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Abstract 

 

The purpose of this research was to analyze the effects of transformative leadership and organizational 

culture on employee performance in the context of the Indonesian Logistics Bureau. This study filled a research 

gap, and required repeated tests to assess the impact of transformative leadership and organizational culture on 

employee performance from different viewpoints. The research tool used was a cross-sectional quantitative 

study by a questionnaire (survey) of up to 69 respondents for all personnel of the Indonesia Logistics Bureau 

West Java Regional Division. Multiple linear regression analysis of data processing techniques revealed that 

the performance of employees was influenced by transformative leadership and organizational culture. The 

results of this analysis included positive guidance, in particular on the importance of a leader's role in 

empowering and encouraging workers through active engagement with them, and the presence of positive 

organization principles boosted organization performance. 
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Introduction 

 

An organization is a group of individuals who 

officially organize to accomplish a shared purpose 

(Pangarso, 2014). An essential thing related to fulfill-

ing an organization’s goals by its members is perfor-

mance. Performance is still an important topic that is 

researched theoretically in the field of human resour-

ces, especially as an outcome of the organization.  

This research can be viewed from two perspec-

tives, namely the practical and the theoretical aspect. 

From the practical side, this research is essential 

because the Indonesia Logistics Bureau West Java 

Regional Division experiences problems related to 

performance. The Indonesia Logistics Bureau (Bulog) 

is a state -owned public company engaged in national 

food logistics. Java island is the center of Indonesia and 

West Java was choosen as the research location 

because it is the province with the greatest population 

in Java island (Pangarso, Astuti, Raharjo, & Afrianty, 

2020).  

Indonesia Logistics Bureau performance is indi-

cated by its rice procurement. Procurement of rice (rice 

is the staple food of Indonesian people) in the first 

quarter of 2018 reached 33,166 tons; then, in the 

second quarter of 2018, it increased to 130,425 tons; 

and in the third quarter it decreased to reach 76,425 

tons. The third quarter is still classified as successful 

because it exceeded the target in the procurement of 

rice. In the fourth quarter of 2018, procurement of rice 

fell again, amounting to 26,727 tons. The performance 

of the Indonesia Logistics Bureau West Java Regional 

Division exhibited a tendency to decrease. Thus, the 

decreasing tendency of the Bureau’s rice procurement 

capacity is the practical problem of this paper and has 

to be anticipated. 

In general, performance, especially related to tra-

nsformative leadership and organizational culture, has 

been widely studied. This can be seen from the results 

of data processing of the titles of studies using the 

viewer application by searching for the keywords 

"transformative leadership," "organizational culture", 

and "employee performance" on the Scopus, Crossref, 

and Microsoft Academic databases. Also, a literature 

mapping application was used through the "open-

knowledge maps" website using the BASE database. 

The results of bibliometric analysis were used by 

VOSviewer in Figures 1, 2 and 3 with a network 

production showing the relationship between the 

subjects. Transformative leadership, organizational 

culture and employee performance are related and are 

relevant to study from the three datasets because they 

have a color pattern that is not gray. Furthermore, the 

results of the mapping through the open knowledge 

maps website as shown in Figure 4 showed that the 

topic of this study has been quite widely researched. 
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Figure 1. Network view microsoft academic database 

 

 
Figure 2.  Network view scopus database 

 

 

Figure 3. Network view crossref database 

 

Theoretically, several previous studies have ex-

plored predictors of success, including transformative 

leadership and organizational culture, such as Mittal, 

Dhiman, and Lamba (2019) also Manohar, Mittal, and 

Marwah (2019). Transformative leadership is essential 

from a scientific/theoretical point of view, because it is 

a type of leadership that has a major influence on 

performance. Organizational culture is influential 

because the values of an organization influence the 

leadership style and vice versa, so it also impacts 

performance (Anning-Dorson, 2017; Goromonzi, 

2016; Harwiki, 2016; Hiršová, Komárková, & 

Pirožek, 2018; Hussein, Omar, Noordin, & Ishak, 

2016; Jogaratnam, 2017; Kumari & Singh, 2018; Lee, 

Seo, Jeung, & Kim, 2019; Maamari & Saheb, 2018; 

Naranjo-Valencia, Jiménez-jiménez, & Sanz-valle, 

2016; Nazarian, Atkinson, & Foroudi, 2017; Paais, 

2018; Saad & Abbas, 2018; Sari, Lubis, Maksum, & 

Lumbanraja, 2018).  
 

 

Figure 4. Open knowledge website topic mapping result   

 

This study is interesting because few studies con-

currently examine the effects of transformative leader-

ship and organizational culture on the performance of 

workers in Indonesian logistics. The research problem 

of this study shown by previous research Harwiki 

(2016) and Hiršová et al.  (2018) states that organizati-

onal culture does not have an important and beneficial 

impact on the output of employees. Also, there are still 

previous studies which state that the impact of trans-

formative leadership still needs to be tested in different 

research contexts. Previous research fills this gap by re-

examining the effect of transformative leadership and 

organizational culture on employee success in various 

contexts of the organization field, country and realistic 

contributions. This study raises the question, "Do trans-

formative leadership and organizational culture still ha-

ve significant impact on performance improvement?" 

with the research disparity discussed. 

 

Transformative Leadership 

 

In an organization, excellent employee perform-

ance is affected by appropriate leadership to form a 

harmonious bond between leaders and subordinates. If 

the leadership style adopted by the leader runs 
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impactively, it will improve employee performance. 

“Leadership is a process that involves the attainment of 

a goal." This view describes that leadership is a process 

that involves the influence that occurs in a group, whi-

ch is driven by the achievement of goals. That is, lea-

dership describes the relationship between leaders and 

subordinates and how a leader directs subordinates. All 

leaders must know and understand the conditions of 

the organization they lead. Also, they are expected to 

form a harmonious and synergic communication rela-

tionship to improve employee performance.  
Transformative leadership is a leadership style 

that refers to a dedication to the goals of the organiza-
tion, giving workers trust in the attainment of outcomes 
that can promote positive change among their suppor-
ters. According to Bass in Darojat (2015) transforma-
tive leadership can defined as the ability of a leader to 
change the work environment, work motivation, per-
formance patterns, and work values perceived by 
subordinates, so they can optimize their performance 

to achieve the goals predetermined by the organization. 
Darojat (2015) and Alqatawenh (2018) also said that 
there are five dimensions of transformative leadership 
behavior; namely, “Attributed Charisma” in which a 
leader can be a role model for his subordinates; “Idea-
lized Influence” where the leaders try to have 
ideal influence on their subordinates; “Inspirational 
Motivation” whereby leaders inspire subordinates 
through motivation; and “Individualized Considera-
tion” where the leader provides a personal attention to 
subordinates as much as possible. 

 

Organizational Culture 

 
Each organization has a characteristic that disti-

nguishes it from other organizations; this characteristic 
becomes the name of the company, named organizati-
onal culture. Organizational culture refers to the disti-
nctive associations between expectations, traditions, 
attitudes and ways of doing things that determine how 

Table 1  
Previous Research (State of The Art) 

References Theory Research context Research location 

Pangarso, Saragih, and Al-Fath (2019) Transformative leadership theory Electrical Owned State Company Indonesia 
Lee et al. (2019) Information and decision-making theory  Multi sectors companies  Korea 
Chammas and Hernandez (2019) Full-range leadership theory, path-goal 

theory 
Starts up Brazil 

Buil, Martínez, and Matute  (2019) Social identity theory, social exchange 
theory 

Hotel Spain 

Eliyana, Ma’arif, and Muzakki (2019) Transformative leadership theory Harbor Indonesia 
Crede, Jong, and Harms (2019) Implicit leadership theory, transformative 

leadership theory 
Meta analysis 34 countries 

Nam and Park (2019) Social-influence 
processes  

Government South Korea 

Kammerhoff, Lauenstein, and Schütz 
(2019) 

Transformative leadership theory Music orchestra Germany 

Adriani, Joeliaty, Hilmiana, and 
Yunizar (2019) 

Transformative leadership theory Mosque Indonesia 

Sinaga, Asmawi, Madhakomala, and 
Suratman (2018) 

Transformative leadership theory PT. ATB Indonesia 

Kumari and Singh (2018) Organizational culture theory  Source Edge Software Technologies 
Pvt ltd 

India 

Ocak and Ozturk (2018) Transformative leadership theory Manufacturing firms Turkey 
Hiršová et al. (2018) Organizational culture theory Selected organizations Czech Republic 
Sari et al. (2018)  Theory of the firm The owned state companies Indonesia 
Saad and Abbas (2018) Organizational culture theory Public higher education institutions Saudi Arabia 
Paais (2018) Organizational culture theory Bank Maluku Indonesia 
Maamari and Saheb (2018) Organizational culture theory Service firms Middle east 
Anning-Dorson (2017) Organizational culture theory Service sector Ghana 
Ariyabuddhiphongs and Kahn (2017) Transformative leadership theory Cafe Thailand 
Jogaratnam (2017) Organizational culture theory Restaurants US 
Nguyen, Mia, Winata, and Chong 
(2017) 

Transformative leadership theory Department manager  Vietnam 

Ng (2017) Transformative leadership theory Meta analysis All over the world 
Nazarian et al.(2017) Organizational culture theory Hotel UK 
Goromonzi (2016) Organizational culture theory Bank Zimbabwe 
Hussein et al.(2016) Organizational culture theory Public higher education institutions Malaysia 
Harwiki (2016) Organizational culture theory Woman cooperatives Indonesia 
Naranjo-valencia et al. (2016) Organizational culture theory Agricultural sector Spain 
Ugwu, Enwereuzor, and Orji (2016) Transformative leadership theory Factory workers Nigeria 
Saragih, Pangarso and Al-fath (2020) Transformative leadership theory Employees of Indonesian Electrical 

State Owned Company 
Indonesia 
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individuals and groups do things (Vaitkunaite, 2006). 
According to Robbins and Judge (2008), organizatio-
nal culture is a mechanism that respects all organiza-
tions by common sense communicated by participants. 
The essence of the organizational culture is captured by 
seven components, including imagination, risk-taking, 
attention to detail, success orientation, people orienta-
tion, team orientation, violence and harmony. Siagian 
(2009) states that the functioning of organizational cul-
ture has a powerful positive impact on the behavior of 
its members, including a willingness to improve work 
performance. 
 

Employee Performance 

 
A company's output is influenced by the results of 

all its workers. Employee efficiency can be seen by 
workers' willingness to complete total duties and res-
ponsibility (Alkhamis, 2018). These tasks are usually 
based on items of success that have been set. Perform-
ance is a set of results achieved and refers to the act of 
attaining and carrying out a task in the way requested. 

 

Theoretical Framework & Hyphoteses Development 

 

Over the past three years, previous studies relat-

ing to transformative leadership, organizational cultu-

re, and employee performance from reputable interna-

tional scientific journal publishing databases (Science 

Direct, Taylor and Francis, Proquest, Ebsco) can be 

seen in Table 1. This table became the basis for prepa-

ring the research hypotheses. 

From previous studies, the following hypotheses 

were prepared: 

1. The direct impact of transformative leadership on 

performance. 

 According to Bangun (2012), a leader is able to in-

fluence performance in an organization. Depen-

ding on how the leader performs their leadership 

activities, each leader has a different leadership 

style and can prove that the leadership style is 

related to his organization’s ability. It can be said 

that the behavior of a leader can affect employee 

behavior because a leader wants employees to 

emulate good things from themselves. The leader-

ship style, applied to by academics, is the trans-

formative leadership style, which is currently 

greatly discussed and widely researched. Previous 

experiments have been undertaken to investigate 

the major influence of transformative leadership on 

results (Adriani et al., 2019; Ariyabuddhiphongs & 

Kahn, 2017; Buil et al. 2019; Chammas & 

Hernandez, 2019; Crede et al., 2019; Eliyana et al., 

2019; Kammerhoff et al., 2019; Nam & Park, 

2019; Ng, 2017; Nguyen et al., 2017; Ocak & 

Ozturk, 2018; Pangarso et al., 2019; Saragih et al., 

2020; Sinaga et al., 2018; Ugwu et al., 2016). 

Previous studies show that the effect of transfor-

mative leadership also needs to be evaluated in 

various study contexts (Buil et al., 2019; Crede et 

al., 2019; Ugwu et al., 2016). Table 1 shows 

previous analysis that assesses the direct effects of 

transformative leadership on success in a positive 

and drastic way. 

H1: Based on previous research, it can be argued 

that transformative leadership has a strong and 

observable influence on success. 

2. Causal influence of the atmosphere of organiza-

tions on employee results. 

 Previous experiments have been undertaken to de-

termine the major influence of organizational 

culture on performance (Anning-Dorson, 2017; 

Goromonzi, 2016; Hussein et al., 2016; Jogarat-

nam, 2017; Kumari & Singh, 2018; Lee et al. 2019; 

Maamari & Saheb, 2018; Naranjo-valencia et al., 

2016; Nazarian et al., 2017; Paais, 2018; Saad & 

Abbas, 2018; Sari et al., 2018). Some previous 

studies still state that organizational cultural has a 

negative and insignificant impact on performance 

(Harwiki, 2016; Hiršová et al., 2018). It can be 

argued that business culture also has a strong and 

substantial effect on progress based on prior find-

ings except the two experiments that become the 

research void. 

H2:  Table 1 shows previous studies, which analyze 

the direct influence of organizational culture on 

outcomes positively and dramatically. 

 

Previous studies examining the significant impact 

of organizational culture on performance have been ca-

rried out (Nam & Park, 2019; Sinaga et al., 2018). The 

theoretical structure of this research can be seen in 

Figure 5. 

 

 
 

Figure 5. Theoretical framework 
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Research Method 
 

This empirical investigation is a basic and cross-
sectional quantitative study that collected data  through 
a survey. A total of 45 questionnaire items represented 
the variables: transformative leadership adopted from 
Darojat (2015) consisted of 18 items; organizational 
culture adopted from Robbins and Judge (2008) con-
sisted of 15 items; and employee performance adopted 
from Kasmir (2016) consisted of 12 items. The instru-
ments adopted from Darojat (2015) for transformative 
leadership; Robbins and Judge (2008) for organizatio-
nal culture and Kasmir (2016) for employee perform-
ance present research phenomena, and have been 
widely used in related reserch fields. The items used 
the Likert scale for a scale of 1–5 questionnaire state-
ments (strongly disagree to strongly agree).  

The unit of analysis of this research is the indivi-
dual. Non-probability sampling using the whole popu-
lation in a survey was the sampling approach used 
(saturated sample). The study population was all West 
Java employees in the Regional Logistics Bureau 
Division, which amounted to a total of 69 respon-
dents. After the questionnaires were collected, the 
validity and reliability of the data were checked. Once 
the data was proven to be both valid and reliable, the 
data was analyzed using multiple linear regression 
techniques.  

 

Result and Discussion 
 

The response rate of the questionnaire distributed 
was 100%; that is, from the 69 questionnaires distribu-
ted, all 69 were eligible for further testing. The demo-
graphic profiles of the respondents are collected 
in Table 2. 

 
Table 2 

The Demographic Profile of the Respondents 

Profile Sub profile Percentage (%) 

Gender Man 56 
Woman 44 

Age Below 20 13 
20–40 67 
Above 40 20 

Education 
Background 

High school 13 
Diploma 31 
Undergraduate 49 
Postgraduate 7 

Work Experience Less than five years 45 

5–10 years 36 

More than ten years 19 
 

After the data was collected, it was checked using 
validity and reliability tests. As the value of total cor-
relation score of each item was more than the R-table 
value, it was concluded that all items of the research 
questionnaire are valid. Cronbach’s alpha coefficient 

was used for reliability analysis, and the cut off value 
of R-count had to be more than 0.700 (0.757). So, it is 
concluded that all item instruments were reliable. 

The next step involved multiple regression consi-
sting of a sequence of processes: normality test, hete-
roscedasticity test, multi regression linear, t-test, F-test, 
and determination coefficient. Data normality can be 
seen in various ways; one of the methods used was the 
Histogram displaying a normal curve method and a 
PPLOT curve with decision-making criteria. 
a)  If the data spreads along the diagonal line and fol-

lows the diagonal line path or a standard distribu-
tion pattern is shown in the histogram graph, then 
the regression model meets the classical assump-
tions. 

b)  If the data does not scatter along the diagonal line 
and does not obey the direction of the diagonal line, 
or a standard distribution pattern is not shown in the 
histogram graph, then model of regression does not 
fulfill the classical assumptions. The data normality 
test is shown in Figure 6 and Table 3. 

 
Table 3 
Kolmogorov-smirnov Test 

  Unstandarized 

Residual 

N  69.000 
Normal Parameters Mean 0.000 
 Std.Deviation 0.190 
Most Extreme 
Differences 

Absolute 0.063 

 Positive 0.063 
 Negative 0.063 
Test Statistic  0.063 
Asymp. Sig. (2-
tailed) 

 0.200 

 

 
Figure 6. Normality test results on the histogram 

Mean       = 2.62E-15 
Std. Dev.  = 0.985 
N             = 69 
 (Total_Y: Employee Performance) 
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Based on Figure 6, it can be assumed that the 

entire dataset used to calculate the employee perfor-

mance variable passed the normality test. It can be seen 

in lines forming bells or symmetrical curves. The nor-

mality test results in Figure 6 indicate that the overall 

data used to measure employee performance variables 

is normally distributed. Also, the results of the norma-

lity test data indicate a substantially higher value than 

alpha, based on Table 4 (0.200 > 0.050). Therefore, it 

can be concluded that the data of all variables has a 

normal distribution. 

In addition, to ensure that a normality test can be 

conducted with Kolmogorov-Smirnov (K-S) with a 

relevant level (alpha) of 0.050 in addition to the use of 

the P-P plot. With the parameters: 

1)  If the value of Asymp. Sig. Sec. (2-tailed) > 0.050, 

there is no natural distribution disturbance in the 

data. 

2)  If the value of Asymp. Sig. Sec. (2-tailed) < 0.050, 

then the data suffered a normal disturbance in the 

distribution. 
 

 To see if there is an inequality of variance from 

residual variables to other variables, the heteroscedas-

ticity test was used. Heteroscedasticity is not a positive 

regression model (Indrawati, 2015). According to 

Ghozali (in Atmaja, 2011), the framework for decision 

making is: 

1)  If a regular pattern is created by specific patterns, 

such as points (wavy, expanded, and then narrow-

ed), then heteroscedasticity occurs. 

2)  If there is no simple trend and the points on the Y 

axis scatter above and below the number 0, hetero-

scedasticity is not present. 

 

 
Figure 7. P-P plot data normality test 

(Total_Y: Employee Performance) 

 
Figure 8. Diagram scatterplot 

(Total_Y: Employee Performance) 

 
Table 4  

Multi Linear Regression and t-test 

Model 
Unstandarized Coefficients 

Standarized Coefficients 
T Sig. 

Collinearity 

Statistics 

Tolerance VIF 

1 (Constant) 1.126 0.157  7.178 0.000   

Total_ X1 0.482 0.075 0.648 6.394 0.000 0.355 2.818 

Total_ X2 0.183 0.071 0.261 2.572 0.012 0.355 2.818 

“X1”: Transformative Leadership 

“X2”: Organizational Culture 

        

Figure 8 shows that either at the top of the zero or 

at the bottom of the vertical axis zero or the Y-axis 

(divided by four quadrants), the data distribution map 

does not form special patterns or randomly distributed 

points; thus, it can be inferred that there are no 

heteroscedasticity markers in this regression model. 

          The regression coefficient is obtained based on 

Table 4 performance, so that the equation is as follows: 

Y= 1.126+0.482X1+0.183X2 

The following can be seen from the multiple 

linear regression equation: 

a)  A constant value of 1.126 suggests that the value of 

employee performance (Y) is equal to 1.126 if there 

is no influence from transformative leadership (X1) 

and organizational culture (X2). 

b)  The 0.482 regression coefficient value of X1 (trans-

formative leadership) means that if X1 increases by 

one unit, it will change employee output by 0.482 

units, provided that all factors are called constant. 

c)  The X2 (organizational culture) regression coeffici-

ent is 0.183, which means that if X2 increases by 

one unit, it will influence the output of workers by 

0.183 units, given that all variables are considered 

stable. 
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Studies have found that transformative leadership 

and organizational culture have a positive effect on 

employee success based on these equations.   

          The Indonesia Logistics Bureau West Java Regi-

onal Office uses partial hypothesis testing or T-tests to 

partly analyze the impact of disruptive leadership and 

organizational culture on employee performance. The 

effect of the independent variables was evaluated with 

a probability value of alpha = 0.050 % on the depen-

dent variable. The hypothesis which will be partially 

tested is: 

1)  H0: ρ1 = 0 

 Meaning: Transformative leadership at the 

Indonesia Logistics Bureau Regional West Java 

office has no major effect on employee results. 

 Ha: ρ1 ≠ 0 

 Meaning: Transformative leadership has a major 

influence on employee outcomes at the Indonesia 

Logistics Bureau Regional West Java branch. 

2)  H0 : ρ2 = 0 

 Meaning: In the Indonesia Logistics Bureau 

Regional West Java office, the organizational 

culture has no major effect on employee efficiency. 

 Ha: ρ2 ≠ 0 

 Meaning: The organizational atmosphere has a 

huge influence on employee productivity at the 

Indonesia Logistics Bureau Regional West Java 

Regional Office. 

 

The acceptance or denial criteria for the theory are 

as follows: 

1)  If the t-count is greater than 0.050, then H0 is ac-

knowledged and Ha is rejected, showing that there 

is no significant influence of the dependent variable 

between the independent variables. 

2)  If the t-table measurement and the significance 

value are less than 0.050, H0 is denied and Ha is ac-

cepted, meaning that the dependent variable has a 

substantial effect on the independent variables. In 

order to define the value of the table t, the formula 

must have a degree of independence: 

a)   Degrees of freedom (df) = (n-k) and accuracy 

standard (α) = 5% 

b)   N = quantity of samples, n = 69 

c)   K = quantity of variables, k = 3 

 

The degrees of freedom, then is (df) =n-k= 69-3 = 

66. A two-way test was the t-test used, then the t-table 

used was t 0.050 (66) = 1.668.  It can be shown, based 

on Table 4, that: 

1)   At the estimation value (6.394) > t-table (1.668) 

and a significance level of 0.000 < 0.050, the trans-

formative leadership component (X1) has a value of 

H0. H0 is dismissed. It can then be concluded that 

the transformative leadership variable (X1) has a 

major influence on employee success (Y) and that 

hypothesis 1 is acknowledged. 

2)   The community of the vector organization (X2) has 

a t-count (2.572) > t-table (1.668) and a degree of 

significance of 0.012 < 0.050; H0 is then denied. 

Therefore, it can also be inferred that variables (Y) 

have a major impact on employee success in the 

organizational culture (X2), hypothesis 2 is known. 
 

The coefficient of determination (KD) or the 

value of R-square (R2) used to assess how much impact 

leadership - the input of the independent variable (X1) - 

and organizational culture - the independent variable 

(X2) - have on the dependent variable (Y) - that is, the 

output of the employee. The calculation of the determi-

nation coefficient was performed using SPSS, which 

can be seen in Table 5. 
 

Table 5 

Coefficient Determination 

Model R R-square 
Adjusted 

R-square 

Std. Error of the 

Estimate 

1 0.871 0.759 0.752 0.193 

 

Table 5 demonstrates the extent of the effect of 

transformative leadership and organizational culture 

on employee morale at the Indonesia Regional West 

Java Logistics Bureau office. The determination 

coefficient or the R-square value showed that with this 

formula, the magnitude effect: 

KD = r2 x 100% = (0.871)2 x 100% = 75.900 % 

         A significance of 75.900 percent means that tran-

sformative leadership and organizational culture varia-

bles impact 75.900 percent of employee success varia-

bles, while other variables not evaluated in this study 

influence the remaining 24.100 percent. This reveals a 

gap in the literature, potentially indicating a need 

to explore other variables beyond transformative 

leadership and organizational culture in future resear-

ch, e.g., organizational agility. 

A theoretical contribution and a practical contri-

bution are the results of this research study. The theo-

retical contribution supports transformative leadership 

theory and organization theory, both of which contri-

bute to the important effect of transformative leader-

ship and organizational culture on enhancing employ-

ee performance. Furthermore, the findings of this study 

support previous studies regarding the positive and 

concrete impact on employee performance of transfor-

mative leadership, as can be seen in Table 1. 

Previous findings by Adriani et al. (2019), Ariya-

buddhiphongs and Kahn (2017), Buil et al. (2019), 
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Chammas and Hernandez (2019), Crede et al. (2019), 

Eliyana et al. (2019), Kammerhoff et al. (2019), Nam 

and Park (2019), Ng (2017), Nguyen et al. (2017), 

Ocak and Ozturk (2018), Sinaga et al. (2018), Ugwu et 

al. (2016), and Saragih et al. (2020). The major effect 

of organizational culture on employee success confir-

ms previous research conducted by Anning-Dorson 

(2017), Goromonzi (2016), Hussein et al. (2016). Jo-

garatnam (2017), Kumari and Singh (2018), Lee et al. 

(2019), Maamari and Saheb (2018), Naranjo-valencia 

et al. (2016), Nazarian et al. (2017), Paais (2018), Saad 

and Abbas (2018), and Sari et al. (2018). Around the 

same time, previous findings by Nam and Park (2019), 

Sinaga et al. (2018), Biswas (2013), and Xenikou and 

Simosi (2006) supported the important impact of trans-

formative leadership and organizational culture on em-

ployee success. The findings of the current study po-

tentially prove that transformative leadership and orga-

nizational culture also have a partial influence on em-

ployee success in Indonesia's food supply industry at 

the same time. 

From Table 2, the demographic profiles of the 

respondents can be analyzed as follows. Age has a re-

lationship with work performance and employee per-

formance. More specifically, the age factor refers to 

several positive qualities that older workers bring to 

their work, especially experience, a robust work ethic, 

and a commitment to excellence. With a composition 

of as much as 80% of employees under 40 years, the 

age of employees is quite ideal for carrying out tasks 

assigned to the Indonesia Logistics Bureau Regional 

Division West Java office.  

Various psychological studies show that women 

are more willing to adjust to authority, while men are 

more aggressive and are more likely to be successful 

than women. Still, the difference in comparison is sma-

ll, so it depends on research conducted by researchers 

whether dominated by men or women. This means that 

companies need more male employees to work aggre-

ssively to learn new things at work; on the other hand, 

companies also need female employees to be able to 

adjust to the work environment (Robbins & Judge, 

2008). 

According to Hartatik (2014), in the process of 

acquiring and enhancing the standard of individual 

professional skills, education plays a vital role. This 

means that employees who have a high level of educa-

tion are more qualified and professional at work based 

on educational background data, at the Indonesia Lo-

gistics Bureau Regional Division of West Java, the em-

ployees were spread across three groups - S1, S2, and 

S3 education groups with a total of 56%. 

An extended work period at a company would 
make an employee feel more at home or tend to have a 
sense of work attachment because they have been wor-
king there long enough to adapt to the work environ-
ment and feel comfortable with their work. Data shows 
that 55% of the Indonesia Logistics Bureau Regional 
Division of West Java office employees have more 
than five years of work experience. Thus, the Indonesia 
Logistics Bureau Regional Division of West Java of-
fice employees has a workforce with long work expe-
rience. 

The practical contribution of this study is to urge 
the management of the Indonesian Logistics Bureau's 
West Java Regional Division to pay heed to the value 
of transformative leadership and organizational culture 
to boost employee productivity. By focusing on three 
aspects, this study will add value to the overall mana-
gement of the company: leaders must empower and 
encourage their subordinates; the strategic value and 
emphasis on organization success must be included in 
the organizational culture. If the company can build a 
leader with the attributes of a transformative leader, this 
would have an effect on improving employee perform-
ance. Leaders that can empower and encourage their 
subordinates by engaging and working with them have 
the highest correlation value of transformative leader-
ship variables (X1_7). Things that need to be consider-
ed to shape a person into a transformative leader in-
clude: leadership training, implementing a 360-degree 
leadership assessment system in the organization, im-
plementing awards for outstanding leaders, and show-
ing active participation in working with subordinates. 

Furthermore, in terms of organizational culture, it 
can be seen that the item that has the highest correlation 
with organizational culture variables is the existence of 
organization values related to aggressiveness to com-
pete (X2_12). To increase the competitiveness within 
the organization, the company can hold competitions 
and give awards related to employee work perform-
ance. Of course, the culture of competition in organi-
zations must also pay attention to the balance in terms 
of collaboration. If an organization has values to com-
pete aggressively, the organization can compete better.  

An important item of employee performance wi-
th the highest correlation value is efficiency in terms of 
the use of organizational resources (Y8). Therefore, if 
the leader of the organization can motivate and inspire 
employees through active engagement with them and 
the organizational culture encourages competition, or-
ganizational efficiency will increase. Organizational 
resources can be grouped into tangible and intangible, 
as well as financial and non-financial. The results of 
this study highlight that efficiency is important for the 
performance of an organization. 
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Conclusions and Implications 
 

In the background of the Indonesia Division of 
the West Java Regional Logistics Bureau, transforma-
tive leadership and organizational culture have a signi-
ficant influence on the effectiveness of its workers . 
This study emphasizes and supports the philosophy of 
transformative leadership and organization strategy, 
which notes that transformative leadership and organi-
zational culture have a major effect on the development 
of employee productivity. Considering the key pro-
blems of the West Java Regional Logistics Bureau of 
Indonesia, this study is strategically useful in terms of 
decision-making related to optimizing employee effi-
ciency by transformative leadership and organizational 
culture. The results of this analysis include positive 
guidance, in particular on the importance of a leader's 
role in empowering and encouraging workers through 
active engagement with them, and the presence of po-
sitive organizational principles can boost organization 
performance. 

The drawbacks of this research are that the study 
was conducted in a very restricted context with a limi-
ted number of tests, focused only on the idea of trans-
formative leadership and organizational culture, and 
performed under a timeline setting (cross-sectional). 
For further future research, the scope of the study could 
be expanded to include a range of countries (not only 
analysis of one province) that could later be linked to 
the role of the owned state company in food security 
sector in Indonesia, and also in a longitudinal research 
to realize the Golden Indonesia 2045. The Logistics 
Bureau of Indonesia plays an important role as it sup-
plies a main human need, which is rice as Indonesians’ 
basic food. So the quantity supply of rice would be play 
an important role to support Indonesian to realize Gol-
den Indonesia 2045 as a country. Indonesia have a big 
opportunity to become a developed country in 2045 
when the goals of the Golden Indonesia vision are re-
ached (Pangarso et al., 2020). It is also advisable to 
examine other leadership concepts that are hot topics, 
such as transcendental leadership. 
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