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Abstract 
Employee performance in the retail sector may be influenced by leadership practices, 
job training, and workload amid challenges related to supervisory support, 
inconsistent training, and increasing work demands. This study examines the effects 
of leadership, job training, and workload on employee performance. A quantitative 
approach with a causal-associative design was employed, involving 63 employees 
selected through simple random sampling from a population of 165 employees. Data 
were collected through questionnaires using a five-point Likert scale and analyzed 
using Partial Least Squares Structural Equation Modeling with SmartPLS 4.0. The 
results show that the model explains 88.0% of the variance in employee performance. 
Leadership has a positive but insignificant effect on employee performance, while job 
training also has a positive but insignificant effect. In contrast, workload has a 
positive and significant effect. Retail managers should prioritize effective and 
proportional workload management while maintaining supportive leadership and 
structured training. These findings highlight the importance of a holistic human 
resource management approach in dynamic retail environments.  
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1. Introduction 
Employee performance is a critical determinant of organizational effectiveness, 

particularly in the retail industry, where employees directly influence service quality, 
operational efficiency, and customer satisfaction. Maintaining optimal performance 
is challenging because retail employees must respond to fluctuating customer 
demand, standardized procedures, and high operational intensity. Various 
organizational factors, including leadership, job training, and workload, may 
influence employee performance by shaping employees’ ability, motivation, and 
capacity to complete their responsibilities effectively (Rustiana, 2010; Afandi, 2021; 
Imam et al., 2023). These challenges are also evident at ADA Setiabudi Supermarket, 
where preliminary observations indicate concerns about limited supervisory support, 
inconsistent employee training, and increased workloads during peak operating 
periods. These conditions highlight the importance of examining these factors to 
understand better their contribution to employee performance in the retail context. 

Leadership represents an important organizational factor because leaders 
influence employees’ motivation, direction, and ability to achieve performance 
expectations. Effective leadership involves not only communicating operational 
targets but also providing guidance, support, appreciation, and opportunities for 
employees to communicate work-related challenges. Previous research by Imam et 
al. (2023) indicates that supervisor support can strengthen employee engagement 
and improve performance. However, these leadership functions may not always be 
optimally implemented in operationally demanding retail environments. At ADA 
Setiabudi Supermarket, preliminary observations indicate that supervisors tend to 
emphasize operational targets and task completion, while employees may receive 
comparatively limited guidance, appreciation, and opportunities for two-way 
communication. Such conditions may influence employees’ motivation and 
engagement, particularly when they face demanding and rapidly changing 
operational situations. Therefore, examining leadership in relation to employee 
performance helps explain how supervisory practices operate within the dynamic 
self-service retail context. 

Furthermore, job training plays an important role in developing employees’ 
knowledge, skills, and work attitudes, enabling them to perform their responsibilities 
more effectively and professionally (Noe et al., 2020). Previous studies by Salas et al. 
(2019), Sukoco et al. (2020), Mutiya et al. (2022), and Hidayat et al. (2024) 
consistently indicate that effective training can improve employee performance, 
productivity, and work behavior. However, this relationship may depend on the 
quality and continuity of training implementation. At ADA Setiabudi Supermarket, 
preliminary observations and interviews indicate that training is not consistently 
provided, particularly for new employees, who typically receive only one to two days 
of orientation before learning through direct practice. Some employees experience 
difficulties in understanding operational procedures, POS systems, product 
information, and customer service standards, potentially increasing errors and 
reducing work efficiency. These conditions highlight the importance of examining 
job training as a factor influencing employee performance in the retail context. 

Workload refers to the tasks and responsibilities that employees must complete 
within a specific timeframe in accordance with their physical and mental capacities 
(Tarwaka, 2020). In retail environments, fluctuating customer demand can 
substantially increase workload, particularly during weekends, public holidays, and 
peak operating hours. At ADA Setiabudi Supermarket, these periods often lack 
additional staffing, requiring employees to perform multiple tasks simultaneously. 
Preliminary interviews revealed that employees frequently experienced increased 
work intensity, with sales staff handling customer service and merchandise 
arrangement while also assisting with warehouse transfers and loading or unloading 
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goods. Although excessive workload may cause fatigue, stress, impaired 
concentration, and reduced performance, an appropriate distribution of tasks and 
staffing is important to prevent excessive job demands from compromising 
employees’ ability to perform effectively (Afandi, 2021; Widjaja et al., 2024).  

Although previous studies have examined leadership, job training, and workload 
as determinants of employee performance, their findings remain inconsistent across 
organizational and sectoral contexts. Leadership and job training, for instance, do 
not necessarily produce significant performance outcomes when employees operate 
under standardized procedures and high operational autonomy (Suprayitno, 2024; 
Setyorini & Subarjo, 2025). Meanwhile, workload may generate either positive or 
negative effects depending on its intensity (Sa’adah et al., 2023; Effendi et al., 2025). 
This study addresses this gap by examining these three factors within a self-service 
retail environment, a context characterized by fluctuating customer demand and 
intensive operational activities. The novelty lies in providing empirical evidence 
from ADA Setiabudi Supermarket in Semarang and assessing both the individual 
and collective effects of leadership, job training, and workload on employee 
performance. Therefore, this study aims to examine the effect of leadership, job 
training, and workload on employee performance. 

2. Literature Review and Hypothesis Development 

2.1. The Effect of Leadership on Employee Performance 
From the perspective of Vroom’s Expectancy Theory (1964), effective leadership 

should strengthen employees’ expectations that effort leads to performance and 
appropriate rewards. Leadership refers to a leader’s ability to influence, direct, and 
motivate subordinates to work effectively toward organizational goals (Ardilla & 
Pramusinto, 2015). In this regard, effective leadership can foster a conducive work 
environment, enhance employee morale, and build harmonious relationships 
between leaders and employees. Wahyudi et al. (2023) emphasize that leadership 
plays a crucial role in enhancing employee motivation and performance by providing 
direction and serving as a driving force within the organization. Similarly, Alvionita 
and Saputro (2024) explain that leadership involves encouragement and supervision 
to keep employees’ efforts aligned with organizational goals. Susanti et al. (2024) 
further describe leadership as a process of influencing employee behavior through 
effective communication, role modeling, and sound decision-making. 

Previous studies generally suggest that effective leadership improves employee 
performance by strengthening work motivation, discipline, and organizational 
loyalty (Wahyudi et al., 2023; Alvionita & Saputro, 2024). In particular, participative 
leadership encourages employees to engage in decision-making, thereby enhancing 
their job satisfaction and performance (Laksmita & Perdhana, 2024). Moreover, 
Sujoto et al. (2025) found that transformational leadership, combined with favorable 
job characteristics, can foster greater motivation and responsibility, encouraging 
employees to become more creative and productive when completing tasks that 
demand speed and accuracy. These findings collectively indicate that leadership 
practices can create supportive conditions that facilitate higher levels of employee 
performance. 

 
H1: Leadership has a significant effect on employee performance.  

 

2.2. The Effect of Job Training on Employee Performance 
Job training is a learning process designed to enhance employees’ knowledge, 

skills, and abilities, enabling them to perform their jobs effectively and 
professionally. Training is a crucial component of human resource development, as 
it helps employees adapt to advancements in technology, changes in work systems, 
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and evolving organizational demands. Job training represents a systematic effort by 
companies to improve employee competence in alignment with job requirements and 
technological progress (Viterouli et al., 2024; Yertas, 2024). Rahman et al. (2023) 
state that training plays a strategic role in enhancing both technical and non-
technical skills, thereby boosting individual and organizational performance. 
Meanwhile, Farisi et al. (2024) explain that job training aims to improve work 
capabilities so that employees can carry out their responsibilities more effectively.  

Previous studies by Rahman et al. (2023) indicate that appropriate and continuous 
job training plays an important role in strengthening employee skills, discipline, and 
productivity, thereby supporting improved organizational performance. Training 
provides employees with relevant knowledge, skills, and a clearer understanding of 
their responsibilities, enabling them to perform tasks more effectively, efficiently, 
and consistently (Wulansari & Mathori, 2026). Furthermore, Yimam (2022) 
emphasizes that employee training should be implemented as a continuous, planned, 
and systematic process aligned with the organization’s strategic mission, goals, and 
objectives. Training programs should also consider the specific needs identified 
through individual, job, and organizational analyses to ensure their effectiveness and 
relevance. 

 
H2: Job training has a significant effect on employee performance.  

 

2.3. The Effect of Workload on Employee Performance 
Workload refers to the set of tasks and responsibilities an employee must 

complete within a specific timeframe, commensurate with their physical and mental 
capabilities. Excessive workload can lead to pressure, stress, and fatigue, thereby 
negatively impacting employee productivity and work quality. According to 
Wahyudi et al. (2023), workload represents the volume of tasks an employee must 
complete based on responsibilities assigned by the organization. Sa’adah et al. (2023) 
explain that excessive workload can cause fatigue and reduce employee performance. 
Meanwhile, Ayu et al. (2024) state that workload relates to physical and mental job 
demands that influence employee productivity levels. In retail environments, 
workloads often increase during peak hours or surges in customer volume, requiring 
balanced work management to ensure employees can continue to perform optimally.  

Previous research highlights the importance of workload in shaping employee 
performance. Excessive or disproportionate workloads may reduce service quality, 
concentration, and work motivation, potentially hindering employees’ ability to 
perform effectively (Sa’adah et al., 2023; Wahyudi et al., 2023). However, workload 
does not always produce negative outcomes. Under manageable conditions, 
increased task demands may stimulate employees’ competitive spirit, adaptability, 
and responsiveness, thereby supporting better performance. Effendi et al. (2025) 
further found that higher workloads can enhance productivity through improved 
time management, stronger task focus, and greater motivation to complete 
responsibilities efficiently. Thus, the effect of workload may depend on how 
employees perceive and manage the demands placed upon them. 

 
H3: Workload has a significant effect on employee performance.  
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Figure 1. Conceptual Framework 
 

Figure 1 presents the conceptual framework of the study, illustrating the 
relationships between leadership, job training, workload, and employee performance. 
The framework proposes three direct hypotheses: H1 examines the effect of 
leadership on employee performance, H2 examines the effect of job training on 
employee performance, and H3 examines the effect of workload on employee 
performance. 

3. Methods  
This study employs a quantitative approach with a causal-associative research 

design. The quantitative approach was selected because the study aims to 
statistically examine relationships and effects between variables of analyzing 
numerical data. This research analyzes the effects of leadership, job training, and 
workload on employee performance at ADA Setiabudi Supermarket, Semarang. This 
study uses a causal-associative approach to determine the effects of each independent 
variable on the dependent variable. 

The population for this study consists of all 165 employees of ADA Setiabudi 
Supermarket in Semarang. This population was selected because all employees are 
directly involved in the company’s operational activities and are considered 
knowledgeable about leadership conditions, job training, workload, and workplace 
performance. The sample size was determined using Slovin’s formula with a 10% 
margin of error, resulting in a sample of 63 respondents. The study employed a 
probability sampling technique, specifically simple random sampling, ensuring that 
every member of the population had an equal chance of being selected as a 
respondent. This technique was chosen to ensure that the resulting sample 
objectively represents the characteristics of the population. 

This study used a questionnaire as the primary data collection instrument. The 
questionnaire was designed based on indicators for each research variable: 
leadership, job training, workload, and employee performance. The questionnaire 
was distributed directly to employees of ADA Setiabudi Supermarket Semarang. In 
addition to primary data obtained via questionnaires, this study utilized secondary 
data, sourced from company documents, scientific journals, books, and relevant prior 
research, to support the theoretical framework and the discussion of the findings. 

Variable measurement in this study employed a five-point Likert scale to assess 
respondents’ perceptions regarding each statement presented. The Likert scale was 
selected because it systematically measures respondents’ attitudes, perceptions, and 
opinions about the social phenomenon under investigation. Response scores ranged 
from strongly disagree (1) and disagree (2) to neutral (3), agree (4), and strongly 
agree (5). Data were analyzed using Partial Least Squares Structural Equation 
Modeling (PLS-SEM) with SmartPLS 4.0. The analysis comprised evaluation of the 
measurement model through outer loadings, Average Variance Extracted (AVE), 

Leadership 

Job Training 

Workload 

Employee Performance 

H1 

H2 

H3 
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Cronbach’s alpha, and composite reliability, followed by assessment of the structural 
model using R-square, F-square, and bootstrapping to test the proposed hypotheses 
based on path coefficients, t-statistics, and p-values.  

4. Results 
The instruments used in this study underwent validity and reliability testing 

based on a sample from ADA Setiabudi Supermarket in Semarang; the results of this 
analysis served as a basis for data collection for further analysis. The study examines 
the impact of leadership, job training, and workload on employee performance using 
SmartPLS 4.0, as shown in Figure 2. 

 

 
Figure 2. PLS Model Schematic 

 
The final outer model evaluation in this study resulted in the leadership variable 

being reflected by 5 indicators, job training by 5 indicators, workload by 5 indicators, 
and employee performance by 5 indicators. The SmartPLS analysis evaluates the 
reflective outer model using three criteria: Cronbach’s Alpha, Composite Reliability, 
and AVE for each variable.  

 
Table 1. Outer Loadings 

Variable Indicator Outer Loadings Description 

Leadership 

X1.1 0.905 

Valid 
X1.2 0.937 
X1.3 0.933 
X1.4 0.889 
X1.5 0.852 

Job Training 

X2.1 0.841 

Valid 
X2.2 0.937 
X2.3 0.888 
X2.4 0.946 
X2.5 0.888 

Workload 

X3.1 0.913 

Valid X3.2 0.863 
X3.3 0.895 
X3.4 0.855 
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Variable Indicator Outer Loadings Description 
X3.5 0.895 

Employee 
Performance 

Y1 0.918 

Valid 
Y2 0.940 
Y3 0.789 
Y4 0.912 
Y5 0.933 

 
The results of the outer model assessment using SmartPLS are presented in 

Table 1. All indicators across the four constructs have outer loadings above the 
recommended threshold of 0.70, indicating adequate convergent validity. The 
leadership construct shows loading values ranging from 0.852 to 0.937, with X1.2 
having the highest loading. For job training, loadings range from 0.841 to 0.946, 
with X2.4 showing the strongest contribution. The workload indicators exhibit 
loadings between 0.855 and 0.913, while employee performance ranges from 0.789 
to 0.940. The lowest value is observed for Y3 (0.789), which nevertheless exceeds 
the minimum criterion. The results confirm that all indicators adequately represent 
their respective constructs and are therefore retained for subsequent analysis.  

 
Table 2. AVE Results 

Variable AVE  
Leadership 0.816 
Job Training 0.811 
Workload 0.782 
Employee Performance 0.811 

 
Based on the results presented in Table 2, all constructs have AVE values 

exceeding the recommended threshold of 0.50, indicating that the measurement 
model demonstrates adequate convergent validity. The leadership construct has an 
AVE value of 0.816, indicating that the construct explains 81.6% of the variance in 
its indicators. Job training has an AVE value of 0.811, while workload has an AVE 
value of 0.782. Meanwhile, employee performance records an AVE value of 0.811. 
These results demonstrate that each construct explains more than half of the 
variance in its respective indicators. Therefore, all constructs meet the required 
criterion for convergent validity and can be retained for further analysis. 

 
Table 3. Composite Reliability and Cronbach’s Alpha 

Variable Cronbach’s Alpha Composite Reliability 
Leadership 0.944 0.957 
Job Training 0.941 0.955 
Workload 0.930 0.947 
Employee Performance 0.941 0.955 

 
Table 3 presents the reliability assessment based on composite reliability and 

Cronbach’s alpha. All constructs exceed the recommended threshold of 0.70 for both 
measures. Composite reliability values range from 0.947 for workload to 0.957 for 
leadership, while job training and employee performance each record a value of 
0.955. Similarly, Cronbach’s alpha values range from 0.930 for workload to 0.944 for 
leadership, with job training and employee performance both recording 0.941. These 
results demonstrate a high level of internal consistency across all constructs. 
Therefore, the indicators used to measure leadership, job training, workload, and 
employee performance are sufficiently reliable and suitable for subsequent structural 
model analysis. 
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Table 4. Coefficient of Determination 
Test Value 
R-Square 0.880 
R-Square Adjusted 0.874 

 
Based on Table 4, the R-Square indicates the magnitude of the influence of 

leadership, training, and workload on employee performance, with a value of 0.880. 
This indicates that leadership, training, and workload variables explain 88.0% of the 
variation in employee performance, while other variables outside the scope of this 
study explain the remaining 12.0%. Meanwhile, the Adjusted R-Square value of 
0.874 indicates that, after adjustment for the number of predictors in the model, the 
explanatory power remains high at 87.4%. 

 
Table 5. F-Square Test 

Variable F-Square 
 

LeadershipàEmployee Performance 0.078 
 

Job Trainingà Employee Performance 0.074 
 

Workload à Employee Performance 0.247 
 

 
Table 5 presents the F-square values, which indicate the effect size of each 

predictor variable on employee performance. The results show that leadership has 
an F-square value of 0.078, indicating a weak effect on employee performance. 
Training also has a weak effect, with an f-square value of 0.074. In contrast, workload 
has an f-square value of 0.247, indicating a moderate effect on employee performance. 
These findings indicate that workload has the strongest effect size among the 
variables examined, followed by leadership and training. 

 
Table 6. Hypothesis Test Results via Path Coefficients 

Variable Original 
Sample 

Sample 
Mean 

Standard 
Deviation t-Statistics p-

Value 
Leadership → Employee 
Performance  

0.264 0.266 0.162 1.630 0.103 

Job Training → 
Performance 

0.288 0.279 0.155 1.862 0.063 

Workload → Performance  0.418 0.422 0.096 4.372 0.000 
 
Based on the hypothesis testing results presented in Table 6, leadership has a 

positive but statistically insignificant effect on employee performance. The path 
coefficient is 0.264, indicating a positive relationship; however, the t-statistic of 1.630 
is below the critical value of 1.96, with a p-value of 0.103 (>0.05). Therefore, 
Hypothesis 1 is rejected. Similarly, job training shows a positive coefficient of 0.288 
but does not significantly influence employee performance. The obtained t-statistic 
of 1.862 and p-value of 0.063 (>0.05) indicate that the effect does not meet the 
required significance level. Thus, Hypothesis 2 is also rejected. 

In contrast, workload demonstrates a positive and statistically significant effect 
on employee performance, with a path coefficient of 0.418. The t-statistic of 4.372 
exceeds the critical value of 1.96, while the p-value of 0.000 is below 0.05. This 
finding indicates that higher workload is associated with higher employee 
performance in the context of this study. Accordingly, Hypothesis 3 is supported. 
The findings suggest that workload is the only predictor among the three examined 
variables that has a statistically significant direct effect on employee performance. 
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5. Discussion 
The findings indicate that leadership does not significantly affect employee 

performance at ADA Setiabudi Supermarket, Semarang. From the perspective of 
Vroom’s Expectancy Theory (1964), effective leadership should strengthen 
employees’ expectations that effort leads to performance and appropriate rewards. 
However, this result is consistent with Suprayitno (2024), who also found no 
significant effect of leadership on employee performance. In the self-service retail 
context, standardized procedures, routine tasks, intensive customer interactions, and 
fast-paced operations may reduce employees’ dependence on managerial direction, 
making leadership less influential in determining immediate performance. This 
finding contrasts with Sutrisno (2022) and Astriana et al. (2024), who reported 
significant positive effects of leadership in manufacturing and public-sector settings. 
The difference may reflect contextual characteristics, as retail employees tend to rely 
more heavily on established SOPs and operational routines, particularly amid 
fluctuating customer volumes and extended operating hours. Thus, leadership may 
have a less direct role in shaping performance in this setting. 

The results indicate that job training does not significantly affect employee 
performance, resulting in the rejection of H2. According to Becker’s (1964) Human 
Capital Theory, training represents a long-term investment that enhances 
productivity by developing employees’ specific skills, technical knowledge, and 
professional attitudes. However, this finding aligns with Setyorini and Subarjo 
(2025), who found that training may not significantly improve performance when 
implementation is suboptimal, insufficiently aligned with job requirements, or lacks 
appropriate follow-up. In the supermarket context, training at ADA Setiabudi may 
be general and sporadic, such as brief orientations or customer-service sessions, 
making knowledge difficult to apply consistently amid intensive operational 
demands and peak-hour pressures. This result differs from Farisi et al. (2024) and 
Laksmita and Perdhana (2024), who reported significant positive effects. The 
difference may arise from limited training continuity, employee turnover, and 
insufficient specialized training for digitized retail operations. 

The hypothesis testing results indicate that workload has a positive and 
significant effect on employee performance; therefore, H3 is accepted. Yerkes and 
Dodson (1908) explain this relationship through an inverted-U pattern, suggesting 
that an optimal workload can enhance focus, efficiency, and performance before 
excessive demands cause fatigue and decline. In the supermarket context, increased 
customer volumes during peak hours may create manageable task demands that 
encourage employees to work faster, maintain accuracy, and adapt while handling 
cashier duties, shelf stocking, and customer complaints. 

This finding is consistent with Witari and Ayuni (2023) and Astriana et al. (2024), 
who found that workload positively affects performance in service-sector settings. 
Field observations at ADA Setiabudi further indicate that peak-hour workloads 
stimulate employees’ competitive spirit and adaptability. Thus, proportional 
workload distribution and strategic task rotation are important for maintaining 
motivation, productivity, and service quality without creating excessive fatigue. 
These findings imply that ADA Setiabudi Supermarket should prioritize 
proportional workload distribution and strategic task rotation to maintain employee 
performance, particularly during peak operating hours. Although leadership and 
training were not significant predictors, supportive supervision and continuous, job-
specific training should still be maintained to strengthen employees’ capabilities and 
operational consistency. 
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6. Conclusion 
Based on the findings, workload has the strongest positive effect on employee 

performance, indicating that appropriately managed and challenging task demands 
can encourage employees to maintain productivity, focus, and adaptability. In 
contrast, leadership and job training do not have significant partial effects, which 
may reflect the characteristics of the self-service retail environment, where 
employees rely heavily on established procedures, operational routines, and 
autonomy in performing their tasks. These findings suggest that improving 
employee performance requires an integrated human resource management 
approach rather than relying on a single factor. In practice, retail management 
should prioritize proportional workload allocation while maintaining supportive 
leadership and continuous training to sustain performance in dynamic operating 
conditions. 

This study has several limitations. It was conducted within a single 
organizational context, namely ADA Setiabudi Supermarket, Semarang, with a 
relatively small sample of 63 employees from a population of 165, which may limit 
the generalizability of the findings. In addition, the study examined only three 
independent variables and relied on self-reported questionnaire data, which may 
introduce response bias. Future research should involve multiple supermarkets or 
retail organizations across different regions to strengthen the generalizability and 
enable contextual comparisons. Further studies should also include variables such as 
motivation, organizational support, job satisfaction, employee engagement, or other 
psychological factors to explain better the insignificant partial effects of leadership 
and job training. Longitudinal or mixed-method approaches are also encouraged to 
capture changes in employee performance across different operational conditions and 
provide deeper contextual explanations. 

References 
 

Afandi, P. (2021). Manajemen sumber daya manusia. Pekanbaru: Zanafa Publishing. 
Alvionita, Y., & Saputro, A. H. (2024). Pengaruh kepemimpinan, kepuasan kerja, dan beban 

kerja terhadap kinerja karyawan pada CV. Bumami Food: Bahasa Indonesia. JEMSI 
(Jurnal Ekonomi, Manajemen, dan Akuntansi), 10(1), 201-208. 
https://doi.org/10.35870/jemsi.v10i1.1829.  

Ardilla, N. D., & Pramusinto, H. (2015). Pengaruh kepemimpinan, komunikasi internal, dan 
motivasi kerja terhadap kinerja pegawai BP3AKB Provinsi Jawa Tengah. Dinamika 
Pendidikan Unnes, 10(1), 618-632. https://doi.org/10.15294/dp.v10i1.5094.   

Astriana, D., Indrayani, I., & Satriawan, B. (2024). Pengaruh kepemimpinan, beban kerja dan 
diklat terhadap kinerja karyawan dengan lingkungan kerja sebagai variabel intervening 
pada Perumda Air Minum Tirta Kepri. Jurnal Ilmiah Universitas Batanghari Jambi, 24(2), 
1603–1609. https://doi.org/10.33087/jiubj.v24i2.4661.  

Ayu, D. W., Handayani, M., & Wijayaningsih, R. (2024). Pengaruh kepemimpinan, motivasi 
kerja dan beban kerja terhadap kinerja karyawan pada PT Kurnia Berdikari Sejahtera. 
Digital Bisnis: Jurnal Publikasi Ilmu Manajemen dan E-Commerce, 3(1), 269-288. 
https://doi.org/10.30640/digital.v3i1.2212.  

Becker, G. S. (1964). Human capital: A theoretical and empirical analysis, with special reference to 
education. New York: National Bureau of Economic Research. 

Effendi, M. S., Komariah, A., Agustina, S. S., & Dikdik, A. (2025). Beyond workload: 
Uncovering the link between supervisor support, work–life balance, and lecturer 
productivity. Education Sciences, 15(9), 1-15. https://doi.org/10.3390/educsci15091122.  

Eva, N., Robin, M., Sendjaya, S., van Dierendonck, D., & Liden, R. C. (2019). Servant 
leadership. The Leadership Quarterly, 30(1), 111–132. 
https://doi.org/10.1016/j.leaqua.2018.07.004.  

Farisi, I. A., Hudzafidah, K., & Hermawan, D. J. (2024). Pengaruh kepemimpinan, motivasi, 
dan pelatihan kerja terhadap kinerja karyawan pada UD Jaya Abadi Kabupaten 

https://doi.org/10.35870/jemsi.v10i1.1829
https://doi.org/10.15294/dp.v10i1.5094
https://doi.org/10.33087/jiubj.v24i2.4661
https://doi.org/10.30640/digital.v3i1.2212
https://doi.org/10.3390/educsci15091122
https://doi.org/10.1016/j.leaqua.2018.07.004


The Effect of Leadership, Job Training, and Workload on Employee Performance 

Vol. 5, No. 5 (2026), 879-890 | 889 

Probolinggo. JUMAD: Journal Management, Accounting, & Digital Business, 2(2), 251-260. 
https://doi.org/10.51747/jumad.v2i2.1768.  

Hidayat, G. U., Nasywa, D. K., & Saputra, S. D. (2024). Pengaruh pelatihan kerja terhadap 
kinerja karyawan. Jurnal Ekonomi dan Bisnis, 2(5), 794-801. 

Imam, H., Sahi, A., & Farasat, M. (2023). The roles of supervisor support, employee 
engagement and internal communication in performance: a social exchange perspective. 
Corporate Communications: An International Journal, 28(3), 489-505. 
https://doi.org/10.1108/CCIJ-08-2022-0102.  

Laksmita, V. A., & Perdhana, M. S. (2024). The role of leadership style in shaping employee 
performance. Research Horizon, 4(4), 177–186. 
https://doi.org/10.54518/rh.4.4.2024.322. 

Mutiya, M., Machasin, M., & Chairilsyah, D. (2022). Pengaruh pelatihan dan kepemimpinan 
terhadap kinerja karyawan dengan motivasi sebagai variabel intervening pada PT 
Telkom Pekanbaru. Jurnal Daya Saing, 8(3), 432–442. 
https://doi.org/10.35446/dayasaing.v8i3.982.  

Noe, R. A., Hollenbeck, J. R., Gerhart, B., & Wright, P. M. (2020). Human resource management 
(11th ed.). New York: McGraw-Hill. 

Rahman, A. A. S., Saputro, A. H., & Wijaya, F. W. (2023). Pengaruh kepemimpinan, motivasi 
kerja, pelatihan kerja terhadap kinerja karyawan pada CV. Kerupuk Edun Muhammad 
Cucu. JEMSI (Jurnal Ekonomi, Manajemen, dan Akuntansi), 9(4), 1455-1463. 
https://doi.org/10.35870/jemsi.v9i4.1359.  

Rustiana, A. (2010). Efektivitas pelatihan bagi peningkatan kinerja karyawan. Jurnal 
Dinamika Manajemen, 1(2), 137-143. 

Sa’adah, L., Bahri, M. S., & Rahajeng, Y. (2023). Pengaruh pelatihan, beban kerja, dan disiplin 
kerja terhadap kinerja karyawan pada PT Pos Indonesia (Persero) Kota Probolinggo. 
JUMAD: Journal Management, Accounting, & Digital Business, 1(2), 271-280. 
https://doi.org/10.51747/jumad.v1i2.1386.  

Salas, E., Tannenbaum, S. I., Kraiger, K., & Smith-Jentsch, K. A. (2012). The science of 
training and development in organizations: What matters in practice. Psychological 
Science in The Public Interest, 13(2), 74-101. https://doi.org/10.1177/1529100612436661.  

Setyorini, I. N., & Subarjo. (2025). The influence of job training, work discipline, and 
communication on employee performance. Economic and Business Horizon, 4(3), 537–548. 
https://doi.org/10.54518/ebh.4.3.2025.938.  

Sujoto, U., Moeins, A., & Hamzah. (2025). The effectiveness of transformational leadership 
with emphasis optimization job characteristics in enhancing the employee performance. 
Research Horizon, 5(4), 1165–1176. https://doi.org/10.54518/rh.5.4.2025.729.  

Sukoco, S., Tirtayasa, S., & Pasaribu, H. K. (2020). Kepemimpinan, insentif dan pelatihan 
terhadap kinerja karyawan pada kantor Bank Syariah Mandiri Cabang Pematang Siantar. 
Jurnal Manajemen Bisnis, 17(2), 224–239. https://doi.org/10.38043/jmb.v17i2.2368. 

Suprayitno, D. (2024). The influence of leadership on employee performance. Journal of Law, 
Social Science and Humanities, 1(2), 87–91.  

Susanti, F. E., Widiyanti, N., & Zebua, E. P. (2024). Analisis pengaruh kepemimpinan, beban 
kerja dan motivasi kerja terhadap kinerja karyawan pada BPJS Ketenagakerjaan D.I. 
Yogyakarta. Jurnal Minfo Polgan, 13(2), 1684-1693. 
https://doi.org/10.33395/jmp.v13i2.14203.  

Sutrisno, N. (2022). Pengaruh kepemimpinan dan pelatihan terhadap kinerja karyawan (Studi 
pada Bagian Operator Produksi PT Anugrah Kama Ratih). Jurnal Akuntansi dan Bisnis, 
8(2), 107–117. https://doi.org/10.47686/jab.v8i2.535.  

Tarwaka. (2020). Ergonomi industri. Surakarta: Harapan Press. 
Viterouli, M., Belias, D., Koustelios, A., Tsigilis, N., & Papademetriou, C. (2024). Time for 

change: designing tailored training initiatives for organizational transformation. 
In Organizational behavior and human resource management for complex work environments 
(pp. 267-307). New York: IGI Global Scientific Publishing. 
https://doi.org/10.4018/979-8-3693-3466-9.ch014.  

Vroom, V. H. (1964). Work and motivation. New York: Wiley. 
Wahyudi, Y., Harjadi, D., & Supriatna, O. (2023). Pengaruh kepemimpinan kepala cabang 

dan beban kerja terhadap kinerja pegawai Perumda BPR Kuningan dengan motivasi 
sebagai variabel moderasi. Entrepreneur: Jurnal Bisnis Manajemen dan Kewirausahaan, 
4(03), 126–140. https://doi.org/10.31949/entrepreneur.v4i03.5753.  

https://doi.org/10.51747/jumad.v2i2.1768
https://doi.org/10.1108/CCIJ-08-2022-0102
https://doi.org/10.54518/rh.4.4.2024.322
https://doi.org/10.35446/dayasaing.v8i3.982
https://doi.org/10.35870/jemsi.v9i4.1359
https://doi.org/10.51747/jumad.v1i2.1386
https://doi.org/10.1177/1529100612436661
https://doi.org/10.54518/ebh.4.3.2025.938
https://doi.org/10.54518/rh.5.4.2025.729
https://doi.org/10.38043/jmb.v17i2.2368
https://doi.org/10.33395/jmp.v13i2.14203
https://doi.org/10.47686/jab.v8i2.535
https://doi.org/10.4018/979-8-3693-3466-9.ch014
https://doi.org/10.31949/entrepreneur.v4i03.5753


Berto Tri Setiyono & Muchammad Rully Sjahirul Alim 

890 | Economic and Business Horizon 

Widjaja, W., Wijayadne, D. R., & Michael, M. (2024). Work dynamics in retail industry: 
Impact of work intensification, high-performance work systems, and emotional 
exhaustion. Problems and Perspectives in Management, 22(3), 370-384.  
http://dx.doi.org/10.21511/ppm.22(3).2024.29.  

Wijaya, F. (2024). Pengaruh kepemimpinan, beban kerja, dan motivasi kerja terhadap kinerja 
karyawan PT Atamora Tehnik Makmur Kota Jakarta Pusat. JEMSI (Jurnal Ekonomi, 
Manajemen, dan Akuntansi), 10(10), 733-741. https://doi.org/10.35870/jemsi.v10i1.2083.  

Witari, K., & Ayuni, N. M. S. (2023). Pengaruh pengetahuan pribadi, pelatihan dan beban 
kerja terhadap kinerja pegawai pada Dinas Sosial Kabupaten Buleleng. Jnana Satya 
Dharma, 11(2), 21-31. https://doi.org/10.55822/jnana.v11i2.336/.  

Wulansari, P., & Mathori, M. (2026). The effect of employee training and development on 
employee performance. Research Horizon, 6(2), 759–770. 
https://doi.org/10.54518/rh.6.2.2026.1075 

Yerkes, R. M., & Dodson, J. D. (1908). The relation of strength of stimulus to rapidity of 
habit-formation. Journal of Comparative Neurology and Psychology, 18(5), 459–482. 
https://doi.org/10.1002/cne.920180503. 

Yertas, M. (2024). The role of training and continuous development in improving employee 
productivity and its impact on company financial performance. Atestasi: Jurnal Ilmiah 
Akuntansi, 7(2), 1362-1379. https://doi.org/10.57178/atestasi.v7i2.1047.  

Yimam, M. H. (2022). Impact of training on employees performance: A case study of Bahir 
Dar university, Ethiopia. Cogent Education, 9(1), 1-14. 
https://doi.org/10.1080/2331186X.2022.2107301.  

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Copyright: © 2026 by the authors. Submitted for possible open access 
publication under the terms and conditions of the Creative Commons 
Attribution-ShareAlike 4.0 International License 
(https://creativecommons.org/licenses/by-sa/4.0/).  
 

 
 

http://dx.doi.org/10.21511/ppm.22(3).2024.29
https://doi.org/10.35870/jemsi.v10i1.2083
https://doi.org/10.55822/jnana.v11i2.336/
https://doi.org/10.54518/rh.6.2.2026.1075
https://doi.org/10.1002/cne.920180503
https://doi.org/10.57178/atestasi.v7i2.1047
https://doi.org/10.1080/2331186X.2022.2107301
https://creativecommons.org/licenses/by-sa/4.0/

