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Abstract 

Purpose - This study aims to determine the effect of Leadership Style and Teamwork on 
Employee Performance Through Whatsapp Media Usage as an Intervening Variable at PT. Air 
Mas Perkasa. 
 
Design/methodology/approach - This study used a quantitative method with sampling used 
by random sampling technique. The number of samples used in this study were 110 
respondents. Testing the research hypothesis was carried out using the outer model and inner 
model tests in the PLS SEM with the help of the SmartPLS version 4.0 program. 
 
Findings - Hypothesis testing was conducted using outer model and inner model tests in the 
Structural Equation Model Partial Least Square (SEM-PLS) with the help of SmartPLS program 
version 4.0. The results of the research that has been done there are variables that influence 
each other or do not influence. 
 
Originality/value - Based on this research, it shows that leadership style has no direct effect 
on employee performance, teamwork has a direct effect on employee performance, and the 
use of whatsapp media has a direct significant effect on employee performance. Furthermore, 
leadership style has no indirect effect on employee performance through the use of whatsapp 
media and teamwork has an indirect effect on employee performance through the use of 
whatsapp media. 
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1. Introduction  

Human Resources (HR), is a very important factor that cannot be separated from an 
organization. Human Resources (HR) is the key in determining the company's 
development. In essence, Human Resources (HR) are human beings who are empowered 
in organizations as initiators of ideas, movers and planners in achieving the mission of an 
organization or company. The source of human resources is the company's main factor 
compared to other factors that generate resources such as capital or technology, because 
it is the people themselves who will reactivate other factors. In general, the notion of 
Human Resources (HR) is divided into two, namely macro and micro meanings. The 
definition of Human Resources (HR) at a macro level is the people of the entire country 
who have reached a productive age at work, both those who have been able to work and 
those who have not yet been able to work. Meanwhile, the understanding of Human 
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Resources (HR) on a micro basis is an individual who is a member and works in an 
institution or company which is usually called employees, employees, workers, general, 
workforce and so on (Susan, 2019). 

To achieve company goals, proper and competent management of human resource 
resources is required so that they can be developed through knowledge and skills. Every 
employee in the company has different duties and responsibilities. Every employee is 
required to be able to carry out their duties and obligations in accordance with their 
respective work sheets that have been determined by the company (Narpati et al, 2022). 
The company does not only need a qualified and competent source of human resources, 
but the company also needs employees who work hard to achieve maximum work 
results. In addition, the company also needs employees who are able to work well 
together between employees and superiors (Rosalina and Wati, 2020). 

Based on the researchers observations, there are various factors that affect sales decline 
such as lack of communication and coordination between employees in the same team or 
outside the team, changes in the leadership structure so that the implementation of new 
and different policies, long work-flows so that fast coordination is needed, from these 
factors affect employee performance to be less than optimal. 

Employee performance is something that must be considered in an organization, because 
this can give a picture of the performance of the organization. Employee performance is 
the result of the behavior of each member of the organization, where the goal to be 
achieved is a change in behavior that is better (Sulaiman and Asanuldin, 2020).  

One of the factors that can determine good or bad employee performance is the style of 
leadership in an organization. Leadership style is a standard of behavior that a person 
adopts when trying to influence the behavior of others in a desired way. Leadership style 
is needed in creating a conducive work environment and can improve employee 
performance, so that it is expected to achieve high productivity (Rosalina and Wati, 
2020). 

The next factor that affects the performance of an employee is teamwork. Teamwork is 
one of the most important things for companies, especially in terms of employee 
performance. Teamwork is a symbol of the power of people working together to achieve 
goals by combining successful ideas. There is a strong dependence on one another to 
achieve goals and complete a task. With good teamwork, employees can achieve better 
performance goals, thus affecting the performance of these employees. Companies that 
are able to improve teamwork in completing tasks will achieve maximum performance 
(Padmayoni and Wulandari, 2022). 

The last factor that indirectly affects employee performance is the use of whatsapp media. 
Whatsapp is social media in the form of a chat application that can be used on 
smartphones or hardware devices such as PCs and laptops. WhatsApp social media is an 
instant messaging application that functions to send and receive messages, without being 
charged pulse fees such as SMS and cell phones. This is because WhatsApp uses the same 
internet data package as other applications. Research in terms of leadership style and 
teamwork is very important to do, as well as employee performance issues with 
whatsapp media users as a communication tool in PT. Air Mas Perkasa.  

Based on the background of the problems described above, it is considered quite 
important to conduct research with the title "The Effect of Leadership Style and 
Teamwork on Employee Performance Through Whatsapp Media Usage as an 
Intervening Variable at PT. Air Mas Perkasa”.  

2. Literature Review And Hypotheses Developments 
 
Performance is a benchmark for carrying out tasks that can be achieved by a person, 
group or division by utilizing existing capabilities and predetermined boundaries to 
succeed in organizational/company goals (Mukmin and Prasetyo, 2021). Performance is 
the result of work in quality and quantity achieved by an employee as well as groups in 
carrying out their duties in accordance with the responsibilities given (Masturi et al, 
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2021). So from several definitions according to experts it can be concluded that 
performance is the result of work that is measurable both in quality and quantity by 
individuals and groups in completing their work. 

Lealdership style caln be interpreted als the behalvior or method chosen alnd used by al 
lealder to influence the thoughts, feelings, alttitudes alnd behalvior of members of the 
orgalnizaltion or their subordinaltes (Malsturi et all, 2021). Lealdership style is behalvior alnd 
straltegy, als al result of al combinaltion of philosophies, skills, alnd alttitudes thalt alre often 
pralcticed by al lealder when trying to influence the performalnce of his subordinaltes 
(Puspalrini, 2018). 

Tealmwork is al group formed to identify alnd solve problems quickly alnd precisely. To 
alchieve certalin goalls, aln orgalnizaltion must form al tealm thalt caln interalct alnd coordinalte 
well with one alnother. Forming al tealm requires severall principles so thalt the group 
formed becomes al solid foundaltion owned by the orgalnizaltion or compalny, both in 
officiall alnd unofficiall groups (Malsithalh et all, 2018).  Tealmwork caln be alccuraltely defined 
als al group of individualls working cooperaltively to alchieve al specific talsk or goall. This 
skill is highly vallued becaluse malny lalrge compalnies halve designed speciall tests to 
determine the albility of employees to work in tealms (Salnyall alnd Hisalm, 2018). 

WhaltsALpp sociall medial is aln instalnt messalging alpplicaltion thalt functions to send alnd 
receive messalges, without being chalrged pulse fees such als SMS alnd cell phones. This is 
becaluse WhaltsALpp uses the salme internet daltal palckalge als other alpplicaltions. The 
internet daltal network needed to run the WhaltsALpp alpplicaltion is al 3G or WiFi 
connection. Fealtures thalt caln be used on WhaltsALpp alre conducting personall/group 
chalts, timelines alnd cost effectiveness. By using WhaltsALpp, we caln chalt online, shalre 
files, exchalnge photos alnd so on (ALndjalni, 2018). 

 

Figure 1 : Research Framework 

Balsed on the theoreticall relaltionships described albove, severall resealrch hypotheses 
caln be formulalted, including the following: 

H1 : The effect of Lealdership Style (X1) on Whaltsalpp Medial Usalge (Z) 
H2 : The effect of Tealmwork (X2) on Whaltsalpp Medial Usalge (Z) 
H3 : The effect of  Whaltsalpp Medial Usalge (Z) on Employee Performalnce (Y) 
H4 : The effect of Lealdership Style (X1) on Employee Performalnce (Y) 
H5 : The effect of Tealmwork (X2) on Employee Performalnce (Y) 
H6 : The Effect of Lealdership Style (X1) on Employee Performalnce (Y) Through the 

Whaltsalpp Medial Usalge (Z) 
H7 : The Effect of Tealmwork (X2) on Employee Performalnce (Y) Through the Whaltsalpp 

Medial Usalge (Z) 
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3. Methods  

The resealrch method thalt the aluthors use in this study is al qualntitaltive alpproalch. 
Qualntitaltive resealrch is al resealrch conducted using staltisticall procedures thalt alre 
processed so als to obtalin daltal (Sujalrweni, 2018). The daltal collection technique used in 
this study is primalry daltal. The primalry daltal thalt will be used is in the form of 
questionnalire results (Sialhalaln & Muhidin, 2020). The secondalry daltal used by the aluthor 
alre references from resealrch journalls, references, alnd documents from daltal collection 
on PT. ALir Mals Perkalsal. In this study, the aluthors used inner model alnd outer model to 
ensure thalt the daltal used were vallid. The daltal collection is calrried out by compiling al list 
of staltements to be presented to respondents in the form of questionnalires. The collected 
daltal is processed with the SmalrtPLS Version 4.0 progralm.  

The stalges of daltal alnallysis alre: The outer model testing phalse uses SmalrtPLS version 4.0 
softwalre to test the vallidity & relialbility of indicaltors. ALnd then the testing phalse of the 
inner model uses SmalrtPLS version 4.0 softwalre to test the significalnt effect of valrialbles. 

 
4. Result  

The daltal method chosen in this study is the structurall equaltion alnallysis method. 
Structurall Equaltion Modeling (SEM) caln be interpreted als al "structurall equaltion model" 
which mealns al staltisticall tool thalt caln be used to solve al model thalt relaltes the dependent 
valrialble to the independent valrialble (Syalhrir et all., 2020, p.37). Balsed on this model, it 
will be known the direct alnd indirect effects thalt alre formed. This structurall model is the 
structure of the calusallity relaltionship between the dependent, independent, alnd 
intervening valrialbles. Thalt waly, the calusallity between these valrialbles caln be more 
complete alnd alccuralte. The daltal alnallysis method produced to alssist the results of this 
study uses the Palrtiall Lealst Squalre (PLS) staltisticall alnallysis tool. PLS alnallysis is aln 
allternaltive technique thalt is ealsy to alnallyze the hypotheticall relaltionship between 
valrialbles. (Syalhrir et all., 2020) PLS is very consistent in alccommodalting indicaltors with 
correlalted error mealsurements. 

Measurement Model 

The Outer Model is aln evallualtion on testing the relaltionship between the indicaltor 
valrialbles alnd their laltent valrialbles. The evallualtion of the mealsurement model is used 
with the vallidity alnd relialbility test alpproalch. In mealsuring the outer model, there alre 4 
stalges, nalmely Convergent Vallidity, Discriminalnt Vallidity, Composite Relialbility, alnd 
ALveralge Valrialnce Extralcted (ALVE). The following is the outer model to determine 
whether or not the indicaltors contalined in this study alre alpproprialte: 

 
Figure 2 Outer Model 
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Convergent Vallidity Test 

On the Indicaltor's Outer Loalding you caln see the results of Convergent Vallidity. In this 
test it caln be salid to be vallid if the outer loalding falctor vallue is > 0.7 (Ghozalli & Laltaln, 
2015). 

 

Statement 
Leadership 
Style (X1) 

Teamwork 
 (X2) 

Employee 
Performance 

(Y) 

Whatsapp Media 
Usage (Z) 

KP 1 0,744 
   

KP 2 0,764 
   

KP 3 0,799 
   

KP 4 0,790 
   

KP 5 0,788 
   

KP 6 0,774 
   

KP 7 0,749 
   

KP 8 0,774 
   

KP 9 0,778 
   

KP 10 0,788 
   

KT 1 
 

0,712 
  

KT 2 
 

0,728 
  

KT 3 
 

0,739 
  

KT 4 
 

0,788 
  

KT 5 
 

0,747 
  

KT 6 
 

0,782 
  

KT 7 
 

0,736 
  

KT 8 
 

0,777 
  

KT 9 
 

0,826 
  

KT 10 
 

0,826 
  

KT 11 
 

0,813 
  

KT 12 
 

0,744 
  

KK 1 
  

0,871 
 

KK 2 
  

0,834 
 

KK 3 
  

0,830 
 

KK 4 
  

0,873 
 

KK 5 
  

0,777 
 

KK 6 
  

0,809 
 

KK 7 
  

0,823 
 

KK 8 
  

0,793 
 

KK 9 
  

0,786 
 

KK 10 
  

0,823 
 

WA 1 
   

0,780 

WA 2 
   

0,800 

WA 3 
   

0,784 

WA 4 
   

0,779 

WA 5 
   

0,774 

WA 6 
   

0,792 

WA 7 
   

0,764 

WA 8 
   

0,765 

WA 9 
   

0,752 

WA 10 
   

0,734 

WA 11 
   

0,800 

WA 12 
   

0,753 

Figure 3 Outer Loadings 
 

Balsed on the figure 3 thalt hals been processed albove, it staltes thalt the outer loalding vallue 
for ealch indicaltor of the Lealdership, Tealmwork, Employee Performalnce alnd WhaltsALpp 
Medial Usalge valrialbles hals al loalding falctor vallue of > 0.7. So thalt this resealrch caln be 
declalred vallid alnd meets the requirements for convergent vallidity. 
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A Lveralge Valrialnce Extralcted (A LVE) 

Variabel Average Variance 
Extracted (AVE) 

Information 

Lealdership Style (X1) 0,601 Vallid 

Tealmwork (X2) 0,592 Vallid 

Employee Performalnce (Y) 0,676 Vallid 

Whaltsalpp Medial Usalge (Z) 0,598 Vallid 

Figure 4 Average Variance Extracted (AVE) 

Balsed on the figure 4, it shows thalt the valrialbles Lealdership Style (X1), Tealmwork (X2), 
Employee Performalnce (Y), alnd WhaltsALpp Medial Usalge (Z) halve alchieved vallues albove 
0.5. Thus, it caln be stalted thalt the mealsurement of ealch of these valrialbles hals al good alnd 
vallid ALVE vallue in the convergent vallidity test. 
 
Discriminalnt Vallidity Test 

Figure 5 Cross Loading 

 

Statement Leadership Style (X1) 
Teamwork 

(X2) 

Employee 
Performance 

(Y) 

Whatsapp Media 
Usage (Z) 

KP 1 0,744 0,315 0,294 0,277 
KP 2 0,764 0,287 0,313 0,346 
KP 3 0,799 0,537 0,476 0,462 
KP 4 0,790 0,447 0,468 0,332 
KP 5 0,788 0,392 0,408 0,335 
KP 6 0,774 0,350 0,421 0,375 
KP 7 0,749 0,377 0,367 0,261 
KP 8 0,774 0,528 0,508 0,290 
KP 9 0,778 0,417 0,437 0,321 

KP 10 0,788 0,460 0,505 0,356 
KT 1 0,346 0,712 0,461 0,236 
KT 2 0,355 0,728 0,468 0,214 
KT 3 0,313 0,739 0,509 0,355 
KT 4 0,413 0,788 0,717 0,518 
KT 5 0,477 0,747 0,601 0,322 
KT 6 0,516 0,782 0,615 0,488 
KT 7 0,390 0,736 0,571 0,334 
KT 8 0,304 0,777 0,675 0,347 
KT 9 0,490 0,826 0,739 0,537 

KT 10 0,435 0,826 0,676 0,478 
KT 11 0,469 0,813 0,634 0,471 
KT 12 0,440 0,744 0,507 0,374 

KK 1 0,530 0,734 0,871 0,617 
KK 2 0,498 0,639 0,834 0,560 
KK 3 0,467 0,671 0,830 0,529 
KK 4 0,496 0,657 0,873 0,496 
KK 5 0,331 0,561 0,777 0,464 
KK 6 0,517 0,660 0,809 0,545 
KK 7 0,427 0,689 0,823 0,543 
KK 8 0,290 0,659 0,793 0,448 
KK 9 0,446 0,576 0,786 0,473 

KK 10 0,501 0,647 0,823 0,580 

WA 1 0,301 0,371 0,507 0,780 
WA 2 0,329 0,421 0,534 0,800 
WA 3 0,223 0,319 0,420 0,784 
WA 4 0,299 0,364 0,424 0,779 
WA 5 0,371 0,404 0,446 0,774 
WA 6 0,401 0,436 0,507 0,792 
WA 7 0,308 0,424 0,515 0,764 
WA 8 0,359 0,416 0,504 0,765 
WA 9 0,368 0,354 0,451 0,752 

WA 10 0,365 0,413 0,507 0,734 
WA 11 0,336 0,477 0,535 0,800 
WA 12 0,378 0,435 0,566 0,753 
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Balsed on the figure 5, it shows thalt the results of the cross loalding vallue of the indicaltor 
staltements with their respective valrialbles halve al high cross loalding vallue of > 0.7 
compalred to the indicaltor staltements on other valrialbles.  
 
Interna ll Consistency Relialbility Test 

 
Variabel 

Cronbach's 
alpha 

Composite 
reliability 

 
Information 

Lealdership Style (X1) 0,926 0,931 Vallid 

Tealmwork (X2) 0,938 0,945 Vallid 

Employee Performalnce (Y) 0,947 0,949 Vallid 

Whaltsalpp Medial Usalge (Z) 0,939 0,940 Vallid 

Figure 6 Cronbach’s Alpha and Composite Reliability 

Balsed on the talble albove thalt hals been tested, it shows thalt the callculaltion results on 

Cronbalch's allphal alnd Composite relialbility vallues show thalt alll the constructs or 

valrialbles studied halve al vallue grealter thaln the alssessment criterial, which is albove 0.7. 

This shows thalt ealch indicaltor of ealch valrialble is stalted to be relialble, alccuralte, 

consistent, alnd alpproprialte for mealsuring ealch valrialble so thalt the overalll construct or 

valrialble hals very good relialbility. 

 

Th  e Assessment of  Structural Model 

 
In the palth coefficients test alnd hypothesis testing on the balsis of the results of the inner 
model test is calrried out als al mealsurement to see alnd know whether al hypothesis caln be 
alccepted or rejected by talking into alccount the significalnce vallue between the constructs 
on the originall salmple, T-staltistics alnd P-Vallues. In this study, the Rules of Thumb thalt 
will be used alre T-staltistics > 1.96 with al significalnce level of P-vallues of 0.05 or 5% alnd 
the betal coefficient is positive alnd significalnt. So it will be declalred strong.  

In this study, medialtion or intervening tests were used through SmalrtPLS version 4.0 
with Bootstralpping in the Specific Indirect Effects section. The results of this alnallysis alre 
to determine the indirect effect in this study, nalmely to test the intervening valrialble als al 
link between the independent valrialbles alnd the dependent valrialble. 

 
Figure 7 Inner Model  
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Test Results ofl Direct Eflflect ofl Palthl Coeflflicients   
 

Figure 8 Path Coefficients 
 

Medialtion A Lnallysis Speciflic Indirect Eflflects 

 
Original 

Sample (O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T 
Statistics 
(|O/STD 

EV|) 

P-Values Information 

Lealdership Style (X1) -> 
Whaltsalpp Medial Usalge  
(Z) -> Employee 
Performalnce (Y) 

0,063 0,064 0,038 1,679 0,093 Not Fully 
Medialted 

Tealmwork (X2) -> 
Whaltsalpp Medial Usalge  
(Z) -> Employee 
Performalnce (Y) 

0,117 0,115 0,051 2,316 0,021 Fully  
Medialted 

       

 

Hypothesis Testing  

H1 : The effect of Lealdership Style on Whaltsalpp Medial Usalge 

B Lalsed on thle test results, thalt Lealdership Style hals al significalnt effect on WhaltsALpp 
Medial Use with al coefficient vallue of 0.219, then al T-staltistics vallue of 2.050 < Ttalble 1.96 
alnd al P-vallue of 0.040 <0.05. So, it caln be concluded thalt the first hypothesis is alccepted 
alnd it is stalted thalt Lealdership Style hals al positive alnd significalnt effect on WhaltsALpp 
Medial Use (H1 is accepted). 
 
H2 : The effect of Tealmwork on Whaltsalpp Medial Usalge 

B Lalsed on thle test results, tealmwork hals al significalnt effect on WhaltsALpp Medial Use with 
al coefficient vallue of 0.407, then al T-staltistics vallue of 3.253 > Ttalble 1.96 alnd al P-vallue 
of 0.001 <0.05. So, it caln be concluded thalt the second hypothesis is alccepted alnd it is 
stalted thalt Tealmwork hals al positive alnd significalnt effect on WhaltsALpp Medial Use (H2 
is accepted). 

H3 : The effect of  Whaltsalpp Medial Usalge on Employee Performalnce 

 Original 
Sample (O) 

Sample  
Mean (M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STD EV|) 

P-Values 

Lealdership Style (X1) 

-> Whaltsalpp Medial Usalge (Z) 

0,219 0,227 0,107 2,050 0,040 

Tealmwork (X2) -> 

Whaltsalpp Medial Usalge  (Z) 

0,407 0,411 0,125 3,253 0,001 

Whaltsalpp Medial Usalge (Z) 

-> Employee Performalnce (Y) 

0,288 0,281 0,088 3,287 0,001 

Lealdership Style (X1) -> 

Employee Performalnce (Y) 

0,111 0,118 0,065 1,723 0,085 

Tealmwork (X2) -> 

Employee Performalnce (Y) 

0,581 0,580 0,083 6,964 0,000 
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B Lalsed on thle test results, the WhaltsALpp Medial Usalge hals al significalnt effect on Employee 
Performalnce with al coefficient vallue of 0.288, then al T-staltistics vallue of 3.287 > Ttalble 
1.96 alnd al P-vallue of 0.001 <0.05. So, it caln be concluded thalt the third hypothesis is 
alccepted alnd it is stalted thalt WhaltsALpp Medial Use hals al positive alnd significalnt effect on 
Employee Performalnce (H3 is accepted). 

H4 : The effect of Lealdership Style on Employee Performalnce 

B Lalsed on thle test results, Lealdership style hals no significalnt effect on employee 
performalnce with al positive coefficient vallue of 0.111, then al T-staltistics vallue of 1.723 
<Ttalble 1.96 alnd al P-vallue of 0.085 > 0.05. So, it caln be concluded thalt the fourth 
hypothesis is rejected alnd it is stalted thalt Lealdership Style hals no alnd significalnt effect 
on Employee Performalnce (H4 Rejected). 

H5 : The effect of Tealmwork on Employee Performalnce 

B Lalsed on thle test results, Tealmwork hals al significalnt effect on employee performalnce 
with al coefficient vallue of 0.581, then al T-staltistics vallue of 6.964 > Ttalble 1.96 alnd al P-
vallue of 0.000 <0.05. So, it caln be concluded thalt the fifth hypothesis is alccepted alnd it is 
stalted thalt Tealmwork hals al positive alnd significalnt effect on Employee Performalnce (H5 
is accepted). 

H6 : The Effect of Lealdership Style on Employee Performalnce Through the Whaltsalpp 
Medial Usalge 

B Lalsed on thle test results, Lealdership Style does not significalntly influence Employee 
Performalnce through WhaltsALpp Medial Use with al coefficient vallue of 0.063, then al T-
staltistics vallue of 1.679 < Ttalble 1.96 alnd al P-vallue of 0.093 > 0.05. So, it caln be concluded 
thalt the sixth hypothesis wals rejected alnd it wals stalted thalt WhaltsALpp Medial Use hald no 
role so it hald no positive alnd significalnt effect alnd wals not proven to be alble to medialte 
Lealdership Style on Employee Performalnce alnd wals declalred not fully medialted. This 
mealns thalt the use of WhaltsALpp Medial does not medialte Lealdership Style on Employee 
Performalnce (H6 is rejected). 

H7 : The Effect of Tealmwork on Employee Performalnce Through the Whaltsalpp Medial 
Usalge 

B Lalsed on thle test results, Tealmwork hals al significalnt effect on Employee Performalnce 
through WhaltsALpp Medial Use with al coefficient vallue of 0.117, then al T-staltistics vallue 
of 2.316 > Ttalble 1.96 alnd al P-vallue of 0.021 <0.05. So, it caln be concluded thalt the 
seventh hypothesis is alccepted alnd it is stalted thalt WhaltsALpp Medial Use hals al good role 
so thalt it caln halve al positive alnd significalnt effect alnd is proven to be alble to medialte 
Tealmwork on Employee Performalnce alnd is declalred fully medialted. This mealns thalt the 
use of WhaltsALpp medial medialtes tealmwork on employee performalnce (H7 is accepted). 

5. Discussions 
 

Balsed on the test results alnd daltal alnallysis thalt hals been calrried out, it shows thalt 
Lealdership Style hals no positive alnd significalnt influence, directly or indirectly, on 
Employee Performalnce. This is in line with previous resealrch, nalmely Halryalnto, (2017) 
explalining thalt there is no good alnd significalnt influence between lealdership styles on 
employee performalnce. This caln halppen when employees feel unsuited to lealdership 
styles such als lealders who alre less alctive alnd solutive when there alre problems or 
obstalcles experienced by employees, communicaltion is not going well in providing 
informaltion, delegaltion of talsks thalt alre too burdensome alnd al sense of trust alnd 
togetherness thalt is difficult to build between lealders alnd subordinaltes. This certalinly 
caln hinder employee performalnce from being alchieved optimallly. 
 
So thalt this malkes employee performalnce less thaln optimall, becaluse to alchieve good 
performalnce requires the alttitude of al lealder in determining the direction of work goalls. 
Besides thalt, other falctors becaluse too often there is al chalnge in the lealdership structure 
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alt PT. ALir Mals Perkalsal which caluses employees to halve to re-aldalpt to new lealders alnd 
understalnd alny chalnges in alpplicalble policies. 
 
Balsed on this study which staltes thalt there is no significalnt positive effect between 
Lealdership Style on Employee Performalnce, it hals allso been studied by previous studies 
so thalt it is in line with the resealrch conducted by Halryalnto, (2017) explalining thalt there 
is no good alnd significalnt influence between Lealdership Style on Employee Performalnce 
decisions. 

 
6. Conclusions 

B Lalsed on thle alnallysis ofl daltal thlalt hlals bleen calrried out in thlis study, thle flollowing 
conclusions were obltalined: 
1. Lealdership Style (X1) caln palrtiallly alflflect Whaltsalpp Medial Usalge (Z) alt PT. ALir Mals 

Perkalsal. Thle daltal obltalined alre T-Staltistics 2.050 > t-talblle 1.96 or P-Vallue 0.040 < 
0.05.  

2. Tealmwork (X2) caln palrtiallly alflflect Whaltsalpp Medial Usalge (Z) alt PT. ALir Mals Perkalsal. 
Thle daltal obltalined alre T-Staltistics 3.253 > t-talblle 1.96 or P-Vallue 0.001 < 0.05.  

3. Whaltsalpp Medial Usalge (Z) caln palrtiallly alflflect Employee Performalnce (Y) alt PT. ALir 
Mals Perkalsal. Thle daltal obltalined alre T-Staltistics 3.287 > t-talblle 1.96 or P-Vallue 0.001 
< 0.05.  

4. Lealdership Style (X1) calnnot palrtiallly alflflect th le Employee Performalnce (Y) alt PT. ALir 
Mals Perkalsal. Thle daltal obltalined alre T-Staltistics 1.723 < t-talblle 1.96 or sig vallue. 0.085 
> 0.05.  

5. Tealmwork (X2) caln palrtiallly alflflect Employee Performalnce (Y) alt PT. ALir Mals Perkalsal. 
Thle daltal obltalined alre T-Staltistics 6.964 > t-talblle 1.96 or P-Vallue 0.000 < 0.05.  

6. Whaltsalpp Medial Usalge (Z) is not alblle to medialte th le relaltionshlip bletween Lealdership 
Style (X1) on Employee Perf lormalnce (Y) alt PT. ALir Mals Perkalsal. Thle daltal obltalined 
alre T-staltistics 1.679 <  t-talblle 1.96 alnd P-vallues 0.093 > 0.05.  

7. Whaltsalpp Medial Usalge (Z) is alblle to medialte th le relaltionshlip bletween Tealmwork 
(X2) on Employee Perf lormalnce (Y) alt PT. ALir Mals Perkalsal. Thle daltal obltalined alre T-
staltistics 2.316 >  t-talblle 1.96 alnd P-vallues 0.021 < 0.05.  

This study alims to determine the direct alnd indirect effects of lealdership style alnd 
tealmwork on employee performalnce through the use of WhaltsALpp medial als aln 
intervening valrialble alt PT. Mighty Gold Walter. This study used al qualntitaltive method 
with salmpling using al ralndom salmpling technique. The number of salmples used in this 
study were 110 respondents. Testing the resealrch model wals calrried out by using the 
outer model alnd inner model tests on the Structurall Equaltion Model Palrtiall Lealst Squalre 
(SEM-PLS) with the help of the SmalrtPLS version 4.0 progralm. The results of the resealrch 
conducted alre valrialbles thalt alffect one alnother or do not alffect one alnother, als explalined 
in the following: 1). Lealdership Style Valrialble (X1) alffects Whaltsalpp Medial Use (Z), 2). 
The Tealmwork Valrialble (X2) alffects the Use of Whaltsalpp Medial (Z), 3). Whaltsalpp Medial 
Usalge Valrialble (Z) alffects Employee Performalnce (Y), 4). Lealdership Style Valrialble (X1) 
does not alffect Employee Performalnce (Y), 5). Tealmwork Valrialble (X1) alffects Employee 
Performalnce (Y), 6). Lealdership Style (X1) does not alffect Employee Performalnce (Y) 
through the Use of Whaltsalpp Medial (Z), 7). Tealmwork (X2) ALffects Employee 
Performalnce (Y) through the Use of Whaltsalpp Medial (Z). 
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