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The rapid growth of the logistics industry has impacted competition between 
companies, and human resource planning is a critical factor in achieving company 
goals. A company's success can be determined based on the performance of its human 
resources. Several factors influence employee performance, including 
transformational leadership style, organizational culture, and work motivation. 
Improving employee performance to enhance success and productivity is a 
challenging task for every company. The purpose of this study is to examine the 
influence of transformational leadership style and organizational culture on 
employee performance, with work motivation as an intervening variable. The 
research method used is quantitative, with variables measured using a Likert scale. 
This research involved a sample of 64 employees from a logistic company. Data 
collection techniques included interviews and questionnaires. The data analysis was 
conducted using Partial Least Squares - Structural Equation Modeling (PLS-SEM) 
with Smart-PLS version 4. The results of this study show that transformational 
leadership style and organizational culture have a positive and significant effect on 
work motivation and employee performance. However, work motivation has a 
negative and insignificant effect on employee performance. Furthermore, 
transformational leadership style has a negative and insignificant effect on employee 
performance through work motivation as an intervening variable, and organizational 
culture has a negative and insignificant effect on employee performance through 
work motivation as an intervening variable. 
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1. Introduction 

The Logistics Services Industry has a very important 
role in providing and managing the smooth flow of 
goods, services, and information for consumers. 
Logistics services include transportation services, 
warehousing, supply chain management, last-mile 
delivery, and ensuring products are delivered 
accurately, efficiently, and on time [1]. Currently, the 
development of the logistics industry is increasingly 
advanced because it is supported by technological 
advances based on e-commerce, automation, artificial 
intelligence, and time-tracking technology, thereby 
increasing efficiency and customer satisfaction [2]. To 
increase efficiency and customer satisfaction, apart 
from technology, the logistics industry requires human 
resources who are reliable, professional, and skilled in 
managing complex supply chains, operating advanced 
technology, and ensuring smooth coordination 
throughout the process. Talent development, as well as 
training and upskilling initiatives, are critical to 

meeting the demands of ever-evolving logistics 
operations. Therefore, human resources in the logistics 
sector must follow current developments in 
information technology and technology [3], [4]. 
Logistics Companies are required to improve the 
quality of their human resources to achieve company 
goals. Proper management of human resources is one of 
the keys to success in achieving organizational goals. 
Human resources are the main element in the 
organization compared to other resource elements, such 
as capital and technology, because other factors can also 
be controlled by humans. It is very necessary to have 
human resources with the knowledge, abilities, and 
skills, as well as good performance, to achieve success 
and organizational goals [5]. 

Employee performance is a process of achievement 
to get good work results that are effective and efficient. 
In a company, high employee performance is expected 
to achieve company targets. Employees are required to 
be able to complete tasks effectively and efficiently. 
Several factors can affect employee performance, 
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including ability and expertise, knowledge, work 
design, personality, work motivation, leadership, 
organizational culture, job satisfaction, work 
environment, loyalty, commitment, and work 
discipline [4, 5]. Good leaders can show attention and 
appreciation to their employees [1, 6]. 

One of the leadership styles is transformational 
leadership, which has empathy and self-awareness 
skills (emotional intelligence), they know the needs of 
employees, even when the employees themselves may 
not be fully aware of these needs. Transformational 
leadership can inspire followers to put aside their 
interests for the good of the organization, and they can 
have an extraordinary influence on their followers [7, 8, 
9]. This leadership style can overcome a problem in the 
company regarding the lack of a leadership role in 
generating motivational enthusiasm for employees and 
creating creative work patterns. 

Organizational culture is a set of assumptions or 
belief systems, values, and norms developed in the 
organization and used as a guide in behavior for its 
members to overcome internal and external adaptation 
problems [10, 11]. There are several problems in 
organizational culture, including the selfish nature of 
selfish employees, cultural differences between 
employees that can damage the organizational culture 
system, and the lack of innovative work patterns. 
Organizational culture affects the intellectual and 
financial success of a company. A good organizational 
culture will provide good motivation for employees to 
carry out work activities [12, 13]. 

Work motivation can be defined as providing a 
driving force that creates a person excited or earnest in 

working and being able to work together, work 
effectively, and integrate with all efforts to achieve 
satisfaction. It can also be interpreted as work behavior 
activities to meet desired needs. Every employee needs 
to get the opportunity to self-actualize or self-develop 
within the company. By providing motivation, it is 
hoped that each employee can work together and work 
effectively and enthusiastically to achieve a high level 
of company performance [12]. Without the motivation 
of employees to work together for the benefit of the 
company, the goals that have been set will not be 
achieved [13]. 

This study explores the effect of transformational 
leadership style and organizational culture on 
employee performance through work motivation as an 
intervening variable using the structural equation 
modeling method with a partial least square (PLS-SEM) 
approach. This paper consists of four parts: the first part 
is the introduction, the second part is the research 
methodology, the third part is about analysis and 
discussion, and the fourth part is the conclusion. 

2. Material and method 

Data processing in this study was performed using 
Partial Least Squares Structural Equation Modeling 
(PLS-SEM). The respondents in this study were 64 
employees. Primary data were obtained through a 
questionnaire using a 1-5 Likert scale, with four latent 
variables: transformational leadership style, 
organizational culture, work motivation, and employee 
performance. The conceptual model of the research is 
shown in Fig. 1.  

 

 
 

Figure 1. Conceptual model 
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Figure 2. Results of SEM SmartPLS 
 
The hypotheses in this study are as follows: 

(H1+) : Transformational leadership style has a 
positive and significant effect on 
employee work motivation. 

(H2+) : Organizational culture has a positive and 
significant effect on work motivation. 

(H3+) : Transformational leadership style has a 
positive and significant effect on 
employee performance. 

(H4+) : Organizational culture has a positive and 
significant effect on employee 
performance. 

(H5+) : Work motivation has a positive and 
significant effect on employee 
performance. 

(H6+) : Transformational leadership style has a 
positive and significant effect on 
employee performance through work 
motivation. 

(H7+) : Organizational culture has a positive and 
significant effect on employee 
performance through work motivation. 

 
This study has four latent variables with 22 

indicators. The research equation model is shown in Eq. 
(1) whereas the structural euation are shown in Eq. (2) 
and Eq. (3). 
 

η =  βη +  γξ +  ζ (1) 
Y =  β1Z +  γ3X1 +  γ4X2 +  ζ (2) 

Z =  γ1X1 +  γ2X2 +  ζ (3) 
 

The assumptions of the latent variable structural 
model equation are E(ɳ) = 0, E(ξ) = 0, E(ζ) = 0 and ζ is 

not correlated with ξ. Accoding to [13,14,15], in general, 
the measurement model is modeled as shown in Eq. (4) 
and Eq. (5). 

 
η =  βη +  γξ +  ζ (4) 

Y =  β1Z +  γ3X1 +  γ4X2 +  ζ (5) 
 
The endogenous variables measurement model 

equation in this study are shonw in Eqs. (5)-(16) 
whereas the exogenous variables are shown in Eqs. (17)-
(27). The measurement model in this study assumes that 
E(ε) = E(δ)= 0, ε is not correlated with η, ζ, and δ, and δ 
is not correlated with η, ζ, and ε. 
 

𝑍1 = 𝜆13𝜂1 +  𝜀1 (6) 
𝑍2 = 𝜆23𝜂1 +  𝜀2 (7) 
𝑍3 = 𝜆33𝜂1 +  𝜀3 (8) 
𝑍4 = 𝜆43𝜂1 +  𝜀4 (9) 
𝑍5 = 𝜆53𝜂1 +  𝜀5 (10) 
𝑌1 = 𝜆14𝜂2 +  𝜀6 (11) 
𝑌2 = 𝜆24𝜂2 +  𝜀7 (12) 
𝑌3 = 𝜆34𝜂2 +  𝜀8 (13) 
𝑌4 = 𝜆44𝜂2 +  𝜀9 (14) 

𝑌5 = 𝜆54𝜂2 +  𝜀10 (15) 
𝑌6 = 𝜆64𝜂2 +  𝜀11 (16) 
𝐾1 = 𝜆11𝜉1 +  𝛿1 (17) 
𝐾2 = 𝜆21𝜉1 +  𝛿2 (18) 
𝐾3 = 𝜆31𝜉1 +  𝛿3 (19) 
𝐾4 = 𝜆41𝜉1 +  𝛿4 (20) 
𝐵1 = 𝜆12𝜉2 +  𝛿5 (21) 
𝐵2 = 𝜆22𝜉2 +  𝛿6 (22) 
𝐵3 = 𝜆32𝜉2 +  𝛿7 (23) 
𝐵4 = 𝜆42𝜉2 +  𝛿8 (24) 
𝐵5 = 𝜆52𝜉2 +  𝛿9 (25) 
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𝐵6 = 𝜆62𝜉2 +  𝛿10 (26) 
𝐵7 = 𝜆72𝜉2 +  𝛿11 (27) 

3. Results and discussion 

Testing using partial least square-structural 
equation modeling (PLS-SEM) has two processes, 
namely measurement model estimation (Outer model) 
and structural model estimation (Inner Model) [14]. The 
results and discussion are as follows. 

3.1. Validation of outer model 

Internal consistency reliability assessment includes 
Cronbach's alpha and composite reliability. Based on 
the results of the calculation of the internal consistency 
reliability values for the transformational leadership 
style, organizational culture, work motivation, and 
employee performance variables, all have met the 
required thresholds: Cronbach's alpha ≥ 0.7 and 
composite reliability ≥ 0.7. This indicates that the 
instruments used in this study are reliable. Convergent 
validity is assessed through loading factors with 
categories ≥ 0.7 and Average Variance Extracted (AVE) 
≥ 0.5 [15]. Table 1 shows the results of internal 
consistency reliability and convergence validity. 

Discriminant validity is a form of evaluation to 
ensure that variables are theoretically different and 

empirically proven/statistical testing. Fornell and 
Lacker's criterion is that the root AVE of the variable is 
greater than the correlation between the variables. The 
transformational leadership style variable has an AVE 
root (0.793) greater than the correlation with 
organizational culture (0.684), greater correlation with 
work motivation, and greater with employee 
performance. Likewise, the validity of organizational 
culture, work motivation, and employee performance 
where the AVE root is greater than the correlation 
between variables [16]. 

HTMT used to measure discriminant validity is 
more sensitive or accurate in detecting discriminant 
validity [1, 3]. The recommended value is below 0.90. 
Based on the data review in Table 3, it is known that 
each indicator of the research variable has many HTMT 
values < 0.90, and no data shows the HTMT value > 
0.90, so all indicators are declared feasible or valid for 
research use and can be used for further analysis [17]. 

3.2. Validation of inner model 

Checking the absence of multicollinearity between 
variables with the Inner VIF (Variance Inflated Factor) 
measure. Inner VIF values below 3 indicate that 
multicollinearity between variables is low and not a 
problem or can be ignored [18]. Table 4 shows the inner 
VIF calculations. 

 
Table 1. 

Internal consistency reliability and convergent validity 

Variable Indicator Loading Factor Cronbach Alpha Composite Reability AVE 

Transformational leadership style K1 0.772 
0.701 0.835 

0.629 
 

K3 0.735 
K4 0.865 

Organizational culture B2 0.824 
0.851 0.91 0.771 B3 0.904 

B7 0.904 
Work motivation M1 0.902 

0.899 0.93 0.769 
M2 0.893 
M3 0.821 
M4 0.889 

Employee performance KK2 0.814 

0.884 0.92 0.742 
KK3 0.869 
KK4 0.87 
KK6 0.89 

 
Table 2. 

Fornell-larcker critetion 

Variables Transformational  Leadership Style Organizational Culture Work Motivation Employee Performance 

Transformational  Leadership Style 0.793    

Organizational Culture 0.684 0.878   
Work Motivation 0.708 0.735 0.877  
Employee Performance 0.707 0.769 0.603 0.861 

 
Table 3.  
Heterotrait-Monotrait Ratio (HTMT) 

Variables Organizational  Culture (X2) Transformational  Leadership Style (X1) Employee Performance (Y) 

Transformational  Leadership Style (X1) 0.889   

Work Motivation (Z) 0.841 0.885  

Employee Performance (Y) 0.877 0.885 0.659 
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Table 4.  
Inner VIF 

Variables Employee Performance (Y) Work Motivation (Z) 

Transformational Leadership Style (X1) 2.266 1.878 

Organizational Culture (X2) 2.465 1.878 
Work Motivation (Z) 2.628  

 
Table 5.  

Path coefficient testing 

Hypothesis 
Path 
Coefficient 

T 
Statistics 

P 
Values 

95% CI 
Result 

Lower Upper 

Transformational Leadership Style -> Work Motivation 0.384 4.299 0 0.219 0.571 Accepted 
Organizational Culture -> Work Motivation 0.473 4.924 0 0.268 0.652 Accepted 
Transformational Leadership Style -> Employee Performance 0.372 2.13 0.033 -0.012 0.684 Accepted 
Organizational Culture -> Employee Performance 0.473 3.273 0.001 0.221 0.914 Accepted 
Work Motivation -> Employee Performance -0.085 0.337 0.736 -0.544 0.398 Rejected 
Transformational Leadership Style->Work Motivation->Employee Perf. -0.033 0.322 0.748 -0.224 0.166 Rejected 
Organizational Culture -> Work Motivation -> Employee Performance -0.04 0.324 0.746 -0.297 0.191 Rejected 

 
Table 6.  

F square test 

Variables Work Motivation (Z) Employee Performance (Y) 

Transformational Leadership Style (X1) 0.207 0.177 

Organizational Culture (X2) 0.313 0.392 
Work Motivation (Z)  0.008 

 
Table 7.  

R square test 

Variables R square Adjuested R square 

Employee Performance (Y) 0.655 0.638 

Work Motivation(Z) 0.62 0.607 

 
Before testing the hypothesis of the structural model, 

it is necessary to evaluate the presence or absence of 
multicollinearity between variables, namely with the 
inner VIF statistical measure [19]. The estimation results 
show the inner VIF value < 3, so the level of 
multicollinearity between variables is low. These results 
strengthen the results of parameter estimation in PLS-
SEM, which is robust (unbiased). 

Path coefficient testing was conducted as a research 
hypothesis test. The hypothesis testing process in PLS-
SEM is carried out through a bootstrapping process 
where the T-statistic value is above 1.96, or the P-value 
is below 0.05, indicating a significant influence between 
the variables. The test results with bootstrapping in 
PLS-SEM are shown in Table 5. F square or f2 effect size 
is a measure used to assess the relative impact of an 
influencing variable on the influenced variable.  

Based on Table 6, it can be observed that the F-square 
value for the transformational leadership style variable 
on work motivation is 0.207, and on employee 
performance is 0.177, indicating a moderate effect on 
the endogenous variables. Meanwhile, the 
organizational culture variable shows a moderate effect 
on work motivation (0.313) and a high effect on 
employee performance (0.392). The value for the 
intervening variable, work motivation on employee 

performance, is 0.008, indicating a small effect on the 
endogenous variable. 

Based on Table 7, the R-squared value for employee 
performance is 0.655, while the R-squared value for 
work motivation is 0.62. These results indicate that the 
transformational leadership style, organizational 
culture, and work motivation variables explain 65.5% of 
the variance in employee performance. This suggests 
that these three factors together have a moderate 
correlation with employee performance, while the 
remaining 34.5% is influenced by other factors not 
examined by the author. For the work motivation 
variable, the results show that transformational 
leadership style and organizational culture explain 62% 
of the variance in work motivation. This indicates that 
these two factors together have a moderate correlation 
with work motivation, while the remaining 38% is 
influenced by other variables not examined by the 
author. 

Q square measures predictive accuracy, showing 
how well changes in exogenous variables predict 
endogenous variables. The Q square value above 
demonstrates that the exogenous variable has 
predictive relevance to the endogenous variable [13, 14]. 
If the Q square value is greater than 0, 0.25, or 0.50, then 
the t meaning of the Q square is low, moderate, and 
high.  
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Table 8.   
Q square 

Variable Q Square 

Employee Performance (Y) 0.446 
Work Motivation(Z) 0.449 

 
Table 9.   

SRMR 

Variable Saturated model Estimated model 

SRMR 0.086 0.086 

 
Table 10.   
Goodness of fit 

Average Communality  Mean R Square Gof Index 

0.73 0.64 0.683 

 
Table 8 shows the Q square calculations. The Q 

square value of the employee performance variable is 
0.446 > 0.25, proving that the model has predictive 
relevance with moderate prediction accuracy and work 
motivation 0.449 >0.25, proving that the model has 
predictive relevance with moderate prediction 
accuracy. Based on Table 8, the Q square value of the 
employee performance variable is 0.446> 0.25, proving 
that the model has predictive relevance with moderate 
prediction accuracy and work motivation 0.449>0.25, 
proving that the model has predictive relevance with 
moderate prediction accuracy. 

SRMR (Standardized Root Mean Square Residual) is 
a measure of model fit, namely the difference between 
the data correlation matrix and the estimated 
correlation matrix. The SRMR value in this study is 
shown in Table 9. The model estimation result is 0.086 
< 0.10, proving that the model has a good fit with the 
empirical data and an acceptable fit. Empirical data can 
explain the influence between model variables. 

The goodness of Fit Index (Gof Index) is an overall 
evaluation of the model, which is an evaluation of the 
measurement model and structural model. Gof Index 
value criteria are 0.1 (low Gof), 0.25 (medium Gof), and 
0.36 (high Gof) [20]. The GoF index value in this study 
is shown in Table 10. The calculation results show that 
the GoF value of the model is 0.683, including the high 
GoF category. Empirical data can explain the 
accounting model and structural model with a high 
level of fit. 

The R square prediction measure is not sufficient to 
state that the model has good predictive power, it is 
necessary to develop a new method to validate that the 
proposed PLS model has predictive power, namely PLS 
prediction [17]. To show that the PLS results have a 
good measure of predictive power, it needs to be 
compared with the basic model, namely linear 
regression (LM). Table 11 shows the results of the 
linearity test.  

Based on the processing results, most of the RMSE 
and MAE values for the PLS model are lower than the 

linear regression model. This indicates that the 
proposed PLS model has medium predictive power. 

The linearity of the relationship between variables 
needs to be done [21]. The assumption built in the 
influence between variables is linear. This check is part 
of the robustness model in PLS-SEM. The check carried 
out is to test the square shape of the variable. Based on 
Table 12, the square form of transformational 
leadership style and organizational culture is 
insignificant to work motivation and employee 
performance, the square form of work motivation is 
insignificant to performance, then the effect of 
transformational leadership style, organizational 
culture, and work motivation on performance is linear, 
or the linearity effect of the model is fulfilled (robust). 

3.3. The effect of transformational leadership style on 
employee motivation 

The leadership style variable has four indicators, 
including idealized influence, inspirational motivation, 
intellectual stimulation, and individual consideration. 
The indicator is a manifestation of transformational 
leadership style. Based on the exposure of test results in 
data processing in this study, it shows that 
transformational leadership style has a positive and 
significant effect on the work motivation of employees. 
Such results can be proven by the direct effect path 
coefficient value of 0.384, t-statistic 4.299>table 1.96, and 
P-values 0.000 < 0.050, so that the first hypothesis, 
namely transformational leadership style has a positive 
and significant effect on employee work motivation can 
be accepted. Any change in transformational leadership 
style will increase work motivation. In the 95% 
confidence interval, the effect of transformational 
leadership style in increasing work motivation lies 
between 0.219 and 0.571. However, the existence of a 
transformational leadership style in increasing work 
motivation has a moderate effect at the structural level 
of F square = 0.207. This transformational leadership 
style is considered very important, when there is a 
company policy in increasing the transformational 
leadership style, the increase in work motivation is up 
to 0.571. Therefore, it is stated that the transformational 
leadership style can increase the work motivation of 
employees. 

The research results are in line with previous 
research studies that discuss the effect of 
transformational leadership style on work motivation, 
which states that transformational leadership has a 
significant positive effect on work motivation [1,3,5,7]. 
This indicates that the transformational leadership style 
applied by superiors at PT XYZ in motivating 
subordinates to perform at a higher level than before by 
fostering an optimistic attitude, providing instructions 
on how to complete a job, providing inspiration to solve 
a problem, treating employees as private individuals 
not just as members of a workgroup and providing 
moral support to employees can influence the 
motivation of employees at work. 
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Table 11. 
PLS predict 

Measurement Item 
PLS LM 

RMSE MAE RMSE MAE 

Y2 0.496 0.357 0.547 0.41 
Y3 0.484 0.354 0.523 0.411 
Y4 0.435 0.324 0.48 0.326 
Y6 0.414 0.285 0.434 0.28 
Z1 0.734 0.454 0.799 0.512 
Z2 0.668 0.439 0.704 0.476 
Z3 0.705 0.434 0.701 0.4 
Z4 0.562 0.37 0.569 0.348 

 
Table 13.  
Linearity test 

LM Original sample (O) P-values 

Transformational Leadership Style   *Transformational Leadership Style   -> Work Motivation -0.193 0.105 

Organizational Culture*Organizational Culture>Work Motivation -0.004 0.974 

Organizational Culture*Organizational Culture>Employee Performance -0.136 0.181 

Work Motivation*Work Motivation-> Employee Performance 0.17 0.113 

Transformational Leadership Style   *Transformational Leadership Style   -> Employee Performance 0.081 0.576 

 
3.4. Effect of organizational culture on employee work 

motivation 

Organizational culture variables are measured by 
seven indicators: Innovation and Risk Taking, Attention 
to Detail, Outcome Orientation, People Orientation, 
Team Orientation, Aggressiveness, and Stability. Based 
on the data processing and test results in this study, it 
shows that organizational culture has a positive and 
significant effect on the work motivation of employees. 
This result is supported by the direct effect path 
coefficient value of 0.473, a t-statistic of 4.924 (greater 
than the critical value of 1.96), and a p-value of 0.000 
(less than 0.050). Therefore, the second hypothesis, 
which states that organizational culture has a positive 
and significant effect on work motivation, can be 
accepted. Any change in organizational culture will 
lead to an increase in work motivation. Within a 95% 
confidence interval, the effect of organizational culture 
on increasing work motivation ranges between 0.268 
and 0.652. However, the effect of organizational culture 
on increasing work motivation is moderate at the 
structural level (f-square = 0.313). The importance of 
organizational culture is evident, as company policies 
aimed at improving organizational culture can increase 
work motivation by up to 0.652. Thus, it is concluded 
that organizational culture can significantly enhance 
the work motivation of employees. 

The findings of this study align with previous 
research that discusses the impact of organizational 
culture on work motivation. Organizational culture has 
been shown to have a positive and significant effect on 
work motivation [3, 6]. This indicates that 
organizational culture—based on the research 
indicators—includes expectations for employees to 
demonstrate precision, analysis, and attention to detail 
in their work; strive to increase work effectiveness for 
optimal results; receive input to continually provide 
maximum service to customers; be part of a cohesive 

and reliable team for optimal outcomes; work hard to 
fulfill their responsibilities; and maintain stability to 
support the company's ongoing operations. All these 
factors influence the work motivation of employees. 

3.5. Effect of transformational leadership style on employee 
performance 

Based on the analysis of the test results and data 
processing in this study, it shows that the 
transformational leadership style has a positive but 
insignificant effect on the performance of employees. 
This result is supported by the direct effect path 
coefficient value of 0.372, a t-statistic of 2.13 (greater 
than the critical value of 1.96), and a p-value of 0.033 
(less than 0.050). Therefore, the third hypothesis, which 
states that the transformational leadership style has a 
positive and significant effect on employee 
performance, is accepted. Any change in 
transformational leadership style will improve 
employee performance. Within a 95% confidence 
interval, the effect of the transformational leadership 
style on improving employee performance lies between 
-0.012 and 0.684. However, the impact of the 
transformational leadership style on employee 
performance is moderate at the structural level (f-
square = 0.177). The need for this transformational 
leadership style is considered very important, as 
company policies aimed at enhancing transformational 
leadership style could increase employee performance 
by up to 0.684. Therefore, it is concluded that the 
transformational leadership style can improve the 
performance of employees.  

The results of this study are consistent with previous 
research discussing the effect of transformational 
leadership on employee performance, which has been 
shown to have a positive and significant effect on 
performance [5, 8, 9]. This suggests that the 
transformational leadership style employed by the 
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leaders motivates their subordinates to perform at a 
higher level by fostering an optimistic attitude, 
providing guidance on task completion, offering 
inspiration to solve problems, treating employees as 
individuals rather than just workgroup members, and 
providing moral support. These factors can influence 
the performance of employees at work. 

3.6. Effect of organizational culture on employee performance 

Based on the exposure of test results in data 
processing in this study, it shows that organizational 
culture has a positive and significant effect on the 
performance of employees. This result can be proven by 
the direct effect path coefficient value of 0.473, t-statistic 
3.273> table 1.96, and P-values 0.001 <0.050, so that the 
fourth hypothesis, namely organizational culture has a 
positive and significant effect on employee 
performance, can be accepted. Any change in 
organizational culture will improve employee 
performance. In the 95% confidence interval, the effect 
of organizational culture in improving employee 
performance lies between 0.221 and 0.914. This is 
supported by organizational culture in improving 
employee performance, which has a high influence at 
the structural level f square = 0.392. The need for this 
organizational culture is considered very important, if 
there is a company policy in improving organizational 
culture, then the increase in employee performance is 
up to 0.914.  

Therefore, it is stated that organizational culture can 
improve the performance of employees. The results of 
the study are in line with previous research studies that 
discuss the effect of organizational culture on work 
motivation, that organizational culture has a positive 
and significant effect on employee performance [11, 22, 
13]. This indicates that the organizational culture that 
has been implemented based on research indicators in 
the company includes employees being expected to 
show precision, analysis, and pay attention to detail in 
carrying out work, employees try to increase work 
effectiveness to obtain optimal results, the company 
provides employee input to always try to provide 
maximum service to customers, employees are required 
to become members of a compact and reliable work unit 
in carrying out work to get optimal results, employees 
are required to work hard in carrying out the tasks they 
are responsible for, and employees maintain work 
stability in maintaining the stability of the company's 
work activities can influence the performance of the 
company's employees. 

3.7. Effect of work motivation on employee performance 

Based on the test results in data processing in this 
study, it shows that work motivation has a negative and 
insignificant effect on the performance of employees. 
This result can be proven by the direct effect path 
coefficient value of -0.085, t-statistic 0.337 < table 1.96, 
and P-values 0.736> 0.050, so the fifth hypothesis, 
namely work motivation has a positive and significant 

effect on employee performance, is rejected. In the 95% 
confidence interval, the effect of motivation in 
improving employee performance lies between 0.544 
and 0.398. The estimation results of work motivation 
variables in improving employee performance have a 
low influence at the structural level f square = 0.008. 
Thus, this work motivation can be taken into 
consideration by the company, even so, when there is a 
company policy in increasing work motivation, the 
increase in employee performance is up to 0.398. 
Therefore, it is stated that work motivation has not been 
able to significantly improve the performance of 
employees. 

The research results are in line with previous 
research studies that discuss the effect of work 
motivation on employee performance, which states that 
work motivation has a negative and insignificant effect 
on employee performance [14, 15, 18]. Therefore, it is 
stated that work motivation, in general, has not been 
well received by employees, but it will be even better if 
good work motivation is created, including the salary 
that the company provides meets the primary needs of 
employees, the company provides facilities that ensure 
safety for employees, the relationship between 
superiors and subordinates and employees is well 
established and harmonious with mutual support, the 
company gives awards to employees who excel and can 
complete work properly and on time, employees have 
the right to get opportunities to self-actualize such as 
using their maximum potential, self-development, self-
expression and increasing creativity. So that with the 
existence of work, motivation can improve 
performance. 

3.8. Effect of transformational leadership style on employee 
performance through work motivation as an intervening 
variable 

Based on the test results in data processing in this 
study, it shows that the effect of transformational 
leadership style on employee performance through 
work motivation as an intervening variable shows a 
path coefficient value of -0.033, t- statistic 0.332 < table 
1.96 and P-values 0.748 > 0.050, so that the sixth 
hypothesis, namely transformational leadership style 
has a positive and significant effect on employee 
performance through work motivation as an 
intervening variable, is rejected. In the 95% confidence 
interval, the effect of work motivation as an intervening 
variable or intermediary of transformational leadership 
style in improving employee performance lies between 
-0.224 and 0.166. Thus, this work motivation can be a 
company consideration, when there is a company 
policy in increasing work motivation, the role of work 
motivation as an intervening variable of 
transformational leadership style in improving 
employee performance can reach 0.166. Based on these 
results, it can be interpreted that indirect work 
motivation does not mediate the transformational 
leadership style on employee performance. The results 
of the study contradict research, which states that work 
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motivation can mediate transformational leadership 
style on employee performance [8, 9, 10]. The role of a 
leader here must be to be the best motivator for 
employees to be able to achieve the vision and mission 
that has been set. 

3.9. Effect of organizational culture on employee performance 
through work motivation as an intervening variable 

Based on the exposure of test results in data 
processing in this study, it shows that the effect of 
organizational culture on employee performance 
through work motivation as an intervening variable 
shows a path coefficient value of -0.04, t- statistic 0.324 
< table 1.96 and P-values 0.746 > 0.050, so that the 
seventh hypothesis, namely organizational culture has 
a positive and significant effect on employee 
performance through work motivation as an 
intervening variable, is rejected. In the 95% confidence 
interval, the effect of work motivation as an intervening 
variable or intermediary of transformational leadership 
style in improving employee performance lies between 
-0.297 and 0.191. Thus, this work motivation can be a 
company consideration. When there is a company 
policy in increasing work motivation, the role of work 
motivation as an intervening variable of organizational 
culture in improving employee performance can reach 
0.191. Based on these results, it can be interpreted that, 
indirectly, work motivation does not mediate 
organizational culture to employee performance. 

The organizational culture on employee 
performance through motivation has an insignificant 
effect [2, 4, 7]. Every individual is typical who is not the 
same as one another. These inequalities include needs, 
desires, interests, values, attitudes, and norms adopted. 
So, it can be said that it is normal when everyone has 
different needs to motivate themselves to achieve good 
performance. It seems that in this case, in addition to 
taking the core values of the company's culture, efforts 
are also needed to unite the characteristics or 
personalities that vary among employees to become a 
stronger organizational culture. 

4. Conclusion 

Based on the results of research that has gone 
through the data analysis and discussion stages 
regarding the effect of transformational leadership style 
and organizational culture on employee performance 
through work motivation as an intervening variable. 
The positive and significant effect of transformation 
leadership style variable and organizational culture on 
work motivation: the higher the transformational 
leadership style and the organizational culture, the 
more work motivation will increase, the positive and 
significant effect the transformation leadership style 
variable and organizational culture on employee 
performance, higher the transformational leadership 
style, and the organizational culture, the more 
employee performance will increase. Work motivation 
has not been able to positively and significantly affect 

employee performance. It becomes a mediating or 
intervening variable for transformational leadership 
style and organizational culture on employee 
performance. 
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