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Abstract: The hospitality industry plays a critical role in meeting the growing demand for 

halal tourism, particularly through the sharia hotel business model that integrates Islamic 

principles into its operations. Effective leadership is essential for fostering a value-based 

work culture, spiritually motivating employees, and delivering services aligned with reli-

gious values. This study investigates the effects of transformational and transactional lead-

ership styles on work motivation, managerial effectiveness, and guest satisfaction in sharia 

hotels in Kendari City. An explanatory quantitative approach was employed, utilizing Struc-

tural Equation Modeling–Partial Least Squares (SEM-PLS) with data collected from 176 

sharia hotel employees. The results indicate that transformational leadership significantly 

enhances managerial effectiveness and service quality, which in turn increases guest satis-

faction. Although transactional leadership contributes to managerial effectiveness, its im-

pact on guest satisfaction is limited. High work motivation also plays a crucial role in im-

proving managerial effectiveness and service performance. The primary contribution of this 

study lies in offering a deeper understanding of value-based leadership in the sharia hospi-

tality sector, particularly emphasizing the importance of spiritual and emotional aspects in 

enhancing guest experiences. The study enriches the organizational leadership literature by 

providing new insights into the interplay between leadership style, work motivation, and 

guest satisfaction in halal tourism. Practical implications suggest that sharia hotel managers 

should adopt leadership styles that are not only operationally efficient but also consistent 

with Islamic values. Future research is recommended to further explore transactional lead-

ership influences and to expand investigations across diverse regions and larger samples 

within the sharia hospitality industry. 
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Introduction 

In the last two decades, the global tourism industry has undergone a significant transfor-

mation, with increasing demand for tourism services that are friendly to religious values 

and identities. Halal tourism, as one of the fastest growing segments, is now a major focus 

in the global tourism landscape. According to the Global Muslim Travel Index (GMTI) 2023 

report, Muslim travelers are expected to reach 230 million international trips by 2028, with 

halal tourism spending projected to exceed USD 225 billion (GMTI, 2024). This figure not 

only reflects the growing demographic dynamics of the Muslim world, but also indicates a 

shift in tourism preferences that increasingly emphasize spiritual values, driving innova-

tion in service, management, and leadership that are in line with sharia principles. 

The hospitality industry, as one of the main elements in the tourism value chain, is at 

the forefront of responding to these needs through the development of sharia hotel business 

models (Huertas et al., 2022; Hoang et al., 2023). Sharia hotels are hotels that integrate 

sharia principles in their operations, ranging from halal food services, separation of spaces 

for men and women, to avoiding activities that are not in accordance with Islamic teachings 

(Rosidah et al., 2025; Deliana, 2022). The existence of sharia hotels reflects a response to 

the needs of Muslim tourists who are looking for an accommodation experience that is not 

only comfortable but also in accordance with their religious values. 

However, amidst this growing global trend, major challenges have emerged that are 

not only technical-operational in nature, but also include aspects of leadership and hu-

man resource management. In the context of a value-based service industry such as sha-

ria hotels, consistent and satisfying service quality is greatly influenced by the effective-

ness of leadership style in the organization. Hotel leaders are not only required to manage 

efficient business processes, but also to form a work culture with integrity, motivate em-

ployees with an approach that is in accordance with spiritual values, and maintain cus-

tomer loyalty through humanistic and religious service. This emphasizes the importance 

of an adaptive, visionary leadership style that is able to internalize religious values into 

daily managerial practices, especially in areas with growing halal tourism potential such 

as Indonesia (Bass & Riggio, 2006). 

This phenomenon is very relevant in Indonesia as a country with the largest Muslim 

population in the world. This country has great potential in developing halal tourism, which 

is an integral part of the national strategy to expand domestic and international tourism 

markets. The Indonesian government has taken important steps to facilitate the develop-

ment of this sector, including through sharia hotel certification, human resource training, 

and promotion of Muslim-friendly tourist destinations. In this context, Kendari City as one 

of the gateways to Eastern Indonesia, has begun to show the dynamics of the growth of the 

hotel sector that adopts sharia principles in its governance and services. However, there are 

still challenges in implementing religious values consistently, especially those related to 

leadership patterns and employee management that do not fully reflect the characteristics 

of Islamic value-based services (Hamzah et al., 2021). 

Amidst this potential, research on leadership style and service quality in sharia hotels 

is very relevant, especially in the context of a developing city like Kendari. This study aims 

to examine how leadership styles shape service experiences that foster guest satisfaction 

and customer loyalty in sharia hotels. As a region that is currently encouraging tourism 

transformation based on local wisdom and religious values, Kendari City offers the right 



3 

 

empirical context to explore more deeply how leadership based on Islamic principles can 

improve service quality in sharia hotels. 

In the modern tourism industry, guest satisfaction is the main indicator of success. For 

religiously oriented hotels, such as sharia hotels, service quality is a very determining factor. 

Sharia hotels in Indonesia, as reported by RedDoorz in 2023, showed rapid growth with al-

most 2,000 sharia-based properties, including brands such as RedDoorz Syariah, UrbanView 

Syariah, and KoolKost. This growth reflects a very positive market response to the increas-

ingly strong halal tourism trend. The Indonesian government also welcomed this trend by 

launching the Mandatory Halal October (WHO) 2024 program, which aims to accelerate the 

halal certification process in various sectors, including hospitality (Qomariah et al., 2022). 

However, major challenges remain in the implementation of halal certification. Of the 

more than 4,000 hotels registered in Indonesia, only 49 hotels or around 1.2% have ob-

tained halal certification. This shows that despite great efforts from the government and 

the private sector, there are obstacles in the capacity of institutions that examine halal eli-

gibility and the need to improve the effectiveness of the certification process. Nevertheless, 

with Indonesia's recognition as the "Top Muslim-Friendly Destination of the Year" by 

GMTI in 2023, Indonesia shows that the halal tourism sector has great potential to grow 

and develop further (GMTI, 2024). 

Kendari City, as one of the rapidly developing cities in the tourism sector in Eastern 

Indonesia, also shows significant growth in the number of sharia hotels. The sustainability 

and competitiveness of this sector are not only determined by operational efficiency, but 

also by a managerial approach that is able to integrate religious values into organizational 

leadership and service. Therefore, it is important to understand how Islamic value-based 

leadership styles, such as transformational and transactional leadership, can influence em-

ployee motivation, managerial effectiveness, and hotel guest satisfaction (Bass & Riggio, 

2006; Javed et al., 2020). 

Previous studies have shown that transformational leadership style, characterized by 

clear vision, idealized influence, and attention to individual needs, has been shown to im-

prove employee motivation and performance in various sectors (Bass & Riggio, 2006). This 

leadership inspires employees to provide the best service, thereby encouraging increased 

service quality and guest satisfaction. Studies by Bouzari & Karatepe (2017); and Qomariah 

et al., (2022) also confirmed that transformational and transactional leadership styles have 

a significant influence on work motivation and guest satisfaction levels. 

In the context of sharia-based hotels, a leadership approach that integrates Islamic 

values and Islamic work ethics is becoming increasingly important. Studies by Javed et 

al., (2020); and Hamzah et al., (2021) show that a leadership style based on religious 

values has a positive impact on employee motivation and performance. However, adapt-

ing these principles in a local context, such as Kendari, a developing city in Eastern In-

donesia presents its own challenges. Sharia hotels in this area need to ensure that the 

services provided not only meet the physical needs of guests, but also pay attention to 

their spiritual needs. 

Furthermore, recent studies support the importance of sustainability dimensions 

and consumer preferences in the hospitality industry. For example, Velaoras et al., 

(2025) showed that environmental certification in the hospitality sector increases con-

sumer preferences for sustainable hotels, which ultimately strengthens the industry's 
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competitiveness. This suggests that value-based management (including spiritual val-

ues) can be a new source of competitive advantage. 

Baquero (2022) found that employee satisfaction and guest satisfaction in hotels are 

closely interrelated, emphasizing the importance of leadership styles that effectively motivate 

staff to enhance service quality. Similarly, Alshatnawi & Mahmoud (2021) in the context of 

five-star hotels showed that hotel managers' leadership behavior directly affects staff job sat-

isfaction, which has an impact on the quality of service provided to guests. At the same time, 

Rodrigues et al.'s (2024) study highlights how industry 4.0 innovations in the tourism sector 

are driving changes in human resource management and customer service, indicating the 

need for a more dynamic adaptation of leadership styles, especially in the hospitality sector 

that adopts specific values such as sharia. 

In the national context, Pradini et al. (2023) and Sugiyati and Aswan (2024) con-

firmed that the combination of leadership style and work motivation significantly affects 

hotel employee performance. However, their studies remain general in scope and have 

not specifically addressed the role of leadership in sharia hotels, particularly within the 

context of Kendari. 

This study aims to analyze the influence of leadership style (transformational and trans-

actional), as well as employee work motivation on managerial effectiveness and guest satis-

faction at sharia hotels in Kendari City. In addition, this study also analyzes the influence of 

managerial effectiveness on guest satisfaction, as an important factor influencing customer 

experience at sharia hotels. Therefore, this study offers a new approach by simultaneously 

examining the effects of transformational and transactional leadership styles, as well as work 

motivation on managerial effectiveness and guest satisfaction in the context of sharia hotels. 

This approach differs from previous studies that generally only focus on one or two variables 

separately, without considering the complex relationship between leadership style, work mo-

tivation, and their impact on managerial effectiveness and guest satisfaction. Uniquely, this 

study identifies managerial effectiveness as an important mechanism linking leadership style 

and employee work motivation to customer satisfaction outcomes. 

By linking these organizational factors to the broader goal of strengthening the competi-

tiveness of halal tourism in Eastern Indonesia, especially in Kendari City which is rapidly de-

veloping as a halal tourism hub, this study makes a significant contribution to theoretical and 

practical developments in the religious-based service sector. This study also provides new in-

sights into how sharia hotel management can be sharpened through a leadership approach 

based on Islamic principles, and how this contributes to strengthening the halal tourism sec-

tor as part of a regional economic development strategy. 

Another novelty offered by this study is a holistic analysis of the integration of leadership 

styles and work motivation in a specific context, namely the sharia hotel industry in Kendari. 

With this approach, this study has the potential to provide a basis for the development of 

better local policies in the halal tourism sector, as well as providing practical guidance for 

hotel managers in improving performance and service quality through more adaptive leader-

ship strategies that are in accordance with religious values. 

This study also contributes to the literature on human resource management, especially 

in managing the workforce in the halal tourism sector, which has unique characteristics and 

challenges, different from other sectors. Therefore, the results of this study are expected to 

enrich theoretical knowledge about leadership, work motivation, and customer satisfaction in 
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the context of sharia-based hotels, as well as contribute to the development of a sustainable 

halal tourism sector in Indonesia. 

Materials and methods 

This study uses a quantitative method with an explanatory research design. The quantitative 

approach was chosen because it has the advantage of measuring and analyzing the relation-

ship between variables objectively using statistical techniques. The explanatory design is in 

accordance with the objectives of this study, namely to explain the causal interaction between 

transformational and transactional leadership styles, work motivation, managerial effective-

ness, and hotel guest satisfaction, while evaluating the mediating function of work motivation 

in a relational framework (Saunders et al., 2019; Creswell, 2014). 

This study was conducted in various sharia hotels located in Kendari City, Southeast Su-

lawesi Province. Kendari was chosen as the research location because of its status as a regional 

economic center and its significant number of sharia hotels, the highest in the province. Field 

research took place for three months in 2024, which included three main stages: initial ob-

servation and coordination (first month), questionnaire distribution (second month), and 

data collection and analysis (third month). 

The population in this study included all employees of sharia hotels in Kendari City. 

There are eight hotels that provide sharia-based services to support tourism activities in this 

area, namely: Hotel Zahra Syariah, Hotel Liras Syariah, RedDoorz Syariah, Hotel Tropical 

Point Syariah, Hotel Foresta Syariah, Hotel Airy Syariah, Hotel Sahid Azizah Syariah, and 

Hotel Qubah 9 Kendari. The target analysis unit in this study is employees at the strategic and 

operational levels, such as General Manager, Assistant General Manager, Front Office Man-

ager, and several other relevant positions. The research sample consisted of 176 respondents, 

determined through quota sampling techniques, with a proportion of 30% of the total em-

ployees at each hotel. 

This study analyzes the influence of independent variables on dependent variables. The 

independent variables include transformational leadership style, transactional leadership 

style, and work motivation. Meanwhile, the dependent variables are managerial effectiveness 

and hotel guest satisfaction. Specifically, the managerial effectiveness variable is also placed 

as an independent variable to explain its effect in creating guest satisfaction of sharia hotels 

in Kendari City. 

Transformational Leadership Style is measured based on four main indicators consisting 

of 12 items, developed from Walumbwa et al., (2014); and Howell & Shamir (2005). Transac-

tional Leadership Style is measured through four indicators and 12 items adapted from Mah-

fouz et al., (2022); Judge & Piccolo (2004). Work Motivation is measured using four indica-

tors and 12 items based on the theoretical framework of Deci & Ryan (2000); and Locke & 

Latham (2002). The Managerial Effectiveness variable is measured through five indicators 

and 15 items, developed from Armstrong & Taylor (2020); Yukl (2013); Drucker (2012); and 

Keyton (2011). Meanwhile, the hotel guest satisfaction variable refers to the level of positive 

or negative feelings felt by guests after comparing their expectations with their actual experi-

ences while using hotel services. This satisfaction is analyzed based on five indicators devel-

oped by Han & Hyun (2018); Oliver (1997); Parasuraman et al., (1988); and Zeithaml (1988). 

The indicators and assessment items for the five variables are presented in full in Table 1. 
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Tab. 1. Indicators and assessment items for research variables 
Variable Indicator Symbol Item 

Transformational 
leadership 

Inspirational Motiva-
tion 

TFL1 How leaders communicate a compelling and challenging vision to 
employees 

Is the leader able to provide strong emotional encouragement to 
followers 

How leaders foster passion and motivation among team members  

Individualized Con-
sideration 

TFL2 Is the leader a strong role model for his followers?  

How leaders influence employees through the examples they set 

Does the leader have the trust, respect and loyalty of his followers? 

Individualized Con-
sideration 

TFL3 How leaders pay attention to the individual needs of each team 
member 

Does the leader give personal attention to team members 

How leaders provide the necessary support and guidance to each 
team member 

Intellectual Stimula-
tion 

TFL3 How leaders stimulate team members to think creatively 

Does the leader encourage team members to develop new solu-
tions 

How do leaders encourage team members to take controlled risks 
in achieving goals 

Transactional leader-
ship  

Contingent Re-
ward 

TSL1 Leaders set clear goals and objectives for team members 

Leaders give awards or incentives to team members 

Leaders use supervision and control to ensure that team members 
comply with established rules and procedures. 

Management by 
Exception (Active)  

TSL2 Leaders identify problems or misalignments within a team or or-
ganization. 

Leaders interact with team members in addressing problems or 
discrepancies 

Leaders provide feedback and direction to team members to im-
prove their performance 

In Management by 
Exception (Pas-
sive)  

TSL3 Leaders respond to situations that require intervention or action 

Leaders wait until there is a real or significant problem before act-
ing 

Leaders tend to follow the status quo and only take action when 
necessary to maintain stability 

Laissez-Faire 
Leadership 

TSL4 Leaders provide direction or guidance to team members 

Leaders interact with team members in decision making 

Leaders ensure that team members manage themselves and take 
responsibility for their own tasks and decisions 

Employee work moti-
vation  

Achievable Goals EWM
1 

The goals set by the organization or leader can be clearly achieved 
and measured 

There is a match between the goals set and the individual's ability 
to achieve them 

Employees feel motivated to achieve the goals that have been set 

Support and 
Recognition 

EWM
2 

Employees feel supported by their leaders or coworkers in achiev-
ing their goals 

There are recognition and appreciation mechanisms implemented 
by organizations or leaders for individual or group achievements 

Employees have a good feeling about the level of support and 
recognition they receive 

Involvement in 
Decision Making 

EWM
3 

Team members are involved in decision-making processes that af-
fect their work 

Employees feel that their opinions and ideas are valued in the de-
cision-making process 

Employees are involved in decisions that affect their work 

Career and Skills 
Development 

EWM
4 

The organization provides opportunities for employees to develop 
their skills and competencies 

Have a clear career path within the organization and opportunities 
for advancement 
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Employees feel they have the opportunity to improve their skills 
and advance their careers in the organization 

Managerial effective-
ness  

Achievable Goals ME1 The manager successfully achieved the goals set for his team or de-
partment 

Managers set, communicate, and evaluate goals effectively 

There is a process of reflection and learning from the achievement 
or failure in achieving goals 

Leadership and  
Motivation 

ME2 Managers motivate and inspire team members to achieve optimal 
performance 

Managers demonstrate effective leadership skills in directing, 
guiding, and motivating teams 

Managers handle conflicts, provide feedback, and facilitate team 
members' career development 

Resource  
Management 

ME3 Managers manage available resources, including human, financial, 
and physical 

Effective managers are those who plan, organize, and control the 
use of resources to achieve organizational goals 

Managers evaluate and improve the efficiency and effectiveness of 
resource use 

Communication 
and Collaboration 

ME4 Managers facilitate effective communication among team mem-
bers and with others inside and outside the organization 

Managers promote collaboration and cooperation among team 
members to achieve common goals 

 Managers are able to manage conflict and facilitate problem solv-
ing through effective communication 

Evaluation and 
Improvement 

ME5 Managers evaluate individual, team, and department performance 
systematically and objectively 

Managers implement a continuous feedback cycle to identify areas 
for improvement and improve performance 

Managers promote a culture of learning and innovation within 
teams and organizations. 

Hotel guest satisfac-
tion 

Conformity of  
Expectations 

HGS1 The facilities I received were in accordance with the infor-
mation/promotion I read 

The service I received was in accordance with my expectations be-
fore staying there 

My stay experience was in accordance with the initial description I 
had previously obtained 

Quality of Service HGS2 The hotel staff provides friendly and professional service 

The check-in and check-out process was smooth and fast 

My request was responded to quickly and appropriately by the ho-
tel. 

The hotel staff was able to provide solutions when problems arose 
during my stay 

Pelayanan hotel mencerminkan perhatian terhadap kebutuhan 
tamu 

Convenience  
Facilities 

HGS3 Comfortable and clean hotel rooms 

The hotel's public facilities (such as restaurants, prayer rooms, 
parking) really support my comfort 

The hotel environment is calm and supports my rest 

Hotel facilities are easily accessible and well-arranged 

Value for Price HGS4 I feel the price I paid is in line with the quality of service and facil-
ities I received 

This hotel's room rate provides value for money for my stay 

Compared to other hotels, the prices at this hotel are quite com-
petitive with the facilities offered 

Intention to Re-
turn and Recom-
mend 

HGS5 I intend to stay at this hotel again 

I will recommend this hotel to my friends and family 

I was satisfied with my experience at this hotel and would like to 
return in the future. 

Source: Han & Hyun (2018); Walumbwa et al., (2014); Yukl (2013); Drucker (2012); Keyton (2011); 
Howell & Shamir, (2005); Judge & Piccol, (2004); Locke & Latham (2002); Deci & Ryan (2000); 
Armstrong & Taylor (2020); Parasuraman et al. (1988); dan Zeithaml (1988) 
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This study proposes six hypotheses of effects or direct relationships between variables. 

Conceptually and hypothetically presented in Figure 1. 

 

 

 
Fig. 1. Conceptual model and research hypothesis 

 
The data used in this study consist of primary data and secondary data. Primary data 

were collected through questionnaires distributed to respondents (sharia hotel employees), 

while secondary data were obtained from relevant documents such as scientific journal ar-

ticles and hotel and tourism sectoral data. 

Variable measurement was carried out using a five-point Likert scale, from a score of 

1 (strongly disagree) to 5 (strongly agree). All indicators were developed from previous lit-

erature that has been validated. Validity testing was carried out using the Pearson correla-

tion method (Corrected Item-Total Correlation), with the criterion that an item is said to 

be valid if the r-count value> r-table at a significance level of 5% (Walker, 2017). Reliability 

testing was carried out using the Cronbach's Alpha technique, with the provision that the 

instrument is declared reliable if the alpha value> 0.60 (Taber et al., 2018). 

Data were analyzed using the Structural Equation Modeling–Partial Least Squares 

(SEM–PLS) approach with the help of SmartPLS software. This technique was chosen be-

cause it is able to handle models with complex latent relationships, does not require normal 

data distribution, and still provides accurate estimates even with relatively small sample 

sizes (Guenther et al., 2023; Sarstedt et al., 2014). The PLS approach also allows for simul-

taneous analysis of reflective and formative indicators, and is suitable for theory testing and 

exploration of new models. The analysis process consists of three main stages, namely: a) 

Evaluation of the measurement model (outer model); b) Evaluation of the structural model 

(inner model); and c) Testing the significance of the relationship between variables using 

the bootstrapping technique. 
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Results 

Evaluation of measurement model (outer model) 

Evaluation of the measurement model in this study aims to test the quality of the instru-

ments or indicators used to measure latent constructs (variables that are not directly meas-

ured). This measurement model includes three main aspects that must be tested, namely: 

convergent validity, discriminant validity, and construct reliability. These three aspects are 

important to ensure that the construct being measured truly describes the intended concept 

and is reliable. 

Convergent validity measures the extent to which the indicators used in a construct are 

highly correlated with each other. This means that these indicators must be able to describe 

the construct consistently. To measure convergent validity, two main criteria are used: a) 

Loading Factor (λ): The loading factor value for each indicator must be greater than 0.70 

to be considered valid. This indicates that each indicator has a significant contribution to 

the construct being measured; and b) Average Variance Extracted (AVE): The AVE value 

must be greater than 0.50 to indicate that more than 50% of the variance in the indicator 

can be explained by the construct. 

In the results of the convergent validity analysis presented in Table 2, all tested con-

structs meet the criteria. All AVE values are greater than 0.50, indicating that the indicators 

used in each construct have a good level of convergent validity. 

Table 2. Convergent validity results 

Construct AVE Information 
Transformational leadership (TFL) 0.652 Valid 
Transactional leadership (TSL) 0.648 Valid 
Employee work motivation (EWM) 0.710 Valid 
Managerial effectiveness (ME) 0.732 Valid 
Hotel guest satisfaction (HGS)  0.687 Valid 

 
The results of the analysis of Table 2 show that all constructs in this research model have 

good convergent validity. The indicators used to measure each construct have a fairly strong 

relationship with each other, which indicates consistency in measuring these variables, so that 

the instrument used in this study can be relied on to measure latent constructs consistently. 

Next are the results of the discriminant validity test using the Fornell-Larcker Crite-

rion, which requires the square root of the Average Variance Extracted (AVE), where each 

construct is greater than the correlation value between different constructs in the same row 

and column. In other words, a construct is declared to meet discriminant validity if the 

diagonal value in the matrix, which shows the square root of AVE, is greater than the values 

outside the diagonal that represent the correlation between constructs. 

Based on the results presented in Table 3, it can be seen that the square root value of 

the Average Variance Extracted (AVE) for each construct is higher than the correlation 

value between other constructs in the same row and column, indicating that this model 

meets the criteria of discriminant validity. For example, Transformational Leadership 

(TFL) has an AVE value of 0.807, which is higher than the correlation value with other 

constructs such as Transactional Leadership (TSL) (0.612), Work Motivation (WM) 

(0.538), Managerial Effectiveness (ME) (0.529), and Hotel Guest Satisfaction (HGS) 
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(0.671). The same thing also applies to other constructs, all of which show higher AVE val-

ues than the correlation values between constructs outside the diagonal. 

Table 3. Results of discriminant validity with the fornell–larcker criterion 

Construct TFL TSL WM ME HGS 
Transformational leadership 
(TFL) 

0.807     

Transactional leadership (TSL 0.612 0.804    
Employee work motivation 
(EWM) 

0.538 0.564 0.843   

Managerial effectiveness (ME) 0.529 0.515 0.569 0.856  
Hotel guest satisfaction (HGS)  0.671 0.698 0.643 0.678 0.828 

 

These results indicate that each construct in the research model possesses a distinct 

measurement dimension and does not overlap with other constructs. Accordingly, con-

structs such as Transformational Leadership, Transactional Leadership, Work Motivation, 

Managerial Effectiveness, and Hotel Guest Satisfaction represent conceptually and empir-

ically distinct variables. 

Construct reliability in this study measures the consistency and reliability of the in-

strument used to measure variables that cannot be measured directly (latent constructs). 

To test construct reliability, two main indices used are Cronbach's Alpha (CA) and Compo-

site Reliability (CR). Both of these indices have criteria that their values must be greater 

than 0.70 to be considered reliable. Based on the results presented in Table 4, all constructs 

tested in this study meet these criteria, indicating that the measurement instruments in this 

research model are very reliable and consistent. 

Table 4. Construct reliability results 

Construct 
Cronbach’s 
Alpha (CA) 

Composite Re-
liability (CR) 

Information 

Transformational leadership (TFL) 0.874 0.914 Reliable 
Transactional leadership (TSL 0.861 0.908 Reliable 
Employee work motivation (EWM) 0.893 0.924 Reliable 
Managerial effectiveness (ME) 0.907 0.931 Reliable 
Hotel guest satisfaction (HGS)  0.872 0.918 Reliable 

 
Transformational Leadership (TFL) has a Cronbach's Alpha value of 0.874 and a Com-

posite Reliability of 0.914, both indicating that this construct has a very good level of relia-

bility. Likewise, Transactional Leadership (TSL) with a Cronbach's Alpha value of 0.861 

and a Composite Reliability of 0.908, indicating that this construct can also be relied upon 

for consistent measurement. 

Furthermore, Work Motivation (WM) shows a slightly higher value, with a Cronbach's 

Alpha of 0.893 and a Composite Reliability of 0.924, confirming that this construct has very 

good reliability, indicating a very consistent measurement. Managerial Effectiveness (ME) 

shows very high reliability with a Cronbach's Alpha value of 0.907 and a Composite Relia-

bility of 0.931, indicating that the measurement instrument for this construct is very relia-

ble. Finally, Hotel Guest Satisfaction (HGS) has a Cronbach's Alpha value of 0.872 and a 

Composite Reliability of 0.918, which also indicates a very good level of reliability. 

It can be concluded that all constructs in this study have very good reliability, both 

according to the Cronbach's Alpha and Composite Reliability values. These values exceed 
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the recommended minimum threshold (0.70), indicating that the measurement instrument 

used in this study can produce consistent and reliable results. Thus, the constructs tested 

in this study can be trusted to measure the intended variables, and the model used in this 

study as a whole can be considered reliable. 

Structural model evaluation (inner model) 

Structural model evaluation, or better known as inner model, aims to test the relationship 

between constructs in the research model. One of the indicators used to assess the quality 

of the structural model is R-Square (R²), which describes how much variance in the de-

pendent variable can be explained by the independent variable. R² also provides an over-

view of the strength of the relationship between the variables involved in the structural 

model. The results of the analysis are shown in Table 5. 

Table 5. R-square (R²) 

Variable R² Interpretation 
Managerial effectiveness 
(ME) 

0.476 The model can explain 47.6% of the variance in 
managerial effectiveness 

Hotel Guest Satisfaction 
(HGS)  

0.591 The model can explain 59.1% of the variance in 
visitor satisfaction 

 
The results of the R² analysis in Table 5 show the extent to which the model can explain 

the variance in the two dependent variables analyzed, namely Managerial Effectiveness 

(ME) and Hotel Guest Satisfaction (HGS). Managerial Effectiveness (ME) with an R² value 

of 0.476, this model is able to explain around 47.6% of the variance that occurs in manage-

rial effectiveness. This figure shows that the model provides a fairly good explanation, but 

there is still 52.4% of the other variance influenced by other factors that are not explained 

in this model. However, the R² value approaching 50% indicates that the factors in the 

model contribute significantly to managerial effectiveness. 

Hotel Guest Satisfaction (HGS) produces an R² value of 0.591, this model can explain 

around 59.1% of the variance that occurs in hotel guest satisfaction. This shows that the 

model has a better ability to explain guest satisfaction compared to managerial effective-

ness, with a greater contribution from the variables used in this model. 

The results of the structural analysis (R²) indicate that the model can provide ade-

quate explanation of the variance in the dependent variables tested. The higher R² value 

for Hotel Guest Satisfaction (59.1%) indicates that the model is better able to explain the 

factors that influence visitor satisfaction compared to the Managerial Effectiveness (ME) 

variable (47.6%). Although there is unexplained variance, these results provide an illus-

tration that the model used has a significant contribution in explaining the factors that 

influence both variables. 

Testing the significance of relationships between variables through boot-
strapping 

Path significance testing in a structural model is conducted to assess how strong and sig-

nificant the influence between variables in the research model is. One method commonly 

used to test path significance is bootstrapping, which produces a t statistic and a p-value 

for each path. The t statistic provides information about the strength of the relationship, 

while the p-value indicates the level of significance of the relationship. In general, a p-

value less than 0.05 indicates a significant relationship, while a p-value greater than 0.05 
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indicates an insignificant relationship. The results of the analysis are presented in Table 

6 below. 

Table 6. Path significance test (path coefficients) 

Path of Influence Coeff. β 
t-Statis-

tics 
p-Value 

Infor-
mation 

Transformational Leadership → Managerial 
Effectiveness 

0.359 3.42 0.002 Significant 

Transactional Leadership → Managerial Ef-
fectiveness 

0.421 4.18 0.000 Significant 

Work Motivation → Managerial Effective-
ness 

0.312 2.89 0.005 Significant 

Transformational Leadership → Hotel 
Guest Satisfaction 

0.276 2.31 0.021 Significant 

Transactional Leadership → Hotel Guest 
Satisfaction 

0.234 1.94 0.052 
Significant 
Marginal 

Managerial Effectiveness → Hotel Guest 
Satisfaction 

0.523 4.85 0.000 Significant 

 
Based on the results of the path test in Table 6, the relationship between variables in 

the structural model being tested is clearly observed. The following is an explanation of 

each path being tested, namely: 

a. Transformational Leadership → Managerial Effectiveness (Coefficient β = 0.359, t = 
3.42, p = 0.002): The relationship between transformational leadership and manage-
rial effectiveness shows significant results with a p-value much smaller than 0.05. The 
β coefficient of 0.359 indicates that the higher the transformational leadership, the 
higher the managerial effectiveness, with a significant level of influence. Thus, the hy-
pothesis (H1) proposed is proven, that there is a significant influence between trans-
formational leadership and managerial effectiveness. 

b. Transactional Leadership → Managerial Effectiveness (Coef. β = 0.421, t = 4.18, p = 
0.000): The effect of transactional leadership on managerial effectiveness is also sig-
nificant (p-value = 0.000). The β coefficient of 0.421 indicates a strong and positive 
relationship, meaning that transactional leadership increases managerial effectiveness 
in the organization. This means that the hypothesis (H2) proposed is proven, that there 
is a significant effect between transactional leadership and managerial effectiveness. 

c. Work Motivation → Managerial Effectiveness (Coef. β = 0.312, t = 2.89, p = 0.005): 
Work motivation is proven to have a significant effect on managerial effectiveness with 
a p-value of 0.005. The β coefficient of 0.312 indicates that increasing work motivation 
will increase managerial effectiveness. Thus, the hypothesis (H3) proposed is proven, 
that there is a significant influence between transformational leadership on guest sat-
isfaction. 

d. Transformational Leadership → Hotel Guest Satisfaction (Coefficient β = 0.276, t = 
2.31, p = 0.021): The relationship between transformational leadership and hotel guest 
satisfaction is also significant with a p-value of 0.021. This shows that transformational 
leadership has a positive influence on guest satisfaction, although with a relatively 
lower level of influence compared to other variables. This means that the hypothesis 
(H4) proposed is proven that transformational leadership has a significant influence 
on guest satisfaction. 

e. Transactional Leadership → Hotel Guest Satisfaction (Coefficient β = 0.234, t = 1.94, 
p = 0.052): The influence of transactional leadership on guest satisfaction shows mar-
ginally significant results (p-value = 0.052). Although very close to the significance 
limit of 0.05, this result shows that the effect is not strong enough to be considered 
significant at the 95% confidence level. This means that hypothesis (H5) is not proven. 
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f. Managerial Effectiveness → Hotel Guest Satisfaction (Coefficient β = 0.523, t = 4.85, 
p = 0.000): Managerial effectiveness has a very significant effect on visitor satisfaction, 
with a p-value of 0.000. The β coefficient of 0.523 indicates that the higher the mana-
gerial effectiveness, the higher the satisfaction of hotel visitors. Thus, the proposed hy-
pothesis (H6) is proven or accepted. 

The results of the path testing through bootstrapping show that most of the relation-

ships between variables in this model are significant. Transactional and transformational 

leadership are proven to have a positive effect on managerial effectiveness and hotel guest 

satisfaction. Work motivation also contributes significantly to managerial effectiveness. 

Managerial effectiveness, in turn, has a significant impact on guest satisfaction. Meanwhile, 

the effect of transactional leadership on guest satisfaction is still marginal, so further re-

search is needed to clarify the relationship. 

The results of the mediation path test in the structural model using the indirect effects 

method. Mediation testing is carried out to determine whether managerial effectiveness can 

act as a mediator in the relationship between transformational leadership, transactional lead-

ership, and hotel guest satisfaction. The results of the analysis are presented in Table 7. 

Table 7. Significance test of mediation path (indirect effects) 

Mediation Path 
Indirect Ef-

fect 
t-Statis-

tics 
p-Value 

Infor-
mation 

Transformational Leadership → Mana-
gerial Effectiveness → Hotel Guest Satis-
faction 

0.188 3.12 0.003 Significant 

Transactional Leadership → Managerial 
Effectiveness → Hotel Guest Satisfaction 

0.222 2.88 0.004 Significant 

 
Based on the results presented in Table 7, it is known that Transformational Leader-

ship → Managerial Effectiveness → Hotel Guest Satisfaction (Indirect Effect = 0.188, t = 

3.12, p = 0.003). This mediation path shows that transformational leadership not only has 

a direct effect on guest satisfaction, but also through managerial effectiveness. With a very 

small p-value (0.003), this path is proven to be significant, which means that managerial 

effectiveness acts as a mediator that strengthens the relationship between transformational 

leadership and hotel guest satisfaction. The indirect effect coefficient of 0.188 indicates that 

the influence of transformational leadership on guest satisfaction is strengthened through 

increased managerial effectiveness. 

Transactional Leadership → Managerial Effectiveness → Hotel Guest Satisfaction 

(Indirect Effect = 0.222, t = 2.88, p = 0.004) also shows a significant effect (p-value = 

0.004). The indirect effect value of 0.222 indicates that the influence of transactional 

leadership on hotel guest satisfaction occurs through increasing managerial effective-

ness. Managerial effectiveness strengthens the relationship between transactional lead-

ership and guest satisfaction. 

The results of this mediation path test indicate that managerial effectiveness acts as a 

significant mediator in the relationship between leadership (both transformational and 

transactional) and hotel guest satisfaction. With a p-value of less than 0.05, both mediation 

paths can be considered significant. This provides empirical evidence that effective leader-

ship, both transformational and transactional, affects guest satisfaction through increased 

managerial effectiveness. 
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Finally, the results of the Q² Predictive Relevance analysis, which is used to evaluate 

the model's ability to predict endogenous (observed) variables. The Q² value describes how 

well the model is able to predict the value of its target variable, which indicates the predic-

tive power of the model. A Q² value greater than zero indicates that the model has predictive 

relevance, while a larger Q² value indicates a higher level of predictive relevance. 

Table 8. Q² predictive relevance 

Construct Q² Interpretation 
Managerial effectiveness 
(ME) 

0.394 Relevant Predictions 

Hotel guest satisfaction (HGS)  0.482 Very Relevant Predictions 

 
Based on the analysis results of Table 8, it is known that Managerial Effectiveness has 

a Q² value of 0.394, indicating that the model has a relevant prediction for the construct of 

managerial effectiveness. With this value, the model is able to explain around 39.4% of the 

variation in the managerial effectiveness variable, which means that the model has a good 

ability to predict the value of managerial effectiveness. Although not very high, this value 

still shows that the model can provide fairly accurate predictions for the variable. 

Hotel Visitor Satisfaction (HGS) produces a Q² value of 0.482, indicating that the model 

has a very relevant prediction for the construct of guest satisfaction. This means that the 

model can explain around 48.2% of the variation in hotel visitor satisfaction, indicating that 

the model has very good predictive ability for this variable. This value indicates that the model 

is able to provide stronger and more accurate predictions related to guest satisfaction. 

The results of Q² Predictive Relevance show that this model has good predictive ability. 

With Q² values of 0.394 and 0.482 for managerial effectiveness and hotel guest satisfaction, 

respectively, this model can be considered relevant in predicting both variables. A higher 

Q² value for hotel guest satisfaction indicates that the model has a stronger prediction for 

this variable compared to managerial effectiveness, although both variables remain in the 

relevant category. 

Discussion 

This study underscores the strong relationship between leadership style, work motivation, 

managerial effectiveness, and guest satisfaction in sharia hotels in Kendari. The findings not 

only illuminate the internal organizational dynamics but also highlight sharia hotels' role in 

supporting the city’s emergence as a halal tourism hub. By offering services rooted in Islamic 

values, these hotels cater to Muslim tourists seeking spiritual fulfillment alongside hospitality. 

The significant influence of transformational leadership on managerial effectiveness 

(β = 0.359; p = 0.002) aligns with previous research indicating that leaders who inspire 

and attend to individual needs foster positive work environments and enhance service qual-

ity (Bass & Riggio, 2006; Abdelwahed et al., 2025). In sharia hotels, such leadership is es-

pecially effective due to its alignment with Islamic teachings, promoting spiritually fulfilling 

service experiences (Javed et al., 2020). Transformational leaders who consider employees' 

spiritual well-being help create religiously meaningful guest experiences. 

 



15 

 

In contrast, transactional leadership also improves managerial effectiveness (β = 

0.421; p = 0.000), yet its impact on guest satisfaction remains limited (β = 0.234; p = 

0.052). Focused on tasks and rewards, this leadership style enhances operational out-

comes but lacks the emotional depth to satisfy guests’ spiritual expectations. As Baquero 

(2022) and Khairy et al. (2023) argue, managerial success in Islamic hospitality requires 

more than technical execution—it must integrate religious values into service delivery. 

Work motivation emerges as a critical factor influencing managerial effectiveness 

(β = 0.312; p = 0.005), consistent with Self-Determination Theory, which emphasizes 

the importance of autonomy, recognition, and internal drive (Deci & Ryan, 2000). In 

sharia hotels, motivated employees who feel morally valued are more likely to deliver 

high-quality service with sincerity, contributing to a distinctive Islamic atmosphere. 

Managerial effectiveness itself significantly contributes to guest satisfaction (β = 

0.523; p = 0.000), confirming prior findings that effective coordination and operations 

positively shape customer experiences (Alshatnawi & Mahmoud, 2021). When opera-

tional efficiency is combined with religious sensitivity, guest loyalty and satisfaction 

increase, reinforcing the broader goals of halal tourism. 

Theoretically, this study contributes to leadership literature by exploring the in-

teraction between transformational leadership, motivation, and value-based service 

delivery in a faith-driven context. It expands on the work of Rosidah et al. (2025), ad-

vocating for leadership development rooted in Islamic principles to elevate both em-

ployee engagement and guest satisfaction. 

Practically, hotel managers in Kendari should integrate leadership approaches that 

emphasize both efficiency and spiritual alignment. This dual focus enables sharia ho-

tels to meet Muslim travelers' expectations more holistically and enhances their com-

petitiveness in the growing halal tourism market. 

Finally, this study resonates with the Global Muslim Travel Index (GMTI, 2024), which 

identifies service quality as key to economic impact in Muslim-friendly destinations. Halal 

tourism strategies centered on leadership and service excellence not only boost customer loy-

alty but also strengthen local economies, as also emphasized by Han & Hyun (2018). 

Conclussion 

This study confirms the significant relationship between leadership style, work moti-

vation, managerial effectiveness, and guest satisfaction in sharia hotels in Kendari, un-

derscoring their collective role in advancing halal tourism in Indonesia. Transforma-

tional leadership has a pronounced positive effect on managerial effectiveness and ser-

vice quality, which in turn enhances guest satisfaction. Leaders who inspire and ad-

dress the spiritual needs of employees help foster a value-oriented work environment 

aligned with Islamic principles an aspect highly valued by Muslim travelers. 

While transactional leadership also contributes to managerial effectiveness, its in-

fluence on guest satisfaction is relatively limited due to its lesser engagement with the 

emotional and spiritual dimensions of hospitality. Additionally, high levels of work mo-

tivation are shown to strengthen managerial effectiveness and service delivery, both of 



16 

 

which are essential for creating positive guest experiences. Managerial effectiveness re-

flected in coordination, communication, and operational excellence plays a mediating 

role in achieving service outcomes that meet or exceed customer expectations. 

The novelty of this study lies in its contextualized exploration of value-based lead-

ership within the sharia hospitality sector in Kendari, a city emerging as a hub for halal 

tourism. It contributes new insights into the interplay between transformational lead-

ership, motivation, and guest satisfaction especially in relation to spiritual and emo-

tional fulfillment, which remains underexplored in previous literature. However, given 

the study’s geographic limitation to a single city, the findings should be interpreted 

cautiously and not generalized across broader regional or institutional settings without 

further validation. This opens pathways for future research to extend the spatial and 

cultural scope of inquiry. 

Implications 

Theoretically, this study enriches the literature on leadership in value-based organiza-

tions, especially in sharia hotels. The findings indicate that transformational leader-

ship style and work motivation can improve service quality and guest satisfaction by 

adjusting religious values. This study also emphasizes the importance of Islamic value-

based leadership training to create a positive work environment and improve service. 

Practically, these findings provide guidance for sharia hotel managers in Kendari to 

adopt a leadership style that not only focuses on operational efficiency, but also on 

creating an atmosphere that is in line with Islamic values. By integrating value-based 

leadership, work motivation, and managerial effectiveness, sharia hotels can improve 

service quality and competitiveness in the halal tourism market. 

Recommendations for Further Research 

While this study provides meaningful insights into the relationship between leader-

ship, motivation, and guest satisfaction in sharia hotels, its geographical focus on a 

single city in Kendari and a sample of 176 employees limits the broader applicability 

of the findings. Future research should consider expanding the spatial scope by in-

cluding sharia hotels from various regions across Indonesia or other Muslim-major-

ity countries. Such comparative approaches would strengthen the external validity 

and deepen the understanding of regional variations in leadership effectiveness and 

guest satisfaction. 

Further investigation is also recommended to explore the influence of transac-

tional leadership on guest satisfaction by incorporating potential mediators or mod-

erators such as organizational culture, internal communication, or employee religi-

osity. Additionally, the interplay between work motivation and employee satisfac-

tion, and its downstream effect on service quality, deserves more focused attention. 

Utilizing larger and more demographically diverse samples will enhance statistical 

robustness and provide a more comprehensive view of the evolving dynamics within 

the halal hospitality industry. 

 

 

 

 



17 

 

Acknowledgement: The author would like to thank all management and employees of 

sharia hotels in Kendari City who have participated in this study. Thanks are also given 

to those who have provided support in the data collection and analysis process. This 

study would not have been possible without the assistance, cooperation, and commit-

ment of all related parties. 

Conflicts of Interest: The authors declare no conflict of interest. 

Publisher’s Note: Serbian Geographical Society stays neutral with regard to jurisdic-

tional claims in published maps and institutional affiliations. 

© 2026 Serbian Geographical Society, Belgrade, Serbia. 

This article is an open access article distributed under the terms and conditions of 

the Creative Commons Attribution-NonCommercial-NoDerivs 3.0 Serbia. 

References 

Abdelwahed, N. A. A., Al Doghan, M.A., Saraih, U.N., & Soomro, B. A. (2025). Unleash-

ing potential: Islamic leadership’s influence on employee performance via Islamic 

organizational values, organizational culture and work motivation. International 

Journal of Law and Management, 67(2), 165-190. 

https://doi.org/10.1108/IJLMA-01-2024-0019 

Alshatnawi, E.A.R., & Mahmoud, R.M. (2021). The leadership behavior of hotel man-

agers and the job satisfaction of staff in Five-Star Hotels in The Aqaba Special Eco-

nomic Zone Authority (Aseza). Academy of Entrepreneurship Journal, 27(2), 1-

10. https://www.abacademies.org/articles/the-leadership-behavior-of-hotel-

managers-and-the-job-satisfaction-of-staff-in-fivestar-hotels-in-the-aqaba-spe-

cial-econ.pdf 

Armstrong, M., & Taylor, S. (2020). Armstrong’s handbook of human resource man-

agement practice. London: Kogan Page Publishers. 

Baquero, A. (2022). Customer and employee satisfaction in hotels. Journal of Hospi-

tality and Tourism Issues, 4(2), 69-83. https://doi.org/10.51525/johti.1172181 

Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership. New York: Psychol-

ogy Press. https://doi.org/10.4324/9781410617095 

Bouzari, M., & Karatepe, O. M. (2017). Test of a mediation model of psychological cap-

ital among hotel salespeople. International Journal of Contemporary Hospitality 

Management, 29(8), 2178-2197. https://doi.org/10.1108/IJCHM-01-2016-0022 

Creswell, J. W. (2014). Research design: qualitative, quantitative and mixed methods 

approaches (4th ed.). Thousand Oaks, CA: Sage. 

Deci, E. L., & Ryan, R. M. (2000). The “what” and “why” of goal pursuits: Human needs 

and the self-determination of behaviour. Psychological Inquiry, 11, 227-268.  

https://doi.org/10.1207/S15327965PLI1104_01 

Deliana, D. (2022). The implementation of sharia principles concept of hotels. J urnal 

Manajemen Perhotelan dan Parisiwata, 5(3), 372-378. 

https://doi.org/10.23887/jmpp.v5i3.54223 

 

 

 

 

https://creativecommons.org/licenses/by-nc-nd/4.0/
https://doi.org/10.1108/IJLMA-01-2024-0019
https://www.abacademies.org/articles/the-leadership-behavior-of-hotel-managers-and-the-job-satisfaction-of-staff-in-fivestar-hotels-in-the-aqaba-special-econ.pdf
https://www.abacademies.org/articles/the-leadership-behavior-of-hotel-managers-and-the-job-satisfaction-of-staff-in-fivestar-hotels-in-the-aqaba-special-econ.pdf
https://www.abacademies.org/articles/the-leadership-behavior-of-hotel-managers-and-the-job-satisfaction-of-staff-in-fivestar-hotels-in-the-aqaba-special-econ.pdf
https://doi.org/10.51525/johti.1172181
https://doi.org/10.4324/9781410617095
https://doi.org/10.1108/IJCHM-01-2016-0022
https://doi.org/10.1207/S15327965PLI1104_01
https://doi.org/10.23887/jmpp.v5i3.54223


18 

 

Drucker, P. (2012). The practice of management. Abingdon-on-Thames: Routledge.  

GMTI (2024). How the global muslim travel market is going as islamic tourism reach 

230 Million International Arrivals. https://www.travelandtour-

world.com/news/article/how-the-global-muslim-travel-market-is-going-as-is-

lamic-tourism-reach-230-million-international-arrivals-by-2028/ 

Guenther, P., Guenther, M., Ringle, C.M., Zaefarian, G., & Cartwright, S. (2023). Im-

proving PLS-SEM use for business marketing research. Industrial Marketing 

Management, 111, 127-142. https://doi.org/10.1016/j.indmarman.2023.03.010 

Hamzah, Z., Basri, Y. Z., & Zulhelmy. (2021). The influence of islamic leadership and 

islamic work ethics on employee performance of islamic banks in Riau Province 

mediated by islamic organizational culture. International Journal of Islamic Busi-

ness & Management, 5(1), 23-34. https://doi.org/10.46281/ijibm.v5i1.1136 

Han, H., & Hyun, S. S. (2018). Role of motivations for luxury cruise traveling, satisfac-

tion, and involvement in building traveler loyalty. International Journal of Hos-

pitality Management, 70(4), 75–84. 

http://dx.doi.org/10.1016/j.ijhm.2017.10.024 

Hoang, G., Yang, M., & Luu, T.T. (2023). Ethical leadership in tourism and hospitali ty 

management: A systematic literature review and research agenda. International 

Journal of Hospitality Management, 114, Article 103563. 

https://doi.org/10.1016/j.ijhm.2023.103563 

Howell, J. M., & Shamir, B. (2005). The Role of Followers in the Charismatic Leader-

ship Process: Relationships and Their Consequences. The Academy of Manage-

ment Review, 30(1), 96–112. https://doi.org/10.2307/20159097 

Huertas, I., Gonzalez-Torres, T., & Nájera-Sánchez, J. J. (2022). Contemporary lead-

ership in hospitality: a review and research agenda. International Journal of Con-

temporary Hospitality Management, 34(6), 2399-2422. 

http://dx.doi.org/10.1108/IJCHM-05-2021-0658 

Javed, S., Malik, A., & Alharbi, M.M.H. (2020). The relevance of leadership styles and 

Islamic work ethics in managerial effectiveness. PSU Research Review, 4(3) 189-

207. https://doi.org/10.1108/PRR-03-2019-0007 

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: A 

meta-analytic test of their relative validity. Journal of Applied Psychology, 89(5), 

755–768. https://doi.org/10.1037/0021-9010.89.5.755 

Keyton, J. (2011). Communication and Organizational Culture: A Key to Understand-

ing Work Experiences (2nd ed.). Sage Publications. 

Khairy, H. A., Baquero, A., & Al-Romeedy, B. S. (2023). The effect of transactional 

leadership on organizational agility in tourism and hospitality businesses: the me-

diating roles of organizational trust and ambidexterity. Sustainability, 15(19), Ar-

ticle 14337. https://doi.org/10.3390/su151914337 

Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal setting 

and task motivation: A 35-year odyssey. American Psychologist, 57(9), 705–717. 

https://doi.org/10.1037/0003-066X.57.9.705 

Mahfouz, S., Halim, M.S.A., bahkia, A.S., & Alias, N. (2022). Mediating role of em-

ployee commitment in the relationship between transactional leadership and em-

ployee performance (Special issue). Journal of Governance & Regulation, 11(1), 

337–350. https://doi.org/10.22495/jgrv11i1siart13  

 

https://www.travelandtourworld.com/news/article/how-the-global-muslim-travel-market-is-going-as-islamic-tourism-reach-230-million-international-arrivals-by-2028/
https://www.travelandtourworld.com/news/article/how-the-global-muslim-travel-market-is-going-as-islamic-tourism-reach-230-million-international-arrivals-by-2028/
https://www.travelandtourworld.com/news/article/how-the-global-muslim-travel-market-is-going-as-islamic-tourism-reach-230-million-international-arrivals-by-2028/
https://doi.org/10.1016/j.indmarman.2023.03.010
https://doi.org/10.46281/ijibm.v5i1.1136
http://dx.doi.org/10.1016/j.ijhm.2017.10.024
https://doi.org/10.1016/j.ijhm.2023.103563
https://psycnet.apa.org/doi/10.2307/20159097
http://dx.doi.org/10.1108/IJCHM-05-2021-0658
https://doi.org/10.1108/PRR-03-2019-0007
https://doi.org/10.1037/0021-9010.89.5.755
https://doi.org/10.3390/su151914337
https://doi.org/10.1037/0003-066X.57.9.705
https://doi.org/10.22495/jgrv11i1siart13


19 

 

Oliver, R.L. (1997). Satisfaction: A Behavioral Perspective on the Consumer. The 

McGraw-Hill Companies, Inc., New York. 

Parasuraman, A., Zeithaml, V.A., & Berry, L.L. (1988). SERVQUAL: A multiple-item 

scale for measuring consumer perceptions of service quality. Journal of Retailing, 

64, 12-40. https://www.researchgate.net/publication/225083802  

Pradini, G., Agustiani, F. ., Darmono, A. T. P. Z. ., Anggraini, F. D. ., Rahmawati, E. ., 

& Resmi, P. C. . (2023). The Influence of Leadership Style and Work Motivation 

on The Performance of Employees of The Room Division Department at JS Lu-

wansa Hotel and Convention Center Jakarta. International Journal of Economics, 

Management, Business, And Social Science (IJEMBIS), 3(2), 237–242. 

https://doi.org/10.59889/ijembis.v3i2.133 

Qomariah, N., Lusiyati, Martini, N. N. P., & Nursaid. (2022). The role of leadership and 

work motivation in improving employee performance: With job satisfaction inter-

vening variables. Jurnal Aplikasi Manajemen, 20(3), 608–628. 

http://dx.doi.org/10.21776/ub.jam.2022.020.03.12 

Rodrigues, V., Breda, Z., & Rodrigues, C. (2024). The implications of industry 4 .0 for 

the tourism sector: A systematic literature review. Heliyon, 10(11), Article e31590. 

https://doi.org/10.1016/j.heliyon.2024.e31590 

Rosidah, I.J., Savitri, F.M., Susanto, D., & Hakim, L. (2025). Sharia service manage-

ment of the hospitality industry in Indonesia (Dakwah Bil Hal Perspective). Dinar: 

Journal of Islamic Economics & Finance, 12(1), 14-30. 

https://doi.org/10.21107/dinar.v12i1.27730 

Sarstedt, M., Ringle, C.M., Smith, D., & Reams, R. (2014). Partial least squares struc-

tural equation modeling (PLS-SEM): A useful tool for family business researchers. 

Journal of Family Business Strategy, 5(1), 105-115. 

http://dx.doi.org/10.1016/j.jfbs.2014.01.002 

Saunders, M.N.K., Lewis, P. and Thornhill, A. (2019). Research methods for business 

students (8th Edition). Pearson, New York. 

Sugiyati, E. O. A., & Aswan, M. K. (2024). The influence of leadership and work moti-

vation on employee performance at the Hotel Harris Sentraland Semarang. Inter-

national Journal on Social Science, Economics and Art, 14(2), 238–244. 

https://ijosea.isha.or.id/index.php/ijosea/article/view/526 

Taber, K.S. (2018). The Use of Cronbach’s Alpha When Developing and Reporting Re-

search Instruments in Science Education. Research in Science Education, 48, 

1273–1296. https://doi.org/10.1007/s11165-016-9602-2 

Velaoras, K., Menegaki, A. N., Polyzos, S., & Gotzamani, K. (2025). The role of envi-

ronmental certification in the hospitality industry: Assessing sustainability, con-

sumer preferences, and the economic impact. Sustainability, 17(2), Article 650. 

https://doi.org/10.3390/su17020650  

Walker, D. A. (2017). JMASM 48: The pearson product-moment correlation coefficient 

and adjustment indices: The fisher approximate unbiased estimator and the Olkin-

Pratt Adjustment (SPSS). Journal of Modern Applied Statistical Methods, 16(2), 

540-546. https://doi.org/10.56801/10.56801/v16.i.955 

Walumbwa, F.O., Wang, P., Wang, H., & Schaubroeck, J. (2024). Psychological pro-

cesses linking authentic leadership to follower behaviors. The Leadership Quar-

terly, 25(5), 1071-1072. http://dx.doi.org/10.1016/j.leaqua.2014.07.004 

 

 

https://www.researchgate.net/publication/225083802
https://doi.org/10.59889/ijembis.v3i2.133
http://dx.doi.org/10.21776/ub.jam.2022.020.03.12
https://doi.org/10.1016/j.heliyon.2024.e31590
https://doi.org/10.21107/dinar.v12i1.27730
http://dx.doi.org/10.1016/j.jfbs.2014.01.002
https://ijosea.isha.or.id/index.php/ijosea/article/view/526
https://doi.org/10.1007/s11165-016-9602-2
https://doi.org/10.3390/su17020650
https://doi.org/10.56801/10.56801/v16.i.955
http://dx.doi.org/10.1016/j.leaqua.2014.07.004


20 

 

Yukl, G. (2013). Leading in organizations. 8th Edition. Pearson Education, Boston. 

Zeithaml, V. A. (1988) Consumer perceptions of price, quality, and value: A means-end 

model and synthesis of evidence. Journal of Marketing, 52, 2-22.  

https://doi.org/10.1177/002224298805200302. 

 

 

 

 

https://doi.org/10.1177/002224298805200302

