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ABSTRACT ARTICLE INFO
This study aims to analyze the influence of transformational leadership Keywords:

style, organizational climate and work experience on employee Transformational
performance. The level of employee discipline is quite low considered a Leadership Style,

Organizational Climate,
Work Experience,
Employee Performance

form of lack of employee performance and service quality which is still
considered not optimal, so that it affects the quality of service. This study
uses a quantitative approach method. The population in this study were
all employees of the Jakenan Health Center totaling 105 employees and
sampling of 83 respondents using the purposive sampling method. Data
collection techniques used questionnaires. Data analysis and testing
techniques used SPSS version 25. This research has managerial
implications for Jakenan Community Health Center, namely the
importance of implementing a transformational leadership style,
strengthening a supportive organizational climate, and strategically
managing work experience through training, rotation, and mentoring to
improve employee performance.

1. Introduction

The Society 5.0 era has now entered a stage where technology is increasingly advanced and
sophisticated and is now starting to be applied to companies and organizations. In the era of society
5.0, where this era is more focused on human resources to coexist with technology and use Al (Artificial
Intelligence) or artificial intelligence as well as possible (Lubis, 2023) . Therefore, in that era, quality
human resources are needed in organizational institutions, both companies and agencies.

Human resources are one of the important factors that must be considered by all relevant
agencies to achieve organizational goal (Agustini et al., 2022) . The human resources needed in the
agency are employee potential, loyalty and good performance so that they can achieve success in the
goals that have been set.

An organization can achieve a success seen by the resources it has and seen from the results
of the work or performance of its employees. Performance is the result of work that has been achieved
by a person in carrying out the tasks assigned to him which is based on skill, experience, seriousness
and punctuality (Hasibuan, 2016:94) . Employee performance is an important element in the progress
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and retreat of an organization. Employee performance is an important element in the progress and
retreat of an organization. This is because performance is a reflection of how an organization runs
according to its goals or just a way in place.

Employee performance cannot be separated from the role of a leader in the organization that
affects the rise or fall of performance. Employee performance is more effective if the leadership style
is appropriate to the situation and conditions. One of the leadership styles used is the transformational
leadership style. According to Robbins & Judge, (2015:261), transformational leadership is a leader
who inspires his followers to go beyond self-interest for the sake of the organization and has the ability
to influence his followers extraordinarily.

A conducive organizational climate can improve employee performance by providing a sense
of security and comfort, so that employees can work optimally. The more conducive an organizational
climate is, it can improve a person's performance (Djalil et al., 2021) . The organizational climate has a
role in improving employee performance. The organizational climate is an important factor in efforts
to improve employee performance in government and private agencies (Robbins & Judge, 2015:335) .
The organizational climate reflects the perception of the organization's members regarding the work
environment and comfort at work which can affect the enthusiasm and performance of employees.

Work experience is a knowledge and ability that a person obtains from direct involvement in
carrying out tasks at work or obtained from previous work that is used to carry out optimal
responsibilities. Employee performance can be influenced by several factors, namely, work experience,
compensation, professionalism and other factors (Siagian, 2019:21). Work experience is proof that the
employee is able to work with tasks that suit his or her experience. According to Hasibuan, (2016:55),
experienced people are prospective employees who have been ready-made. An applicant's work
experience should be a major consideration in the selection process. Work experience in health
workers is indispensable to help improve knowledge and skills in handling various conditions and
patient situations. Nurses in this case are health workers who have an important role in providing
health services who must be ready to provide the best service for the community, so experienced, fast
and responsive human resources are needed (Chita et al., 2022).

The object of this research is the Jakenan Health Center. The Jakenan Health Center of Pati
Regency is one of the government agencies under the Pati Regency Health Office which has an
important role in ensuring public health and providing quality services so that maximum performance
is needed because the health center is the first level that is directly in contact with the community.
The following is the attendance of labor data at the Jakenan Health Center, Pati Regency which shows
indications of the phenomenon of employee performance.
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Table 1
Jakenan Health Center Employee Attendance List
Mounth TK Percentage TL Percentage CKAP Percentage PSW Percentage
January 56 3,7% 55 3,7% 17 2,3% 35 2,3%
February 14 0,94% 50 3,3% 4 1,1% 38 2,5%
March 51 3,4% 55 3,7% 34 2,3% 39 2,6 %
April 42 2,8% 55 3,7% 36 2,4%
May 39 2,6% 51 3,4% 44 2,9%
June 56 3,7% 55 3,7% 37 2,5%
Average 2,8% 3,5% 2,5%

Source: Jakenan Health Center, 2024

The performance of puskesmas employees can be shown from the level of discipline that
reflects their responsibility and commitment in carrying out their duties to provide health services to
the community. Based on table 1, it can be seen that in the last six months, the percentage of
attendance is still seen as some employees who do not enter without information, are late, take leave
for important reasons and go home early. Although the presentation of attendance is still relatively
low and not yet classified as high enough, if it continues, it can affect the level of employee
performance. The optimal performance of health center employees is very important to achieve
quality health services for the community. In addition, there are still several reviews of comments from
the community regarding services that are considered less than optimal delivered through google
maps web sources from the Jakenan Health Center, namely:
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Figure 1.1
Review of community comments (Source: Google Maps, 2025)

Based on several reviews of public comments regarding sustainable services from year to year,
there are still criticisms and suggestions that need to be important attention for all health center
employees. These comments include the service to patients and the hospitality of the officers. This
shows that the quality of health services at the Jakenan Health Center is still not optimal so it needs to
be improved to meet the needs and expectations of the community.

Based on research conducted by Melinda et al., (2024) states that transformational leadership
styles have a positive and significant relationship with employee performance. However, research
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conducted by Kurniawan et al., (2024) states that transformational leadership styles do not have a
significant effect on employee performance.

Based on research conducted Zamili, (2022) which states that the organizational climate has
a positive effect on employee performance. However, research conducted by Thamrin & Ayu (2024)
states that the organizational climate has no effect on employee performance.

Based on research conducted by Tua & Mardhiyah, (2022) states that work experience has a
positive and significant effect on employee performance. However, research conducted by Kitta et al.,
(2023) states that work experience does not have a significant effect on employee performance.

Based on the background and phenomena that have been mentioned, the purpose of this
study aims to examine with the title "The Influence of Transformational Leadership Style,
Organizational Climate and Work Experience on Employee Performance at the Jakenan Health Center,
Pati Regency".

2. Literature Review
Transformational Leadership Style

According to Suwatno, (2019:163), transformational leadership is leadership that affects
employees to make employees feel confident, proud, loyal and respectful to their leaders and have
the motivation to do more than expected. In transformational leadership, a leader has the power to
influence his subordinates in a certain way. By applying this type of leadership, subordinates will feel
more trusted, appreciated, loyal and responsive to their leaders.

According to Robbins & Judge, (2015:261) a transformational leader is a leader who inspires
his followers to go beyond self-interest for the benefit of the organization and has the ability to
influence his followers in a remarkable way. Leaders with a transformational leadership style can
usually inspire their followers to go beyond their personal interests to be more productive and more
passionate about work.

A leader's style when leading an organization can improve the performance of his
subordinates. Therefore, dreamers are needed to be able to provide direction, motivation and be able
to build a conducive work environment so that employees can work optimally and in a directed
manner. Transformational leadership can provide motivation, listen to the aspirations of employees
and give rewards to employees so that they can improve employee performance (Widyacahyani et al.,
2020). If the relationship between leadership style is very closely related to employee motivation, it
can be said that leadership style affects performance indirectly.

Hypothesis 1: Transformational leadership style has a positive and significant effect on employee
performance.
Organizational Climate

According to Darodjat, (2015:85), the organizational climate is something that can be
measured in the work environment either directly or indirectly affecting employees and their jobs
where they work. Organizational climate is an environment around the workplace that influences the
behavior and work of the way employees work together to achieve common goals in the company
(Guna, et al., 2022). The organizational climate can affect employee behavior and cooperation because
it creates a work environment that can support and motivate employees as well as communication
between members at work so that it is easier to achieve organizational and company goals.

A conducive organizational climate is an important factor in an organization or agency that
cannot be ignored A conducive organizational climate can make employees feel more happy and
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satisfied, so that employees will tend to perform optimally and survive at work. A good organizational
climate can influence performance improvements (Susilo et al., 2023).

Hypothesis 2: Organizational Climate has a positive and significant effect on employee performance.
Work Experience

According to Marwansyah, (2014:135), work experience is a knowledge and skills that
employees have to carry out responsibilities from previous jobs. An employee who has more work
experience will be better at assigning competencies compared to employees who do not have
experience.

Work Experience is a whole lesson that a person learns from the events that he goes through
in his life journey siagian, (2018:60). Work experience does not only come from formal work or a
particular position, but also includes all the leasson, skill and knowledge that a person acquires from
various events or situations that he or she has experienced throughout his or her life.

Work experience is the most important thing in every organization, both a company and an
agency because with work experience, work will run smoothly. An employee who has high work
experience can improve his own performance and the performance of the agency. When an employee
has a lot of work experience, work skills will be better and employees will be more motivated to
improve their work and performance (Berutu & Harahap, 2021). An employee who has previous work
experience will understand better in dealing with a problem that arises and will adapt more quickly to
the task given because of previous work experience.

Hypothesis 3: Work experience has a positive and significant effect on employee performance.
Employee Performance

Employee performance is a measure of the success of an organization in achieving its mission
when carrying out a task or work of a person who has a certain level of ability (Fahmi, 2015:2).
Employee performance to measure how well an organization achieves its goals through the
implementation of tasks or work done by its employees. According to Mangkunegara, (2017:7) stated
that employee performance is the result of work in terms of quality and quantity obtained by
employees in their ability to carry out the tasks given in accordance with the responsibilities given by
their superiors.

Performance is the result obtained by employees after completing the tasks assigned as their
responsibility. Employees carry out the tasks assigned based on their skills, work experience, level of
seriousness in carrying out work and timeliness in completing work.

Hypothesis 4: Transformational Leadership, organizational climate and work experience have a
positive significant influence on employee performance.

3. Method, Data, and Analysis
Data Types and Sources

This study uses a quantitative research method. The quantitative approach is a research
method that focuses on numerical data and statistical analysis to answer the researcher's questions.
This study was carried out to test the hypothesis that had been formulated previously in which the
results explained the clausal relationship in order to explain the causal relationship between variables
through hypothesis testing. The approach used in this study is using SPSS version 25. The data analysis
methods in this study include instrument tests, classical assumption tests, multiple regression analysis
and hypothesis tests. The object of this study is the Jakenan Health Center, Jakenan District, Pati
Regency, Central Java. Primary data in this study were obtained by distributing questionnaires to all
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employees selected as samples in the study. Secondary data in this study cites data available at the
health center, namely attendance data and the health center profile.

Population and Sample

The population in this study is all employees of the Jakenan Health Center in Pati Regency
which totals 105 employees.

This study provided a questionnaire to all employees of the Jakenan Health Center. The size or
number of the population can be known, so the researcher determines the sample so that it produces
a sample number of 83 employees. This study uses the Purposive Sampling method.

Table 2. Research Instrument

No. Variable Indicator
1. Transformational leadership Style 1. Ideal Influence Inspirational
(Ada, 2024) and (Purba & Winarningsih, 2. Motivation Individual
2020) 3. Individual Attention
4. Intellectual Stimulation
2. Organizational Climate 1. Structure
(Darodjat, 2015:85) and (Azizah & Gunadi, 2. Responsibility
2020) 3. Individual identity in the organization
4. Warmth
5. Backing.
3. Work Experience 1. Knowledge
(Marwansyah, 2014:138) and (Pitriyani & 2. Sskill
Halim, 2020) 3. Desire
4. Assignment to work and equipment
5. Length of time and working period
4. Employee Performance 1. Quality of work
(Pamungkas & Rijanti, 2024) and (Afandi, 2. Efficiency in carrying out tasks
2018:89) 3. Work discipline
4. Accuracy
5. Initiative
6. Willingness to cooperate.

4. Result and Discussion
Test Instruments
Validity Test

The author needs to report the results in sufficient detail so that the reader can see which
statistical analysis was conducted and why, and later to justify their conclusions. The results of the
study can be said to be valid if the r-table value > with df = (83 — 2 = 81) with a significance level of 5%
(one direction)) therefore the value of the r-table is 0.1818. The results of the validity test are as
follows:
Table 3. Validity Test Results

Variable r count r table Sig Information
Transformational
leadership style

X1.01 0,740 0,1818 0,000 Valid
X1.02 0,621 0,1818 0,000 Valid
X1.03 0,692 0,1818 0,000 Valid
X1.04 0,715 0,1818 0,000 Valid
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Variable r count r table Sig Information
Organizational Climate

X2.01 0,687 0,1818 0,000 Valid
X2.02 0,617 0,1818 0,000 Valid
X2.03 0,673 0,1818 0,000 Valid
X2.04 0,605 0,1818 0,000 Valid
X2.05 0,666 0,1818 0,000 Valid

Variable r count r table Sig Information

Work Experience

X3.01 0,670 0,1818 0,000 Valid
X3.02 0,758 0,1818 0,000 Valid
X3.03 0,582 0,1818 0,000 Valid
X3.04 0,613 0,1818 0,000 Valid
X3.05 0,536 0,1818 0,000 Valid

Variable r count r table Sig Information

Employee Performance

Y.01 0,662 0,1818 0,000 Valid
Y.02 0,582 0,1818 0,000 Valid
Y.03 0,644 0,1818 0,000 Valid
Y.04 0,568 0,1818 0,000 Valid
Y.05 0,551 0,1818 0,000 Valid
Y.06 0,510 0,1818 0,000 Valid

Source: SPSS data processing results version 25 (2025)
Based on the data above, it can be seen that all indicators have a calculation value of > r-table
(0.1818) which states that all of the question items are declared valid.

Reliability Test

A gquestionnaire can be said to be realistic or reliable if a person's answers to questions are
consistent or stable over time (Ghozali, 2018:45). A variable will be said to be reliable if the Cronbach
Alpha value has a value of > 0.60.
Table 4. Reliability Test Results

No. Variable Nilai Cronbach Alpha Interpretation Information
1. Transformational .
) 0,637 0,60 Reliable
Leadership style
2. Organizational Climate 0,658 0,60 Reliable
3. Work Experience 0,621 0,60 Reliable
4. Employee performance 0,618 0,60 Reliable

Source: SPSS data processing results version 25 (2025)
Based on the data above, it can be seen that all variables have a Cronbach Alpha value of > 0.60 so
that the test in this study can be said to be reliable.

Normality Test
In this test, the Kolmogorov-Smirnov test is used with the standard If the significant value is more
than 0.05 (P > 0.5), then the data is normally distributed.
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Figure 2. Normality Test Results
One-Sample Kolmogorov-Smirnov Test

Unstandardiz

ed Residual
N 83
Normal Parameters®® Mean .0000000
Std. Deviation 1.82765797
Most Extreme Differences  Absolute .066
Positive .066
Negative -.041
Test Statistic .066
Asymp. Sig. (2-tailed) 200%¢

Based on the data above, it can be seen that the significant value is obtained at 0.200 which means
that it is greater than 0.5 which means that the data is normally distributed.

Multicollinearity Test

The results of the multicollinearity test are said to be fulfilled if the tolerance value is > 0.10 and
the VIF value is < 10.
Table 5. Multicollinearity Test Result

Coefficients

Collinearity Statistics

Model
Tolerance VIF
Transformational Leadership Style 0,966 1,035
1 Organizational Climate 0,935 1,070
Work experience 0,965 1,042

Dependent Variable: Employee Performance

Source: SPSS data processing results version 25 (2025)
Based on the data above, it can be seen that all variables have a tolerance value of > 0.10 or equal
to the VIF value of < 10 which means that all variables do not occur multicollinearity.

Heteroscedasticity Test

The heteroscedasticity test in this study uses the glacial test, which is to regress the residual
absolute value to independent variables. If the significant value is greater than > 0.05.
Table 6. Heteroscedasticity Test Result

Coefficients

Unstandardized Standardized
Model Coefficients Coefficients t Sig
B Std. Error Beta
(Constant) 1.136 2.021 0,562 0,604
Transformational
1 Leadership Style -0,051 0,075 -0,077 -0,679 0,499
Organizational Climate 0,005 0,058 0,010 0,084 0,933
Work experience 0,054 0,059 0,103 0,906 0,368

Dependent Variable: ABS_RES

Source: SPSS data processing results version 25 (2025)
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Based on the data above, it can be seen that all variables do not heteroscedasticity because the
significant value of all variables > 0.05 (more than).

Multiple Regression Analysis
Table 6. Regression Analysis Results

Coefficients

Unstandardized Standardized
Model Coefficients Coefficients t Sig
B Std. Error Beta
(Constant) 12,780 3,594 3,598 0,001
Transformational
1 Leadership Style -0,011 0,133 -0,008 -0,080 0,936
Organizational Climate 0,191 0,104 0,189 1,836 0,070
Work Experience 0,402 0,105 0,389 3,817 0,000

Dependent Variable: Employee Performance

Source: SPSS data processing results version 25 (2025)

Based on the data above, it is known that the equations in this analysis are obtained as follows:
Y =12,780-0.011 X1 + 0.191X2 + 0.402X3

The multiple linear regression equation above can be explained as follows

(1) Table 6 is known that it is known that the beta coefficient is 12,780, So it can be interpreted that
if the variables of transformational leadership style, organizational climate and work experience
have a fixed value, then employee performance increases by 12,780 units.

(2) Table 6is known that it is known that the beta coefficient on the transformational leadership style
variable is -0,011, this means that if the leadership style variable increases by one unit, the
employee's performance will decrease by 0.011 units assuming that the other variable is constant
or unchanged.

(3) Table 6 is known that it is known that the beta coefficient in the organizational climate variable is
12,780, this means that for every one unit increase in the organizational climate, employee
performance will increase by 0.191 units assuming other variables are constant or unchanged.

(4) Table 6 shows that it is known that the beta coefficient of the work experience variable is 0,402,
this means that if work experience increases by one unit, the employee's performance increases
by 0.402 units assuming that other variables are constant or unchanged.

Hypothesis Test
Partial Test (t-test)
Table 7 Partial Results (t-test)

Coefficients

Unstandardized Standardized
Model Coefficients Coefficients t Sig
B Std. Error Beta
(Constant) 12,780 3,594 3,598 0,001
Transformational 0,011 0,133 0,008  -0,080 0,936
1 Leadership Style
Organizational Climate 0,191 0,104 0,189 1,836 0,070
Work Experience 0,402 0,105 0,389 3,817 0,000
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Dependent Variable: Employee Performance

Source: SPSS data processing results version 25 (2025)

Based on the results of the above partial test, the variables of transformational leadership style,
organizational climate and work experience on employee performance were carried out
independently.

(1) The transformational leadership style variable has a t-count of -0.080 < t-table of 1.66437 with a
significance value of 0.936 > 0.05 which means that the transformational leadership style has no
effect on employee performance so that H1 in this study is rejected.

(2) The organizational climate variable has a tally of 1.836 > a t-table of 1.66437 with a significance
value of 0.070 > 0.05 which means that the organizational climate has an effect but is not
significant on employee performance so that H2 in this study is rejected.

(3) The work experience variable has a t-count of 3.817 > t-table of 1.66437 with a significance value
of 0.000 < 0.05 which means that work experience has a positive and significant effect on employee
performance so that H3 in this study is accepted.

Simultaneous Test (Test f)
Table 8 Simultaneous Results (Test f)

ANOVA?®
Model Sum of df Mean F Sig.
Squares Square
Regression 74,599 3 24,866 7,172 0,000
1 Residual 273,907 79 3,436
Total 348,506 82

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Transformational leadership style, organizational climate and work
experience
Source: SPSS data processing results version 25 (2025)

Based on the results of the above processing, it is shown that the value of f calculated > f table
(7.172 > 2.72) and the significance value < the level of significance (0.000 < 0.05) means that together
transformational leadership style, organizational climate and work experience have a positive and
significant effect on employee performance.

Coefficient of Determination
Table 9 Determination Coefficient Test Results

Model Summary

Model R R Square Adjusted R Std. Eror of the
Square Estimate
1 463 214 .184 1,862

Predictors: (Constant), Transformational leadership style, organizational climate and work
experience
Source: SPSS data processing results version 25 (2025)

Based on the results above, it shows that the value of the Adjusted R Square is 0.184. This value
shows that the performance of employees at the Jakenan Health Center in Pati Regency is influenced
by transformational leadership style, organizational climate and work experience by 0.184 (18.4%) and
the remaining 81.6% is influenced by other variables outside the study.
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Discussion
The influence of transformational leadership style on employee performance

Based on the first hypothesis test (H1) in this study, it is stated that the transformational leadership
style does not affect the performance of Jakenan health center employees. This means that the
transformational leadership style applied by leaders cannot improve employee performance at the
Jakenan Health Center. However, the performance of employees at the Jakenan Health Center is more
determined by the level of individual awareness of their respective job responsibilities. This condition
may be related to the status of employees as State Civil Apparatus (ASN) who have an understanding
and commitment to the implementation of duties independently. In addition, ASN employees have
higher work motivation that comes from within themselves and they work based on ethics,
responsibility and performance standards so that they are not too dependent on the direction of the
superior's leadership style.

The results of this study are in line with the research conducted by Kurniawan et al., (2024) which
stated that transformational leadership style has no effect on employee performance.

The influence organizational climate on employee performance

Based on the testing of the second hypothesis (H2) in this study, it is stated that the organizationa
climate has an influence but is not significant on the performance of employees at the Jakenan Health
Center, Pati Regency, so the second hypothesis is rejected. This means that the organizational climate
affects employee performance, but the influence is not large enough on employee performance at the
Health Center. A positive organizational climate occurs at the health center, namely the atmosphere
in the conducive work environment makes the employees feel comfortable in carrying out work at the
health center which is supported by good communication and interaction between employees.
However, it is less dominant in improving employee performance because some respondents who
work as civil servants have work obligations so that their performance is more influenced by
administrative obligations and responsibilities respectively.

The results of this study are in line with research conducted by Zamili, (2022) which stated that the
organizational climate has a positive effect on employee performance. The results of this study are
also in line with those conducted by Thamrin & Ayu, (2024) who stated that the organizational climate
does not have a significant effect on employee performance.

The influence work experience on employee performance

Based on the results of testing the third hypothesis (H3) in this study, it shows that work experience
has a positive and significant influence on the performance of employees of the Jakenan Health Center,
Pati Regency, so the third hypothesis is accepted. This means that the more experience you have, the
more experience you have, the better the performance of employees. Work experience is not only
determined by how long the employee has worked, knowledge, skills but can also come from job
placement that is in accordance with the education, abilities and skills he has in accordance with his
job. An employee can have maximum work experience for satisfactory work results based on the
responsibilities they carry out, complete work on time, always cooperate with the team and make a
real contribution to community service. Some of these things can increase the level of knowledge,
abilities and skills of employees in carrying out their duties so that they can improve performance.

The results of this study are in line with research conducted by Tua & Mardhiyah, (2022) which
states that work experience has a positive and significant effect on employee performance. However,
the results of this study contradict the results of research conducted by Kitta et al., (2023) stating in
their research results that work experience does not affect employee performance.
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The Influence of Leadership Style, Organizational Climate and Work Experience on Employee
Performance

Based on the results of the fourth hypothesis (H4) test in this study, which states that
transformational leadership style, organizational climate, and work experience together affect the
performance of Jakenan Health Center employees. This means that the improvement of the
performance of health center employees is not only determined by one factor but is integrated from
the transformational leadership style that comes from the leader, the perception of the organizational
climate and the level of work experience possessed where the three complement each other and
influence each other so that they can shape employee performance to improve.

5. Conclusion and Suggestion

Conclusion

(1) The transformational leadership style has no effect on employee performance, so this
transformational leadership style does not have an influence on improving employee
performance.

(2) The organizational climate has an effect but is not significant on employee performance so that
when the organizational climate that employees feel is good and comfortable, it can improve
employee performance, but the influence of the organizational climate does not have a major
impact on improving employee performance.

(3) Work experience has a positive and significant effect on employee performance so that the more
experience an employee has, the more employee performance will be improved.

(4) Transformational leadership style, organizational climate and work experience have a positive and
significant effect on employee performance. This shows that transformational leadership styles,
organizational climate and work experience can all improve employee performance.

Suggestion

This research can contribute to Jakenan Community Health Center by encouraging
transformational leadership styles, such as training for leaders to develop their abilities as inspiration,
motivators, and role models for their subordinates. Furthermore, strengthening the organizational
climate is needed by creating a supportive work environment, being open to two-way communication,
managing conflict openly, and providing space for individual reflection. Work experience management
must also be carried out strategically, such as providing continuous learning space through training,
job rotation, and mentoring for employees to improve their work skills.

Based on the results of the determination coefficient (R square) of 18.4%, it shows that the
influence of transformational leadership style, organizational climate and work experience on
employee performance at the Jakenan Health Center is said to be weak, so further research should be
able to expand other variables beyond this variable that affect employee performance such as work
discipline, work motivation.
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