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Abstract  
 

This study aims to analyze the impact of transactional leadership style and digital competence on the performance of State Civil 
Apparatus (ASN) in the era of the digital revolution, with employee motivation as an intervening variable. This study uses a 

quantitative approach with a sample of 110 ASN from the State Civil Apparatus (ASN) at the Semarang City Transportation 

Service agency. Data was collected through an online questionnaire and used Structural Equation Modelling (SEM) to analyze. 
Outcome of the study show that transactional leadership has a positive impact on employee motivation and ASN performance. 

Digital competency has been proven to have a significant impact on improving ASN performance, both directly and through 
increasing motivation. Employee motivation acts as a partial mediator in the relationship between transactional leadership, digital 

competence, and ASN performance. These findings emphasize the importance of aligning transactional leadership styles with 

developing ASN digital competencies in facing the challenges of the digital revolution. The practical implications of this research 
include recommendations for leadership development programs and digital competency training for ASN, as well as strategies 

for increasing employee motivation in the context of government digital transformation. 
Keywords: Transactional Leadership, Digital Competence, ASN Performance, Employee Motivation, Digital Revolution, 
Government Transformation, PLS-SEM. 
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INTRODUCTION 
In the context of government organizations, the 

Industrial Revolution 4.0 encourages digital 

transformation in the provision of public services. E-

government is one of the main priorities for increasing 

transparency, efficiency and accountability (Gomes. & 

Sousa, 2021). However, digital transformation brings 

new challenges, such as the need to develop digital 

literacy among civil servants, overcome the digital 

divide, and ensure data security (Janowski, 2015). 

 

To face these challenges, government 

organizations need to develop a work culture that 

supports continuous learning, collaboration and 

innovation (Mergel et al., 2018). Strong leadership and 

strategic vision are critical to facilitating digital 

transformation and ensuring that the entire organization 

is ready to embrace change (Van Wart et al., 2017). 

 

The State Civil Service plays an important role 

in the era of digital society, requiring adequate skills and 

competencies, especially in digital technology literacy 

(Ayu Mayangsari Riyadi, 2023). The effectiveness of the 

Civil Service relies heavily on continuous competency 

development, with at least 20 hours of training per year 

to improve individual and organizational performance. 

The digital era emphasizes the urgency for civil servants 

to improve digital competence to be in line with e-

government implementation and provide optimal public 

services. Additionally, transactional leadership, like 

entrepreneurial leadership, is considered essential for 

navigating the challenges and opportunities presented to 

drive innovation and excellence in service delivery. 

 

One aspect that receives special attention in 

efforts to improve ASN performance is leadership style. 

Transactional leadership, characterized by clear 

exchanges between leaders and subordinates regarding 

tasks and rewards, has long been recognized as an 
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effective approach in the management of public 

organizations (Jensen et al., 2019). In the context of 

digital transformation, transactional leadership can play 

an important role in motivating ASN to achieve specific 

targets related to technology implementation and public 

service innovation. Recent research by Li et al., (2021) 

point out that transactional leadership has positive 

impact on employee performance in organizations 

undergoing digital transformation. However, the study 

also underscores the importance of combining a 

transactional leadership style with the development of 

employees' digital competencies to achieve optimal 

results. 

 

Digital competency, which includes the ability 

to use information and communication technology 

effectively, has become an essential skill for ASN in the 

era of the digital revolution. According to Schulz and 

Hennis (2023), digital competence does not only include 

technical skills, but also includes an understanding of the 

ethical and social implications of digital technology in 

the government context. Developing digital competence 

among ASN is both a challenge and an opportunity for 

the government to improve the quality of public services. 

A study conducted by Cordella and Paletti (2022) 

revealed that the level of ASN digital competence is 

positively correlated with the level of innovation and 

efficiency in the provision of public services. However, 

the research also shows that there is a significant digital 

competency gap between ASN at various levels and 

government agencies. This raises the question of how 

digital competency development strategies can be 

aligned with existing leadership styles to optimize ASN 

performance. 

 

Employee motivation emerged as another key 

factor influencing ASN performance in the context of 

digital transformation. Contemporary motivation theory 

emphasizes the importance of intrinsic and extrinsic 

factors in motivating employees (Ryan and Deci, 2020). 

In the context of the public sector, public service 

motivation has long been recognized as the main driver 

of ASN performance (Perry et al., 2021). However, how 

this motivation interacts with the demands of digital 

competence and transactional leadership styles in the era 

of the digital revolution still requires further exploration. 

 

Research conducted by Kim and Fernandez 

(2022) shows that employee motivation can act as a 

mediator between leadership style and organizational 

performance in the context of government digital 

transformation. This study highlights the importance of 

understanding the dynamics of employee motivation in 

efforts to align transactional leadership and digital 

competency development to improve ASN performance. 

 

Although a number of studies have examined 

individual aspects of transactional leadership, digital 

competence, and employee motivation in the context of 

public organizational performance, there is still a gap in 

understanding how these factors interact simultaneously 

in the context of the digital revolution. The study 

conducted by Mergel et al., (2023) emphasize the 

importance of a holistic approach in understanding the 

dynamics of digital transformation in the public sector, 

which includes technological, organizational and human 

resource aspects. 

 

In the Indonesian context, research on 

government digital transformation has shown significant 

variations in the level of readiness and implementation in 

various regions and agencies (Salsabila and Purnomo, 

2022). This raises questions about how factors such as 

transactional leadership, digital competence, and 

employee motivation contribute to such variations and 

how this in turn affects overall ASN performance. 

 

Given the complexity and urgency of this issue, 

comprehensive research is needed to analyze the 

interaction between transactional leadership, digital 

competence, and employee motivation in the context of 

ASN performance in the era of the digital revolution. A 

deeper understanding of these dynamics will provide 

valuable insights for policy makers and public 

management practitioners in designing effective 

strategies to improve ASN performance amidst the 

ongoing digital transformation. 

 

Therefore, this study investigates the impact of 

transactional leadership style and digital capabilities on 

ASNs' performance by considering the mediating role of 

employee motivation. By applying a quantitative 

approach and using structural equation modeling (SEM), 

this study aims to provide a more nuanced understanding 

of how transactional leadership and digital skills 

development can be aligned to optimize ASNs' 

performance in the context of the digital revolution. 

 

The outcome of this study are expected to make 

significant theoretical and practical contributions. 

Theoretically, this study will enrich the literature on 

public management and digital transformation by 

providing an integrative model that links leadership, 

competency, motivation and performance in the context 

of the digital revolution. Practically, the findings of this 

research can be a reference for the government in 

designing leadership development programs, digital 

competency training, and effective motivation strategies 

to improve ASN performance in the digital era. 

 

In order to achieve this goal, this research will 

explore various aspects of the phenomenon studied, 

including the dynamics of transactional leadership in the 

context of digital bureaucracy, challenges and 

opportunities in developing ASN digital competencies, 

as well as factors that influence employee motivation in 

facing digital transformation. Thus, it is hoped that this 

research can make a meaningful contribution in efforts to 

align human resources and technology to create a more 
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effective and responsive government in the era of the 

digital revolution. 

 

The selection of the Semarang City 

Transportation Department as the research object was 

based on several strategic considerations. As an integral 

part of the Semarang smart city program, the 

Transportation Department plays a crucial role in 

implementing smart mobility initiatives, making it a 

clear example of digital transformation in public services 

(Setiadi et al., 2022). Reflecting the dynamics of 

leadership and skills development in the digital age, the 

agency has been strongly committed to adopting digital 

technologies such as intelligent traffic management 

systems and real-time traffic information applications 

(Putra and Suharyanto, 2023). As an agency that deals 

directly with the community, the Semarang City 

Transportation Departement offers a unique perspective 

on the role of ASN motivation and performance in the 

success of the digital transformation of public services 

(Widowati et al., 2022). The complexity of the tasks 

faced, from traffic management to organizing mass 

transportation, reflects the various challenges of ASN in 

the era of the digital revolution. Coupled with data 

accessibility and institutional support, this selection is 

expected to provide applicable and relevant insights 

regarding the alignment of transactional leadership, 

digital competence, and employee motivation in 

improving ASN performance in the era of digital 

transformation. 

 

The research question asked is: What is the 

influence of transactional leadership style and digital 

competence on employee motivation and civil servant 

performance at the Semarang City Transportation 

Department? and does employee motivation act as an 

effective mediator in the relationship between 

transactional leadership style, digital competence and 

civil servant performance? 

 

Theoretical Models and Research Hypotheses 

Employee Performance 

Employee performance in the State Civil 

Service (ASN) is a multifaceted concept that can be 

evaluated through various parameters such as quality of 

work, quantity of work, timeliness, cost effectiveness, 

need for supervision, and the impact of interpersonal 

skills (Ohoiwutun, 2023). Research emphasizes the 

importance of human capital, competency development, 

organizational commitment, culture and work discipline 

in improving the performance and career development of 

ASN in government organizations (Ayu Mayangsari 

Riyadi, 2023; Ina Mega Nuryati & Hikmah Hikmah, 

2023; Sidabutar et al., 2023) . In addition, internal 

motivation, especially public service motivation, has 

been identified as a key factor in improving employee 

performance in ASN, contributing to the overall image 

and competence of the organization (Nursanto et al., 

2023). 

The successful performance of ASN employees 

is determined by factors such as competence, motivation, 

work environment and leadership (Robbins & Judge, 

2017). Leadership style, digital technology literacy, 

employee involvement, organizational culture, and 

performance management systems are key factors that 

influence ASN performance (Gaibu, 2022; Haryani et 

al., 2023; Rochmawati & Indiyati, 2022). Additionally, 

digital technology literacy and employee engagement 

play an important role in improving performance, with 

technostress having a negative impact on employee 

performance in the context of digital transformation 

processes (Çini et al., 2023; Sulila, 2022). Understanding 

and addressing these factors can lead to improved 

performance, efficiency, and quality of service among 

ASN employees, ultimately benefiting the organization 

and the communities they serve. 

 

Employee Motivation 

Employee motivation is a key factor in 

improving organizational performance, including in the 

public service sector. Robbins and Judge (2019) confirm 

that motivation as a process that describes an intensity, 

direction, and persistence of an individual to achieve 

goals. In the work context, employee motivation refers to 

the internal and external motives that influence employee 

behavior and performance in achieving organizational 

goals. Popular motivation theories, such as Maslow's 

Hierarchy of Needs Theory and Herzberg's Two-Factor 

Theory, have long provided the basis for understanding 

employee motivation (Ryan and Deci, 2020). Recent 

study by Perry et al., (2021) highlight the importance of 

public service motivation as a unique factor in improving 

ASNs' performance. This study shows that employees 

with high public service motivation tend to have higher 

commitment and performance in serving the community. 

In this sense, Kim and Fernandez (2022) found that in the 

context of digital transformation in government, 

employee motivation acts as a mediator between 

leadership style and organizational performance. 

 

The role of employee motivation is becoming 

increasingly important in the era of the digital revolution. 

Berman et al., (2023) highlighted that intrinsic 

motivation, such as a sense of achievement and self-

development, plays a significant role in encouraging 

ASNs to adopt and optimize the use of new technology. 

Meanwhile, extrinsic factors such as reward and 

recognition systems remain relevant in maintaining high 

performance amidst rapid technological change. 

 

The case study conducted by Nurhakim et al., 

(2022) on e-government implementation in Indonesia 

shows that the level of employee motivation is positively 

correlated with the success of adopting a new digital 

system. This research reveals that agencies that succeed 

in motivating their employees through training 

programs, incentive systems and effective 

communication show a higher level of success in the 

digital transformation of public services. 
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H1: Employee motivation has a positive effect on 

the performance of civil servants. 

 

Leadership Style 

The transactional leadership style is a 

leadership approach that focuses on clear interactions 

between leaders and subordinates, where performance 

and obedience are rewarded or given specific outcomes. 

Bass and Riggio (2018) define transactional leadership 

as a leadership style that emphasizes transactions and 

exchanges between leaders, colleagues, and 

subordinates. In this context, transactional leaders tend 

to explain performance expectations, provide 

recognition when goals are met, and take corrective 

action when deviations from established standards occur. 

A study by Jensen et al., (2019) found that transactional 

leadership remains appropriate and effective in public 

organizational contexts, especially in situations where 

clarity about tasks and accountabilities is required. This 

study shows that a transactional leadership style can 

increase employees’ efficiency and productivity, 

especially when performing routine, structured tasks. 

 

Transactional leadership roles are becoming 

increasingly complex in the era of digital transformation. 

Li et al., (2021) found that effective transactional leaders 

in a digital context are those who are able to align reward 

systems with the achievement of specific targets related 

to technology adoption and service innovation. This 

study also emphasizes the importance of balancing a 

transactional approach with developing employee digital 

competence. 

 

A relevant case study is research conducted by 

Nguyen et al., (2020) in Vietnam's public sector. They 

observed that government agencies that adopted a 

transactional leadership style adapted to the digital 

context demonstrated higher levels of success in e-

government implementation. Leaders who are able to set 

clear targets for the adoption of new technology and 

provide appropriate incentives are successful in 

encouraging increased employee performance in the 

context of digital transformation. 

 

Furthermore, a comparative study by Mergel et 

al., (2023) in several OECD countries revealed that 

transactional leadership, when combined with elements 

of transformational leadership, can create a conducive 

environment for digital innovation in the public sector. 

This research shows that leaders who are able to balance 

a transactional approach (such as clear target setting and 

performance evaluation) with a transformative vision of 

the role of technology in public services, tend to be more 

successful in managing organizational change in the 

digital era. 

 

Meanwhile, longitudinal research conducted by 

Park and Jang (2022) in South Korea explored the 

effectiveness of transactional leadership in the context of 

smart city policy implementation. They found that a 

transactional leadership style was effective in the early 

stages of implementation, where task clarity and 

accountability were needed. However, as time goes by, 

the combination with elements of transformational 

leadership becomes increasingly important to maintain 

long-term motivation and innovation. 

 

Recent research by Hartanto et al., (2023) in the 

context of government digital transformation in 

Indonesia shows that transactional leadership can 

increase employee motivation in adopting new 

technology. They found that leaders who provide 

incentives and recognition for employees' efforts in 

improving digital competence tend to encourage higher 

motivation in implementing e-government initiatives. 

 

Some criticisms of transactional leadership in 

the context of digital transformation are also worth 

noting. Cordella and Paletti (2022) warn that relying too 

much on a transactional approach can hinder the 

creativity and innovation needed to face complex and 

dynamic digital challenges. They suggest a more holistic 

approach that combines transactional elements with the 

development of a more adaptive and learning-oriented 

organizational culture. 

H2: Transactional leadership style has a positive 

impact on employee motivation. 

H3: Transactional leadership style has a positive 

impact on the performance of civil servants. 

 

Digital Competence 

Digital competency has become a crucial aspect 

in the era of digital transformation, especially in the 

public sector. Vuorikari et al., (2022) define digital 

competence as a set of knowledge, skills and attitudes 

necessary to use digital technology confidently, 

creatively and critically to achieve goals related to work, 

learning, recreation and participation in society. In the 

context of government, Schulz and Hennis (2023) 

expand this definition by emphasizing the importance of 

understanding the ethical and social implications of 

digital technology in public services. 

 

The role of digital competence in improving 

employee performance has been proven by various 

studies. Research by Cordella and Paletti (2022) revealed 

a positive correlation between the level of digital literacy 

of ASNs and the level of innovation and efficiency in the 

provision of public services. They found that employees 

with high digital competence were better able to optimize 

the use of technology to increase productivity and service 

quality. 

 

The relationship between digital competence 

and employee motivation has also been a focus of 

research. Ranjbar et al., (2021) found that increasing 

digital competence can increase employees' sense of self-

efficacy, which in turn has a positive impact on their 

intrinsic motivation. This study shows that employees 

who feel competent in using digital technology tend to 
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be more motivated to adopt new innovations and 

contribute to the organization's digital transformation 

initiatives. 

 

An example of a relevant case study is 

longitudinal research conducted by Kim et al., (2023) in 

South Korea. They observed the implementation of a 

digital competency development program for ASN over 

three years and found that increasing digital competency 

not only improved employee performance in tasks 

involving technology, but also had a positive impact on 

motivation and overall job satisfaction. Employees who 

experience increased digital competency report higher 

levels of engagement and show greater initiative in 

proposing and implementing digital innovations in their 

workplace. 

 

Furthermore, a comparative study by Mergel et 

al., (2023) in several OECD countries revealed that 

government organizations that successfully integrated 

digital competency development into their HR 

management strategies demonstrated higher levels of 

digital readiness. This research found that a holistic 

approach in developing digital competencies, which 

includes technical training, conceptual understanding of 

digital transformation, and development of soft skills 

such as adaptability and continuous learning, is 

positively correlated with increased employee 

motivation and performance in the e-government 

context. 

 

Meanwhile, research by Azmi et al., (2022) in 

Malaysia explores the complex interactions between 

digital competence, employee motivation, and ASN 

performance in implementing smart governance. They 

found a mutually reinforcing effect between digital 

competence and employee motivation; increased digital 

competence drives motivation to engage further in digital 

initiatives, while high motivation encourages employees 

to proactively improve their digital competence. These 

two factors together contribute significantly to 

improving employee performance in the context of 

government digital transformation. 

H4: Digital competence has a positive impact on 

employee motivation. 

H5: Digital competence has a positive impact on the 

performance of civil servants. 

 

RESEARCH METHODS 
This study focuses on quantitative assessment 

of transactional leadership style, digital competence, 

employee motivation, and civil servant performance. 

Transactional leadership style was measured using a 

scale developed by Pearce and Sims (2002) and Somech 

(2005) (Munsamy et al., 2023). Digital competency was 

assessed based on a study by Khan et al., (2020) 

(Munsamy et al., 2023). Employee motivation was 

measured using the Utrecht Work Engagement Scale 

(UWES) developed by Schaufeli et al., (2002) (Chauhan, 

2023). Data collection involved questionnaires to gather 

insights into these variables, aiming to understand the 

interactions between leadership style, digital literacy, 

engagement and performance in the public sector. 

 

In the field of public administration, measuring 

the performance of civil servants is very important to 

improve the quality of governance and services 

(Furculița, 2023). To ensure the validity and reliability of 

data collection instruments, studies such as the Global 

Survey of Public Servants (GSPS) have become 

essential, providing detailed data on public officials' 

attitudes and experiences with management practices 

(Castelo & Gomes, 2023; Schuster et al., 2023) . 

 

In addition, the development of digital 

measurement instruments, such as OSTMonp, has 

played an important role in assessing factors such as job 

satisfaction, transformational leadership, and work 

motivation on civil servant performance, with rigorous 

validity and reliability tests ensuring the accuracy of the 

data collected (Schuster et al., 2023). By adopting and 

adapting established instruments such as those of 

Vigoda-Gadot et al., (2008), questionnaires adapted to 

the specific study context were used for data collection, 

either online or offline, among a selected sample of civil 

servants, thereby contributing to a more comprehensive 

understanding of public sector dynamics and 

performance measurement practices. 

 

Partial least squares structural equation 

modeling (PLS-SEM) technique is used in this study. 

SmartPLS is used because it can simultaneously analyze 

complex structural models including latent variables and 

formative and recursive indicators. The analysis steps 

include evaluation of the outer model to assess construct 

validity and reliability, evaluation of the inner model to 

test the relationships between latent variables, and testing 

the mediation effects using a bootstrap procedure. The 

results of the SmartPLS analysis provide information on 

the significance of path coefficients, R-squared values, 

and effect sizes to comprehensively test the research 

hypotheses. 

 

RESULTS 
Respondent characteristics 

A picture of an office with an even group of 

male and female employees, most of them between the 

ages of 25 and 45, with some over the age of 45. These 

employees have a bachelor's degree or even higher, 

indicating a high level of education, and among these 

employees, some have worked for more than five years, 

while others have less experience in public 

administration or local tax affairs. They work in various 

positions, from staff, sub-section heads, sub-field heads, 

section heads, to secretaries, which show different 

hierarchies in the organization. Despite having diverse 

educational backgrounds, the majority of them have 

degrees in economics or accounting, which is very 

relevant to their work at the Semarang City 

Transportation Agency. 
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Table 1 below is a detailed demographic profile of the 105 respondents in the sample. 
 

Table 1: Demographic Profile of Respondents 

Respondent Profile Frequency Percent 

Gender Man 52 49.5 

Woman 53 50.5 

Educational background Economic accounting 78 74.3 

Law 2 1.9 

Other 17 16.2 

Social 5 4.8 

Technique 3 2.9 

Last education Diploma (D3) 14 13.3 

Bachelor degree) 59 56.2 

High school/equivalent 11 10.5 

Strata 2 (Master) 21 20.0 

Position Head of Subdivision/Head of Subdivision/Ksubdie/Kasi 9 8.6 

Other 93 88.6 

Secretary/Head of Division/Head of Division 3 2.9 

Length of work ? 21 years 46 43.8 

15 years 13 12.4 

11 - 15 years old 14 13.3 

16 - 20 years old 27 25.7 

8 - 10 years 5 4.8 

Age ? 51 years old 34 32.4 

20 - 30 years 11 10.5 

31 - 40 years old 18 17.1 

41 - 50 years old 60 40.0 

 

Table 1 shows that the respondents consisted of 

49.5% men and 50.5% women, so the composition was 

quite balanced. Most respondents (74.3%) have an 

educational background in Economics/Accounting, the 

majority (56.2%) have a Bachelor's degree (S1), the 

majority (88.6%) have other positions not mentioned, the 

majority ( 43.8%) have worked for 21 years or more, and 

the majority (40%) are between 41-50 years old. 

 

In general, this data describes the profile of 

respondents who are dominated by individuals with an 

educational background in Economics/Accounting, a 

Bachelor's degree (S1), have other positions not 

mentioned, have worked for more than 21 years, and are 

aged between 41-50 years. 

 

Validity and reliability 

Validity refers to the measurement of a 

construct. In SEM, convergent validity is usually 

evaluated based on the factor loading values of the 

indicators that measure the construct. The recommended 

loading factor value is >0.5. Meanwhile, reliability refers 

to the consistency of construct measurement. Reliability 

is tested with AVE (Average Variance Extracted), the 

recommended AVE value is above 0.5 and composite 

reliability, the recommended value is above 0.7. 

 

Table 2: Validity and reliability criteria for each construct 

Concept Indicator Loadings Cronbach's 

Alpha 

AVE Composite 

reliability 

Transactional 

Leadership 

Set clear expectations and provide rewards for 

achieving targets 

0.885 0.895 0.761 0.927 

Actively monitor performance and take corrective 

action when deviations from standards occur. 

0.897 

Explain employee roles and responsibilities in the 
context of digital transformation 

0.815 

Emphasizes compliance with established standards 

and procedures, especially in the context of technology 

adoption 

0.889 

Digital 
Competence 

ASN's ability to search, evaluate and manage digital 
information. 

0.877 0.881 0.678 0.913 

ASN's ability to communicate and collaborate using 

digital technology. 

0.839 

ASN's ability to create and edit digital content 0.862 
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Concept Indicator Loadings Cronbach's 

Alpha 

AVE Composite 

reliability 

ASN understanding and practices related to digital 
security 

0.744 

ASN's ability to identify needs and solve technical 
problems 

0.787 

Employee 

Motivation 

The internal drive of employees to do their work 0.872 0.844 0.762 0.906 

Employee motivation oriented to the public interest 0.846 

Motivation that comes from external factors. 0.900 

Civil Servant 
Performance 

Complete tasks according to provisions 0.761 0.852 0.692 0.900 

Results meet specified quality standards. 0.837 

Providing the best service to the community 0.844 

Receive input and criticism 0.880 

 

From Figure 1 and Table 2, we can see that 

more than 70% of the variance of each indicator can be 

explained by the variables in this study. Overall, all latent 

variables can explain the variance of the data. The 

composite reliability values of the four latent variables 

have a composite reliability greater than 0.6. This means 

that the specified indicators can measure every latent 

variable adequately or it can be said that the 

measurement model is reliable.  

 

The good convergent validity values are also 

reflected in the high correlations between the indicators 

that make up the construct. Since the AVE values of the 

five latent variables have values greater than the 

minimum criterion, i.e., 0.5, it can be said that the 

convergent validity measures are good or meet the 

criteria for convergent validity. The next criterion is 

discriminant validity by comparing the correlations 

between constructs with the AVE root or Fornell-Lacker 

criteria in Table 3. 

 

Table 3: Fornell-Lacker Criteria 

Path Transactional 

Leadership 

Digital Competence Employee Motivation Civil Servant 

Performance 

Transactional Leadership 0.873    

Digital Competence 0.494 0.872   

Employee Motivation 0.744 0.543 0.832  

Civil Servant Performance 0.671 0.490 0.727 0.823 

***Fornell-Lacker Criteria should be more than the correlation value of that construct 

 

Based on Table 3, all constructs meet the 

Fornell-Lacker criteria, indicating that all constructs are 

valid and reliable. 

 

Inner Model Assessment 

The feasibility of the model is tested using the 

r^2^ value. The analysis result of r^2^ value of employee 

engagement was 0.486. This figure shows that 48.6% of 

the variability of endogenous variables can be explained 

by the variability of exogenous variables while the r^2^ 

value of employee performance is 0.665. This figure 

explains that 66.5% of the variability of endogenous 

variables can be explained by the variability of 

exogenous variables.  

 

In addition to r^2^, the influence of exogenous 

variables on endogenous variables was also investigated 

which can be seen from the effect size values f^2^ and 

Q^2^ shown in Figure 1 and Table 4. 

 

Table 4: r-square, f-square, Q and q-square 

Construct r-square*) f-square**) Q-square ***) 

Employee Motivation 0.486   

Civil Servant Performance 0.665   

*) Path with r-square less than 0.5 considered as weak predictive accuracy; **) path with an f-square above 0.35 is 

considered large; ***) path q-square more than 0.25 is considered medium predictive relevance 

 

Table 5 data shows that Employee Motivation 

has an f-square value of 0.486 > 0.35, meaning that the 

independent variable has a large effect/influence on the 

Employee Motivation construct. Meanwhile, for Civil 

Servant Performance, the q-square value is 0.665 > 0.25, 

meaning the model has good predictive relevance (more 

than moderate) in predicting the Civil Servant 

Performance construct. 
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Hypothesis test 

The results of path coefficients (path betas) and t-statistics obtained through bootstrapping with a sample size of 

234 are shown in Figure 1 and Table 5. 

 

Table 5: Path beta, t-value, and P-value 

Path Path beta t-value P-value Results 

Employee Motivation (Z)→Civil Servant Performance (Y) 0.420 0.085 0,000 Accepted 

Transactional Leadership (X1)→Employee Motivation (Z) 0.217 0.092 0.019 Accepted 

Transactional Leadership (X1)→Civil Servant Performance (Y) 0.154 0.096 0.110 Not Accepted 

Digital Competence (X2)→Employee Motivation (Z) 0.565 0.119 0,000 Accepted 

Digital Competence (X2)→Civil Servant Performance (Y) 0.370 0.098 0,000 Accepted 

 

Table 5 shows that employee motivation has a 

significant effect on civil servant performance (P-value 

< 0.05), transactional leadership has a significant effect 

on employee motivation (P-value < 0.05), but does not 

have a significant effect on civil servant performance (P- 

value > 0.05). Digital Competence has a significant 

effect on employee motivation and civil servant 

performance (P-value < 0.05). 

From these results it can be concluded that 

employee motivation, transactional leadership, and 

digital technology literacy have a significant influence 

on related variables, except for the path from Visionary-

Participatory Leadership to Civil Servant Performance 

which is not significant. 

 

 
Figure 1: Path diagram and loading factor values 

 

Figure 1 shows the influence value Employee 

Motivation to Civil Servant Performance 0.420 with a p 

value of 0.000. Pinfluence Transactional Leadership to 

Employee Motivation 0.217 with a p value of 0.019, 

against Civil Servant Performance 0.154 with a p value 

of 0.110. Influence Digital Competence to Employee 

Motivation 0.565 with a p value of 0.000, against 

performance of civil servants 0.370 with a p value of 

0.000. 

 

DISCUSSION 
The influence of employee motivation on employee 

performance 

Employee motivation is consistently identified 

as an important factor influencing employee 

performance in various organizational settings. Recent 

research by Perry et al., (2021) emphasizes the 

importance of public service motivation as a unique 

factor that drives ASN performance. The study shows 

that employees with high public service motivation tend 



 
 

Nurwahyudin et al, Saudi J Econ Fin, Aug, 2024; 8(8): 259-273 

© 2024 | Published by Scholars Middle East Publishers, Dubai, United Arab Emirates                                            267 

 
 

to have higher commitment and performance in serving 

the community. In this sense, Kim and Fernandez (2022) 

found that employee motivation acts as a mediator 

between leadership style and organizational performance 

in the context of digital transformation in government. 

 

These results are consistent with the general 

idea that motivated employees tend to perform better. 

The path coefficient of 0.420 and p-value < 0.001 shown 

in the question indicates that there is a statistically strong 

significant relationship between employee motivation 

and employee performance, highlighting the importance 

of promoting motivation to organizational success. 

 

Employee motivation, as highlighted in various 

research papers (Punj, 2023 & 2023; Sun & 

Bunchapattanasakda, 2019), is indeed an important 

element in the development of effective human 

resources. Motivated employees demonstrate high levels 

of commitment, participation, and enthusiasm for their 

organization's goals and values, leading to increased 

productivity and performance. 

 

This increased motivation and enthusiasm 

allows employees to make a significant contribution to 

the achievement of organizational goals, which is 

especially important in the public sector where the 

delivery of quality services that are responsive to 

community needs is paramount. By encouraging 

employee engagement through a variety of practices and 

strategies, organizations can increase employee 

satisfaction, reduce turnover rates, and ultimately drive 

success by aligning individual efforts with the 

organization's overarching mission. 

 

Employee motivation is indeed a multifaceted 

concept that includes cognitive, emotional, and 

behavioral dimensions as highlighted by Macey et al., 

(2009) (Ngozi & Edwinah, 2022). Cognitively motivated 

employees demonstrate a clear understanding of their 

roles and responsibilities in the organization, while 

emotional motivation signals strong attachment and 

enthusiasm for their work (Viterouli et al., 2022). This 

emotional connection often leads to positive emotions 

such as happiness and joy, contributing to better health 

and increased competence, ultimately aiding in talent 

retention (Albrecht et al., 2023). 

 

Additionally, behavioral motivation plays an 

important role in encouraging employees to go above and 

beyond and put in extra effort which is correlated with 

increased performance and productivity (Huang et al., 

2022). Organizations that encourage all three aspects of 

motivation are more likely to experience increased 

employee satisfaction, reduced turnover rates, and 

overall business success. 

 

Empowering civil servants through increasing 

motivation is very important to grow a professional 

bureaucracy with integrity (Nanda Vebryna et al., 2023). 

This empowerment increases employee well-being and 

job satisfaction, leading to higher levels of commitment 

and loyalty to the organization (Muhammad & Husen, 

2019). In addition, the ethical behavior of state civil 

servants is influenced by factors such as honesty, 

motivation, environmental conditions, and codes of 

ethics (Wood et al., 2020). The reputation of civil 

servants plays an important role in shaping the overall 

reputation of the state apparatus, highlighting the 

importance of maintaining a positive image through 

ethical behavior and effective service delivery (ARK A 

et al., 2023). Therefore, by promoting motivation, 

ensuring ethical behavior, and prioritizing employee 

training and development, the state apparatus can 

cultivate a workforce that is dedicated and committed to 

providing optimal services to the community. 

 

Employee motivation also plays an important 

role in improving the performance of public sector 

organizations and achieving their goals. Research by 

Sabekti & Setiawan (2023) highlights the mediating role 

of employee motivation in improving employee 

performance through training and rewards. Miawati et 

al., (2022) emphasized the importance of organizational 

culture and servant leadership in encouraging health 

worker engagement in public hospitals. Additionally, 

Viterouli et al., (2022) underscore the importance of 

factors such as work environment, leadership, training, 

and compensation in encouraging employee engagement 

and preventing turnover in multinational companies. 

Furthermore, Gan et al., (Deepalakshmi et al., 2024) 

emphasized the positive impact of Public Service 

Motivation (PSM) on job satisfaction, organizational 

commitment, and turnover intention through employee 

motivation. 

 

By creating a conducive work environment, 

offering self-development opportunities, and 

implementing a participative leadership style, 

organizations can increase employee engagement, 

motivation, and overall performance, in line with 

Sudibyo and Mukzam's recommendations. 

 

The Influence of Transactional Leadership Style on 

Employee Commitment and Performance 

The study shows that transactional leadership 

style has a significant positive impact on employee 

motivation, supporting previous research (Njoku & 

Guillermo, 2023; Soetirto et al., 2023). In particular, the 

path coefficient of 0.217 and p-value of 0.019 highlight 

the importance of a leadership style that embraces 

employee engagement and provides a clear vision to 

increase employee motivation. However, the same 

leadership style does not have a significant direct impact 

on executive performance, with a path coefficient of 

0.154 and p-value of 0.110. This suggests that the impact 

of leadership style on employee performance is fully 

mediated by employee motivation, highlighting the 

important role of motivation in transforming leadership 
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behavior into better performance outcomes (Juma et al., 

2023; Alamri, 2023). 

 

Research findings from various studies provide 

insight into the relationship between leadership style, 

motivation, and employee performance. While 

transactional leadership style has been shown to 

significantly influence employee motivation (Soetirto et 

al., 2023), the direct impact on civil servant performance 

may not be statistically significant (Ismuhadjar et al., 

2017). 

 

This shows that the influence of transactional 

leadership on employee performance is fully mediated 

by employee motivation (Rabuana & Yanuar, 2023). 

Employee motivation, as highlighted by Saks (2006), 

acts as an important link between organizational factors 

such as leadership and work outcomes such as 

performance (Aferi et al., 2023). 

 

Therefore, it can be concluded that in the 

context of public services, the effectiveness of 

transactional leadership in improving employee 

performance operates primarily through increasing 

employee motivation, indicating the importance of 

encouraging motivation to encourage increased 

performance. 

 

The performance of civil servants is influenced 

by various factors beyond just leadership style. Research 

shows that factors such as competence, motivation, work 

environment, and reward systems play an important role 

in shaping employee performance (Son & Vy, 2022; 

Arisman, 2022; Widayanto & Nugroho, 2022; Stocks, 

2016; Tamimi & Sopiah, 2022). 

 

The study highlights the importance of 

organizational culture, recruitment and selection 

processes, and leadership in improving employee 

performance, emphasizing the need for attention to 

reward management factors to improve overall 

performance in public organizations. In addition, the 

interaction between leadership, organizational culture, 

work competence, and work motivation can have a 

significant impact on employee performance, with 

leadership and organizational culture indirectly 

influencing performance through the mediation of work 

motivation. 

 

Additionally, the presence of a conducive work 

environment, coupled with an effective leadership style 

and high work motivation, positively influences 

employee performance, underscoring the importance of 

aligning these factors for improved organizational 

outcomes. 

 

Although a transactional leadership style can 

increase motivation, these other factors must also be 

considered to ensure improved performance of civil 

servants. The influence of leadership style on employee 

performance can also vary depending on the 

organizational context and existing work culture. In a 

government bureaucratic environment that tends to be 

hierarchical and bureaucratic, a transactional leadership 

style may not be enough to directly improve the 

performance of civil servants (Vigoda-Gadot et al., 

2008). 

 

However, these findings do not reduce the 

importance of transactional leadership style in increasing 

employee motivation, which will ultimately contribute to 

improving the performance of civil servants. Leaders 

who involve employee participation and present a clear 

vision can create a work environment that supports 

employee motivation, which is an important factor for 

improving overall organizational performance. 

 

The Influence of Digital Competence on Employee 

Commitment and Performance 

Digital competence is proven to have a 

significant positive influence on employee motivation 

(path coefficient 0.565, p <0.001) and also on the 

performance of civil servants (path coefficient 0.370, p 

<0.001). This finding is in line with previous research 

which states that digital competence is an important 

factor in increasing employee motivation and 

performance in the current digital era (Hendarwan et al., 

2022; Khan et al., 2020; Van Laar et al., 2017). 

 

Employees who have good digital technology 

competence can utilize technology effectively in 

carrying out their duties and responsibilities, thereby 

increasing their motivation and performance. 

 

In today's digital era, digital literacy stands out 

as an important competency for civil servants, as 

highlighted by various research papers (Aji Nugroho et 

al., 2023; Ilmu et al., 2022). Civil servants need to have 

the ability to effectively use and utilize digital 

technology to improve their performance and 

productivity in fulfilling their duties and responsibilities. 

 

The study emphasizes that digital competence 

is essential for optimizing administrative procedures, 

ensuring transparency, and improving achievement 

systems in local governments. Digital literacy allows 

civil servants to immediately respond to citizens' needs, 

participate in competency development programs, and 

undergo transparent performance assessments. 

 

In addition, integrating digital competencies 

into the personnel management system facilitates the 

implementation of the merit system and accelerates the 

progress of civil servants in the digital society era. 

Therefore, increasing digital literacy among civil 

servants is critical to their effectiveness and success in 

the evolving digital landscape. 

 

Therefore, these findings underline the 

importance of increasing digital competence for civil 
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servants as an effort to empower state officials. With 

good digital literacy, civil servants will be more involved 

in their work and can provide better performance in 

serving the community. 

 

CONCLUSION 
This study examines the impact of transactional 

leadership style and digital competency on employee 

motivation and performance of Semarang City 

Transportation Service Department. Based on the data 

analysis conducted, several important conclusions were 

reached regarding the research hypotheses. 

 

First, the first hypothesis that employee 

motivation has a positive impact on civil servant 

performance is accepted (H1 is accepted). This outcome 

is consistent with previous studies that highlighted the 

importance of employee motivation in increasing 

productivity, work quality, and organizational 

commitment. 

 

Second, the second hypothesis that 

transactional leadership style has a positive impact on 

employee motivation is accepted (H2 is accepted). 

However, the third hypothesis that transactional 

leadership style has a positive effect on executive 

performance is rejected (H3 is rejected). These results 

indicate that the effect of transactional leadership style 

on executive performance is fully mediated by employee 

motivation. 

 

Third, the fourth hypothesis which states that 

digital competence has a positive effect on employee 

motivation is accepted (H4 is accepted). Furthermore, 

the fifth hypothesis which states that digital competence 

has a positive effect on the performance of civil servants 

is also accepted (H5 is accepted). 

 

The findings of this research emphasize the 

importance of increasing employee motivation in an 

effort to improve the performance of civil servants. 

Therefore, government organizations need to develop 

strategies and programs that can encourage employee 

motivation, such as creating a conducive work 

environment, providing opportunities for self-

development, and implementing a transactional 

leadership style. 

 

Government organizations also need to pay 

attention to the leadership style applied, especially in 

terms of adopting a transactional leadership style. By 

providing a clear vision and involving employees in 

decision making, leaders can increase employee 

motivation, which in the end will contribute positively to 

improving organizational performance. 

 

It has been proven that digital literacy has a 

positive impact on the motivation and performance of 

civil servants. Therefore, government agencies should 

provide training and capacity development to improve 

the digital literacy of civil servants.  

 

This study contributes theoretically by 

expanding the understanding of factors influencing the 

motivation and performance of civil servant employees 

in the context of government organizations in the digital 

era. The findings support and strengthen previous 

theories that highlight the importance of transactional 

leadership style, digital capabilities, and employee 

motivation in improving organizational performance 

 

Research Weaknesses and Recommendations for 

Further Research: 

This research was only conducted in one 

government agency, so the generalization of the research 

results is limited. Future research can expand the scope 

of research by involving more government agencies or 

comparing between agencies, as well as exploring the 

mediating or moderating role of other variables that may 

be relevant in the relationship between leadership style, 

digital competence, employee motivation, and civil 

servant performance. A qualitative or mixed methods 

approach can be considered in future research to gain a 

deeper understanding of the phenomenon under study. 

 

Therefore, this article delves into the impact of 

transactional leadership style and digital literacy on 

employee motivation and performance of Semarang City 

Transport Department. This study provides important 

insights into the importance of motivating employees, 

adopting appropriate leadership styles, and enhancing 

digital skills to improve the performance of government 

organizations in the digital era. 
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