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Abstract

Keywords: This research is a quantitative study with an explanatory approach. The data
Employee Engagement, Resonant ~ #ed in this study is primary data obtained by the researcher from 335 Mandala
Leadership, Employec Finance employees spread throughont Indonesia. The data obtained by the
researcher was analyzed using the smart PLS 4.0 analysis tool. The result in this
article show that The first hypothesis in this study aims to determine whether
Resonant Leadership Style can have a positive relationship and a significant
influence on Employee Performance variables. This is because the P-1 alues in
this article are positive and have a value below the 0.05 significance level, namely
0.003. These results indicate that Resonant Leadership Style can make employees
more obedient, more compliant, company targets and visions can be easily achieved,
can mare the company stable, and nltimately can improve Employee Performance..
However, the results in this study show even more significant results. The
researchers believe this is becanse the selection of Resonant Leadership Style as an
independent variable is different from the five studies above which only wused
General Leadership Style as an independent variable. In addition, the second
hypothesis in this study can also be accepted becanse the P-1alues are positive and
below the significance level of 0.05, which is 0.000, which is more significant than
direct testing. Based on this, it can be concluded carefully that employee involvement
can also help and even strengthen the influence of the Employee Involvement
variable on Employee Performance becanse employees who are increasingly involved
in company activities can make employee skills increase so that if this is
accompanied by a Resonant Leadership Style, it can make Employee Performance
even more significantly increase.

Performance

INTRODUCTION

A leader is an individual who leads, and leadership is a trait that a leader must possess.
Therefore, leadership is the ability to influence people to do or not do something (Fiorincia &
Widayati, 2020). Leadership is influence, the art or process of influencing people so that they will
strive to achieve group goals with will and enthusiasm (Prihartono et al., 2019). Northouse (2018)
and Johnson (2017)in (Dien Sandra Rosuliana et al., 2022)think the same way in defining
leadership. Northouse defines leadership as a process where an individual influences a group of
individuals to achieve a common goal while Johnson sees leadership as a process of social influence
where the leader is the person who delegates or influences others to act to carry out certain goals.

According to (Handoko, 2010), leadership is the ability of a person to influence others to
work toward achieving goals and objectives. Meanwhile,(Santoso et al., 2020) defines leadership as
the process of directing and influencing the work-related activities of group members. This
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definition demonstrates that leadership uses influence aimed at improving the abilities of
subordinates. Based on this definition, it can be concluded that leadership is an effort to influence
others by providing encouragement and guidance in working together to pursue mutually agreed-
upon goals.

According to (Amin, 2018) & (Marwansyah, 2012), operationally, leadership functions can
be divided into five main functions, namely: a. Instructive Function: Where a leader functions as
a communicator who determines the contents of the order, how to do a job, and where to do it so
that decisions can be realized effectively. So the function of the person being led is only to carry
out orders. b. Consultative Function: Where a leader can use the consultative function as two-way
communication. This is used when the leader tries to make decisions that require consideration
and consultation with the people he leads. c. Participatory Function: Where the leader tries to
move the people he leads, both in decision-making and in implementing them. Each group
member gets an equal opportunity to participate in carrying out activities outlined in the main
tasks, according to their respective positions. d. Delegation Function: Where the leader gives
authority to make or determine a decision. So that there is trust from a leader to the person who
is entrusted with authority to carry it out responsibly. This function should be realized because the
progress and development of the group cannot be realized by a leader alone. e. Control Function:
Effective leadership must be able to optimally manage the activities of its members. In carrying
out this function, leaders can achieve this through guidance, direction, coordination, and
supervision.

Leadership style can be defined as behaviors designed to integrate organizational goals with
individual goals to achieve specific goals (NIEL, 2013). Leadership style is a method used by a
leader to influence the behavior of others. Each style has advantages and disadvantages. A leader
will use a leadership style according to their abilities and personality (Depitra & Soegoto, 2018).
According to (Erman & Fahroby, 2022), leadership style is a way for a leader to influence his
subordinates. So, leadership style is similar to the selection and use of the right elements to achieve
and improve organizational performance. Leadership style is a way for a leader to influence others
or subordinates in such a way that the person is willing to carry out the leadet's wishes to achieve
organizational goals even though personally this may not be liked. Leadership style functions to
influence, move, motivate and discipline others in their work so that each leader has a different
leadership style from one leader to another, and each subordinate certainly has different
perceptions of the existing leadership style (Nurahman, 2022).

From a number of leadership literature, there are several leadership theories, including
according to (Tanjung* & Frinaldi, 2023): a. Trait theory: Trait theory is a theory that questions
what traits make someone a leader. From this theory it can be concluded that leaders are born. b.
Group theory: Group theory is a theory in organizations that is used to achieve its goals, there
must be a positive exchange between leaders and followers or subordinates. In this case, group
theory is a shared theory. c. Situational theory: and contingency model This leadership study starts
from the assumption that a person's leadership is determined by various situational factors and is
interdependent with each other. d. Hersey's theory: and Blenchard This theory focuses on
followers whose leadership is successfully achieved by choosing the right leadership style,
depending on the level of readiness or maturity of their followers. e. Exchange Theory: Leader -
Member Leaders create in-groups and out-groups, subordinates with in-group status have higher
performance ratings, lower employee turnover rates and greater satisfaction with their superiors.
f. Robert House's Path-Goal Theory Among the theories on leadership, the Path-Goal theory was
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first proposed by (Rokib & Santoso, 2018), which has been continuously revised and transformed
into a more sophisticated model including situational variables from individual and environmental
variables, systematized. This is a theory that explains the pathways that influence subordinate
satisfaction and performance according to how leadership behavior is given to subordinates using
parameters and control variables (Sofyandi, 2008).

Based on the explanation regarding leadership styles above, researchers believe that
Leadership Style can have a positive relationship direction and a significant influence on Employee
Performance. There are a number of previous studies (H, 2021); (Fahmi Kamal, 2019); (Depitra
& Soegoto, 2018); (Depitra & Soegoto, 2018) & (Rati Wulandari, 2019). Different from the
research (H, 2021); (Fahmi Kamal, 2019); (Depitra & Soegoto, 2018); (Depitra & Soegoto, 2018)
& (Ratt Wulandari, 2019), this article uses a more unique Leadership Style variable, namely
Resonant Leadership Style and researchers also add the Employee Engagement variable as a
moderating variable.

METHODS
Figure 1
Model

Noted:
RL: Resonant Leadership
EP: Employe Performance
EE: Employee Engagement

The first figure above shows that the research in this article has slight differences from the
five previous studies that served as the researchet's primary sources in forming hypotheses,
modifying them, and proving them. The five previous studies are as follows (H, 2021); (Fahmi
Kamal, 2019); (Depitra & Soegoto, 2018); (Depitra & Soegoto, 2018) & (Rati Wulandari, 2019).
The difference lies in the use of the Independent variable, namely Resonant Leadership Style,
where the previous study only used the Leadership Style variable. In addition, the researcher also
added the Employee Engagement variable as a moderating variable. This research is a quantitative
study with an explanatory approach. The data used in this study is primary data obtained by the
researcher from 335 Mandala Finance employees spread throughout Indonesia. The data obtained
by the researcher was analyzed using the smart PLS 4.0 analysis tool with the following hypothesis.
Hypothesis:
H1: The Influence of Resonant Leadership Employe Performance
H2: Employee Engagement Can Moderates The Influence of Resonant Leadership Employe
Performance
RESULTS AND DISCUSSION
RESULT
Background Analysis

A leader is an individual who leads, and leadership is a trait that a leader must possess.

Therefore, leadership is the ability to influence people to do or not do something (Fiorincia &
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Widayati, 2020). Leadership is influence, the art or process of influencing people so that they will
strive to achieve group goals with will and enthusiasm (Prihartono et al., 2019). Northouse (2018)
and Johnson (2017)in (Dien Sandra Rosuliana et al., 2022)think the same way in defining
leadership. Northouse defines leadership as a process where an individual influences a group of
individuals to achieve a common goal while Johnson sees leadership as a process of social influence
where the leader is the person who delegates or influences others to act to carry out certain goals.

According to (Handoko, 2010), leadership is the ability of a person to influence others to
work toward achieving goals and objectives. Meanwhile,(Santoso et al., 2020) defines leadership as
the process of directing and influencing the work-related activities of group members. This
definition demonstrates that leadership uses influence aimed at improving the abilities of
subordinates. Based on this definition, it can be concluded that leadership is an effort to influence
others by providing encouragement and guidance in working together to pursue mutually agreed-
upon goals.

According to (Amin, 2018) & (Marwansyah, 2012), operationally, leadership functions can
be divided into five main functions, namely: a. Instructive Function: Where a leader functions as
a communicator who determines the contents of the order, how to do a job, and where to do it so
that decisions can be realized effectively. So the function of the person being led is only to carry
out orders. b. Consultative Function: Where a leader can use the consultative function as two-way
communication. This is used when the leader tries to make decisions that require consideration
and consultation with the people he leads. c. Participatory Function: Where the leader tries to
move the people he leads, both in decision-making and in implementing them. Each group
member gets an equal opportunity to participate in carrying out activities outlined in the main
tasks, according to their respective positions. d. Delegation Function: Where the leader gives
authority to make or determine a decision. So that there is trust from a leader to the person who
is entrusted with authority to carry it out responsibly. This function should be realized because the
progress and development of the group cannot be realized by a leader alone. e. Control Function:
Effective leadership must be able to optimally manage the activities of its members. In carrying
out this function, leaders can achieve this through guidance, direction, coordination, and
supervision.

Leadership style can be defined as behaviors designed to integrate organizational goals with
individual goals to achieve specific goals (NIEL, 2013). Leadership style is a method used by a
leader to influence the behavior of others. Each style has advantages and disadvantages. A leader
will use a leadership style according to their abilities and personality (Depitra & Soegoto, 2018).
According to (Erman & Fahroby, 2022), leadership style is a way for a leader to influence his
subordinates. So, leadership style is similar to the selection and use of the right elements to achieve
and improve organizational performance. Leadership style is a way for a leader to influence others
or subordinates in such a way that the person is willing to carry out the leadet's wishes to achieve
organizational goals even though personally this may not be liked. Leadership style functions to
influence, move, motivate and discipline others in their work so that each leader has a different
leadership style from one leader to another, and each subordinate certainly has different
perceptions of the existing leadership style (Nurahman, 2022).

From a number of leadership literature, there are several leadership theories, including
according to (Tanjung* & Frinaldi, 2023): a. Trait theory: Trait theory is a theory that questions
what traits make someone a leader. From this theory it can be concluded that leaders are born. b.
Group theory: Group theory is a theory in organizations that is used to achieve its goals, there
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must be a positive exchange between leaders and followers or subordinates. In this case, group
theory is a shared theory. c. Situational theory: and contingency model This leadership study starts
from the assumption that a person's leadership is determined by various situational factors and is
interdependent with each other. d. Hersey's theory: and Blenchard This theory focuses on
followers whose leadership is successfully achieved by choosing the right leadership style,
depending on the level of readiness or maturity of their followers. e. Exchange Theory: Leader -
Member Leaders create in-groups and out-groups, subordinates with in-group status have higher
performance ratings, lower employee turnover rates and greater satisfaction with their superiors.
f. Robert House's Path-Goal Theory Among the theories on leadership, the Path-Goal theory was
first proposed by (Rokib & Santoso, 2018), which has been continuously revised and transformed
into a more sophisticated model including situational variables from individual and environmental
variables, systematized. This is a theory that explains the pathways that influence subordinate
satisfaction and performance according to how leadership behavior is given to subordinates using
parameters and control variables (Sofyandi, 2008).

Based on the explanation regarding leadership styles above, researchers believe that
Leadership Style can have a positive relationship direction and a significant influence on Employee
Performance. There are a number of previous studies (H, 2021); (Fahmi Kamal, 2019); (Depitra
& Soegoto, 2018); (Depitra & Soegoto, 2018) & (Rati Wulandari, 2019). Different from the
research (H, 2021); (Fahmi Kamal, 2019); (Depitra & Soegoto, 2018); (Depitra & Soegoto, 2018)
& (Ratt Wulandari, 2019), this article uses a more unique Leadership Style variable, namely
Resonant Leadership Style and researchers also add the Employee Engagement variable as a
moderating variable.

Validty Test

The data researchers obtained from 335 Mandala Finance employees in this study must
first be validated to determine whether the data collected is accurate. To determine this with
certainty, the following are the results of the validity test, which are included in this article
(Ghozali, 20106).

Table 1
Validity Test
Variable Question Item Loading Factor
A Resonant Leadership 0.921
Style can make employees

comply.
Resonant Leadership A Resonant Leadership 0.896
X) Style can improve Employee

Performance.
A Resonant Leadership 0.942
Style can help achieve

company targets and vision.
A Resonant Leadership 0.916
Style can make a company

run stably.

Employee Performance can 0.978

Employe Performance be influenced by a resonant
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) leadership style.

Employee Performance can 0.985

be influenced by Employee
Engagement.

Employee Performance can 0.979
be influenced by a
company's financial stability.

Employee Performance can 0.981
be influenced by achieving
employee vision and targets.

Employee Engagement Employee Engagement can 0.996
(Z) influence Employee

Performance.

Employee Engagement can 0.987
help a Resonant Leadership
Style influence Employee

Performance.

Validity Test > (.70
Reliability Test

The next stage is the reliability test, which has a different function from the validity test.
This stage serves to determine the reliability of each variable in the article, by ensuring that the

composite reliability and Cronbach's alpha values are above the minimum value of 0.70 (Sarstedt
etal., 2014).

Table 2
Reliability Test
Variable Compsoite Cronbach Alfa Noted
Reliability
Resonant 0.918 0.888 Reliable
Leadership
Employe 0.958 0.910 Reliable
Performance
Employee 0.989 0.935 Reliable
Engagement
Reliability Test > (.70
DISCUSSION
Path Coefsien

The final stage, which culminates in a discussion about whether the hypotheses used in
this article are acceptable and meet the researcher's expectations, can be determined at this stage.
Based on this, the following are the results of the path coefficient test in this article, which will
indicate whether the two hypotheses in this article are acceptable or not (Hair, 2010).

Table 3
Path Coefisien
Variable P-Values Noted
Direct Influence RL->EP 0.003 Accepted
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Indirect Influence EE*RL->EP 0.000 Accepted
Significant Level < 0.05

The first hypothesis in this study aims to determine whether Resonant Leadership Style
can have a positive relationship and a significant influence on Employee Performance variables.
This is because the P-Values in this article are positive and have a value below the 0.05 significance
level, namely 0.003. These results indicate that Resonant Leadership Style can make employees
more obedient, more compliant, company targets and visions can be easily achieved, can make the
company stable, and ultimately can improve Employee Performance. These results are in line with
a number of previous studies, namely (H 2021); (Fahmi Kamal 2019); (Depitra and Soegoto 2018);
(Depitra and Soegoto 2018) & (Rati Wulandari 2019). However, the results in this study show even
more significant results. The researchers believe this is because the selection of Resonant
Leadership Style as an independent variable is different from the five studies above which only
used General Leadership Style as an independent variable. In addition, the second hypothesis in
this study can also be accepted because the P-Values are positive and below the significance level
of 0.05, which is 0.000, which is more significant than direct testing. Based on this, it can be
concluded carefully that employee involvement can also help and even strengthen the influence of
the Employee Involvement variable on Employee Performance because employees who are
increasingly involved in company activities can make employee skills increase so that if this is
accompanied by a Resonant Leadership Style, it can make Employee Performance even more
significantly increase. Based on this, it can be concluded that the first and second hypotheses in
this study can be accepted and proven.

CONCLUSION

The first hypothesis in this study aims to determine whether Resonant Leadership Style
can have a positive relationship and a significant influence on Employee Performance variables.
This is because the P-Values in this article are positive and have a value below the 0.05 significance
level, namely 0.003. These results indicate that Resonant Leadership Style can make employees
more obedient, more compliant, company targets and visions can be easily achieved, can make the
company stable, and ultimately can improve Employee Performance. These results are in line with
a number of previous studies, namely (H 2021); (Fahmi Kamal 2019); (Depitra and Soegoto 2018);
(Depitra and Soegoto 2018) & (Rati Wulandari 2019). However, the results in this study show even
more significant results. The researchers believe this is because the selection of Resonant
Leadership Style as an independent variable is different from the five studies above which only
used General Leadership Style as an independent variable. In addition, the second hypothesis in
this study can also be accepted because the P-Values are positive and below the significance level
of 0.05, which is 0.000, which is more significant than direct testing. Based on this, it can be
concluded carefully that employee involvement can also help and even strengthen the influence of
the Employee Involvement variable on Employee Performance because employees who are
increasingly involved in company activities can make employee skills increase so that if this is
accompanied by a Resonant Leadership Style, it can make Employee Performance even more
significantly increase. Based on this, it can be concluded that the first and second hypotheses in
this study can be accepted and proven.
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