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This study examines the effect of transactional 

leadership on employee well-being, with 

extrinsic motivation as a mediator and social 

support as a moderator among gig workers in 

Pariaman City. Using a quantitative explanatory 

design, data were collected from 209 respondents 

through purposive sampling and analyzed using 

SEM-PLS. The results show that transactional 

leadership positively and significantly affects 

both employee well-being and extrinsic 

motivation. Extrinsic motivation also 

significantly mediates the relationship between 

transactional leadership and employee well-

being. Social support has a positive direct effect 

on employee well-being but does not 

significantly moderate the relationship between 

extrinsic motivation and employee well-being. 

These findings highlight the importance of 

leadership and motivation in improving well-

being in the gig economy. 
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INTRODUCTION  
The transformation of global employment structures has been 

significantly influenced by the rapid growth of the gig economy, characterized 
by flexible, temporary, and project-based work arrangements. This phenomenon 
has expanded across various sectors, including construction, services, and 
informal industries, particularly in developing regions such as Pariaman City. 
While gig work offers flexibility and efficiency for organizations, it also creates 
challenges such as income instability, lack of job security, and limited access to 
social protection, which may negatively affect employee well-being. 

Employee well-being is a critical issue in organizational research, 
reflecting an individual’s psychological condition, including emotional stability, 
job satisfaction, and the ability to cope with work-related stress (Diener, 2000). In 
the context of gig workers, the absence of long-term employment contracts 
increases vulnerability to uncertainty and psychological pressure. Previous 
studies have demonstrated that leadership plays a significant role in shaping 
employee well-being, particularly in unstable working conditions (Montano et 
al., 2017). 

Transactional leadership is commonly applied in project-based and 
informal work environments due to its emphasis on structured tasks, clear 
expectations, and reward-based control systems. This leadership style can 
improve performance when implemented fairly and consistently (Judge & 
Piccolo, 2004). However, excessive reliance on control mechanisms and 
inconsistent reward systems may lead to perceptions of injustice, thereby 
reducing motivation and negatively affecting employee well-being. 

According to social exchange theory, workplace relationships are based 
on reciprocal exchanges between leaders and employees involving both material 
and non-material resources (Cropanzano & Mitchell, 2005). Employees respond 
positively when they perceive fairness, consistency, and support in 
organizational practices. In the context of gig workers, this exchange is reflected 
in wages, bonuses, and job opportunities that are directly linked to their 
economic survival. 

Extrinsic motivation plays a crucial role in this exchange process. Financial 
incentives, rewards, and compensation are primary drivers of work behavior, 
particularly for gig workers who depend on daily income (Gagné & Deci, 2005). 
Extrinsic motivation also serves as a mediating mechanism explaining how 
leadership influences employee outcomes. When reward systems are 
inconsistent or lack transparency, the effectiveness of this mechanism may 
decrease. 

In addition, social support is an essential factor in enhancing employee 
well-being. Social support includes emotional, informational, and instrumental 
assistance from supervisors and colleagues, which strengthens psychological 
resilience and reduces the negative effects of job demands (Cohen & Wills, 1985). 
In uncertain work environments, social support acts as a buffering mechanism 
that improves well-being. 

Despite the growing literature, several research gaps remain. First, most 
studies focus only on direct relationships between leadership and well-being 
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without examining psychological mechanisms such as extrinsic motivation. 
Second, studies integrating both mediating and moderating variables in a single 
model are still limited. Third, existing research largely focuses on formal 
employees, while studies on gig workers, especially in local contexts such as 
Pariaman City, remain scarce. 

Therefore, this study aims to examine the effect of transactional leadership 
on employee well-being, with extrinsic motivation as a mediating variable and 
social support as a moderating variable among gig workers in Pariaman City. 
This study contributes to the development of social exchange theory and 
provides practical implications for improving leadership practices and employee 
well-being. 
 
THEORETICAL REVIEW 
Social Exchange Theory 

Social Exchange Theory explains that relationships within organizations are 
based on reciprocal exchanges of resources, both material and non-material 
(Cropanzano & Mitchell, 2005). Employees tend to respond positively, such as by 
improving performance and well-being, when they perceive fairness, support, and 
consistency in organizational practices. In this study, Social Exchange Theory 
serves as the primary framework to explain the relationship between transactional 
leadership, extrinsic motivation, social support, and employee well-being. Gig 
workers who receive fair compensation, support, and consistent treatment from 
their leaders are more likely to experience improved psychological well-being. 
Previous studies have shown that high-quality social exchange relationships 
between leaders and employees contribute positively to employee well-being and 
job satisfaction (Cropanzano & Mitchell, 2005; Montano et al., 2017). 

 
Transactional Leadership Theory 

Transactional leadership refers to a leadership style that focuses on 
exchanges between leaders and subordinates, where rewards and punishments 
are given based on performance (Judge & Piccolo, 2004). This leadership style 
emphasizes task clarity, supervision, and structured reward systems. In the 
context of gig workers, transactional leadership is highly relevant because work 
arrangements are based on short-term contracts and daily wages, requiring clear 
expectations and compensation systems. When implemented fairly and 
consistently, transactional leadership can enhance employee well-being. 
However, inconsistency in reward systems may lead to perceptions of injustice, 
thereby reducing well-being. Previous studies have found that transactional 
leadership significantly influences employee well-being and performance (Judge 
& Piccolo, 2004)Montano et al., 2017). 

H1: Transactional leadership has a positive effect on employee well-being. 
 

Extrinsic Motivation Theory 
Extrinsic motivation refers to the drive to perform activities due to external 

rewards such as salary, bonuses, and incentives (Gagné & Deci, 2005). For gig 
workers, extrinsic motivation plays a dominant role because their work is closely 
tied to immediate financial needs. Extrinsic motivation also acts as a mechanism 
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that explains how leadership influences employee well-being. Leaders who 
provide clear and fair reward systems are likely to increase extrinsic motivation, 
which in turn enhances employee well-being. Previous research indicates that 
extrinsic motivation is positively related to employee performance and well-
being (Gagné & Deci, 2005). 

H2: Transactional leadership has a positive effect on extrinsic motivation. 
H3: Extrinsic motivation has a positive effect on employee well-being. 
 

Social Support Theory 
Social support refers to the assistance received by individuals from their 

work environment, including emotional, informational, and instrumental 
support (Cohen & Wills, 1985). Social support plays an important role in reducing 
stress and improving psychological well-being. In the context of gig workers, 
social support is essential due to the high level of job uncertainty and work 
pressure. Support from supervisors and colleagues can enhance resilience and 
improve employee well-being. Previous studies show that social support 
positively influences employee well-being and can strengthen relationships 
between work-related variables (Cohen & Wills, 1985). 

H4: Social support has a positive effect on employee well-being. 
 

Mediating Role of Extrinsic Motivation 
Based on Social Exchange Theory, extrinsic motivation acts as a mediating 

variable in the relationship between transactional leadership and employee well-
being. Fair and consistent leadership practices increase motivation, which in turn 
enhances well-being. Previous studies indicate that motivation mediates the 
relationship between leadership and employee outcomes (Gagné & Deci, 2005). 

H5: Extrinsic motivation mediates the effect of transactional leadership on 
employee well-being. 

 
Moderating Role of Social Support 

Social support acts as a moderating variable that strengthens or weakens 
the relationship between extrinsic motivation and employee well-being. In high-
pressure work environments, social support enhances the positive impact of 
motivation on well-being. Previous research shows that social support has a 
buffering effect on stress and improves employee well-being (Cohen & Wills, 
1985). 

H6: Social support moderates the effect of extrinsic motivation on employee 
well-being. 
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Figure 1. Conceptual Framework 

 
METHODOLOGY   

This study uses a quantitative approach to examine the effect of 
transactional leadership on employee well-being, with extrinsic motivation as a 
mediating variable and social support as a moderating variable among gig 
workers in Pariaman City. Data were collected through a survey using structured 
questionnaires distributed to respondents who meet the criteria as gig workers. 

The population of this study consists of gig workers in various sectors in 
Pariaman City. A purposive sampling technique was used to select respondents 
based on specific criteria, such as working without long-term contracts and 
receiving project-based or daily income. The total sample used in this study was 
209 respondents, which is considered adequate for Structural Equation Modeling 
(SEM) analysis. 

Data were analyzed using Structural Equation Modeling (SEM) with Partial 
Least Squares (PLS). SEM-PLS is appropriate for analyzing complex models 
involving mediating and moderating variables and provides reliable results with 
relatively moderate sample sizes (Sarstedt et al., 2021). 
 
RESULTS 
Respondent Demographics 

The demographic characteristics of respondents in this study provide an 
overview of gig workers in Pariaman City. A total of 209 respondents 
participated in this study, consisting of diverse backgrounds in terms of gender, 
education level, age, and work system. 

Based on gender, the majority of respondents were female, accounting for 
141 respondents (67%), while male respondents totaled 68 (33%). This indicates 
that gig work in Pariaman City is predominantly dominated by female workers, 
particularly in sectors such as services and informal jobs. In terms of education 
level, most respondents had a high school background (52.2%), followed by 
bachelor’s degree holders (36.8%), diploma (7.7%), junior high school (2.9%), and 
elementary school (0.5%). This finding suggests that gig work attracts individuals 
from both moderate and higher educational backgrounds. 

Regarding age, the majority of respondents were between 21–25 years old 
(65.1%), indicating that gig workers are largely dominated by individuals in their 
productive age. Meanwhile, respondents aged ≤20 years accounted for 14.4%, 26–
30 years (11.0%), and those above 30 years were relatively small in proportion . 
In terms of work system, most respondents worked on a daily basis (81%), 



Rinaldi, Syahrizal 

416 
 

followed by project-based (11%) and contract/borongan systems (8%), reflecting 
the flexible and unstable nature of gig employment . 

 
Table 1. Respondent Demographics 

Characteristics Category Frequency Percentage (%) 

Gender Male 68 33%  
Female 141 67% 

Education Elementary 1 0.5%  
Junior High 6 2.9%  
Senior High 109 52.2%  

Diploma (D3) 16 7.7%  
Bachelor (S1) 77 36.8% 

Age ≤ 20 30 14.4%  
21–25 136 65.1%  
26–30 23 11.0%  
31–35 9 4.3%  
36–40 6 2.9%  
> 40 5 2.4% 

Work System Daily 170 81%  
Project 23 11%  

Contract 16 8% 

Source: processed data 
 
Outer Model Measurement 
 The results of the outer model evaluation indicate that all constructs meet 
the recommended criteria for validity and reliability. The outer loading values 
for all indicators are above the threshold of 0.70, indicating that each indicator 
has a strong correlation with its respective construct. This confirms that all 
indicators are valid measures of their latent variables. 
 Furthermore, the Cronbach’s Alpha values range from 0.915 to 0.964, and 
Composite Reliability (CR) values range from 0.934 to 0.968, all exceeding the 
minimum threshold of 0.70. These results demonstrate strong internal 
consistency reliability among the constructs. Additionally, the Average Variance 
Extracted (AVE) values range from 0.639 to 0.717, which are above the 
recommended threshold of 0.50, confirming convergent validity (Sarstedt et al., 
2021). Therefore, it can be concluded that the measurement model is both valid 
and reliable. 
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Source : SmartPLS 

Figure 2. Outer Loading 
 

Table 2. Validity and Reliability Test Results 
Variables Outer 

Loading 
(Range) 

Cronbach’s 
Alpha 

CR (Composite 
Reliability) 

AVE 

Employee Well-
Being 

0.754 – 0.830 0.940 0.949 0.649 

Transactional 
Leadership 

0.820 – 0.876 0.964 0.968 0.717 

Extrinsic 
Motivation 

0.770 – 0.825 0.915 0.934 0.702 

Social Support 0.817 – 0.862 0.953 0.958 0.639 

Source: processed data 
  
 The results of the outer model evaluation indicate that all indicators have 
outer loading values above the recommended threshold of 0.70, confirming 
indicator reliability and convergent validity. The Cronbach’s Alpha values range 
from 0.915 to 0.964 and Composite Reliability (CR) values range from 0.934 to 
0.968, demonstrating strong internal consistency reliability. Furthermore, the 
Average Variance Extracted (AVE) values range from 0.639 to 0.717, exceeding 
the minimum threshold of 0.50, which confirms that each construct adequately 
explains the variance of its indicators (Sarstedt et al., 2021). Therefore, the 
measurement model is considered valid and reliable. 
 

Table 3. HTMT Ratio 
Variables EWB TL EM SS SS×EM 

Employee Well-Being (EWB) — 
    

Transactional Leadership (TL) 0.633 — 
   

Extrinsic Motivation (EM) 0.747 0.722 — 
  

Social Support (SS) 0.628 0.138 0.505 — 
 

SS × EM 0.183 0.123 0.214 0.262 — 

Source: processed data 
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 Table 3 presents the discriminant validity was assessed using the 
Heterotrait-Monotrait Ratio (HTMT). The results show that all HTMT values are 
below the recommended threshold of 0.90, with values ranging from 0.123 to 
0.747. This indicates that each construct is empirically distinct and measures 
different concepts within the model. The highest HTMT value is observed 
between extrinsic motivation and employee well-being (0.747), which still falls 
below the threshold, indicating acceptable discriminant validity. Meanwhile, the 
lowest value is found between transactional leadership and social support 
(0.138), suggesting a clear distinction between the constructs. 
 Overall, these results confirm that the discriminant validity requirement 
has been satisfied, meaning that all constructs in this study are sufficiently 
distinct from one another (Sarstedt et al., 2021). 
 
Inner Model Measurement 
 The structural model (inner model) was evaluated to examine the 
relationships between latent variables and to test the proposed hypotheses. In 
PLS-SEM, the inner model assessment includes evaluation of the coefficient of 
determination (R-square) and path coefficients (Sarstedt et al., 2021). 
 

Table 4. R-Square and R-square Adjusted 
Variables R-Square R-Square Adjusted 

Employee Well-Being 0.656 0.650 

Extrinsic Motivation 0.463 0.460 

Source: processed data 
  
 The R-square values indicate the explanatory power of the structural 
model. The R-square value for employee well-being is 0.656, which means that 
65.6% of the variance in employee well-being is explained by transactional 
leadership, extrinsic motivation, and social support. Meanwhile, the R-square 
value for extrinsic motivation is 0.463, indicating that 46.3% of its variance is 
explained by transactional leadership. 
 R-square values of 0.75, 0.50, and 0.25 are categorized as substantial, 
moderate, and weak, respectively. Therefore, the R-square value of employee 
well-being can be considered moderate to strong, while extrinsic motivation falls 
into the moderate category. These results suggest that the model has adequate 
predictive power in explaining the relationships among the variables (Sarstedt et 
al., 2021). 
 

Table 5. Hypothesis Test Results 
Hypothesis Path Original 

Sample 
T 

Statistics 
P 

Value 
Results 

H1 Transactional Leadership → 
Employee Well-Being 

0.403 7.035 0.000 Support 

H2 Transactional Leadership → 
Extrinsic Motivation 

0.680 18.321 0.000 Support 
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H3 Extrinsic Motivation → 
Employee Well-Being 

0.216 3.158 0.002 Support 

H4 Social Support → Employee 
Well-Being 

0.447 8.347 0.000 Support 

H5 Transactional Leadership → 
Extrinsic Motivation → 
Employee Well-Being 

0.147 3.052 0.002 Support 

H6 Social Support × Extrinsic 
Motivation → Employee 

Well-Being 

0.026 0.740 0.459 Not 
Support 

Source: processed data 
  
 The results of hypothesis testing indicate that most of the proposed 
relationships in the model are supported. Transactional leadership has a positive 
and significant effect on both extrinsic motivation and employee well-being, 
suggesting that effective leadership practices and reward-based systems play an 
important role in enhancing motivation and well-being among gig workers. 
 Furthermore, extrinsic motivation has a positive and significant effect on 
employee well-being, confirming its role as an important determinant of 
workers’ welfare. Social support also demonstrates a positive and significant 
direct effect on employee well-being, indicating that support from the 
surrounding social environment contributes positively to improving well-being. 
 However, the moderating effect of social support on the relationship 
between extrinsic motivation and employee well-being is found to be positive 
but not statistically significant. This result indicates that social support does not 
significantly strengthen the relationship between extrinsic motivation and 
employee well-being. 
 In addition, the mediation analysis shows that extrinsic motivation 
significantly mediates the relationship between transactional leadership and 
employee well-being (β = 0.147, t = 3.052, p = 0.002). This finding confirms that 
transactional leadership can indirectly improve employee well-being through 
increasing extrinsic motivation. Therefore, while the direct hypotheses are 
mostly supported, the moderating hypothesis is not supported, and the 
mediating hypothesis is supported. 
 
DISCUSSION 
The Effect of Transactional Leadership on Employee Well-Being (H1) 
 The first finding of this study shows that transactional leadership has a 
positive and significant effect on employee well-being among gig workers in 
Pariaman City. This means that the better the implementation of transactional 
leadership, which is characterized by clarity of targets, consistency in providing 
rewards and sanctions, and structured supervision, the higher the level of 
psychological well-being felt by workers. 
 This result aligns with Social Exchange Theory (Blau, 2017). This theory 
states that work relationships are a process of social exchange. When leaders fulfill 
their obligations by providing fair and consistent rewards for worker performance, 
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workers respond with positive attitudes, including a sense of security, satisfaction, 
and psychological well-being. In the context of gig workers in Pariaman, most of 
whom work on a daily basis and face income uncertainty, the clarity of roles and 
certainty of rewards provided by leaders serve as a psychological anchor that 
reduces anxiety and increases emotional stability. 
 This finding reinforces the research results of which stated that 
transactional leadership can improve worker well-being when applied fairly and 
consistently (Yang et al., 2025). This study also supports the leadership which 
creates role clarity and a fair reward system has a strong relationship with 
improving worker well-being (Azila-Gbettor et al., 2024). Thus, in a dynamic and 
uncertain work environment such as the gig sector, transactional leadership 
proves to be an important structural foundation for worker well-being. 
 
The Effect of Transactional Leadership on Extrinsic Motivation (H2) 
 The second finding shows that transactional leadership has a positive and 
significant effect on extrinsic motivation. This indicates that when leaders 
implement a clear and achievement based reward system, the drive to work that 
comes from external factors such as financial incentives, bonuses, and recognition 
becomes stronger. 
 Theoretically, this finding is consistent with Social Exchange Theory, which 
emphasizes that individuals will increase their contributions when they receive 
rewards that are considered valuable in the social exchange relationship 
(Gouldner, 1960). In the context of gig workers in Pariaman, the clarity of the 
relationship between effort and reward becomes the main factor influencing work 
behavior. When workers understand that good performance will be followed by 
appropriate rewards, they develop a strong instrumental orientation to work. 
 This result is in line with research findings that transactional leadership has 
a significant influence on extrinsic motivation because this leadership style 
explicitly links rewards to performance achievement (Aljumah, 2023). It is also 
supported by evidence that the contingent reward dimension in transactional 
leadership increases subordinate motivation because workers understand that 
good performance will be followed by appropriate rewards (Podsakoff et al., 1990). 
Thus, for gig workers who are highly dependent on daily income, transactional 
leadership becomes an effective instrument in building extrinsic motivation. 
 
The Effect of Extrinsic Motivation on Employee Well-being (H3) 
 The third finding of this study shows that extrinsic motivation has a 
positive and significant effect on employee well-being. This means that the higher 
the work drive that comes from external rewards such as bonuses, financial 
incentives, and performance based recognition, the better the psychological well-
being felt by gig workers. 
 This result can be explained through Social Exchange Theory, which states 
that individuals will respond positively when they receive rewards that are 
considered fair and valuable (Blau, 2017; Cropanzano & Mitchell, 2005). In the 
context of gig workers in Pariaman, external rewards not only function as a means 
of fulfilling economic needs but also as a symbol of recognition for the 
contributions made. When workers receive rewards that match the effort 
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expended, feelings of satisfaction, appreciation, and psychological security 
emerge. 
 This finding supports research which shows that extrinsic motivation in the 
form of bonuses, financial incentives, and awards has a direct impact on work 
engagement and well-being (Zeng et al., 2022). It is also confirmed that satisfaction 
with work rewards has a positive relationship with an individual’s subjective well-
being (Judge et al., 2001). For gig workers who live in income uncertainty, fulfilling 
economic needs through extrinsic motivation becomes an important foundation 
for their psychological balance. Thus, extrinsic motivation proves to be an 
important determinant in the formation of employee well-being in the context of 
non-permanent work. 
 
The Effect of Social Support on Employee Well-being (H4) 
 The fourth finding shows that social support has a positive and significant 
effect on employee well-being. This indicates that the social support received by 
gig workers, whether in the form of practical support during emergencies, daily 
practical support, or emotional support when facing problems, contributes to 
improving their psychological well-being. 
 Theoretically, this finding is in line with the stress buffering theory, which 
states that social support functions as a protective factor that reduces the negative 
impact of stress on individual well-being (Cohen & Wills, 1985). Within the Job 
Demands Resources framework, social support is an important job resource that 
helps workers manage job demands and maintain psychological balance (Bakker 
& Demerouti, 2017). From the perspective of Social Exchange Theory, social 
support is seen as a social reward that fosters a sense of indebtedness, belonging, 
and psychological commitment of workers to the organization (Cropanzano & 
Mitchell, 2005).  
 This result is reinforced by research which found that social support is the 
extent to which workers feel emotional, informational, and instrumental assistance 
from supervisors, coworkers, and other social networks (Le et al., 2023). It is also 
shown that social support is significantly negatively related to job burnout, where 
when workers feel understood, valued, and supported, emotional exhaustion 
tends to decrease so that employee well-being increases (Xie et al., 2022). In the 
context of gig workers in Pariaman who often work individually and face 
economic pressure, the presence of social support is an important factor in 
maintaining their mental and emotional stability. 
 
The Mediating Role of Extrinsic Motivation (H5) 
 The fifth finding of this study shows that extrinsic motivation significantly 
mediates the relationship between transactional leadership and employee well-
being. In other words, transactional leadership not only has a direct effect on 
worker well-being but also has an indirect effect through increasing extrinsic 
motivation first. The type of mediation that occurs is partial mediation, which 
means that both the direct path and the indirect path are significant. 
 This result enriches our understanding of Social Exchange Theory, which 
explains that the social exchange relationship between leaders and workers is not 
always direct but can go through an intervening psychological mechanism (Blau, 



Rinaldi, Syahrizal 

422 
 

2017). In this study, transactional leadership provides clear and consistent 
rewards, which then increases worker extrinsic motivation. This increase in 
extrinsic motivation, in turn, encourages workers to achieve performance targets, 
receive promised rewards, and ultimately experience an increase in psychological 
well-being. 
 This finding is in line with research which shows that transactional 
leadership increases reward-based motivation, which then contributes to job 
satisfaction (Aljumah, 2023). It is also confirmed that financial incentives, bonuses, 
and forms of extrinsic rewards are understood by employees as signals that the 
organization values their contribution, thus giving rise to a psychological 
obligation to reciprocate with improved performance and well-being (Matrafi, 
2024). Thus, extrinsic motivation acts as an important bridge explaining how the 
quality of reward exchange from leaders is translated into increased employee 
well-being among gig workers. 
 
The Moderating Role of Social Support (H6) 
 The sixth and most interesting finding is that social support does not 
moderate the relationship between extrinsic motivation and employee well-being. 
Although social support has a significant direct effect on well-being, it does not 
strengthen or weaken the relationship between extrinsic motivation and worker 
well-being. 
 This result can be explained through the contextual characteristics of gig 
workers in Pariaman City, most of whom work on a daily basis and face high 
economic uncertainty. In such conditions, extrinsic motivators, especially material 
ones such as wages and bonuses, are the most fundamental and dominant concern 
because they are directly related to fulfilling daily living needs. The effect of 
financial incentives on worker well-being is so strong that it operates 
independently of the level of social support they receive from supervisors or 
coworkers. 
 From the perspective of Social Exchange Theory, economic exchange and 
social exchange have different structures and psychological consequences (Molm, 
2002). For gig workers who are in vulnerable working conditions, the orientation 
towards financial rewards is often the top priority. Thus, the effect of extrinsic 
motivation on well-being can remain strong without being significantly influenced 
by the level of social support. This does not mean that social support is 
unimportant, because it has been proven to have a direct effect, but rather that 
social support does not function as a booster for the effect of financial incentives 
on well-being. 
This finding is in line with research which confirms that in the context of unstable 
work, economic factors are often more dominant than relational factors (Zhang & 
Liu, 2022). This research also enriches the literature by showing that in the context 
of gig workers in developing economies, the paths of economic exchange and 
social exchange can operate in parallel without always interacting significantly as 
a moderating effect. 
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CONCLUSIONS AND RECOMMENDATIONS 

This study examined the effect of transactional leadership on employee 
well-being with extrinsic motivation as a mediator and social support as a 
moderator among gig workers in Pariaman City. Based on the results of data 
analysis and discussion, several conclusions can be drawn as follows. 

First, transactional leadership has a positive and significant effect on 
employee well-being. This means that when leaders provide clear targets, 
consistent rewards, and structured supervision, gig workers feel more 
psychologically secure and stable. Second, transactional leadership also has a 
positive and significant effect on extrinsic motivation. Clear performance-based 
reward systems encourage gig workers to be more driven by external factors such 
as bonuses and financial incentives. Third, extrinsic motivation has a positive and 
significant effect on employee well-being, indicating that external rewards 
directly improve psychological well-being for gig workers facing daily income 
uncertainty. 

Fourth, social support has a positive and significant direct effect on 
employee well-being. Practical and emotional support from supervisors and 
coworkers helps gig workers cope with stress and reduces feelings of isolation. 
Fifth, extrinsic motivation significantly mediates the relationship between 
transactional leadership and employee well-being (partial mediation). This 
shows that transactional leadership improves well-being both directly and 
indirectly through increasing extrinsic motivation first. Sixth, social support does 
not moderate the relationship between extrinsic motivation and employee well-
being. Although social support has a direct effect, it does not strengthen or 
weaken the link between extrinsic motivation and well-being, suggesting that 
economic factors such as wages and bonuses operate independently of social 
support in the context of gig workers. 

Based on these findings, several recommendations can be proposed. For 
companies or organizations that employ gig workers, it is recommended to 
improve consistency and fairness in implementing transactional leadership, 
particularly in reward and punishment systems. Companies should ensure that 
incentives, bonuses, and sanctions are distributed transparently and based on 
measurable performance to avoid perceptions of injustice among workers. 
Additionally, companies need to strengthen social support through open 
communication, attention to worker conditions, and providing appropriate 
assistance when workers face difficulties in their jobs. This will create a more 
supportive work environment and sustainably improve employee well-being. 

  
FURTHER STUDY 
 This study has several limitations that should be acknowledged. First, the 
research was conducted only in Pariaman City, which may limit the 
generalizability of the findings to other regions or contexts. Second, this study 
used a cross-sectional design, which captures data at a single point in time and 
cannot establish long-term causal relationships. Third, this study only focused on 
transactional leadership, extrinsic motivation, and social support, while other 
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variables such as job satisfaction, work engagement, or intrinsic motivation may 
also influence employee well-being. 
 Therefore, several suggestions can be made for future research. Future 
studies should expand the geographical scope and industry sectors to enhance 
the generalizability of the findings. Researchers are encouraged to use 
longitudinal designs to better understand the causal dynamics between variables 
over time. Additionally, future research could incorporate other relevant 
variables such as job satisfaction, work engagement, job stress, or intrinsic 
motivation to develop a more comprehensive model of employee well-being. 
Finally, mixed-method approaches combining quantitative surveys with 
qualitative interviews could provide deeper insights into the lived experiences of 
gig workers and the contextual factors shaping their well-being. 
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