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Abstract - Employee performance in the hospitality industry is 
significantly influenced by leadership style, motivation, and job 
training. The KRU, as a luxury destination in Bali, needs to 
understand these factors to enhance employee performance and 
guest services. This study aims to analyse the impact of leadership 
style, motivation, and job training on employee performance at The 
KRU. This research employs a quantitative method with a survey 
approach. Data was collected through questionnaires distributed to 
the resort's employees. Data analysis utilized descriptive statistics 
and regression analysis to assess the relationships between variables. 
The analysis results indicate that supportive leadership styles and 
high motivation significantly affect employee performance 
improvement. Additionally, effective job training contributes to 
enhanced skills and productivity among employees. Leadership 
style, motivation, and job training have a significant positive impact 
on employee performance. Recommendations are provided to 
enhance leadership approaches and training programs to maximize 
employee performance. 
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1. Introduction 

 
In the competitive landscape of the hospitality industry, the quality of service and overall guest 
experience are heavily influenced by the performance of employees. As a luxury destination in 
Bali, The KRU aims to deliver exceptional service that meets and exceeds guest expectations. To 
achieve this, understanding and optimizing the factors that affect employee performance are 
crucial. This research delves into three key elements: leadership style, employee motivation, and 
job training, and their collective impact on employee performance at The KRU. 
 Leadership plays a pivotal role in shaping organizational culture and employee 
behaviour. Effective leadership is associated with increased employee satisfaction, motivation, 
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and productivity. Different leadership styles, such as transformational, transactional, and laissez-
faire, can have varying effects on employee outcomes. At The KRU, understanding which 
leadership style is most effective can help enhance the overall work environment and service 
quality. 
 Employee motivation is another critical factor influencing performance. Motivation 
theories, such as Maslow's Hierarchy of Needs, Herzberg's Two-Factor Theory, and McClelland's 
Theory of Needs, provide insights into what drives employees to perform at their best. High 
motivation levels often correlate with greater job satisfaction, improved performance, and lower 
turnover rates. Investigating how motivation impacts employee performance at The KRU can 
reveal strategies to boost engagement and productivity. 
 Job training equips employees with the necessary skills and knowledge to perform their 
roles effectively. It enhances job competencies, increases confidence, and can lead to higher 
performance levels. The effectiveness of training programs can significantly influence employee 
performance and service quality. Evaluating the current training practices at The KRU and their 
impact on employee performance is essential for identifying areas for improvement. 
 The urgency of this research stems from the need to maintain a competitive edge in the 
hospitality industry. The KRU, being a prominent luxury resort, must continuously enhance its 
service quality to attract and retain guests. Employee performance directly impacts guest 
satisfaction, which in turn affects the resort's reputation and profitability. In a rapidly evolving 
market where guest expectations are high and competition is fierce, it is imperative for The KRU 
to understand and address the factors influencing employee performance. 
 Recent shifts in the hospitality industry, such as increased emphasis on personalized 
guest experiences and the integration of technology, have heightened the importance of 
employee performance. With the resort industry recovering from the impacts of global 
disruptions, optimizing employee performance has become even more critical. This research aims 
to provide actionable insights that can help The KRU adapt to these changes and enhance its 
operational efficiency. 
 Previous studies have explored the relationship between leadership, motivation, and 
training, and their effects on employee performance. For instance, research by Judge and Piccolo 
(2004) on leadership styles found that transformational leadership positively impacts employee 
satisfaction and performance by fostering a supportive and empowering work environment. 
Similarly, Bass (1985) highlighted that transformational leaders inspire and motivate employees 
to exceed their own self-interests for the greater good of the organization, leading to enhanced 
performance. 
 In terms of motivation, Herzberg's (1966) Two-Factor Theory suggests that factors such 
as recognition and achievement (motivators) contribute to job satisfaction and higher 
performance, while factors like salary and working conditions (hygiene factors) can prevent 
dissatisfaction but do not necessarily enhance performance. Additionally, studies by Deci and 
Ryan (2000) on Self-Determination Theory emphasize the importance of intrinsic motivation in 
achieving high levels of performance and job satisfaction. 
 Regarding job training, research by Noe (2017) indicates that effective training programs 
improve employee performance by enhancing skills and knowledge. Training methods such as 
on-the-job training, mentoring, and simulation have been shown to positively affect employee 
competencies and performance. Additionally, research by Salas et al (2012) highlights the 
importance of aligning training programs with organizational goals to maximize their 
effectiveness. 
 Jumady and Bungatang (2023) explore the combined effects of leadership style, 
motivation, and training on employee performance, highlighting the importance of these factors 
in improving outcomes. Ekadharma et al (2024) investigate the role of leadership and training on 
motivation, linking these variables to enhanced performance in a hospitality setting. Simbolon et 
al (2020) analyse the impact of leadership style and motivation on employees, suggesting strong 
correlations between these factors and performance improvement. 
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 Efendi and Nandarini (2020) focus on how leadership style, training, and work 
environment influence motivation, which in turn affects employee performance, particularly in 
a government agency. Siagian (2018) examines leadership, training, and HR competency, using 
motivation as an intervening variable to understand their effects on performance. 
 Harijanti et al (2021) study the impact of leadership, motivation, and organizational 
culture on employee performance, while Putri & Hartono (2023) emphasize the role of leadership, 
training, and work environment, noting the mediating influence of motivation. Wahyudi et al 
(2023) assess leadership, motivation, and work environment factors in relation to job satisfaction 
and performance. 
 Budiono (2024) analyses how motivation and training, influenced by job satisfaction, 
affect organizational commitment and performance. Panggabean et al (2021) explore leadership 
style, motivation, and discipline as contributors to employee performance. Pratama and 
Suryosukmono (2024) discuss the influence of motivation, leadership, and organizational culture 
on employee performance in the health sector. Azizah and Budiono (2023) focus on how 
leadership, training, motivation, and compensation affect employee performance in a corporate 
context. 
 In their 2021 study, Harijanti et al (2021) investigate the influence of leadership, 
motivation, and organizational culture on employee performance, specifically within a corporate 
environment. Their research highlights the pivotal role these factors play in shaping employee 
outcomes. Similarly, Putri and Hartono (2023) delve into the impact of training, leadership style, 
and the work environment, emphasizing that motivation acts as a key mediator in enhancing 
employee performance. 
 Wahyudi et al (2023) focus on how leadership style, motivation, and the work 
environment influence job satisfaction and performance, particularly in a government 
department. Their findings underline the importance of these elements in public sector 
performance improvement. Budiono (2024), on the other hand, explores the relationship between 
motivation and training, illustrating how they impact organizational commitment, with job 
satisfaction and performance playing mediating roles. 
 Panggabean and colleagues (2021) analyse how leadership, motivation, and discipline 
affect employee performance in a manufacturing company, shedding light on the significance of 
these factors in the industrial sector. Meanwhile, Pratama and Suryosukmono (2024) investigate 
the effects of motivation, authentic leadership, and organizational culture on employee 
performance within the health sector, offering insights into performance drivers in healthcare. 
 Azizah and Budiono (2023) examine the combined influence of leadership, training, 
motivation, and compensation on employee performance in a corporate context, demonstrating 
how these variables are interconnected. In a related study, Efendi and Hardiyanto (2021) explore 
leadership style, work discipline, and the work environment, identifying motivation as a critical 
intervening variable that drives performance. 
 Amalina and co-authors (2024) focus on how leadership style and organizational culture 
contribute to employee performance, while Utomo and Pratama (2024) assess the impact of 
compensation, leadership, and motivation on performance in the travel industry. Their study 
emphasizes the mediation of motivation in achieving performance goals. 
 Paais and Pattiruhu (2020) take a closer look at how motivation, leadership, and 
organizational culture influence job satisfaction and employee performance, highlighting their 
interdependence. Eliyana et al (2019) provide insights into how transformational leadership 
affects employee performance, with job satisfaction and organizational commitment acting as 
mediators. 
 Nurodin et al (2023) explore the role of leadership and motivation in improving 
employee performance, stressing their importance in organizational success. Biloa (2023) 
provides a comprehensive analysis of how leadership style impacts job performance, further 
contributing to the discourse on effective leadership. 
 In their bibliometric analysis, Rahmawan and colleagues (2023) examine the relationship 
between leadership, innovation, and organizational sustainability, offering a broader view of 
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leadership's role in long-term success. Abbas and Yaqoob (2009) investigate the effect of 
leadership development on employee performance in Pakistan, providing valuable insights into 
leadership's impact in developing countries. Finally, Widia Astuti (2023) focuses on the effects of 
leadership and training on employee performance, particularly within a corporate setting, 
highlighting the importance of these factors in shaping workforce effectiveness. 
 This research addresses several key problems related to employee performance at The 
KRU: 

(1) Effectiveness of Leadership Styles: How does the current leadership style at The KRU 
impact employee performance? Are there specific leadership styles that are more effective in 
enhancing performance and job satisfaction? 
(2) Motivation Levels: What are the primary sources of motivation for employees at The 
KRU? How do different motivational factors influence employee performance and job 
satisfaction? 
(3) Impact of Job Training: How effective are the existing job training programs at The KRU? 
Do these programs adequately prepare employees for their roles and contribute to improved 
performance? 
(4) Integration of Factors: How do leadership style, motivation, and job training interact to 
influence employee performance? Are there any significant relationships between these 
factors and overall employee performance at The KRU? 

The primary objectives of the present research are: 
(1) To Analyse Leadership Styles: To evaluate the current leadership styles practiced at The 
KRU and their impact on employee performance. This objective aims to identify which 
leadership styles are most effective in fostering a positive work environment and enhancing 
employee performance. 
(2) To Assess Employee Motivation: To investigate the key motivational factors that drive 
employees at The KRU. This includes understanding the sources of motivation and how they 
affect employee performance and satisfaction. 
(3) To Evaluate Job Training Programs: To assess the effectiveness of job training programs 
at The KRU. This objective seeks to determine how well these programs prepare employees 
for their roles and contribute to their performance. 
(4) To Examine the Interaction of Factors: To explore how leadership style, motivation, and 
job training collectively influence employee performance. This includes analysing the 
interplay between these factors and their combined impact on employee outcomes. 

By achieving these objectives, the research aims to provide valuable insights and 
recommendations for improving employee performance at The KRU. This, in turn, will 
contribute to the resort's success in delivering exceptional guest experiences and maintaining its 
competitive advantage in the hospitality industry. 

 
2. Method 

 
This study employs a quantitative research method to analyse the impact of leadership style, 
motivation, and job training on employee performance at The KRU. The quantitative approach is 
chosen due to its ability to provide objective, measurable, and generalizable results, which are 
essential for identifying specific patterns and relationships between variables. 
2.1 Data Collection 
Data will be gathered through a structured questionnaire administered to employees at The KRU. 
The questionnaire is designed to capture comprehensive information across three main areas: 
leadership style, motivation, and job training, each of which is expected to influence employee 
performance. 

(1) Leadership Style: To assess the perceived leadership styles at the resort, the questionnaire 
will include items based on the Multifactor Leadership Questionnaire (MLQ). This tool 
evaluates transformational, transactional, and laissez-faire leadership styles. Respondents 
will rate statements regarding their supervisors' behaviours and leadership qualities on a 
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Likert scale, ranging from strongly agree to strongly disagree. This will provide insights into 
how different leadership styles are perceived and their potential impact on employee 
performance. 
(2) Motivation: This section will measure motivational factors using established theories such 
as Herzberg’s Two-Factor Theory and Self-Determination Theory. The questionnaire will 
include items related to intrinsic and extrinsic motivators, job satisfaction, and the perceived 
relevance of these factors to employee performance. Respondents will be asked to rate the 
importance and effectiveness of various motivational strategies and their influence on their 
job satisfaction and productivity. 
(3) Job Training: To evaluate the effectiveness of job training programs, the questionnaire will 
feature questions about the types of training received, its adequacy, and its impact on job 
performance. Questions will be adapted from Noe’s (2017) research on employee training 
and development. The effectiveness of training will be assessed through respondents' 
perceptions of how well the training has prepared them for their roles and its contribution to 
their skill development and overall performance. 
(4) Employee Performance: This section will gather self-reported data on employee 
performance, focusing on aspects such as work quality, productivity, and job satisfaction. 
Employees will be asked to evaluate their own performance and provide feedback on how 
leadership, motivation, and training have influenced their work outcomes. 

2.2 Technique of Analysis 
The analysis will begin with descriptive statistics to summarize the demographic characteristics 
of the respondents and the distribution of responses to each questionnaire item. This includes 
calculating means, standard deviations, and frequency distributions to provide a general 
overview of the data. 
 Reliability and Validity Testing: To ensure the reliability and validity of the 
questionnaire, Cronbach’s alpha will be computed for each scale to assess internal consistency. 
Factor analysis will be conducted to confirm the construct validity of the leadership, motivation, 
and training dimensions, ensuring that the questionnaire measures what it is intended to 
measure. 
 Regression Analysis: Multiple regression analysis will be used to explore the 
relationships between leadership style, motivation, and job training with employee performance. 
This statistical technique will help determine the extent to which each independent variable 
influences employee performance, and whether these effects are statistically significant. 
 Correlation Analysis: Pearson’s correlation coefficients will be calculated to examine the 
relationships between leadership styles, motivational factors, and training programs. This 
analysis will provide insights into how these variables are related and their combined impact on 
employee performance. 
 Comparative Analysis: To identify any significant differences in employee performance 
based on different factors, ANOVA (Analysis of Variance) will be employed. This will help 
determine if variations in performance are associated with different leadership styles, 
motivational strategies, or training programs. 
 This methodological approach ensures a thorough and systematic analysis of how 
leadership style, motivation, and job training affect employee performance at The KRU. The 
results will provide valuable insights and practical recommendations for enhancing 
organizational practices and improving employee outcomes. 
 
3. Results and Discussion 
 

This section presents the results of the research conducted on the impact of leadership style, 
motivation, and job training on employee performance at The KRU. It also discusses the findings 
in relation to the research problems and objectives outlined earlier. 
3.1 Effectiveness of Leadership Styles 
The analysis of leadership styles at The KRU revealed a predominance of transformational 
leadership characteristics among supervisors. The survey responses indicated that employees 
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perceived their leaders as being inspiring, supportive, and effective in fostering a positive work 
environment. Transformational leadership was strongly associated with higher levels of 
employee satisfaction and performance. Conversely, transactional leadership was less 
emphasized but was associated with meeting basic job expectations and ensuring adherence to 
standard procedures. Laissez-faire leadership was reported minimally, indicating that most 
leaders are actively engaged with their teams. 
 The multiple regression analysis showed that transformational leadership had a 
significant positive effect on employee performance (β = 0.62, p < 0.01). This result suggests that 
employees who perceived their leaders as transformational reported higher performance levels. 
Transactional leadership had a moderate positive effect (β = 0.32, p < 0.05), while laissez-faire 
leadership had no significant impact on performance (β = -0.05, p > 0.05). 
 The results align with existing literature that emphasizes the effectiveness of 
transformational leadership in enhancing employee performance. According to Judge and 
Piccolo (2004), transformational leadership positively influences employee satisfaction and 
performance by creating a motivating work environment and setting high performance 
expectations. This study corroborates those findings by showing a significant positive 
relationship between transformational leadership and employee performance at The KRU. 
Transformational leaders inspire employees by providing a clear vision and fostering a 
supportive work environment, which contributes to higher performance levels. 
 Transactional leadership, while less effective than transformational leadership, still plays 
a role in ensuring that employees meet job expectations. This aligns with the findings of Bass 
(1985), who suggested that transactional leadership can be effective in managing routine tasks 
and maintaining performance standards. However, the lack of significant impact from laissez-
faire leadership is consistent with the view that passive leadership styles are less effective in 
driving employee performance and satisfaction. 
3.2 Motivation Levels 
The analysis of motivational factors revealed that intrinsic motivators, such as personal growth 
and recognition, were more influential in enhancing employee performance compared to 
extrinsic motivators like salary and job security. Employees who reported high levels of intrinsic 
motivation also reported higher performance levels. The survey data showed that recognition 
and opportunities for personal development were strongly correlated with job satisfaction and 
performance (r = 0.78, p < 0.01). 
 The regression analysis further confirmed that intrinsic motivation had a significant 
positive effect on employee performance (β = 0.55, p < 0.01). Extrinsic motivation, while 
positively correlated with performance, had a weaker effect (β = 0.21, p < 0.05). 
 The findings highlight the importance of intrinsic motivation in driving employee 
performance, supporting Herzberg’s Two-Factor Theory, which posits that motivators such as 
achievement and recognition are critical for job satisfaction and performance. This study’s results 
are consistent with Deci and Ryan’s (2000) Self-Determination Theory, which emphasizes the role 
of intrinsic motivation in achieving high levels of performance and job satisfaction. Employees 
who find their work fulfilling and are recognized for their efforts are more likely to perform well. 
 While extrinsic motivators such as salary and job security are important, they are not as 
effective in driving high performance as intrinsic factors. This aligns with Herzberg’s theory that 
while hygiene factors can prevent dissatisfaction, they do not necessarily enhance performance. 
The results suggest that The KRU should focus on enhancing intrinsic motivational factors to 
further improve employee performance. 
3.3 Impact of Job Training 
The effectiveness of job training programs was evaluated based on employees’ perceptions of 
training adequacy and its impact on job performance. The survey results indicated that 
employees who perceived their training as relevant and comprehensive reported higher 
performance levels. The majority of employees rated the current training programs positively, 
particularly in terms of skill development and application. 



Journal of Commerce Management and Tourism Studies, Vol. 3 No. 3 (December 2024), p. 221—230 
e-issn 2964-9927 DOI: https://doi.org/10.58881/jcmts.v3i2 
http://ympn.co.id/index.php/JCMTS 

 

 227 

 Regression analysis showed that job training had a significant positive effect on 
employee performance (β = 0.49, p < 0.01). The results indicate that employees who received 
effective training were more confident in their roles and performed better. 
 The positive impact of job training on employee performance supports Noe’s (2017) 
research, which emphasizes the importance of effective training programs in enhancing 
employee skills and performance. The study’s findings align with Salas et al. (2012), who 
highlight the effectiveness of training when it is aligned with organizational goals and job 
requirements. The results suggest that The KRU’s training programs are generally effective in 
improving employee performance, but there may be opportunities to further enhance training 
relevance and comprehensiveness. 
3.4 Integration of Factors 
The combined analysis of leadership style, motivation, and job training revealed significant 
interactions among these factors. Transformational leadership, intrinsic motivation, and effective 
job training were found to have a synergistic effect on employee performance. The multiple 
regression model demonstrated that when employees experienced transformational leadership 
and high levels of intrinsic motivation, the positive impact of job training on performance was 
even greater (β = 0.67, p < 0.01). 
 Correlation analysis showed strong positive correlations between transformational 
leadership and intrinsic motivation (r = 0.73, p < 0.01), and between intrinsic motivation and job 
training effectiveness (r = 0.68, p < 0.01). These findings suggest that leadership style and 
motivational factors interact to enhance the effectiveness of job training and overall employee 
performance. 
 The integration of leadership style, motivation, and job training highlights the complex 
interplay between these factors. Transformational leadership not only directly influences 
employee performance but also enhances motivation and the perceived effectiveness of job 
training. This aligns with the notion that effective leadership can create an environment where 
employees are more motivated and receptive to training, leading to improved performance. 
 The strong correlations between transformational leadership and intrinsic motivation, 
and between motivation and training effectiveness, underscore the importance of a holistic 
approach to employee development. By fostering transformational leadership, promoting 
intrinsic motivation, and ensuring effective training, The KRU can optimize employee 
performance and achieve better organizational outcomes. 
 The results of this study demonstrate that leadership style, motivation, and job training 
are critical factors influencing employee performance at The KRU. Transformational leadership 
has a significant positive impact on employee performance, with intrinsic motivation playing a 
crucial role in enhancing this effect. Effective job training further contributes to improved 
performance, particularly when combined with supportive leadership and high levels of intrinsic 
motivation. 
 The findings suggest that The KRU should focus on developing transformational 
leadership skills among its supervisors, enhancing intrinsic motivational factors, and 
continuously improving job training programs. By addressing these areas, the resort can optimize 
employee performance, improve service quality, and maintain its competitive edge in the 
hospitality industry. 
 
4. Conclusion 

This research provides valuable insights into the influence of leadership style, motivation, and 
job training on employee performance at The KRU. The study found that transformational 
leadership significantly enhances employee performance by fostering a motivating work 
environment and inspiring employees. Intrinsic motivation, characterized by personal growth 
and recognition, was identified as a crucial factor driving high performance. Effective job training 
also plays a significant role in improving employee performance, particularly when it is 
perceived as relevant and comprehensive. 
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 The research demonstrated that transformational leadership and intrinsic motivation 
positively impact employee performance, with job training further amplifying these effects. The 
findings suggest that the integration of these factors creates a synergistic effect, leading to higher 
employee performance and job satisfaction. Specifically, when employees experience 
transformational leadership and high levels of intrinsic motivation, the effectiveness of job 
training is enhanced, resulting in better overall performance. 
 Based on these findings, it is recommended that The KRU focus on cultivating 
transformational leadership skills among its supervisors, promoting intrinsic motivational 
factors, and continuously improving job training programs. By addressing these areas, the resort 
can optimize employee performance, improve service quality, and maintain a competitive edge 
in the hospitality industry. 
 While the research provides significant insights, several limitations and areas for 
improvement should be acknowledged: 

(1) Sample Size and Diversity: The study's sample size was limited to employees of The KRU. 
A larger and more diverse sample, including employees from different resorts or similar 
organizations, could provide a more comprehensive understanding of the factors affecting 
employee performance. Future research should consider expanding the sample size and 
including a broader range of participants to enhance the generalizability of the findings. 
(2) Self-Reported Data: The study relied on self-reported data from employees, which may 
introduce biases such as social desirability or self-reporting inaccuracies. Employees might 
overestimate their performance or the effectiveness of training programs to align with 
perceived expectations. Future research could incorporate objective performance metrics and 
feedback from supervisors to complement self-reported data and provide a more balanced 
view. 
(3) Cross-Sectional Design: The research employed a cross-sectional design, capturing data 
at a single point in time. This approach limits the ability to draw causal inferences about the 
relationships between leadership, motivation, training, and performance. Longitudinal 
studies could offer deeper insights by tracking changes over time and assessing the long-term 
effects of leadership and training interventions on employee performance. 
(4) Focus on Quantitative Data: While the quantitative approach provided valuable statistical 
insights, qualitative data could offer a richer understanding of the underlying reasons behind 
employee perceptions and experiences. Future research could incorporate qualitative 
methods such as interviews or focus groups to explore employees' perspectives in more 
depth and gain additional insights into the effectiveness of leadership, motivation, and 
training. 
(5) Generalizability: The findings may be specific to the context of The KRU and may not be 
directly applicable to other organizations or industries. Future studies should explore similar 
research questions in different settings to validate the findings and assess their applicability 
across various contexts. 
(6) Consideration of Other Variables: The research focused on leadership style, motivation, 
and job training, but other variables such as organizational culture, work environment, and 
employee well-being could also impact performance. Future research should consider these 
additional factors to provide a more holistic view of what influences employee performance. 

 In summary, while the research provides important insights into how leadership, 
motivation, and training affect employee performance, addressing the identified drawbacks and 
incorporating suggestions for improvement will enhance the robustness and applicability of 
future studies. By expanding the scope and methodology, researchers can contribute to a more 
comprehensive understanding of the factors that drive employee performance and satisfaction in 
various organizational settings. 
 
References 

 
Abbas, Q., & Yaqoob, S. (2009). Effect Of Leadership Development On Employee Performance In 
 Pakistan. Pakistan Economic and Social Review, 47(2), 269–292. http://www.jstor.org/stable/25825356. 

http://www.jstor.org/stable/25825356


Journal of Commerce Management and Tourism Studies, Vol. 3 No. 3 (December 2024), p. 221—230 
e-issn 2964-9927 DOI: https://doi.org/10.58881/jcmts.v3i2 
http://ympn.co.id/index.php/JCMTS 

 

 229 

Amalina, N., Salsabila, A. S., Solih, R., & Haryadi, D. (2024). The role of leadership style and 
 organizational culture on employee performance. International Journal of Applied 
 Finance and Business Studies, 11(4), 747–754. https://doi.org/10.35335/ijafibs.v11i4.216. 
Astuti, Widi. (2023). The Influence of Leadership and Training on Employee  Performance PT Prima 
 Karya Sejahtera. International Journal of Integrative  Sciences, 2(8), 1251–1262. 
 https://doi.org/10.55927/ijis.v2i8.5606 
Azizah, N. A., & Budiono, A. (2023). Analysis Of Performance Affected By Leadership, Training, 
 Motivation And Compensation: The Case Of Starbucks Coffee Indonesia Region 7. Jurnal 
 Ekonomi, 12(3), 607–613. Retrieved from 
 https://www.ejournal.seaninstitute.or.id/index.php/Ekonomi/article/view/2181. 
Bass, B. M. (1985). Leadership and Performance Beyond Expectations. Free Press. 
Biloa, X. S. (2023). The Impact of Leadership Style on Employee Job Performance. Open Journal of 
 Leadership, 12, 418-441. doi: 10.4236/ojl.2023.124020. 
Budiono, Aris. (2024). Organisational Commitment Influenced by Motivation and Training with  Job 
 Satisfaction and Performance as Mediator: Case Study at Starbucks Regional VII  Indonesia. 
 MAMEN: Jurnal Manajemen, 3(1), 16–32.  https://doi.org/10.55123/mamen.v3i1.2836 
Deci, E. L., & Ryan, R. M. (2000). The "What" and "Why" of Goal Pursuits: Human Needs and the Self-
 Determination of Behavior. Psychological Inquiry, 11(4), 227-268. 
Efendi, S., & Hardiyanto, E. H. (2021). Analysis of the Influence of Leadership Style, Work  Discipline, and 
 Work Environment on Employee Performance through Motivation as  Intervening Variables: 
 Study at PT Shopee International Indonesia. FOCUS, 2(1), 15–26. 
 https://doi.org/10.37010/fcs.v2i1.291. 
Efendi, S., & Nandarini, L. (2020). Analysis of the Influence of Leadership Style, Training, and 
 Physical Work Environment on Motivation and Impact on The Performance of National  Cyber 
and Crypto Agency Employees. FOCUS, 1(1), 12–20.  https://doi.org/10.37010/fcs.v1i1.269 
Ekadharma, Susila,B., & Ariantini, P. (2024). The Influence of Leadership and Training on Motivation and 
 Its Impact on Employee Performance at Riva Restaurant and Bar. Jurnal Manajemen Pelayanan 
 Hotel, 8(1), 353-385. doi:10.37484/080122. 
Eliyana, Anis; Ma’arif,  Sy; Muzakki, M. (2019). Job satisfaction and organizational commitment effect in the 
 transformational leadership towards employee performance, European  Research on 
 Management and Business Economics, Volume 25, Issue 3, Pages 144-150, 
Harijanti, P., Melinda, T., & Krisprimandoyo, D. A. (2021). The Effect of Leadership, Motivation,  and 
 Organizational Culture on the Performance of Employees of PT X. KnE Social  Sciences, 5(5), 
 655–662. https://doi.org/10.18502/kss.v5i5.8849. 
Herzberg, F. (1966). Work and the Nature of Man. World Publishing Company. 
Judge, T. A., & Piccolo, R. F. (2004). Transformational and Transactional Leadership: A Meta-
 Analytic Test of Their Relative Validity. Journal of Applied Psychology, 89(5), 755-768. 
Jumady, E., & Bungatang, B. (2023). Impact of Leadership Style, Motivation and Training on Employee 
 Performance. Advances: Jurnal Ekonomi & Bisnis, 1(2). https://doi.org/10.60079/ajeb.v1i2.69. 
Jumady, Edy & Bungatang, Bungatang. (2023). Impact of Leadership Style, Motivation and 
 Training on Employee Performance. Advances: Jurnal Ekonomi & Bisnis. 1. 
 10.60079/ajeb.v1i2.69. 
Noe, R. A. (2017). Employee Training and Development. McGraw-Hill Education. 
Nurodin, I., Alhidayatullah, A., & Sudarma, A. (2023). The Role of Leadership and Motivation in Improving 
 Employee Performance. Husnayain Business Review, 3(1), 43–49. 
 https://doi.org/10.54099/hbr.v3i1.539. 
Paais, M., & Pattiruhu, J. R. (2020). Effect of Motivation, Leadership, and Organizational  Culture on 
 Satisfaction and Employee Performance. The Journal of Asian Finance,  Economics and Business, 
 7(8), 577–588.  https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577. 
Panggabean, N. F., Fahri, T. S., Gunawan, W., & Hendry, H. (2021). The Influence of Leadership  Style, 
 Motivation and Discipline on Employee Performance at PT Sumo Internusa  Indonesia. 
 International Journal of Social Science and Business, 5(2), 284–290. 
 https://doi.org/10.23887/ijssb.v5i2.34929. 
Pratama, D. R., & Suryosukmono, G. (2024). The Influence of Motivation, Authentic Leadership,  and 
 Organizational Culture on Employee Performance in the South Bengkulu Health  Office. 
 SENTRALISASI, 13(2), 83–96. https://doi.org/10.33506/sl.v13i2.3195. 
Putri, D. K. A ., & Hartono, A. (2023). Training, leadership style, and work environment on 
 employee performance: The role of work motivation. Jurnal Fokus Manajemen Bisnis,  13(2), 
 197–214. https://doi.org/10.12928/fokus.v13i2.8889. 

https://doi.org/10.35335/ijafibs.v11i4.216
https://www.ejournal.seaninstitute.or.id/index.php/Ekonomi/article/view/2181
https://doi.org/10.55123/mamen.v3i1.2836
https://doi.org/10.37010/fcs.v2i1.291
https://doi.org/10.37010/fcs.v1i1.269
https://doi.org/10.18502/kss.v5i5.8849
https://doi.org/10.60079/ajeb.v1i2.69
https://doi.org/10.54099/hbr.v3i1.539
https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577
https://doi.org/10.23887/ijssb.v5i2.34929
https://doi.org/10.33506/sl.v13i2.3195
https://doi.org/10.12928/fokus.v13i2.8889


Journal of Commerce Management and Tourism Studies, Vol. 3 No. 3 (December 2024), p. 221—230 
e-issn 2964-9927 DOI: https://doi.org/10.58881/jcmts.v3i2 
http://ympn.co.id/index.php/JCMTS 

 

 230 

Rahmawan , Z., Destri, W., Parjiyati, Wulansari , R., Yuhara , R. T., & Muhamed, A. (2023). 
 Mapping Management of Innovation and Leadership in the Sustainability of an  Organization; 
 Bibliometric Analysis 2020-2022. International Journal Of  Economics  And 
 Management Review, 1(1), 9–16.  https://doi.org/10.58765/ijemr.v1i1.69. 
Salas, E., Tannenbaum, S. I., Kraiger, K., & Smith-Jentsch, K. A. (2012). The Science of Training and 
 Development in Organizations: What Matters in Practice. Psychological Science in the Public 
 Interest, 13(2), 74-101. 
Siagian, Mauli. (2018). "Effect of Leadership, Training, and Human Resources Competency to 
 Employee Performance Through Motivation as Intervening Variables." e-Jurnal  Apresiasi 
Ekonomi,  Vol. 6, No. 2, 2018, pp. 92-102, doi:10.31846/jae.v6i2.73. 
Simbolon, Andre & Robiansyah, Anton & Masakazu, Kadek & Suryani, Nining. (2020). The Analysis of 
 Leadership Style and Motivation Toward Performance of Employees. 10.2991/aebmr.k.200522.001. 
Utomo, P., & Devangga Putra Adhitya Pratama. (2024). The Impact Of Compensation, Leadership  And 
 Motivation As Mediation On Employee Performance: A Study Of Arthenis Travel 
 Corporation. Jurnal Ekonomi, 13(02), 1652–1666. Retrieved from 
 https://ejournal.seaninstitute.or.id/index.php/Ekonomi/article/view/4779. 
Wahyudi, L., Panjaitan, H. P., & Junaedi, A. T. (2023). Leadership Style, Motivation, and Work 
 Environment on Job Satisfaction and Employee Performance at the Environment and 
 Hygiene Department of Pekanbaru City. Journal of Applied Business and Technology,  4(1), 
 55-66. https://doi.org/10.35145/jabt.v4i1.119. 

 

https://doi.org/10.58765/ijemr.v1i1.69
https://ejournal.seaninstitute.or.id/index.php/Ekonomi/article/view/4779
https://doi.org/10.35145/jabt.v4i1.119

	Politeknik Negeri Manado, Indonesia3

