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Abstract: Employee performance is essential for organizational sustainability, particularly in Indonesia's highly
competitive non-bank financial services industry. Although transformational leadership has been widely examined as
an antecedent of employee performance, few studies have simultaneously considered motivational, psychological,
and organizational mechanisms within a single framework, particularly in emerging market contexts. This study
investigates the relationships among transformational leadership, work engagement, employee well-being,
organizational culture, and employee performance. A quantitative cross-sectional survey was conducted among 203
employees from two Indonesian non-bank financial institutions. Data were analyzed using Partial Least Squares
Structural Equation Modeling (PLS-SEM). The results indicate that transformational leadership is positively
associated with employee performance both directly (f = 0.31, p < 0.001) and indirectly through work engagement
(B=0.207, p <0.001) and employee well-being ( = 0.143, p = 0.006). Organizational culture positively moderates
the relationship between transformational leadership and employee performance (f=0.17, p=0.012), indicating that
a supportive organizational culture strengthens the positive effect of transformational leadership on employee
performance. These findings provide empirical support for an integrated framework that combines transformational
leadership, psychological mechanisms, and organizational context in explaining employee performance in Indonesia's
non-bank financial services industry. The study contributes to the leadership and organizational behavior literature
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and offers practical implications for leadership development, employee engagement, well-being initiatives, and

organizational culture management.
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Employee performance; Non-bank financial services; Indonesia.
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1. Introduction

Employee performance is a critical determinant of
organizational effectiveness and long-term
sustainability, particularly in industries undergoing rapid
digital transformation and intensifying competition,
such as the non-bank financial services sector. In this
context, employee performance encompasses not only
productivity but also adaptability, service quality, and
the ability to manage risk and meet customer
expectations.

Empirical evidence suggests that employee
performance in Indonesia's non-bank financial services
industry has not fully met organizational expectations.
Data from the Otoritas Jasa Keuangan (OJK, 2024)
indicate that non-performing financing (NPF) ratios in
multifinance companies remained relatively high,
fluctuating between 2.3% and 2.4% in 2023, alongside
persistent operational inefficiencies. These indicators
reflect limitations in employees' ability to effectively
manage credit risk, customer relationships, and

operational processes, all of which are closely associated
with employee performance.

Furthermore, industry reports indicate that
employee engagement levels in Indonesia's financial
services sector remain relatively low, with fewer than
40% of employees classified as actively engaged (Aon
Hewitt, 2022; Mercer, 2023). Prior research consistently
shows that lower engagement is associated with reduced
task performance, lower productivity, and diminished
service quality (Corbeanu & Iliescu, 2023; Kim et al.,
2021). Together, these findings reveal a clear
performance gap between the increasing organizational
demands placed on employees and the performance
outcomes currently observed within the industry.

Despite this gap, research specifically examining the
determinants of employee performance in Indonesia's
non-bank financial services industry remains limited.
Existing studies have primarily focused on broader
organizational or financial outcomes rather than
employee performance as the central outcome variable.
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Consequently, the mechanisms through which
leadership influences employee performance in this
industry remain insufficiently understood.

Among various leadership approaches,
transformational leadership has received considerable
attention because of its ability to inspire employees,
encourage innovation, and strengthen organizational
commitment (Banks et al., 2016; Hoch et al., 2018;
Wang et al., 2019). However, recent research suggests
that leadership influences employee performance not
only through direct relationships but also through
underlying  psychological  and  organizational
mechanisms.

This study integrates Job Demands—Resources (JD-
R) theory and Conservation of Resources (COR) theory
to provide a more comprehensive explanation of these
mechanisms. JD-R  theory explains how
transformational leadership functions as a valuable job
resource that enhances employees' motivation and work
engagement (Bakker & Albrecht, 2018; Bakker &
Demerouti, 2017). In contrast, COR theory explains how
transformational leadership helps employees acquire
and preserve psychological resources that enhance
employee well-being and resilience when facing
workplace demands (Hobfoll et al., 2018; Inceoglu et al.,
2018). Combining these complementary perspectives
enables a more comprehensive understanding of both
the motivational and psychological processes through
which transformational leadership relates to employee
performance.

Although previous studies acknowledge the
importance of work engagement and employee well-
being, these mechanisms have generally been examined
independently. Such a fragmented perspective limits
understanding of how multiple psychological
mechanisms operate  simultaneously. = Moreover,
leadership effectiveness is likely to depend on
organizational context. Organizational culture, as a
system of shared values and norms, may strengthen or
weaken the relationship between transformational
leadership and employee outcomes (Hartnell et al.,
2019; Schein & Schein, 2017). Nevertheless, its
moderating role remains underexplored, particularly
within emerging market settings.

Based on the preceding discussion, three research
gaps are identified. First, an empirical gap exists because
previous studies have predominantly examined either
work engagement or employee well-being as separate
mediating mechanisms, with limited research
integrating both within a single framework. Second, a
theoretical gap remains regarding how JD-R theory and
COR theory jointly explain the relationship between
transformational leadership and employee performance.
Third, a contextual gap exists because empirical
evidence from Indonesia's non-bank financial services
industry remains limited despite its strategic importance
and unique organizational characteristics.

To address these gaps, this study develops and
empirically tests an integrated research model
examining the relationship between transformational
leadership and employee performance through the
parallel mediating roles of work engagement and
employee well-being, while incorporating
organizational culture as a moderating variable. Using
Structural Equation Modeling—Partial Least Squares
(SEM-PLYS), this study provides a more comprehensive
explanation of the psychological and organizational
mechanisms associated with employee performance in
Indonesia's non-bank financial services industry.

1.1. Research Novelty and Contribution

This study contributes to the leadership and human
resource management literature by developing an
integrated framework that examines the relationship
between transformational leadership and employee
performance through the parallel mediating roles of
work engagement and employee well-being, while
incorporating organizational culture as a moderating
variable. Drawing on the complementary perspectives of
Job  Demands—Resources (JD-R) theory and
Conservation of Resources (COR) theory, the proposed
model  simultaneously  captures  motivational,
psychological, and contextual mechanisms within a
single framework. In addition, the study extends the
existing literature by providing empirical evidence from
Indonesia's non-bank financial services industry, an
emerging market context that has received limited
attention in leadership research. Collectively, these
contributions provide a more comprehensive
understanding of how transformational leadership
relates to employee performance across individual and
organizational dimensions.

2. Literature Review and Hypotheses

Development
2.1. Theoretical Foundations

This study draws on two complementary theoretical
frameworks: Job Demands—Resources (JD-R) theory
and Conservation of Resources (COR) theory. JD-R
theory explains that job resources, including
transformational leadership, enhance employees'
motivation by fostering work engagement, which
subsequently contributes to improved performance
(Bakker & Demerouti, 2017). In contrast, COR theory
emphasizes that individuals strive to acquire, maintain,
and protect valuable psychological resources,
suggesting that transformational leadership also
promotes employee well-being by strengthening
employees' capacity to cope with workplace demands
(Hobfoll et al., 2018). Although both theories explain
how leadership relates to employee outcomes, they
capture different but complementary psychological
processes. JD-R primarily explains the motivational
pathway through work engagement, whereas COR
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explains the resource preservation and well-being
pathway. Integrating these theories therefore provides a
more comprehensive theoretical foundation for
understanding how transformational leadership relates
to employee performance through both motivational and
psychological mechanisms.

2.2. Hypotheses Development

Transformational leadership refers to a leadership
style that inspires and motivates employees by
articulating a compelling vision, providing intellectual
stimulation, and offering individualized consideration
(Bass & Riggio, 2006). Drawing on Social Exchange
Theory (Blau, 1964), employees tend to reciprocate
supportive and inspirational leadership with positive
work outcomes. Accordingly:

HI1: Transformational leadership positively affects
employee performance.

Drawing on JD-R theory, transformational leadership
functions as a key job resource that fosters higher work
engagement by stimulating enthusiasm, dedication, and
active involvement in work (Bakker & Demerouti, 2017,
Breevaart & Bakker, 2022). Therefore:

H2: Transformational leadership positively affects work
engagement.

Work engagement——characterized by vigor, dedication,
and absorption—has been consistently associated with
improved performance outcomes, as engaged
employees are more proactive, persistent, and
committed to organizational goals (Bakker & Albrecht,
2018; Corbeanu & Iliescu, 2023).

H3: Work engagement positively affects employee
performance.

Based on COR theory, transformational leadership
behaviors that provide emotional support, recognition,
and meaningful work experiences help employees build
psychological resources and sustain well-being (Hobfoll
et al., 2018; Inceoglu et al., 2018).

H4: Transformational leadership positively affects
employee well-being.

Employees with higher levels of well-being demonstrate
greater capacity to cope with stress, sustain motivation,
and maintain productivity over time, contributing
significantly to performance outcomes (Inceoglu et al.,
2018; Montano et al., 2022).

HS5: Employee well-being positively affects employee
performance.

Organizational culture represents the shared values and
norms that shape employee behavior and interpretation
of leadership signals (Schein & Schein, 2017). In
organizations with strong and supportive cultures,
transformational leadership behaviors are more likely to
be internalized and translated into improved
performance. Therefore:

H6: Organizational culture positively moderates the

relationship between transformational leadership and
employee performance, such that the positive effect is
stronger when organizational culture is stronger.

He

s

Figure 1. Proposed Research Framework

3. Research Method

3.1. Research Design and Sample

This study employed a quantitative explanatory
research design to examine the relationships among
transformational  leadership, work engagement,
employee well-being, organizational culture, and
employee performance. A cross-sectional survey was
adopted because it is appropriate for testing theoretical
relationships among latent constructs using empirical
data (Sekaran & Bougie, 2016).

The study was conducted in Indonesia's non-bank
financial services industry, specifically involving
employees of PT Moladin Finance Indonesia and BCA
Finance. These organizations were selected because they
operate in a highly competitive environment where
employee performance is essential for organizational
effectiveness and long-term sustainability.

Data were collected using a structured self-
administered questionnaire. Respondents were selected
using stratified purposive sampling based on two
eligibility criteria: (1) permanent employment status and
(2) a minimum of one year of work experience. These
criteria ensured that respondents had sufficient
experience with leadership practices, organizational
culture, and work processes. A total of 203 wvalid
questionnaires were obtained for analysis.

The sample size satisfied the minimum requirement
for SEM-PLS analysis based on the 10-times rule, which
recommends a minimum sample equal to ten times the
largest number of indicators used to measure a construct.
Because the largest construct (transformational
leadership) consisted of 16 indicators, the minimum
required sample size was 160 respondents. Therefore,
the final sample of 203 respondents was considered
adequate for the proposed analysis.
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3.2. Measures

All constructs were measured using established and
validated instruments adapted from prior studies to
ensure content validity and reliability. Responses were
recorded using a five-point Likert scale ranging from 1
(strongly disagree) to 5 (strongly agree) (Sekaran &
Bougie, 2016).

Transformational leadership was measured using
items adapted from the Multifactor Leadership
Questionnaire (MLQ), representing idealized influence,
inspirational motivation, intellectual stimulation, and
individualized consideration (Bass & Riggio, 2006).
Work engagement was measured using the Utrecht Work
Engagement Scale (UWES), comprising vigor,
dedication, and absorption (Schaufeli et al., 2006).
Employee well-being was assessed using the
multidimensional scale developed by Zheng et al.
(2015), covering life well-being, workplace well-being,
and psychological well-being. Organizational culture
was measured using Denison and Mishra's (1995)
framework, including involvement, consistency,
adaptability, and mission. Employee performance was
measured using a multidimensional scale consisting of
task performance, contextual performance, adaptive
performance, and counterproductive work behavior
adapted from Krijgsheld et al. (2022) and Setiyadi et al.
(2024).

To enhance content validity, the questionnaire was
reviewed prior to data collection and pilot-tested with a
small group of respondents to assess item clarity and
relevance. The questionnaire was translated and back-
translated to ensure linguistic equivalence between the
English and Indonesian versions.

3.3. Data Analysis

The data were analyzed using Structural Equation
Modeling—Partial Least Squares (SEM-PLS) with
SmartPLS 4.0. SEM-PLS was selected because it is
appropriate for analyzing complex research models
involving multiple latent constructs, mediation, and
moderation relationships. In addition, SEM-PLS is
suitable for prediction-oriented research, accommodates
relatively moderate sample sizes, and does not require
multivariate normality assumptions (Hair et al., 2021;
Sarstedt et al., 2022).

The analysis was conducted in two stages. First, the
measurement model (outer model) was evaluated by
examining indicator reliability, internal consistency
reliability, convergent validity, and discriminant
validity. Indicator reliability was assessed using outer
loadings, while internal consistency reliability was
evaluated using Cronbach's alpha and composite
reliability. Convergent validity was assessed through the
Average Variance Extracted (AVE), and discriminant
validity was examined using the Heterotrait—-Monotrait
ratio (HTMT).

Second, the structural model (inner model) was

evaluated by assessing collinearity, coefficient of
determination (R?), predictive relevance (Q?), effect size
(f»), and path coefficients. Hypotheses were tested using
the bootstrapping procedure with 5,000 resamples to
determine the significance of direct, mediating, and
moderating effects. Mediation effects were further
assessed using the Variance Accounted For (VAF)
approach to determine the magnitude of indirect effects.

4. Results
4.1. Respondent Profile

Table 1 summarizes the demographic characteristics
of the respondents. Of the 203 valid responses, the
sample represents employees with diverse demographic
backgrounds in terms of gender, age, educational
attainment, organizational tenure, and job position,
providing an adequate basis for subsequent statistical

analysis.
Table 1. Respondent Profile (N = 203)
Profile Frequency Percentage (%)
Gender
Male 112 55.2
Female 91 44.8
Age
<25 years 36 17.7
26-30 years 74 36.5
31-35 years 53 26.1
> 35 years 40 19.7
Education Level
Diploma 28 13.8
Bachelor's Degree 132 65.0
Master's Degree 43 21.2
Work Experience
1-3 years 66 32.5
4-6 years 77 37.9
7-10 years 39 19.2
> 10 years 21 10.4
Job Role
Operational 97 47.8
Administrative 60 29.6
purerie 1
Company
E;{l:ﬁgel:aldnlgonesia 104 >1.2
PT BCA Finance 99 48.8

Source: Developed by the Authors
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4.2. Descriptive Statistics

Table 2 presents the descriptive statistics for all
study variables. The mean scores ranged from 4.08 to
4.25 on a five-point Likert scale, indicating generally
favorable  responses  across all  constructs.
Transformational leadership recorded the highest mean
score (M = 4.25, SD = 0.61), followed by employee
performance (M = 4.18, SD = 0.59), organizational
culture (M = 4.15, SD = 0.63), work engagement (M =
4.12, SD = 0.65), and employee well-being (M = 4.08,
SD =0.67). The relatively low standard deviation values
indicate limited variation in respondents’ perceptions
across the measured constructs.

Table 2. Descriptive Statistics

Construct Loading AVE Composite Cron
Range Reliability bach’
sa
Employee
Well-Being 0.71-0.86 0.65 0.94 >0.70
Organization 73 67 62 095  >0.70
al Culture
Employee 6 5) 685 0.60 093 070
Performance

Variable Mean Standard
Deviation
Transformational
Leadership 4.25 0.61
Work Engagement 4.12 0.65
Employee Well- 4.08 0.67
Being
Organizational 415 0.63
Culture
Employee 4.18 0.59
Performance

4.3. Measurement Model Evaluation
4.3.1. Convergent Validity and Reliability

The measurement model was evaluated by assessing
indicator reliability, internal consistency reliability, and
convergent validity. Table 3 presents the results of the
measurement model assessment. All indicator loadings
ranged from 0.71 to 0.89, exceeding the recommended
threshold of 0.70. Average Variance Extracted (AVE)
values ranged from 0.60 to 0.67, demonstrating
satisfactory convergent validity, as all values exceeded
the recommended threshold of 0.50. In addition,
composite reliability values ranged from 0.92 to 0.96,
while Cronbach's alpha wvalues for all constructs
exceeded 0.70, confirming satisfactory internal
consistency reliability. Overall, these results indicate
that the measurement model demonstrates adequate
reliability and convergent validity.

Table 3. Measurement Model Results

4.3.2. Discriminant Validity

Discriminant validity was evaluated using the
Fornell-Larcker criterion and the Heterotrait-Monotrait
(HTMT) ratio. As shown in Table 4, the square root of
the AVE for each construct (diagonal elements)
exceeded the corresponding inter-construct correlations,
satisfying the Fornell-Larcker criterion. Furthermore,
all HTMT values presented in Table 5 were below the
recommended threshold of 0.85, indicating satisfactory
discriminant validity. These findings confirm that each
construct is empirically distinct from the others and
adequately measures its intended concept.

Table 4. Fornell-Larcker Criterion

Construct TL WE EWB ocC EP
TL 0.79
WE 0.74 0.82
EWB 0.68 0.63 0.81
ocC 0.66 0.59 0.61 0.79
EP 0.57 0.69 0.64 0.60 0.78

Note. Diagonal values are the square roots of AVE. TL =
Transformational Leadership; WE = Work Engagement;
EWB = Employee Well-Being; OC = Organizational Culture;
EP = Employee Performance.

Table 5. Heterotrait—-Monotrait (HTMT) Ratio

Construct TL WE EWB OC EP
TL —
WE 0.78 —
EWB 0.73 0.70 —
oC 0.71 0.66 0.69 —
EP 0.67 0.79 0.74 0.72 —

Construct Loading AVE Composite Cron
Range Reliability bach’
sa
Transformati
onal 0.72-0.88 0.63 0.96 >0.70
Leadership
Work 0.74-0.89  0.67 092 2070
Engagement

Note. All HTMT values < 0.85, confirming discriminant
validity.
4.4. Structural Model Evaluation
4.4.1. Explanatory Power and Effect Sizes

The structural model was evaluated by examining
the coefficient of determination (R?) and effect size (f?).
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As presented in Table 6, the model explains 56% of the
variance in work engagement, 52% of the variance in
employee well-being, and 68% of the variance in
employee performance, indicating moderate to
substantial explanatory power.

Table 7 presents the effect size (f?) values for the
structural relationships. Transformational leadership
demonstrated a large effect on work engagement (f* =
0.55) and employee well-being (f* = 0.46), a moderate
effect on employee performance (f* = 0.14), while work
engagement (f> = 0.12) and employee well-being (f> =
0.09) exhibited moderate and small-to-moderate effects,
respectively, on employee performance.

Table 6. Coefficient of Determination (R?)

Endogenous R? Interpretation
Variable
Work Engagement 0.56 Moderate
Employf:e Well- 0.52 Moderate
Being
Employce 0.68 Substantial
Performance

Table 7. Effect Size (f?)

Relationship 2 Interpretation
TL — WE 0.55 Large
TL — EWB 0.46 Large
TL — EP 0.14 Medium
WE — EP 0.12 Medium
EWB — EP 0.09 Small-to-Medium

results are presented in Table 9. All hypothesized
relationships were positive and statistically significant
(p < 0.05), providing support for H1 through H6.
Transformational leadership significantly influenced
employee performance, work engagement, and
employee well-being. In addition, both work
engagement and employee well-being had significant
positive effects on employee performance. The
interaction effect between transformational leadership
and organizational culture was also significant,
indicating support for the proposed moderating effect.

Table 9. Hypothesis Testing Results

Hypothesis Relationship t- p- Result
value value

<

H1 TL—-EP 031 4.12 0.001 Supported
<

H2 TL—->WE 0.74 12.30 0.001 Supported
<

H3 TL —- EWB 0.68 10.50 0.001 Supported
<

H4 WE - EP 028 3.67 0.001 Supported

H5 EWB —- EP 021 298 0.003 Supported

H6 L XE(;C 017 254 0012 Supported

4.4.2. Predictive Relevance

Predictive relevance was assessed using the
Stone—Geisser Q? criterion. As shown in Table 8, all Q?
values exceeded zero, indicating that the structural
model possesses satisfactory predictive relevance for all
endogenous constructs. Specifically, Q* values were
0.34 for work engagement, 0.31 for employee well-
being, and 0.41 for employee performance,
demonstrating that the model has adequate predictive
capability.

Table 8. Predictive Relevance (Q?)

Endogenous Variable Q?
Work Engagement 0.34
Employee Well-Being 0.31
Employee Performance 0.41
4.5. Hypothesis Testing

Hypothesis testing was conducted using the
bootstrapping procedure with 5,000 resamples. The

Note. TL = Transformational Leadership; WE = Work
Engagement; EWB = Employee Well-Being; OC =
Organizational Culture; EP = Employee Performance.
Bootstrapping with 5,000 resamples.

4.6. Mediation Analysis

The mediating effects of work engagement and
employee well-being were examined using the
bootstrapping procedure. As presented in Table 10, both
indirect effects were positive and statistically significant
(p < 0.05). The Variance Accounted For (VAF) values
indicate partial mediation for both pathways.
Specifically, work engagement accounted for 40% of the
total effect (VAF = 40%), while employee well-being
accounted for 32% (VAF = 32%). These findings
indicate that transformational leadership influences
employee performance both directly and indirectly
through work engagement and employee well-being.

Table 10. Mediation Analysis (Indirect Effects)

Pathway Indirect t- p- VAF Mediation
Effect  value value Type
®)
TL — WE < o )
L EP 0.207 3.45 0.001 40% Partial
TL=EWB 4143 276 0006 32%  Partial
— EP
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4.7. Moderation Analysis

The moderating effect of organizational culture was
examined by incorporating the interaction term between
transformational leadership and organizational culture.
The results indicate that the interaction effect is positive
and statistically significant (f = 0.17, t = 2.54, p =
0.012), providing support for H6. These findings
indicate that organizational culture significantly
moderates the relationship between transformational
leadership and employee performance.

4.8. Multi-Group Analysis

Prior to conducting the Multi-Group Analysis
(MGA), measurement invariance was established using
the Measurement Invariance of Composite Models
(MICOM) procedure. Table 11 presents the MGA
results. No statistically significant differences were
observed between PT Moladin Finance Indonesia and
BCA Finance across any of the structural relationships,
as all PLS-MGA and permutation test p-values exceeded
0.05. These findings indicate that the proposed structural
model is invariant across the two organizations.

Table 11. Multi-Group Analysis (MGA) Results

Relatio Moladin BCA PLS- Permut Resu
nship (9] (9] MGA p ationp It

Not
TL= " 476 071 0214 0198 Signi
WE

ficant

Not
TL — 0.70 0.66 0.238 0.221 Signi
EWB

ficant

Not
TL - 0.35 0.27 0.172 0.160  Signi
EP

ficant

5. Discussion
5.1. Transformational Leadership and Employee
Performance

The findings demonstrate that transformational
leadership has a positive and significant direct effect on
employee performance, supporting H1. This result is
consistent with previous studies indicating that
transformational leaders motivate employees by
articulating a clear vision, encouraging innovation, and
providing individualized support, thereby enhancing
employees' work performance (Banks et al., 2016; Wang
etal., 2019).

The findings also support the proposition of Job
Demands—Resources (JD-R) theory that
transformational leadership functions as an important
job resource that motivates employees to perform
effectively. Within Indonesia's non-bank financial
services industry, transformational leadership appears to
promote employee performance not only through direct
influence but also by creating a work environment that

supports  employees in  accomplishing their

responsibilities.

5.2. The Mediating Roles of Work Engagement and
Employee Well-Being

The results indicate that both work engagement and
employee well-being significantly mediate the
relationship between transformational leadership and
employee performance, supporting H2 through HS.
These findings suggest that transformational leadership
enhances employee performance by simultaneously
strengthening employees' motivational state and
psychological well-being.

The findings are consistent with JD-R theory, which
explains that transformational leadership serves as a
valuable job resource that enhances work engagement,
and with Conservation of Resources (COR) theory,
which emphasizes the importance of preserving
psychological resources to maintain employee well-
being. By integrating these two theoretical perspectives,
this study provides empirical evidence that motivational
and psychological mechanisms jointly explain how
transformational leadership contributes to employee
performance.

5.3. Relative Importance of the Mediating
Mechanisms

The mediation analysis indicates that work
engagement accounts for a larger proportion of the
indirect effect than employee well-being. Although both
mediators  significantly contribute to employee
performance, work engagement demonstrates a
relatively stronger mediating role in the proposed model.

This finding suggests that employees' motivational
investment in their work plays a particularly important
role in translating transformational leadership into
higher performance, while employee well-being
provides additional psychological support that
contributes to sustained work effectiveness. These
results are generally consistent with previous studies
highlighting the close relationship between work
engagement and job performance.

5.4. The Moderating Role of Organizational Culture

The findings confirm that organizational culture
positively moderates the relationship between
transformational leadership and employee performance,
supporting H6. This indicates that the effectiveness of
transformational leadership is stronger in organizations
characterized by supportive cultural values and shared
organizational norms.

This result is consistent with contingency-based
leadership perspectives, which suggest that leadership
effectiveness depends not only on leader behavior but
also on the organizational context in which leadership is
exercised. A supportive organizational culture provides
an environment that enables transformational leadership
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behaviors to be more effectively translated into
improved employee performance.

5.5. Multi-Group Analysis

The Multi-Group Analysis indicates that the
structural relationships proposed in this study do not
differ significantly between PT Moladin Finance
Indonesia and BCA Finance. These findings suggest that
the proposed research model is applicable across both
participating organizations despite differences in their
organizational characteristics.

The absence of significant differences indicates that
the relationships among transformational leadership,
work engagement, employee well-being, organizational
culture, and employee performance remain consistent
across the two organizations. This finding provides
additional support for the stability of the proposed model
within the context of Indonesia's non-bank financial
services industry.

6. Conclusion

This study examined the relationship between
transformational leadership and employee performance
by incorporating the mediating roles of work
engagement and employee well-being, as well as the
moderating role of organizational culture, within
Indonesia's non-bank financial services industry. Using
SEM-PLS analysis on data collected from 203
employees of PT Moladin Finance Indonesia and BCA
Finance, the findings demonstrate that transformational
leadership positively influences employee performance
both directly and indirectly. Work engagement and
employee well-being partially mediate this relationship,
while organizational culture significantly strengthens
the positive effect of transformational leadership on
employee performance. In addition, the Multi-Group
Analysis indicates that the proposed structural
relationships are consistent across both organizations.

The study contributes to the leadership and
organizational behavior literature by providing
empirical evidence that motivational, psychological, and
organizational  factors  jointly  explain  how
transformational  leadership enhances employee
performance. The findings also provide practical
implications for organizations by highlighting the
importance of leadership development, initiatives that
foster employee engagement and well-being, and the
cultivation of a supportive organizational culture to
improve employee performance.

This study has several limitations. First, the cross-
sectional research design limits the ability to infer causal
relationships among the variables. Second, the study
was conducted in only two organizations within
Indonesia's non-bank financial services industry, which
may limit the generalizability of the findings to other
industries or countries. Third, all variables were
measured using self-reported data, which may be subject

to common method bias despite the use of validated
measurement instruments.

Future research is encouraged to employ
longitudinal or experimental research designs to
strengthen causal inference, include organizations from
different industries or national contexts to improve
generalizability, and examine additional mediating or
moderating variables that may further explain the
relationship between transformational leadership and
employee performance.

Declarations

Author Contributions

Conceptualization,  Fachreza  and  Valerie;
methodology, Fachreza and Valerie; software, Fachreza
and Valerie; validation, Fachreza, Valerie, and Yohana;
formal analysis, Fachreza and Valerie; investigation,
Fachreza and Valerie; resources, Fachreza and Valerie;
data curation, Fachreza and Valerie; writing—original
draft preparation, Fachreza and Valerie; writing—
review and editing, Fachreza, Valerie, and Yohana;
visualization, Fachreza and Valerie; supervision,
Yohana; project administration, Yohana; funding
acquisition, None. All authors have read and agreed to
the published version of the manuscript.

Data Availability Statement

Data available on request due to restrictions, e.g.,
privacy or ethical: The data presented in this study are
available on request from the corresponding author. The
data are not publicly available due to privacy and ethical
considerations, as they contain personal information of
the respondents.

Funding
This research was independently funded by the
researcherer.

Acknowledgements

The authors— Fachreza Abhitama A., Valerie
Richie, and Yohana F. Cahya Palupi Meilani, would like
to express their sincere gratitude to Universitas Pelita
Harapan for providing academic support throughout this
research. We are especially grateful to our colleagues
and mentors for their valuable guidance, constructive
feedback, and continuous encouragement during the
development of this study.

We also extend our heartfelt appreciation to the
management and employees of PT Moladin Finance
Indonesia and PT BCA Finance who generously
participated in this research. Their time, cooperation,
and thoughtful responses to the questionnaire made this
study possible and contributed significantly to the
successful completion of this research.

Page | 184



Journal of Hunan University (Natural Sciences)

Vol. 53 No. 7, July 2026

Finally, we would like to thank our families and
friends for their unwavering support, patience, and
encouragement throughout every stage of this research.

Conflicts of Interest

The author declares that there is no conflict of
interests regarding the publication of this manuscript. In
addition, the ethical issues, including plagiarism,
informed consent, misconduct, data fabrication and/or
falsification, double publication and/or submission, and
redundancies have been completely observed by the
authors.

References

[1] AFSAR B., AL-GHAZALI B. M., and CHEEMA S.
Organizational change, employee engagement, and
performance: The moderating role of organizational
culture. Journal of Business Research, 2022, 142: 1-12.
https://doi.org/10.1016/j.jbusres.2021.12.034

[2] BAKKER A. B. and ALBRECHT S. Work
engagement: Current trends. Career Development
International, 2018, 23(1): 4-11.

[3] BAKKER A. B. and DEMEROUTIE. Job demands—
resources theory: Taking stock and looking forward.
Journal of Occupational Health Psychology, 2017,
22(3): 273-285.

[4] BANKS G. C.,, MCCAULEY K. D., GARDNER W.
L., and GULER C. E. A meta-analytic review of
authentic and transformational leadership: A test for
redundancy. The Leadership Quarterly, 2016, 27(4):
634-652.

[5] BASS B. M. and RIGGIO R. E. Transformational
Leadership. 2nd ed. Lawrence Erlbaum Associates,
Mahwah, NJ, 2006.

[6] CHRISTIAN M. S., GARZA A. S. and
SLAUGHTER J. E. Work engagement: A quantitative
review and test of its relations with task and contextual
performance. Personnel Psychology, 2011, 64(1): 89—
136.

[7] DENISON D. R. and MISHRA A. K. Toward a
theory of organizational culture and -effectiveness.
Organization Science, 1995, 6(2): 204-223.

[8] ETIKAN I., MUSA S. A., and ALKASSIM R. S.
Comparison of convenience sampling and purposive
sampling. American Journal of Theoretical and Applied
Statistics, 2016, 5(1): 1-4.

[9] HAIR J. F., HULT G. T. M., RINGLE C. M., and
SARSTEDT M. A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM). 3rd ed. Sage
Publications, Thousand Oaks, CA, 2021.

[10] HAIR J. F., RISHER J. J., SARSTEDT M., and
RINGLE C. M. When to use and how to report results
of PLS-SEM. European Business Review, 2019, 31(1):
2-24.

[11] HARTNELL C. A., KINICKI A. J.,, LAMBERT L.
S., FUGATE M., and DOYLE CORNER P. Do
similarities or differences between CEO leadership and

organizational culture have a more positive effect on
firm performance? Journal of Applied Psychology,
2019, 104(6): 846-861.

[12] HENSELER J., RINGLE C. M., and SARSTEDT
M. A new criterion for assessing discriminant validity in
variance-based structural equation modeling. Journal of
the Academy of Marketing Science, 2015, 43(1): 115-
135.

[13] HENSELER J., RINGLE C. M., and SARSTEDT
M. Testing measurement invariance of composites using
partial least squares. International Marketing Review,
2016, 33(3): 405-431.

[14] HOBFOLL S. E., HALBESLEBEN J., NEVEU J.
P., and WESTMAN M. Conservation of resources in the
organizational context: The reality of resources and their
consequences. Annual Review of Organizational
Psychology and Organizational Behavior, 2018, 5: 103—
128.

[15]INCEOGLU I., THOMAS G., CHU C., PLANS D.,
and GERBASI A. Leadership behavior and employee
well-being: An integrated review and a future research
agenda. The Leadership Quarterly, 2018, 29(1): 179—
202.

[16] KALUZA A.J., BOER D., BUENGELER C., and
VAN DICK R. Leadership behaviour and employee
well-being: An overview and introduction to the special
issue. Journal of Organizational Behavior, 2021, 42(3):
229-238.

[17] KIM M. and JANG J. The effects of
transformational leadership on employees'
psychological well-being: The mediating role of trust.
International Journal of Environmental Research and
Public Health, 2022, 19(7): 4234.

[18] KIM W., KOLBJ. A., and KIM T. The relationship
between work engagement and performance: A review
of empirical literature and a proposed research agenda.
Human Resource Development Review, 2021, 20(3):
321-347.

[19] KRIJGSHELD M., TUMMERS L. G., and
SCHEEPERS F. E. Job performance in healthcare: A
systematic review. BMC Health Services Research,
2022, 22: 149.

[20] LEE A., LEGOOD A., HUGHES D., TIAN A. W.,
NEWMAN A., and KNIGHT C. Leadership, burnout,
and engagement: A meta-analytic review. Journal of
Organizational Behavior, 2023, 44(4): 581-603.
[21]LIM., WANG Z., and DASPIT J. J. Leadership and
employee proactive performance: An integrative
framework and research agenda. Journal of Business
Research, 2023, 154: 113335.

[22] MENG Q., WANG G., and CHEN H. Linkages
between transformational leadership, work
meaningfulness, and work engagement: A multilevel
study. Psychology Research and Behavior Management,
2022, 15: 943-957.

[23] MONTANO D., REESKE A., FRANKE F., and
HUFFMEIER J. Leadership, followers' mental health,

Page | 185



Journal of Hunan University (Natural Sciences)

Vol. 53 No. 7, July 2026

and job performance in organizations: A comprehensive
meta-analysis. Journal of Organizational Behavior,
2022, 43(2): 321-345.

[24] NITZL C., ROLDAN J. L., and CEPEDA G.
Mediation analysis in PLS-SEM: More and better.
Industrial Management & Data Systems, 2016, 116(9):
1849-1864.

[25] OTORITAS JASA KEUANGAN. Statistik
Perusahaan Pembiayaan 2024. Otoritas Jasa Keuangan,
Jakarta, Indonesia, 2024. Available from:
https://www.ojk.go.id

[26] PENG J.,, LI M., WANG Z., and LIN Y.
Transformational leadership and employees' reactions to
organizational change: Evidence from a meta-analysis.
The Journal of Applied Behavioral Science, 2021, 57(3):
369-397.

[27] RINGLE C. M., SARSTEDT M., and HAIR J. F.
Partial least squares structural equation modeling:
Recent advances and applications. Journal of Business
Research, 2023, 155: 113401.

[28] SARSTEDT M., RINGLE C. M., CHEAH J. H,,
TING H., MOISESCU O. I, and RADOMIR L.
Structural model robustness checks in PLS-SEM.
European Management Journal, 2022, 38(6): 825-837.
[29] SCHAUFELI W. B., BAKKER A. B., and
SALANOVA M. The measurement of work
engagement with a short questionnaire: A cross-national
study. Educational and Psychological Measurement,
2006, 66(4): 701-716.

[30] SCHEIN E. H. and SCHEIN P. Organizational
Culture and Leadership. 5th ed. Wiley, Hoboken, NJ,
2017.

[31] SETIYADI D., SEPTIARINI E., KURNIASIH N.,
WIJAYA A., BOYKE H., and UMADATO H.
Determinants of adaptive performance at individual,
team, and organizational levels: A systematic review of
empirical studies (2011-2022). Journal of Logistics,
Informatics and Service Science, 2024, 11(12): 39-70.
[32] TENENHAUS M., VINZI V. E., CHATELIN Y.
M., and LAURO C. PLS path modeling. Computational
Statistics & Data Analysis, 2005, 48(1): 159-205.

[33] WANG G., OH I. S., COURTRIGHT S. H., and
COLBERT A. E. Transformational leadership and
performance across criteria and levels: A meta-analytic
review of 25 years of research. Group & Organization
Management, 2011, 36(2): 223-270.

[34] ZHANG X., LI N., ULLRICH J., and VAN DICK
R. Getting everyone on board: The effect of
differentiated transformational leadership by CEOs on
top management team effectiveness and leader-rated
firm performance. Journal of Management, 2022, 48(5):
1329-1357.

[35] ZHENG X., ZHU W., ZHAO H., and ZHANG C.
Employee well-being in organizations: Theoretical
model, scale development, and cross-cultural validation.
Journal of Organizational Behavior, 2015, 36(5): 621—
644.

SEX:

[1]AFSAR, B., AL-GHAZALLI B. M., & CHEEMA, S.

PN E, RIHIEESZRN - BESEETTE
H. (EW#ELZE) Journal of Business
Research) , 2022, 142 :1-12

https://doi.org/10.1016/j.jbusres.2021.12.034

[2] BAKKER, A. B., & ALBRECHT, S.

THHVE - SaTREBES, (FRWERRERR) (

Career Development International) , 2018, 23(1) :

4-11,

[3] BAKKER, A. B., & DEMEROUTTI, E.

THER—FRELS : BMSRERE, (BRIl

BDEZZYEY  (Journal of Occupational Health

Psychology) , 2017, 22(3) : 273-285,

[4] BANKS, G. C., MCCAULEY, K. D., GARDNER,

W. L., & GULER, C. E.

HLHNS S BERTSHEEMT - TRIERR
o (SN ZFEFI) (The Leadership Quarterly) ,

2016, 27(4) : 634-652,

[5] BASS, B. M., & RIGGIO, R. E.
(ZTHEBME) (BEZhR) . Lawrence

Associates, 2006,

[6] CHRISTIAN, M. S,

SLAUGHTER, J. E.

TRV E - BESSHIERERU X RIUTE ELR

i, (AFDEF)

2011, 64(1) : 89-136,
[7] DENISON, D. R., & MISHRA, A. K.

BRARE SHEAMEEES, (HREBZE) (

Organization Science) , 1995, 6(2) : 204-223,
[8] ETIKAN, I., MUSA, S. A., & ALKASSIM, R. S.

FEFHEFES BRI, (EEESENAS
T#4vEY  (American Journal of Theoretical and
Applied Statistics) , 2016, 5(1) : 1-4,

[9] HAIR, J. F., HULT, G. T. M., RINGLE, C. M., &
SARSTEDT, M.

(REx/D_REMAHTEER (PLS-SEM) &18) (
% =HhR) . Sage Publications, 2021,

[10] HAIR, J. F., RISHER, J. J., SARSTEDT, M., &
RINGLE, C. M.

{ATET {6 FR LA B 04T #R &5 PLS-SEM A AT 45 R
NIRRT,
31(1) : 2-24,

[11] HARTNELL, C. A., KINICKI, A. J., LAMBERT,
L. S., FUGATE, M., & DOYLE CORNER, P.

BEATERSNSEA LN —BERERAER
EXEWSERMFEERREW, (NADEPRE

Erlbaum

GARZA, A. S, &

(Personnel  Psychology) |,

CERM

(European Business Review) , 2019,

Page | 186



Journal of Hunan University (Natural Sciences)

Vol. 53 No. 7, July 2026

»  (Journal of Applied Psychology) , 2019, 104(6)
: 846861,

[12] HENSELER, J., RINGLE, C. M., & SARSTEDT,

M.

ETAHZEEMARBRELH B E AR E, (
TiIZEEREFERFRY Joumal of the Academy of

Marketing Science) , 2015, 43(1) : 115-135,

[13] HENSELER, J., RINGLE, C. M., & SARSTEDT,

M.

FMARRNDZRECEEETENERTTHE., (E
frmiziEie)  (International Marketing Review)

2016, 33(3) : 405-431,

[14] HOBFOLL, S. E., HALBESLEBEN, J., NEVEU,
J. P, & WESTMAN, M.

RAFRPHTRRFES - RRHOIISLERER
., (HEHRLEZFEEDITHEEITFIC)
Review of  Organizational  Psychology and
Organizational Behavior) , 2018, 5: 103-128,

[15] INCEOGLU, 1., THOMAS, G., CHU, C., PLANS,
D., & GERBASL A.

METHERIFER  ZEMGREREHRIIN
2., (MEHZ=TI) (The Leadership Quarterly) |,
2018, 29(1) : 179-202,

[16] KALUZA, A. J., BOER, D., BUENGELER, C., &
VAN DICK, R.

METHERIE=ER  EEMRZRESIC. (
HLTHFZEY Jounal  of
Behavior) , 2021, 42(3) : 229-238,
[17] KIM, M., & JANG, J.
LERMNSR T ESERBRMEZN : EEHPN
EM. (EfFREMRESAHDEZRE) (
International Journal of Environmental Research and
Public Health) , 2022, 19(7) : 4234,
https://doi.org/10.3390/ijerph19074234

[18] KIM, W., KOLB, J. A., & KIM, T.

THHBIESSMZERXR | SOERRLGRE R

(Annual

Organizational

EHFINIE. (APNFRFEITFL) (Human
Resource Development Review) , 2021, 20(3) :

321-347,
https://doi.org/10.1177/15344843211006070
[19] KRIJGSHELD, M., TUMMERS, L. G., &
SCHEEPERS, F. E.

EfT RSN TESRK . —INRGHE Xk R,
(BMCIARRSEMZE)Y (BMC Health Services

Research) , 2022, 22 : 149,
https://doi.org/10.1186/s12913-021-07357-5

[20] LEE, A., LEGOOD, A., HUGHES, D., TIAN, A.
W.,NEWMAN, A., & KNIGHT, C.

Weh. RBES5THRIVE | —IIEZES,
(BR1T9%FZE)  (Journal of Organizational
Behavior) , 2023, 44(4) : 581-603,
[21] LI, M., WANG, Z., & DASPIT, J. J.
MENERIT EMEN - BEMHERSREMFTIN
. (BEFEZE)  (ournal of Business
Research) , 2023, 154 : 113335,
[22] MENG, Q., WANG, G., & CHEN, H.
TRERMS. TEENRSITHFHIEZEMXR
 —IMBERPR. (DEZHRSTHEE) (
Psychology Research and Behavior Management)
2022, 15:943-957,
https://doi.org/10.2147/PRBM.S357890

[23] MONTANO, D., REESKE, A., FRANKE, F., &
HUFFMEIER, J.

HLAPWMEN., RTODEBRERES THESN - —IUR

BUEESN., (HLRTAFERE) Uoumal of

Organizational Behavior) , 2022, 43(2) : 321-345

o https://doi.org/lO.100,2/job.2564

[24] NITZL, C., ROLDAN, J. L., & CEPEDA, G.

PLS-SEMAEHR AR 34T : BEEMAZE, (T

WEBEHIERSE) (Industrial Management &

Data Systems) , 2016, 116(9) : 1849-1864,

[25] OTORITAS JASA KEUANGAN.
QO24FERBNATSILT)  (Statistik Perusahaan

Pembiayaan 2024) ., FNEEBETERMRZEER (
Otoritas Jasa Keuangan) , 2024,
https://www.ojk.go.id

[26] PENG, J., LI, M., WANG, Z., & LIN, Y.
TEMMSERIXNEBRTEMNRLY : KBEES
WHIUEE. (MARITARIZEZE)  (The Journal of
Applied Behavioral Science) , 2021, 57(3) : 369—
397,

[27] RINGLE, C. M., SARSTEDT, M., & HAIR, J. F.
R/ _REMAREREL . REHESNA, (&
APEFZEZED)  (Journal of Business Research)

2023, 155 : 113401,
[28] SARSTEDT, M., RINGLE, C. M., CHEAH, J. H.,
TING, H., MOISESCU, O. 1., & RADOMIR, L.

PLS-SEMZE#IIERIRBMIOI0, (RUMEEREIT)
(European Management Journal) , 2022, 38(6) :

825-837,

[29] SCHAUFELI, W. B., BAKKER, A. B., &

SALANOVA, M.

FEABXAENE TEHLE - —TIEBEEME. (

LB S LENE) (Educational and Psychological

Page | 187



Journal of Hunan University (Natural Sciences)

Vol. 53 No. 7, July 2026

Measurement) , 2006, 66(4) : 701-716,
[30] SCHEIN, E. H., & SCHEIN, P.

(HEAIE5EMEHY (ESHR) o Wiley, 2017,

[31] SETIYADI, D., SEPTIARINI, E., KURNIASIH,
N., WIJAYA, A., BOYKE, H., & UMADATO, H.

A BBASRFAEmEN MM HIRERSE
2011202 LA R RGALGE, (WiR. BERE
REFIZFLYEY  (Journal of Logistics, Informatics
and Service Science) , 2024, 11(12) : 39-70,

[32] TENENHAUS, M., VINZI, V. E., CHATELIN, Y.

M., & LAURO, C.

PLSEREEER, (TRESZHSHEI) (
Computational Statistics & Data Analysis) , 2005,
48(1) : 159-205,

[33] WANG, G., OH, L. S., COURTRIGHT, S. H., &
COLBERT, A. E.

TEMNSEEHH - BIFNIRES D ITERA25EF
EZEST, (BASERAEE) (Group &

Organization Management) , 2011, 36(2) : 223—
270,

[34] ZHANG, X., LI, N., ULLRICH, J., & VAN
DICK, R.

AR ERSE  EFEHRITEERILERERN
SXEEE BB LRSS E TN UG

M, (EEFEZE) ournal of Management)

2022, 48(5) : 1329-1357,
[35] ZHENG, X., ZHU, W., ZHAO, H., & ZHANG, C.

PFAPHRTERR iR, ERXFREEX
LIGIE, (BRITHFEZE)  (Journal of
Organizational Behavior) , 2015, 36(5) : 621-644

o

Manuscript Information
Word count: 8,308 words (excluding references).
Peer-Review Record

Fast-track status: Not fast-tracked.
First-round reviews received: 3 reports.
Revision cycles completed: 3 rounds.
Final version submitted: July 22, 2026

Disclaimer / Publisher’s Note

The statements, opinions, and data contained in
this article are solely those of the authors and do not
necessarily represent the views of the Journal of Hunan
University (Natural Sciences) or its editorial team. The
journal and its editors disclaim any responsibility for
injury to persons or property resulting from any ideas,
methods, instructions, or products referred to in the
content of this article.

Page | 188





