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Abstract--- This paper is the result of case study at Vietnam Electricity Headquarters (EVN) which examines how situational leadership style and motivation contribute to employees. Situational leadership in general has been applied in the environment of EVN, this can be seen from the respondents’ assessment of various indicators of situational leadership, namely the relationship of leaders with subordinates that are well established, the task structure that has been carried out firmly and clearly, the strength of the position of such a good leader. Work motivation for employees in general tends to have increased, especially if it is associated with the support of the work environment for employees to excel, the conditions of mutual respect among employees, as well as the opportunity for employees by the company to develop themselves.
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I. INTRODUCTION

Organizational performance is not born by itself, but is fought for with various efforts that can, and must, be carried out by all parties in the organization. If considered further, organizational performance is only an effect of group performance and group performance is an accumulation of individual performances (Anitha, 2014). Thus the performance of individuals and groups as an instrument for Disabled to achieving organizational achievement. For the performance of individual can be improved, it would require a wide variety of ways, including with a leadership style which is considered quite effective (Iqbal, Anwar, & Haider, 2015).
Vietnam Electricity Headquarters (EVN) faces the phenomenon of the low motivation and performance of employees. Initial searches show low motivation and performance due to lack of effective leadership style right leaders of the company. We intuitively know that a certain leadership style that is considered effective will provide motivation to subordinates and is expected to have an impact on increasing work productivity. 
Approach the problem in this study will refer to the theory of organizational behaviourism that focuses on the theory butterfly and motivation and performance, because of the existing problems caused by at least behaviourism in an organization of transportation services. By focusing on these three is expected to be identify and express the very essence of the situational leadership, motivation and performance, as well as the influence of situational leadership and motivation on employee performance.
AI. LITERATURE REVIEW


Situational Leadership Style
Leadership is a process of social activities to guide, encourage, and facilitate the individual or group in order to achieve the goal by clicking use certain methods that have been defined and agreed (McCleskey, 2014). The essence of leadership is important in this case requires the ability to interrupt desire or expectation of followers and leaders so that followers are willing to follow a leader voluntarily, enthusiasm, and dedication.
The leadership style is the way leaders run of leadership. Basically the basic style of leadership (Bhatti, Maitlo, Shaikh, Hashmi, & Shaikh, 2012) there are only two namely Authoritarian, and Democratic. Authoritarian style tends to be centralized in the leadership, do not trust subordinates in task, instructive and Oversight extremely tight. While the Democratic style tends to be decentralized, in subordinate role is very great. Operationally a person's leadership style will move between the two basic styles above. The tendency to apply a leadership style will be influenced by the situation and individual nature. Butterfly style of a leader, will contribute positively to the organization to motivate the work, so that the people he leads able to work optimally and produce a good performance.
The leadership style reflect what is done by leaders in backing influenced his followers to realize the right vision (Bhatti et al., 2012). This is due to the behavior of the leader will spirit strong to alter or culture that exists within the organization / company concerned. Se leaders personally expected to be accepted by employees, can give full attention to both the production/services, and morale, and employee satisfaction through good approximation, motivates employees to do their best in order to achieve be the work’s daily work days or measured every year.
The performance of a leader depends on two interrelated factors, namely (1) the extent to which the situation gives the leader control and (2) the basic motivation of the leader whether the leader’s confidence depends only on completion of the task or on close relationships with the others (Yudiaatmaja, 2013).
Furthermore Fiedler believes that leadership is motivated by tasks and relationships (Fiedler, 2006). Theory Fiedler also based on the premise that a leader who has a butterfly style dominant will resist change. He suggested the leader must be able to manipulate the situation to match the leadership style with situation control.
According to Fiedler there must be a match between the situation and the leadership style used, it should be in a favorable and unfavorable situation, the style used is the relationship style, while for moderate situations the style that must be used is task orientation. Deviating the above provisions is considered situational leadership in unfavorable conditions. While the accuracy in the use of force can be assessed as an indicator of butterfly optimum situational.
The essence of situational leadership theory (Riyadi, 2011) suggests that an effective leader must be flexible enough to adapt to the differences between subordinates and situations. This means, that leader behavior required for the subordinate achievement depends on the situation. Therefore effective leadership in certain situations may not be competent in other situations. Situational approach assumes that there is no single leadership style is best for all situations (McCleskey, 2014). But this approach also assumes that there is a leadership style that is most appropriate for a particular situation.
Some of the most popular contingency theories to date are Fiedler’s contingency theory, path- goal theory, and normative theory (Vroom & Jago, 2007). Leadership model contingency on which the tests in this study is a model of leadership contingency Fiedler known as Model of Leadership Effectiveness (Yadav & Kala, 2018). This theory emphasizes the need for the placement of a leader in a situation that him or to train leaders to change the situation that he encountered to be matched with the pattern itself.
The discovery Fiedler shows that the situation is very favorable or very unfavorable, oriented task is very effective (Chemers, 2014). But the situation right or benefit not only moderate, the type of leadership that subordinate relationship will be highly effective leader. As an example of why each task-oriented leaders succeed in highly exceptional circumstances download our Fiedler explained that in a situation that is download our where the leader has the strength, support informal and relatively good task structure, the subordinate is ready to be directed and expect guidance from the leadership about what to do. The figure below summarizes the relationship between leadership and favorable situations:
Fiedler identified three kinds of variables that make up the style effective, namely (Fiedler, 2006):
(i). Relationship leaders and members, when the relationship between a leader and a member of both, the members have been clicking deem capable leader, personalities and character, then the leader should not rely on formal leadership or rank. If the members do not trust and do not like and are not able to assess the manager, then the manager will use the strength of his.
(ii). The structure of the task, the task is a task that the procedure is structured clear, with hints doubt given weight, and
(iii). Position the power of the leader, the companies bring discouragement and a very strong authority.
Based on the above it can be said that the leadership influences on employee performance, both in behavior and work.

[bookmark: Figure_1._Leadership_Model_Fiedler]Figure 1. Leadership Model Fiedler
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Motivation is an important factor that influences workers in carrying out their duties and activities. It is based on the following assumptions: (1) individuals have no awareness that vary, the purpose of which is complex and feelings Air competitiveness, (2) the majority of individual behavior is done with conscious and leads to the goal, and (3) individuals react, judgments and feelings of the results his behavior (Mohrman & Lawler, 2017). From a managerial perspective, motivation refers to various conscious effort to influencing behavior in order to achieve organizational goals.
Based on the opinions mentioned above, it can be stated that there are three main elements in understanding motivation, namely: (1) a strong desire, (2) behavior and (3) towards the goal. Thus motivation can be said as a desire that encourages, activates and directs individuals to behave in achieving goals. Motivation has the following objectives:
(i). Increase employee morale and job satisfaction
(ii). Improving labor productivity
(iii). Maintaining the stability of the company’s employees
(iv). Improve employee discipline
(v). Making employee procurement effective
(vi). Improve the atmosphere and good working relationships
(vii). Increase employee loyalty, creativity, and participation
(viii). Increase the level of employee welfare
(ix). Enhance employees’ sense of responsibility towards their duties
(x). Increase the efficiency of using tools and raw materials.
[bookmark: Achievement_Needs_Theory_from_McClelland]Achievement Needs Theory from McClelland
According to this theory say that power, affiliation, and achievement Meru feed a strong motivation in each individual. McClelland describes motivation as follows (Robbins & Judge, 2013):
(i). Need for power, that is, those who have a high power motivation, consists of two kinds of kekuasa an namely: (1) power according to specific tastes with self-inflating, belittle followers, memperla kukan subordinates as a laborer, threatening and (2) socialized power; used for the sake of followers, set goals that benefit the group, inspiring them to the little things for the good, under the consultation’s and the supervisor for the purpose, and act as a catalyst.
(ii). Need for affiliation. People who have high cooperation. In general, characterized by: a social nature, like to interact, they want a clearer confidence tend to try to get an understanding together, please mutual relationship of friendship.
(iii). Need for achievement, people who have high achievement motivation. In general they have the characteristics they become excited when superior, determine goals realistic, choose challenging tasks and exhibit behaviors that are initiated from the other, and wanted feedback concrete to achievement.
In his research, McClelland men get that business people, scientists and other experts all accelerate on average in motivation. Achievement motivation an effort was not solely achieve for their own benefit, but because he has a strong desire to excel. Advantages are a simple measure that pointed right how well the work has right. This is not as important as the goal itself. According to him, a person is considered to have high achievement motivation if he has the desire to perform better than others in various situations. McClelland attention on these three factors for all three of these needs has proven to be an essential elements that determine personal achievement in a variety of work situations and ways of life.
Based on the theory put forward by McClelland, there are various proposals from McClelland that can be used by managers or leaders to:
(i). Arrange tasks so that employees receive periodic feedback on their achievements, providing information that allows them to make modifications as corrections.
(ii). Demonstrate to employees model of a model of achievement. Identify and announce who the achievers are, who are successful, and use them as examples.
(iii). Work with employees to improve their own self-image. People who have N-ach. High likes themselves and looks for moderate challenges and responsibilities.
(iv). Introduce realism into all the topics related to employment, promotion, compensation, transfer, development opportunities, and the chance squads. Employees must think in a realistic framework and think positively about how they can achieve their goals.
This research drip emphasis on the problem of the three models described above, for power is more focused on the model N-ach as described above, has a relationship with a person’s likelihood of success namely that subjects who have the achievement motive higher rung accept the possibility of success greater than subjects who have low achievement motives. Achievement motives that are relatively stable and is an overview of personality, encouraging individuals trying to achieve success in terms of actions can be judged by the way oppose it against a standard of perfection.


[bookmark: The_Performance]The Performance
Performance is the result of interaction between individuals and the environment. Individual variables with a set of characteristics such as ability, skill, attitude, motivation, perception, personality, age, experience, number of dependents, gender, and race (Mojavezi & Tamiz, 2012; Robbins & Judge, 2013) will interact with an organizational environment that has such as organizational structure, job design, system of rewards, leadership, resources and organizational culture (Mojavezi & Tamiz, 2012).
Performance is an outcome record that results from the function of a particular job over a certain period of time. The statement emphasized that “Performance is the record of outcome produced on a specified job function or activity during a specified time period” (Hennessey Jr & Bernardin, 2003).
In this study the measurement or assessment of employee performance will refer to the judgment- performance evaluation approach, which is a type of performance appraisal that evaluates workers based on specific behavioral descriptions. Assessment of the performance is based on the description of specific behaviors, then there are eight dimensions of performance that need attention, namely (Noble, Sinha, & Kumar, 2002): (1) quantity of work, (2) quality of work, (3) job knowledge, (4) creativeness, (5) cooperation, (6) dependability, (7) initiative, (8) personal quality.
The relationship between leadership style and work motivation is explained by the theory put forward by Bass & Avolio (2001) which explains that leaders must realize that each person / individual in the organization has different motivations and expectations. Leaders here should be able to understand each a shopping passage and such. The ability to understand the expectations and motivations of these employees will make it easier for leaders to choose the right leadership style that suits the conditions of each employee in the organization / company. The relationship between leadership style and performance, explained by primal leadership theory, explains that leadership style is the process of a leader using his emotional intelligence to influence and create conducive emotions for his followers to perform well/perform (Goleman, Boyatzis, & McKee, 2013).
Relating to the relationship between leadership style, motivation, and employee performance (Kopelman, 2010). According to him, there are four factors that determine the productivity of the organization, namely the environment, organizational characteristics, work, and individual characteristics. Explained that organizational characteristics can also affect individual characteristics in providing final results that can be in the form of work performance. Which includes organizational characteristics are reward system, goal setting and MBO, selection, training and development, leadership style, organization structure. While that included individual characteristics are the knowledge, skills, abilities, motivation, beliefs and values, attitudes.
BI. METHODOLOGY

This research is a type of descriptive and verification research. Descriptive research is intended to describe the condition of the characteristics of objects or research variables as they are. While verification research is research that aims to test the hypothesis. Therefore, the method used is a survey of explanation (explanatory survey methods). The consequences of this method require the operationalization of variables that can be measured quantitatively in such a way that they can be tested statistically and the need for certain sampling techniques.
[bookmark: DATA_ANALYSIS_METHOD]Analysis of the data used consists of descriptive analysis to provide an overview of what is obtained from the results of the study. Descriptive analysis uses a continuum scale and a percentage table, with predetermined weighting conditions. From this analysis we will know the classification of the existence of each research variable. Quantitative analyzes in order to test the hypothesis clicking use a statistical model parametric path analysis (path analysis. Examination of hypothesis by using test tool path analysis is intended to examine the influence jointly or partially, between the independent variables to the miscellany bell dependent. To test the hypothesis, is to calculate the amount of structural parameters in accordance with the proposed hypothesis. From all variables to be analyzed in this study conceptually global is shown through Figure 2. Because the statistical model used is parametric statistics with minimum requirements for interval scale data, then questionnaires that are ordinal scale, are transformed into interval scale data using the successive interval method. The structure of the relationships between variables in this study, shown in Figure 2:
Figure 2. Research Variable Path Diagram
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Where:
X1	= Situational leadership
X2	= Employee work motivation 
Y	= Employee performance
RX1X2 = Correlational relationship between X1 and X2
PYX1    = Role of X1 with respect to Y
PYX2    = Role of X2 with respect to Y
ε	= Variable residues (factor- factor other outside research among others: system rewards, goals setting, selection, organizational structure and training.
PYε	= The role of other factors not examined for Y
IV. EMPIRICAL RESULTS

This study uses descriptive survey methods and verification of general employees of Vietnam Electricity Headquarters (EVN), amounting to 140 people as a research sample of all 1,153 employees, all of whom met the criteria for being respondents, where the data needed through filling out questionnaires by respondents. In this study, there are two groups of variables, variables independent which consists of situational leadership and employee work motivation, as well as the dependent variable is employee performance. Statistical parametric with multiple linear regression model is used as a tool to measure the relationship between variables, whereas for direct and indirect influence of the variables used path analysis model.
The analysis showed that the situational leadership and work motivation positive and significant impact on employee performance (coefficient of determination of 0.662). While the effect of each variable of 0.3916 and at 0.2705. Motivation employee positive effect on employee performance, that is equal to 27.05%. From the results of statistical tests it turns out that the elements of situational leadership and work motivation have a positive effect on employee performance, which is 66.21%, while the highest total effect comes from the situational leadership variable that is equal to 39.16%.




V. CONCLUSION AND POLICY IMPLICATION

Situational leadership in general has been applied in the environment of Vietnam Electricity Headquarters (EVN), this can be seen from the respondents’ assessment of various indicators of situational leadership, namely the relationship of leaders with subordinates that are well established, the task structure that has been carried out firmly and clearly, the strength of the position of such a good leader. Work motivation for employees in general tends to have increased, especially if it is associated with the support of the work environment for employees to excel, the conditions of mutual respect among employees, as well as the opportunity for employees by the company to develop themselves.
Some things that can be suggested to Vietnam Electricity Headquarters (EVN), as follows: so that performance can be optimized, the leader can continue to implement his situational leadership style in leading his employees to work. Employees should be given the widest possible opportunity for self-development of her, especially the further study S2 or S3. Also training to be more effective, in order to improve the skills them, especially. The English are urgently needed. There should be further research on other factors beyond the situational leadership style employee to influencing its performance or achievements.
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