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ABSTRACT 

Purpose: This study aims to examine the effect of leadership style, 

organizational culture, and work motivation on employee performance at 

PT. Fore Kopi Indonesia, Semarang. 

Design/Methodology/Approach: A quantitative research design was 

adopted, involving a population of 130 employees. Using proportionate 

stratified random sampling, a sample of 103 respondents was determined. 

Data were analyzed using multiple linear regression analysis with SPSS 

version 25. 

Findings: The results indicate that leadership style has no significant effect 

on employee performance (t = 0.612, p > 0.05). Conversely, organizational 

culture (t = 7.845, p < 0.001, β = 1.350) and work motivation (t = 3.214, p 

= 0.002, β = 0.240) demonstrate positive and significant effects on 

employee performance. The coefficient of determination (R² = 0.686) 

shows that 68.6% of the variance in employee performance is explained by 

the three independent variables, while the remaining 31.4% is attributed to 

other unexamined factors. 

Research Implications: This study is confined to a single organizational 

context, which may limit the generalizability of findings. Future research 

should incorporate additional variables and broader samples across multiple 

organizations. Management should prioritize strengthening organizational 

culture through open communication and accountability, while 

implementing structured recognition and reward systems to enhance work 

motivation, as these factors are more influential than leadership style in 

driving performance. This study contributes empirical evidence from 

Indonesia's emerging coffee retail industry, demonstrating that 

organizational culture and work motivation—rather than leadership style—

are the primary drivers of employee performance in this specific context. 
This is an open access article distributed under the Creative Commons 
Attribution License, which permits unrestricted use, distribution, and 
reproduction in any medium, provided the original work is properly cited. 

 

INTRODUCTION 

Human resources (HR) are widely recognized as the most critical asset in organizations 

because they drive all activities and optimize other resources such as capital, technology, and 

information (Majid et al., 2021; Rafiie et al., 2020). While many studies have examined the 

role of HR in improving employee performance, the literature remains inconclusive regarding 

the relative influence of leadership style, organizational culture, and work motivation. Some 

studies emphasize leadership as a decisive factor, while others highlight culture or motivation 

as stronger predictors. Moreover, most prior research has focused on large-scale corporations 

or manufacturing industries, leaving service-oriented businesses underexplored. 

This unresolved debate creates a research gap: it is still unclear which factors most 

strongly drive employee performance in the food and beverage sector, particularly in 

Indonesian contexts. Addressing this gap, the present study investigates the direct effects of 

leadership style, organizational culture, and work motivation on employee performance at PT 

Fore Kopi Indonesia, Semarang branch. By focusing on this sector, the study contributes to 

clarifying inconsistent findings in the literature and provides both theoretical and practical 

insights into performance management. 

https://doi.org/10.32939/qwjggk11
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The crucial role of human resources in an organization lies not only in the number of 

employees, but also in their quality. Quality human resources can increase productivity, create 

innovation, and help organizations adapt to increasingly dynamic environmental changes 

(Basyid, 2024). Therefore, the success of an organization is largely determined by the extent 

to which it is able to optimally manage and develop its human resources. In the context of 

organizational management, the quality of human resources is often reflected in the level of 

employee performance (Ady & Wijono, 2020). High or low employee performance will 

directly impact the achievement of organizational goals, both in terms of productivity, 

efficiency, and service quality. Therefore, efforts to improve employee performance are crucial 

because good performance reflects the effectiveness of HR management within an organization 

(Fitriawati & Akbar, 2023). 

One of the things that really shapes how employees perform is the way their leaders 

handle them. Leadership isn’t just about giving orders; it’s more about how someone can 

inspire, guide, and push others so they feel motivated to work together toward the same goals. 

In everyday practice, the leader’s style becomes the spark that keeps the team moving in the 

right direction (Andewi et al., 2022). Leadership lies in its role as a direction-setter, decision-

maker, and motivator within an organization. Good leadership can boost morale, create 

effective teamwork, and encourage optimal performance. Without effective leadership, 

organizational goals will be difficult to achieve optimally (Ratnasari & Sutjahjo, 2021). 

Looking at previous studies, Ratnasari & Sutjahjo (2021), together with Andewi et al. (2022), 

found that leadership style plays a strong and positive role in shaping employee performance. 

Their findings highlight that the way leaders manage, guide, and motivate their teams can 

significantly boost outcomes. On the other hand, Situmorang et al. (2021) came to a different 

conclusion, showing that leadership style did not have a measurable impact on performance.  

Work culture is one of those elements that can really shape how employees perform. It’s 

basically the shared values, habits, and norms inside an organization that guide how people 

behave day to day (Firjatullah et al., 2023). When the culture is positive, it creates a healthy 

atmosphere, builds responsibility, and makes teamwork easier. Employees tend to be more 

disciplined, loyal, and focused on goals. But if the culture is weak, it often sparks conflict, 

lowers motivation, and slows productivity (Rafiie et al., 2020). Some studies, like those by 

Rafiie et al. (2020) and Fitriawati & Akbar (2023), show that work culture has a strong positive 

impact on performance. Interestingly, Kaesang et al. (2021) found the opposite: work culture 

didn’t really affect performance. This difference suggests that the role of culture might depend 

on the specific organizational setting. 

Another aspect that shapes how employees perform is their level of motivation. 

Motivation can come from inside the person or from external factors, and it works like a driving 

force that makes them carry out tasks with energy and enthusiasm (Fitriawati & Akbar, 2023). 

It plays a crucial role in how much effort someone is willing to put in to reach the goals set by 

the company. In fact, Ratnasari & Sutjahjo (2021) point out that motivation often determines 

whether employees push themselves harder or just do the minimum. Highly motivated 

employees demonstrate dedication, perseverance, and a willingness to work harder. Without 

adequate motivation, employees tend to perform poorly and achieve less than optimal results. 

Therefore, work motivation is a crucial factor in increasing productivity and achieving 

maximum performance (Ady & Wijono, 2020). Looking at previous studies, the findings on 

work motivation are not all the same. Research by Fitriawati & Akbar (2023) and Ratnasari & 

Sutjahjo (2021) demonstrated that work motivation has a positive and significant impact on 

employee performance. In other words, higher motivation tends to lead to better performance. 

However, Situmorang et al. (2021) reported a different outcome, showing that work motivation 

does not affect employee performance. 
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This inconsistency highlights a research gap: it remains unclear under what conditions 

motivation exerts a strong influence on performance and when its effect becomes negligible. 

Addressing this gap, the present study investigates motivation alongside leadership style and 

organizational culture within the food and beverage sector in Indonesia. By situating 

motivation in relation to other organizational variables, the study aims to clarify the mixed 

findings in the literature and provide a more integrated understanding of employee performance 

drivers. 

PT. Fore Kopi Indonesia is a company engaged in the field of coffee-based beverages, 

which was founded in 2018 in Jakarta with the vision of providing high-quality coffee that is 

easily accessible to urban communities. PT. Fore Kopi Indonesia has a modern concept 

demonstrated through the use of digital technology in ordering and customer service. As it 

develops, PT. Fore Kopi Indonesia has succeeded in expanding its outlet network to various 

major cities in Indonesia, including Semarang City, by opening several branches in strategic 

locations such as shopping centers and office areas, which is also evidence of the company's 

expansion into the Central Java region to reach consumers with a modern lifestyle and provide 

the experience of enjoying coffee in a minimalist and warm interior atmosphere. 

This research focused on seven branches of PT. Fore Kopi Indonesia located in Semarang 

City, namely PT. Fore Kopi Indonesia Paragon City Mall located at Paragon City Mall, Jl. 

Pemuda No. 118, Sekayu, Central Semarang; PT. Fore Kopi Indonesia DP Mall Semarang, 

located at DP Mall, Jl. Pemuda No. 150, Sekayu, Central Semarang; PT. Fore Kopi Indonesia 

Setiabudi (Banyumanik) at Jl. Setia Budi No. 58, Sumurboto, Banyumanik; PT. Fore Kopi 

Indonesia Anjasmoro located at Jl. Anjasmoro Raya, Karangayu, West Semarang; PT. Fore 

Kopi Indonesia Gayamsari located at Jl. Brigjen Sudiarto No. 127, Gayamsari; PT. Fore Kopi 

Indonesia Graha Rimba (Mugassari) located at Jl. Pahlawan, Mugassari, South Semarang; and 

PT. Fore Kopi Indonesia  Citadel Square Ngaliyan, located in the Citadel Square area, Jl. Prof. 

Dr. Hamka, Ngaliyan, Semarang City. 

This research focuses on the phenomenon of achieving sales targets at PT. Fore Kopi 

Indonesia as an indicator of employee performance. In January 2026, the company set a sales 

target of 9,000 cups for each of the seven branches of PT. Fore Kopi Indonesia operating in 

Semarang City. The target was set to encourage employees to work optimally in meeting the 

performance standards set by the company. However, based on sales realization data, it appears 

that not all branches were able to achieve the predetermined targets, resulting in differences in 

performance achievements between branches. The sales data for the seven branches of PT. 

Fore Kopi Indonesia operating in Semarang City can be seen in the following table: 

Table 1. Realization of Sales Targets for January 2026 

No 
PT. Fore Kopi Indonesia 

Branch 

Target 

(Cup) 

Realization 

(Cup) 

Percentage 

(%) 
Information 

1 Paragon City Mall 9,000 8,700 96,67% Not achieved 

2 DP Mall Semarang 9,000 9,500 105,56% Achieved 

3 Setiabudi (Banyumanik) 9,000 9,200 102,22% Achieved 

4 Anjasmoro 9,000 8,300 92,22% Not achieved 

5 Gayamsari 9,000 8,900 98,89% Not achieved 

6 Graha Rimba (Mugassari) 9,000 9,100 101,11% Achieved 

7 Citadel Square Ngaliyan 9,000 8,600 95,56% Not achieved 
Source: Sales Data of PT. Fore Kopi Indonesia, processed in 2026 

Based on the table of sales targets and realizations for January 2026, PT. Fore Kopi 

Indonesia Paragon City Mall branch has a sales target of 9,000 cups with a sales realization of 

8,700 cups, so the achievement rate is 96,67 percent and is declared unachieved. The PT. Fore 

Kopi Indonesia DP Mall Semarang branch has a sales target of 9,000 cups with a realization of 

9,500 cups, so the achievement rate is 105,56 percent and is declared achieved. The PT. Fore 

Kopi Indonesia Setiabudi (Banyumanik) branch shows a sales realization of 9,200 cups from 

the target of 9,000 cups, with an achievement rate of 102,22 percent and is declared achieved. 
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Furthermore, PT. Fore Kopi Indonesia Anjasmoro branch had a sales realization of 8,300 

cups from a target of 9,000 cups, so the achievement level was 92.22 percent and was declared 

unachieved. PT. Fore Kopi Indonesia Gayamsari branch recorded a sales realization of 8,900 

cups from a target of 9,000 cups with an achievement level of 98,89 percent, so that the target 

had not been achieved. PT. Fore Kopi Indonesia Graha Rimba (Mugassari) branch had a sales 

realization of 9,100 cups from a target of 9,000 cups with an achievement level of 101,11 

percent and was declared achieved. Meanwhile, PT. Fore Kopi Indonesia Citadel Square 

Ngaliyan branch recorded a sales realization of 8,600 cups from a target of 9,000 cups, with an 

achievement level of 95,56 percent and was declared unachieved. The difference in sales target 

achievement between branches reflects the inequality of employee performance within PT. 

Fore Kopi Indonesia in Semarang City. This phenomenon indicates that employee performance 

factors have an important role in supporting the success of achieving the company's sales 

targets. 

The novelty of this study lies in its focus on a rapidly expanding coffee chain in 

Indonesia, where employee performance is directly tied to sales targets. Unlike prior research 

that often generalized across industries or examined variables in isolation, this study 

simultaneously tests leadership style, work culture, and motivation within one organizational 

setting. By situating the analysis in PT. Fore Kopi Indonesia, the research clarifies inconsistent 

findings in earlier studies and provides fresh insights into performance management in service-

oriented businesses. This contextual approach not only strengthens theoretical understanding 

but also offers practical guidance for companies in the food and beverage sector facing similar 

challenges. 

 

LITERATURE REVIEW 

Social Exchange Theory 

Social Exchange Theory (SET) provides a theoretical foundation for explaining the 

relationship between leadership, work culture, motivation, and employee performance. The 

theory suggests that workplace relationships develop through reciprocal exchanges between 

employees and the organization. When employees receive positive treatment, support, trust, 

recognition, and fair treatment from their leaders and work environment, they tend to 

reciprocate through positive attitudes and behaviors toward the organization (Cropanzano & 

Mitchell, 2005). In this study, effective leadership and a supportive work culture are viewed as 

positive social resources that can encourage employees to increase their motivation and 

contribute greater effort to their work. Higher motivation is subsequently expected to 

encourage better employee performance. Thus, SET explains that positive organizational 

treatment can generate reciprocal employee responses in the form of greater motivation and 

improved performance. 

 

The Effect of Leadership on Employee Performance 

Effective leadership provides direction, support, recognition, and clear communication 

that can encourage employees to contribute more effectively. Based on Social Exchange 

Theory (SET), positive treatment from leaders encourages employees to reciprocate through 

positive work behaviors and greater performance (Cropanzano & Mitchell, 2005). Empirically, 

Fakhri et al. (2020) and Haryadi et al. (2021) found that leadership positively influences 

employee performance. In the coffee industry, supportive and effective leadership is therefore 

expected to encourage employees to improve their work performance. 

H1: Leadership has a positive and significant effect on employee performance 
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The Effect of Work Culture on Employee Performance 

A positive work culture creates shared values and norms that encourage cooperation, 

responsibility, discipline, and commitment. From the SET perspective, employees who 

experience a supportive work environment tend to reciprocate through positive behaviors and 

greater contributions to the organization (Cropanzano & Mitchell, 2005). Previous studies by 

Tukan et al. (2022) and Gunawan et al. (2022) demonstrate that work culture has a positive 

effect on employee performance. Accordingly, a supportive work culture in the coffee industry 

is expected to improve employee performance. 

H2: Work culture has a positive and significant effect on employee performance 

 

The Effect of Motivation on Employee Performance 

Motivation encourages employees to exert greater effort, persistence, and commitment 

in completing their tasks. Consistent with SET, employees who experience positive 

organizational conditions are likely to reciprocate through greater effort and contribution 

(Cropanzano & Mitchell, 2005). Empirical studies by Wulandany et al. (2023) and Izzatur and 

Indayani (2024) show that motivation positively affects employee performance. Therefore, 

highly motivated employees in the coffee industry are expected to demonstrate better 

performance. 

H3: Motivation has a positive and significant effect on employee performance 

 

METHODS 

This study used a quantitative approach with a survey method to examine the effects of 

leadership style, work culture, and work motivation on employee performance. The population 

consisted of 130 employees of PT Fore Kopi Indonesia in Semarang, Indonesia. A total of 103 

employees were selected using proportionate stratified random sampling. This sample size was 

considered adequate for multiple regression analysis with three independent variables (Basuki 

& Prawoto, 2017). Data were collected using a questionnaire with a five-point Likert scale 

ranging from 1 (strongly disagree) to 5 (strongly agree). 

The study included leadership style (X1), work culture (X2), and work motivation (X3) 

as independent variables and employee performance (Y) as the dependent variable. Leadership 

style was measured by analytical ability, courage, communication, listening ability, and 

firmness; work culture by habits, regulations, and values; work motivation by facilities, 

achievement, remuneration, recognition, and working conditions; and employee performance 

by work quality, work quantity, timeliness, and cooperation. The questionnaire was pilot-tested 

with 30 employees outside the main sample. Validity was assessed using product-moment 

correlation, while reliability was tested using Cronbach’s alpha. 

Data were analyzed using multiple linear regression with the equation Y = α + β₁X₁ + 

β₂X₂ + β₃X₃ + ε. Before regression analysis, normality, multicollinearity, and heteroscedasticity 

tests were conducted. The F-test was used to assess the overall model, while the t-test was used 

to examine the individual effects of each independent variable. The coefficient of determination 

(R²) was used to assess the explanatory power of the model, with a significance level of 5% (p 

< 0.05). To reduce common method bias, respondents were assured of anonymity and 

confidentiality, and Harman’s single-factor test was used as an additional diagnostic procedure 

(Podsakoff et al., 2003). 

 

RESULT 

Validity and Reliability Tests 

Before testing the hypotheses, the validity and reliability of the research instrument were 

assessed. The validity test was conducted using the Pearson product-moment correlation. With 

103 respondents, the critical r-value at the 5% significance level was 0.195. All questionnaire 
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items had correlation coefficients greater than 0.195, indicating that all items were valid. 

Reliability was assessed using Cronbach’s Alpha, with 0.70 as the minimum acceptable value. 

The results show that all constructs exceeded this threshold, indicating satisfactory internal 

consistency. 

Table 2. Validity and Reliability Tests 
Variable Critical r-value Validity Cronbach’s Alpha Reliability 

Leadership Style (X1) 0.195 Valid 0.870 Reliable 

Work Culture (X2) 0.195 Valid 0.890 Reliable 

Work Motivation (X3) 0.195 Valid 0.850 Reliable 

Employee Performance (Y) 0.195 Valid 0.910 Reliable 
Source: Data processed using IBM SPSS Statistics 26 (2026) 

The results demonstrate that the measurement instruments used in this study meet the 

required validity and reliability criteria. Therefore, the data were considered appropriate for 

further statistical analysis (Basuki & Prawoto, 2017). 

  

Classical Assumption Tests 

Before conducting multiple linear regression, classical assumption tests were performed 

to ensure that the regression model met the basic statistical requirements. Normality was 

assessed using the Kolmogorov–Smirnov test, multicollinearity was examined using tolerance 

and Variance Inflation Factor (VIF), and heteroscedasticity was tested using the Glejser test. 

Table 3. Classical Assumption Test Results 
Test Indicator Result Decision 

Normality Kolmogorov–Smirnov Sig. 0.059 Normal 

Multicollinearity Leadership Style – Tolerance > 0.10 No multicollinearity 

Leadership Style – VIF < 10.00 No multicollinearity 

Work Culture – Tolerance > 0.10 No multicollinearity 

Work Culture – VIF < 10.00 No multicollinearity 

Work Motivation – Tolerance > 0.10 No multicollinearity 

Work Motivation – VIF < 10.00 No multicollinearity 

Heteroscedasticity Glejser Sig. > 0.05 No heteroscedasticity 
Source: Data processed using IBM SPSS Statistics 26 (2026) 

The Kolmogorov–Smirnov significance value of 0.059 exceeds 0.05, indicating that the 

residuals were normally distributed. The tolerance and VIF values also met the recommended 

criteria, indicating that the independent variables did not exhibit multicollinearity. 

Furthermore, all significance values from the Glejser test were above 0.05, indicating no 

evidence of heteroscedasticity. Thus, the regression model satisfied the classical assumptions. 

 

Multiple Linear Regression Analysis 

Multiple linear regression was conducted to examine the effects of leadership style, work 

culture, and work motivation on employee performance. 

Table 4. Multiple Linear Regression Results 
Variable Regression Coefficient (B) t-value Sig. Decision 

Constant 5.928 — — — 

Leadership Style (X1) 0.044 0.742 0.460 Not significant 

Work Culture (X2) 1.350 8.679 0.000 Significant 

Work Motivation (X3) 0.240 4.410 0.000 Significant 
Source: Data processed using IBM SPSS Statistics 26 (2026) 

The estimated regression equation is: 

Y = 5.928 + 0.044X1 + 1.350X2 + 0.240X3 + ε 

The regression equation indicates that leadership style, work culture, and work 

motivation have positive regression coefficients. Work culture has the largest unstandardized 

coefficient (B = 1.350), followed by work motivation (B = 0.240) and leadership style (B = 

0.044). However, the positive coefficient of leadership style is not statistically significant, 
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whereas work culture and work motivation have significant positive effects on employee 

performance. These results suggest that employee performance at PT Fore Kopi Indonesia 

Semarang is more strongly associated with work culture and work motivation than with 

leadership style. 

 

Coefficient of Determination 

The R² value of 0.686 indicates that leadership style, work culture, and work motivation 

collectively explain approximately 68.6% of the variance in employee performance. The 

remaining 31.4% may be explained by other factors not included in the model, such as 

compensation, workload, job satisfaction, work discipline, or the work environment. 

 

Hypothesis Testing 

Partial Test (t-Test) 

The t-test was conducted to determine the partial effect of job involvement, job 

characteristics, and organizational commitment on employee job performance. The results of 

the t-test are presented in Table 4. 

Table 5. Partial Test Results (t-Test) 
Hypothesis Relationship t-value t-table Sig. Result 

H1 Leadership Style → Employee Performance 0.742 1.66039 0.460 Rejected 

H2 Work Culture → Employee Performance 8.679 1.66039 0.000 Supported 

H3 Work Motivation → Employee Performance 4.410 1.66039 0.000 Supported 
Source: Data processed using IBM SPSS Statistics 26 (2026) 

The table above presents the results of the partial hypothesis testing using the t-test. At a 

5% significance level, the critical t-value is 1.66039. A hypothesis is supported when the 

calculated t-value exceeds the critical value and the significance value is below 0.05. For H1, 

the relationship between leadership style and employee performance produces a t-value of 

0.742, which is lower than the t-table value of 1.66039, with a significance value of 0.460 > 

0.05. Therefore, H1 is rejected. This indicates that leadership style does not have a statistically 

significant effect on employee performance. Although the regression coefficient is positive (B 

= 0.044), the effect is too weak to be considered statistically significant. For H2, the 

relationship between work culture and employee performance produces a t-value of 8.679, 

which is substantially higher than the t-table value of 1.66039, with a significance value of 

0.000 < 0.05. Therefore, H2 is supported. This finding indicates that work culture has a positive 

and statistically significant effect on employee performance. A stronger and more supportive 

work culture is associated with higher employee performance. For H3, the relationship between 

work motivation and employee performance produces a t-value of 4.410, which is higher than 

the t-table value of 1.66039, with a significance value of 0.000 < 0.05. Therefore, H3 is 

supported. This result indicates that work motivation has a positive and statistically significant 

effect on employee performance. Employees with higher levels of motivation tend to 

demonstrate better performance. Overall, the findings show that work culture and work 

motivation significantly contribute to employee performance, whereas leadership style does 

not show a significant direct effect. Among the three predictors, work culture has the strongest 

statistical evidence based on its t-value, followed by work motivation. 

 

Simultaneous Test (F-Test) 

The F-test was conducted to determine whether leadership style, work culture, and work 

motivation jointly explain employee performance.  

Table 6. Simultaneous Test Results (F-Test) 
Model F-value F-table Sig. Decision 

Regression 72.008 2.70 0.000 Significant 
Source: Data processed using IBM SPSS Statistics 26 (2026) 
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The F-test produced an F-value of 72.008, which is substantially higher than the critical 

value of 2.70, with a significance level of 0.000 < 0.05. Therefore, the regression model is 

statistically significant, indicating that leadership style, work culture, and work motivation 

jointly have a significant effect on employee performance. 

 

DISCUSSION 

The findings indicate that leadership style does not significantly influence employee 

performance. Although effective leadership is generally expected to provide direction, support, 

and recognition, its influence may depend on the organizational context and how employees 

perceive and respond to leadership practices. From the perspective of Social Exchange Theory 

(SET), positive interactions between leaders and employees can encourage reciprocal positive 

behaviors; however, these exchanges do not always result in immediate performance 

improvements (Cropanzano & Mitchell, 2005). In the context of PT Fore Kopi Indonesia, 

employees may perform their daily tasks based more on standardized procedures, service 

guidelines, teamwork, and established work routines than on the leadership style of individual 

supervisors. This finding differs from Fakhri et al. (2020), who found that leadership 

significantly influenced employee performance, and Haryadi et al. (2021), who reported a 

positive relationship between transformational leadership and employee performance. The 

difference may reflect the characteristics of the coffee industry, where operational standards 

and routine customer-service activities can reduce the direct influence of leadership style on 

employees' immediate performance. Therefore, leadership may contribute indirectly through 

other factors, such as motivation, organizational commitment, or work culture, rather than 

directly determining employee performance. 

The findings show that work culture has a positive and significant influence on employee 

performance, indicating that a stronger organizational culture is associated with better 

employee performance. This finding is consistent with Social Exchange Theory, which 

suggests that employees tend to reciprocate positive treatment and supportive social conditions 

within the organization through constructive behaviors and greater contributions (Cropanzano 

& Mitchell, 2005). In the context of PT Fore Kopi Indonesia, work culture is reflected in daily 

practices such as discipline, teamwork, cleanliness, adherence to procedures, and customer 

orientation. These shared habits and values provide employees with clear behavioral 

expectations and encourage them to perform their responsibilities consistently. The finding is 

consistent with previous research by Tukan et al. (2022) and Sahmalay et al. (2022), which 

found that work culture positively contributes to employee performance. Thus, a strong and 

consistently implemented work culture can become an important organizational mechanism for 

improving employee performance, particularly in the service-oriented coffee industry. 

The findings also demonstrate that work motivation positively and significantly 

influences employee performance. This result indicates that employees who have stronger 

motivation tend to demonstrate greater effort, responsibility, persistence, and commitment in 

performing their tasks. From the perspective of Social Exchange Theory, employees who 

perceive recognition, appropriate rewards, supportive working conditions, and other positive 

organizational experiences may reciprocate by contributing greater effort to the organization 

(Cropanzano & Mitchell, 2005). This interpretation is supported by recent empirical studies. 

Wulandany et al. (2023) and Putri and Andriani (2024) found that work motivation 

significantly contributes to employee performance, while Laathi'fah and Noekent (2024) 

similarly demonstrated the importance of motivation in improving employee performance. In 

the coffee industry, motivation is particularly important because employees are directly 

involved in customer service, product preparation, teamwork, and maintaining service 

standards. Motivated employees are therefore more likely to demonstrate enthusiasm and 
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consistency in completing their responsibilities, which ultimately contributes to better 

performance. 

Overall, the findings indicate that work culture and work motivation are important factors 

associated with employee performance, whereas leadership style does not show a significant 

direct relationship with performance. These findings provide partial support for Social 

Exchange Theory because employees appear to respond more strongly to the immediate 

organizational environment and motivational conditions than to leadership style alone. A 

positive work culture provides shared norms and supportive social conditions, while motivation 

encourages employees to translate these conditions into greater effort and performance. The 

insignificant role of leadership further suggests that the influence of organizational factors may 

vary according to the characteristics of the industry and the nature of employees' work. In the 

coffee industry, where operational procedures, teamwork, service standards, and daily routines 

are highly important, work culture and motivation may have a more direct role in shaping 

employee performance. This finding highlights the importance of developing a supportive 

organizational culture and maintaining employee motivation as practical strategies for 

improving performance. 

 

CONCLUSION 

This study concludes that work culture and work motivation significantly contribute to 

employee performance, while leadership style does not have a significant direct effect. The 

findings indicate that employees at PT Fore Kopi Indonesia Semarang are more responsive to 

the organizational culture and motivational conditions surrounding their daily work than to 

leadership style alone. A positive work culture characterized by discipline, teamwork, shared 

values, and customer orientation can encourage employees to perform their tasks more 

effectively. Likewise, appropriate motivation through recognition, remuneration, achievement, 

facilities, and supportive working conditions can strengthen employees’ willingness to 

contribute and achieve organizational goals. From the perspective of Social Exchange Theory, 

these findings suggest that employees tend to reciprocate positive organizational experiences 

through greater effort and improved performance. However, the insignificant role of leadership 

indicates that positive leader–employee relationships do not necessarily translate directly into 

higher performance and may depend on other organizational factors. Overall, the study 

highlights the importance of strengthening work culture and maintaining employee motivation 

as key approaches to improving employee performance in Indonesia’s coffee industry. 
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