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CHAPTER V 

CONCLUSION 

 

5.1 Conclusion 

This chapter aims to recap the study findings with hypothesis testing, the 

implications, theoretical and practical, and the limitations of this study will be 

discussed further. This study has the goals to find the effect of emotional leadership 

to employee motivation, employee motivation to job performance, emotional 

leadership to job performance and the mediating effect of employee motivation to 

the connection between emotional leadership and job performance.  

 Based on the research that has been done in this study with 48 respondents 

from Hotel Dafam Wonosobo and Halo Sustainable Resort Karimunjawa, the 

following conclusions can be drawn:  

1. Emotional leadership has a significant and positive influence on job 

performance. 

2. Emotional leadership has a significant and positive influence on employee 

motivation. 

3. Employee motivation has a significant and positive influence on job 

performance. 

4. Employee motivation mediates the connection between emotional 

leadership and job performance. 

 

 

 



   

 

68 
 

5.2 Managerial Implications 

Observed from the results of the analysis, either emotional leadership or 

employee motivation have an effect on the performance of the Hotel Dafam 

Wonosobo dan Halo Sustainable Resort’s employee. Both variables have a direct 

impact mainly on the internal factor of each personal employee performing their 

responsibility within the organization. Leaders that implemented personal 

connections to their subordinate will affect their subordinate personal emotional 

needs in their daily tasks. Furthermore, employee motivation has been proven to 

strengthen the effect of emotional leadership on job performance. Thus, the leader 

within the Hotel Dafam Wonosobo and Halo Sustainable Resort Karimunjawa need 

to maintain the motivation level of the employee. On that case, motivation will 

come from external or internal factors, in this case, more external factor more taken 

into account. With more connected leaders, employee could gain more confidence 

and motivation, and even enjoy their time at work and eventually increase the output 

performance of the employee within the organization.  

As can be seen in descriptive analysis, emotional leadership implementation 

in Hotel Dafam Wonosobo dan Halo Sustainable Resort Kaimunjawa can be 

classified as medium. It means that leaders in both business entities considered have 

fairly fulfill and understand the personal needs, emotionally, of their subordinates. 

But can be seen from the result of descriptive statistic, the X4 (“Treats me with 

considering my personal feelings”) has perceived less by the employee. Thus, the 

leaders could observe the day-to-day activities of their subordinates to understand 

the needs of the employee.  
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Meanwhile, employee motivation can be seen as high within the employee. 

Only are some cases in the statement M3 (“I would like my children to choose the 

same profession as me”) and M4 (“There are times when I take my work home, 

even though it is not necessary”), the motivation level of employee slightly drops. 

From the result, external factors outside the work field, especially if related to the 

personal life of each employee, affected their motivation. A various number of ways 

could increase the motivation within the employee, but it is not necessary to give 

the employee a grand award or money, the simplest things such the understanding 

the private part of employee is enough. As already mentioned from previous study 

by Galli in 2020, the relationship with the leader could also lead to increasing 

motivation within the employee. 

In the output expected in employee performance, each employee seems to 

be highly performed on their output at their completion of tasks to assigned 

responsibility as can be seen at table 4.11. At this rate, employers could expect high 

output from their subordinates but can maintain employee’s motivation and 

personal connection to each other.  

5.3 Limitations 

 In this study, researcher acknowledge some of limitations when conducting 

the research. The limitations in this study can be explained: 

1. The number of respondents in this study was on a small scale within the 

range of Hotel Dafam Wonosobo and Halo Sustainable Resort 
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Karimunjawa’s number of employee and limited by requirements of the 

study required to conduct the research. 

2. This research conducted with online questionnaire by Google form and not 

by direct observation and/or interview with the employee, so researcher did 

not directly involve to the data collection and direct communication with 

employee except with the human resource manager and general manager 

themselves.  

3. The collection data of job performance variables is based on personal 

assessment from each employee; thus, the result could be biased and 

different compared to the actual result. 

4. This study only replication and re-proof of previous research that has 

already been conducted and published, so that there is no new development 

when conducting this study. 

5.4 Future Research Suggestions 

 By acknowledgement of the limitations when conducting similar research, 

wider range and larger number of objects and respondents is suggested because the 

case could be different from other business entities and/or different area and scale 

of respondents even with the same requirement as this study. Thus, the next research 

can give more explanations and insights to the related parties and possible different 

outcome than this study.  

 Future research about emotional leadership, employee motivation and job 

performance suggested to have personal involvement from the researcher to the 

respondents with direct observation and/or interviews. In great measures, future 
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researchers could get more insight from the practical reality within the organization 

and gives more factors besides the variables mentioned in this study. 

The bias form testing the job performance variable should be minimized by 

analyzing the actual data from the organization to create unbiased result and more 

accurate analysis based. It is suggested to use qualitative methods to gain more 

accurate data.  On the other hand, future research needs to get more guidance from 

articles or journals that are published after this study has been done and could get 

new development about the related variables. Nevertheless, this study was also 

based on other studies, and it suggested that future research to use more journals as 

guidance. 
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Data Recap Validity & Reliability Test 35 Respondents Attachment 

Emotional Leadership (X) 

RESPONDENT 
EMOTIONAL LEADERSHIP 

X.1 X.2 X.3 X.4 

1 4 5 4 4 

2 4 4 4 4 

3 4 4 4 4 

4 5 5 4 5 

5 3 3 3 3 

6 2 2 2 2 

7 3 4 2 3 

8 2 2 2 1 

9 4 2 3 2 

10 5 5 4 4 

11 2 2 3 2 

12 4 4 3 4 

13 3 3 3 3 

14 3 4 4 4 

15 3 4 4 3 

16 3 3 4 3 

17 3 3 3 2 

18 3 3 4 2 

19 3 4 3 3 

20 2 3 3 3 

21 2 3 3 4 

22 2 2 3 3 

23 4 3 3 4 

24 2 2 2 2 

25 2 2 1 2 

26 2 1 2 2 

27 4 4 2 2 

28 4 5 4 4 

29 2 2 3 3 

30 4 4 4 3 

31 2 2 3 2 

32 5 5 5 5 

33 4 1 1 1 

34 1 2 3 1 

35 4 5 5 3 
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Employee Motivation (M) 

RESPONDE

NT 

MOTIVATION 

X.1 X.2 X.3 X.4 X.5 X.6 X.7 X.8 X.9 X.10 X.11 X.12 

1 5 4 3 2 3 4 4 4 3 4 4 4 

2 4 4 3 4 3 4 4 4 3 4 4 5 

3 5 3 4 3 2 4 4 3 2 4 3 4 

4 5 5 4 4 4 5 5 4 2 3 5 5 

5 4 4 3 2 1 4 4 4 3 3 2 4 

6 4 3 2 5 4 5 4 2 2 3 4 3 

7 4 4 3 4 2 4 2 3 2 3 2 3 

8 3 3 1 1 3 2 2 1 2 1 2 2 

9 2 2 2 5 2 2 1 2 2 1 4 3 

10 5 5 2 5 1 5 5 3 4 5 4 5 

11 3 3 1 3 2 4 3 2 2 3 2 3 

12 3 3 2 2 3 2 3 3 2 3 3 2 

13 1 1 1 3 1 3 3 3 2 1 3 2 

14 4 3 3 4 4 4 3 3 2 3 3 4 

15 4 4 2 2 1 3 3 4 2 2 1 2 

16 4 4 3 1 1 4 3 4 4 4 1 5 

17 4 4 3 1 1 4 3 4 3 3 1 4 

18 3 2 3 1 1 4 3 3 2 3 1 3 

19 3 3 3 1 1 4 4 4 3 3 2 4 

20 3 4 2 2 2 4 3 4 3 2 1 4 

21 4 3 2 2 2 4 3 4 3 4 1 3 

22 3 4 3 4 2 4 3 3 2 3 2 2 
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23 4 4 3 4 2 4 4 4 3 3 2 4 

24 4 4 4 1 5 4 4 4 3 3 2 3 

25 4 4 3 5 4 4 4 4 3 3 2 5 

26 2 2 4 4 1 3 1 4 3 2 2 2 

27 2 4 2 4 1 3 4 2 2 2 2 3 

28 5 5 3 4 5 5 5 5 5 4 4 3 

29 4 4 4 2 1 4 3 4 1 3 3 5 

30 4 3 2 2 4 4 3 4 1 4 3 5 

31 3 3 2 4 4 3 4 4 1 3 4 4 

32 5 5 4 4 4 5 5 3 2 5 4 4 

33 1 1 1 1 1 1 1 1 2 1 4 3 

34 2 2 3 4 3 2 2 1 2 4 3 3 

35 4 5 3 4 4 5 4 4 4 5 5 4 
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Job Performance (Y) 

RESPONDENT 
JOB PERFORM 

Y.1 Y.2 Y.3 Y.4 

1 4 4 4 4 

2 5 5 5 5 

3 5 5 5 5 

4 5 5 5 5 

5 5 5 5 5 

6 4 5 4 4 

7 4 4 4 4 

8 1 1 2 2 

9 1 2 2 1 

10 5 4 5 5 

11 4 3 3 3 

12 4 4 4 4 

13 3 3 3 3 

14 4 3 3 4 

15 4 4 4 4 

16 4 5 4 5 

17 4 5 5 4 

18 5 3 3 4 

19 5 4 5 4 

20 5 4 5 4 

21 5 5 5 4 

22 4 4 4 4 

23 3 4 4 4 

24 5 2 3 5 

25 2 3 3 4 

26 4 5 5 5 

27 5 4 5 4 

28 5 4 5 5 

29 5 5 5 4 

30 4 4 4 4 

31 2 3 3 3 

32 4 5 5 5 

33 1 1 1 1 

34 1 2 2 3 

35 4 5 4 4 
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Validity & Reliability 

Validity Test Emotional Leadership 

Correlations 

 X1 X2 X3 X4 TOTAL 

X1 Pearson 

Correlation 

1 .723** .501** .612** .821** 

Sig. (2-tailed)  .000 .002 .000 .000 

N 35 35 35 35 35 

X2 Pearson 

Correlation 

.723** 1 .725** .766** .935** 

Sig. (2-tailed) .000  .000 .000 .000 

N 35 35 35 35 35 

X3 Pearson 

Correlation 

.501** .725** 1 .662** .826** 

Sig. (2-tailed) .002 .000  .000 .000 

N 35 35 35 35 35 

X4 Pearson 

Correlation 

.612** .766** .662** 1 .879** 

Sig. (2-tailed) .000 .000 .000  .000 

N 35 35 35 35 35 

TOTA

L 

Pearson 

Correlation 

.821** .935** .826** .879** 1 

Sig. (2-tailed) .000 .000 .000 .000  

N 35 35 35 35 35 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Validity Test Job Performance 

 

Correlations 

 Y1 Y2 Y3 Y4 TOTAL 

Y1 Pearson 

Correlation 

1 .710** .824** .803** .913** 

Sig. (2-tailed)  .000 .000 .000 .000 

N 35 35 35 35 35 

Y2 Pearson 

Correlation 

.710** 1 .894** .747** .909** 

 

 



   

 

92 
 

Sig. (2-tailed) .000  .000 .000 .000 

N 35 35 35 35 35 

Y3 Pearson 

Correlation 

.824** .894** 1 .797** .955** 

Sig. (2-tailed) .000 .000  .000 .000 

N 35 35 35 35 35 

Y4 Pearson 

Correlation 

.803** .747** .797** 1 .903** 

Sig. (2-tailed) .000 .000 .000  .000 

N 35 35 35 35 35 

TOTA

L 

Pearson 

Correlation 

.913** .909** .955** .903** 1 

Sig. (2-tailed) .000 .000 .000 .000  

N 35 35 35 35 35 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Validity Test Employee Motivation 

Correlations 

 M01 M02 M03 M04 M05 M06 M07 M08 M09 M10 M11 M12 

TOTA

L 

M0

1 

Pearson 

Correlation 

1 .789*

* 

.520*

* 

.108 .400* .774*

* 

.699*

* 

.544*

* 

.327 .718*

* 

.166 .551*

* 

.835** 

Sig. (2-tailed)  .000 .001 .538 .017 .000 .000 .001 .056 .000 .340 .001 .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

2 

Pearson 

Correlation 

.789*

* 

1 .441*

* 

.209 .313 .714*

* 

.715*

* 

.527*

* 

.442*

* 

.588*

* 

.128 .473*

* 

.802** 

Sig. (2-tailed) .000  .008 .229 .067 .000 .000 .001 .008 .000 .464 .004 .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

3 

Pearson 

Correlation 

.520*

* 

.441*

* 

1 .109 .198 .479*

* 

.324 .493*

* 

.177 .470*

* 

.069 .370* .575** 

Sig. (2-tailed) .001 .008  .532 .254 .004 .057 .003 .310 .004 .692 .029 .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

4 

Pearson 

Correlation 

.108 .209 .109 1 .326 .252 .223 -.078 .036 .198 .508*

* 

.096 .433** 

Sig. (2-tailed) .538 .229 .532  .056 .143 .197 .657 .839 .255 .002 .584 .009 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

5 

Pearson 

Correlation 

.400* .313 .198 .326 1 .297 .394* .146 .043 .349* .500*

* 

.150 .570** 

Sig. (2-tailed) .017 .067 .254 .056  .084 .019 .404 .808 .040 .002 .391 .000 

 

 



   

 

94 
 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

6 

Pearson 

Correlation 

.774*

* 

.714*

* 

.479*

* 

.252 .297 1 .750*

* 

.582*

* 

.398* .676*

* 

.127 .514*

* 

.829** 

Sig. (2-tailed) .000 .000 .004 .143 .084  .000 .000 .018 .000 .466 .002 .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

7 

Pearson 

Correlation 

.699*

* 

.715*

* 

.324 .223 .394* .750*

* 

1 .479*

* 

.328 .614*

* 

.298 .487*

* 

.809** 

Sig. (2-tailed) .000 .000 .057 .197 .019 .000  .004 .055 .000 .082 .003 .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

8 

Pearson 

Correlation 

.544*

* 

.527*

* 

.493*

* 

-.078 .146 .582*

* 

.479*

* 

1 .429* .385* -.100 .417* .586** 

Sig. (2-tailed) .001 .001 .003 .657 .404 .000 .004  .010 .022 .569 .013 .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M0

9 

Pearson 

Correlation 

.327 .442*

* 

.177 .036 .043 .398* .328 .429* 1 .368* -.032 .157 .441** 

Sig. (2-tailed) .056 .008 .310 .839 .808 .018 .055 .010  .029 .857 .369 .008 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M1

0 

Pearson 

Correlation 

.718*

* 

.588*

* 

.470*

* 

.198 .349* .676*

* 

.614*

* 

.385* .368* 1 .261 .535*

* 

.785** 

Sig. (2-tailed) .000 .000 .004 .255 .040 .000 .000 .022 .029  .129 .001 .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M1

1 

Pearson 

Correlation 

.166 .128 .069 .508*

* 

.500*

* 

.127 .298 -.100 -.032 .261 1 .253 .456** 
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Sig. (2-tailed) .340 .464 .692 .002 .002 .466 .082 .569 .857 .129  .143 .006 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

M1

2 

Pearson 

Correlation 

.551*

* 

.473*

* 

.370* .096 .150 .514*

* 

.487*

* 

.417* .157 .535*

* 

.253 1 .629** 

Sig. (2-tailed) .001 .004 .029 .584 .391 .002 .003 .013 .369 .001 .143  .000 

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

TO

TA

L 

Pearson 

Correlation 

.835*

* 

.802*

* 

.575*

* 

.433*

* 

.570*

* 

.829*

* 

.809*

* 

.586*

* 

.441*

* 

.785*

* 

.456*

* 

.629*

* 

1 

Sig. (2-tailed) .000 .000 .000 .009 .000 .000 .000 .000 .008 .000 .006 .000  

N 35 35 35 35 35 35 35 35 35 35 35 35 35 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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Validity Test 

VARIABLE 
ITE

M 

R 

VALU

E 

R 

TABL

E 

SIG. (2-

TAILED) 

EXPLANATIO

N 

LEADERSHI

P 

X1 0.821 0.275 0 VALID 

X2 0.935 0.275 0 VALID 

X3 0.826 0.275 0 VALID 

X4 0.879 0.275 0 VALID 

JOB 

PERFORM 

Y1 0.913 0.275 0 VALID 

Y2 0.909 0.275 0 VALID 

Y3 0.955 0.275 0 VALID 

Y4 0.903 0.275 0 VALID 

MOTIVATIO

N 

M1 0.835 0.275 0 VALID 

M2 0.802 0.275 0 VALID 

M3 0.575 0.275 0 VALID 

M4 0.433 0.275 0.009 VALID 

M5 0.570 0.275 0 VALID 

M6 0.829 0.275 0 VALID 

M7 0.809 0.275 0 VALID 

M8 0.586 0.275 0 VALID 

M9 0.441 0.275 0.008 VALID 

M10 0.785 0.275 0 VALID 

M11 0.456 0.275 0.006 VALID 

M12 0.629 0.275 0 VALID 

 

Reliability Test 

Emotional Leadership Reliability Test 

Case Processing Summary 

 N % 

Cases Valid 35 100.0 

Excludeda 0 .0 

Total 35 100.0 

a. Listwise deletion based on all 

variables in the procedure. 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.889 4 
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Job Performance Reliability Test 

Case Processing Summary 

 N % 

Cases Valid 35 100.0 

Excludeda 0 .0 

Total 35 100.0 

a. Listwise deletion based on all 

variables in the procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.936 4 

 

Employee Motivation Reliability Test 

Case Processing Summary 

 N % 

Cases Valid 35 100.0 

Excludeda 0 .0 

Total 35 100.0 

a. Listwise deletion based on all 

variables in the procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.866 12 
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Data Recap Validity & Reliability Test 48 Respondents Attachment 

Emotional Leadership 

 Respondents X1 X2 X3 X4 Average 

1 4 5 4 4 4.25 

2 3 4 5 3 3.75 

3 5 4 5 4 4.5 

4 4 3 4 4 3.75 

5 3 4 4 4 3.75 

6 4 3 4 3 3.5 

7 3 4 4 3 3.5 

8 2 2 3 3 2.5 

9 5 5 5 5 5 

10 2 2 2 2 2 

11 5 3 3 3 3.5 

12 1 2 1 1 1.25 

13 4 4 4 3 3.75 

14 3 3 3 3 3 

15 3 4 4 3 3.5 

16 3 3 3 3 3 

17 3 3 3 3 3 

18 3 2 3 2 2.5 

19 2 2 3 2 2.25 

20 1 1 1 1 1 

21 3 3 3 3 3 

22 4 4 4 4 4 

23 3 4 3 4 3.5 

24 3 3 3 3 3 

25 4 4 3 4 3.75 

26 3 4 4 4 3.75 

27 3 4 3 4 3.5 

28 3 3 2 2 2.5 

29 2 3 3 2 2.5 

30 3 3 2 3 2.75 

31 2 2 2 2 2 

32 5 4 4 4 4.25 

33 5 4 4 3 4 

34 3 4 3 3 3.25 

35 2 2 2 2 2 

36 3 3 3 3 3 
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37 4 4 4 4 4 

38 2 2 1 1 1.5 

39 5 5 5 5 5 

40 3 3 3 3 3 

41 4 5 4 3 4 

42 5 4 4 5 4.5 

43 3 3 3 3 3 

44 3 4 4 3 3.5 

45 4 5 5 4 4.5 

46 4 3 3 3 3.25 

47 4 4 3 3 3.5 

48 4 3 4 3 3.5 

 

Job Performance 

Respondents Y1 Y2 Y3 Y4 Average 

1 5 5 5 4 4.8 

2 5 5 5 5 5 

3 5 5 5 5 5 

4 5 5 5 4 4.8 

5 5 5 5 5 5 

6 5 4 4 3 4 

7 4 4 4 4 4 

8 4 4 4 4 4 

9 5 5 5 5 5 

10 2 2 2 2 2 

11 5 5 5 5 5 

12 4 3 3 4 3.5 

13 4 4 4 4 4 

14 4 4 3 3 3.5 

15 4 4 4 4 4 

16 3 3 3 3 3 
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17 3 3 1 1 2 

18 1 1 1 1 1 

19 2 2 3 2 2.3 

20 2 2 2 2 2 

21 1 1 1 1 1 

22 4 4 4 4 4 

23 4 3 3 4 3.5 

24 5 5 4 5 4.8 

25 4 4 4 4 4 

26 5 5 5 5 5 

27 5 4 5 5 4.8 

28 4 4 4 4 4 

29 4 3 3 4 3.5 

30 5 5 5 5 5 

31 1 1 1 1 1 

32 5 5 5 5 5 

33 4 4 4 4 4 

34 3 3 3 3 3 

35 4 4 4 4 4 

36 4 4 4 4 4 

37 5 5 5 4 4.8 

38 1 1 1 1 1 

39 5 5 5 5 5 

40 5 4 4 5 4.5 

41 4 3 4 4 3.8 

42 5 5 5 5 5 

43 4 4 4 3 3.8 
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44 5 5 5 5 5 

45 5 5 5 5 5 

46 5 3 4 4 4 

47 5 5 5 5 5 

48 5 3 3 4 3.8 
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Employee Motivation 

Respondents M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 Average 

1 3 4 2 1 2 4 5 4 4 3 2 4 3.17 

2 5 4 3 4 2 4 5 4 5 4 4 4 4.00 

3 4 5 4 3 3 4 4 4 2 4 2 4 3.58 

4 4 4 3 2 2 5 5 2 1 2 2 4 3.00 

5 5 4 4 2 3 5 5 2 4 5 4 5 4.00 

6 3 4 3 4 4 4 5 4 4 3 3 3 3.67 

7 4 4 3 2 2 3 3 3 3 3 3 4 3.08 

8 4 3 2 1 4 4 3 4 4 3 3 4 3.25 

9 5 5 5 5 5 5 5 5 5 5 5 5 5.00 

10 2 2 3 4 2 2 2 2 3 2 2 3 2.42 

11 5 5 3 4 5 5 5 5 5 5 5 5 4.75 

12 4 2 3 3 3 5 4 3 3 3 3 2 3.17 

13 5 5 4 3 3 4 4 4 1 3 3 3 3.50 

14 3 3 3 3 3 3 3 3 3 3 3 3 3.00 

15 4 3 3 4 3 4 4 4 3 3 4 3 3.50 

16 3 3 3 3 3 3 3 3 3 3 3 3 3.00 

17 1 1 3 3 3 1 1 3 3 3 1 3 2.17 

18 1 1 5 3 1 1 1 1 1 1 1 1 1.50 

19 1 3 3 3 3 2 1 2 3 3 3 2 2.42 

20 1 2 2 2 1 2 2 2 3 3 3 4 2.25 

21 2 2 2 4 2 2 3 2 2 2 3 3 2.42 

22 4 4 3 3 4 4 4 3 4 4 4 3 3.67 

23 4 3 3 2 3 4 3 4 2 4 4 1 3.08 

24 5 4 3 4 4 5 5 3 4 5 2 3 3.92 
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25 5 4 3 2 5 4 4 4 3 3 3 2 3.50 

26 4 4 1 4 4 4 4 4 3 3 2 4 3.42 

27 5 4 2 1 5 5 4 4 2 5 5 3 3.75 

28 3 3 2 1 5 4 4 3 2 4 3 3 3.08 

29 3 4 2 4 4 4 4 4 5 3 3 4 3.67 

30 5 4 1 3 5 5 5 4 3 4 4 4 3.92 

31 1 1 1 4 1 1 1 1 5 1 2 2 1.75 

32 5 2 3 1 4 4 3 4 1 3 2 1 2.75 

33 5 5 4 4 4 5 4 5 3 4 5 3 4.25 

34 4 3 1 2 1 3 3 3 4 3 3 4 2.83 

35 2 1 2 1 2 3 5 3 5 2 1 4 2.58 

36 4 4 2 2 5 4 3 4 3 4 3 3 3.42 

37 4 4 1 1 5 5 3 4 2 3 3 3 3.17 

38 1 1 1 1 1 1 1 2 2 1 3 2 1.42 

39 5 5 2 2 2 5 5 5 4 5 4 4 4.00 

40 4 4 3 5 5 5 4 4 4 3 4 3 4.00 

41 5 4 3 4 5 4 3 4 3 3 4 2 3.67 

42 4 4 2 1 5 5 5 5 3 4 2 3 3.58 

43 3 4 2 3 4 4 4 4 5 4 3 5 3.75 

44 4 3 4 3 4 4 5 4 3 3 3 3 3.58 

45 5 4 4 3 5 5 4 4 3 4 4 4 4.08 

46 4 4 4 2 5 4 4 5 3 3 3 4 3.75 

47 4 4 3 3 4 5 4 4 3 4 4 2 3.67 

48 4 3 2 2 3 4 2 3 2 3 4 2 2.83 
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Descriptive Analysis 

Statistics 

 X M Y 

N Valid 48 48 48 

Missi

ng 

0 0 0 

Mean 13.10 39.48 15.40 

Std. 

Deviation 

3.592 9.015 4.854 

Variance 12.904 81.276 23.563 

Range 16 43 16 

Minimum 4 17 4 

Maximum 20 60 20 

 

Descriptive Statistics of X 

 N Minim

um 

Maxim

um 

Mean Std. 

Deviation 

X1 48 1 5 3.31 1.035 

X2 48 1 5 3.38 .959 

X3 48 1 5 3.31 1.014 

X4 48 1 5 3.10 .951 

Valid N 

(listwise) 

48     

 

Descriptive Statistics of M 

 N Minim

um 

Maxim

um 

Mean Std. 

Deviation 

M1 48 1 5 3.65 1.313 

M2 48 1 5 3.40 1.162 

M3 48 1 5 2.71 1.010 

M4 48 1 5 2.73 1.162 

M5 48 1 5 3.40 1.333 

M6 48 1 5 3.79 1.220 

M7 48 1 5 3.60 1.250 

M8 48 1 5 3.48 1.031 
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M9 48 1 5 3.15 1.130 

M10 48 1 5 3.29 1.010 

M11 48 1 5 3.10 1.016 

M12 48 1 5 3.19 1.024 

Valid N 

(listwise) 

48     

Descriptive Statistics of Y 

 N Minim

um 

Maxim

um 

Mean Std. 

Deviation 

Y1 48 1 5 4.02 1.246 

Y2 48 1 5 3.79 1.237 

Y3 48 1 5 3.79 1.271 

Y4 48 1 5 3.79 1.271 

Valid N 

(listwise) 

48     
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Regression Analysis Attachment  

Regression Analysis X to M 

Variables Entered/Removeda 

Mod

el 

Variables 

Entered 

Variables 

Removed 

Metho

d 

1 Emotional 

Leadership 

(X)b 

. Enter 

 

a. Dependent Variable: Employee Motivation 

(M) 

b. All requested variables entered. 

Model Summary 

Mod

el 

R R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

1 .619a .384 .370 7.15506 

 

a. Predictors: (constant) Emotional Leadership (X)... 

 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Sign

ifica

nce 

1 Regressio

n 

1465.018 1 1465.018 28.617 .000
b 
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Residual 2354.962 46 51.195   

Total 3819.979 47    

a. Dependent Variable: Employee Motivation (M) 

b. Predictors: (constant) Emotional Leadership (X)... 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardi

zed 

Coefficie

nts 

t 

B Std. 

Error 

Beta 

1 (Constant) 19.112 3.945  4.84

5 

Emotional 

Leadership (X) 

1.554 .291 .619 5.34

9 

 

Coefficientsa 

Model Significan

ce 

1 (Constant) .000 

Emotional Leadership (X) .000 

 

a. Dependent Variable: Employee Motivation (M) 

 

Regression Analysis of M to Y 

Variables Entered/Removeda 

Mod

el 

Variables 

Entered 

Variables 

Removed 

Metho

d 

1 Employee 

Motivation 

(M)b 

. Enter 

 

a. Dependent Variable: Job Performance (Y) 

b. All requested variables entered. 
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Model Summary 

Mod

el 

R R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

1 .815a .665 .657 2.84129 

 

a. Predictors: (constant) Employee Motivation (M)... 

 

 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Sign

ifica

nce 

1 Regressio

n 

736.124 1 736.124 91.184 .000
b 

Residual 371.355 46 8.073   

Total 1107.479 47    

 

a. Dependent Variable: Job Performance (Y) 

b. Predictors: (constant) Employee Motivation (M)... 

 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standard

ized 

Coeffici

ents 

t 

B Std. Error Beta 

1 (Constant) -1.935 1.861  -

1.04

0 

Employee 

Motivation (M) 

.439 .046 .815 9.54

9 

 

Coefficientsa 
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Model Significanc

e 

1 (Constant) .304 

Employee Motivation (M) .000 

 

a. Dependent Variable: Job Performance (Y) 

 

Regression Analysis of X to Y 

Variables Entered/Removeda 

Mod

el 

Variables 

Entered 

Variables 

Removed 

Metho

d 

1 Emotional 

Leadership 

(X)b 

. Enter 

 

a. Dependent Variable: Job Performance (Y) 

b. All requested variables entered. 

 

 

Model Summary 

Mod

el 

R R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

1 .672a .452 .440 3.63212 

 

a. Predictors: (constant) Emotional Leadership (X)... 

 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Signi

fican

ce 
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1 Regressio

n 

500.634 1 500.634 37.9

49 

.000b 

Residual 606.845 46 13.192   

Total 1107.479 47    

 

a. Dependent Variable: Job Performance (Y) 

b. Predictors: (constant) Emotional Leadership (X)... 

 

 

Coefficientsa 

Model Unstandardized 

Coefficients 

Stan

dardi

zed 

Coeff

icient

s 

T 

B Std. 

Error 

Beta 

1 (Constant) 3.490 2.003  1.74

3 

Emotional 

Leadership (X) 

.909 .147 .672 6.16

0 

 

 

 

 

 

Coefficientsa 

Model Significa

nce 

1 (Constant) .088 

 

 

 



   

 

112 
 

Emotional Leadership (X) .000 

 

a. Dependent Variable: Job Performance (Y) 

 

Regression Analysis of X to Y with M as a mediating variable 

Variables Entered/Removeda 

Mod

el 

Variables 

Entered 

Variables 

Removed 

Metho

d 

1 Employee 

Motivation 

(M), 

Emotional 

Leadership 

(X)b 

. Enter 

 

a. Dependent Variable: Job Performance (Y) 

b. All requested variables entered. 

Model Summary 

Mod

el 

R R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

1 .843a .710 .697 2.67075 

 

a. Predictors: (constant) Employee Motivation (M), Emotional Leadership (X)... 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Signi

fican

ce 

1 Regressio

n 

786.497 2 393.249 55.1

31 

.000b 

Residual 320.982 45 7.133   

Total 1107.479 47    
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a. Dependent Variable: Job Performance (Y) 

b. Predictors: (constant) Employee Motivation (M), Emotional Leadership (X)... 

 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standar

dized 

Coeffici

ents 

t 

B Std. 

Error 

Beta 

1 (Constant) -3.169 1.810  -1.751 

Emotional 

Leadership (X) 

.367 .138 .272 2.657 

Employee Motivation 

(M) 

.348 .055 .647 6.331 

 

 

Coefficientsa 

Model Significance 

1 (Constant) .087 

Emotional Leadership (X) .011 

Employee Motivation (M) .000 

 

a. Dependent Variable: Job Performance (Y) 
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