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he purpose of the Republic of Indonesia is to protect the whole Indonesian nation, 

the entire homeland of Indonesia and the intellectual life of the nation. (Preambule 

of the Constitution State Republic of Indonesia Year 1945). The word “protecting” 

also means providing equal opportunity fair for men and women. General welfare will be 

achieved if women and men get the same and fair chance in the economic, social, cultural and 

political. 

One of the targets in the MDGs (Millennium Development Goals or MDGs) is gender 

equality and women's empowerment. The main problems of this research are how the diverse 

roles of women in education work and empower others in various fields. This study uses a 

structural approach to culture and because both of these aspects that support women to 

actualize himself both as a woman and as an entrepreneur for the benefit of society. 

This study use female perspective with qualitative and quantitative approaches. The 

research is conducted a qualitative research with in-depth interviews and observations. 

Meanwhile quantitative methods conducted by collecting the distribution of questionnaires, 

processing data based on research design using Path Analysis and analyzes comprehensively. 

The research is trying to dig women’s power of dreams, achieving success and 

beneficial to society, and to find out people's views on the empowerment. It took one 

speakers who have dreams, comprehensive and simultaneous efforts to build a culture of 

learning through educational institutions, maternal health in particular, and empower women 

to be able to live independently and help provide for the family. 
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INTRODUCTION 

Gender discourse continues to move on, in which gender is not only different from time to 

time, but also between cultures, ideologies, social factors, political and economic (Ivan A. 

Hadar, 2001:93-111) 

Academic debate about the widespread gender equality around the world, including planting 

fundamentally through the philosophy of Aristotle about dualism hierarchy, which requires a 

twin opposition to the dominance of one party over the other, men dominate women 

(Aristotels, 1983:54).  

It is also found in the Law of Hammurabi which the domination of men over women is 

absolute, as well as Assyrian Law (1200 BC), which cancels the rights of women as a mother. 

(FatmagulBerktay, 2008:1-39.) 

Definition of men by patriarchal society is based on three concepts of metaphysics, namely: 

identity, dichotomy, and nature. (Donny GahralAdian 2001:23-34). Man is resourceful, that 

symbolizes peace, active, strong, and stable. While women are portrayed with emotion, 

passive, weak and unstable, even inferiority of women is considered as an accomplice of evil. 

(OverdustSuralaga&EriRosatria (ed.), 2002:49-50.) 

Development of science, culture and technology to make the above does not apply in some 

areas such as: Arapesh tribe in Papua Newgini, who argue that pregnancy and childbirth is a 

task with a husband and wife, so that they are freed from other tasks clan. Aborigine tribes in 

Australia and islands in Papua NeoginiTobriand believe that parenting is an important task of 

both mother and father (AgusPurnomo, 2010). 

Gender equality is understood parsed role in the role of women in parliament (The constraints 

on Women's Participation in Parliament (Nadezhdashvedova, 2002) as well as women are 

entitled to a decent education because women are by nature educators in the family, but it is 

also empirically demonstrated that women education can reduce fertility rates, generally 

women who worked delay to marry young so that the momentum of population explosion can 

be reduced (DityasaForddantaHanin, 2012) 

Figure women as leaders can be used as inspiration for community development in a country. 

This research position themselves as advocates of gender equality, where women can 

optimize the potential paradigm beyond passive actors in development (reproductive). 

This study aims to demonstrate empirically that women can play doubles with the 

uniqueness, not only as a person but also as a companion, teacher and leader. 

This research study about the power of the empowerment of human resources is done by one 

of the inspiring heroine who "is not an ordinary woman". Researchers presented the results of 



direct observation, in-depth interviews and questionnaire data processing method and then 

analyze the data with the mixture. The theory behind this research is quantitative 

Transformational Leadership, Quality Leadership&EmployeeExchange, Organizational 

Citizenship Behavior, Organizational Culture, Performance and Welfare. 

Researchers measured the level of welfare of employees based on their performance at 

organization that is affected by several factors. The important factor that determines the 

performance of the employee and the organization's ability to adapt to environmental change 

is leadership (leadership). (Bass, 2003 and Locander, 2002). An organization will success or 

fail largely determined by the leadership.(Thoha, 2004). 

The concept of leadership divided into two based on the styles, behaviors and situations that 

include a leader of the concepts of transactional and transformational leadership. (Locander, 

2002: Bass, 1985) 

Transformational leadership develops and directs the potential and ability of subordinates to 

achieve organizational goals even beyond (Dvir, 2002). Transformational leadership to 

motivate subordinates to do better than what can be done, so as to increase the self-

confidence or confidence that subordinates will affect the performance improvement. 

Transformational leadership and compensation are all factors that affect the performance of 

employees. It is the same as that expressed by McCormick and Tiffin. (Lako, 2004) 

With transformational leadership, followers feel the trust, admiration, loyalty and respect for 

the leader, and they are motivated to do a good job. (Maulizar, Said Musnadi, MukhlisYunus, 

2012) 

If an employee is treated fairly by the supervisor in relation to aspects of distributive, 

procedural aspects, interpersonal, and informational, employees will feel feedback as a 

benefit. (Reis, 2002: Sparr, 2008). The influence of the quality of the leader-member 

relationship between the performances of employees in PG KebunAgung is high. 

(WidiyatiRahayu, 2010) 

In addition, organizational citizenship behavior is also said to be able to increase the 

productivity of co-workers and managers (MacKenzie, Podsakoff, & Fetter, 1993). 

Work behaviors that support the improvement of organizational performance. (Fatdina, 2009) 

Organizational culture is the beliefs held by organization members, then developed and 

passed on to solve the problems of external adaptation and internal integration problems. 

(Tika, 2006: 4, PhitiSithiAmnuai) 

Strong organizational culture associated with superior performance (Tika, 2006: 141, Kotter 

and Heskett) 



There is a significant positive effect on the welfare of employee performance. (AntoSawaldi, 

SlametRianto, Yuherman, 2012) 

Thus researchers examined the power of women through the above variables. 

Conceptual Framework 

Picture 1 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Researchers collect primary data through interviews with 7 people consisting of 

Adviser Pertiwi Foundation President, Vice President, HR manager, BBC manager and two 

employees female. Data in the interim analysis, and researcher distributing questionnaires to 

40 respondents were collected with a complete charging. After that the data be processed 

with SPSS 17 and analyzed using path analysis. Results of qualitative and quantitative 

analysis are combined into the final analysis. 

Table of gender, age and working age showed evenly distributed questionnaires to 40 

respondents who had been recommended by human resources managemet, where more 

women than men, aged productive (11-20 years old) with 1-10 years of working age.where 

more women than men, aged productive (11-20 years old) with 1-10 years of working age. 
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Table 6 
JenisKelamin, usiadanmasakerja 

SEKS MALE FEMALE 
TOTAL 14 26 

YEARS OLD 
(20-30 TH) 
(31-40 TH) 
(41-50 TH) 

 
4 
4 
7 

 
8 
9 
8 

WORKING AGE 
(1-10 TH) 

(11-20 TH) 
(21-30 TH) 

 
6 
4 
6 

 
11 
9 
4 

 

DISCUSSION 

Existence of the woman is the urgent segment of a society because women play an 

important role in shaping the character of a nation. 

Men and women do not have to conform to traditional roles. (Birgitta Dahl, Speaker 

of Parliament, Sweden) The man does not have to behave as a woman to be able to take care 

of the children, as well as the uniqueness of woman can be a wife, mother, professional or 

Member of Parliament. (Anna Balletbo, Member of Parliament, Spain) 

This research conducted in the Pertiwi, for 1 year below the leadership of Mrs. TutiIndrayani 

(59 years old) or Mrs.Yeni. 

The result of the interview 

At the beginning Pertiwi start from BBC in 1980 led by Mr.Suharsono (Mrs.Yeni’s 

husband). Mrs. Yeni is a housewife who entrepreneurship in the field of beauty, clothing and 

skills. She has a high awareness of guiding his two sons (Agung S and Arif N) that one day 

his son would be beneficial human to religion, homeland, and nation. She is concern for 

education, which is proven when Mr. Suharsono invites her to be involved in the 

development of the BBC in 1984. This tough woman trying to balance his dual role, not only 

as a useful individual, but also as a wife without forgetting her duties to service her husband, 

continually guide their children in order to make them great, as well as leading human 

resources to be professional staff and can produce excellent performance. Because of her hard 

work, BBC experiencing significant growth until now has 41 branches of BBC, 3 universities 

(STBA, STIE, and AKPAR Pertiwi), 16 branches of Bimbel Calculus,  1 Pertiwi SMK and 1 

Ibtidaiyah Elementary School and all coordinated centrally in Rawamangun.. 

 

 

 



The result of the Direct observation 

Role in the Family 

Expression of love, patience and complementary to a culture of communication within 

the household that nurtured it since 1977. Shared vision and mission unites families and 

communicate continuously an important agenda that underlies the family. The simple life 

(long ago until now have not had any with productive assets are not little) they still 

maintained as a form of identity in the community, but intellectual, and spiritual character 

continues to develop and empower as ketauladanan in the family. The figure of his wife, 

mother and sister are "super" according to her husband, children and her sisters deserve 

carried by a woman born in this August 3th1954. Dedication to family is evident from the way 

the mother Yeni motivate, assist and educate the children and grandchildren (preparing 

packed lunches nutritious, vitamin almost every day except Monday and Thursday (sunnah 

fasting is their family tradition) and reminiscent of the prayer time, breaks, lunch and study 

every day). Their families were always renew religiosity and spirituality to maintain the 

quality of individual and family. 

Leaders in organization 

Coleris melancholy character inherent in the leadership of Pertiwi, led by strength of 

character, such as dynamic, active, strong-willed in achieving goals, tends to be orderly, neat, 

scheduled, arranged according to the pattern of a high standard but the other has weaknesses, 

including impatient, emotional, haste, make decisions and workoholik. Domination desire to 

change conditions for the better in fundamental and comprehensive early joining (years 1984-

1991) made his physical and mental balance disturbed, until 1991 Yeni mother convicted of 

serious illness doctors required him to rest for approximately 7 years (1991 -1997). The 

incident became the starting point of a gradual change in the character of the leader (try to 

suppress emotions, to work effectively, leading a healthy lifestyle and improve spirituality) is 

not directly change the style of leadership (from transactional to transformational) when his 

condition gradually recovered and returned to lead the organization in 1998. 

Pertiwi leadership changes the style of leadership in accordance with the terms and 

conditions. At the time of growth, Mrs.Yeni led 10 persons at the first (early involvement of 

BBC) until now reached 400 people in the organization, Pertiwi use authoritarian leadership 

style (transactional). Conflict management is the key in any employee’s response for leader 

policy. The developmental of Pertiwi in period 1990-2008 era led by transformational 

leadership style, where empowerment is the key of success of obtaining achievements both 

formal and non-formal. The name of togetherness, the preparation of vision and mission is 



made together (bottom up) with representatives from each employee management to the 

bottom line. Thus harmonization of interpersonal relationships in conjunction with the 

performance. In line with the development of the organization, is to concentrate on the 

creative leader in application management system (formed the structure of internal Quality 

assurance and External ISO-based) that is supported by technology. 

In addition to education, the thing that caught her attention was the human resources, 

health and spirituality. Development of human resources in the Pertiwi is not quite the 

intellectual development of employees (through seminars, trainings, provide continuing 

education scholarships, courses and skills), the formation of character (through training of 

character, leadership, grooming and personality) but also supported by a healthy lifestyle by 

maintaining hygiene and environmental health (through health seminars are followed by all 

employees, gymnastics and sports every week, specially women's because the healthy life is 

very important to fight for family and she also requires all employees to care for the 

environment while saving energy) as well as a conducive environment for the implementation 

of "joint kesholehan" (calling for Muslim employees and is able to fasting sunnah, distribute 

zakat, donation and alms to amil zakat institutions and foundations MiftahulJannah, requiring 

Muslim women should cover the nakedness of Muslimah clothing, invite employees Muslim 

men to seclude themselves in the last few days of Ramadan mosque, worship according to 

religious tolerance and other beliefs ) in order to achieve that balance, then she also active in 

other activities such as running, the health sector: gymnastics instructor, trainer and spiritual 

health: regular chanting and community service) 

As a growing organization, exploiting opportunities and challenges both internally 

and externally requires a formula of proven strategies that can last more than 100 years old 

(one of the dreams of Mother leadership always delivered in each event along) and the 

synergy of all the parties. Management strategies implemented in operations management, 

especially to the gap problem understanding the vision and mission as well as management in 

the organization (the character of the family business). Pro-contra are common in the 

dynamics for all members of an organization dedicated to the principle PERTIWI (Priority, 

Empowering, Resourcesfull, Act Big Small Thing, Inspiring, Winner mindset, 

Innovative).Until one day all the employees will be proud and happy to be a part of Pertiwi. 

Pertiwi is known for its performance is not a big name leaders. 

The family is not an obstacle to compliance leadership within the organization, the 

organization will not change the role, functions and devotion to family, that's a lesson that 

can be derived from this particular female leaders.  



The result of the path analysis 

In one pathway analysis model and the most important requirement to be met is a 

significant correlation between exogenous and endogenous variables, with a value of less 

than 0.95 as well as other requirements such as the classical assumptions of each structure on 

the model. 

Used path analysis model is trimming the model path analysis model that is if there is 

a path coefficient in the model is not significant, then the path should be removed from the 

model or repaired model. 

Table 2 
Correlation Coefficient Matrix Between Variables 

Correlations 

  Transformati
onal 
Leadership 
(X1) 

Quality 
Leaders 
Exchange 
(X2) 

Organizational 
Citizenship 
Behaviors (X3)

Organization
al Culture 
(X4) 

Performa
nce (Y) 

Welfare 
(Z) 

Transformational 
Leadership (X1) 

Pearson Correlation 1 .041 -.235 .505** .800** .795** 

Sig. (2-tailed)  .804 .145 .001 .000 .000 

N 40 40 40 40 40 40 

Quality 
Leaders&Employ
ee Exchange (X2) 

Pearson Correlation .041 1 .486** -.039 .120 -.041 

Sig. (2-tailed) .804  .001 .812 .462 .800 

N 40 40 40 40 40 40 

Organizational 
Citizenship 
Behaviors (X3) 

Pearson Correlation -.235 .486** 1 -.170 -.303 -.396* 

Sig. (2-tailed) .145 .001  .293 .058 .012 

N 40 40 40 40 40 40 

Organizational 
Culture(X4) 

Pearson Correlation .505** -.039 -.170 1 .695** .600** 

Sig. (2-tailed) .001 .812 .293  .000 .000 

N 40 40 40 40 40 40 

Performance (Y) Pearson Correlation .800** .120 -.303 .695** 1 .946** 

Sig. (2-tailed) .000 .462 .058 .000  .000 

N 40 40 40 40 40 40 

Welfare (Z) Pearson Correlation .795** -.041 -.396* .600** .946** 1 

Sig. (2-tailed) .000 .800 .012 .000 .000  

N 40 40 40 40 40 40 

**. Correlation is significant at the 0.01 level (2-tailed)         

*. Correlation is significant at the 0.05 level (2-tailed).          

Based on the table above it can be concluded that the model has a significant 

relationship and correlation strength is less than or equal to 0.95. This indicates that the 

model fit and can proceed to the next analysis. 

 
 



Picture 2 
Structural Model and Correlation Matrix Between Variables 
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The path analysis model has a five-point coefficients that ρyx1, pyx2, ρyx3, ρyx4, 

ρzy, ρzx1, ρzx4 and six correlation coefficient is rx1x2, rx1x3, rx1x4, rx2x3, rx2x4, and 

rx3x4. Where the coefficients in the model is calculated using the formula of Pearson product 

moment correlation matrix shown in the table above (correlations). 

Path coefficient calculation Structure I 

Y = ρyx4 + ρyx3 +ρyx2 + ρyx1 + e1 

Table 3 
Transformational Leadership (X1), Quality Leaders&Employee Exchange (X2), 

Organizational Citizenship Behaviors (X3), Organizational Culture(X4), and 
Performance (Y) 
Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

1 .893a .798 .775 3.392 

a. Predictors: (Constant) Transformational Leadership (X1), Quality 
Leaders&EmployeeExchange (X2), Organizational Citizenship 
Behaviors (X3), Organizational Culture(X4), and Performance (Y) 
 

Based on the model summary table above shows that the value coeffcientscorrelation 

(R) between Transformational Leadership variable (X1), Quality Leaders&Employee 

Exchange (X2), Organizational Citizenship Behaviors (X3), Organizational Culture (X4), 
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towardPerformance (Y) is 0,893. This means that the relationship between variables are 

strong. And the coefficient of determination (R2) or R square between the variable of 0,798 

(79,8%). This means that the contribution given by the variable Transformational Leadership 

(X1), Quality Leaders&Employee Exchange (X2), Organizational Citizenship Behaviors 

(X3),Organizational Culture (X4), toward Performance (Y) is 79,8% and the remaining 

20,2% (100% - 79,8% = 20,2%) came from other factors that researchers not involved in this 

research. 

Table 3 
Transformational Leadership (X1), Quality Leaders&Employee Exchange (X2), 

Organizational Citizenship Behaviors (X3), Organizational Culture(X4), and 
Performance (Y)  

ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1593.683 4 398.421 34.629 .000a 

Residual 402.692 35 11.505   

Total 1996.375 39    

a.  Predictors: (Constant) Transformational Leadership (X1), Quality Leaders&Employee
Exchange (X2), Organizational Citizenship Behaviors (X3), Organizational Culture(X4) 

b. Dependent Variable: Performance (Y)        

From the table above ANOVA F value obtained values between variables influence 

Transformational Leadership (X1), Quality Leaders&EmployeeExchange (X2), 

Organizational Citizenship Behaviors (X3), Organizational Culture (X4), toward 

Performance (Y) is equal to 34,69 with a significance value is equal to 0,000. Because Fcount 

34,69 value> 2,64 and a significance value 0,000 <α = 0,05, then this proves that variable X 

(X1, X2, X3 and X4) simultaneously significant effect toward Performance (Y). 

Table 4 
Transformational Leadership (X1), Quality Leaders & Employee Exchange (X2), 

Organizational Citizenship Behaviors (X3), Organizational Culture(X4), and 
Performance (Y)  

Coefficientsa

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig.B Std. Error Beta 

1 (Constant) 27.615 10.072  2.742 .010

Transformational Leadership .692 .116 .542 5.973 .000

Quality Leaders&Employee Exchange .378 .154 .217 2.450 .019

Organizational Citizenship Behaviors -.395 .168 -.214 -2.351 .024

Organizational Culture .399 .089 .394 4.464 .000

a. Dependent Variable: Performance     



 
According to the table coefsisients obtained that all values of t and path coefficients 

significant at α = 0,05 as follows: 

1. Transformational Leadership (X1) variable tcountis equal to 5,973 and significance value 

is 0,000. Because Transformasi Leadership (X1)variable tcountis 5,973> 1,68,ttabel 

calculated by the formula where nk = 40-5 = 35 = 1.68 and a significance value 0,063< α 

= 0,05, it can be concluded that Transformational Leadership (X1 ) significantly affects 

the performance (Y). 

2. Quality Leadership & Employee Exchange (X2) variable tcountis equal to 2,450 and 

significance value is 0,019. Because Quality Leadership & Employee Exchange (X2) 

variable tcountis 2,450> 1,68, ttabel calculated by the formula where nk = 40-5 = 35 = 

1,68 and a significance value 0,158> α = 0,05, it can be concluded that Quality 

Leadership & Employee Exchange (X2) unsignificantly affects the performance (Y). 

3. Organizational Citizenship Behaviors (X3)variabletcount is equal to 2,351 and significance 

value is 0,024. Because Organizational Citizenship Behaviors (X3)variable tcountis 

2,351> 1,68,ttabel calculated by the formula where nk = 40-5 = 35 = 1,68 and a 

significance value 0,024<α = 0,05, it can be concluded that Organizational Citizenship 

Behaviors (X3) a significant effect toward performance (Y). 

4. Organizational Culture (X4) variable tcountis equal to 4,464 and significance value is 

0,000. Because Organizational Culture (X4)variable tcountis 4,464> 1,68,ttabel 

calculated by the formula where nk = 40-5 = 35 = 1,68 and 0,000 significance value 

0,141> α = 0,05, it can be concluded that Organizational Culture (X4) unsignificantly 

affects toward performance (Y). 

5. Value of the variable path Transformational Leadership (X1) toward Performance (Y) = 

ρyx1 = Beta = 0,542. 

6. Value of the variable pathQuality Leadership & Employee Exchange(X2) toward 

Performance (Y) = ρyx2 = Beta = 0.217. 

7. Value of the variable path Organization Citizenship Behavior (X3) toward Performance 

(Y) = ρyx3 = Beta = 0.214 

8. Value of the variable path Organizational Culture (X4) toward Performance (Y) = ρyx4 = 

Beta = 0.394 

 

 

 



Table 5 

Calculation Results Summary and Path Coefficient Testing Sub Structures I 
 

Model 
Path 

Coefficient Tcount 
ttable 

(α=0,05) 
ρ R2 

X1(ρyX1) 0,542 5,973 1,68 0,000 

0,798 
X2(ρyX2) 0,217 2,450 1,68 0,019 

X3(ρyX3) 0,214 2,351 1,68 0,024 

X4 (ρyX4) 0.394 4,464 1,68 0,000 

 
From the summary table can conclude sub structure than sub-structure model of 

causal relationships Transformational Leadership (X1), Quality Leaders Exchange (X2), 

Organizational Citizenship Behaviors (X3), Cultural Organization (X4), toward Performance 

(Y) does not need to be fixed by trimming method can also be formed mathematical equation 

as follows: Y = 0,542 X1 + 0,217 X2 + 0,214 X3 + 0,394 X4. 

Picture 2 
Causal relations in Sub-Structure 1 
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Picture 3 
Structural Model and Correlation Matrix Between Variables 
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Path coefficient calculation Structure II 

Y  =ρzy + ρzx4 +ρzx1 + ρyx3 + ρyx2 +  e2 

Table 6 
Transformational Leadership (X1), Quality Leaders & Employee Exchange (X2), 

Organizational Citizenship Behaviors (X3), Organizational Culture(X4),Performance 
(Y) and Welfare (Z) 

Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

1 .965a .932 .922 1.917 

a. Predictors: (Constant) Transformational Leadership (X1), Quality 
Leaders& Employee Exchange (X2), Organizational Citizenship 
Behaviors (X3), Organizational Culture(X4), and Performance (Y) 
 

Based on the model summary table above shows that the value coefficient 

correlation (R) between Transformational Leadership (X1), Quality Leaders&Employee 

Exchange (X2), Organizational Citizenship Behaviors (X3), Organizational Culture 

(X4), Performance (Y)toward Welfare (Z) variable is 0,965. This means that the 

relationship between variables is strong. And the coefficient of determination (R2) or R 

square between the variable of 0,965 (96,5%). This means that the contribution given by 
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the variable Transformational Leadership (X1), Quality Leaders&Employee Exchange 

(X2), Organizational Citizenship Behaviors (X3), Organizational Culture (X4), 

Performance (Y) toward Welfare (Z) variable is 93,2% and the remaining 6,8% (100% - 

93,2% = 6,8%) came from other factors that researchers not involved in this research. 

Table 7 
Transformational Leadership (X1), Quality Leaders & Employee Exchange 

(X2), Organizational Citizenship Behaviors (X3), Organizational Culture(X4), 
Performance (Y), and Welfare (Z) 

ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1712.694 5 342.539 93.240 .000a 

Residual 124.906 34 3.674   

Total 1837.600 39    

a. Predictors: (Constant Transformational Leadership (X1), Quality Leaders Exchange (X2), 
Organizational Citizenship Behaviors (X3), Cultural Organization (X4) and Performance (Y) 

b. Dependent Variable: walfare (Z) 
 
 

       

Coefficientsa

Coefficients 
Model 

Coefficients   
 t 

 
Sig.Unstandardized 

Coefficients 
Standardized 
Coefficients 

Beta 

 
1 
 

 B Std. Error     

 
Transformational Leadership 

24.111 6.273  3.844 .001

Quality Leaders&Employee 
Exchange 

.077 .093 .063 .827 .414

Organizational Citizenship 
Behaviors 

-.264 .094 -.158 -2.803 .008

Organizational Culture -.042 .102 -.024 -.412 .683

Performance -.137 .063 -.141 -2.165 .037

     

 From the table above ANOVA F value obtained values between variables influence 

Transformational Leadership (X1), Quality Leaders Exchange (X2), Organizational 

Citizenship Behaviors (X3), Organizational Culture (X4), the Performance (Y) is equal to 

34.69 with a significance value is equal to 0.000. Because Fhitung93,24 value> 2,64 and a 

significance value 0,000 <α = 0,05, then this proves that the variable X (X1, X2, X3 and X4) 

Performance (Y)simultaneously significant effect toward Welfare (Z). 

1. Transformational Leadership (X1) variable tcount is equal to 0,827and significance value 

is 0.000. Because Transformational Leadership (X1)variable tcount is0,827<1,ttabel 

calculated by the formula where nk = 40-5 = 35 = 1,68 and a significance value 0,414 > α 



= 0.05, it can be concluded that the Transformational Leadership (X1 ) unsignificantly 

affects towardwelfare (Z). 

2. Quality Leadership & Employee Exchange (X2)variable tcount is equal to 2,803 and 

significance value is 0,008. Because Quality Leadership & Employee Exchange 

(X2)variable tcount is2,803 > 1,68 ttabelttabel calculated by the formula where nk = 40-5 

= 35 = 1,68 and a significance value 0,008<α = 0.05, it can be concluded that the quality 

exchange Leaders & Employees (X2) significantly affects towardwelfare (Z). 

3. Organizational Citizenship Behaviors (X3) variable tcountis equal to 0,412 and 

significance value is 0,024. Because Organizational Citizenship Behaviors (X3) variable 

tcountis 0,412 > 1,68,ttabel calculated by the formula where nk = 40-5 = 35 = 1,68 and a 

significance value 0,683>α = 0,05, it can be concluded that the Organizational 

Citizenship Behaviors (X3) unsignificantly affects toward welfare (Z). 

4. Organizational Culture (X4)variable tcount is equal to 2,165 and significance value is 

0,000. Because OrganizationalCulture (X4) variable tcount is2,165 > 1,68,ttabel 

calculated by the formula where nk = 40-5 = 35 = 1,68 and 0,000 significance value 

0,037< α = 0,05, it can be concluded that the Cultural Organization (X4) significantly 

affects towardwelfare (Z) 

5. Performance (Y)variable tcount is equal to 10,097and significance value is 0,000. Because 

Performance (Y) variable tcountis 10,097> 1,68, ttabel calculated by the formula where 

nk = 40-5 = 35 = 1,68 and 0,000 significance value 0,000< α = 0,05, it can be concluded 

that the Performance (Y) significantly affects toward welfare (Z). 

6. Value of the variable path Transformational Leadership (X1) towardWelfare (Z) = ρzx1 = 

Beta = 0,063. 

7. Value of the variable pathQuality Leadership & Employee Exchange (X2) towardWelfare 

(Z)  = ρzx2 = Beta = 0,158. 

8.  Value of the variable path Organization Citizenship Behavior (X3) towardWelfare (Z) = 

ρzx3 = Beta = 0,024 

9. Value of the variable path Organizational Culture (X4) towardWelfare (Z)  = ρyx4 = Beta 

= 0,141 

10.Value of the variable path Performance (Y) toward Welfare (Z)  =ρzy = Beta = 1,005 

 

 
 
 
 



Table 9 
Calculation Results Summary and Path Coefficient Testing Sub Structures I 

 
Model Path 

Coefficient 
Tcount ttable Model Path 

Coefficient 
X1(ρzX1) 0,063 0,827 1,68 0,414 

0,932 
X2(ρzX2) 0,158 2,803 1,68 0,008 
X3(ρzX3) 0,024 0,412 1,68 0,0683 
X4 (ρzX4) 0,141 2,165 1,68 0,037 
Y  (ρzy) 1,005 10.097 1,68 0,000 

 
From the summary table, I can conclude sub structure than sub-structure model of 

causal relationships Transformational Leadership (X1), Quality Leaders&Employee 

Exchange (X2), Organizational Citizenship Behaviors (X3), OrganizationalCulture (X4), 

Performance (Y)toward Welfare (Z) that need to be fixed with trimming method, variables 

should be removed from the model or repaired model, can also be formed mathematical 

equation as follows: Z = -0,063 X1 + 0,158 X2 - 0,024 X3 + 0,141 X4+ 1,005Y  

CONCLUTION 
Researcher to conclude that there are significant between Transformational Leadership (X1), 

Quality Leaders&EmployeeExchange (X2), Organizational Citizenship Behaviors (X3), 

OrganizationalCulture(X4), Performance (Y) significantly affects toward Welfare (Z). But 

sometime leadership style andOrganizational Citizenship Behaviorsunsignificantly affects 

toward welfare if the condition stabil with system.  

Thorough analysis of the results of this research areGood leadership is capable of optimizing 

the performance of its employees, seeking the welfare of the employees and empower them 

to be useful for others. 
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