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Abstract 

This study aims to analyze the effect of Transformational Millennial Leadership, Training, and 

Compensation on Employee Performance through Motivation at the Dr. Abdul Riva’i Regional 

General Hospital in Berau Regency. The research utilizes Structural Equation Modeling (SEM) 

analysis tools with Analysis Moment of Structural (AMOS) software to analyze data from 360 

respondents out of a total of 718 employees. The findings indicate that Transformational 

Millennial Leadership has a positive and significant effect on employee performance through the 

moderating variable of motivation hormones. In other words, transformational millennial 

leadership, work motivation, and employee performance are closely interconnected within public 

organizations such as regional general hospitals. 
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1. Introduction 

Hospitals are organizations that serve public health, and in the process, they face unique 

challenges in managing, motivating, and improving employee performance. The demand for 

high-quality service, operational efficiency, and adaptation to new technologies requires 

innovative and effective human resource management approaches. The development of human 

resources (HR) in the public sector (regional general hospitals) has become increasingly crucial 

in today's digital and competitive era. One aspect that draws attention is the emergence of the 

millennial generation in leadership positions, which brings new styles and approaches to 

managing organizations. In addition to leadership, a fair compensation system, relevant training 

programs, and motivation are key factors that influence employee performance. Previous 

research has shown that public expectations regarding hospital services have not yet been met, 

such as fluctuating community satisfaction indexes and employee satisfaction indexes that 

remain below standards.  
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This study aims to examine the relationships and effects between the variables of 

Transformational Millennial Leadership, Training, and Compensation on Employee 

Performance. By understanding these dynamics, it is hoped that the results of the study will 

provide valuable insights for policymakers and managers in the public health sector in designing 

more effective and sustainable human resource development strategies. 

 

2. Literature review 

2.1. Human Resource Management (HRM) in the Public Health Sector  

Human Resource Management (HRM) in the public sector, particularly in the health field, faces 

unique challenges that differ from those in the private sector. The basic theory of HRM in the 

public sector focuses on managing the workforce to achieve the goals of public organizations 

that are oriented toward public service rather than profit. In the health sector, this is crucial for 

improving the efficiency and quality of medical services to the community. The public sector is 

distinctive in its human resource management due to its broad responsibility for public service 

delivery and the management of public interests. In this context, HR policies and regulations 

become essential instruments that govern the interaction between the government as the manager 

and employees as providers of public services (Robinson, S., & Hadji, M., 2017). 

 

2.2. Employee Performance 

Performance is essentially the quality and quantity of work achieved by an employee in carrying 

out their tasks according to the responsibilities assigned to them (Gibson, et al., 2011). 

Performance is influenced by two factors: individual factors and organizational environmental 

factors. Sedarmayanti (2017) identifies several factors that affect performance, including: 

attitude and mentality (work motivation, work discipline, and work ethics), education, skills, 

leadership management, income level, salary and health, social security, work climate, facilities 

and infrastructure, technology, and opportunities for achievement. According to Gibson et al. 

(2011), there are several indicators of performance, including: employee work quantity, 

employee work quality, employee work efficiency, employee work attitude, employee work 

quality standards, and work ability. 

 

Previous studies that serve as references indicate that performance is influenced by several 

factors. For example, the study by Yuliharsasi, Suryanti, & Kistiyanto (2022) concluded that 

transformational leadership style has an effect on employee performance. The study by Sibarani, 

Sadalia, & Nazaruddin (2023) concluded that training has an effect on performance. Amaliyah's 

study (2021) indicated that compensation influences employee performance, and the research by 

Farisi, Irnawati, & Fahmi (2020) concluded that motivation affects employee performance. 

 

2.3. Several Factors Influencing Employee Performance 

2.3.1. Transformational Millennial Leadership 

The concept of transformational leadership was popularized by James MacGregor Burns (1979), 

who defined leadership as the ability of an individual to persuade followers to act in order to 



    International Journal of Economics, Business and Management Research 

Vol. 9, No.01; 2025 

ISSN: 2456-7760 

www.ijebmr.com Page 228 

 

achieve specific goals that embody the values, motivations, desires, needs, aspirations, and 

expectations of both leaders and followers. Subsequently, this concept of transformational 

leadership the concept was further developed by Bernard M. Bass in 1985. According to Bass, 

transformational leadership involves efforts by leaders to transform followers from one level of 

needs to a higher level of needs, according to Abraham Maslow's motivation theory (Wirawan, 

2013). According to Bass and Avolio, as cited by Yukl (2010), transformational leadership has 

four key indicators: Charismatic (Idealized influence), Inspirational Motivation, Intellectual 

Stimulation, and Individualized Consideration. Several previous studies serve as references 

indicating that transformational leadership affects employee performance, including studies by 

Yuliharsasi, Suryanti & Kistiyanto (2022), Firmansayah & Lestariningsih (2023), and Nasrip, 

Kirana & Hadi (2023).  

 

Thus, millennial transformational leadership is a combination of millennial leadership and 

transformational leadership, where the millennial generation is characterized by inclusiveness, 

innovation, creativity, collaboration, and the use of technology. The millennial generation tends 

to prefer a transformational leadership style (Yohanes, 2023). According to Bernard M. Bass 

(1985), the concept of transformational leadership aims to elevate followers from one level of 

needs to a higher level, based on Abraham Maslow's motivation theory. 

 

2.3.2. Training 

Training essentially influences employee performance in healthcare organizations (Aksu, A., & 

Caliskan, A., 2016; 558-571). This study provides valuable insights into how training can 

enhance the quality of medical services and the overall performance of hospitals or community 

health centers. The continuous improvement of the workforce's skills impacts the overall 

performance of the organization (Pritchard, R.D., & Ashwood, E.D., 2019; 231-245). Similarly, 

Hargreaves, A., & Fink, D. (2017; 234-241) argue that the importance of training in creating 

sustainable leadership in the healthcare sector leads to improved healthcare service quality at the 

organizational level.  

 

2.3.3. Compensation 

Compensation, according to R. Wayne Mondy (2008), is the total reward received by employees 

in exchange for the services they have provided. Compensation can be in the form of both 

financial and non-financial rewards. Deci, E.L., & Ryan, R.M. (2008; 182-185) explain that 

compensation can affect both intrinsic and extrinsic motivation, as well as its impact on 

individual performance within an organization, including in the healthcare sector. Another study 

conducted by Manzoor, F., & Qureshi, M. (2015; 1-11) showed a positive relationship between 

fair compensation and improved employee performance in healthcare organizations, providing 

important evidence for the public sector. Similarly, Aghazadeh, S.M. (2003; 59-70) concluded 

that compensation structures in public hospitals influence organizational performance and 

provide insights into the factors affecting workforce retention in the healthcare sector.  
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2.3.4. Motivation 

Motivation is the willingness to exert a high level of effort toward organizational goals, 

conditioned by the ability of that effort to fulfill certain individual needs (Robbins, 2015). 

Maslow proposed that humans are motivated by five levels of basic needs arranged 

hierarchically: physiological needs, safety needs, love and belonging needs, esteem needs, and 

self-actualization needs. Deci, E.L., & Ryan, R.M. (2008; 182-185) state that intrinsic 

motivation, which is related to internal satisfaction such as providing good service to patients, 

can enhance performance in the healthcare context. Similarly, the study by Manzoor, F., & 

Qureshi, M. (2015) shows that adequate motivation, whether through compensation or 

recognition, can improve employee performance in hospitals and other healthcare organizations. 

 

3. Method 

This study employs a quantitative approach to test hypotheses regarding the relationships 

between the variables and their impact on employee performance. By understanding these 

dynamics, it is hoped that the results of the research will provide valuable insights for 

policymakers and managers in the public health sector in designing more effective and 

sustainable human resource development strategies. 

 

The method used in this research is a literature review. A literature review is an evaluation, 

critique, and synthesis of previous studies, aimed at identifying the main ideas of a research topic 

in order to develop new hypotheses and models for further research (Snyder, 2019; Kitchenham 

et al., 2009).  

 

The literature review also provides a comprehensive overview of topics and methods, 

synthesizing previous studies as a knowledge base (Paul & Criado, 2020; Linnenluecke et al., 

2020). In this study, we reviewed 64 articles related to the determinants of regional inequality. 

The determinants of regional inequality that we reviewed include economic growth, 

infrastructure, human resources, investment, decentralization, economic openness, population, 

and spending on pro-poor growth functions. 

 

4. Results 

Based on the analysis in this study, the results indicate that the variables of transformational 

millennial leadership, training, and compensation influence employee motivation and 

performance. 
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Table 1. Structural Model Results of SEM 

 

 

 

 

 

 

 

 

 

    Source: Primary Data, processed (2024) 

 

Figure 1. Results of Sem Test 
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5.  Discussion 

5.1 Transformational Millennial Leadership and Work Motivation 

The analysis results show that the better the influence of transformational millennial leadership, 

the higher the work motivation. This indicates that improvements in transformational millennial 

leadership, particularly in the aspect of inspiration, will lead to increased work motivation, 

especially in terms of employee responsibility. The findings of this study align with and support 

the results of previous empirical research referenced in this study, such as the studies conducted 

by Yuliharsasi, Suryanti & Kistiyanto (2022), Firmansayah & Lestariningsih (2023), and Nasrip, 

Kirana & Hadi (2023). Transformational Millennial Leadership and Work Motivation are two 

critical factors that influence performance in organizations, including in public service sectors 

like regional general hospitals.  

 

Transformational leadership refers to a leadership style that can inspire, motivate, and empower 

team members to achieve higher goals. On the other hand, work motivation refers to the internal 

drive that influences employees to perform their tasks to the best of their ability. In the context of 

regional general hospitals (RSUD) at the district level, these factors are highly relevant as they 

are directly linked to the quality of healthcare services provided to the community. 

Transformational millennial leadership has a significant impact on work motivation in regional 

general hospitals. Leaders who are capable of inspiring and empowering employees, while 

creating a positive work environment, will enhance motivation and staff performance, ultimately 

contributing to improved healthcare service quality. Therefore, the development of 

transformational millennial leadership in hospitals should be a primary focus to create a more 

effective and responsive organization that meets the needs of the community. 

 

5.2 Training, Compensation, and Work Motivation 

The analysis results show that the correlation coefficient between training and work motivation 

is 0.28, with a p-value of 0.004. Since the p-value is less than 0.05, this indicates that training has 

a significant positive effect on work motivation. This means that as the value of training 

increases, work motivation also increases, with an average performance qualification for training 

of 3.29 and an average performance qualification for motivation of 3.66. The findings of this 

study are in line with and support the results of previous empirical research used as references in 

this study, namely research conducted by Wahyudi, Susbiyani & Qomaiyah (2021), as well as 

Murni (2022). 

 

Training, compensation, and work motivation are essential elements that influence the 

performance of individuals and organizations in the public sector, particularly in district public 

hospitals. As a public institution, a hospital is not only responsible for providing quality 

healthcare services but must also be capable of managing human resources effectively to 

enhance performance and patient satisfaction. Training and compensation are closely related to 

work motivation. Good training can provide a sense of achievement and improve employees' 

skills, which in turn boosts their motivation to perform better. Fair compensation, which is 

aligned with performance, also provides a positive drive for employees to increase productivity. 
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High work motivation is created when employees feel valued and receive the support they need 

to grow. 

 

Training, compensation, and work motivation interact with each other in improving employee 

performance at district public hospitals. Effective training can enhance employees' skills, while 

fair and adequate compensation can increase satisfaction and work motivation. Therefore, 

hospital management needs to design appropriate training programs and fair compensation 

systems to improve work motivation, which ultimately contributes to enhancing the quality of 

service to patients. 

 

5.3. Transformational Millennial Leadership, Work Motivation, and Employee Performance 

The analysis results show that the effect of transformational millennial leadership on work 

motivation, with the coefficient of indirect influence between transformational millennial 

leadership (X1) and work motivation (Z) through performance (Y), is obtained with an indirect 

influence coefficient of 0.313 (the coefficient of transformational millennial leadership influence 

on motivation multiplied by the correlation coefficient between work motivation and 

performance). Since both the direct effects (transformational millennial leadership to work 

motivation and work motivation to performance) are significant, it can be concluded that there is 

a significant indirect effect of transformational millennial leadership on performance through 

work motivation. This means that as transformational millennial leadership increases, 

performance will also improve if work motivation also increases. 

 

Transformational millennial leadership plays a crucial role in motivating employees to deliver 

their best performance. Transformational leaders can create an environment that supports 

employee development, which not only enhances their intrinsic motivation but also improves 

overall organizational performance. This is highly relevant in district public hospitals, where 

every member of the medical and non-medical teams plays an important role in providing quality 

healthcare services.  

 

The findings of this study are in line with and support the results of previous empirical research 

used as references in this study, namely the research conducted by Nasrip, Kirana, & Hadi 

(2023) and Firmansyah and Lestariningsih (2023). Both of these studies concluded that 

transformational leadership has a positive and significant effect on employee performance 

through work motivation as an intervening variable. Similarly, the study by Avolio and Bass 

(1991) showed that transformational leadership can enhance employees' intrinsic motivation, 

which directly impacts the improvement of their performance. When employees feel valued and 

empowered, they will work harder to achieve organizational goals. On the other hand, low work 

motivation or unappreciated contributions from employees can reduce individual performance 

and, ultimately, the quality of hospital services. 
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6. Conclusion 

Transformational millennial leadership, work motivation, and employee performance are 

fundamentally closely interconnected in public organizations such as district public hospitals. 

Effective leaders can enhance employees' work motivation through inspiring and empowering 

approaches, which in turn will improve their performance. Therefore, hospitals need to ensure 

that the leadership applied is transformational and provide various resources to improve 

employee motivation and performance, so that they can deliver quality healthcare services to the 

community. 
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