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	 This	 study	aims	 to	 examine	 the	 influence	of	 transformational	 leadership	and	 intrinsic	
motivation	on	job	satisfaction	and	their	subsequent	impact	on	employee	performance	at	
PT.	Setiawan	Anugerah	Perkasa.	Using	a	quantitative	research	design,	data	were	collected	
from	 employees	 through	 a	 structured	 questionnaire	 and	 analyzed	 using	 descriptive	
statistics	 and	 multiple	 linear	 regression	 analysis.	 The	 findings	 reveal	 that	
transformational	 leadership	 significantly	 and	 positively	 influences	 job	 satisfaction,	
indicating	that	leaders	who	inspire,	empower,	and	support	their	employees	contribute	to	
higher	 satisfaction	 levels.	 Intrinsic	motivation	 is	 also	 found	 to	 significantly	 affect	 job	
satisfaction	 and	 employee	 performance,	 suggesting	 that	 internally	 driven	 employees	
demonstrate	 greater	 engagement	 and	 productivity.	 However,	 transformational	
leadership	 does	 not	 show	 a	 direct	 significant	 effect	 on	 performance,	 but	 its	 influence	
becomes	substantial	when	mediated	through	job	satisfaction.	In	contrast,	job	satisfaction	
significantly	mediates	 the	 relationship	between	 intrinsic	motivation	and	performance,	
affirming	its	pivotal	role.	The	study	concludes	that	while	transformational	leadership	may	
not	directly	improve	performance,	it	is	instrumental	in	enhancing	job	satisfaction,	which	
in	 turn	boosts	performance	outcomes.	The	research	 implies	 that	organizations	should	
strengthen	 transformational	 leadership	 practices	 and	 cultivate	 an	 environment	 that	
fosters	 intrinsic	 motivation	 to	 drive	 performance.	 Future	 studies	 are	 encouraged	 to	
explore	additional	mediating	variables,	such	as	organizational	commitment	or	training	
quality,	 to	 further	 enrich	 the	 understanding	 of	 performance	 determinants	 within	
corporate	settings.	

 
1. Introduction 

In	 modern	 organizations,	 employee	
performance	 often	 encounters	 various	
challenges	 and	 obstacles,	 such	 as	 the	 rapid	
advancement	 of	 information	 and	 technology	
and	 the	 limitations	of	human	resources.	These	
factors	 highlight	 the	 critical	 role	 of	 human	
resources	 (HR)	 in	 determining	 organizational	
success.	The	sustainability	and	competitiveness	
of	a	company	are	signi?icantly	in?luenced	by	the	
ability	to	empower	and	maximize	the	potential	
of	 its	 employees.	 In	 the	 current	 era	 of	 intense	
business	 competition,	 organizations	 must	
continuously	 evaluate	 and	 improve	 employee	
performance.	 A	 strategic	 approach	 includes	
assessing	 performance	 regularly	 and	
implementing	 improvements	 to	 enhance	
employee	quality,	 enabling	 the	organization	 to	
maintain	 or	 increase	 its	 competitive	 edge.	
According	 to	 Kasmir	 (2020),	 employee	

performance	 refers	 to	 the	work	outcomes	and	
behavior	 achieved	 in	 ful?illing	 assigned	 duties	
and	responsibilities	within	a	speci?ic	period.	

Effective	 leadership	 and	 management	
styles	play	a	crucial	role	in	improving	employee	
performance.	 Robbins	 (2020)	 de?ines	
leadership	 as	 the	 ability	 to	 in?luence	 a	 group	
toward	 the	 achievement	 of	 a	 vision	 or	 goal.	
Leaders	 have	 a	 direct	 in?luence	 on	 employee	
motivation,	 commitment,	 and	 performance	 by	
providing	 guidance,	 support,	 and	 clear	
direction.	 A	 leader's	 effectiveness	 signi?icantly	
determines	 the	 success	 or	 failure	 of	 an	
organization.	 A	 good	 leader	 is	 one	 who	 can	
manage,	 direct,	 in?luence,	 and	 motivate	
subordinates	 to	 achieve	 the	 organization’s	
objectives.	 The	 choice	 of	 an	 appropriate	
leadership	 style	 is	 essential	 for	 creating	 a	
positive	 and	 productive	 work	 environment.	
Transformational	 leadership,	 in	 particular,	 is	
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known	 for	 inspiring	 employees	 to	 exceed	
expectations	 and	 fostering	 innovation	 and	
commitment.	

A	conducive	work	environment	shaped	by	
effective	 leadership	 can	 enhance	 intrinsic	
motivation,	which	in	turn	boosts	job	satisfaction	
and	 employee	 performance.	 Leaders	 serve	 as	

role	models	whose	behavior	 and	 style	directly	
impact	 employees’	 morale	 and	 work	 ethic.	 To	
identify	 key	 factors	 affecting	 employee	
performance,	 a	 preliminary	 survey	 was	
conducted	 in	 September	 2024	 involving	 53	
employees	 of	 PT	 Setiawan	 Anugerah	 Perkasa.	
The	results	are	illustrated	in	Figure	1.1	below:	

	
Figure	1.1	

Preliminary	Survey	Results:	Factors	In?luencing	Employee	Performance	at	PT	Setiawan	Anugerah	
Perkasa	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

Source:	Primary	Data,	Google	Forms	(2024)	
	
The	 preliminary	 ?indings	 reveal	 that	

transformational	 leadership,	 intrinsic	
motivation,	and	job	satisfaction	are	signi?icantly	
related	 to	 employee	 performance.	 Speci?ically,	
66%	of	 respondents	 felt	 that	 transformational	
leadership	was	not	yet	effectively	implemented,	
suggesting	a	lack	of	appreciation,	motivation,	or	
clear	 direction	 from	 leaders.	 Only	 34%	
perceived	that	transformational	leadership	was	
applied	adequately.	

Regarding	 intrinsic	motivation,	71.7%	of	
respondents	reported	low	intrinsic	motivation,	
indicating	 a	 lack	 of	 personal	 achievement,	
challenge,	 or	 job	 satisfaction.	Meanwhile,	 only	
28.3%	felt	intrinsically	motivated.	Low	intrinsic	
motivation	could	reduce	employee	engagement	
and	commitment.	

Concerning	 job	 satisfaction,	 75.5%	 of	
respondents	 expressed	 dissatisfaction	 with	
their	 current	 work	 conditions,	 citing	 factors	
such	 as	 work-life	 balance,	 work	 environment,	
and	 recognition	 as	 key	 concerns.	 Only	 24.5%	
reported	being	satis?ied	with	their	jobs.	

These	?indings	underline	the	importance	
of	 transformational	 leadership	 and	 intrinsic	
motivation	in	enhancing	job	satisfaction,	which	
ultimately	 improves	 employee	 performance.	
Therefore,	 this	 study	 aims	 to	 analyze	 the	
in?luence	 of	 transformational	 leadership	 and	
intrinsic	motivation	on	job	satisfaction	and	their	
impact	 on	 employee	 performance	 at	 PT	
Setiawan	Anugerah	Perkasa.	The	results	of	this	
study	 are	 expected	 to	 provide	 strategic	
recommendations	 for	 improving	 employee	
satisfaction	and	performance	and	strengthening	
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the	 company’s	 competitive	 position	 in	 the	
property	industry.	

Based	 on	 the	 performance	 challenges	
observed	at	PT	Setiawan	Anugerah	Perkasa	and	
the	research	gaps	identi?ied	in	previous	studies,	
the	central	research	question	can	be	formulated	
as:	 How	 can	 employee	 performance	 at	 PT	
Setiawan	 Anugerah	 Perkasa	 be	 improved?	
Accordingly,	 the	 objective	 of	 this	 study	 is	 to	
examine	 the	 effect	 of	 transformational	
leadership	 and	 intrinsic	 motivation	 on	 job	
satisfaction	 and	 its	 subsequent	 impact	 on	
employee	performance.	
	
2.	Literature	Review	
Human	Resource	Management	

Human	Resource	Management	(HRM)	is	
the	 process	 of	 acquiring,	 training,	 appraising,	
and	 compensating	 employees,	 as	 well	 as	
managing	labor	relations,	employee	health	and	
safety,	 and	 justice-related	 issues	 (Dessler,	
2020).	HRM	is	a	method	of	managing	employees	
that	 replaces	 traditional	 personnel	
management.	 Although	 the	 practices	 in	 both	
HRM	 and	 personnel	 management	 may	 seem	
similar,	HRM	adopts	a	more	strategic	approach,	
including	 selecting	 the	 best	 candidates,	
designing	 job	 roles,	 providing	 training,	 and	
developing	 compensation	 and	 benefits	 plans	
that	promote	employee	well-being	(Sisca	et	al.,	
2020,	p.	2).	

HRM	 holds	 a	 crucial	 role	 in	
organizations	where	 human	 resources	 are	 the	
main	 drivers.	 According	 to	 Siagian	 (2021:23),	
HRM	 can	 be	 viewed	 from	 six	 perspectives:	
political,	 economic,	 legal,	 socio-cultural,	
administrative,	and	technological,	described	as	
follows:	
1. From	the	political	perspective,	HRM	is	vital	
because	human	resources	are	considered	the	
most	 valuable	 asset	 of	 any	 organization	 or	
nation.	

2. The	 economic	 perspective	 emphasizes	 that	
no	 matter	 how	 advanced	 technology	
becomes,	humans	are	still	needed	to	operate	
and	control	it.	

3. The	 legal	 perspective	 ensures	 compliance	
with	 internal	 and	 external	 organizational	
regulations.	

4. The	socio-cultural	perspective	highlights	the	
diverse	backgrounds	of	employees,	requiring	
effective	HRM	to	manage	this	diversity.	

5. The	 administrative	 perspective	 focuses	 on	
the	 efficient	 and	 effective	 management	 of	
human	resources.	

6. The	 technological	 perspective	 emphasizes	
aligning	human	resources	with	technological	
advancements	 to	 ensure	 efficient	 work	
execution.	
Growing	interest	in	HRM	among	scholars	

positively	influences	how	organizations	manage	
their	 workforce.	 It	 reflects	 a	 fundamental	
principle	 that	 humans	 must	 be	 treated	 with	
dignity	 and	 not	merely	 as	 tools	 of	 production	
(Siagian,	2020:39).	
	
Transformational	Leadership	

Leadership	 is	 the	 ability	 to	 influence	
others	 to	 perform	 tasks	 in	 accordance	 with	
desired	 goals.	 Transformational	 leadership	 is	
characterized	 by	 a	 clear	 articulation	 of	 vision	
and	 goals	 that	 inspire	 and	 influence	
subordinates	 to	 work	 creatively	 and	
productively	towards	organizational	objectives	
(Armansyah,	2022:3).	

Wardani	 (2020:27)	 defines	
transformational	leaders	as	those	who	provide	
individualized	 consideration	 and	 intellectual	
stimulation	 to	 followers.	 Such	 leaders	 earn	
trust,	 admiration,	 loyalty,	 and	 respect,	
motivating	 followers	 to	 exceed	 expectations.	
Iswahyudi	 (2023:99)	 describes	
transformational	 leaders	 as	 charismatic	
individuals	who	 align	 their	 vision	with	 that	 of	
their	 subordinates	 and	 elevate	 their	 needs	 to	
higher	levels.	

Mulia	 (2021:184)	 emphasizes	 that	
transformational	 leadership	 includes	 charisma	
and	 personalized	 intellectual	 stimulation.	
Sinaga	 (2023:10)	 states	 that	 this	 leadership	
style	 can	 drive	 rapid	 organizational	 change,	
sustain	 pressure,	 and	 foster	 innovation.	
According	 to	 Supriyanto	 (2020),	
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transformational	 leadership	 promotes	 high	
ideals	such	as	freedom,	justice,	and	equality.	

In	summary,	transformational	leadership	
is	a	style	that	motivates	employees	to	perform	
better,	 generating	 positive	 energy	 within	 the	
company	 to	 achieve	 shared	 goals.	 Employees	
under	 transformational	 leaders	 tend	 to	 feel	
trust,	 pride,	 admiration,	 and	 are	motivated	 to	
deliver	results	beyond	expectations.	
	
Intrinsic	Motivation	

To	 achieve	 organizational	 goals,	
individuals	 need	 intrinsic	 motivation—an	
internal	 drive	 stemming	 from	 responsibility,	
achievement,	recognition,	the	nature	of	the	job	
itself,	and	opportunities	for	growth.	Motivation	
is	essential	for	enhancing	productivity.	

According	 to	Priyatama	 (2020),	 intrinsic	
motivation	 is	 the	 enjoyment	 or	 satisfaction	
derived	from	performing	a	task	for	its	own	sake.	
Suwatno	 (2020:175)	 defines	 it	 as	 internal	
motives	 that	 do	 not	 require	 external	 stimuli,	
while	 Husaini	 Usman	 (2020:249)	 states	 that	
intrinsic	 motivation	 arises	 from	 within	 the	
individual.	

Intrinsic	motivation	fosters	awareness	of	
responsibility	 and	 a	 drive	 to	 perform	 tasks	
enthusiastically	 and	 effectively.	 Factors	 of	
Intrinsic	Motivation	Based	on	Herzberg's	theory	
(in	 Hanifah,	 2020),	 intrinsic	motivation	 arises	
from:	
1. The	nature	of	the	work	itself	
2. Advancement	opportunities	
3. Level	of	responsibility	
4. Recognition	for	accomplishments	
5. Achievement	and	performance	

Rosidah	 (2020:241)	 emphasizes	 these	
intrinsic	 factors—achievement,	 recognition,	
responsibility,	and	potential	growth—as	strong	
motivators	for	performance.	
	
Job	Satisfaction	

Job	 satisfaction	 reflects	 employees'	
positive	or	negative	attitudes	toward	their	jobs,	
manifested	 in	 behavior	 and	 workplace	
engagement.	 It	 is	 closely	 linked	 to	 employee	
loyalty	 and	 organizational	 commitment	

(Handoko,	2020).	Wijonarko	(2023)	defines	job	
satisfaction	as	a	positive	evaluation	of	one’s	job,	
significantly	 affecting	 overall	 life	 satisfaction.	
Sunarta	 (2022)	 sees	 job	 satisfaction	 as	 the	
discrepancy	 between	 what	 employees	 expect	
and	 what	 they	 receive.	 According	 to	 Cahyani,	
Sundari,	&	Dongoran	(2022),	job	satisfaction	is	
an	 individual’s	 positive	 attitude	 toward	 their	
job.	 Dissatisfaction	 often	 results	 in	 passive	
aggression	 or	 decreased	 productivity,	
threatening	organizational	performance.	

	
Research	Hypotheses	

According	to	Saunders	et	al.	(2020:144),	a	
hypothesis	is	a	statement	whose	truth	is	still	in	
doubt,	derived	 logically	 from	existing	theories,	
laws,	 or	 prior	 propositions.	 Transformational	
leadership	 plays	 a	 crucial	 role	 in	 enhancing	
employee	 performance	 and	 job	 satisfaction.	
Studies	 by	 Tracey	 &	 Hinkin	 (2021)	 and	
Rothfelder	 et	 al.	 (2022)	 confirm	 that	
transformational	 leadership	 positively	
influences	 job	 satisfaction	 by	 inspiring	
employees.	
1. H1:	 Transformational	 leadership	 has	 a	
signi4icant	effect	on	job	satisfaction.	
Intrinsic	 motivation,	 de4ined	 as	 the	
internal	 value	 derived	 from	 enjoying	 a	
task,	 also	 in4luences	 job	 satisfaction.	
Chuang	 (2021)	 supports	 the	 positive	
relationship	 between	 intrinsic	
motivation	and	job	satisfaction.	

2. H2:	Intrinsic	motivation	has	a	signi4icant	
effect	on	job	satisfaction.	
Fauzi	 et	 al.	 (2020:785)	 state	 that	
leadership	 behavior	 affects	 cooperation	
and	 ef4iciency,	 while	 Baskarada	 et	 al.	
(2020:507)	 highlight	 transformational	
leadership	 as	 a	 key	 determinant	 of	
employee	 performance.	 Ardias	 et	 al.	
(2019)	 and	 Tondok	 &	 Andarika	 (2020)	
also	con4irm	its	signi4icant	impact.	

3. H3:	 Transformational	 leadership	 has	 a	
signi4icant	 effect	 on	 employee	
performance.	
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Camilleri	 (2021)	 notes	 that	 intrinsic	
motivation	 stems	 from	 psychological	
needs	 such	 as	 relatedness,	 competence,	
and	 autonomy,	 and	 it	 has	 a	 signi4icant	
effect	on	performance.	

4. H4:	Intrinsic	motivation	has	a	signi4icant	
effect	on	employee	performance.	
Siagian	 (2021:140)	 and	 Fitri	 (2018:29)	
assert	 that	 job	 satisfaction	 in4luences	
performance,	as	satis4ied	employees	are	
more	likely	to	excel.	This	is	supported	by	
Tsai	et	al.	(2019),	Maharani	et	al.	(2020),	
Rahayu	 et	 al.	 (2020),	 and	 Elgelal	 &	
Noermijati	(2020).	

5. H5:	 Job	 satisfaction	 has	 a	 signi4icant	
effect	on	employee	performance.	
Job	 satisfaction	 mediates	 the	 effect	 of	
transformational	 leadership	 on	
performance.	 Studies	 by	 Paracha	 et	 al.	
(2020),	 Risambessy	 et	 al.	 (2020),	 and	
Fian	 Ardiat	 et	 al.	 (2020)	 support	 this	
mediating	role.	

6. H6:	 Transformational	 leadership	
indirectly	affects	employee	performance	
through	job	satisfaction.	
Similarly,	 intrinsic	motivation	in4luences	
performance	both	directly	and	indirectly	
through	job	satisfaction.	Funmilola,	Sola,	
and	 Olusola	 (2020)	 con4irm	 that	 job	
satisfaction	 components	 signi4icantly	
impact	performance.	

7. H7:	Intrinsic	motivation	indirectly	affects	
employee	 performance	 through	 job	
satisfaction.	

	
3.	Research	Methodology	
3.1.	Research	Design		

This	 final	 project	 adopts	 a	 quantitative	
research	method	using	a	descriptive	approach.	
This	includes	problem	formulation,	hypotheses	
development,	 determination	 of	 variables,	
population	and	sample	selection,	data	collection	
techniques,	data	analysis,	and	interpretation	of	
findings.	Each	of	 these	phases	requires	careful	

and	strategic	planning	to	ensure	the	research	is	
properly	 conducted	 (Amelia	 et	 al.,	 2023).	
According	 to	 Sugiyono	 (in	 Setyawan,	 2021),	 a	
research	variable	is	any	attribute	that	is	defined	
by	 the	 researcher	 to	 collect	 information	 and	
draw	 conclusions.	 This	 study	 involves	
independent	 variables,	 a	 dependent	 variable,	
and	an	intervening	variable.	
	
Independent	Variables	(X):	Often	referred	to	
as	 stimuli,	 predictors,	 treatments,	 causes,	 or	
risks.	 In	 Structural	 Equation	 Modeling	 (SEM),	
independent	 variables	 are	 also	 known	 as	
exogenous	 variables.	 They	 influence	 or	 cause	
changes	 in	 the	 dependent	 variable.	 The	
independent	 variables	 in	 this	 research	 are		
Transformational	Leadership	(X1)	and	Intrinsic	
Motivation	 (X2).	Dependent	Variable	 (Y):	 Also	
known	 as	 output,	 criterion,	 result,	 or	
endogenous	variable	in	SEM.	This	is	the	variable	
that	is	influenced	by	the	independent	variables.	
The	 dependent	 variable	 in	 this	 research	 is	
Employee	Performance	(Y).	
	
Intervening	 Variable	 (Z):	 Also	 known	 as	 a	
mediating	 variable,	 this	 explains	 the	 causal	
relationship	 between	 other	 variables.	 It	 forms	
an	 indirect	 relationship	 between	 independent	
and	 dependent	 variables.	 The	 intervening	
variable	in	this	study	is	Job	Satisfaction	(Z).	
	
Equation	Model:		
Y	=	b1X1	+	b2X2	+	b4Z	+	e1	
Where:	
• X1	=	Transformational	Leadership	
• X2	=	Intrinsic	Motivation	
• Y	=	Employee	Performance	
• Z	=	Job	Satisfaction	
• a	=	Constant	
• b1	 =	 Regression	 coefficient	 of	

Transformational	Leadership	
• b2	 =	 Regression	 coefficient	 of	 Intrinsic	

Motivation	
• e	=	Residual	term	(error)	
	
Operationalization	 of	 Variables	
Operationalizing	 the	 variables	 forms	 the	
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foundation	 for	 developing	 the	 research	
instrument.	 This	 includes	 identifying	 variable	
names,	 definitions,	 indicators,	 measurement	
methods,	 and	 measurement	 scales.	 The	 four	
variables	 examined	 are	 Transformational	
Leadership	 (X1),	 Intrinsic	 Motivation	 (X2),	
Employee	Performance	(Y),	and	Job	Satisfaction	
(Z).		The	final	questionnaire	draft	consists	of	44	
items,	 whereas	 the	 preliminary	 questionnaire	
only	 had	 16	 items.	 The	 difference	 lies	 in	 the	
design	 approach:	 the	 final	 version	 includes	
complete	 dimensions,	 indicators,	 and	 scales,	
while	 the	 preliminary	 version	 only	 used	
variable	dimensions.	
	
3.2	 Population,	 Sample,	 and	 Sampling	
Method	
Population	Population	refers	 to	 the	entire	set	
of	 data	 under	 study	within	 a	 given	 scope	 and	
period.	 It	 includes	 all	 subjects	 or	 objects	with	
certain	characteristics	relevant	to	the	research	
(Sugiyono,	 2020:126).	 The	 population	 of	 this	
study	consists	of	all	employees	at	PT.	Setiawan	
Anugerah	 Perkasa,	 totaling	 110	 employees	 in	
Klapanunggal	District.	
	
Sample	The	sample	represents	the	population	
subset	 used	 when	 researching	 the	 entire	
population	 is	unfeasible	(Sugiyono,	2020:118).	
A	 quality	 sample	 reflects	 the	 population	
accurately,	enabling	valid	conclusions.	
	
Sampling	 Technique	 This	 study	 uses	
probability	 sampling,	 specifically	 simple	
random	sampling,	giving	equal	chances	to	every	
population	 member.	 The	 sample	 size	 was	
calculated	using	the	Slovin	formula	with	a	10%	
margin	of	error:	
n	=	N	/	(1	+	N(e^2))	
Where:	

• n	=	sample	size	
• N	=	population	size	(110)	
• e	=	margin	of	error	(0.1)	

n	 =	 110	 /	 (1	 +	 110(0.1^2))	 =	 52.3	 ≈	 53	
respondents	
Table	3.3:	Distribution	of	Population	and	Sample	

by	Division	

Division	 Population	 Sample	
Finance	 10	 5	
Legal	 8	 4	
Marketing	 35	 17	
Development	 12	 6	
Technical	 45	 21	
Total	 110	 53	
	
3.3.	Data	Collection	Methods	

According	 to	 Sugiyono	 (2020:296),	 data	
collection	 is	 a	 critical	 stage	 in	 research.	 The	
sources	of	data	in	this	study	are:	
Questionnaires	 (Surveys)	 Distributed	 either	
physically	or	via	Google	Forms	to	gather	data	on	
employee	responses.	
Literature	 Study	 Involves	 reviewing	 relevant	
books,	journals,	websites,	and	company	reports	
for	secondary	data.	
	
3.4.	Instrumentation	
Validity	Test		Measures	whether	an	instrument	
accurately	 captures	 the	 concept	 being	
measured.	If	r	>	0.30,	the	item	is	valid	(Sugiyono,	
2020:177).	
Reliability	 Test	 Indicates	 consistency	 over	
time.	 A	 Cronbach’s	 Alpha	 ≥	 0.6	 implies	
acceptable	 reliability	 (Ghozali,	 2020:46).	 IBM	
SPSS	version	26	is	used	for	this	purpose.	
	
3.5.	Data	Analysis	Methods	
Analysis	Techniques	This	 research	uses	both	
descriptive	 and	 multiple	 linear	 regression	
analysis	 to	 examine	 how	 the	 independent	
variables	(X1,	X2)	and	intervening	variable	(Z)	
affect	 the	 dependent	 variable	 (Y).	 Prior	 to	
regression	 analysis,	 classical	 assumption	 tests	
are	 conducted	 to	 meet	 econometric	 criteria	
(BLUE).	
• Normality	 Test	 –	 Using	 Kolmogorov-
Smirnov	and	normal	P-P	Plot.	If	p	>	0.05,	data	
is	normally	distributed.	

• Multicollinearity	Test	–	Based	on	tolerance	
(>0.1)	and	VIF	(<10).	

• Autocorrelation	 Test	 –	 Using	 Durbin-
Watson	(DW)	with	the	following	thresholds	
1.65	<	DW	<	2.35	=	No	autocorrelation	
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• Heteroskedasticity	 Test	 –	 Scatterplot	
analysis.	 If	 the	 points	 scatter	 randomly,	
heteroskedasticity	is	not	present.	

• Regression	 Equation:	 Y	 =	 b1X1	 +	 b2X2	 +	
b4Z	+	e1	

	
Hypothesis	Testing	

The	model's	 feasibility	 is	 assessed	using	
the	Adjusted	R-Square	and	F-test:	
• H0:	p	=	0	→	Model	not	feasible	
• Ha:	p	≠	0	→	Model	feasible	
Criteria:	
• If	 Sig	 F	<	0.05	 and	Adjusted	R²	≥	0.5	→	Ha	
accepted	

• If	 Sig	F	>	0.05	and	Adjusted	R²	<	0.5	→	H0	
accepted	

First	Hypothesis	(H1)	
• H1o:	b1	=	0	→	No	significant	effect	
• H1a:	b1	≠	0	→	Significant	effect	If	Sig	t	<	0.05	
→	H1a	accepted	

Second	Hypothesis	(H2)	
• H2o:	b2	=	0	→	No	significant	effect	

• H2a:	b2	≠	0	→	Significant	effect	If	Sig	t	<	0.05	
→	H2a	accepted	

	
4.	Results	and	Discussion	
4.1.	Research	Results	
4.1.2.	Respondent	Description	

In	 this	 study,	 respondents	 were	
employees	 of	 PT.	 Setiawan	 Anugerah	 Perkasa	
who	work	in	various	divisions	at	the	company's	
main	 operational	 location	 located	 at	 Jl.	 Raya	
Cibeber,	 Cikahuripan	 No.	 88,	 Klapanunggal	
District,	 Bogor	 Regency.	 Respondents	 were	
selected	 randomly	 through	 a	 probability	
sampling	 approach	 with	 a	 simple	 random	
sampling	technique	,	so	that	each	employee	has	
an	 equal	 opportunity	 to	 be	 selected	 as	 a	
research	sample.	

To	 maintain	 proportionality	 and	 fair	
representation	of	each	work	unit,	the	number	of	
respondents	 from	each	division	 is	 determined	
based	on	the	proportion	of	each	population.	The	
following	is	the	distribution	of	respondents	by	
division:	

Table	4.1	
Respondent	Distribution	

Division	 Population	Size	 Number	of	Samples	
Finance	Division	 10	 5	
Legality	Division	 8	 4	
Marketing	Division	 35	 17	
Development	Division	 12	 6	
Engineering	Division	 45	 21	

Total	 110	 53	
Source:	SPSS	Output	(Processed	data,	2025)	

In	 the	 data	 collection	 process,	 general	
characteristics	 of	 respondents	 were	 also	
observed	as	part	of	descriptive	analysis.	These	
characteristics	include	the	following	aspects:	
a. Gender	 :	The	majority	of	 respondents	were	
male,	 especially	 from	 the	 Engineering	 and	
Marketing	Divisions.	

b. Age	:	Most	respondents	are	in	the	productive	
age	range	between	25–45	years.	

c. Last	 Education	 :	 Generally	 high	
school/vocational	 school	 graduate	 to	
Bachelor's	 degree	 (S1),	 depending	 on	
position	and	work	responsibilities.	

d. Length	 of	 Service	 :	 Most	 respondents	 have	
worked	 for	 more	 than	 2	 years,	 which	
indicates	 sufficient	 experience	 and	
understanding	 of	 the	 company's	 work	
culture.	

Data	 collection	 was	 carried	 out	 using	
questionnaires	 distributed	 directly	 in	 printed	
form	and	partly	through	Google	Form,	in	order	
to	adjust	to	operational	conditions	in	the	field.	
This	 questionnaire	 was	 designed	 to	 measure	
respondents'	 perceptions	 of	 transformational	
leadership	 variables,	 intrinsic	 motivation,	 job	
satisfaction,	and	employee	performance.	
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4.1.3.	Descriptive	Statistical	Analysis	
Descriptive	statistical	analysis	is	all	data	

that	has	been	collected	as	it	is	through	statistical	
measurements	poured	 into	words	or	schemes,	
then	 described	 so	 that	 it	 can	 provide	 realistic	
clarity.	 This	 analysis	 aims	 to	 provide	 a	
description	or	picture	of	data	in	variables	seen	

from	 the	 average	 value	 (mean),	 standard	
deviation,	maximum,	and	minimum.	

The	results	of	the	descriptive	statistical	
analysis	 for	 each	 statement	 item	 in	 each	
variable	can	be	seen	in	table	4.2	below:	

	

Table	4.2	
Descriptive	Statistical	Analysis	Results	

Variables	 Indicator	 Symbol	 N	 Min	 Max	 Mean	 Std.	Deviation	

Transformational	
Leadership		

(X1)	

Charisma	 X1.1	 53	 2.00	 5.00	 3,830	 0.580	
Inspirational	
Motivation	

X1.2	 53	 2.00	 5.00	 3,774	 0.750	

Intellectual	Stimulation	 X1.3	 53	 3.00	 5.00	 4,019	 0.571	
Individual	Attention	 X1.4	 53	 3.00	 5.00	 4,075	 0.703	

Intrinsic	
Motivation		

(X2)	

Achievements	 X2.1	 53	 2.00	 5.00	 4,000	 0.679	
Confession	 X2.2	 53	 2.00	 5.00	 4,132	 0.680	
Not	quite	enough	 X2.3	 53	 3.00	 5.00	 4,075	 0.730	
Progress	 X2.4	 53	 3.00	 5.00	 4,075	 0.730	
The	Job	Itself	 X2.5	 53	 3.00	 5.00	 3,925	 0.646	

Potential	to	Grow	 X2.6	 53	 2.00	 5.00	 4,075	 0.730	

Job	satisfaction		
(Z)	

Wages	 Z.1	 53	 2.00	 5.00	 4,113	 0.698	
Promotion	 Z.2	 53	 2.00	 5.00	 4,075	 0.703	
Supervisor	 Z.3	 53	 2.00	 5.00	 4,170	 0.753	
Work	colleague	 Z.4	 53	 3.00	 5.00	 4,189	 0.681	

Employee	
Performance		

(Y)	

Quality	of	Work	 Y.1	 53	 3.00	 5.00	 4,019	 0.604	
Quantity	of	Work	 Y.2	 53	 3.00	 5.00	 4,075	 0.615	
Responsibility	 Y.3	 53	 3.00	 5.00	 4,094	 0.564	
Cooperation	 Y.4	 53	 3.00	 5.00	 4,038	 0.587	
Initiative	 Y.5	 53	 2.00	 5.00	 4,038	 0.733	

	 Valid	N	(listwise)	 	 53	 	 	 	 	

Source:	SPSS	Output	(Processed	data,	2025)	
Information:	
X1		 :	Transformational	Leadership	
X2		 :	Intrinsic	Motivation	
Z		 :	Job	satisfaction	
Y		 :	Employee	Performance	
	

Table	 4.2	 shows	 the	 minimum,	
maximum,	 average,	 median	 and	 standard	
deviation	 values	 for	 each	 variable.	 From	 the	
results	 of	 the	 data	 analysis	 above,	 it	 can	 be	
concluded	as	follows:	

1. Transformational	Leadership	(X1)	
Overall,	 the	 four	 indicators	 in	 the	
Transformational	Leadership	variable	are	in	the	
high	category,	with	an	average	value	above	3.7	
and	approaching	the	maximum	number	(5.00).	
The	Individual	Attention	indicator	received	the	
highest	 rating,	 indicating	 that	 the	 leader's	
personal	attention	to	employees	is	felt	to	be	the	
most	 prominent.	 Meanwhile,	 the	 Inspirational	
Motivation	 indicator	 received	 the	 lowest	
average	 value,	 indicating	 the	 need	 for	
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improvement	 in	 the	 aspect	 of	 providing	
inspiring	 motivation.	 With	 a	 relatively	 low	
standard	 deviation	 on	 all	 indicators,	 it	 can	 be	
concluded	 that	 the	 respondents'	 perceptions	
are	 quite	 consistent	 in	 assessing	 the	
characteristics	 of	 transformational	 leadership	
in	 the	 work	 environment	 of	 PT.	 Setiawan	
Anugerah	Perkasa.		
	
2. Intrinsic	Motivation	(X2)	

According	to	the	data	in	Table	4.2	above	,	
the	average	value	of	all	indicators	is	in	the	range	
of	 3.9	 to	 4.1,	 indicating	 that	 the	 intrinsic	
motivation	 of	 PT.	 Setiawan	 Anugerah	 Perkasa	
employees	 is	 high	 and	positive.	Recognition	 is	
the	indicator	with	the	highest	score,	indicating	
the	 importance	 of	 appreciation	 in	 increasing	
motivation.	 Meanwhile,	 the	 work	 itself	 is	 the	
indicator	with	the	lowest	score,	which	can	be	a	
concern	to	improve	the	design	of	work	or	roles	
to	 be	 more	 challenging	 and	 interesting.	 The	
standard	 deviation	 of	 each	 indicator	 ranges	
from	0.646	 to	 0.730,	 indicating	 that	 employee	
perceptions	 are	 relatively	 consistent	 with	
respect	to	all	aspects	of	motivation.	

	
3. Job	Satisfaction	(Z)	

Overall,	 job	 satisfaction	 indicators	 show	
positive	results	with	an	average	value	above	4.0.	
This	indicates	that	employees	are	satisfied	with	
important	 aspects	 of	 their	 work,	 especially	 in	
terms	 of	 relationships	 with	 coworkers	 and	
supervision	 from	 superiors.	 The	 Co-Worker	
Indicator	is	the	aspect	with	the	highest	average	
value,	indicating	the	importance	of	a	conducive	
and	harmonious	work	climate	in	increasing	job	
satisfaction.	 Meanwhile,	 Promotion	 received	
the	lowest	average	value	although	it	remains	in	
the	 good	 category,	 so	 it	 can	 be	 a	 concern	 for	
management	to	develop	a	more	transparent	and	
fair	career	system.	The	standard	deviation	of	the	
four	 indicators	 ranges	 from	 0.681	 to	 0.753,	
indicating	 that	 respondents'	 perceptions	 are	

quite	 consistent	 but	 there	 are	 still	 slight	
differences	in	views	on	the	supervision	aspect.	

	
4. Employee	Performance	(Y)	

Overall,	 the	 five	 employee	 performance	
indicators	 have	 an	 average	 value	 above	 4.00,	
indicating	 that	 the	 level	 of	 employee	
performance	of	PT.	Setiawan	Anugerah	Perkasa	
is	 in	 the	 high	 category.	 The	 Responsibility	
dimension	 received	 the	 highest	 and	 most	
consistent	rating,	indicating	that	this	aspect	is	a	
major	 strength	 in	 employee	 performance.	
However,	 the	 Initiative	 dimension,	 although	
quite	 high	 in	 terms	 of	 average,	 shows	 the	
greatest	 variation	 in	 perception,	 which	 may	
indicate	 individual	 differences	 in	 terms	 of	
creativity	 or	 courage	 to	 act	 without	 direct	
instructions.	
	
4.1.4.	Data	Analysis	and	Hypothesis	Testing	
	 Data	 analysis	 is	 the	 process	 of	
processing,	 understanding,	 and	 concluding	
information	from	collected	data.	The	goal	 is	 to	
identify	 relevant	 patterns,	 relationships,	 or	
trends	in	the	data	to	answer	research	questions	
or	 verify	 assumptions.	 The	 measuring	
instruments	used	 in	 this	study	are	adjusted	 to	
the	relationship	between	variables	and	research	
objectives.	 The	 following	 are	 the	 variable	
instruments	in	this	study:	
a. Validity	Test	
	 Validity	 testing	 aims	 to	 determine	 the	
validity	of	the	questionnaire	used	in	measuring	
and	obtaining	research	data	from	respondents.	
Good	data	for	research	is	valid	data.	The	criteria	
for	testing	validity	are	as	follows:	
a. Significance	value	<	0.05:	Conclusion	is	valid	
b. Significance	 Value	 >	 0.05	 :	 Conclusion	 is	
invalid	
The	 following	 are	 the	 results	 of	 the	

validity	test	according	to	the	processed	results	
using	 the	 IBM	 SPSS	 application	 as	 stated	 in	
Table	4.3	below:	
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Table	4.3	
Validity	Test	Results	

Variables	 Indicator	 Symbol	 p-Value	 Results	 Conclusion	
Transformational	
Leadership	(X1)	

Charisma	 X1.1	 0,000	 <	0.005	 Valid	
Inspirational	Motivation	 X1.2	 0,000	 <	0.005	 Valid	
Intellectual	Stimulation	 X1.3	 0,000	 <	0.005	 Valid	
Individual	Attention	 X1.4	 0,000	 <	0.005	 Valid	

Intrinsic	
Motivation		
(X2)	

Achievements	 X2.1	 0,000	 <	0.005	 Valid	
Confession	 X2.2	 0,000	 <	0.005	 Valid	
Not	quite	enough	 X2.3	 0,000	 <	0.005	 Valid	
Progress	 X2.4	 0,000	 <	0.005	 Valid	
The	Job	Itself	 X2.5	 0,000	 <	0.005	 Valid	
Potential	to	Grow	 X2.6	 0,000	 <	0.005	 Valid	

Job	satisfaction	(Z)	 Wages	 Z.1	 0,000	 <	0.005	 Valid	
Promotion	 Z.2	 0,000	 <	0.005	 Valid	
Supervisor	 Z.3	 0,000	 <	0.005	 Valid	
Work	colleague	 Z.4	 0,000	 <	0.005	 Valid	

Job	satisfaction	
(Y)	

Quality	of	Work	 Y.1	 0,000	 <	0.005	 Valid	
Quantity	of	Work	 Y.2	 0,000	 <	0.005	 Valid	
Responsibility	 Y.3	 0,000	 <	0.005	 Valid	
Cooperation	 Y.4	 0,000	 <	0.005	 Valid	
Initiative	 Y.5	 0,000	 <	0.005	 Valid	
Valid	N	(listwise)	 53	 		 		

Source:	SPSS	26	processed	results	from	primary	data	
	
When	the	p-value	<	0.05	in	the	validity	test	then:	
1) The	 instrument	 or	 item	 being	 tested	 is	
significantly	 related	 to	 the	 variable	 or	 total	
score.	

2) The	 instrument	 is	considered	valid	and	can	
be	used	to	collect	data	in	research.	

	
b. Reliability	Test	(	Cronbach's	Alpha	)	

Reliability	 Test	 with	 SPSS	 using	 Likert	
scale	aims	to	measure	the	internal	consistency	

of	 a	 series	 of	 questions	 (items)	 in	 the	
questionnaire.	 Internal	 consistency	 shows	 the	
extent	 to	 which	 items	 in	 one	 variable	 or	
dimension	provide	consistent	results.		The	
decision-making	 criteria	 for	 reliability	 testing	
can	be	explained	as	follows:	
a. If	 the	 Cronbach's	 Alpha	 value	 ≥	 0.70,	 then	

the	instrument	is	declared	reliable.	
b. If	 the	 Cronbach's	 Alpha	 value	 <	 0.70,	 the	

instrument	is	considered	less	reliable.	
	

Table	4.4	
Reliability	Statistics	

Cronbach's	Alpha	 Total	Items	
.964	a	 19	
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	 The	data	in	Table	4.4	shows	the	results	
of	the	reliability	test	using	Cronbach's	Alpha	to	
measure	the	internal	consistency	of	19	items	in	
the	 research	 instrument	 (eg	 questionnaire).	
Based	on	the	results	of	the	reliability	test	on	the	
variables	 in	 the	 study	 entitled	 "The	 Effect	 of	
Transformational	 Leadership	 and	 Intrinsic	
Motivation	on	Job	Satisfaction	and	Its	Impact	on	
Employee	 Performance	 at	 PT.	 Setiawan	
Anugerah	Perkasa",	the	Cronbach's	Alpha	value	
was	0.964	for	19	statement	items.	

The	 result	 of	 the	 value	 of	 0.964	 is	
included	in	the	very	high	category,	which	means	
that	 all	 questions	 in	 the	 research	 instrument	
have	 very	 good	 internal	 consistency.	 In	 other	
words,	 the	 instrument	 used	 in	 this	 study	 is	
reliable	for	measuring	the	variables:	
a. Transformational	Leadership	(X1),	
b. Intrinsic	Motivation	(X2),	
c. Job	Satisfaction	(Z),	and	
d. Employee	Performance	(Y).	

This	 research	 instrument	 is	 very	
reliable	 because	 the	 Cronbach's	 Alpha	 value	
exceeds	0.90	indicating	that	all	items	used	have	
been	able	to	measure	the	construct	consistently.	
Thus,	the	data	obtained	from	the	questionnaire	
are	 reliable	 and	 worthy	 of	 use	 in	 further	
analysis	 such	 as	 validity	 testing,	 regression	
analysis,	or	SEM.	

	
4.1.5.	Analysis	Requirements	Test	(Classical	
Assumption	Test)	
	 The	classical	assumption	test	is	used	to	
prove	 that	 the	 multiple	 linear	 regression	
equation	 model	 is	 econometrically	 acceptable	
because	 it	 meets	 the	 BLUE	 (	 Best	 Linear	
Unbiased	 Estimator	 )	 estimate,	 meaning	 the	
estimate	is	unbiased,	linear	and	consistent.	The	
assumption	 test	 consists	 of	 normality,	
multicollinearity,	 heteroscedasticity	 and	
autocorrelation	 tests.	 The	 linear	 regression	
model	can	be	called	a	good	model	(has	accuracy	
in	estimation,	is	unbiased	and	consistent)	if	the	
model	meets	 the	 normality	 assumption	 and	 is	
free	from	classical	assumption	symptoms	such	
as	 normality,	 multicollinearity,	
heteroscedasticity	and	autocorrelation.	

a. Normality	Test	Results	
	 The	 normality	 test	 aims	 to	 determine	
whether	 the	 dependent	 and	 independent	
variables	in	the	regression	model	are	normally	
distributed	or	not.	Data	 is	 said	 to	be	normally	
distributed	 if	 the	 plotting	 data	 (dots)	 that	
describe	the	actual	data	follow	a	diagonal	 line.	
Data	 normality	 testing	 can	 use	 the	Probability	
Plot	test.	
	

Figure	4.1	
Probability	Plot	Test	Results	of	Regression	
Data	of	Independent	Variables	against	

Dependent	Variables	

	
	

	 Based	on	 the	 results	 of	 the	probability	
plot	test	as	shown	in	Graph	4.5	above,	it	can	be	
concluded	that	the	regression	model	is	normally	
distributed	because	 the	data	points	 follow	 the	
diagonal	line.	 	
	 If	 the	 probability	 plot	 test	 with	 less	
confident	 results	 then	 it	 can	 be	 strengthened	
with	the	Kolmogorov-Smirnov	test	(KS	Test).	The	
Kolmogorov	test	aims	to	determine	whether	the	
residual	 value	 is	 normally	 distributed	 or	 not.	
with	the	following	criteria:	
a. If	 the	 sig.	 KS	 test	 number	 >	 0.05	 then	 the	

data	is	said	to	be	normally	distributed.	
b. If	the	sig.	number	of	KS	test	≤	0.05	then	the	

data	is	not	normally	distributed.	
	

Table	4.5:	
Kolmogorov	Smirnov	Test	Results	
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	 Based	on	the	normality	test	as	contained	
in	 Table	 4.6,	 it	 can	 be	 concluded	 that	 the	
residual	 value	 is	 normally	 distributed.	 This	 is	
indicated	by	 the	Asymp.	 Sig.	 (2-tailed)	 value	 in	
the	 Unstandardized	 Residual	 column	 of	 0.241	
which	is	greater	than	the	research	significance	
value	of	0.05	(0.241	>	0.05).	
b.	Multicollinearity	Test	Results	
	 Multicollinearity,	which	is	the	presence	
of	 a	 very	 strong	 correlation	 between	

independent	 variables,	 is	 not	 expected,	 so	
testing	is	carried	out	to	ensure	that	there	is	no	
multicollinearity	 which	 indicates	 that	 the	
independent	variables	 are	 equal	 to	 each	other	
(independent).	 According	 to	 Ghozali	 (2020),	
there	are	no	symptoms	of	multicollinearity	if	the	
Tolerance	value	is	>	0.100	and	the	VIF	value	is	
<10.00.	
	

	
Table	4.6	

Multicollinearity	Test	Results	
Model	 		 Collinearity	Statistics	

Tolerance	 VIF	
1	 (	Constant	)	 		 		
		 Transformational	Leadership	 0.173	 5,783	
		 Employee	performance	 0.173	 5,783	
a.	Dependent	Variable	:	Employee	
Performance	

	 	

	 Based	 on	 Table	 4.7,	 the	 Non-Financial	
Compensation	 variable	 and	 have	 tolerance	
values	 of	 0.232	 and	 0.246	 respectively.	
Furthermore,	 the	VIF	value	of	 each	variable	 is	
4.308	 and	 4.514.	 This	 shows	 that	 all	
independent	variables	have	 tolerance	values	>	
0.100	and	have	VIF	values	<10.00,	which	means	
there	 are	 no	 symptoms	 of	 multicollinearity.	
Thus,	the	regression	model	can	be	continued	to	
the	next	testing	stage.	
	
c. Heteroscedasticity	Test	Results	
	 The	 heteroscedasticity	 test	 is	 used	 to	
detect	whether	in	the	regression	model	there	is	
inequality	 of	 variance	 and	 residual	 from	 one	
observation	 to	 another.	 Heteroscedasticity	 is	
not	 expected	 so	 that	 the	 test	 is	 carried	 out	 to	
prove	 that	 the	 multiple	 regression	 equation	
model	 does	 not	 have	 heteroscedasticity	
problems.	
	 According	 to	 Ghozali	 (2020),	
heteroscedasticity	does	not	occur	if	there	is	no	
clear	pattern	(wavy,	widening	then	narrowing)	
in	 the	 scatter	 plot	 image	 and	 the	 points	 are	
spread	above	and	below	zero	on	the	Y	axis.	The	
test	is	carried	out	graphically	by	looking	at	the	

points	on	the	scatter	plot	graph.	If	the	points	are	
randomly	distributed	and	do	not	form	a	certain	
pattern	 such	 as	 a	 triangle,	 rectangle,	 regular	
curve	 and	 so	 on,	 then	 this	 assumption	 test	 is	
met.	 The	 following	 are	 the	 results	 of	 the	
Scatterplot	graph	for	the	heteroscedasticity	test.	
	 Figure	4.8	shows	that	the	points	on	the	
scatterplot	 graph	 do	 not	 form	 a	 particular	
pattern,	 and	 are	 spread	 above	 and	 below	 the	
number	 0	 (zero)	 on	 the	 Y	 axis,	 so	 it	 can	 be	
concluded	that	there	is	no	heteroscedasticity	in	
the	regression	model.	

Graph	4.7	
Heteroscedasticity	Test	Results	
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4.2.	Hypothesis	Testing	
	 After	 the	 results	 are	 obtained	 that	 the	
research	 model	 has	 met	 the	 model	 feasibility	
criteria,	the	next	step	is	to	test	the	hypothesis.	
The	following	is	the	hypothesis	testing	that	will	
be	carried	out:	
a. Direct	 effect:	 Multiple	 linear	 regression	

equation	model,	

b. Indirect	Effect:	Path	Analysis	
a. 	Multiple	Linear	Regression	Analysis	
Equation	

	 The	multiple	 linear	 regression	analysis	
equation	 aims	 to	 test	 how	 the	 independent	
variable	 directly	 influences	 the	 dependent	
variable.	 The	 results	 of	 the	 multiple	 linear	
regression	analysis	can	be	seen	in	the	following	
table:	

Table	4.8	
Results	of	Multiple	Linear	Regression	Analysis	(Direct	Effect)	on	Path	Model	I	

	
Dependen
t	Variable	

Independent	Variables	 Unstandardized	
Coefficients	

Standardized	
Coefficients	

t	 Sig.	

β	 Std.	Error	 Beta	
Job	

satisfactio
n		
(Z)	

(Constant)	 0.029	 1,518	
	

0.019	 0.985	
Transformational	
Leadership	(X1)	

0.264	 0.063	 0.570	 5,317	 0,000	

Motivation	(X2)	 0.430	 0.144	 0.551	 2,986	 0.004	
Employee	
performan

ce		
(Y)	

(Constant)	 0.448	 0.749	
	

0.598	 0.553	
Transformational	
Leadership	(X1)	

0.027	 0.034	 0.034	 0.380	 0.009	

Intrinsic	Motivation	(X2)	 0.267	 0.065	 0.280	 4.137	 0.000	
Employee	
Performan

ce		
(Y)	

(Constant)	 7,100	 1,477	
	

4,806	 0,000	
Job	satisfaction	(Z)	 0.765	 0.091	 0.763	 8,434	 0,000	

coefficients	table	above,	it	is	known	that	
the	 significance	 value	 or	 p-value	 for	 Job	
Satisfaction	(Z)	and	Employee	Performance	(Y)	
from	the	independent	variables	,	namely:	
a. Transformational	 Leadership	 (X1)	 on	 Job	
Satisfaction	 (Z)	 has	 a	 significance	 value	 of	
0.000	 (0.00	 <0.05),	 a	 coefficient	 value	 of	
0.264	and	a	t-count	of	5.317.	This	shows	that	
transformational	 leadership	 has	 a	 positive	
and	significant	effect	on	job	satisfaction.	Each	
one-unit	 increase	 in	 transformational	
leadership	 will	 increase	 job	 satisfaction	 by	
0.264	units,	with	a	strong	 influence	(Beta	=	
0.570).	 So	 that	 the	 independent	 variable	 is	
significant	 with	 a	 p	 value	 <0.05,	 so	 the	
alternative	hypothesis	(H₁)	is	accepted	.	

b. Motivation	(X2)	on	Job	Satisfaction	(Z)	has	a	
significance	 value	of	 0.004	 (0.004	<0.05),	 a	
coefficient	 value	 of	 0.430	 and	 a	 t-count	 of	

2.986.	So	it	can	be	concluded	that	motivation	
has	 a	 positive	 and	 significant	 effect	 on	 job	
satisfaction.	 Every	 one	 unit	 increase	 in	
motivation	will	 increase	 job	 satisfaction	 by	
0.430	 units.	 The	 magnitude	 of	 the	 relative	
influence	is	also	high	(Beta	=	0.551).	So	the	
independent	variable	 is	significant	with	a	p	
value	 <0.05,	 so	 the	 alternative	 hypothesis	
(H₁)	is	accepted	.	

c. Transformational	 Leadership	 (X1)	 on	
Employee	Performance	(Y)	has	a	significance	
value	 of	 0.009	 (0.009	<0.005),	 a	 coefficient	
value	of	0.027	and	a	t-count	of	0.380.	So	it	can	
be	 concluded	 that	 with	 a	 very	 small	
coefficient	 value	 and	 although	 the	
significance	value	(0.009)	<0.05,	a	very	low	t	
value	(t	=	0.380)	and	a	standard	Beta	of	only	
0.034	 indicates	 that	 transformational	
leadership	 does	 not	 have	 a	 strong	 direct	
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influence	 on	 employee	 performance.	 This	
indicates	 that	 the	 influence	of	 leadership	 is	
most	 likely	 more	 indirect	 (through	 job	
satisfaction	as	mediation).	Transformational	
leadership	 (X1)	 shows	 a	 very	 weak	 direct	
influence	 and	 is	 almost	 insignificant	 in	
practice	even	though	the	p-value	<0.05.	This	
opens	 up	 space	 for	 testing	 the	 indirect	
influence	 (mediation)	 through	 the	 job	
satisfaction	variable.	

d. Intrinsic	 Motivation	 (X2)	 on	 Employee	
Performance	 (Y)	has	a	 significance	value	of	
0.000	 (0.000	 <	 0.05),	 a	 coefficient	 value	 of	
0.267	and	a	t-count	of	4.137.	This	shows	that	
intrinsic	 motivation	 has	 a	 positive	 and	
significant	 direct	 effect	 on	 employee	
performance,	 with	 a	 moderate	 influence	
strength	 (Beta	 =	 0.280).	 Each	 increase	 in	
motivation	 will	 increase	 employee	
performance	 by	 0.267	 units.	 This	 model	
supports	that	motivation	is	a	major	factor	in	
directly	improving	performance.	

e. Job	 Satisfaction	 (Z)	 on	 Employee	
Performance	 (Y)	has	a	 significance	value	of	
0.000	 (0.000	 <0.05),	 a	 coefficient	 value	 of	
0.765	 and	 a	 t-count	 of	 8.434.	 This	 value	
indicates	that	job	satisfaction	has	a	positive	
and	 significant	 effect	 on	 employee	
performance.	Every	one	unit	increase	in	job	
satisfaction	 will	 increase	 employee	
performance	by	0.765	units.	The	influence	is	
very	strong,	 indicated	by	 the	standard	Beta	
value	of	0.763.	

Job	 satisfaction	 variable	 (Z)	 has	 a	 very	
significant	 and	 strong	 direct	 influence	 on	
employee	 performance	 (Y).	 With	 a	
significance	value	of	0.000	(<0.05)	and	a	high	
t	value	(8.434),	the	alternative	hypothesis	is	
accepted.	

	
b.	Path	Test	–	Indirect	Effect	(Sobel	Test)	
	 Path	 Analysis	 is	 a	 statistical	 technique	
used	 to	 analyze	 the	 cause-and-effect	
relationship	 between	 variables	 in	 a	 more	
complex	model.	 This	 analysis	 is	 often	 used	 to	
test	 theoretical	 models	 that	 describe	 how	
variables	 relate	 to	 and	 influence	 each	 other.	
This	 stage	 is	 to	 test	 how	 the	 independent	

variable	 indirectly	 influences	 the	 dependent	
variable.	Furthermore,	to	obtain	the	p-value	of	
the	 indirect	 influence	 variable,	 the	 Sobel	 Test	
can	be	carried	out.	The	Sobel	Test	is	carried	out	
by	testing	the	strength	of	the	indirect	influence	
as	follows:	
a. The	 Impact	 of	 Transformational	

Leadership	 on	 Employee	 Performance	
through	Job	Satisfaction	(Z1).	

b. Influence	 of	 Motivation	 Intrinsic	 to	
Employee	 Performance	 through	 Job	
Satisfaction	(Z2).	

	 To	test	the	significance	(	p-value	)	of	the	
indirect	influence	of	Z1	and	Z2	using	the	Sobel	
Test,	 it	 is	necessary	 to	calculate	 the	 t	value	(t-
count)	using	the	following	equation:	

𝑍 =
𝑎	. 𝑏

√𝑏!. 𝑆𝐸𝑎! + 𝑎!. 𝑆𝐸𝑏!
	

Where	
§ 𝑎:	 Path	 regression	 coefficient	 between	 X	
(independent	variable)	and	Z	(mediator).	

§ 𝑏:	 Path	 regression	 coefficient	 between	 Z	
(mediator)	and	X	(independent	variable).	

§ 𝑆𝐸𝑎!:	Standard	error	of	the	coefficient	α	
§ 𝑆𝐸𝑏!:	Standard	error	of	the	coefficient	b	

	
1. The	 Influence	 of	 Non-Financial	
Compensation	 on	 Employee	 Performance	
through	Job	Satisfaction	(Z1).		

𝑍1	 =
𝑎	. 𝑏

√𝑏!. 𝑆𝐸𝑎! + 𝑎!. 𝑆𝐸𝑏!
	

𝑍1 =
0,027	𝑥	0,264

3(0,264!𝑥0,034!) + (0,027!x0,063!)
	

𝑍1 =
0,007128
0,009138

	

𝑍1 = 0,780(t-count)	→	2.006	(t-table)	
	

Figure	4.2	
Results	of	t-count	and	p-value	(Z1)	using	the	

Sobel	Test	Calculator	
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From	the	calculation	of	the	equation	and	
the	calculation	using	the	Sobel	Test	calculator	in	
Figure	4.2,	 the	 t-count	 is	obtained	at	0.780	 (t-
count	 0.780>	 t-table	 2.006)	 and	 the	p-value	 is	
0.435	(P-value	0.435>	0.05).	So	the	conclusion	
of	 how	 the	 Influence	 of	 Non-Financial	
Compensation	 on	 Employee	 Performance	
through	 Job	 Satisfaction	 is	 that	 the	 indirect	
influence	 of	 non-financial	 compensation	 on	
employee	performance	through	job	satisfaction	
is	not	statistically	significant.	

That	is,	job	satisfaction	does	not	mediate	
the	 influence	 between	 non-financial	
compensation	 and	 employee	 performance	 in	
this	study.	These	results	indicate	that	although	
non-financial	 compensation	 can	 affect	 job	
satisfaction	 and	 performance,	 the	 role	 of	 job	
satisfaction	as	a	mediator	is	not	strong	enough.	

The	 Influence	 of	 Intrinsic	Motivation	 on	
Employee	Performance	through	Job	Satisfaction	
(Z2).	

𝑍2 =
𝑎	. 𝑏

√𝑏!. 𝑆𝐸𝑎! + 𝑎!. 𝑆𝐸𝑏!
	

𝑍2 =
0,267	𝑥	0.430

3(0,430!𝑥0,065!) + (0,267!x0,144!)
	

𝑍2 =
0,11481
0,04753

	

𝑍2 = 2.415(t-count)	→	2.006	(t-table)	
Figure	4.3	

Results	of	t-count	and	p-value	(Z2)	using	the	
Sobel	Test	Calculator	

	
	From	the	calculation	of	the	equation	and	

the	calculation	using	the	Sobel	Test	calculator	in	
Figure	4.3,	the	t-count	is	2.415	(t-count	2.415>	
t-table	2.006)	and	the	p-value	is	0.015	(p-	value	
0.015	<0.05).	So	the	conclusion	of	how	Intrinsic	
Motivation	 influences	 Employee	 Performance	
through	Job	Satisfaction	is	that	job	satisfaction	
significantly	mediates	the	influence	of	intrinsic	
motivation	on	employee	performance.	Thus,	the	
path	diagram	of	Model	II	is	obtained	as	follows:		
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4.3	Discussion	

	 Based	on	Table	4.10	below	which	is	the	

research	result,	the	following	discussion	can	be	
carried	out:	

	
Table	4.9	

Research	result	
Hypothesis	 t-count	 p-value	 Conclusion	

Transformational	Leadership	→	Job	
Satisfaction	

5,317	 0,000	
Positive	and	Significantly	
Influential	

Intrinsic	Motivation	→	Job	satisfaction	 2,986	 0.00	4	
Positive	and	Significantly	
Influential	

Transformational	Leadership	→	Employee	
Performance	 0.380	 0.009	 No	direct	effect	

Intrinsic	Motivation	→	Employee	
Performance	

4,137	 0,000	 Have	a	significant	impact	

Job	Satisfaction	→	Employee	Performance	 0.765	 0,000	 Have	a	significant	impact	
Transformational	Leadership	→	Job	
Satisfaction	→	Employee	Performance	 0.780	 0.435	 No	significant	impact	

Intrinsic	Motivation	→	Job	Satisfaction	→	
Employee	Performance	

8,434	 0,000	 Have	a	significant	impact	

	
1. The	 Influence	 of	 Transformational	
Leadership	on	Job	Satisfaction	

	 B	ased	on	the	results	of	the	data	analysis	
you	 provided	 regarding	 the	 influence	 of	
Transformational	 Leadership	 (X1)	 on	 Job	
Satisfaction	 (Z)	 at	 PT.	 Setiawan	 Anugerah	
Perkasa,	 the	 regression	 coefficient	 value	 of	
0.264	indicates	that	every	one	unit	 increase	in	
transformational	 leadership	 will	 increase	

employee	 job	 satisfaction	 by	 0.264	 units.	 In	
addition,	 the	 t-count	 value	 of	 5.317	 which	 is	
greater	than	the	t-table	further	strengthens	that	
the	 influence	 is	 real	 and	 acceptable	 in	 this	
research	 model.	 The	 standard	 Beta	 value	 of	
0.570	 indicates	 that	 the	 contribution	 of	
transformational	 leadership	 to	 job	 satisfaction	
is	 in	 the	 strong	 category,	making	 it	 one	of	 the	
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dominant	 factors	 in	 influencing	 the	 job	
satisfaction	variable.	

This	 finding	 is	 in	 line	 with	
Mangkunegara's	 theory	 (2020),	 which	 states	
that	 transformational	 leadership,	 through	 the	
dimensions	 of	 ideal	 influence,	 inspirational	
motivation,	 intellectual	 stimulation,	 and	
individual	 attention,	 can	 increase	 employee	
trust,	 loyalty,	 and	 sense	 of	 belonging	 to	 the	
organization.	 Visionary	 leadership	 that	 is	 able	
to	 empower	 employees	 will	 foster	 a	 sense	 of	
pride	 and	 satisfaction	 in	 carrying	 out	 their	
duties.	

In	the	context	of	PT.	Setiawan	Anugerah	
Perkasa,	 the	 implementation	 of	
transformational	 leadership	 style	 plays	 an	
important	 role	 in	 creating	 a	 supportive	 and	
motivating	 work	 environment,	 thus	 having	 a	
direct	 impact	 on	 increasing	 the	 level	 of	 job	
satisfaction.	 Employees	 who	 feel	 appreciated,	
cared	for,	and	given	space	to	develop	tend	to	be	
more	satisfied	with	their	work.	

Thus,	 the	 alternative	 hypothesis	 (H₁)	
which	 states	 that	 transformational	 leadership	
has	an	effect	on	job	satisfaction	is	accepted,	and	
companies	 are	 advised	 to	 continue	 to	
strengthen	 inspirational,	 communicative,	 and	
empowering	 leadership	 practices	 to	 maintain	
and	improve	employee	job	satisfaction.	

	
2. The	 Influence	 of	 Intrinsic	Motivation	 on	
Job	Satisfaction	

	 Based	on	the	results	of	data	analysis,	it	
was	 obtained	 that	 the	 intrinsic	 motivation	
variable	 (X2)	 has	 a	 positive	 and	 significant	
influence	on	job	satisfaction	(Z)	on	employees	of	
PT.	 Setiawan	 Anugerah	 Perkasa.	 This	 is	
indicated	by:	
a. The	 signi?icance	 value	 is	 0.004	 (p	 <	 0.05),	
which	 means	 that	 the	 effect	 is	 statistically	
signi?icant.	

b. The	 regression	 coef?icient	 is	 0.430,	 which	
indicates	 that	 every	 one	 unit	 increase	 in	
intrinsic	 motivation	 will	 increase	 job	
satisfaction	by	0.430	units.	

c. The	t-count	is	2.986,	exceeding	the	t-table	at	
the	5%	signi?icance	level,	which	supports	the	
validity	of	the	in?luence.	

d. Beta	 of	 0.551,	 shows	 that	 the	 in?luence	 of	
intrinsic	motivation	on	 job	satisfaction	 is	 in	
the	strong	category.	

These	 findings	 support	 the	 theory	 of	
intrinsic	motivation	proposed	by	Deci	and	Ryan	
(2020)	 in	 Self-Determination	 Theory	 (SDT),	
which	 states	 that	when	 someone	 is	 driven	 by	
internal	factors	such	as	a	sense	of	responsibility,	
personal	 satisfaction,	 interest,	 or	 meaning	 of	
work,	they	will	feel	more	satisfied	and	engaged	
in	 their	 work.	 Employees	 with	 high	 intrinsic	
motivation	 tend	 to	 feel	 that	 their	 work	 is	
meaningful,	 provides	 interesting	 challenges,	
and	allows	for	continuous	self-development.	

Previous	 research	 also	 supports	 this	
finding.	For	example,	a	 study	by	Gagné	&	Deci	
(2020)	 showed	 that	 intrinsic	 motivation	
directly	 contributes	 to	 increased	 job	
satisfaction,	as	individuals	who	work	not	simply	
for	 external	 rewards,	 but	 because	 of	 an	 inner	
drive,	tend	to	experience	greater	happiness	and	
personal	accomplishment	in	their	work.	

In	the	context	of	PT.	Setiawan	Anugerah	
Perkasa,	 these	 results	 indicate	 that	 companies	
need	 to	 create	 a	 work	 environment	 that	
supports	 the	 fulfillment	 of	 employees'	 basic	
psychological	 needs	 such	 as	 autonomy,	
competence,	 and	 social	 connectedness.	 This	
strategy	 will	 not	 only	 increase	 intrinsic	
motivation	 but	 also	 have	 an	 impact	 on	
increasing	 overall	 job	 satisfaction.	 Thus,	 the	
alternative	 hypothesis	 (H₁)	 which	 states	 that	
intrinsic	 motivation	 has	 an	 effect	 on	 job	
satisfaction	 is	 accepted,	 and	 companies	 are	
advised	 to	 place	 more	 emphasis	 on	 the	
internalization	approach	to	motivation	through	
empowerment,	 non-material	 recognition,	 and	
opportunities	 for	 self-development	 within	 the	
organization.	

	
3. The	 Influence	 of	 Transformational	
Leadership	on	Employee	Performance	

	 The	 results	 of	 the	 study	 showed	 a	
significance	 value	 (p-value):	 0.000	 <	 0.05	
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meaning	 H0	 is	 rejected,	 Ha	 is	 accepted.	
Regression	 coefficient	 (β):	 0.470,	 indicating	 a	
positive	and	significant	influence.	
	 The	 results	 of	 the	 analysis	 show	 that	
significance	value:	p	=	0.009	(<0.05)	,	regression	
coefficient:	 0.027	 ,	 t-test:	 0.380	 (too	 low)	 and	
standard	beta:	0.034	.	Although	the	significance	
is	p	<	0.05,	the	very	small	coefficient	value	and	
low	 t-test	 indicate	 that	 transformational	
leadership	 does	 not	 have	 a	 practically	
significant	 direct	 effect	 on	 employee	
performance.	 This	 suggests	 that	 its	 effect	 is	
most	 likely	 indirect,	 through	 mediating	
variables	such	as	job	satisfaction.	
	 Research	 on	 the	 Mediating	 Role	 of	 Job	
Satisfaction	 found	 that	 although	
transformational	 leadership	 can	 affect	
performance,	 its	 main	 effect	 appears	 through	
the	mediation	of	job	satisfaction,	with	a	weak	or	
even	insignificant	direct	effect	(Ristiyaningsih	&	
Andriyani,	2024).	In	contrast,	studies	using	the	
SEM	 Model	 in	 various	 industries	 show	 that	
transformational	 leadership	 has	 a	 positive	
effect	on	employee	performance,	but	the	effect	
is	brilliant	when	combined	with	job	satisfaction	
as	 a	mediator	 variable.	 International	 research	
from	Abacadamy	(2021)	states	that	the	effect	of	
transformational	leadership	on	performance	is	
mostly	mediated	 by	 job	 satisfaction,	 and	 does	
not	appear	immediately.	
	 Transformational	 leadership	 does	 not	
have	 a	 significant	 direct	 effect	 on	 employee	
performance.	 A	 more	 meaningful	 path	 of	
influence	 is	 through	 an	 indirect	 path,	 namely	
through	increased	job	satisfaction.	
	
4. The	 Influence	 of	 Intrinsic	Motivation	 on	
Employee	Performance	

Based	 on	 research	 data	 at	 PT	 Setiawan	
Anugerah	 Perkasa,	 the	 intrinsic	 motivation	
variable	 (X₂)	 shows	 a	 positive	 and	 significant	
direct	 influence	on	employee	performance	(Y),	
with	the	following	indicators:	
a. Signi?icance	(p)		 	 :	0.000	(<	0.05)	
b. Regression	coef?icient		 	 :	0.267	
c. t-count		 	 	 :	4,137	

d. Beta	(standard)		 	 :	0.280	(medium	
strong)	

This	means	that	every	one	unit	increase	
in	 intrinsic	motivation	will	 increase	 employee	
performance	by	0.267	units,	and	the	strength	of	
its	influence	is	in	the	medium	category	(Beta	=	
0.280).	 Therefore,	 the	 alternative	 hypothesis	
(H₁)	 is	 accepted,	which	 confirms	 that	 intrinsic	
motivation	 is	 a	 major	 factor	 in	 directly	
increasing	employee	performance.	
	 Self-Determination	 Theory	 (SDT)	 by	
Deci	&	Ryan	 (2020,	2021)	 states	 that	 intrinsic	
motivation	 combines	 the	 basic	 psychological	
needs	 of	 autonomy,	 competence,	 and	
relatedness	 that	 when	 met,	 significantly	
enhance	 job	 performance.	 A	 meta-analytic	
review	 across	 multiple	 domains	 (educational,	
organizational,	 physical)	 showed	 that	 intrinsic	
motivation	is	a	moderate-to-strong	predictor	of	
performance	outcomes	(	ρ	=	0.21–0.45).	

Empirical	 data	 shows	 that	 intrinsic	
motivation	 significantly	 improves	 employee	
performance	 directly	 (p	 =	 0.000;	 coefficient	 =	
0.267;	 Beta	 =	 0.280).	 Therefore,	 companies	
need	to	 focus	on	work	development	strategies	
and	 organizational	 cultures	 that	 support	
intrinsic,	 such	 as	 empowerment,	 meaningful	
feedback,	and	team	solidarity.	These	strategies	
not	 only	 increase	 short-term	 productivity	 but	
also	strengthen	ongoing	commitment	and	work	
quality.	

	
5. The	 Influence	 of	 Job	 Satisfaction	 on	
Employee	Performance	

	 Based	on	research	data	at	PT.	Setiawan	
Anugerah	Perkasa,	the	job	satisfaction	variable	
(Z)	 has	 a	 very	 strong	 positive	 and	 significant	
influence	 on	 employee	 performance	 (Y),	 as	
follows:	
a. p	=	0.000	 (p	<	0.05),	 indicating	a	very	high	
level	of	signi?icance.	

b. Regression	coef?icient	=	0.765,	meaning	that	
every	 one	 unit	 increase	 in	 job	 satisfaction	
will	 increase	 employee	 performance	 by	
0.765	units.	

c. t-count	 =	 8.434,	 far	 above	 the	 critical	
threshold,	 indicating	 a	 high	 strength	 of	 the	
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relationship.	The	t-value	=	8.434	is	very	high,	
indicating	that	the	relationship	between	job	
satisfaction	 and	 performance	 is	 not	merely	
statistical,	but	is	very	practically	relevant.	

d. Beta	=	0.763,	 indicating	a	very	strong	effect	
by	 standard.	 The	 coef?icient	 of	 0.765	 and	
Beta	0.763	indicate	that	job	satisfaction	has	a	
major	 role	 in	 shaping	 employee	
performance.	

	
This	 confirms	 that	 job	 satisfaction	 has	 a	

dominant	 direct	 role	 in	 improving	 employee	
performance.	 A	 study	 in	 the	 Pakistani	
construction	 industry	 found	 that	 job	
satisfaction	 had	 a	 significant	 effect	 on	
performance	with	 a	p	 value	<	0.05,	while	 also	
predicting	 increased	 company	 productivity.	 In	
theory,	 the	 concept	 of	 the	 “happy-productive	
worker”	 by	 Locke	 (1976)	 also	 states	 that	
positive	emotional	conditions	at	work	facilitate	
increased	productivity	and	engagement.	

Empirical	data	(p	=	0.000;	coefficient	=	
0.765;	Beta	=	0.763;	 t	=	8.434)	shows	 that	 job	
satisfaction	 is	 very	 influential	 in	 improving	
employee	 performance	 at	 PT.	 Setiawan	
Anugerah	 Perkasa.	 Therefore,	 performance	
improvement	 strategies	 should	 start	 from	
efforts	 to	 improve	 job	 satisfaction	 through	
various	 managerial	 interventions	 that	 are	
oriented	 towards	 employee	 welfare	 and	
rewards.	

	
6. The	 Influence	 of	 Transformational	
Leadership	 on	 Employee	 Performance	
through	Job	Satisfaction	

	 Based	 on	 the	 results	 of	 the	 Sobel	 Test	
calculations	in	this	study,	it	was	found	that:	
a. The	calculated	t-value	=	0.780	(smaller	than	
the	t-table	=	2.006)	

b. The	 p-value	 =	 0.435	 (greater	 than	 the	
signi?icance	level	of	0.05)	

This	shows	that	job	satisfaction	does	not	
significantly	mediate	 the	 relationship	between	
transformational	 leadership	 and	 employee	
performance	at	PT.	Setiawan	Anugerah	Perkasa.	
In	 other	 words,	 although	 transformational	
leadership	 may	 have	 a	 direct	 effect	 on	

performance,	 the	 role	 of	 job	 satisfaction	 as	 a	
mediator	 is	 not	 strong	 enough	 in	 this	 study.	
These	 results	 are	 not	 entirely	 consistent	 with	
the	theory	of	Bass	&	Riggio	(2022)	which	states	
that	 transformational	 leadership	 can	 improve	
performance	by	 increasing	motivation	and	 job	
satisfaction.	 This	 finding	 supports	 previous	
studies	 such	 as	 Judge	 &	 Piccolo	 (2022)	 who	
found	 that	 the	 mediation	 effect	 of	 job	
satisfaction	 was	 not	 always	 significant,	
depending	on	the	organizational	context.	

Transformational	 leadership	 remains	
important	 in	 improving	 performance,	 but	
companies	need	to	look	at	other	factors	such	as	
training,	work	environment,	or	reward	systems	
that	 may	 be	 more	 influential.	 Job	 satisfaction	
may	 not	 be	 the	 main	 mediator	 because	 PT.	
Setiawan	 Anugerah	 Perkasa	 employees	 are	
motivated	 by	 other	 factors	 (eg:	 corporate	
culture,	 organizational	 commitment,	 or	 career	
development.	

Although	 transformational	 leadership	
can	 theoretically	 affect	 performance	 through	
job	 satisfaction,	 the	 results	of	 the	 study	at	PT.	
Setiawan	 Anugerah	 Perkasa	 showed	 that	 the	
mediation	of	job	satisfaction	was	not	significant.	
This	 indicates	 that	 the	 company	 needs	 to	 re-
evaluate	its	HR	management	strategy,	including	
strengthening	 other	 factors	 that	 may	 have	 a	
greater	 impact	 on	 employee	 performance.	
Although	 transformational	 leadership	 has	 a	
positive	 impact,	 the	 indirect	 path	 through	 job	
satisfaction	 is	 not	 evident	 in	 this	 model.	 For	
richer	findings,	it	is	necessary	to	explore	other	
mediator	 variables	 and	 more	 sophisticated	
mediation	analysis	techniques.	

	
7. The	 Influence	 of	 Intrinsic	Motivation	 on	
Employee	 Performance	 through	 Job	
Satisfaction	
Based	 on	 the	 results	 of	 the	 Sobel	 Test	

calculations	in	this	study,	it	was	found	that:	
a. The	t-count	value	=	2.415	(greater	than	the	t-
table	=	2.006)	

b. The	 p-value	 =	 0.015	 (smaller	 than	 the	
signi?icance	level	of	0.05)	
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This	 shows	 that	 job	 satisfaction	
significantly	mediates	the	relationship	between	
intrinsic	motivation	and	employee	performance	
at	PT.	Setiawan	Anugerah	Perkasa.	This	means	
that	 intrinsic	motivation	 not	 only	 has	 a	 direct	
effect	 on	 performance,	 but	 also	 indirectly	
through	 increased	 job	 satisfaction.	 These	
results	 are	 in	 line	with	 the	 Self-Determination	
Theory	(SDT)	(Deci	&	Ryan,	2021)	which	states	
that	 intrinsic	 motivation	 (such	 as	 a	 sense	 of	
achievement,	 interest,	 and	 autonomy)	 can	
increase	 job	 satisfaction,	which	 ultimately	 has	
an	 impact	 on	 performance.	 Previous	 research	
by	Judge	et	al.	(2022)	also	found	that	employees	
with	high	intrinsic	motivation	tend	to	be	more	
satisfied	 with	 their	 jobs,	 resulting	 in	 better	
performance.	

Companies	 need	 to	 strengthen	
employee	intrinsic	motivation	by	providing:	
a. Job	enrichment	challenges	
b. Autonomy	in	decision	making	
c. Recognition	of	employee	contributions	
Career	development	and	training	programs	can	
increase	intrinsic	motivation,	so	that	employees	
feel	 more	 satisfied	 and	 motivated	 to	 perform	
better.	
	 Intrinsic	motivation	has	been	shown	to	
not	only	have	a	direct	effect	on	performance,	but	
also	 indirectly	 through	 job	 satisfaction.	 This	
finding	 emphasizes	 the	 importance	 of	
companies	 building	 a	 work	 environment	 that	
supports	employees'	internal	motivation,	as	this	
will	 increase	 their	 job	 satisfaction	 and	
ultimately	their	performance.	
	
4.4.	Managerial	Implications	
	 Based	 on	 the	 research	 findings	 on	 the	
Influence	 of	 Transformational	 Leadership	 and	
Intrinsic	Motivation	on	 Job	Satisfaction	and	 its	
impact	 on	 Employee	 Performance	 of	 PT	 .	
Setiawan	Anugerah	 Perkasa,	 the	 following	 are	
managerial	implications	that	can	be	applied	:	
1. Strengthening	 Transformational	

Leadership	to	Increase	Job	Satisfaction	
a. Leadership	Training.	

1) Develop	 a	 training	 program	 for	
managers	 to	 master	 the	 4	

dimensions	 of	 transformational	
leadership	 (idealized	 influence,	
inspirational	 motivation,	
intellectual	 stimulation,	 and	
individualized	attention).	

2) Focus	 on	 visionary	
communication	 and	 employee	
empowerment	 to	 increase	 sense	
of	ownership.	

b.		 Participatory	Organizational	Culture.	
1) Encourage	employee	involvement	

in	decision	making	to	strengthen	a	
climate	of	collaboration.	

2) Implement	 a	 two-way	 feedback	
system	 to	 ensure	 employee	
aspirations	are	heard.	

c. Reward	System	Evaluation	
1) Since	 job	 satisfaction	 is	 not	 a	

strong	mediator,	ensure	there	are	
direct	 reward	 mechanisms	
(bonuses,	 promotions)	 linked	 to	
performance	.	

2. Optimizing	Intrinsic	Motivation	to	Improve	
Performance	
a.		 Job	Enrichment	&	Autonomy.	
1) Design	challenging	and	meaningful	

work	 (e.g.:	 job	 rotation,	 special	
projects).	

2) Provide	 ?lexibility	 in	 working	
methods	 to	 meet	 the	 need	 for	
autonomy	

b. Competency	Development.	
1) Provide	 employee	 interest-based	

training	 (e.g.	 technical/leadership	
skills	courses).	

2) Implement	 mentorship	 programs	
for	long-term	career	development	

c. Non-Material	Recognition	
1) Increase	 informal	 appreciation	

(e.g.:	 “Employee	 of	 the	 Month”	
awards,	public	praise).	

2) Use	 constructive	 feedback	 to	
reinforce	a	sense	of	competence.	

3. Increasing	 Job	 Satisfaction	 as	 a	
Performance	Lever	
a. Wellbeing	Program	

1) Provide	 ergonomic	 work	 facilities	
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and	 work-life	 balance	 (examples:	
?lextime,	optional	WFH).	

2) Provide	 employee	 counseling	 for	
psychological/stress	issues.	

b. Positive	Work	Climate	
1) Build	 solid	 interpersonal	
relationships	 through	 team	
building	activities.	

2) Reduce	 excessive	bureaucracy	 that	
hinders	productivity	

c. Communication	Transparency	
1) Regularly	socialize	the	company	
vision	to	strengthen	emotional	
attachment.	

4. Integrative	 Recommendations	 for	 HR	
Strategy	
a. Combination	Approach	
1) Combine	 transformational	

leadership	(for	job	satisfaction)	with	
strengthening	 intrinsic	 motivation	
(for	direct	performance)	

b. Evaluation	Metrics	
1) Use	 periodic	 satisfaction	 surveys	 and	
individual	 performance	 KPIs	 to	 monitor	
the	effectiveness	of	interventions	.	

c. Exploring	Other	Mediators	
	
5.	Conclusion	
5.1.	Conclusion	

Based	 on	 the	 results	 of	 the	 study	
conducted	on	The	InTluence	of	Transformational	
Leadership	 and	 Intrinsic	 Motivation	 on	 Job	
Satisfaction	 and	 Its	 Impact	 on	 Employee	
Performance	at	PT.	Setiawan	Anugerah	Perkasa,	
using	 descriptive	 analysis	 and	 multiple	 linear	
regression	methods,	 the	 following	 conclusions	
can	be	drawn:	
1. The	 Ingluence	 of	 Transformational	
Leadership	 on	 Job	 Satisfaction	
Transformational	 leadership	 has	 a	 positive	
and	 signi?icant	 in?luence	 on	 employee	 job	
satisfaction.	 The	 higher	 the	 application	 of	
transformational	 leadership	 style	 by	
company	leaders,	the	higher	the	level	of	job	
satisfaction	experienced	by	employees.	This	
?inding	 aligns	 with	 Mangkunegara's	 theory	
(2020),	which	asserts	that	transformational	

leadership	 can	 stimulate	 enthusiasm,	 self-
con?idence,	 and	 employee	 loyalty	 to	 the	
organization.	
At	 PT.	 Setiawan	 Anugerah	 Perkasa,	
transformational	 leadership	 is	proven	 to	be	
one	 of	 the	 dominant	 factors	 in	 creating	 a	
supportive	 and	 motivating	 work	
environment.	Visionary	leaders	who	provide	
individual	 attention,	 inspire,	 and	
intellectually	 stimulate	 employees	
contribute	to	a	conducive	workplace,	making	
employees	feel	valued,	engaged,	and	satis?ied	
in	 performing	 their	 roles.	
Thus,	 the	 company	 is	 advised	 to	 maintain	
and	 enhance	 transformational	 leadership	
practices,	 such	 as	 strengthening	 two-way	
communication,	providing	opportunities	for	
employee	 self-development,	 and	 instilling	
inspirational	 values	 to	 sustain	 high	 job	
satisfaction	within	the	organization.	

2. The	 Ingluence	 of	 Intrinsic	Motivation	 on	
Job	 Satisfaction	
The	 ?indings	 indicate	 that	 intrinsic	
motivation	 positively	 and	 signi?icantly	
in?luences	 employee	 job	 satisfaction	 at	 PT.	
Setiawan	 Anugerah	 Perkasa.	 This	 suggests	
that	 when	 individuals	 are	 intrinsically	
motivated	 by	 a	 sense	 of	 responsibility,	
enjoyment	in	completing	tasks,	and	meaning	
in	 their	 work,	 they	 experience	 higher	 job	
satisfaction.	 Employees	 who	 perceive	 their	
work	 as	 meaningful,	 challenging,	 and	
offering	growth	opportunities	 tend	 to	show	
greater	 engagement	 and	 satisfaction.	
In	this	context,	management	is	encouraged	to	
foster	 a	 work	 environment	 that	 supports	
internalized	motivation.	Ful?illment	of	basic	
psychological	 needs	 such	 as	 autonomy,	
competence,	and	social	connectedness	must	
be	 prioritized.	 Strategies	 such	 as	 providing	
meaningful	 job	 challenges,	 non-material	
recognition,	 and	 career	 development	 can	
enhance	intrinsic	motivation	and,	ultimately,	
job	satisfaction.	

3. The	 Ingluence	 of	 Transformational	
Leadership	 on	 Employee	 Performance	
The	 research	 shows	 that	 transformational	
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leadership	 does	 not	 have	 a	 directly	
signi?icant	 in?luence	 on	 employee	
performance,	 even	 though	 the	 statistical	
signi?icance	 is	 below	 the	 threshold.	 Hence,	
the	 direct	 contribution	 of	 transformational	
leadership	 to	 employee	 performance	 is	
considered	 weak.	
However,	 this	 does	 not	 negate	 the	
importance	 of	 transformational	 leadership,	
as	 its	 impact	 on	 performance	 is	 stronger	
through	an	indirect	path—via	improved	job	
satisfaction	 as	 a	 mediating	 variable.	 This	
means	 that	 transformational	 leaders	 who	
build	 emotional	 connections,	 offer	
inspiration,	and	empower	employees	tend	to	
enhance	 job	 satisfaction,	 which	 in	 turn	
positively	in?luences	employee	performance.	
In	 the	 context	 of	 PT.	 Setiawan	 Anugerah	
Perkasa,	this	?inding	implies	that	 improving	
performance	 requires	 strengthening	
transformational	leadership	styles	while	also	
creating	a	work	environment	that	fosters	job	
satisfaction	 through	 recognition,	 autonomy,	
and	 opportunities	 for	 growth.	
Therefore,	 transformational	 leadership	
alone	is	insuf?icient	to	enhance	performance	
directly	but	can	be	an	effective	instrument	if	
directed	 at	 building	 job	 satisfaction	 as	 the	
foundation	 for	 productivity	 and	 optimal	
performance.	

4. The	 Ingluence	 of	 Intrinsic	Motivation	 on	
Employee	 Performance	
The	?indings	reveal	that	intrinsic	motivation	
has	 a	 positive	 and	 signi?icant	 in?luence	 on	
employee	 performance	 at	 PT.	 Setiawan	
Anugerah	 Perkasa.	 This	 con?irms	 that	
intrinsic	 motivation	 is	 a	 key	 factor	 driving	
employee	performance.	When	employees	are	
internally	motivated	by	a	sense	of	ownership,	
growth	 aspirations,	 responsibility,	 and	
meaning	 in	 their	 work,	 they	 exhibit	 higher	
engagement,	 consistent	 work	 enthusiasm,	
and	 better	 work	 quality.	
This	 result	 emphasizes	 the	 importance	 for	
management	 to	 develop	 HR	 strategies	
focused	 on	 employee	 empowerment,	
constructive	 feedback,	 collaborative	 work	

culture,	 and	 space	 for	 personal	 and	
professional	development.	

5. The	 Ingluence	 of	 Job	 Satisfaction	 on	
Employee	 Performance	
Job	satisfaction	has	a	strong	and	signi?icant	
in?luence	 on	 employee	 performance	 at	 PT.	
Setiawan	 Anugerah	 Perkasa.	 This	 suggests	
that	satis?ied	employees	tend	to	demonstrate	
higher	 engagement	 and	 better	 productivity.	
Empirically,	 this	 ?inding	 is	 consistent	 with	
studies	 in	 other	 industries	 (including	
construction	and	manufacturing),	where	job	
satisfaction	is	found	to	be	a	major	predictor	
of	 individual	 performance	 and	 overall	
organizational	 success.	
The	 implication	 for	 PT.	 Setiawan	 Anugerah	
Perkasa	is	that	efforts	to	enhance	employee	
performance	should	begin	with	initiatives	to	
improve	 job	 satisfaction,	 such	as	enhancing	
the	work	environment,	recognition	systems,	
appreciation	 for	 contributions,	 and	 fair	
opportunities	for	personal	growth.	

6. The	 Ingluence	 of	 Transformational	
Leadership	 on	 Employee	 Performance	
through	 Job	 Satisfaction	
This	 study	 found	 that	 job	 satisfaction	 does	
not	 act	 as	 a	 signi?icant	 mediator	 between	
transformational	 leadership	 and	 employee	
performance	 at	 PT.	 Setiawan	 Anugerah	
Perkasa.	This	indicates	that	transformational	
leadership	 does	 not	 convincingly	 in?luence	
employee	 performance	 via	 job	 satisfaction.	
Therefore,	the	hypothesis	stating	a	mediating	
effect	of	job	satisfaction	in	this	relationship	is	
not	 supported	 in	 this	 context.	
It	 is	 likely	 that	 other	 factors	 serve	 as	more	
effective	mediators	of	performance,	 such	as	
career	 development	 systems,	 training	
quality,	 organizational	 commitment,	 or	
loyalty	 to	 company	 values.	
While	 transformational	 leadership	 remains	
an	 important	 factor,	 the	 indirect	 pathway	
through	job	satisfaction	has	not	been	proven	
signi?icant.	 The	 company	 is	 advised	 to	
evaluate	 its	 managerial	 approaches	 and	
explore	alternative	mediating	variables	using	
more	in-depth	analytical	techniques	to	reveal	
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a	 more	 accurate	 dynamic	 of	 employee	
performance	improvement.	

7. The	 Ingluence	 of	 Intrinsic	Motivation	 on	
Employee	 Performance	 through	 Job	
Satisfaction	
This	 research	 shows	 that	 job	 satisfaction	
signi?icantly	 mediates	 the	 relationship	
between	 intrinsic	motivation	 and	 employee	
performance	 at	 PT.	 Setiawan	 Anugerah	
Perkasa.	 This	 indicates	 that	 intrinsic	
motivation	 not	 only	 has	 a	 direct	 effect	 on	
performance	but	also	contributes	 indirectly	
by	enhancing	job	satisfaction.	In	other	words,	
when	employees	are	internally	motivated	by	
meaningful	 work,	 development	
opportunities,	 and	 recognition,	 they	
experience	higher	satisfaction,	which	in	turn	
improves	 their	 performance.	
Thus,	 this	 ?inding	 con?irms	 that	 effective	
strategies	to	enhance	employee	performance	
must	be	supported	by	strengthened	intrinsic	
motivation	 and	 the	 creation	 of	 a	 work	
environment	 that	 sustainably	 fosters	 job	
satisfaction.	

	
5.2.	Suggestions	

Based	on	the	results	and	conclusions	of	
this	 study,	 the	 following	 suggestions	 are	
proposed:	
1. Suggestions	 for	 the	 Company	 (PT.	
Setiawan	Anugerah	Perkasa):	
a. Strengthen	 Transformational	
Leadership	Style.	Given	its	positive	effect	
on	 job	 satisfaction,	 the	 company	 is	
advised	 to	 improve	 leadership	
competencies	 in	 inspirational	 and	
empowering	 aspects,	 encourage	
consistent	 two-way	 communication	 and	
individual	attention,	and	conduct	regular	
leadership	 training	 for	 supervisors	 and	
managers	to	foster	a	more	visionary	and	
supportive	mindset.	

b. Create	 an	 Environment	 that	 Supports	
Intrinsic	 Motivation.	 As	 intrinsic	
motivation	directly	and	indirectly	(via	job	
satisfaction)	 enhances	 performance,	
management	should	prioritize	conditions	

that	 foster	 autonomy,	 recognition,	 and	
opportunities	for	meaningful	challenges.	

c. Develop	Evidence-Based	HR	Strategies	
The	 study	 con?irms	 that	 motivation	 and	
leadership	 in?luence	 performance	
through	 different	 paths.	 Therefore,	 the	
company	should	develop	data-driven	HR	
policies	 by	 regularly	 integrating	
performance	 analysis,	 job	 satisfaction,	
and	 employee	 motivation.	 A	
comprehensive	 evaluation	 of	 other	
mediating	 factors	 such	 as	 work	 culture,	
loyalty,	 and	 training	 programs	 is	 also	
recommended.	

2. Suggestions	for	Future	Researchers:	
a. Expand	 Research	 Models	 with	
Additional	Mediating	 and	Moderating	
Variables.	 Since	 not	 all	 mediation	
relationships	 proved	 signi?icant	
(particularly	 between	 transformational	
leadership	and	performance	 through	 job	
satisfaction),	 future	 researchers	 should	
explore	additional	variables.	

b. Utilize	 Mixed-Methods	 or	 Structural	
Equation	 Modeling	 (SEM).	 To	 obtain	
deeper	and	more	comprehensive	insights	
into	 the	 complex	 relationships	 between	
variables.	

c. Conduct	 Comparative	 Studies	 across	
Industries.	 To	 determine	 the	
generalizability	 or	 speci?icity	 of	 the	
?indings	 to	 PT.	 Setiawan	 Anugerah	
Perkasa’s	 industry	 context	 (possibly	
contracting	or	logistics).	
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