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This study aims to analyze the influence of transformational leadership and organizational culture on employee performance. Transformational leadership is considered capable of encouraging employee motivation and commitment through strong inspiration and vision, while a conducive organizational culture can create a work environment that supports productivity and innovation. The research method used is quantitative with a survey approach. Data were collected through questionnaires distributed to employees in a private company in Indonesia, with a total of 100 respondents. Data analysis was carried out using multiple linear regression methods. The results of the study indicate that transformational leadership and organizational culture simultaneously have a significant effect on employee performance. Partially, transformational leadership has a more dominant influence than organizational culture. These findings indicate that the role of a visionary, inspiring leader who is able to empower employees is an important factor in improving individual and organizational performance as a whole.
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INTRODUCTION
In an era of increasingly competitive business competition, organizations are required to be able to increase effectiveness and efficiency in achieving goals (Kwan, 2020). One of the key factors that determines the success of an organization is employee performance. Optimal performance does not only depend on individual competence, but is also influenced by various internal organizational factors, such as leadership style and work culture formed in the environment (Asbari et al., 2021).
Transformational leadership is one of the modern leadership approaches that is widely applied in various organizations (Bakker et al., 2023). Transformational leaders are able to inspire, motivate, and guide employees to exceed their expectations (O'Reilly & Chatman, 2020). This leadership not only focuses on achieving targets but also encourages personal and professional growth of employees through empowerment, ideal influence, and intellectual stimulation (Deng et al., 2023). Therefore, transformational leadership is believed to have a positive influence on improving individual and team performance.
On the other hand, organizational culture also plays an important role in shaping employee work behavior and attitudes. Organizational culture reflects the values, norms, and practices that guide behavior in the work environment (Aboramadan et al., 2019). A positive and strong culture will create a work atmosphere that supports collaboration, loyalty, and innovation (Chen et al., 2020). Conversely, a weak or negative culture can hinder performance and reduce work motivation (Azeem et al., 2021). Although both factors have been widely studied, the relationship between transformational leadership, organizational culture, and employee performance is still a relevant topic to be studied further, especially in the context of organizations in Indonesia that have their own dynamics, both in terms of culture, organizational structure, and leadership. Previous studies have shown varying results depending on the context, type of industry, and characteristics of the human resources involved. 
Therefore, this study was conducted to identify and analyze the extent to which transformational leadership and organizational culture influence employee performance. By understanding the relationship between these three variables, it is hoped that the results of the study can provide empirical and practical contributions to organizational management in developing performance improvement strategies based on leadership development and the formation of a positive work culture.

LITERATURE REVIEW
Transformational leadership was first introduced by James MacGregor Burns (1978), and further developed by Bernard M. Bass (1985). This leadership emphasizes the ability of a leader to inspire and motivate his followers to be able to go beyond personal interests for common goals (Jackson, 2020). In a study conducted by (Bakker et al., 2023) it was stated that transformational leadership has four main dimensions, namely:
1. Idealized Influence – leaders become role models and have high integrity.
2. Inspirational Motivation – leaders are able to inspire enthusiasm and optimism.
3. Intellectual Stimulation– leaders encourage innovation and creativity.
4. Individualized Consideration – leaders pay special attention to the needs and potential of each employee.
Transformational leadership is believed to be able to create a positive and empowering work environment, thus having a direct impact on increasing employee motivation and performance (Siangchokyoo et al., 2020). In a study conducted by (Alzoraiki et al., 2023), transformational leadership was shown to increase employee work engagement and satisfaction, which ultimately drives increased performance. In the context of organizations in Indonesia, the transformational leadership approach is relevant considering the characteristics of society that tend to value authoritative but personally nurturing leadership (Isensee et al., 2020; Kaur Bagga et al., 2023). Research by (Asbari et al., 2021) shows that transformational leadership has a positive correlation with organizational commitment and employee performance in the Indonesian private sector.
H1: Transformational Leadership has a positive effect on Employee Performance.
Organizational culture is a set of values, beliefs, norms, and practices that develop within an organization and become a guideline for the behavior of its members. According to (Lam et al., 2021), organizational culture is formed through shared experiences, founder leadership, and adaptation to the external and internal environment of the organization. A strong and positive organizational culture can create a healthy work climate, increase employee loyalty, and facilitate the achievement of organizational goals (Solikhah et al., 2019).
Research conducted by (Chen et al., 2020) classifies organizational culture into seven main characteristics: innovation and risk taking, attention to detail, results orientation, people orientation, team orientation, aggressiveness, and stability. A culture that is oriented towards results and people has been shown to increase employee engagement and productivity (O’Reilly & Chatman, 2020). Organizational culture can also strengthen the influence of leadership, because consistent values ​​will strengthen trust and positive perceptions of leaders (Kaur Bagga et al., 2023).
Several empirical studies have shown a significant relationship between organizational culture and performance. Research by (Chen et al., 2020) found that companies with a strong culture tend to have better financial performance, high employee retention rates, and increased productivity. In Indonesia, research by (Solikhah et al., 2019) also showed that a conducive organizational culture increases employee loyalty and performance in the government sector.
H2: Organizational Culture has a positive effect on Employee Performance.
Employee performance is the work results achieved by an individual in accordance with the roles, responsibilities, and targets set by the organization. According to (Narayanamurthy & Tortorella, 2021), employee performance is influenced by ability, motivation, work environment, and leadership. Performance is not only seen from quantitative aspects, but also from qualitative aspects, such as creativity, initiative, and contribution to the team (Chen et al., 2020). Employee performance is an important indicator of organizational success, because the achievement of the organization's vision and mission is highly dependent on the contribution of human resources. Therefore, organizations need to create a work system that is able to develop individual potential and provide high work motivation.
Research by (Badrianto & Ekhsan, n.d.) shows that employees who feel appreciated and led fairly and are in a supportive work environment tend to show better performance. On the other hand, factors of job satisfaction, involvement, and sense of belonging to the organization also have a significant effect on individual performance.
Based on the study of previous theories and findings, it can be concluded that transformational leadership and organizational culture have an important role in influencing employee performance. Transformational leadership serves as a driver that shapes employee behavior through inspiration and empowerment, while organizational culture serves as a value system that frames daily work behavior. Some studies that support this relationship include:
1. (Asbari et al., 2021) stated that transformational leaders are able to create more adaptive and innovative organizational culture changes.
2. (Kaur Bagga et al., 2023) found that transformational leadership plays a role in forming an organizational culture that supports innovation, which ultimately improves performance.
3. (Chen et al., 2020) stated that leadership and culture have a simultaneous influence on employee job satisfaction and performance.
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Figure 1. Mechanism of the Relationship between Transformational Leadership and Organizational Culture on Employee Performance
Thus, in the framework of this study, transformational leadership and organizational culture are positioned as independent variables that are estimated to have a significant effect on the dependent variable, namely employee performance. A deeper understanding of this relationship can help organizations in formulating more effective HR development strategies and work system improvements.

METHODS
This study uses a quantitative approach with an explanatory research type, which aims to test and explain the causal relationship between transformational leadership variables, organizational culture, and employee performance. The population in this study were permanent employees in a particular organization or company who had worked for at least one year. The sample was selected using the purposive sampling method, with the number of respondents being 100 to 120 people, referring to the minimum SEM-PLS rules (Muri, 2016). The research instrument was a questionnaire with a Likert scale of 1–5, which measured three variables: transformational leadership, organizational culture, and employee performance. The transformational leadership variable was measured through indicators of ideal influence, inspirational motivation, intellectual stimulation, and individual consideration. (Abi Anggito, 2018) The organizational culture variable includes organizational values ​​and norms, while employee performance is measured through quality, quantity, punctuality, and employee cooperation. 
Data analysis was carried out using SmartPLS software version 3.0 with two main stages: testing the outer model and inner model. The outer model is used to test the validity and reliability of the instrument through loading factor indicators (>0.70), AVE (>0.50), composite reliability, and discriminant validity (Ghozali, 2008a). Meanwhile, the inner model is used to analyze the relationship between variables through R-square, f-square, and Q-square testing, as well as the significance of the influence between variables using bootstrapping to obtain t-statistic values ​​(>1.96) and p-values ​​(<0.05) (Ghozali, 2008b). The results of this analysis are used to test three main hypotheses: the influence of transformational leadership on performance, the influence of organizational culture on performance, and the simultaneous influence of both on employee performance.

Table 1. Operational Definition of Variables
	Variable
	Definition 
	Indicator

	Transformational Leadership
	A leadership style that is able to inspire and motivate employees to go beyond personal interests for the sake of organizational goals.
	1. Idealized influence
2. Inspirational motivation
3. Intellectual stimulation
4. Individualized consideration

	Organizational culture
	Values, norms, and beliefs shared by members of an organization that shape behavior and work patterns within the organization.
	1. Innovation and risk taking
2. Attention to detail
3. Results orientation
4. Stability
5. Teamwork

	Employee performance
	The level of achievement of work results carried out by employees based on the responsibilities, targets and quality of work set by the organization.
	1. Quality of work
2. Quantity of work
3. Punctuality
4. Cooperation
5. Responsibility




RESULT AND DISCUSSION
Prior to conducting the analysis, validity and reliability tests were performed on the questionnaire data. Utilizing the SmartPLS 4.0 software, the factor loading values of each indicator were examined to evaluate the data's validity within the context of this study. According to (Haryono, 2017), indicators with factor loading values below 0.4 may be excluded from the research model, while those exceeding 0.7 are considered strong. The validity test results indicate that all items are valid, as their loading factor values are above 0.5; thus, no indicators were removed from the final model.
Table 2. Final Validity Test Results
	 Variable
	Item
	Loading Factor
	Information

	Transformational Leadership
	KT1
	0.883
	Valid

	
	KT2
	0.830
	Valid

	
	KT3
	0.873

	Valid

	
	KT4
	0.803
	Valid

	Organizational culture
	BO1
	0.877
	Valid

	
	BO2
	0.877
	Valid

	
	BO3
	0.888
	Valid

	
	BO4
	0.871
	Valid

	
	BO5
	0.772
	Valid

	Employee performance
	KK1
	0.716
	Valid

	
	KK2
	0,888
	Valid

	
	KK3
	0,918
	Valid

	
	KK4
	0,858
	Valid

	
	KK5
	0,943
	Valid

	Acceptable Limits
	> 0,5
	Accepted



The validation test shows valid results because the loading factor values obtained from variables have an overall value of > 0.5 so that the data can be accepted, so all items can proceed to the next stage of analysis. By measuring the composite reliability value, one can determine reliability by looking at the output results in SmartPLS 4.0. If the composite reliability value is more than 0.7 and the recommended Cronbach's alpha value is greater than 0.6, then the variable can be said to be very good (Ghozali, 2008b).
Table 3. Reliability Test Results
	Variable
	Item
	Construct Reliability
	AVE

	Transformational Leadership
	KT1
	0,911
	0,719

	
	KT2
	
	

	
	KT3
	
	

	
	KT4
	
	

	Organizational culture
	BO1
	0,933
	0,737

	
	BO2
	
	

	
	BO3
	
	

	
	BO4
	
	

	
	BO5
	
	

	Employee performance
	KK1
	0,938 
	0,754

	
	KK2
	
	

	
	KK3
	
	

	
	KK4
	
	

	
	KK5
	
	


The reliability test results of the research questionnaire indicate that all items have construct reliability values equal to or greater than 0.70. Additionally, the Average Variance Extracted (AVE) for each item meets the minimum threshold of 0.50. These findings confirm that the questionnaire data is reliable, and therefore, suitable for further processing and analysis in model testing.
Testing Research Model Path Analysis
In Partial Least Squares (PLS), the estimation of latent variable score weights is based on both the inner model, which describes the relationships between latent constructs, and the outer model, which defines the association between constructs and their indicators. Structural model testing is conducted to evaluate the relationships among variables. The outcomes of the structural model evaluation in this study are presented below.
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Figure 2. SmartPLS 4.0 Structural Model
Furthermore, decision making to determine whether to accept or reject the hypothesis is based on the resulting significance probability, the value of the significance level is α = 5% (0.05) (Ghozali, 2008b). The research results are presented in the following table.

Table 4. Path Model Significance Test Results
	Variable
	Original Sample (O)
	Sample average (M)
	Standard Deviation (STDEV)
	T-Statistic (|O/STDEV)
	P
	Information

	BO  KK
	0.587
	0.585
	0.097
	6.064
	0.000
	Accepted

	KT  KK
	0.350
	0.351
	0.103
	3.411
	0.001
	[bookmark: _Hlk168769293]Accepted


Based on the structural model results, both organizational culture (BO) and transformational leadership (KT) show a positive and significant influence on employee performance (KK). The path coefficient from organizational culture to employee performance is 0.587 with a t-statistic of 6.064 and a p-value of 0.000, indicating a strong and statistically significant relationship. Similarly, transformational leadership has a path coefficient of 0.350 with a t-statistic of 3.411 and a p-value of 0.001, which also meets the criteria for significance (t > 1.96 and p < 0.05). Therefore, both hypotheses are accepted, suggesting that a strong organizational culture and effective transformational leadership positively contribute to improving employee performance. 
Discussion
1. Transformational Leadership has a positive influence on Employee Performance.
The results of this study confirm that transformational leadership has a significant positive effect on employee performance. This shows that when a leader is able to provide inspiration, be a role model, provide individual attention, and encourage innovative and critical thinking in solving problems, employees will respond positively by improving the quality and quantity of their work (Alzoraiki et al., 2023). Transformational leadership encourages the creation of a healthy, communicative, and trusting work environment, which ultimately creates intrinsic motivation in employees to work optimally (Siangchokyoo et al., 2020). This strengthens the role of leadership as one of the key factors in effective human resource management. 
In practice, transformational leaders focus not only on achieving organizational goals but also on developing the individual potential of employees. This approach provides space for employees to grow, learn, and innovate, thus encouraging sustainable performance (Kaur Bagga et al., 2023). Leaders who use this approach tend not to be authoritarian, but rather collaborative and visionary. When employees feel valued, involved, and trusted, they tend to show high commitment to their work, reduce turnover intentions, and increase loyalty to the organization (Asbari et al., 2021). This has a significant long-term impact on the success and competitiveness of the organization. 
This finding is consistent with research conducted by (Asbari et al., 2021) which explains that transformational leadership style can drive employee performance by increasing motivation, self-confidence, and commitment to organizational values. They emphasize that transformational leaders are able to create positive change in organizations by focusing on interpersonal relationships and individual development. In addition, (Kaur Bagga et al., 2023) also support these results, stating that transformational leadership is significantly related to increased organizational effectiveness, job satisfaction, and employee engagement. Closer to the Indonesian context, (Solikhah et al., 2019) stated that transformational leadership style is one of the main predictors of increased productivity and work effectiveness in the public and private sectors.
2. Organizational culture has a positive influence on employee performance.
The results of this study indicate that organizational culture has a positive influence on employee performance, which means that the better and more conducive the culture formed in the organization, the higher the level of employee performance (Aboramadan et al., 2019). A strong organizational culture is able to create values, norms, and directed work behaviors, thus creating a stable and productive work environment. Values ​​such as cooperation, responsibility, discipline, and a spirit of innovation are important parts in directing employee work behavior to align with organizational goals. (Azeem et al., 2021) When this culture is strongly embedded, employees feel more emotionally and cognitively attached to their work, so they are motivated to make the best contribution (Chen et al., 2020). Organizational culture also functions as a guideline for behavior and decision-making in various work situations. In organizations that have a positive and inclusive culture, employees tend to feel appreciated, more communicative, and able to work together effectively in teams. This affects the achievement of individual and group targets. Conversely, if the organizational culture is weak or inconsistent, it can cause conflict, unclear tasks, and low work motivation. Therefore, building an organizational culture that supports innovation, open communication, and performance rewards is one of the main strategies in improving employee performance sustainably.
This finding is in line with research (Chen et al., 2020) which emphasizes that a strong organizational culture plays an important role in shaping organizational identity and increasing work effectiveness. Chen highlights that a well-managed culture will strengthen loyalty and cohesion among members of the organization. In addition, research by (O’Reilly & Chatman, 2020) also supports these results, where they found that the fit between organizational culture and individual employee values ​​significantly contributes to increased performance, job satisfaction, and workforce retention. Thus, the organization's investment in the formation and maintenance of a positive work culture is not only symbolic, but has a direct impact on human resource performance.

CONCLUSION
Based on the research results, it can be concluded that transformational leadership and organizational culture have a positive and significant effect on employee performance. Leaders who are able to inspire, motivate, and pay attention to individual needs have been proven to increase employee morale and productivity. Meanwhile, a strong organizational culture that is in line with employee values ​​can create a conducive work environment, strengthen commitment, and encourage active involvement in achieving organizational goals. Therefore, these two factors are important elements that need to be considered and developed by management in order to improve employee performance sustainably.
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