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organizational environment on performance appears limited, 
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to improved performance. These findings emphasize 
integrating governance and leadership strategies to support 
sustainable institutional success. 

 Keywords:  Employee Performance; Good Governance; 
Leadership Style; Organizational Environment; 
Work Motivation 

Society, 13 (1), 520-537, 2025 

P-ISSN: 2338-6932 | E-ISSN: 2597-4874 

https://societyfisipubb.id 

 

 

 
 

 

 

 
 

https://doi.org/10.33019/society.v13i1.820
https://creativecommons.org/licenses/by-nc-sa/4.0/
mailto:indirayuana09@gmail.com
https://doi.org/10.33019/society.v13i1.820
https://orcid.org/0009-0002-7060-3205
https://orcid.org/0000-0002-2901-5236
https://crossmark.crossref.org/dialog/?doi=10.33019/society.v13i1.820&domain=pdf&date_stamp=2025-03-31
https://societyfisipubb.id/


Leadership, Governance, and Organizational Environment as Determinants of Employee Motivation 
and Performance in a Public Sector Institution 

 

 

Copyright © 2025. Owned by Author(s), published by Society. This is an open-access article under the CC-BY-NC-SA license.  

https://doi.org/10.33019/society.v13i1.820  521 

 

1. Introduction 
Organizations emerge from individual innovation, while structured collaboration facilitates 

the achievement of shared goals. Hasibuan defines an organization as a formal system of two or 
more individuals working toward a common objective (Hasibuan, 2017). Broadly, organizations 
fall into two categories: social organizations (such as public institutions), which focus on 
delivering public services, and corporate entities, which emphasize profit generation through 
economic activities. In the public sector, service provision must adhere to the principles of good 
governance. Therefore, implementing these principles requires effective and efficient public 
administration (Handayani & Nur, 2019). As a framework of well-structured administrative 
procedures, good governance enhances a society’s capacity to achieve equitable and sustainable 
national development (Supriyatno, 2009). 

Good governance, particularly within regional autonomy, is based on five core principles. 
First, it enables the public sector to adapt to rapid social changes. Second, it fosters a flexible 
and competitive national system, particularly in response to globalization and economic 
liberalization. Third, it strengthens institutional efficiency in facing external challenges. Fourth, 
it signals a shift from rule-based governance to a more adaptive model. Fifth, it necessitates 
bureaucratic reform oriented toward transparency, flexibility, and decentralization 
(Pradnyawati et al., 2024). These principles are essential in addressing the challenges of public 
sector management and advancing citizen-centered governance under decentralization. 
Moreover, the implementation of governance continues to depend on community participation, 
supporting the view of the World Bank and UNDP that governance is the foundation of public 
sector development (Darmansyah et al., 2024). 

The ability of an organization to plan, coordinate, direct, and control its activities depends 
heavily on leadership. According to Dimock and Kunig, leadership forms the backbone of 
management and administration (Supriyatno, 2009). Mukhlisah conceptualizes leadership as 
the capacity to influence others, including from a gendered perspective (Mukhlisah, 2014). The 
overall work environment of an organization is largely shaped by its leadership style, which 
also affects its adaptability to internal and external change. In public institutions, the 
organizational environment is the structural basis that aligns governance practices with 
institutional objectives. The tangible and intangible aspects of the work environment 
significantly influence employee performance (Manzoor, 2023). 

Therefore, effective human resource management is essential to maximizing employee 
potential and achieving institutional goals. Since human resources are valuable assets, 
organizations must continuously invest in their development to enhance institutional 
effectiveness and individual career growth (Tabita et al., 2021). Motivation, training, and 
leadership are the primary determinants of employee performance. Leadership plays a central 
role in fostering employee commitment (Sutanto et al., 2022). Bureaucracies must operate 
effectively to fulfill their strategic role in ensuring national competitiveness. Various ministries 
and agencies operate under distinct visions and missions, such as the Indonesian Ministry of 
Religious Affairs. Institutional development requires full human capital optimization (Sandroto 
et al., 2024). 

Employee performance reflects individual characteristics and behavioral contributions to 
organizational success (Supriyatno, 2009). According to Hasibuan, performance is shaped by 
knowledge, experience, commitment, and time management in completing assigned tasks. 
Motivation arises from both intrinsic and extrinsic factors (Hasibuan, 2017). Internally, it is 
driven by achievement, recognition, affiliation, and survival needs. Externally, it is shaped by 
job security, supervision, compensation, and working conditions (Lubis et al., 2023). Given that 
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individual achievements directly affect overall institutional effectiveness, leadership is critical 
for enhancing performance in government institutions (Supriyatno, 2009). 

Collaborative governance must be reinforced to improve public sector efficiency (Umar et 
al., 2022). For instance, the Southeast Sulawesi Provincial Plantation and Horticulture Office 
strongly emphasizes good governance to achieve its strategic goals. This governance model 
supports inclusive public participation in promoting sustainable and equitable development. 
Therefore, a supportive organizational climate is essential to sustaining government operations 
over time (Sukhani & Hanif, 2023). 

An organization’s leadership approach greatly influences its responsiveness to internal and 
external dynamics. While leadership may not always directly execute organizational processes, 
it plays a pivotal role in shaping workplace culture and employee behavior (Maryunani, 2023). 
Leaders are tasked with motivating staff to enhance work quality and efficiency, while the 
workplace's social and physical aspects affect overall productivity (Waworuntu et al., 2022). 
Motivation, in turn, drives employees to pursue organizational goals within a framework of 
good governance. Clear rules and job responsibilities form the foundation for effective 
motivation. A variety of external (political, economic, social, cultural), organizational (vision, 
mission, remuneration), and internal (skills, creativity, competence) factors also influence 
performance (Wijayanto & Riani, 2021). 

The interplay between these external, organizational, and internal factors determines 
employee behavior and performance and influences institutional effectiveness. Optimal 
performance requires the integration of good governance, motivation, a supportive 
organizational environment, and strong leadership. These components reflect an organization’s 
capacity to implement its programs and policies in alignment with its strategic mission and 
vision. 

This study addresses how leadership style, organizational environment, and understanding 
of good governance influence employee motivation and performance. It offers a new 
perspective by incorporating sociological considerations into the analysis. While previous 
studies have examined these variables primarily from managerial or administrative viewpoints, 
this study explores the influence of social factors on employees’ ethical perceptions. Doing so 
aims to bridge an existing research gap and expand understanding of employee performance 
within a broader societal framework. 

 
2. Theoretical Background 

A complex interplay of institutional structures, leadership practices, organizational climate, 
and individual motivation shapes employee performance in public sector organizations. 
Understanding these dynamics requires drawing on theories of leadership, organizational 
behavior, governance, and empirical findings from public administration and human resource 
management. 

 
2.1. Leadership Style and Employee Outcomes 

Leadership has long been recognized as a central determinant of employee behavior and 
organizational effectiveness. The theory of transformational leadership, as developed by Bass 
and Riggio, posits that leaders who inspire, intellectually stimulate, and offer individualized 
support are more likely to foster high levels of motivation and performance among 
subordinates (Bass & Riggio, 2005). Such leaders cultivate a sense of purpose and alignment 
between individual and organizational goals. Podsakoff et al. further demonstrated that 
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transformational leadership significantly correlates with increased job satisfaction, 
organizational commitment, and discretionary effort (Podsakoff et al., 1990). 

Given the bureaucratic nature of institutional systems, effective leadership is critical in 
public organizations. Wright and Pandey argue that leadership that promotes clarity, 
participation, and intrinsic motivation is more effective in enhancing employee engagement 
(Wright & Pandey, 2010). Supportive and communicative leaders also create work 
environments that facilitate trust and psychological safety, contributing to employee 
performance. 
• H1: Leadership style positively and significantly influences employee work motivation. 
• H2: Leadership style positively and significantly affects employee performance. 

 
2.2. Organizational Environment and Employee Outcomes 

The organizational environment encompasses the physical and psychological conditions 
under which employees operate. According to Schneider et al., organizational climate, the 
shared perceptions of policies, practices, and procedures, profoundly affects employees’ 
affective states and behavior (Schneider et al., 2013). A supportive environment that provides 
adequate resources, recognition, and opportunities for development tends to boost motivation 
and reduce burnout. 

The Job Demands–Resources (JD-R) model, proposed by Bakker and Demerouti, provides a 
robust framework for understanding how environmental conditions affect work outcomes 
(Bakker & Demerouti, 2007). This model suggests that while job demands may lead to strain, job 
resources such as autonomy, feedback, and a positive social climate enhance motivation and 
facilitate performance. In the context of public administration, where resource constraints are 
common, a well-managed organizational environment can buffer the negative effects of work 
stress and support productivity. 
• H3: Organizational environment positively and significantly influences employee 

motivation. 
• H4: Organizational environment positively and significantly influences employee 

performance. 
 

2.3. Good Governance and Employee Outcomes 
Good governance refers to institutional practices that promote transparency, accountability, 

participation, and effectiveness. In the public sector, governance frameworks set the tone for 
implementing policies and distributing responsibilities. Kaufmann and Kraay assert that 
effective governance enhances trust in public institutions and creates a stable environment for 
employees to perform their duties (Kaufmann & Kraay, 2007). Andrews and Van de Walle 
highlight that good governance increases clarity in role expectations and reduces organizational 
ambiguity, enhancing employee motivation and job satisfaction (Andrews & Van de Walle, 
2013). 

Governance also provides the normative structure within which leadership operates. Fair 
and transparent systems encourage ethical conduct and align individual behavior with 
organizational values. In environments characterized by participatory decision-making and 
institutional accountability, employees are more likely to be motivated and to exert greater 
effort in their tasks (Fernandez et al., 2017). 
• H5: Good governance positively and significantly influences employee work motivation. 
• H6: Good governance positively and significantly affects employee performance. 
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2.4. Work Motivation and Employee Performance 
Motivation is a psychological state that drives individuals to act toward achieving personal 

and organizational goals. Self-Determination Theory (Gagné & Deci, 2005; Miller et al., 1988) 
distinguishes between intrinsic motivation, driven by interest and satisfaction, and extrinsic 
motivation, which is shaped by rewards and recognition. Numerous studies affirm that 
motivated employees are more committed, resilient, and productive (Judge et al., 2001; Lubis et 
al., 2023). In the public sector, where financial incentives may be limited, motivational drivers 
such as meaningful work, public service motivation, and institutional support are particularly 
influential. 

Motivation also mediates organizational factors (such as leadership, governance, and 
environment) and performance outcomes. When employees feel psychologically engaged, they 
are more likely to display creativity, initiative, and persistence, all contributing to enhanced 
performance. 
• H7: Work motivation positively and significantly influences employee performance. 

 
3. Research Methodology 

This study employs a quantitative explanatory approach to examine the influence of 
leadership style, organizational environment, and good governance on employee work 
motivation and performance at the Southeast Sulawesi Provincial Plantation and Horticulture 
Office. The objective is to test the formulated hypotheses and evaluate the structural 
relationships among variables using empirical data. 

This study involved 95 employees from the institution, representing the entire population. 
Given the relatively small organizational size, a census sampling technique (total sampling) was 
adopted to ensure full representation and eliminate sampling bias. 

Primary data were collected through a structured questionnaire distributed directly to all 
respondents. The instrument consisted of closed-ended questions to measure five core 
constructs: leadership style, organizational environment, good governance, work motivation, 
and employee performance. All items were measured using a five-point Likert scale, ranging 
from 1 (“Strongly Disagree”) to 5 (“Strongly Agree”). 

The data analysis was conducted using the Partial Least Squares Structural Equation 
Modeling (PLS-SEM) technique via the SmartPLS software. PLS-SEM was chosen due to its 
suitability for small sample sizes and ability to test complex models with multiple variables. 
The analysis proceeded in two stages: 
1) Evaluation of the Measurement Model (Outer Model) 

This included assessments of convergent validity (via outer loadings and Average Variance 
Extracted), discriminant validity (using the Fornell–Larcker criterion and cross-loadings), 
and construct reliability (based on composite reliability values above 0.70). 

2) Evaluation of the Structural Model (Inner Model) 
Path coefficients, t-statistics, and R-squared (R²) values were used to test the direct effects 
between latent variables. Predictive relevance (Q²) was also calculated to assess the model's 
explanatory power. 

Descriptive statistics were used to summarize the demographic characteristics of respondents 
and provide an overview of the distribution of responses across variables. 
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4. Results 
4.1. Evaluation of the Measurement Model (Outer Model) 

The measurement model, or outer model, was evaluated to assess the validity and 
reliability of the latent constructs in this study. The analysis focused on three main criteria: 
convergent validity, discriminant validity, and composite reliability. 

Convergent validity was examined by evaluating the outer loading of each indicator on its 
respective latent construct using Partial Least Squares (PLS) analysis. An outer loading value 
above 0.70 is considered ideal, although values between 0.50 and 0.60 may be acceptable under 
specific conditions if accompanied by satisfactory reliability and AVE (Average Variance 
Extracted). The majority of outer loading values exceeded 0.70, supporting the convergent 
validity of the measurement model. 

Discriminant validity was assessed using the Fornell–Larcker criterion and cross-loading 
analysis. According to the Fornell–Larcker criterion, discriminant validity is established when 
the square root of the AVE for each construct is greater than its correlations with other 
constructs. Table 1 presents the AVE, square root of AVE (√AVE), and inter-construct 
correlations. 

 
Table 1. Average Variance Extracted (AVE), Square Root of AVE (√AVE), and Inter-Construct 

Correlations 

Variable AVE √AVE 
Leadership 

Style 
Organizational 
Environment 

Good 
Governance 

Work 
Motivation 

Employee 
Performance 

Leadership Style 
(X1) 

0.806 0.897 1.000     

Organizational 
Environment (X2) 

0.907 0.952 0.941 1.000    

Good Governance 
(X3) 

0.887 0.941 0.946 0.895 1.000   

Work Motivation 
(Y1) 

0.825 0.908 0.973 0.954 0.951 1.000  

Employee 
Performance (Y2) 

0.843 0.918 0.949 0.898 0.933 0.945 1.000 

Primary Data Processed (2025) 
 

The results in Table 1 indicate that each construct's √AVE value exceeds its correlation with 
other constructs. This finding confirms that each construct in the model is empirically distinct, 
satisfying the discriminant validity requirement. 

Further validation of discriminant validity was conducted through cross-loading analysis. 
An indicator is considered valid if its loading on its corresponding construct is higher than its 
loadings on other constructs. Table 2 displays the cross-loading values for all indicators. 

 
Table 2. Cross-Loading Values for Reflective Indicators Across Latent Constructs 

Indicator 
Leadership 
Style (X1) 

Organizational 
Environment (X2) 

Good 
Governance (X3) 

Work 
Motivation (Y1) 

Employee 
Performance (Y2) 

X1.1 0.881 0.787 0.846 0.860 0.850 

X1.2 0.898 0.853 0.837 0.877 0.842 

X1.3 0.887 0.785 0.850 0.825 0.836 

X1.4 0.923 0.946 0.865 0.928 0.878 

X2.1 0.915 0.953 0.860 0.921 0.867 
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Indicator 
Leadership 
Style (X1) 

Organizational 
Environment (X2) 

Good 
Governance (X3) 

Work 
Motivation (Y1) 

Employee 
Performance (Y2) 

X2.2 0.876 0.950 0.844 0.896 0.836 

X3.1 0.894 0.830 0.965 0.894 0.887 

X3.2 0.855 0.825 0.932 0.874 0.853 

X3.3 0.900 0.832 0.964 0.898 0.885 

X3.4 0.912 0.882 0.904 0.914 0.890 

Y1.1 0.921 0.930 0.878 0.933 0.865 

Y1.2 0.896 0.881 0.853 0.906 0.840 

Y1.3 0.866 0.819 0.885 0.893 0.868 

Y1.4 0.853 0.836 0.840 0.920 0.863 

Y2.1 0.886 0.878 0.858 0.888 0.900 

Y2.2 0.872 0.822 0.841 0.869 0.905 

Y2.3 0.850 0.764 0.848 0.831 0.923 

Y2.4 0.874 0.818 0.878 0.880 0.896 

Primary Data Processed (2025) 
 

As shown in Table 2, all indicators load highest on their designated latent variables 
compared to other constructs. This reinforces the discriminant validity of the measurement 
model and confirms that each item accurately reflects its intended construct. 

In addition to convergent and discriminant validity, the reliability of each construct was 
assessed using composite reliability (CR). A CR value above 0.70 indicates satisfactory internal 
consistency among the indicators. Table 3 presents the composite reliability results for each 
construct in the model. 

 
Table 3. Composite Reliability Values of Latent Constructs 

Construct Composite Reliability Assessment Result 

Leadership Style (X1) 0.943 Reliable 

Organizational Environment (X2) 0.951 Reliable 

Good Governance (X3) 0.969 Reliable 

Work Motivation (Y1) 0.949 Reliable 

Employee Performance (Y2) 0.955 Reliable 

Primary Data Processed (2025) 
 

As shown in Table 3, all latent constructs have composite reliability values well above the 
0.70 threshold, confirming the measurement instrument's consistency and dependability. 
Combined with convergent and discriminant validity assessments, these findings affirm the 
outer measurement model's robustness. 

Based on the successful validation of the measurement model, the analysis evaluated the 
structural model (inner model) to determine the significance and strength of relationships 
among the study variables. 

 
4.2. Evaluation of the Goodness of Fit Model 

The structural model's predictive relevance was assessed using the Q² value, which 
measures the model’s ability to predict the observed values of the endogenous variables. Q² is 
derived from the coefficient of determination (R²), with values ranging between 0 and 1. Higher 
Q² values indicate stronger predictive accuracy. Table 4 presents the R² values for the two 
endogenous constructs in this study: work motivation and employee performance. 
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Table 4. Coefficient of Determination (R²) for Endogenous Constructs 

No. Endogenous Construct R² 

1 Work Motivation (Y1) 0.967 

2 Employee Performance (Y2) 0.917 

Primary Data Processed (2025) 
 

The R² values in Table 4 the exogenous variables, leadership style, organizational 
environment, and good governance, explain 96.7 percent of the variance in work motivation 
and 91.7 percent in employee performance. These results demonstrate that the structural model 
has a high level of explanatory power. 

To further assess predictive relevance, the Q² value was calculated using the following 
formula: 

 
Q²  =  1 – (1 – R₁²) × (1 – R₂²) 
 =  1 – (1 – 0.967) × (1 – 0.917) 
 =  1 – (0.033 × 0.083) 
 =  1 – 0.0027 
 =  0.990 
 

The resulting Q² value of 0.990 indicates that the model predicts 99.0 percent of the variance 
in the endogenous constructs. Only 1.0 percent of the variance is attributed to unmeasured or 
external factors not included in the model. Since this value far exceeds the recommended 
threshold of 0.60, the model demonstrates exceptionally strong predictive relevance and is 
considered robust for hypothesis testing. 

 
4.3. Hypothesis Testing 

Hypothesis testing was conducted to evaluate the direct effects of leadership style, 
organizational environment, and good governance on work motivation and employee 
performance. The analysis employed path coefficients and t-statistics to determine the strength 
and significance of each relationship. These results are visually illustrated in Figure 1 and 
detailed in Table 5. 

 

 
Figure 1. Path Coefficient Diagram and Hypothesis Testing 

Source: Primary Data Processed (2025) 
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Table 5. Path Coefficients and Hypothesis Testing Results 

Path Relationship 
Original 

Sample (O) 
Sample 

Mean (M) 

Standard 
Deviation 
(STDEV) 

Standard 
Error (STERR) 

t-Statistic 
(O/STERR) 

X1 (Leadership Style) → Y1 
(Work Motivation) 

0.406 0.412 0.091 0.091 4.466 

X1 (Leadership Style) → Y2 
(Employee Performance) 

0.626 0.629 0.127 0.127 4.940 

X2 (Organizational 
Environment) → Y1 

0.326 0.316 0.063 0.063 5.184 

X2 → Y2 0.000 -0.003 0.094 0.094 0.001 

X3 (Good Governance) → Y1 0.276 0.279 0.072 0.072 3.850 

X3 → Y2 0.341 0.340 0.090 0.090 3.809 

Y1 (Work Motivation) → Y2 0.365 0.367 0.159 0.159 2.295 

Source: Primary Data Processed (2025) 
 

The results presented in Figure 1 and Table 5 demonstrate that not all hypothesized direct 
effects were statistically significant. Leadership style was found to have a positive and 
significant effect on both work motivation (t = 4.466) and employee performance (t = 4.940), 
supporting hypotheses H1 and H2. These findings suggest that effective leadership enhances 
employees' motivational and performance outcomes. 

The organizational environment significantly positively affected work motivation (t = 
5.184), confirming hypothesis H3. However, its direct effect on employee performance was not 
statistically significant (t = 0.001), leading to the rejection of hypothesis H4. This implies that 
while a supportive environment contributes to motivation, it may not independently drive 
performance without the influence of other factors such as leadership or internal motivation. 

Good governance was shown to positively and significantly affect both work motivation (t 
= 3.850) and employee performance (t = 3.809), thus confirming hypotheses H5 and H6. These 
results indicate that transparent, accountable, and fair governance structures can foster 
employee motivation and performance improvements. 

Finally, work motivation was also found to significantly positively impact employee 
performance (t = 2.295), supporting hypothesis H7. This confirms that higher levels of employee 
motivation translate into improved performance outcomes. 

In sum, six of the seven hypotheses were supported. Only the direct influence of the 
organizational environment on employee performance was not statistically significant. 

 
5. Discussion 
5.1. The Influence of Leadership Style on Work Motivation 

Leadership styles that emphasize interpersonal relationships, demonstrate flexibility, foster 
creativity, uphold professionalism, and actively engage subordinates significantly enhance 
employee performance. Under effective leadership, employees are better able to accomplish 
goals, perform tasks efficiently, and contribute to overall organizational productivity. These 
findings align with previous studies, who found that leadership style is crucial in improving 
performance, particularly within local government institutions (Aisyah & Savitri, 2014; Resky & 
Kuncoro, 2012). 

Supervisors are central in directing employee behavior to minimize errors and optimize 
outcomes. Their leadership is reinforced by regulatory frameworks that provide structure and 
protection, as well as compensation systems that enhance morale and work engagement. 
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Lillbacka emphasizes recognizing the diverse drivers of motivation and implementing 
leadership strategies tailored to maximize employee potential. Female leaders, in particular, 
often provide encouragement and emotional support, strengthening motivation through 
relational engagement (Lillbacka, 2010). A motivated workforce, in turn, contributes to 
improved organizational performance and more sustainable operational outcomes. 

Ruvendi asserts that leadership style significantly influences work motivation and must be 
adaptive to contextual and situational dynamics (Ruvendi, 2018). Ineffective leadership can 
result in declining morale, evidenced by increased absenteeism and turnover rates. These 
symptoms are often rooted in authoritarian or disengaged leadership practices that fail to meet 
employee needs. 

Effective leadership is characterized by proactive behavior, creativity, professionalism, self-
reflection, active interaction with subordinates, and a strong emphasis on interpersonal 
dynamics. Such traits have been linked to improvements in both individual and collective 
performance (Ferdinan & Lindawati, 2021). When supported by firm yet approachable 
leadership, employees are better positioned to meet targets and complete tasks with 
competence and timeliness. Morale is elevated, and overall productivity improves. 

Empirical findings by Resky and Kuncoro support this conclusion, demonstrating that 
leadership style directly, positively, and significantly influences motivation and human 
resource performance (Resky & Kuncoro, 2012). Norawati et al. further reinforce this 
perspective, finding that leadership style is a critical determinant of performance in the public 
sector, specifically in the context of Kampar Regency’s local government (Norawati et al., 2023). 

The prevailing leadership style of the Southeast Sulawesi Provincial Plantation and 
Horticulture Office aligns with employee expectations. Leaders inspire subordinates to exceed 
performance standards, clearly articulate institutional goals, and cultivate a conducive work 
environment. These factors collectively enhance productivity and commitment (Iskamto, 2021). 

Observational evidence indicates that staff positively receive this leadership approach. 
Indicators include the willingness to achieve self-actualization in their roles, enthusiasm for 
new responsibilities, dedication to public service over personal gain, and compliance with 
organizational directives. Leadership, therefore, remains a central mechanism for shaping 
employee behavior and optimizing institutional performance. 

 
5.2. The Influence of Organizational Environment on Employee Performance 

According to Silalahi, employee performance is shaped by various dimensions of the 
organizational environment, including internal and external factors such as organizational 
capacity, structural stability, and operational complexity (Silalahi, 2013). These elements 
collectively influence how employees behave and perform within institutional settings. 
However, employees with high levels of intrinsic motivation may be less affected by external 
environmental conditions. 

Israr and Syofyan argue that the organizational environment has a limited effect on 
accountability within government institutions (Israr & Syofyan, 2022). Nonetheless, a well-
structured work environment, characterized by efficient office layout, sufficient access to 
resources, and appropriate ambient conditions such as air quality, contributes to improved 
employee commitment and operational efficiency (Sihombing, 2004). 

These findings align with Prakoso's study, which highlights that workplace conditions 
significantly affect employee motivation (Prakoso, 2014). A well-maintained and organized 
environment helps foster higher morale and supports achieving institutional objectives. 
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Conversely, poor environmental conditions may lead to decreased motivation and morale, 
negatively affecting overall job performance. 

 
5.3. The Influence of the Organizational Environment on Work Motivation 

Effective governance, particularly through transparent policy implementation, serves as a 
motivational driver for employees. Involving staff in decision-making processes and reinforcing 
principles of accountability fosters structured work behaviors and timely task completion. 
According to Israr and Syofyan, motivation is one of the most influential factors in enhancing 
accountability within public institutions (Israr & Syofyan, 2022). Beyond the public sector, 
governance also encompasses collaborative relationships among stakeholders in the exercise of 
institutional power (Widodo et al., 2018). 

A clean, well-organized, and visually appealing work environment significantly motivates 
employees. This effect is amplified by cohesive teamwork and positive interactions between 
leaders and team members. Strong leadership provides structured guidance and clear direction, 
enabling employees to complete tasks accurately and efficiently while minimizing errors. 

The physical design of the office environment plays a critical role in determining employee 
productivity. Uncomfortable or poorly maintained workspaces often lead to diminished 
motivation, adversely impacting performance. The organizational environment can be 
understood as comprising two primary components: physical and non-physical. The physical 
component includes aspects such as office layout, cleanliness, and the availability of facilities. 
Meanwhile, the non-physical component encompasses interpersonal communication, 
organizational culture, and work atmosphere. Both dimensions are integral to creating a 
positive and productive environment that enhances employee motivation and effectiveness. 

 
5.4. The Influence of the Organizational Environment on Employee Performance 

Effective governance motivates employees, particularly when implemented through 
transparent policymaking. Involving employees in decision-making processes and reinforcing 
accountability principles further enhances motivation, contributing to structured work 
behaviors and timely task completion. As Israr and Syofyan noted, motivation is key in 
promoting accountability within public sector organizations (Israr & Syofyan, 2022). However, 
governance extends beyond formal institutions and involves collaborative engagement among 
various stakeholders in exercising authority (Widodo et al., 2018). 

Although statistical results in this study suggest that the direct influence of the 
organizational environment on performance is limited, it remains a critical factor that can be 
optimized to enhance productivity. The findings support Sihombing's argument that physical 
aspects of the workplace, such as temperature, air quality, equipment availability, and 
workspace organization, significantly affect employee comfort (Sihombing, 2004). While these 
factors may not immediately improve performance, they foster general well-being, indirectly 
boosting productivity. Similarly, Qalati et al. assert that a structured and well-maintained 
workplace strengthens employees' psychological commitment to their roles and signals the 
organization's prioritization of efficiency and performance (Qalati et al., 2022). 

Observations at the Southeast Sulawesi Provincial Plantation and Horticulture Office 
indicate that good leadership is vital in creating a supportive work environment. Despite the 
absence of a statistically significant direct impact, qualitative insights reveal that employees 
who work in safe, welcoming, and supportive environments tend to exhibit stronger 
motivation. A healthy work atmosphere contributes to emotional well-being by fostering a 
sense of belonging and fulfillment, positively affecting job performance. 
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Continuous efforts must be made to maximize human capital to improve workplace 
conditions. Factors such as safety standards, ergonomic design, and optimal workspace layout 
contribute to increased engagement, motivation, and the development of employee 
competencies. Even without a strong statistical relationship, a well-organized work 
environment cultivates a healthy organizational culture that sustains long-term performance 
growth. 

Therefore, organizational leaders should take proactive measures to maintain and enhance 
working conditions. By fostering a culture of safety, comfort, and mutual respect, institutions 
can create environments that support employee well-being and organizational effectiveness. 
When combined with competent leadership and clear performance expectations, these 
improvements are essential to ensuring task efficiency and sustained productivity. 

 
5.5. The Influence of Good Governance on Work Motivation 

Active participation in governance-related activities, such as organizational supervision and 
decision-making processes, positively influences employee motivation. When employees can 
express their perspectives and contribute to significant decisions, they develop a stronger sense 
of ownership and accountability toward their work. This inclusive approach cultivates a 
motivational work environment where employees perceive their contributions as valued and 
impactful. Participation in governance initiatives also enhances morale and job satisfaction by 
reinforcing employees' awareness of their roles within the broader institutional framework. 

Accountability, a fundamental principle of good governance, is reflected in an 
organization’s commitment to upholding ethical standards, formal procedures, and 
performance benchmarks. Clear expectations regarding duties and consequences for non-
performance foster a structured environment that supports motivation. In such settings, 
employees are more inclined to maintain discipline, meet deadlines, and uphold ethical 
standards in their daily responsibilities. A governance model grounded in transparency and 
accountability supports operational efficiency and reinforces motivational dynamics 
contributing to institutional effectiveness. 

Another critical benefit of good governance lies in aligning organizational objectives and 
individual motivation. This alignment is crucial for sustaining employee engagement and 
encouraging continuous improvement. Clearly defined policies, unambiguous job descriptions, 
and systematically organized responsibilities contribute to a more focused and motivated 
workforce. Employees working within such systems gain greater clarity and confidence in their 
roles, facilitating more meaningful contributions to organizational success. 

Good governance fosters a professional environment where employees feel valued, secure, 
and inspired to perform effectively. Transparency in policy development and implementation 
enhances trust in the institution (Razak, 2022). Employees who perceive their workplace as fair 
and transparent are more likely to understand and accept organizational decisions and 
procedures. Governance practices emphasizing open communication and accountability further 
elevate employee engagement and deepen their commitment to institutional goals. 

The findings of this study are consistent with the research conducted by Israr and Syofyan, 
which showed that motivation significantly influences responsibility within public institutions 
(Israr & Syofyan, 2022). Their research indicated that motivated employees tend to be more 
diligent in fulfilling their responsibilities, adhering to institutional policies, and contributing to 
the overall performance of governmental organizations. This supports the conclusion that 
motivation enhances organizational effectiveness and accountability when reinforced by sound 
governance. 
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On a systemic level, good governance encompasses administrative, political, and economic 
functions across various levels of authority, extending beyond internal management. It provides 
mechanisms through which employees, stakeholders, and communities can express their 
interests, exercise legal rights, fulfill obligations, and mediate conflicts. Organizations can 
maintain a work culture that consistently supports and strengthens employee motivation by 
ensuring that governance frameworks remain inclusive, transparent, and accountable. 

Good governance enhances work motivation by establishing a fair, structured, and 
participatory organizational environment. Implementing effective governance frameworks 
increases employee commitment, engagement, and job satisfaction. These improvements 
contribute to stronger performance outcomes, higher productivity, and the development of a 
resilient organizational culture grounded in integrity, accountability, and excellence. 

 
5.6. The Influence of Good Governance on Employee Performance 

Employees with the necessary competencies and a thorough understanding of good 
governance principles are better equipped to fulfill their responsibilities, enhancing 
organizational performance. These findings align with the work of Israr and Syofyan, who 
observed that the application of sound governance practices significantly shapes accountability 
within government institutions (Israr & Syofyan, 2022). Similarly, good governance has a direct 
and positive effect on performance, and its impact is further amplified when combined with a 
supportive organizational culture and relevant external factors (Dahlan, 2017; Musa et al., 2022). 

Strategic responsibility distribution, which ensures a fair and manageable workload among 
employees, is fundamental to organizational efficiency (Kuswati, 2020). In the context of this 
study, performance effectiveness at the Southeast Sulawesi Provincial Plantation and 
Horticulture Office was evaluated based on the timely completion of tasks and adherence to 
professional discipline. As Marzuki et al. emphasized, performance effectiveness reflects how 
much an organization can achieve its predefined objectives, which varies according to the 
institution's operational scope and scale (Marzuki et al., 2020). 

Successfully implementing good governance requires a rigorous commitment to principles 
that promote accountability and operational integrity. Achieving this level of governance 
demands high professionalism, ethical conduct, and the ability to translate theoretical 
knowledge into practical application (Engkus et al., 2021). These attributes collectively support 
establishing a governance framework of transparency, accountability, and performance-based 
outcomes. 

 
5.7. The Effect of Work Motivation on Employee Performance 

These findings align with Mangkunegara and Prabu’s definition of motivation as an 
internal drive that compels individuals to act in ways that fulfill their needs and achieve a sense 
of satisfaction (Mangkunegara & Prabu, 2005). Motivation is also an aroused need that directs 
individuals toward specific objectives. This perspective highlights the crucial role of motivation 
in enhancing employee performance and shaping workplace behavior, particularly in fostering 
enthusiasm and commitment. 

Field observations at the Southeast Sulawesi Provincial Plantation and Horticulture Office 
indicate that employees exhibit high work motivation. This is evident in their dedication to 
assigned tasks, positive influence on colleagues, and willingness to engage in collaborative 
efforts. Motivated employees not only fulfill their responsibilities more effectively but also 
contribute to the overall performance of their teams. 
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Additionally, motivation catalyzes the development and improvement of employees' 
professional competencies. Astuti and Mayasari noted that sustained motivation encourages 
continuous learning, skill enhancement, and a proactive approach to workplace challenges 
(Astuti & Mayasari, 2021). These dynamics collectively strengthen institutional performance by 
promoting a competent and committed workforce to achieve organizational goals. 

 
6. Conclusion 

This study concludes that leadership style, organizational environment, and good 
governance play distinct roles in shaping employee motivation and performance at the 
Southeast Sulawesi Provincial Plantation and Horticulture Office. Leadership style is the most 
influential factor, significantly enhancing motivation and performance. Leaders who provide 
clear direction, engage constructively with subordinates, and demonstrate professionalism 
contribute to a more committed and productive workforce. 

While positively associated with motivation, the organizational environment does not 
significantly influence performance outcomes. This suggests that although a supportive and 
well-structured work setting encourages morale and enthusiasm, its effects are often mediated 
by other factors, such as leadership and internal drive. 

Good governance is shown to have a dual impact: it improves motivation by fostering 
transparency, accountability, and inclusion, and it enhances performance through the 
institutionalization of ethical standards and operational discipline. Employees working within a 
governance framework that is fair, consistent, and participatory are more likely to exhibit 
professional conduct and contribute meaningfully to institutional objectives. 

Finally, the study reaffirms the critical role of motivation as a bridge between 
organizational factors and employee outcomes. Motivated employees perform better and 
demonstrate stronger alignment with institutional goals, greater resilience, and a commitment 
to continuous improvement. 

In light of these findings, public institutions should prioritize leadership development, 
strengthen governance practices, and cultivate workplace environments that reinforce 
motivation and accountability. These efforts are essential to achieving sustainable 
organizational performance and delivering responsive, high-quality public services. 

 
 

7. Acknowledgment 
The authors would like to thank all individuals and institutions that supported the 

completion of this research. They also appreciate the respondents' generous sharing of their 
time and perspectives and colleagues' constructive feedback during the research process. 

 
8. Declaration of Conflicting Interests 

The authors have declared no potential conflicts of interest regarding this article’s research, 
authorship, and/or publication. 
 

References 
Aisyah, S., & Savitri, E. (2014). Pengaruh good governance, gaya kepemimpinan, komitmen 

organisasi dan budaya organisasi terhadap kinerja pemerintah daerah (studi pada 
pemerintah daerah kabupaten kampar). Jurnal Online Mahasiswa (JOM) Bidang Ilmu 
Ekonomi, 1(2), 1–16. 

Andrews, R., & Van de Walle, S. (2013). New Public Management and Citizens’ Perceptions of 

https://doi.org/10.33019/society.v13i1.820
https://creativecommons.org/licenses/by-nc-sa/4.0/


Leadership, Governance, and Organizational Environment as Determinants of Employee Motivation 
and Performance in a Public Sector Institution 

 

 

Copyright © 2025. Owned by Author(s), published by Society. This is an open-access article under the CC-BY-NC-SA license.  

https://doi.org/10.33019/society.v13i1.820  534 

 

Local Service Efficiency, Responsiveness, Equity and Effectiveness. Public Management 
Review, 15(5), 762–783. https://doi.org/10.1080/14719037.2012.725757 

Astuti, D. G. M., & Mayasari, N. M. D. A. (2021). Pengaruh Beban Kerja Dan Motivasi Kerja 
Terhadap Kepuasan Kerja Pegawai Pada Lapas Kelas IIB Singaraja. Bisma: Jurnal 
Manajemen, 7(2), 255. https://doi.org/10.23887/bjm.v7i2.32313 

Bakker, A. B., & Demerouti, E. (2007). The Job Demands‐Resources model: state of the art. 
Journal of Managerial Psychology, 22(3), 309–328. 
https://doi.org/10.1108/02683940710733115 

Bass, B. M., & Riggio, R. E. (2005). Transformational leadership: Second edition. In 
Transformational Leadership: Second Edition. Psychology Press. 
https://doi.org/10.4324/9781410617095 

Dahlan, M. (2017). Pengaruh Penerapan Good Governance Terhadap Kinerja Unit Pelayanan 
Publik, Dan Budaya Organisasi Dan Lingkungan Eksternal Sebagai Moderating Variable. 
Sosiohumaniora, 19(1), 45–51. https://doi.org/10.24198/sosiohumaniora.v19i1.10515 

Darmansyah, D., Said, L. R., & Swandari, F. (2024). The Effect of Corporate Governance, 
Regulatory Compliance, and Company Size on Enterprise Risk Management of 
Kalimantan Regional Development Banks. Asian Pacific Journal of Management and 
Education, 7(1), 109–124. https://doi.org/10.32535/apjme.v7i1.2938 

Engkus, Ainyna Rachmadianty Azan, Alliadzar Hanif, & Anisa Tiara Fitr. (2021). Mewujudkan 
Good Governance Melalui Pelayanan Publik. Jurnal Dialektika: Jurnal Ilmu Sosial, 19(1), 
39–46. https://doi.org/10.54783/dialektika.v19i1.62 

Ferdinan, B. A., & Lindawati, T. (2021). The Effect of Transformational Leadership and 
Organizational Culture on Lecturer Performance Through Innovative Work Behavior at 
Catholic Universities in Surabaya. International Journal of Applied Business and International 
Management, 6(2), 113–123. https://doi.org/10.32535/ijabim.v6i2.1106 

Fernandez, S., Rainey, H. G., Connor, P. E., Thompson, F., Christopher Mihm, J., & Tschirhart, 
M. (2017). Managing Successful Organizational Change in the Public Sector*. In Debating 
Public Administration: Management Challenges, Choices, and Opportunities (pp. 7–26). 
Routledge. https://doi.org/10.4324/9781315095097-2 

Gagné, M., & Deci, E. L. (2005). Self‐determination theory and work motivation. Journal of 
Organizational Behavior, 26(4), 331–362. https://doi.org/10.1002/job.322 

Handayani, F. A., & Nur, M. I. (2019). Implementasi Good Governance Di Indonesia. Publica: 
Jurnal Pemikiran Administrasi Negara, 11(1), 1–11. 
https://doi.org/10.15575/jpan.v11i1.7631 

Hasibuan, M. S. P. (2017). Manajemen Sumber Daya Manusia. Bumi Aksara. 
Israr, N. H., & Syofyan, E. (2022). Pengaruh Penerapan Anggaran Berbasis Kinerja dan 

Penerapan Good Governance terhadap Akuntabilitas Kinerja Instansi Pemerintah. 
JURNAL EKSPLORASI AKUNTANSI, 4(4), 686–697. 
https://doi.org/10.24036/jea.v4i4.550 

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–job 
performance relationship: A qualitative and quantitative review. Psychological Bulletin, 
127(3), 376–407. https://doi.org/10.1037/0033-2909.127.3.376 

Kaufmann, D., & Kraay, A. (2007). Governance Indicators: Where Are We, Where Should We Be 
Going? The World Bank Research Observer, 23(1), 1–30. 
https://doi.org/10.1093/wbro/lkm012 

Kuswati, Y. (2020). The Influence of Organizational Culture on Employee Performance. Budapest 
International Research and Critics Institute (BIRCI-Journal) : Humanities and Social Sciences, 

https://doi.org/10.33019/society.v13i1.820
https://creativecommons.org/licenses/by-nc-sa/4.0/
https://doi.org/10.1080/14719037.2012.725757
https://doi.org/10.23887/bjm.v7i2.32313
https://doi.org/10.1108/02683940710733115
https://doi.org/10.4324/9781410617095
https://doi.org/10.24198/sosiohumaniora.v19i1.10515
https://doi.org/10.32535/apjme.v7i1.2938
https://doi.org/10.54783/dialektika.v19i1.62
https://doi.org/10.32535/ijabim.v6i2.1106
https://doi.org/10.4324/9781315095097-2
https://doi.org/10.1002/job.322
https://doi.org/10.15575/jpan.v11i1.7631
https://doi.org/10.24036/jea.v4i4.550
https://doi.org/10.1037/0033-2909.127.3.376
https://doi.org/10.1093/wbro/lkm012


Leadership, Governance, and Organizational Environment as Determinants of Employee Motivation 
and Performance in a Public Sector Institution 

 

 

Copyright © 2025. Owned by Author(s), published by Society. This is an open-access article under the CC-BY-NC-SA license.  

https://doi.org/10.33019/society.v13i1.820  535 

 

3(1), 296–302. https://doi.org/10.33258/birci.v3i1.761 
Lillbacka, M. A. (2010). Female leadership motivation in small and medium-sized enterprises. In 

Business Economics and Tourism. Vaasa University of Applied Sciences. 
Lubis, Y., Lubis, F. R. A., Syaifuddin, S., & Nasib, N. (2023). The Role of Motivation in 

Moderating the Impact of Emotional Intelligence, Work-Life Balance, Leadership, and 
Work Ethic on Employee Performance. Society, 11(2), 665–686. 
https://doi.org/10.33019/society.v11i2.588 

Mangkunegara, A. P., & Prabu, A. (2005). Evaluasi Kinerja Sumber Daya Manusia. Refika 
Aditama. 

Manzoor, S. (2023). The Model of Visionary and Innovative Islamic Leadership. Society, 11(1), 
41–51. https://doi.org/10.33019/society.v11i1.539 

Maryunani, M. (2023). Increasing Community Participation in Village Development through 
BUMDesa Management in East Java. Journal of The Community Development in Asia, 6(2), 
99–112. https://doi.org/10.32535/jcda.v6i2.2278 

Marzuki, S., Laksmono, B. S., & Subroto, A. (2020). Improving Government’s Performance 
Management by Using the Balanced Scorecard on Stakeholders Perspectives. Journal of 
The Community Development in Asia, 3(3), 29–47. https://doi.org/10.32535/jcda.v3i3.888 

Miller, K. A., Deci, E. L., & Ryan, R. M. (1988). Intrinsic Motivation and Self-Determination in 
Human Behavior. Contemporary Sociology, 17(2), 253. https://doi.org/10.2307/2070638 

Mukhlisah, A. (2014). Persepsi tentang Kepemimpinan Perempuan; Scientific and Religious 
Reviews. Jurnal Kependidikan Islam, 4(1), 200–228. 
https://jurnalftk.uinsa.ac.id/index.php/JKPI/article/view/1100 

Musa, A. A., Sondakh, J., Kumendong, W. J., & Waha, C. J. J. (2022). Discretion of Government 
Officials in the Perspective of Corruption Crime Reviewed from the Theory of Criminal 
Removal Reason. Journal of The Community Development in Asia, 5(1), 91–102. 
https://doi.org/10.32535/jcda.v5i1.1389 

Norawati, S., Afdira, A., & Basem, Z. (2023). Analysis of Leadership and Work Environment 
Employee Performance Through Job Satisfaction as an Intervening (Case Study at the 
Tirta Kampar Drinking Water Company Company). ECo-Buss, 6(2), 932–943. 
https://doi.org/10.32877/eb.v6i2.1106 

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational leader 
behaviors and their effects on followers’ trust in leader, satisfaction, and organizational 
citizenship behaviors. The Leadership Quarterly, 1(2), 107–142. 
https://doi.org/10.1016/1048-9843(90)90009-7 

Pradnyawati, S. O., Yuliantari, N. K. A., Wedayanti, N. M. E., & Yunita, N. L. P. (2024). The 
Analysis of Financial Ratios, Good Corporate Governance, Reward, and Asymmetric 
Information in Earnings Management of Manufacturing Companies in Indonesia. 
International Journal of Applied Business and International Management, 9(3), 416–432. 
https://doi.org/10.32535/ijabim.v9i3.3466 

Prakoso, R. D. (2014). Pengaruh lingkungan kerja terhadap motivasi kerja dan kinerja 
karyawan. Jurnal Administrasi Bisnis, 14(2). 

Qalati, S. A., Ostic, D., Sulaiman, M. A. B. A., Gopang, A. A., & Khan, A. (2022). Social Media 
and SMEs’ Performance in Developing Countries: Effects of Technological-
Organizational-Environmental Factors on the Adoption of Social Media. SAGE Open, 
12(2). https://doi.org/10.1177/21582440221094594 

Razak, M. R. R. (2022). The Application Of Good Governance Principles For Performance 
Improvement Of Uluale Sub-District Office Apparatuses. Journal of the Community 

https://doi.org/10.33019/society.v13i1.820
https://creativecommons.org/licenses/by-nc-sa/4.0/
https://doi.org/10.33258/birci.v3i1.761
https://doi.org/10.33019/society.v11i2.588
https://doi.org/10.33019/society.v11i1.539
https://doi.org/10.32535/jcda.v6i2.2278
https://doi.org/10.32535/jcda.v3i3.888
https://doi.org/10.2307/2070638
https://jurnalftk.uinsa.ac.id/index.php/JKPI/article/view/1100
https://doi.org/10.32535/jcda.v5i1.1389
https://doi.org/10.32877/eb.v6i2.1106
https://doi.org/10.1016/1048-9843(90)90009-7
https://doi.org/10.32535/ijabim.v9i3.3466
https://doi.org/10.1177/21582440221094594


Leadership, Governance, and Organizational Environment as Determinants of Employee Motivation 
and Performance in a Public Sector Institution 

 

 

Copyright © 2025. Owned by Author(s), published by Society. This is an open-access article under the CC-BY-NC-SA license.  

https://doi.org/10.33019/society.v13i1.820  536 

 

Development in Asia, 5(3), 13–22. https://doi.org/10.32535/jcda.v5i3.1580 
Resky, R., & Kuncoro, E. A. (2012). Pengaruh Gaya Kepemimpinan terhadap Motivasi dan 

Dampaknya terhadap Kinerja Sumber Daya Manusia. Binus Business Review, 3(1), 400. 
https://doi.org/10.21512/bbr.v3i1.1328 

Ruvendi, R. (2018). Imbalan Dan Gaya Kepemimpinan Pengaruhnya Terhadap Kepuasan Kerja 
Karyawan Di Balai Besar Industri Hasil Pertanian Bogor. Jurnal Ilmiah Binaniaga, 1(01), 17. 
https://doi.org/10.33062/jib.v1i01.146 

Sandroto, C. W., Ramawati, Y., & Darmoyo, S. (2024). Elements of Entrepreneur Competencies 
and Intention to be Entrepreneurs. International Journal of Applied Business and 
International Management, 9(1), 1–16. https://doi.org/10.32535/ijabim.v9i1.2864 

Schneider, B., Ehrhart, M. G., & Macey, W. H. (2013). Organizational Climate and Culture. 
Annual Review of Psychology, 64(1), 361–388. https://doi.org/10.1146/annurev-psych-
113011-143809 

Sihombing, S. (2004). Dasar-Dasar Manajemen Sumber Daya Manusia. Alfabeta. 
Silalahi, S. P. (2013). Pengaruh etika, kompetensi, pengalaman audit dan situasi audit terhadap 

skeptisme profesional auditor. Jurnal Ekonomi, 21(3). 
https://festiva.ejournal.unri.ac.id/index.php/JE/article/view/1749 

Sukhani, N., & Hanif, H. (2023). The Role of Environmental Performance in The Effect of 
Managerial Ownership, Independent Board of Commissioners, and Social Costs On 
Corporate Social Responsibility Disclosure. Journal of The Community Development in Asia, 
6(2), 55–69. https://doi.org/10.32535/jcda.v6i2.2325 

Supriyatno, B. (2009). Manajemen Pemerintahan (Plus Dua Belas Langkah Strategis). CV Media 
Brilian. 

Sutanto, H., Utami, Y., & Diantoro, A. K. (2022). The Influence of Transformational Leadership 
on Job Satisfaction, Organizational Commitment and Human Resource Performance in 
Islamic Boarding Schools. International Journal of Applied Business and International 
Management, 7(1). https://doi.org/10.32535/ijabim.v7i1.1446 

Tabita, D. A. T. P., Suardhika, I. N., & Kepramareni, P. (2021). The Role of Organizational 
Culture and Organizational Commitments in Determining the Quality of Work-Life and 
Employee Performance at PT Carrefour Supermarket Denpasar. Advances in Global 
Economics and Business Journal, 2(2), 1–14. 
https://agebj.org/index.php/agebj/article/view/31 

Umar, A., Adawiah, A., Barkatullah, A. H., Ifrani, I., Mahyuni, M., Amrin, M. A., & Farisi, N. A. 
(2022). Government Policies and Regulations, Leadership Style and Employee 
Performance in Increasing Productivity of Indonesia’s Small and Medium Enterprises. 
Society, 10(1), 182–206. https://doi.org/10.33019/society.v10i1.471 

Waworuntu, E. C., Kainde, S. J. R., & Mandagi, D. W. (2022). Work-Life Balance, Job Satisfaction 
and Performance Among Millennial and Gen Z Employees: A Systematic Review. Society, 
10(2), 384–398. https://doi.org/10.33019/society.v10i2.464 

Widodo, W., Budoyo, S., & Pratama, T. G. W. (2018). The role of law politics on creating good 
governance and clean governance for a free-corruption Indonesia in 2030. The Social 
Sciences. https://www.makhillpublications.co/view-article/1818-
5800/sscience.2018.1307.1311 

Wijayanto, B. K., & Riani, A. L. (2021). The Influence of Work Competency and Motivation on 
Employee Performance. Society, 9(1), 83–93. https://doi.org/10.33019/society.v9i1.290 

Wright, B. E., & Pandey, S. K. (2010). Transformational Leadership in the Public Sector: Does 
Structure Matter? Journal of Public Administration Research and Theory, 20(1), 75–89. 

https://doi.org/10.33019/society.v13i1.820
https://creativecommons.org/licenses/by-nc-sa/4.0/
https://doi.org/10.32535/jcda.v5i3.1580
https://doi.org/10.21512/bbr.v3i1.1328
https://doi.org/10.33062/jib.v1i01.146
https://doi.org/10.32535/ijabim.v9i1.2864
https://doi.org/10.1146/annurev-psych-113011-143809
https://doi.org/10.1146/annurev-psych-113011-143809
https://festiva.ejournal.unri.ac.id/index.php/JE/article/view/1749
https://doi.org/10.32535/jcda.v6i2.2325
https://doi.org/10.32535/ijabim.v7i1.1446
https://agebj.org/index.php/agebj/article/view/31
https://doi.org/10.33019/society.v10i1.471
https://doi.org/10.33019/society.v10i2.464
https://www.makhillpublications.co/view-article/1818-5800/sscience.2018.1307.1311
https://www.makhillpublications.co/view-article/1818-5800/sscience.2018.1307.1311
https://doi.org/10.33019/society.v9i1.290


Leadership, Governance, and Organizational Environment as Determinants of Employee Motivation 
and Performance in a Public Sector Institution 

 

 

Copyright © 2025. Owned by Author(s), published by Society. This is an open-access article under the CC-BY-NC-SA license.  

https://doi.org/10.33019/society.v13i1.820  537 

 

https://doi.org/10.1093/jopart/mup003 
 
 

________________________ 
 

About the Authors 
 

1. Indira Yuana is a lecturer in the Undergraduate and Graduate Management Programs at 
Sekolah Tinggi Ilmu Ekonomi Enam Enam Kendari, Indonesia. She earned her Doctorate in 
Management Science from Universitas Halu Oleo, Indonesia, in 2024. Her academic 
interests include human resource management, operations management, and seminar-
based research in organizational behavior. She currently serves as the Secretary of the 
Graduate Management Program at Sekolah Tinggi Ilmu Ekonomi Enam Enam Kendari. 
Email: indirayuana09@gmail.com 

 

2. Mahmudin A. Sabilalo is a senior lecturer in both the Undergraduate and Graduate 
Management Programs at Sekolah Tinggi Ilmu Ekonomi Enam Enam Kendari, Indonesia. 
He earned his Doctorate in Sharia Business Management from Universitas Halu Oleo, 
Indonesia, in 2018. His areas of expertise include human resource management, quality 
operational management, and strategic research methodology. He currently serves as the 
Head of the Journal and Scientific Publications Unit at Sekolah Tinggi Ilmu Ekonomi Enam 
Enam Kendari. 
Email: mahmudinstie66@gmail.com 

 

3. Fauzih is a lecturer in the Undergraduate Management Program at Sekolah Tinggi Ilmu 
Ekonomi Enam Enam Kendari, Indonesia. He earned his Master of Management from 
Sebelas Maret University, Surakarta, Indonesia. His research interests focus on human 
resource management, organizational behavior, and leadership theory. He currently serves 
as the Head of the Library at Sekolah Tinggi Ilmu Ekonomi Enam Enam Kendari. 
Email: fauzistie66@gmail.com 
 

4. Ade Imam Muttaqien Halim is a lecturer in the Undergraduate Management Program at 
Sekolah Tinggi Ilmu Ekonomi Enam Enam Kendari, Indonesia. He earned his Master of 
Management from Sebelas Maret University, Surakarta, Indonesia. His research interests 
focus on human resource management, organizational behavior, and leadership theory. He 
currently serves as the Head of the Library at Sekolah Tinggi Ilmu Ekonomi Enam Enam 
Kendari. 
Email: adeimam14@gmail.com 

 

https://doi.org/10.33019/society.v13i1.820
https://creativecommons.org/licenses/by-nc-sa/4.0/
https://doi.org/10.1093/jopart/mup003
mailto:indirayuana09@gmail.com
mailto:mahmudinstie66@gmail.com
mailto:fauzistie66@gmail.com
mailto:adeimam14@gmail.com

	1. Introduction
	2. Theoretical Background
	2.1. Leadership Style and Employee Outcomes
	2.2. Organizational Environment and Employee Outcomes
	2.3. Good Governance and Employee Outcomes
	2.4. Work Motivation and Employee Performance

	3. Research Methodology
	4. Results
	4.1. Evaluation of the Measurement Model (Outer Model)
	4.2. Evaluation of the Goodness of Fit Model
	4.3. Hypothesis Testing

	5. Discussion
	5.1. The Influence of Leadership Style on Work Motivation
	5.2. The Influence of Organizational Environment on Employee Performance
	5.3. The Influence of the Organizational Environment on Work Motivation
	5.4. The Influence of the Organizational Environment on Employee Performance
	5.5. The Influence of Good Governance on Work Motivation
	5.6. The Influence of Good Governance on Employee Performance
	5.7. The Effect of Work Motivation on Employee Performance

	6. Conclusion
	7. Acknowledgment
	8. Declaration of Conflicting Interests
	References

