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Abstract: This study investigates how leadership and organizational work culture impact 

employee performance through self-efficacy, addressing the lack of research on psychological 

mediation in this relationship. Using a quantitative approach, data were collected from 145 

Kopsyah Rabani employees via questionnaires and analyzed with SEM-PLS. Show that while 

leadership and work culture significantly enhance self-efficacy, they do not directly affect 

performance. Instead, self-efficacy fully mediates their influence, demonstrating its critical role 

in driving productivity. These findings emphasize that effective leadership and a supportive 

work environment boost performance by strengthening employees' self-belief. The study 

provides practical insights for organizations to prioritize employee confidence-building 

alongside leadership and cultural development for optimal performance outcomes. 
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Abstrak: Studi ini menyelidiki bagaimana kepemimpinan dan budaya kerja organisasi 

memengaruhi kinerja karyawan melalui efikasi diri, mengatasi kurangnya penelitian tentang 

mediasi psikologis dalam hubungan ini. Dengan menggunakan pendekatan kuantitatif, data 

dikumpulkan dari 145 karyawan Kopsyah Rabani melalui kuesioner dan dianalisis dengan 

SEM-PLS. Hasil menunjukkan bahwa meskipun kepemimpinan dan budaya kerja secara 

signifikan meningkatkan efikasi diri, mereka tidak secara langsung mempengaruhi kinerja. 

Sebaliknya, efikasi diri sepenuhnya memediasi pengaruh mereka, menunjukkan peran 

pentingnya dalam mendorong produktivitas. Temuan ini menekankan bahwa kepemimpinan 

yang efektif dan lingkungan kerja yang mendukung meningkatkan kinerja dengan memperkuat 

kepercayaan diri karyawan. Studi ini memberikan wawasan praktis bagi organisasi untuk 

memprioritaskan pembangunan kepercayaan karyawan di samping pengembangan 

kepemimpinan dan budaya untuk hasil kinerja yang optimal. 

Kata Kunci: kepemimpinan, budaya organisasi, self-efficacy, kinerja karyawan 
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INTRODUCTION 

Cooperatives are a people's economic movement based on the principle of kinship(Law 

No. 25 concerning Indonesian Cooperatives 1992). Sharia cooperatives are cooperatives whose 

principles, objectives and business activities are based on Islamic sharia, namely the Al-Quran 

and Assunah.(Rully, Anwar, and Nanda 2022). KSPPS Raya Banda Madani (KSPPS Rabani) 

or Rabani Sharia Cooperative (Kopsyah Rabani) is one of the cooperatives that received the 

best cooperative award from Banten Province for its best performance achievements. 

Performance at Kopsyah Rabani can be observed from several indicators, starting from 

the number of branches, members, capital, total assets, distribution, receivables, savings, 

income and remaining business results (SHU). In detail, the targets and realization of Kopsyah 

Rabani's performance in 2023: 

Table 1. Target and Realization of Kopsyah Rabani Performance 

No 
Performance 

Indicators 
Target 2023 Realization 

Achievements 

(%) 

1 Branch 25 25 100% 

2 Member 60,000 55,424 92% 

3 Capital 25,000,000,000 21,099,716,432 84% 

4 Number of assets 175,000,000,000 132.892.918.324 76% 

5 Distribution 150,000,000,000 114,965,407,600 77% 

6 Receivables 125,000,000,000 98.095.217.030 78% 

7 Savings 30,000,000,000 29,736,992,378 99% 

8 Income 35,000,000,000 34,007,008,041 97% 

9 SHU 1,000,000,000 862.430.428 86% 

Source: 2023 RAT Report 

Almost all performance indicators at Kopsyah Rabani have increased significantly every 

year, but the target and performance realization is only branch growth which reaches 

100%.Total assets, distribution and receivables are still below 80%. Member growth 

performance indicators are above 90%. For capital, savings, income and remaining operating 

results (SHU) are still below 90%. This performance achievement is largely determined by 

leadership factors, organizational work culture and employee self-efficacy. In terms of age, the 

Branch Head level is still very young and does not have much experience. With limited flying 

hours and experience, this is allegedly the reason why the branch's performance and targets 

have not been fully achieved. Moreover, organizational work culture, such as a responsive 

culture, is still very lacking, especially in responding to every policy from the head office. With 

the average age of employees being quite young, their experience and self-efficacy are still not 

yet mature enough to become leaders. 
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Employee performance greatly determines organizational effectiveness(Otoo 2024).A 

positive work environment has the power to improve employee performance(Zhenjing et al. 

2022). Employee performance is greatly influenced by various factors, one of which 

isleadership(Schaubroeck et al., 2011,Peterson et al., 2012,Ruschman 2002,Jaramillo et al., 

2015), self-efficacy(Khalique and Singh, 2019,Schmidt and DeShon, 2010,Van Dijk and 

Kluger, 2011,Ambarita et al., 2022) and organizational work culture(Hamdani et al., 

2024,Warrick et al., 2016,Mohsenet al.,2020,Warrick, 2017,Cherian et al. 2021b).  

Uncertainty in the global market requires organizations to be more aware of change, the 

complexity of business operations requires effective participation from every level of the 

organization(Asrar-ul-Haq and Kuchinke 2016a). Change is synonymous with an effective 

leadership style to produce strong energy and determination for every employee, challenge and 

encourage every employee to be enthusiastic in working, able to take high-risk decisions, and 

have a vision and mission that is in line with organizational goals.(Wahyudi et al., 2021).Loyal 

employees carry out their core performance in the company and increase their concern for the 

success and development of the organization(Hamzah et al., 2021). 

The importance of leadership cannot be separated from the ability to control, lead, and 

influence other people to achieve goals. Effective leadership is able to provide emotional and 

inspirational support by being a role model in implementing organizational values and shaping 

organizational culture. True leadership is a combination of personality, professional knowledge 

and skills, experience, self-confidence, intuition and empathy(Dimitrovska et al., 2009). 

Leadership is an important factor that determines the high and low performance of employees 

in an organization. However, it is known that leadership factors alone are not enough to 

maximize employee performance. One of the predictor variables that is thought to influence 

performance is organizational culture(Ferine et al., 2021). Environmental factors such as 

organizational culture can also make employee performance better(Gerhart and Milkovich, 

1992). 

A leader's influence and effectiveness varies greatly based on the strength of the culture 

in which the leader works.Organizational culture has a big influence on developing employee 

productivity(Pangarso et al., 2021).Organizational culture has a strong positive impact on the 

behavior of its members, including the desire to improve work performance. Company culture 

can help employees solve work problems so that new members of the company will continue 
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because it is considered the correct way to understand, think and feel. in connection with these 

problems or the company's customary standards(Schein, 2014). 

Other factors that are no less important in determining employee performance are internal 

factors within the employee such as self-efficacy. Previous research has proven that individuals 

with a high level of self-efficacy are better at overcoming problems compared to individuals 

with a low level of self-efficacy. Even(Mujeeb et al., 2021)saying bluntly that someone with 

low self-efficacy will perform poorly. 

In 1977, Albert Bandura initiated the concept of perceived self-efficacy which influences 

and modifies human behavior. Workers with high self-efficacy are confident and motivated to 

work well(Stajkovic et al., 2018). Any employee with high self-efficacy will be able to adapt 

to problems and effectively find better approaches to perform complex tasks and 

difficulties.(Carter et al., 2018a). 

The research results, which still contain differences, motivate this research. Several 

previous studies have proven that there issignificant relationship between leadership and 

employee performance outcomes(Asrar-ul-Haq and Kuchinke, 2016b). Leadership style 

influences employee performance in many ways. There is a large body of literature that 

supports that leaders are considered effective when they use transformational and transactional 

leadership styles simultaneously. According toHoedemakers et al., (2023), supervisor 

leadership influences employee work ability. However, the Laissez-Faire leadership style 

shows a negative relationship to employee performance in terms of effectiveness and employee 

satisfaction(Asrar-ul-Haq and Kuchinke, 2016b). This type of leadership tends to avoid making 

decisions, because of the potential for facing problems. As a result, employees become 

dissatisfied, unproductive and inefficient in their work. The Laissez-Faire leadership style is 

considered the least effective and has a negative impact on the performance results and 

productivity of its followers(Yahaya and Ebrahim 2016). 

Apart from that, the relationship between organizational culture and employee 

performance still has different results. Several studies say that organizational culture has a 

positive effect on employee performance(Cherian et al., 2021a; Paais, 2018; Pangarso et al., 

2021)whereas(Harwiki, 2016; Hiršová et al., 2018)revealed that organizational culture has no 

effect on performance. The differences in research results believe that there is a need for other 

variables that can mediate the relationship between leadership and organizational 
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culture.Findings from other research suggest the important role of self-efficacy in improving 

employee performance.Leadership has a positive effect on employee self-efficacy, motivation, 

creativity and organizational performance(Bronkhorst et al., 2015;Newland et al., 2015;Kim 

and Yoon, 2015;Jyoti and Bhau, 2015).This is also in line with research(Carter et al., 2018a; 

Mishra et al., 2022; Stajkovic et al., 2018; Yusuf, 2011)that self-efficacy has a positive effect 

on improving employee performance. 

Previous studies have extensively explored the direct effects of leadership and 

organizational work culture on employee performance. However, there remains a significant 

gap in understanding the mediating mechanisms that explain how these factors influence 

performance outcomes. While self-efficacy has been recognized as a critical psychological 

factor in individual performance, its role as a mediator in the relationship between leadership, 

organizational culture, and employee performance has not been sufficiently examined. Many 

existing studies focus on isolated aspects of leadership or culture, often neglecting the 

integrated influence of these variables through self-efficacy. Additionally, there is limited 

empirical evidence from specific organizational contexts, particularly in dynamic work 

environments where leadership adaptability and cultural alignment are crucial for performance 

enhancement. 

This study introduces a novel perspective by investigating self-efficacy as a key 

mediating variable that bridges leadership and organizational work culture with employee 

performance. Unlike prior research that predominantly examines direct relationships, this study 

adopts a more comprehensive approach by analyzing how transformational leadership and 

supportive work cultures enhance employees' self-belief, thereby driving performance. 

Furthermore, the research contributes to the literature by integrating multiple theoretical 

frameworks, including Social Cognitive Theory and Organizational Behavior Theory, to 

provide a deeper understanding of the psychological and structural factors influencing 

performance. The findings are expected to offer fresh insights into optimizing leadership 

strategies and cultural practices to foster self-efficacy and, consequently, improve employee 

productivity. 

The purpose of this study is to examine the influence of leadership and organizational 

work culture on employee performance, with self-efficacy as a mediating variable. By doing 

so, the research aims to: (1) determine the direct effects of leadership styles and work culture 
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on employee performance, (2) assess the role of self-efficacy in mediating these relationships, 

and (3) provide practical recommendations for organizations to enhance performance by 

cultivating effective leadership, a positive work culture, and employees' self-efficacy. 

Ultimately, this study seeks to bridge theoretical and practical gaps, offering actionable 

strategies for organizational development and human resource management. 

Someone who has good self-efficacy will turn obstacles or challenges into opportunities 

at work. Self-efficacy can also be a mediating variable to encourage the influence of leadership 

on employee performance. Apart from that, self-efficacy can also increase the influence of 

organizational culture on employee performance. 

Influenceleadership on self-efficacy 

Leadership style impacts the manner and frequency of delivery of feedback(Gumah, 

Wenbin, and Aziabah 2021). Said to be a leader, becauseits ability to stimulate and motivate 

its employees to achieve the desired results.(Andersen 2016). A leader always guides his 

followers to act and engage in certain behaviors(Walumbwa et al. 2008,Iqbal et al. 

2018,Elsaied 2019), can even lead beyond expectations(López-Domínguez et al. 2013). Self-

efficacy is greatly influenced by the leader's behavior(Ren and Chadee 2017).Self-efficacy 

directs people to work hard to succeed and encourages skill development(Bandura 2010).  

Leaders always motivate positive and creative behavior, be productive and increase the 

self-confidence of their followers. Leaders can increase the confidence and self-efficacy of 

their followers(Pillai and Williams 2004). Various leadership styles (responsible, inclusive, 

authentic, supportive leadership) (Ullah et al. (2021), proven to be able to shape employee self-

efficacy. Same opinion fromLiu, Qiang, and Kang (2023), that leadership influences self-

efficacy. Likewise according to(Pillai and Williams 2004), transformational leadership has a 

direct effect on self-efficacy.From the description above, the following hypothesis can be 

formulated:  

H1 : KLeadership influences self-efficacy 

Influenceorganizational work culture on self-efficacy 

A positive and supportive organizational culture that emphasizes the values of 

togetherness, teamwork and employee empowerment can increase self-efficacy. 

Organizational culture has been proven to have a positive and significant effect on self-

efficacy(Opolot et al., 2023).Self-efficacy reflects the employee's attitude in completing work 
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tasks to the best of his ability(Memon et al., 2019). A culture that is supportive and empowering 

tends to increase self-efficacy.Organizational culture plays an important role in organizational 

empowerment which influences self-efficacy(Wu et al., 2023). One of the supportive cultures 

is demonstrated byKhan et al., (2023), with a culture of knowledge sharing to increase 

employee confidence, thereby increasing their self-efficacy. According toSoomro et al., (2023), 

company culture factors such as organizational communication, training and development as 

well as rewards and recognition have a positive and significant impact on employee self-

efficacy.From the description above, the following hypothesis can be formulated: 

H2: Work cultureorganization influences self-efficacy 

Influenceleadership on employee performance 

Leadership is one of the most studied topics in organizational environments and is related 

to employee performance(Asrar-ul-Haq and Anwar 2018). KLeadership can be defined as the 

ability or art of influencing and mobilizing organizational members to achieve predetermined 

organizational goals(Black and Porter 2000),(Sertel, Karadag, and Ergin-Kocatürk 

2022),(Jacobs and Jaques 1990),(Robbins et al. 2013).Leadership style significantly influences 

employee performance. Transformational leadership is proven to be able to motivate 

employees to move and change their attitudes, values and behavior through empowerment, 

which leads to extraordinary performance(Hoedemakers et al., 2023). Other leadership styles, 

such as authentic leadership can also influence employee performance(Sertel et al., 2022). 

Effective communication is very important for leaders to foster employee motivation 

which in turn can have a positive impact on their performance(Arisman 2022). In short, 

leadership style plays an important role in shaping employee performance. Effective leadership 

can inspire, motivate and empower employees, leading to improved performance outcomes. 

From the description above, the following hypothesis can be formulated: 

H3: KLeadership influences employee performance 

InfluenceOrganizational work culture on employee performance 

Organizational culture is a term used to describe the environment in which people work 

and its influence on the way they think, act, and experience work. Culture plays an important 

role in the success or failure of an organization(Warrick et al., 2016).Organizational culture 

has a positive and significant impact on employee performance(Mohsenet al.,2020).The main 

factor in the success of an organization is its culture. This organizational culture can influence 
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the performance, effectiveness, work morale and productivity of its employees.Organizational 

culture also has a significant influence on company performance and effectiveness(Warrick, 

2017). Thus, a good work culture can create a positive work environment that can improve 

employee performance(Cherian et al., 2021b).From the description above, the following 

hypothesis can be formulated: 

H4: Work cultureOrganizations influence employee performance 

The influence of self-efficacyon employee performance 

Self-efficacy plays an important role in realizing employee performance.Self-efficacy 

allows people to take responsibility with confidence and do work effectively(Elangovan and 

Karakowsky 1999),(Carter et al. 2018b).Self-efficacy refers to an individual's belief in his or 

her ability to carry out tasks and achieve goals, which has been proven to have a significant 

effect on employee performance. Employees who have self-efficacy will be more involved in 

their work, have higher job satisfaction, and be more committed to their organization(Coming 

2023),(Na-Nan, Kanthong, and Joungtrakul 2021).From the description above, the following 

hypothesis can be formulated: 

H5: Self-efficacyinfluence employee performance 

The influence of leadership on employee performance through self-efficacy 

Leaders can influence employee self-efficacy by providing support, resources, and 

opportunities for success. Self-efficacy is the belief to carry out tasks skillfully, so that it has a 

positive impact on employee performance. Self-efficacy increases expectations for employees 

to achieve performance. Self-efficacy has been proven to influence performance(Saleem, 

Malik, and Qasim 2022). Employee involvement in work shows good self-efficacy, resulting 

in better performance(Sidik Nusannas et al. 2020). Good leadership can influence employee 

self-efficacy, so that they are motivated to perform well. 

The transformational leadership model is very strong in forming self-efficacy, so that this 

leadership model has a positive influence on job performance. Self-efficacy has been proven 

to mediate the influence of leadership on employee performance(Sürücü, Maslakçi, and Sesen 

2022). The same finding was also expressed byKhalique and Singh (2019), where 

transformational leadership is proven to have a positive effect on work performance and self-

efficacy as a mediating variable. The existence of self-efficacy as a mediator was also revealed 

byHadi (2023).These two findings have confirmed that self-efficacy is a connecting factor 
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between leadership and employee performance.From the description above, the following 

hypothesis can be formulated: 

H6 : KLeadership influences employee performance through self-efficacy 

The influence of organizational work culture on employee performance through self-

efficacy 

Organizational culture influences employee performance which is mediated by self-

efficacy. This means that organizational culture influences employee performance not directly, 

but rather indirectly through employee self-efficacy, or their belief in their ability to 

successfully carry out tasks.(Wiyanto, Widayati, and Marliya 2022). Self-efficacy is a 

significant mediator in the relationship between organizational culture and employee 

performance. Work culture plays an important role in shaping a person's self-efficacy, thereby 

fostering confidence in their ability to carry out various tasks and responsibilities. By 

cultivating a culture that increases self-efficacy, organizations can cultivate a more committed 

and motivated workforce, leading to improved performance(Opolot et al. 2023). 

An organizational culture that is fostered to increase self-efficacy by providing 

opportunities for training, development, mentoring, continuous performance evaluation and 

feedback. Self-efficacy grows a person's confidenceof its ability to complete a particular 

task(Bandura 1978). A person's self-efficacy is a strong determinant of effort, perseverance, 

strategy formulation, as well as training and work performance. Apart from being highly 

predictive, self-efficacy can also be developed to improve performance(Heslin and Klehe 

2006),(Saleem, Malik, and Qasim 2022). Because employees have self-efficacytend to struggle 

to overcome difficulties at work while maintaining their performance(Cherian and Jacob 

2013).From the description above, the following hypothesis can be formulated: 

H7: CultureOrganizational work influences employee performance through self-efficacy 

METHOD 

This research uses a quantitative approach to testexamine the influence of leadership and 

organizational work culture on employee performance through self-efficacy.The population in 

this research are employeesBanda Madani Sharia Cooperativewith a random sampling 

technique using the Slovin formula, 145 employees were obtained.The data analysis technique 

in this research uses multivariate analysis. All variables were measured using a questionnaire 
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with a Likert scale of 1-5, scale 1 (very bad), scale 2 (not good), scale 3 (fairly good), scale 4 

(good) and scale 5 (very good). 

Transformative leadership is measured by adopting an instrument fromCarless, Wearing, 

and Mann (2000)AndBronkhorst, Steijn, and Vermeeren (2015)which consists of indicators (1) 

communicating the vision, (2) developing staff, (3) providing support, (4) empowering staff, 

(5) innovative, (6) leading by example, and (7) being charismatic. With Leadership Styles 

(LEA) fromHarris and Ogbonna (2001)AndLam et al., (2021): participative and supportive 

style. Organizational culture is measured using items fromLee and Choi (2003)which was also 

adopted byLam et al. (2021)with indicators: collaboration, mutual trust and learning. Self-

efficacyLeadership was measured using a short version of The Leadership Self-Efficacy Scale 

(LSES) with the leader's self-control efficacy subscale (leader self-control efficacy)and the 

efficacy of leader assertiveness(leader assertiveness efficacy) (Samuels, Foster, and Lindsay 

2010),(Bergman, Sendén, and Berntson 2019).Employee performance indicators refer 

toindividual Work Performance Questionnaire (IWPQ). IWPQ is based on 

dimensionsKoopmans (2014)modified, where individual work performance consists of task 

performance scale, contextual performance scaleand counterproductive work behavior scale. 

RESULTS AND DISCUSSION 

Respondent description 

Respondent data is based on age, namely 18 (12%) < 20 years old and 127 (88%) aged 

21-40 years. The education level for high school was 123 (85%), bachelor's degree was 21 

(14%) and master's degree was 1 (1%). Based on the position level for Branch Heads it is 25% 

(17%), Deputy Branch Heads are 29 (20%), Managers are 1 (1%) and SPIs are 4 (3%) and 

Field Staff are 86 (59%). 

Convergent Validity and Discriminant Validity 

The scales measuring the constructs in this article were tested for construct validity. A 

measurement can be said to haveconstructvalidity if it can test the construct or characteristics 

of the hypothesis as a design(Hair, Ringle, and Sarstedt 2011). To testconvergent 

validityconstruct, we tested Cronbach's alpha, Average Variance Extracted (AVE), and 

Composite Reliability (CR). Acceptable threshold values for Cronbach's Alpha, AVE, and CR 

are 0.6, 0.5, and 0.7 respectively(Hair, Ringle, and Sarstedt 2011;Bagozzi, Yi, and Phillips 

1991). All valuesCronbach's alphahigher than 0.7, exceeding the predetermined value. The 
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AVE value is above 0.5, meaning it meetsconvergent validityof the construct being tested. In 

addition, the composite reliability value is above 0.7, which indicates high internal 

consistency(Hair, Ringle, and Sarstedt 2011). In addition, the fact that all variables haveouter 

loadings higher than 0.6, which meets the theoretical requirements(Henseler, Ringle, and 

Sarstedt 2012), and confirm the content validity of the scale. For BKO3, BKO5, BKO6, KK2, 

KK4 do not meet the requirementsconvergent validity, so that this outlier data is not included 

in data processing. 

Table 2. Convergent Validity and Discriminant Validity 

Latent 

Variables 
Items Loadings 

Cronbach's 

Alpha 

Composite 

Reliability 
AVE 

 Thresholds ≥ 0.6 ≥ 0.6 ≥ 0.7 ≥ 0.5 

KEP KEP1 0.769 

0.926 0.940 0.661 

 KEP2 0.834 

 KEP3 0.745 

 KEP4 0.806 

 KEP5 0.837 

 KEP6 0.806 

 KEP7 0.845 

 KEP8 0.854 

BKO BKO1 0.841 

0.739 0.852 0.657  BKO2 0.768 

 BKO4 0.822 

SELF SELF1 0.742 

0.872 0.904 0.611 

 SELF2 0.792 

 SELF3 0.756 

 SELF4 0.781 

 SELF5 0.784 

 SELF6 0.833 

K.K KK1 0.730 

0.962 0.965 0.595 

 KK3 0.686 

 KK5 0.717 

 KK6 0.765 

 KK7 0.785 

 KK8 0.787 

 KK9 0.785 

 KK10 0.828 

 KK11 0.770 

 KK12 0.783 

 KK13 0.782 

 KK14 0.709 

 KK15 0.785 

 KK16 0.787 

 KK17 0.785 
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Source: processed research data 

The following are the results of testing the research model using WarpPLS 

 

 

 

 

 

 

 

 

 

 

Figure 1. Model Test Results (WarpPLS) 

Inner Model 

Adjusted R-Squared and Q-Squared 

Table 3. Table Adjusted R-Square and Q-Squared 
 

Adjusted R-Squared Coefficients  Q-Squared Coefficients 

Self-Efficacy 0.420  0.433 

Employee performance 0.554  0.561 

 

MarkAdjusted R-Squared self-efficacy variable of 0.420 shows that variations in self-

efficacy can be explained by variations in leadership, organizational work culture and 

employee performance of 42% and the remaining 58% is influenced by other variables. The 

Adjusted R-Squared value of the employee performance variable is 0.554, indicating that 

variations in employee performance can be explained by variations in leadership, 

organizational work culture and self-efficacy of 55.4% and the remaining 44.6% is influenced 

by other variables. The R Square value is 0.75 (strong), 0.5 (medium) and 0.25 weak. The 

Adjusted R-Squared value for the self-efficacy variable of 0.420 is considered moderate 

because it is close to 0.5 and employee performance of 0.554 is considered moderate. 

Furthermore, a research model with predictive validity must have a Q-Squared value greater 

Latent 

Variables 
Items Loadings 

Cronbach's 

Alpha 

Composite 

Reliability 
AVE 

 Thresholds ≥ 0.6 ≥ 0.6 ≥ 0.7 ≥ 0.5 

 KK18 0.828 

 KK19 0.770 

 KK20 0.783 

 KK21 0.782 
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than 0. The estimation results of the research model show good predictive validity, namely 

self-efficacy of 0.433 and employee performance of 0.561. 

Effect Size 

The next test is to see which exogenous latent factors have the greatest influence on the 

endogenous variables.According toHair et al. (2014)AndCohen (1988),The effect sizes are: 

0.02 (weak), 0.15 (medium) and 0.35 (strong). The following table displays the test results. 

 

Table 4. Effect Size  
Effect Size Results 

Leadership > Self-efficacy 0.225 Currently 

Work culture organization > Self-efficacy 0.203 Currently 

Leadership > employee performance 0.011 Weak 

Work culture organization > employee performance 0.047 Weak 

Self-efficacy > employee performance 0.496 Strong 

 

The effect size is classified as strong, namely the influence of self-efficacy on employee 

performance of 0.496. The effect size is classified as moderate, namely the influence of 

leadership on self-efficacy is 0.225 and the influence of organizational work culture on self-

efficacy is 0.203. The effect size is classified as weak, namely the influence of leadership on 

performance of 0.011 and the influence of organizational work culture on employee 

performance of 0.047. 

Model Fit and Quality Indices 

OutputsThe fit index shows the goodness of fit criteria for a good model. Where the APC 

value = 0.308, ARS = 0.491, AARS = 0.482 with a significance value of p < 0.001 (< 0.05). 

Likewise, the value of average block VIF (AVIF) = 1.558 and Average full collinearity VIF 

(AFVIF) = 1.990, which is less than 3.3 (meets ideal standards). This means that there is no 

multicollinearity between indicators and between latent variables. The resulting GoF is 0.557 

> 0.36, which means the model fit is very good. For the Sympson's paradox ratio (SPR) index 

= 1,000, R-squared contribution ratio (RSCR) = 1,000, statistical suppression ratio (SSR) = 

1,000 and nonlinear bivariate causality direction ratio (NLBCDR) = 1,000. Each has a value ≥ 

0.7, which means there is no causality problem in the model. This research was carried out in 

two iterations using the resampling (bootstapping) method with 200 samples. 
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Significance Test 

Path Coefficients Direct Influence 

 

Table 5. Results of the Direct Effect Test 

Direct Influence Β P Values Results 

Keinfluential leadership->Self-efficacy 0.389 < 0.001 Accepted 

Work cultureorganization->Self-efficacy 0.359 < 0.001 Accepted 

Keleadership->employee performance 0.022 0.394 Reject 

Work cultureorganization->employee performance 0.097 0.117 Reject 

Self-efficacy->employee performance 0.671 < 0.001 Accepted 

 

Direct test results can be said to be influential if the p value <0.05. The direct influence 

test proves that leadership has a significant effect on self-efficacy and values< 0.001(below 

0.05), which means hypothesis 1 is accepted. Hypothesis 2 is also accepted which states that 

organizational work culture has a significant effect on self-efficacy as evidenced by the p 

value< 0.001(below 0.05). Leadership has no effect on employee performance with a 

significance value of 0.394 (more than 0.05), so hypothesis 3 is rejected. Hypothesis 4 was also 

rejected because the p value was 0.117 (more than 0.05), so organizational work culture had 

no effect on employee performance. Self-efficacy has a significant effect on employee 

performance with a p value< 0.001(below 0.05), so hypothesis 5 is accepted. 

Indirect Effects 

Table 6. Indirect Effect Test Results 

Indirect Influence Indirect Effects P Values Results 

Leadership -> self-efficacy -> employee performance 0.261 < 0.001 Accepted 

Organizational work culture-> self-efficacy -> employee 

performance 

0.241 < 0.001 Accepted 

 

The results of testing the indirect influence of leadership on employee performance 

through self-efficacy obtained a P value of< 0.001(below 0.005), which means there is an 

indirect influence so that self-efficacy can intervene in the influence of leadership on employee 

performance (hypothesis 6 is accepted). The second indirect influence is organizational work 

culture on employee performance through self-efficacy which has a P value of< 0.001(below 

0.005), which means there is an indirect influence so that self-efficacy can intervene in the 

influence of organizational work culture on employee performance (hypothesis 7 is accepted). 
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CONCLUSION 

This research provides important evidence about the role of leadership and organizational 

work culture on employee performance, both directly and indirectly.Five of the seven proposed 

hypotheses were accepted and two hypotheses were rejected. Hypothesis 1 is accepted, namely 

leadership has a significant effect on self-efficacy. A good leader must be able to motivate his 

subordinates in a positive, creative and productive direction and be able to increase his 

followers' self-efficacy(Pillai and Williams 2004).The results of this study are in line with 

researchUllah et al. (2021),Liu, Qiang, and Kang (2023).Hypothesis 2 is accepted, where 

organizational work culture influences self-efficacy. A positive and supportive work culture 

can build togetherness, teamwork and empowerment can form eSelf-efficacy that reflects the 

employee's attitude in completing work to the best of his ability(Memon et al., 2019). This is 

in line with researchOpolot et al. (2023),Wu et al. (2023),Khan et al. (2023)AndSoomro et al. 

(2023). 

Hypothesis 3 is rejected, leadership has no effect on employee performance. In this 

case, leadership has not been able to motivate its followers to move, change attitudes, values 

and behavior that lead to performance. This can happen due to the experience and age of a 

leader. Because experience and maturity really determine the quality of a leader in making 

decisions and moving other people to achieve good performance. The results of this study are 

not in line with researchHoedemakers et al. (2023),Sertel et al. (2022)AndArisman 

(2022).Hypothesis 4 is also rejected, this proves that organizational work culture has no effect 

on employee performance. This means that the organization's work culture has not been able 

to create a positive work environment that can improve performance(Cherian et al., 2021b). 

This is not in line with research(Mohsenet al.,2020),(Warrick, 2017). Hypothesis 5 is accepted, 

self-efficacy is proven to influence employee performance. Self-efficacy allows people to take 

responsibility with confidence(Elangovan and Karakowsky, 1999;Carter et al., 2018b)in 

carrying out tasks to achieve better employee performance. 

Next, for the indirect hypothesis, the role of self-efficacy is to intervene in the influence 

of leadership and organizational work culture on employee performance.Hypothesis 6 is 

accepted, leadership influences employee performance which is mediated by self-efficacy. This 

means that leadership must be able to create self-efficacy through providing support, resources, 

opportunities and confidence in carrying out tasks to achieve employee performance. This is 
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in line with researchSaleem, Malik, and Qasim (2022),Sidik Nusannas et al. (2020),Sürücü, 

Maslakçi, and Sesen (2022),Khalique and Singh (2019), AndHadi (2023).Hypothesis 7 is 

accepted, where organizational work culture influences employee performance which is 

mediated by self-efficacy. This means that organizational culture does not have a direct effect 

on employee performance, but rather an indirect effect through self-efficacy(Wiyanto, 

Widayati, and Marliya 2022). With bThis supportive and productive organizational work 

culture provides support and confidence in resolving difficulties in the workplace to achieve 

employee performance(Cherian and Jacob 2013). This is in line with research Opolot et al. 

(2023),Heslin and Klehe (2006),Saleem, Malik, and Qasim (2022). 

The benefits of this research can be seen in two main aspects. Theoretically, this study 

enriches the literature in the field of organizational behavior by confirming the role of self-

efficacy as a mediator variable. In practical terms, these findings provide valuable guidance for 

organizational management to develop employee development programs that not only focus 

on improving leadership and work culture, but also pay attention to aspects of strengthening 

employee self-confidence. 

This research has several limitations that need to be considered. First, the scope of 

research is limited to one organization (Kopsyah Rabani) makes the generalization of findings 

need to be done carefully. Second, the data collection method using questionnaires has the 

potential to bias the subjectivity of respondents. Third, this study has not considered other 

potential moderator variables that might influence the relationship between variables. 

The implications of this study emphasize the importance of a holistic approach in 

improving employee performance. Organizations are advised to: (1) integrate self-efficacy 

strengthening programs in HR development strategies, (2) create a supportive work 

environment through constructive feedback and measurable work challenges, and (3) develop 

an empowering leadership style and inclusive organizational culture. These findings also open 

up opportunities for further research involving other mediator and moderator variables in more 

diverse organizational contexts. 

REFERENCES 

Ambarita, Paolo Rossi L., Agustina Hanafi, and Yuliani. 2022. "The Influence of Self-Efficacy 

and Work Environment on Employee Performance: Empirical Study on PT Sarana 

Indoguna Lestari Surabaya." Open Journal of Business and Management 10(01): 263–80. 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

67  Deden Arifian Al Barq 
 

Andersen, Jon Aarum. 2016. “An Old Man and the 'Sea of Leadership.'” Journal of leadership 

studies 9(4): 70–81. 

Arisman. 2022. "The Effect of Leadership Style and Motivation on Employee Performance." 

Civil Multidisciplinary Journal 2: 2389–2404. 

Asrar-ul-Haq, Muhammad, and Sadia Anwar. 2018. “The Many Faces of Leadership: 

Proposing a Research Agenda through a Review of Literature.” Future Business Journal 

4(2): 179–88. https://doi.org/10.1016/j.fbj.2018.06.002. 

Asrar-ul-Haq, Muhammad, and K. Peter Kuchinke. 2016a. “Impact of Leadership Styles on 

Employees' Attitude Towards Their Leaders and Performance: Empirical Evidence from 

Pakistani Banks.” Future Business Journal 2(1): 54–64. 

http://dx.doi.org/10.1016/j.fbj.2016.05.002. 

Asrar-ul-Haq, Muhammad, and K Peter Kuchinke. 2016b. “Impact of Leadership Styles on 

Employees' Attitude Towards Their Leaders and Performance: Empirical Evidence from 

Pakistani Banks.” Future Business Journal 2(1): 54–64. 

https://www.sciencedirect.com/science/article/pii/S2314721016300032. 

Bagozzi, Richard P, Youjae Yi, and Lynn W Phillips. 1991. “Assessing Construct Validity in 

Organizational Research.” Administrative Science Quarterly 36(3): 421–58. 

http://www.jstor.org/stable/2393203. 

Bandura, Albert. 1978. “Self-Efficacy: Toward a Unifying Theory of Behavioral Change.” 

Advances in Behavioral Research and Therapy 1(4): 139–61. 

———. 2010. Self-Efficacy in Changing Societies Exercise of Personal and Collective 

Efficacy in Changing Societies. 

Black, J Stewart, and Lyman W Porter. 2000. “Management: Meeting New Challenges.” (No 

Title). 

Bronkhorst, Babette, Bram Steijn, and Brenda Vermeeren. 2015. "Transformational 

Leadership, Goal Setting, and Work Motivation: The Case of a Dutch Municipality." 

Review of Public Personnel Administration 35(2): 124–45. 

Carter, W. Richard et al. 2018a. “The Effects of Employee Engagement and Self-Efficacy on 

Job Performance: A Longitudinal Field Study.” International Journal of Human Resource 

Management 29(17): 2483–2502. http://dx.doi.org/10.1080/09585192.2016.1244096. 

———. 2018b. “The Effects of Employee Engagement and Self-Efficacy on Job Performance: 

A Longitudinal Field Study.” International Journal of Human Resource Management 

29(17): 2483–2502. 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

68  Deden Arifian Al Barq 
 

Cherian, Jacob, Vilas Gaikar, Raj Paul, and Robert Pech. 2021a. “Corporate Culture and Its 

Impact on Employees' Attitude, Performance, Productivity, and Behavior: An 

Investigative Analysis from Selected Organizations of the United Arab Emirates (UAE).” 

Journal of Open Innovation: Technology, Markets, and Complexity 7(1): 1–28. 

———. 2021b. “Corporate Culture and Its Impact on Employees' Attitude, Performance, 

Productivity, and Behavior: An Investigative Analysis from Selected Organizations of the 

United Arab Emirates (UAE).” Journal of Open Innovation: Technology, Markets, and 

Complexity 7(1): 1–28. https://doi.org/10.3390/joitmc7010045. 

Cherian, Jacob, and Jolly Jacob. 2013. "Impact of Self-Efficacy on Motivation and 

Performance of Employees." International Journal of Business and Management 8(14): 

80–88. 

Van Dijk, Dina, and Avraham N Kluger. 2011. "Task Type as a Moderator of Positive/Negative 

Feedback Effects on Motivation and Performance: A Regulatory Focus Perspective." 

Journal of Organizational Behavior 32(8): 1084–1105. https://doi.org/10.1002/job.725. 

Dimitrovska, Marija, and Lazar Stošić , Liljana Pushova Stamenkova. 2009. “Leadership in 

Times of Crisis.” Family Medicine 41(2): 86–88. 

Elangovan, AR, and Leonard Karakowsky. 1999. “The Role of Trainees and Environmental 

Factors in Transfer of Training: An Exploratory Framework.” Leadership & Organization 

Development Journal 20(5): 268–76. 

Elsaied, Mervat. 2019. "Supportive Leadership and EVB: The Mediating Role of Employee 

Advocacy and the Moderating Role of Proactive Personality." Journal of Management 

Development 38(3): 225–37. 

Ferine, Kiki Farida, Reza Aditia, Muhammad Fitri Rahmadana, and Indri. 2021. "An Empirical 

Study of Leadership, Organizational Culture, Conflict, and Work Ethics in Determining 

Work Performance in Indonesia's Education Authority." Heliyon 7(7): e07698. 

https://doi.org/10.1016/j.heliyon.2021.e07698. 

Gerhart, Barry, and George T Milkovich. 1992. “Employee Compensation: Research and 

Practice.” Handbook of industrial and organizational psychology, Vol. 3, 2nd ed.: 481–

569. 

Gumah, Bernard, Liu Wenbin, and Maxwell Akansina Aziabah. 2021. “Supervisors' 

Leadership Styles' Influence on Foreign Teachers' Self-Efficacy in a Cross-Cultural Work 

Setting: A Moderated Mediation Analysis.” SAGE Open 11(1). 

Hadi, Prasetyo. 2023. "The Influence of Self-Efficacy on Employee Performance Mediated by 

Work Motivation and Work Engagement." International Journal of Research in Business 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

69  Deden Arifian Al Barq 
 

and Social Science (2147- 4478) 12(2): 653–61. 

Hair, Joe F, Christian M Ringle, and Marko Sarstedt. 2011. “PLS-SEM: Indeed a Silver 

Bullet.” Journal of Marketing Theory and Practice 19(2): 139–52. 

https://doi.org/10.2753/MTP1069-6679190202. 

Hamdani, Nizar Alam, Novi Ardiyani, Galih Abdul Fatah Maulani, and Asri So seen. 2024. 1 

The Influence of Organizational Culture on Employee Performance at PT. Hoga Mutual 

Garment. Atlantis Press International BV. http://dx.doi.org/10.2991/978-94-6463-234-

7_188. 

Hamzah, Munawir Nasir, Muhammad Ashoer, and Nasir Hamzah. 2021. "Impact of Islamic 

Work Values on In-Role Performance: PERSPECTIVE from Muslim Employees in 

Indonesia." Problems and Perspectives in Management 19(4): 446–57. 

Harwiki, Wiwiek. 2016. "The Impact of Servant Leadership on Organization Culture, 

Organizational Commitment, Organizational Citizenship Behavior (OCB) and Employee 

Performance in Women Cooperatives." Procedia - Social and Behavioral Sciences 219: 

283–90. 

Henseler, Jörg, Christian M. Ringle, and Marko Sarstedt. 2012. "Using Partial Least Squares 

Path Modeling in Advertising Research: Basic Concepts and Recent Issues." Handbook 

of Research on International Advertising (November): 252–76. 

Heslin, P, and U Klehe. 2006. "HOW SELF-EFFICACY AFFECTS PERFORMANCE AND 

WELL-BEING SELF-EFFICACY Nature of Self-Efficacy." Organizational Psychology 

2(May): 705–8. 

Hira Salah ud din Khan, Peihuan Li, Muhammad Salman Chughtai, Muhammad Tahir 

Mushtaq, Xingzhu Zeng. 2023. "The Role of Knowledge Sharing and Creative Self-

Efficacy on the Self-Leadership and Innovative Work Behavior Relationship." Journal of 

Innovation & Knowledge 8(4): 1–10. https://www.elsevier.es/en-revista-journal-

innovation-knowledge-376-pdf-S2444569X23001361. 

Hiršová, Miloslava, Lenka Komárková, and Petr Pirožek. 2018. "The Prediction of Financial 

Performance in Dependence on the Type of Organizational Culture." Trends Economics 

and Management 12(32): 63. 

Hoedemakers, Joost, Arne Vanderstukken, and Jol Stoffers. 2023. “The Influence of 

Leadership on Employees' Employability: A Bibliometric Analysis, Systematic Literature 

Review, and Research Agenda.” Frontiers in Psychology 14. 

Iqbal, Sadaf et al. 2018. "The Impact of Authentic Leadership on Organizational Citizenship 

Behaviors and the Mediating Role of Corporate Social Responsibility in the Banking 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

70  Deden Arifian Al Barq 
 

Sector of Pakistan." Sustainability (Switzerland) 10(7). 

Jacobs, T Owen, and Elliott Jaques. 1990. “Military Executive Leadership.” 

Jaramillo, Fernando, Belén Bande, and Jose Varela. 2015. “Servant Leadership and Ethics: A 

Dyadic Examination of Supervisor Behaviors and Salesperson Perceptions.” Journal of 

Personal Selling and Sales Management 35(2): 108–24. 

Jyoti, Jeevan, and Sonia Bhau. 2015. "Impact of Transformational Leadership on Job 

Performance: Mediating Role of Leader–Member Exchange and Relational 

Identification." Sage Open 5(4): 2158244015612518. 

Khalique, Sana, and Prof MK Singh. 2019. "Role of Self-Efficacy in Improving Employees 

Performance." International Journal of Engineering Research & Technology (IJERT) 

7(12): 1–5. https://www.ijert.org/research/role-of-self-efficacy-in-improving-employees-

performance-IJERTCONV7IS12014.pdf. 

Kim, Soonhee, and Gyunsoo Yoon. 2015. “An Innovation-Driven Culture in Local 

Government: Do Senior Manager's Transformational Leadership and the Climate for 

Creativity Matter?” Public Personnel Management 44(2): 147–68. 

Liu, Ji, Faying Qiang, and Haihua Kang. 2023. “Distributed Leadership, Self-Efficacy and 

Wellbeing in Schools: A Study of Relations among Teachers in Shanghai.” Humanities 

and Social Sciences Communications 10(1): 1–9. 

López-Domínguez, Mercedes, Mihaela Enache, Jose M. Sallan, and Pep Simo. 2013. 

"Transformational Leadership as an Antecedent of Change-Oriented Organizational 

Citizenship Behavior." Journal of Business Research 66(10): 2147–52. 

http://dx.doi.org/10.1016/j.jbusres.2013.02.041. 

Memon, Maqsood, Bahadur Ali Soomro, and Naimatullah Shah. 2019. “Enablers of 

Entrepreneurial Self-Efficacy in a Developing Country.” Education and Training 61(6): 

684–99. 

Mishra, Namrata, M. Rajkumar, and Rajiv Mishra. 2022. "Emotional Intelligence as a 

Moderator Between Micromanagement Leadership and Employee Performance." 

Prabandhan: Indian Journal of Management 15(10): 63–70. 

Mohsen, Ahsanullah, Najibullah Neyazi, and Sarwar Ebtekar. 2020. "The Impact of 

Organizational Culture on Employees Performance: An Overview." International Journal 

of Management (IJM) 11(8): 879–88. 

http://www.iaeme.com/IJM/index.asp879http://www.iaeme.com/IJM/issues.asp?JType=

IJM&VType=11&IType=8http://www.iaeme.com/IJM/issues. 

asp?JType=IJM&VType=11&IType=8http://www.iaeme.com/IJM/index.asp880. 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

71  Deden Arifian Al Barq 
 

Mujeeb, Tasmeer et al. 2021. “Do Servant Leadership Self-Efficacy and Benevolence Values 

Predict Employee Performance within the Banking Industry in the Post-Covid-19 Era: 

Using a Serial Mediation Approach.” Administrative Sciences 11(4). 

https://api.elsevier.com/content/abstract/scopus_id/85118402630. 

Na-Nan, Khahan, Suteeluck Kanthong, and Jamnean Joungtrakul. 2021. "An Empirical Study 

on the Model of Self-Efficacy and Organizational Citizenship Behavior Transmitted 

through Employee Engagement, Organizational Commitment and Job Satisfaction in the 

Thai Automobile Parts Manufacturing Industry." Journal of Open Innovation: 

Technology, Markets, and Complexity 7(3): 170. 

https://www.sciencedirect.com/science/article/pii/S2199853122009398. 

Newland, Aubrey et al. 2015. "Exploring the Nature of Transformational Leadership in Sports: 

A Phenomenological Examination with Female Athletes." Qualitative research in sport, 

exercise and health 7(5): 663–87. 

Opolot, Julius Samuel, Charles Lagat, Stanley Kipkwelon Kipsang, and Yonah Katto Muganzi. 

2023. “Organizational Culture and Organizational Commitment: The Moderating Effect 

of Self-Efficacy.” Journal of Humanities and Applied Social Sciences. 

Otoo, Frank Nana Kweku. 2024. "The Mediating Role of Employee Performance in the 

Relationship between Human Resource Management (HRM) Practices and Police Service 

Effectiveness." IIM Ranchi Journal of Management Studies. 

Paais, M. 2018. "Effect of Work Stress, Organization Culture and Job Satisfaction toward 

Employee Performance in Bank Maluku." Academy of Strategic Management Journal 17. 

Pangarso, Astadi, Romat Saragih, and Waode Alaya Nuriz. 2021. "Transformative Leadership 

and Organizational Culture Effect on Employee Performance: Evidence From the 

Indonesia Logistics Bureau." Journal of Management and Entrepreneurship 23(2): 148–

58. 

Peterson, Suzanne J., Benjamin M. Galvin, and Donald Lange. 2012. "CEO Servant 

Leadership: Exploring Executive Characteristics and Firm Performance." Personnel 

Psychology 65(3): 565–96. 

Pillai, Rajnandini, and Ethlyn A. Williams. 2004. "Transformational Leadership, Self-Efficacy, 

Group Cohesiveness, Commitment, and Performance." Journal of Organizational Change 

Management 17(2): 144–59. 

https://www.emerald.com/insight/content/doi/10.1108/09534810410530584/full/html. 

Ren, Shuang and Chadee, Doren. 2017. “Ethical Leadership, Self-Efficacy and Job Satisfaction 

in China: The Moderating Role of Guanxi.” Personnel Review 46(2): 1–40. 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

72  Deden Arifian Al Barq 
 

https://www.emerald.com/insight/content/doi/10.1108/PR-08-2015-0226/full/html. 

Robbins, Stephen, Timothy A Judge, Bruce Millett, and Maree Boyle. 2013. Organizational 

Behavior. Pearson Higher Education AU. 

Rully, Trihantana, Miftakhul Anwar, and Suganda Nanda. 2022. "SOCIALIZATION OF 

SHARIA FINANCE OF MURABAHAH PRODUCTS." II(October). 

Ruschman, Nancy Lamer. 2002. “Servant-Leadership and the Best Companies to Work for in 

America.” Focus on leadership: Servant-leadership for the twenty-first century: 123–39. 

Saleem, Farida, Muhammad Imran Malik, and Awais Qasim. 2022. “Supervisor Support, Self-

Efficacy, and Employee Performance: The Mediating Role of Office De-Clutter.” 

Administrative Sciences 12(4). 

Schaubroeck, John, Simon SK Lam, and Ann Chunyan Peng. 2011. "Cognition-Based and 

Affect-Based Trust as Mediators of Leader Behavior Influences on Team Performance." 

Journal of Applied Psychology 96(4): 863–71. 

Schein, Edgar H. 2014. The Jossey-Bass business & management series Organizational Culture 

and Leadership : Third Edition. 

Schmidt, Aaron M., and Richard P. DeShon. 2010. "The Moderating Effects of Performance 

Ambiguity on the Relationship Between Self-Efficacy and Performance." Journal of 

Applied Psychology 95(3): 572–81. 

Sertel, Gülsüm, Engin Karadag, and Hatice Ergin-Kocatürk. 2022. “Effects of Leadership on 

Performance: A Cross-Cultural Meta-Analysis.” International Journal of Cross Cultural 

Management 22(1): 59–82. 

Sidik Nusannas, Iman et al. 2020. "The Effect of Self-Efficacy and Employee Engagement on 

Employee Performance in Mediation by Digital Literacy." Enrichment: Journal of 

Management 11(1): 63–67. 

https://www.enrichment.iocspublisher.org/index.php/enrichment/article/view/29. 

Soomro, Bahadur Ali et al. 2023. "Developing the Relationship between Corporate Cultural 

Factors and Employees' Organizational Commitment via Self-Efficacy." South Asian 

Journal of Business Studies. 

Stajkovic, Alexander D. et al. 2018. “Test of Three Conceptual Models of Influence of the Big 

Five Personality Traits and Self-Efficacy on Academic Performance: A Meta-Analytic 

Path-Analysis.” Personality and Individual Differences 120(August 2017): 238–45. 

Sürücü, Lütfi, Ahmet Maslakçi, and Harun Sesen. 2022. “Transformational Leadership, Job 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

73  Deden Arifian Al Barq 
 

Performance, Self-Efficacy, and Leader Support: Testing a Moderated Mediation Model.” 

Baltic Journal of Management 17(4): 467–83. https://doi.org/10.1108/BJM-08-2021-

0306. 

Ullah, Irfan et al. 2021. "Leadership Styles and Organizational Citizenship Behavior for the 

Environment: The Mediating Role of Self-Efficacy and Psychological Ownership." 

Frontiers in Psychology 12(July). 

UU no. 25 About Indonesian Cooperatives. 1992. 

Wahyudi, I, S Widagdo, and HP Agustin. 2021. "The Effect of Leadership and Organizational 

Commitment in Improving Employee Performance At Department of Environment 

and…." ABM: International Journal of … 3(2): 1–13. 

http://jurnal.itsm.ac.id/index.php/abm/article/view/535%0Ahttp://jurnal.itsm.ac.id/index.

php/abm/article/download/535/505. 

Walumbwa, Fred O. et al. 2008. “Authentic Leadership: Development and Validation of a 

Theory-Based Measure.” Journal of Management 34(1): 89–126. 

Warrick, D D. 2017. "What Leaders Need to Know about Organizational Culture." Business 

Horizons 60(3): 395–404. 

https://www.sciencedirect.com/science/article/pii/S0007681317300113. 

Warrick, DD, John F Milliman, and Jeffery M Ferguson. 2016. “Building High Performance 

Cultures.” Organizational Dynamics 45(1): 64–70. 

https://www.sciencedirect.com/science/article/pii/S0090261615000832. 

Wiyanto, Hendra, C. Catur Widayati, and Siti Marliya. 2022. "The Influence of Organizational 

Culture, Self Efficacy and Work Motivation for Employee Performance." Dynasty 

International Journal of Educational Management And Social Science 3(3): 392–401. 

Wu, Ming-Chang et al. 2023. “A Study on Major Factors Revitalizing Nursing Staff's Work 

Enthusiasm∼a Cross-National Study on Organizational Culture, Organizational 

Empowerment and Self-Efficacy.” International Journal of Healthcare Management 

16(1): 93–103. https://doi.org/10.1080/20479700.2022.2076043. 

Yahaya, Rusliza, and Fawzy Ebrahim. 2016. “Leadership Styles and Organizational 

Commitment: Literature Review.” Journal of Management Development 35(2): 190–216. 

Yusuf, Muhammad. 2011. "The Impact of Self-Efficacy, Achievement Motivation, and Self-

Regulated Learning Strategies on Students' Academic Achievement." Procedia - Social 

and Behavioral Sciences 15: 2623–26. 

Zhenjing, Gu et al. 2022. “Impact of Employees' Workplace Environment on Employees' 



AGREGAT: Jurnal Ekonomi dan Bisnis 
Volume 9 (No 1), 2025 
http://journal.uhamka.ac.id/index.php/agregat/ 

p-ISSN: 2549-5658 e-ISSN: 2549-7243 

DOI: 10.22236/agregat_vol9.i1/15814 

Pp 51-74 

74  Deden Arifian Al Barq 
 

Performance: A Multi-Mediation Model.” Frontiers in Public Health 10(May). 

 

 

 

 

 

 


