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Abstract

The purpose of this study was to examine the impact of transformational and transactional leadership styles on employee
performance. The mediating role of organisational culture was also examined. This quantitative study utilised a survey
approach to collect primary data from 165 respondents engaged in the private sector in Jakarta, Indonesia. The data was
collected during the Covid 19 pandemic. Structural equation modelling using Smart Pls was used to analyse the data. The
data analysis showed that only transformational leadership behaviour had a strong and significant impact on employees'
performance. However, the impact of transactional leadership on employee performance was not significant. In addition,
the organisational culture had an indirect effect on employee's performance. The practical implications suggest that
leaders should adopt transformational leadership to inspire and motivate employees. Transformational leaders must
develop the inner agility to resolve problems by being open-minded, flexible and adopt best practices. This study
provided new insights from the theoretical perspective, and the findings were consistent with the transformational
leadership model. From an originality perspective, this study found that organisational culture mediates the relationship
between leadership styles on employee performance.

Keywords: Employee performance; Transformational leadership; Transactional leadership; Organisational culture; Leadership
behaviour.

1. Introduction

Indonesia is today the world's fourth most populated nation. It has a total population of about 270 million
people. Indonesia is also the largest economy among the nations in Southeast Asia. Indonesia's economy has shown
an uptrend, with GDP increasing from USD755 billion in 2010 to USD 1,042 trillion in 2018 (The World Bank,
2018). Since 1990, Indonesia's real GDP has grown at a rate of 5% per year on average. The high price of
commodities, favourable demographic patterns, and a sound macroeconomic policy framework all contribute to
Indonesia's development and growth. Between 1990 and 2018, the growth resulted in a high six-fold rise in GDP per
capita (World Bank Group, 2019). The development strategy implemented by Indonesia, known as the 'Rencana
Pembangunan Jangka Menengah Nasional,' aims to strengthen the Indonesian economy by developing human capital
and achieving higher global competitiveness levels (The World Bank, 2020). Jakarta is Indonesia's capital, as well as
the country's largest city. The city of Jakarta is one of the world's most populated metropolitan areas. It is situated on
Java's northwest coast. Strategically situated in the archipelago, Jakarta serves as a gateway to the entire country
(Barbour-Lacey, 2015). In 2020, Jakarta had a population of more than 10 million (World Population Review, 2020).
Nowadays, Jakarta is considered a global city and one of the world's fastest-growing economies. As an
administrative centre in its own right and as an important industrial centre, Jakarta is a control centre for the national
economy. Moreover, its location as a port makes it an important trading hub.

The Private Sector in Indonesia comprises the formal sector and the informal sector. The formal private sector
comprises major corporate organisations, state-owned corporations, and investors from abroad. It is calculated that
54 per cent of the business that operates in Indonesia's private sector are primarily micro and small enterprises
(Asian Development Bank, 2015). The report provided by Asian Development Bank (2015) also highlighted that
effective implementation of the policies to improve the private sector is taking longer than was initially anticipated.
In addition, there are questions about the efficiency and productivity of Indonesia's employees that have been raised.
It is predicted that the next generation in Indonesia would only be 54 per cent as effective as she or he might have
been with full health and complete education, according to the World Bank Human Capital Index (The World Bank,
2020). The low levels of human capital limit Indonesia's ability to switch into higher-value-added operations, raise
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productivity, and enhance household welfare. Leadership effectiveness is one of the essential factors that can play a
critical role in enhancing employees' performance and productivity.

1.1. Problem Statement

There are several leadership styles today, and the transactional and transformational leadership styles have
attracted interest from several scholars and researchers (e.g., (Dumdum et al., 2013; Odumeru and Ogbonna,
2013);. The transformational leadership style has often been touted among the various styles as one of the preferred
styles. In this era of accelerating disruption, organisations are facing profound changes (McKinsey Quarterly). The
current era needs transformational leaders who possess skills addressing complex problems and influencing
followers to achieve performance beyond expectations by transforming their behavior (McKinsey Quarterly). The
impact and outcomes of transformational leadership on employee performance have piqued and sparked many
researchers and academics in this phenomenon. A transformational leader is expected to be a leader who inspires and
drives change in a company and has a clear vision, imagination, and motivation to be highly effective (Mohammad
et al., 2011). According to previous studies, transformational leadership positively impacts long-term employee
success (Asrar-ul-Hag and Kuchinke, 2016; Jiang et al., 2017). Research has shown that a transformational leader
has the skills to stimulate their followers and motivate them to go beyond their normal expectations (Brown et al.,
2005) and foster a stronger sense of commitment and unity (Heneman and Judge, 2005) among organisations
members to improve performance.

Despite the importance of leadership and its impact on business organisations' growth and sustainability, there is
a scarcity of research on the effect of transactional and transformational leadership on the job performance of
private-sector employees in Jakarta, Indonesia. Furthermore, organisational culture's role in mediating the
relationship between leadership style and job performance has not been empirically investigated. As a result, this
study is one of the few empirical studies in Indonesia's private sector to examine transactional and transformational
leadership's impact on employee performance. This study will look at the impact of transformational and
transactional leadership styles on employee success in their job performance. In addition, this study will also
examine the mediating role of organisational culture. This study is expected to improve the understanding and
adoption of the appropriate leadership style and behaviour on employees' performance.

2. Literature Review

2.1. Conceptualisation of Employee Performance

Job performance or employee performance have been used interchangeably, and it is one of the most important
outcomes in organisations. Several authors specified the concept of employees' job performance and the associated
parameters (Campbell, 1990; Moeheriono, 2010; Robbins, 2005; Viswesvaran and Ones, 2017). A comprehensive
definition was stated by Viswesvaran and Ones (2017). Viswesvaran and Ones (2017), referred to job performance
as a construct that exhibits employees' behaviours that can be evaluated. The behaviours encompass both visually
observable and non-observable behaviours. They added that job performance refers to actions and behaviours and
the outcomes employees engage in or produce. These outcomes are associated with and contribute towards the goals
of the organisation. Similarly, Moeheriono (2012) referred to job performance as a reflection of the outcome or
achievement that is linked with the implementation goals, vision, and mission by an organisation. Moeheriono
(2012) defines performance as a working result and encompasses the dimensions of quality, efficiency, and
effectiveness. Robbins (2005), referred to job performance as work-related outcomes or results contributed by an
employee in carrying out their roles and responsibilities. This shows that job performance is a multiple-dimensional
construct.

Researchers have paid attention to the performance dimensions and predictors of job performance (e.g.,
(Campbell, 1990; Leea and Donohue, 2012; Viswesvaran and Ones, 2017). As stated by Viswesvaran and Ones
(2017), the concept of job performance is changing, and new dimensions are added. The dimensions include
outcomes and behaviours. Viswesvaran and Ones (2017), argued that individual job performance refers to behaviour,
but the outcomes between outcomes and behaviours are not clear. From a psychological perspective, Campbell
(1990) stated that there is a clear demarcation between outcomes and behaviours. Campbell (1990), defined job
performance in terms of eight dimensions. Job performance is also conceptualised as work-related behaviour and not
about employee work outcomes (Aguinis, 2009). Motowidlo et al. (1997) indicated that job performance is the
aggregate value of the discrete behavioural episodes that an individual performs over a normal time interval to
organise them. A model was proposed by McCLoy et al. (1994), that specifies three performance determinants,
namely declarative knowledge, procedural knowledge, and motivation. The model built by Campbell (1990) was
evaluated by Leea and Donohue (2012), and the job efficiency model with six components was further amended. Job
performance was further categorised into the task and contextual performance by Borman and Motowildo (1997).
What constitutes output can be presumed to vary between workers. Therefore, job performance is a multi-
dimensional construct, and a vast number of metrics exist as indicators of employees' performance or success.

2.2. Transactional Leadership and Job Performance

Transactional leadership is considered suitable to the moral values of employees. It generates the employee’s
energy and resources and further increases their consciousness about ethical issues (Burns, 1978, as cited by Yukl
and Gardner (2020). The employees feel motivated because the transactional leadership is appealing to their self-
interest and offer rewards and benefits. Transactional leadership is an exchange process that focuses on the
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exchanges between a leader and the employees (Northouse, 2013; Bass, 1985, as cited by Yukl and Gardner (2020).
In the process, the employees who follow the leader’s requests are rewarded. Therefore, transactional leadership
styles and behaviours are focused on employees' contractual obligations and the associated rewards (Burns, 1978).
House (1996) also stated that transactional leadership is dependent on the reward and performance of a contractual
obligation by employees. As stated by Bass (1985, as cited by Yukl and Gardner (2020), the types of transactional
behaviours encompass contingent reward, passive management by exception. Another transactional behaviour
referred to as active management by exception was added by Bass and Avolio (1990 as cited by Yukl and Gardner
(2020). However, as stated by Bass (1985, as cited by Yukl and Gardner (2020), transactional leadership behaviour
does not generate commitment by employees. House (1996) further suggested that transformational leadership
enhances employees' performance and should replace transactional leadership.

Transactional leadership is expected to influence employee performance based on the exchange process between
the leader and the follower (Burns, 1978; House, 1996). Past studies have shown both positive and negative
relationships between transactional leadership behaviours and employees' performance (Singh K., 2015; Sundi,
2013; Widayanti and Putranto, 2015). A study that was done by Singh K. (2015) among employees in the banking
sector revealed that transactional leadership behaviours had a positive and significant impact on employee’s
performance and productivity. The work environment is an essential antecedent of employee performance. The study
by Widayanti and Putranto (2015) also revealed that transactional leadership had a significant and positive
relationship with employee performance. Breevaart et al. (2014) explained that contingent rewards positively and
directly impact employee performance by providing a safe and good working environment, autonomy, and support
by leaders. Yang and Yang (2019) further added that rivalry and competition could influence the effectiveness of
leadership. In environments where competition is moderate, transactional leadership will have a greater influence on
employees' innovation and performance. On the contrary, a study by Lor and Hassan (2017) found that transactional
leadership was not a positive and significant predictor of employees’ performance. In addition, scholars and
researchers have stated that there is no single leadership style that is effective in all situations (Lim and Ployhart,
2004). As suggested by Mahdinezhad and Suandi (2013), a leader's leadership style should fit the setting or situation
in which the leader and the employees interact. Based on the literature review, it is posited that:

H1: Transactional leadership exerts a positive influence on the performance of employees in Indonesia.

2.3. Transformational Leadership and Employee Performance

As Burns (1978, as cited in Yukl and Gardner (2020) said, transformative leadership appeals to the employee's
moral ideals and seeks to unlock their energy levels and resources. Bass (1985, as cited in Yukl and Gardner (2020)
later added that leaders demonstrate transformative leadership behaviours to get the employees' confidence, loyalty,
and respect. This leadership style contributes to higher enthusiasm levels, and workers are motivated to move
beyond what is expected. Employees become conscious of the value of task outcomes, sacrifice their self-interest for
the company's sake, and activate their higher-order needs through transformative leadership behaviours. (Bass, 1985,
as cited in Yukl and Gardner (2020). Northouse (2013) also added that transformational leadership contributes to
employee success by going further and deeper than expected, unlike transactional leadership resulting in expected
results. Bass (1985) stated that the three categories of transformational leadership behaviour cover idealised
influence, intellectual stimulation, and individualised consideration. As the fourth aspect of transformational
leadership behaviour. Bass and Avolio later introduced inspirational motivation.

Transformational leadership has gained prominence as the effective leadership style to be practised by leaders
(Jiang etal., 2017; Wilkes et al., 2015). This leadership behaviour is expected to motivate and inspire employees to
move beyond the expected goals and change their behaviour and beliefs (To et al., 2015). Past studies have found a
positive and significant relationship between transformational leadership and employee performance (e.g., (Jiang et
al.,, 2017; Singh R. and Rani, 2017; Wang et al., 2011). Wang et al. (2011), in their study, discovered that
transformational leadership was a positive and essential predictor of contextual performance and task performance of
employees. Singh R. and Rani (2017) found that all four dimensions of transformational leadership, which include
inspirational motivation, intellectual stimulation, and individualised consideration and idealised influence, were
positive and important predictors of employees' contextual performance and success of employees. Nemanich and
Keller (2007) found similar findings when they looked at the effect of transformational leadership style on employee
performance in multinationals. Studies by other researchers have also generally revealed a positive and significant
relationship between transformational leadership style and employee performance (Asrar-ul-Hag and Kuchinke,
2016; Boehm et al., 2015; Jiang et al., 2017). The study by Boehm et al. (2015) revealed that both the
transformational leadership behaviour and the leader’s charisma increased the organisational identity strength, and
this subsequently leads to better job performance. However, some different results were also found. The study by
Masa'deh et al. (2016) revealed a significant and positive impact of transformational and transactional leadership
behaviours on employee performance. The positive impact of transactional leadership on employee performance was
augmented or further strengthened by transformational leadership, according to a study by Rowold and Heinitz
(2007). However, when it came to forecasting group or organisational efficiency, Banks et al. (2016) discovered
that authentic leadership outperformed transformational leadership. The type of leadership behaviour may also be
influenced by the situation that normally encompasses employees, the environment, and the leader's amount of
authority. For instance, transformational leadership had a significant impact on results only in normal circumstances,
according to Geier (2016), and transactional leadership was more influential in extreme situations. Geier (2016)
further added that leaders' behaviour normally would adapt or change between normal contexts and extreme events.
It is therefore hypothesised that:
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H2: Transformational leadership exerts a positive influence on the performance of employees in Indonesia.

2.4. Organization Culture as a Mediator

Culture is a multi-dimensional construct, and according to Schein (2010), culture is considered as a complex
phenomenon that surrounds peoples at all times, and it is constantly generated and enacted by their experiences with
other people and influenced by leadership behaviour. It is a collection of frameworks, structures, rituals, laws, and
norms that direct and guides the behaviour of people. Schein (2010) further argued that culture defines leaders in
situations where a group or team is successful, and the assumptions imposed by leaders are taken for granted.
However, in difficult situations and where assumptions are no longer valid due to environmental changes, leadership
needs to change due to the evolutionary change process. Therefore, as Schein (2010) stated, leaders need to
understand the culture in which they are embedded in. This indicates that leaders in organisations can be the most
powerful determinant of organisational culture. The dominant influence on individuals is the leadership style and
culture. Therefore, leadership plays a critical role because the organisational culture is subject to changes and needs
to be effectively managed and controlled (Kilmann et al., 1985).

The relationship between leadership styles, organisational culture and employee performance has attached
interest from researchers, scholars, and practitioners (e.g., (Abbasi and Zamani-Miandashti, 2013; Ogbonna and
Harris, 2000). Past studies have looked at the impact of leadership styles on organisational culture study and the
effects and practices of leadership on organisational culture (e.g., (Hood, 2003; Kouzes and Posner, 2002). Scholars
have highlighted the crucial role and association between leadership and organisational culture (Karada, 2009; Shiva
and Suar, 2012). Shiva and Suar (2012) asserted that transformational leadership influences organisational culture,
which further leads to organisations' effectiveness. Similarly, another study by Abbasi and Zamani-Miandashti
(2013) revealed a significant and positive relationship between transformational leadership and organisational
culture. llyas and Abdullah (2016) further added that organisational culture is directly related to employees' job
satisfaction, and job satisfaction subsequently affects employees' performance. However, a study by Jung and
Takeuchi (2010) revealed that community culture within the firm influences’ leadership and subsequently, leadership
leads to higher organisational performance. The study by Shahzad et al. (2012) also supported the positive impact of
organisational culture on several employees and performance. Based on the support provided by past studies, it is
believed that there is a relationship between leadership styles, organisational culture and employee performance.

Studies have also shown the mediating role of organisational culture between constructs (e.g., (Gorondutse and
Abdullah, 2016; Xenikou and Simosi, 2006). A study by Chow (2012) supported the mediating role of organisational
culture in the HR-performance relationship. Similarly, another study by Gorondutse and Abdullah (2016) revealed
that organisational culture mediated the relationship between perceived ethics and performance. Organisational
culture can also be a mediator between leadership styles and employee performance (Xenikou and Simosi, 2006).
The study by Ogbonna and Harris (2000) found empirical evidence to support the relationship between leadership
style and performance that was mediated by the existing organisational culture. Similarly, Xenikou and Simosi
(2006) found that organisational culture mediates the relationship between transformational leadership and
performance. Based on the review, it is believed that organisational culture will mediate the relationship between
leadership styles and employee performance. It is therefore hypothesised that:

H3: Organisational culture mediates the relationship between transformational leadership performance of
employees in Indonesia.

H4: Organisational culture mediates the relationship between transformational leadership performance of
employees in Indonesia.

3. Methodology and Research Design
3.1. Research Design

The explanatory study aimed to evaluate the correlation between transactional leadership, transformative
leadership, and employee performance. Organisational culture as a mediator was included in this research. In this
research, positivism was a more fitting philosophy since it relates to the natural scientist's philosophical position and
measurements for the constructs were available to evaluate the hypothesised relationships of cause effects (Saunders
et al., 2016). A deductive strategy was necessary, and quantitative analysis was carried out. This study used a cross-
sectional research and survey technique to gather numerical data using self-administered questionnaires. Bougie and
Sekaran (2016) stated that perceptions could be measured using questionnaires. In addition, cross-sectional surveys
are helpful in studying a phenomenon and relationships between the variables (Saunders et al., 2016). For data
analysis, the Smart PLS tool was used together with the SPSS tool.

3.2. Target Population, Sampling, and Sample Size

The qualified individuals, activities, or items of interest that the researcher wants to examine is referred to as the
target population (Sekaran and Bougie, 2016). In a large-scale study, it would be impossible to obtain data from the
entire population for this analysis. As a result, a representative sample of the target population was chosen to provide
the required data for this study (Saunders et al., 2016). There are two types of sampling techniques: probability
sampling (also known as representative sampling) and non-probability sampling (Saunders et al., 2016). Since a list
of potential respondents was not readily available, convenience sampling was used instead. The sample size was
calculated using Tabachnick and Fidell (2013). The required sample size was 82 that was calculated based on the
formula "50 + 8m", where "m" is the number of factors. Hair et al. (2010) recommended that the hypothesised
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relationship testing based on structural equation modelling (SEM), the sample size should be between 100 to 500.
The sample size would grow depending on the number of indicators, model complexity and measurement
characteristics. For testing a model using SEM, Kline (2010) recommended sample size of 200. Bacon (1997)
highlighted that SEM applications typically use 200 to 400 sample size to fit a model with a minimum of 10 to15
observed variables. The target sample size set for this study was set as 150 respondents.

3.3. Instrumentation

This questionnaire was divided into two parts. The first part consists of demographic questions on the
respondents' background, particularly gender, marital status, and working experience. A filter question was inserted,
and the respondent is asked if they work in a company in the private sector in Indonesia as a full-time employee.
Section B of the questionnaire was designed to measure the constructs in this study. The questions were adapted
from past studies. For the constructs, transactional leadership and transformational leadership, this research used the
items from Ismail et al. (2010) to measure the transactional leadership among the employees from companies in
Jakarta, Indonesia, by using five dimensions of the Likert scale. This research used the items adapted from the study
by Abid Alvi et al. (2014) to measure organisational culture. For employee performance, this research adapted the
questions from the study by Inuwa (2016). The interval scale (Likert type) was used to measure the respondents’
response as it is easy to administer, and it is easy for the respondents to understand and answer the questions
(Malhotra, 2009). The Likert type measurement was anchored by 1 = strongly disagree, 2 = disagree, 3 = neither, 4 =
agree, 5 = highly agree.

3.4. Data Collection

There are three types of survey strategies that can be used to collect quantitative data: observation, structured
interview, and self-administered questionnaire (Saunders et al.,, 2016). For this study, self-administered
questionnaires were used because they allow data to be collected more quickly from a larger sample size and a wider
geographical area (Saunders et al., 2016). Therefore, a self-administered questionnaire was the most appropriate
technique for this research due to the restrictions and time constraints. A hybrid technique was used to maximise the
response where the questionnaires were sent electronically and delivered by hand. The electronic distribution turned
out to be the most appropriate strategy during the COVID-19 pandemic, as around 80% of the responses were
received electronically. The first wave of questionnaires was collected within one month. Follow-up was done, and
the second wave of questionnaires was collected with the next two months. A total of 169 questionnaires were
received, and four questionnaires were rejected due to missing data. A total of 165 good questionnaires were used for
further data analysis.

3.5. Data Analyses

Data from the questionnaire was edited and transferred to an Excel file. Thereafter, the IBM SPSS and Smart Pls
statistical software were used to analyse the data. The IBM SPSS software was used to perform the descriptive
analysis. The respondents' demographic profiles were obtained by using the IBM SPSS software that provided the
frequency, percentage, and graphical presentations. The Smart PLS software tool was used to generate the inferential
statistics, reliability testing and validating testing.

For reliability, validity, and hypothesis testing, the Smart Pls tool was used in this study. The degree of
consistency of data as reflected in the measurement model in estimating the proposed latent construct is referred to
as reliability (Awang, 2015). According to Hair et al. (2019), the Composite Reliability Index can be used to assess
the reliability of a measurement model (CR). As a Rule of Thumb, the value obtained for the construct reliability
must be at least 0.70 or greater (Hair et al., 2019). The Smart Pls method can be further used to assess convergent
and discriminant reliability. According to Awang (2015), convergent validity is not violated if all of the
measurement model's items are statistically important. The convergent validity was based on Average Variance
Extracted (AVE) for each construct, and as a rule of thumb, AVE ought to be 0.5 or higher (Hair et al., 2019). Hair
et al. (2019) recommended that a low but significant loading of 0.50 and below should be considered for deletion.
Items with low factor loadings need to be removed to improve the validity, as retaining the low factor loading items
causes the construct to fail convergent validity. The discriminant validity refers to the measurement model in which
a construct is free from redundant items. The discriminant validity is the extent to which a construct is empirically
distinct from other structural models' constructs. The Fornell and Larcker (1981) criteria were used to test
discriminant validity. The Smart PLS software provided correlation coefficients and the significance level of the
hypothesised structural relationships among the constructs based on the structural model. In this investigation, there
were two direct hypotheses and two mediation hypotheses. Hypothesis H1 and H2 were tested for the cause-effect
relationship, and hypothesis H3 and H4 were tested for mediation impact.

4. Results

4.1. Respondents Demographics
There were 165 respondents in this study. The table shows the characteristics of the respondents.
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Table-1. Respondents’ Characteristics

Characteristic | Number | Percentage
Gender

Male 89 53.9
Female 76 46.1
Age

Less than 21 41 24.8
22 t0 34 106 64.2
35 to 45 18 10.9
Job Tenure

Less than 1 year 81 49.1
1to 5 years 73 44.2
6 to 10 years 9 5.5
More than 10 years 2 1.2

In this study, most were male respondents. There were 89 (53.9%) male respondents and 76 (46.1%) female
respondents. In terms of age distribution, most of the respondents were in the 22 years to 34 years group. The first
age group of employees was less than 21 years old, with 41 (24.8%) respondents. The second group of employees
were between 22 and 34 and had 106 (64.2%) respondents. The last group was between 35 and older, and this group
had 18 (10.9%) respondents. This indicates that most of the employees were young. Lastly, the length of the
employees’ working tenure in the private sector was divided into four groups. The first group consisted of employees
that had working experience less than one year, and this group had 81 (49.1%) respondents. The second group
consisted of employees with one to five years of working experience in the private sector, and this group had 73
(44.2%) respondents. The third group consisted of employees who had between six to ten years of experience, and
there were 6 (5.5%) respondents in this group. Lastly, the fourth group consisted of employees who had more than
ten years of working experience in the private sector, and there were 2 (1.2%) respondents in this group. The
working experience distribution also shows that most of the respondents were young and had between one to five
years of experience in the private sector.

4.2. Reliability

The results of reliability testing are presented below. The reliability in this study was the degree to which a
variable is consistent with what it is supposed to measure (Hair et al., 2010). The reliability score based on
established and proven measurements should be at least 0.70. (Hair et al., 2019). This is further supported by
Sekaran and Bougie (2010), who stated that reliability is considered poor if the value is less than 0.6, appropriate if
the value is 0.7, and excellent if the value is 0.8 or higher. The minimum suggested value by Sarstedt et al. (2014)
for internal consistency reliability must have a value of at least 0.6 (Sarstedt et al., 2014). The value of rho for all
constructs in this analysis was greater than 0.8. The Cronbach Alpha and composite reliability values were both
above 0.8. This is good reliability and indicates that the reliability of data collected in this study was good.

Table-2. Construct Validity and Reliability

Cronbach's rho_A Composite Average Variance
Alpha Reliability Extracted (AVE)
Organizational Culture 0.926 0.930 0.937 0.578
Performance 0.864 0.882 0.901 0.647
Transactional Leadership 0.810 0.831 0.869 0.575
Transformational leadership | 0.920 0.922 0.933 0.582

4.3. Convergent Validity

In this study, convergent validity was established based on results obtained from the Smart Pls system. In this
study, convergent validity refers to the extent to which the construct converges to explain the variance of its items
(Hair et al., 2019). In this study, the Average Variance Extracted or commonly referred to as ‘AVE', was used to
check the construct’s convergent validity. In this study, the mean value was computed based on each indicator's
square loading on a construct. The Smart Pls system results showed the AVE value was 0.5 and above, and this is
above the threshold value of 0.5 that was stated by Hair et al. (2019). All the factor loadings leadings were also
above 0.5, and therefore none of the items was deleted. The results confirmed the convergent validity of the items in
this study.

4.4. Discriminant Validity

In this study, the discriminant validity was tested. The discriminant validity showed the degree to which a
construct is empirically distinct from other constructs. The objective of establishing discriminant validity is to make
sure that the study's construct has the strongest relationship with the indicators of the construct. Fornell and Larcker
(1981) suggested a traditional metric in which the AVE of each construct in the model is compared to the squared
inter-construct correlation of the same construct and all other reflectively calculated constructs (Hair et al., 2019).
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The findings of this analysis revealed that all of the indicators had the highest loadings on each of the constructs. As
a result, discriminant validity was determined.

Table-3. Discriminant validity — Fornell Larcker

Organizational | Performance | Transactional Transformational
Culture Leadership leadership
Organizational Culture 0.760
Performance 0.673 0.804
Transactional Leadership | 0.725 0.534 0.758
Transformational 0.793 0.639 0.756 0.763
leadership

The Fornell Larcker metric has been used in several studies to establish discriminant validity. However,
according to Hair et al. (2019), it is not a satisfactory indicator of discriminant validity. The Heterotrait-Monotrait
Ratio or commonly referred to as 'HTMT?, is an alternative measurement that has been proposed. The mean value of
item correlations across constructs compared to the mean of average correlations for items measuring the same
construct is referred to as HTMT. In order to establish the discriminant validity in this study, the values should be
less than 0.9 (Henseler et al., 2015). Since all of the HTMT values in this analysis were less than 0.9, discriminant
validity was established.

Table-4. Heterotrait-Monotrait Ratio (HTMT)

Construct Organizational | Performance | Transactional | Transformational
Culture Leadership leadership

Organizational Culture

Performance 0.743

Transactional Leadership 0.831 0.619

Transformational leadership 0.890 0.693 0.881

4.5. Multicollinearity

As Hair et al. (2010) explained, multicollinearity refers to the extent to which the other variables in the analysis
can explain a variable. A high value of multicollinearity can complicate the interpretation of the variate. The value of
variance inflation factor (VIF) is used to test whether multicollinearity exists. Hair et al. (2019) stated that the VIF
values of five and above indicate the existence of the multicollinearity issue. As a rule of thumb, VIF values should
close to 3 and lower. In this study, all the VIF values were close to 3 or lower. This indicates the non-existence of
multicollinearity issues.

Table-5. Variance Inflation Factor (VIF)

Indicator VIF

OCulturel 2.208
Oculturel0 1.979
Oculturell 2.431
Oculture2 2.554
Oculture3 1.670
Oculture4 2.356
Ocultureb 3.160
Oculture6 2.748
Oculture? 2.210
Oculture8 2.256
Oculture9 2.281
Performance2 2.075
Performance3 1.846
Performance4 1.781
Performancel 1.736
Performance5 2.374
Transactionall 2.134
Transactional2 2.050
Transactional3 1.963
Transactional4 1.732
Transactional5 1.297
Transformational2 2.007
Transformational3 2.088
Transformational4 2.083
Transformational5 1.965
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Transformattonal6 2.612
Transformational7 2.661
Transformational8 3.203
Transformational9 2.107
Transformationall 2.058
Transformational 10 2.333

4.6. Coefficient of Determination (R-square)

In this study, the measurement model was satisfactory. Collinearity was also not an issue. The next step is the
assessment of the structural model. This can be based on the value of the coefficient of determination (R-square).
The R2 value related to the first endogenous construct (organisation culture) was 0.74, and this indicates that 74% of
the variance, which is explained in the endogenous construct, namely organisational culture. The r-square value of
0.41 indicates that 41% of the variance is explained in the endogenous construct, namely performance.

Table-6. Coefficient of Determination

R Square R Square Adjusted
Organizational Culture 0.742 0.739
Performance 0.413 0.406

4.7. Significance and Relevance of Path Coefficients

Bootstrapping with a resample of 5000 was done to evaluate the significance of path coefficients and determine
the mediator's mediation effects. To evaluate the significance, the t-value was examined. Hair et al. (2019) stated
that the standard beta (B) values and the associated t-values that were generated after running the bootstrapping
procedure need to be examined. A t-value that is higher than 1.96 or a p-value lower than 0.05 indicates a significant
relationship. The first hypothesis, H1, examined the relationship between transactional leadership and employee
performance. The standardised regression value of .116, t-value of 1.159 and a p-value of 0.246 indicate the impact
is not significant. Therefore, hypothesis H1 was not supported. The second hypothesis, H2, examined the
relationship between transformational leadership and employee performance. The standardised regression value of
551, t-value of 6.227 and p-value of 0.000 indicate the impact is significant. Therefore, hypothesis H2 was
supported.

Next, the hypothesis H3 and H4 were tested. Hypothesis H3 was to find out whether organisational culture
mediates the relationship between transactional leadership and employee performance. In step 1, the indirect effect
(axb) must be significant. The effect of transactional leadership on organization culture was positive and significant
(B =0.184 and p-value = 0.004). The effect of organisational culture on employee performance was also positive and
significant ((B = 0.492 and p-value = 0.000). The total effect (a x b) was 0.090. In this case, X's direct effect on Y
was reduced (B = 0.116 to 0.024), and the indirect effect (through M) was insignificant before and after mediation.
This indicates only indirect mediation. Hypothesis H4 was to find out whether organisational culture mediates the
relationship between transformational leadership and employee performance. In step 1, the indirect effect (axb) must
be significant. The effect of transformational leadership on organization culture was positive and significant (f =
0.551 and p-value = 0.000). The effect of organisational culture on employee performance was also positive and
significant ((f = 0.492 and p-value = 0.000). The total effect (a x b) was 0.271. In this case, X's direct effect on Y
was reduced after mediation (f = 0.551 to 0.197). The direct effect that was significant before mediation (p = 0.000)
becomes insignificant after mediation (p = 0.118). The type of mediation here is called a “complete mediation” since
the direct effect of X1 on Y is not significant after X2 entered the model. Instead, the indirect effect is significant.
Thus, transformational leadership has an indirect effect on Y through the mediator variable organisational culture
(Awang, 2012).
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Figure-1. Path Coefficients diagram
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Table-7. Path Coefficients without mediation
Relationship Original | Sample | Standard | T P
Sample Mean Deviation | Statistics | Values
Transactional Leadership -> Orgnizational | 0.182 0.190 0.065 2.809 0.005
Culture
Transactional Leadership -> Performance 0.116 0.123 0.100 1.159 0.246
Transformational leadership -> Orgnizational | 0.715 0.710 0.061 11.673 0.000
Culture
Transformational leadership -> Performance 0.551 0.551 0.088 6.227 0.000
Table-8. Results of Hypothesis testing after bootstrapping and mediation
Original | Sample | Standard | T P
Sample Mean Deviation | Statistics | Values
Organizational Culture -> Performance 0.492 0.491 0.121 4.062 0.000
Transactional Leadership -> Orgn. Culture 0.184 0.188 0.064 2.870 0.004
Transactional Leadership -> Performance 0.024 0.027 0.104 0.233 0.816
Transformational leadership -> Orgn. Culture 0.713 0.711 0.060 11.799 0.000
Transformational leadership -> Performance 0.197 0.200 0.126 1.562 0.118

5. Discussion, Implications, Limitations, and Recommendations

5.1. Discussion

The first hypothesis was to investigate the impact of the transactional relationship on employee performance in
Indonesia's private sector. The direct effect of transactional leadership on employee performance was not significant
(B=0.116, t-value = 1.159 and p-value = 0.246). The results of this study deviated from past studies. The results are
similar to a study by Lor and Hassan (2017) that also found that transactional leadership was not a positive and
significant predictor of employees’ performance. One explanation of this can be the respondents of this student were
generally young, and the study was done during the Covid-19 pandemic. Therefore, as Mahdinezhad and Suandi
(2013) suggested, the practised leadership style should fit the situation. During the Covid-19 crisis, transformational
leadership may be the preferred leadership behaviour that is expected to motivate and inspire employees to move
beyond the expected goals and change their behaviour and beliefs (To et al., 2015). Another explanation can be the
environment. As revealed in the study by Wei et al. (2010), transactional leadership behaviour is positively related
to employee’s creative performance in teams with a higher empowerment climate and vice versa. Yang and Yang
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(2019) also stated that interaction between transformational leadership and competitive intensity is positively related
to firm performance in highly competitive environments. The private sector is expected to be highly competitive.

The second hypothesis was to examine the impact of transformational leadership on employee performance in
Indonesia's private sector. The results showed that there was a strong and significant relationship between
transformational leadership and employees’ performance (B = 0.551, t-value = 6.227 and p-value = 0.000).
Therefore, the second hypothesis was supported. This study's results were similar to the significant relationships
shown in other studies (Jiang et al., 2017; Singh R. and Rani, 2017; Wang et al., 2011). In past studies,
transformational leadership was a positive and significant predictor of employees' task and contextual performance
(Wang et al., 2011). In past studies, the dimensions of transformational leadership also predict employee
performance (Manesh et al., 2018). This shows that transformational leadership behaviour is essential in motivating
employees and increasing their performance. Transformational leadership will lead to higher enthusiasm levels, and
workers will be motivated to move beyond what is expected. This study's results are consistent with Northouse
(2013), who stated that transformational leadership contributes to employee success by going further and deeper than
what is expected, unlike transactional leadership that only leads to expected results. Transformational leadership can
be effective during times of crisis and during normal times (Zhang et al., 2012). Therefore, leaders in the private
sector should focus on transformational leadership behaviour to improve employee performance. Forward-thinking
leaders should practice transformational leadership to increase the performance of both on-site and remote
employees.

In this study, the third hypothesis (H3) was to examine whether organisational culture mediated the relationship
between transactional leadership relationship and employee performance. The fourth hypothesis (H4) further
examined the role of organisational culture as a mediating factor in the relationship between transformational
leadership and employee performance. The findings revealed that organisational culture has a positive and
significant indirect impact on the relationship between transformational leadership and employee success. Similarly,
organisational culture had a significant and positive indirect impact on employee performance. The essential
association or relationship between leadership behaviour and employee performance was highlighted in this study.
These similar findings were also highlighted in other studies (Karada, 2009; Shiva and Suar, 2012). Abbasi and
Zamani-Miandashti (2013) also found a significant and positive relationship between transformational leadership
and organisational culture. Shahzad et al. (2012) also supported the positive impact of organisational culture on
several employee’s performances. There is a close association between organisational culture and leadership, and as
stated by Yukl and Gardner (2020), an organisation's culture is a situational influence on leaders. However, over
time, leaders can also influence culture. The organisational culture that encompasses cultural values can improve the
organisation's performance (Yukl and Gardner, 2020).

5.2. Implications

This study provided some good practical implications for leaders in the private sector, human resource managers
and other organisations on the crucial role of transformational leadership behaviour and the essential role of
organisational culture. This is consistent with McKinsey's report that stated that the current disruptive times need
transformational leaders who possess the ability to address complex problems. Adapting the leadership behaviour in
uncertain and rapidly changing environments requires innovation and strong leadership in sustain and remain
competitive. Transformational leaders must develop the inner agility to resolve problems by being open-minded,
flexible and adopt best practices (McKinsey Quarterly). The adoption of transformational leadership behaviour will
result in higher leadership effectiveness and higher job performance levels. The adoption of transformational
leadership by leaders in the private sector will further motivate employees to embrace change and work towards the
achievement of the organisation's mission and goals. The transformational leader must develop a healthy and 'safe’
work environment where employees can be innovative and productive. Organisations should support and invest in
transformational leadership development programs to further inspire and motivate their employees to go further than
expected. In this study, it was also found that organisational culture mediates the relationship between leadership
styles and employee performance. It can also be construed that leadership is associated with organisational culture.
Organisations must build a culture that encourages employees to change their attitude and mindset that is focused on
going beyond expectations and working for the common good. Therefore, organisations need to focus on
organisational culture to ensure that transformational leadership behaviour positively impacts employees'
performance.

This research provided some new insights and added to the current body of knowledge from the theoretical
perspective. Firstly, the impact of transactional and transformational leadership behaviours on employee
performance was examined. The study found that transactional leadership has no significant impact on the
performance of employees. Transformational leadership was found to have a significant and strong impact on
employee performance. The findings support the transformational leadership model that was initially developed by
Burns (1978) and later expanded by Bass (1985). Although the model was developed some time ago, this study
shows that the model is still an effective indicator of today's leaders' behaviours or styles. The situation is also
relevant, and this study shows that it is also vital in a crisis situation where the leadership style can make or break an
organisation. This study also found the mediating effects of organisational culture were positive and strong. More
specifically, organisational culture's mediating role was consistent with past studies (Gorondutse and Abdullah,
2016; Ogbonna and Harris, 2000).
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5.3. Limitations and Future Research

There were some limitations associated with this study. Firstly, this study only examined transformational
leadership and transactional leadership. There are other contemporary leadership styles such as ethical leadership,
servant leadership and authentic leadership styles. Future studies should focus on other leadership styles. There are
several culture topologies. For instance, the Organizational Culture Profile (OCP) is represented by seven distinct
values (O'Reilly et al., 1991). This study did not look at the different dimensions of culture topologies such as
aggressive culture. The inclusion of culture topologies in future studies can provide more in-depth information. The
employee performance construct was measured based on the in-role perception and honesty of the respondents. It is
recommended that future studies consider different sources of in-role performance, such as collecting data from
supervisors. This study only looked at the performance of employees. It is recommended that future studies include
other employee-related outcomes such as engagement and creativity.

References

Abbasi, E. and Zamani-Miandashti, N. (2013). The role of transformational leadership, organisational culture and
organisational learning in improving the performance of Iranian agricultural faculties. Higher Education,
66(4): 505-19.

Abid Alvi, H., Hanif, M., Adil, M. S., Ahmed, R. R. and Vveinhardt, J. (2014). Impact of organisational culture on
organisational commitment and job satisfaction. European Journal of Business and Management, 6(27): 30-
39.

Aguinis, H. (2009). Performance management. Prentice Hall: New Jersey.

Asian Development Bank (2015). Asian development outlook 2015. Financing Asia’s future growth.
https://www.adb.org/sites/default/files/publication/154508/ado-2015.pdf

Asrar-ul-Hag, M. and Kuchinke, K. P. (2016). Impact of leadership styles on employees’ attitude towards their
leader and performance: Empirical evidence from Pakistani banks. Future Business Journal, 2(1): 54-64.

Awang, Z. (2012). Research Methodology and data analysis. 2nd edn: UITM Press: Shah Alam.

Awang, Z. (2015). Sem made simple: A gentle approach to learning structural equation modeling. MPWS Rich
Publication.

Bacon, L. D. (1997). Using AMOS for SEM in market research. Lynd Bacon and Associates Ltd., and SPSS Inc:
USA.

Banks, G. C., McCauley, K. D., Gardner, W. L. and Guler, C. E. (2016). A meta-analytic review of authentic and
transformational leadership: A test for redundancy. The Leadership Quarterly, 27(4): 634-52.

Barbour-Lacey, E. (2015). Indonesia online: A guide to E-commerce. ASEAN Briefing.
https://www.aseanbriefing.com/news/indonesia-online-guide-e-commerce/

Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press: New York.

Boehm, S. A., Dwertmann, D. J., Bruch, H. and Shamir, B. (2015). The missing link? Investigating organisational
identity strength and transformational leadership climate as mechanisms that connect CEO charisma with
firm performance. The Leadership Quarterly, 26(2): 156-71.

Borman, W. and Motowildo, S. (1997). Task performance and contextual performance: The meaning for personnel
selection research. Human Performance, 10(2): 99-109.

Bougie, R. and Sekaran, U. (2016). Research methods for business. 7th ednA Skill Building Wily.

Breevaart, K., Bakker, A., Hetland, J., Demerouti, E., Olsen, O. K. and Espevik, R. (2014). Daily transactional and
transformational leadership and daily employee engagement. Journal of Occupational and Organisational
Psycholog, 87(1): 138-57.

Brown, M., Trevifio, L. and Harrison, D. (2005). Ethical leadership: A social learning perspective for construct
development and testing. Organisational Behavior and Human Decision Processes, 97(2): 177-34.

Burns, J. M. (1978). Leadership. Harper Torch Books: New York, NY.

Campbell, J. P. (1990). Modeling the performance prediction problem in industrial and organisational psychology.
In M. D. Dunnette and L. M. Hough (Eds.), Handbook of industrial and organizational psychology.
Consulting Psychologists Press, Inc: Palo Alto, CA. 687-732.

Chow, I. H. S. (2012). The roles of implementation and organisational culture in the HR—performance link. The
International Journal of Human Resource Management, 23(15): 3114-32.

Dumdum, U. R., Lowe, K. B. and Avolio, B. J. (2013). A meta-analysis of transformational and transactional
leadership correlates of effectiveness and satisfaction: An update and extension, Transformational and
charismatic leadership: The road ahead. 10th ednEmerald Group Publishing Limited.

Fornell, C. G. and Larcker, D. F. (1981). Evaluating structural equation models with unobservable variables and
measurement error. Journal of Marketing Research, 18(1): 39-50.

Geier, M. T. (2016). Leadership in extreme contexts: Transformational leadership, performance beyond
expectations? Journal of Leadership and Organizational Studies, 23(3): 234-47.

Gorondutse, A. H. and Abdullah, H. H. (2016). Mediation effect of organisational culture on the relationship
between perceived ethics and SMEs performance. Journal of Industrial Engineering and Management,
9(2): 505-29.

Hair, J. F., Risher, J. J., Sarstedt, M. and Ringle, C. M. (2019). When to use and how to report the results of PLS-
SEM. European Business Review, 31(1): 2-24.

Hair, J. F., Black, W. C., Babin, J. B., Anderson, R. E. and Tatham, R. L. (2010). Multivariate data analysis.
Pearson Prentice-Hall International: Upper Saddle River, New Jersey, U.S.A.:

49


http://www.adb.org/sites/default/files/publication/154508/ado-2015.pdf
http://www.aseanbriefing.com/news/indonesia-online-guide-e-commerce/

Business, Management and Economics Research

Heneman, H. and Judge, T. (2005). Staffing organisations. McGraw-Hill: USA.

Henseler, J., Ringle, C. M. and Sarstedt, M. (2015). A new criterion for assessing discriminant validity in variance-
based structural equation modelling. Journal of the Academy of Marketing Science, 43(1): 115-35.

Hood, J. N. (2003). The relationship of leadership style and CEO values to ethical practices in organisations. Journal
of Business Ethics, 43(40): 263-73.

House, R. J. (1996). Path-goal theory of leadership: lessons, legacy, and a reformulated theory. The Leadership
Quarterly, 79(3): 323-52.

Ilyas, M. and Abdullah, T. (2016). The effect of leadership, organizational culture, emotional intellegence, and job
satisfaction on performance. International Journal of Evaluation and Research in Education, 5(2): 158-64.

Inuwa, M. (2016). Job satisfaction and employee performance: An empirical approach. The Millennium University
Journal, 1(1): 90-103.

Ismail, A., Mohamad, M. H., Mohamed, H. A. B., Rafiuddin, N. M. and Zhen, K. W. P. (2010). Transformational
and transactional leadership styles as a predictor of individual outcomes. Theoretical and Applied
Economics, 17(6): 89-104.

Jiang, W., Zhao, X. and Ni, J. (2017). The impact of transformational leadership on employee sustainable
performance: The mediating role of organisational citizenship behavior. Sustainability, 9(9): 1567.

Jung, Y. and Takeuchi, N. (2010). Performance implications for the relationships among top management leadership,
organisational culture, and appraisal practice: Testing two theory-based models of organisational learning
theory in Japan. The International Journal of Human Resource Management, 21(11): 1931-50.

Karada, E. (2009). Spiritual leadership and organizational culture: A study of structural equation modeling.
Educational Sciences: Theory and Practice, 9(3): 1391-405.

Kilmann, R. H., Sexton, M. J. and Serpa, R. (1985). Gaining control of the corporate culture. Jossey-Bass: San
Francisco.

Kline, R. B. (2010). Principles and practice of structural equation modelling. 3rd edn: The Guilford Press: New
York.

Kouzes, J. and Posner, B. (2002). The Leadership challenge. Jossey-Bass: San Francisco, CA.

Leea, L. and Donohue, R. (2012). The construction and initial validation of a measure of expatriate job performance.
The International Journal of Human Resource Management  23(6): 1197-215.

Lim, B. and Ployhart, R. E. (2004). Transformational leadership: Relations to the five-factor model and team
performance in typical and maximum contexts. Journal of Applied Psychology, 89: 610-21. Available:
http://dx.doi.org/10.1037/0021-9010.89.4.610

Lor, W. and Hassan, Z. (2017). The influence of leadership on employee performance among jewellery artisans in
Malaysia. International Journal of Accounting and Business Management, 5(1): 14-33.

Mahdinezhad, M. and Suandi, B. (2013). Transformational, transactional leadership styles and job performance of
academic leaders. International Education Studies, 6(11): 29-34.

Malhotra, N. K. (2009). Review of marketing research. Emerald Group Publishing Limited: Bingle. 6:

Manesh, M. H., Singh, J. S. K. and Hussain, 1. A. B. (2018). Transformational leadership and contextual
performance: A quantitative study among nursing staff in Kuala Kumpur. International Journal of
Management and Sustainability, 7(2): 101-12.

Masa'deh, R. E., Obeidat, B. Y. and Tarhini, A. (2016). A Jordanian empirical study of the associations among
transformational leadership, transactional leadership, knowledge sharing, job performance, and firm
performance: A structural equation modelling approachof. Journal Management Development, 35(5): 681-
705.

McCLoy, R. A., Campbell, J. P. and Cudeck, R. (1994). A confirmatory test of a model of performance determinant.
Journal of Applied Psychology, 79(4): 493-505.

McKinsey Quarterly: 1-11. Available:
https://www.mckinsey.com.br/~/media/McKinsey/Business%20Functions/Organization/agility.pdf

Moeheriono (2010). Measurement of performance based competency. Surabaya, Ghalia Indonesia.

Moeheriono (2012). Performance based performance measurement. Revised Edition edn: Raja Grafindo Persada:
Jakarta, PT.

Mohammad, S. I. S. H., Al-Zeaud, H. A. and Batayneh, A. M. E. B. (2011). The relationship between
transformational leadership and employees’ satisfaction at Jordanian private hospitals. Journal of Business
and Economics Horizon, 5(2): 35-46.

Motowidlo, S. J., Borman, W. C. and Schmit, M. J. (1997). A theory of individual differences in task and contextual
performance. Human Performance, 10(2): 71-83.

Nemanich, L. A. and Keller, R. T. (2007). Transformational leadership in an acquisition:A field study of employees.
The Leadership Quarterly, 18(1): 49-68.

Northouse, P. G. (2013). Leadership: Theory and practice. SAGE Publications: Thousand Oaks, CA.

O'Reilly, I. C. A., Chatman, J. and Caldwell, D. F. (1991). People and organisational culture: A profile comparison
approach to assessing person-organisation fit. Academy of Management Journal, 34(3): 487-516.

Odumeru, J. A. and Ogbonna, 1. G. (2013). Transformational vs. transactional leadership theories: Evidence in
literature. International Review of Management and Business Research, 2(2): 355-61.

Ogbonna, E. and Harris, L. C. (2000). Leadership style, organisational culture and performance: empirical evidence
from UK companies. International Journal of Human Resource Management, 11(4): 766-88.

Robbins, S. P. (2005). Organisational behavior. Pearson Prentice Hall: Upper Saddle River, NJ.

50


http://dx.doi.org/10.1037/0021-9010.89.4.610
http://www.mckinsey.com.br/~/media/McKinsey/Business%20Functions/Organization/agility.pdf

Business, Management and Economics Research

Rowold, J. and Heinitz, K. (2007). Transformational and charismatic leadership: Assessing the convergent, divergent
and criterion validity of the MLQ and the CKS. The Leadership Quarterly, 18(2): 121-33.

Sarstedt, M., Christian, M., Ringle, D. S. and Reams, R. (2014). Partial least squares structural equation modeling
(PLS-SEM): A useful tool for family business researcher. Journal of Family Business Strategy, 5(1): 105-
15.

Saunders, M., Lewis, P. and Thornhill, A. (2016). Research methods for business students. Essex; Pearson.

Schein, E. H. (2010). Organisational culture and leadership. John Wiley and Sons. 2:

Sekaran, U. and Bougie, R. (2010). Research Methods for Business: A skill building approach. 5th ednWiley India
(Pvt) Ltd, New Delhi.

Sekaran, U. and Bougie, R. (2016). Research methods for business: A skill-building approach. 5th edn: Wiley:
Chichester.

Shahzad, F., Lugman, R. A., Khan, A. R. and Shabbir, L. (2012). Impact of organisational culture on organisational
performance: An overview. Interdisciplinary Journal of Contemporary Research in Business, 3(9): 975-85.

Shiva, M. M. and Suar, D. (2012). Transformational leadership, organisational culture, organisational effectiveness,
and programme outcomes in non-governmental organisations. Voluntas: International Journal of Voluntary
and Nonprofit Organisations, 23(3): 684-710.

Singh, K. (2015). Leadership style and employee productivity: A case study of indian banking organisations. Journal
of Knowledge Globalization, 8(2): 39-67.

Singh, R. and Rani, A. (2017). Human behavior in group, emotional intelligence and organizational culture. Notion
Press: Chennai.

Sundi, K. (2013). Effect of transformational leadership and transactional leadership on employee performance of
konawe education department at Southeast Sulawesi Province. International journal of Business And
Management Invention, 2(12): 50-58.

Tabachnick, B. G. and Fidell, L. S. (2013). Using multivariate statistics. International ednPearson.

The World Bank (2018). 'Indonesia - world bank open data’, (World Bank Group).

The World Bank (2020). The world bank in Indonesia. Available:
https://www.worldbank.org/en/country/indonesia/overview

To, M. L., Herman, H. M. and Ashkanasy, N. M. (2015). A multilevel model of transformational leadership, affect,
and creative process behavior in work teams. The Leadership Quarterly, 26(4): 543-56.

Viswesvaran, C. and Ones, D. S. (2017). Job performance: Assessment issues in personnel selection. The Blackwell
Handbook of Personnel Selection. 354-75.

Wang, G., Oh, I. S., Courtright, S. H. and Colbert, A. E. (2011). Transformational leadership and performance across
criteria and levels: A meta-analytic review of 25 years of research. Group and Organization Management,
36(2): 223-27.

Wei, F., Yuan, X. and Di, Y. (2010). Effects of transactional leadership, psychological empowerment and
empowerment climate on creative performance of subordinates: A cross-level study. Frontiers of Literary
Studies in China, 4(1): 29-46.

Widayanti, A. and Putranto, N. (2015). Analysing relationship between transformational and transactional leadership
sytle on employee performance in PT. TX BANDUNG. Journal of Business and Management, 4(5): 561-
68. 69.

Wilkes, L., Cross, W., Jackson, D. and Daly, J. (2015). A repertoire of leadership attributes: An international study
of deans of nursing. Journal of Nursing Management, 23(3): 279-86.

World Bank Group (2019). Unlocking the dynamism of the indonesian private sector: A country private sector
diagnostic. Available: https://www.ifc.org/wps/wem/connect/8f1d3b14-66¢2-4452-a70c-
dbe79e7544f5/201910-CPSD-Indonesia

World Population Review (2020). Jakarta population.  Awvailable: http://worldpopulationreview.com/world-
cities/jakarta-population/

Xenikou, A. and Simosi, M. (2006). Organisational culture and transformational leadership as predictors of business
unit performance. Journal of Managerial Psychology, 21(6): 566-79. Available:
https://doi.org/10.1108/02683940610684409

Yang, H. and Yang, J. (2019). The effects of transformational leadership, competitive intensity and technological
innovation on performance. Technology Analysis and Strategic Management, 31(3): 292-305.

Yukl, G. A. and Gardner, W. L. (2020). Leadership in organisations. 9th edn: Pearson Education, Inc.: Boston.

Zhang, Z., Jia, M. and Gu, L. (2012). Transformational leadership in crisis situations: Evidence from the people's
republic of China. The International Journal of Human Resource Management, 23(19): 4085-109.

51


http://www.worldbank.org/en/country/indonesia/overview
http://www.ifc.org/wps/wcm/connect/8f1d3b14-66c2-4452-a70c-dbe79e7544f5/201910-CPSD-Indonesia
http://www.ifc.org/wps/wcm/connect/8f1d3b14-66c2-4452-a70c-dbe79e7544f5/201910-CPSD-Indonesia
http://worldpopulationreview.com/world-cities/jakarta-population/
http://worldpopulationreview.com/world-cities/jakarta-population/
https://doi.org/10.1108/02683940610684409

