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Abstract: This study aims to examine the influence of leadership style and organizational
culture on employee motivation and organizational performance at Puskesmas located in East
Bandung City uses a quantitative approach. A total of 220 employees from 18 Puskesmas in
East Bandung City participated in the survey, with data collection conducted through
questionnaires. Data were analyzed using Structural Equation Modeling (SEM) with SmartPLS
3.2.9 software, which focuses on hypothesis testing and bootstrapping to assess the relationship
between variables. This study found that leadership style and organizational culture have a
positive and significant effect on employee motivation, which in turn affects organizational
performance and confirms the mediating role of motivation between leadership style and
organizational performance, as well as between organizational culture and organizational
performance. The statistical results show significant t-statistics and p-values, indicating strong
predictive relevance of the model. However, the indirect effect through motivation is relatively
moderate, indicating that further efforts are needed to strengthen the relationship in improving
organizational performance. In particular, the research results highlight the need for better
motivational strategies in Puskesmas to achieve more optimal organizational performance.

Keyword: Leadership Style, Organizational Culture, Employee Motivation, Organizational
Performance, Puskesmas

INTRODUCTION

Humans play an important role in organizational development. Employees are
considered the main asset to achieve organizational goals. Demographic changes, technological
advances, and employee expectations demand an adaptive leadership approach (Sokolic et al.,
2024). According to (Hakim et al., 2021), leadership style involves instruction, consultation,
participation, and delegation based on employee maturity, as measured through task behavior,
relationships, and follower maturity. (Dewi et al., 2024) emphasize the importance of
leadership in achieving the vision, mission, and goals of the organization. Organizational
culture. (Tunnufus & Noor, 2022) highlight that employee motivation plays an important role
in determining loyalty. Organizational performance.

1609 |Page


https://dinastipub.org/DIJEMSS
https://doi.org/10.38035/dijemss.v6i2
https://creativecommons.org/licenses/by/4.0/
mailto:ryan.rizqi@widyatama.ac.id
mailto:nurul.hermina@widyatama.ac.id
mailto:ryan.rizqi@widyatama.ac.id

https://dinastipub.org/DIJEMSS, Vol. 6, No. 2, December 2024

Puskesmas have an important role in handling health problems, as regulated in Law
Number 23 of 2014 and Government Regulation Number 2 of 2018 concerning Minimum
Service Standards (SPM). There are 12 indicators of minimum health services, including health
services for pregnant women, infants, toddlers, productive age, the elderly, as well as people
with hypertension, diabetes, and HIV. Regulation of the Minister of Health Number 4 of 2019
stipulates technical standards related to the quality of services and health workers. In addition
to health services, health centers also play a role as drivers of development and community
empowerment.The problem of suboptimal human resource management and low budget
absorption has resulted in minimum service standards not being achieved, especially in
outlying Puskesmas. Meanwhile, several Puskesmas have achieved their targets. (Agrawal &
Singhal, 2021) explained that without a good system and motivated employees, an organization
cannot achieve its goals. Motivated employees will increase retention and dedication, which
has a positive impact on organizational performance.

Based on previous studies, (Fonseca Da Costa Guterresa et al., 2020) and (Bakri et al.,
2023) showed that leadership style has a positive and significant effect on employee
motivation. (Kanuto, 2024) and(Igbaji et al., 2023) also found that organizational culture has a
significant effect on motivation, where organizational norms, vision, and values have a strong
relationship with employee motivation. (Asiyah BiBi et al., 2023) revealed that transactional
and transformational leadership have a significant impact on organizational performance,
while, (Githuku et al., 2022), and (Almagableha & Omarb, 2024) emphasized the positive
impact of organizational culture on company performance.(Zubair, 2024) and (Shiferaw et al.,
2020) found a positive correlation between employee motivation, especially intrinsic
motivation and creativity, and organizational performance. (Amintas, Bomer Pasaribu, 2021)
stated that leadership and organizational commitment with motivation as an intervening
variable have a significant effect on performance, although (Tahar & Abdillah, 2021) found
that leadership did not have a significant effect through motivation. (Talib, 2020) and (Giyanto
& Rasaili, 2021) also showed that employee motivation mediates the relationship between
organizational culture and organizational performance. Table 1 reflects the minimum service

standard data as organizational performance from 2020 to 2023.
Table 1 Achievements and Targets of Minimum Service Standards for Health Centers

Achievement
Ni .
? Indicator 2020 2021 2022 2023 Target
1 Health Services For Pregnant Women ~ 84,73%  89,07% 94,5% 92,38% 100%
2 Maternal Health Services 84,02% 87,82% 91,05% 89,34% 100%
3 Newborn Health Services 81,81% 88,4% 94,80%  92,15% 100%
4 Toddler Health Services 46,98%  56,72%  83,53%  83.89% 100%
0,
5 Eealth Services At Primary Education 36 229 55,1% 67,25% 76,91% 100%
ge
100%
6 6,89% 19,74% 76,43% 80,15%
Health Services At Productive Age
7 Health Services In The Elderly 31,85% 47,08% 90,41% 67,97% 100%
Average Achievement 53,21% 53,21% 63,42% 85,42% 83,26%

Source: Internal Data of Bandung City Health Service 2024

Based on data from the Bandung City Health Office from 2020 to 2023, the
performance of the Minimum Service Standards of Health Centers has not reached the target
of 100% in indicators such as Health Services for Pregnant Women, Women Giving Birth,
Newborns, Toddlers, Elementary Education Age, Productive Age, and Elderly Age. This study
aims to analyze the influence of leadership style and organizational culture on organizational
performance and employee motivation at the UPTD East Bandung City Health Center. The
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researcher considers that these two factors are important for increasing competitive advantage
and organizational performance. The formulation of the problem includes questions about the
influence of leadership style and organizational culture on employee motivation and
organizational performance, both directly and through motivation as a mediating variable. The
objectives of the study include an analysis of the influence of leadership style and
organizational culture on motivation and performance, as well as the role of motivation as a
mediator in the relationship.

According to (Xuefeng, 2023), the dimensions of leadership style include
Transformational, Transactional, and Laissez-faire Leadership. (Taouil et al., 2023) explain
transformational leadership through four components: Idealized Influence (II), Inspirational
Motivation (IM), Intellectual Stimulation (IS), and Individualized Consideration (IC). The
relationship between leadership style and employee motivation in previous studies by
(Almagableha & Omarb, 2024), and (Altheeb, 2020) overall has a positive and significant
influence. This shows that a leadership approach that is tailored to the unique needs and
aspirations of employees is essential to creating a motivating work environment (Taouil et al.,
2023). After studying the phenomenon of leadership for decades, the literature has identified
various leadership styles (Afshan Jabeen, 2020). Therefore, the following hypothesis is
proposed: H1: Leadership style affects employee motivation.

Organizational culture is a source of motivation for employees and helps determine
what drives them to work beyond routine tasks (Chaudhry & Saxena, 2022). This culture is
shaped by issues of internal integration and external adaptation (Rasool & Shoukat, 2021), as
well as prescriptive, developmental, clan, supportive, and open tendencies, which are relatively
close to each other (ROOZI & TETIK, 2022). Research by (Kanuto, 2024), and (Revathi, 2023)
shows a significant influence of organizational culture on work motivation. Indicators such as
organizational norms, vision, and values have a strong relationship with employee motivation
(Igbaji et al., 2023). A positive and proactive organizational culture, as expressed by (Lee,
2024), involves employees in decision making, which increases their motivation, (ROOZI &
TETIK, 2022) identified nine dimensions of organizational culture: Prescriptive, Hierarchical,
Clan, Supportive, Developmental, and Open Tendencies. Indicators of organizational culture
include prescriptive behavior, bureaucracy, control, hierarchy, authority, command
relationships, role clarity, participation, equality, family atmosphere, attention to interpersonal
relationships, employee initiative, protection of individual rights, flexibility, growth,
adaptability, and support in decision-making.. Therefore, the following hypothesis is proposed:
H2: Organizational Culture Affects Employee Motivation

The influence of ideal leaders helps employees understand organizational expectations
and provides appropriate structure, thereby improving organizational performance (Nguyen et
al., 2023). Modern leadership is classified into three types: transformational, transactional, and
laissez-faire leadership (Almahasneh et al., 2023). (Karacsony, 2021) found a significant
positive relationship between leadership and organizational performance. Research (Alhashedi
et al., 2021) showed that transformational leadership has a significant impact on performance,
while (Alshehhi et al., 2023) found that transformational and charismatic leadership had
insignificant impacts. (Alu et al., 2022) concluded that democratic leadership has a positive
impact, while autocratic leadership has a negative impact. (Asiyah BiBi et al., 2023) found a
significant relationship between transactional and transformational leadership and
organizational performance. Therefore, the following hypothesis is proposed: H3: Leadership
Style Affects Organizational Performance.

Organizational culture and organizational commitment play an important role in
determining the performance or success of a company (Omar & Nik Mahmood, 2020).
Organizational culture is considered a key element in achieving employee and organizational
resilience (Akintunde-Adeyi et al., 2023) and is the foundation for quality management and
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development (Grace et al., 2022). Research by (AlShehhi et al., 2021) shows a positive
relationship between organizational culture and performance, while (Githuku et al., 2022)
found the influence of organizational culture on company performance. (Akhter & Chaity,
2024) revealed a positive relationship between organizational culture, innovation, and business
performance. (Cui, 2023) found a strong correlation between family-oriented culture and
company performance. The indicator of technological innovation has a significant impact on
performance, while the indicator of customer orientation and organizational learning does not
significantly affect performance. However, social responsibility and corporate performance
show a clear positive correlation. Therefore, the following hypothesis is proposed: H4:
Organizational Culture influences Organizational Performance.

Organizational performance reflects the level of achievement and success achieved
through the behavior of its members (Araujo et al., 2020). Motivation, as a drive to act, includes
factors that drive and regulate human behavior (Agrawal & Singhal, 2021). (Mekonnen et al.,
2022) stated that many studies have examined the impact of employee motivation on
organizational performance, both locally and internationally. Research by (Shiferaw et al.,
2020) found that employee motivation significantly and positively affects organizational
performance. (Zubair, 2024) revealed a positive correlation between intrinsic motivation,
creativity, and organizational performance. However, research by (Syed Azharuddin & Shaker
M Al-Kahtani, 2024) showed that motivation does not have a direct and positive impact on
organizational performance. Factors that improve employee performance include training,
promotions, employee benefits, teamwork, and work environment (Shiferaw et al., 2020).
Indicators of employee motivation include training, promotions, employee benefits, teamwork,
and work environment. Therefore, the proposed hypothesis is: H5: Employee Motivation
Affects Organizational Performance

Work motivation is a condition that encourages individuals to strive to achieve
company goals based on personal needs (Mubarok et al., 2020). (Amintas, Bomer Pasaribu,
2021), with Motivation as an intervening variable, have a significant effect on Organizational
Performance. However, research by (Tahar & Abdillah, 2021) shows that Leadership does not
have a significant effect on organizational performance through the mediating variable of
motivation. To survive, organizations must optimize performance through innovation, cost
management, competence improvement, and continuous monitoring of results. Performance
dimensions include Financial, Customer, Job Satisfaction, Quality, and Internal Business
Processes (AlShehhi et al., 2021), with indicators such as profitability, sales volume, customer
satisfaction, productivity, and employee feedback. Therefore, the following hypothesis is
proposed: H6: Leadership Style has an effect on Organizational Performance mediated by
Employee Motivation.

Every organization tries to recruit strong staff and promote this culture, because a good
organizational culture increases employee motivation (Akintunde-Adeyi et al., 2023) and
(Natalia, 2023). Research by (Giyanto & Rasaili, 2021) shows that organizational performance
is influenced by organizational culture through employee motivation, making it a perfect
mediating variable. (Talib, 2020) states that the indirect effect of organizational culture on
performance through motivation is greater than its direct effect. However, research(Setiani et
al., 2022) found that motivation cannot mediate between work culture and Organizational
Citizenship Behavior (OCB) related to performance. Therefore, the following hypothesis is
proposed: H7: Organizational Culture affects Organizational Performance mediated by
Employee Motivation.
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Figure 1. Research Framework

METHOD

The data collection of this study was conducted through a survey with online and offline
questionnaires, using a Likert scale of 1-5, where 1 indicates "Strongly Disagree" and 5
"Strongly Agree". Measurements based on previous studies were modified for the context of
public services, especially health centers, with a quantitative approach to analyze the
relationship between variables through hypothesis testing. Leadership style was measured with
8 items from (Xuefeng, 2023), organizational culture with 17 items from (ROOZI & TETIK,
2022), employee motivation with 4 items from (Shiferaw et al., 2020), and organizational
performance with 10 items from (AlShehhi et al., 2021), with a total of 39 items measured. The
analysis technique used was Structural Equation Modeling (SEM) using SmartPLS version
3.2.9.

According to (Zikmund, 2020), determining the target population is an important aspect
in sampling, which includes not only people but also objects and other entities with certain
characteristics. In this study, the population consisted of 488 health center employees in the
eastern part of Bandung City. (Mexon & Ananda Kumar, 2020) stated that sample studies can
be used to draw valid conclusions without examining the entire population, as long as the
sample is representative. The researcher chose a 5% error tolerance level, and based on the
Slovin formula, the number of samples selected was 220 employees (Santoso, 2023).

This study uses a quantitative method with a descriptive approach to analyze the
influence of leadership style (X1), organizational culture (X2), employee motivation (Y), and
organizational performance (Z) through the PLS model. Model evaluation includes
measurement and structural testing with indicators such as loading factors, composite
reliability, AVE, and VIF. Hypothesis testing is done through t-statistics or p-values, with f-
square used to assess direct influence and mediation effects using the Upsilon v. R-squared
statistic. R-squared measures the predictive power of the model, while Q? and NFI indicate the
predictive relevance and suitability of the model. Mediation testing is done using
bootstrapping, with mediation effects classified based on the Upsilon v. R value. A significant
effect occurs if the t-statistic> 1.96 and the p-value < 0.05, and lower RMSE and MAE values
indicate better predictive power.
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RESULTS AND DISCUSSION

This study involved 220 staff from 18 Puskesmas in the eastern region of Bandung City,
with data collected through questionnaires. Respondents covered various roles such as Head of
Administration, Finance Officer, Treasurer, Program Coordinator, and other support staff. The
majority of respondents were female (84%) and aged 25-35 years (39%). Most had a Bachelor's
degree or Diploma 4 (55%) and 65% were Civil Servants. Respondents working in the health
sector reached 80%, with 27% having a work period of more than 21 years. The results of the
study revealed various findings that were analyzed statistically, showing the significance of the
results, which were presented in the form of figures, tables, and graphs.

Outer Model

The first step to assess the reflective measurement model involves assessing the indicator
loadings. The next steps are convergent validity, discriminant validity (Fornell-Larcker criteria
and Heterotrait-Monotrait Ratio (HTMT), and Composite Reliability. A summary of the
reflective measurement model can be seen in Table 1. However, it should be explained that the
results of the outer model test using SmartPLS version 3.2.9 for windows for the first time
showed that there were indicators that had a loading factor smaller than 0.70, namely: LED2,
LED6, LED7, ORGC1, ORGC2, ORGC3, ORGC4, ORGCY9, ORGC16, ORGPR2, ORGPRA4.

Tabel 2 Outer Model

Variabel Indicator VI LFO;C‘?Onrg AVE %‘;{?ﬁfl‘g Crzrll;’ﬁ;h's

LEDI 2265 0.802
, LED3 1712 0.781

Leadeg?lll)’ Style LED4 2.123 0814  0.631 0.895 0.855
LED5 1.817 0.777
LEDS 2.181 0.798
ORGC5 2.635 0.770
ORGC6 3.604 0.769
ORGC7 3382 0.792
ORGCS 2172 0.772

Organizational ORGC10 2.556 0754 0.853 01
Culture (X2) ORGCl1 2.201 0.762
ORGCI12 2536 0.784
ORGCl14 3.158 0.840
ORGCI15 2276 0.743
ORGC17 2.501 0.799
MOTI 1.540 0.748

Employee MOT2 1236 0T 607 0.939 0.928
Motivation (Y) MOT3 2.040 0.829
MOT4 1725 0.720
ORGPRI 2.180 0.758
ORGPR3 1.957 0.705
ORGPRS 2.142 0.772

Organizational ORGPR6 2.464 078 o, 0901 0902
Performance (Z) ORGPR7 2.627 0.806
ORGPRS 2,559 0.839
ORGPRY 2.151 0.775
ORGPRI0O  1.886 0.720
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Source: SmartPLS Data Processing Results version 3.2.9 for windows 2024

Based on the results of the second outer loading evaluation, the convergent validity test
with the overall reflective indicator is significant because the loading factor of several
indicators (Table 2) in the research variables is greater than 0.708. In addition, the Average
Variance Extracted (AVE) value for the Indicator Loading variables of Leadership Style (X1),
Organizational Culture (X2), Employee Motivation (Y), and Organizational Performance (Z)
is greater than the loading factor threshold (rule of thumb) of 0.50, meaning that the average
variance extracted value is greater than 0.50 (AVE > 0.50) (Hair et al., 2019). This also shows
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that all exogenous and endogenous variable indicators are suitable for use in this study.
Figure 2. SmartPls Measurement Model
Source: SmartPLS Data Processing Results version 3.2.9 for windows 2024

Discriminant validity

The discriminant validity evaluation step in this study uses the output from SmartPLS
version 3.2.9 for Windows. Based on the Fornell-Larcker criteria, the AVE value is higher than
the correlation between latent variables, for example Leadership Style (X1) has a value of
0.794. However, according to (Roemer et al., 2021) and (Hair et al., 2019), the Fornell-Larcker
criteria are not always effective, especially if the difference in indicator loadings is small. As
an alternative, the Heterotrait-Monotrait Ratio (HTMT) method is used with a threshold of
0.85-0.90. A ratio value below 0.90 indicates good discriminant validity, with an HTMT ratio
value below the threshold (0.677-0.830), indicating construct validity. In addition, all
indicators have higher loadings on their respective constructs than other constructs (cross-
loadings), for example Leadership Style with indicator loadings between 0.778 and 0.816.
Composite reliability was assessed, with all constructs having values above 0.70, including
Cronbach's Alpha which was also above 0.70. This indicates that the construct has good

reliability, as stated by (Hair et al., 2019).
Tabel 3 Fornell-Lacker Criterion
Leadership Style Organizational Organizational
X1 Motivation (Y) Culture (X2) Performance (Z)
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Leadership Style (X1) 0.794

Motivation (Y) 0.563 0.770

Organizational Culture

(X2) 0.627 0.715 0.779

Organizational

Performance (Z) 0.630 0.645 0.635 0.771

Source: SmartPLS Data Processing Results version 3.2.9 for windows 2024

Fornell and Lacker's criteria are that the AVE root of the variable is greater than the
correlation between the variables. The Leadership Style variable has an AVE root (0.794) that
is more correlated with motivation (0.563), a greater correlation with organizational culture
(0.627) and a greater correlation with organizational performance (0.630). The Motivation
variable has an AVE root (0.770) that is more correlated with organizational culture (0.715)
and a greater correlation with organizational performance (0.645). The organizational culture
variable has an AVE root (0.779) that is more correlated with organizational performance
(0.635). The organizational performance variable has an AVE root (0.771). These results
indicate that the discriminant validity of the leadership style, motivation, organizational culture
and organizational performance variables is met. This is also supported by other indicators,
namely through the heterotrait-monotrait ratio of correlations (HTMT) test. According to
(Roemer et al., 2021) an HTMT value of less than 0.90 indicates that the instrument used has

good discriminant validity. Table 4.22 shows the HTMT values for each research variable:
Tabel 4 Heterotrait — Monotrait Ratio (HTMT)

Leadership Motivation Organizational Organizational
Style (X1) Y) Culture (X2) Performance (Z2)

Leadership Style (X1)

Motivation (Y) 0.677

Organizational Culture

(X2) 0.701 0.830

Organizational

Performance (Z) 0.701 0.764 0.669

Source: SmartPLS Data Processing Results version 3.2.9 for windows 2024

The test results show that the HTMT value is below 0.90 for the variable pair, so the
discriminant validity is achieved. The variable divides the variation of the measurement item
into the item that measures it more strongly than dividing the variance into other variable items.

Structural Model

Based on Table 5, the coefficient of determination shows that: (1) the influence of
Leadership Style and Organizational Culture on Employee Motivation is 0.533, which means
that the exogenous variable predicts Employee Motivation by 53.30% and is in the moderate
category; (2) the influence of Leadership Style, Organizational Culture, and Employee
Motivation on Organizational Performance is 0.538, which shows a prediction of 53.80% and
is also in the moderate category. The f* test is used to assess the substantive influence of
exogenous variables on endogenous variables. According to (Hair et al., 2019), f* values of
0.02, 0.15, and 0.35 represent small, medium, and large effects. The results of the study show
an average f* value at a small effect level. The predictive relevance of Q? for the endogenous
variables Employee Motivation (Y) and Organizational Performance (Z) are 0.514 and 0.461,
respectively. It shows strong predictive power (Q* = 0.514 > 0.50) for Employee Motivation
and medium (Q? = 0.461 < 0.50) for Organizational Performance, indicating good predictive

accuracy, in accordance with the guidelines (Hair et al., 2019).
Tabel 5 Reflective Inner Model Evaluation
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Coefficients of Effect

Structural Model Determiznation Size- £2 Q? predict
RY)
Leadership Style (X1)- > Employee Motivation (Y) 0.533 0.046 0.514
Organizational Culture (X2) -> Employee Motivation (Y) 0.462
Leadership Style (X1)- > Organizational Performance (Z) 0.131
Motivation (Y) -> Organizational Performance (Z) 0.538 0.101 0.461
Organizational Culture (X2) -> Organizational Performance (Z) 0.038

Source: SmartPLS Data Processing Results version 3.2.9 for windows 2024

To assess the significance of the predictive model in testing the structural model, the t-
statistic values between exogenous and endogenous variables can be seen in Table 4,

Bootstrapping Output from SmartPLS version 3.2.9 for Windows, as follows:
Tabel 6 HypothesisTesting (Direct Effect)

Path Coefficient T Values P Values eami
H1. Leadership Style (X1) -> Motivation (Y) 0.189 3.020 0.002 Supported
H2. Organizational Culture (X2) -> Motivation Supported
(Y) 0.596 9.296 0.000
H3. Leadership Style (X1) -> Organizational Supported
Performance (Z) 0.323 3.895 0.000
H4. Organizational Culture (X2) -> Supported
Organizational Performance (Z) 0.207 2.244 0.025
HS5. Motivation (Y) -> Organizational Supported
Performance (Z) 0.315 3.658 0.000

Source: SmartPLS Data Processing Results version 3.2.9 for windows 2024

Based on Table 6 it can be concluded that all hypothesis is accepted. Table 7 presents the

results of the indirect hypothesis testing:
Tabel 7 HypothesisTesting (indirect Effect)

Coef)fafl'f(}:lien ¢ Va?ues P Values Upsilon v Result
H6. Leadership Style
(X1) > Employee (0,189)2X (0,315)* =
Motivation (Y) = 0.060 2.165 0.030 0,035721 X 0,099225 = Supported
Organizational 0,00354442
Performance (Z)
H7. Organizational
Culture (X2) 2 (0,596)*X (0,315)* =
Employee Motivation 0.188 3.530 0.000 0,355216 X 0,099225 = Supported
(Y) = Organizational 0,0352463076

Performance (Z)

Source: SmartPLS Data Processing Results version 3.2.9 for windows 2024

Upsilon v refers to the size of the mediation effect that shows the magnitude of the
influence of the mediating variable at the structural level (Lachowicz et al., 2018). According
to (Hair et al., 2021), the mediation effect can be measured by squaring the mediation
coefficient. The size of the Upsilon v mediation effect shows how much influence the
mediating variable has. The interpretation of the Upsilon v value refers to the recommendations
(Ogbeibu et al., 2021), namely 0.175 (high mediation effect), 0.075 (moderate mediation
effect), and 0.01 (low mediation effect). The mediation effect is calculated by multiplying the
squares of the two direct effects, which allows for manual measurement of the mediation effect
at the structural level.

This study involved four variables, namely Leadership Style (X1), Organizational
Culture (X2), Motivation (Y), and Organizational Performance (Z). The analysis was
conducted on 220 respondents from Public Healh Center in East Bandung using a questionnaire
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containing 39 items, and processed with SmartPLS version 3.2.9. This study tested the
influence between dependent, mediating, and independent variables.

Direct Influence of Leadership Style on Motivation. Based on the bootstrapping results,
Leadership Style has a positive and significant effect on Motivation (t-statistic = 3.020; p-value
=0.003). This supports research (Altheeb, 2020) which concluded that Leadership Style plays
a role in increasing employee work motivation.

Direct Influence of Organizational Culture on Motivation. Organizational Culture has
a positive and significant effect on Motivation (t-statistic = 9.296; p-value = 0.000), in
accordance with the findings (ROOZI & TETIK, 2022), which show that a good organizational
culture can increase employee work motivation.

Direct Effect of Leadership Style on Organizational Performance. Leadership Style has
a positive and significant effect on Organizational Performance (t-statistic = 3.895; p-value =
0.000), in line with research (Karacsony, 2021), which shows that an effective Leadership Style
can improve organizational performance.

Direct Effect of Organizational Culture on Organizational Performance Organizational
Culture also has a positive and significant effect on Organizational Performance (t-statistic =
2.244; p-value = 0.025), supporting the results of research (Grace et al., 2022), which shows a
positive relationship between organizational culture and organizational performance.

Direct Effect of Motivation on Organizational Performance. Employee Motivation has
a positive and significant effect on Organizational Performance (t-statistic = 3.658; p-value =
0.000), supporting the findings (Araujo et al., 2020), which state that employee motivation can
improve organizational performance.

The Mediating Effect of Motivation between Leadership Style and Organizational
Performance. Motivation mediates the effect of Leadership Style on Organizational
Performance (t-statistic = 2.165; p-value = 0.030), but with a relatively low level of influence
(upsilon v = 0.00354442), in line with the findings (Amintas, Bomer Pasaribu, 2021).

The Mediating Effect of Motivation between Organizational Culture and
Organizational Performance. Motivation also mediates the influence of Organizational Culture
on Organizational Performance (t-statistic = 3.530; p-value = 0.000) with a low structural
influence (upsilon v = 0.0352463076), in accordance with research (Giyanto & Rasaili, 2021).

This study confirms the importance of Leadership Style and Organizational Culture in
increasing motivation and performance at the Puskesmas.

CONCLUSION

Referring to the results of data analysis and discussion regarding the research on the
influence of leadership style and organizational culture on organizational performance through
employee motivation as a mediating variable at the Puskesmas located in the East Bandung
City area, several conclusions can be drawn as follows: The results of the study indicate that
leadership style has a positive and significant effect on organizational performance; The results
of the study indicate that organizational culture has a positive and significant effect on
organizational performance at the Puskesmas in the East Bandung City area; The results of the
study indicate that employee motivation mediates the influence of leadership style on
organizational performance at the Puskesmas in the East Bandung City area. Further research
can focus on identifying certain elements of Motivation that most affect performance, such as
Teamwork, Work Environment, Training, Employee Benefits or Promotion. In addition,
further research can examine how various aspects of leadership style, such as Idealized
Influence, contingent rewards, punishment, Autonomy and flexibility contribute to
organizational performance. Also, research on organizational culture from various aspects such
as Prescriptive behavior, Bureaucratic control is observed, hierarchy, authority, command-
command relationship, clarity of roles and positions, functionality or participation, equality in
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the business environment, family environment, concern for interpersonal relationships,
Employee initiative, protection of individual rights, Flexibility, growth, adaptability or stability
and stagnation, discussing problems in disputes and conflicts, level of support or resistance
when decisions are easily discussed and taken openly, Rationality, success and competence,
creating unity and cooperation and Focus on results contribute to organizational performance.
Longitudinal studies can also be conducted to evaluate how changes in employee motivation,
leadership style and organizational culture affect organizational performance over time.
Further analysis can be expanded to cover different types of organizations or other industry
sectors.

This study suggests practical recommendations to focus on improving aspects of
Employee Motivation that directly affect leadership style and organizational culture. By
optimizing these aspects, Puskesmas Bandung City can improve Organizational Performance,
This will not only improve organizational achievement but also support the achievement of
overall organizational goals. 5. For future research exploring how Employee Motivation
mediates the influence of leadership style and organizational culture on organizational
performance, several theoretical suggestions can be considered. First, research can utilize
motivational theories such as Maslow's Theory of Needs or Herzberg's Two Factor Theory to
understand how basic needs and intrinsic motivation relate to Organizational Performance.
Investigating how work-life balance fulfills basic needs and enhances employee motivation can
provide insight into the mediation mechanism. Second, leadership style theories, such as Bass's
(1985) and Burn's (1978) Transformational, Transactional, and Laissez-faire Leadership Style
Theories, can be used to explain how leaders who support and empower their employees can
improve their motivation and performance. Research can explore the various dimensions of
transformational, transactional, and Laissez-faire leadership styles and how each interacts with
leadership style. Third, Schein (1992) and Camaron & Quin (2006) organizational culture
theories can be used to assess how strong work cultures such as collaborative spirit, service
orientation and adherence to operational standards can improve the efficiency and effectiveness
of an organization. Finally, a longitudinal approach can be adopted to understand how the
relationship between leadership style, organizational culture and employee motivation evolves
over time and affects organizational performance. This approach allows for the observation of
dynamic and long-term changes in these factors. Using this theoretical framework, future
research can provide a deeper understanding of the complex relationship between leadership
style, work culture, employee motivation and organizational performance.
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