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Abstrak
Qg;g‘e";l_‘*git;’;a'{et This study is based on the fluctuation of company performance from
2023 2018 to 2023. During the last six years, Astra Isuzu Makassar Branch
Revised: 11 Maret  has only achieved sales targets in 2021 and 2022. The leadership style at
2023 Astra Isuzu Makassar Branch is considered not yet strongly felt by

Accepted: 22 Maret  employees because the leadership changes tend to be rapid, starting in
2023 2018, there have been three changes of leaders. In 2019, when the
leadership changed, there was turmoil within the branch so there was

ll(:z;’(?;(;gﬁisb style demotivation, which had an ir_npact on the decline _in branch
motivation ' performance. The purpose of this study was to determine (1) the
employee ’ influence of _Iead_ershlp style_ on _employee performance, (2) leadership
performance style on motivation, (3) motivation on employee performance, and (4)

whether motivation can mediate leadership style on employee
performance. This type of research is quantitative with acausal
associative approaches. The sample consisted of 42 respondents with
simple random sampling. Data collection was carried out using the
questionnaire method and the data was analyzed using SEM-PLS. The
results of the study show that (1) leadership style has a positive and
significant influence on employee performance, (2) leadership style has
a positive and significant influence on motivation, (3) motivation has a
positive and significant influence on employee performance, and (4) a
mediation analysis shows that motivation can mediate leadership style
on performance.

A. INTRODUCTION

Employee performance is one of the main elements that determine the success of an
organization, especially in achieving business goals and surviving amid dynamic
competition. Optimal performance helps organizations meet targets, maintain customer
satisfaction, and achieve sustainable growth. Astra Isuzu Makassar Branch, as part of PT.
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Astra International Tbk, is a company which engaged in the distribution of commercial
vehicles with a coverage area of South and West Sulawesi. Over the past six years, the
performance of this branch has shown quite significant fluctuations, especially in terms of
sales and net profit before tax . This indicates that there are internal factors that have a major
influence, one of which is leadership style and employee motivation.

Performance changes at Astra Isuzu Makassar Branch show quite an interesting
pattern. In the period 2018 to 2020, there was a decline in sales and net profit before tax,
followed by an increase in 2021 and 2022, then declining again in 2023. This fluctuation
reflects the challenges faced by the company in maintaining performance stability. The
results of Astra Isuzu Makassar's work over the past six years can be seen in Table 1.

Table 1: Sales Data and Net Profit Before Tax of Astra Isuzu Makassar Branch.

Description

2018

2019

2020

2021

2022

2023

Budget | Action

Budget | Action

Budget | Action

Budget | Action

Budget | Action

Budget | Action

Sales Performance

Total 5ales

Unit

874 536

632 482

508

Revenue Total

IDR Mio

256.934 | 166.472

212.411 | 147.839

167.146

Unit Revenue

IDR Mio

224.542 | 134.320

176.815 | 114.915

128.657

Spare Part Revenue

IDR Mio

17.261 17.483

20.000 18.209

21.000

Service Revenue

IDR Mio

15.131 14.669

15.596 14.715

17.489

Net Profit Before Tax (NPBT)

IDR Mio

11.883 10.435

11.054 8.492

7.554

345 578

637 676

967 517

116.035 | 168.796

206.432 | 225.958

333.947 | 219.028

84.398 | 135.511

170.787 | 188.810

292.765 | 179.461

17.500 21.142

21.772 26.022

28.533 28.590

14.137 12.143

13.873 11.126

12.649 10.977

5.355 10.210

10.974 12.981

18.039 9.042

Source: Astra Isuzu Makassar Branch, 2024.

Based on the sales and net profit before tax data in the table above, it can be seen
how Astra Isuzu Makassar Branch has performed over the past six years. This table shows
how sales fluctuate from year to year. Units sold and profits generated from 2018 to 2020
continued to decline, then there was an increase in 2021 and 2022 but decreased again in
2023. Meanwhile, the targets given by the company continued to increase from 2021
because the market was considered to be recovering after the COVID-19 pandemic. The
lowest sales realization in units and net profit before tax was recorded in 2020 and the
highest in 2022. In the past six years, Astra Isuzu Makassar Branch also achieved sales and
profit targets only in 2021 and 2022.

Leadership style is one of the factors that directly affect employee performance.
From 2018 to 2023, there were three changes in leadership at Astra Isuzu Makassar Branch.
Each leader certainly applies a different approach to manage the team. This change in
leadership creates instability that impacts employee productivity and engagement. For
example, in 2019, an authoritarian leadership style caused dissatisfaction among employees,
which resulted in decreased performance. However, the change in leadership in 2021
brought a more inclusive and supportive leadership approach, followed by increased sales
and profits that year.

Theoretically, a flexible and adaptive leadership approach is considered important
in creating a conducive work environment. Inclusive leadership can increase employee
motivation, participation, and commitment, thus having a positive impact on productivity
and job satisfaction. Previous research shows that effective leadership is not only affects
productivity, but also able to increase employee satisfaction and create an environment that
supports the company to achieve its targets.

Employee motivation also plays a crucial role in achieving optimal performance.
Motivation includes internal and external factors that drive employees to achieve work
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goals. In 2019, several employees at Astra Isuzu Makassar Branch experienced
demotivation due to internal conflict, which resulted in decreased productivity and even
caused some employees to choose to leave the company. High levels of motivation have
been shown to increase employee productivity, quality, and initiative in achieving
organizational goals, while demotivation has the potential to reduce work quality and
productivity.

Various motivational theories, such as Herzberg's Two Factor Theory and Maslow's
Theory of Needs, emphasize the importance of creating a work environment that supports
the achievement of basic employee needs, such as security, appreciation, and recognition.
The right motivation can increase job satisfaction, which ultimately has an impact on
improving overall performance. Thus, leadership and motivational factors need to be
considered as important elements in performance improvement strategies.

This study aims to examine the influence of leadership style on employee
performance, and how motivation can mediate the relationship. By understanding the
interaction between these variables, organizations are expected to be able to design more
effective strategies to improve company performance, create a positive work environment,
and achieve overall company goals.

B. LITERATURE Review
Human Resource Management

Human resource management according to Dessler (2015:3) is a process of
acquiring, training, assessing, and compensating employees, paying attention to work
relationships, health, safety, and matters related to justice. According to P. Ricardianto
(2018:15), human resource management is a science or way to regulate the relationship and
role of the workforce owned by individuals effectively and efficiently and can be used
optimally to achieve common goals between the company and employees. According to
Kasmir (2018:25), human resource management is a process of managing people through
planning, recruitment, selection, training, development, compensation, career, safety, and
health, and maintaining industrial relations until termination of employment to achieve
company goals and improve stakeholder welfare. According to Hasibuan (2017:10), human
resource management is the science and art of regulating the relationship and role of the
workforce so that it is effective and efficient in helping to realize the goals of the company,
employees, and society. Human resource management is a series of activities for planning,
procuring, developing, maintaining, and using human resources to achieve goals both
individually and organizationally (Edy Sutrisno, 2016:6).

Based on these definitions, it can be concluded that human resource management
has an important role in meeting human resource needs. Human resource management is a
field of management that is responsible for planning, organizing, directing, and controlling
activities related to human resources in an organization. Human resource management is
also a process for finding, managing, paying attention to, and organizing relationships and
individual roles, and developing human resources effectively and efficiently to achieve
company goals. Good human resource management contributes significantly to individual
and organizational performance. By managing human resources effectively, organizations
can achieve strategic goals and improve overall performance. Human resource management
in this case also includes everything related to employees, from recruitment, development,
and performance evaluation, to compensation and benefits management.

Performance

Digital Economy and Digital Transformation Review Vol 2 no. 1 2023 117


https://scientium.co.id/journals/index.php/jpapi

Performance, according to Sutrisno (2016:172), is a work result that can be done by
a person or group of people in an organization, by their respective authorities and
responsibilities, to achieve an organizational goal, not violate the law and uphold morality
and ethics. According to Mangkunegara (2020:67), performance is the result of work in
terms of quality and quantity carried out by an employee in carrying out their duties by the
responsibilities given. According to Fahmi (2017:188), Performance is the result of a
process that refers to and can be measured over a certain period based on previously
established provisions or agreements. According to Simamora (2015:339), performance
refers to the level of achievement of tasks that form an employee's job, performance reflects
how well employees meet the requirements of a job. Performance is a condition that must
be known and confirmed to certain parties to find out the level of achievement of the results
of an agency about the vision carried out by a company or company and to know the positive
and negative impacts of an operational policy (Kaswan, 2017:278).

Based on these definitions, it can be concluded that performance is the result of work
that can be achieved by a person or group of people in an organization based on their
respective authorities and responsibilities in achieving organizational goals. Performance is
also the result of the interaction of various factors from individuals, groups, or organizations
that can be managed to achieve organizational goals. Performance refers to the level of
effectiveness of individuals or groups in carrying out tasks and achieving set goals.

Leadership Style

According to Edi Sutrisno (2016:213), leadership style is a process of a person's
activities to move others by leading, influencing, and guiding others to do something to
achieve the expected performance results. Hasibuan (2017:170) said that leadership style is
the way a leader influences the behavior of his subordinates, so that they are willing to
cooperate and work productively to achieve organizational goals. Zaharuddin (2021:50) said
that leadership style is the behavior or method chosen and used by leaders in influencing the
thoughts, attitudes, and behavior of members of their subordinate organizations. According
to Pawirosumarto in Pranogyo & Hendro (2022), Leadership style is a code of ethics used
by someone when trying to hypnotize the attitudes of others, with all leaders having a
stimulus pattern that is not synchronized and directs their followers. According to Rakhma,
et al. (2022:43), leadership style is a pattern of behavior that is designed in such a way as to
influence subordinates to maximize the performance of their subordinates so that
organizational performance and goals can be maximized and motivate employees to produce
high productivity.

Based on these definitions, it can be concluded that leadership style reflects the way
a leader influences, directs, and manages a team or organization. An adaptive leadership
style allows leaders to adjust their approach according to the situation and characteristics of
the team. This can improve performance because members feel understood and supported.
The right leadership style can create a supportive environment and facilitate high
performance, while a less effective style can hinder employee motivation and performance.

Motivation

According to Robert L. Mathis and H. Jackson (2006:89), motivation is a desire that
arises within a person to act. Motivation is also called a driver, desire, supporter, or need
that can make a person enthusiastic and motivated to reduce and fulfill their drive to bring
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them in an optimal direction. According to Gitosudarmo in Hendrietta (2010:10), motivation
is a factor that drives a person to do a certain activity, therefore motivation is often
interpreted as a factor that drives a person's behavior. According to Hasibuan (2017:95),
motivation is the provision of the driving force that creates a person's work enthusiasm so
that they are willing to work together, work effectively, and integrate with all their power
and efforts to achieve satisfaction. Understanding motivation is very important so that
motivation can affect performance, reactions to compensation, and human resource issues
in the company. According to Fahmi, (2017:143) motivation is a behavioral activity that
works to fulfill desired needs. Motivation is a mental drive that drives human behavior based
on needs. In motivation, there is a desire that activates, moves, channels and directs an
individual's attitudes and behaviors (Basrowi, 2014:65).

Based on these definitions, it can be concluded that motivation is an encouragement
or reason that is the basis of a person's enthusiasm to do something to achieve a certain goal.
Motivation is also an integral part of human behavior that can be studied, understood, and
influenced to help achieve goals and improve welfare. Motivation is often associated with
each goal, while organizational goals focus on work-related behavior. Motivated employees
will contribute to their job performance.

Conceptual Model

Gaya Kepemimpinan
)

Kinerja Karyawan
)

Figure 1: Conceptual Framework

Based on the framework of thought above, the hypothesis in this study can be
described as follows:
H1 : Leadership style has a significant influence on Employee Performance.
H2 : Leadership style has a significant influence on motivation
H3 : Motivation has a significant influence on Employee Performance
H4 : Leadership style has a significant influence on employee performance which is
mediated by motivation.

C. RESEARCH METHOD
Location and Research Design

This research was conducted at Astra Isuzu Makassar Branch located on Jalan Urip
Sumoharjo, Makassar. The location of this research was chosen because Astra Isuzu is one
of the operating units of PT Astra International Tbk which is engaged in the distribution of
Isuzu brand vehicles in Indonesia. PT Isuzu Astra Motor Indonesia is the Sole Agent for
Isuzu cars and trucks in Indonesia which is a joint venture between Astra International which
is a leading automotive company in Indonesia and Isuzu Motors Ltd which is known as one
of the leading manufacturers of commercial vehicles and diesel engines in the world.

The type of research used in this study is quantitative research using a causal
associative approach. According to Sugiyono (2022), causal associative research is a type
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of research that aims to determine the causal relationship between two or more variables. In
this context, research is conducted to prove that changes in the independent variable (cause)
will affect the dependent variable (effect).

Population or Samples

The population in this study were employees working at Astra Isuzu Makassar
Branch, totaling 57 people. The sample is part of the population that is taken in part, not all,
by being selected (Sekaran & Bougie, 2010). This study uses a simple random sampling
technique. This technique was chosen because the populations and samples have certain
characteristics. These characteristics are employees at Astra Isuzu Makassar Branch who
have worked for at least three years. So the sample that will be taken in this study are
employees who have worked for at least three years at Astra Isuzu Makassar Branch,
totaling 42 people.

Data Collection Method

The data collection method used in this study is questionnaire method, namely by
distributing questionnaires which will be filled in by respondents, namely employees with
a minimum work period of three years at Astra Isuzu Makassar Branch. This questionnaire
contains several closed statements where respondents choose answers from the multiple
choices provided in the hope that they will provide a good response in filling out the
questionnaire (Sugiyono, 2022).

According to Sugiyono (2022) the Likert scale is used to measure the attitudes,
opinions and perceptions of a person or group of people about social phenomena. So, to
determine the measurement of respondents’ answers in this study, which used a research
instrument in the form of a questionnaire, the author used the Likert scale method (Likert's
Summated Ratings).

Sugiyono (2022:39), the operational definition of a variable is a trait or value of a
person, object, or activity that has certain variations that can be determined by researchers
to be studied and given conclusions. The operational definition and indicators of each
variable are as follows:

Table 2: Variable Indicators

Variables Variable Definition Code Indicator Sources
Leadership style refers to the | X1.1 | Decision-making Kartono in
traits, habits, temperament, | x1.2 | Confidence Lisa Paramita

Leadership | character, and personality . (2017) and

Style (X1) | that distinguish a leaderin | >3 | Emotional Control Bass, B. and
his or her interactions with | X1-4 | Involvement Avolio, B.
others. X1.5 | Inspirational 2011

o Provide proper guidance or | X2.1 | Desire to gain recognition | Tremblay et al
Motivation N . -
direction, resources, and X2.2 | Desire for recognition (2009) and
(X2) o -
rewards to keep them X2.3 | Initiative Subari and
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inspired and interested in X2.4 | Sense of responsibility Hanes Riady

working in the desired way. | xo 5 Willingness to learn (2015)

The result of a process that | Y1.1 | Quality of work results Widodo

refers to and is measured Accuracy of task (2016),

Employee over a certain period of time Y12 completion Mahsun

Performance based on previously P (2017) and
Y1.3 | Ability to complete work

(Y1) established provisions or Y ) g Bernardin and
agreements. Y1.4 | Work Commitment Russel (2013)

Data Analysis Method

The method for testing the research instrument includes validity and reliability tests,
as well as data analysis methods using descriptive statistics and data processing using
SmartPLS software for Structural Equation Modeling (SEM). SmartPLS is used for SEM
data processing, because it can describe latent variables (not directly measurable) and can
be measured using indicators (Ghozali, 2016). This study uses the T-test with the
bootstrapping method to test the hypothesis, which allows analysis without assuming a
normal distribution and does not require a large sample (minimum 30 samples). There are
two types of hypothesis testing in this study:

1. Partial Hypothesis Testing: The path coefficient or inner model value is used to determine
significance. For a two-tailed hypothesis, the T-statistic must be more than 1.96, and for
a one-tailed hypothesis it must be above 1.64, at a significance level of 5% with 80%
power. This T-statistic value is obtained from the bootstrapping process (Abdillah and
Hartono, 2015:197). The structural model is evaluated using the Stone-Geisser Q-square
test for predictive elevation and the t-test and significance of the structural path parameter
coefficient. Q-Square can measure how well the observation values are produced by the
model and also its parameter estimates (Ghozali, 2016). A Q-Square value greater than
0 (zero) indicates that the model has a predictive relevance value. Meanwhile, if the Q-
Square value is less than 0 (zero), then the model has less or no predictive relevance
(Chin, 1998).

2. Simultaneous Hypothesis Testing: In simultaneous analysis using SmartPLS, the indirect
effect is analyzed to see the effect of the mediating variable that connects the independent
and dependent variables. If the T-statistic of the mediating variable reaches or exceeds
1.96 then this relationship is considered fully mediated (Abdillah and Hartono,
2015:231).

D. EMPIRICAL RESULTS

PT Astra International Tbk was established in Jakarta in 1957 as a general trading
company under the name Astra International Inc. In 1990, the name was changed to PT
Astra International Thk, in the context of the Company's initial public offering of shares to
the public, which was followed by the listing of the Company's shares on the Indonesia
Stock Exchange (IDX) using the ticker ASII. Astra's market capitalization value at the end
of April 2024 was IDR198 trillion.

Currently, Astra Isuzu is the largest Isuzu dealer in Indonesia, controlling around
55% of total Isuzu sales. In its business activities, Astra Isuzu is associated with PT Isuzu
Astra Motor Indonesia (IAMI) as the Sole Agent for Isuzu Brands (ATPM). Astra Isuzu
currently has 55 branches spread throughout Indonesia, namely Sumatra, Java, Bali,
Kalimantan, and Sulawesi. Astra Isuzu Makassar Branch has a coverage area in South
Sulawesi and West Sulawesi which provides Sales, Service, and Spare Parts (3S) services.
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Descriptive Statistics

respondents, please see the tables below:

To find out the percentage level based on gender, age, and length of service from 42

Table 3: Respondent Gender Description

Gender Frequency | Percentage(%0o)
Man 38 90.48

Woman 4 9.52

Amount 42 100

Source: Processed data, 2024

Table 4: Respondent Age Description

Age Frequency | Percentage(%o)
< 30 years 14 33
30 - 45 years 21 50
> 45 years 7 17
Amount 42 100

Source: Processed data, 2024

Table 5: Description of Respondent's Length of Work

Leng’zgé);rsst)éwlce Frequency |Percentage(%6)
<3 4 10
3-4 7 17
> 4 31 74
Amount 42 100

Source: Processed data, 2024

Descriptive statistics are statistics used to analyze data by describing or depicting
the collected data as it is without intending to make conclusions that apply to the public or
generalization (Sugiyono, 2022:226). Descriptive statistics are used to explain or provide
an overview of the characteristics of a series of data without drawing general conclusions
(Ghozali, 2016). Descriptive analysis is an analysis that provides an overview or description
of data seen from the average value (mean), standard deviation, maximum variance, and
minimum.

Leadership style variables can be assessed from the good or bad behavior and
character of a leader. The description of the respondents' answers about the leadership style
variables is presented in the table below:
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Table 6: Descriptive Statistical Analysis

Mean | Scale Min. | Scale Max. | Standard Dev. | Mean Total
X1 4.024 1,000 5,000 0.886
X2 3.929 1,000 5,000 0.936
X3 3.833 1,000 5,000 1,045 3,924
X4 3,738 1,000 5,000 1,070
X5 4,000 1,000 5,000 0.951
Y1l 3.952 1,000 5,000 0.950
Y2 4.048 1,000 5,000 0.975 4000
Y3 4.024 1,000 5,000 0.988
Y4 3.976 1,000 5,000 0.988
Z1 4.262 2,000 5,000 1.001
Z2 3.905 1,000 5,000 0.946
Z3 3.976 1,000 5,000 1.102 4,019
Z4 4,000 1,000 5,000 0.976
Z5 3.952 1,000 5,000 1,045

Source: SmartPLS 4, 2024

Based on the table above shows that variable X has a total Mean of 3.924, it can be
concluded that the leadership style at Astra Isuzu Makassar Branch is considered quite good.
Then variable Y has a total Mean of 4.000, so it can be concluded that employee
performance at Astra Isuzu Makassar Branch is considered high. As for variable Z, it has a
total Mean of 4.019, it can be concluded that employee motivation at Astra Isuzu Makassar
Branch is considered high.

Prerequisite Evaluations
Validity Test Results
The following is the data of validity test results through convergent validity test and

discriminant _

using SmartPLS Variables AVE |[Test Results

tables below | Leadership Style (X) 0.722 Valid

(ssu_lts of [ Employee Performance (Y) | 0.705 |  Valid
ariance —— _

on each variable Motivation (2) 0.721 Valid
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Source: SmartPLS 4, 2024

Based on the table above, it is known that the AVE value for each variable is > 0.50.
So it can be concluded that the variables or constructs used in this study are valid.
Table 8: Fornell-Larcker Value

X Y Z
X 0.849
Y 0.798 0.840
Z 0.802 0.825 0.849
Source:SmartPLS4,2024

Based on the table above, it can be observed that the correlation between the latent
variable and itself is higher than the correlation between the latent variable and other laten
variables. Thus, it can concluded that the Fornell-Larcker criterion for discriminant validity
has been met in this study.

Table 9: Cross Loading Value

Leadership PeErrfT)F;Ir(r)\);?]ece Motivation R-::-_:j;[ts
Style (X) Y) (2)
X1 0.879 0.732 0.638 Valid
X2 0.864 0.791 0.674 Valid
X3 0.836 0.639 0.640 Valid
X4 0.806 0.527 0.664 Valid
X5 0.860 0.675 0.785 Valid
Y1 0.609 0.868 0.555 Valid
Y2 0.779 0.891 0.754 Valid
Y3 0.564 0.804 0.626 Valid
Y4 0.688 0.792 0.789 Valid
Z1 0.711 0.746 0.873 Valid
Z2 0.634 0.702 0.795 Valid
Z3 0.698 0.647 0.844 Valid
Z4 0.726 0.725 0.851 Valid
Z5 0.630 0.678 0.881 Valid

Source: SmartPLS 4, 2024

Based on the table data above, the correlation value of each indicator that measures
the variable is greater than the correlation value of the indicator with other variables. So it
is concluded that the cross loading value has met the discriminant validity requirements in
this study.

Reliability Test Results

The following table presents the results of the reliability test using two methods,
namely based on the Composite Reliability (CR) value and the Cronbach's Alpha value.

Table 10: Composite Reliability (CR) Value
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Composite Reliability | Cronbach’s Alpha | Test Results
X 0.928 0.904 Reliable
Y 0.905 0.861 Reliable
z 0.928 0.903 Reliable

Source:SmartPLS 4, 2024

Based on the table data above, it shows that the Composite Reliability (CR) value
and Cronbach's Alpha value of each variable in this study are > 0.70. So it can be concluded
that the variables in this study are reliable.

Hypothesis Test Results

This test can be evaluated by looking at the Q-square for predictive elevation and
the t-statistic value of the path coefficient test. Q-Square predictive relevance measures how
well the observation values are generated by the model and also its parameter estimates. A
Q-square value > 0 indicates that the model has predictive relevance, otherwise a Q-Square
value < 0 indicates that the model lacks predictive relevance. The path coefficients value
indicates the level of significance in hypothesis testing.

Table 11: Q-Square Test Results

Q-Square
Y 0.624
Z 0.644
Source:SmartPLS 4.2024

It is known that the Q-Square value of Y is 0.714, which means that X and Z can
influence Y by 62.40%. While the Q-Square value of Z is 0.644, which means that X can
influence Z by 64.40%. Thus, it can be concluded that the model in this study has a relevant
predictive value and has a good observation value because the Q-square value> 0 (zero).

Based on the data processing that has been carried out using the SmartPLS 4
program, the path coefficient results can be seen in the image below:

Figure 2: Path Coefficient

pal 2 z3 74 75

Nt 7

0.844
0873 0795 0851 pge1
X1

SN
= /'\ v

2 0879 0.802 Motivasi (Z) 0.520

r
. / 0.868
0864 Y2
7 ~ 08917 %
X3 0836 . >
3 0.804
‘Q.aoe/ ~ 0w

0.792
X4

(0-860K epemimpinan (X) Kinerja Karyawan (Y)

X5

Source: SmartPLS 4.2024
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The following are the results of testing the direct influence hypothesis which can
be seen in the table below:
Table 12: Direct Connection Test Results

Original Sample Standard T statistics p.
Sample MeanFEM) Deviation (IO/STDEV] | /0o
(0) (STDEV) )
O((\)(; +0.380 0.372 0.164 2,321 0.020
X) > (Z2) | +0.802 0.793 0.081 9.907 0.000
Z) > (Y) | +0.520 0.526 0.155 3,350 0.001

Source:SmartPLS 4, 2024

Based on the data above, the following results can be obtained:

1. The influence of leadership style on performance has a path coefficient value of
0.380 with a P-Value = 0.020 <0.05, so it can be concluded that leadership style has
a positive and significant influence on the performance of Astra Isuzu Makassar
employees.

2. The influence of leadership style on motivation has a path coefficient value of 0.802,
with a P-Value = 0.000 <0.05, it can be concluded that leadership style has a positive
and significant influence on employee motivation at Astra Isuzu Makassar.

3. The influence of motivation on performance has a path coefficient value of 0.520
with a P-Value = 0.001 < 0.05, so it can be concluded that motivation has a positive
and significant influence on the performance of Astra Isuzu Makassar employees.
The indirect influence between exogenous and endogenous variables in this study is

presented in the following mediation test table:

Table 13: Indirect Effect Test Results

Original Sample [Standard Deviation |TStatistics(|O/ P-\Values
Sample(O) | Mean(M) (STDEV) STDEV|)
X1->Z->Y +0.417 0.415 0.124 3.362 0.001

Source:SmartPLS4,2024

The influence of leadership style on performance through motivation as a mediator
has a path coefficient value of 0.417, with a P-Value of 0.001 <0.05, so it can be concluded
that there is a positive and significant influence between leadership style and performance
mediated by motivation at Astra Isuzu Makassar.

The results of the direct and indirect relationship tests in this study can be shown in
the table below:

Table 14: Results of Direct and Indirect Influence Test Analysis

TStatistics(|O/STDEV|)
Direct Influence Indirect Influence
X->Y 2,321
X->Z->Y 3.362

Source:SmartPLS4,2024

Based on the table above, it can be concluded that motivation can mediate the influence
of leadership style on performance, which can be seen from the t-statistic value on the direct
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influence of 2.321 which is smaller than the t-statistic value on the indirect influence of
3.362. There is an increase of 1.041 when the motivation variable mediates between
leadership style and performance.

Table 15: Total Direct and Indirect Effect Test

Original | Sample |Standard Deviation | T statistics P-Values
sample (O) [mean (M) (STDEV) (|O/ISTDEV|)
(X) -> (Y) 0.798 0.787 0.090 8,885 0.000
(X)->(2) 0.802 0.793 0.081 9.907 0.000
(2)->(Y) 0.520 0.526 0.155 3,350 0.001

Source:SmartPLS4,2024

Based on the table above, it can be seen that the influence of leadership style on
performance has a total path coefficient value of +0.798 (original sample column) with a P-
Value = 0.000 <0.05, so it can be concluded that leadership style has a positive and
significant effect on employee performance mediated by motivation at Astra Isuzu Makassar
Branch.

E. DISCUSSION
The Influence of Leadership Style on Performance

The results of this study indicate that leaders at Astra Isuzu Makassar Branch are
quite capable of improving employee performance. Leaders do not hesitate to provide clear
and firm direction to the team and can face challenges and changes with confidence. Based
on the results of the questionnaire, show that the majority of respondents agreed in several
parts of the questionnaire. One example is the self-confidence indicator. This shows that
leaders at Astra Isuzu Makassar Branch have quite good self-confidence.

However leaders are not always able to exert influence because some employees feel
that management does not involve employees enough,less listening to ideas, and less
providing solutions to the obstacles faced. This indicates the need for increased
communication and openness in accepting employee ideas so that leadership style can have
a fully positive impact. This study is in line with the results found by Azizah et al. (2020)
and Daraba et al. (2021), as well as Sougui et al. (2015) and Al Khajeh (2018), which
concluded that leadership has a positive and significant impact on employee performance.

The Influence of Leadership Style on Motivation

Leaders can motivate employees through strong self-confidence and an optimistic
outlook. However, there are challenges in the emotional control indicator, which indicates
that some employees feel that leaders are not wise enough to resolve conflicts calmly and
wisely so that they can reduce motivation. Efforts are needed from leaders to be more
consistent in maintaining a positive attitude and supporting employee motivation with calm
and wise communication.

This research is in line with the leadership theory by Winardi (2011) and supported
by research by Naile & Selesho (2014) and Buble et al. (2014) which shows that leadership
can foster a sense of trust.superiors and subordinates and encourage creativity and
strengthen positive aspects in motivation development employee.

The Influence of Motivation on Performance
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This study revealed that most employees have high work motivation, as seen from
the level of agreement on the questionnaire related to the desire to receive awards. Employee
work motivation at Astra Isuzu Makassar Branch is quite good, where employees feel
comfortable working, and can work together with coworkers so that employees do not feel
bored and are more enthusiastic about working. Employees who feel comfortable and
supported tend to be more productive and loyal to the company.

However, not all employees at Astra Isuzu Makassar Branch have high motivation
to work. Several employees lack initiative and tend to wait for direction from their leaders
or feel reluctant to try new things. Most of these employees who lack initiative are under 31
years old, which reflects the need to instill a culture of initiative and creativity among young
employees. These results support Hasibuan's (2017) motivation theory, which states that
motivation can increase productivity and job satisfaction. This study is also in line with the
research of Mulyadi (2018) and Tanjung et al. (2019), which emphasizes the importance of
motivation in achieving optimal performance.

The Influence of Leadership Style on Performance Mediated by Motivation

This study also shows that motivation plays a significant role as a mediator in the
relationship between leadership style and employee performance. Thus, motivation can
mediate the influence of leadership style on employee performance at Astra Isuzu
Makassar Branch.

High motivation in employees can encourage them to respond quickly to leadership
instructions, which ultimately improves performance. However, there are still employees
who feel less motivated, especially those who are younger and less experienced. This
shows that an inflexible or less responsive leadership style can hinder the development of
employee initiatives.

These results are by the findings of Syafii et al. (2015), Guteressa et al. (2020),
Susanto et al. (2020), and Laksmana & Riana (2020), which show that employee
motivation can act as a mediator in the relationship between leadership and employee
performance, thereby increasing the effectiveness of leadership style on work results.

F. CONCLUSION

Based on the research results and discussions that have been presented previously,
the following conclusions can be drawn from this research regarding "The Influence of
Leadership Style on Employee Performance Mediated by Motivation at Astra Isuzu
Makassar Branch™:

1. There is a positive and significant influence of leadership style on the performance of
employees of Astra Isuzu Makassar Branch.

2. There is a positive and significant influence of leadership style on employee motivation
at Astra Isuzu Makassar Branch.

3. There is a positive and significant influence of motivation on the performance of
employees of Astra Isuzu Makassar Branch.

4. Motivation can mediate the influence of leadership style on employee performance at
Astra Isuzu Makassar Branch.
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