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Abstract

The shift in human resource management (HRM) paradigms and organizational strategies has become increasingly
important in the era of globalization, especially with the growing dominance of the millennial generation in the
workforce. One of the main challenges faced by organizations today is the gap between the expectations and realities
experienced by millennial employees in the workplace, particularly regarding fairness, communication, and
opportunities for personal development. This study aims to examine the influence of job placement, transformational
leadership, and organizational culture on job satisfaction among millennial employees at Universitas Griya Persada,
with work motivation serving as a mediating variable. This research adopts a quantitative approach by distributing
online questionnaires to non-academic millennial employees. The data were analyzed using Structural Equation
Modeling (SEM). The results show that transformational leadership and organizational culture have a positive and
significant direct influence on job satisfaction. Meanwhile, job placement does not have a significant direct effect
but shows a significant indirect influence through work motivation. Furthermore, work motivation itself was found
to have a positive and significant impact on job satisfaction and mediates the relationship between the independent
variables and job satisfaction. These findings highlight the importance of applying an inspirational leadership style,
fostering an inclusive organizational culture, and ensuring proper job placement that aligns with employees’
competencies and aspirations to enhance job satisfaction among millennials. This study offers practical insights for
developing HRM strategies that are aligned with the values and characteristics of the millennial generation,
particularly within the context of higher education institutions.

Keywords: job placement, transformational leadership, organizational culture, work motivation, job satisfaction,
millennial generation.

INTRODUCTION

The paradigm shift in human resource (HR) management and organizational strategy has become
increasingly important in the era of globalization, especially with the dominance of the millennial generation in the
workforce. Millennials, born between 1981 and 1996 (Strauss & Howe, 2000), currently make up the majority of the
global workforce, and by 2022 they represented around 35% of the working population. This generation brings a
new perspective to the world of work, which differs from that of previous generations. Unlike earlier generations
who prioritized job stability and financial security, millennials place greater emphasis on flexibility, work-life
balance, and self-development. According to the Deloitte Millennial Survey (2022), more than 80 percent of
millennials seek jobs that align with their personal values, such as inclusion, social development, and sustainability.
According to Indrayani et al. (2024), job satisfaction among millennial employees has a significant impact on their
performance. This indicates that organizations capable of meeting millennial needs—such as flexibility, fairness,
and opportunities for self-development—tend to enhance overall organizational performance. In the workplace,
millennials strongly expect an organizational culture that supports personal growth and leadership. From a leadership
perspective, a transformational approach is considered the most effective way to meet these expectations.
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Transformational leadership, which emphasizes inspiration, empowerment, and emotional engagement, has been
shown to increase employee engagement, organizational commitment, and job satisfaction (Purnamasari, 2023). A
study conducted by Purnamasari (2023) found that this transformational leadership model can boost employee
engagement by up to 25% and reduce employee turnover rates by as much as 25%. However, most research on
transformational leadership has focused on individualist cultural contexts. Consequently, its relevance to collectivist
cultures such as Indonesia still requires further examination. By 2022, millennials accounted for 35.6% of the
national workforce in Indonesia (BPS, 2022), making them increasingly important across various sectors, including
education. As one of the leading private universities in Indonesia, Universitas Griya Persada also faces the challenge
of managing millennials. Of the 349 administrative staff at Universitas Griya Persada, 115 are millennials. This
generation has specific needs for organizational culture, leadership style, and job placement that support self-
development and work-life balance. However, an internal survey conducted at Universitas Griya Persada (2023)
revealed that millennials expressed dissatisfaction with services, particularly in areas such as fairness,
communication, workplace facilities, and competency development.

Millennials scored low, with a 2.78 on service reliability and a 2.61 on fairness, indicating that they feel less
involved in fair decision-making, task distribution, and performance evaluations. The work facilities aspect scored
3.24, and communication scored 3.19, showing some improvement, but there is still room for growth, particularly in
creating a modern and collaborative work environment. A score of 3.18 on competency development indicates that
more funding should be allocated for ongoing training to support their careers. Based on the data above, the
phenomenon of job satisfaction gaps among millennial employees at the Human Resource Career Development
Institution (LPK SDM) of Universitas Griya Persada reflects a difference between their expectations of services and
the reality they experience. As a result, eight millennial employees left Universitas Griya Persada during the 2022—
2023 period (LKPSDM Universitas Griya Persada, 2023). The millennial generation, which now dominates the
workforce, is oriented toward flexibility, fairness, and self-development. According to Van Hyatt's (2021) research,
this generation tends to be more interested in jobs that have a social impact and contribute positively to society. At
Universitas Griya Persada, these values align with Muhammadiyah's vision and mission of education, which
emphasize service, justice, and improving quality of life. Income and job satisfaction can improve when job
placement aligns with an individual's competencies (Robbins & Judge, 2019). Regarding transformational
leadership, this method has proven effective in increasing motivation to work and organizational commitment
(McCleskey, 2014; Quinn, 2011).

The effectiveness of the transformational leadership model and workforce incentive preferences can be
influenced by a work culture that emphasizes social harmony, hierarchy, and collective norms. In his theory on
organizational culture, Hofstede (1984) stated that collectivist cultures prioritize interpersonal relationships,
harmony, and teamwork. In such situations, transformational leadership may need to adapt to align with the
principles respected in collectivist cultures. By examining how millennial values, transformational leadership, and
incentives are applied in Indonesia, this study aims to bridge these differences. However, a flexible and inclusive
organizational culture can enhance employee participation and satisfaction (Quinn, 2011). Despite this, there is
limited research that combines these three components with work motivation as an intervening variable, particularly
in Indonesian universities. According to Altassan (2024), millennials have distinct work motivations, focusing on
non-financial incentives such as time flexibility, performance-based recognition, and opportunities for self-
development. However, Indonesia's collectivist culture presents unique challenges in applying these strategies. The
approach used must align with local cultural principles because, in a collectivist work culture, hierarchy, teamwork,
and social harmony are highly valued (Hofstede, 1984). This study aims to explore how job placement,
transformational leadership, and organizational culture affect job satisfaction among millennial employees at
Universitas Griya Persada. By considering work motivation as an intervening variable, this research is expected to
help Universitas Griya Persada develop better plans to enhance job satisfaction, achieve institutional goals, and create
a better work environment. This study also contributes to the literature on human resource management, particularly
in relation to collectivist cultures and higher education sectors.

LITERATURE REVIEW

The Influence of Job Placement on Job Satisfaction Among Millennial Employees

Job placement is an essential process in human resource management that ensures individuals are placed in
positions aligned with their competencies, skills, interests, and personalities. Hoffman & Woehr (2006) explain that
effective job placement involves the alignment between an individual’s characteristics and the job demands (person-
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job fit), as well as the alignment between the individual and the organization's values and culture (person-
organization fit). In the context of millennial employees, Kristof-Brown et al. (2005) found that this alignment
significantly affects job satisfaction, especially because this generation values jobs that reflect their personal
interests, values, and opportunities for self-development. Conversely, improper job placement can increase stress,
dissatisfaction, and the desire to switch jobs, thus reducing organizational productivity (Hoffman & Woehr, 2006).
The impact of job placement on job satisfaction occurs through several mechanisms. First, appropriate job placement
enhances competence and job effectiveness. Employees placed in positions that align with their skills are likely to
feel more confident and capable of performing their tasks well. Hoffman & Woehr (2006) found that millennial
employees, who value inclusivity and diversity, are more satisfied in work environments that support positive
interpersonal relationships and organizational values that resonate with them. Job placement has a positive and
significant impact on job satisfaction (Kristof-Brown et al., 2005; Ngoc et al., 2023; Robbins & Judge, 2019)

The Influence of Transformational Leadership on Job Satisfaction Among Millennial Employees

Transformational leadership is a leadership style that emphasizes inspiration, motivation, and the
development of individuals to reach their full potential. Quinn (2011) defines transformational leadership as a process
in which leaders inspire followers to transcend their personal interests for the greater good, through four main
dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration.
These dimensions allow leaders to create a work environment that motivates, supports creativity, and provides
personal attention to employees. In the context of millennial employees, transformational leadership is highly
relevant, as this generation is known to value recognition, self-development, and positive interpersonal relationships
(Ngoc et al., 2023). The impact of transformational leadership on millennial employees’ job satisfaction can be
explained through several mechanisms. First, through idealized influence, leaders provide a positive role model,
which helps build trust and respect between employees and their leaders. A study by Judge & Piccolo (2004) showed
that transformational leadership increases employees' emotional engagement with their work, which ultimately
positively impacts job satisfaction. Second, inspirational motivation, which involves clearly conveying the
organization's vision and mission, helps employees understand the purpose of their work, giving them a sense of
meaning in their jobs. This is particularly important for millennials, who tend to seek work with a greater impact and
purpose (Twenge et al., 2012). Next, intellectual stimulation allows leaders to encourage employees to think
creatively and seek innovative solutions to work challenges. According to Wang et al. (2022), millennial employees
highly value opportunities to engage in innovation processes and decision-making. Transformational leadership that
supports intellectual stimulation enhances job satisfaction by providing a sense of personal achievement.

The Influence of Organizational Culture on Job Satisfaction Among Millennial Employees

Organizational culture is defined as a set of values, norms, beliefs, and behavior patterns shared by members
of an organization, which serve as guidelines for performing work activities (Schein, 2010). Organizational culture
influences how employees work, communicate, and collaborate, playing a crucial role in shaping job satisfaction.
Cameron (2011) identified four types of organizational culture: clan culture (focused on interpersonal relationships),
adhocracy (emphasizing innovation and flexibility), market (results- and competition-oriented), and hierarchy
(structure and stability). Among these four types, clan and adhocracy cultures are more relevant to millennial
employees, as this generation values inclusive working relationships, flexibility, and opportunities for innovation
and self-development (Ngoc et al., 2023). Organizational culture influences millennial employees' job satisfaction
through several transmission mechanisms. First, clan culture, which emphasizes interpersonal relationships and a
sense of togetherness, creates a warm and supportive work environment. Millennial employees, who value good
interpersonal relationships, tend to be more satisfied working in an organizational culture that is collaborative and
values diversity (Twenge et al., 2010).

Second, adhocracy culture, which encourages innovation and flexibility, provides millennial employees with
the space to develop creativity and participate in decision-making. According to Cameron (2011), this flexibility is
particularly relevant for millennials who are more likely to seek challenges in their work. Third, an inclusive and
supportive organizational culture can fulfill employees' basic psychological needs, such as the need for competence,
autonomy, and social connections, as explained by Ryan & Deci (2020) in their Self-Determination Theory. A work
culture that promotes individual competence development and allows the freedom to explore new ideas boosts
employees' intrinsic motivation. A study by Van den Broeck et al. (2016) found that an adaptive organizational
culture significantly enhances intrinsic motivation, ultimately leading to higher levels of job satisfaction. In the
context of the millennial generation, an organizational culture that supports values of inclusivity and flexibility is
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more likely to result in high job satisfaction compared to hierarchical or market cultures, which tend to be rigid and
competitive. Ngoc et al. (2023) concluded that millennial employees prefer work environments where they feel
valued, connected, and free to grow. Therefore, organizational culture not only reflects the core values of the
organization but also serves as a key factor in shaping job satisfaction, particularly among millennials.

Work Motivation as an Intervening Variable

Work motivation serves as a critical intervening variable that explains how job placement, transformational
leadership, and organizational culture influence job satisfaction. Motivated employees are more likely to be engaged,
perform well, and experience higher job satisfaction. Research has shown that transformational leadership enhances
work motivation by inspiring employees and fostering a supportive work environment, leading to increased job
satisfaction. Similarly, a positive organizational culture that values inclusivity, innovation, and personal development
enhances intrinsic motivation, which in turn improves job satisfaction (Lasiny et al., 2021; Ngoc et al., 2023). Work
motivation mediates the relationship between these factors and employee outcomes. For instance, transformational
leadership increases employee motivation through a clear vision, intellectual stimulation, and individualized support,
making employees feel valued and committed. This enhanced motivation then leads to improved job satisfaction.
Similarly, when employees are placed in roles that align with their competencies and values (person-job fit), their
intrinsic motivation rises, leading to higher satisfaction (Kristof-Brown et al., 2005). Furthermore, organizational
culture plays a vital role in fostering motivation. Cultures that emphasize flexibility, collaboration, and personal
growth support employees' psychological needs, boosting intrinsic motivation. As employees become more
motivated, their performance and job satisfaction improve, making motivation a key factor in bridging leadership,
organizational culture, and job satisfaction (Ryan & Deci, 2000; Lasiny et al., 2021). By recognizing and leveraging
work motivation as a mediator, organizations can create environments that foster higher engagement and satisfaction,
especially among millennial employees.

Job
Placement
(X1)

Transformasion
al Leadership
(X2)

Motivation . Job
(Z) — Satisfaction

Organization
al Culture

(Xs)

Source: (Ngoc et al., 2023; Van Hyatt, 2021), Processed
Figure 1. Research model

METHOD

This study uses a quantitative approach with Structural Equation Modeling (SEM) to analyze the
relationships between job placement, transformational leadership, organizational culture, and job satisfaction among
millennial employees at Universitas Griya Persada, with work motivation as a mediating variable. The aim of this
study is to examine the direct and indirect effects of these variables on job satisfaction. The research design adopted
is causal-comparative, where the study tests the effect of the independent variables job placement, transformational
leadership, and organizational culture on the dependent variable, job satisfaction. Additionally, the study also
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examines the role of work motivation as a mediator that links the influence of the independent variables to job
satisfaction.

The population of this study consists of millennial employees working at Universitas Griya Persada. The
sample is selected using a census method, where all 115 millennial employees in the university are included as
respondents. By using the census method, this study ensures that all members of the population who meet the criteria
are included, providing a more complete and representative overview of the influence of job placement, leadership
style, and organizational culture. Data are collected through the distribution of an online questionnaire containing a
Likert scale (1 = strongly disagree to 5 = strongly agree) to measure employees' perceptions of job placement,
transformational leadership, organizational culture, work motivation, and job satisfaction. Prior to distribution, a
pilot study is conducted to test the validity and reliability of the questionnaire, which results in an acceptable
reliability coefficient (Cronbach’s alpha > 0.70) for all constructs.

This study measures five main variables. Job placement (X1) is measured through a set of items assessing
the fit between the employee's job and their skills, interests, and career goals. Transformational leadership (X2) is
measured using the Multifactor Leadership Questionnaire (MLQ) to assess the behaviors of leaders who inspire,
motivate, and foster innovation. Organizational culture (X3) is measured through items reflecting shared values,
norms, and practices within the organization. Work motivation (Z) is measured using dimensions from Self-
Determination Theory (SDT), focusing on both intrinsic and extrinsic motivation factors. Finally, job satisfaction
(Y) is measured using a general job satisfaction scale that includes aspects of work environment, tasks, and
relationships with colleagues and supervisors. Data analysis is conducted using SmartPLS 3.0 for Structural Equation
Modeling (SEM). The analysis process involves descriptive statistics to summarize demographic data and responses,
reliability testing (Cronbach’s alpha) to ensure the consistency of the constructs, and validity testing using convergent
and discriminant validity to ensure the alignment of the measurement items with the intended constructs. Hypothesis
testing is then conducted using path coefficients to examine the direct and indirect effects between variables. The
results of hypothesis testing are considered significant if the p-value is less than 0.05, indicating a significant
relationship between the variables.

RESULTS AND DISCUSSION
Validity test

Discriminant validity testing is conducted to ensure that the constructs in this research model truly measure
distinct concepts from one another. Discriminant validity measures the extent to which different constructs are unique
and do not overlap in measurement. In this study, discriminant validity testing is performed using two main methods:
the Fornell-Larcker Criterion and the Heterotrait-Monotrait Ratio (HTMT).

Table 1. Forner Larcker test results

Organizatio Job Transformatio Work Job
nal culture  satisfaction nal Leadership  motivatio Placement
n
Organizational 0,940
culture
Job satisfaction 0,129 0,773
Transformationa 0,142 0,753 0,832
1 Leadership
Work motivation 0,083 0,724 0,489 0,905
Job Placement 0,164 0,686 0,716 0,614 0,826

The discriminant validity evaluation conducted using the Fornell-Larcker Criterion shows that the model
used in this study has good validity. The analysis results indicate that the square root of the Average Variance
Extracted (AVE) for each construct is higher than the correlations between other constructs. For the Organizational
Culture construct, the AVE value is 0.94, which is higher than its correlations with the Transformational Leadership
(0.144), Job Satisfaction (0.129), Work Motivation (0.083), and Job Placement (0.164) constructs. This means that
the Organizational Culture construct measures a very specific concept, distinct from the other constructs in the model.
Similarly, the Transformational Leadership construct has an AVE value of 0.142, which is greater than its
correlations with other constructs. These results indicate that each construct in the research model is unique and that
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none of them overlap significantly. In other words, the constructs measure different aspects, and there are no issues
that could compromise the validity of the study. Therefore, this model can be considered valid and can be used for
further analysis in testing the relationships between the variables in this study

Reliability Test

Reliability testing is conducted to measure the extent to which the research instrument produces consistent
and dependable results. Reliability indicates how stable and consistent the results are when the same measurement
is repeated, which is crucial to ensure that the research outcomes are trustworthy and can be replicated at different
times. In this study, reliability testing is carried out using several methods, including Cronbach's Alpha, Composite
Reliability (rho_a and rho_c), and Average Variance Extracted (AVE).

Table 2. Reliability Test results
Cronbach's Composit Composit  Average

alpha e e variance

reliabilit reliabilit extracted

y (rho_a) y (rho_¢) (AVE)
Organizational 0,988 1,011 0,989 0,884
culture
Job satisfaction 0,932 0,933 0,942 0,598
Transformational
Leadership 0,950 0,955 0,957 0,692
Work motivation 0,956 0,960 0,965 0,820
Job Placement 0,953 0,957 0,959 0,682

A Cronbach's Alpha value greater than 0.70 indicates that the indicators within a construct have good
consistency in measuring the intended construct. In this study, all constructs had Cronbach's Alpha values above
0.90, indicating that the indicators within each construct have excellent internal consistency. This means that all
constructs in this model are measured stably and reliably, with indicators supporting each other in measuring the
intended variables.

R2 (R-square) results
In evaluating the model using PLS, the assessment began by examining the R-square (R?) values for each

dependent latent variable. The R? calculation results in this study are as follows:

Table 3. Correlation Value (12)

R-square R-square adjusted

Job satisfaction 0,735 0,725
Work motivation 0,382 0,365

The R-square (R?) value for the dependent variables in this study, namely Job Satisfaction (Y) and Work
Motivation (Z), was 0.735. This value indicates that 73.5% of the variance in Job Satisfaction (Y) can be explained
by the variables Job Placement (X 1), Transformational Leadership (X2), and Organizational Culture (X3), while the
remaining 26.5% is influenced by other factors not included in the model. This indicates that the combination of
appropriate Job Placement, effective Transformational Leadership, and a strong Organizational Culture plays a
significant role in increasing employee job satisfaction. The adjusted R? value of 0.725 indicates that after adjusting
for the number of predictors, the model still has strong predictive ability and does not experience overfitting. The R?
value for Work Motivation (Z) was 0.382. This value indicates that 38.2% of the variance in Work Motivation (Z)
can be explained by the variables Job Placement (X1), Transformational Leadership (X2), and Organizational
Culture (X3), while the remaining 62.8% is influenced by other factors outside the model. This indicates that the
combination of a good work environment (Job Placement), an inspirational leadership style (Transformational
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Leadership), and strong organizational values (Organizational Culture) contribute to increasing employee work
motivation. The adjusted R? value of 0.365 indicates that after considering the number of predictors, the model still
has quite strong predictive power.

Hypothesis Testing

Based on the results of the outer model analysis, all the hypotheses examined have met the necessary criteria,
making them suitable for inclusion in the analytical model of this study. For hypothesis testing, a 5% alpha level was
applied, meaning that a hypothesis is considered significant if the t-statistic exceeds 2.048 or if the p-value is less
than 0.05. This 0.05 threshold implies that there is only a 5% chance of error, while the remaining 95% supports the
acceptance of the hypothesis.

Table 4. Hypotesis testing

Standard
Origin al  Sample deviation T statistics P
sample mean (M) (STDEV) (JO/STDEV)) values
((9))

Job Placement -> Job
satisfaction 0,057 0,049 0,099 0,576 0,282
Transformational Leadership -> 0,491 0,493 0,082 5,960 0,000
Job satisfaction
Organizational culture ->Job
satisfaction 0,012 0,017 0,045 0,281 0,390
Job Placement -> Work
motivation 0,543 0,549 0,101 5,394 0,000
Transformational Leadership ->
Work motivation 0,103 0,107 0,093 1,106 0,134
Organizational culture -> Work
motivation -0,021 -0,018 0,078 0,264 0,396
Work motivation -> Job 0,448 0,449 0,109 4,093 0,000
satisfaction
Job Placement -> Work 0,243 0,252 0,091 2,661 0,004
motivation -> Job satisfaction
Transformational Leadership ->
Work motivation -> Job 0,046 0,049 0,043 1,061 0,144
satisfaction
Organizational culture -> Work -0,009 -0,010 0,033 0,278 0,391

motivation -> Job satisfaction

The Influence of Job Placement on Job Satisfaction Among Millennial Employees

The results of the study indicate that Job Placement has a positive but not significant effect on job satisfaction
among millennial employees at Griya Persada University (coefficient = 0.057; p-value = 0.282; t-statistic = 0.576).
This means that, although the direction of the effect is positive, an improvement in the quality of job placement does
not statistically lead to an increase in job satisfaction. Theoretically, proper job placement should enhance job
satisfaction because employees are placed in positions that align with their competencies, interests, and experiences
(Dessler, 2020). Appropriate placement can reduce work-related stress, boost self-confidence, and create comfort in
the workplace. However, the results of this study do not align with this theory. This finding also differs from the
study by Sutanto & Kurniawan (2016)], which found a significant effect of job placement on job satisfaction. The
difference in results may be due to the characteristics of millennial employees, who prefer more flexible work
arrangements, tend to seek variety in their tasks, and prioritize opportunities for self-development over formal job
fit. Furthermore, the context of an educational organization such as a university may have relatively fixed and limited
placement mechanisms, thus reducing its impact on job satisfaction. Therefore, although good job placement is
essential for organizational efficiency, in the context of millennial employees at UMY, its impact on job satisfaction
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has not become a dominant factor. Other factors such as leadership style, organizational culture, and career
development opportunities may have a stronger influence on job satisfaction for this group.

The Influence of Transformational Leadership on Job Satisfaction Among Millennial Employees

The results of the study show that Transformational Leadership has a positive and significant effect on job
satisfaction among millennial employees at Griya Persada University, with a coefficient of 0.493, a p-value of 0.000,
and a t-statistic of 5.960. This indicates that the higher the level of transformational leadership practiced by leaders,
the higher the job satisfaction experienced by employees. Conceptually, Bass and Avolio (1994) define
transformational leadership as a leadership style focused on inspiring subordinates through a shared vision, building
trust, providing emotional support, and encouraging innovation. Transformational leadership has four key
dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration.
In the context of work, leaders who apply this style not only guide but also empower employees to reach their fullest
potential. Job satisfaction itself, according to Locke (1976), is a positive emotional state resulting from an individual's
evaluation of their job. The application of transformational leadership can enhance job satisfaction because leaders
provide a clear vision, attend to individual needs, and offer constructive feedback. For millennial employees, who
generally have high expectations for self-development opportunities, personal support, and meaningful work
relationships, transformational leadership is a crucial factor in creating job satisfaction. The findings of this study
align with the results of Pradhan & Pradhan (2015), which showed that transformational leadership significantly
contributes to increased job satisfaction among employees in the education and service sectors.

A similar study by Asrar-ul-Haq and Kuchinke (2016) also found that transformational leadership not only
improves performance but also creates a positive work climate and enhances employee loyalty. In the context of
Griya Persada University, this result can be explained by the characteristics of educational organizations, which
require intensive interaction between leaders and staff. Leaders who are inspirational and capable of fostering a sense
of ownership of the university's vision tend to encourage employees to work enthusiastically. Additionally,
millennial employees at Griya Persada University likely value leaders who can act as mentors, provide freedom for
innovation, and create a work environment that supports work-life balance. Therefore, it can be concluded that
transformational leadership plays an important role in increasing job satisfaction among millennial employees.
Leaders who can emotionally motivate, stimulate creativity, and give personal attention will foster positive work
relationships and job satisfaction. As a result, developing transformational leadership skills among university leaders
can be an effective managerial strategy for improving job satisfaction, especially for the millennial generation, which
has high expectations for a supportive and inspiring work environment.

The Influence of Organizational Culture on Job Satisfaction Among Millennial Employees

The results of the study show that Organizational Culture has a positive but not significant effect on job
satisfaction among millennial employees at Universitas Griya Persada, with a coefficient of 0.012, a p-value of 0.390,
and a t-statistic of 0.281. This means that although the relationship suggests that a better organizational culture tends
to be followed by an increase in job satisfaction, this effect is not statistically proven in the sample of this study.
Theoretically, Organizational Culture is defined by Robbins & Judge (2017) as a system of shared meaning that
members of an organization hold, which distinguishes the organization from others. A positive organizational culture
is typically reflected in agreed-upon values, work norms that support collaboration, appreciation of achievements,
and a harmonious work atmosphere. This theory suggests that when an organization's culture aligns with employees'
personal values, it can increase a sense of ownership, engagement, and ultimately job satisfaction. However, the
findings of this study indicate that, in the context of millennial employees at Universitas Griya Persada,
organizational culture has not become a dominant factor influencing job satisfaction. This may be due to several
factors. First, millennial employees tend to prioritize work flexibility, self-development opportunities, and
meaningful work over mere alignment with organizational culture (Ng & Johnson, 2015). Second, the existing
organizational culture may be perceived as "normal" or stable by employees, thus not having a significant emotional
impact on job satisfaction.

These findings are not consistent with Shahzad et al. (2012), who found that a strong organizational culture
significantly influences job satisfaction in higher education sectors. This difference can be explained by the more
dynamic characteristics of the millennial generation at UGP, who may place more importance on other factors such
as leadership style or career development opportunities in shaping their job satisfaction. In the context of Universitas
Griya Persada, an organizational culture that prioritizes Islamic values, professionalism, and academic service has
become part of the institution's identity. However, for millennial employees, these factors may function more as a
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work background rather than direct drivers of job satisfaction. Therefore, to enhance the influence of organizational
culture on job satisfaction, management may consider strategies that are more relevant to millennial characteristics,
such as strengthening a culture of innovation, cross-unit collaboration, and recognition of individual contributions.
In conclusion, although organizational culture has a positive directional influence on job satisfaction among
millennial employees at UGP, this influence has not been statistically significant. Other factors such as
transformational leadership, work motivation, and job placement appear to play a stronger role in determining the
job satisfaction levels of this generation group.

The Influence of Job Placement on Work Motivation Among Millennial Employees

The results of the study indicate that Job Placement has a positive and significant effect on work motivation
among millennial employees at Universitas Griya Persada, with a coefficient of 0.543, a p-value of 0.000, and a t-
statistic of 5.394. This means that the more appropriate the job placement conducted by the university, the higher the
work motivation of millennial employees. Theoretically, appropriate job placement refers to placing employees in
positions that align with their competencies, skills, interests, and experiences (Mathis & Jackson, 2011). This theory
emphasizes that the alignment between job placement and individual characteristics can foster self-confidence,
comfort, and psychological satisfaction, which in turn boosts work motivation. Work motivation itself, according to
Herzberg (1966), is influenced by intrinsic factors such as achievement, recognition, and the work itself. Proper
placement can provide employees with opportunities to showcase their best abilities, which becomes a source of
intrinsic motivation.

The findings of this study align with the results of Sutanto & Kurniawan (2016), which show that effective
job placement improves employee work motivation in the education sector. Research by Rahman & Nurhayati (2018)
also found that job placement based on competencies can reduce work stress and enhance work enthusiasm. In the
context of the millennial generation, proper placement can provide them with the space to develop creativity, sharpen
new skills, and take on challenges that align with their career aspirations. In the environment of Universitas Griya
Persada, job placement that considers the educational background, interests, and potential of millennial employees
allows them to feel valued and recognized. This can also enhance their sense of ownership toward their work and
the organization. Given the characteristics of the millennial generation, which tends to seek meaningful, flexible,
and challenging work, strategic placement will have a significant positive effect on their work motivation. Therefore,
the findings of this study suggest that job placement not only serves operational efficiency but also as an important
strategy in building work motivation, especially among millennial employees. UGP management can leverage these
results by strengthening the process of evaluating employees' competencies and interests before placement, as well
as providing directed job rotation opportunities to keep millennial employees motivated and enthusiastic in
performing their tasks.

The Influence of Transformational Leadership on Work Motivation Among Millennial Employees

The results of the study show that Transformational Leadership has a negative but not significant effect on
work motivation among millennial employees at Universitas Griya Persada, with a coefficient of -0.103, a p-value
of 0.134, and a t-statistic of 1.106. This means that the application of transformational leadership in the context of
this study does not statistically improve work motivation among millennial employees, and the direction of the effect
tends to be negative. Theoretically, transformational leadership, according to Bass and Avolio (1994), should have
a positive effect on work motivation through the dimensions of idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration. Transformational leaders are expected to foster
enthusiasm, inspire, and encourage their subordinates to achieve higher goals. The Self-Determination Theory of
Deci & Ryan (1985) also emphasizes that support for autonomy, competence, and relatedness provided by leaders
will enhance intrinsic motivation.

However, the findings of this study do not support these theories, as the influence found was negative and
not significant. This result differs from the studies by Asrar-ul-Haq & Kuchinke (2016) and Pradhan & Pradhan
(2015), which found that transformational leadership enhances work motivation in various sectors. There are several
possible reasons for this difference. First, millennial employees have unique work preferences they seek freedom in
how they work and are often more motivated by opportunities for self-development rather than instructions or
directives from leaders. If the transformational leadership style applied is too structured or does not align with their
expectations, its impact on work motivation can be weak or even negative. Second, in educational organizations such
as UGP, interactions between leadership and administrative or academic staff may be more formal and less intense,
meaning the motivational effects of transformational leadership may not be as strongly felt. Therefore, although
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transformational leadership is theoretically supposed to drive work motivation, the findings of this study suggest that
for millennial employees at UGP, other factors such as appropriate job placement, a flexible work environment, and
career development opportunities may be more dominant in influencing work motivation. This provides valuable
feedback for management to adjust leadership styles to better match the characteristics of the millennial generation
in order to achieve optimal motivational outcomes.

The Influence of Organizational Culture on Work Motivation Among Millennial Employees

The results of the study show that Organizational Culture has a negative but not significant effect on work
motivation among millennial employees at Universitas Muhammadiyah Yogyakarta, with a coefficient of -0.021, a
p-value of 0.396, and a t-statistic of 0.264. This means that in the context of this study, the quality of organizational
culture perceived by millennial employees does not directly affect their work motivation levels, and the direction of
the effect shows an inverse relationship. Theoretically, Organizational Culture, as explained by Robbins & Judge
(2017), is a system of shared values that serves as a guide for behavior within an organization. A positive culture is
believed to increase employees' sense of ownership, pride, and enthusiasm for their work. Self-Determination Theory
(Deci & Ryan, 1985) also emphasizes that a work environment supporting autonomy, social connection, and
competence development can enhance intrinsic motivation. However, the findings of this study do not support these
theories.

This result differs from the studies by Shahzad et al. (2012) and Lok & Crawford (2004), which showed a
positive and significant relationship between organizational culture and work motivation. Several factors may
explain these differences. First, Millennial Characteristics: Millennial employees have different work preferences
from previous generations. They tend to prioritize flexibility, opportunities for self-development, and work-life
balance over mere alignment with organizational culture. If the values of organizational culture are perceived as too
rigid or lacking in space for innovation, this can reduce their work motivation. Second, Stable but Less Dynamic
Organizational Culture: The organizational culture at UGP, which is based on Islamic values and professionalism,
may be strong and stable, but this stability is sometimes perceived by millennials as less challenging or lacking in
creativity. This can reduce the positive effects of organizational culture on work motivation. Third, Influence of
Other More Dominant Factors: Based on the findings of this study, other variables such as appropriate job placement
and leadership styles that suit millennial preferences may have a greater influence on work motivation than
organizational culture itself. Therefore, while organizational culture is an important element in creating a healthy
work environment, the results of this study indicate that, for millennial employees at UGP, its effect on work
motivation is not significant. UMY management needs to reconsider how the values of the organization align with
millennial characteristics and expectations to better enhance motivation.

The Influence of Work Motivation on Job Satisfaction Among Millennial Employees

The results of the study show that Work Motivation has a positive and significant effect on job satisfaction
among millennial employees at Universitas Griya Persada, with a coefficient of 0.448, a p-value of 0.000, and a t-
statistic of 4.093. This means that the higher the work motivation of millennial employees, the higher their job
satisfaction. Theoretically, these results align with Herzberg's (1966) motivation theory, which differentiates between
motivator factors (achievement, recognition, the work itself) that increase job satisfaction, and hygiene factors that
prevent dissatisfaction. Strong work motivation, both intrinsic and extrinsic, can enhance feelings of pride,
involvement, and happiness at work, leading to higher job satisfaction. Self-Determination Theory (Deci & Ryan,
1985) also supports these findings, emphasizing that when psychological needs for autonomy, competence, and
relatedness are met, individuals are more motivated and experience greater job satisfaction.

This finding is consistent with research by Raziq & Maulabakhsh (2015), which found that work motivation
significantly influences job satisfaction in the education sector. Research by Luthans (2011) also highlights that
employees with high motivation tend to show better job satisfaction, higher productivity, and greater loyalty to the
organization. In the context of millennial employees at UGP, work motivation can stem from several factors, such
as opportunities for skill development, a supportive work environment, recognition from superiors, and the relevance
of work to their personal values and goals. Millennials tend to seek meaning in their work, so if an organization
provides challenging tasks, opportunities for innovation, and career support, their motivation will increase, directly
impacting their job satisfaction. Therefore, the findings of this study suggest that increasing job satisfaction among
millennial employees can be achieved through strategies to enhance work motivation, such as offering fair
recognition, training and self-development programs, and involving employees in decision-making. This could
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become a focus of management policies at UGP to retain and improve the performance and loyalty of millennial
employees in the future.

Motivation Mediates the Effect of Job Placement on Job Satisfaction Among Millennial Employees

The results of the study indicate that Work Motivation plays a significant mediating role in the relationship
between Job Placement and job satisfaction among millennial employees at Universitas Griya Persada. A coefficient
of 0.243, a p-value of 0.004, and a t-statistic of 2.661 indicate that appropriate job placement increases employees'
work motivation, which in turn positively affects their job satisfaction. Theoretically, this finding aligns with the Job
Characteristics Model (Hackman & Oldham, 1976), which explains that job designs that match an individual's
abilities, interests, and skills will enhance intrinsic motivation. This motivation then contributes to higher job
satisfaction. Appropriate job placement means that individuals can optimally utilize their potential, feel competent,
and experience a high sense of achievement, all of which lead to increased satisfaction with their work.

Previous research also supports these results. Sutanto & Kurniawan (2016) found that proper job placement
increases motivation, which then impacts job satisfaction among employees in educational organizations. Similarly,
Kurnia & Putra (2020) explained that job placement aligned with expertise creates confidence and comfort, which
are key drivers of job satisfaction. In the context of millennial employees at UGP, job placement that considers
technical competencies, interests, and career goals provides relevance and meaning to their work. Millennials tend
to be more motivated when they feel their job aligns with their self-identity and offers opportunities for self-
development. As this motivation increases, job satisfaction also rises because they perceive their work as providing
positive experiences, appropriate challenges, and opportunities for growth.

Therefore, the findings of this study suggest that increasing job satisfaction among millennial employees can
be more effectively achieved if management not only focuses on appropriate job placement but also ensures that
placement stimulates work motivation. Strategies that can be implemented include competency-based job matching,
assigning responsibilities that align with interests, and providing training opportunities to strengthen employees'
sense of competence. Organizational practices should be translated into daily practices that are relevant to millennial
expectations, such as fostering a culture of innovation, participation in decision-making, and recognizing creativity.

Motivation Mediates the Effect of Transformational Leadership on Job Satisfaction Among Millennial
Employees

The results of the study show that Work Motivation does not significantly mediate the effect of
Transformational Leadership on job satisfaction among millennial employees at Universitas Griya Persada. This is
evidenced by a coefficient of 0.046, a p-value of 0.144, and a t-statistic of 1.061, which means the p-value is greater
than 0.05, indicating that the mediation relationship is not significant. Theoretically, the transformational leadership
model described by Bass & Avolio (1994), through the dimensions of idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration, is expected to enhance subordinates' work motivation,
which will eventually affect job satisfaction. Self-Determination Theory (Deci & Ryan, 1985) also emphasizes that
support from leaders in the form of trust, autonomy, and intellectual stimulation should enhance intrinsic motivation,
thereby strengthening job satisfaction.

However, the findings of this study show that this mechanism does not occur significantly in the context of
millennial employees at UGP. Several factors may explain this finding. First, although transformational leadership
can inspire, millennial employees tend to have more independent work preferences and are self-driven in terms of
motivation. This means their work motivation may be influenced more by internal factors, such as personal interests,
opportunities for self-development, or work flexibility, rather than by the leadership style of their superiors. Second,
direct interaction between leadership and staff in a higher education environment may be limited, reducing the
motivational effects of transformational leadership. This finding aligns with research by Breevaart et al. (2014),
which found that the effect of transformational leadership on job satisfaction through motivation is not always
consistent, especially among employees with a high degree of work autonomy. Therefore, while transformational
leadership remains valuable in fostering a positive work culture, the results of this study suggest that, in the context
of millennial employees at UGP, improving job satisfaction cannot be effectively achieved solely through increasing
work motivation driven by transformational leadership. Other more personalized strategies, such as task assignments
aligned with interests, opportunities for innovation, and performance-based reward systems, may be more relevant
in influencing job satisfaction through motivation.

Motivation Mediates the Effect of Organizational Culture on Job Satisfaction Among Millennial Employees
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The results of the study show that Work Motivation does not significantly mediate the effect of
Organizational Culture on job satisfaction among millennial employees at Universitas Griya Persada. This is
indicated by a coefficient of -0.009, a p-value of 0.391, and a t-statistic of 0.278. The p-value greater than 0.05
indicates that the mediation is not significant, and the negative direction of the relationship suggests that an increase
in organizational culture does not necessarily lead to an increase in work motivation, which would impact job
satisfaction. Theoretically, a strong Organizational Culture according to Robbins & Judge (2017) should create a
shared identity, aligned values, and consistent work behaviors, which in turn should enhance motivation and job
satisfaction. Social Exchange Theory (Blau, 1964) also explains that employees who feel benefitted by a positive
work environment are likely to reciprocate with high motivation and commitment. However, the findings of this
study suggest that this relationship does not occur significantly among millennial employees at UGP. Several factors
may explain this.

First, millennials tend to value individual factors such as work flexibility, opportunities for self-
development, and work-life balance more than mere alignment with organizational culture. Second, the existing
organizational culture may be perceived as too formal or rigid by some millennial employees, failing to serve as a
strong motivational driver. Third, millennial work motivation is often influenced by external factors such as reward
systems, appropriate job placement, and freedom to innovate, which may not be fully reflected in the existing
organizational culture. This finding is consistent with the research by Wijayanti & Fadillah (2020), which found that
organizational culture does not always significantly impact job satisfaction through motivation, especially in
environments with high levels of work autonomy and generational diversity among employees. Therefore, while
organizational culture remains important for establishing a framework of values and work behaviors at UGP, these
findings suggest that, in the context of millennial employees, more personalized and flexible motivational factors
may be more effective in influencing job satisfaction. As a result, management should consider strategies that
combine organizational culture with individual approaches, such as providing work autonomy, career development
opportunities, and performance-based recognition.

CONCLUSION

This study aims to analyze the influence of job placement, transformational leadership, and organizational
culture on the job satisfaction of millennial employees at Griya Persada University, with work motivation as a
mediating variable. Based on the analysis, it can be concluded that transformational leadership and organizational
culture have a positive and significant influence on millennial employee job satisfaction. Job placement, although
not directly influencing job satisfaction, has been shown to have a significant indirect influence through work
motivation. Furthermore, work motivation also acts as a mediator, strengthening the relationship between the
independent variables and job satisfaction. The implication of this study's findings is the importance of inspirational,
transformational leadership and an inclusive organizational culture in improving millennial employee job
satisfaction. Organizations, particularly Griya Persada University, need to consider implementing a leadership style
that supports individual development and fosters better communication between employees. An open, flexible
organizational culture that values individual contributions is also crucial for creating a productive work environment
and increasing employee satisfaction. Furthermore, although job placement does not directly impact job satisfaction,
it is important for organizations to ensure that employees are placed according to their skills and interests, as this
influences their level of work motivation, which in turn will increase their job satisfaction. Practically, the results of
this study can guide the management of Griya Persada University in designing more effective human resource
management strategies that align with the needs and expectations of millennial employees. This research is also
expected to contribute to the development of policies at universities that better support millennials, with a focus on
increasing motivation and job satisfaction through transformational leadership and a more adaptive organizational
culture.

REFERENCES
Akpa, V. O., Asikhia, O. U., & Nneji, N. E. (2021). Organizational culture and organizational performance: A

review of literature. International Journal of Advances in Engineering and Management, 3(1), 361-372.

Published by Radja Publika

ovenJacoess 1924



JOB PLACEMENT, TRANSFORMATIONAL LEADERSHIP, AND ORGANIZATIONAL CULTURE ON JOB
SATISFACTION OF MILLENNIAL EMPLOYEES AT THE UNIVERSITY OF GRIYA PERSADA MEDIATED
THROUGH WORK MOTIVATION AS AN INTERVENING VARIABLE

Naseha Elkrima et al

Ali, B. J., & Anwar, G. (2021). An empirical study of employees’ motivation and its influence job satisfaction. A/,
BJ, & Anwar, G.(2021). An Empirical Study of Employees’ Motivation and Its Influence Job Satisfaction.
International Journal of Engineering, Business and Management, 5(2), 21-30.

Altassan, M. E. (2024). Exploring non-financial incentives for employee motivation in small and medium enterprises
in Saudi Arabia. Journal of Infrastructure, Policy, and Development, 8(8), 1-22.

Ananto, Y. A. (2013). Pengaruh Kepemimpinan Transformasional dan Motivasi Kerja Terhadap Kinerja Karyawan
Pada Dinas Tenaga Kerja, Transmigrasi dan Kependudukan Provinsi Jawa Tengah. Skripsi. Semarang:
Universitas Negeri Semarang.

Anderson, R. B. (2019). The influence of millennial job satisfaction on leadership style and turnover intention.
ProQuest Dissertations & Theses.

Anjam, M., Abu Faiz, M., Khan, F., & Khan, S. U. R. (2020). Probing the effects of transformational leadership on
employees' job satisfaction with interaction of organizational learning culture

Aube, R. G. (2015). Transformational leadership as a predictor of the job satisfaction of millennials. ProQuest
Dissertations & Theses

Bass, B. M. (1994). Improving organizational effectiveness through transformational leadership. Thousand Oaks.

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. Psychology press.

Blumberg, B., Cooper, D., & Schindler, P. (2014). EBOOK: Business research methods. McGraw Hill.

Boone Jr, H. N., & Boone, D. A. (2012). Analyzing likert data. The Journal of Extension, 50(2), 48.

Braun, S., Peus, C., Weisweiler, S., & Frey, D. (2013). Transformational leadership, job satisfaction, and team
performance: A multilevel mediation model of trust. The leadership quarterly, 24(1), 270-283.

Cameron, K. S. (2011). Diagnosing and changing organizational culture: Based on the competing values

framework. John Wiley & Sons.

Campione, W. A. (2015). Corporate offerings: Why aren’t millennials staying?

Journal of Applied Business & Economics, 17(4).

Cohen, J. (2013). Statistical power analysis for the behavioral sciences. routledge. Colquitt, J. A., & Rodell,
J. B. (2015). Measuring justice and fairness. The Oxford

Handbook of Justice in the Workplace, 1, 187-202.

Dabi¢, M., Stoj¢i¢, N., Simi¢, M., Potocan, V., Slavkovi¢, M., & Nedelko, Z. (2021). Intellectual agility and
innovation in micro and small businesses: The mediating role of entrepreneurial leadership. Journal of
Business Research, 123, 683—695.

Dessler, G. (2020). Fundamentals of human resource management. Pearson. Dessler, G., Cole, N. D., &
Chhinzer, N. (2015). Management of human resources:
The essentials. Pearson London.

Dhewanto, W., Nurdayat, . F., & Putri, A. A. (2020). Understanding the role of job satisfaction in workplace from
millennial generation's perspective toward organizational performance. KnE Social Sciences

EA, L. (1976). The nature and cause of job satisfaction. Handbook of Industrial and Organizational Psychology.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable variables and
measurement error. Journal of marketing research, 18(1), 39-50.

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development of leader-member
exchange (LMX) theory of leadership over 25 years: Applying a multi-level multi-domain perspective. The
Leadership Quarterly, 6(2), 219-247.

Greenberg, J. (1987). A taxonomy of organizational justice theories. Academy of Management Review, 12(1), 9-22.

Grishby, A. R. (2019). Leadership and Culture Effects on Corporate Retention of Black Millennials. Walden
Dissertations and Doctoral Studies. Sule, E. T., Soemaryani, 1., & Purba, M. (2023). The Effect of
Transformational Leadership and Employee Placement on Work Engagement. UP45 Journal.

Hair, J., Hollingsworth, C. L., Randolph, A. B., & Chong, A. Y. L. (2017). An updated and expanded assessment of
PLS-SEM in information systems research. Industrial Management & Data Systems, 117(3), 442—458.

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the results of PLS-SEM.
European business review, 31(1), 2-24.

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant validity in variance-

based structural equation modeling. Journal of the academy of marketing science, 43, 115-135.
Herzberg, F. (1966). Work and the nature of man. World.

Hershatter, A., & Epstein, M. (2010). Millennials and the world of work: An organization and management perspective.
Journal of business and psychology, 25, 211-223.

Published by Radja Publika

OPEN):“‘ ACCESS 1925



JOB PLACEMENT, TRANSFORMATIONAL LEADERSHIP, AND ORGANIZATIONAL CULTURE ON JOB
SATISFACTION OF MILLENNIAL EMPLOYEES AT THE UNIVERSITY OF GRIYA PERSADA MEDIATED
THROUGH WORK MOTIVATION AS AN INTERVENING VARIABLE

Naseha Elkrima et al

Hertzberg, F., Mausner, B., & Snyderman, B. (1959). The motivation to work. New York.

Hoffman, B. J., & Woehr, D. J. (2006). A quantitative review of the relationship between person—organization fit
and behavioral outcomes. Journal of
Vocational Behavior, 68(3), 389-399.

Hofstede, G. (1984). Culture’s consequences: International differences in work- related values (Vol. 5). sage.

Ibrahim, M., Karollah, B., Juned, V., & Yunus, M. (2022). The effect of transformational leadership, work
motivation and culture on millennial generation employees performance of the manufacturing industry in the
digital era. Frontiers in psychology, 13, 908966.

Indrayani, 1., Nurhatisyah, N., Damsar, D., & Wibisono, C. (2024). How does millennial employee job satisfaction
affect performance? Higher Education, Skills and Work-Based Learning, 14(1), 22—40.

Inrawan, A., Tridianty Sianipar, R., Pandapotan Silitonga, H., Sudirman, A., & Dharma, E. (2022). Predictors
Affecting Millennial Generation Work Satisfaction in Pematangsiantar City: a Quantitative Approach. Applied
Quantitative Analysis (AQA), 1 (2), 1-14.

Joshi, A., Kale, S., Chandel, S., & Pal, D. K. (2015). Likert scale: Explored and explained. British Journal of Applied
Science & Technology, 7(4), 396—403.

Judge, T. A., & Kammeyer-Mueller, J. D. (2012). Job attitudes. Annual Review of Psychology, 63(1), 341-367.

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: a meta-analytic test of their
relative validity. Journal of Applied Psychology, 89(5), 755.

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences OF INDIVIDUALS’FIT at work:
A meta-analysis OF person—job, person— organization, person—group, and person—supervisor fit. Personnel
Psychology, 58(2), 281-342.

Kultalahti, S., & Liisa Viitala, R. (2014). Sufficient challenges and a weekend ahead—Generation Y describing
motivation at work. Journal of Organizational Change Management, 27(4), 569-582.

Lie, D., Sherly, S., & Efendi, A. S. (2022). Millennial employee job satisfaction stimulant analysis.

Martin, R., Guillaume, Y., Thomas, G., Lee, A., & Epitropaki, O. (2016). Leader— member exchange (LMX) and
performance: A meta-analytic review. Personnel Psychology, 69(1), 67-121.

Mashagbah, N. K. (2018). The relationship between motivation and job satisfaction among teachers of public schools
in Mafraq province of Jordan. European Scientific Journal, 14(31), 224-239.

Mburu, L. N., Ragui, M., & Ongeti, W. (2024). Influence of Transformational Leadership on Millennial
Workforce Engagement in Compliant International NGOs in Kenya. EBSCOhost.

McCleskey, J. A. (2014). Situational, transformational, and transactional leadership and leadership development.
Journal of Business Studies Quarterly, 5(4), 117.

Moortezagholli, Z. (2020). Understanding millennial healthcare leaders' job satisfaction and retention. ProQuest
Dissertations & Theses

Moulik, M., & Giri, V. N. (2024). Job crafting for workplace happiness: a study of millennials across Indian service
sectors. Business Perspectives and Research, 12(2), 242-260.

Myers, K. K., & Sadaghiani, K. (2010). Millennials in the workplace: A communication perspective on millennials’
organizational relationships and performance. Journal of Business and Psychology, 25, 225-238.

Neuman, D. (2014). Qualitative research in educational communications and technology: A brief introduction to
principles and procedures. Journal of Computing in Higher Education, 26, 69-86.

Ng, E. S., Schweitzer, L., & Lyons, S. T. (2010). New generation, great expectations: A field study of the millennial
generation. Journal of business and psychology, 25, 281-292.

Ngoc, A. M., Minh, C. C., Nhu, N. T., Nishiuchi, H., & Huynh, N. (2023). Influence of the human development index,
motorcycle growth and policy intervention on road traffic fatalities—A case study of Vietnam. International
Journal of Transportation Science and Technology, 12(4), 925-936.

Nurhadian, A. F. (2017). Pengaruh kepemimpinan transformasional dan motivasi kerja terhadap kinerja karyawan.
Jurnal Ekonomi, Bisnis & Entrepreneurship (e-Journal), 11(1), 59-74.

Obickwe, O., Zeb-Obipi, 1., & Ejo-Orusa, H. (2019). Organizational family culture and employee involvement in
Nigeria workplaces: An Empirical analysis. /IARD Int. J. Econ. Bus. Manag, 5, 23-39.

Porter, T., Heath, M., Messina, N., & Bible, S. C. (2023). Millennials and the motivation to lead: is a
transformational leader a catalyst or barrier? Management Research Review, 46(8), 1149—-1162.

Purnamasari, L. (2023). The Leadership Concepts Of Peter G. Northouse Reflected In John Grisham’s Novel
Character, Jake Brigance. JHSS (JOURNAL OF HUMANITIES AND SOCIAL STUDIES), 7(2), 486—489.

Putra, G. N. S., & Dewi, . G. A. M. (2019). Effect of transformational leadership and organizational culture on

Published by Radja Publika

OPEN):“‘ ACCESS 1926



JOB PLACEMENT, TRANSFORMATIONAL LEADERSHIP, AND ORGANIZATIONAL CULTURE ON JOB
SATISFACTION OF MILLENNIAL EMPLOYEES AT THE UNIVERSITY OF GRIYA PERSADA MEDIATED
THROUGH WORK MOTIVATION AS AN INTERVENING VARIABLE

Naseha Elkrima et al

employee performance mediated by job motivation.

Quinn, R. E. (2011). Diagnosing and changing organizational culture: Based on the competing values framework.
Jossey-Bass.

Robbins, S. P., & Judge, T. A. (2018). Essentials of organizational behavior. pearson.

Robbins, S. P., & Judge, A. T. A. (2019). Organizational Behavior. 18th Editi. New York City, NY. USA: Pearson.

Ruys, J. (2013). Leadership behaviors and workplace factors millennial workers find important for job satisfaction
and retention. ProQuest Dissertations & Theses

Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic motivation, social
development, and well-being. American Psychologist, 55(1), 68.

Ryan, R. M., & Deci, E. L. (2020). Intrinsic and extrinsic motivation from a self- determination theory perspective:
Definitions, theory, practices, and future directions. Contemporary Educational Psychology, 61, 101860.

Schein, E. H. (2010). Organizational culture and leadership (Vol. 2). John Wiley & Sons.

Schuler, R. S., & Jackson, S. E. (2008). Strategic human resource management.
John Wiley & Sons.

Sekaran, U. (2016). Research methods for business: A skill building approach. John Wiley & Sons.

Sessoms-Penny, S., Underwood, K. M., & Taylor, J. (2022). A decade later: exploring managerial insights on
millennials. Management Matters, 20(1), 36-52.

Stover, O. (2020). Job satisfaction, engagement, and motivation among millennial nurses. ProQuest Dissertations
& Theses
Strauss, W., & Howe, N. (2000). Millennials rising: The next great generation (Vol.

200). Vintage Books New York.

Sule, E. T., Soemaryani, 1., & Purba, M. (2023). The effect of transformational leadership and placement on work
engagement. UP45 Journal

Twenge, J. M., Campbell, S. M., Hoffman, B. J., & Lance, C. E. (2010). Generational differences in work values:
Leisure and extrinsic values
increasing, social and intrinsic values decreasing. Journal of Management, 36(5), 1117-1142.

Twenge, J. M., Campbell, W. K., & Freeman, E. C. (2012). Generational differences in young adults’ life goals,
concern for others, and civic orientation, 1966-2009. Journal of Personality and Social Psychology, 102(5),
1045.

Valldeneu, M., Ferras, X., & Tarrats, E. (2021). Effect of transformational behavior on millennial job satisfaction.
Problems and Perspectives in Management, 19(3), 421.

Van den Broeck, A., Ferris, D. L., Chang, C.-H., & Rosen, C. C. (2016). A review of self-determination theory’s
basic psychological needs at work. Journal of Management, 42(5), 1195-1229.

Van Hyatt, B. (2021). Definitions of meaningful work for Generation X and Millennial cuspers. Journal of Human
Resource Management, 9(1), 1-14.

Vroom, V. H. (1964). Work and motivation. John Willey & Sons.

Wang, X., Li, C., Chen, Y., Zheng, C., Zhang, F., Huang, Y., & Birch, S. (2022). Relationships between job
satisfaction, organizational commitment, burnout and job performance of healthcare professionals in a district-
level health care system of Shenzhen, China. Frontiers in Psychology, 13, 992258.

Wayerski, L. K. (2018). Examining transformational leadership components as predictors of job satisfaction and
job retention among millennials. ProQuest Dissertations & Theses.

Widodo, D. S., & Pramudianto, F. (2020). Pengaruh Penempatan Kerja terhadap Motivasi dan Kinerja Karyawan
Generasi Millennial. Jurnal Ilmiah Manajemen Bisnis, 6(2), 218-228.

Yap, W. M., & Badri, S. K. Z. (2021). Millennials' affective well-being and transformational leadership. Informit.
Yukl, G. (2013). Leadership in organizations 8th ed. Pearson Education, Inc.

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee creativity: The influence of
psychological empowerment, intrinsic motivation, and creative process engagement. Academy of Management
Journal, 53(1), 107-128.

Published by Radja Publika

OPEN;: ) ACCESS 1927



