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ABSTRACT

The success or failure of a business is directly related to its human resources, making them a valuable asset.
Therefore, good human resource management is very important for the growth of a company's efficiency and
productivity. The purpose of this study is to analyze the relationship between employee performance at LPD in
Selemadeg District and leadership style, motivation, and organizational culture that emphasizes change. The
Village Credit Institution (LPD) in Selemadeg District, Tabanan Regency, was the location of this investigation. The
influence of transformational leadership style, intrinsic motivation at work, and corporate culture on productivity
was the focus of this study. The staff of the Village Credit Institution (LPD) in Selemadeg District, Tabanan Regency
(n=80) were the population and sample of this study. Due to the small sample size (less than 100), all employees
were included as respondents in the multiple linear regression analysis conducted using SPSS version 25 software.
The sampling approach used was the saturated sampling method, also known as the census method. The village
credit institution (LPD) in Selemadeg District, Tabanan Regency, will see an increase in employee performance as
a direct result of a more transformational leadership style, according to this study's analysis of the relationship
between transformational leadership, work motivation, and organizational culture.

Keywords: transformational leadership style, work motivation, organizational culture, employee performance

1. INTRODUCTION

The management of officials, employees, and other personnel is the main function of human resource
management (HRM) in facilitating the achievement of organizational or company goals (Hasibuan,
2020). Due to its strategic importance in organizational planning and operational management, human
resources are the most valuable asset of an organization. Motivated workers are more likely to give their
best in achieving organizational goals. In order for individuals to maximize their potential contributions
to both the organization and society at large, HRM requires coordination of their various responsibilities
and interactions (Ricardianto, 2020).

Employee performance is an important factor in the success of an organization, both in the private and
public sectors. According to Mangkunegara (2020), an employee's performance is the end result of their
efforts in carrying out their duties. Work motivation, organizational culture, and effective leadership
styles (such as transformational leadership) that inspire and encourage people can improve the quality
of human resources and increase employee performance. According to Khoirusmadi (2022),
transformational leadership is an important factor in fostering a more conducive work environment and
improving employee performance. The number of customers of the Village Credit Institution (LPD) in
Selemadeg District has been declining due to a downward trend in staff performance. Based on LPD
data for Selemadeg District in 2022-2023, there was a decrease in the number of customers by 126, .
This decline raises concerns about the sustainability of LPD in the area. This decline in performance is
allegedly influenced by a lack of work motivation, weak organizational culture, and ineffective leadership
in the institution.

Employee performance at the Selemadeg District LPD is the focus of this study, which aims to examine
the influence of transformational leadership style, work motivation, and organizational culture. In order
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to improve human resource management strategies and boost employee performance and customer
satisfaction, this study is expected to provide input to LPD management.

2. LITERATURE AND HYPOTHESES

Goal Setting Theory

Goal setting theory began to attract attention in various organizational challenges and topics since 1968,
thanks to Locke's development. According to goal setting theory, people are driven to succeed because
they set and work to achieve certain goals (Srimindarti, 2022). According to Arsanti (2020), there are four
ways goal setting theory can motivate people to work well. A person's attention may be better directed
toward achieving a goal if they set it. To continue, having a goal can serve as a guide for how much effort
is needed to achieve that goal. Finally, the third benefit is that having a goal may make you more
determined to achieve it. Fourth, having a goal in mind allows a person to better organize their thoughts
and actions.

Transformational Leadership Style

Robbins (2021:473) defines a transformational leader as someone who motivates and inspires their
subordinates to reach their full potential by focusing on individual challenges and helping them grow as
individuals. According to Pillai et al. (2023), there are four indicators of transformational leadership
style, namely explaining work procedures, being active in work activities, providing moral support, and
giving freedom or aspirations.

Work Motivation

According to Puspitawati et al. (2022), intrinsic motivation is the drive to realize one's values,
aspirations, and goals. People will exert maximum effort in achieving their goals if they are motivated to
do so. The need for achievement, affiliation, competence, and power are indicators of work motivation
as stated by Hasibuan (2023:145).

Organizational Culture

Organizational culture, as stated by Edison et al. (2021:119), is a product of the gradual combination of
cultural norms and practices of all individuals who have worked for the company in the past. New
approaches and worldviews that embody vitality and a sense of achievement arise from working
together towards common goals. The rules, atmosphere, norms, and ideals that apply are signs of an
organization's culture (Umi et al., 2021:03).

Employee Performance

According to Cokroaminoto (2021), employee performance refers to the ability of employees to carry out
all the tasks for which they are responsible. These tasks are usually based on predetermined indicators
of success. According to Robbins (2020), indicators of employee performance include quality, quantity,
timeliness, effectiveness, independence, and work commitment.

Research Hypothesis

The following figure 1 presents the Research Model Diagram, illustrating the key variables and their
relationships explored in this study.
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Figure 1. Research Model Diagram

H?

The Influence of Transformational Leadership Style on Employee Performance

Transformational leadership style is a relationship between leaders and subordinates where the
relationship influences each other, creating change and tangible goals. When executives take over
leadership, they will have a greater impact on the company as a whole, which will cause a shift in the
priorities of upper and lower management. In this context, "influence" refers to a dynamic relationship,
one that allows leaders and subordinates to communicate openly and build mutually beneficial and
pressure-free working relationships. Thus, leadership fosters relationships between superiors and
subordinates to facilitate the development of mutually beneficial relationships that improve
performance. Therefore, the presence of leadership style can influence how well employees do their
jobs. Previous studies on the topic of transformational leadership and its impact on employee
performance have found a positive influence, according to Wahyuni et al. (2021), Sanjaya et al. (2022),
Pramesti et al. (2021), Setiadi et al. (2022), and Burhanudin et al. (2020). Based on these findings, the
research hypothesisis:

H1: Transformational leadership style has a positive and significant effect on employee performance.

The Influence of Work Motivation on Employee Performance

A person's ability to act and behave in accordance with their intended goals can be improved through the
use of motivation, which is defined as an individual's drive that pushes their body and soul towards
improvement. Employee performance may be influenced by motivation because, with internal and
external sources of motivation, performance can be improved. Work motivation affects performance
because performance is the achievement of organizational goals; these goals can be realized in various
ways, including quantitative or qualitative outputs, creativity, adaptability, dependence, and so on. Work
motivation has a positive effect on employee performance, according to previous studies (Farisi, et al.,
2020; Hustia, 2020; Arianto and Kurniawan, 2020; Yanuari, 2019; Ekhsan, 2019). Therefore, the third
hypothesis of this study is:

H2: Work motivation has a positive and significant effect on employee performance,

The Influence of Organizational Culture on Employee Performance

Organizational culture affects employee performance for two reasons: first, it shapes employee loyalty
to the company, and second, it binds them to their specific roles within the company. Therefore,
organizational culture has an influence on how well employees do their jobs. First of all, there is more
than one way to view a company; culture is only one of many things. This limits its usefulness as a lens
for examining organizational behavior. An expert theorist or researcher's definition of organizational
culture may differ from that of others. Thus, organizational culture is a combination of workers'
perceptions of it, and because employees' perceptions of that culture shape patterns of beliefs, values,
and expectations, organizational culture has an impact on employee performance. Based on previous
research on this topic, organizational culture has been found to influence employee performance
(Santoso, 2020; Kairupan, 2021; Anugrah, 2021; Sarumaha, 2022; Meutia and Husada, 2019). Therefore,
the second theory is
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H3: Organizational culture has a positive and significant effect on employee performance,

3. RESEARCH METHOD

E-ISSN 2774-3020

Selemadeg Subdistrict, Tabanan Regency, Bali is home to the Village Credit Institution (LPD), where this
research was conducted. Transformational leadership, intrinsic motivation in the workplace, corporate
culture, and performance evaluation are the focus of this investigation. Eighty people participated as
samples and population in this study. Saturated sampling, often known as the census method, was the

sampling methodology used. Validity and reliability tests were used in testing the instruments.

Validity Test
Table 1. Validity Test
Validity Indicator Person's Value Explanation
Correlation
Transformational X1.1 0.738 Valid
Leadership Style X1.2 0.795 Valid
X1.3 0.748 Valid
X1.4 0.833 Valid
X2.1 0.856 Valid
Work Motivation X2.2 0.655 Valid
X2.3 0.776 Valid
X2.4 0.887 Valid
X3.1 0.862 Valid
Organizational Culture X3.2 0.802 Valid
X3.3 0.771 Valid
X3.4 0.815 Valid
Y1.1 0.822 Valid
Y1.2 0.769 Valid
Employee Performance Y1.3 0.827 Valid
Y14 0.855 Valid
Y1.5 0.778 Valid
Y1.6 0.815 Valid

Source: Research data processing (2024)

The validity of all research instruments is determined by the results of the analysis in the table above,

which shows corrected item values greater than 0.300.

Reliability Test

Table 2. Reliability Test

Reliability Statistics

Variable Cronbach's Alpha Description
Value
Transformational Leadership Style 0.783 Reliable
Work Motivation 0.807 Reliable
Organizational Culture 0.829 Reliable
Employee Performance 0.896 Reliable

Source: Research data processing (2024)

The study of the table above shows that all variables have a Cronbach Alpha value higher than 0.6. This
ensures the reliability of all equipment and allows for further investigation. Multiple linear regression
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analysis is the data analysis approach used in this study.

4. RESULTS AND DISCUSSION
Classical Assumption Test
a) Normality Test
Table 3. Normality Test
One-Sample Kolmogorov-Smirnov Test
Unstandardized

Residual
N 80
Normal Parameters *° Mean -0.0125000
Std. Deviation 1.51970501
Most Extreme Differences Absolute 0.094
Positive 0.054
Negative -0.094
Test Statistic 0.094
Asymp. Sig. (2-tailed)® 0.075
Monte Carlo Sig. (2-tailed)* Sig. 0.071
99% Confidence 0.064
Interval 0.078

a. Test distribution is Normal.

b. Calculated from data.

c. Lilliefors Significance Correction

d. Lilliefors' method based on 10,000 Monte Carlo samples with starting
seed 2000000

Source: Research Data Processing, (2024)

The table above shows the results of the normality test, which indicates an Asymp Sig 2-tailed
significance value of 0.075 + 0.05. This proves that the residual data used for this study follows a normal
distribution.

b) Multicollinearity Test
Table 4. Multicollinearity Test
Coefficients?

Model Collinearity Statistics
Tolerance VIF
1 (Constant)
Transformational Leadership Style 0.201 4,983
Work Motivation 0.179 5.577
Organizational Culture 0.142 7.048

a. Dependent Variable: Employee Performance
Source: Research data processing (2024)

The table above shows that the Tolerance values for each variable are above 0.100 and the VIF values
are below 10. Based on this, the data is free from multicollinearity.

C) Heteroscedasticity Test
Table 5. Heteroscedasticity Test
Coefficients?
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Unstandardized Standardized t Sig.
Coefficients Coefficients
Model B Std. Error Beta
1 (Constant) 2.447 0.686 3.566 0.001
Leadership Style -0.009 0.085 -0.026 -0.106 0.916
Transformational
Work Motivation -0.055 0.087 -0.166 -0.626 0.533
Culture -0.012 0.102 -0.034 -0.114 0.909

Organization
a. Dependent Variable: ABSRES

Source: Research Data Processing, (2024)

From the table above, it can be seen that the significance values of each variable are above 0.05.
Therefore, it can be concluded that there is no heteroscedasticity in the regression model.

Data Analysis Results

To examine the relationship between corporate culture, employee motivation, and transformational
leadership style, multiple linear regression analysis, multiple correlation analysis, determination
analysis, and t-tests (partial) were used with the help of SPSS version 25.00 for Windows.

a) Multiple Linear Regression Analysis Results

Multiple linear regression analysis was used to determine the direction of the relationship between
transformational leadership style, work motivation, and organizational culture on employee
performance. The results of the multiple linear regression test are described in the following table:

Table 6. Results of Multiple Linear Regression Analysis
Coefficients?

Unstandardized Standardized t Sig.
Model Coefficients Coefficients
B Std. Error Beta
1 (Constant) 0.397 1.536 0.258 0.797
Transformational 0.094 0.191 0.058 2.932 0.006
Leadership Style
Work Motivation 0.593 0.195 0.377 3.036 0.003
Organizational Culture 0.785 0.228 0.481 3.442 0.001

a. Dependent Variable: Employee Performance
Source: Research Data Processing, (2024)

Based on the values in the table above, the following regression equation is obtained:
Y=a+B1X1+B2X2+B3X3 +¢

Y =0.397+0.094X1 + 0.593X2 + 0.785X3 + e

With the following explanation:

1) Employee performance is positively influenced by the transformational leadership style variable,
as indicated by the positive coefficient B1 = 0.094. Therefore, performance will increase as the
transformational leadership style variable increases.

2) The regression coefficient value of the work motivation variable on employee performance is
positive with B2 = 0.593. Employee performance is directly proportional to the level of intrinsic
motivation they feel towards their work.

3) There is a good relationship between organizational culture characteristics and employee
performance, as indicated by 3 = 0.785. This shows that performance will increase in proportion
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to the extent of the increase in organizational culture variables.

b) Multiple Correlation Analysis

The purpose of this study is to assess the strength of the relationship between transformational
leadership style, intrinsic motivation at work, and corporate culture on employee performance. The
following table shows the findings of the multiple correlation analysis:

Table 7. Multiple Correlation Test Results

Model Summary®
Model R R Square Adjusted R Standard Error of the
Square Estimate
1 0.889 0.789 0.781 2.03563
a. Predictors: (Constant), Organizational Culture, Transformational Leadership Style,

Work Motivation

b. Dependent Variable: Employee Performance
Source: Research Data Processing, (2024)

The table shows that there is a highly significant relationship between the variables of organizational
culture, work motivation, and transformational leadership style on employee performance (R = 0.889).

c) Coefficient of Determination

To determine the extent of the influence of transformational leadership style, intrinsic motivation at
work, and corporate culture on employee performance, this study uses percentages. The following table
presents the findings of the correlation analysis:

Table 8. Coefficient of Determination Test Results

Model Summary®
Model R R Square Adjusted R Standard Error of the
Square Estimate
1 0.889 0.789 0.781 2.03563
a. Predictors: (Constant), Organizational Culture, Transformational Leadership Style,

Work Motivation

b. Dependent Variable: Employee Performance
Source: Research Data Processing, (2024)

Based on the data in the table, the adjusted R-square value of 0.781 indicates that the variables of
organizational culture, work motivation, and transformational leadership style have an influence of
78.1% on employee performance, while the remaining 21.9% is influenced by other factors.

d) t-test
The purpose of the t-test is to determine whether there is a statistically significant relationship between
leadership style (transformational), work motivation, and organizational culture with employee
performance, or whether the results are merely coincidental. The following table shows the results of the
t-test statistical analysis:
Table 9. Results of the t-test
Coefficients?

Unstandardized Standardized t Sig.
Model Coefficients Coefficients
B Std. Error Beta
1 (Constant) 0.397 1.536 0.258 0.797
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Style 0.094 0.191 0.058 2.932 0.006
Transformational

Leadership

Work Motivation 0.593 0.195 0.377 3.036 0.003
Organizational Culture 0.785 0.228 0.481 3.442 0.001

a. Dependent Variable: Employee Performance
Source: Research Data Processing, (2024)

The following conclusions can be drawn from the data shown in the table:

a) Results of the t-test on the effect of leadership style The t-value of the leadership style variable
shows a transformational effect on employee performance at the LPD in Selemadeg District,
Tabanan Regency, of 2.932, and the t-test result of 0.006 is less than the significance threshold (a)
of 0.05. Therefore, we can conclude that H1 is true and reject HO. The performance of employees at
the Village Credit Institution (LPD) in Selemadeg District, Tabanan Regency, is positively and
significantly influenced by transformational leadership style, supporting the first hypothesis (H1).

b) The work motivation variable has a t-value of 3.036 and a significance value of 0.003, which is
smaller than the significance level a (actual level) = 0.05, in accordance with the results of the t-
test of the effect of work motivation on employee performance at the Village Credit Institution (LPD)
in Selemadeg District, Tabanan Regency. As a result, we can conclude that H1 is true and reject HO.
This supports the acceptance of the second hypothesis (H2), which states that work motivation has
a positive and significant effect on employee performance at the Village Credit Institution (LPD) in
Selemadeg District, Tabanan Regency, .

c) At the Village Credit Institution (LPD) in Selemadeg District, Tabanan Regency, the t-test results
show that organizational culture has a significant effect on employee performance (t value = 3.442,
p < 0.001), which is lower than the significance level (a) of 0.05. As a result, we can conclude that
H1 is true and reject HO. This supports the third hypothesis (H3), which states that there is a
positive and substantial influence between organizational culture and employee performance at
the Village Credit Institution (LPD) in Selemadeg District, Tabanan Regency.

Discussion

The Influence of Transformational Leadership Style on Employee Performance

Research conducted at the Village Credit Institution (LPD) in Selemadeg District, Tabanan Regency,
found that employee productivity increased significantly when leaders used a transformational
leadership style. Employee performance at the Village Credit Institution (LPD) in Selemadeg District,
Tabanan Regency, was positively correlated with the quality of transformational leadership. Wahyuni et
al. (2021), Sanjaya et al. (2022), Pramesti et al. (2022), Setiadi et al. (2022), and Burhanudin et al.
(2020) support this by finding that employees perform better when their leaders use a transformational
approach.

The Influence of Work Motivation on Employee Performance

Based on the findings, workers at the Village Credit Institution (LPD) in Selemadeg District, Tabanan
Regency, were positively and significantly affected in terms of work motivation. These findings indicate
that workers at the Village Credit Institution (LPD) in Selemadeg District, Tabanan Regency, will be more
productive if they are highly motivated to do their jobs well. Work motivation improves performance,
according to Farisi et al. (2020), Hustia (2020), Arianto and Kurniawan (2020), Yanuari (2020), and
Ekhsan (2020).

The Influence of Organizational Culture on Employee Performance

The results of the study show that in all Village Credit Institutions (LPD) in Selemadeg District, Tabanan
Regency, organizational culture has a significant and positive effect on employee performance. Based
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on this study, employee performance at Village Credit Institutions (LPD) in Selemadeg District, Tabanan
Regency, is positively correlated with organizational culture. Organizational culture has a positive effect
on employee performance according to research by Santoso (2020), Kairupan (2021), Anugrah (2021),
Sarumaha (2020), and Meutia and Husada (2020).

5. CONCLUSION AND LIMITATIONS

Conclusion

Based on the data analysis and discussion, the following conclusions can be drawn: first,
transformational leadership style has a positive and significant impact on employee performance,
meaning that the more effective the company's transformational leadership style, the higher the
performance of its employees. Second, there is a very beneficial and statistically significant relationship
between work motivation and performance, indicating a correlation between the level of work motivation
in a company and employee performance. Third, there is a beneficial and statistically significant
relationship between corporate culture and productivity, meaning that a company's performance will
improve in proportion to the quality of its organizational culture.

Limitations

There are several limitations in the research testing procedures, which mean that the statistical findings
may not fully reflect real-world situations. First, the variables used in this study are limited to
transformational leadership style variables, leaving unanswered questions about whether other factors,
such as work motivation and organizational culture, could also influence employee performance beyond
what was examined here. Second, the researchers faced challenges in conducting surveys with workers
due to time constraints, as there was limited opportunity to interact with them during working hours.

Recommendations

Based on the findings and research, the following recommendations can be made: first, the leadership
of the Village Credit Institution (LPD) in Selemadeg Subdistrict, Tabanan Regency, should take a more
active role in engaging with employees by offering support and recognition, as this will boost employee
enthusiasm and lead to improved performance. Second, the LPD in Selemadeg District should provide
awards and recognition for employees' hard work and achievements in order to enhance work
motivation and productivity. Third, employees at the LPD in Selemadeg District must consistently
demonstrate the positive values of the organization to strengthen the corporate culture and improve
overall employee performance.

Additional Research Findings A customized R-squared value of 0.781 (78.1%) was obtained from the
coefficient of determination. In other words, this study found that transformational leadership style,
work motivation, and organizational culture have a 78.1% influence on the performance of LPD
employees in Selemadeg District, Tabanan Regency, while the remaining 21.9% is attributed to other
variables. Future researchers are encouraged to expand this study by including characteristics such as
workload and work ethic, which are expected to have an impact on business value. By doing so, they
have the potential to expand the research sample size. The findings of previous studies may be
compared with the findings of this study.
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