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    ABSTRACT

    This study aims to analyze the influence of transformational leadership and organizational culture on employee performance through the work environment as an intervening variable. This research employed a quantitative approach with a population of 40 civil servants at the Regional Development Planning, Research and Innovation Agency (BAPPERIDA) of Serdang Bedagai Regency. The sample was determined using a purposive sampling technique. Data were collected through questionnaires distributed to all respondents. Data analysis was conducted using Structural Equation Modeling (SEM) with the Partial Least Squares (PLS) approach. The results indicate that transformational leadership does not have a significant effect on employee performance, while organizational culture has a positive and significant effect on employee performance both directly and indirectly through the work environment as a mediating variable. These findings provide implications for organizational leaders to strengthen organizational culture and improve the quality of the work environment to enhance employee performance.
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INTRODUCTION


Human resources
play a crucial role, both individually and in groups. They are a key driver of
the smooth running of an organization. Even a company's success is determined
by its human resources (Adiwinata, 2024). The Regional Development Planning,
Research, and Innovation Agency (Bapperida) is a vital institution in
formulating strategic regional policies. In Serdang Bedagai Regency, the demand
for innovation and bureaucratic efficiency requires employees to perform
optimally. However, performance achievement is often hampered by internal
factors.


In the field of
leadership studies, the transformational leadership approach is somewhat
recent. This model is seen to be the most effective at understanding the traits
of leaders. Concepts from the character, style, and contingency approaches are
integrated into the idea of transformative leadership. Sharing power is
fundamental to transformational leadership. According to this theory, a
transformational leader empowers their followers to carry out change as a
group. To motivate staff in the face of swift regulatory changes,
transformational leadership is required. Additionally, work behavior is based
on a strong company culture. However, without the assistance of a physically
and non-physically supportive work environment, these two variables will not be
at their best.


According to
Greenberg and Baron, "organizational culture is a cognitive framework that
contains shared attitudes, values, norms, and expectations held by members of
the organization" (Ali & Agustian, 2018). Another definition of
organizational culture is "a set of values, beliefs, assumptions, or norms
that have long been agreed upon and followed by members of an organization as a
guideline for behavior and solving organizational problems" (Sutrisno,
2015).


Fieldwork shows
that employee performance often fluctuates, influenced by leadership styles
that are not yet fully capable of inspiring transformational change and a work
culture that remains mired in administrative routines. Furthermore, the work
environment, both physical and non-physical, is often a determining factor in
whether leadership and culture can be translated into tangible performance.
This study aims to analyze how the work environment mediates the influence of
leadership and culture on employee productivity.


Particularly in the
government sector, which is involved in regional development and public
services, employee performance is a crucial component of organizational
success. It is well known that transformational leadership is a successful
leadership approach for raising staff morale and output. Additionally, a strong
corporate culture can influence employee attitudes and behavior that promote
the accomplishment of company objectives. The relationship between
organizational culture and transformational leadership on employee performance is
thought to be mediated by the workplace as an intervening variable. To
investigate this association, this study was carried out at the Serdang Bedagai
Regency's Regional Development Planning, Research, and Innovation Agency.


 


 


Formulation of the problem


1.      Does
transformational leadership have a significant influence on employee
performance?


2.      How does
organizational culture influence employee performance?


3.      Does the
work environment act as an intervening variable in the relationship between
transformational leadership, organizational culture, and employee performance?


Research Purposes


1.      Analyzing
the influence of transformational leadership on performance employee.


2.      Identifying
the influence of organizational culture on employee performance.


3.      Assess
the role of the work environment as an intervening variable in the
relationship.


Benefits of Research


1.      For
academics, it adds to the literature on the influence of transformational
leadership and organizational culture on performance with work environment
variables.


2.      For Practically
provide recommendations to the Development Planning Agency regarding improving
employee performance.


3.      For Regional
Government as the basis for human resource development policy.


 


LITERATURE REVIEW    


Transformational Leadership Theory


Through
shifts in attitudes and beliefs, transformational leadership encourages and
inspires followers to accomplish common objectives (Bass, 1990). In addition to
providing guidance, transformational leaders enable staff members to innovate
and make the best possible contributions to the company. Individualized
attention, intellectual stimulation, inspirational drive, and idealistic impact
are some of their traits. 

Bass and Avolio (1994) identified four primary elements of transformational
leadership consist of Idealized Influence, Inspirational Motivation, Intellectual
Stimulation and Individualized Consideration.


 


Organizational Culture


Organizational
culture is a pattern of values, beliefs, norms, and habits shared by members of
an organization that shapes how they behave (Schein, 2010). A positive culture
can increase employee loyalty and performance. 


According to
Robbins and Judge (2013), elements of organizational culture consist of:


1.      Values are
basic principles that guide behavior.


2.      Norms
are unwritten rules that regulate social interactions.


3.      Symbols
are symbols or signs that reflect culture.


4.      Language
is the term or jargon specific to the organization.


5.      Stories
and Myths are narratives that build identity.    organization.


The Relationship
Between Organizational Culture and Employee Performance A strong and positive
organizational culture can improve employee performance by creating an
environment that supports collaboration, effective communication, and intrinsic
motivation (Denison, 1990). Employees who feel aligned with the organizational
culture tend to be more loyal and productive.


 


Employee Performance


Employee
performance refers to the outcomes
produced by individuals as they
fulfill their roles and obligations
aligned with the goals and standards set by the
organization (Robbins, 2003). Performance assessment can
be evaluated based on several criteria including the
amount of work completed, the quality of the
work, adherence to deadlines,
and overall work conduct. Various elements
affect performance such as the
influence of leadership, the culture within the
organization, the work setting, levels
of motivation, individual skills, and the availability
of training.


 


Work Environment


The workplace
includes the mental and physical circumstances in which workers operate,
comprising amenities, overall vibe, interactions among staff, and company rules
(Ivancevich,2024). An encouraging workplace can enhance
worker comfort and efficiency. The influence of the influence of the
workplace on employee effectiveness can alleviate
anxiety, boost job contentment, and inspire individuals to perform
at a higher level (Spector,1997). On the other
hand, an unfavorable workplace can diminish staff morale
and effectiveness.


 


Framework


Hypothesis:


1.      H1:
Transformational Leadership has a positive effect on Employee Work Performance.


2.      H2: Organizational
Culture has a positive influence on the Work Environment.


3.      H3: Transformational
Leadership has a positive influence on the work environment.


4.      H4: Organizational
Culture has a positive influence on Employee Performance.


5.      H5: Work
Environment Mediates the Influence of Leadership and Culture on Employee
Performance.
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Figure 1. conceptual framework


 


METHODOLOGY


Type of Research, Research Population,
Research Variables


            This research
adopts a quantitative methodology a causal associative framework to assess the
impact of independent variables on dependent variables while considering
intervening variables.


            The entire workforce of the
Regional Development Planning, Research, an Innovation Agency in Serdang
Bedagai Regency constituted the target population. A total of forty
individuals were selected through a purposive sampling method. Data were collected using
a questionnaire that had been tested for validity and
reliability. The data analysis employed Structural Equation
Modeling (SEM) utilizing the Partial Least Squares (PLS) technique.


The
variables under investigation include
the independent factors, which are Transformational
Leadership (X1) and Organizational Culture (X2). The intervening variable
is the Work Environment (Z), while Employee Performance (Y) is
identified as the dependent variable.


 


Operational Definition and Measurement of
Variables


Each variable was
measured using a questionnaire instrument with a Likert scale of 1-5 (1 =
Strongly Disagree to 5 = Strongly Agree). Indicators were developed based on
theory and previous research. The following are details of the indicators used
in the questionnaire:


Table
1. Variable Definitions





 
  	
  Variables

  
  	
  Indicator

  
 

 
  	
  Transformational
  Leadership (X1)

  
  	
  Idealized
  Influence (Charisma),
  Inspirational Motivation, Intellectual Stimulation, Individualized
  Consideration

  
 

 
  	
  Organizational
  Culture (X2)

  
  	
  Innovation
  and Risk Taking, Results Orientation, People/Team Orientation, Aggressiveness
  and Stability

  
 

 
  	
  Work
  Environment (Z-Intervening)

  
  	
  1.
  Physical Environment (Lighting, Temperature, Spatial Layout)

  2.
  Non-Physical Environment (Peer Relationships, Superior Support)

  
 

 
  	
  Employee
  Performance (Y)

  
  	
  Quantity
  of Work Results, Quality of Work, Punctuality, Cooperation between Employees

  
 







 


Questionnaires are
distributed to pre-selected respondents either directly or through electronic
media in order to collect data.


Variable Measurement Scale


The scale used to
measure variables is the Likert scale. A Likert scale is a systematic way to
evaluate indicators by providing answers: Strongly Agree, Agree, Neutral, Disagree,
and Strongly Disagree. These answers are scored from 1 to 5 (Singarimbun and
Effendi, 2016). Each question addressed to respondents is an interval question
about attitude consistency and is assessed based on the answers given, using a
measurement scale as shown in the table below.


 


Table 2. Respondents' Answer Scores





 
  	
  No.

  
  	
  Respondents' Answers

  
  	
  Answer
  Score

  
 

 
  	
  1

  
  	
  Strongly
  agree

  
  	
  5

  
 

 
  	
  2

  
  	
  Agree

  
  	
  4

  
 

 
  	
  3

  
  	
  Neutral

  
  	
  3

  
 

 
  	
  4

  
  	
  Don't
  agree

  
  	
  2

  
 

 
  	
  5

  
  	
  Strongly
  disagree

  
  	
  1

  
 







Source: Sugiyono (2018)


 


   The score for
strongly agree responses is given a score of 5, indicating that
transformational leadership falls into the very good category, with the
organizational culture, work environment, and employee performance being very
high. The score for agree responses is given a score of 5, indicating that
transformational leadership falls into the very good category, with the
organizational culture, work environment, and employee performance being very
high.was given a score of 4 indicating that transformational leadership falls
into the good category, organizational culture, work environment and employee
performance are high. A neutral answer score was given a score of 3 indicating
that transformational leadership falls into the fairly good category, organizational
culture, work environment and employee performance are quite high. A neutral
answer score was given a score of 2 indicating that transformational leadership
falls into the bad category, organizational culture, work environment and
employee performance are low. A strongly disagree answer score was given a
score of 1 indicating that transformational leadership falls into the very bad
category, organizational culture, work environment and employee performance are
very low.


 


Data Analysis Techniques


Data analysis used
Structural Equation Modeling (SEM) with the Partial Least Squares (PLS)
approach. SEM is a statistical study that can examine a series of relationships
that are usually very difficult to measure simultaneously. SEM combines factor
analysis and regression analysis (correlation) to examine the relationship
between variables in a model, including between research variable indicators.
Meanwhile, PLS is an SEM equation model based on components or variants. 


 


 


1.        
Convergent
Validity Test


Convergent
validity testing is conducted to determine the level of validity of each
relationship between an indicator and its construct or latent variable.
Convergent validity testing can be seen from the loading factor for each
construct indicator. A loading factor value > 0.7 is the ideal value,
meaning the indicator is valid in measuring the construct created. Construct
validity is tested by looking at the Outer Loading value (> 0.7) and Average
Variance Extracted (AVE > 0.5).


            2.    Reliability
Test


                                    When
measuring a construct's internal consistency, composite dependability is
thought to be more accurate. Composite reliability assesses the actual value of
a construct's reliability, whereas Cronbach's alpha assesses the lower bound of
that value. Cronbach's Alpha (> 0.7) and Composite Reliability (CR > 0.7)
are used to assess reliability.


            3.   Structural
Model Analysis namely testing the relationship between latent variables,
including:



 
  	Path coefficients are used to
      determine whether a hypothesis has a positive or negative direction in
      the direct influence between variables. Using a two-tailed test, the
      referenced t-table value is 1.65. If the calculated t-value generated in
      the path analysis is greater than the referenced t-table value, the
      hypothesis is accepted. The second requirement is that the resulting
      p-value must be <0.1, which indicates a significant effect on the
      hypothesis.

  	Significance test with
      t-statistic value (obtained from bootstrapping, t > 1.96 for 5%
      significance).

  	The coefficient of determination
      (R²) is used to determine how much the independent variable explains the
      dependent variable. The R² values are
      0.67 (strong), 0.33 (moderate), and 0.19 (weak).

  	Mediation test to test the
      role of the work environment as an intervening variable, using a
      bootstrapping procedure to see the significance of the indirect effect.

 




4.   The
Goodness of Fit (GoF) test is a measure used to assess how well the structural
and measurement models built fit the data obtained. The recommended criteria
for GoF are: The GoF value is said to be small if ≥ 0.1, medium if
≥ 0.25, and large if ≥ 0.36 (Wetzels et al., 2019).


5.   Hypothesis
Testing


                 The
research test ends with hypothesis testing, which determines whether the
hypothesis can be accepted or rejected. Hypothesis testing is conducted using
the Sig. (probability significance) value. The regression coefficient of the
independent variable can be declared significant in its influence on the
dependent variable when the Sig. is less than 0.05 and the path coefficient is positive.
If both conditions are met, the hypothesis is accepted, indicating a
significant influence between the independent variable being tested and the
dependent variable. Conversely, if both conditions are not met, the hypothesis
is rejected. 


 


RESEARCH RESULT


Respondent Description


This research
included 40 participants who were workers at
the Serdang Bedagai Regency Agency for Regional Development Planning,
Research, and Innovation. The participants represented different age
groups and job positions, with the subsequent information:



Table 3. Research Respondent Data



  
    [image: ]
    
  






 


Based on Table 3,
it can be concluded from the 40 respondents that the number of employees at
Bapperida is divided based on fields and positions, namely in the secretary
field there are 10 employees, the PPEP field there are 4 employees, the PPM
field there are 6 employees, the PSDA field there are 7 employees, the
Infraswil field there are 6 employees, the Rinov field there are 7 employees.


 


Convergent Validity Test Results 


In PLS, the
assessment of convergent validity is determined by the outer
loading value. An indicator is considered to be within an
acceptable range if the outer loading value exceeds 0.60 - 0.70
(Ghozali & Latan, 2015). For this research, the outer loading
value threshold was utilized to evaluate the validity of
the instrument.
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Figure
2. Latent Model of Research Variables


 


Table 4. Outer Loading Test Results





 
  	
  Variables

  
  	
  Indicator

  
  	
  Outer
  Loading

  
  	
  Information

  
 

 
  	
  Transformational Leadership

  
  	
  X1.P1

  
  	
  0.850

  
  	
   

   

   

   

   

  Valid

  
 

 
  	
  X1.P2

  
  	
  0.859

  
 

 
  	
  X1.P3

  
  	
  0.859

  
 

 
  	
  X1.P4

  
  	
  0.888

  
 

 
  	
  X1.P5

  
  	
  0.890

  
 

 
  	
  X1.P6

  
  	
  0.890

  
 

 
  	
  X1.P7

  
  	
  0.877

  
 

 
  	
  X1.P8

  
  	
  0.801

  
 

 
  	
  X1.P9

  
  	
  0.842

  
 

 
  	
  X1.P10

  
  	
  0.764

  
 

 
  	
   

  Organizational culture

  
  	
  X2.P3

  
  	
  0.828

  
  	
   

   

   

  Valid

  
 

 
  	
  X2.P4

  
  	
  0.774

  
 

 
  	
  X2.P5

  
  	
  0.822

  
 

 
  	
  X2.P6

  
  	
  0.913

  
 

 
  	
  X2.P8

  
  	
  0.819

  
 

 
  	
  X2.P10

  
  	
  0.827

  
 

 
  	
  Work
  environment

  
  	
  Z1

  
  	
  0.729

  
  	
   

   

   

   

  Valid

  
 

 
  	
  Z2

  
  	
  0.810

  
 

 
  	
  Z3

  
  	
  0.716

  
 

 
  	
  Z4

  
  	
  0.726

  
 

 
  	
  Z6

  
  	
  0.804

  
 

 
  	
  Z7

  
  	
  0.840

  
 

 
  	
  Z8

  
  	
  0.714

  
 

 
  	
  Z9

  
  	
  0.814

  
 

 
  	
  Work
  Performance

  
  	
  Y1

  
  	
  0.894

  
  	
   

   

   

   

  Valid

  
 

 
  	
  Y2

  
  	
  0.860

  
 

 
  	
  Y3

  
  	
  0.893

  
 

 
  	
  Y4

  
  	
  0.847

  
 

 
  	
  Y5

  
  	
  0.877

  
 

 
  	
  Y6

  
  	
  0.905

  
 

 
  	
   

  
  	
  Y7

  
  	
  0.874

  
 

 
  	
   

  
  	
  Y8

  
  	
  0.867

  
 

 
  	
   

  
  	
  Y9

  
  	
  0.875

  
 







Based on table 4 it
can be seen that all question itemswith a loading factor value of>
0.70, thus the questions on the variables of transformational leadership, work
culture, work environment, and employee performance at Bapperida Serdang
Bedagai Regency meet the convergent validity criteria based on the outer loading
value. Furthermore, convergent validity testing based on the Average Variance
Extracted (AVE) value is also a technique for determining the validity value of
a construct. A good AVE value must have a value above 0.50 (Ghozali, 2018). 


 


Table 5 Average Variance Extrated (AVE)
Analysis Results





 
  	
  Variables

  
  	
  AVE

  
  	
  Information

  
 

 
  	
  Transformational
  Leadership

  
  	
  0.727

  
  	
   

  Valid

  
 

 
  	
  Work
  Culture

  
  	
  0.692

  
 

 
  	
  Work environment

  
  	
  0.594

  
 

 
  	
  Employee Performance

  
  	
  0.769

  
 







 


According
to the information inTable 5, the factors of transformational leadership,
organizational culture, work setting, and employee performance among the
employees of Bapperida in Serdang Bedagai regency are considered valid since
the AVE value exceeds 0,5 and fulfils the established criteria. The results of
data processing indicate that each indicator of each variable is able to
represent its latent variable well.


Based on the data
analysis above, the outer loadings and AVE values for all
indicators/items are valid and meet the requirements. Ghozali et al. (2015)
stated that the outer loadings were ≥ 0.7 and AVE ≥ 0.5,
indicating that the variables are valid. These results indicate that these
values meet the
specified requirements and that each indicator is able to represent its latent
variable well, allowing for further data analysis.


 


Discriminant Validity


    According
to Ghozali Imam et al., (2015), the value for each variable must be greater
than 0.70. In this study, using a value ≥ 0.70 discriminant validity is
considered valid. Discriminant validity is evaluated through the results of
cross-loading and fornell-lacker on latent variables with other latent
variables that must have a value ≥ 0.70. The following are the results of
discriminant validity processing:


Table 6. Results of
the Fornell Larcker Criterion Test





 
  	
   

  
  	
  Organizational culture

  
  	
  Transformational Leadership

  
  	
  Work environment

  
  	
  Employee Performance

  
 

 
  	
  Organizational
  Culture

  
  	
  0.832

  
  	
   

  
  	
   

  
  	
   

  
 

 
  	
  Transformational Leadership

  
  	
  0.735

  
  	
  0.877

  
  	
   

  
  	
   

  
 

 
  	
  Work
  environment

  
  	
  0.760

  
  	
  0.541

  
  	
  0.853

  
  	
   

  
 

 
  	
  Employee
  Performance

  
  	
  0.793

  
  	
  0.754

  
  	
  0.638

  
  	
  0.771

  
 







 


Based on Table 6,
the Fornell-Larcker criterion shows that the square root of the Average
Variance Extracted (AVE) for each variable is higher than its correlations with
other variables. In addition, all variables have met the discriminant validity
threshold of > 0.70. Therefore, based on the analysis, the variables in this
study demonstrate good discriminant validity and satisfy the required criteria.
This is supported by the results of the cross-loading values shown in
the following table:


 


Table 7. Cross Loadings Test Results





 
  	
   

  
  	
  Organizational
  culture

  
  	
  Transformational Leadership

  
  	
  Employee
  Performance

  
  	
  Work
  environment

  
 

 
  	
  X1P1

  
  	
  0.762

  
  	
  0.563

  
  	
  0.850

  
  	
  0.570

  
 

 
  	
  X1P10

  
  	
  0.623

  
  	
  0.472

  
  	
  0.764

  
  	
  0.479

  
 

 
  	
  X1P2

  
  	
  0.668

  
  	
  0.433

  
  	
  0.859

  
  	
  0.537

  
 

 
  	
  X1P3

  
  	
  0.636

  
  	
  0.474

  
  	
  0.859

  
  	
  0.589

  
 

 
  	
  X1P4

  
  	
  0.666

  
  	
  0.388

  
  	
  0.888

  
  	
  0.579

  
 

 
  	
  X1P5

  
  	
  0.704

  
  	
  0.435

  
  	
  0.890

  
  	
  0.636

  
 

 
  	
  X1P6

  
  	
  0.653

  
  	
  0.458

  
  	
  0.890

  
  	
  0.552

  
 

 
  	
  X1P7

  
  	
  0.536

  
  	
  0.400

  
  	
  0.877

  
  	
  0.452

  
 

 
  	
  X1P8

  
  	
  0.587

  
  	
  0.503

  
  	
  0.801

  
  	
  0.574

  
 

 
  	
  X1P9

  
  	
  0.606

  
  	
  0.462

  
  	
  0.842

  
  	
  0.421

  
 

 
  	
  X2P10

  
  	
  0.827

  
  	
  0.562

  
  	
  0.578

  
  	
  0.627

  
 

 
  	
  X2P3

  
  	
  0.828

  
  	
  0.565

  
  	
  0.833

  
  	
  0.579

  
 

 
  	
  X2P4

  
  	
  0.774

  
  	
  0.484

  
  	
  0.669

  
  	
  0.625

  
 

 
  	
  X2P5

  
  	
  0.822

  
  	
  0.702

  
  	
  0.567

  
  	
  0.657

  
 

 
  	
  X2P6

  
  	
  0.913

  
  	
  0.729

  
  	
  0.659

  
  	
  0.758

  
 

 
  	
  X2P8

  
  	
  0.819

  
  	
  0.587

  
  	
  0.521

  
  	
  0.690

  
 

 
  	
  Y1

  
  	
  0.637

  
  	
  0.894

  
  	
  0.529

  
  	
  0.652

  
 

 
  	
  Y2

  
  	
  0.627

  
  	
  0.860

  
  	
  0.409

  
  	
  0.663

  
 

 
  	
  Y3

  
  	
  0.622

  
  	
  0.893

  
  	
  0.504

  
  	
  0.681

  
 

 
  	
  Y4

  
  	
  0.585

  
  	
  0.847

  
  	
  0.338

  
  	
  0.616

  
 

 
  	
  Y5

  
  	
  0.715

  
  	
  0.877

  
  	
  0.608

  
  	
  0.749

  
 

 
  	
  Y6

  
  	
  0.596

  
  	
  0.905

  
  	
  0.463

  
  	
  0.548

  
 

 
  	
  Y7

  
  	
  0.647

  
  	
  0.874

  
  	
  0.495

  
  	
  0.683

  
 

 
  	
  Y8

  
  	
  0.668

  
  	
  0.867

  
  	
  0.398

  
  	
  0.734

  
 

 
  	
  Y9

  
  	
  0.683

  
  	
  0.875

  
  	
  0.511

  
  	
  0.580

  
 

 
  	
  Z1

  
  	
  0.405

  
  	
  0.446

  
  	
  0.270

  
  	
  0.729

  
 

 
  	
  Z2

  
  	
  0.685

  
  	
  0.581

  
  	
  0.472

  
  	
  0.810

  
 

 
  	
  Z3

  
  	
  0.499

  
  	
  0.360

  
  	
  0.532

  
  	
  0.716

  
 

 
  	
  Z4

  
  	
  0.459

  
  	
  0.572

  
  	
  0.555

  
  	
  0.726

  
 

 
  	
  Z6

  
  	
  0.679

  
  	
  0.658

  
  	
  0.513

  
  	
  0.804

  
 

 
  	
  Z7

  
  	
  0.759

  
  	
  0.599

  
  	
  0.579

  
  	
  0.840

  
 

 
  	
  Z8

  
  	
  0.607

  
  	
  0.653

  
  	
  0.472

  
  	
  0.714

  
 

 
  	
  Z9

  
  	
  0.675

  
  	
  0.680

  
  	
  0.505

  
  	
  0.814

  
 







 


Based on Table 7,
it can be seen that the instruments in this study have higher cross-loading
values compared
to the values for the
other variables. This indicates that the instruments used have strong
discriminant validity in measuring each of these variables.


 


 


Reliability Test Results


a)         Cronbach's
Alpha


                        Reliability
tests are used to confirm the accuracy, consistency, and reliability of
instruments in measuring variables. If the instrument gets a value Cronbach's
Alpha> 0.70 is considered reliable.
This means the instrument can be relied upon to measure a variable due to its
high level of consistency.


 


Table 8 Reliability
Test Results





 
  	
  Variables

  
  	
  Cronbach's
  Alpha

  
  	
  Information

  
 

 
  	
  Transformational
  Leadership

  
  	
  0.962

  
  	
  Reliable

  
 

 
  	
  Organizational
  culture

  
  	
  0.910

  
  	
  Reliable

  
 

 
  	
  Work environment

  
  	
  0.902

  
  	
  Reliable

  
 

 
  	
  Employee Performance

  
  	
  0.958

  
  	
  Reliable

  
 







 


According
to the findings from the reliability assessment, it is
evident that Transformational Leadership achieved a Cronbach's Alpha score of
0.962, Organizational Culture received a score of 0.910, Work
Environment had a Cronbach's Alpha value of 0.902, and Employee
Performance returned a Cronbach's Alpha of 0.958, with
all overall Cronbach's Alpha values exceeding 0.7. These
analytical outcomes indicate that the factors of
transformational leadership, Organizational Culture, Work Environment, and
employee performance in Bapperida Serdang Bedagai
Regency exhibit strong reliability.


 


2)       Composite
Reliability


Composite Reliability
refers
to the components used to assess how dependent an indicator is on a variable.
When a variable achieves a composite reliability value > 0.70, it is
considered to meet reliability standards. The reliability values for each
variable used in this study are presented in Table 9.


Table 9. Composite Reliability





 
  	
  Variables

  
  	
  Composite reliability

  
  	
  Information

  
 

 
  	
  Transformational Leadership

  
  	
  0.916

  
  	
  Reliable

  
 

 
  	
  Organizational
  culture

  
  	
  0.900

  
  	
  Reliable

  
 

 
  	
  Work environment

  
  	
  0.871

  
  	
  Reliable

  
 

 
  	
  Employee Performance

  
  	
  0.864

  
  	
  Reliable

  
 







 


Table 9 shows that
the composite reliability value for the variables used is >0.70. This
indicates that all variables used have high composite reliability. This means
the instrument is capable of measuring the variables and meets the predetermined
requirements, allowing for further testing of the structural model.


 


Structural Measurement Model (Inner Model)


a.          R-Square


The R-Square values
are
0.381, 0.258, and 0.518, respectively, indicating that the model has high
power.


 


 


Table 10 Results of the R Square (R2) Test





 
  	
  Dependent Variable

  
  	
    R-Square

  
  	
   R-square
  adjusted

  
 

 
  	
  Employee Performance

  
  	
  0.622

  
  	
  0.590

  
 

 
  	
  Work environment

  
  	
  0.631

  
  	
  0.611

  
 







 


According to the
R-square analysis results, the independent variables in the model account for
62.2% of the variation in the employee performance variable, with other factors
outside the model influencing the remaining 37.8%. This suggests that there is
a strong correlation between the independent variables and employee
performance. In contrast, the Work Environment variable's R-square value of
0.631 indicates that independent model variations account for 63.1% of the
variation in this table, while external influences account for 36.9%. Although
there are still numerous impacts outside the model, this number shows a
significant link, indicating that the model is able to explain the majority of
the elements that affect the workplace. Here is a picture of the PLS-SEM
Algorithm output that shows the study's R-square.
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Figure 3 PLS SEM Algorithm output


 


Hypothesis Test Results


a)       Path
Coefficient 


The direct effect
test was conducted to assess the significance level of the path coefficient,
which indicates the magnitude of the influence of one exogenous variable on its
endogenous variable. This bootstrapping method uses a significance value of t-statistic
> 1.96 and p-values < 0.05. The
results of the direct effect test can be seen in Table 10 below.


Table 11 Results of
Specific Direct Effect Values





 
  	
   

  
  	
  Original Sample
  (O)

  
  	
  Sample Mean
  (M)

  
  	
  Standard Deviation

  (STDEV)

  
  	
  T
  Statistics (|O/STDEV|)

  
  	
  P

  Values

  
  	
  Information

  
 

 
  	
  Transformational
  leadership -> employee performance

  
  	
  -0.080

  
  	
  -0.067

  
  	
  0.146

  
  	
  0.550

  
  	
  0.582

  
  	
  Not
  Significant

  
 

 
  	
  Transformational
  leadership-> work environment

  
  	
  0.084

  
  	
  0.100

  
  	
  0.167

  
  	
  0.503

  
  	
  0.615

  
  	
  Not
  Significant

  
 

 
  	
  organizational
  culture-> employee performance

  
  	
  0.425

  
  	
  0.418

  
  	
  0.187

  
  	
  2,270

  
  	
  0.023

  
  	
  Significant

  
 

 
  	
  organizational
  culture-> work environment

  
  	
  0.729

  
  	
  0.720

  
  	
  0.144

  
  	
  5,054

  
  	
  0.000

  
  	
  Significant

  
 

 
  	
  work
  environment-> employee performance

  
  	
  0.468

  
  	
  0.469

  
  	
  0.161

  
  	
  2,911

  
  	
  0.004

  
  	
  Significant

  
 







 


Based on the
results of Table 11, it shows that the influence between positive and negative
variables is shown in the original sample (O). Then, to see the significance,
it can be seen through the t-statistic (≥1.96) and P-values (≤0.05)
which are stated as positive and significant. The results of the output above,
the results of the direct relationship are obtained with the following results:


1.
The effect of transformational leadership on employee performance shows a
T-statistic value of less than 1.96 and a P-value far above 0.05. This
indicates that transformational leadership does not have a significant direct
effect on employee performance in the context of this study. It may suggest
that transformational leadership is not sufficiently strong or does not
directly influence the variable. Therefore, H1 is rejected.


2.
Organizational culture shows a positive and highly significant influence on the
work environment variable, with a fairly large path coefficient of 0.729 for
the work environment. This indicates that a good organizational culture can
create a conducive work environment. Therefore, H2 is accepted.


3.
Transformational Leadership on the Work Environment with a T-statistic value of
less than 1.96 and a P-value well above 0.05, the transformational leadership
variable does not have a significant direct influence on the work environment
in the context of this study. This could mean that the transformational
leadership factor is not strong enough or does not directly influence the
variable. Therefore, H1 is rejected.


4.  Organizational
Culture on Employee Performance shows a positive and very significant influence
on the variables, with a fairly large path coefficient (0.425 for employee
performance. This indicates that a good organizational culture can directly
improve employee performance. Therefore, H4 is accepted.


5.  The
work environment also has a positive and significant impact on employee
performance. With a path coefficient of 0.468 and a very small P-value, it can
be concluded that a conducive work environment will support and contribute to
improved employee performance. Therefore, H5 is accepted.


 


Analysis of the Role of Intervening
Variables (Work Environment)


Mediation testing
in Smart PLS can be seen from the specific indirect effect value. The results
of the mediation test in this study are presented in Table 12.


 



 
  	
   

  
  	
  Original Sample (O)

  
  	
  Sample Mean (M)

  
  	
  Standard Deviation (STDEV)

  
  	
  T
  Statistics (|O/STDEV|)

  
  	
  P

  Values

  
  	
  Information

  
 

 
  	
  LeadershipTransformational
  -> Work Environment -> Employee Performance

  
  	
  0.041

  
  	
  0.041

  
  	
  0.084

  
  	
  0.466

  
  	
  0.321

  
  	
  Not
  Proven

  
 

 
  	
  Organizational
  Culture -> Work Environment -> Employee Performance

  
  	
  0.338

  
  	
  0.338

  
  	
  0.142

  
  	
  2,407

  
  	
  0.008

  
  	
  Proven

  
 




 Table
12 Results of Specific Indirect Effect Values


 


Based on table 12
above, which shows the results of the hypothesis test using bootstrapping, the
following mediation test can be carried out:


1.
 The
indirect impact of transformational leadership on performance through the work
environment is likewise negative and not significant. In the context of the
direct influence of this study, the P-value of 0.321 is above 0.05, indicating
that transformational leadership has not been shown to be statistically
significant in affecting employee performance through the work environment.


 


2.
The indirect influence of transformational leadership on employee performance
through the work environment is significant, where a higher T-statistic value
of 2.407 and p-value (0.008) <0.05 are obtained. This means that when the
influence of organizational culture on employee performance through the work
environment is better, employee performance will be higher. The results of this
analysis indicate that the type of mediation formed is partial mediation,
meaning that by involving the mediator variable, directly or indirectly the
independent variable affects the dependent variable.


 


DISCUSSION


The Influence of Transformational
Leadership Style and Employee Performance


The results of the
analysis show that transformational leadership style does not provide a
significant direct influence on employee performance, as evidenced by the
T-statistic value of less than 1.96 and the P value far above 0.05. This
indicates that in the context of this study, the elements of transformational
leadership style may not be strong enough to directly influence employee
performance. This means that in the Bapperida of Serdang Bedagai Regency,
transformational leader figures have not been able to drive performance
directly. It is possible that other factors are more dominant in influencing
employee performance, or the characteristics of employees who are already
independent or the existence of a very rigid (bureaucratic) work system, so
that the vision and inspiration of the leader do not have much impact on daily
work output. 


Thus, this
condition may occur because employees are more influenced by other factors,
such as work systems, organizational procedures, or work environment conditions
that are more directly experienced in daily work activities. Furthermore,
another possibility is that the leadership style being implemented is not fully
understood or perceived by employees as a form of leadership capable of
motivating them to improve their performance.


 


The Influence of Organizational Culture and
Work Environment


Organizational
culture shows a positive and highly significant influence on the work
environment, with a path coefficient of 0.729. These results indicate that a
good organizational culture can create a conducive work environment and support
employee productivity. A positive organizational culture is an important
foundation in creating an effective work atmosphere. When an organization has a
strong work culture, employees will more easily adapt to existing work rules
and standards, thus creating a comfortable and productive work environment.
Therefore, a strong organizational culture is an important factor in creating a
work environment that supports employee work activities.


 


The Influence of Transformational
Leadership and Work Environment


In this context,
transformational leadership style does not show a significant direct influence
on the work environment. With a T-statistic value smaller than 1.96 and a
P-value greater than 0.05. This indicates that the leadership style in the
organization is not entirely influenced by the transformational leadership
implemented by the leader. The work environment is likely more influenced by
other factors such as organizational policies, work facilities, communication
systems, and relationships between employees within the organization. Thus,
although transformational leadership has an important role in management
theory, in the context of this study, this leadership style has not been able
to directly create a more conducive work environment.


 


The Influence of
Organizational Culture and Employee Performance


Organizational
culture has a positive and significant influence on employee performance, with
a path coefficient of 0.425. This indicates that a positive organizational
culture can directly improve employee performance. A strong organizational
culture can encourage employees to work with greater discipline, demonstrate a
strong sense of responsibility, and be committed to organizational goals. The
values embedded
in organizational culture can also motivate employees to deliver their best
performance in carrying out their duties and responsibilities. Thus,
organizational culture is a crucial factor in improving employee performance
within an organization.


 


The Influence of Work Environment and
Employee Performance


The influence of
the work environment on employee performance is also significant and positive,
as evidenced by the path coefficient of 0.468 and a very small P-value. A
conducive work environment contributes significantly to improving employee
performance. A comfortable, safe work environment supported by adequate work
facilities can make employees more focused in carrying out their duties. In
addition, harmonious working relationships between employees can also increase
employee morale and productivity in completing work. Therefore, organizations
need to create a conducive work environment so that employees can work
optimally and produce better performance.


 


Leadership Style Involvement and Employee
Performance Through the Work Environment


Through the analysis,
it was found that there was no significant influence of transformational
leadership on employee performance through the work environment, either
directly or indirectly. With a T-statistic value of 0.466 and a P-value of
0.321, the hypothesis regarding the significant influence of transformational
leadership was not proven in this context. In other words, although the work
environment has an influence on employee performance, transformational
leadership does not provide a strong enough contribution to influence the work
environment so that it has an impact on employee performance.


 


The Influence of Organizational Culture
through the Work Environment on Employee Performance


With a T-statistic
value of 2.407 and a P-value of 0.008, organizational culture significantly
affects employee performance through the workplace. This suggests that improved
work environments lead to higher employee performance when an organization has
a better culture. The type of mediation that appears here is partial
mediation, which means that Organizational Culture can improve performance
directly, but its impact will be much greater and optimal if supported by a
good Work Environment.


 


CONCLUSIONS


1.     
Transformational
leadership style does not have a significant direct or indirect effect on
employee performance and the work environment in the context of this study,
which suggests the need for an evaluation of the managerial style applied.


2.     
A
strong and positive organizational culture significantly impacts employee
performance. Shared values, norms, and habits shape work behaviors that support
the achievement of organizational goals. Therefore, organizations should focus
more on strengthening cultural values and
improving the work environment than simply providing leadership training, as
data shows that culture has a far greater impact on current performance.


3.      Employee
performance is positively and significantly impacted by the workplace. The
relationship between organizational culture and employee performance is
mediated by the work environment. The impact of this variable on performance is
amplified in a favorable work environment.


4.     
The
analysis above concludes that organizational culture plays a key role in
creating a supportive work environment and improving employee performance,
while transformational leadership styles have less significant influence in
this context. The combination of organizational culture and a positive work
environment can be an effective strategy for improving employee performance.


RECOMMENDATIONS


1.     
For
the Serdang Bedagai Regency Regional Development Planning Agency (Bapperida),
it would be better to focus on prioritizing cultural values and
improving work environment facilities rather than simply providing leadership
training, as data shows that culture has a far greater impact on current
performance. Organizational leaders need to create a conducive work
environment, both in terms of work facilities, workplace comfort, and
harmonious working relationships among employees.


2.     
Although
the transformational leadership style did not show a significant influence in
this study, leaders still need to improve their leadership skills that are able
to motivate, guide, and inspire employees.


3.     
Conduct
regular evaluations of leadership, organizational culture, and the work
environment to ensure programs are effective in improving employee performance.
Use the evaluation results as a basis for decision-making and continuous
improvement.


4.     
Employees
are expected to improve cooperation, discipline, and commitment to the organization
so that they can support the creation of a good work culture and improve
overall employee performance.


 


ADVANCED RESEARCH


            For future researchers, it is
recommended to add other variables that can influence employee performance,
such as work motivation, job satisfaction, competence, or organizational
commitment, so that the results can provide a broader picture of the factors
that influence employee performance. Furthermore, further research can also use
a larger sample size and different research subjects so that the results can be
more broadly generalized.
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