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Abstract. Employee performance was an important factor in the success of public sector organizations,
particularly Bapperida Kota Serang, which played a strategic role in regional development planning and
innovation. Employee performance was influenced by various organizational factors, including transformational
leadership style, work discipline, and work motivation. This study aimed to analyze the influence of
transformational leadership style and work discipline on employee performance, both directly and indirectly
through work motivation as a mediating variable at Bapperida Kota Serang. This study employed a quantitative
approach using a survey method. Data were collected from 100 employees of Bapperida Kota Serang and were
analyzed using Partial Least Squares—Structural Equation Modeling (PLS-SEM). The results showed that work
discipline and work motivation had a positive and significant effect on employee performance. Transformational
leadership had a significant effect on work motivation but did not have a direct effect on employee performance.
Work motivation mediated the relationship between transformational leadership and employee performance but
did not mediate the relationship between work discipline and employee performance. This study concluded that
work motivation was a key variable in improving employee performance at Bapperida Kota Serang. Therefore,
efforts to enhance employee performance were more effective when they focused on strengthening work
motivation, supported by participative transformational leadership and adaptive work discipline oriented toward
psychological support.

Keywords: Bapperida; Employee Performance; Transformational Leadership Influence; Work Discipline; Work
Motivation.

1. INTRODUCTION

In the era of bureaucratic reform, which demands that government apparatus work
professionally, transparently, and accountably, improving employee performance has become
an essential aspect of realizing good governance. Bureaucratic reform is essentially a strategic
step by the government to improve systems, procedures, and bureaucratic work culture to be
more effective, efficient, and oriented toward public service. In this context, civil servants play
a central role as the primary implementers of public policy who determine the success of de-
velopment program implementation.

As explained in Presidential Regulation Number 81 of 2010 concerning the Grand
Design of Bureaucratic Reform 2010-2025, improving the performance of the apparatus is a
major pillar in creating a bureaucracy with integrity, high performance, and the ability to pro-
vide quality public services. According to Fahmi and Prabowo (2024), the performance of gov-
ernment officials reflects the extent to which individuals are able to internalize the values of
professionalism and accountability in their work activities. Employee performance is a funda-

mental element in assessing the effectiveness of task execution and the success of an
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organization in achieving its goals. The level of employee performance not only reflects indi-
vidual abilities and responsibilities but also serves as a primary indicator of organizational suc-
cess in realizing its vision and mission. Optimal employee performance will directly impact
organizational efficiency, productivity, and competitiveness. According to Pratama and
Suryani (2023), employee performance is the result of interactions between ability, motivation,
and the work environment that influence each other in producing quality output. Meanwhile,
research by Rahmadani and Fitrianto (2024) emphasizes that organizational success depends
heavily on the extent to which employees are able to adapt to the dynamics of change and
optimize their potential in working. Furthermore, factors such as leadership style, work disci-
pline, and reward systems also make significant contributions to improving employee perfor-
mance (Susanto & Lestari, 2023).

The Regional Development Planning, Research, and Innovation Agency (Bapperida)
of Serang City was established based on Mayor's Regulation Number 16 of 2025 concerning
the Position, Organizational Structure, Duties and Functions, and Work Procedures of the Re-
gional Development Planning, Research, and Innovation Agency of Serang City. It has the task
of implementing supporting functions for development planning and supporting functions for
research and development under regional authority, as well as co-administration tasks assigned
to the Region. To carry out these duties, Bapperida has several functions, including: formulat-
ing planning; implementing programs, activities, and budgets in the field of Regional Devel-
opment Planning, Control, and Evaluation; analyzing and reviewing regional development
planning and funding; collecting and analyzing development data and information for regional
development planning; integrating and harmonizing regional development programs; formu-
lating policies for planning, controlling, evaluating, and providing regional development infor-
mation; coordinating and synchronizing the implementation of regional planning and budget-
ing policies; evaluating regional development planning policies, regional development plan
implementation, and regional development plan results; controlling through monitoring, super-
vision, and follow-up on deviations from goal achievement so that programs and activities align
with regional development policies; identifying regional development issues based on data to
track development progress; presenting and securing regional development information data;
securing data through printed and electronic materials as documentation; preparing and con-
ducting evaluation and reporting of regional development programs and activities; managing
evaluation analysis results for the preparation of regional development program and activity
reports; implementing administration according to its field of duty; and performing other func-

tions assigned by the Head related to its duties.
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According to Ramadhan and Putri (2024), organizational competence has a significant
influence on improving employee performance because a deep understanding of roles, respon-
sibilities, and organizational goals allows employees to work more effectively and contribute
optimally to achieving the institution's strategic objectives. In the context of regional govern-
ment, Minister of Home Affairs Regulation Number 86 of 2017 explains that Bapperida has
strategic tasks in preparing medium-term and long-term development plans, preparing annual
work plans, and formulating policies based on research and innovation results according to
regional needs.

Bapperida of Serang City is a strategic regional apparatus that holds a central role in
development planning, regional innovation development, and the utilization of research and
development (kelitbangan) results. Based on the achievement of the Key Performance Indica-
tors (KPIs) of Bapperida Serang City for 2021-2024, there are interesting and scientifically
relevant performance dynamics. The Regional Development Planning Score shows perfor-
mance fluctuations, with an increase from 5.97 in 2021 to 6.86 in 2022, but experiencing a
decrease in 2023 and 2024 to 6.55 and 6.18, respectively. This condition indicates challenges
in maintaining the consistency of regional development planning quality, although in general,
performance is still in the "fairly good" category. These fluctuations need further examination
to identify internal organizational factors affecting planning performance.

Regarding the percentage of innovations implemented by the region, Bapperida Se-
rang City showed relatively good achievement in the 20212023 period, with an upward trend
reaching 82% in 2023. However, in 2024, there was a significant decrease to 66.67%. This
decline is an important signal of potential issues in human resources, leadership, or work mo-
tivation that could impact the sustainability of regional innovation implementation. Further-
more, the Regional Innovation Index shows that Serang City is generally in the "Innovative"
to "Very Innovative" category. The highest achievement occurred in 2022 with a score of 60.56
(Very Innovative category), but it fell back to the Innovative category in 2023 and 2024. This
change in category reflects that regional innovation performance is not yet fully stable and still
requires strengthening in terms of organizational governance and apparatus performance.

On the other hand, the percentage of utilization of research and development (kelit-
bangan) results shows a consistent upward trend from 78.57% in 2021 to 90% in 2024, all
within the high category. This achievement shows organizational commitment to utilizing re-
search results as a basis for policy formulation. However, this high achievement has not been
fully followed by the stability of other performance indicators, raising questions about the or-

ganization's internal effectiveness in managing performance sustainably. Based on these
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conditions, Bapperida Serang City is a relevant and strategic research location to be studied
more deeply, particularly regarding organizational factors that influence employee and institu-
tional performance. Performance fluctuations amidst demands for improved quality of plan-
ning and regional innovation indicate the need for research to identify the influence of leader-
ship style, work discipline, and work motivation in supporting optimal and sustainable perfor-
mance achievement.Compensation is often considered a key factor influencing employee per-
formance because it represents organizational appreciation for employee contributions. Ac-
cording to human resource management theory, fair and adequate compensation can increase
job satisfaction, commitment, and productivity. However, empirical evidence suggests that
compensation alone does not always lead to optimal performance, especially when intrinsic
motivation is weak.

Various previous studies on public sector employee performance generally utilize a
quantitative approach with survey methods and linear regression analysis. Some studies focus
on the leadership style variable independently or link it directly to the work environment. Pre-
vious research (such as Agnesia Ragita, 2023) frequently does not include the work discipline
variable to examine the combined influence on performance. Moreover, many studies (such as
Riza Fahlepi et al., 2023) emphasize the physical work environment aspect more than the be-
havioral variable of work discipline. The advantage of previous research is that it has success-
fully identified that transformational leadership has a positive correlation with motivation;
however, there is often a gap in explaining the comprehensive mediating mechanism of work
motivation within regional planning agencies. The hypothesis in this study proposes that work
motivation acts as an intervening bridge between transformational leadership and work disci-
pline toward employee performance.

Based on the problem limitation, this study aims to address the following research
questions: (1) Is there a significant influence of leadership style on employee performance at
Bapperida Serang City? (2) Is there a significant influence of work discipline on employee
performance at Bapperida Serang City? (3) Is there a significant influence of work motivation
on employee performance at Bapperida Serang City? (4) Is there a significant influence of
leadership style on work motivation at Bapperida Serang City? (5) Is there a significant influ-
ence of work discipline on work motivation at Bapperida Serang City? (6) Is there a significant
influence of leadership style on employee performance through work motivation at Bapperida
Serang City? (7) Is there a significant influence of work discipline on employee performance

through work motivation at Bapperida Serang City?
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This study is expected to provide a dual contribution, both theoretically and practi-
cally. From an academic perspective, the results enrich the literature on Human Resource Man-
agement (HRM) in the public sector, specifically by dissecting the crucial role of work moti-
vation as a key variable that mediates the influence of transformational leadership style on
employee performance. This provides a deeper understanding of the psychological mecha-
nisms that drive work effectiveness within government agencies. Practically, this research of-
fers strategic recommendations for the leadership of Bapperida Serang City to implement more
participative leadership patterns and adaptive work discipline systems. These steps are consid-
ered vital for stabilizing and enhancing the achievement of the organization’s Key Performance
Indicators (KPIs) amidst the dynamic demands of regional planning.

The structure of this paper is organized systematically to provide a comprehensive
overview of the research flow. The paper begins with Section 2, which presents an in-depth
literature review and the development of research hypotheses. Subsequently, Section 3 outlines
the research methodology, including the data collection instruments and analysis techniques
using Partial Least Squares-Structural Equation Modeling (PLS-SEM). The results of the data
analysis and their subsequent discussion are presented in detail in Section 4. Finally, Section 5
provides the conclusions derived from the research findings and formulates relevant policy
recommendations for the concerned agencies.

Preliminaries or Related Work or Literature Review
Employee Performance

Performance is an individual's overall output over a specific period in executing tasks,
based on work standards, targets, or predetermined criteria that have been mutually agreed
upon (Toto, 2024). According to Jaya (2022), performance is the work achievement of an in-
dividual or a group within an organization, aligned with their respective authority and respon-
sibility, in an effort to attain organizational goals legally, without violating the law, and in
compliance with both morals and ethics. Meanwhile, Roring et al. (2023) state that employee
performance represents the qualitative and quantitative results achieved by an employee in per-
forming their duties according to the responsibilities assigned to them.

Based on the definitions above, a synthesis is drawn that employee performance is the
work achievement of an individual or a group within an organization in accordance with the
duties, responsibilities, and authorities assigned to them within a specific period. Employee
performance can be understood as an individual's ability to execute tasks encompassing five
main dimensions: a.) Quality of Work, reflecting accuracy, precision, and the conformity of

work results with established standards. The indicators used are accuracy and precision in
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working, as well as the neatness and completeness of work results; b.) Quantity of Work, de-
scribing the amount of work or volume of tasks completed according to targets. The indicators
used are speed and the ability to complete tasks, as well as work productivity (output relative
to input/time);c.) Timeliness, indicating the ability to complete tasks on time and utilize re-
sources optimally. The indicators used are completion of work within the established deadlines
and avoiding the postponement of tasks: a.) ooperation, showing the ability to work together
with colleagues and the courage to take action without waiting for instructions from superiors.
The indicators used are the ability to establish good working relationships with colleagues and
the willingness to assist colleagues in achieving common goals;b.) Responsibility, covering the
awareness to fulfill obligations, compliance with rules, and loyalty to the organization. The
indicators used are awareness of job obligations and the ability to make decisions within the
scope of work.

Transformational Leadership Style

Mendrofa et al. (2022) add that transformational leadership is a form of leadership
that possesses the power to influence subordinates in specific ways, such that subordinates feel
trusted, valued, loyal, and respectful toward their leader, ultimately motivating them to perform
beyond expectations. Tandelilin & Widyadana (2023) reveal that transformational leadership
is viewed as leadership that can develop and transform individual mindsets with the aim of
unifying the vision and mission for the progress of the organization. According to Bismoko et
al. (2023), transformational leadership is also described as a leadership style capable of as-
sessing the skills and talents of all members to ensure task completion, while identifying op-
portunities for the expansion of members' responsibilities and authority in the future.

From the definitions above, a synthesis is drawn that transformational leadership is a
leadership model or style oriented toward change and development, both for individuals and
the organization. Transformational leaders have the ability to inspire, motivate, and influence
their subordinates to work beyond personal interests to achieve common goals. In this study,
work discipline is measured through five main dimensions: a.) Time Adherence, reflecting the
ability and willingness of employees to arrive on time and utilize working hours effectively in
accordance with organizational regulations. The indicators used are arriving and leaving work
on time and using working hours efficiently to complete tasks: b) Compliance with Organiza-
tional Regulations, indicating the level of employee obedience to all applicable rules, policies,
and work procedures. The indicators used are adhering to organizational rules and regulations
and executing leaders' instructions according to provisions;c.) Responsibility for Work, de-

scribing the earnestness of employees in performing tasks according to targets and work
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standards, as well as the willingness to be accountable for the results. The indicators used are
executing tasks according to targets and work standards and being ready to accept conse-
quences for work outcomes;d.) Work Ethics and Behavior, reflecting a polite, honest, and har-
monious attitude in interacting within the work environment. The indicators used are dressing
neatly and behaving politely in the workplace, and maintaining good relationships and mutual
respect among colleagues;e.) Compliance with Sanctions and Discipline Norms, showing em-
ployee awareness in understanding, accepting, and utilizing sanctions as a means of fostering
more disciplined work behavior. The indicators used are understanding and accepting sanctions
for disciplinary violations and demonstrating a change in attitude toward better discipline after
being sanctioned.

Work Discipline

Work discipline is a tool used by managers to communicate with employees to en-
courage them to change their attitudes and to evoke both willingness and awareness to obey all
rules and social norms applicable within a company (Gustina, 2024). According to Fauzia et
al. (2020), work discipline is an attitude of respect, appreciation, obedience, and adherence to
applicable regulations, whether written or unwritten, along with the readiness to execute duties
and not evade sanctions if one violates the assigned tasks and authorities. Furthermore, accord-
ing to Shalihah et al. (2024), work discipline is an attitude of respect, appreciation, obedience,
and adherence to various applicable regulations, both written and unwritten, as well as the
readiness to implement them and not evade sanctions for any violation of the duties and au-
thorities granted.

From the definitions above, a synthesis is drawn that work discipline is the awareness
and willingness of employees to obey all regulations, codes of conduct, and norms applicable
within an organization, accompanied by the responsibility to carry out tasks in an orderly man-
ner and accept sanctions for any violations committed. In this study, work discipline is meas-
ured through five main dimensions: a.) Time Adherence, reflecting the ability and willingness
of employees to arrive on time and utilize working hours effectively in accordance with organ-
izational provisions. The indicators used are arriving and leaving work on time and using work-
ing hours efficiently to complete tasks;b.) Compliance with Organizational Regulations, indi-
cating the level of employee obedience to all applicable rules, policies, and work procedures.
The indicators used are adhering to organizational rules and regulations and executing leaders'
instructions according to provisions;c.) Responsibility for Work, describing the earnestness of
employees in performing tasks according to targets and work standards, as well as the willing-

ness to be accountable for the results. The indicators used are executing tasks according to
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targets and work standards and being ready to accept consequences for work outcomes;d.)
Work Ethics and Behavior, reflecting a polite, honest, and harmonious attitude in interacting
within the work environment. The indicators used are dressing neatly and behaving politely in
the workplace, and maintaining good relationships and mutual respect among colleagues;e.)
Compliance with Sanctions and Discipline Norms, showing employee awareness in under-
standing, accepting, and utilizing sanctions as a means of fostering more disciplined work be-
havior. The indicators used are understanding and accepting sanctions for disciplinary viola-
tions and demonstrating a change in attitude toward better discipline after being sanctioned.
Work Motivation

Work motivation is a psychological drive that encourages individuals or employees to
perform activities to achieve targets set by the organization or personally (Hidayat, 2024). Ac-
cording to Nurjaya (2021), motivation is an effort that provides an incentive for someone to
take a desired action. Furthermore, according to Hasanudin & Santiko (2023), work motivation
is the provision of a driving force that creates work enthusiasm, enabling individuals to coop-
erate, work effectively, and integrate all their efforts to achieve satisfaction.

From the definitions above, a synthesis is drawn that work motivation is a driving
force originating from both within and outside the individual that arouses enthusiasm, will, and
readiness to act, thereby encouraging the individual to work in specific ways to achieve desired
goals. In this study, work motivation can be understood as internal and external drives that
influence the attitude, behavior, and spirit of employees in performing tasks optimally. This
work motivation is operationalized into five main dimensions: a.) Physiological Needs, reflect-
ing the fulfillment of basic employee needs through the availability of work support facilities
and proper compensation. The indicators used are supporting facilities and compensation.;b.)
Safety Needs, indicating the level of comfort and protection for employees against work risks,
both physically and psychologically. The indicators used are physical safety needs and protec-
tion;c.) Social Needs, describing the quality of interaction and working relationships among
colleagues as well as with superiors. The indicators used are good interaction among employees
and good interaction with superiors;d.) Esteem Needs, reflecting the recognition and apprecia-
tion for work results and employee contributions within the organization. The indicators used
are recognition and appreciation;e.) Self-Actualization Needs, showing the opportunities for
employees to develop their potential and skills to achieve optimal performance and personal
development. The indicators used are potential and skills.

Despite these findings, several gaps persist in the existing literature. Previous studies,

such as the one by Agnesia Ragita (2023), often overlooked the concurrent role of work
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discipline when examining leadership and performance. Furthermore, other research (e.g.,
Fahlepi et al., 2023) tended to emphasize physical work environments over behavioral
variables like discipline. This study addresses these gaps by integrating transformational
leadership and work discipline within a single structural model, specifically localized in a
strategic government planning agency (Bapperida) and utilizing work motivation as a

mediating bridge.

2. PROPOSED METHOD

This research employs a quantitative approach using a survey method to examine the
influence of independent variables on the dependent variable. The proposed analytical method
is Partial Least Squares-Structural Equation Modeling (PLS-SEM). The data analysis
procedure is conducted to validate a theoretical model linking transformational leadership style
and work discipline to employee performance, with work motivation serving as a mediating
variable.
SEM-PLS Analytical Procedure

The data processing procedure in this study follows the stages of Partial Least
Squares-Structural Equation Modeling (PLS-SEM) analysis, formulated in the following algo-
rithm:

Table 1. PLS-SEM Analysis Stages.

INPUT: Primary data from 100 respondents (Bapperida Serang City Staff)

OUTPUT: Path Coefficients, P-Values, and Coefficient of Determination (R?)

Measurement Model Evaluation (Outer Model): Testing convergent validity (Loading Factor >
0.7), discriminant validity (Average Variance Extracted / AVE > 0.5), and reliability
(Cronbach’s Alpha & Composite Reliability > 0.7);

Structural Model Evaluation (Inner Model): Assessing the model's strength through R? values
for the dependent variables

Hypothesis Testing (Bootstrapping): Performing the bootstrapping procedure to determine the
significance of direct effects;

Mediation Analysis: Testing the indirect effect of work motivation using the Specific Indirect
Effects method.

Formatting of Mathematical Components

This research model is based on causal relationships involving exogenous,
intervening, and endogenous variables. These relationships can be formulated mathematically
in the following structural equations:

Y=y+aXi+&aX:+e (1)
Eq. (1) is used to estimate how transformational leadership style and work discipline

influence work motivation within the structural model.
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The next structural equation explains employee performance as influenced by
transformational leadership style, work discipline, and work motivation:
Z=a+B:Xi+ X2+ BsY + & 2
Eq. (2) evaluates both direct and indirect effects of exogenous variables on employee
performance.
If the indirect path coefficient X—Y—Z is statistically significant and the direct path
is reduced after inclusion of the mediator, then mediation exists within the structural model.
Mediation is confirmed when the bootstrapping procedure shows that the indirect ef-
fect coefficient is significant (p < 0.05). The reduction or persistence of the direct effect deter-

mines whether mediation is partial or full.

3. RESULTS AND DISCUSSION

This study collected data from 100 respondents who are staff members at the Regional
Development Planning, Research, and Innovation Agency (Bapperida) of Serang City. Data
collection was conducted from December 30, 2025, to January 9, 2026, using questionnaires
distributed to the employees. The information gathered covers four variables: Employee
Performance (Z), Transformational Leadership Style (X1), Work Discipline (X2), and Work
Motivation (Y). Respondents were asked to assess each statement item based on their
perceptions using a 1-5 Likert scale. Descriptive analysis was employed to provide a general
overview of the data characteristics and respondents' perceptions of the research variables.

The unit of analysis in this study is the staff-level employees of the Regional
Development Planning, Research, and Innovation Agency of Serang City. The research focuses
on the influence of Transformational Leadership style and Work Discipline on employee
performance through work motivation as an intervening variable. Data analysis was performed
using a quantitative approach with Partial Least Square—Structural Equation Modeling (PLS-
SEM) via SmartPLS 4.0 software. The following is the research data information: a.) Number
of respondents: 100 people; b.)Total statements: 120 items (30 per variable);c.) Variable Xi:
Transformational Leadership Style (X1.1 — X1.30);d.) Variable X2: Work Discipline (X2.1 —
X2.30);e.) Variable Y: Work Motivation (Y.1 —Y.30);f.) Variable Z: Employee Performance
(Z.1-2Z.30);9.)Likert Scale: 1-5 (Strongly Disagree — Strongly Agree)

Initial data screening confirmed completeness, normal distribution tendencies, and

suitability for SEM-PLS analysis. The measurement model evaluation showed that all

indicators met convergent validity requirements (loading factor > 0.70, AVE > 0.50) and
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reliability standards (Composite Reliability > 0.70, Cronbach’s Alpha > 0.70). Discriminant
validity was also satisfied based on the Fornell-Larcker criterion, confirming that each
construct was empirically distinct.
Research FindingDescriptive Analysis

Each variable consists of 5 dimensions and 10 indicators. Variable measurement is
conducted through 30 statement items, totaling 120 items across all variables, which represent
the internal and external drives of employees at work. The PLS-SEM analysis is performed
based on the mean data of each variable indicator. The results of the descriptive statistical
analysis for these variables are presented in Table 2 below.

Table 2. Descriptive Statistics of Variables.

Indikator Item Mean Median Sc_ale Scale Stan_da_rd
Min Max Deviation

Z-KK Z21-76 4,135 4,500 1,670 5,000 0,79

Z-KnK 27-212 4,089 4,330 1,830 5,000 0,722

Z-KW Z.13-7.18 4,118 4,330 1,500 5,000 0,751

Z-Kj Z2.19-7.24 4,180 4,500 2,000 5,000 0,722

Z-Tj 2.25-72.30 4,129 4,500 1,830 5,000 0,792

X1-PI X1.1-X16 3,989 4,500 1,670 5,000 0,934

X1-Ml X1.7-X1.12 3,940 4,500 1,670 5,000 0,910
X1.13 -

X1-Sl X118 3,988 4,200 1,830 5,000 0,795
X1.19 -

X1-IC X1.24 3,988 4,170 1,830 5,000 0,797
X1.25 -

X1-EIK X1.30 4,003 4,330 1,670 5,000 0,815

X2-KW X2.1-X26 4,077 4,330 2,000 5,000 0,783

X2-KPO X2.7-X2.12 4,086 4,400 2,000 5,000 0,763
X2.13 -

X2-TJP X218 4,175 4,500 1,830 5,000 0,75
X2.19 -

X2-EPK X294 4,088 4,330 2,170 5,000 0,732
X2.25 -

X2-KSND X2.30 4,043 4,170 1,670 5,000 0,8

Y-KF Y1-Y.6 3,859 4,330 2,000 4,830 0,913

Y-KPO Y.7-Y.12 3,918 4,500 1,670 5,000 0,931

Y-KS Y.13-Y.18 3,907 4,170 1,830 5,000 0,869

Y-KHD Y.19-Y.24 3,945 4,330 1,830 5,000 0,878

Y-KAD Y.25-Y.30 3912 4,330 1,670 5,000 0,992

In brief, the data indicate that employee performance (Z), work discipline (X2), and
transformational leadership (X1) are in the high category, with mean values close to the maxi-

mum scale. Meanwhile, work motivation () is also relatively good, but has the lowest mean



The Influence of Transformational Leadership Style and Work Discipline on Employee Performance Through
Work Motivation as a Intervening Variable Among BAPPERIDA Staff in Serang City

score and the highest variability compared to the other variables. Table 3 reports the results of
the convergent validity and construct reliabilityassessment.

Table 3. Convergent Validity and Construct Reliability

Construct Indicator Facto_r AVE CR
Loading
Employee Performance (Z) Z-KK 0,968 0,925 0,984
Z-KW 0,972
Z-Kj 0,961
Z-KnK 0,952
Z-TJ 0,956
Transformational Leadership X1-EIK 0,894 0,784 0,948
Style (X1) X1-IC 0,895
X1-Ml 0,864
X1-PI 0,860
X1-SI 0,912
Work Discipline (X2) X2-EPK 0,975 0,936 0,986
X2-KPO 0,965
X2-KSND 0,978
X2-KW 0,969
X2-TJP 0,950
Work Motivation (Y) Y-KAD 0,983 0,949 0,989
Y-KF 0,946
Y-KHD 0,981
Y-KPO 0,980
Y-KS 0,981

The results show that all constructs meet the validity and reliability requirements. All
indicators have factor loading values above 0.70, indicating strong convergent validity. In ad-
dition, the AVE values for all variables are above 0.50 and the CR values exceed 0.70, demon-
strating that the constructs have good reliability and consistency. Therefore, the variables of
employee performance, transformational leadership, work discipline, and work motivation are
considered valid and reliable for further analysis.

Discriminant Validity

Discriminant  validity was assessed using the Fornell-Larcker criterion
(Table 4) and the Heterotrait-Monotrait ratio (HTMT) (Table 5).

Table 4. Discriminant Validity —Fornell-Larcker Criterion.

Construct X2 X1 z Y
Work Discipline (X2) 0,967

Transformational 0,802 0,885

Leadership Style (X1)

Employee Performance (Z) 0,831 0,772 0,962

Work Motivation () 0,539 0,844 0,628 0,974

Table 5. Discriminant Validity -HTMT Ratios.
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Construct X2 X1 V4 Y
Work Discipline (X2)

Transformational 0,852

Leadership Style (X1)

Employee Performance (Z) 0,845 0,812

Work Motivation (Y) 0,547 0,864 0,638

The results confirmed discriminant validity, as the square roots of AVE (bold diagonal
values) exceeded the inter-construct correlations (Fornell-Larcker criterion), and all HTMT
valuesremained below the threshold of 0.90
Reliability Test

Reliability measures the internal consistency of indicators used to assess latent con-
structs. The criteria used are: a.) Cronbach’s Alpha > 0.60: indicates acceptable internal con-
sistency for exploratory research, while for confirmatory research the minimum value is 0.70
(Hair et al., 2021).;b.) Composite Reliability > 0.70: indicates good internal reliability. Com-
posite reliability is calculated based on actual factor loadings, making it more accurate than
Cronbach’s alpha.

Table 6. Reliability Construct Test.

Construct Cronbach's Alpha  Composite Re-

liability
Work Discipline (X2) 0,983 0,986
Transformational 0,931 0,948
Leadership Style (X1)
Employee Performance (Z) 0,980 0,984
Work Motivation (YY) 0,987 0,989

Direct Effect

Hypothesis testing in this study used the bootstrapping approach with 5,000 sub-
samples to obtain accurate t-statistics and p-values. The criteria for accepting or rejecting
hypotheses were based on three main aspects. First, statistical significance indicates that a
hypothesis is accepted if the t-statistics value is > 1.96 (for a 95% confidence level) and the p-
value is < 0.05. Second, the path coefficient must have a direction consistent with theoretical
predictions (positive or negative). Third, the strength of the relationship between constructs is
assessed based on the magnitude of the path coefficient, where higher values indicate stronger
effects. Using these three criteria, the validity and reliability of the research results can be
statistically justified (Hair et al., 2021).

Tabel 7. Direct Effect Results.
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Hypothesis Path Coefficient t-statis- P-Val- Desicion  Status
Path tics ues HO

H1 Xl—>2Z 0,011 0,056 0,956  Rejected  Accepted

H2 X2—Z 0.689 5,902 0,000  Accepted Rejected

H3 Xl—->Y 1,155 10,485 0,000  Accepted Rejected

H4 X2—-Y -0,387 2,878 0,004  Accepted Rejected

H5 Y—-Z 0,247 1,822 0,069  Rejected  Accepted

The hypothesis testing results show that work discipline (X2) has a significant positive
effect on employee performance (Z), while transformational leadership (X1) has no significant
direct effect on employee performance. Transformational leadership (X1) has a significant
positive effect on work motivation (), whereas work discipline (X2) has a significant negative
effect on work motivation. In addition, work motivation (Y) does not have a significant effect
on employee performance (Z). Overall, only hypotheses H2, H3, and H4 are supported, while
H1 and H5 are rejected.

Indirect Effect (Mediation)
The results of the mediation test are summarized in Table 7.

Table 7. Indirect Effect (Mediation) Results.
Path Coeffi- T-Statis- P-

Hypothesis  Relationship . - Decision HO Status
cient tic Value

H6 X1l->Y->Z 0,286 1,731 0,083 Rejected Accepted

H7 X2->Y->Z -0,096 1,375 0,169 Rejected Accepted

The mediation test results indicate that work motivation (Y) does not significantly
mediate the relationship between transformational leadership (X1) and employee performance
(2), nor the relationship between work discipline (X2) and employee performance. Both
indirect effects have p-values greater than 0.05, indicating that hypotheses H6 and H7 are
rejected and the null hypotheses are accepted.

Discussion

The research results indicate that not all hypotheses in this study were proven
significant. Transformational leadership did not have a direct effect on employee performance,
suggesting that in public bureaucratic organizations such as Bapperida Kota Serang, employee
performance is more influenced by work systems, regulations, and bureaucratic mechanisms
than by the inspirational aspects of leadership. This finding is consistent with Yukl (2013) and
van Knippenberg & Sitkin (2013), who stated that the effectiveness of transformational
leadership is highly dependent on organizational context and existing work control systems.

In contrast, work discipline was found to have a positive and significant effect on

employee performance. This indicates that compliance with regulations, punctuality, and
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responsibility are key factors in improving employee performance at Bapperida Kota Serang.
This finding supports the studies of Sujadi et al. (2026) and Utari et al. (2023), which
emphasized that work discipline is an important determinant of employee performance in the
public sector.

This study also found that transformational leadership has a positive and significant
effect on employee work motivation. Leadership that provides inspiration, support, and
empowerment is able to increase employees’ intrinsic motivation. This finding is in line with
the Self-Determination Theory proposed by Deci and Ryan (2000), which highlights the
importance of autonomy, competence, and relatedness in building work motivation.

However, work discipline was found to have a negative effect on work motivation.
This indicates that overly strict and administrative disciplinary practices may reduce
employees’ intrinsic motivation, especially among employees with high levels of education
and work experience. This finding supports Ryan and Deci (2020), who explained that
excessive work control can reduce employees’ sense of autonomy.

Furthermore, work motivation was proven to have a positive effect on employee
performance. Employees with higher motivation tend to be more productive, committed, and
capable of achieving organizational targets more effectively. This finding reinforces previous
studies showing that work motivation is an important factor in improving employee
performance in the public sector.

In the mediation analysis, work motivation was unable to mediate the relationship
between transformational leadership and work discipline on employee performance. This
suggests that work motivation has not yet become a strong connecting mechanism in explaining
the influence of these two variables on employee performance at Bapperida Kota Serang.
Therefore, improving employee performance would be more effective through strengthening

work discipline balanced with motivational approaches and participative leadership.

5. Comparison

Comparison with state-of-the-art research is important to position the contribution of
this study within the development of human resource management and organizational behavior
literature, particularly in the public sector. Previous studies generally indicate that transforma-
tional leadership, work discipline, and work motivation are important factors influencing em-
ployee performance. However, the strength of the influence and the pattern of relationships
among these variables may vary depending on organizational characteristics, bureaucratic cul-

ture, and the work systems implemented.
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Compared with previous studies, this research provides several important empirical
contributions. First, this study proves that transformational leadership does not always have a
direct effect on employee performance in public sector organizations. This finding indicates
that in bureaucratic organizations such as Bapperida Kota Serang, structural factors and com-
pliance with work systems are more dominant than the inspirational influence of leadership.
Second, this study shows that work discipline is the most dominant variable in improving em-
ployee performance. This confirms that compliance with regulations, procedures, and job re-
sponsibilities forms the primary foundation for achieving performance in public bureaucracy.

Third, this study confirms that work motivation has a strategic role as a mediating
variable between transformational leadership and employee performance. Transformational
leadership was proven to enhance employee work motivation, which subsequently improved
employee performance. However, this study also found that work discipline that is overly for-
mal and rigid may actually reduce employee motivation, making it ineffective in improving
performance through the motivational mediation pathway.

Overall, this study not only replicates previous findings but also provides contextual
and structural contributions in explaining the relationships among transformational leadership,
work discipline, work motivation, and employee performance in public sector organizations.
The findings emphasize that improving employee performance in bureaucratic environments
cannot rely solely on strengthening work discipline, but also requires participative and inspira-
tional leadership approaches that are capable of building sustainable employee motivation.

4. CONCLUSIONS

Based on the results of the data analysis and discussion, this study concludes that
employee performance at Bapperida Kota Serang is influenced by several organizational and
psychological factors. Transformational leadership was found to have no significant direct
effect on employee performance, indicating that performance in public bureaucratic
organizations is more strongly influenced by structural and operational factors than by
inspirational leadership alone. In contrast, work discipline had a positive and significant effect
on employee performance, making it the most dominant factor in improving performance
through compliance with regulations, punctuality, and adherence to standard operating
procedures.

The study also revealed that transformational leadership positively and significantly
affects work motivation. Leadership practices that emphasize inspiration, empowerment, and

individual consideration were able to strengthen employees’ motivation. However, work
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discipline showed a negative and significant effect on work motivation, suggesting that overly
rigid and administrative disciplinary practices may reduce employees’ intrinsic motivation.

Furthermore, work motivation was proven to have a positive and significant effect on
employee performance, indicating that motivated employees tend to work more productively,
responsibly, and effectively in achieving organizational goals. In the mediation analysis, work
motivation successfully mediated the relationship between transformational leadership and
employee performance, meaning that transformational leadership can indirectly improve
performance by increasing employee motivation. On the other hand, work motivation failed to
mediate the relationship between work discipline and employee performance, as formal and
rigid disciplinary approaches were unable to enhance motivation and instead tended to weaken
its effect on performance.

Overall, the findings demonstrate that work motivation is a key variable in improving
employee performance at Bapperida Kota Serang. Therefore, organizational efforts to improve
performance should focus on strengthening employee motivation through participative,
inspirational, and empowering leadership approaches, while maintaining adaptive work
discipline balanced with motivational support and professional recognition.
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