states that transformational leadership is a leadership process where followers feel trust, admiration, loyalty, and
respect for leaders, and they are motivated to do more than Expected them to do their job. Kondalkar (2007) That
transformational leadership is a leader who intellectually stimulates subordinates, excites, arouses and inspires
them to do beyond their expectations.

Robbins and Judge (2017), that transformational leaders are leaders who inspire followers to cope with
themselves for their interests and who are capable of having profound and remarkable effects on followers.
Therefore, effective transformational leadership can be taken on a practical basis based on the transformational
leadership model. Bass and Avolio Research (1990), and Bass (1998, 1999), Rafferty and Griffin (2004), Robbins
and Judge (2017) equally identically presented a four-dimensional assessment of transformational leadership that
is deemed to have a purpose and active in enhancing Employee performance through idealized influence,
intellectual stimulation, individual consideration, and inspiration motivation.

Motivation

Motivation is the act of a process either intrinsic or an individual's extrinsic, giving rise to behavior or an
enthusiastic and persistent attitude toward certain activities undertaken in the Organization. Motivation is also
interpreted as a driving factor in the behavior of an individual who has the direction and objectives to be achieved.
Robbins and Judge (2017), that motivation is a process act that explains the intensity of a person, who has the
direction and persistence of effort in achieving an organizational goal. that motivation is a process act that explains
the intensity of a person, who has the direction and persistence of effort in achieving an organizational goal.
Because motivation not only has the urge to do something (drive) at work but more than that, motivation is
expected to fulfill an individual's need for life and according to the objectives achieved. Luthans (2011), that
motivation is a process that begins with physiological or deficient or psychological requirements that activate
behavior or encouragement aimed at goals or incentives. Hasibuan (2017), that the motivation of work is the giving
of the driving force that creates the excitement of one's work so that they will cooperate, work effectively and
integrated with all efforts to achieve satisfaction.

Maslow (1943, 1954, 1962), expressed motivation aimed at meeting the needs and satisfaction of people both
psychologically and business management known as model hierarchy needs. While this model of motivation needs
to have eight stages as a measurement of people's motivation needs, namely: (1) Biological and Physiological
needs, (2) Safety needs, (3) Belongingness and Love needs, (4) Esteem needs, (5) Cognitive needs, (6) Aesthetic
Needs, (7) Self-Actualization needs, and (8) Transcendence needs (Maslow, 1987).

Job Satisfaction
Job satisfaction is a positive feeling about work, the outcome of a psychic characteristic evaluation that is pleasing
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and perceived by employees to the work and responsibilities they do in the organization, and its needs have Well
fulfilled. Robbins and Judge (2017) that job satisfaction is a positive feeling about the work that results from the
characteristic evaluation clearly. Rachman (2017) that job satisfaction has positive and significant effect on
employee performance. The higher the level of satisfaction enjoyed by the employee in doing the work, the higher
the performance generated by the employee in support of the operations of the Bank Jatim Surabaya. Tirmidhi et
al. (2008) That job satisfaction is the level by which people feel positive or negative about their work. This is an
emotional attitude or response to one task as well as with the physical and social conditions of the workplace.
Howard (2009) that job satisfaction as a mixture of the liked and disliked of moods or behaviors of an individual
worker on their work schedule, implying that when an individual is employed maybe the individual comes with a
desire, wanting to and the anticipation that explained their meaning to be there. Meanwhile, Luthans (2011)
presents five aspects of employee satisfaction used as an indicator: (1) The work itself (related to responsibility,
interest and growth); (2) Payment/compensation (Associated with the rewards received in accordance with fair
perception); (3) Quality of supervision (3) Quality of supervision (related to technical assistance and social
support); (4) Co-worker relationships (dealing harmoniously, socially and respectful); (5) Promotion opportunities
(related to career development or job achievement).

Performance

The performance of employees in the organization or company can be used as a measuring instrument of success
in the work or achievement of the results. Dessler (2015) that performance is a working achievement, namely the
comparison of the work to the standard set. According to Mathis and Jackson (2008) That performance is
essentially what employees do or do not do. Luthans (2011) That performance is the quantity or quality of
something produced or services provided by someone who does the job. On the other hand, it is said that the
performance management is all activity actions undertaken in order to improve the company's performance
including work outcomes or performance of employees and work teams. Robbins and Judge (2017), that
performance management is a unique purpose-oriented and continuous way to assess and manage employee
performance. Furthermore (Robbins, 2008) suggests 6 performance indicators used as assessment of employee
performance, among others: (1) quality, (2) quantity, (3) timeliness, (4) effectiveness, (5) Independence, and (6)
Work commitments.

Conceptual Skeleton Model and Hypothesis

This research explores the level of transformational leadership in public organizations on the outcome of employee
performance with motivation and job satisfaction as supporting to produce maximum work in accordance with the
organizational objectives as described and the alternative hypothesis formulated as below.

KT (X) Elg @

Figure 1. The Model Conceptual Framework Research
Description:
KT : Transformational Leadership
M : Motivation
KK : Job Satisfaction
KP : Performance of Employees
In accordance with the conceptual frame model, the hypothesis presented in this study is as follows:
Transformational leadership has a positive effect on employee motivation.
Transformational leadership has a positive effect on employee satisfaction.
Motivation has a positive effect on employee satisfaction.
Motivation has a positive effect on employee performance.
Job satisfaction has a positive effect pda employee performance.
Transformational leadership has a positive effect on employee performance.
Transformational leadership has a positive effect on employee job satisfaction through motivation.
Transformational leadership has a positive effect on employee performance through motivation.
Transformational leadership has a positive effect on employee performance through job satisfaction.

e A i

3. Research Methods

Type and Research Design

This research is a type of research development or design form that uses a sampling technique that results in
variables. Research design is a frame of work in conducting research. This research draft details important
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procedures to obtain the information needed to develop and/or solve research problems (Rachman, 2018). This
research draft is a type of exportatory research; This means that the purpose of analyzing the relationship between
the construction (variable) or how a construction affects another construct, as the research intends to explain the
causal relationship between the construction through hypothesis testing.

Population and Sampling Techniques

The population is the whole or number of subjects studied but covers all employees in the PU office. The watering
of Sidoarjo Regency was 164 employees. While sampling techniques using Stratified random sampling or strata
samples are disproportionate because the population and samples for employees in this research are heterogeneous
and limited to a large number of populations. Sampling techniques used in calculating the number of variable
indicators observed with calculations between 5 — 10 for the data of the observed indicators (Hair et al. in Rachman,
2018). The indicator instrument uses a total of 23 observation indicators with four investigated variables, while
determining the indicator of an observation variable using the number 7; The reason is that the large sample used
can be close to the population, which is 161 respondents from 164 employees, in addition it can produce goodness
of fit and according to the framework of the model formed (Rachman, 2018).

Data Analysis Techniques

For its analytical techniques using the SEM analysis that tests the latent construct models formed from indicators,
and carried out through testing instruments. While this measurement model (external load) is the reliability and
testing of the konfirmatory factor by testing each of the indicators or reflective indicator models because it is
formed and affects latent construcs.

4. The Results

Structural Equation Modeling (SEM) Analysis

Before the statistical test, there is a test of the observed indicator using the measurement process model or
confirmatory factor analysis (CFA) test. The result of the confirmatory factor analysis model described by the
employee's performance in the six indicators is capable of forming structural equation modeling in this research
well, the results are positive and significant so that the results support or accept the concept of theory used in this
research as structural modeling.

Evaluation of Goodness of Fit Index on SEM
Structural Equation Modeling (SEM) analysis is used to figure out structural relationships between variables.
Structural relationships between variables are tested for compliance with the Goodness of Fit Index. The results
of structural equation modeling analysis that has been conducted analysis in this research are shown in the figure
below:
Figure 2

Model influence the performance of Employees of

the Office of Irrigation works of the District, Sidoarjo
Chi-squares=132,575
Probability=,998
df=183
GFI=,932
AGFI=,906
TLI=1,038

70

-22

Based on figure 2. show the results of the analysis of the SEM model indicated by the value of Goodness of
Fit in table below;
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Table 1.
The analysis of the Goodness of Fit of the Modified SEM
Goodness of Fit Indices Analgfs li ;;esult Cut-off Value Evaluation of the Model
Chi-Square 132,575 Expected that small or <3 Not Good
CMIN/DF 0,724 <2,00 Good
Significance Probability 0,998 >0,05 Good
RMSEA 0,000 <0,08 Good
GFI 0,932 >0,90 Good
AGFI 0,906 >0,90 Good
TLI 1,038 >0,95 Good
CFI 1,000 >0,95 Good
NFI 0,931 >0,90 Good

Source: Primary data processed researchers, 2019

The results of data processing analysis are seen that all the construction used to form a research model, in the
process of the relationship analysis between the construction, produced has fulfilled the criteria of goodness of fit
indices that has been designated as a good structural model. Thus the matching model predicted with the
observation values is quite fulfilling for the suitability of the formed model.

Test goodness of fit indices on the structural model indicating the resulting data is fit because it meets all the
required criteria, namely fit RMSEA value = 0.000 < 0.080; Fit GFI value = 0.932 > 0.90; Fit Value AGFI =0.906
> 0.90; Fit TLI value = 1.038 > 0.95; Fit value CFI = 1.000 > 0.986; And the fit NFI value = 0.931 > 0.90; And
the level of Significance Probability = 0.998 > 0.05 and the results expressed well. Similarly, cmin/DF produces a
good assessment of 0.724 < 2, so has fulfilled the criteria that generate smaller than the specified (Cut-off Value)
requirement, but only in the Chi-Square coefficient which has a value of 132.575 > 3 Nevertheless the SEM model
in the analysis is not very influential in the modeling in this study. Thus the structural model is used, and analyzed
in this study has been received because there is no difference between the sample covariant matrix with an estimate
of the population covariant matrix, so that the model used as research is acceptable and the next step analyzing the
estimate parameters.

Hypothesis Test

This hypothesis test is performed to determine the influence or absence of an exogenous variable on the
endogenous variable. This hypothesis can be acceptable if the resulting probability value is p < 0.05. The results
of this hypothesis test can be seen in the table as follows:

Tabel 2.
Standardized Regression Weights Analysis
Direct effect Estimate S.E. C.R. P Depc.
Motivation <---  Transformasional Leadership 257,100 2,784  ,005 Sig.
Job_Satisfaction <---  Transformasional Leadership ,329 ,109 3,439,000 Sig.
Job_Satisfaction <---  Motivation -,139  ,094 -1,560 ,119 Nonsig.
Employee's  Performance <---  Motivation ,200  ,100 2,263 ,024  Sig.
Employee's Performance <---  Job_Satisfaction ,302 ,106 3,054 ,002  Sig.
Employee's Performance <---  Transformasional Leadership ,040 ,108 0,451 ,652 Nonsig.

Source: Primary data processed researchers, 2019
Based on table 2. Shows the results of the Standardized Regression Weights analysis which has a relationship
between the exogenous and endogenous variables directly as the following:
1. Transformsional leadership has a significant and positive impact on employee motivation by 0.257 estimate and
probability of 0.005 or P < 0.05; Results are received and the effect is positive in direction with regression

weight.

2. Transformsional leadership has a positive and significant impact on employee job satisfaction with a estimate
01 0.329 and probability of 0.000 or P of <0.05; the results are received and the effect is positive in the direction
of regression weight. 3. The motivation has negative and insignificant effect on employee job satisfaction with
estimate of-0.139 and probability of 0.119 or p > 0.05; The result is rejected and negative Regression weight.

4. Motivation has positive and significant impact on the employee's performance with estimate of 0.200 and
probability of 0.024 or P of < 0.05; Results are received and the effect is positive in direction with regression

weight.

5. Job satisfaction positively and significantly affect the employee's performance with estimate of 0.302 and
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probability, 0.002 or P < 0.05; results received and positive influence in the direction of regression weight.

6. Transformsional leadership has a positive and insignificant impact on employees performance with estimate
0f 0.040 and probability of 0.652 or p > 0.05; the results were rejected. and positive influences are proportional
to regression weight.

Further analysis results of the Standardized Regression Weights that have a relationship between the
exogenous and endogenous construction which is directly presented in the table below;
Tabel 3.
Standardized Indirect Effects Analysis

Indirect effects | Transformasional Leadership Job Motivation Job Satisfaction Employee's Performance
Job_Motivation ,000 ,000 ,000 ,000
Job_Satisfaction -,036 ,000 ,000 ,000
Job_Satisfaction ,140 -,042 ,000 ,000

Source: Primary data processed researchers, 2019
Based on table 3. Shows the results of the Standardized Indirect Effects Analysis of the inter-construction

directly as follows:

7. Transformational leadership is negatively influential and insignificant to employee job satisfaction through
motivation with standardized of estimate-0.036; Result is rejected.

8. Transformational leadership is negatively and significantly influential on the employee's performance through
motivation with standardized of estimate-0.042; The results received.

9. Transformational leadership has positive and significant effect on employee performance through work
satisfaction with standardized of estimate 0.140; The results received.

Discussion

The analysis of the structural model discussed has a relationship between the construction as follows;

1. Influence of transformational leadership on motivation

The result of the analysis of transformational leadership to the motivation has a positive and significant influence
because of the achievement of employees ' work according to what is desired by the organization of the Office of
PU Irrigation Department in Sidoarjo Regency. The result of this positive influence indicates that the leadership
role in the organization is important because it always supports employee activity. This means that a high level of
motivation is a significant contribution because the important role of leadership behavior gets the trust of
employees over the type of transformational leadership, so as to produce a positive and significant influence on
Employee motivation. The results of this research are in line with the research results of Marnis (2012), Ahmad et
al. (2014), Kharabe and Joseph (2016), Manik (2016), Aunjum et al. (2017), Nugroho and Aima (2018).

2. Influence of transformational leadership on job satisfaction

The results of a transformational leadership relationship to job satisfaction have a positive and significant influence
as the achievement of employee work shows that leadership is conducted by transformational way to Employees
in the organization are able to give self-satisfaction the officers themselves both materically and non materil,
because the leadership always support the activities undertaken by the officers, and believe in the work achieved
by the employees so that the achievement of the results This satisfactory work is capable of receiving a response
that can give satisfaction to the leadership of the organization. This means that the high level of job satisfaction is
able to contribute significantly because of the important role of leadership behavior that gets the trust of employees
for the transformational leadership, so as to produce positive influence and To employee work satisfaction. The
results of this research in line with the results of the research conducted Mujki¢ et al. (2014), Belias and Koustelios
(2014), Bayram and Sait Ding (2015), and rejected the research results of Omar and Hussin (2013) stating the style
of transformational leadership Significant negative impact on employee work satisfaction.

3. Influence of motivation on job satisfaction

The results of analysis of motivation relationship to work satisfaction have negative and insignificant influence
because a achievement of work results show if motivation used as pusher for activity in solving job, this Can not
afford to give the employee self-satisfaction on the organization. Because the leadership is less responding to the
activities undertaken by the officers, so that the trust given to employees in the achievement of work results can
not satisfy the organization. This means that a high level of work motivation has not been able to contribute
significantly because the important role of the leadership is especially the transformation has not been able to
contribute to motivate employees to produce high job satisfaction. , so it is still needed more serious interaction in
supporting employee motivation and confidence in the personnel to be able to give high job satisfaction. Because
of the factors of motivation needs that have to get repon from the leadership oragnization. The results of this
research are not in line with the research results of Alif (2015), Ali et al. (2016), Prabowo et al. (2018), Saputra
and Rahyuda (2018) who expressed significant influence on job satisfaction, otherwise the results of this research
in line With the research of Dhermawan et al. (2012) Because of insignificant influence on employee satisfaction.
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4. Influence of motivation on employee performance

The results of analysis of the motivation relationship to the employee's performance have a positive and significant
influence as the achievement of the results shows that the motivation made with the improvement of employee
work in the organization is able to give Significant results in the officer itself, because the leadership always
encourages and supports the activities of the officers, believes and has confidence that employees ' work activities
have a high quality and quantity in the achievement of work outcomes Employees produce satisfactory results so
that they get a good response from the organization leadership. It means that the high level of motivation is able
to contribute significantly because the important role as a model always gained the trust of the employees in the
high achievement also so as to meet the satisfactory needs in Organization, specialized in self-employed personnel.
The results of this research are in line with the research results of Marnis (2012), Ali et al. (2016) Muchtar (2016),
Prabowo et al. (2018), Jarome (2013), Nugroho and Aima (2018), Andriani et al. (2018), Irawan and Yulihasri
(2019), Widyaningrum and Rachman (2019).

5. Influence of job satisfaction on employee performance

The results of the analysis of job satisfaction relationship to the employee's performance have a positive and
significant influence because the achievement of the results shows that the job satisfaction can have positive impact
for the organization. Therefore, the leader of the organization has always believed in employees in conducting
their high activity and integrity quickly in completing a job because the leadership always encourages and supports
employees ' activities, believes and has Belief that employees ' work activities during this time have high quality
and quantity in achieving their work so as to produce satisfactory results in the organization. This means that the
high level of job satisfaction is able to contribute significantly to the performance because the important role of
the leader always gained the trust from the employees so as to meet the satisfying needs of the organization, the
employee's special self Own. The results of this research are in line with the research results of Thamrin (2012),
Lilawati and Mashari (2017), Rachman (2017), Prabowo et al. (2018).

6. Influence of transformational leadership on employee performance

The results of a transformational leadership relationship to the employee's performance had a positive and
insignificant influence as the achievement of the work showed that the leadership was conducted by
transformational means to employees. Very supportive and able to interact well, the expectation of achievement
is able to improve the results of high performance because the leadership always support and respond to every
activity conducted by officers, and leaders who always trust with the results of work achieved by the employees
can contribute, in fact turned out because the achievement of the work desired the organization has not been able
to give high satisfaction to the organization. This means that high transformational leadership is expected to
contribute significantly to employees ' performance but has not been able to produce the best for the organization.
Therefore, the importance of transformational leadership to get the trust of the employees because each factor of
transformational leadership is still able to play a role in improving employee performance so that it needs to be re-
evaluation of Inability to improve its performance. The results of this study were not in line with the research
results of Prajogo (2013), Elgelala and Noermijati (2014), Tucunan et al. (2014), Ramlanto et al. (2017), Andreani
and Petrik (2016), Nugroho and Aima (2018), Andriani et al. (2018), and received Marnis Research (2012) because
it has no significant influence.

7. Influence of transformational leadership on employees' work satisfaction through motivation

The results of a transformational leadership relationship to employee work satisfaction through motivation have
negative and insignificant influence as the achievement of work results shows that leadership is done by In order
to interact less supportive in motivating officers so that hope for its achievement has not been able to improve the
results of high performance. It means that the transformational leadership that is done is too low and has not been
able to contribute significantly to the job satisfaction because of the important role of leadership that is
transformational and need to respond to employees well so that Leadership with transformational type can gain
trust from employees, let alone the leadership always provide support and motivate employees to produce work
that satisfies the organization and self-employee itself so that The success of positive and significant influence on
job satisfaction can be achieved in accordance with organizational objectives. The results of this study were not in
line with the research results of Amaliyah et al. (2014).

8. Influence of transformational leadership on employees' performance through motivation

The results of a transformational leadership relationship to employees ' performance through motivation have a
positive and significant influence as the achievement of high employment results signifies that leadership is done
by The transformation of the employees is very supportive so that the interaction carried out by the leadership can
bring change and improvement in the performance of employees able to produce high performance because the
employee response to the type of transformational leadership Considered to be able to provide social needs to
employees, so that the trust built by the leader in motivating the work of employees can create the work achieved
by employees and able to make a satisfactory contribution to the Organization so that Motivating expectations in
achieving high performance can be achieved according to organizational objectives. This means that high
transformational leadership is able to contribute significantly to employees ' performance because leaders always
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motivate employees who hope their work is achieved and positively influence. Therefore, the leader must be
proactive in motivating employees, the reason, the work of employees who are expected to produce positive and
significant influence on employee performance because it is supported with high motivation. The results of this
study were not in line with the research results of Atmojo (2012), Tucunan et al. (2014), Tobing and Syaiful (2015),
Manik (2016), Nugroho and Aima (2018), Acharya et al. (2018).

9. Influence of transformational leadership on employees' performance through job satisfaction

The results of the transformation of transformational leadership to employees ' performance through job
satisfaction have a positive and significant influence as the achievement of work results shows that the leadership
done with the type Employees, the officers themselves are able to interact with the leadership in the work activities
well done, so that the high performance of employees get a response from the leadership, and the leadership is
more confident with Work achieved by the employees for being able to contribute to the achievement of
satisfactory work. This means that high transformational leadership is able to contribute significantly to employees
'performance because of the crucial role of a transformational leader who is able to produce positive and significant
impact on performance Supported by high job satisfaction. The results of this research are in line with the research
results of Atmojo (2012), Thamrin (2012), Marnis (2012), Andreani and Petrik (2016), Nacem and Khanzada
(2018), Bernanthos (2018), Chandrasekara (2019).

5. Conclusion

The analysis and discussion of the structural model in this study concluded that transformational leadership was
positively influential in employee motivation. The result of this positive influence is able to bring change in
employee motivation improvement. The higher the type of transformational leadership conducted by the officers,
the higher the work activity achieved by the employees so as to create motivation. Whereas transformational
leadership also has a positive influence on employee satisfaction. Because of this positive influence brings
significant changes in contributing to the organization. In addition, the transformational leadership conducted by
the leadership in the management of work activities also has a positive influence on employee performance. But
the result is not significant, because the role of leadership that is acting as an officer is not functioning properly,
and unable to change the behavior of employees in improving their work. Resulting in a decrease in the role of
transformational leadership applied.

In addition, motivation also as a spill in improving employee performance because it is able to positively
influence. It is demonstrated that there is a significant change and improvement over the employee's work, and the
higher the urge to motivate the employees, the higher the results of the employee's performance. But these results,
lack of support for the satisfaction of the work that employees achieve because the motivation has a negative
influence on employee satisfaction work. The result of this negative influence indicates that employees have not
gained comfort in working despite having gained a high boost or motivation from the leadership. So it is necessary
to be evaluated again to change the employee's view. While the satisfaction of the work itself has a positive and
significant influence on employee performance. The result of this positive influence means that employees are
comfortable with the work done so that the work satisfaction produced is able to improve the work in accordance
with the desired organization.

Other findings that support transformational leadership in improving Pagawai performance are job
satisfaction. Due to the positive and significant influence of transformational leadership on employees
'‘performance through job satisfaction, demonstrated leadership role is able to contribute so that the achievement
of the desired work is in accordance with Organizational objectives. In addition, motivation also has a positive
influence as mediation that supports the transformational leadership in the improvement of employee performance
because the employee response built by the leadership is able to motivate the employee so that it can produce The
expected performance of the organization. However, this motivation is not able to contribute to the satisfaction of
employees ' work despite the transformational leadership type that is performed as a role model in motivating
employees. Negative and insignificant influence on employee satisfaction through motivation shows if leadership
by transformational Way is not able to change employee behavior in giving job satisfaction although motivation
is always done And persutative, so that the leadership need to be self-conscious and aware of these conditions, and
the leadership needs to take an action and solution that is in accordance with the complaints faced by employees
during work activities, especially the workload provided Employees.

6. Recommendations

The results of the transformational leadership analysis used to change and improve employee motivation in
working activities as well as to provide job satisfaction to employees has been able to produce positive and
significant influence directly because Supported by several motivational indicators and a work satisfaction
indicator that has a significant influence, so the expectation of the Organization in support of organizational
objectives can be achieved well so it is necessary to get serious attention from the leadership Organization. But on
the other hand, the expected performance can achieve maximum results, otherwise obtained, still lacks support of
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the transformation leadership model applied because the result is negatively influential so that it becomes a
statement in the Organizations despite significant results. Therefore, the organization's leadership needs to do an
approach to the problems that are a road to the employees. While the success of the transformation leadership that
has an indirect and positive influence on the performance of employees both through work satisfaction and
motivation can be improved so that the results are always significant.

Unlike the work satisfaction whose influence through motivation results in negative and insignificant
influence for transformational leadership. It is certainly related to some indicators between motivation and
satisfaction of work that does not have an identical relationship in fulfilling organizational objectives so as not to
produce positive and significant influence in supporting models Transformasional leadership. Therefore, it is
necessary to reconsider the relation to the relationship between the two Construk in order to fulfill the objectives
of the Organization.
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