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Abstract. This conceptual study explores how organizational culture and 

leadership style influence employee performance in high-risk public 

organizations. Design/methodology/approach: Based on Social Exchange 

Theory, this article synthesizes recent public sector literature to identify direct 

pathways from organizational culture and leadership style to employee 

performance, isolating the most relevant cultural and leadership signals related 

to operational reliability. Findings: The synthesis shows that inclusive cultural 

norms aligned with the mission, combined with empowering leadership 

characterized by clear direction, constructive feedback, and daily support, are 

associated with faster, more accurate, and more reliable performance. This effect 

is most pronounced in contexts requiring intensive cross-unit coordination and 

timely decision-making. Practical implications: Organizations can 

institutionalize social norms that enhance fairness, participation, and cooperation 

by modifying perceptions of leadership  to emphasize clarity and inclusivity, and 

by coaching to reduce variability in frontline speed, accuracy, and consistency. 

Originality/value: This research proposes a focused, theory-driven framework for 

testing in high-risk  public organizations (e.g., emergency management 

agencies) and examines three factors (organizational culture, leadership style, 

and employee performance). It is relevant to the design of a policy that focuses 

on enhancing employees' performances. 

Keywords: organizational culture; leadership style; employee performance; 

Social Exchange Theory. 

1 Introduction 

Employee performance is a key indicator of organizational success in both the 

private and public sectors. According to[1], employee performance is the result of 

work, both in quality and quantity, achieved by individuals in carrying out tasks in 

accordance with their assigned responsibilities. In public organizations, employee 

performance is even more critical because it directly affects the quality of services 

provided to the community. This is very pertinent to the Regional  Disaster 

Management Agency (BPBD), which is heavily involved in pre-disaster, post-disaster, 

and disaster recovery. The speed, accuracy, and readiness of BPBD personnel are 
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decisive factors in the organization's success; therefore, increasing employee 

performance is not only an internal necessity but also a public  demand. 

Previous studies have shown that organizational factors influence employee 

performance. Organizational culture and motivation have been found to affect public 

sector performance [2] significantly, and organizational culture and commitment are 

seen as positively contributing to employee performance [3]. Also finds a significant 

correlation between leadership style and employee productivity. These results suggest 

that organizational culture and leadership structure are the two sides  of the coin for 

high performance. One significant variable at play is that  of organizational culture.[4] 

defines organizational culture as a set of basic assumptions learned by a group as it 

adapts to its external environment and integrates internally, which are then taught to 

new members as the correct way to understand, think, and feel. Empirical research also 

supports this: [5] found that consistency, involvement, flexibility, and mission are 

positively associated with performance; [6] indicated that strong culture enhanced 

commitment  and performance; and [7] demonstrated the influence of clan and market 

cultures on administrative performance. Leadership is another critical factor.[8] who 

stated  that leadership style, including work context, affects performance;[3] shows 

that the right leadership style improves morale and productivity; and[9] emphasizes that 

inclusive leadership supported by a positive culture improves public sector 

performance. 

At BPBD DIY, recent operational symptoms have emerged: slower task 

completion between units and less responsive reactions to rapidly changing field 

conditions; a more selective flow of proposals with unequal access to contribute; 

narrowed dialogue and exchange of ideas; a shift from the previous climate of 

cooperation towards a stronger focus on individual units; and a strong emphasis on 

procedural order amid suboptimal feedback channels. These conditions reduce 

initiative, work comfort, and the pace of operational improvement, while the uneven 

availability of operational facilities can hamper rapid coordination and field standards. 

If these symptoms persist, risks include delayed coordination in rapid-response tasks, 

reduced quality of assistance to affected citizens, and a program that depends on inter-

unit collaboration for effectiveness. Although recent internal adjustments aim to create 

more orderly, secure, and accountable operations, many employees experience slower 

cross-functional coordination and reduced flow of ideas. These changes highlight the 

challenges of adapting to new coordination routines and limited feedback channels 

despite procedural improvements. Hence, this research examines organizational culture 

and leadership style in high-risk public organizations' involvement in employees' 

performance in addressing responses aimed at rebuilding  coordination, improving the 

timeliness of decisions, and re-improving reliability. 

1.1  Social Exchange Theory 

This proposition argues that Ehuman beings interact in ways that help provide 

the maximum benefits at the lowest  cost in any relationship. Thus, relationships 

among actors within an organization operate on principles reciprocity, trust, and mutual 

gain that generate feelings  of commitment and emotional attachment toward 

others.[10] 
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This study is based on social exchange theory, which explains how social 

behavior is formed through the exchange of material and non-material resources 

between individuals and groups in social relationships. According to  this view, 

interactions are initiated whenever people try to maximize rewards while minimizing 

costs across all their relationships. As a consequence, the relationships among members 

of the organization are shaped by  principles of reciprocity, trust, and mutual 

advantage, which, in turn, lead to commitment and emotional ties between the 

parties.[11][12] 

This theoretical foundation renders Social  Exchange Theory applicable to 

explaining a wide range of social and organizational phenomena. In consumer 

behaviour, for instance, this theory has  been applied to explain why relationship 

marketing, collaborative consumption, and brand experiences can lead to increased 

customer engagement and loyalty, because perceived value emanating from social 

exchange tends to generate higher repurchase intentions. In the tourism sector, the 

Social Exchange Theory may also help explain  the role of Interorganizational 

commitment and trust in the continuation of partnerships, particularly amid the 

complex issues organizations face as they grow into a new business environment. From  

a community-building perspective, this theory reminds us that social ties and perceived 

mutual interests can motivate public participation, and that positive transactions play a 

crucial role in maintaining unswerving public support. In education, this theory can be 

used to interpret the effects of hierarchical structures on academic innovation, 

indicating that fair  recognition and marketing of expertise between academia and 

industry can lead to more adaptive and cooperative curriculum development. Also, in 

the context of organizations and work,   the Social Exchange Theory provides insights 

into leader-member relations regarding green initiatives. For instance, studies have 

shown that workplace monitoring technology is detrimental to social relationship 

quality, though these effects can be mitigated when  leaders provide constructive 

feedback and cultivate relationships. 

In the context of this study, Social Exchange Theory provides an appropriate 

framework for explaining the relationships among organizational culture, leadership 

style, and employee performance, especially in public-sector organizations such as 

Regional Disaster Management Agencies. Interactions between leaders and employees 

in such organizations are based on the reciprocal exchange of support, recognition, and 

mutual trust, which underpin productive and sustainable working relationships. 

Authentic leadership, characterized by moral integrity and emotional honesty, has been 

shown to increase employee trust and strengthen positive social relationships, 

especially during crises such as the COVID-19 pandemic. This trust serves as an 

important mediator between leadership and organizational Sustainability, ultimately 

increasing employee motivation and commitment. Empowering leadership also 

improves employee performance by strengthening perceived organizational support 

and affective commitment, so that employees feel more trusted and motivated to exceed 

performance expectations. In high-risk organizations such as disaster management 

agencies, social exchange logic suggests that when organizations provide support, a 

sense of security, and development opportunities through strong cultural norms and 

effective leadership practices, employees respond with loyalty, dedication, and optimal 

contributions to performance. Social Exchange Theory is also consistent with the 

principles of crisis leadership, which require leaders to provide clear direction, maintain 
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calm, and build two-way trust amid uncertainty. Leaders who build a sense of fairness 

and cooperation enhance working relationships in  the system. Recent  work in other 

industries also supports the finding that social exchange is a basis for adequate safety 

and collaboration cultures; the transitivity of leadership's emphasis on safety with 

employee morale has been found to increase team-member trust and safety 

performance. 

In General, Social Exchange Theory offers a robust theoretical base for 

explaining how organizational  culture and leadership styles influence employee 

performance. Within the Yogyakarta Special Region Disaster Management Agency, 

this theory underscores that trust-based working relationships, supported by positive 

reciprocity  and a culture akin to one's own, as well as daily leadership behavior, would 

enhance resilience at the individual level by motivating and dedicating individuals to 

execute disaster management tasks professionally and fairly.[13][14][15][16][17] 

1.2 Organizational culture 

Organizational culture in the government sector, particularly among 

Indonesian civil servants (ASN) and civil service employees (PNS), can be understood 

as a set of core values and behavioral principles that guide the performance of official 

duties and responsibilities. This culture not only regulates how employees interact in 

the workplace but also reflects the identity and public service orientation expected of 

every state official. 

In the Indonesian bureaucracy, the concept of organizational culture has been 

institutionalized through the BerAKHLAK values, which stand for Service-Oriented, 

Accountable, Competent, Harmonious, Loyal, Adaptive, and Collaborative. These 

values are designed to transform a bureaucracy that was once known for being 

hierarchical, procedural, and rigid into one that is more innovative, participatory, and 

responsive to the needs of the community[18]. 

The practice  of BerAKHLAK has contributed to improving ASN's work 

culture. For instance, a study in Banyumas Regency reveals that work  culture, 

discipline, and organizational commitment have significant effects on civil servants' 

preparedness to possess ICD values [19]. However, resistance to change and problems 

with organizational culture adaptation  persist in practice. This is reflected in the  city 

of Sorong, as shown in the study by [18], where service-oriented and accountability 

values are still at a low level of implementation. 

Along with institutional factors, society's social, ethnic, and religious values 

also significantly impact the public  sector's organizational culture. Research [20] on 

West Pasaman Regency shows that this value can be a blessing for solidifying work 

ethic and traditions, but can also create bias or inequality  unless well managed. The 

Ministry of Religion is often cited as a successful example of internalizing work culture 

values through spiritual and ethical approaches across all aspects of public service, 

emphasizing the integration of moral values and professionalism [21]. 

Although efforts to strengthen organizational culture in various institutions 

have been made, national implementation still faces obstacles. An evaluation by the 

Ministry of State Apparatus Empowerment and Bureaucratic Reform (PAN-RB) shows 

that the level of adoption of work culture policies in most government institutions still 
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ranges from 45% to 66%, indicating that the internalization of these values in everyday 

bureaucracy is not yet optimal[7]. 

To address this issue, several strategies have been recommended, including 

strengthening leadership commitment, improving employee capacity through training, 

establishing a transparent monitoring system, and ensuring effective organizational 

communication. These actions are predicted to intensify public service orientation, 

professionalism, and trust in the government. Overall, organizational culture in 

government bureaucracies results from dynamic interactions among institutional 

values, individual commitment, and external cultural influences. 

Leadership styles in the government sector, particularly those involving the 

State Civil Apparatus (ASN) and Civil Servants (PNS), are strategic factors that directly 

and indirectly influence organizational performance, professionalism, and the quality 

of public services. In the context of Indonesian bureaucracy, leadership is understood 

not only as the ability to direct or control subordinates, but also as the art of 

empowering, motivating, and fostering a sense of collective responsibility to achieve 

organizational goals. 

In sum, the organizational culture in government bureaucracy is a product of 

the interplay among institutional values, both within and between individuals, and 

external cultural imperatives. Therefore, managing organizational culture requires an 

evaluative and adaptive approach to support the main objectives of public 

organizations: integrity, professionalism, and service-oriented towards the public 

interest[22]. 

1.3         Leadership Style 

Government leadership style, especially in the form of State Civil Apparatus 

(ASN) and Civil Servants (PNS), is a strategic factor that directly and indirectly  affects 

an organization's performance, professionalism, and public service quality. In 

Indonesian bureaucracies, leaders were acknowledged not only  for their ability to give 

direction to their teams or simply for pushing for results, but also for their ability to 

empower, motivate, build capacity, and foster participation and collective 

responsibility toward organizational purposes. Leaders in government institutions are 

expected not only to carry out administrative functions but also to be moral role models, 

sources of inspiration, and drivers of change towards effective, transparent, and 

accountable governance. 

One of the most relevant leadership approaches in modern bureaucracy is 

transformational leadership. This style emphasizes the importance of vision, idealism, 

and the ability to build positive emotional relationships between leaders and employees. 

Transformational leaders inspire subordinates through idealistic influence, stimulate 

critical thinking through intellectual stimulation, give individual consideration to 

employee needs, and create inspirational motivation to drive performance beyond 

expectations. Several studies in Indonesian government institutions, such as in Jember 

Regency, show that transformational leadership has a significant impact on improving 

the professionalism, work ethic, and performance of civil servants[23]. 

Transformational leadership also strengthens organizational commitment by building 

trust, loyalty, and employees' willingness to contribute optimally to public service 

tasks. 
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In addition to transformational leadership, democratic leadership also plays an 

important role in government dynamics. Leadership  of this kind focuses on 

involvement, transparency, open communication, and shared decision-making so that 

all organizational members feel responsible for the collective outcome. A study 

conducted in  North Maluku province found that employees' perceptions, such as 

perceptions of justice, solidarity, and involvement in strategic decision-making, can be 

improved when democratic leadership is applied [24]. Considering this, democratic 

leadership has the potential to enhance trust between leaders and followers and 

contribute to satisfactory working contexts that can serve as tools to reinforce discipline 

and accountability, alongside collaboration among  departments in public 

organizations. 

In addition, findings from the Waropen Regency Secretariat indicate that 

supportive and communicative leadership plays an important role in fostering a 

harmonious work environment, increasing work motivation, and encouraging optimal 

performance among civil servants (ASN)[25]. Leaders who recognise the 

psychological needs of their subordinates, offer moral support, and encourage inter 

personal relationships have been found to enhance the morale and productivity of ASN. 

It is also leadership that is called for  in the complex terrain of public bureaucracy to 

navigate political dynamics with a measure of neutrality, transparency, and policy 

effectiveness [26]. Government leaders often operate under pressure to balance political 

pressures with professional obligations, which requires strong ethical competence and 

mature managerial skills to maintain organizational integrity and credibility. 

In today's era of globalization and digital disruption, there is a growing need 

for adaptive, agile, visionary, and principled leadership models. Leadership of this 

nature ensures not only stability and continuity for the organization, but also prepares 

it to cope with rapid changes in technology, society, and governance [27]. Leaders 

capable of strategic thinking, innovation management, and who are ready  to adjust to 

change can direct government institutions toward effective governance that produces 

results. 

A comprehensive investigation has revealed that appropriate  leadership 

styles (transformational, democratic, and adaptive) can enhance civil servants' 

performance, influence organizational culture, and improve the quality of public 

service delivery [28]. The type of leadership fosters more people-centered, teamwork-

driven, and results-oriented  organizations while reinforcing fundamental values that 

define civil service, such as integrity, professionalism, and a sense of service. 

Therefore, strengthening humane, participatory, and principled leadership 

capacity is a vital prerequisite for realizing an adaptive, responsive, and competitive 

modern bureaucracy. Leadership is not merely a structural position; it is an instrument 

of change that determines the direction, energy, and Sustainability of the apparatus's 

performance in realizing clean, effective governance and providing high-quality public 

services. 

1.4      Employee Performance 

Employee performance in a government enterprise, specifically the State Civil 

Apparatus (ASN) and Civil Servants (PNS), is a multidimensional concept with 

interrelated factors derived from related aspects and can be influenced by multiple 
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factors. Performance of an employee in an Indonesian government institution is usually 

evaluated using a structured assessment with a framework scalable through Employee 

Performance Target (SKP), which rates target clarity and expected work performance 

covering integrity,  discipline, and service system consistency [29] 

This system is implemented based on Permenpan-RB Number 14 Tahun 2017 

which is intended to make the determination process more transparent, accountable and 

objective [29][30] Some research showed that work ability, discipline and 

organizational commitment significantly affect the ASN performance, in addition uses 

of technology at appraise have adopted a web-based management information system 

to facilitate the process assessment [31]. However, there are  obstacles, including the 

fact that appraisers are subjective and that performance indicators may not be well-

defined. By focusing on capacity development, training, and competence development 

programs, civil servants have a significant role in being more adaptive to the needs of 

the organization and in providing better public services [32] 

Work environment and pay have been  shown as independent predictors of 

job satisfaction, contributing to increased employee performance. Nevertheless, despite 

the presence of official guidelines and a standardized assessment system, various issues 

persist, including  poor documentation and suboptimal management practices that 

undermine the effectiveness of the ASN performance assessment system [33]. 

If you want to get  the best system government workers deserve, then the 

overall capacity of our public servants must be increased across the board through a 

combination of regulatory compliance, human resource development, and ICT support. 

This approach is essential to ensure that the ASN performance appraisal and 

management system is not only administrative in nature but also capable of fostering a 

professional, accountable organizational culture oriented toward high-quality public 

service. 

2  Methodology 

This study adopts a conceptual approach to refine the theoretical construct and 

to produce an integrated interpretation of the existing public-sector human resource 

literature. A conceptual review was used to identify gaps and to formulate a framework 

for empirical validation at the Regional Disaster Management Agency (BPBD) of the 

Special Region of Yogyakarta (DIY), while aligning sources with the study objectives. 

The resulting framework defines the following core relationships: (1) Do organizational 

culture and leadership style positively influence employee performance in high-risk and 

time-sensitive public institutions? (2) Among these two prerequisites, which 

dimensions of organizational culture and leadership behavior are most closely related 

to improved employee performance? (3) How can the proposed culture–leadership–

performance relationship be operationalized into appropriate measurable indicators for 

further empirical testing (e.g., timeliness of coordination, speed of decision-making, 

and reliability of frontline execution)? 
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3.  Results & Discussion 

3.1 The Influence of Organizational Culture on Employee Performance 

Organizational culture is a system of values, beliefs, and norms that members 

share to make decisions about achieving an organization's mission. Research has 

extensively found  that organizational culture influences employees' performance 

across different workplaces [34]. In foreign-invested logistics service companies, 

organizational culture elements   such as employee beliefs, leadership styles, and 

corporate values   positively contribute to employee performance. A clear culture has 

been shown to improve organizational Sustainability and operational efficiency. 

The nature of organizational culture  directly impacts employee 

performance.[35] demonstrates that clan culture and  adhocracy culture are positively 

associated with task performance and contextual performance, with national culture 

moderating these effects to enhance their effects. This suggests that the impact of 

organisational culture, with  regard not only to internal beliefs but also to broader social 

and cultural norms surrounding an organisation, is nuanced. 

Research by [36] shows that high-performance work systems supported by 

organizational culture improve organizational performance across cultures. Here, 

organizational culture serves as a foundation for developing adaptive and results-

oriented human resource management practices. 

Consistent with this perspective,[37] argue that a learning-focused culture 

fosters higher levels of organizational effectiveness. Employee engagement plays a 

mediating role between learning culture and performance improvement, meaning that 

an innovation-friendly culture and co-creation are the cradle for employees to attend to 

organizational goals. 

Elsewhere, [38] reports that a supportive organizational culture can reduce 

work/life conflict and increase individual performance, particularly among those in the 

information technology and banking sectors with strong leadership support. These 

findings highlight the role of organizational culture in creating a work-life balance that 

supports employee productivity. 

According to [39], employee competence and perceptions of leadership 

behavior are the main factors shaping organizational culture. These considerations 

affect all organisational cultures   clan, adhocracy, market, and hierarchy   in both the 

public  sector and private companies; they also directly improve performance. 

[40] Also, the report explains  that OCB (organizational citizenship 

behaviour) accounts for some variance in non-mandatory job performance outside 

formally prescribed work roles, which contributes to organizational effectiveness. 

3.2 The Influence of Leadership Style on Employee Performance 

Leaders' behaviors significantly impact employee performance in complex, 

multifaceted ways, as the  organizational environment and explanatory variables 

largely determine their effectiveness. Transformational leadership, which guides a 

leader to exhibit exemplary behavior and to motivate and encourage employees' critical 

thinking, has been found to positively affect employee performance by fostering an 

innovative climate and intrinsic motivation [41]. This kind of leadership model is 
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highly effective during crises such as COVID-19 and  enhances not only performance 

but also employees' psychological well-being [42]. However, the direct effect of 

transformational leadership on performance is often insignificant unless mediated by 

other factors, such as organizational dynamism and organizational learning 

processes[43]. 

On the other hand, transactional leadership, which emphasizes structure, 

supervision, and rewards for performance, also has a positive impact on productivity, 

especially in stable work environments such as the banking sector in Sierra Leone[44]. 

The same positive effects were observed among Pakistani workers, in which followers' 

perceptions of transactional  leadership and performance strengthened when their 

relationship was moderated by entrepreneurial orientation [45]. 

It is also worth noting that laissez-faire management, which is commonly 

considered ineffective due to its limited supervision, can yield high performance  when 

practiced with intrinsically motivated, competent employees who can work 

independently [41]. In this vein, leadership behaviors from the interpersonal 

relationship perspective , as well as human resource motivation, were found to affect 

employee performance in organizational configuration studies in China positively [46] 

Finally, although it is often linked to weaker effects, authoritarian leadership 

can yield beneficial outcomes a ripe context, suggesting the relevance of hybrid forms 

capable of rrespondingto organisational needs and characteristics [47]  Further, results 

of the meta-analysis on adaptive performance support the belief that le adership needs 

to be contextual: Transformational leadership and self-leadership both help employees 

better adapting themselves to changes in their work environment [48]. 

Effective leadership is primarily based on  the congruence of leader behavior, 

organizational goals, employee needs, and situational requirements. This underscores 

the importance of adaptive, flexible leadership across diverse organizational contexts 

[48]. Second, the quality of leadership enhances organizational performance and well-

being , as ethical, human-oriented values, such as noble leadership for organizational 

success, are stressed [49]. 

In the context of modern work, including remote and hybrid work systems, 

traditional leadership styles such as transformational leadership remain relevant but 

must now be complemented by e-leadership. This approach emphasizes trust and digital 

competence in managing virtual teams.[50] . Additionally, professional development 

leadership that integrates professional norms with organizational goals has been shown 

to improve public sector performance by building a shared understanding of 

professional quality standards[51]. 

Moreover,  empowering leadership also significantly affects contextual 

performance through mechanisms of organizational support and increased employee 

commitment [17]. In disrupted situations, such as a pandemic, a leader needs to be 

adaptable, as leadership effectiveness depends on the  ability to match behaviour to 

employee needs and the changing work environment [52]. The vision is further 

communicated through effective leadership by the counties' Leadership Teams, which 

results in administrative support, commitment to, and performance of the vision [53]. 

Overall, these findings indicate that leadership style plays a crucial role in 

determining employee performance. Leaders who align their leadership style with 

organizational needs and employee characteristics are more effective at creating a 

conducive work environment, motivating subordinates, and driving optimal 
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achievement of organizational goals. Therefore, the better the leadership style in an 

organization, the higher the employee performance. 

 

 
 

Figure 1. Conceptual framework 

Figure 1. This conceptual framework was developed from discussions and the 

integration of previous studies. This framework states that organizational culture and 

leadership style positively influence employee performance in high-risk public 

operations. Based on Social Exchange Theory (SET), this framework assumes that 

inclusive cultural norms aligned with the mission, as well as clear and empowering day-

to-day leadership, strengthen reciprocity, trust, and perceived support, leading to 

greater cooperation, initiative, and timely task execution. Therefore, this model 

highlights the direct effects of organizational culture and leadership style on employee 

performance, emphasizing the exchange mechanisms driven by culture and leadership 

as pathways that transform daily organizational practices into reliable performance in 

the public sector. 

4 Conclusion 

This theoretical paper outlines how organizational culture and leadership 

styles shape employee performance in high-risk public organizations through exchange 

mechanisms  described by SET. This underlying framework holds that fair and 

inclusive  cultural norms and transparent and empowering daily leadership reinforce 

reciprocity, trust, and perceived support as determinants of more stable cooperation, 

greater initiative, and timely task execution as sustainable performance behaviors. In 

terms of concepts, shared expectations and reinforcing collectively effective routines 

are mechanism s in which both organizational culture and leadership style march 

together to directly impact performance, supplemented by directing/ managing an 

employee under stress with guidance and constructive discipline that lead to 

sustainable, disciplined execution. By attending to the cultural and leadership-driven 

signals of operational reliability, a more nuanced understanding of performance 

dynamics in disaster  management organizations is provided. 

Theoretical contribution: This study makes a theoretical contribution to public 

sector performance research by applying the SET lens to demonstrate how culture  and 

leadership are translated into performance through exchange signals (fairness, voice, 
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support) and exchange outcomes (cooperation, initiative, timeliness) in high-risk, time-

pressing contexts. This work combines the LMX and OMX rationalizations in a single, 

light conceptual model with  two antecedents and one consequence. 

Practical implications The findings call for institutional leaders and 

policymakers to embed cultural routines that embody fairness, voice, and collaboration, 

and to  modify leadership behaviors toward clarity, inclusion, and constructive 

feedback. These actions enhance employees' perceptions of organizational support and 

reciprocity, which, in turn, enhance the regularity,  completeness, and reliability of 

services. Moreover, this model should be  tested empirically, e.g., using partial least 

squares-structural equation modeling (PLS-SEM), with PBPBD DIY personnel to 

examine the direct effects and boundary conditions (i.e., operational risk intensity, peak 

workload, and role dependence). 
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