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THE INFLUENCE OF TRANSACTIONAL AND TRANSFORMATIONAL LEADERSHIP ON EMPLOYEE PERFORMANCE THROUGH MOTIVATION AT BALAI PELESTARIAN CAGAR BUDAYA JAWA TENGAH
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Faculty of Economics Universitas Islam Indonesia

Abstract

	Employee performance management is a process for establishing a shared workforce understanding about the achievement on organization. It is about aligning the organisational objectives with the employees' agreed measures, skills, competency requirements, development plans and the delivery of results. To enhance the performance of an employee, workers will depend on a. large event of leadership style that is operational within an organizational setting.	Motivation is such an important element in improving work productivity, every educational administrator needs to have a firm understanding of how it relates to job satisfaction and reward systems (Pardee, 1990). Motivation concerns about how to maximize the potential and capabilites of the employees  to achieve the objective (personal objective or organizational objective). Therefore, the purpose of this research is to identify the influence of Leadership style, specifically Transactional and Transformational Leadership on Employee Performance with Motivation as intervening variable. The research data collected from questionnaires was distributed to 82 employees in Balai Pelestarian Cagar Budaya Jawa Tengah. SPSS Statistics 20 was used to calculate the data collected. In addition, multiple regression analysis used to predict and to estimate the relationship. The Employee performance was measured using the indicator from Dessler (2005). Afterwards, the motivation is measured by using indicator of Alderfer (1972), and the indicator of the Transactional and Transformational Leadership was  measured by using Bass (1985).
The result showed that there was significant and positive influence of Transactional and Transformational Leadership  on motivation. It also showed that there was significant and negative influence of Transactional and Transformational Leadership on employee performance as well as the significant and negative influence of motivation on employee performance.

Keywords:	Transactional Leadership, Transformational Leadership, Motivation, Employee Performance
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ABSTRAK
Manajemen performa karyawan adalah sebuah proses untuk membangun pemahaman tenaga kerja bersama tentang pencapaian organisasi. Ini adalah tentang menyelaraskan tujuan organisasi dengan ukuran yang disepakati karyawan, keterampilan, persyaratan kompetensi, rencana pembangunan dan penyampaian hasil. Untuk meningkatkan kinerja karyawan dipengaruhi oleh gaya kepemimpinan yang operasional dalam lingkungan organisasi. Motivasi adalah elemen penting dalam meningkatkan produktivitas kerja, setiap administrasi pendidikan perlu memiliki pemahaman yang kuat tentang bagaimana kaitannya dengan kepuasan kerja dan sistem penghargaan (Pardee, 1990). Perhatian motivasi adalah tentang bagaimana memaksimalkan potensi dan kapabilitas para karyawan untuk mencapai tujuan (tujuan pribadi atau tujuan organisasi). Oleh karena itu, tujuan dari penelitian ini adalah untuk mengetahui pengaruh gaya kepemimpinan, khususnya Kepemimpinan Transaksional dan Transformasiional terhadap Kinerja Pegawai dengan Motivasi sebagai variabel intervening. Data penelitian dikumpulkan dari kuesioner yang disebarkan ke 82 Karyawan di Balai Pelestarian Cagar Budaya Jawa Tengah. Statistik SPSS 20 digunakan untuk menghitung data yang terkumpul. Selain itu, analisis regresi berganda digunakan untuk memprediksi dan mengestimasi hubungan. Kinerja karyawan diukur dengan menggunakan indikator dari Dessler (2005), kemudian, motivasi diukur dengan menggunakan indikator dari Alderfer, (1972), dan indikator untuk Kepemimpinan Transaksional dan Transformasional diukur dengan Bass (1985).
Hasil penelitian menunjukkan bahwa Kepemimpinan Transaksional dan Transformasional berpengaruh positif terhadap motivasi. Hasil ini juga menunjukkan bahwa Kepemimpinan Transaksional dan Transformasional berpengaruh signifikan terhadap kinerja karyawan serta pengaruh motivasi kerja terhadap kinerja karyawan berpengaruh secara signifikan dan negatif.

Kata Kunci:  Kepemimpinan Transaksional, Kepemimpinan Transformasional, Motivasi, Kinerja
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CHAPTER I
INTRODUCTION
1.1   	Background of Study
The only way to get people to like working hard is to motivate them. Today, people must understand why they are working hard. Every individual in an organization is motivated by some different way, Nowaday, there are so many competition happen in many aspects of business. Because of this, the company should manage all their assets & sources to be maximized to keep the competitiveness of the company in the competition. For any organization to achieve its set objectives and goals, there must be a “high relationship” between the (management) leaders and employees. However, to have good productivity to in an organization, there should have high employee’s performance which solely depends on leadership style (Babatunde, 2015). The job of a leader in the workplace is to get things done by employees and to get them to like working hard. Most relationships between supervisors and their employees are quite different today, both transformational and transactional leadership styles and their respective and combined effects on business organizations have been at the center of leadership research (Bass, 1985).
Transformational leadership and its components have positive and significant association with intrinsic motivation and there is a negative association with individualized consideration. Furthermore, transactional leadership and its components have significant and positive relationship with intrinsic motivation (Barbuto, 2005). In this research, the researcher did research about human resource, or employee of the company, spesifically the influence of transactional and transformational leadership style on motivation to make the employees perform well. 
Employee is a key element of the organization. The success or failure of the organization depends on employee performance (Hameed, 2011). Employee Performance Management is a process for establishing a shared workforce understanding about what is to be achieved at an organisation level. It is about aligning the organisational objectives with the employees' agreed measures, skills, competency requirements, development plans and the delivery of results. To enhance the performance of an employee, workers will depend on a large event of leadership style that is operational within an organizational setting. No leader uses any of the style exclusively. A leader may use an autocratic style when necessary to serve a particular purpose and the democratic style in vice-versa. All the- style develops the talent of the employees (Babatunde, 2015). The emphasis is on improvement, learning and development in order to achieve the overall business strategy and to create a high performance workforce. Employee performance is an important building block of an organization and factors which lay the foundation of high performance that must be analyzed by the organizations. Since every organization cannot run by one or two individual’s effort, it is collective effort of all the members of the organization (Abbas, 2009). Based on this knowledge, this research was conducted to studied the employees in national institute in Indonesia which is managed by their leader with his/her leadership style.
Motivation is important aspect to be paid attention by a leader, because motivation improve, the employees performance by stimulating the employee psychologically to act and achieve desired task (Tella, 2007). Motivation concern about how to maximize the potential and capabilites of the employees  to achieve the objective (personal objective or organizational objective). If the leader brings bad motivation to the employees, the employees will think to have bad performance, despite their factual performance. Because of this, it can be considered that generating motivation is also important management function to be done. Motivation also illustrates relationship between expectations and goals with things done to encourage someone to do something with the positive and negative motivation that can be used by a leader to make employees work harder to achieve the company's goals optimally. There are several factors that affect the motivation, which is environment, cultural condition, compensation, respect, and leadership. This research focused on how leader in national institute in Indonesia can motivate its employees to increase their performance.
 There is good association between leadership and employee performance. Furthermore, The word performance is used for determinant to obtain the organizational goals, pioneering, stirring and examine the individual skills to be inspired (Walumbwa, 2011).
Effective Leadership is based on the behaviour of the leader himself. This behaviour will affect the style of the leader to manage its employee. An effective leadership program can be of an immense assistance to help identify and build leadership qualities among individuals within the organization (Abbas, 2009). This research consisted of 2 theories of leadership, which is transactional leadership and transformational leadership. One of the many major differences mentioned in studies of transactional and transformational leadership is the way in which leaders influence and stimulate their employees (Jansen, 2013). Succes leader is a leader that can bring positive atmosphere around the company and employees. The leader's main job is to see the needs of to group that should be taken care of. The leader also needs to consider about how to motivate the employees, how to make the employees bring out their maximum capabilites, work faster, more productive, and not feel stressful to work in the company. 
Balai Pelestarian Cagar Budaya Jawa Tengah is a national institute that is active in maintaining the heritage history in central Java. Every company, such as BPCB Jawa Tengah, must have a leader to motivate the employees. Generating Motivation to the employees is a must to maximize the employees and make employees feel comfortable in the company. This can be done by the leader by using leadership style to motivate the employees and finally the employee will do his job at optimum condition to achieve the organizational goal. The Overall Objective of the research is to study more about how the leadership style is used by the leader in BPCB Jawa Tengah Yogyakarta to manage their employee’s performance through motivation, and how the BPCB employee’s performance is affected by their leader style. Based on this background, this research is conducted entitled “The Influence of Transactional Leadership and Transformational Leadership on Employee’s Performance through Motivation in Balai Pelestarian Cagar Budaya Jawa Tengah”.
1.2 Problem Formulation
1. Does Transactional Leadership style influence Employee Performance?
2. Does Transformational Leadership style influence Employee’s Performance?
3. Does Transactional and Transformational Leadership style influence Employee’s Performance?
4. Does Transactional Leadership style influence Employee’s Motivation?
5. Does Transformational Leadership style influence Employee’s Motivation?
6. Does Transactional and Transformational Leadership style influence Employee’s Motivation?
7. Does Transactional and Transformational Leadership style influence Employee’s Performance through Motivation?
8. Is Indirect Effect of Transactional Leadership on Employee’s Performance is bigger than Indirect Effect of Transformational Leadership on Employee’s Performance?
9. IS Indirect Effect of Tansformational Leadership on Employee’s Performance is bigger than Indirect Effect of Transactional Leadership on Employee’s Performance?




1.3 Research Objective
1. To Analyze the influence of  Transactional Leadership style on Employee’s Performance
2. To Analyze the influence of Transformational Leadership style on Employee’s Performance
3. To Analyze the influence of Transactional and Transformational Leadership style on Employee’s Performance
4. To Analyze the influence of  Transactional Leadership style on Employee’s Motivation
5. To Analyze the influence of Transformational Leadership style on Employee’s Motivation
6. To Analyze the influence of Transactional and Transformational Leadership style on Employee’s Motivation
7. To Analyze the influence of Transactional and Transformational Leadership style through Motivation on Employee’s Performance
8. To Analyze whether the indirect effect of Transactional Leadership on Employee’s Performance is bigger than indirect effect of transformational leadership on employee’s Performance
9. To Analyze whether the indirect effect of Transformational Leadership on Employee’s Performance is bigger than indirect effect of Transactional Leadership on Employee’s Performance


1.4 Research Contribution
1. For Authors
To gain more knowledge related to the theory. Beside that, as an additional knowledge of the actual situation in the organization and is expected to apply the knowledge acquired during the course in the real life.
2. For Institutions
As an additional reference for those who want to discover or further investigate the development of human resources associated with the Training and Development, Organizational Culture and Work Discipline.
3. For Company
As an evaluation for management to determine whether Training and Development, Organizational Culture and Work Discipline are appropriate to increase employee performance.
1.5 Systematic of  Writing
	The systematical writing of this chapter is as follows:
Chapter I: Introduction. This chapter contains introduction which consist of research background, research identification, research formulation, research limitation, research objectives, research contribution and systematical writing.
Chapter II: Literature Review. This chapter consists of previous research, theoretical review, theoretical framework, and hypothesis formulation.
Chapter III: Research Method. This chapter consists of type of study, population and sample, data collection method, research variables and analysis technique.
Chapter IV: Data Analysis and Discussion. This chapter describes about statistical data analysis, reliability and validity test, hypothesis testing and discussion of the results.
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Chapter V: Conclusions & Recommendations. This chapter provides summary from the whole research. Based on the conclusion, the writer will give suggestion for organization involved in this research.

1
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CHAPTER II
		Literature Review	
2.1 Previous Research
Hoang (2015) did a research entitled “The Effects of Leadership Styles on Employee Motivation in Auditing Companies in Ho Chi Minh City, Vietnam”. This research is similar because it choses auditing field as a case study to investigate and evaluate the overall leadership styles effects on employee motivation. The research applied quantitative method with a sample size of 320 respondents - auditors working in Ho Chi Minh City. The independent variables were task-oriented leadership, relation-oriented leadership, change-oriented leadership, charismatic leadership, participative leadership, ethical leadership, ethic-based contingent reward leadership and autocratic leadership and employee motivation was the dependent variable. These independent variables could explain 64.5 % of the variation within employee motivation. This result implied a strong influence of leadership styles in retaining and developing employee motivation. In addition, this research indicated that charismatic leadership, relation-oriented leadership, and ethic-based contingent reward leadership associated positively with employee motivation.
Advani & Abbas (2015) did the research entitled “Influence of Transformational and Transactional Leadership Styles on Employee’s Performance of Banking Sector in Pakistan”. The main similarities of this study is the Factor of transformational and transactional leadership style on the employee’s performance, but this study does not include  motivation as the variable. This study identified the basic tool for development of organization by utilizing the leadership qualities where there were two independent variables of Transactional and transformational leadership qualities and dependent variable of employee performance. This study highlights that the performance of banks and their relationship within the banks are highly motivated with effectiveness of Leadership qualities whereas Transactional Leadership and Transformation Leadership are very important within the organization. It is because organization performance is enhanced with the effort of employees and employees are the only asset that can enhance the overall performance of banking industry and modern era. There are many technologies that has been used for retaining the employees. To find the factors, ultimate result shows the strong relationship between the IV and DV after getting result of pilot test then researcher proceeded furthermore on Anova and Regression model that had been used for this research because it gave them facts and data. Leaders are the inspiration to others and they will motivate them and Leaders .Throughout the overall study, the researcher had made conclusion and recommendations based on the facts and conclusion of overall data.
Bello et al. (2012) did a research entitled “Influence of Ethical Leadership on Employee Job Performance”. This research had same objectives, which is also said that leaders must create a friendly work environment for all employees, communicate ethical issues, serve as role models and put mechanism in place for the development of responsible employees. It is expected that leaders who exhibit ethical behaviour would be more likely to consider the needs and right of employees and treat them fairly. Indeed, every employees want to work for a truly and responsible employer and as such, corporate leaders has to fulfill their obligations on ethical issues and rise up to these expectations.
Fernandes (2004) did a research entitled “The Influence of Transformational and Transactional Leadership Styles on Employee’s Satisfaction and Performance:  An Empirical Test In a Multicultural Environment”. This study tested the transformational leadership theory among managers at functional levels in United Arab Emirates (UAE) international companies. The UAE business sector was chosen due to its significance in the regional economy and its sizable contributions as the UAE continues to lead its neighboring countries in business development and technological advancements. More specifically, the UAE economy depends very heavily on expatriate workers and professionals, which creates a rich yet challenging environment for leadership models. The paper examines the effects of both transformational and transactional leadership styles of managers/supervisors on employees’ satisfaction and self-perceived performance. Self-esteem and leadership disposition (Romance of Leadership) of employees are hypothesized to act as moderators. The influence of cultural origin, gender, age, and job experience are also examined. Data was collected from employees working in international companies operating in the UAE. Results revealed a strong effect for transformational leadership on satisfaction. This  results give a view that both leadership styles are necessary conditions for leadership to be implemented. Cultural and demographic factors showed strong influence on the dependent variables and so as RLS and selfesteem. The research is similar because it also measures the influence of transformational leadership on employee’s motivation, but it does not measure the effect of transactional leadership.
Lindner (1998) did a research entitled “Understanding Employee Motivation”. The research was conducted at The Ohio State University's Piketon Research and Extension Center and Enterprise Center. This research can be used as a reference because it using motivation as a variable to affect the employee’s performance, but this research does not show if the leadership style can affect the motivation. The discrepancies in these research findings supports the idea that what motivates employees differs with the context in which how employee works. What is clear, however, is that employees rank as the most important motivational factor.
Muogbo U.S. (2013) did a research entitled “The Influence of Employee Motivation on Organizational Performance Some Selected Firms in Anambra State Nigeria”. This research used Adam’s Equity Theory (Adam, 1965), Goal Setting theory (Locke, 1968), and Vroom’s expectancy Theories (Vroom, 1964). This research had similarities because the research is about effect of employee’s motivation on the performance, but it does not include the leadership style as variable to affect the performance. This research also used the organizational performance as a result, not employee’s performance. In this research, there is a significance relationship between employee motivation and workers performance. This shows that the kind of motivation given to workers in an organization has a significance influence on workers performance.
Jansen (2013) did a research entitled “Transactional & Transformational Leadership Style, Motivation and the Effect on Team Performance & Team Creativity”. The researcher was required to cut out the company’s name and background due to confidentiality agreements. This research can be used as a reference because it can involve both transactional and transformational leadership style to affect the employee’s performance, but this research is used along with motivation, not through motivation to affect the performance. The findings of this study indicate, that in a stable environment characterized by routine work, a mixed leadership style is the most effective independent variable on the performance of employees.
Timothy (2011) did the research with entitled “Effects of leadership Style on Organizational Performance:  A survey Of Selected Small Scale Enterprise in Ikosi-Ketu Council Development Area Of Lagos State, Nigeria”. This research can be used as a references because the research objectives is to know whether transactional and transformational leadership style had the bigger effect on organizational performance, not the employee’s performance. The researcher concluded that while transactional leadership style had significant positive effect on performance, transformational leadership style had positive but insignificant effect on performance. The study concluded that transactional leadership style was more appropriate in inducing performance in small scale enterprises than transformational leadership style. Therefore, it is recommended that transactional leadership style is used for the small enterprises with inbuilt strategies as transition to transformational leadership style as the developed, grown up and matured enterprise.
Alghazo (2016) did the research entitled ”The Influence of Leadership Style on Employee’s Motivation”. The result from the data collection indicated that leaders who adapt participative and transformational leadership are more likely to create an atmosphere of motivation among their employees.
Based on the results of the previous researches that have been done,  it implies that the majority stated that the independent variable (Transactional and Transformational leadership) can affect the dependent variable (employee performance). Moreover, from the findings of the previous researches, it can be stated that independent variables affects the dependent variable through the intervening variable (motivation). 
The result of some previous researches above were the description as some similarities and differences. The similarity between this research and previous researches was the variables of independent, dependent and intervening variables are discussing the principal issues. Whereas the difference between this research and the previous research was this research focused more on the explanation of descriptive results of the variables which was implemented in BPCP Jawa Tengah.



Table 2.1 Previous Research
	No
	Author
	Title
	Variables
	Finding

	1.
	Hoang
(2015)
	The Effects of Leadership Styles on Employee Motivation in Auditing Companies in Ho Chi Minh City, Vietnam
	Independent:
Transformational
and
Transactional Leadership (Bass, 1985)
Dependent:
Motivation
	strong influence of leadership styles in retaining and developing employee motivation.

	2.
	Advani & Abbas
(2015)










	Influence of Transformational and Transactional Leadership Styles on Employee’s Performance of Banking Sector in Pakistan
	Independent:
Transformational
and
Transactional Leadership
(Bass, 1985)
Dependent:
Employee’s performance
	The performance of banks and their relationship within the banks are highly motivated with the effectiveness of Leadership qualities whereas Transactional Leadership and Transformational Leadership are very important within the organization.

	3.
	Bello et, al
(2012)
	Influence of Ethical Leadership on Employee Job Performance
	Independent:
Ethical Leadership
Dependent:
Employee’s performance
	Leaders who exhibit ethical behaviour would be more likely to consider the needs and right of employees and treat them fairly

	4.
	Fernandes
(2004)












	The Influence of Transformational and Transactional Leadership Styles on Employee’s Satisfaction and Performance:  An Empirical Test In a Multicultural Environment
	Independent:
Transformational
and
Transactional Leadership
(Bass, 1985)
Dependent:
Employee’s performance and job satisfaction
	The results was challenge that both leadership styles which are necessary conditions for leadership to be implemented.

	continued from table 2.1

	5.
	Lindner
(1998)

	Understanding Employee Motivation
	Independent:
-
Dependent:
Employee Motivation
	This research did not show that the leadership style can affect the motivation, the discrepancies in these research findings supports the idea that the way to motivates the employees is differ based on how the employees work. What is clear, however, is that employees rank work as the most important motivational factor.


	6.
	Jansen
(2013)
	Transactional & Transformational Leadership Style, Motivation and the Effect on Team Performance & Team Creativity
	Independent:
Transformational
and
Transactional Leadership
(Bass, 1985)
Dependent:
Employee performance
	The findings of this study indicated that in a stable environment characterized by routine work a mixed leadership style is the most effective dependent on the performance of employees

	7.
	Timothy
(2011)
	Effects of leadership Style on Organizational Performance:  A survey Of Selected Small scale enterprise in Ikosi-Ketu Council Development Area Of Lagos State, Nigeria
	Independent:
Leadership
Dependent:
Employee performance
	The study concluded that transactional leadership style was more appropriate in inducing performance in small scale enterprises than transformational leadership style and, therefore, recommended transactional leadership style for the small enterprises with inbuilt strategies for transition to transformational leadership style as the enterprises developed, grew and matured.



	8.
	Alghazo (2016)
	The Influence of Leadership Style on Employee’s Motivation
	Independent:
Transformational
and
Transactional Leadership
(Bass, 1985)
Dependent:
Motivation

	Results from data collection indicated that leaders who adapt participative and transformational leadership are more likely to create an atmosphere of motivation among their employees.


Continued from table 2.1

2.2 Theoritical Review
2.2.1 Human Resource Management
2.2.1.1 Definition 
Human resource management (HRM) is the policies and practices involved in carrying out the “people” or human resource aspects of a management position, including recruiting, screening, training, rewarding, and appraising comprises of HRM (Dessler, 2008). Employees are the human resource of an organization and its most valuable asset. Human resources are essential to any healthcare system. Thus, understanding HRM is crucial to improve it, To be Successful, an organization must make employee productivity a major goal. The role of HRM is to plan, develop and administer policies and programs designed to make optimum use of an organization human resources (Bogestedt, 2011).
2.2.1.2 The function of Human Resource Management
HR function is “all managerial actions carried out at any level regarding the organization of work and the entry, development and exit of people in the organization, Thus, their competencies are used at their best in order to achieve corporate objectives”. It includes the actors, as well as their relevant responsibilities and tasks (Valverde, 2006).
2.2.1.3 HRM Approach
1. Hard Approach
“Hard” HRM embraces all those elements in employment relations laying emphasis compliance, quantitative output, managers, task and the development of the organization (Legge, 1995).
2. Soft Approach
“Soft” model HRM will tend to favor flexibility, negotitation, performance, quality, and recognition of environments and rights in employments relations. It is more strategic and long term (Legge, 1995).
2.2.2 Employee’s Performance
2.2.2.1 Definition
Individual performance is a core concept within work and organizational psychology. During the past 10 or 15 years, researchers have made progress in clarifying and extending the performance concept (Campbell, 1990). Moreover, advances have been made in specifying major predictors and processed them with individual performance. With the ongoing changes that we are witnessing within organizations today, the performance concepts and performance requirements are undergoing changes as well. Employee’s performance is the actual achievements of employees compared with the achievements expected from employees. Expected performance is an achievement standard set as a reference performance of employees in accordance with its position compared to the standards made. Moreover, it can also be seen in the performance of the employee against another employee (Dessler, 2000). 
2.2.2.2 Performance Appraisal
Performance appraisals are widely used for administering wages and salaries, giving performance feedback, and identifying individual employee strengths and weaknesses. Performance appraisals can provide answers to a wide array of work-related questions and by advancing a road map for success. Thus, poor performance can be improved. Even after a positive appraisal, employees will have benefit if appraisals help them to determine how to improve job performance. Performance appraisal is the strength of performance management, which in turn affects the organizational performance. It helps to identify and overcome the problems faced by the employees on his/her work (Johnson, 2000). Although it has many benefits for the organization, (Anderson, 2002) states that performance appraisal have the equal probability of having a bad influence on the organization as well as on employee performance.  In addition, even though an employer may not need a reason to terminate an employee, as a practical matter, appraisals can provide justification for such actions.
2.2.2.3 Purpose of Performance Appraisal
Organizations generally use performance appraisals in two potentially conflicting ways. One is to provide a measure of performance for consideration in doing payments or other administrative decisions about employees. This administrative role often creates stress for managers doing the appraisals and employees as well (Anderson, 2002).  The other use focuses on the development of individuals. In this role, the manager acts more as a counselor and coach than as a judge, a perspective that can change the overall tone of the appraisal process. The developmental performance appraisal emphasizes identifying current training and development needs, as well as planning employees’ for future opportunities and career directions.
2.2.2.4 Indicator of employee performance
There are some indicators that can be used to measure employee performance (Dessler, 2005):
a. Quality & Quantity, how good the result of the employee’s work compared to the job standard. How is the productivity and the efficiency of the employees
b. Job Knowledge, what is the main ability of each employees
c. Planning, how the employees can achieve the main objective of their job desk.
d. Commitment, personal responsibilities of each employees in their work.
e. Problem solving, analyze the problems and manage to find the main solution and alternative solution.
f. Teamwork, maintains harmonious and effective work relationship of each employees.
Meanwhile, indicators of employee’s performance according to Mathis (2010), are as follows:

a. Quantity, states the productivity of the employees in certain time.
b. Attendance, states that the employees are expected to be punctual 
c. Dependability, employees need to meet the needs of their department.
d. Job duties, or the job description that consist of the list of the employee’s job that need to be done.
e. Decision Making, the ability of the employees to make a decision by themselves to solve the problem.
	Mangkuprawira (2007) mentioned that employee performance is influenced employee performance consist of:
a. Education, states the educating method given to employees.
b. Experience, states the working time of the employees.
c. Motivation, states the motivation method given to employees.
d. Health, health insurance for the employees
e. Age
f. Skill, the main abilities of each employees.
g. Emotion, the behavior of each employees.
h. Spirituality, the mental of each employees.
2.2.3 Motivation
Motivation  is an inner drive to behave or act in a certain manner. These inner conditions such as wishes, desires and goals, activate to move in a particular direction in behavior. Motivation refers to reasons that underlie behavior that is characterized by willingness and volition (Lai, 2011). Motivation is such an important element in improving work productivity, every educational administrator needs to have an understanding firm of how it relates to job satisfaction and reward systems (Pardee, 1990). Motivation is the attribute that moves us to do or not to do something (Gredler, 2004). Motivation energizes and sustains activities through the spontaneous satisfactions inherent in effective volitional action (Deci, 1999). Motivation is synonymous with cognitive engagement, which was defined as “voluntary uses of high-level self-regulated learning strategies, such as paying attention, connection, planning, and monitoring” (Turner, 1995).
2.2.3.2 Theories
The study of motivation has created two major theoretical bodies of knowledge applicable to the design of employee or channel partner motivation programs : 
1. Content Theories
Content theories focus on the factors within a person that energize, direct, sustain and stop behavior. They look at the specific needs that motivate people. Content theorists include Abraham Maslow, Clayton P. Alderfer, Federick Herzberg and David C. McClelland (Stotz, 2014).
2. Process Theories. 
Process theories provide a description and analysis of how behavior is energized, directed, sustained and stopped. Four process theories are predominant: Reinforcement, expectancy, equity, and goal setting  (Stotz, 2014).
a. Reinforcement and goal setting theories have been supported by research studies and are viewed as the most helpful in application.
b. Expectancy and equity theories have become a part of compensation curricula and are considered in the design of compensation plans.
c. Expectancy and equity theories, have not been as thoroughly researched as reinforcement and goal setting theories.
These theories have many applications for incentive program planners. Content theories consist of:
1. Maslow’s theory 
Maslow’s theory of hierarchy stated that people have a pyramide hierarchy of needs that they will satisfy from bottom to top. There are deficiency needs, that will stifle any other movement if they’re not satisfied and growth needs, that can be progressively satisfied once the basics have been covered (Ball, 2012). There are 5 levels in Maslow hierarchy theories, which is :
a. Physicological needs (basic needs, like food, clothes, home. Etc)
b. Safety and security needs (needs for safety, peace, and free from fear)
c. Affiliation of accepted by others (needs for be accepted by public and sense of participation)
d. Esteem needs (needs for esteem for self and good feedback from people)
e. Need for self actualization (needs to achieve personal goal)

2. Alderfer’s theory
The E, R and G of ERG theory stand for existence, relatedness and growth, the three sets of needs which are the focus of this alternative theory of human needs in organizations. ERG theory, developed by Alderfer and argued by Maslow, stated that people do have needs. These needs are arranged in a hierarchy and that needs are important determinants of human behavior (Aswathappa, 2007). The ERG theory consolidated Maslow’s five need categories into three levels of need; Existence, Relatedness, and Growth. Each category is described as follows.  
a. Existence Needs: include all material and physiological desires (air, water, incentive. Etc)
b. Relatedness Needs: encompass relationships with significant others (e.g., to be recognized and feel secure as part of a group or family)
c. Growth Needs: encourage a person to make creative or productive effects on himself and the environment (needs for pleasure by doing positive and creative contribution)
The concepts of existence, relatedness, and growth needs are separated and distinct categories. The concept of prioritizing needs is based on a contingent in terms of their concreteness. Existence needs are the most concrete needs, and the easiest to verify. Relatedness needs are less concrete than existence needs which depend on a relationship between two or more people. Finally, growth needs are the least concrete in that their specific objectives depend on the uniqueness of each person. (Yuan, 2008)
3. McClelland's Theory
McClelland’s need for achievement theory underlies Maslow's self actualization (Pardee, 1990). David McClelland’s research indicated that individuals are motivated based on three needs (Pamella, 2000). Which is:  
a. Need for achievement	: The drive to excel, to achieve in relation to a set of standards, strive to succeed. 
b. Need for power		: The need to make others behave in a way that they would not have behaved otherwise. 
c. Need for affiliation		: The desire for friendly and close interpersonal relationships
Meanwhile, process theory,  provide a description and analysis of how behavior is energized, directed, sustained and stopped (Stotz, 2014). process theory is consist of 2 famous theory, which is : expectancy theory by victor vroom, and equity theory by adam stacey. For expectancy theory, Vroom’s theory provides a process of cognitive variables that reflects individual differences in work motivation. From a management standpoint, the expectancy theory has some important implications for motivating employees. It identifies several important things that can be done to motivate employees by altering the person’s effort-to-performance expectancy, performance-to-reward expectancy, and reward valences (Lunenburg, 2011).   
Equity theory proposes that individuals who perceive themselves as either under rewarded or over rewarded will experience distress, and that this distress leads to efforts to restore equity (Huseman, 2006). Equity Theory describes what equity is in relation to a system.
There are others theory of Motivation, which is:
a. Herzberg's two-factor theory
b. Locke's goal theory
In this research, regarding motivation Alderfer’s ERG theory was chosen, because ERG theory had almost have the same content as Maslow’s Theory of hierarchy. Despite ERG Theory its not as complex as Maslow’s hierarchy theory, it is more proper to be used.
2.2.4 Leadership
2.2.4.1 Definition
Leadership is defined as a process whereby an individual influences a group of individuals to achieve a common goal (Northouse, 2007). Theoretically, there are three basic ways to explain how people become leaders: the trait leadership theory, the great event theory and the process leadership theory (Bass, 1990).  Leadership is one with the most dynamic effects during individual and organizational interaction. On the other hand, organizational performance refers to the ability of an enterprise to achieve such objectives as high profit, quality product, large market share, good financial results, and survival at pre-determined time using relevant strategy for action (Donnell, 1993). Organizational performance can also be used to view how an enterprise is doing in terms of level of profit, market share and product quality in relation to other enterprises in the same industry. 
2.2.4.2 Main Theory
1. Contingency Theories
Contingency theories of leadership focus on particular variables related to the environment that might determine which particular style of leadership is best suited for the situation. According to this theory, no leadership style is best in all situations (Fiedler, 1964). Success depends upon a number of variables, including the leadership style, qualities of the followers and aspects of the situation (Fiedler, 1967).
2. Situational Theories
Situational theories propose that leaders choose the best course of action based upon situational variables. Different styles of leadership may be more appropriate for certain types of decision-making (Blanchard et al, 1988). 
3. Transactional Leadership
Transactional Leadership focus on the role of supervision, organization, and group performance. This theory is based on a system of reward and punishment. Managerial theories are often used in business; when employees are successful, they are rewarded; when they fail, they are reprimanded or punished (Wagner, 2003).  Transactional leadership consists of three behavioural factors: contingent reward, management by exception (active), and management by exception (passive).

a. Contingent reward 
Contingent reward is behaviour that provides reward for completed contracts. Management by-exception is the behaviour that avoids giving directions where current methods work and performance goals are met. The model further suggests that the behaviour can be divided further into active and passive components. 
b. Management-by-exception (active) 
This behavior refers to a leadership style where performance is actively monitored for errors.
c. Management-by-exception (passive) 
This behavior describes the leader as waiting to learn from such errors. In both instances, the leader punishes individuals for their failure to reach an expected level of performance (Antonakis, 2003).
4. Transformational Leadership
[bookmark: top]The difference between Transformational and Transactional Leadership lies in the way of motivating others. The transformational leader motivates by making follower more aware of the importance of task outcomes, inducing them to transcend their own self-interest for the sake of the organization or team and activating their higher-order needs. According to Bass (1985). Transformational Leadership consists of 4 main items:
a. Charisma
Charisma is seen as necessary, but not sufficient, for example in the way that charismatic movie stars may not make good leaders. Two key charismatic effects that transformational leaders achieve is to evoke strong emotions and to cause identification of the followers with the leader. This may be through stirring appeals. It may also may occur through quieter methods such as coaching and mentoring.
b. Inspiration
Communicates high expectations, uses symbols to focus efforts, and expresses important purposes in simple ways. Problems, rapid changes, and uncertainties call for a flexible organization with determined leaders who can inspire employees to participate enthusiastically in team efforts and share it in organizational goals.
c. Intellectual Stimulation
Promotes intelligence, rationality, and careful problem solving. Intellectually stimulating leaders are willing and able to show their employees new ways of looking at old problems, to teach them to see difficulties as problem to be solved, and to emphasize rational solutions.
d. Individualized Consideration
Gives personal attention, coaches, advises, and treats each employee individually. Increasing transformational leadership within the organization may help recruitment. Candidates are likely to be attracted to an organization whose CEO is charismatic and enjoys a public image as a confident, successful, optimistic, dynamic leader. In addition, prospects are likely to be attracted by interview experiences with other members of management who exhibit individualized consideration. For this research, the transformational and transactional leadership theory is used, because transformational and transactional leadership are significantly associated with the perception of leadership style (Pastor, 2006).
2.3	Conceptual FrameworkH5
H6
H8
H4
H7
H90
H1
(X1)
Transactional Leadership
a. Contingent reward
b. Management by exception (active)
c. Management by exception (passive)

(Bass, 1990)
(X2)
Transformational Leadership
a. Charisma
b. Inspiration
c. Intellectual Stimulation
d. Individualized consideration
(Bass, 1985)

Motivation (Z)
d. Existence
e. Relatedness
f. Growth
(Alderfer, 1972)

Employee’s performance (Y)
a. Quality & Quantity
b. Job Knowledge
c. Planning
d. Commitment
e. Problem solving
f. Teamwork

(Dessler, 2005)
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Figure 2.1 Conceptual Framework



2.4 	Hypothesis Formulation
The hypothesis is a temporary answer to the formulation problem research. It is said to be temporary because new answers are given on relevant theory, they are not based on empirical facts obtained through data gathering. Thus, the hypothesis can also be expressed as a theoretical answer to the formulation of research problems, or empirical answer (Sugiyono, 2010).
Based on the framework above, the hypothesis are concluded as follow:
H1:	Transactional Leadership has partial and significant influence on employee performance. 
H2:	Transformational Leadership has partial and significant influence on employee performance.
H3:	Transactional and Transformational Leadership has significance influence on Employee Performance Simultaneously.
H4:	Transactional Leadership has partial and significant influence on Employee Motivation. 
H5:	Transformational Leadership has partial and significant influence on Employee Motivation. 
H6:	Transactional and Transformational Leadership has significance influence on Employee Motivation Simultaneously.
H7:	Motivation has significance influence on Employee Performance. 
H8:	Transactional Leadership has significance indirect influence on Employee Performance through motivation.

H9:	Transformational Leadership has significance indirect influence on Employee Performance through motivation. 
2.5	Relationship Between Variables
1. The Influence of Transactional Leadership (X1) on Employee Performance (Y)
Transactional leaders communicate with their subordinates to explain how a task must be done and let them know that there will be rewards for a well done job (Avolio, 1991). Transactional leadership is based on the exchange process where the leader administers rewards and sanctions (Bass, 1985). Transactional leadership can be seen as an imposed or agreed contract between leaders and their followers. These followers make an effort in exchange for a reward or the avoidance of punishment (Kappen, 2010).  Paracha (2012),  did a research that resulted Transactional Leadership has strongly positive relationship with Employee performance. Therefore, the researcher concluded as follow:
H1:	Transactional Leadership (X1) has partial and significant influence on Employee’s performance (Y).
2. The Influence of Transformational Leadership (X2) On Employee Performance (Y)
Transformational Leadership is very important to be understanded correctly because its procedure transforms the individual and finally changes him (Northouse, 2011).  Transformational Leadership is the only way to retain people, change the ability and improve the productivity. Transformational leader encourages subordinates to have vision, mission and organization goals, encouraging and motivating employees to show maximum performance, stimulates subordinates to act critically and to solve problems in new ways and treat employees individually (Herman, 1999). Transformational leaders are more likely to delegate power to employees and involve them in decision making than transactional leaders. Employees who feel more empowered in terms of competence and control tend to have a more favorable evaluation of organizational reputation (Men, 2010). Paracha (2012) did a research that resulted the level of significance of transformational leadership was positive but weak. Based on above, it can be concluded as follows:
H2:	Transformational Leadership (X2) has partial and significant influence on Employee’s performance (Y).
3. The Influence of Transactional Leadership (X1) and Transformational Leadership (X2) on Employee Performance (Y)
In transactional leadership, the leader identify the needs or the preference of subordinates that will help them to identify their work. Thus, subordinates will experience the guidance on working plan and procedures that need to be done. Afterwards, employees can take action in accordance with the direction so as to produce the desired outcome and choose from the possibility of various actions or tasks desired. All of this will result in an enhancement of the employees’s overall performance (quantity and quality). Advani & Abbas (2015) stated that transactional leadership had significant and positive results o employee’s performance. Fernandes (2004) also stated in his research that transactional leadership had big influence on employee’s performance.
	Transformational Leadership is a leadership style that had vision and able to identify environmental change and also able to transform it into the organization; also motivate and inspire the employees individually to be more creative and innovative, also build solid teamwork; bring renewal in work ethic and performance management; Courageous and responsible for leading and controlling the organization (Usman, 2009). This kind of leadership style will be able to bring followers to consciousness by generating productive ideas, synergistic relationships, responsibility, educational awareness, and shared ideals.
	By building inspiration and self-confidence that related with transformational leadership, it can be expected that the existence of business and performance exceeds everything that has been determined by superiors. This will be reflected in the higher performance evaluations given to subordinates who consider their leaders transformational. Empirical research result suggests that transformational leadership is positively related to performance. Among others, research conducted by Advani & Abbas (2015) suggested that transformational leadership has positive and significant effect on performance. Fernandes (2004) concluded that transformational leadership has significant effect on performance. While Jansen (2013) stated transformational leadership have a positive and significant influence on performance. By this results, it can be concluded as follows:
H3:	There is a significance and simulatenous influence of Transactional Leadership (X1) and Transformational Leadership (X2) on Employee’s performance (Y).
4. The Influence of Transactional Leadership (X1) on Employee Motivation (Z)
The styles of transactional leaders were more concerned with the theories such as situational approach and behavioral approach at which point, leaders encouraged and motivated followers within the way of settled objectives and goals by task requirement and make clear role (Abbas, 2015). Transactional leadership styles can affect positively or negatively on performance. It depends on employee assessment. Positive effect can occur when employees assess transactional leadership positively and a negative effect can occur if employee considers that transactional leadership styles cannot be trusted because they do not keep their promises, dishonest or not transparent (Sundi, 2013). Transactional leadership represented by contingent reward behavior has a significant negative direct effect on employee’s perception of organizational reputation (Men, 2010). Chaudry (2012) did a research that resulted workers are more motivated in those banks where transaction leadership style is used. Therefore, the research concluded as follows:
H4:	There is a partial and significant influence of Transactional Leadership (X2) on Employee’s motivation (Z).
5. The Influence of Transformational Leadership (X2) on Employee Motivation (Z)
The transformational leadership style is a systematic way by which subordinates or fellows praise and appreciate their leaders. Resultantly, this style enhances their motivational level, which leads to organizational productivity (Bass, 1985). Transformational leadership tends to have charisma of the leader. Personal characteristics of the charismatic leader include a high degree of self-confidence, strong moral convictions, and a tendency to influence others as well as engaging on impression management behaviors to boost trust and confidence in the leader (House, 1977). Theory of transformational leadership is very important in the field of leadership and many studies show that there is positive relationship of transformational leadership and other dependent variable such as satisfaction, commitment, motivation and performance of the employees (Lowe, 1996). Transformational leadership style will affect employee’s motivation with charisma communication from the leader itself. Ahmad (2014) concluded that there is a significant relationship between transformational leadership and employee motivation. Thus, The research concluded as follows:
H5: 	There is a partial and significant influence of Transformational Leadership (X2) on Employee’s motivation (Z).
6. The Influence of Transactional Leadership (X1) and Transformational Leadership (X2) on Employee Motivation (Z)
Transactional leadership is the leadership style that motivate followers by calling out their personal interests. The more effective transactional leadership style applied in the company hence the work motivation of employees will increase (Yukl, 2010). Bass (1985) stated that Transactional leaders motivate followers by exchanging rewards for work or tasks that have been completed. Hoang (2015) in his research stated that personal leadership style gives a significant influence on employee’s motivation. Jansen (2013) stated that transactional leadership had a positive and significant effect on employee work motivation. While the results of research conduct by Amalia (2016) shows that the leadership style of transaction has a significant effect on work motivation. Transformational leaders are described as leaders who are able to articulate clear expectations of subordinate’s achievement, demonstrate their commitment to all organizational goals, and be able to inspire team spirit within the organization through the growth of enthusiasm and optimism (Bass, 1985). This statement shows that transformational leadership had an influence on work motivation. Well perceived transformational leadership will improve the work motivation of the employees. Hoang (2015) in his research stated that transformational leadership give a significant influence on employee’s work motivaton. Jansen (2013) did a research that resulted Transformational leadership has a positive and significant influence on employee work motivation. Timothy (2011) also stated that the transformational leadership style had a significant influence on work motivation. Based on this results, it can be concluded that
H6:	There is a significance influence of Transactional Leadership (X1) and Transformational Leadership (X2) on Employee’s motivation (Z) simultaneously.
7. The Influence of Employee’s Motivation (Z) on Employee performance (Y)
According to Wibowo (2014), motivation is a process to enhance human behavior to achieve the goal. The elements of motivation are to generating, directing, keeping, and show intensity and the existence of the goal itself. A motivated employee will be energetic and passionate about the tasks assigned to him or her. Conversely, employees who have low motivation will often display discomfort and displeasure with their work. Murti (2012) stated in her research that there is a positive relationship between motivation and employee performance. This is reinforced by Amalia (2016) which showed that the motivation of work have a significant effect on employee performance. Muogbo (2013) summarized the motivation to have a significant effect on the performance of employees. Jansen (2013) did stated that the motivation of work have a positive and significant influence on employee performance.
Alderfer (1969) suggested that the individual progresses through the hierarchy from existence needs, to relatedness and to growth needs as the lower needs become satisfied. The activated need in his view is more than one and therefore, suggested that individual need is more of contingent than hierarchical. Alderfer postulated a two-way progression and cited a frustration-regression process as the downward trend. He said the lower level needs become the focus of the individual’s effort when continuous frustration is experienced in the quest for higher level needs. He further suggested that lower level needs are not completely satisfied before the emergence of a higher level. The ERG theory states that an individual is motivated by one or more set of needs. In this sense, if a person’s quest for a need is blocked, then attention should be focused on the satisfaction of needs at other levels (Mullins, 2005).
	Boshoff (2002) investigated the influence of need satisfaction on esteem and job performance intention based on ERG through surveying top-level executives and frontline employees in a variety of industries in South Africa. They received 517 responses from the 2,500 surveys that were mailed. The results confirmed that “esteem as a personality variable exerts a significant influence on the job performance of both top managers and frontline employees”. The study noted that top managers are motivated by growth needs and their performance intentions are influenced by their perception of opportunities for growth and advancement. The researcher also found that frontline employees find satisfaction in peer relationships and compensation, but payment and benefits did not influence esteem. Frontline employees’ need for growth influence performance. Based on this results, it can be concluded as follows:
H7:	There is a significance influence of Employee’s Motivation (Z) on Employee’s Performance (Y).
8. Indirect Influence of Transactional Leadership (X1) on Employee Performance (Y)
Transactional leadership is based on the exchange process where the leader administers rewards and sanctions. One way or another, the leader and follower agree, explicitly or implicitly, that desired follower behaviors will be rewarded, while undesirable behaviors will draw out punishment. Potential rewards include an increase in salary, promotions, and more benefits. Conversely, penalties may include pay cuts, demotions, and terminations. It can be seen that this type of leadership is not satisfactory for most situations. Indeed, one could say that transactional leadership behaviors do not even qualify for a “true” leadership label (Bryman, 1992). Since it is based on exchange, transactional leadership does not seek to motivate followers beyond the level that is required to avoid punishment or gain extrinsic rewards. In sum, complete dependence on this leadership style may cause performance and satisfaction to suffer (Bass, 1985).
Awamleh (2005) stated in his research that when it comes to performance, leadership disposition among followers plays a role. Followers seem to react positively in terms of performance when a strong presence of leadership is maintained. Self-esteem continues to show relevance as one of the determining factors of satisfaction and performance. With regards to the evidence, organizations, such as banks, will benefit by actively train their managers to acquire transformational leadership qualities and skills. Based on this previous research, it can be concluded as follows:
H8:	there is Indirect effect of Transactional leadership (X1) on employee performance (Y).
9. Indirect Influence of Transformational Leadership (X2) on Employee Performance (Y)
Bass (1985) coined the term transformational leadership, describing such leaders as change agents that elicit and transform followers’ beliefs, attitudes and motivations. These leaders provide a vision and develop an emotional relationship with their followers, increasing the latter’s consciousness and belief in higher goals, above their own interests. The specific behaviors of these leaders are Transformational Leaders and Work Performance. Transformational leadership is thought to achieve remarkable levels of performance from followers. It engages followers by appealing to their upper level needs (e.g. self-actualization) and ideals that yield higher levels of follower satisfaction, performance, and organizational commitment in individuals and teams (Bass, 2000). Transformational leadership is more concerned with developing followers to their best potential (Bass, 1990).
Cavazotte (2013) concluded that Transformational Leadership has significant influence through Motivation on employee performance. Fernandes (2004) also stated that Transformational Leadership has bigger indirect influence on employee’s performance than Transactional leadership, this results also found by Awamleh (2005). Based on this results, it can be concluded as follows:
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H9:	Indirect effect of Transformational leadership (X2) on employee performance (Y) is bigger than indirect effect of Transactional leadership on (X1) employee performance (Y).

CHAPTER III
RESEARCH METHOD
3.1 Research Approach	
The main differences between qualitative and quantitative research is on its method. Qualitative research referred to the meanings, concepts, definitions, characteristics, metaphors, symbols and descriptions of things, while quantitative research referred to the measures and counts of things (Berg, 2001). Qualitative research emphasizes the process of discovering how the social meaning is constructed and stresses the relationship between the investigator and the topic studied. Conversely, quantitative research is based on the measurement and the analysis of causal relationships among variables (Denzin, 1998). 
This research used quantitative method. Quantitative research is based on the measurement and the analysis of causal relationships among variables (Radwan, 2009). Quantitative research is defined as social research that employs empirical methods and empirical statements. Empirical statement is defined as a descriptive statement about what “is” the case in the “real world” rather than what “ought” to be the case (Cohen, 1980). Quantitative research is a type of research that explain phenomena by collecting numerical data that are analyzed using mathematics based methods (Creswell, 1994).


3.2	Research Location
The Research was conduct at Balai Pelestarian Cagar Budaya Jawa Tengah. It is located at Jalan Manisrenggo KM.1, Kecamatan Prambanan, Jawa tengah, 57454. BPCB Central Java is one of UPT (Technical Implementation Unit) under Directorate General of Ministry of Education and Culture, classified as Eselon IIIa. BPCP Jawa Tengah is an institute that located in the sector of middle of java. 
a. Vision
BPCB had responsibility to take care and maintain the ancient artifact and temple, which are so many and located in Indonesia. Because this institute is located in middle java, all artifact located in middle java city is under the jurisdiction of this institute, there are some ancient artifact and temple such as Kraton Solo, Lawang Sewu at Semarang, all temples in middle java includes Prambanan and Borobudur, and also heritage building like Ambarawa railway station and Vastenburg fortress at Solo. 
b. Structure Organization
	The structure of BPCP Jawa Tengah is consisted of one level leader, below it is the Administration department the same level with the Defense, development, and utilization department. Below them is the sub structure. More detailed Structure of Organization is described as the picture below:

Figure 3.1 Structure organization of Balai Pelestarian Cagar Budaya
BPCP rarely change its leader, Ministry of tourism occasionally just move the leader to another heritage institute and after several years the leaders will be brought back to BPCB if the leaders showed good performance of employee’s management in that institute. From the interview, employee’s had a very big loyalty to their leader at BPCB Jawa Tengah, from this interview the researcher want to know how big is their leaders with its leadership skills, Leaders affect the employee’s performance through the motivation.
3.3 Research Variables
Variables is a concepts, characteristics, or properties that can vary, or change, from one unit of analysis to another (Patel, 2009). A variable is the characteristic or attribute of an individual, group, educational system, or the environment that is of interest in a research study. Variables can be straightforward and easy to measure, such as gender, age, or course of study. Other variables are more complex, such as socioeconomic status, academic achievement, or attitude toward school. Variables may also include an aspect of the educational system, such as a specific teaching method or counseling program (Korb, 2012). The list below is variables in this research	:
3.3.1 Independent Variable
Independent variable is a variables that help explain the change in the dependent variable (Patel, 2009). Independent variables are deﬁned in relationship to the levels of other independent variables rather than in some absolute way (Brauer, 2000). The independent variable in this research is Transactional Leadership (X1) and Transactional Leadership (X2)
3.3.1.1 Transactional Leadership (X1)
Transactional leaders emphasize work standards, assignments, and task-oriented goals. They also tend to focus on task completion and employee compliance and rely quite heavily on organizational rewards and punishments to influence employee performance. Bass et al. (1990) Stated that transactional leadership consist of three main components, as follow:
1. Contingent Reward
Behavior that provides reward for completed contracts. Management by-exception is the behavior that avoids giving directions where current methods work and performance goals are met. The model further suggests that the behavior can be divided further into active and passive components. The indicator of Contingent reward is as follow:
a. Employees get wages if they can achieve the target
b. Leader explains specifically about the responsibility of the target that should be achieved by subordinates
c. Leader sets attention to any deviation that exceed the standard procedure.
2. Management by exception (active)
Active management-by-exception means that the leader continually looks at each subordinate's performance and makes changes to the subordinate's work to make corrections throughout the process. The indicator of management by exception (active) is as follow:
a. supervise employees directly.
b. Collectively manage employees.
c. Do Live coaching and measuring the employees.
d. Tells directly about subordinate’s faults to be corrected
3. Management by exception (passive)
Management by exception (passive) is a set of action that can be taken to the employees if their performance do not meet the job standard. The indicator of passive management by exception is as follow:
a. gives direction to the employees that need attention.
b. Gives warning Letter to the employees with job performance problem.
c. Do final act or punishment if the employee is too low on performance.
3.3.1.2 Transformational Leadership (X2)
Transformational leadership serves to enhance the motivation, morale, and job performance of followers through a variety of mechanisms. These include connecting the follower's sense of identity and self to a project and to the collective identity of the organization; being a role model for followers in order to inspire them and to raise their interest in the project; challenging followers to take greater ownership for their work, and understanding the strengths and weaknesses of followers, allowing the leader to align followers with tasks that enhance their performance (Bass, 1985). According to Bass (1985). Transformational leadership consists of few components. Which as follow:
1. Charisma
Charismatic leadership is described as the ability to influence others based on supernatural gift and attractive powers. The indicator of charisma is as follow:
a. Brings good vision for his/her subordinate.
b. Guides the employees to match their performance with the job standard or even surpass it.
c. Brings big and good influence to its subordinates
d. Have a good commitment to its subordinates.


2. Inspiration
Inspiration is used by the leader to create a vision to guide the change and execute it in tandem with committed members of a group. There are few indicators is as follow:
a. Leader articulates vision by appealing and inspiring followers.
b. Optimistic
c. Followers have a strong sense of purpose if they are to be motivated.
d. Followers are willing to invest more effort in their tasks
3. Intellectual Stimulation
Intellectual stimulation is the third set of behaviors and attributes, which implies that a transformational leader seeks different perspectives when solving problems, and gets others to look at those problems from a different angle as well. Few parameters of intellectual stimulation is as follow:
a. The leaders find alternative solutions to solve the problem.
b. The leaders discuss with his/her followers to solve the problem together.
c. The leaders improve the abilities of his/her followers to solve the problem.
d. The leaders are rational in decision making


4. Individualized consideration
Individualized consideration is the degree to which the leader pay attentions to follower's needs, acts as a mentor or coach to the follower, and listens to the follower's concerns. The parameter of individualized consideration is as follow:
a. The leaders give its support to his/her followers
b. The leaders give more spirit to his/her followers
c. The leaders give incentive and compliment to his/her followers
d. The leaders are willing to share the any work experiences to his/her followers.
3.3.2 Intervening Variable
Intervening/mediating variable is a mechanism through which an independent variable is able to influence dependent variable (Kenny, 1986). A moderator variable may reduce or enhance the direction of the relationship between independent variable and dependent variable, or it may even change the direction of the relationship between the two variables from positive to negative or vice versa (Walker, 1993). The intervening or mediating variable in this research is Motivation (Z).
3.3.2.1 Motivation (Z)
According to Alderfer (1972). Employee’s motivation can be improved if their basic needs is fullfiled. Their basic needs consist of the following:


1. Existence
The existence group is concerned with providing the basic material existence requirements of human. The parameters of existence are as follow:
a. Each employee can fulfill their basic needs.
b. Employee’s health is guaranteed.
c. Employee’s retirement benefit is guaranteed.
2. Relatedness
The second group of needs is relatedness – the desire that people have for maintaining important interpersonal relationships. The parameters of relatedness are as follow:
a. The leader keeps the good relationship among employees.
b. The leader makes the followers feel like they exist in the group.
c. The leader makes each of its followers feel like they had a role.
3. Growth
The Growth category contained the self-actualization and self-esteem needs. The parameters of growth are as follow:
a. The leader makes his/her followers suitable with the organization’s working environment.
b. The leader makes his/her followers to give more creative contribution.
c. The leader is aware of his/her each follower’s uniqueness and brings their uniqueness to be more creative.
3.3.3 Dependent Variable (Y)
Dependent variable is the variable that is affected by the independent variable (Kaur, 2013). Dependent variable is predicted from another independent variable (Min, 2010). The dependent variable in this research is Employee’s Performance (Y).
3.3.3.1 Employee’s Performance
According to Dessler (2006), the factors of employee’s performance consist of the following:
1. Quality/Quantity
Work quality refers to effort that consistently achieves desired outcomes    with a minimum of avoidable errors and problems. Meanwhile quantity is Level of satisfactory output generated per unit of time. The indicators of quality/quantity are as follow:
a. Completes assignments in a thorough, accurate, and timely manner that achieved the expected outcomes.
b. Exhibits concern for the goals and needs of the department
c. Handles multiples responsibilities in an effective manner
d. Uses time work productively
2. Job Knowledge
Job Knowledge Measures employee's demonstrated job relevant knowledge and essential skills. The indicators of Job knowledge are as follow:
a. Demonstrates the knowledge and skills necessary to perform the job effectively
b. Understands the expectation of the job.
c. Performs responsibilities, in accordance with job procedures and policies. 
3. Planning
Planning is establishing priorities ahead and consider ability to make the most effective use of time. The indicators of planningare as follow:
a. Identifies resources required to meet goals and objectives.
b. Seek guidance when goals or objectives are unclear.
c. Establishes clear objectives and organizes duties for self-based on the goals of the departments.
4. Commitment
Employee’s commitment refers to employee's satisfaction as well as identification with the organization, The indicators of commitment are as follow:
a. Demonstrates personal responsibility when performing duties.
b. Performs with minimal supervision.
c. Meets work schedule/attendance expectation for the position.



5. Problem Solving
Problem solving is all about using logic, as well as imagination, making sense of the situation and come up with smart solution. The indicators of problem solving are as follow:
a. Identifies and analyzes problems.
b. Formulates alternative solutions.
c. ensure the problems are solved.
6. Teamwork
Employee’s teamwork refers to how the employees can synchronized each other to do their work together as a team. The indicators of teamwork are as follow:
a. The ability of each subordinates to communicate each other
b. Share information and resources with others to promote positive and collaborative work relationship.
c. The contribution of each subordinates.
d. The communication of each division.
e. The subordinates can give advice to each other.
3.4 Data Collection Technique
This research collected data using survey research method. The data was divided into two parts : Primary and Secondary data.
Primary data was gathered by giving the quesitionaire to the respondent, which was, in this research, the employee of Balai Pelestarian Cagar Budaya Jawa Tengah. A clear description and purpose of the questionnaire was attached with it to help the employees in filling out the questionnaire. Proper independent and dependent variables were made for each item in the questionnaire using five point Likert Scale, which was ranged from strongly agree to strongly disagree. Meanwhile secondary data was gathered from internet, news, article, and any other information sources according to the topic of the research.
3.5 Population and Sample
Sample is part of the number and characteristics owned by the population (Sugiyono, 2004). Sampling is the act, process, or technique of selecting a suitable sample, or a representative part of a population for the purpose of determining parameters or characteristics of the whole population (Fridah, 2002). A full population study (a census) is seldom feasible in terms of accessibility, time or cost and these three factors control the sampling imperative to obtain sufficiently statistically-reliable and affordable information about the target population (Barnett, 2002). In this research, the population was the employee of Balai Pelestarian Cagar Budaya Jawa Tengah. The population was 326 employees, with the detailed Level below: 
Table 3.1 Population
	No.
	Echelon
	No. of Respondents
	Percentage

	1.
	I
	50
	15%

	2.
	II
	218
	67%

	3.
	III
	52
	16%

	4.
	IV
	6
	2%

	Total
	326
	100%


Source: Primary Data Processed, 2017 (Appendix III, page 122-125)Continued from table 3.1

Because the population was heterogeneous, the method used for the sampling of population was Stratified Random Sampling (SRS). In stratified random sampling, percentage was used to measure the population of each strata. To determine the size of the sample if the subject is less than 100, it will be better to take all of the population for the research. Thus, the larger subject can be taken between 20-25% (Arikunto, 2002).
Table 3.2 Sample
	No.
	Echelon
	No. of Respondents
	SRS percentage
	No. of respondents

	1.
	I
	50
	

25%
	12

	2.
	II
	218
	
	55

	3.
	III
	52
	
	13

	4.
	IV
	6
	
	2

	Total
	326
	25%
	82


Source: Primary Data Processed, 2017 (Appendix III, page 122-125)
3.6 Instrument Test
3.6.1 Validity Test
Validity test is used to measure whether the questionnaire is valid or invalid questionnaire. A questionnaire is said valid, if the questionnaire is able to reveal something that will be measured by the questionnaire (Ghozali, 2006). To measure the validity, it can be done by performing correlation between the scores of the questions and the total score of constructs or variable. 
By seeing the Correlation Coefficient Number (rxy), it shows the relationship between the question score and total score (item of total correlation). Thus, validity is measured by comparing the value of r count (item-total correlation) with the value of r table. If the r count is positive and when, r count value > r table value, the question is valid and vice versa. The formula for the validity test is as follow (Sekaran, 2003):
rxy = 
Where:
rxy	= Pearson coefficient correlation
N	= number of samples 
X	= score of each respondent for each item of question
Y	= score of each respondent from the whole item of question
The minimum requirement will be considered to be valid, if the value of r count > r table of values. To knows whether the score of each item questions is valid or not, the statistical criteria is defined as follows:  
a. If the r count > r table and it is positive, the variable is valid. 
b. If the r count  < r table, the variable is not valid. 
c. If the r count > r table but it is negative, then H0 is rejected and H1 is accepted.

3.6.2 	Reliability Test
Reliability test is a tool to measure a questionnaire that have indicators of variables or constructs. A questionnaire revealed unreliable or reliable if someone answers the statement in a consistent or stable way over time (Ghozali, 2006). Measurement reliability can be done in two ways: 
a. 	Repeated measurement is giving the questionaire again to the same respondent, but at different time, to measure the consistency of the results. 
b. 	One shot or one-time measurement, then the results were compared with another question or measure the correlation between the answers and question. 
Reliability test is performed using the SPSS program test which measure the reliability of the test Statistics Cronbach Alpha (α). A construct or variable is said to be reliable if Alpha Cronbanch value> 0.60 (Ghozali, 2006).
The test of reliability in this research used Aplha Cronbach test to measure the consistency and stability of respondents’ answer. The formula of Alpha Cronbach as follow (Sekaran, 2003):
 × 
Where:
r	=  coefficient of reliability instrument (cronbach aplha)
k	= mean square between subjects
  = mean square of mistakes
st	= total variant
	The alpha scale is used to test the realibility of the data by seeing the value of alpha. If the value of 0.60 is above, it is considered reliable (Sekaran, 2003). The questionnaire is said to be reliable if the result of alpha cronbach (α) is close to 1. Thus, if the r alpha is positive and r alpha value > r table, the questionnaire is reliable. If the r alpha is positive and r alpha < r table, the variable is not reliable.
3.7	Data Analysis Technique
3.7.1	Multiple Regression Analysis
This research used multiple regression analysis. Regression analysis is a statistical tool for the investigation of relationship among variables (Sykes, 1986). In other words, it is a tool to determine whether there is any influence of independent variable on dependent variable. The formula of regression analysis can be seen as follow :
 
 
	Where:
Y		  = dependent variable
a		  = constants
 	  = coefficient regression
 	  = independent variable
 	  	  = standard error
If the coefficient b is positive, that the independent variables and the dependent variable have a positive correlation. If the coefficient b is negative, so the correlation between independents variables and dependents variables is also negative. Thus, any change of independents variables (increased or decreased) will also followed by dependents variables.
3.7.2 F test
To determine the first hipothesis and test the significance of the regression, F test is used by using the following formula :
	
This formula means that the variation of regression model successfully explain the overall variation of the independent variables, the extent of its influence on the dependent variable. Meanwhile, if the formula is follow :
	
It means that the varation of regression model does not explain the overall variation of the independent variables. To test the result, the result (Fh) is compared to F table (Ft) , with the following result :
If Fh > Ft, H0 is rejected and  is accepted (regression model successfully explains the overall variation of the independent variables).
If Fh < Ft , H0 is accepted and  is rejected (regression model does not explain the overall variation of the independent variables).


3.7.3	t test
	t test is used to show the independent variables individually explaining variations in the dependent variable (Ghozali, 2006). To indicate whether each independent variable has an effect on the dependent variable, the following significance of probability number is used :
	If the probability of significance> 0.05, H0 is accepted and  rejected. 
	If the probability of significance <0.05, H0 is rejected and  is received, (Ghozali, 2006).
3.7.4 R² (R-square) test
Analysis R² (R-square) or coefficient of determination is used to find out the percentage contribution of the effect of joint independent variable and the dependent variable. The coefficient of determination is between zero till one (0-1). If the value of R² close to 1 (a), it can be said there are more powerful models in explaining variable independent variable on the dependent variable. Conversely, if R² close to 0 (zero), there is a weak variation of the independent variables explaining the dependent variable (Priyatno, 2012).
3.7.5 Classical Asumption test
There were four tests of classical assumption used in this research as follow:
1. Normality Test
Normality test is used to test whether the models regression, the independent variables and the dependent variable have normal or nearly normal distribution (Ghozali, 2006). In this research, the normality test used the Normal Probability Plot (P-P Plot). A variable is said to be normal if the image distribution the data points are spread around the diagonal line and the spread of the data points follow the diagonal line in the same direction (Ghozali, 2006).
2. Multicollinearity test
	Multicollinearity are circumstances in which linear perfect or near perfect relationship happens on the two or more independent variables on the regression model. Good regression models requires no multicollinearity problem. One way to detecting the presence or absence of multicollinearity is by looking Tolerance and VIF (Variance Inflation Factor). The methods of decision-making is smaller than the tolerance value. The greater the value of VIF, the greater the problem of multicollinearity. Most studies say that if tolerance is more than 0.1 and VIF less than 10, there is no multicollinearity (Priyatno, 2012).
3. Heteroscedasticity
According to Sudarmanto (2013), heteroscedasticity test is used to know whether there is inequality of variance of the residuals between this observations and other observations. Regression models that met the requirements are equality of variance of the residual from one observation to another fixed observation.  Detection of heteroscedasticity can be done using scatter plots with ZPRED value (predicted value) with SRESID (residual value). A good model is obtained if there is no particular pattern on the graph, such as collects in the middle, narrowed and then widened or otherwise widened and then narrowed.
4. Path Analysis
Path analysis is an extension of multiple regression. It goes beyond regression that allows analysis for more complicated model. In particular, it can examine situations in which there are several final dependent variables and there are “chains” of influence, A variable, influences B variable, which in turn affects C variable (Steiner, 2005). Moreover in the path analysis, there is a residue variable (unexplained variance (ɛ)), which expressed the collection of other variables that influence the endogenus variable. Through the path analysis, we can find the most precise and concise path of the independent variable on the last dependent variable (Sugiyono, 2004). A  few remarks are in order concerning the equivalence of recursive path analysis on multiple regression. In both multiple regression and path analysis, the researcher assumed that, he expected, to have zero values of the residuals, to have equal variance (i.e., homoscedasticity),  to be statistically independent on each other (i.e., zero covariances), and to be statistically independent on the explanatory variables in the equation. The assumptions of ordinary least squares regression is also applied to path analysis. However, the implicit assumptions of regression analysis become explicit statements of theoretical relationships in path analysis (Sugiyono, 2004).
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Figure 3.2 Path Analysis Diagram

X1		: Transactional Leadership
X2		: Transformational Leadership
Z		: Motivation	
Y		: Employee Performance
Gamma (γ)	: Coefficient of  association between an exogenous and endogenous variable
Beta (β)	: Coefficient of association between two endogenous variables
Zeta (ζ)	: Error term for endogenous variable
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CHAPTER IV
ANALYSIS AND DISCUSSION

	Chapter IV is the part that analyzes and discusses the data from the questionnaire distribution. In collecting the data, the researcher conducted questionnaires distributed to respondents to know the influence of transformational and transactional leadership on employee performance through employee motivation at Balai Pelestarian Cagar Budaya Jawa Tengah.
4.1 	Descriptive Analysis
4.1.1 	Description of Respondents
	Description of respondents explain about the profile of the employees at Balai Pelestarian Cagar Budaya Jawa Tengah.
1. Gender
From the questionnaire that had been spread, the result is as follow:
Table 4.1 Total Respondents Based on Gender
	Gender
	Amount
	Percentage

	Male
	47
	57.3

	Female
	35
	42.7

	Total
	82
	100


Source: Primary Data Prosessed, 2017 (Appendix II, page 135-138)
According to table 4.1, 57.3 percent of respondents was male and 42.7 percent of respondents was female. this showed that the majority of the employees at Balai Pelestarian Cagar Budaya Jawa Tengah was Male.

2. Age
The Result of the questionnaire is shown in table 4.2 below :
Table 4.2 Respondents Based on Age
	Age
	Amount
	Percentage

	Less than 30 years
	17
	20.7

	31 - 45 years
	25
	30.5

	46 – 50 years
	24
	29.3

	More than 50 years
	16
	19.5

	Total
	82
	100.0


Source: Primary Data Prosessed, 2017(Appendix II, page 135-138)
Based on table 4.2, the majority of the respondents was at the range of 31 – 45 years old, which was 30.5 percent, followed by the range of 46 – 50 years old which was 29.3 percent. Meanwhile, the range of above 50 years old was 19.5 percent and below 30 years old was 20.7 percent. This result showed that majority of the employees at Balai Pelestarian Cagar Budaya Jawa Tengah was adult people aged 31 – 45 years old. Thus, the employees were expected to have a high work motivation and performance.
3. Qualification
The Result of the questionnaire is shown in table 4.3 below:




Table 4.3 Respondents Based on Qualifications
	Qualification
	Amount
	Percentage

	D3
	25
	30.5

	S1
	51
	62.2

	S2
	6
	7.3

	Total
	82
	100.0


Source: Primary Data Prosessed, 2017(Appendix II, page 135-138)
According to the table above, the majority of the employees at Balai Pelestarian Cagar Budaya Jawa Tengah was S1 with 62.2 percent, followed by D3 of 30.5 percent, and S2 of 7.3 percent.
4. Length of working
The Result of the questionnaire is shown in table 4.4 below:
Table 4.4 Respondents Based on Length of Work
	Length
	Amount
	Percentage

	Less than 5 years
	14
	17.1

	6 - 10 years
	16
	19.5

	11 - 20 years
	32
	39.0

	21 - 30 years
	12
	14.6

	More than 30 years
	8
	9.8

	Total
	82
	100.0


Source: Primary Data Prosessed, 2017 (Appendix II, page 135-138)
According to the table above, the majority of the employees at Balai Pelestarian Cagar Budaya Jawa Tengah had been working for 11 – 20 years of 39 percent, meanwhile the employees that had been working there for 21 – 30 years was 19.5 percent, 21 – 30 years was 14.6 percent, less than 5 years was 17.1 percent, and more than 30 years was 9.8 percent. This shows that most of employees had worked there for a long time.
5. Level (Echelon)
The Result of the questionnaire is shown in table 4.5 below:
Table 4.5 Respondents Based on Level (Echelon)
	Echelon
	Amount
	Percentage

	I
	12
	14.6

	II
	55
	67.1

	III
	13
	15.9

	IV
	2
	2.4

	Total
	82
	100.0


Source: Primary Data Processed, 2017 (Appendix II, page 135-138)
According to table 4.7, the majority of the respondents of Echelon II was 67.1 percent, followed by Echelon I of 14.6 percent, Echelon III of 15.9 percent, and echelon IV of 2.4 percent.
6. Income
The Result of the questionnaire is shown in table 4.6 below:
Table 4.6 Respondents Based on Income
	Income
	Amount
	Percentage

	Less than Rp, 2,500,000
	20
	24.4

	Rp, 2,500,000 – Rp, 3,000,000
	11
	13,4

	Rp, 3,000.000 – Rp, 3,500,000
	9
	11.0

	Rp, 3,500,000 – Rp, 4,000,000
	22
	26.8

	More than Rp, 4,000,000
	20
	24.4

	Total
	82
	100.0


Source: Primary Data Processed, 2017 (Appendix II, page 135-138)
According to the table above, the majority of the respondents had income ranged Rp, 3,500,000 – Rp, 4,000,000 of 26.8 percent. Followed by ranged Rp, 2,500,000 – Rp, 3,000,000 of 13.4 percent, ranged Rp, 3,000,000 – Rp, 3,500,000 of 11 percent, more than Rp, 4,000,000 of 24.4 percent, and less than Rp, 2,500,000 at 24.4 percent.
4.1.2	Descriptive Analysis of Research Variables
	To describe the answer of a variable, it can be shown with the average value of the variable. Based on the minimum and maximum values, the following assessment interval can be determined:
		Minimum score = 1
		Maximum score = 5
	Thus, the limitations of perception can be obtained as follows:
1.00 – 1.79	=	Very Low
1.80 – 2.59	=	Low
2.60 – 3.39	= 	Middle 
3.40 – 4.19 	=	High
4.20 – 5.00 	=	Very High
4.1.2.1 Assestment of Transactional Leadership Variables
	Transactional leadership assessments were measured by 10 question items that can be shown in the following table:

Table 4.7 Indicator of contingent reward (X1.1)
	Contingent Reward indicator
	Mean
	Category

	The Leader give wage to the subordinates for the work they do
	3.72
	High

	The Leader specifically discuss about the responbility target for the subordinates
	3.63
	High

	The Leader focuses attention on any deviation action beyond standart procedure
	3.73
	High

	Mean total
	3.70
	High


Source: Primary Data Processed, 2017
Based on table 4.7 it is shown that from 82 samples, the majority gave a high assessment of contingent reward indicators with the average of 3.70 on the high criteria. The highest rating was “the the leader focuses attention on any deviation action beyond standart procedure” with an average score of 3.73 in high category and the lowest rating occurred on “the leader specifically discuss about the responbility target for the subordinates” with the average of 3.63 which in high category.
Table 4.8 Indicator of Management by Exception (Active) (X1.2)
	Indicator of Management by Exception (Active)
	Mean
	Category

	Leader oversee the performance of their subordinates on a regular basis
	3.60
	High

	Leader can organize their subordinates
	3.61
	High

	
Leader monitor the performance of employees regularly
	3.59
	High

	The leader rebuke his subordinates directly if there is a mistake in the job
	3.63
	High

	Mean total
	3.61
	High


Source: Primary Data Processed, 2017Continued from table 4.8

	Based on Table 4.8 above it can be seen that the 82 employees were taken as samples. The majority gave a high assessment of the indicators of active exception management with the average of 3.61 which in high category. The highest assessment occurs on “the leader rebuke his subordinates directly if there is a mistake in the job” with the average score of 3.63 which in high category. The lowest assessment occurs on “leader monitor the performance of employees regularly” with the average of 3.59 which in high category.
		Table 4.9 Indicator of Management by Exception (Passive) (X1.3)

	Indicator of Management by Exception (Passive)
	Mean
	Category

	The Leader gives a warning if the subordinates makes faults
	3.72
	High

	The leader gives warning letter to his subordinates
	3.56
	High

	Leaders impose various sanctions depending on the magnitude of the error
	3.68
	High

	Mean total
	3.65
	High

	Mean of Transactional Leadership
	3.65
	High


Source: Primary Data Processed, 2017
	Based on Table 4.9 above, it can be seen that from the 82 employees taken as samples, the majority provide high assessment of passive exception management indicators with the average of 3.65 which in high category. The highest assessment occured on the item of “The Leader gives a warning if the subordinates makes faults” with the average score of 3.72 which in high category. The lowest assessment occured on “the leader gives warning letter to his subordinates” with the average of 3.56 in high category.
	Based on Table 4.7, Table 4.8 and Table 4.9 above, it can be seen that from the 82 employees taken as samples, majority give high assessment on Transactional leadership with the mean result of 3.65 which as categorized as high. Descriptive assessment results per dimension showed that the samples gave the highest assessment to Contingent rewards with the mean result of 3.70. Meanwhile, the lowest assessment goes to management by exception (active) with the mean of 3.61 (high)
	This result is shown that the transactional leadership at Balai Pelestarian Cagar Budaya Jawa Tengah was already running effectively. Transactional leadership focused on Exchange communication to fulfill biological and psychological needs based on contract that had been approved together. Leader promised and gave the rewards to his subordinates that had high performance. Beside that, he gave disciplinary action to his subordinates that had low performance to increase the work performance.






4.1.2.2	Assestment of Transformational Leadership Variables
	The transformational leadership assessment is measured by 16 question items that can be shown in the following table:
Table 4.10 Indicator of Charisma (X2.1)
	Indicator of Charisma
	Mean
	Category

	Leaders provide work guidance to subordinates
	3.27
	Middle

	Leaders guide their subordinates to work on target
	3.27
	Middle

	Leaders have a good influence on their followers
	3.39
	Middle

	The leadership shows commitment to lead the subordinates
	3.27
	Middle

	Mean total
	3.30
	Middle


Source: Primary Data Processed, 2017
	The result of descriptive analysis of Charisma indicator in Table 4.10 above, employee gave sufficient appraisal to charisma indicator with the mean of 3.30 in middle criteria. The highest assessment of leadership items leads to “Leaders have a good influence on their followers“ with the mean of 3.39 in middle category and the lowest rating occurs on the ” Leaders provide work guidance to subordinates”, “Leaders guide their subordinates to work on target”, and “The leadership shows commitment to lead the subordinates” with the mean of 3.21 in middle category.


Table 4.11 Indicator of Inspiration (X2.2)
	Indicator of Inspiration
	Mean
	Category

	The leader have vision believed by the subordinates
	3.52
	High

	Leaders are optimistic to achieve targets with the subordinates
	3.32
	High

	Leaders have clear goals to be realized with subordinates
	3.50
	High

	Leaders are able to make subordinates work harder to achieve their goals
	3.48
	High

	Mean total
	3.45
	High


Source: Primary Data Processed, 2017
	The result of descriptive analysis of Inspiration indicator in Table 4.11 above, employee gave high assessment on inspiration indicator with mean of 3.45 in high category. The highest assessment occured on, “The leader have vision believed by the subordinates”, and “Leaders are optimistic to achieve targets with the subordinates” with the mean 3.52 in high category and the lowest assessment occured on “Leaders are able to make subordinates work harder to achieve their goals” with the mean 3.48 in high category.
Table 4.12 Indicator of Intellectual (X2.3)
	Indicator of Intellectual
	Mean
	Category

	Leaders can provide alternative solutions to a problem
	3.57
	High

	Leaders help subordinates to solve a problem.
	3.43
	High

	Leaders can improve the ability of their subordinates in solving problems
	3.55
	High

	Leaders act rationally in making choices
	3.49
	High

	Mean total
	3.51
	High


Source: Primary Data Processed, 2017Continued from table 4.13

	The result of descriptive analysis of Intellectual indicator in Table 4.12 above employee gave high appraisal on intellectual indicator with the mean 3.51 in high category. The highest rating was “Leaders can provide alternative solutions to a problem” with the mean 3.57 in high category and the lowest valuation occured on “Leaders help subordinates to solve a problem” with the mean 3.43 in high category.
Table 4.13 Indicator of Individual Consideration (X2.4)
	Indicator of Individual Consideration
	Mean
	Category

	Leaders provide support to subordinates.
	3.78
	High

	Leaders encourage subordinates.
	3.50
	High

	Leaders give praise to subordinates if they work well
	3.39
	Adequate

	The leader is willing to share experience with subordinates to improve their motivation
	3.40
	High

	Mean total
	3.52
	High

	Total mean of Transformational Leadership
	3.45
	High


Source: Primary Data Processed, 2017
	The result of descriptive analysis of Individual Consideration indicator in Table 4.13 above employee gave high appraisal to indicator of individual consideration with the mean 3.52 in high category. The highest rating occured on “Leaders provide support to subordinates” with mean 3.78 in high category and the lowest rating occurred on “Leaders give praise to subordinates if they work well” with mean 3.39 in high category.
	Based on table 4.10, table 4.11, table 4.12, and table 4.13, ovariable of transformational leadership showed the mean result of 3.45 in high category. This result could be achieved because the transformational leadership process at Balai Pelestarian Cagar Budaya Jawa Tengah had been running effectively, beside that, charisma of the leader was able to inspire the subordinates to achieve the target, high intellectual stimulation, and give objective assesstment on employee’s work result.
4.1.2.3	Assessment of Motivation Variables
	Motivation assessment is measured by 10 question items that can be shown in the following table:
Table 4.14 Indicator of Existence (Z1.1)
	Question
	Mean
	Category

	Employees can meet the needs of living by working in this office
	3.51
	High

	Employees get health insurance upon working in this office
	3.67
	High

	Employees receive allowance when employees are retired
	3.71
	High

	Mean total
	3.63
	High


Source: Primary Data Processed, 2017
	Based on the descriptive analysis results Table 4.14 above, employees provided high assessment of the indicator of existence with the average of 3.63 in high category. The highest assessment occured on “Employees receive allowance when employees are retired” with mean 3.71 in high category and the lowest valuation occurred on ” Employees can meet the needs of living by working in this office” with mean in 3.51 in high category.
Table 4.15 Indicator of Relatedness (Z1.2)
	Question
	Mean
	Category

	Working in this office to add more friends
	3.65
	High

	Working for being part of an agency
	3.50
	High

	Has an important role in the job
	3.57
	High

	Employees are respected by co-workers
	3.62
	High

	Mean total
	3.59
	High


Source: Primary Data Processed, 2017
	Based on the descriptive analysis results in Table 4.15 above, employees provided high assessment of relatedness indicator with the average of 3.59 in high category. The highest assessment occured on “Working in this office to add more friends” with the mean of 3.65 and the lowest valuation occurred on “Working for being part of an agency” with the mean 3.50 in high category.
Table 4.16 Indicator of Growth (Z1.3)
	Question
	Mean
	Kategori

	Work environment in this office makes employees comfortable to work
	3.52
	High

	Working in this office makes employees' abilities increased

	3.56
	High

	Employees have the opportunity to use the employee's specific skills while working in this office
	3.46
	High

	Mean total
	3.52
	High

	Mean total Motivation
	3.58
	High


Source: Primary Data Processed, 2017Continued from table 4.16

	Based on the descriptive analysis results in Table 4.16 above, Employees provided high assessment of growth indicator with the average of 3.52 in high category. The highest assessment occured on “Working in this office makes employees' abilities increased” with the mean 3.56 in high category and the lowest valuation occured on “Employees have the opportunity to use the employee's specific skills while working in this office” with the mean 3.46 in high category.
	These results indicated that employee’s motivation at Balai Pelestarian Cagar Budaya Jawa Tengah was high because employees have boost or desire to establish a relationship with colleagues and superiors, develop their abilities, and high existence.
4.1.2.4 Assessment of employee’s performance variables
	Performance appraisal was measured by 21 items of questions. The descriptive analysis results can be shown in the following table:
Table 4.17 Indicator of Quantity (Y1.1)
	Quantity Indicator
	Mean
	Category

	Ability to complete tasks according to the time given
	3.46
	High

	Ability to meet the target
	3.46
	High

	Ability to complete more than one job simultaneously
	3.50
	High

	Ability to manage time while doing work
	3.45
	High

	Mean
	3.47
	High


Source: Primary Data Processed, 2017Continued from table 4.17

Based on the result of descriptive analysis of quantity indicator in the Table 4.17 above, employee gave high appraisal on the indicator of quantity with the mean of 3.47 in high category. The highest score occured on the item of “ability to complete more than one job simultaneously” with the mean 3.50 in high category and the lowest valuation on the item of “ability to manage time while doing the working” with the mean 3.45 in high category.
Table 4.18 Indicator of Work Knowledge (Y1.2)
	Work Knowledge Indicator
	Mean
	Category

	Match the background with the job
	3.59
	High

	Understanding the field of work
	3.54
	High

	Understanding job procedures
	3.65
	High

	Mean
	3.59
	High


Source: Primary Data Processed, 2017
Based on the result of the analysis of the description of work knowledge indicator in the Table 4.18 above, the employee gave high appraisal on the indicator of work knowledge with the mean of 3.59 in high category. The highest assessment occured on the “understanding job procedures” with mean 3.65 in high category and the lowest assessment occurred on the item of “understanding the field of work” with mean 3.54 in high category.

Table 4.19 Indicator of Planning (Y1.3)
	Indicator of Planning
	Mean
	Category

	Ability to collect data needed for work
	3.63
	High

	Ability to create planning sequence in completing the work
	3.57
	High

	Ability to work that suits company goals
	3.80
	High

	Mean
	3.80
	High


Source: Primary Data Processed, 2017
Based on the result of the descriptive analysis of planning indicator in Table 4.19 above, the employee gave high appraisal on the indicator of planning with the mean 3.80 in high category. The highest assessment occured on the “Ability to work that suits company goals” with mean 3.80 in high category and the lowest assessment occurred on the item of “Ability to create planning sequence in completing the work” with mean 3.57 in high category.
Table 4.20 Indicator of Commitment (Y1.4)
	Indicator of Commitment
	Mean
	Category

	Responsibility of work
	3.60
	High

	Ability to work without the need to be monitored by the leader
	3.45
	High

	Ability to keep up time of target
	3.32
	Adequate

	Mean
	3.46
	High


Source: Primary Data Processed, 2017
Based on the result of the descriptive analysis of Commitment indicator in the Table 4.20 above, the employee gave high appraisal on the indicator of Commitment with the mean 3.46 in high category. The highest assessment occured on the “Responsibility of work” with mean 3.60 in high category and the lowest assessment occurred on the item of “Ability to keep up time of target” with mean 3.32 in middle category.
Table 4.21 Indicator of Problem Solving (Y1.5)
	Indicator Problem Solving
	Mean
	Category

	Ability to identify problems
	3.63
	High

	Ability to solve problems
	3.40
	High

	Ability to make sure the problem is resolved
	3.71
	High

	Mean
	3.58
	High


Source: Primary Data Processed, 2017
Based on the result of the descriptive analysis of problem solving indicator in the Table 4.21 above, the employee gave high appraisal on the indicator of problem solving with the mean 3.58 in high category. The highest assessment occured on the “Ability to make sure the problem is resolved” with mean 3.71 in high category and the lowest assessment occurred on the item of “Ability to solve problems” with mean 3.40 in high category.
Table 4.22 Indicator of Teamwork (Y1.6)
	Indicator of Teamwork
	Mean
	Category

	Ability to build good relationships with colleagues.
	3.76
	High

	Ability to share information with colleagues
	3.70
	High

	Contribution to team
	3.68
	High

	Ability to work with colleagues from other divisions.
	3.95
	High

	The ability to give advice criticism to fellow co-workers.
	3.76
	High

	Mean
	3.77
	High

	Mean of Performance 
	3.60
	High


Source: Primary Data Processed, 2017
Based on the result of the descriptive analysis of teamwork indicator in the Table 4.22 above, the employee gave high appraisal on the indicator of teamwork with the mean 3.60 in high category. The highest assessment occured on the “Ability to work with colleagues from other divisions.” with mean 3.95 in high category and the lowest assessment occurred on the item of “Contribution to team” with mean 3.68 in high category.
Based on table 4.17 – 4.22 above, it can be seen that from 82 employees that had been taken as sample, majority gave high assessment toward work performance with the mean of 3.60 in high category. Dimensional descriptive assessment result showed that employees gave highest score on planning dimension with the mean result of 3.80 (high), while the lowest score on Commitment dimension with the mean result of3.46 (high).
This result showed that employee’s work performance at Balai Pelestarian Cagar Budaya Jawa Tengah was high because the employees had quantity, knowledge, planning, commitment, ability to solve problem and could establish good teamwork. 





The mean result of each variables can be seen as follows:
Table 4.23 Result of each variable
	Variable
	Mean
	Category

	Transactional Leadership (X1)
	3.65
	High

	Transformational Leadership (X2)
	3.45
	High

	Motivation (Z)
	3.58
	High

	Employee Performance (Y)
	3.60
	High


Source: Primary Data Processed, 2017
Source: Primary Data Processed, 2017
			Figure 4.1 Result of each Variable
4.2	Validity and Reliability Test
4.2.1	Validity Test
	The validity test was compared with the value of r count and r table. The value of r table was 0.217 with significance level 5% and df = n-2 = 82-2 = 80. The result of validity test can be seen in Table 4.24 as follows:


Table 4.24 Validity Test Result
	Transactional Leadership (x1)

	Item
	Pearson correlation
	R table
	Description

	Contingent Reward

	1. The Leader give wage to the subordinates for the work they do
	0.665

	0.217
	Valid

	2. The Leader specifically discusses about the responbility target for the subordinates
	0.769
	0.217
	Valid

	3. The Leader focuses attention toward any deviation action beyond standart procedure
	0.497
	0.217
	Valid

	Management by Exception (Active)

	1. Leader oversee the performance of their subordinates on a regular basis
	0.821
	0.217
	Valid

	2. Leader can organize their subordinates
	0.818
	0.217
	Valid

	3. Leader monitor the performance of employees regularly
	0.771
	0.217
	Valid

	4. The leader rebuke his subordinates directly if there is a mistake in the job
	0.747
	0.217
	Valid








	Management by Exception (Passive)

	1. The Leader gives  warning if the subordinates makes faults
	0.819
	0.217
	Valid

	2. The leader gives warning letter to his subordinates
	0.831
	0.217
	Valid

	3. Leader imposes various sanctions depend on the magnitude of the error
	0.568
	0.217
	Valid



	Transformational Leadership (x2)

	Item
	Pearson correlation
	R table
	Description

	Charisma

	1. Leader provide work guidance to subordinates
	0.842
	0.217
	Valid

	2. Leader guide their subordinates to work on target
	0.796
	0.217
	Valid

	3. Leader have a good influence on their followers
	0.726
	0.217
	Valid

	4. The leadership shows commitment to lead the subordinates
	0.899
	0.217
	Valid

	Inspiration

	1. Leader have vision believed by the subordinates
	0.565
	0.217
	Valid

	2. Leader are optimistic to achieve targets with the subordinates
	0.737
	0.217
	Valid

	3. Leader have clear goals to be realized with subordinates


	0.819
	0.217
	Valid

	4. Leaders are able to make subordinates work harder to achieve their goals
	0.669
	0.217
	Valid

	Intellectual Stimulation

	1. Leader can provide alternative solutions to a problem
	0.807
	0.217
	Valid

	2. Leader help subordinates to solve a problem.
	0.793
	0.217
	Valid

	3. Leader can improve the ability of their subordinates in solving problems
	0.808
	0.217
	Valid

	4. Leader act rationally in making choices
	0.718
	0.217
	Valid

	Individual Consideration

	1. Leader provide support to subordinates.
	0.557
	0.217
	Valid

	2. Leader encourage subordinates.
	0.476
	0.217
	Valid

	3. Leader give praise to subordinates if they work well
	0.754
	0.217
	Valid

	4. leader are willing to share experience with subordinates to improve their motivation
	0.783
	0.217
	Valid





		Continued from Table 4.24
	Motivation (Z)

	Item
	Pearson correlation
	R table
	Description

	Existence
	
	
	

	1. Employees can meet the needs of living by working in this office
	0.622
	0.217
	Valid

	2. Employees get health insurance in this office
	0.739
	0.217
	Valid

	3. Employees receive allowance when employees are retired
	0.656
	0.217
	Valid

	Relatedness

	1. Work in this office to add more friends
	0.615
	0.217
	Valid

	2. Working for being part of an agency
	0.729
	0.217
	Valid

	3. Has an important role in the job
	0.576
	0.217
	Valid

	4. Employees are respected by co-workers
	0.733
	0.217
	Valid

	Growth

	1. Work environment in this office makes employees comfortable to work
	0.512
	0.217
	Valid

	2. Working in this office makes employees’ abilities increased
	0.799
	0.217
	Valid

	3. Employees have the opportunity to use the employee’s specific skills while working in this office
	0.847
	0.217
	Valid


		
Continued from Table 4.24
	Employee Performance (Y)

	Item
	Pearson correlation
	R table
	Description

	Quantity

	1. Ability to complete tasks according to the time given
	0.524
	0.217
	Valid

	2. Ability to meet the target
	0.552
	0.217
	Valid

	3. Ability to complete more than one job simultaneously
	0.576
	0.217
	Valid

	4. Ability to manage time while doing working
	0.801
	0.217
	Valid

	Work Knowledge

	1. Match the background with the job
	0.811
	0.217
	Valid

	2. Understand the field of work
	0.768
	0.217
	Valid

	3. Understand job procedures
	0.659
	0.217
	Valid

	Planning

	1. Ability to collect data needed for work
	0.569
	0.217
	Valid

	2. Ability to create a planning sequence in completing the work
	0.848
	0.217
	Valid

	3. Ability to work that suits company goals

	0.631
	0.217
	Valid

	Commitment

	1. Responsibility for work
	0.748
	0.217
	Valid

	2. Ability to work without the need to be monitored by the leader
	0.628
	0.217
	Valid

	3. Ability to keep up with time of target
	0.741
	0.217
	Valid

	Continued from Table 4.24

	Problem Solving

	1. Ability to identify problems
	0.785
	0.217
	Valid

	2. Ability to resolve problems
	0.547
	0.217
	Valid

	3. Ability to make sure the problem is resolved
	0.718
	0.217
	Valid

	Teamwork

	1. Ability to build good relationships with colleagues.
	0.528
	0.217
	Valid

	2. Ability to share information with colleagues
	0.568
	0.217
	Valid

	3. Contribution to team
	0.674
	0.217
	Valid

	4. Ability to work with colleagues from other divisions.
	0.772
	0.217
	Valid

	5. The ability to give advice criticism to fellow co-workers.
	0.604
	0.217
	Valid


Source: Primary Data Processed, 2017 (Appendix V, page 138-141)
Based on Table 4.24, it can be seen that all researched item regarding Transactional leadership, Transformational leadership, motivation, and employee performance was valid. It is because the value of r count was higher than r table (r count > 0.217.

4.2.2 Reliability Test
Table 4.25 Result of Reliability Test
	Variable
	Cronbach's Alpha
	The minimum value
	N of Items
	Description

	Transactional Leadership
	0.906
	0.6
	10
	Reliable

	Transformational Leadership
	0.941
	0.6
	16
	Reliable

	Motivation
	0.868
	0.6
	10
	Reliable

	Employee Performance
	0.938
	0.6
	21
	Reliable


Source: : Primary Data Processed, 2017 (Appendix VI, page 142)
Those variables in Table 4.25 were reliable, because the Cronbach’s Alpha value transactional leadership, transformational leadership, motivation, and employee performance were 0.906, 0.941, 0.868 and 0.938 respectively – were above the minimum value of 0.6. Therefore, all items in this research variable could be used in the next research.
4.3	Multiple Regression Analysis
Statistical analysis in this research used 2 stages of regression analysis. The first step of regression analysis was done to know the effect of transactional leadership and transformational leadership on motivation, while the second stage regression was done to know the effect of transactional leadership, transformational leadership, and motivation on employee performance.


4.3.1 The Influence of Transactional and Transformational Leadership on Employee’s Performance
Table 4.26 Regression Result of the Influence of Independent Variable
	Independent Variable
	Coefficient Regression
	t statistic
	Sig-t
	Result

	(Constant)
	1.339
	
	
	 

	Transactional Leadership
	0.277
	4.207
	0.000
	Significance

	Transformational Leadership
	0.362
	5.335
	0.000
	Significance

	Adjusted R Square =
	0.538
	Multiple R = 
	0.741
	 

	F Statistic =
	48.134
	         Sig-F=
	0.000
	Significance


Source: Regression Data Result, 2017
This research used multiple linear regression equation model as follows:
Y = bo + b1X1+ b2X2
Based on the regression model and multiple regression result, it can be concluded that the formula of the influence of Transactional and Transformational Leadership on employee performance at Balai Pelestarian Cagar Budaya Jawa Tengah was as follows:
Y = 1.339 + 0.277 X1 + 0.362 X2 
4.3.1.1 Interpretation of Regression Equations
	Based on the parameter and regression equations that influence the performance, it can be interpretated as follow:
a. Constanta (Coefficient a)
Constanta value was 1.339 which means that the transactional and transformational leadership was zero. Thus, the employee performance would be 1.339.
b. Coefficient Transactional Leadership (b1)
	Transactional leadership (X1) had positive influence on performance with the regression coefficient of 0.277 which means that the relationship between Transactional leadership and Performance had the same connection. The better the Transactional Leadership process at Balai Pelestarian Cagar Budaya Jawa Tengah, the better the performance will be, and vice versa.
c. Coefficient Transformational Leadership (b2)
Transformational Leadership (X2) had positive influence on performance, with the regression coefficient of 0.362 which means that the relationship between Transformational leadership and Performance had the same connection. The better the Transformational Leadership process at Balai Pelestarian Cagar Budaya Jawa Tengah, the better the performance will be, and vice versa.
4.3.1.2 Hypothesis Test
	1. 	t Test
	t test is used to know the partial influence of Transactional and Transformational Leadership on Employees performance at Balai Pelestarian Cagar Budaya Jawa Tengah. The result of correlation between sig t and p value 0.005 will be measured as basis for the decision making. The test was conduct by comparing probability value (sig-t) with significance value of 0.05.
1) Coefficient regression of Transactional Leadership (X1)
a. Hypothesis Formulation
Ho : b1 = b2 = 0
Which means that the independent variable (X) did not have significant and partial influence on dependent variable (Y).
Ha : b1  b2  0
Which means that the independent variable (X) had significant and partial influence on dependent variable (Y).
b. t-test was used
c. level of significance was 0.05
d. Summary
Sig t > 0.05 means Ho was Accepted
Sig t < 0.05 means Ho was Declined
The partial test result of transactional leadership was t-count = 4.207 and sig-t = 0.000. Which means that the probability (sig-t) was smaller than .000 less than 0.005). thus, Ho declined and Ha accepted which means that transactional leadership had positive and partial influence on employee performance. If transactional leadership process is better, the employee’s performance will also increase and vice versa. In summary, the first hypothesis that stated “There is a partial and significant influence of Transactional Leadership (X1) on Employee’s performance (Y)”, was proven.
To make theacceptance area of the hypothesis, it can be seen through figure below:
Ho Accepted

Ho declined Penolakan Ho
-1.991
1.991
4.207
Ho declined Penolakan Ho


Figure 4.2 Transactional Leadership testing
2) Coefficient regression of Transformational Leadership (X2)
a. Hypothesis formulation
Ho : b1 = b2 = 0
Which means that the independent variable (X) did not have significant and partial influence on dependent variable (Y).
Ha : b1  b2  0
Which means that the independent variable (X) had significant and partial influence on dependent variable (Y).
b. t-test was used for statistical test
c. level of significance was 0.05
d. Summary
The partial test result of transformational leadership was t-count = 5.335 and sig-t = 0.000. Which means that the probability (sig-t) was smaller than .000 less than 0.005). Thus, Ho declined and Ha accepted which means that transformational leadership had positive and partial influence on employee performance. If Transformational leadership process is better, the employee’s performance will also increase, and vice versa. In summary, the second hypothesis that stated “There is a partial and significant influence of Transformational Leadership (X2) on Employee’s performance (Y)”, was proven.
To make the acceptance area of the hypothesis, it can be seen through figure below:
Ho Accepted
Ho declined
Ho declined Penolakan Ho
-1.991
1.991
5.335



Figure 4.3 Transformational Leadership Testing
2. 	F test
	F test is used to determine the simulatenous influence of Transactional and Transformational Leadership on Employee’s performance at Balai Pelestarian Cagar Budaya Jawa Tengah. The process of the test was by comparing probability value (sig-F) with significance level of 0.05. With the hypothesis testing procedure was described below:
a. Hypothesis formulation
Ho : b1 = b2 = 0
	Which means that independent variables (X) did not have significant and simultaneous influence on dependent variable (Y).
Ha : b1  b2  0
Which means that independent variables (X) have significant and simultaneous influence on dependent variable (Y).
b. F test was used to do statistical test
c. Significance level was 0.05
d. Summary
If Sig F > 0.05, Ho was Accepted
If Sig F < 0.05, Ho was Declined
From table 4.23 above, it shows that the value of F count was 48.134 and the probability value (Sig-F) was 0.000 which was less than 0.05. This data showed that the probability value was less than the significant value. Thus, Ha was accepted and Ho was declined. Based on this data, it showed that the Transactional and Transformational leadership had significance influence on Employee’s performance at Balai Pelestarian Cagar Budaya. The third hypothesis which was “There is simultaneous and significance influence of Transactional and Transformational Leadership on Employee’s performance”, was proven.
To make the acceptance area of the hypothesis, it can be seen at the figure below:
Ho Accepted
Ho Declined
3.112
48.134





Figure 4.4 F-statistical test of Variable X on Y
3.	R2 Test
	To determine the percentage of performance variable that can be explained by both the two variables, determine the coefficient value of adjusted R square. Meanwhile to determine strength of the relationship between independent and dependent variable, coefficient of multiple R was used. From table 4.25 it showed that adjusted R square value was 0.538. This value was close to the value of 1 which means the relationship between independent variable and dependent variable was strong and with the value of 0.538. It can be concluded that 53.8 % of employee’s performance was affected by both independent variables, which was Transactional Leadership (X1), and Transformational Leadership (X2). The rest of 46.2 percent was affected by other variables that were not included in the research.
4.3.1.3	Classical Assumption Test
	a. Normality test
	The result of normality test can be seen in figure 4.5 below:
[image: ]
		Figure 4.5 Normality Test Result
According to figure 4.5 above, it showed that the dots were spreading around diagonal line, which means the data in the research was distributed normally.
b. Multicolinearity Test
The criteria of the test was if the value of VIF was less than 10 and the tolerance value was more than 0.10, the proposed regression model did not contain multicolinearity. The result of multicolinearity test can be seen in Table 4.27 below:





Table 4.27 Multicolinearity test
	Ind. Variable
	VIF
	Tolerance
	Detail

	Transactional Leadership
	0.724
	1.381
	Multicolinearity does not occur

	Transformational Leadership
	0.724
	1.381
	Multicolinearity does not occur

	
	
	
	


Source: Primary Data Processed, 2017
According to table 4.27, it is showed that both independent variables which contain Transactional and Transformational Leadership had VIF value of less than 10 and tolerance value of more than 0.10, which means that the regression model used in this research did not contain multicolinearity. It means, Ho is accepted and Ha was declined.
c. Heterosedasticity
The result of heterosedasticity test can be seen at figure 4.6 below:
[image: ]
Figure 4.6.  Scatterplot graphic of Heterosedasticity test
According to the figure above, it showed that the dots were spreading randomly on above or below 0 on Y Axis, and did not make specific pattern, which means that the model used in this research did not contain any sign of Heterosedasticity.
4.3.2 The Influence of Transactional and Transformational Leadership on Employee’s Motivation
Table 4.28 The Regression Result of the Influence of independent variable on Motivation
	Variabel Independent
	Coef. Regression
	t Statistic
	Sig-t
	Result

	(Constant)
	0.930
	
	
	 

	Transactional Leadership
	0.350
	4.787
	0.000
	Significance

	Transactional Leadership
	0.398
	5.274
	0.000
	Significance

	Adjusted R Square =
	0.564
	Multiple R = 
	0.758
	 

	F statistic =
	53.318
	         Sig-F=
	0.000
	Significance

	
	
	
	
	


Source: Regression Data Result, 2017
This study used multiple linear regression equation model as follows:
Z = bo + b1X1+ b2X2
Based on regression model and multiple regression’s result it can be concluded that the formula of the influence of Transactional and Transformational Leadership on employee motivation at Balai Pelestarian Cagar Budaya Jawa Tengah is at follows:
Z = 0.930 + 0.350 X1 + 0.398 X2 
4.3.2.1 Interpretation of Regression Equations
	Based on parameter and regression equations that influence the performance, the interpretations, can be explained as follow:
a. Constanta (Coefficient a)
Constanta value was 0.390 which means that if the transactional and transformational leadership was zero, the employee motivation would be 0.390.
b. Coefficient Transactional Leadership (b1)
	Transactional leadership (X1) had positive influence on performance, with the regression coefficient of 0.350 which means that the relationship between Transactional leadership and motivation share the same connection. The better the Transactional the Leadership process at Balai Pelestarian Cagar Budaya Jawa Tengah, the better the motivation will be, and vice versa.
c. Coefficient Transformational Leadership (b2)
Transformational Leadership (X2) had positive influence on performance, with regression coefficient 0.398 which means that the relationship between Transformational leadership and motivation share the same connection. The better the Transformational Leadership process at Balai Pelestarian Cagar Budaya Jawa Tengah, the better the motivation will be, and vice versa.
4.3.2.2 Hypothesis Test
	1. 	t Test
	t test is used to know the influence of Transactional and Transformational Leadership on Employees motivation at Balai Pelestarian Cagar Budaya Jawa Tengah Partially. The result of correlation between sig t and p value of 0.005 will be measured as basis for decision making. The test was conductd by comparing the probability value (sig-t) with significant value of 0.05.
1) Coefficient regression of Transactional Leadership (X1)
a. Hypothesis Formulation
Ho : b1 = b2 = 0
Which means that the independent variable (X) did not have significant and partial influence on dependent variable (Y).
Ha : b1  b2  0
Which means that the independent variable (X) had significant and partial influence on dependent variable (Y).
b. t-test was used
c. level of significance was 0.05
d. Summary
Sig t > 0.05 means Ho was Accepted
Sig t < 0.05 means Ho was Declined
The result of the test for partial transactional leadership was t-count = 4.787 and sig-t = 0.000. It means that the probability (sig-t) was smaller than .000 less than 0.005). Thus, Ho declined and Ha was accepted which means that transactional leadership had positive and partial influence on employee motivation. If transactional leadership process is better the employee’s motivation will also increase, and vice versa. In sum, the fourth hypothesis “there is partial and significance influence of Transactional Leadership on Employee’s motivation”, was proven.
To make the acceptance area of the hypothesis it can be seen at figure 4.7 below:
Ho Accepted

Ho declined Penolakan Ho
-1.991
1.991
4.787
Ho declined Penolakan Ho

	    

Figure 4.7 Transactional Leadership testing
2) Coefficient regression of Transformational Leadership (X2)
a. Hypothesis formulation
Ho : b1 = b2 = 0
Which means that the independent variable (X) did not have significant and partial influence on dependent variable (Y).

Ha : b1  b2  0
Which means that the independent variable (X) had significant and partial influence on dependent variable (Y.
b. t-test was used for statistical test
c. level of significance was 0.05
d. Summary
The test result of partial transformational leadership was t-count = 5.274 and sig-t = 0.000. It means the that probability (sig-t) was smaller than .000 less than 0.005). Thus, Ho was declined and Ha was accepted which means that transformational leadership had positive and partial influence on employee motivation. If Transformational leadership process is better, the employee’s motivation will also increase, and vice versa. In summary the fifth hypothesis “there is partial and significance influence of Transformational Leadership on Employee’s motivation”, was proven.
To make the acceptance area of the hypothesis it can be seen at figure 4.8 below:Ho Accepted
Ho declined
Ho declined Penolakan Ho
-1.991
1.991
5.274





Figure 4.8 Testing on Transformational leadership

2. 	F test
	F test was used to determine the simultaneous influence of Transactional and Transformational Leadership on Employee’s motivation at Balai Pelestarian Cagar Budaya Jawa Tengah simultaneously. The process of the test was done by comparing probability value (sig-F) with significant level of 0.05. The hypothesis testing procedure was described below:
a. Hypothesis formulation
Ho : b1 = b2 = 0
	Which means that independent variables (X) did not have significant and simultaneous influence on dependent variable (Y).
Ha : b1  b2  0
Which means independent variables (X) had significant and simultaneous influence on dependent variable (Y).
b. F test was used to do statistical test
c. Significance level was 0.05
d. Summary
If Sig F > 0.05, means Ho was Accepted
If Sig F < 0.05, means Ho was Declined
From table 4.26 above, it showed that the value of F count was 53.318 and the probability value (Sig-F) was 0.000 which was less than 0.05. This data showed that the probability value was less than significant value. Thus, the Ha was accepted and the Ho was declined. Based on this data, it showed that the Transactional and Transformational leadership had significant and simultaneous influence on Employee’s motivation at Balai Pelestarian Cagar Budaya. Thus, the sixth hypothesis that stated “there is simultaneous and significance influence of Transactional and Transformational Leadership on Employee’s motivation”, was proven.
To make the acceptance area of the hypothesis clear, it can be seen at figure 4.9 below:
Ho Accepted
Ho Declined
3.112
48,318








Figure 4.9 F-statistical test of Variable X on Y


3.	R2 Test
	To determine the percentage of motivation variable that can be explained by both two variables, the coefficient value of adjusted R square can be determined. Meanwhile, to determine the strength of the relationship between independent on dependent variable was by using the coefficient of multiple R. From table 4.26, it showed that adjusted R square value was 0.564. This value was closed to value of 1 which means that the relationship between independent variable and dependent variable was strong with the value of 0.564. It can be concluded that 56.4 % of employee’s motivation was affected by both independent variables which were Transactional Leadership (X1), and Transformational Leadership (X2). The rest of 43.6 % was affected by other variables that were not included in the research.
4.3.2.3	Classical Assumption Test
	a. 	Normality test
	The result of normality test can be seen in figure 4.10 below:
[image: ]
			Figure 4.10 Normality Test Result
According to figure 4.10 above, it showed that the dots were spreading around diagonal line, which means that the data in the research was distributed normally.
b. 	Multicolinearity Test
The criteria of the test was if the value of VIF was less than 10 and the tolerance value was more than 0.10, the proposed regression model did not contain multicolinearity. The result of multicolinearity test can be seen in table 4.29 below:
Table 4.29 Multicolinearity test
	Independent Variables
	VIF
	Tolerance
	Detail

	Transactional Leadership
	0.724
	1.381
	Multicolinearity did not occur

	Transformational Leadership
	0.724
	1.381
	Multicolinearity did not occur


Source: Primary Data Processed, 2017
According to the table above, it showed that both independent variables contained Transactional and Transformational Leadership had the VIF value of less than 10 and tolerance value of more than 0.10, which means that the regression model used in this research did not contain multicolinearity, and its means that Ho was accepted and Ha was declined.
c. 	Heterosedasticity
The result of heresedasticity test can be seen at Figure 4.11 below:
[image: ]
			Figure 4.11.  Scatterplot graphic of Heterosedasticity test
According to the figure above, it showed that the dots were spread randomly on above or below 0 on Y Axis, and did not make specific pattern, which means that the model used in this research did not contain any sign of Heterosedasticity.
4.3.2 The Influence of motivation on performance
Table 4.30  The Regression Result of  the Influence of independent variable on Motivation
	Independent
Variable
	Coef. Regression
	t statistic
	Sig-t
	Detail

	(Constant)
	1.230
	
	
	 

	Motivation
	0.662
	10.351
	0.000
	Significance

	Adjusted R Square =
	0.567
	Mtultiple R = 
	0,757
	 

	F statistic =
	107.140
	         Sig-F=
	0.000
	Significance


Source: Primary Data Processed, 2017
This research used multiple linear regression equation model as follows:
Y = bo + bZ
Based on the regression model and multiple regression result, it can be concluded that the formula of the influence of Motivation on employee performance at Balai Pelestarian Cagar Budaya Jawa Tengah was as follows:
Y = 01.230 + 0.662 Z 
4.3.3.1 Interpretation of Regression Equations
	Based on the parameter and regression equations that influence the performance, the interpretations are as follow:
a. Constanta (Coefficient a)
Constanta value was 1.230 which means that if the motivation was zero, then the employee performance would be 1.230.
b. Coefficient Work Motivation (b1)
	Motivation (Z) had positive influence on performance, with the regression coefficient of 0.662 which means that the relationship between motivation and employee performance share the same connection. The better the motivation process at Balai Pelestarian Cagar Budaya Jawa Tengah, the better the performance will be, and vice versa.
4.3.2.2 Hypothesis Test
	1. 	t Test
	t test was used to know the influence of Transactional and Transformational Leadership, and motivation on Employee’s performance at Balai Pelestarian Cagar Budaya Jawa Tengah Partially. The result of correlation between sig t and p value of 0.005 will be measured as the basis for decision makin. The test was conducted by comparing probability value (sig-t) with significance value 0.05.
1) Zero hypothesis formula and alternative hypothesis
a. Hypothesis Formulation
Ho : b1 = b2 = 0
Which means that the independent variable (X) did not have significant and partial influence on dependent variable (Y).
Ha : b1  b2  0
Which means that the independent variable (X) had significant and partial influence on dependent variable (Y).
b. t-test was used
c. level of significance was 0.05
d. Summary
Sig t > 0.05 means Ho was Accepted
Sig t < 0.05 means Ho was Declined
The result of the test for motivation partially was t-count = 10.351 and sig-t = 0.000. It means if that the probability (sig-t) was smaller than .000 less than 0.005), Ho was declined and Ha was accepted. Thus, motivation had positive and partial influence on employee performance. The higher of employee motivation, the better the employee’s performance will be, and vice versa. In sum the seventh hypothesis  “there is significance and partial influence of employee’s motivation on employee’s performance”, was proven.
To make the acceptance area of the hypothesis clear, it can be seen at 4.12 figure below:
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				Figure 4.12 Testing on employee motivation
2. 	F test
	F test was used to determine the simultaneous influence of Transactional and Transformational Leadership on Employee motivation at Balai Pelestarian Cagar Budaya Jawa Tengah. The process of the test was done by comparing probability value (sig-F) with significance level of 0.05. The hypothesis testing procedure described below:
a. Hypothesis formulation
Ho : b1 = b2 = 0
	Which means independent variables (X) did not have significant and simultaneous influence on dependent variable (Y).
Ha : b1  b2  0
Which means independent variables (X) had significant  and simultanoues influence on dependent variable (Y).

b.	F test was used to do statistical test
c. Significance level was 0.05
d. Summary
If Sig F > 0.05, Ho was Accepted
If Sig F < 0.05, Ho was Declined
From table 4.27 above, it showed that the value of F count was 107.140 and probability value (Sig-F) was 0.000 which was less than 0.05. This data showed that the probability value was less than the significant value. Thus, Ha was accepted and the Ho was declined. Based on this data, it showed that the Motivation  had significant and simultaneous influence on Employee’s performance at Balai Pelestarian Cagar Budaya Jawa Tengah.
To make the acceptance area of the hypothesis clear, it can be seen at figure 4.13 below:
Ho Accepted
Ho Declined
3.9694
107.140








Figure 4.13 F-statistical test of Variable X on Y





3.	R2 Test
The percentage of motivation variable can be explained by both two variables, to determine the coefficient value of adjusted R square. Meanwhile, to determine the strength relationship between independent on dependent variable was by using the coefficient of multiple R. From table 4.27 it showed that adjusted R square value was 0.757. This value was close to value of 1 which means that the relationship between independent variable and dependent variable was strong, with the value of 0.757. It can be concluded that 56.7 % of employee’s performance was affected by motivation variables. The rest of 43.3 % was affected by other variables that were not included in the research.
4.4	Path Analysis
Path Analysis was used to determine the influence of Transactional and Transformational leadership variables on employee’s performance through motivation as intervening variables, this can be done by differentiating the beta coefficient as described at table 4.31 and figure 4.14 below:







Tabel 4.31 Path Analysis Result
	 
	Hypothesis 
	 
	Coef. Beta
	P-value

	Motivation
	<---
	Transactional Leadership
	0.413
	0.000

	Motivation
	<---
	Transformational Leadership
	0.455
	0.000

	Performance
	<---
	Transactional Leadership
	0.373
	0.000

	Performance
	<---
	Transformational Leadership
	0.474
	0.000

	Performance
	<---
	Motivation
	0.757
	0,000


Source: Primary data Processed, 2017

1=0.373

Transactional leadership (X1)
2=0.474


Employee performance (Y)
3=0.413


5=0.757

Motivation (Z)

4=0.455


Transformational leadership (X2)



Figure 4.14 Result of Path analysis
		Based on the illustration in figure 4.13 above, it showed that all path was significance and the value of indirect and direct influence on dependent variable is as follow:
4.4.1	Path Analysis Result of the influence of Transactional leadership on employee’s performance through motivation
1. Direct influence of X1 to Y = 1
The influence of Transactional Leadership (X1) on employee’s performance (Y) was 0.373 or 37.3 percent.
2. Indirect influence of X1 to Y through Z  = 3 x 5
The influence of Transactional Leadership (X1) on employee’s performance (Y) through Motivation (Z) was 0.413 x 0.757 = 0.313   or 31.3%.
	Based on the result of path analysis above, it showed that the eight hypothesis, “there is Indirect effect of Transactional leadership (X1) on employee performance (Y)”, was proven.
4.4.2	Path Analysis Result of the influence of Transformational leadership on employee’s performance through motivation
1. Direct influence X2 to Y = 2
The influence of Transformational Leadership (X2) on employee’s performance (Y) was 0.474 or 47.4 percent.
2. Indirect influence X2 to Y through Z  = 4 x 5
The influence of Transformational Leadership (X2) on employee’s performance (Y) through Motivation (Z) was 0.455 x 0.757 = 0.344 or 34.4 percent.
	Based on the result of path analysis above, it showed that the ninth hypothesis, “there is Indirect effect of Transformational leadership (X2) on employee performance (Y)”, was proven.
4.5	Discussion and implications
4.5.1	Descriptive Analysis
	Based on the Analysis on the independent variables, it showd that the respondenst gave positive feedback on transactional leadership with the mean 3.65 (high) and the feedback of transformational leadership of 3.45 (high). This means that majority of the respondents gave positive feedback on transactional and transformational leadership at Balai Pelestarian Cagar Budaya Jawa Tengah.
	Based on the Analysis on dependent variables, it showed that the respondents gave feedback on motivation with the mean of 3.58 (high) and the feedback of performance of 3.60 (high).
4.5.2	Quantitative Analysis
4.5.2.1	The Influence of Transactional Leadership on Motivation
		Based on the Analysis result of multiple linear regressions, it showed that transactional leadership had positive and significant influence on employee’s motivation.  This result means that the better process of transactional leadership, the better the motivation will be. This result is same with the research conducted by Chaudhry (2012). He stated that the workers are more motivated in those banks where transactional leadership style is used.
		Transactional leadership styles could affect positively or negatively on performance. It depends on employee assessment. Positive effect can occur when employees assess transactional leadership positively and a negative effect can occur if employee considers that transactional leadership styles cannot be trusted because they keep their promises, dishonest or not transparent (Sundi, 2013)
		Aaron (2016) stated that transactional leadership were positively associated with providers’ perception having more positive attitudes toward adoption of evidence-based practice, and transformational leadership was negatively associated with providers’ perception of difference between the providers’ current practice and evidence-based practice.



4.5.2.2	The Influence of Transformational Leadership on motivation
		Based on the Analysis result of multiple linear regressions, it showed that transformational leadership had positive and significant influence on employee’s motivation.  This result means that the better process of transformational leadership, the better the motivation will be. This result was the same with the research conducted by Ahmad (2014) that concluded there is a significant relationship between transformational leadership and employee motivation.
In this leadership style,  the leader comunicate its desire to concrete organization purpose through vision, mission and ask other people to be allied to reach the purpose by using resources and energy efficiently (Risambessy, 2012). Transformational leadership tends to have the charisma of leader. Personal characteristics of the charismatic leader include a high degree of self-confidence, strong moral convictions, and a tendency to influence others as well as engaging impression management behaviors to boost trust and confidence in the leader (House, 1977). Theory of transformational leadership is very important in the field of leadership and many studies show that there is positive relationship of transformational leadership and other dependent variable like satisfaction, commitment, motivation and performance of the employees (Lowe, 1996). Transformational leadership style will affect employee’s motivation with charismatic communication from the leader himself.

4.5.2.3	The Influence of transactional leadership on employee’s performance
				Based on the Analysis result of multiple linear regressions, it showed that transactional leadership has positive and significant influence on employee’s performance.  This result means the better process of transactional leadership, the better the performance will be. This result was the same with the research conducted by Paracha (2012). He stated that Transactional Leadership has strong positive relationship on Employee performance.
		Transactional leaders communicate with their subordinates to explain how a task must be done and let them know that there will be rewards for a job done well (Avolio, 1991). Transactional leadership can be seen as an imposed or agreed contract between leaders and their followers. These followers make an effort in exchange for a reward or the avoidance of punishment (Kappen, 2010).
		Brahim (2015) stated that employees work more inclined on exercising transactional leadership style compared to transformational leadership style. They shared an exchange relationship with their employees. Rewards and punishments were the tools that were being utilized to influence the person positively and negatively.
4.5.2.4	The Influence of transformational leadership on employee’s performance
				Based on the Analysis result of multiple linear regressions, it showed that transformational leadership had positive and significant influence on employee’s performance.  This result means that the better process of transformational leadership,  the better the performance will be. This result was the same with the research conducted by Paracha (2012), He stated that Transformational Leadership had positive but weak relationship with Employee performance.
Transformational Leadership it is very important to be understood correctly because it is the procedure that transforms the individual and final changes (Northouse, 2011).  Transformational Leadership is the only way to retain people, change the ability and improve the productivity. Transformational leader encourages subordinates to have vision, mission and organization goals, courage and motivation to show maximum performance, stimulate subordinates to act critically and to solve problems in new ways and treat employees individually (Herman, 1999). Transformational leaders are more likely to delegate power to employees and involve them in decision making than transactional leaders. Employees who feel more empowered in terms of competence and control tend to have a more favorable evaluation of organizational reputation (Men, 2010).
Leader is one of important factors because leader can bring significant influence on employee’s performance and bring good vision for organizational purpose. The point of transformational leadership is to bring all organizational elements to be more involved to improve the organization. Leadership has positive influence on performance because transformational leadership encourage the subordinates to experience trust, appreciation, loyalty, and respect on leader, leader can create vision and environment that motivate the subordinates to work exceed expectation. The subordinates will have the feeling of trust, appreciation, loyal, and respect to their leader. Thus, they are motivated to work as expected.
4.5.2.5 The influence of Motivation on Employee Performance
Based on the Analysis result of multiple linear regressions, it showed that the transformational leadership had positive and significant influence on employee’s performance. This result means that the better process of motivation,  the better the performance will be. Muogbo (2013) summarized that the motivation has significant effect on the performance of employees. Jansen (2013) also stated that the motivation of work have a positive and significant influence on employee’s  performance. According to Wibowo (2014), Motivation is a process to enhance human behavior to achieve the goal. The elements of motivation are Generate, direct, keep, show intensity, and the existence of the goal itself. A motivated employee will be energetic and passionate about the tasks assigned to him or her. Conversely, employees who have low motivation will often display discomfort and displeasure with their work. Murti (2012) stated that there is a positive relationship between motivation and employee performance. This is reinforced by the results of research by Amalia (2016) which showed that the motivation of work had a significant effect on employee performance.
4.5.2.6	The influence of transactional leadership on Employee’s performance through Motivation
	Based on the Path analysis result, it showed that there was significant influence of transactional leadership on employee’s performance through motivation. This means that if the transactional process is good, the subordinates will have more motivation to still work on the  organization and finally increase their performance.
	Coefficient path showed the direct influence of 37.3 percent and indirect influence of 31.3 percent. This means that the direct influence had bigger effect than indirect influence. Thus, the motivation cannot fully mediate the influence of transactional leadership on employee performance. This result may happen because the transactional leadership process at Balai Pelestarian Cagar Budaya Jawa Tengah was already good. The leader specifically discussed directly about his responsibility that had been established for the subordinates while the management also actively monitoring (direct and indirect) the subordinates. Thus, the subordinates did not have to push or motivate themselves to increase performance because the wage, rewards and sanction from the leader already increased directly the employee’s performance.

4.5.2.7	The influence of transformational leadership on employee’s performance through motivation
			Based on the Path analysis result, it showed that there was significant influence of transformational leadership on employee’s performance through motivation. This means that if the transformational process was good, then the subordinates will have more motivation to still work on organization and finally increase the performance. 
Coefficient path showed direct influence of 47.4 percent and indirect influence of 34.4 percent. This means that the direct influence had bigger effect than indirect influence. Thus, motivation cannot fully mediate the influence of transformational leadership on employee performance. The result means that subordinates generally responded the transformational leadership to increase their performance, rather than save motivation to increase the performance. This occured because the transformational leadership was a fundamental process for the employees, where the leader had charisma, intellectual, and consideration in determining the policy and inspire the subordinates to work harder to achieve the goal. Thus, the subordinates can improve and achieve higher standarts and exceed expectation.




Table 4.32 Result of Hypothesis Test
	
	Hypothesis
	Result

	1
	Transactional Leadership had significance influence on employee’s performance
	Ha1 accepted

	2
	Transformational Leadership had significant influence on employee’s performance
	Ha2 accepted

	3
	Transactional and Transformational Leadership had significant and simulatneous influence on Employee’s Performance
	Ha3 accepted

	4
	Transactional Leadership had significant influence on Employee’s Motivation
	Ha4 accepted

	5
	Transformational Leadership had significant influence on Employee’s Motivation
	Ha5 accepted

	6
	Transactional and Transformational Leadership had significant influence and simulatenous on Employee’s Motivation
	Ha6 accepted

	7
	Motivation had significant influence on Employee’s Performance
	Ha7 accepted

	8
	Transactional Leadership had significant indirect influence on Employee’s Performance through motivation
	Ha8 accepted

	9
	Transformational Leadership had significant indirect influence on Employee’s Performance through motivation
	Ha9 accepted


      Source: Primary Data Processed, 2017
CHAPTER V
Conclusion and Recommendations
5.1	Conclusion
	Based on Analysis result explained in chapter IV, the conclusions of this research are as follow :
1. Transactional Leadership had significance influence on employee’s performance. 
2. Transformational Leadership had significant influence on employee’s performance.
3. Transactional and Transformational Leadership had significant and simulatneous influence on Employee’s Performance.
4. Transactional Leadership had significant influence on Employee’s Motivation. 
5. Transformational Leadership had significant influence on Employee’s Motivation. 
6. Transactional and Transformational Leadership had significant influence and simulatenous on Employee’s Motivation.
7. Motivation had significant influence on Employee’s Performance. 
8. Transactional Leadership had significant indirect influence on Employee’s Performance through motivation.
9. Transformational Leadership had significant indirect influence on Employee’s Performance through motivation. 

5.2	Recommendations
	Based on the conclusions above, the reccomendations are as follows:
1. Improving Transactional leadership variable by increasing the dimension that has the lowest value, which is Management by Exception (Active). The leader should supervise intensely the employee’s performance. Thus, their performance can be evaluated and increased. The Leader should do immediate disciplinary action toward the subordinates that did mistake on duty.
2. Improving the Transformational Leadership variable by increasing the dimension that has the lowest value, which is charisma. The Leader should give more guidance toward subordinates. Thus, they can accomplish the target. Beside that, the leader should have commitment and positive influence toward subordinates.
3. Improving the Motivation variable by increasing the dimension that has the lowest value, which is growth. The office should create more convenient environment and give chance to the subordinates. Thus, they can improve their ability and innovation in doing their job. Beside that,  the leader should support the subordinates at work.
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