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Abstract: The research objective of the study is to analyze and confirm the 

influence of leadership styles, incentives, and organizational culture on agents' 

performance in social security acquisition. The information was gathered from 

190 BPJS Ketenagakerjaan agents across 21 branch offices in the East Java 

region. The research data obtained by filling out online questionnaires were 

then processed using a structural equation modeling (SEM) partial least squa-

res (Smart PLS Version 4.0) approach. The findings show that there is an inf-

luence of leadership style and incentives toward organizational culture on age-

nts, and leadership style is more dominant than incentives toward organizatio-

nal culture. Furthermore, the effect of the incentives variable and organizatio-

nal culture variable on performance has a positive and significant effect. The 

leadership style variable, however, has a negative effect on performance. Or-

ganizational culture affects performance more than leadership style and incen-

tives. In addition, organizational culture as an intervening variable fully medi-

ates the effect of the leadership style variable on performance. Furthermore, 

the organizational culture variable can partially mediate the relationship betw-

een incentives and performance. These findings are expected to provide direc-

tion for organizations to improve agents' performance by inspiring a shared 

vision, modeling the way, providing awards or recognition, and developing 

standards of attitudes that clearly and measurably describe the organization's 

vision and mission. Further studies are needed in the same model applied to 

the national level of samples. 
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INTRODUCTION 

 The new normal is raising awareness among 

companies to pay attention and improve aspects 

that can affect performance. Through the actions, 

plans, and routines, organizations are becoming in-

creasingly conscious of adapting to their new nor-

mal issues (Loureiro et al., 2021). The global pan-

demic changes an organization's whole system, af-

fecting organizational culture dynamics (Lane et 

al., 2020). Human Resource Management (HRM) 

plays a critical role in assisting all parties to deal 

with the immense problems caused by the pande-

mic's resulting changes. Specifically, management 

should function as essential strategic partners and 

develop a new culture of change that may drive 

employees to adjust to the new normal situation 

(Manuti et al., 2020). Indonesia confronts major 

issues due to low and insufficient social security 

contributions. Only 3.7% of non-wage earners, 

who comprise the 93 million workers, are protect-

ed by social security schemes by BPJS Ketenaga-

kerjaan (later stated as BPJamsostek). According 

to the Badan Perencanaan Pembangunan Nasional 

(2019), the National Medium-Range Development 

Plan (RPJMN) for the years 2020-2024, the mem-

bership coverage of BPJamsostek was intended to 

be greater than 30% in 2024. In addition, it was 

projected that in 2029, universal involvement wo-

uld be achieved (Badan Perencanaan Pembangun-

an Nasional, 2019). Due to the minimal number of 

participants, BPJamsostek found a way to expand 

social security collection by activating the Perisai 

agent program. The agent is in charge of assisting 

with membership expansion among non-wage ear-

ners. The existence of this program is expected to 

increase social security participation in Indonesia. 

 

Table 1. Comparison of the number of agents 

and the acquisition 

 

Description 2018 2019 2020 

Agents offices 836 2,127 1,575 

Perisai agents 3,598 7,453 4,694 

Agents 

acquisition 
407,328 555,497 523,540 

Source: Annual report BPJS Ketenagakerjaan (2020) 

 
 The protocol's strictness during the pande-

mic limits agents' performance in socializing, con-

ducting presentations, and expanding membership. 

BPJamsostek is aware that a new strategy should 

be taken to increase the agent's performance. The 

decrease in acquisition can be influenced by vario-

us factors, including leadership style, incentives, 

and organizational culture, all of which impact the 

agent performance. Table 1 shows the decline in 

agent acquisition followed by the decline in mem-

bership acquisition. During the outbreak in 2020, 

BPJamsostek recruited 2,150 agents, bringing the 

cumulative number of agents to the end of the re-

porting period at 4,694 people, representing a gro-

wth of 37.02%. The total sum of the membership 

dues that can be collected has reached 205 billion 

Indonesian Rupiah (IDR). East Java accounts for 

the largest majority of newly enrolled participants 

in 2020 (21.03%). The perisai as an agent are scat-

tered throughout Indonesia from organizations or 

institutions that are not affiliated with BPJamsos-

tek and have their own organizational culture and 

leadership style. They are connected to BPJamsos-

tek through ongoing incentive programs. In this ar-

ticle, the author seeks to address the issue of whe-

ther the organizational culture, leadership style, 

and incentive program affected the agent's perfor-

mance. 

 The impact of organizational culture and le-

adership style on performance has been the subject 

of several studies in various organizations and bu-

sinesses. Experts from various fields have found 

that specific leadership styles can boost employe-

es' performance (Hoang et al., 2019; Nguyen et al., 

2021; and Zainudin, 2021). Leadership and indivi-

dual performance have a mutual relationship. Re-

search from Kristanti and Harahap (2012), Febrian 

et al. (2016), and Khan et al. (2020) suggested that 

leadership has a significant impact on the perform-

ance of human resources (HR) in a positive direc-

tion. However, some research has found little evi-

dence between leadership styles and performance 

(Jacobsen and Andersen, 2017). The success of an 

organization is also dependent on a strong relati-

onship between the organizational culture and lea-

dership (Ramos et al., 2016; Valdivia et al., 2019). 

Organizational culture has the ability to enhance 

organizational performance, problem-solving, and 

the individual satisfaction (Hellriegel et al., 2001). 

This statement is supported by the results of Irfan 

et al. (2019), Sihombing et al. (2018), and Pawiros-

umarto et al. (2017). According to Raf et al. (2014), 
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corporate culture, work environment, and motiva-

tion can benefit and noticeably impact performan-

ce. However, research by Lembang et al. (2015) 

and Renyut (2017) found that organizational cul-

ture does not affect employee performance. Sever-

al studies have suggested that incentives are rew-

ards to motivate and create good conditions for ac-

hieving organizational goals (Coccia, 2019). The 

extrinsic incentive (reward) system and the intrin-

sic incentive (reward) system have a direct and sig-

nificant effect on performance (Taba, 2018). Rese-

arch by Sihombing et al. (2018) showed that the 

leadership style significantly affected rewards and 

organizational culture but had no significant effect 

on employee performance. 

 Research in management studies remains 

appealing and expands our understanding of per-

formance-enhancing aspects. The fact that the out-

comes of previous studies on employee perform-

ance are inconsistent allows the opportunity to in-

vestigate how leadership style, incentives, and or-

ganizational culture influence performance with 

different subjects to the agents of the non-profit-

based organization, namely BPJamsostek East Ja-

va regional office throughout 21 office branches. 

This study seeks to learn and analyze using statis-

tical methods based on the events and theories giv-

en above. The researchers proposed a solution to 

the research gap by incorporating factors influenc-

ing agents' performance in Indonesian social secu-

rity institutions. The findings of this research will 

lay a new foundation for important decisions that 

will be made in the future to enhance the agents' 

performance in BPJamsostek. Research is antici-

pated to be used as a material input to maintain or 

enhance the agent's performance. 

 

LITERATURE REVIEW  

Leadership Styles 

 Robbins and Judge (2013) stated that lead-

ership is influencing a group toward achieving a 

vision and setting goals. A leadership style encom-

passes various aspects, such as how to lead, com-

municate, monitor, make choices, give orders, and 

divide duties. Leadership is the capacity to persua-

de people to assist the organization in achieving its 

goals (Ivancevich et al., 2008). According to Kou-

zes and Posner (2017), the context of leadership 

style identified five leadership behaviors: model- 

ing the way, inspiring a shared vision, challenging 

a process, enabling others to act, and encouraging 

the heart. The results of the empirical studies by 

Febrian et al. (2016), Irfan et al. (2019), Khan et 

al. (2020), Manurung (2020), and Zainudin (2021) 

suggest that leadership has a significant impact on 

performance in a positive direction. 

 

Organizational Culture 

 Organizations with a certain culture attract 

the individuals with certain characteristics to join. 

Wambugu (2014) defined organizational culture 

as what is communicated to the individual by the 

organization regarding employees' experiences w-

hile working for the company. Kreitner and Kinic-

ki (2013) defined organizational culture as a patt-

ern of fundamental assumptions that have been de-

termined or developed to study successful integra-

tion strategies considered novel. Therefore, it must 

be taught to new members the correct way of thin-

king, perceiving, and caring about the issue. Ac-

cording to Robbins and Judge (2013), the dimensi-

ons used to distinguish organizational culture are 

seven primary characteristics that together capture 

the nature of organizational culture: innovation a-

nd risk-taking, attention to detail, result orientati-

on, people orientation, team orientation, aggressi-

veness, and stability. 

  

Incentives 

 Incentives are rewards to motivate and crea-

te good conditions for achieving organizational go-

als (Coccia, 2019). There are two types of incenti-

ves. Intrinsic and extrinsic incentives have differ-

ent characteristics and produce different organiza-

tional effects. Dessler (2011) stated that the incen-

tives are divided into direct financial payment, in-

direct compensation, and non-financial reward. 

According to Bernardin and Russel (2010), rew-

ards encompass all sorts of monetary outcomes 

and tangible benefits from employees as part of 

the job relationship. Personal needs can be directly 

satisfied by intrinsic incentives by generating an 

intrinsic reward for those who complete the tasks 

(Frey and Jegen, 2001). O'Reilly et al. (1991) sta-

ted that extrinsic incentives are more likely to im-

pact employees' commitment to an organization o-

ver time. Extrinsic incentives are important in re-

lation to organizational commitment. 
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Performance 

 In an organizational context, performance is 

typically measured by the degree to which organi-

zational members contribute to achieving organi-

zational objectives (Khosla, 2016). Meanwhile, 

according to Mathis and Jackson (2006), perform-

ance is a productive starting point for an organiza-

tion to achieve its goals. The more successful em-

ployees are in their role within the organization, 

the more successful it is. Employee performance 

is very comprehensive, and the key performance 

indicators that can be accepted and recognized fr-

om the organization's success are interpreted as in-

dicating performance toward achieving organiza-

tional goals and objectives (Masa'deh et al., 2017). 

Five indicators can be used to evaluate performan-

ce more accurately based on Bernardin and Russel 

(2010): work quality, labor quantity, time Effici-

ency, need for supervision, and interpersonal im-

pact.

 

 
 

Figure 1. Conceptual Framework 

 

HYPOTHESIS DEVELOPMENT  

 A ton of conflicting and confusing writing 

on leadership can be found in the literature. Addi-

tionally, there are numerous approaches to explai-

ning leadership. The understanding of leadership 

is pervasive with references to leadership-related 

contingency theories. Pham and Kim (2019) defi-

ned leadership as an attempt made by the leader to 

influence others (interpersonally) while leveraging 

communication to achieve particular goals. Accor-

ding to a study, leadership philosophies can favor 

how employees behave (Berraies and Abidine, 

2019). 

H1 : Leadership style has an influence on the per-

formance of agents. 

 

 Khan et al. (2020) discovered that leader-

ship has a strong favorable relationship with busi-

ness culture. Schein and Schein (2004) asserted th-

at a leader's responsibility is to establish and main-

tain an organization's culture. According to this no-

tion, the efficiency of leadership determines how 

people behave in organization (Soomro and Shah, 

2019). The leader must be able to influence em-

ployee behavior in a positive manner, which will 

eventually cause subordinates to enjoy their work. 

H2 : Leadership style has an influence on the orga-

nizational culture of agents. 

 

 In management, incentives are a reward us-

ed to inspire employees and create ideal conditions 

for attaining certain goals and fostering organizati-

onal growth. Taba (2018) asserted that both incen-

tive systems have a direct, significant effect on 

performance. 

H3 : Incentives has an influence on the performan-

ce of agents. 

 

 O'Reilly et al. (1991) found that incentives 

are more likely to have a long-term effect on em-

ployees' involvement in a firm. Marwan (2011) al-

so discovered a link between incentives and corpo- 
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porate culture. 

H4 : Incentives has an influence on the organizati-

onal culture of agents. 

 

 Jie et al. (2020) and Sabani et al. (2021) ob-

served that organizational culture is established via 

experience with members when the problem-solv-

ing process influencing the organization's existen-

ce is going well. According to the findings of this 

study, an organization's culture significantly im-

pacts agent performance. 

H5 : Organizational culture influence the perform-

ance of agents. 

 

 Pawirosumarto et al. (2017) found that lea-

dership and organizational culture are inextricably 

linked, as every aspect of leadership practice im- 

pacts organizational culture. Leaders must set a 

good example that their subordinates will follow. 

Employees who work following the leadership's 

instructions will produce positive results. This em-

ployee's good behavior will influence performan-

ce. 

H6 : Organizational culture mediates leadership 

style and performance. 

 

 Sihombing et al. (2018) stated that there 

was a significant effect of incentives (rewards) on 

organizational culture and performance. Lumban-

tobing (2019) suggested that when organizational 

members possess organizational culture, boosting 

incentives might increase employee performance. 

H7 : Organizational culture mediates the incenti-

ves and performance. 

 

METHOD  

 

Table 2. Variable and Indicator 

 

No Variable Indicator Source 

1. Leadership Styles 1. Modeling the way 

2. Inspired by a shared vision 

3. Challenge a process 

4. Enabling others to act 

5. Encouraging the heart 

Kouzes and Posner (2017) 

2. Incentives Intrinsic incentives 

Extrinsic incentives 

Coccia (2019) 

3. Organizational Culture 

 

1. Innovation and risk-taking 

2. Attention to detail 

3. Result orientation 

4. People orientation 

5. Team orientation 

6. Aggressiveness 

7. Stability 

Robbins and Judge (2013) 

4. Performance Work Quality 

Labor Quantity 

Time Efficiency 

Need for Supervision 

Interpersonal Impact 

Bernardin and Russel (2010) 

 

 This study used quantitative methods. This 

study's population consisted of all agents from the 

BPJamsostek East Java Regional Office's 21 offi-

ce branches. The data collection method used in 

this study is the distribution of questionnaires thr-

ough Google Forms. The East Java regional office 
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was selected because the highest concentration of 

agent offices in 2020 will be in the East Java regi-

on, with a total of 915 active agents. The sampling 

technique used in this study was quota sampling. 

The sample in this study was composed of 190 a-

gents. The variables to be measured are converted 

into indicator variables using a Likert scale. Each 

instrument is classified into five categories and as-

signed a score from 1 - 5: strongly agree (score 5), 

agree (score 4), neutral (score 3), disagree (score 

2), and strongly disagree (score 1). The data analy-

sis technique used in this study was structural equ-

ation modeling (SEM) with partial least squares 

(SmartPLS 4.0). The variables used in this study 

consist of exogenous variables (leadership style 

and incentives), intervening variables (organizati-

onal culture), and endogenous variables (perform-

ance). The indicators of each variable are present-

ed in Table 2. 

 

RESULTS 

 This study obtained 190 respondents from 

the total number of people in the research sample. 

The characteristics of respondents from the study 

were classified according to gender, education le-

vel, age, length of employment as an agent, and 

type of other income sources. The data processing 

results indicate that men are more prevalent as 

agents, with a total of 64% men compared to 36% 

women. Characteristics of respondents based on 

their level of education showed that 49% of res-

pondents had a high school diploma, 45% had a 

bachelor's degree, 5% had a diploma degree, and 

only 1% of respondents had a junior high and a 

master's degree. According to the analysis, agents 

aged 17 to 25 made up 7% of the total, followed 

by 23% of agents aged 26 to 35, 39% of agents 

aged 36 to 45, 29% of agents aged 46 to 55, and 

2% of agents aged 56 to 65. Characteristics of the 

respondents based on their time spent working as 

agents showed that 53% of respondents had work-

ed for one to two years, 27% had worked for three 

to five years, and 21% had worked for less than a 

year. Furthermore, 91% of respondents indicated 

that they have income sources other than serving 

as agents. Being an agent can be considered work 

performed outside the respondent's normal work-

ing hours. 
 

 
 

Figure 2. Research Model Path 
 

Convergent Validity Test 

 When the loading factor value >0.7, a const-

ruct's optimum measure or validity is reached (Gh-

ozali, 2014), this study excluded certain research 

indicators with a loading factor <0.7. This method 

uses a reflective model on all variables to remove 
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the indicator without affecting the construction. 

Indicators OC2, PE8, PE9, and PE10 were deleted 

from the research model. 

 

Discriminant Validity Test 

 The OC5, OC9, and LS8 indicators are eli-

minated from the test findings because their load-

ing factor values are less than those of the other 

variables. Hair (2019) stated that the Fornell-Larc-

ker criterion approach compares the square root of 

the AVE for each construct to the correlation value 

between the components in the model to assess 

discriminant validity. The diagonal value between 

the constructs must be bigger than the correlation 

values in other constructs. The test result of discri-

minant validity test shown in Table 3.  

 

Table 3. Discriminant validity test results with the Fornell-Larcker Criterion 

 

 Incentives Leadership Style Organizational Culture Performance 

Incentives 0.842    

Leadership Style 0.569 0.900   

Organizational Culture 0.749 0.779 0.790  

Performance 0.722 0.559 0.781 0.863 

Source: PLS output results (2020) 

 

Construct Reliability Test 

 Average Variance Extracted (AVE) is grea-

ter than 0.5, and Composition Reliability (CR) is 

greater than 0.7, indicating that the construction is 

good or dependable (Hair, 2019). All variables in 

this study are reliable since their composite relia-

bility value is greater than 0.70 and their Cron-

bach's alpha values are greater than 0.60.

 
Table 4. Construct Reliability 

 

 Average Variance 

Extracted (AVE) 

Cronbach's 

Alpha (CA) 

rho_A Composite 

reliability 

Incentives 0.709 0.863 0.865 0.907 

Leadership Style 0.810 0.970 0.975 0.974 

Organizational Culture 0.624 0.939 0.942 0.948 

Performance 0.745 0.942 0.944 0.953 

Coefficient of Determination (R2) 
  

Table 5. R-Square 
 

Variable R Square (R²) 

Organizational Culture 0.770 

Performance 0.676 

 

 According to Hair (2019), R square value ≥ 

0.67 is considered strong (significant), a value of 

0.33 to 0.67 is moderate, and less than 0.19 is we-

ak. According to Table 5, the R-Square Adjusted 

value for organizational culture variable is 0.770, 

indicating that the proportion of the effect of lea-

dership styles and incentives is 77.0% and that the 

model is rated as strong. R-Square Adjusted value 

for the performance variable is 0.676, indicating 

that the proportion of the effect of leadership styl-

es, organizational culture, and incentives is 68.0%, 

and the model is categorized as good. 

 

Predictive Relevance (Q2) 

 Q2 equals the determination coefficient (R-

Square). The value of Q Square (Q2) of 0 indicates 

that the model has predictive relevance; the value 

of Q2 of less than 0 suggests that the model has 

less predictive relevance; or, where all Q2 values 
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are greater, the model can be deemed more fitted 

to the data (Hair, 2019). The following computati-

on reveals the value of Q2 in the study: 

Q2 = 1 – (1-R1² ) (1-R2²)....(1-Rn2) 

Q2 = 1 – (1-0.770) (1-0.676) 

Q2 = 0.925 

 The outcome of the calculation indicates th-

at Q2 equals 0.925. This value suggests that the 

variables evaluated can be described by this model 

to the extent of 0.925, with the remaining 0.075 

being impacted by the factors that were not exami-

ned. 

 

Table 6. Result of Direct Effect Test 
 

Hypothesis Variable Relationship Path 

Coefficient 

Estimate  

t-statistic 

p-value Result 

H1 Leadership Style → Performance -0.115 1.280 0.201 Not Significant 

H2 Leadership Style → Organizational Culture 0.521 6.478 0.000 Significant 

H3 Incentives → Performance 0.308 2.847 0.004 Significant 

H4 Incentives → Organizational Culture 0.452 5.799 0.000 Significant 

H5 Organizational Culture → Performance 0.640 4.788 0.000 Significant 

Source: SmartPLS 4.0 (2022) 

 

Table 7. Result of Indirect Effect Test 
 

Hypothesis Variable Relationship Path 

Coefficient 

Estimate 

t-statistic 

p-value Result 

H6 Leadership Style → Organizational Culture → 

Performance 

0.290 3.869 0.000 Significant 

H7 Incentives → Organizational Culture → 

Performance 

0.334 3.720 0.000 Significant 

Source: SmartPLS 4.0 (2022) 

 

Hypothesis Testing 

 The direct effect test results are reported in 

Table 4. The first hypothesis indicates that the val-

ue of the coefficient of the determination is -0.115, 

with the values of the t-statistic 1.280 < t-table 1.96 

and a P-value of 0.201 > 0.05. There is no correla-

tion between leadership quality and performance. 

Based on the results, H1 was not accepted because 

it has no effect and is insignificant. The second hy-

pothesis, which reads that leadership styles have a 

positive effect on organizational culture, is accept-

ed because the p-value <0.05 and the t-statistic va-

lue >1.96, meaning that leadership styles improve 

organizational culture. Therefore, H2 was accept-

ed because it has an effect and is significant. The 

effect of incentives on the performance obtained a 

value of 0.308 with t-statistics of 0.308 > t-tables 

1.96 and a P-value of 0.004 < 0.05, leading to the 

conclusion that incentives had a significant benefi-

cial impact on performance. H3 accepted that in-

centives had a positive correlation and significant 

impact on performance. The effect of incentives 

on organizational culture obtained a value of 0.452, 

t-statistics of 5.799 >1.96, and a P-value of 0.000 

< 0.05. The presence of incentives toward organi-

zational culture plays a vital role in shaping indivi-

duals' styles and behavior and helps develop beha-

vior standards among agents. Thus H4 was accept-

ed. Calculating the original sample shows the re-

sult (0.640), where t-statistic 4.788 > t-table 1.96, 

and P-value 0.000 < 0.05. Consequently, the inter-

pretation of the results demonstrates that organiza-

tional culture has a favorable and significant effect 

on the performance, and H5 was accepted. Table 

5 showed that organizational culture as a mediat-

ing variable fully mediated relationships between 

leadership style and performance. The indirect eff-

ect had a positive 0.290, t-statistic of 3.869 > 1.96, 
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and P-value of 0.000 > 0.05 correlation and was 

statistically significant. Therefore, H6 was accept-

ed. The indirect effect of organizational culture as 

a mediator is partially mediated between incenti-

ves toward performance. The value of the coeffici-

ent of the determination is 0.334, the t-statistic of 

3.720 is greater than the t-table (1.96), and the P-

value of 0.000 > 0.05. Therefore, H7 was accepted. 

 

DISCUSSION 

Leadership Style and Performance 

 The results of hypothesis testing demonstra-

ted that direct leadership to agents does not affect 

performance enhancement. There is no effect bet-

ween the leadership quality and performance. This 

conclusion contradicts the findings of the previous 

study by Febrian et al. (2016), Ababneh (2020), 

Manurung (2020), Ferine et al. (2021), and Zainu-

din (2021), but the results of the scientific study 

by Tobing and Syaiful (2018) and Manikottama et 

al. (2019), found that leadership does not have a 

significant effect on employee performance. The 

perisai agent office leadership is unable to boost 

agent performance significantly. The most preva-

lent characteristic of the leadership style is inspir-

ing a shared vision and modeling the path. After 

that, create an environment of mutual trust, resp-

ect, and admiration for one another. The question 

is whether the agent's office needs more authority 

to design the main tasks and functions of how to 

conduct acquisition and achieve the given target or 

whether the leadership that has been operating bet-

ween the agent and the staff as an instructor from 

BPJamsostek is sufficient to improve the agent's 

performance in social security acquisition. This is-

sue indicates that the management of BPJamsos-

tek must reassess the leadership implementation 

process. The necessity of granting wider authority 

by management must therefore be evaluated. It will 

impact the time required to make decisions, ulti-

mately slowing the resolution of a work-related is-

sue. 

 

Leadership Style and Organizational Culture 

 The leadership role has a significant impact 

on the organizational culture at BPJamsotek. The 

leadership role is crucial in shaping and develop-

ing the current organizational culture, specifically 

by setting a positive example regarding integrity 

and effort. These findings corroborate Khan et al. 

(2020) earlier findings, which found that leadership 

has a substantial positive association with organi-

zational culture. This result demonstrates that the 

behavior of individuals in an organization is conti-

ngent on the effectiveness of the leadership (So-

omro and Shah, 2019). Bass et al. (2003) emphasi-

zed relationship-oriented leadership behavior and 

the quality of relationships a leader develops with 

his members. According to these results, the Inspi-

red a shared vision leadership style has a high loa-

ding factor value compared to other agent offices, 

directly influencing organizational culture as the 

dominating indicator in producing latent variables 

with positive and significant correlations. 

 

Incentives and Performance 

 Incentives had a positive correlation and a 

significant impact on the agent's performance in 

social security acquisition. Taba (2018) asserted 

the same thing that was discovered, namely, that 

both the extrinsic incentive (reward) system and 

the intrinsic incentive (reward) system have a di-

rect, significant effect on performance. Based on 

the findings, there is a connection between perfor-

mance and the level of incentives provided: the 

greater the incentives, the higher the performance 

quality. Providing appropriate incentives as an ex-

trinsic incentives and recognition to individuals of 

excellence as intrinsic incentives is highly recom-

mended. The results of this research were consis-

tent with research conducted by Armstrong (2007) 

and Prendergast (2008). It is consistent with the 

efforts undertaken by the management of BPJam-

sostek to enhance the current percentage of incen-

tives to stimulate acquisition. 

 

Incentives and Organizational Culture 

 Incentives have a positive and significant 

effect on organizational culture. Thus, hypothesis 

4 (H4) is accepted. Incentive systems are used by 

management to inspire workers, achieve strategic 

goals, and enhance the organization. According to 

O'Reilly et al. (1991), extrinsic incentives are mo-

re likely to have a long-term effect on employees' 

engagement in an organization. Research by Mar-

wan (2011) found that there is a relationship bet-

ween incentives and organizational culture. Provi-

ding appropriate incentives happen to be the sign 

indicator. That is because the presence of incenti-

ves helps shape the style and behavior of individu-
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als (agents). It turns out that the recognition of in-

dividuals of excellence indicator was found to be 

the most significant indicator in this research. Or-

ganizational culture-related incentives are crucial 

in determining the personality and behavior of in-

dividuals (agents) and aid in creating standards of 

conduct for agents. It is so because the availability 

of incentives influences how people act and beha-

ve (agents). In addition, with increasing incentives, 

management must inspire confidence in agents to 

take advantage of an opportunities and continue to 

grow. 

 

Organizational culture and performance 

 Organizational culture has a positive effect 

on the performance of agents in social security ac-

quisition. The research of Agwu (2014) and So-

omro and Shah (2019) demonstrated that company 

culture considerably influences employee perfor-

mance. Jie et al. (2020) and Sabani et al. (2020) 

noted that organizational culture is formed on ex-

perience with members when the problem-solving 

process affects the survival of the organization is 

going smoothly. The practice of being enthusiastic 

about work and paying enough attention to acqui-

sition detail, the highest indication value, are two 

additional criteria of attitudes that management 

has to build. Create standards of behavior that, thr-

ough aggressiveness and attention to detail, accu-

rately and quantitatively express the organization's 

vision and mission. Agents have access to the orga-

nization's vision and mission to internalize them. 

 

Indirect Relationship 

 Leadership and organizational culture are 

interconnected, as every facet of leadership practi-

ce inevitably impacts organizational culture. Orga-

nizational culture consists of values and behaviors 

that contribute to psychological environment (Sto-

ne et al., 2007). Moreover, organizational culture 

as a mediator partially mediates between incenti-

ves toward the performance. Xenikou and Simosi 

(2006) and Stajkovic et al. (2001) stated that orga-

nizational culture positively impacts performance 

and demonstrate that incentives significantly posi-

tively impact performance. 

 

IMPICATIONS 

 This study has various implications for how 

human resource management theory is developed. 

The agent at BPJamsostek may use the following 

significant factors as management implications: 

First, perisai agent office leadership cannot signi-

ficantly improve agent performance. The second 

application is that organizational culture is influ-

enced by leadership style. The third inference is 

that both intrinsic and extrinsic rewards have a di-

rect, considerable impact on performance. The fo-

urth implication is that rewards have an impact on 

organizational culture. The fifth implication is that 

organizational culture affects performance. There-

fore, to increase employee performance, organiza-

tional culture must be improved. 

 

RECOMMENDATIONS 

 There are still limitations in this research; 

however, it is hoped that these gaps will allow for 

advancements in further studies. The study has 

certain limitations, such as the fact that it only inc-

luded samples from perisai agents in the East Java 

regional office in 21 different cities. It also offers 

suggestions for future research, such as expanding 

sample collection to the entire country rather than 

just one regional office to boost response rates and 

ensure BPJamsostek agents in Indonesia are pro-

perly represented. 

  The first recommendation is to add additio-

nal factors to the equation to help explain how they 

affect performance. Future research needs to be 

carried out with additional new variables. Several 

other parameters, such as motivation, job satisfac-

tion, knowledge management, and workload, can 

be used as variables. It may be needed for the futu-

re research, especially by collaborating with more 

specific secondary data. 

 

CONCLUSIONS 

 In this study, the proposed hypotheses influ-

ence the enhancement of agent performance in so-

cial security acquisition. There is an effect of lea-

dership style and incentives toward the organizati-

onal culture of the agent. Leadership style is more 

dominant than incentives toward organizational c-

ulture. Setting excellence in terms of integrity and 

effort could increase the value of organizational 

culture. The effect of incentives and organization-

al culture on performance has a positive influence 

and is significant, except the leadership style vari-

able has a negative and insignificant effect on the 

performance variable. The organizational culture 
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influences performance more than leadership style 

and incentives. The result implies that the manage-

ment of BPJamsostek needs to evaluate the exist-

ing leadership process comprehensively. This re-

view is not designed to expose flaws or failures in 

leadership; rather, it is intended to select the most 

appropriate leadership style to implement. The or-

ganizational culture fully mediates the effect of le-

adership style toward performance and partially 

mediates incentives toward performance. Develo-

ping standards of attitudes that describe the vision 

and mission of the organization clearly and mea-

surably through the practice of enthusiasm about 

work and paying enough attention to acquisition 

detail as part of organizational culture can enhance 

the agent's overall performance. 
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