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ABSTRACT

This research aimed to know the effect of transformational leadership, communication and workload on employee performance
of sales and marketing department at PT. Teguh Murni Perdana. Object of this research was PT. Teguh Murni Perdana’s
employees for sales and marketing department. It was conducted to 36 respondents by using quantitative descriptive approach.
Statistical analysis in multiple linear regression tests was employed as data analysis technique. Finding of this research
exemplified that transformational leadership, communication, and workload simultaneously had effect on employee performance
of sales and marketing department at PT. Teguh Murni Perdana. They were respectively confirmed by the result of simultaneous
test (F test) approximately 14.139 (sig. = 0.000 significant). Transformational leadership and communication partially had
positive and significant effect on employee performance, while workload had not effect on employee performance and those were
strengthened by the result of partial test (T test) as well. This was shown from the statistics, describing the magnitude of the
estimated coefficient for tranformational leadership variables on employee performance approximately 2.212 (sig. = 0.034
significant) and approximately 2.574 (sig. = 0.015 significant) for communication on employee performance. Whereas, the
magnitude of estimated coefficient for workload on employee performance approximately 0.321 (sig. = 0.750 not significant).
Therefore, the result of this research indicated that transformational leadership, communication and workload simulataneously
had effect on employee performance of sales and marketing department at PT. Teguh Murni Perdana.

Keywords: Transformational leadership, communication, workload, employee performance,

BACKGROUND

Human resource is primary source in a company. Human resource management is one of the general management which
comprises of planning, organizing, practicing, and handling of human resource done in the company. To ensure those are done
well then a company has to have high quality human resource. Each of human resource in a company is expected to have more
contribution and seize maximal target. The targeted achievement is being parameter for both high quality and quantity have been
achieved by employees in doing their jobs as charged and timetable have been stipulated. When employees have low
performance then they will predispose of product has been done. Consequently, they hamper company’s goals performance.

According to Kurniasih and Heliantono (2016), performance denotes an output or work result of an activity or program has been
planned in advance to attain goals and objectives have been stipulated by an organization and it is practiced for particular term
and affected by some factors. Employee performance is one of the main factors predisposing company growth. The higher or
better of employee performance then company’s goals are getting easier to seize them. In contrast, the lower or worse of
employee performance then company’s goals are getting difficult to seize them and out of company’s intention.

In addition, performance is inseparable factor in a company. Company’s endorsements are from a leader, shared motivation as
booster for employee, work discipline practiced, and equipped work facilities accessible to get to goal concerning to employee
performance (Saputra dan Wibowo, 2017).

Nugroho’s (2015) study exposed that factors predisposing performance were leadership, communication, and supervision.
Further, the study appointed that leadership and communication had positive and significant effect on employee performance. It
means that leadership and communication role may refine employee performance, and vice versa. Meanwhile, supervision had
positive and insignificant effect on employee performance. This means that the better supervision then it had low effect on
employee performance improvement.

Manurung and Soelton (2016) conducted study concerning to communication, leadership, and work motivation on employee
performance and they declared that leadership and communication had positive and significant effect employee performance. It
signified that the better relationship between a leader and followers then employee performance is geeting paramount.
Additionally, Soelton and Fazriyanti (2016), in their study reported that transformational leadership had positive and significant
effect on employee performance. Another study has been conducted by Ramli and Soelton (2018) figured out that
transformational leadership and motivation had positive effect on performance. On the other hand, Sitepu’s (2013) study
announced that workload had not effect on employee performance. However, motivation had positive and significant effect on
performance.
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Astianto and Suprihhadi (2014) revealed that performance was affected by work stress and workload. Meanwhile, Amir et al.
(2016) proposed that workload had positive and significant effect on employee performance. Soelton’s et al. (2018) findings
implied that workload and work stress had negative effect on employee performance. In different study, Soelton and Fazriyanti
(2016) exemplified that transformational leadership, communication, and employee creativity had positive and employee
performance.

This research focused on sales and marketing employees of PT. Teguh Murni Perdana due to selling products. Employee
performance in marketing and selling is highly predisposing the company’s income. The high sale will extend company’s profit.
In contrast, if low sale then company’s income will be deficit. When the sale is on target has been stipulated then it can be stated
that employee performance is good. Otherwise, if the sale is out of the target has been determined then it can be stated that
employee performance is out of company’s expectation.

PT. Teguh Murni Perdana had optimal sale target, was 100% and it was in line with target has been prescribed. However,
company dispensate to employees who sale products, at least the sale has to be on 85% of the optimal target. Based on the data
have been collected indicating that sale entirely (2016) was 92,57% which meant that has already satisfied sale target, more than
85%. Subsequently, employees’ performance has been done well and followed company’s goals.

Meanwhile, entire sale in the next year (January to December 2017) was 84,22% which meant that the sale number was degraded
of the preliminary year, 8,35% in range. It was being issue on sale and marketing department employees’ performance at PT.
Teguh Murni. Based on the description and facts, then the researcher did pre survey by distributing questionnaire in term of
factors predisposing employees’ performance, particularly in sale and marketing department of PT. Teguh Murni Perdana. The
result indicated that 15 employees were low due to transformational leadership, communication, and workload on employee
performance at PT. Teguh Murni Perdana.

Robbins and Judge (2015) proposed that transformational leaders inspire their followers to keep away self interested instead of
organizational profit. The transformational leaderships have extraordinary effect to their followers. They are effective since more
creative. Moreover, they motivate their followers to be creative as well. The other found was a leader less directed operational
standard system to their followers to have good performance and in target as prescribed. Leaders were less stimulated followers
to equip theirselves by knowledge in elevating competence.

Another indication was inaffective communication. Employees made mistakes in sharing and collecting information both
internal and external. It should be running well between leader and followers to monitor of what they have been done. Then, a
laeder has to review of followers’ difficulty found in working, resolve it and give them turn to discuss and mutual understanding.
It might be done routine through briefing/morning call, or every time a leader gave turn to followers consulting and discussing
their problems. Opened communication was expected by respondent through mutual understanding to each other other, and
suggestion and critic acceptance to create harmonious relationship (Susanto and Anisah, 2013). The other one was capacity
which was not equal to responsibility assigned to employees. Workload is work number has to be done by a unit or department
of organization and being the result of multiple number between work volume and operational standard time. Company’s
workload should fit to employees’ capacity where number of work sssigned has to conforming with time needed for processing
it. If it is not, then employees will find difficulty to get optimal performance.

LITERATURE REVIEW

Human Resource Management

Human resource management has been defined by some experts and they are respectively will be enumerated here. First,
Mangkunegara (2009) elaborated that human resource management is planning, organizing, implementing, and controlling on
procurement, development, dispensation, integration, maintenance, and manpower positioning to seize organization goal.
Second, Hasibuan (2012) proposed that management denotes science and art to organize relationship and employee’s role to be
effective and efficient contributing to catch company’s, individual’s, employee’s and community’s goal.

Third, Dessler (2011) figured out that human resource management as policy and practice to determine human being or
employee aspect in management position that encompass of recruiting, selecting, training, rewarding, and assessing. The last
one, Handoko (2012), stated that human resource management is withdraw, selction, development, maintenance, and human
employee use to get to individual or organizational goals. Based on those definitions have been posed by the experts, it could be
deduced that human resource management is planning, organizing, directing, and supervising of employees in organization.

Transformational Leadership

A leader and leadership are inseparable, yet they can be studied separately and should be probed integratedly. A laeder has to
have leadership spirit and it could not get instantly and soon. However, it is a process which built up from time to time then it
crystallize in one characteristic (Fahmi, 2016). Yukl (2015) defined leadership as process predisposing other people to
understand and agree with of what needed in working and how to complete it, and facilitate individual and collective attempts to
seize collective goal. On the other hand, transformational leadership denotes leaders make followers more aware to work value
and necessity and lead them to prioritize organizational goal.

Robbins and Judge (2015) stated that leader is process predisposing a group to get to vision or goal has been prescribed.
Meawhile, transformational leadership inspires followers to overcome their own interested instead of organizational one. S/he
may have great contribution for their followers. S/he is more effective due to creative and encourages his/her followers to be
creative as well.
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Communication

Communication has important role in a company, mainly to make it effective and efficient. According to Sopiah (2008),
communication is information exchange from sender to receiver either orally, written, or by communication tool. In addition,
Robbins and Judge (2015) uttered that communication is a meaning transference and understanding process. Good
communication transfers a thought then receiver may understand it as equal mental highlight as what sender means.
Organizational communication is absolutely occurred in an organization as information exchange or broadcast which is pobed in
communication study. The ultimate goal of the activity is allowing mutual understanding among elements in an organization
(Wayne, 2001).

Workload

Workload is one of the aspects should be considered by each company since it provokes employee performance lifts up. It
comes because of any interaction among employees and work assigned to them. It is average frequency of each activity in
particular term regarding to both physical and mental (Idris, 2010).

Performance

According to Anshari et al. (2014), performance is work output or outcome of an activity or program has been planned in
advance and it has objective to seize goal and the objectives have been stipulated by organization. It practices in particular term
which is affected by some factors. Hasibuan (2012) proposed that performance is work output has been done by somebody as
assigned through his/her skill, effort, and opportunity.

Furthermore, Mangkunegara (2009) asserted that performance is work outcome has been done by somebody either in quality or
quantity in accomplishing his/her job as assigned. Based on the description, it might be concluded that performance is a work
output of what have been done by somebody as her/his responsibity and assigned through skill, experience, and solemnly and
depending on time, standard, and criteria has been arranged in advance.

Theoretical Perspective and Hypothesis Development

The Effect of Transformational Leadership on Employee Performance

Robbins and Judge (2015) proposed that the transformational leaders inspire their followers to prioritize organizational goals
instead of theirs. They may great effect to their followers and they are more effective due to they are creative. Moreover,
transformational leaders drive their followers to be creative as well.

The study has been conducted by Italiani (2013) announced that transformational leader had positive and significant effect on
employee performance. It signified that the better transformational leader in an organization then it mounts up employee
performance. Based on the description, it might be formulated hypothesis as follow:

H1: Transformational Leadership had significant effect on Employee Performance.

The Effect of Communication on Employee Performance

Robbins and Judge (2015) defined communiation as exchanging process and understanding a meaning. A good communication
transfers a thought and then participant or receiver understandable in equally mental highlight as meant by sender or
communicator.

Susanto and Anisah (2013) had study concerning to the effect of communication on employee performance and they found out
that communication had positive and significant effect on employee performance. Based on the description, it might be
formulated hypothesis as follow:

H2: Communication had significant effect on Employee Performance.

The Effect of Workload on Employee Performance

Workload denotes a batch of activity has to be completed by unit, department, or stakeholder in particular term (Amir et al.,
2016). According to Sitepu (2013), if employee’s capacity is higher than workload then it provokes boredness. In opposite, if
employee’s capacity is lower than workload then it engenders the higher tiredness. Based on the description, it might be
formulated hypothesis as follow:

H3: Workload had significant effect on Employee Performance.
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Figure 1: Research Framework

METHODOLOGY

Measurement Scale

Measurement method used in this research was likert scale and it worked to quantify somebody’s or group’s attitude, opinion,
and perception of social phenomena (Sugiyono,2014).

Population and Sample

According to Sugiyono (2013), population is generalization area consisted of object or subject has particular quality and
characteristic are defined by researcher to be analysed and then deduced it. Population of this research was 36 employees of sales
and marketing department at PT. Teguh Murni Perdana. Further, Sugiyono (2014) expounded that sample is part of number and
characteristic owned by population.

Due to population at PT. Teguh Murni Perdana was 36 employees only, then the researcher decided to employ whole of as
sample of this research. Meanwhile, the data used was primary. Primary data was obtained, observed, and noted directly by
researcher at the company as object of this research. Then, data was collected by questionnaire from employees of sales and
marketing department at PT. Teguh Murni Perdana.

RESULT AND DISCUSSION
Classical Assumption Test
The Result of Normality Test
One-Sample Kolmogorov-Smirnov Test

Unstandardized
Residual
N 36
Normal Parameters™® Mean .0000000
Std. Deviation 2.74926852
Most Extreme Absolute .085
Differences Positive .085
Negative -.065
Test Statistic .085
Asymp. Sig. (2-tailed) 2004

a. Test distribution is Normal.
b. Calculated from data.
c. Lilliefors Significance Correction.
d. This is a lower bound of the true significance.
Source: The Result of SPSS 23 Data Processing

Based on the test result by K-S method, it might be obtained Asymp sig Unstandardized Residual Regresi value was 0,200 and it
was more than 0,05. Consequently, it might be stated that residual of this research satisfied assumption data and it had normal
distribution.

The Result of Multicolinearity Test

Referring to the result of SPSS 23 processing that multicolinearity test of the three independent variables indicated respectively
tolerance value for transformational leadership was 0,700, communication was 0,362, and workload was 0,363. Those were more
than 0,10 and VIF value for each variables, transformational leadership was 1,429, communication was 2,765 , and workload
was 2,751 and they were less than 10. Subsequently, it might be inferred that no multicolinearity among independent variables of
the regression model.
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The Result of Heteroscedasticity

Heteroscedasticity test meant to appraise whether in regression model had inequality variance of one observation residual to
another one. If residual variance of one observation to another one was static then it was called homoscedasticity and if it was
difference called heteroscedasticity. Good regression model was homoscedasticity and it had not heteroscedasticity.

Scatterplot

Dependent Variable: Kinerja

Regression Studentized Residual
o
i
0
0

Ry 3 o 1 3 3 3
gressi i i Value

The Result of Heteroscedasticity Test

From the result of the SPSS 23 data processing, it might be discerned that dots spread randomly both above and below zero.
They did not form particular pattern, as the consequence this regression test had not heteroscedasticity interference.

The Result of Multiple Linear Regression Analysis Test
Multiple linear regression analysis tests employed to analyze variables predisposing independent variables on dependent
variable.

Based on the the result of data processing, it might be formulated multiple linear regression equation for independent variables
(transformational leadership, communication, and workload) on dependent variable (employee performance) as follows:
Y=a+b1 X1+b2X2+b3X3e

Y =0,144 +0,458X, + 0,442 X, + 0,064 X; +e

Where:

Y = Employee Performance

a = Constanta

X, = Transformational Leadership
X, =Communication

X3 = Workload

e = Error

From the equation, it might be drawn conclusion as follows:

1. Constanta was 0.144 and it was intersection of regression line to Y axis. Additionally, it indicated that employees’
performance of sales and marketing department at PT. Teguh Murni Perdana when independent variables, transformational
leadership (X1), communication (X2), and workload (X3) was zero (0).

2. Transformational leadership (X1) had positive regression coefficient which meant it increased in unit then employees’
performance of sales and marketing at PT. Teguh Murni Perdana were going to increase as regression coefficient value,
0,458 by assumption the others independent variables were static.

3. Communication (X2) had positive regression coefficient which meant it increased in unit then employees’ performance of
sales and marketing at PT. Teguh Murni Perdana were going to increase as regression coefficient value, 0,442 by assumption
the others independent variables were static.

4. Workload (X3) had positive regression coefficient which meant it increased in unit then employees’ performance of sales and
marketing at PT. Teguh Murni Perdana were going to increase as regression coefficient value, 0,064 by assumption the
others independent variables were static.

The Hypothesis Result
This determination coefficient used to identify how high independent variables had effect on its dependent variable. The
determination coefficient value employed was adjusted R square.

The Result of Determination Coefficient Test (R?)

Model Summary”

Adjusted R Std. Error of
Model R R Square Square the Estimate
! 755 570 530 2.875

a. Predictors: (Constant), Workload, Transformational Leadership,
Communication
b. Dependent Variable: Performance

Source: The Result of SPSS 23 Data Processing
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Based on the table, it could be recognized the result of determination coefficient (adjusted Rz) was 0,530. It meant 53,0% of
employee performance might be elaborated by transformational leadership, communication, and workload. Meanwhile, the rest,
47,0 % might be described by other variables outside of this research model.

The Result of Fit Model Test

Simulataneous significance or f test conducted to know whether the result of regression analysis was significance or not. The
significance committed was 0,05. If probability or significance was more than 0,05, then Ho was accepted or Ha was rejected. In
contrast, if probability or significance was less than 0,05, then Ho rejected was or Ha was accepted.

Referring to the Table 4.18, it might be acknowledged that f count value was 14,139 > 2,90 or f count value was higher than f
table and significance value was 0,000 or less than 0,05 . In consequence, Ho was rejected and Ha was accepted, then it could be
stated that transformational leadership, communication, and workload simultaneously had significant effect on employee
performance.

The Result of Partial Significance Test (T Test)

Model Unstandard Standardized
ized Coefficients t Sig.
Coefficie
B Std. Error
Beta
Contant 144 | 3411 042 947
Transformational
ILeadership 458 .207 .306 2212 | .034
communication
Workload 449 179 AQA 2 574 01s
NAA 109 NAD 291 T80
a. The Hypothesis Test of the Effect of Transformational Leadership on Employee Performance

Based on the table, it might be discerned t count value of transformational leadership (X;) was 2,212 and it was more
than t table value, 2,035. The significance value of transformational leadership was 0,034 or less than 0,05, as the result
Ho was rejected and Ha was accepted. Therefore, it might be declared that transformational leadership partially had
positive and significant effect on employee performance.

b. The Hypothesis Test of the Effect of Communication on Employee Performance
From the table, it might be discerned t count value of communication (X;) was 2,574 and it was more than t table
value, 2,035. The significance value of communication was 0,015 or less than 0,05, as the consequence Ho was
rejected and Ha was accepted. Hence, it might be asseterd that communication partially had positive and significant
effect on employee performance.

C. The Hypothesis Test of the Effect of Workload on Employee Performance
Regarding to the table, it might be discerned t count value of workload (X3) was 0,321 and it was more than t table
value, 2,035. The significance value of workload was 0,750 or less than 0,05, consequently, Ho was accepted and Ha
was rejected. Therefore, it might be stated that workload partially had not effect on employee performance.

Discussion and Implication

Based on the result of first hypothesis test, it exemplified that transformational leadership had positive and significant effect on
employee performance. This result was confirmed by Soelton and Fazriyanti’s (2016) study who declared that transformational
leadership had positive effect on employee performance. Moreover, transformational leadership in this research had significance
degree 0,034 where this value was lower than significance degree 0,05. The hypothesis accepted Hal, as the consequence it
might be inferred that transformational leadership (X1) had significant effect on employees’ performance of sales and marketing
department at PT. Teguh Murni Perdana.

On the other hand, communication had positive and significant effect on employee performance. The result was affirmed by
Susanto and Anisah’s (2013) finding who proposed that communication had positive effect on employee performance.
Addionally, communication in this research had significance degree 0,015 where this value was lower than significance degree
0,05. The hypothesis accepted Ha2, subsequently it might be deduced that communication (X2) had significant effect on sales
and marketing department employees’ performance at PT. Teguh Murni Perdana.

Furthermore, the third hypothesis signified that workload had not effect on employee performance. The result was in line with
Sitepu’s (2013) study who indicated that workload had not effect on employee performance. The hypothesis of this research was
opposite with Soelton’s et al. (2018) study which appointed that workload had negative effect on employee performance. In this
case, workload had significance degree 0,750 where the value was higher than significance degree 0,05. The HO was accepted
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then it might be drawn conclusion that workload (X3) had not effect on employees’ performance of sales and marketing
department at PT. Teguh Murni Perdana. It meant that the assigned workload number had not effect on employees due to
whatever the assigned work did not predispose their performance to be better or being not optimal.

Limitation and Future Research

Based on the result and discussion have been elucidated, it might be concluded that Transformational Leadership and
Communication had positive and significant effect on Employees’ Performace of sales and marketing department at Karyawan
PT. Teguh Murni Perdana. On the other hand, Workload had not effect on Employees’ Performace of sales and marketing at
Karyawan PT. Teguh Murni Perdana.

Considering to the result and discussion, it might be suggested to the company for some points. First of all, based on the the
result of respondent description and response it might be discerned the average respondents responded to transformational
leadership indicators were “Disagree” on statement of “Leader is able to prompt high employees’ consciousness to work.”
Therefore, suggestion might be delivered was s/he had to boost up employees’ motivation to work out, as the result they did not
escape from extra work and more responsible to accomplish it. Second, the lowest respondents responded to communication
indicators were “Disagree” on statement of “Employees always expose the occurred issues.” Hence, the suggestion might be
consideration was stakeholder should give opportunity to employees having communication and sharing information regarding to
problem they had. As the consequence, communication relationship for vertical, horizontal, or lateral communication would be
better and preety smooth then engendering work simplification and employees’ performance were paramount. Another average
of the lowest respondents’ rensponded to workload indicators were “Disagree” on statement of “High workload drives
employees to be motivated doing works.” Result of the research exemplified that workload had not effect on employee
performance, yet too high workload would be bad for employees’ performance. Therefore, company was expected to assign
proper and fit workload as employee’s capacity.

Finally, regarding to this research had any shortcomings then it might be suggested to the next researcher (s) who would
scrutinize variables in this research, were transformational leadership, communication, workload and employee performance to
enlarge and extend them with other variables such as work environment, compensation, and job satisfaction. Consequently, it
was being one of the references to scrutinize variables have not done yet and s/he may employe another research object through
number of respondents with different research object.
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