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Abstract. 
Civil servant performance is a key determinant of successful public service delivery, yet empirical 
evidence on how training, transformational leadership, organizational culture, and work environment 
shape employee performance remains inconsistent, and these factors have rarely been examined together 
through the mediating role of work motivation. This study analyses the effects of these four factors on 
civil servant performance, with work motivation as an intervening variable, at the Department of 
Housing, Settlement Areas, and Cemetery Affairs of Tangerang Regency, Indonesia. A quantitative 
approach with an explanatory research design was applied to all 172 employees of the department as a 
saturated sample. Data were collected through an online questionnaire of 31 items measured on a five-
point Likert scale and analysed using Structural Equation Modelling–Partial Least Squares (SEM-PLS) 

with SmartPLS 4.0. All seven hypotheses were supported. Training, transformational leadership, 
organizational culture, and work environment had significant positive effects on work motivation, while 
work motivation, training, and work environment had significant positive effects on employee 
performance. The model explained 78.8% of the variance in work motivation and 79.2% of the variance 
in employee performance. Work motivation mediated the relationships between all four factors and 
performance: the effects of transformational leadership and organizational culture were channelled 
entirely indirectly through work motivation, whereas the relationships involving training and work 
environment showed partial mediation. The findings position work motivation as the strategic link 

between human-resource and organizational factors and civil servant performance. Strengthening the 
clarity of leadership vision and fostering an organizational culture that is open to new ideas are 
recommended as policy priorities, and longitudinal research designs are suggested for future studies. 
Keywords: Training; Transformational Leadership; Organizational Culture; Work Motivation and Civil 

Servant Performance 

 

I. INTRODUCTION 

The performance of civil servants (Aparatur Sipil Negara, ASN) is a critical determinant of the 

effectiveness of local government administration. Successful public service delivery depends largely on the 

availability of competent and responsive employees who can perform their duties in line with organizational 

targets and public demands [1]. Employee performance can be understood as the individual work outcome 

reflected in the quality and quantity of work, timeliness, responsibility, and contribution to organizational 

goals [2]. 

Training is a systematic process designed to improve employees' knowledge, skills, and abilities [3], so 

that employees become better prepared, more confident, and more motivated in carrying out their duties [2]. 

Training that matches task requirements has been shown to increase work motivation [2, 4, 5] and to improve 

employee performance directly through higher productivity and work readiness [6, 7]. Accordingly, the 

following hypotheses are proposed: 

H1. Training has a positive effect on work motivation. 

H6. Training has a positive effect on employee performance. 

Transformational leadership emphasizes the development of subordinates through idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration [8], and is regarded as the 

leadership style best suited to modern organizations seeking to enhance both employee satisfaction and 

performance [9]. Transformational leaders raise work motivation because employees feel valued, guided, and 

involved in achieving organizational goals [10]. This pattern is also confirmed by Bastari et al. [11], who 

found that transformational leadership improves employee performance through the mediation of work 

motivation. Therefore, the following hypothesis is proposed: 

H2. Transformational leadership has a positive effect on work motivation. 
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Organizational culture reflects the shared values, norms, and beliefs that guide the work behaviour of 

organizational members [12], and a strong culture fosters greater loyalty and performance among employees 

[13]. Huda et al. [14] found that organizational culture has a significant positive effect on work motivation, a 

finding reinforced by Laras et al. [15], who showed that a supportive work culture strengthens employees' 

drive to achieve optimal outcomes. Therefore, the following hypothesis is proposed: 

H3. Organizational culture has a positive effect on work motivation. 

Work environment refers to the physical and psychological conditions under which employees perform 

their duties [16], encompassing work systems, job design, and the treatment employees receive from 

supervisors and colleagues [1]. A comfortable and supportive work environment has been shown to increase 

work motivation [1, 17] and to improve employee performance by strengthening commitment and 

achievement orientation [18]. Accordingly, the following hypotheses are proposed: 

H4. Work environment has a positive effect on work motivation. 

H7. Work environment has a positive effect on employee performance. 

In this study, work motivation is positioned as an intervening variable because it captures both the 

internal and external drives that link organizational factors to employee performance; highly motivated 

employees tend to exert stronger effort toward achieving organizational goals [2]. Nursaid et al. [1] 

demonstrated that work motivation has a significant effect on employee performance in a local government 

agency, and Gumasing et al. [17] confirmed that work motivation is a strong predictor of performance 

because motivated employees exhibit greater energy and work engagement. Therefore, the following 

hypothesis is proposed: 

H5. Work motivation has a positive effect on employee performance. 

Prior studies have generally examined these relationships partially. Haryono et al. [2] focused on 

training and job promotion, Udin et al. [10] on transformational leadership through intrinsic work 

motivation, Huda et al. [14] on organizational culture in an educational context, and Nursaid et al. [1] on the 

work environment within a local government agency. The novelty of this study lies in integrating a human-

resource development factor (training) with organizational factors (transformational leadership, 

organizational culture, and work environment) into a single comprehensive model that explains civil servant 

performance through work motivation as an intervening variable. 

Based on the foregoing, this study aims to analyse the effects of training, transformational leadership, 

organizational culture, and work environment on employee performance, with work motivation as an 

intervening variable, at the Department of Housing, Settlement Areas, and Cemetery Affairs of Tangerang 

Regency. The study is expected to contribute to the development of knowledge on public-sector human 

resource management and to provide a practical basis for local governments in designing more targeted 

strategies to improve civil servant performance. 

 

II. METHODS 

Research Design, Population, and Sample 

This study applied a quantitative approach using a survey method with an explanatory research design 

to test the relationships among training, transformational leadership, organizational culture, work 

environment, work motivation, and employee performance. Data were collected by distributing an electronic 

questionnaire to respondents via Google Forms. Within the Structural Equation Modelling–Partial Least 

Squares (SEM-PLS) framework, this approach allows direct effects, indirect effects, and the role of the 

intervening variable to be tested within the developed model [19]. 

The population comprised all employees of the Department of Housing, Settlement Areas, and 

Cemetery Affairs of Tangerang Regency who were actively performing operational duties, totalling 172 

people. Total sampling (a saturated sample) was applied, so the sample size equalled the population size of 

172 respondents. Sample adequacy was assessed against the SEM-PLS rule of thumb of 5–10 times the 

number of indicators; with 31 questionnaire items, the minimum required sample was 155 respondents, 

which the 172 respondents obtained exceed. 
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Measurement 

The measurement instruments were adopted and adapted from relevant prior studies: training (5 items) 

from Haryono et al. [2]; transformational leadership (4 items) from Udin et al. [10]; organizational culture (5 

items) from Huda et al. [14]; work environment (7 items, covering both physical and social aspects) from 

Nursaid et al. [1]; and work motivation and employee performance (5 items each) from Nursaid et al. [1], 

with the employee performance instrument also referring to Udin et al. [10]. The questionnaire therefore 

contained 31 items, all measured on a 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree). 

Data Analysis 

Data were analysed using SEM-PLS with SmartPLS 4.0 software. Before distribution to the full 

population, the instrument was pretested on 30 respondents with characteristics similar to the study 

population to assess initial validity (corrected item-total correlation) and reliability (Cronbach's Alpha ≥ 

0.60) [19]; all items were found to be valid and reliable. The main analysis evaluated the measurement model 

(outer model) through outer loadings, Average Variance Extracted (AVE), Cronbach's Alpha, Composite 

Reliability, and discriminant validity, and the structural model (inner model) through path coefficients, R-

Square, and effect size (f-Square). Hypotheses were tested using bootstrapping with 5,000 subsamples, with 

a significance criterion of t-statistic > 1.96 and p-value < 0.05, while the role of work motivation as an 

intervening variable was assessed through the specific indirect effect values. 

 

III. RESULT AND DISCUSSION 

Results 

Data were collected through an online questionnaire distributed to all ASN employees of the 

Department of Housing, Settlement Areas, and Cemetery Affairs of Tangerang Regency using a total 

sampling technique. All 172 responses were valid and complete for analysis (a valid response rate of 100%). 

Respondent characteristics are presented in Table 1. 

Table 1. Respondent characteristics 

No Characteristic Category Number (Percentage) 

1 Gender 
Male 90 (52.3%) 

Female 82 (47.7%) 

2 Age Range 

≤ 25 years 24 (14.0%) 

26–35 years 54 (31.4%) 

36–45 years 50 (29.1%) 

46–55 years 34 (19.8%) 

> 55 years 10 (5.8%) 

3 Highest Education 

Senior High School 8 (4.7%) 
Diploma (D3/D4) 29 (16.9%) 

Bachelor's Degree (S1) 93 (54.1%) 

Postgraduate (S2/S3) 42 (24.4%) 

4 Length of Service 

1–5 years 57 (33.1%) 

6–10 years 47 (27.3%) 

More than 10 years 68 (39.5%) 

  Total 172 (100%) 

Source: Author's Data Processing Results (2026) 

Descriptive statistical analysis shows that all research variables fall within the high category (mean 

3.945–4.031 on a 1–5 scale), with work motivation obtaining the highest score and transformational 

leadership the lowest. This indicates that respondents generally hold a positive perception of all six research 

variables. 

The measurement model (outer model) met all required criteria. All 31 indicators had outer loadings > 

0.70 (ranging from 0.805 to 0.905), and every construct had an AVE > 0.50 (0.732–0.787), confirming 

convergent validity. Construct reliability was also satisfied, with Cronbach's Alpha of 0.891–0.939 and 

Composite Reliability of 0.925–0.950 (Table 2). Discriminant validity was confirmed through the Fornell-

Larcker criterion (Table 14) and HTMT values (Table 15), which ranged from 0.441 to 0.901; the highest 

value, for the MK-KP pair, was marginally above the conventional 0.90 threshold but was considered 
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acceptable given the theoretical proximity of the two constructs. Indicator VIF values (2.055–3.592) confirm 

the absence of multicollinearity. 

Table 2. Convergent validity and reliability test results 

Variable Indicator Outer Loading Cronbach's Alpha CR AVE 

Training 

PL1 0.859 

0.912 0.934 0.740 

PL2 0.842 

PL3 0.871 
PL4 0.871 

PL5 0.857 

Transformational 

Leadership 

TL1 0.848 

0.891 0.925 0.754 
TL2 0.904 

TL3 0.849 

TL4 0.872 

Organizational Culture 

BO1 0.896 

0.932 0.949 0.787 

BO2 0.862 

BO3 0.895 

BO4 0.876 

BO5 0.905 

Work Environment 

LK1 0.877 

0.939 0.950 0.733 

LK2 0.821 

LK3 0.860 

LK4 0.843 

LK5 0.848 

LK6 0.892 

LK7 0.849 

Work Motivation 

MK1 0.866 

0.909 0.932 0.734 

MK2 0.861 

MK3 0.842 

MK4 0.835 

MK5 0.877 

Employee Performance 

KP1 0.805 

0.908 0.932 0.732 

KP2 0.867 

KP3 0.849 

KP4 0.892 

KP5 0.862 

Source: Author's Data Processing Results (2026) 

The structural model explains 78.8% of the variance in work motivation (R² = 0.788) and 79.2% of the 

variance in employee performance (R² = 0.792), both of which are classified as strong (Table 3). All paths 

show effect sizes in the moderate to near-large category (Table 4). Structural VIF values (1.358–2.663) are 

below the threshold of 5.0, indicating no collinearity issues, and model fit is satisfied with SRMR = 0.048 

and NFI = 0.852. 

Table 3. Coefficient of determination (R-Square and Adjusted R-Square) 

Endogenous Construct R-Square Adjusted R-Square Category 

Work Motivation (MK) 0.788 0.783 Strong 

Employee Performance (KP) 0.792 0.788 Strong 

Source: Author's Data Processing Results (2026) 

Table 4. Effect size (f-Square) test results 

Path f-Square Category 

Training → Work Motivation 0.163 Moderate 

Transformational Leadership → Work Motivation 0.300 Moderate 

Organizational Culture → Work Motivation 0.285 Moderate 

Work Environment → Work Motivation 0.253 Moderate 

Work Motivation → Employee Performance 0.269 Moderate 

Training → Employee Performance 0.337 Moderate (near large) 

Work Environment → Employee Performance 0.232 Moderate 

Source: Author's Data Processing Results (2026) 

Hypothesis testing was conducted using the bootstrapping procedure with 5,000 subsamples in 

SmartPLS 4.0. Following Hair et al. [19], a hypothesis is considered supported if the direction of the path 
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coefficient (β) matches the hypothesis, the t-statistic > 1.96, and the p-value < 0.05. Based on the direct-

effect results, all seven hypotheses were supported (Table 5). 

Table 5. Hypothesis testing results: direct effects 

Hyp. Path β t-Stat p-Value 95% CI Note 

H1 Training → Work Motivation 0.245 4.533 <0.001 [0.140; 0.354] Supported 

H2 
Transformational Leadership → Work 

Motivation 
0.302 5.684 <0.001 [0.194; 0.406] Supported 

H3 
Organizational Culture → Work 

Motivation 
0.328 5.648 <0.001 [0.215; 0.441] Supported 

H4 
Work Environment → Work 

Motivation 
0.270 5.775 <0.001 [0.176; 0.360] Supported 

H5 
Work Motivation → Employee 

Performance 
0.386 5.984 <0.001 [0.262; 0.512] Supported 

H6 Training → Employee Performance 0.368 6.227 <0.001 [0.251; 0.478] Supported 

H7 
Work Environment → Employee 

Performance 
0.285 4.862 <0.001 [0.171; 0.402] Supported 

Source: Author's Data Processing Results (2026) 

At the indicator level, the effect of training on work motivation and employee performance is primarily 

reflected in the alignment of training with job requirements (PL3) and the improvement of knowledge and 

skills (PL4), which have the highest outer loadings. The effect of transformational leadership on work 

motivation is most strongly represented by clarity in conveying the organizational vision (TL2, loading 

0.904). For organizational culture, a culture that encourages employees to perform better (BO5, loading 

0.905) and clarity of work values and norms (BO1) are the strongest representations. The effect of work 

environment is primarily reflected in psychological comfort and interpersonal relationships (LK6, loading 

0.892), confirming that the social dimension is as important as the physical dimension. The effect of work 

motivation on employee performance is most strongly reflected in the drive to contribute to organizational 

goals (MK5, loading 0.877), which culminates in the timeliness and quality of work output (KP4, loading 

0.892). 

The role of work motivation as an intervening variable was confirmed through the specific indirect 

effect test (Table 6). All four indirect paths through work motivation were significant (t-statistic > 1.96; p < 

0.05; 95% CI excluding zero). The largest indirect effect was found for organizational culture (β = 0.127), 

followed by transformational leadership (β = 0.117), work environment (β = 0.104), and training (β = 0.095). 

For the training and work environment paths, both the direct and indirect effects were significant, so work 

motivation acts as a partial mediator on these two paths, whereas the effects of transformational leadership 

and organizational culture on employee performance are channelled entirely indirectly through work 

motivation. The structural model output, including path coefficients and outer loadings, is presented in Fig. 

1. 

Table 6. Specific indirect effect test results (mediating role of work motivation) 

Indirect Path β t-Stat p-Value 95% CI Note 

Training → Work Motivation → 

Employee Performance 
0.095 3.386 0.001 [0.047; 0.157] 

Significant 
(partial 

mediation) 

Transformational Leadership → Work 

Motivation → Employee Performance 
0.117 4.148 0.000 [0.065; 0.176] 

Significant 

(indirect-only 

mediation) 

Organizational Culture → Work 

Motivation → Employee Performance 
0.127 4.245 0.000 [0.074; 0.190] 

Significant 

(indirect-only 

mediation) 

Work Environment → Work 

Motivation → Employee Performance 
0.104 4.141 0.000 [0.060; 0.159] 

Significant 

(partial 

mediation) 

Source: Author's Data Processing Results (2026) 
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Fig. 1. Structural model output (path coefficients and outer loadings), SmartPLS 4.0 

Discussion 

Linking the seven hypothesis tests and the mediating role of work motivation to the theoretical 

foundation and prior empirical evidence shows that the model has strong explanatory power for both work 

motivation and employee performance. Since all hypotheses were supported, the following discussion 

assesses the extent to which the findings align with or differ from previous studies, together with their 

theoretical explanations. 

The first hypothesis (H1), that training has a positive effect on work motivation, was supported. This 

finding is consistent with Sugiarti [5] and Haryono et al. [2], who found that structured training increases 

employee motivation through a better understanding of job tasks. Theoretically, the result is grounded in 

Human Capital Theory [20] and Self-Determination Theory [21]: training strengthens competence, and 

fulfilment of the need for competence fosters intrinsic motivation. Among civil servants at the Department of 

Housing, Settlement Areas, and Cemetery Affairs of Tangerang Regency, technical and substantive training 

relevant to core duties proved more effective in driving employee motivation than general training. 

The second hypothesis (H2), that transformational leadership has a positive effect on work motivation, 

was supported. This result is consistent with Udin et al. [10] and Suong [8], who found that inspirational 

transformational leaders increase employees' work drive. Theoretically, the finding refers to 

Transformational Leadership Theory [22], in which the individualized-consideration dimension also fulfils 

the need for relatedness described in Self-Determination Theory. In the hierarchical civil-service 

environment, leaders who can translate the public-service vision into a compelling purpose prove to be an 

effective source of employee motivation. 

The third hypothesis (H3), that organizational culture has a positive effect on work motivation, was 

supported. This result reinforces the findings of Huda et al. [14] and Laras et al. [15], who showed 

organizational culture to be a driver of motivation across contexts, including the public sector. Theoretically, 

the pattern is grounded in the organizational-culture framework [23] and Social Exchange Theory [24]: a 

positive culture gives meaning to work and also functions as organizational support, which employees 

reciprocate with greater engagement. 

The fourth hypothesis (H4), that work environment has a positive effect on work motivation, was 

supported. This result is consistent with Nursaid et al. [1] and Hariyasasti [25], who found that a comfortable 

physical and non-physical work environment increases motivation among government employees. 

Theoretically, Herzberg's Two-Factor Theory [26] positions working conditions as a factor that, when 

adequately met, supports the emergence of motivation by reducing unnecessary cognitive burden. 

The fifth hypothesis (H5), that work motivation has a positive effect on employee performance, was 

supported, with work motivation emerging as the strongest determinant in the model. This finding reinforces 

http://ijstm.inarah.co.id/index.php/ijstm/about/submissions


International Journal of Science, Technology & Management                                                                         ISSN: 2722 - 4015 

 

http://ijstm.inarah.co.id 

804 

 

Rahim and Jam'an [27], who reported a significant positive impact of motivation on performance. 

Theoretically, Expectancy Theory [28] and Self-Determination Theory [21] explain motivation as the energy 

that directs and sustains goal-oriented behaviour, thereby converting capacity into actual performance. 

The sixth hypothesis (H6), that training has a direct effect on employee performance, was supported, 

consistent with Candana et al. [6] and Yimam [7]. Human Capital Theory [20] explains that effective 

training improves knowledge, skills, and abilities while reducing person-job mismatch. At the Department of 

Housing, Settlement Areas, and Cemetery Affairs of Tangerang Regency, substantive training was shown to 

improve the accuracy and completion of employees' tasks. 

The seventh hypothesis (H7), that work environment has a direct effect on employee performance, was 

supported, consistent with Zhenjing et al. [18]. The Job Demands-Resources Model [29] views an adequate 

work environment as a job resource that reduces workload and stress while facilitating task accuracy. 

The specific indirect effect results show that work motivation mediates the influence of all four 

organizational factors on performance in two distinct patterns: partial mediation on the training and work 

environment paths, which also have significant direct effects, and full channelling of the effects of 

transformational leadership and organizational culture through work motivation. The Ability-Motivation-

Opportunity framework [30] explains that training builds ability, culture and environment create opportunity, 

and leadership stimulates both, yet this capacity translates into performance only when it is supported by 

strong motivation. For bureaucratic organizations, this finding underscores that leadership development and 

workplace-culture programmes for civil servants should be evaluated not merely by their administrative 

output, but by their ability to foster employee motivation as the strategic link to improved performance. 

 

IV. CONCLUSION 

All seven proposed hypotheses were supported by the data. Training, transformational leadership, 

organizational culture, and work environment have significant positive effects on the work motivation of 

civil servants at the Department of Housing, Settlement Areas, and Cemetery Affairs of Tangerang Regency, 

and work motivation, training, and work environment have significant positive effects on employee 

performance. The model explains 78.8% of the variance in work motivation and 79.2% of the variance in 

employee performance. The study further confirms work motivation as a significant intervening variable: 

transformational leadership and organizational culture affect employee performance entirely indirectly 

through work motivation, whereas training and work environment affect performance through both direct 

and indirect (partial mediation) pathways. Theoretically, these findings imply that work motivation is a 

strategic link connecting human-resource development factors and organizational factors to civil servant 

performance. 

From a managerial standpoint, agency leaders are advised to prioritise a training needs analysis based on 

job-competency gaps; strengthen the clarity of leadership vision together with structured coaching and 

mentoring practices; internalise values of integrity and openness to new ideas within the organizational 

culture; improve both the physical and social aspects of the work environment; and build a fair and 

transparent performance-based recognition and reward system to further strengthen employee work 

motivation. 

This study has several limitations. Its scope is limited to civil servants in a single local government 

agency, so the results may not be generalisable to other agencies; its cross-sectional design does not capture 

long-term behavioural change; and it excludes potential moderating variables such as workload, 

organizational commitment, or remuneration systems. Future research is recommended to extend the scope 

to other local government agencies, to consider longitudinal or mixed-methods approaches, and to 

incorporate organizational commitment or job satisfaction as additional moderating or mediating variables. 

 

V. ACKNOWLEDGMENTS 

The authors thank the Master of Management Study Program, Faculty of Economics and Business, 

Universitas Esa Unggul, for its academic support in completing this study; the thesis supervisor for guidance 

and direction throughout the research process; and all employees of the Department of Housing, Settlement 

http://ijstm.inarah.co.id/index.php/ijstm/about/submissions


International Journal of Science, Technology & Management                                                                         ISSN: 2722 - 4015 

 

http://ijstm.inarah.co.id 

805 

 

Areas, and Cemetery Affairs of Tangerang Regency for their willingness to participate as respondents. The 

authors declare no conflict of interest. 

 

REFERENCES 

 

[1] Nursaid, K.S. Fathiah, N.N.P. Martini, A. Sanosra, N. Qomariah, The impact of competence and work 

environment on employee motivation and performance in the financial and asset management division, Quality 

- Access to Success, 22(185), 2021, pp. 52-63. https://doi.org/10.47750/QAS/22.185.08  

[2] S. Haryono, S. Supardi, U. Udin, The effect of training and job promotion on work motivation and its 

implications on job performance: Evidence from Indonesia, Management Science Letters, 10(9), 2020, pp. 

2107-2112. https://doi.org/10.5267/j.msl.2020.1.019  

[3] M. Flegl, L. Depoo, M. Alcázar, The impact of employees' training on their performance improvements, Quality 

Innovation Prosperity, 26(1), 2022, pp. 70-89. https://doi.org/10.12776/QIP.V26I1.1665  

[4] M. Habibie, I. Mustika, The effect of training on work motivation and its impact on employee performance 

(Case study at BPJS Ketenagakerjaan headquarters), International Journal of Innovative Science and 

Research Technology, 5(7), 2020, pp. 51-57. https://doi.org/10.38124/ijisrt20jul039  

[5] E. Sugiarti, The influence of training, work environment and career development on work motivation that has 

an impact on employee performance at PT. Suryamas Elsindo Primatama in West Jakarta, International 

Journal of Artificial Intelligence Research, 6(1), 2021. https://doi.org/10.29099/ijair.v6i1.304  

[6] D.M. Candana, H. Ali, Z. Zefriyenni, Employee performance model through work productivity: Work 

professionalism and training in PT Semen Padang, Qubahan Academic Journal, 4(2), 2024, pp. 590-601. 

https://doi.org/10.48161/qaj.v4n2a664  

[7] M.H. Yimam, Impact of training on employees performance: A case study of Bahir Dar University, Ethiopia, 

Cogent Education, 9(1), 2022. https://doi.org/10.1080/2331186X.2022.2107301  

[8] H.T.T. Suong, The impacts of transformational leadership on motivation of employees: The case of employees 

at Vietnamese small and medium enterprises, WSEAS Transactions on Business and Economics, 17, 2020, pp. 

21-32. https://doi.org/10.37394/23207.2020.17.4  

[9] A.H. Al-Shibami, N. Alateibi, M. Nusari, A. Ameen, G.S.A. Khalifa, A. Bhaumik, Impact of organizational 

culture on transformational leadership and organizational performance, International Journal of Recent 

Technology and Engineering, 8(2 Special Issue 10), 2019, pp. 653-664. 

https://doi.org/10.35940/ijrte.B1116.0982S1019  

[10] U. Udin, R.D. Dharma, R. Dananjoyo, M. Shaikh, The role of transformational leadership on employee 

performance through organizational learning culture and intrinsic work motivation, International Journal of 

Sustainable Development and Planning, 18(1), 2023, pp. 237-246. https://doi.org/10.18280/ijsdp.180125  

[11] A. Bastari, A. Eliyana, T.W. Wijayanti, Effects of transformational leadership styles on job performance with 

job motivation as mediation: A study in a state-owned enterprise, Management Science Letters, 10(12), 2020, 

pp. 2883-2888. https://doi.org/10.5267/j.msl.2020.4.019  

[12] B.R. Mutonyi, T. Slåtten, G. Lien, M. González-Piñero, The impact of organizational culture and leadership 

climate on organizational attractiveness and innovative behavior: a study of Norwegian hospital employees, 

BMC Health Services Research, 22(1), 2022, pp. 1-19. https://doi.org/10.1186/s12913-022-08042-x  

[13] S. Kaur Bagga, S. Gera, S.N. Haque, The mediating role of organizational culture: Transformational leadership 

and change management in virtual teams, Asia Pacific Management Review, 28(2), 2023, pp. 120-131. 

https://doi.org/10.1016/j.apmrv.2022.07.003  

[14] W. Huda, T.J. Raharjo, E. Suharini, T. Prihatin, Organizational culture and self-efficacy with work motivation 

and leadership as key factors, Qubahan Academic Journal, 4(4), 2024, pp. 383-410. 

https://doi.org/10.48161/qaj.v4n4a1220  

[15] T. Laras, B. Jatmiko, T. Dwiwinarno, I.F. Kusumawati, Small and medium enterprises performance impact on 

work culture and competence with motivation as a moderating variable, Quality - Access to Success, 24(193), 

2023, pp. 130-139. https://doi.org/10.47750/QAS/24.193.15  

[16] J.B. Im, M. Joo, K.T. Lee, J.H. Kim, A mixed reality approach to identify cognitive performance and mental 

states in preferred vs. non-preferred individual and collaborative work environments, Building and 

Environment, 274, 2025, 112806. https://doi.org/10.1016/j.buildenv.2025.112806  

http://ijstm.inarah.co.id/index.php/ijstm/about/submissions
https://doi.org/10.47750/QAS/22.185.08
https://doi.org/10.5267/j.msl.2020.1.019
https://doi.org/10.12776/QIP.V26I1.1665
https://doi.org/10.38124/ijisrt20jul039
https://doi.org/10.29099/ijair.v6i1.304
https://doi.org/10.48161/qaj.v4n2a664
https://doi.org/10.1080/2331186X.2022.2107301
https://doi.org/10.37394/23207.2020.17.4
https://doi.org/10.35940/ijrte.B1116.0982S1019
https://doi.org/10.18280/ijsdp.180125
https://doi.org/10.5267/j.msl.2020.4.019
https://doi.org/10.1186/s12913-022-08042-x
https://doi.org/10.1016/j.apmrv.2022.07.003
https://doi.org/10.48161/qaj.v4n4a1220
https://doi.org/10.47750/QAS/24.193.15
https://doi.org/10.1016/j.buildenv.2025.112806


International Journal of Science, Technology & Management                                                                         ISSN: 2722 - 4015 

 

http://ijstm.inarah.co.id 

806 

 

[17] M.J.J. Gumasing, J.C. Tangsoc, E.L. Bernardo, C.S.R. Saflor, The role of ergonomics in enhancing work 

motivation and performance of virtual assistants in e-commerce, Acta Psychologica, 259, 2025, 105379. 

https://doi.org/10.1016/j.actpsy.2025.105379  

[18] G. Zhenjing, S. Chupradit, K.Y. Ku, A.A. Nassani, M. Haffar, Impact of employees' workplace environment on 

employees' performance: A multi-mediation model, Frontiers in Public Health, 10, 2022. 

https://doi.org/10.3389/fpubh.2022.890400  

[19] J.F. Hair, J.J. Risher, M. Sarstedt, C.M. Ringle, When to use and how to report the results of PLS-SEM, 

European Business Review, 31(1), 2019, pp. 2-24. https://doi.org/10.1108/EBR-11-2018-0203  

[20] G.S. Becker, Human Capital: A Theoretical and Empirical Analysis, with Special Reference to Education, 

University of Chicago Press, Chicago, 1964.  

[21] E.L. Deci, R.M. Ryan, Self-determination theory and the facilitation of intrinsic motivation, social development, 

and well-being, American Psychologist, 55(1), 2000, pp. 68-78. https://doi.org/10.1037/0003-066X.55.1.68   

[22] B.M. Bass, Leadership and Performance Beyond Expectations, Free Press, New York, 1985.  

[23] E.H. Schein, Organizational Culture and Leadership (4th ed.), Jossey-Bass, San Francisco, 2010.  

[24] P.M. Blau, Exchange and Power in Social Life, John Wiley & Sons, New York, 1964.  

[25] Y. Hariyasasti, The effect of work environment, discipline and motivation on the performance of elementary 

school teachers in Gunungwungkal District, Universal Journal of Science and Technology, 4(1), 2025, pp. 2-7. 

[26] F. Herzberg, B. Mausner, B. Snyderman, The Motivation to Work, John Wiley & Sons, New York, 1959.  

[27] A.R. Rahim, A. Jam'an, The analysis of influence of motivation and organizational commitment on employees' 

performance in Telkom Kandatel Gorontalo Province, Problems and Perspectives in Management, 16(4), 2018, 

pp. 429-443. https://doi.org/10.21511/ppm.16(4).2018.36  

[28] V.H. Vroom, Work and Motivation, Wiley, New York, 1964.  

[29] A.B. Bakker, E. Demerouti, Job demands–resources theory: Taking stock and looking forward, Journal of 

Occupational Health Psychology, 22(3), 2017, pp. 273-285. https://doi.org/10.1037/ocp0000056   

[30] E. Appelbaum, T. Bailey, P. Berg, A.L. Kalleberg, Manufacturing Advantage: Why High-Performance Work 

Systems Pay Off, Cornell University Press, Ithaca, 2000.  

http://ijstm.inarah.co.id/index.php/ijstm/about/submissions
https://doi.org/10.1016/j.actpsy.2025.105379
https://doi.org/10.3389/fpubh.2022.890400
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1037/0003-066X.55.1.68
https://doi.org/10.21511/ppm.16(4).2018.36
https://doi.org/10.1037/ocp0000056

