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INTRODUCTION

The development of business in the technology industry is currently
growing and changing very rapidly. Along with the times, human resources
become a valuable asset and must always be maintained because it will allow the
company to achieve its goals. In order to run a business, an employee must have
the skills and talents needed to support the implementation of tasks and
obligations. Human resources can efficiently carry out various tasks and
responsibilities if they have the necessary competencies. Both employee
performance evaluations and business income can experience a decline in
employee performance (Wibowo, 2022).

Human resource management is very important for a business or
organization because it organizes, manages, and maximizes human potential so
that they can contribute effectively to achieving company goals. Working
conditions and hours have changed significantly for employees using the (WFH)
scheme. A number of workers expressed dissatisfaction with the Work From
Work (WFO) arrangement when they returned to the workplace in the new
normal situation, citing reduced productivity and irregular working hours.
According to research conducted by Hartono & Rahadi, (2021) employee work
habits during the pandemic experienced a significant decline.

Crosbie and Moore, (2022) stated that working from home (WFH) is a
flexible working hour initiative that provides various options for employees, but
needs to be supported by guidelines and policies to benefit employees and the
company. PT Saku Pos Indonesia has implemented the WFH work method since
the pandemic, where employees carry out their duties from their respective
homes. This change requires employees to adapt, including in the use of
information technology for work supervision, such as computer-based remote
audits. Employee attendance is recorded by utilizing information technology
according to their respective locations. PT Saku Pos Indonesia is a business
engaged in the field of software houses or IT software industry. The following
table of working days and average employee attendance per month in 2020, 2021,
2022, 2023 is as follows:

Table 1. Employee Working Days Per Month in 2020, 2021, 2022, 2023

Number of Employee Working Days
No| Month 2020 2021 2022 2023
Employee Wzgl;;ng Employee Wtz;l;;ng Employee Wc&;l;;ng Employee Wc()j;l;;ng

1 [Januari 110 21 104 20 108 21 110 21
2 |Februari 110 20 108 19 108 18 104 20
3 |Maret 109 21 108 21 102 22 104 21
4 |April 107 21 105 21 102 19 104 14
5 [Mei 109 14 105 14 103 15 98 21
6 [Juni 101 21 98 21 103 21 98 17
7 Juli 101 22 98 21 103 21 102 20
8 [Agustus 101 18 102 20 105 22 102 22
9 [September 101 22 102 22 108 22 105 20
10 [Oktober 105 19 104 20 108 21 105 22
11 |November 105 21 104 22 108 22 107 22
12 |Desember 104 20 108 22 110 21 107 19
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Table 2. Average Attendance and Percentage of Attendance Per Month in 2020,

2021, 2022, 2023
Awerage Presentation
2020 2021 2022 2023 2020 2021 2022 2023
Present pr’e\l::nt Present pr’e\l::nt Present pr’e\l:etnt Present pr’e\l:etnt Present pr’e\lsoetnt Present pr’e\l::nt Present pr’e\lsoetnt HaPresentdir pr?s?(:nt
103 7 98 6 98 10 102 8 93,64% | 6,36% | 94,23% | 577% |90,74% | 9,26% 92,73% 721%
100 10 93 15 99 9 96 8 90,91% | 9,09% | 86,11% | 13,89% | 91,67% | 833% 92,31% 7,69%
98 11 98 10 101 1 97 7 89,91% | 10,09% [ 90,74% | 9,26% | 99,02% | 0,98% 93,27% 6,73%
92 15 97 8 99 3 102 2 85,98% | 14,02% | 92,38% | 7,62% | 97,06% | 2,94% 98,08% 1,92%
102 7 101 4 91 12 94 4 93,58% | 6,42% | 96,19% | 3,81% | 88,35% | 11,65% 95,92% 4,08%
98 3 92 6 95 8 97 1 97,03% | 297% | 9388% | 6,12% |9223% | 7,77% 98,98% 1,02%
97 4 97 1 101 2 99 3 96,04% | 3,96% [ 9898% | 1,02% |98,06% | 194% 97,06% 2,94%
99 2 99 3 98 7 96 6 98,02% | 1,98% [ 97,06% | 2,94% |9333% | 6,6/% 94,12% 5,88%
94 7 92 10 90 18 102 3 93,07% | 6,93% [ 90,20% | 9,80% | 8333% | 16,67% 97,14% 2,86%
96 9 103 1 92 16 98 7 91,43% | 857% | 99,04% | 0,96% | 8519% | 14,81% 93,33% 6,67%
101 4 102 2 97 1 96 11 ]96,19% | 3,81% | 98,08% | 192% |89,81% | 10,19% 89,72% 10,28%
93 11 93 15 95 15 95 12 | 89,42% | 10,58% | 86,11% | 13,89% | 86,36% | 13,64% 88,79% 11,21%

Table 1 and Table 2 illustrate the percentage of employee attendance at PT.
Saku Pos Indonesia, from the table above shows a comparison of employee
attendance during the pandemic (2020, 2021) and after the pandemic (2022, 2023)
experienced inconsistent increases and decreases. However, in 2023 the
percentage of employee attendance increased compared to the previous year.
Changes in work methods during the pandemic, namely the implementation of
WFH, allow employees to continue to carry out attendance from anywhere with
the fingerprint application facility that has been installed on mobile phones or
personal computers that can be accessed as needed. According to information
from the Central Statistics Agency, the Covid-19 pandemic has caused a
significant decline in economic growth.

One way companies overcome the economic problems that occur is by
investing in information technology at the expense of their own employees. As a
result of a significant decrease in the number of employees compared to before
the pandemic, PT Saku Pos Indonesia employees almost reached 180 employees,
in the last 2 years PT Saku Pos Indonesia employees have an average of 107
employees. As a result, there are a number of tasks and responsibilities to
customers to meet the company's demands given to other employees in order to
meet customer needs, thus increasing the workload assigned to employees. The
following is data on the average working hours of PT Saku Pos Indonesia
employees during 2022 and 2023.

Table 3. Data on Increase in Employee Working Hours in 2022-2023

2022 2023
Average Average AR Average Average AVEEGE
No Month Number Number of | Average Excesgs Number Number of Average Excesgs
of Employees | Working Workin of Employees Working Workin
Overtime Working Hours 91 overtime Working Hours 9
. hours . hours
Days Overtime Days Overtime
1 Januari 14 65 11,12 3,34 16 67 11,20 3,20
2 Februari 13 65 11,36 3,56 15 60 11,44 3,44
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2022 2023
Average Average Average Average
No Month Number Number of | Average AEVfg:s%e Number Number of Average AI\EVXeg;%e
of Employees | Working - of Employees Working -
. ! Working - : Working
Overtime Working Hours hours Overtime Working Hours hours
Days Overtime Days Overtime
3 Maret 14 64 10,56 2,78 16 71 11,60 3,60
4 April 14 63 11,2 33 11 62 11,36 3,36
5 Mei 9 64 10,48 2,51 16 68 11,28 3,28
6 Juni 14 60 11,52 3,34 13 55 10,96 3,76
7 Juli 15 60 11,36 3,21 15 59 11,12 3,12
8 Agustus 12 60 11,2 3,19 17 61 11,36 3,36
9 September 15 60 11,36 3,31 15 61 11,76 3,76
10 Oktober 13 62 11,2 3,24 17 63 11,52 3,52
11 November 14 62 11,44 3,49 17 61 11,44 3,44
12 Desember 13 61 10,88 2,98 14 68 11,84 3,84

The data in Table 3 is very important to assess the level of excess working
hours (overtime) carried out by employees, as well as an indicator of the
workload they bear. The more often employees work overtime, the greater the
amount of work they do. Based on the data displayed, the duration of employee
work exceeds the set time limit, which is an average of 8 hours per day. The
period with the largest number of employees experiencing overtime occurred in
January, March, May, and December 2023. The highest average additional
working hours (overtime) reached around 3-4 hours in one month. This is
because customers request system changes that must be in accordance with the
current conditions, resulting in excess capacity and also demands from superiors
who must complete on time and become a cause of work stress. Companies with
excessive workloads must be aware of various elements, such as motivation, type
of work, and work environment, that can affect employee performance.
Employers often encourage staff to work at the highest level in order to meet
predetermined goals. According to Ameilia and Marlianingrum, (2022)
employees often have to work overtime due to work pressure caused by very
heavy workloads.

Workload can cause managers to over-task employees and create a less-
than-ideal work environment. For example, in the manufacturing and service
industries, employees often experience negative impacts from work overload on
physical and mental well-being (Kimura, 2018). Workers are expected to meet
performance standards and deadlines set by the company. Employees often deal
directly with clients, especially in service-oriented businesses, which can cause
emotional stress beyond their capabilities and result in burnout and poor
performance (Chandra, 2017). If employees are unable to cope with these
demands, they can become bored or even experience more severe burnout due
to work overload.

In order to remain competitive and survive in the face of rapid external
changes, a leader always strives to improve organizational efficiency. In
achieving this, leadership is needed that is able to guide the organization towards
goals that are well achieved. According to Dinibutun, (2020) the ability to
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influence people or groups to achieve goals is known as leadership, and in
today's dynamic corporate environment, the task of fulfilling the vision and
mission is inevitable. According to Ameilia and Marlianingrum, (2022) the secret
to the success of an organization or company is its leadership, which can
encourage members to achieve the organization's vision and mission and offer
answers to subordinates' concerns regarding work-related issues. According to
Bass, (2020) transactional leadership involves a dynamic exchange between
leaders and followers, where leaders set goals, monitor progress, and determine
the rewards or awards that will be given to followers when goals are achieved.
Therefore, one method of assessing employees' performance is to
understand their needs and expectations. Changes in work practices necessitate
motivation as a crucial bridge for people to complete their tasks. Motivation
refers to an individual's internal or external drive to participate in activities or
take action in order to accomplish specific goals. Muslih, (2020) asserts that
motivation in all its manifestations will increase an individual's level of activity,
enthusiasm, and vitality, hence facilitating the accomplishment of their
objectives. Strong motivation is a necessary supporting factor for everyone and
can motivate someone to take positive action. Frederick Herzberg's theory states
that people are motivated to work by two different kinds of forces: intrinsic (also
called motivational factors) and extrinsic (sometimes called hygienic factors).
Intrinsic motivation, which is seen to be the best kind of motivation, is essential.

LITERATURE REVIEW
The Grand Theory

Job Performance Theory is the grand theory employed in this
investigation. Colquit et al, (2009) state that "the value of a number of employee
actions that contribute, either favorably or negatively, to the fulfillment of
organizational goals" can be regarded as job performance. Wiratama & Sintaasih,
(2013) individuals who work well tend to have high performance and produce
quality output. This theory emphasizes that the core of performance is a
collection of employee behaviors that support the achievement of organizational
goals.

Employee performance

Sinambela, (2021) performance can be understood as an individual's ability
to apply certain skills. Performance is a crucial aspect because it can indicate the
extent to which a person is able to carry out the tasks that have been given. In the
context of an organization, employee performance plays an important role in
achieving organizational goals. Performance is the overall result of a person
during a certain period in carrying out tasks according to the work result
standards that have been set and agreed upon. According to Yulianto & Saadah,
(2020) there are five indicators used to measure an employee's performance, these
indicators include quality, quantity, timeliness, effectiveness, and independence.
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Method of Work

A work method is a systematic and structured approach or steps to achieve
certain goals. In the world of work, effective and efficient working methods are
important to increase productivity and quality of work results. According to
Gilbert, (2011) stated that a work method is a series of steps carried out
sequentially to achieve certain goals in a job or project. According to Nurhayati
(2020) indicators of work methods are target achievement, work time, error rate,
and accident rate.

Work Overload

Workload according to Rindorindo et al., (2019) that workload is a
condition of work that is a task that must be completed within a certain time limit.
Increasing the workload has a negative impact, namely it can cause physical and
mental fatigue and emotions that are not in accordance with expectations (Irawati
& Carollina, 2017). Therefore, when employees feel that the amount of work is
not comparable to the number of employees, it can cause work stress and affect
employee performance. According to Tahir et al., (2019) there are several
indicators used to determine how much workload employees have to complete,
namely Task Repetition, Task Excess, Physical or Mental Load, Work at Odd
times.

Transactional Leadership

Wibowo, (2022) transactional leadership is a leadership style that supports
organizations in achieving current goals in a more efficient manner. This
approach is carried out by linking job satisfaction with the reward system and
ensuring that workers have the resources needed to complete their tasks. This
leadership style emphasizes giving rewards to subordinates, supervising their
work, and directing them to achieve predetermined goals, in order to clarify roles
and task demands Garnasih, (2018). Transactional leadership aims to achieve
goals by giving rewards and directing and controlling subordinates to work
effectively and efficiently. In this study, transactional leadership indicators were
adapted from Awan, (2014) Contingent Reward, Active management by
exception, and passive management by exception.

Work motivation

Siswanto, (2019) work motivation is an internal drive related to efforts to
achieve desired goals. Employees who have high work motivation can make a
significant contribution to their performance results. Strong work motivation is
needed to overcome problems that can reduce performance. Motivation
functions as a driver for employees to work enthusiastically, so that company
goals can be achieved properly. Inability to complete work on time can lead to
decreased efficiency. Hasibuan, (2019) there are 5 indicators of motivation,
namely: Physical Needs, Needs for Safety, Social Needs, Needs for Appreciation,
and Needs for Self-Realization. The company's efforts to improve the quality of
work life.
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METHODOLOGY

In testing the relationship between current variables and assessing the
impact of one variable on another variable, a causal research design is used in
this study. Sugiyono, (2019) Therefore, the purpose of this study is to determine
the causal relationship between the dependent variable, namely employee
performance, with the independent variables, namely work techniques,
workload, and transactional leadership, with motivation as an intervening
variable.

All 107 employees of PT Sakupos Indonesia are the population studied. In
order for the population to function as a whole as a sample as well as a source of
information, each member of the population is used as a sample in this study,
which uses a saturated sampling technique. The result is that 107 employees act
as samples or research respondents.

In this study, the data were analyzed using partial least squares and
mediation (intervening) using the Structural Equation Modeling (SEM) method
to produce a path diagram (path analysis). SEM-PLS analysis usually consists of
two submodels: a measurement model often referred to as an outer model, and a
structural model commonly referred to as an inner model.

RESEARCH RESULT
Outer Model
Convergent Validity

Validity testing is the initial step in this study. If a person's loading value
(4) on the measured latent variable is > 0.7, then the reflexive measurement is
considered valid. An indicator should be removed if its loading value (1) is less
than 0.7, because this indicates that the indicator is not sufficient to measure the
underlying variable accurately. The figure below shows the findings of the
convergent validity test for each indicator on each variable.

Figure 1. Covergent Validity

The convergent validity test produces the image above, which is explained
in table 7 below: The results of the initial path diagram validity level test using
SmartPLS 3.2.9 show that not all indicators have a value > 0.7, which means that
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not all indications are significant, as seen in the output in the image above.
Therefore, it is necessary to exclude (drop) the loading factors of the two-work
technique and employee performance variables that have convergent validity
and a value per indicator of less than 0.7.

A

Figure 2. Covergent Validity

After the indicators with loading values <0.7 are removed (dropped), the
path diagram above shows that there are no more indicators with loading values
<0.7. Thus, the variable can be declared valid. Further explanation can be seen in
the following table 4:

Table 4. Loading Faktor Convergent Validity

Variable Indicator Outer Loading Information
X1_4 0,703 Valid
. X1_5 0,732 Valid
Working Method (X1) X1 6 0.73 Valid
X1.7 0,798 Valid
X2_1 0,788 Valid
X2_2 0,796 Valid
X2_3 0,835 Valid
Work Overload (X2) X2 4 0.872 Valid
X2_5 0,813 Valid
X2_6 0,849 Valid
X3_1 0,778 Valid
X3_2 0,771 Valid
Transactional X35 0,749 Valid
Leadership (X3) X3_4 0,794 Valid
X3_5 0,791 Valid
X3_6 0,792 Valid
X3_7 0,73 Valid
Z_1 0,731 Valid
Z2 0,798 Valid
Z_3 0,814 Valid
Work motivation (Z) Z_ 4 0,873 Valid
Z.5 0,808 Valid
Z_6 0,824 Valid
Z7 0,862 Valid
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Variable Indicator Outer Loading Information

Y 1 0,734 Valid

Y 2 0,655 Valid

Y_3 0,827 Valid

Employee performance Y 4 0,762 Valid
(¥) Y 5 0,748 Valid

Y_6 0,776 Valid

Y 7 0,777 Valid

The loading factors for the five variables work techniques, workload,
transactional leadership, employee performance, and motivation have been
successful in reaching the value of each indicator > 0.7, according to the data
displayed in the above figure. This demonstrates the data's dependability and
appropriateness for more study.

Reliability
Research on a variable is considered credible if its Cronbach Alpha value
is more than 0.6. The table below shows the results of the reliability test for each
research variable.
Table 5. Reliability

Variable EZE;I;?T;:; Cronbachs Alpha
Working Method 0,848 0,761
Work Overload 0,931 0,914
Transactional Leadership 0,912 0,388
Work motivation 0,934 0,917
Employee performance 0,903 0,872

Average Variance Extracted (AVE)

The link between each variable and other variable in the model, as well as
the AVE value of each variable, reveals discriminant validity. If the AVE root of
each variable is higher than its correlation with other variables, the model is
considered to have satisfactory discriminant validity. Since there is no data with
a value less than 0.5 at the outer loadings value above, the analysis can proceed
to the AVE root value.

Table 6. Average Variance Extracted (AVE)

Average Variance

Variable Extraced (AVE) Information
Working Method 0,582 Convergent Validity
Work Overload 0,693 Convergent Validity
Transactional Leadership 0,597 Convergent Validity
Work motivation 0,670 Convergent Validity
Employee performance 0,610 Convergent Validity
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Cronbach’s Alpha
If a study's Cronbach's alpha value is greater than 0.6, the variable is
deemed reliable. The reliability test results for each study variable are displayed
in the table below.
Table 7 Cronbach’s Alpha
Cronbachs Composite

Variable Alpha rho A Reliability Information
Working Method 0,761 0,771 0,848 Reliable
Work Overload 0,914 0,949 0,931 Reliable
Transactional 0,888 0,890 0,912 Reliable
Leadership
Work motivation 0,917 0,921 0,934 Reliable
Employee 0,872 0,949 0,903 Reliable
performance

Inner Model
R? Square (Coefficient of Determination)

By analyzing the R-Square (R?) value, the internal model or structural
model is tested to determine the relationship between variables and assess the
adequacy of the model. The results of the PLS-based structural model analysis
display the determination coefficient values presented in the following table.

Table 8. R2 Square (Coefficient of Determination)

Variable R Square R-Square Adjusted Information
Employee
0,718 0,707 Strong
performance
Work motivation 0,595 0,583 Substantial

Q? Square (Predictive Relevance)

The evaluation test of the goodness of fit model is carried out with the
predictive relevance value (Q?). In calculating the predictive relevance value (Q?),
the following formula is used:

Q*=1-(1-R2;) — (1 —R2y)

Q*=1-(1-0,718) — (1 — 0595)
=1-(1-0,282) — (1 —0,405)
=1-0,115

Q2 = 0,885

The R squares for the endogenous variables of the model are R2; and R2».
In path analysis, Q? is interpreted in the same way as the total coefficient of
determination. The amount of the dependent variable's overall fluctuation that
can be accounted for by the variance of the independent variables is known as
the coefficient of determination or R.

Table 9. R Square and Q Square

Variable R Square

Employee performance 0,718
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Work motivation 0,595
Predictvie Relevance (Q?) 0,885

Hypothesis Testing
Assessing the causal relationships in the suggested conceptual model is
the goal of hypothesis testing. using the intelligent PLS program to analyze the
results of hypothesis testing. Presented in table 10 below:
Table 10. Path Coefisien Inner Model

: Coefisien  T- P .
Influence of Variables parameters Statistik  Values Information
Working Methods on Employee 0,249 281 0,005  Significant
Performance
Working Methods on Work Motivation 0,264 2,603 0,01 Significant
Work Motivation on Employee -
Performance 0,557 6,208 0 Significant
Transactional Leadership on Employee 0,126 1,454 0,147 _ I\_lo_t
Performance Significant
Transactional Le_:adgrshlp on Work 0573 5,946 0 Significant
Motivation
Work Overload on Employee Not
Performance 0,031 0,424 0,672 Significant
Work Overload on Work Motivation -0,013 0,174 0,862 . I\_lo_t
Significant
Working Method Through Work C
Motivation On Employee Performance 0,147 2,293 0,022 Significant
Transactional Leadership Through Work
Motivation Towards Employee 0,319 4,167 0 Significant
Performance
Work Overload Through Work Not
Motivation On Employee Performance -0,007 0,173 0,863 Significant

The results of the hypothesis testing are translated into the form of a
research model and equation as follows:

—,.u--.-./ Emiploys

ParTonmanss

¥

Tranesctional
Lesdarship

(X3

Figure 4 Hipotesis Test
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Y = 0,249X1+0,031X2+0,126X3+F €...eovinininiiiiii i (1)
Z = 0,557X1+0,264X2-0,013X3+0,573Y+0,147X1Y-0,007X2Y+0,319X3Y+ e.....(2)
DISCUSSION

The Influence of Work Methods on Employee Performance

This study proves the validity of the first hypothesis which states that
work practices have a positive and significant influence on employee
performance. The results of this study further support the research conducted by
Harahap, (2020) and Yulianto, (2020) considering the research findings which
show that modifications to work practices have a significant and positive impact
on employee performance. so that the findings of this study can strengthen
previous research.

Work procedures determine how tasks and responsibilities are completed
successfully and efficiently; these procedures have an impact on employee
performance. Good work methods provide clear guidelines, reduce ambiguity,
and help employees make optimal use of time and resourcesEmployee
performance is greatly influenced by well-designed work processes because a
methodical and effective approach can improve results, reduce errors, and speed
up task completion. Supporting factors such as training, adequate resources, and
good supervision from leaders also play an important role in ensuring the
successful implementation of work methods. So, companies need to consistently
review and update work methods to remain relevant and able to encourage
optimal employee performance.

The Influence of Work Methods on Motivation

The second hypothesis according to this study is that work techniques
have a positive and significant effect on motivation. The findings of this study
further strengthen the findings of previous studies by Susilo (2020) and Jannah
et al.'s research (2021) which showed that work practices significantly increase
motivation in the workplace. As a result, the results of this study support the
results of previous studies.

Effective and structured work methods eliminate job ambiguity,
provide task clarity, and foster a supportive work environment, these methods
have a positive and significant impact on employee motivation. With the right
work method, employees feel more confident and organized in carrying out
their tasks, so they are motivated to achieve better results. Because effective
work methods encourage the creation of an organized and supportive work
environment, and give employees a sense of comfort and increased confidence
in their capacity to complete tasks, productive work practices have a good and
important influence on motivation.

The Influence of Motivation on Employee Performance

This study supports the third hypothesis, which states that the work
approach has a significant influence and provides benefits on motivation. The
tindings of this study also strengthen the research conducted by Siswanto, (2019)
and research by Mardiana et, al (2021) showing how employee performance is
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significantly improved through incentives. Thus, the findings of this study
strengthen the findings of previous studies.

Motivation has a good and significant influence on employee performance
because it can increase enthusiasm, focus, and dedication in achieving goals.
Workers who are highly motivated, either through internal motivation such as
responsibility and achievement, or external support such as incentives and
awards, tend to be more committed to their work. Motivation also helps
employees face challenges and maintain productivity even under pressure. This
shows that motivation is a major factor in increasing productivity, work quality,
and target achievement. Companies are required to develop effective strategies
to increase employee motivation through various development programs.

The Influence of Transactional Leadership on Employee Performance

This is supported by a number of perspectives based on research findings.
has a positive impact, namely by Widodo, (2020) showing how employee
performance is positively and significantly influenced by transactional
leadership. Similar findings are also supported by Risambessy, (2021) and (Beno
et al., 2022). However, there is another opinion from Budiarto, (2009) research
tindings generally show that frontline staff members in service organizations
perform better under transformational leadership, while frontline staff members
perform worse under transactional leadership. And reinforced by Mamonto et
al.,, (2016) and Bawarodi et al., (2017) which state that employee performance is
negatively affected by transactional leadership. Thus, the findings of this study
strengthen the findings of previous studies.

Employee performance is positively but slightly influenced by
transactional leadership, which emphasizes a system of rewards and
punishments to motivate staff to achieve goals. This means that although this
method can ensure task completion through careful supervision and offers clear
guidance, its impact on improving employee performance is not very strong or
consistent. This factor occurs because employees feel less intrinsically motivated,
only working to meet minimum demands without the drive to innovate or
increase productivity continuously.

The Influence of Transactional Leadership on Motivation

Based on the results of this study, it also supports research conducted by
Kartawidjaja, (2021) which shows that employee motivation in the workplace is
positively and significantly influenced by transactional leadership. Awan's
research, (2020) also revealed that work motivation and transactional leadership
have a substantial and beneficial relationship at the same time. Thus, the findings
of this study are consistent with previous studies.

The ability of transactional leadership to provide clarity regarding tasks
and rewards has a good and significant effect on motivation. This approach
improves work quality through the implementation of a structured reward
system, such as incentives or recognition for certain achievements. This
leadership also produces certainty in the implementation of work, so that
motivation and work focus increase. This proves the effectiveness of
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transactional leadership in increasing motivation through clear management of
tasks and work results.

The Effect of Work Overload on Employee Performance

The findings of this study also strengthen the research conducted by
Kimura, (2018) which shows that work overload has a negative effect on
employee performance. Likewise, the research of Dwomoh et al., (2019) which
proves that excessive workload usually results in stress and fatigue that can
easily burn employees and therefore result in negative performance. Thus, the
tindings of this study strengthen the findings of previous studies.

Employee performance may benefit from work overload, but these
benefits are not statistically significant because the results are not always
commensurate with the extreme increase in effort. Although in some cases
employees may respond by working harder or longer to complete tasks,
excessive pressure often reduces the quality of work, decreases efficiency, and
increases stress and fatigue levels. This means that although a heavy workload
can spur workers to try harder, its effect on results is not necessarily reliable or
powerful enough to produce meaningful changes in results. The right workload
so that employees can continue to work optimally without experiencing a
decrease in work quality or well-being.

The Effect of Work Overload on Motivation

The findings of this study also strengthen the research conducted by
Nadiaty et al.,, (2019) showing how excessive workload significantly and
negatively affects motivation in the workplace. Research by Azwar, (2015) also
supports these findings, providing findings showing that excessive workload
significantly and negatively affects motivation in the workplace. Research by
Azhara, (2020) strengthens these findings, concluding that work overload has a
negative and significant effect on employee work motivation. So the results of
this study support the results of previous studies.

Work overload has a negative and insignificant effect on motivation
because excessive workload tends to reduce employee enthusiasm and energy.
When employees are burdened with too many or heavy tasks, they can feel
stressed, exhausted, and less motivated to give their best. Despite hard work to
complete tasks, work overload often reduces the quality of work results and
affects employee well-being

The Influence of Work Methods Through Motivation on Employee Performance

The results of this study are the same as those conducted by Pristiyono et
al.,, (2020) and Susilo (2020) which show that while the work approach has a large
and beneficial impact on work motivation, the approach does not have a
significant and positive impact on performance, indicating that employee
performance does not always increase or decrease by working from home.
Employee performance is fully mediated by work motivation. Thus, the findings
of this study confirm the findings of previous studies.

A good work method has a positive and significant effect on employee
performance through motivation because clear and efficient arrangements can
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increase work enthusiasm. With a structured and efficient work method,
employee motivation can increase, which has an impact on better performance.
Clear task arrangements make employees more focused and understand the
responsibilities that must be carried out, thereby increasing self-confidence and
certainty. Highly motivated employees tend to try harder, pay more attention,
and overcome obstacles. With increased motivation, employees are more
committed to achieving targets and optimal work results. Overall, through the
motivation generated from an efficient and transparent work environment, good
work practices can improve employee performance. This positive influence has
been proven to be significant in increasing the achievement of organizational
goals.

The Influence of Transactional Leadership Through Motivation on Employee
Performance

Suryani, (2021) shows that Transactional leadership positively and
significantly affects work motivation. Meanwhile Harahap & Tirtayasa, (2020)
that work motivation has a substantial and positive impact on worker
performance, and transactional leadership has a major impact on motivation in
the workplace. Employee performance is fully mediated by work motivation. As
a result, the results of this study support previous research.

By using performance-based rewards or punishments, transactional
leadership significantly and positively affects employee engagement and
performance. Giving rewards or incentives for hard work increases employee
enthusiasm and motivation to improve performance. Transactional leadership
establishes a clear structure in the work, by regulating the work and rewards that
will be received after the goal is achieved. This clarity helps employees
understand what is expected and what will be obtained after achievement. The
motivation that arises from this reward system encourages employees to be more
focused, improve the quality of work, and be more committed to achieving
targets. This increase in motivation also improves employee performance, which
then affects the achievement of organizational goals. In transactional leadership,
a well-established reward system will encourage a more efficient and results-
oriented workplace, and increase employee motivation to achieve organizational
goals.

The Effect of Work Overload Through Motivation on Employee Performance
There are a number of viewpoints that support the positive influence of
this study based on the findings by Anita (2019) and Triananda, et al. (2021)
showing that workload positively and significantly affects employee
performance through motivation. However, there are other opinions from
Wiryang et al., (2019) and Ahmad et al., (2019) stating that work overload has a
negative impact on employee performance even though there is motivation in it.
Thus, the findings of this study strengthen the findings of previous studies.
Excessive workload has a negative and insignificant effect on employee
performance through motivation. Although excessive workload can motivate
workers to try harder, the stress and fatigue it causes often reduce motivation.
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This reduces the employee's ability to stay focused and productive. In addition,
work overload is not strong enough to trigger sustainable motivation because it
reduces employee satisfaction and well-being. Even though employees try to
meet the demands of their jobs, excessive workload can reduce their enthusiasm
and energy. This shows that despite efforts to maintain performance, work
overload tends to reduce the effectiveness and consistency of motivation needed
to achieve optimal performance. Balanced workload management is essential to
maintain motivation and performance.

CONCLUSIONS AND RECOMMENDATIONS
Conclusions

The author can draw the following conclusions from the research results
presented in the previous chapters:

1. Effectively designed work methods play an important role in helping
employees achieve work targets. An organized work system provides a clear
structure, allowing employees to understand the steps needed to complete
tasks more focused. In addition, a structured method can minimize errors in
task execution, increase time efficiency, and support employees in facing
complex work demands.

2. Workloads that exceed the optimal capacity of employees are the main cause
of stress in the work environment. This condition can interfere with
employees' focus and ability to complete tasks with maximum results. The
pressure from excessive workloads not only reduces productivity, but also
has an impact on the physical and mental well-being of employees, which in
the long term can affect the stability of the organization.

3. Clear direction from the leader is a key element in ensuring the smooth
implementation of employee tasks and responsibilities. Clarity of
instructions from the leader helps employees understand the expectations set
and the steps to be taken. Good communication between leaders and
employees also contributes to reducing misunderstandings, creating more
harmonious working relationships, and increasing effectiveness in achieving
organizational goals.

4. Recognition of employee contribution and performance not only provides a
sense of appreciation but also increases work motivation. Appreciation
given, whether in the form of verbal, incentives, or formal recognition,
encourages employees to continue to strive to give their best. This creates a
positive work culture, where employees feel respected and supported in
achieving their maximum potential. The habit of completing work on time
reflects the level of responsibility, discipline, and efficiency of employees.
Consistency in completing tasks according to schedule supports the
achievement of overall organizational targets. This also shows the
employee's ability to manage time and work priorities well, which ultimately
contributes positively to the success of the company.

Recommendations
The findings of this study indicate the impact of transactional leadership,
workload, and work technique variables as factors that influence employee
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motivation and performance. Based on this study, the researchers have made the

following recommendations to improve employee performance:

1. Work completed on time can improve employee efficiency and productivity.
Therefore, companies need to provide time management training to help
employees organize their priorities and work time. This will allow them to
complete tasks according to the specified schedule without feeling rushed,
thereby reducing pressure that can affect the quality of work.

2. Stress caused by excessive workload can reduce employee performance and
mental health. Therefore, companies are advised to evaluate and adjust the
workload according to the individual capacity of employees. A more
balanced workload management will help reduce stress and allow
employees to work more focused and with sufficient energy, which will
ultimately improve the quality and productivity of work.

3. Recognition of employee initiative and effort can increase motivation and a
sense of ownership of the work. Therefore, companies need to ensure that
employees who show effort and initiative are given appropriate
appreciation, either in the form of verbal awards or other incentives. With
the right appreciation, employees will feel more appreciated and encouraged
to make greater contributions to their work.

4. Employee motivation can be increased by providing clear opportunities to
receive rewards and recognition for their hard work. Companies need to
create a transparent and consistent reward system, where employees know
what it takes to earn rewards. With a fair system, employees will feel more
motivated to work hard and achieve the goals set by the company.

5. Recognition of employee contributions has a positive impact on work
enthusiasm and sense of responsibility. Companies need to provide rewards
for the contributions that employees have made, whether in the form of
praise, incentives, or other forms of recognition. This will increase employee
pride and satisfaction with their work, as well as increase their commitment
to continue contributing to the progress of the company.

ADVANCED RESEARCH

Further research can expand the study by exploring the influence of
structured work methods on employee target achievement by considering
moderating variables such as work discipline, independence, and technology
support. In addition, excessive workload can be further studied by adding
intervening variables such as stress levels, psychological resilience, or social
support to understand its impact on employee productivity and well being. The
study of leadership can also be expanded by comparing transactional and
transformational leadership styles to see their effectiveness in providing clear
direction and improving communication. Future research can also assess various
forms of rewards, both verbal, financial incentives, and formal recognition in
increasing work motivation and loyalty. Longitudinal studies can be used to
understand the influence of the habit of completing work on time on career
development, long-term productivity, and how time management mediates the
relationship between individual responsibility and organizational performance.
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