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ABSTRACT

Achievement of employee is a necessary becausevaaient of employee can improve performance iori@nization.
The aims of this study is to determine the dirdfgtce between now-future leadership and organizeticculture on
achievement of employee and the indirect effectoaf-future leadership and organizational culture achievement of
employee through work motivation. This study usggamtitative approach with data collection methtl®ugh a survey
of 52 employees of the State Treasury ServiceeOf€PN) Yogyakarta — Indonesia and the data werayesed using
Partial Least Square (PLS). Research shows thatn¢av-future leadership can improve achievemergrployee, (b)
organizational culture can improve achievementraplmyee, and (c) work motivation is afford to méeliqe relationship
between now-future leadership and organizationdtuca on achievement of employee. This finding shitnat improving
achievement of employee can be done through narefldadership and the application of an appropgiarganizational
culture. In addition, now-future leaders and orgaational culture are also able to increase employeativation to

achieve performance and even exceed predetermaréalmance targets.
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INTRODUCTION

The State Treasury Service Office (KPPN) of Yogytké#s one of the vertical units at the Director@eneral of Treasury
in the regions with the task of exercising the atitl of the Treasury and State General TreasiB&h\), channelling
finance at the expense of the budget, and admiimgtéudget revenues and expenditures through eord the state
treasury based on laws and regulations. As a psblicice organization, the KPPN of Yogyakarta camgs to strive to
increase stakeholder satisfaction by improving eyge performance. When employee performance ineseas
organizational performance will also increase. Hgwarious efforts have been made by KPPN Yogyakarhong others,
through attention to Human Resources with the apptin of now-future leadership and internalizatidrine Ministry of

Finance Values which become an organizational muttvtat employees must guide in behave and actdailyabasis.
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During the COVID-19 pandemic, the role of leadand arganizational culture in achieving performaixgery
large because there are many changes in proceguéses, regulations, and work systems. A tramsftional leader
who is adaptive to change and able to become amt afjehange is needed by the organization becdueskeader should
be able to stimulate and motivate subordinates#d with the changes. In addition, a strong orgational culture will be
able to maintain achievement of employee amid chsaiirg the work system during the COVID-19 pandemaicause even
though services to stakeholders are done by osiiggEem or when employees carry out work from hozaeh employee
must always maintain integrity, professionalismnergy, service, and perfection. Behery & PatonM@amari, 2017)
state that a strong organizational culture is ableupport adaptation and develop employee perfacméy motivating
employees towards common goals and objectivesuaitih some experts report neutral effects. Sidikugo$o (2020) in
their research found that in the midst of the CO\fl&ndemic, now-future leadership, commitment, arghizational
culture have a significant influence on employedgrenance, with the most dominant influence vamaléing now-future

leadership.

Mathis and Jackson (2011) define performance asvbeall work results of the employees in carrying their
tasks In this research, researchers use the terms achémteof employee to calling employee performanaeviBus
studies reveal that achievement of employee is@&ffeby now-future leadership, organizational aelttand employee
work motivation. Maamari (2018) states that a gjrarganizational culture with a certain leadershkiple affects
performance. Organizational culture is a charastierthat distinguishes an organization from anotAéMusadieget al

(2018), states that organizational culture hagsectiffect on achievement of employee and workivation.

In 1978, Burn introduced two leadership styles, algnthe transactional and transformational leadprstyles.
Bass (1990) divided the characteristics of leadpréfto two, namely transformational leadership arghsactional
leadership. In this research, researchers useethes thow-future leadership to calling transformagioleadership. Now-
future leadership has the characteristics of idedlinfluence (charisma), inspirational motivatioriellectual stimulation,
and individual consideration, while transactioreddership has the characteristics of contingenamgvwmanagement by
exception (active), management by exception (pagsand laissez-faire. The now-future leadershyest seen to be
more effective because a person with a now-futaegldrship style has a charisma that is able tomerintellectual
stimulation of his subordinates, thus his subordisiaare able to use new ways of dealing with problén the
organization. During the bureaucratic reform preaegried out by the Indonesian Ministry of Fingrtbere was a change
from the leadership style at the Directorate Gdradrareasury from a tend-to-be semi-military tm@w-future leadership

style. Khariset al (2015) state that now-future leadership has fetedn achievement of employee and work motivation

In addition to affecting achievement of employeewsfuture leadership and organizational cultureo affect
work motivation. As reported by Putra & Dewi (2018pw-future leadership and organizational cultumge an effect on
achievement of employee and employee work motimafidoreover, work motivation also affects emploggerformance
and mediates the relationship between now-futumddeship and organizational culture on performahmtivation will
lead to the willingness of employees to put moffereinto doing the job so that the targets andlgean be achieved.
Robbins & Judge (2015), define motivation as a @sscthat explains a person's strength, directiod, pgersistence in
achieving goals. Employee work motivation is inflaed by several factors, as suggested in McClefighdory of needs,
including the need for achievement, the need favgpand the need for affiliation. Maintaining emyt¢e motivation is
very important in achieving performance targetsalise employees will always remember the reasonsthédyhave to

make such efforts in their job.

Impact Factor (JCC): 6.1097 NAAS Rating 2.84
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The aim of this study is to determine and to expthie effect of now-future leadership style andaoigational
culture on achievement of employee and the indieftdct of now-future leadership and organizationalture on

achievement of employee through work motivation.

THEORETICAL REVIEW
ACHIEVEMENT OF EMPLOYEE

Performance is described as the result of the im@feation of organizational tasks and functions &KMumber
467/2014), while Mathis and Jackson (2011) defiadggmance as what employees do or don't do inyaagrout their
work. Performance must be measurable, for thatqaarpa performance indicator as a guide in meagpeénformance is

needed. The performance indicators according tdiglaind Jackson (2011) are as follows:

e The quality of results is measured based on empkyerceptions of the number of activities assigaieng with

the results of the work.

* The quality of the results is measured based ori@mes' perceptions of the quality of work produeed the

perfection of tasks based on the skills and aedipossessed by employees.

» The timeliness of the results, measured basedeeriployee's perception of the activities he/stsecoanpleted
which is calculated from the beginning of the titoeproduce output, can complete the work according

predetermined time limit and can make maximum dgbengiven time.
« Attendance is measured based on the level of ateredof employees in the organization.

e The ability to work together, measured by the eixtenwhich employees are able to work together with

colleagues in the organization.

Performance appraisal at the Directorate Genera@tedisury is based on KMK-467/204, where the pearéorce
appraisal consists of two elements of assessmantely 60% from Achievement of employee Achievemesmd 40%
from Behavioural Value. Achievement of employee id#lament is a consolidation of the performance lbfMain
Performance Indices on Performance Contracts, vileleavioural Value is a value based on six aspefcéssessment of
daily employee behaviour to support their perforaganvhich consists of service orientation, integricgmmitment,
discipline, cooperation, and leadership is carded through a questionnaire which includes assestsnfeom direct

superiors, subordinates, and peers.
NOW-FUTURE LEADERSHIP

Now-future leadership is someone who has charismahas the capability to intellectually stimulais/her subordinates
so that the subordinates are able to use new waysating with problems in the organization. A sformational leader
has the ability to unite entire divisions and chatige beliefs, manner and personal aims of entiisions to reach goals
and even exceed the goals that have been set (fpaffeGriffin, 2004).Bass (1990) divides now-fututeadership into

four characteristics, namely:
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14 Sabihaini & Sri Pamungkas

Charisma/ldeal Influence

A leader who has charisma is able to create degpi@ms for his/her followers, giving rise to loyalind trust among the
followers to make revolutionary changes. Leaderth wiealized influence can provide a vision, miasimspire pride,

earn respect and trust from their subordinates.
Inspirational Motivation

Leaders are ready to convey elevated expectatimesjmages to centre endeavours also express enpabals to be

achieved in simple ways.

Intellectual Stimulation

In intellectual stimulation, leaders value intedlitce, are rational and are careful in solving mwisl.
Personal Attention / Individualized Consideration

Each leadership has a personal relationship wetp#rson being led so that it must be treated ety in accordance

with their respective characteristics.

Now-future leadership, which focuses on individualshe form of behaviour, empowers individual éallers to
develop, increase abilities, and self-effectiveress be associated with higher individual perforoga(Robbins & Judge,
2015).

ORGANIZATIONAL CULTURE

Organizational culture can be characterized as séesy of sharing meaning by members of the organizatat
differentiates it from other organizations (Robb&hsudge, 2015). The organizational culture at KPRigyakarta adopts
the values of the Indonesian Ministry of Finanae,which these values serve as a code of conduttnthat be

implemented by all employees and consists of:
Integrity

Integrity means that in thinking, speaking, behgyiand acting, pioneers and all Civil Servantsdasihe Ministry of
Finance do it well and effectively and consistenghhold the code of morals and good standard pliesi Integrity has to
tow main behaviours as follows: Be truthful, hegltiffand believable. And also maintain values aotdo disgraceful

acts.
Professionalism

Work completely and precisely based on the beditiabiwith full obligation and commitment. Profémsalism has two

main behavioural values are (1) have extensiveréigpeand knowledge and (2) work with heart.

Synergy

The leadership and all civil servants inside thenistry of Finance are Build and ensure productivernal cooperative
relationships and harmonious partnerships withedtalders, to produce useful and quality work. Sgypdras two main

behavioural values, namely: (1) have good thinkingst each other, and respect. And (2) be proacthd responsive.

Impact Factor (JCC): 6.1097 NAAS Rating 2.84
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Services

Providing services that meet stakeholder satigfactivhich is carried out whole heartedly, transptyemnyuickly,
accurately and safely. Service has two main beheaioalues, namely: (1) serve with stakeholdeisfadtion orientation

and (2) be proactive and responsive.
Perfectness

Always make improvements in all areas to becomegawel the best. Perfection has two main behaviotahles, namely

(1) make continuous improvements, and (2) develapvation and creativity.
WORK MOTIVATION

Motivation is a process that describes a persarésgth, direction, and persistence in achievinglggRobbis & Judge,
2015). In the theory of needs developed by DavidCMttand (in Robbins & Judge, 2015), human needscategorized

into three, namely:
* Need for achievement: encouragement to excel,Hieee related standards, and strive for success.

» The need for power: the need to cause others tim actnanner that would not be managed withoutdimas such

the need to control others, impact the conductlodrs, and is answerable for them.
* The need for affiliation: the desire to establisld anaintain friendly and interpersonal relationship

Work motivation encourages employee achievemeatder to gain the predetermined achievement of eyag!.
Azar & Akbar (2013) in their study concluded thiag¢tte is a positive and significant relationshipa@etn work motivation

and achievement of employee.
HYPOTHESIS DEVELOPMENT

Several previous studies had reported and discugeeeffects of transformational, organizationaltune, and work
motivation on performance, namely: (1) effect ofwrluture leadership style on achievement of empoy@) effect of
organizational culture on achievement of employ@g;indirect effect of now-future leadership styla performance

through work motivation; and (4) indirect effectafjanizational culture on performance through warkivation.
EFFECT OF NOW-FUTURE LEADERSHIP ON ACHIEVEMENT OF E MPLOYEE

Maamari & Adel (2018) stated that a solid organaal culture with a certain leadership style waiffect performance.
Now-future leadership styles can affect achievenoém@mployee, this is in accordance with studiggoreed by Tucunan
et al, (2014) and Buikt al, (2018), in which there is a positive and sigrdfit relationship between now-future leadership
and performance. A study by Rusmawati & Fibria @0&upports that now-future leadership has a daadt significant
effect on achievement of employee. Murali & Aggarf2020) also confirm that there is a positive asignificant
relationship between now-future leadership and eyg# productivity. These findings show that theliapfion of now-

future leadership will directly encourage betterfpenance.
EFFECT OF ORGANIZATIONAL CULTURE ON ACHIEVEMENT OF EMPLOYEE

Research on the influence of organizational culturgerformance by Al-Musadiegf al., (2018) suggests that there is a

significant direct effect of organizational cultuom work motivation and performance of employeekisTis also in
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accordance with the study of Trang (2013). Mara(@®13) also reported that organizational culture ha effect on
achievement of employee while Manggis al., (2018) stated that organizational culture has sitipe and significant
influence on achievement of employee. In additidghsenet al (2020), in a study of 211 employees at various
telecommunications companies in Afghanistan, meetibthat there is a relationship and the effecorgfanizational

culture on achievement of employee.

INDIRECT EFFECT OF NOW-FUTURE LEADERSHIP STYLE ON P ERFORMANCE THROUGH
WORKMOTIVATION

Now-future leadership also has an indirect effattaghievement of employee through work motivatiBesearch by
Khariset al(2015) and Tucunan (2014) underlines that theeesignificant impact of now-future leadership ontivetion
to work, and the now-future leadership style hasiratirect effect on the performance of employeemugh work

motivation.

INDIRECT EFFECT OF ORGANIZATIONAL CULTURE ON PERFOR MANCE THROUGH WORK
MOTIVATION

A study by Banguret al (2018) shows that organizational culture has aifsoggnt impact on achievement of employee
through motivation, whereas a study from Wahyuri1&) reported that the organizational culture téasgylin work

motivation with positive and significant results.
RESEARCH HYPOTHESIS
Based on the previous research and literatureweatementioned above, the hypotheses in this sitelgs follows:
» H1: Now-future leadership has a positive and sigaift effect on achievement of employee
» H2: Organizational culture has a positive and siggunt effect on achievement of employee
* H3: Now-future leadership has an indirect effectohievement of employee mediated by work motivatio
» H4: Organizational culture has an indirect effatemployee performance mediated by work motivation
CONCEPTUAL FRAMEWORK

The conceptual framework that shows the effect hif independent variables, namely now-future ledderand
organizational culture on the dependent variableadfievement of employee with work motivation asnadiating

variable, is illustrated in Figure 1.

Transformational

Leadership \ >

Work Employee

Meotivation Performance
Organizational »>
Culture M

Figure 1: Research Framework.
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RESEARCH METHODOLOGY

This research uses quantitative methods, in whiehdata is in the form of numbers or processed eusntvhich then

analysed using mathematical or statistical calmnat(Sekaran, 2017).
POPULATION AND SAMPLE

The population in this study were all active emgley at KPPN Yogyakarta, amounting to 52, in whittemployees

were used as research samples, thus a samplingdaelused in this research was the census method.
DATA COLLECTION

Respondents' answers derived from distributed ourestires were used as primary data. A direct émgkd questionnaire
was used as the primary data collection technigquevhich the respondent gives a sign on one ofahswers to the
question that is considered the most appropriatt@¢orespondent's perception. A 5-point Likert soabs used as the
measurement of this research instrument, with tissvars to questions having a very negative to &rg positive range,
namely totally disagree (TD) = 1, Disagree (D) =N&utral (N) = 3, Agree (A) = 4, and Totally Agré€A) = 5. In the

distributed questionnaire, there are 12 questibat represent now-future leadership, 15 questibasdorrespond to the
culture of the organization, 9 questions aboutrtiwivation to work, and 15 questions that corretatachievement of
employee. A Structural Equation Modelling analysish the SMARTPLS 3.2.7 program was used as a datdysis

technique.
OPERATIONAL DEFINITION OF VARIABLES

An operational definition is a concept that allovegiables to be measured by looking at the dimessimf behaviour,
aspects, or properties that can be demonstratédebgoncept (Sekaran, 2017). The operational diefinof the variables

in this study is as follows:
Achievement of Employee (Y)

Achievement of employee is what employees do andnoibdo in carrying out their work or the resulté the
implementation of the duties and functions of thhgamization and employees during a certain perindicators of
achievement of employee are quantity of yield, iyaf result, timeliness of result, presence, aooperative ability
(Mathis & Jackson, 2011).

Now-Future Leadership Style (X1)

Now-future leadership is a leadership style whemeone who has charisma is able to perform inteldstimulation of
his subordinates so that his use subordinates ldeeta use new ways of dealing with problems in thhganization.
Indicators of Now-future leadership are charismedidnfluence, inspiration, intellectual stimulatjandividual attention
(individual consideration) (Bass, 1990).

Organizational Culture (X2)

Organizational Culture is an arrangement of shatiegsense carried out by members in the orgaaiz#tiat differentiates
it from other organization. Indicators of organiaatl culture are integrity, professionalism, syerservice, perfection
(Decree of the Minister of Finance Number 312 / KNIK/2011).
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Work Motivation (X3)

Work Motivation is power, instruction, and persiate of an individual in an effort to achieve godiwlicators of work
motivation is achievement needs (Need for achiew#neeed for strength (Need for Power), Need éationship (need
for affiliation) (McCelland in Robbis & Judge, 2015

ANALYSIS AND RESULT

The SMARTPLS 3.2.7. program was used to determirgraglual influence of the research variables qtaively,
namely now-future leadership and organizationatucel directly on achievement of employee and tltbréct effect of

now-future leadership and organizational culturgperformance through work motivation.
RESPONDENT PROFILE

The questionnaire was distributed to 52 respondamisonly 48 respondents filling and returning btk questionnaire.
Most respondents have a university or S1 degre®¥%d)7 while the rest are graduated from high scl{@219%), diploma
or DIl (16.7%), and S2 or master (12.5%). Thiseational background distribution indicates that trafghe employees
have higher education (university graduates). Basedorking period, around 52.1% of employees Haaen working for
27-37 years, around 35.4% have a working periatbe?6 years, and only 12.5% have a working perfdst 6 years.

CONSTRUCT VALIDITY TEST
Convergent Validity Indicator Test (outer loadiragid Discriminant Validity Test Results are as fato
Convergent Validity (Outer Loading)

The outer loading test results are presented iteThbThe validity test shows that the AVE (Averaggriance Extracted)
value of all variables is above 0.5 and is suppbhl the loading factor values which are all ab6v®-0.6 (some are

above 0.7), hence it confirmed that all questiems in this study were valid.

Table 1: Outer Loadings Indicator Test

Culture Organizational | Now-Future Leadership| Achievement of Employeg Work Motivation
X1l.la 0.002 0.560 0.096 0.011
X1.1.b 0.096 0.732 0.359 0.277
X1l.1l.c 0.097 0.849 0.440 0.292
X1.2.a 0.176 0.835 0.444 0.420
X1.2.b 0.212 0.886 0.546 0.503
X1.2.c 0.103 0.800 0.448 0.373
X1.3.a 0.080 0.724 0.274 0.270
X1.3.b -0.075 0.788 0.145 0.128
X1.3.c -0.000 0.698 0.291 0.252
Xl.4.a 0.260 0.811 0.433 0.507
X1.4.b 0.244 0.853 0.568 0.531
X1l.4.c 0.062 0.855 0.402 0.335

Impact Factor (JCC): 6.1097 NAAS Rating 2.84
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X2.1l.a 0.767 -0.022 0.389 0.305
X2.1.b 0.508 -0.236 0.132 0.002
X2.1.c 0.781 0.077 0.510 0.414
X2.2.a 0.703 0.007 0.395 0.258
X2.2.b 0.675 0.193 0.511 0.465
X2.2.c 0.850 0.312 0.642 0.528
X2.3.a 0.642 -0.199 0.099 0.032
X2.3.b 0.707 0.016 0.362 0.348
X2.3.c 0.809 0.081 0.533 0.400
X2.4.a 0.707 -0.089 0.352 0.221
X2.4.b 0.766 0.180 0.434 0.414
X2.4.c 0.780 0.184 0.509 0.474
X2.5.a 0.728 0.240 0.604 0.576
X2.5.b 0.813 0.326 0.631 0.548
X2.5.c 0.741 -0.029 0.416 0.408
X3.1l.a 0.252 0.184 0.442 0.542
X3.1.b 0.487 0.433 0.667 0.756
X3.1.c 0.451 0.279 0.649 0.715
X3.2.a 0.285 0.343 0.524 0.729
X3.2.b 0.275 0.284 0.582 0.787
X3.2.c 0.356 0.386 0.486 0.665
X3.3.a 0.406 0.560 0.714 0.803
X3.3.b 0.626 0.250 0.661 0.829
X3.3.c 0.495 0.374 0.533 0.811
Y.l.a 0.420 0.370 0.803 0.715
Y.1l.b 0.551 0.491 0.847 0.726
Y.1l.c 0.391 0.525 0.733 0.597
Y.2.a 0.478 0.402 0.823 0.653
Y.2.b 0.582 0.413 0.706 0.702
Y.2.c 0.512 0.566 0.835 0.655
Y.3.a 0.545 0.454 0.831 0.730
Y.3.b 0.525 0.393 0.801 0.591
Y.3.c 0.602 0.392 0.798 0.461
Y.4.a 0.561 0.329 0.802 0.548
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Y.4.b 0.481 0.481 0.769 0.634
Y.4.c 0.342 0.408 0.694 0.435
Y.5.a 0.358 0.208 0.640 0.520
Y.5.b 0.622 0.316 0.813 0.703
Y.5.c 0.622 0.361 0.805 0.584

Discriminant Validity (Cross Loading)

Analysis to determine construct validity was doryealssessing the root of AVE, then comparing theetation between

constructs with other constructs.

Table 2: Discriminant t Validity

Organizational Now-Future Achievement of Work
Culture Leadership Employee Motivation
AVE 0.542 0.620 0.612 0.551
Organizational Culture 0.736 *
Now-future leadership 0.173 0.787 *
Achievement of employes 0.654 0.526 0.782 *
Work motivation 0.560 0.474 0.719 0.742 *

Description: * AVE Root Value

Based on the Table 2, the AVE root value in allstarcts is higher than the correlation betweenehesiables

and other variables as in Table 3. For examplepthanizational culture variable has an AVE cogdfit of 0.542 and an

AVE root of 0.736. This AVE root value is higherath the correlation coefficient which is equal t&T8 (now-future

leadership), 0.654 (achievement of employee), aB80(work motivation). Thus, the construct of argational culture

can be declared valid because of the root AVE vathe correlation coefficient. Likewise, other \&bies can be viewed

in the same way, hence it is confirmed that alséheariables have had high discriminant validity.

CONSTRUCT RELIABILITY TEST (COMPOSITE RELIABILITY)

The composite reliability value indicates the measuf the real reliability value of a variable, wlas Cronbach's alpha

shows the measure of the lowest reliability valfi@ @ariable. The reliability test, based on therfrach's alpha value,

must be higher than 0.6 and the composite reltghillue must be bigger than 0.7.

Table 3: Construct Reliability Test Results

Cronbach's Alpha | Composite Reliability | Information
Now-Future Leadership 0.946 0.951 Reliable
Organizational Culture 0.941 0.946 Reliable
Work Motivation 0.896 0.916 Reliable
Achievement of Employe 0.954 0.959 Reliable

Impact Factor (JCC): 6.1097

NAAS Rating 2.84
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Reliability test results showed that the Cronbaéiiygha value is ranged from 0.896 to 0.954, allvbfich were
above the minimum threshold & 0.6). This result is supported by the ComposigdiaRility value which ranging from
0.916 to 0.959, all of which are above 0.7 (CR>).0Based on the Table 3, all constructs have aitgadomposite

reliability value above 0.70, which confirmed thiais research instrument has met the reliabilitieda.

INNER MODEL

Tests on the inner model or structural model weredacted to examine the relationship between latenstructs.
The Coefficient of Determination (F)

The R-square value or the coefficient of determamatshows the diversity of the dependent variabldctv can be
explained by the independent variables simultadgot$ie R-square value can be used to explain tfeeteof certain

independent latent variables on the dependenttlateiable whether it has a supportive effect.

Based on the results of data processing the R-squadine on work motivation is 0.461, which is catgzed in a
moderate effect (0.25-0.5). This value explain$ tha work motivation of 46.1% is explained by néwdre leadership
and organizational culture variables, while the agmmg 53.9% can be explained by other variablesatvhile, the R-
square value on achievement of employee is 0.740¢hwis included in the strong influence (0.5-0.7Bhis value
explains that 74% of achievement of employee idaned by now-future leadership, organizationaltung, and work

motivation, while the remaining 26% is influenceddiher variables.

Q? Predictive Relevance

Based on the results of the coefficient of deteatiim, the Q-square value can be calculated asWsll
Q?=1 - ((1-0,461) x (1-0,740))
Q’°=1-0.140
Q?=0.860

The coefficient of ®is 0.860, indicates a very strong prediction (abB85) which means that the amount of
influence a total of variable now-future leadersaiul organizational culture on achievement of eggdowvith motivation

to work as a mediating variable is equal to 86%ijenne remaining 14% is explained by other vaesbl
HYPOTHESIS TESTING

The hypothesis test is based on the path coeffisi@ne to assess the direct effect, the indirffete and the total effect.
If the value of the path coefficient is positiveethit has a positive effect, whereas if the pagffament is negative then it
has a negative effect. The greater the value ottedficient indicates the greater influence; thituence is considered
significant if the probability valuep(— valué < 0.5 and-¢onevalue > 1.96. The structural test with SMARTPL®istured
in Figure 2.
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Figure 2: t-Test Results with SMARTPLS.
Table 4: Inner Model Test

Now-future leadershiprachievement of employee 0.229 2.588 0.005

Organizational culture>achievement of employee 0.332 2.287 0.011

Now-future leadershi» work motivation>achievement of 0.196| 3.227 0.001
employee

Organization Culture> Work Motivation>achievement of 0.249| 2201 0.014
employee

Based on the Table 4, the relationship betweemblas described as follows:

« Effect of now-future leadership on achievementroptoyee gains a path coefficient value of 0.229 tacmlint of
2.588 (or > 1.96) and a probability of 0.005 (orG8), hence there is a significant positive impachow-future
leadership style on achievement of employee at KR@Nyakarta. Therefore, this result agrees with litie

which stated that "Now-future leadership has atp@sand significant effect on achievement of emphd'.

« Effect of organizational culture on achievementewoiployee gain a path coefficient of 0.332 &edunt of 2.287
(or > 1.96) and a probability of 0.011 (or <0.0%gnce there is a significant positive influencewssn
organizational culture on achievement of employe&PPN Yogyakarta. Therefore, this result agreas wie

H2 which stated that "Organizational culture hg®sitive and significant effect on achievementmopioyee”.
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» The effect of now-future leadership variables ohieeement of employee through work motivation i®wh
from the results of the indirect effect test. Theained path coefficient is 0.196 with,cuae€qual to 3.227 and
the p-value of 0.001 (or <0.05) at alpha 5%. Thsutt means that work motivation is a variable thatliates the
effect of now-future leadership style on achievenmdremployee. Therefore, this result agrees withii3 which
stated that "Now-future leadership has an indireffect on achievement of employee mediated by work

motivation".

e The effect of organizational culture variables amiavement of employee through work motivation ligwsn
from the results of the indirect effect test. Thdained path coefficient is 0.249 with,cuae€qual to 2.201 and
the p-valueof 0.014 (or <0.05) at alpha 5%. This result meahas work motivation is a variable that mediates th
influence of organizational culture on achievemeinémployee. Therefore, this result agrees withHBewhich

stated that "Organizational culture indirectly ighces achievement of employee mediated by work/atimn".
DISCUSSION

This study found that here is a positive and sigaift effect of now-future leadership on achieven@remployee. The
findings of this study are in accordance with poegi research conducted by Bl al (2018), Rusmawati & Fibria
(2020), and Murali & Aggarwal (2020). This studys@lagrees with the research reported by Khagisal (2015) and
Tucunan (2014), in which now-future leadership laas indirect effect on achievement of employee thhowvork

motivation. However, now-future leadership that basn carried out needs to be maintained, becabss ia significant
direct effect on achievement of employee. In theent pandemic situation, the role of leadershiprigial. In the new
normal era at KPPN Yogyakarta, a transformatioealdér who can mobilize followers voluntarily appliehange is
urgently needed. Good cooperation is also an diigado maintain and even improve the performantd&BPN in

Yogyakarta. Not only that, leaders must remain watéid by providing positive reinforcement in thenfioof appreciation
for individual and team performance, while sucagbsfundergoing the New Normal Era effectively asdenced by the
survival or even the growth of KPPN Yogyakarta lie tNew Normal Era. Leaders must have the courageake the
changes needed in response to a pandemic, andrinélemployees to adapt to changes immediatelgaasas possible.
The leader should be able to make necessary chamgesponse to the pandemic, as well as influgneimployees to
adapt to immediate change. Intellectual stimulatidhencourage employees to find solutions andirations in problem
solving, and attention to personal will motivate poyees to stay enthusiastic on achieving perfomaaamidst the

psychological pressure caused by COVID-19.

Research on the influence of organizational cultore achievement of employee results in a positind a
significant relationship, which is in line with e=rch conducted by Mohsest al (2020), Musadieet al.(2018), Manggis
et al. (2018), Trang (2013), and Maramis (2013). The figdiin this study indicate that the higher the opizational
culture, the higher the achievement of employeéeaelment. The results of this study also show iativation mediates
the relationship between organizational culture actdevement of employee which also supports thaéysof Bangunet
al. (2018) and Wahyuni (2015). The findings of thigdy also suggest that the existing organizatieuoéture is always
implemented in the case of KPPN Yogyakarta and fidcessary to internalize the values of the InsianeMinistry of
Finance as the main guidelines for working regulatich focusing employee’s personal values anéhwgitperformance.
Hence, the achievement of employee remains cordifjerhigh more permanently, despite various changed

adjustments during a pandemic. In addition, emmayetivation must always be maintained and impropesgecially by
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involving employees in decision making, thus theion of the KPPN Yogyakarta to become a profesianadern,

transparent and accountable state treasury maoagdre truly realized.
CONCLUSIONS AND LIMITATION
Based on the result and discussion, this studyledes:

» There is a positive and significant influence ofwiuture leadership on achievement of employesyhich now-

future leadership can improve achievement of emgaoy

» There are a positive influence and significant oiz@tional culture on achievement of employee, hicl the

better the organization culture, the higher perfomoe of employees achieved.

e The influence of now-future leadership on achievetntd employee is significantly and positively maigid by
work motivation, in which better now-future leadas will increase work motivation and achievemelifit o
employee.

* The influence of organizational culture on achieeaimof employee is significantly and positively rizgdd by
the employee working motivation, in which the bettiee organizational culture, the higher work matign

performed by their employee and eventually increatgevement of employee.

This study only examines the effect of now-futwadership and organizational culture on performdnycasing
work motivation as a mediating variable, there stit many other variables that affect achievemeinemployee with
various indicators that can be used. Furthermdmis, research only focuses on one government agewreyely KPPN
Yogyakarta. Hence, in order to build up a bettedtaratanding of this topic, detail and diverse resears are expected to

be carried out in other government agencies and theeprivate sectors.
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