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ABSTRACT

Performance results can ensure a long-term business sustainability. Performance can be achieved with key 
factors in the scope of leadership, culture, and motivation. The research analyzed the effects of work motivation, 
transformational leadership, and organizational culture on employee performance, mediated by job satisfaction. 
The research focused on examining both direct and indirect implications within the model. The research was 
conducted in automotive manufacturing companies. The sampling technique employed purposive sampling, 
targeting employees with at least one year of tenure and those directly involved in business processes. Data 
collection was carried out using a questionnaire distributed via Google Forms, with a total of 177 respondents. 
Then, Structural Equation Modeling - Partial Least Squares (SEM-PLS) was used for hypothesis testing within 
the research model. The findings reveal that work motivation and organizational culture significantly affect 
job satisfaction, whereas transformational leadership does not. Job satisfaction positively influences employee 
performance. Then, work motivation and organizational culture indirectly impact employee performance through 
job satisfaction. However, transformational leadership does not have an indirect effect on employee performance 
through job satisfaction. The formation of job satisfaction can act as a generator for achieving high-quality 
performance. The implementation of transformational leadership should be evaluated against leadership styles 
that meet organizational needs. Motivation and culture should be considered key factors in enhancing employee 
performance.

Keywords: employee performance, electronic manufacturing company, job satisfaction, work motivation, 
transformational leadership, organizational culture

INTRODUCTION

Companies today face complex management 
challenges, including the integration of information 
systems and holistic adaptability to address evolving 
market and technological changes (Johansson, 2018). 
Organizational capabilities must align with the 
increasing digitalization and automation of production 
processes (Sonntag et al., 2021). The key to managing a 
business in a competitive market is achieving customer 
satisfaction, sustainability, efficiency, product quality, 
and employee satisfaction and development. Optimal 
human resource management enhances job satisfaction 
and ultimately improves organizational performance 
(Reiman et al., 2021). Organizations aim not only 

to achieve optimal profitability but also to enhance 
customer satisfaction and employee performance. 
The ultimate outcome of performance is the delivery 
of quality products and services that meet consumer 
expectations. 

The automotive industry is a major force 
in the global economy, contributing significantly 
to economic growth and serving as a center for 
innovation and technological advancement (Gebler et 
al., 2020). Automotive manufacturing firms contribute 
to the transportation sector from vehicle design and 
manufacturing to distribution and sales. Currently, 
automotive companies face increasingly intense 
competition. They must adapt by implementing 
systems such as Total Quality Management (TQM), 
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continuous improvement culture, waste reduction, 
Just In Time, 5S, and Value Stream Mapping (VSM) 
(Santos et al., 2018). Moreover, the growth of the 
automotive industry in Indonesia is driven by a large 
population and a growing middle class. 

Organizations achieve performance outcomes 
through processes driven by employees and by setting 
goals aligned with business targets. Global challenges 
to becoming a leading and top-performing company 
depend on human resources, specifically the support 
and contributions of employees working effectively 
to advance the company (Virakul & Russ-Eft, 
2020). Organizational performance is significantly 
influenced by the effectiveness of employee 
performance management (Jaleha & Machuki, 
2018). In manufacturing companies, particularly 
in the automotive sector, three critical strategies for 
enhancing performance are delivery, quality, and 
cost (Kamal et al., 2020). Delivery strategy involves 
meeting customer demands quickly and accurately 
to avoid penalties for late deliveries or contract 
termination. Quality and cost strategies are essential 
for maintaining business contracts with clients. 

Factors affecting employee performance 
include work motivation, transformational leadership, 
and organizational culture (Paais & Pattiruhu, 2020; 
Qalati et al., 2022). Individual, environmental, and 
task-related factors impact employee performance. 
The sustainability of a company is heavily influenced 
by human resource management. Companies must 
ensure that employees possess the necessary skills 
and competencies through training programs, career 
development, and organizational performance 
improvement initiatives. Real support from employees 
to enhance organizational performance comes 
from high-performing employees who are engaged 
in various necessary factors. Key contributors to 
employee performance and increased productivity 
include motivation, training, job satisfaction, rewards, 
and organizational culture (Andika & Darmanto, 
2020; Lin & Huang, 2020).

Employees are valuable assets and play 
a crucial role in the production process. High 
motivation among employees is reflected in their work 
performance, enthusiasm, and dedication (Dachner et 
al., 2021). High motivation perceived by employees 
can be observed in the execution of their tasks, 
reflecting enthusiasm and a high level of dedication. 
Work motivation drives employees to achieve better 
performance and is influenced by factors such as 
salary, health benefits, job safety, and leadership 
policies (Ryan & Deci, 2020). Organizations should 
focus on improving working conditions to enhance job 
satisfaction (Dziuba et al., 2020).

Business transformation will alter organizational 
conditions and work patterns. Transformational 
leadership sets an example for subordinates in terms 
of trust, loyalty, and admiration while motivating the 
team to achieve the organization’s vision and mission 
(Portela Maquieira et al., 2020). Transformational 
leaders are perceived by employees as role models, 

inspirational, and idealistic, influencing their work 
(Nhat Vuong et al., 2023). The implementation 
of transformational leadership fosters innovation, 
creativity, work productivity, company reputation, 
and job satisfaction (Nguon, 2022). Previous research 
supports that transformational leadership positively 
affects employee performance and job satisfaction 
(Alwali & Alwali, 2022; Siswanto & Yuliana, 2022), 
although some studies find no impact on employee 
performance (Prabowo et al., 2018).

Organizational culture is a critical determinant 
of employee performance (Miao & Zhang, 2024). The 
strength of organizational culture can significantly 
impact individuals and their performance (Davidson 
et al., 2007). It also affects employee satisfaction 
and is a variable influencing both performance 
and job satisfaction. Previous research shows that 
organizational culture positively impacts performance 
and job satisfaction (AlShehhi et al., 2021; Park & 
Doo, 2020). However, previous researchers indicate 
no effect between organizational culture and these 
outcomes (Paais & Pattiruhu, 2020; Sapta et al., 2021; 
Tran, 2021; Widarko & Anwarodin, 2022). 

Another predictor of job satisfaction and 
employee performance is work motivation. Work 
motivation influences job satisfaction and employee 
performance (Alrawahi et al., 2020; Chien et al., 2020; 
Paais & Pattiruhu, 2020). However, work motivation 
has a negative impact on both job satisfaction and 
employee performance (Hajiali et al., 2022; Niam & 
Syah, 2019). It is due to weak needs for achievement, 
affiliation, and power, where employee performance 
is not mediated by job satisfaction as a result of 
a weak correlation between work motivation and 
job satisfaction. Such failures in causality are often 
attributed to mismatches in business processes and 
internal organizational factors. 

The research focuses on variables that can 
improve employee performance in manufacturing 
companies. Work motivation, transformational 
leadership, and organizational culture are independent 
variables. Meanwhile, job satisfaction is used as a 
mediator to analyze indirect effects. 

A positive organizational culture that creates 
a supportive and conducive work environment can 
enhance employee satisfaction and comfort in their 
roles. Organizational culture plays a crucial role 
in fostering a comfortable and productive work 
environment. A culture committed to clear goals 
positively impacts employee performance, helping 
them achieve targets. Then, job satisfaction refers to 
the pleasure or contentment that employees feel after 
performing their work. Employees who enjoy their 
work are more likely to achieve better performance. 
Job satisfaction is a variable that positively influences 
employee performance and is essential for improving 
individual performance. It is often used as a mediator 
in the context of performance, organizational behavior, 
and spirituality (Asgari et al., 2020; Asutay et al., 
2022; Jufrizen et al., 2023). Employee satisfaction 
with colleagues significantly affects team cooperation, 
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and overall job satisfaction contributes to both the 
quantity and quality of work outcomes and teamwork. 

Work motivation originates from a strong 
desire for personal development and high enthusiasm 
for achieving optimal results (Jolly et al., 2021). It is 
essential for employees to achieve high job satisfaction 
(Dorta-Afonso et al., 2021). Motivational capacity tends 
to direct employees toward clear goals and aligns with 
the company’s business orientation. Positive attitudes 
and behaviors can influence the work environment 
and lead to high-quality performance (Kanfer et al., 
2017). Internal factors affecting motivation include 
perceptions, self-esteem, expectations, needs, desires, 
satisfaction, and achievements (Morris et al., 2022). 
External factors influencing work motivation may be 
related to the nature of the job, work environment, 
situational contexts, and compensation systems 
(Morris et al., 2022). Motivation serves as a driving 
force or action that propels individuals toward goal 
achievement. Every individual has specific goals 
that contribute to organizational expectations. 
Organizational performance can be achieved through 
high commitment and motivation from employees. 
Work motivation fosters a full commitment to the 
work process. Key measures of work motivation 
include the appropriateness of bonuses, career 
advancement opportunities, fulfillment of family 
needs, organizational support, balance between 
rewards and punishments, and effectiveness of 
employee training systems (Paais & Pattiruhu, 
2020). Motivation can guide the potential and talents 
of employees. Productivity and collaboration are 
necessary for performance stability. 

Leadership involves influencing others to 
achieve organizational goals (By, 2021). The success of 
an organization is closely linked to effective leadership. 
Leaders impact their subordinates to complete tasks 
optimally. Transformational leadership provides 
inspiration and a strong influence on followers, focusing 
on nurturing and developing their qualities (Deng et 
al., 2023). Such leaders prioritize the organization’s 
interests and exert significant influence on their 
followers. Modern leaders must understand business 
processes, organizational dynamics, and psychology 
(Legutko, 2020). Transformational leadership 
emphasizes the development of superior-subordinate 
relationships, organizational vision, positive change, 
and guiding employees toward optimal performance 
aligned with organizational success (Thompson et al., 
2021). Transformational leadership skills can enhance 
teamwork to achieve the company’s vision and mission 
(Alegbeleye & Kaufman, 2022). Transformational 
leadership allows flexibility and freedom for 
employees to innovate in work patterns to maximize 
performance. Key traits of transformational leadership 
include responsibility, networking with employees, 
fairness, professionalism, creativity, and high 
attention. Transformational leadership encompasses 
four dimensions: inspirational motivation, idealized 
influence, individual consideration, and intellectual 
stimulation (Antonakis & House, 2014). 

A positive work culture is established based on 
rules, behavioral standards, and values that encompass 
the company’s culture, social needs, external and 
spiritual values, and entrepreneurial spirit (Polyanska 
et al., 2019). Organizational culture emerges from 
a system of internal values, beliefs, and habits that 
interact with the formal structure to create behavioral 
norms (Chatman & O’Reilly, 2016). Organizational 
leaders must manage both internal and external aspects 
of organizational culture. Effective management 
of culture aims to create values and rules that guide 
behavior within the organization. Organizational 
culture plays a strategic role in supporting and 
enhancing performance effectiveness. Operationally, it 
begins with individuals forming a group, collectively 
creating the organization. Measures of organizational 
culture include personal development, innovation 
growth, fairness, environmental concern, cooperation, 
employee care, and diversity (Heritage et al., 2014). 
Organizations foster an integrative culture to produce 
work behavior aligned with business values. Cultural 
alignment is reflected in adherence to vision and 
mission, trust in leadership, work professionalism, and 
a conducive work environment (Aboramadan et al., 
2020). An organization’s vision is measured through 
future goal formulation. Companies with strong 
organizational cultures typically show a correlation 
with employee work patterns, which supports the 
achievement of goals from a strategic and performance 
effectiveness perspective. 

Performance is the ultimate result of executing 
business processes (Anakpo et al., 2023). The 
continuous growth of a company’s business is driven 
by superior performance and high-quality human 
resources (Van Beurden et al., 2021). Employee 
performance represents the final outcome of work 
processes, reflecting the achievement of business 
targets set by the company (Ployhart, 2021). 
Employee performance is assessed based on several 
criteria: quality, quantity, effectiveness, timeliness, 
independence, and commitment (Robbins & Judge, 
2021). Each indicator is measured individually, 
considering the varying abilities of employees in 
completing tasks. Managers play a critical role as 
leaders in ensuring that employee performance aligns 
with organizational goals and customer satisfaction. 
Performance measurement results assist organizations 
in making decisions to enhance customer service. 
Then, customer satisfaction reflects the organization’s 
quality in creating a comfortable and satisfying 
work environment for employees. Employee 
performance serves as a measure of the company’s 
target achievement. It can be evaluated through the 
implementation of rules, transparent assessments, 
bonus enhancements, training and development, 
high attendance, target optimization, and company 
profitability (Paais & Pattiruhu, 2020). Employees 
who feel comfortable in a positive work culture tend to 
exhibit better performance. Performance is crucial for 
the sustainability of a company’s business. Moreover, 
quantitative measurement can demonstrate an 
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organization’s ability to direct employee performance 
achievement. 

Job satisfaction is a positive or pleasant 
feeling arising from job evaluation, success in work 
achievements, or work experiences (Gul et al., 
2018). It has implications for setting rewards and 
job achievements. Employees who are satisfied with 
their work tend to be more effective and productive 
and have lower turnover rates (Zivnuska et al., 
2016). Satisfaction in the workplace occurs when 
the organization provides mental, physiological, and 
financial fulfillment. Job satisfaction is measured 
by rewards, interesting work, career opportunities, 
comfort, and relationships with colleagues (Luthans 
& Thomas, 1989). Satisfaction is achievable when 
factors like work motivation, leadership, and 
organizational culture are well-managed, creating 
a satisfying work environment. Job satisfaction can 
mediate contexts such as job burnout, employee 
retention, and organizational citizenship behavior 
(Khaskheli et al., 2020; Loan, 2020; Wu et al., 2021). 
It is also used as a mediator for employee performance 
(Curado & Santos, 2022; Na-Nan et al., 2020). The 
success of an organization is largely determined by the 
quality and commitment of its leadership, impacting 
the job satisfaction of subordinates. Employees feel 
job satisfaction through positive work outcomes, 
appropriate placement, fair treatment, proper tools, 
and a conducive work environment. Employees will 
focus more on their tasks when job satisfaction factors 
are met.

High-quality work results bring a sense of 
satisfaction. Employees have personal reasons 
for achieving job targets aligned with company 
expectations. Previous research indicates that work 
motivation positively contributes to job satisfaction 
(Idris et al., 2024; Stefurak et al., 2020). An 
organization must provide motivational stimuli through 
compensation, improved work environment quality, 
career promotion, and freedom of job responsibilities 
(Krishernawan et al., 2023). Motivation can be offered 
in both financial and non-financial forms. Enthusiasm 
and work motivation reflect employee engagement 
in work quality. Organizational attention can be 
perceived as enhancing employee job satisfaction. The 
research assumes that motivation is inherent in every 
performance achievement activity. The foundational 
premise is that work motivation positively influences 
job satisfaction. Job success heavily depends on the 
motivation and satisfaction experienced by employees. 
Thus, the hypothesis formulation must demonstrate 
that work motivation drives job satisfaction, leading 
to optimal performance. The first hypothesis is as 
follows.

H1: 	 Work motivation has a positive effect on job 
satisfaction.

Transformational leadership is expected to 
enhance work experience and job satisfaction (Hussain 
& Khayat, 2021). Competitive business organizations 

require leaders with high responsiveness and market 
opportunity awareness (Jensen et al., 2020). Businesses 
continually need swift and precise transformation by 
recognizing various opportunities. Leaders with a strong 
sense of transformation understand that job satisfaction 
must balance with job demands. It becomes apparent 
that job targets must align with fulfilling both financial 
and non-financial needs, recognizing employees as 
executors of business plans. Previous research shows 
that transformational leadership can improve job 
satisfaction (Moin et al., 2021; Siswanto & Yuliana, 
2022). Transformational leadership emphasizes 
building strong superior-subordinate relationships, 
disseminating organizational vision, empowering, 
and showing positive change (Siangchokyoo et 
al., 2020). Communicating optimal performance 
achievement to subordinates is crucial. Leaders’ 
efforts in directing mindset and work according to 
organizational business needs are significant. Hence, 
enhancing job satisfaction through transformational 
leadership contributes to high-quality performance. 
The following is the formulated hypothesis.

H2: 	 Transformational leadership has a positive 
effect on job satisfaction.

Organizational culture can be integrated into 
every work process undertaken by employees (Isensee 
et al., 2020). Companies can shape organizational 
culture through rules, policies, or work guidelines 
that regulate employee behavior (Hanelt et al., 
2021). Organizational culture contributes positively 
to supporting business plans and enhancing 
performance effectiveness. Previous research shows 
that organizational culture positively influences 
job satisfaction (Fidyah & Setiawati, 2020; Park & 
Doo, 2020). A company’s culture can establish a 
structured work pattern, providing employees with 
clear information and guidelines on how to perform 
their tasks according to company directives. This 
form of attention and character-building can be 
perceived positively by employees. The perception of 
organizational culture as a source of job satisfaction 
is built on a psychological level. The orderly work 
processes are viewed as the company’s way of 
demonstrating care in implementing tasks through 
its employees. Therefore, the next hypothesis is 
formulated as follows.

H3: 	 Organizational culture has a positive effect on 
job satisfaction.

Job satisfaction is crucial in supporting 
employee performance (Katebi et al., 2022). 
Companies understand that optimizing employee 
quality can be achieved through enhancing job 
satisfaction, which correlates with performance 
quality (Bowling & Sessa, 2020). Research has 
demonstrated the positive implications of job 
satisfaction on employee performance (Ngwenya & 
Pelser, 2020; Riyanto et al., 2021). The driving forces 
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of job satisfaction must be established by the company 
to ensure employee performance achievement. All 
factors that drive job satisfaction can stem from 
motivation, leadership, and organizational culture 
that support a comfortable working environment. The 
key to improving organizational performance lies in 
retaining employees by treating them in a manner 
that ensures their satisfaction and recognizes them as 
valuable assets. As shown in the following hypothesis, 
the assumption is that ensuring job satisfaction can 
enhance the desired performance quality.

H4: 	 Job satisfaction has a positive effect on employee 
performance.

Success in performance is achieved through 
the accumulation of job satisfaction experienced by 
employees (Beuren et al., 2022). The quality of job 
satisfaction is reflected in the benefits provided by 
the company as part of its treatment of employees. 
Previous research has shown that work motivation has 
an indirect effect on employee performance through 
job crafting and employee engagement (Moon et al., 
2020; Riyanto et al., 2021). Previous studies have 
also demonstrated that work motivation influences 
employee performance through job satisfaction 
(Irwan et al., 2020; Kumari et al., 2021). Employees 
are motivated and inspired by their performance 
achievements. Performance quality can be enhanced 
through changes implemented by leaders. Businesses 
can adapt quickly to current conditions. Every 
problem faced by employees has solutions according 
to leadership direction. Leaders must provide 
inspiration and problem-solving support for every 
obstacle encountered by employees. Previous research 
has proven that transformational leadership positively 
affects employee performance through mediators like 
Organizational Citizenship Behavior (OCB) and work 
engagement (Budur & Demir, 2022; Lai et al., 2020). 
Previous studies also confirm that job satisfaction 
mediates the relationship between transformational 
leadership and employee performance (Curado & 
Santos, 2022; Rawashdeh et al., 2020).

Additionally, organizational culture is shown 
to have an indirect effect on employee performance 
through job satisfaction (Wahjoedi, 2021). 
Organizational culture is expected to improve job 
effectiveness. Employees follow standard procedures 
in every production and service process. Job 
satisfaction is not only formed through regulations or 
benefit programs for employees but also organizational 
culture as a guiding principle that aligns with the 
organization’s values understood by employees. 
Hence, there are three hypotheses as follows.

H5: 	 Work motivation positively affects employee 
performance mediated by job satisfaction 

H6: 	 Transformational leadership positively affects 
employee performance mediated by job 
satisfaction. 

H7: 	 Organizational culture positively affects 
employee performance mediated by job 
satisfaction.

Figure 1 presents work motivation, 
transformational leadership, and organizational 
culture as predictors of employee performance and 
job satisfaction as mediators in proving indirect 
influence. The research model is designed to analyze 
the implications presented in the psychological 
aspects of motivation, leadership, and organization, 
focusing on improving performance. Employees are 
assumed to be the driving factor and main actor in 
achieving the company’s business targets. The model 
explains the direction of the arrows on direct and 
indirect influences. The mediating variable is a link 
with the highest implication proof of direct or indirect 
influence. The research is expected to be the main 
source of information for companies on factors with 
the highest implications on employee performance. 

The research analyzes the effects of work 
motivation, transformational leadership, and 
organizational culture on employee performance, with 
job satisfaction serving as a mediator to test indirect 
effects. The research assumes that work motivation, 

Figure 1 Research Model
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transformational leadership, and organizational culture 
can enhance job satisfaction, which in turn indirectly 
improves employee performance. The research 
aims to provide recommendations for companies to 
stabilize performance. It seeks to demonstrate that the 
alignment of motivation, leadership, and culture can 
balance the quality of job satisfaction experienced by 
employees. The findings are expected to strengthen 
existing research and contribute to the differentiation 
of job satisfaction as a mediator in assessing the 
implications of these variables. The research also adds 
references and supports in the field of human resource 
management. Employees who feel motivated, are 
led by transformational leaders, and work within a 
positive organizational culture are likely to experience 
higher job satisfaction and better performance. 
A supportive organizational culture can enhance 
employee motivation, thereby improving performance. 
Managers and leaders should focus on motivating 
employees, applying transformational leadership 
styles, and fostering a positive organizational culture 
to boost job satisfaction and performance.

The research results are also expected to 
strengthen the information on supporting components 
in improving employee performance. The role of 
transformational leadership is responsiveness to 
business changes and motivational encouragement 
for employees. Meanwhile, the formation of 
organizational culture refers to the effectiveness of the 
work process executed by employees. The novelty of 
the research is the job satisfaction as a mediator and 
object of research in manufacturing companies. Hence, 
the results can be used as a stimulator for companies to 
pay attention to three factors in improving employee 
performance, in terms of leadership, motivation, 
and work culture of the organization internally. The 
novelty can be compared with previous studies so 
that in manufacturing companies, it can strengthen 
information in the context of employee performance.

METHODS

The research applies an exploratory quantitative 
approach to investigate the effects, implications, and 
relationships among variables within a research model 
(Tan, 2022). The analysis focuses on independent 
variables impacting a dependent variable through 
a mediator. Work motivation, transformational 
leadership, and organizational culture are independent 
predictors, while job satisfaction is a mediator, and 
employee performance is the dependent variable. The 
research context involves a quantitative analysis. It is 
posited that employee performance can be enhanced 
through work motivation, transformational leadership, 
and organizational culture. However, the research aims 
to demonstrate the indirect effects mediated by job 
satisfaction. The research assumption is that improving 
aspects of motivation, leadership, and culture can 
generate job satisfaction among employees, which in 
turn will lead to optimal employee performance. 

The research is designed to be explanatory, 
aiming to elucidate the effects among variables. 
It is tailored to the context or research problem 
(Schindler, 2022). The research model is structured 
to validate the direct and indirect implications of all 
variables. The variables include independent variables 
(work motivation, transformational leadership, and 
organizational culture), dependent variable (employee 
performance), and mediating variable (job satisfaction). 
Work motivation is measured through the alignment 
of bonuses, career advancement, fulfillment of family 
needs, organizational support, balance between 
rewards and punishments, and appropriateness of 
training systems for employees (Paais & Pattiruhu, 
2020). Next, transformational leadership is assessed 
using idealized influence, inspirational motivation, 
intellectual stimulation, and individual consideration 
(Antonakis & House, 2014). Meanwhile, organizational 
culture is measured through innovation and risk-
taking, attention to detail, outcome orientation, people 
orientation, team orientation, aggressiveness, and 
stability (Robbins & Judge, 2021). As a mediator, job 
satisfaction is evaluated based on work-life balance, 
job pride, organizational inspiration, good team 
collectivism, employee involvement, and company 
enthusiasm (Luthans & Thomas, 1989). Last, as 
the dependent variable, employee performance is 
measured by rule application, transparent assessment, 
bonus improvement, training and development, 
high attendance, target optimization, and company 
profitability (Paais & Pattiruhu, 2020). 

The research employs a purposive sampling 
approach based on data availability. A questionnaire is 
used as the data collection method. The total number 
of respondents is 177. Respondents are selected based 
on their employment in manufacturing companies, 
minimum tenure of one year, and placement in 
units directly involved with the company’s business 
processes.

The data analysis method used is Structural 
Equation Modelling (SEM) based on Partial Least 
Squares (PLS). The SEM method is chosen for its 
capability to analyze the effects of latent (unobserved) 
variables measured through indicators (observed 
variables) (Hair et al., 2022). PLS-SEM is selected 
because it does not require data to meet classical 
assumptions and is suitable for complex variable 
relationships (Purwanto & Sudargini, 2021). PLS-
SEM is a multivariate statistical analysis technique 
that simultaneously estimates the effects between 
variables, aiming at prediction, exploration, or model 
development (Hair et al., 2019). 

Model evaluation in PLS includes assessing 
measurement models, structural models, and model 
fit and quality. The first stage involves checking 
indicator items for all research variables, with an outer 
loading value of at least 0.7. The second stage assesses 
validity and reliability through Cronbach’s alpha, 
composite reliability, and rho_A, with values above 
0.7. The third stage evaluates discriminant validity by 
comparing the Fornell-Larcker criterion values to the 
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Average Variance Extracted  (AVE) values, ensuring 
all variables pass validity and reliability tests. The 
fourth stage is model fit testing using Q-square, 
Standardized Root Mean Square Residual (SRMR), 
and the R-square coefficient, with indicators based 
on (Chin et al., 2008). The fifth stage tests hypotheses 
using t-tests. Hypothesis testing is conducted to assess 
the magnitude of the effects of work motivation, 
transformational leadership, and organizational culture 
on employee performance, with job satisfaction as the 
mediator.

RESULTS AND DISCUSSION

The research involves 177 respondents. 
Table 1 (see Appendices) presents the respondents’ 
profiles. According to gender, the majority of 
respondents are male (58.8%), while the remaining 
41.2% are female employees. It indicates that 
the research is predominantly composed of male 
respondents. The age classification is dominated by 
the 26−30 year category, with 51 people (29%). Then, 
the result is followed by the 31−35 year category 
with 28 people (16%), 36−40 year category with 
29 people (16%), 41−46 year age category with 26 
people (15%), 18−25 year age category with 25 people 
(14%), 46−50 year age category with 13 people (7%), 
and over 50 year age category with 5 people (3%). 
The representative age of respondents is dominated by 
high productivity and is needed as a research database.  

Regarding job level, most respondents hold 
positions as operators/staff (76.3%), with the remaining 
8.5% as supervisors, 7.9% as managers, and 7.3% 
as assistant managers. The result indicates that most 
respondents are at the operator/staff level compared 
to other positions. For work unit classification, the 
majority of respondents are in the production division 
(56.5%). The others are 13.6% in quality control, 
10.2% in human resources and general affairs, 9.6% 
in other divisions, 5.6% in accounting, 3.4% in 
production control, and 1.1% in technology. 

In terms of education, most respondents have 
completed senior high school (66%), followed by 
bachelor’s degrees (18%), junior high school (6%), 
diploma (6%), and master’s degrees (4%). Finally, 
regarding length of service, most respondents have 
worked for 1−5 years (39.5%). The result is followed 
by 19.8% with 6−10 years of service, 18.1% with 
11−15 years of service, 16.4% with 16−20 years of 
service, and 6.2% with 21−25 years of service.

The first step in the analysis is to test the 
convergent validity, with the minimum outer loading of 
0.7. The result is presented in Table 2 (see Appendices). 
It shows that the evaluation results for the loading 
factor values and AVE for each construct indicate that 
all constructs are valid, with AVE values greater than 
0.5. It means that in terms of loading factor values 
and AVE, all constructs meet the required criteria 
for convergent validity. Similarly, all variables show 
that the composite reliability and Cronbach’s alpha 

values for all constructs exceed 0.7. It indicates that 
all constructs meet the required reliability standards.

The next step is to test the discriminant validity. 
Table 3 (see Appendices) shows that the Fornell-
Larcker criterion values are greater than the AVE 
values (Rönkkö & Cho, 2022). The figures with 
bold font in Table 3 are the Fornell-Larcker criterion 
which shows sufficient validity and is greater than 
AVE in Table 2 (see Appendices). It indicates that all 
variables in the research model meet the standards for 
discriminant validity.

Then, the model is analyzed using R-square, 
Q-square, and SRMR, as detailed in Table 4. Table 
4 (see Appendices) indicates that the R-square for 
employee performance is 0.608 (moderate) and job 
satisfaction is 0.681 (strong) (Chin et al., 2008). 
Work motivation, transformational leadership, and 
organizational culture account for 68.1% of the 
variance in job satisfaction, with the remaining variance 
attributed to factors outside the research model. 
Meanwhile, as a mediator, job satisfaction accounts 
for 60.8% of the variance in employee performance, 
with the others being outside the model. Moreover, the 
Q-square values demonstrate that work motivation, 
transformational leadership, and organizational culture 
predict job satisfaction with a predictive relevance of 
44.9%. In addition, job satisfaction predicts employee 
performance with a predictive relevance of 36.4%. 
Q-square values greater than 0.35 indicate substantial 
predictive relevance of the model (Chin et al., 2008). 
In SRMR, the saturated model values for employee 
and job satisfaction are 0.067, below 0.08, suggesting 
that the model fits perfectly.

The research model can now proceed to 
hypothesis testing. Table 5 (see Appendices) 
indicates that H1 is accepted, demonstrating that 
work motivation positively and significantly affects 
job satisfaction. It shows a p-value of 0.000 < 0.05 
and a t-statistic of 4.007 > 1.96. The coefficient for 
the positive path is 0.279. Meanwhile, H2 is rejected, 
indicating that transformational leadership does 
not have a significant effect on job satisfaction, as 
shown by a p-value of 0.088 > 0.05 and a t-statistic 
of 1.3557 < 1.96. Then, H3 is accepted, showing that 
organizational culture has a positive and significant 
effect on job satisfaction. The p-value is 0.000 < 0.05, 
the t-statistic is 5.947 > 1.96, and the coefficient for the 
positive path is 0.521. H4 is also accepted, indicating 
that job satisfaction has a positive and significant effect 
on employee performance. It has a p-value of 0.000 < 
0.05, a t-statistic of 23.568 > 1.96, and a coefficient for 
the positive path of 0.780. Similarly, H5 is accepted, 
showing that work motivation indirectly affects 
employee performance mediated by job satisfaction. 
In this PLS model, job satisfaction is proven to mediate 
the indirect effect of work motivation on employee 
performance. The p-value is 0.000 < 0.05, and the 
t-statistic is 3.929 > 1.96. 

Next, H6 is rejected, indicating that 
transformational leadership does not have an 
indirect effect on employee performance through job 
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satisfaction. In this PLS model, job satisfaction does 
not mediate the indirect effect of transformational 
leadership on employee performance. The p-value 
is 0.08 > 0.05, and the t-statistic is 1.350 < 1.96. On 
the other hand, H7 is accepted, demonstrating that 
organizational culture indirectly affects employee 
performance mediated by job satisfaction. In this 
PLS model, job satisfaction is proven to mediate the 
indirect effect of organizational culture on employee 
performance, with a p-value of 0.000 < 0.05, a 
t-statistic of 5.597 > 1.96, and a coefficient for the 
positive path of 0.406.

Work motivation can enhance job satisfaction 
by 27.9%. Previous studies have demonstrated that 
work motivation positively impacts job satisfaction 
(Aljumah, 2023; Popoola & Fagbola, 2023). 
Work motivation is closely related to employees’ 
psychological conditions and work quality. Internal 
drive pushes employees to act towards achieving goals, 
and substantial work motivation fosters enthusiasm and 
dedication in their tasks. This drive leads to increased 
job satisfaction, as employees can perform meaningful 
and fulfilling tasks. Recognition and appreciation of 
employees’ contributions are also crucial factors in 
enhancing motivation and job satisfaction. When 
individuals perceive that their efforts and achievements 
are acknowledged by supervisors or colleagues, it 
can elevate their motivation to perform better. Such 
recognition provides a deep sense of satisfaction, 
as employees feel valued and appreciated (Valk & 
Yousif, 2023). Therefore, work motivation encourages 
performance improvement and enhances employee 
satisfaction, which is influenced by leadership’s role 
in optimizing and professionalizing the organizational 
environment.

Transformational leadership does not impact 
job satisfaction. If it has a positive implication, 
transformational leadership will be able to increase 
job satisfaction by 11.3%. The result is supported 
by previous studies, showing that transformational 
leadership does not affect job satisfaction (Puspitaria 
& Hendarsjah, 2022). Nonetheless, some research 
indicates that transformational leadership influences 
job satisfaction (Al Draj & Al Saed, 2023; Gebreheat 
et al., 2023). Transformational leadership is suitable 
for businesses that prioritize flexibility and freedom 
of innovation (Lei et al., 2020). The research is 
conducted at the staff level, which prioritizes the 
accuracy of work procedures and the certainty of 
product quality in accordance with the standards set 
by the company. The reality currently faced is that 
typical transformational leadership does not affect job 
satisfaction. Employees need precise direction and 
explanation when carrying out their work so that the 
quality of the products produced is by expectations and 
can meet consumer needs. The typical thing needed 
is a leader to ensure the correct work procedures and 
a high commitment to the certainty of rewards for 
employee contributions (Abbas & Ali, 2023). So, the 
practice can implement a transactional leadership type 
to ensure business quality. A leader must be able to 

investigate environmental conditions and the accuracy 
of the leadership type. All of that is done to create an 
effective and efficient business process.

Organizational culture can increase job 
satisfaction by 52.1%. Previous studies support that 
organizational culture has a positive effect on enhancing 
job satisfaction (Dawson et al., 2023; Whitehead et 
al., 2023). Job satisfaction becomes more meaningful 
when job values align with organizational culture, 
reflecting performance achievements. Employees who 
feel recognized for their contributions and receive 
high attention from the company tend to be more 
satisfied with their work. An organizational culture 
that encourages collaboration, open communication, 
and recognition of individual achievements will 
likely enhance job satisfaction (Cherian et al., 2021). 
Consistency in implementing organizational culture in 
work processes ensures that employees feel secure and 
confident in their work environment, thereby directly 
fostering job satisfaction. However, the company 
has not yet succeeded in adapting to current business 
conditions and making necessary changes. Businesses 
must be flexible and responsive to market needs. 
Business changes are inevitable and must be addressed 
by the company. Moreover, sensitivity to business 
opportunities is based on the available opportunities 
and prospects.

Job satisfaction can improve employee 
performance by 78%. Previous studies support that 
job satisfaction significantly impacts employee 
performance (Indrayani et al., 2024; Latifah et al., 2024). 
Ensuring that employees experience job satisfaction 
in their job execution is a key factor for performance 
stability (Kessler et al., 2020). A professional 
organization should have the ability to provide job 
satisfaction to all employees, both financially and 
non-financially. The significance observed suggests 
that the quality of performance can be attributed to 
the company’s job satisfaction. Facilities, technology, 
health, and equipment should support the performance 
targets set by the company. Therefore, performance 
sustainability can be maintained over time. Employees 
feel confident and optimistic that each performance 
target can be achieved maximally. Thus, it can be 
concluded that job satisfaction is an integral element 
in achieving high-quality performance as expected by 
the company. 

The indirect effects of work motivation and 
organizational culture positively impact employee 
performance through job satisfaction. Work motivation 
enhances employee performance by 21.8% via job 
satisfaction as a mediator. Several previous studies 
confirm that job satisfaction serves as a mediator 
between work motivation and employee performance 
(Pancasila et al., 2020; Riyanto et al., 2021). 
Achieving good performance requires motivation and 
enthusiasm. The company must provide financial and 
non-financial support to ensure optimal performance. 
The company’s attention is perceived by employees 
as job satisfaction. Then, the work performed by 
employees is seen as a professional return to ensure 
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performance optimization. Job satisfaction as a 
mediator demonstrates that boosting motivation for 
employees indirectly affects their performance. 

Similarly, organizational culture has a positive 
indirect impact of 40.6% on employee performance 
through job satisfaction. Various previous studies 
support that organizational culture indirectly 
influences employee performance positively through 
job satisfaction (Saban et al., 2020; Wahjoedi, 
2021). Job satisfaction as a mediator confirms that 
organizational culture must be developed to ensure 
a clear and professional work pattern. The indirect 
correlation shows that a positive organizational culture 
can create a conducive, safe, and comfortable work 
environment for employees, which can be perceived 
as psychological job satisfaction. A positive culture 
encourages collaboration, innovation, support, and 
shared goals. High job satisfaction tends to improve 
employee performance because satisfied employees 
are generally more motivated, committed, and actively 
participate in their work. 

The results indicate that transformational 
leadership does not have an indirect effect on employee 
performance through job satisfaction as a mediator. If 
there is an indirect effect, transformational leadership 
will only increase employee performance by 8%. Most 
previous studies demonstrate that transformational 
leadership positively impacts employee performance 
through work engagement, job satisfaction, and 
corporate social responsibility (Curado & Santos, 
2022; K & Ranjit, 2020; Lai et al., 2020). This finding 
is anomalous as transformational leadership fails to 
enhance employee performance in the research. In 
the research context, the transformational leadership 
style appears unsuitable for improving employee 
performance. The process of achieving job satisfaction 
is hindered by the leader’s inability to respond to 
employee needs. Business processes should adopt a 
transactional leadership style that emphasizes reward 
and punishment. The result can serve as a basis for 
updating the model in future research.

The research results emphasize that 
organizational culture and work motivation play 
an important role in creating job satisfaction felt by 
employees. The formation of a work culture starts with 
a comfortable, safe, and conducive work environment. 
The psychological effects felt by employees greatly 
support the quality of work since they are required 
to provide the best contribution to the sustainability 
of the company’s business. Work motivation must be 
optimally instilled in all employees. Work motivation 
correlates with employee productivity, supported by 
financial and non-financial aspects. For example, the 
company provides rewards, benefits, or additional 
income for employee work results. Work motivation 
and organizational culture prove that creating 
job satisfaction is a part of improving employee 
performance. These two variables must be a shared 
concern by leaders from the middle level to top 
management. Organizational culture can be a shaper 
of quality work processes and motivation as a driving 

force for employee productivity from a psychological 
perspective. 

Last, the application of transformational 
leadership is not always suitable for all types of 
business organizations. Moreover, changes in business 
processes cannot be carried out easily and quickly. 
The certainty of the right type of leadership can create 
an efficient organizational process. Transactional 
leadership emphasizes consistency of procedures and 
balance between rewards and employee contributions. 
The research results also prove that transformational 
leadership does not align with job satisfaction. 
Freedom to innovate and determine work processes 
is unsuitable for work conditions set with standard 
procedures. Managers and work unit leaders must 
be able to conduct investigations to determine 
appropriate leadership for the work conditions. The 
research shows that transformational leadership with 
job satisfaction as a mediator for improving employee 
performance has no effect. Therefore, a type of 
transactional leadership is needed to guarantee better 
the accuracy of procedures and policies implemented 
by employees.

CONCLUSIONS

The research proves that transformational 
leadership does not play a role in enhancing employee 
performance directly or indirectly. Achieving 
performance improvements should start with a 
company’s ability to increase job satisfaction. Work 
motivation and organizational culture are crucial in 
achieving employee performance, with job satisfaction 
as a key driver. The research provides additional 
insights into how motivation and culture can be 
primary factors in shaping job satisfaction. However, 
the research is limited to manufacturing companies 
in the automotive sector. Thus, the model can be 
tested more in similar companies or different business 
sectors, such as education, government institutions, or 
the tourism industry.

The research results provide significance that 
cultural and motivational factors are always present in 
all company’s business processes. As an organization, 
a business must be able to create a work culture 
that is in accordance with the company’s business 
values. Job satisfaction is a measurement of the 
accumulation felt by employees for what is given by 
the company as work support. Moreover, the success 
of an organization is determined by the effectiveness 
of the type of leadership applied at the organizational 
level. The transformational leadership type is suitable 
for organizations that support employees’ freedom 
to determine the work process and are not limited 
by standard procedures or rigid regulations. So, as a 
basis, organizational culture and work motivation play 
an important role in job satisfaction and employee 
performance. 

Appropriate motivation and organizational 
culture can ensure the quality of work expected by 
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the company. Organizational culture is an indicator 
that supports the development and satisfaction of 
employees. Meanwhile, satisfaction is created based 
on the alignment between individual characteristics 
and organizational culture. Then, job satisfaction 
reflects a general attitude toward work, encompassing 
pleasant and unpleasant experiences and expectations 
for future experiences. 

Leadership and job satisfaction within an 
organization rely on the provision of rewards. By 
rewarding both leaders and subordinates, they can 
work effectively according to the leadership style 
implemented, which fulfills subordinates’ satisfaction. 
A positive organizational culture, through harmonious 
relationships between organizational members and the 
company, allows for effective work procedures and 
consequently enhances performance.

Future research can include additional 
variables consisting of mutual trust, psychological 
empowerment, or other variables supporting 
organizational performance. Transformational 
leadership can be replaced with other leadership types, 
and the model can be adapted to different research 
contexts. Recommendations for future models may 
involve responsible or technological leadership. 
Companies in the technology sector can test this 
model with slight modifications to the variables. 
Additionally, future research can incorporate 
moderation-mediation models using variables such 
as social loafing, innovative work behavior, and 
employee engagement. It is recommended that 
companies initiate job satisfaction development from 
motivation and organizational culture.

REFERENCES

Abbas, M., & Ali, R. (2023). Transformational versus 
transactional leadership styles and project success: 
A meta-analytic review. European Management 
Journal, 41(1), 125–142. https://doi.org/10.1016/j.
emj.2021.10.011

Aboramadan, M., Albashiti, B., Alharazin, H., & Zaidoune, 
S. (2020). Organizational culture, innovation and 
performance: A study from a non-western context. 
Journal of Management Development, 39(4), 437–
451. https://doi.org/10.1108/JMD-06-2019-0253

Al Draj, F., & Al Saed, R. (2023). Mediating role of 
employee empowerment for transformational 
leadership and job satisfaction. Problems and 
Perspectives in Management, 21(1), 59–68. https://
doi.org/10.21511/ppm.21(1).2023.06

Alegbeleye, I. D., & Kaufman, E. K. (2022). How team 
members’ transformational leadership and effective 
followership work during team interactions. Journal 
of Leadership Studies, 16(2), 4–22. https://doi.
org/10.1002/jls.21813

Aljumah, A. (2023). The impact of extrinsic and intrinsic 
motivation on job satisfaction: The mediating role 
of transactional leadership. Cogent Business & 

Management, 10(3), 1–23. https://doi.org/10.1080/2
3311975.2023.2270813

Alrawahi, S., Sellgren, S. F., Altouby, S., Alwahaibi, N., & 
Brommels, M. (2020). The application of Herzberg’s 
two-factor theory of motivation to job satisfaction in 
clinical laboratories in Omani hospitals. Heliyon, 
6(9), 1–9. https://doi.org/10.1016/j.heliyon.2020.
e04829

AlShehhi, N., AlZaabi, F., Alnahhal, M., Sakhrieh, A., & 
Tabash, M. I. (2021). The effect of organizational 
culture on the performance of UAE organizations. 
Cogent Business & Management, 8(1), 1–21. https://
doi.org/10.1080/23311975.2021.1980934

Alwali, J., & Alwali, W. (2022). The relationship between 
emotional intelligence, transformational leadership, 
and performance: A test of the mediating role 
of job satisfaction. Leadership & Organization 
Development Journal, 43(6), 928–952. https://doi.
org/10.1108/LODJ-10-2021-0486

Anakpo, G., Nqwayibana, Z., & Mishi, S. (2023). The impact 
of work-from-home on employee performance and 
productivity: A systematic review. Sustainability, 
15(5), 1–18. https://doi.org/10.3390/su15054529

Andika, R., & Darmanto, S. (2020). The effect 
of employee empowerment and intrinsic 
motivation on organizational commitment and 
employee performance. JAM: Jurnal Aplikasi 
Manajemen, 18(2), 241–251. https://doi.org/10.21776/
ub.jam.2020.018.02.04

Antonakis, J., & House, R. J. (2014). Instrumental 
leadership: Measurement and extension of 
transformational–transactional leadership theory. 
The Leadership Quarterly, 25(4), 746–771. https://
doi.org/10.1016/j.leaqua.2014.04.005

Asgari, A., Mezginejad, S., & Taherpour, F. (2020). 
The role of leadership styles in organizational 
citizenship behavior through mediation of perceived 
organizational support and job satisfaction. Innovar, 
30(75), 87–98. https://doi.org/10.15446/innovar.
v30n75.83259

Asutay, M., Buana, G. K., & Avdukic, A. (2022). The 
impact of Islamic spirituality on job satisfaction and 
organisational commitment: Exploring mediation 
and moderation impact. Journal of Business Ethics, 
181, 913–932. https://doi.org/10.1007/s10551-021-
04940-y

Beuren, I. M., Dos Santos, V., & Theiss, V. (2022). 
Organizational resilience, job satisfaction and 
business performance. International Journal of 
Productivity and Performance Management, 71(6), 
2262–2279. https://doi.org/10.1108/IJPPM-03-2021-0158

Bowling, N. A., & Sessa, V. I. (2020). Essentials of 
job attitudes and other workplace psychological 
constructs: An introductory chapter. In V. I. 
Sessa & N. A. Bowling (Eds.), Essentials 
of job attitudes and other workplace 
psychological constructs. Routledge. https://doi.
org/10.4324/9780429325755-2



49Predictors of Employee..... (Ahmad Azmy; Hitler Sigalingging)

Budur, T., & Demir, A. (2022). The relationship between 
transformational leadership and employee 
performance: Mediating effects of organizational 
citizenship behaviors. Interdisciplinary Journal of 
Management Studies, 15(4), 899–921. https://doi.
org/10.22059/IJMS.2022.325482.674598

By, R. T. (2021). Leadership: In pursuit of purpose. Journal 
of Change Management, 21(1), 30–44. https://doi.or
g/10.1080/14697017.2021.1861698

Chatman, J. A., & O’Reilly, C. A. (2016). Paradigm lost: 
Reinvigorating the study of organizational culture. 
Research in Organizational Behavior, 36, 199–224. 
https://doi.org/10.1016/j.riob.2016.11.004

Cherian, J., Gaikar, V., Paul, R., & Pech, R. (2021). 
Corporate culture and its impact on employees’ 
attitude, performance, productivity, and behavior: An 
investigative analysis from selected organizations of 
the United Arab Emirates (UAE). Journal of Open 
Innovation: Technology, Market, and Complexity, 
7(1), 1–28. https://doi.org/10.3390/joitmc7010045

Chien, G. C. L., Mao, I., Nergui, E., & Chang, W. (2020). The 
effect of work motivation on employee performance: 
Empirical evidence from 4-star hotels in Mongolia. 
Journal of Human Resources in Hospitality & 
Tourism, 19(4), 473–495. https://doi.org/10.1080/15
332845.2020.1763766

Chin, W. W., Peterson, R. A., & Brown, S. P. (2008). 
Structural equation modeling in marketing: 
Some practical reminders. Journal of Marketing 
Theory and Practice, 16(4), 287–298. https://doi.
org/10.2753/MTP1069-6679160402

Curado, C., & Santos, R. (2022). Transformational 
leadership and work performance in health care: 
The mediating role of job satisfaction. Leadership 
in Health Services, 35(2), 160–173. https://doi.
org/10.1108/LHS-06-2021-0051

Dachner, A. M., Ellingson, J. E., Noe, R. A., & Saxton, B. 
M. (2021). The future of employee development. 
Human Resource Management Review, 31(2). 
https://doi.org/10.1016/j.hrmr.2019.100732

Davidson, G., Coetzee, M., & Visser, D. (2007). 
Organisational culture and financial performance 
in a South African investment bank. SA Journal of 
Industrial Psychology, 33(1), 38–48. https://doi.
org/10.4102/sajip.v33i1.261

Dawson, M., Guchait, P., Russen, M., Wang, X., 
& Pasamehmetoglu, A. (2023). Hospitality 
organizational culture: Impact on employee’s job 
satisfaction, organizational citizenship behaviors, 
service recovery performance, and intention to 
leave. Journal of Human Resources in Hospitality & 
Tourism, 22(3), 460–488. https://doi.org/10.1080/15
332845.2023.2180963

Deng, C., Gulseren, D., Isola, C., Grocutt, K., & Turner, N. 
(2023). Transformational leadership effectiveness: 
An evidence-based primer. Human Resource 
Development International, 26(5), 627–641. https://
doi.org/10.1080/13678868.2022.2135938

Dorta-Afonso, D., González-de-la-Rosa, M., García-
Rodríguez, F. J., & Romero-Domínguez, L. (2021). 
Effects of High-Performance Work Systems (HPWS) 
on hospitality employees’ outcomes through their 
organizational commitment, motivation, and job 
satisfaction. Sustainability, 13(6), 1–18. https://doi.
org/10.3390/su13063226

Dziuba, S. T., Ingaldi, M., & Zhuravskaya, M. (2020). 
Employees’ job satisfaction and their work 
performance as elements influencing work safety. 
System Safety: Human - Technical Facility - 
Environment, 2(1), 18–25. https://doi.org/10.2478/
czoto-2020-0003

Fidyah, D. N., & Setiawati, T. (2020). Influence of 
organizational culture and employee engagement 
on employee performance: Job satisfaction as 
intervening variable. Review of Integrative Business 
and Economics Research, 9(4), 64–81.

Gebler, M., Cerdas, J. F., Thiede, S., & Herrmann, C. (2020). 
Life cycle assessment of an automotive factory: 
Identifying challenges for the decarbonization of 
automotive production – A case study. Journal of 
Cleaner Production, 270. https://doi.org/10.1016/j.
jclepro.2020.122330

Gebreheat, G., Teame, H., & Costa, E. I. (2023). The 
impact of transformational leadership style on 
nurses’ job satisfaction: An integrative review. 
SAGE Open Nursing, 9, 1–10. https://doi.
org/10.1177/23779608231197428

Gul, H., Usman, M., Liu, Y., Rehman, Z., & Jebran, K. 
(2018). Does the effect of power distance moderate 
the relation between person environment fit and job 
satisfaction leading to job performance? Evidence 
from Afghanistan and Pakistan. Future Business 
Journal, 4(1), 68–83. https://doi.org/10.1016/j.
fbj.2017.12.001

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. 
(2022). A primer on Partial Least Squares Structural 
Equation Modeling (PLS-SEM) (3rd ed.). SAGE.

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. 
(2019). When to use and how to report the results of 
PLS-SEM. European Business Review, 31(1), 2–24. 
https://doi.org/10.1108/EBR-11-2018-0203

Hajiali, I., Fara Kessi, A. M., Budiandriani, Prihatin, E., 
& Sufri, M. M. (2022). Determination of work 
motivation, leadership style, employee competence 
on job satisfaction and employee performance. 
Golden Ratio of Human Resource Management, 2(1), 
25–69. https://doi.org/10.52970/grhrm.v2i1.160

Hanelt, A., Bohnsack, R., Marz, D., & Antunes Marante, 
C. (2021). A systematic review of the literature on 
digital transformation: Insights and implications 
for strategy and organizational change. Journal of 
Management Studies, 58(5), 1159–1197. https://doi.
org/10.1111/joms.12639

Heritage, B., Pollock, C., & Roberts, L. (2014). Validation 
of the organizational culture assessment instrument. 
PLoS ONE, 9(3), 1–10. https://doi.org/10.1371/



50 Binus Business Review, Vol. 16 No. 1, March 2025, 39−56

journal.pone.0092879
Hussain, M. K., & Khayat, R. A. M. (2021). The impact 

of transformational leadership on job satisfaction 
and organisational commitment among hospital 
staff: A systematic review. Journal of Health 
Management, 23(4), 614–630. https://doi.
org/10.1177/09720634211050463

Idris, M., Choiriyah, Jonifar, U, F. A., & Hidayat, R. 
(2024). The influence of work motivation and work 
environment on job satisfaction and its impact on the 
performance of Bank Mandiri employees Palembang 
City. Revista de Gestao Social e Ambiental, 18(6), 
1–27. https://doi.org/10.24857/rgsa.v18n6-045

Indrayani, Nurhatisyah, Damsar, & Wibisono, C. (2024). 
How does millennial employee job satisfaction 
affect performance? Higher Education, Skills and 
Work-Based Learning, 14(1), 22–40. https://doi.
org/10.1108/HESWBL-01-2023-0004

Irwan, A., Mahfudnurnajamuddin, Nujum, S., & 
Mangkona, S. (2020). The effect of leadership 
style, work motivation and organizational culture 
on employee performance mediated by job 
satisfaction. International Journal of Multicultural 
and Multireligious Understanding, 7(8), 642–657. 
https://doi.org/10.18415/ijmmu.v7i8.2007

Isensee, C., Teuteberg, F., Griese, K. M., & Topi, C. 
(2020). The relationship between organizational 
culture, sustainability, and digitalization in SMEs: A 
systematic review. Journal of Cleaner Production, 
275. https://doi.org/10.1016/j.jclepro.2020.122944

Jaleha, A. A., & Machuki, V. N. (2018). Strategic leadership 
and organizational performance: A critical review of 
literature. European Scientific Journal, 14(35), 124–
149. https://doi.org/10.19044/esj.2018.v14n35p124

Jensen, M., Potočnik, K., & Chaudhry, S. (2020). A mixed-
methods study of CEO transformational leadership 
and firm performance. European Management 
Journal, 38(6), 836–845. https://doi.org/10.1016/j.
emj.2020.05.004

Johansson, P. E. C. (2018, June). Future assembly 
information systems - Redefining the manufacturing 
systems of tomorrow. https://doi.org/10.13140/
RG.2.2.18741.58084

Jolly, P. M., Kong, D. T., & Kim, K. Y. (2021). Social 
support at work: An integrative review. Journal of 
Organizational Behavior, 42(2), 229–251. https://
doi.org/10.1002/job.2485

Jufrizen, Khair, H., Siregar, A. P. W., & Hawariyuni, 
W. (2023). Person-organization fit and employee 
performance: Mediation role job satisfaction and 
organizational commitment. Jurnal Organisasi 
dan Manajemen, 19(2), 360–378. https://doi.
org/10.33830/jom.v19i2.5861.2023

K, J., & Ranjit, G. (2020). Effect of transformational 
leadership on job performance: Testing the mediating 
role of corporate social responsibility. Journal of 
Advances in Management Research, 17(5), 605–625. 
https://doi.org/10.1108/JAMR-05-2020-0068

Kamal, M. M., Sivarajah, U., Bigdeli, A. Z., Missi, F., & 
Koliousis, Y. (2020). Servitization implementation 
in the manufacturing organisations: Classification 
of strategies, definitions, benefits and challenges. 
International Journal of Information Management, 
55. https://doi.org/10.1016/j.ijinfomgt.2020.102206

Kanfer, R., Frese, M., & Johnson, R. E. (2017). Motivation 
related to work: A century of progress. Journal of 
Applied Psychology, 102(3), 338–355. https://doi.
org/10.1037/apl0000133

Katebi, A., HajiZadeh, M. H., Bordbar, A., & Salehi, A. M. 
(2022). The relationship between “job satisfaction” 
and “job performance”: A meta-analysis. Global 
Journal of Flexible Systems Management, 23, 21–
42. https://doi.org/10.1007/s40171-021-00280-y

Kessler, S. R., Lucianetti, L., Pindek, S., Zhu, Z., & Spector, 
P. E. (2020). Job satisfaction and firm performance: 
Can employees’ job satisfaction change the trajectory 
of a firm’s performance? Journal of Applied 
Social Psychology, 50(10), 563–572. https://doi.
org/10.1111/jasp.12695

Khaskheli, A., Jiang, Y., Raza, S. A., Qureshi, M. A., 
Khan, K. A., & Salam, J. (2020). Do CSR activities 
increase organizational citizenship behavior among 
employees? Mediating role of affective commitment 
and job satisfaction. Corporate Social Responsibility 
and Environmental Management, 27(6), 2941–2955. 
https://doi.org/10.1002/csr.2013

Krishernawan, I., Yudiani, E., Saiyed, R., Manda, D., 
& Rukmana, A. Y. (2023). Motivation and job 
satisfaction in employees. Journal of Management, 
2(2), 109–113. 

Kumari, K., Barkat Ali, S., Un Nisa Khan, N., & Abbas, 
J. (2021). Examining the role of motivation and 
reward in employees’ job performance through 
mediating effect of job satisfaction: An empirical 
evidence. International Journal of Organizational 
Leadership, 10(4), 401–420. https://doi.org/10.33844/
ijol.2021.60606

Lai, F. Y., Tang, H. C., Lu, S. C., Lee, Y. C., & Lin, 
C. C. (2020). Transformational leadership and 
job performance: The mediating role of work 
engagement. Sage Open, 10(1), 1–11. https://doi.
org/10.1177/2158244019899085

Latifah, I. N., Suhendra, A. A., & Mufidah, I. (2024). Factors 
affecting job satisfaction and employee performance: 
A case study in an Indonesian sharia property 
companies. International Journal of Productivity 
and Performance Management, 73(3), 719–748. 
https://doi.org/10.1108/IJPPM-03-2021-0132

Legutko, B. J. (2020). An exploration of authentic, servant, 
transactional, and transformational leadership styles 
in Fortune 500 CEO letters. Journal of Leadership 
Studies, 14(2), 44–51. https://doi.org/10.1002/jls.21683

Lei, H., Leaungkhamma, L., & Le, P. B. (2020). How 
transformational leadership facilitates innovation 
capability: The mediating role of employees’ 
psychological capital. Leadership & Organization 



51Predictors of Employee..... (Ahmad Azmy; Hitler Sigalingging)

Development Journal, 41(4), 481–499. https://doi.
org/10.1108/LODJ-06-2019-0245

Lin, C. Y., & Huang, C. K. (2020). Employee turnover 
intentions and job performance from a planned 
change: The effects of an organizational learning 
culture and job satisfaction. International Journal of 
Manpower, 42(3), 409–423. https://doi.org/10.1108/
IJM-08-2018-0281

Loan, L. T. M. (2020). The influence of organizational 
commitment on employees’ job performance: The 
mediating role of job satisfaction. Management 
Science Letters, 10, 3307–3312. https://doi.
org/10.5267/j.msl.2020.6.007

Luthans, F., & Thomas, L. T. (1989). The relationship 
between age and job satisfaction: Curvilinear 
results from an empirical study – A research note. 
Personnel Review, 18(1), 23–26. https://doi.
org/10.1108/00483488910133350

Miao, Y., & Zhang, W. (2024). Big data analysis and 
model construction of the correlation between 
organizational culture and employee performance. 
Journal of Logistics, Informatics and Service 
Science, 11(1), 416–428. https://doi.org/10.33168/
JLISS.2024.0127

Moin, M. F., Omar, M. K., Wei, F., Rasheed, M. I., & 
Hameed, Z. (2021). Green HRM and psychological 
safety: How transformational leadership drives 
follower’s job satisfaction. Current Issues in 
Tourism, 24(16), 2269–2277. https://doi.org/10.108
0/13683500.2020.1829569

Moon, T. W., Youn, N., Hur, W. M., & Kim, K. M. 
(2020). Does employees’ spirituality enhance job 
performance? The mediating roles of intrinsic 
motivation and job crafting. Current Psychology, 
39, 1618–1634. https://doi.org/10.1007/s12144-018-
9864-0

Morris, L. S., Grehl, M. M., Rutter, S. B., Mehta, M., & 
Westwater, M. L. (2022). On what motivates us: A 
detailed review of intrinsic v. extrinsic motivation. 
Psychological Medicine, 52(10), 1801–1816. https://
doi.org/10.1017/S0033291722001611

Na-Nan, K., Kanthong, S., Joungtrakul, J., & Smith, I. D. 
(2020). Mediating effects of job satisfaction and 
organizational commitment between problems with 
performance appraisal and organizational citizenship 
behavior. Journal of Open Innovation: Technology, 
Market, and Complexity, 6(3), 1–19. https://doi.
org/10.3390/JOITMC6030064

Nguon, V. (2022). Effect of transformational leadership 
on job satisfaction, innovative behavior, and work 
performance: A conceptual review. International 
Journal of Business and Management, 17(12), 75–
89. https://doi.org/10.5539/ijbm.v17n12p75

Ngwenya, B., & Pelser, T. (2020). Impact of psychological 
capital on employee engagement, job satisfaction and 
employee performance in the manufacturing sector 
in Zimbabwe. SA Journal of Industrial Psychology, 
46, 1–12. https://doi.org/10.4102/sajip.v46i0.1781

Nhat Vuong, B., Nam Khanh Giao, H., & Van Hung, D. 
(2023). How transformational leadership influences 
employees’ job-related outcomes through public 
service motivation: Does power distance orientation 
matter? Cogent Business & Management, 10(1), 
1–24. https://doi.org/10.1080/23311975.2023.2176281

Niam, J., & Syah, T. Y. R. (2019). Pengaruh motivasi, 
kepemimpinan dan budaya organisasi terhadap 
kepuasan kerja serta dampaknya pada kinerja 
karyawan. Jurnal Opsi, 12(2), 89–95. https://doi.
org/10.31315/opsi.v12i2.3147

Paais, M., & Pattiruhu, J. R. (2020). Effect of motivation, 
leadership, and organizational culture on satisfaction 
and employee performance. The Journal of Asian 
Finance, Economics and Business, 7(8), 577–588. 
https://doi.org/10.13106/JAFEB.2020.VOL7.
NO8.577

Pancasila, I., Haryono, S., & Sulistyo, B. A. (2020). Effects 
of work motivation and leadership toward work 
satisfaction and employee performance: Evidence 
from Indonesia. The Journal of Asian Finance, 
Economics and Business, 7(6), 387–397. https://doi.
org/10.13106/jafeb.2020.vol7.no6.387

Park, S., & Doo, M. Y. (2020). The effect of organizational 
culture and HR practices on female managers’ 
commitment and job satisfaction. European Journal 
of Training and Development, 44(2/3), 105–120. 
https://doi.org/10.1108/EJTD-03-2019-0045

Ployhart, R. E. (2021). Resources for what? Understanding 
performance in the resource-based view and 
strategic human capital resource literatures. Journal 
of Management, 47(7), 1771–1786. https://doi.
org/10.1177/01492063211003137

Polyanska, A., Zapukhliak, I., & Oksana, D. (2019). 
Culture of organization in conditions of changes 
as an ability of efficient transformations: The 
case of gas transportation companies in Ukraine. 
Oeconomia Copernicana, 10(3), 561–580. https://
doi.org/10.24136/oc.2019.027

Popoola, S. O., & Fagbola, O. O. (2023). Work motivation, 
job satisfaction, work-family balance, and job 
commitment of library personnel in Universities in 
North-Central Nigeria. The Journal of Academic 
Librarianship, 49(4). https://doi.org/10.1016/j.
acalib.2023.102741

Portela Maquieira, S., Tarí, J. J., & Molina-Azorín, J. 
F. (2020). Transformational leadership and the 
European foundation for quality management model 
in five-star hotels. Journal of Tourism Analysis: 
Revista de Análisis Turístico, 27(2), 99–118. https://
doi.org/10.1108/JTA-02-2019-0007

Prabowo, T. S., Noermijati, & Irawanto, D. W. (2018). The 
influence of transformational leadership and work 
motivation on employee performance mediated by 
job satisfaction. Journal of Applied Management 
(JAM), 16(1), 171–178. http://dx.doi.org/10.21776/
ub.jam.2018.016.01.20

Purwanto, A., & Sudargini, Y. (2021). Partial Least Squares 



52 Binus Business Review, Vol. 16 No. 1, March 2025, 39−56

Structural Squation Modeling (PLS-SEM) analysis 
for social and management research: A literature 
review. Journal of Industrial Engineering & 
Management Research, 2(4), 114–123.

Puspitaria, I., & Hendarsjah, H. (2022). Pengaruh 
transformational leadership pada kinerja pegawai 
dengan kompensasi dan kepuasan kerja sebagai 
variabel mediasi. Jurnal Aplikasi Bisnis dan 
Manajemen (JABM), 8(2), 630–642. https://doi.
org/10.17358/jabm.8.2.630

Qalati, S. A., Zafar, Z., Fan, M., Sánchez Limón, M. L., 
& Khaskheli, M. B. (2022). Employee performance 
under transformational leadership and organizational 
citizenship behavior: A mediated model. Heliyon, 
8(11), 1–10. https://doi.org/10.1016/j.heliyon.2022.
e11374

Rawashdeh, A. M., Elayan, M., Shamout, M. D., & 
Saleh, M. H. (2020). Job satisfaction as a mediator 
between transformational leadership and employee 
performance: Evidence from a developing country. 
Management Science Letters, 10, 3855–3564. 
https://doi.org/10.5267/j.msl.2020.7.026

Reiman, A., Kaivo-Oja, J., Parviainen, E., Takala, E. P., & 
Lauraeus, T. (2021). Human factors and ergonomics 
in manufacturing in the Industry 4.0 context – A 
scoping review. Technology in Society, 65, 1–9. 
https://doi.org/10.1016/j.techsoc.2021.101572

Riyanto, S., Endri, & Herlisha, N. (2021). Effect of work 
motivation and job satisfaction on employee 
performance: Mediating role of employee engagement. 
In Problems and Perspectives in Management, 19(3), 
162–174. https://doi.org/10.21511/ppm.19(3).2021.14

Robbins, S. P., & Judge, T. A. (2021). Essential of 
organizational behaviour. Pearson.

Rönkkö, M., & Cho, E. (2022). An updated guideline for 
assessing discriminant validity. Organizational 
Research Methods, 25(1), 6–14. https://doi.
org/10.1177/1094428120968614

Ryan, R. M., & Deci, E. L. (2020). Intrinsic and extrinsic 
motivation from a self-determination theory 
perspective: Definitions, theory, practices, and future 
directions. Contemporary Educational Psychology, 
61. https://doi.org/10.1016/j.cedpsych.2020.101860

Saban, D., Basalamah, S., Gani, A., & Rahman, Z. (2020). 
Impact of Islamic work ethics, competencies, 
compensation, work culture on job satisfaction and 
employee performance: The case of four star hotels. 
European Journal of Business and Management 
Research, 5(1), 1–8. https://doi.org/10.24018/
ejbmr.2020.5.1.181

Santos, H., Pereira, M. T., Silva, F. J. G., & Ferreira, L. 
P. (2018). A novel rework costing methodology 
applied to a bus manufacturing company. 
Procedia Manufacturing, 17, 631–639. https://doi.
org/10.1016/j.promfg.2018.10.109

Sapta, I. K. S., Muafi, & Setini, N. M. (2021). The role 
of technology, organizational culture, and job 
satisfaction in improving employee performance 

during the COVID-19 pandemic. The Journal of 
Asian Finance, Economics and Business, 8(1), 
495–505. https://doi.org/10.13106/jafeb.2021.vol8.
no1.495

Schindler, P. S. (2022). Business Research Method (14th 
ed.). McGraw-Hill.

Siangchokyoo, N., Klinger, R. L., & Campion, E. D. 
(2020). Follower transformation as the linchpin of 
transformational leadership theory: A systematic 
review and future research agenda. The Leadership 
Quarterly, 31(1). https://doi.org/10.1016/j.
leaqua.2019.101341

Siswanto, & Yuliana, I. (2022). Linking transformational 
leadership with job satisfaction: The mediating 
roles of trust and team cohesiveness. Journal of 
Management Development, 41(2), 94–117. https://
doi.org/10.1108/JMD-09-2020-0293

Sonntag, M., Mehmann, J., & Teuteberg, F. (2021). 
Application of Industry 4.0 in the automotive 
sector. In Proceedings of the Hamburg International 
Conference of Logistics (Vol. 31, pp. 151–182). 
Epubli GmbH.

Stefurak, T., Morgan, R., & Johnson, R. B. (2020). The 
relationship of public service motivation to job 
satisfaction and job performance of emergency 
medical services professionals. Public Personnel 
Management, 49(4), 590–616. https://doi.
org/10.1177/0091026020917695

Tan, W. (2022). Research methods: A practical guide for 
students and researchers (2nd ed.). World Scientific 
Publishing Co Pte Ltd. https://doi.org/https://doi.
org/10.1142/12863

Thompson, G., Buch, R., Thompson, P. M. M., & Glasø, 
L. (2021). The impact of transformational leadership 
and interactional justice on follower performance and 
organizational commitment in a business context. 
Journal of General Management, 46(4), 274–283. 
https://doi.org/10.1177/0306307020984579

Tran, Q. H. N. (2021). Organisational culture, leadership 
behaviour and job satisfaction in the Vietnam 
context. International Journal of Organizational 
Analysis, 29(1), 136–154. https://doi.org/10.1108/
IJOA-10-2019-1919

Valk, R., & Yousif, L. (2023). “Going beyond to deliver 
hip hospitality”: Exploring motivation and job 
satisfaction of hospitality workers in Dubai. 
International Journal of Organizational Analysis, 
31(2), 293–316. https://doi.org/10.1108/IJOA-12-
2020-2517

Van Beurden, J., Van De Voorde, K., & Van Veldhoven, 
M. (2021). The employee perspective on HR 
practices: A systematic literature review, integration 
and outlook. The International Journal of Human 
Resource Management, 32(2), 359–393. https://doi.
org/10.1080/09585192.2020.1759671

Virakul, B., & Russ-Eft, D. F. (2020). A model for business 
responses to global challenges and sustainable 
development. Social Responsibility Journal, 16(2), 



53Predictors of Employee..... (Ahmad Azmy; Hitler Sigalingging)

199–224. https://doi.org/10.1108/SRJ-09-2018-0223
Wahjoedi, T. (2021). The effect of organizational culture on 

employee performance mediated by job satisfaction 
and work motivation: Evident from SMEs in 
Indonesia. Management Science Letters, 11, 2053–
2060. https://doi.org/10.5267/j.msl.2021.3.004

Whitehead, D., Hamidi, Y., Ebrahimi, H., Hazavehei, S. 
M. M., & Kharghani Moghadam, S. M. (2023). 
Relationships between lifestyle, quality of life, 
organizational culture and job satisfaction among 
nurses related to Health Promoting Hospital (HPH) 
standards. Health Services Insights, 16, 1–13. https://
doi.org/10.1177/11786329231193792

Widarko, A., & Anwarodin, M. K. (2022). Work motivation 
and organizational culture on work performance: 
Organizational Citizenship Behavior (OCB) 
as mediating variable. Golden Ratio of Human 
Resource Management, 2(2), 123–138. https://doi.
org/10.52970/grhrm.v2i2.207

Wu, F., Ren, Z., Wang, Q., He, M., Xiong, W., Ma, G., 
... & Zhang, X. (2021). The relationship between 
job stress and job burnout: The mediating effects 
of perceived social support and job satisfaction. 
Psychology, Health & Medicine, 26(2), 204–211. 
https://doi.org/10.1080/13548506.2020.1778750

Zivnuska, S., Kacmar, K. M., Ferguson, M., & Carlson, 
D. S. (2016). Mindfulness at work: Resource 
accumulation, well-being, and attitudes. Career 
Development International, 21(2), 106–124. https://
doi.org/10.1108/CDI-06-2015-0086



54 Binus Business Review, Vol. 16 No. 1, March 2025, 39−56

APPENDICES

Table 1 Respondents’ Characteristics

Characteristics Category Frequency Percentage

Gender Male 104 58.8%
Female 73 41.2%

Age 18−25 years old 25 14.0%
26−30 years old 51 29.0%
31−35 years old 28 16.0%
36−40 years old 29 16.0%
41−46 years old 26 15.0%
46−50 years old 13 7.0%
>51 years old 5 3.0%

Position Operator/Staff 135 76.3%
Manager 14 7.9%
Supervisor 15 8.5%
Assistant Manager 13 7.3%

Work Unit Quality Control (QC) 24 13.6%
Production 100 56.5%
Production Control 6 3.4%
Technology 2 1.1%
Accounting 10 5.6%
Human Resources and General 
Affair (HRGA)

18 10.2%

Others 17 9.6%
Education Junior High School 10 6.0%

Senior High School 117 66.0%
Associate’s Degree 10 6.0%
Bachelor Degree 32 18.0%
Master Degree 8 4.0%

Length of Service 1−5 years 70 39.5%
6−10 years 35 19.8%
11−15 years 32 18.1%
16−20 years 29 16.4%
21−25 years 11 6.2%
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Table 2 Results of Measurement Indicator Variable

Variable Indicator Factor 
Loading

Cronbach’s 
Alpha AVE Composite 

Reliability
Employee 
Performance

EP1 (Quality & quantity) 0.762 0.843 0.613 0.888
EP2 (Effectiveness) 0.781
EP3 (Timeliness) 0.792
EP4 (Independence) 0.772
EP5 (Commitment) 0.808

Job Satisfaction JS1 (Rewards) 0.845 0.881 0.677 0.913
JS2 (Interesting work) 0.829
JS3 (Career opportunities) 0.844
JS4 (Comfort) 0.808
JS5 (Relationship with colleagues) 0.788

Organizational 
Culture

OC1 (Personal development) 0.754 0.859 0.587 0.895
OC2 (Fairness & diversity) 0.732
OC3 (Environmental concern) 0.726
OC4 (Cooperation) 0.822
OC5 (Innovation growth) 0.790
OC6 (Employee care) 0.768

Transformational 
Leadership

TL1 (Inspirational motivation) 0.803 0.952 0.654 0.958
TL10 (Individual consideration) 0.706
TL11 (Intellectual stimulation) 0.811
TL12 (Intellectual stimulation) 0.865
TL2 (Inspirational motivation) 0.839
TL3 (Inspirational motivation) 0.810
TL4 (Inspirational motivation) 0.798
TL5 (Idealized influence) 0.781
TL6 (Idealized influence) 0.758
TL7 (Idealized influence) 0.848
TL8 (Individual consideration) 0.878
TL9 (Individual consideration) 0.792

Work Motivation WM1 (Compensation) 0.846 0.826 0.658 0.885
WM2 (Improved work environment) 0.767
WM3 (Career opportunities) 0.848
WM4 (Freedom of job responsibilities) 0.779
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Table 3 Results of Discriminant Validity

Variables Employee 
Performance

Job 
Satisfaction

Organizational 
Culture

Transformational 
Leadership

Work 
Motivation

Employee Performance 0.799

Job Satisfaction 0.760 0.823

Organizational Culture 0.734 0.787 0.766

Transformational Leadership 0.679 0.705 0.785 0.809

Work Motivation 0.631 0.685 0.637 0.657 0.811

Table 4 Results of Model Test

Variable R-Square Criteria Q-Square Criteria Component
Standardized Root 

Mean Square 
Residual  (SRMR)

Estimated 
Model

Employee 
Performance

0.608 Moderate 0.364 Big 
Predictive 
Relevance

Saturated 
Model

0.067 Perfect fit

Job Satisfaction 0.681 Strong 0.449 Big 
Predictive 
Relevance

Estimated 
Model

0.08

Table 5 Results of Hypothesis Test

Variable Original Sample T-Statistic P-Value Information

Direct effect

Work Motivation → Job Satisfaction 0.279 4.007 0.000 H1 is accepted
Transformational Leadership → Job 
Satisfaction

0.113 1.355 0.088 H2 is rejected

Organizational Culture → Job 
Satisfaction

0.521 5.947 0.000 H3 is accepted

Job Satisfaction → Employee 
Performance

0.780 23.568 0.000 H4 is accepted

Indirect Effect

Work Motivation → Job Satisfaction → 
Employee Performance

0.218 3.929 0.000 H5 is accepted

Transformational Leadership → Job 
Satisfaction → Employee Performance

0.088 1.350 0.089 H6 is rejected

Organizational Culture → Job 
Satisfaction → Employee Performance

0.406 5.597 0.000 H7 is accepted


