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 The purpose of this study is to analyse the impact of employee 

competence, culture of innovation, and leadership style on the 

effectiveness of organizations in the Coordinating Ministry for Human 

Development and Cultural Affairs Indonesia.  

Methodology/approach – This research uses quantitative research 

methods in the form of surveys. Respondents of this study are employees 

at the Secretariat of the Coordinating Ministry for Human Development 

and Cultural Affair, with 109 respondents.  

Findings – The results of this study show that employee competence, 

culture of innovation, and leadership style have a positive impact on 

organizational effectiveness. It should be an organization’s concern to 

improve the quality of competence, culture of innovation, and style of 

leadership so that the effectiveness of the organization can be achieved 

optimally.  

Novelty/value – The leaders must conduct regular employee evaluations, 

conduct employee competency training, and prepare supporting 

infrastructure so that employee competence increases and a good culture 

of innovation is created. Keywords: Employee competence, culture of 

innovation, leadership style, organizational effectiveness, bureaucratic 

reform.  
 

This work is licensed under a Creative Commons Attribution-Non Commercial 4.0 International License. 

 
 

INTRODUCTION 
The Coordinating Ministry of Human Development and Cultural Affairs (Kemenko PMK) is 

an institution that is also an organization. In the government system, of course, the organization and 

implementation of public services must be good and clean (good governance), of course followed by 

the development and implementation of a good, transparent and accountable accountability system. 

Public services have a very vital role in organizational and political life. If the implementation has poor 

quality public services, it will cause a crisis of confidence by the community. The poor quality of public 

services has led to a crisis of confidence in the community towards the public bureaucracy. The crisis 

of trust is shown by the emergence of various forms of protests and demonstrations against the 

bureaucracy both at the central and regional levels (Imam & Astini, 2022; Iskamto, 2020; Iskamto et 

al., 2020, 2021; Jaenudin & Fauziana, 2022; Manggala & Nurhayati, 2022).  

One of the parameters in seeing good performance in the government system can be seen 

through the achievement value of bureaucratic reform. Bureaucratic reform is a systematic, integrated 
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and comprehensive effort to realize good governance which includes aspects of change management, 

policy deregulation, organizational structuring and strengthening, governance structuring, apparatus 

human resource management, strengthening accountability, strengthening supervision, improving the 

quality of public services. 

 

Table 1. Table of Bureaucratic Reform Score of Coordinating Ministries in 2019-2021 

Name of Coordinating Ministry 2019 2020 2021 

Coordinating Ministry of Human Development and Cultural 

Affairs 

75,72 76,14 77,69 

Coordinating Ministry for Maritime and Investment Affairs 69,13 75,18 76,78 

Coordinating Ministry for Economic Affairs - 76,63 77,95 

Coordinating Ministry for Political, Legal, and Security 

Affairs 

75,58 75,60 77,82 

Source: Bureaucratic Reform and SAKIP Evaluation Report, processed. 

Data from Table 1, it has been known that the value of the Bureaucratic Reforms Kemenko 

PMK has been increasing every year, but the increasing values of the Bureaucratic reforms did not 

occur significantly, only rising one point each year.  

Values in each area of change are rising and some are falling. The increase in value in the area 

of change should be consistent with indicating an increase each year, but what happens in Kemenko 

PMK, values in each area of changes are inconsistent even some have decreased. 

In keeping with the explanation of the value of bureaucratic reforms mentioned above, strategic 

measures are needed so that Kemenko PMK is able to improve the performance of its organization and 

to provide more benefits to the public by demonstrating through better and consistent indicators of 

bureaucracy reform value than in previous years. 

The researchers reflected through the report of the general record of the results of the evaluation 

of bureaucratic reforms existing in Kemenko PMK on the Human Resource Management factor on 

February 24, 2022 issued by The Ministry of State Apparatus Utilization and Bureaucratic Reform 

(KemenPANRB) on the first point mentioned that “The analysis of the competence gap possessed from 

the result of the assessment of staff competence, has not been fully followed up for the fulfilment of the 

needs of the development of competence of staff, so competence development carried out is not optimal 

in reducing the competency gap that occurs.” The researchers concluded that the development of the 

competence of employees in Kemenko PMK has not gone optimally, it should be a serious concern so 

that development of individual competence can develop evenly and comprehensively in accordance 

with the letter of evaluation and recommendations of the Ministry of State Apparatus Disclosure and 

Bureaucratic Reform (Rifa’i et al., 2022; Yulihardi et al., 2022). 

The next factor that researchers look at is the Innovation Culture Factor. Researchers see the 

slowness of the innovations that exist in Kemenko PMK, especially in following the trends of the times 

especially regarding the technology that develops in the Kemenko PMK environment. The lack of 

innovation contributions from workers or the lack of a culture of innovation that exists in Kemenko 

PMK can lead to many things, one of which can make the workers to work passively, monotonous and 

less creative so that it can reduce the productivity. 

The last factor that the researchers highlighted is the leadership factor that exists in Kemenko 

PMK. In the general report of the results of the Bureaucratic Reform evaluation dated February 24, 

2022, the third paragraph explains that “the performance dialogue conducted between the leadership 

and the entire staff is not fully optimal, so the individual performance does not fully contribute to the 

performance of the organization”. The researchers reflected that the inefficiency of communication 

between leaders and officials led the researchers to conclude that the leaders in particular who are in 

charge of their subordinates, in this case the officials, should have a leadership style that is able to 

embrace, communicate, and organize their employees, in the case of the official, so that they are not 

afraid or discouraged and able to use their capabilities to the maximum so they can make the maximum 

contribution to their organization, in that case the Ministry of Coordination in the Field of Human 

Development and Culture. 
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Therefore, based on the background explanation presented above, the author is encouraged to 

undertake research on “The Impact of Employee Competence, Culture of Innovation, and Leadership 

Style on Organizational Effectiveness in the Ministry of Human Development and Culture 

Coordinator”. 

 

LITERATURE REVIEW  

Bureaucratic Reform 

According to Sigit in Deviyanti, D., & Bintoro, K. (2021), bureaucratic reform is a government 

strategy in realizing Good Governance by making changes and improvements to the government 

administration system that targets human resources, management and institutions. The objectives of 

bureaucratic reform guided by Presidential Regulation Number 81 of 2010 concerning the Grand 

Design of Bureaucratic Reform 2010-2025 as a strategy and solution in connection with problems in 

implementing government policies in relation to serving the community has the following objectives: 

1) Improve the quality of service to the community; 2) Make the efficiency of time and costs incurred 

by each government organization; 3) Improve the performance of the state civil apparatus; 4) As an 

indicator in making policies and developing programs that have implications for the community. 5) 

Creating an effective, proactive and anticipatory bureaucracy in the face of change. 

 

Competence 

According to DeFillippi, R. J., and Arthur, M. B (2011) emphasizes the development of employee 

competencies involving complex cognitive skills, problem-solving, and strategic thinking skills. 

According to Wibowo (2010:324), competence is the ability to perform or perform a job or task that is 

based on skills and knowledge and supported by the work attitude required by the attitude of the job. 

Thus, competence indicates the skills or knowledge characterized by professionalism in a particular 

field as something of the most importance, as the superiority of that field.In other words, the definitions 

from the explanations of the researchers above can be concluded that competence is the character of an 

organization or company employees to be able to perform tasks assigned or mandated and to realize the 

goals of the organization or the company to be achieved. 

 

Culture of Innovation 

Innovation culture is a process aimed at creating new knowledge that is focused on commercial 

development and to obtain valuable solutions. (Herkema, 2003).The culture of innovation is 

characterized by changes in traditional management principles, both in terms of processes and practices 

that significantly change the way management works. (Hamel, 2006). 

Innovative culture according to Quy (2017) plays a very important role in organizations 

especially in examining the performance of organizations. From some of the above definitions, it can 

be concluded that innovation culture is the process of changing principles and the way management 

works in accepting changes to the implementation of ideas or the development of new behaviors, such 

as creating new ideas that can benefit the company or organization. 

 

Style of Leadership 

Leadership style is a set of characteristics that a leader uses to influence his subordinates so that 

the organization's goals are achieved or it can be said that the style of leadership is a pattern of behavior 

and strategy preferred and often set by a leader. (Veithzal Rivai, 2014). Mulyadi (2015) also defines 

leadership style as the way a leader shows a particular attitude to influence his subordinates in achieving 

the company’s goals. Busro (2018) also adds another interpretation of leadership style is a way in which 

a leader can persuade his followers to freely wish to carry out the various collaborative activities 

requested by the leader without feeling compelled to the company’s goals. From some of the definitions 

of leadership styles mentioned above, the authors can conclude that leadership style is the way a leader 
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is able to influence and move the people he leads individually or collectively to carry out a particular 

activity and to a goal of the organization or company without being followed by coercion.  

 

Efficiency of Organization 

Organizational effectiveness can be expressed as the degree of success of an organization in its 

endeavors to its goals and objectives. (Daft, 2010). There are some of the most commonly used 

approaches in measuring the effectiveness of an organization, one of which is through a target or goal 

approach. The concept of effectiveness based on the goal approach according to Gibson (2006:20) is 

the achievement of the goal of joint efforts. The level of achievement indicates the level of effectiveness 

or efficiency.  Therefore, this is from the explanation of the experts above if the conclusion is drawn, 

that the effectiveness of the organization can be achieved when the organization or company 

successfully achieves its goals. From this point of view it is also mentioned that organizations are 

established as a means to a goal.  

 

HYPOTHESIS DEVELOPMENT 

H1 : Variable Employee of Competence have a positive impact on Organizational 

Effectiveness. 

H2 : Variable Culture of Innovation have a positive impact on Organizational Effectiveness. 

H3 : Variable Style of Leadership have a positive impact on Organizational Effectiveness. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Research Framework 

 

 

METHOD 

This research uses quantitative research methods in the form of surveys. Surveys are usually used in 

exploratory and descriptive research to collect data about people, events, or situations (Sekaran & 

Bougie, 2016). Surveys usually analyze samples to examine the population. Data collection uses 

research instruments in the form of questionnaires, and data analysis is statistical which aims to test the 

research hypothesis. This research is also a causality research that analyzes the influence between 

variables. This research measurement is in the form of numbers and uses analytical tools to measure 

and obtain research results through questionnaires. 

   

RESULT AND DISCUSSION 

The following survey contains statistical descriptive variables of the survey consisting of the average 

(mean), minimum, maximum, and median values of the respondent’s acquisition score against the 

survey questionnaire with the following results: 

 

Table 2. Descriptive Statistics Dimensions and Research Variables 

Employee of 
Competence 

(X1) 

Culture of 
Innovation 

(X2) 

Style of Leadership 
(X3) 

Organizational 
Effectiveness 

(Y) 

H1 

H2 

H3 
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Variables/Dimensions 
Mean 

Score 

Minimum 

Score 

Maximum 

Score 

Median 

Score 

Variable Employee of Competence 

  Dimensions of knowledge 

  Dimensions of Capability 

  Dimensions of Attitude 

63.26 

15.77 

10.54 

10.63 

56.00 

14.00 

9.00 

9.00 

72.00 

18.00 

12.00 

12.00 

61.00 

15.00 

10.00 

10.00 

Variable Culture of innovation 

  Dimensions of Innovation 

  Dimensions of infrastructure 

  Dimensions of implementation 

46.04 

9.70 

8.78 

9.08 

22.00 

5.00 

4.00 

4.00 

59.00 

12.00 

12.00 

12.00 

47.00 

10.00 

9.00 

10.00 

Variable Styles of Leadership 

  Dimensions of Decision 
  Dimensions of Motivation of Workers 

  Dimension of Communication 

  Dimensions of Control 

  Dimension of Responsibility 

  Dimensions of Emotional Control 

74.37 

19.67 

9.83 

10.20 

9.78 

14.97 

9.91 

53.00 

15.00 

8.00 

7.00 

7.00 

9.00 

6.00 

90.00 

24.00 

12.00 

12.00 

12.00 

18.00 

12.00 

75.00 

20.00 

10.00 

10.00 

10.00 

15.00 

10.00 

Variables of Organizational Effectiveness 

  Dimensions of Achievement 

  Dimension of Adaptation 

  Dimensions of Integration 

50.83 

10.02 

10.28 

10.25 

36.00 

7.00 

6.00 

8.00 

60.00 

12.00 

12.00 

12.00 

50.00 

10.00 

10.00 

10.00 

Source: Primary data processed, 2023 

Validity and Reliability Test 

Validity testing in this study through a second-order measurement model using the SEM-PLS approach 

with the help of SmartPLS 3 software that will issue the factor loading value as a measure of the validity 

of a factor with the condition that if the load factor value > 0,70 then it is declared valid. (Haryono, 

2017). The validity and reliability test results for the latent variable indicators in this study are as 

follows: 

 

Table 3. Validity and Reliability Test 

Construction 
Loading 

Factor 

Cronbach’s 

Alpha 

Composite 

Reliability 
AVE 

Variable Employee of Competence 

  Dimensions of Knowledge 

  Dimensions of Capability 

  Dimensions of Attitude 

- 

0.920 

0.863 

0.860 

0.888 

0.797 

0.757 

0.797 

0.913 

0.908 

0.891 

0.908 

0.599 

0.831 

0.803 

0.831 

Variable Culture of Innovation 

  Dimensions of Innovation 

  Dimensions of infrastructure 

  Dimensions of implementation 

- 

0.859 

0.899 

0.897 

0.897 

0.799 

0.811 

0.845 

0.922 

0.909 

0.913 

0.928 

0.663 

0.832 

0.840 

0.866 

Variable Styles of Leadership 

  Dimensions of Decision 

  Dimensions of Motivation of Workers 

- 

0.909 

0.838 

0.956 

0.908 

0.753 

0.961 

0.935 

0.890 

0.623 

0.783 

0.802 
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  Dimension of Communication 

  Dimensions of Control 

  Dimension of Responsibility 

  Dimensions of Emotional Control 

0.803 

0.904 

0.915 

0.826 

0.865 

0.708 

0.872 

0.899 

0.937 

0.872 

0.922 

0.952 

0.881 

0.773 

0.797 

0.908 

Variable Organizational Effectiveness 

  Dimensions of Achievement 

  Dimension of Adaptation 

  Dimensions of Integration 

- 

0.857 

0.877 

0.891 

0.901 

0.883 

0.868 

0.822 

0.924 

0.945 

0.938 

0.918 

0.669 

0.895 

0.883 

0.849 

 

Based on the table 3, shows that the dimension of employee competence, culture of innovation, 

leadership style, and organizational effectiveness with its indicators has loading factor values > 0.70, 

then the validity test of employee competency, innovation culture, style of leadership, and 

organizational effectiveness is declared valid. And based on the table 3, shows that the entire dimensions 

and latent variables in this study have Alpha Cronbach value > 0.7 or Composite Reliability value > 0,6 

or Average Variance Extracted value (AVE) > 0.5 then reliability tests on the variables of employee 

competence, culture of innovation, and leadership style are declared reliable or indicators are considered 

consistent in measuring the construction. 

 

Discriminant Validity 

Discriminant validity in this research using Fornell-Larcker Criterion and Heterotrait-Monotriat Ratio 

of Correlations (HTMT) with result: 

Tabel 4. Fornell-Larcker Criterion 

Construction 
Competence of 

Employees 

Culture of 

Innovation 

Style of 

Leadership 

Organizational 

Effectiveness 

Competence of Employees 

Culture of Innovation 

Style of Leadership 

Organizational Effectiveness 

0,744 

0,415 

0,604 

0,657 

 

0,814 

0,688 

0,629 

 

 

0,789 

0,691 

 

 

 

0,818 

Based on the table 4, then the value of each Fornell-Larcker Criterion is greater than its correlation with 

the other variables in the other columns, so the criterion of discriminatory validity on this model has 

been met. 

Tabel 5. Heterotrait-Monotriat Ratio of Correlations (HTMT) 

Construction 
Competence of 

Employees 

Culture of 

Innovation 

Style of 

Leadership 

Organizational 

Effectiveness 

Competence of Employees 

Culture of Innovation 

Style of Leadership 

Organizational Effectiveness 

 

0,463 

0,655 

0,733 

 

 

0,743 

0,699 

 

 

 

0,745 

 

Tabel Heterotrait-Monotriat Ratio of Correlations (HTMT) show that all value of Heterotrait-Monotriat 

Ratio of Correlations (HTMT) < 0,9 then it can be stated that all constructions have validated 

discriminatory validity based on the calculation of Heterotrait-Monotriat Ratio of Correlations (HTMT). 

 

Hypothesis test 

After evaluating the measurement model (Outer Model) subsequent test of the hypothesis in this study 

using the structural model (Inner Model) with the following results: 
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Figure 1. Inner Model 

Add table of path analysis or Path Coefficient 

Tabel 6. Path Coefficient 

Hypothesis Path Original 

Sample 

T 

Statistics 

P 

Values 

Decision 

H1 Competence of Employees → Organizational 

Effectiveness 

0.378 4.444 0.000 Accepted 

H2 Culture of Innovation → Organizational Effectiveness 0.293 2.373 0.019 Accepted 

H3 Style of Leadership → Organizational Effectiveness 0.261 2.156 0.033 Accepted 

 

H1: The competence of employees has a positive impact on the organizational effectiveness because p 

value 0,019 < 0,05 then hypothesis can be accepted. The competence of employees has a positive impact 

on the organizational effectiveness with a magnitude of impact of 0.378.  

H2: The culture of innovation has a positive impact on the organizational effectiveness because p value 

0,033 < 0,05 then hypothesis can be accepted.  The culture of innovation has a positive impact on the 

organizational effectiveness with a magnitude of influence of 0.293.  

H3: The style of leadership positively influences the organizational effectiveness because p value 0,000 

< 0,05 then hypothesis can be accepted. The style of leadership positively influences the organizational 

effectiveness with a magnitude of impact of 0.261. 

 

DISCUSSION  

Effects of Employee Competence on Organizational Effectiveness 

The results of the analysis of the influence of employee competence on the 

Organizational Effectiveness in Kemenko PMK have found that the competence of the employee 

has a positive influence on the efficiency of the organization in the Kemenko PMK. 
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It is supported by the decision of the organization to do the rotation of staff. It is hoped 

that by doing the rotations of staff, then can give a new refreshment to the staff so that it is 

expected the competence of the staff increases and helps the organization in achieving the 

efficiency of the organisation. 

Accepted the first hypothesis in this study suggests that the competence of employees 

has a significant role in improving the efficiency of the organization. Organizational effectiveness 

depends on the performance of individual duties and responsibilities as an employee of an 

organization. The success of an individual's achievement is closely related to the competence he 

possesses which is a characteristic of the employee with an effective benchmark criterion in 

meeting the performance or performance of that employee himself in the work situation in the 

company. 

The results of this study are in line with the research conducted by Johny, L., (2010) that 

subordinate competence has a significant influence on the efficiency of the organization. The 

research results are also relevant to the findings of Riskawati dkk, (2021) which also obtained 

the finding that the competence of project manager has a positive and significant impact on 

organizational efficiency through job satisfaction in the Construction Division I of PT Adhi 

Karya (Persero) Tbk. 

 

The Impact of Innovation Culture on Organizational Efficiency 

The results of the analysis of the influence of innovation culture on the Organizational 

Effectiveness in Kemenko PMK have found that the culture of innovation has a positive influence 

on the efficiency of organisations in the Kemenco PMK. 

The accepted second hypothesis in this study suggests that the culture of innovation has 

a significant role in improving the efficiency of the organization. A culture of innovation can 

encourage employees to create, create something new that can be beneficial to improving the 

efficiency of the organization. Successful organizations have the ability to absorb innovation into 

their organizational culture. The influence of a culture of innovation can be applied by changing 

traditional management principles, both in terms of processes and practices that significantly 

change the way management works. (Hamel, 2006). 

It is supported by the decision of the organization in doing the rotation of the staff. It is 

expected by doing the Rotation of staff, then can give a new refreshment and can transmit the 

culture of innovation to fellow employees so that created the innovation culture that can support 

the effectiveness of the organisation in Kemenko PMK. 

The results of this study are in line with the research carried out by Oskar Sindi Nova 

(2015) that organizational culture has a positive influence on the effectiveness of organizations 

in PT. Anindya Mitra Yogyakarta. 

 

The Impact of Leadership Style on Organizational Effectiveness 

The results of the analysis of the influence of leadership styles on the Organizational 

Effectiveness in Kemenko PMK have found that the leadership style has a positive influence on 

the efficiency of organisations in the Kemenko PMK. 

Admittedly, the third hypothesis in this study suggests that a leadership style has a significant 

role to play in improving the efficiency of an organization, as stated by Busro (2018) that leadership is 

a way in which a leader can persuade his followers to freely wish to undertake the various collaborative 

activities requested by a leader without feeling compelled to an organization's efficiency measured by 

the degree of success of the organization in the endeavour to its goals and goals. 
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It is supported by the decision of the organization to do the rotation of the staff including 

the leadership. It is hoped that by doing this rotation at the level of leadership, it can improve the 

quality of the leader, both in personal ability as well as the ability to interact and collaborate with 

the staff so that success is created in achieving the effectiveness of the organisation. 

The results of this study are in line with the research conducted by Johny, L., (2010) that 

the style of leadership has a significant influence on the effectiveness of the organization. 

 

CONCLUSION 

Based on analysis and discussion, the results of this study can be concluded: The competence of 

employees has a positive impact on the organizational effectiveness of The Coordinating Ministry of 

Human Development and Cultural Affairs where the suitability of the background of employee 

education with the job, a good understanding of the procedures of tasks and work, and having work 

experience that supports the work can improve the efficiency of the organisation. The culture of 

innovation has a positive impact on the organizational effectiveness in The Coordinating Ministry of 

Human Development and Cultural Affairs where the infrastructure and organization culture of the 

company that supports employees to create innovation can improve the effectiveness of the 

organization. The Style of Leadership has a positive impact on the organizational effectiveness in The 

Coordinating Ministry of Human Development and Cultural Affairs where good and responsible leaders 

in the work can improve the efficiency of the organization. 

 

ACKNOWLEDGMENT 

The authors would like to thank all the participants in The Coordinating Ministry of Human 

Development and Cultural Affairs who have helped and participated in this study. prayer and support 

from family and friends, so that this study has been completed. 

 

REFERENCES 

Busro, Muhammad. (2018). Teori-teori Manajemen Sumber Daya Manusia. Edisi Pertama. Cetakan 

Kesatu. Prenada Media Group. Jakarta. 

Daft, L. Richard. (2010). Summary Theory and Design. Ebook. 

DeFillippi, R. J., & Arthur, M. B. (2011). The Boundaryless Career: A Competency-Based Perspective. 

Journal of Organizational Behavior, 32 (1), 6-16.  

Deviyanti, D., & Bintoro, K. (2021). Analisis Penerapan Good Corporate Governance (GCG) Melalui 

Reformasi Birokrasi Menuju Wilayah Bebas Korupsi dan Wilayah Birokrasi Bersih dan 

Melayani (WBK/WBBM). Syntax Literate; Jurnal Ilmiah Indonesia, 6(6), 2679-2688. 

https://doi.org/10.36418/syntax-literate.v6i6.3104 

Dobni, C. Brooke. (2008), “Measuring innovation culture in organizations: The development of a 

generalized innovation culture construct using exploratory factor analysis”, European Journal 

of Innovation Management. 11 (4) pp. 539-559. https://doi.org/10.1108/14601060810911156. 

Hamel, G. (2006), “The Why, What, and How of Innovation Management”, Harvard Business Review. 

82 (4) pp 84-96. 

Herkema, S. (2003). “A Complex Adaptive Perspective on Learning within Innovation Projects'', The 

Learning Organization, 10 (6) pp 340-6. https://doi.org/10.1108/09696470310497177. 

Iskamto, D. (2020). The Role of Leadership and Influence on Employee Performance in Digital Era. 

Jurnal Manajemen Bisnis, 17(4), 470–484. 



 
The Impact of Employee Competence, Culture of Innovation, and… 

 
 

© 2023 ADPEBI Publications. All Rights Reserved.                                          68 
 

Iskamto, D., Karim, K., Sukono, & Bon, T. (2020). Impact of Employee Satisfaction on Work 

Discipline in Government Office in Indonesia. The International Conference on Industrial 

Engineering and Operations Management, 13. 

Iskamto, D., Srimulatsih, M., & Ansori, P. B. (2021). Analysis of Relationship between Leadership and 

Employee Performance at Manufactur Company in Indoenesia. Proceedings of the 11th Annual 

International Conference on Industrial Engineering and Operations Management, 8. 

Jaenudin, J., & Fauziana, E. (2022). The Analysis of Good Organization Governance to the Leadership 

and Regeneration Effectiveness in Muhammadiyah Islamic Mass Organization. Adpebi 

International Journal of Multidisciplinary Sciences, 1(1), Article 1. 

https://doi.org/10.54099/aijms.v1i1.313 

Manggala, I. W., & Nurhayati, M. (2022). The Effect Of Transformasional Leadership And Training 

On Internal Service Quality With Organizational Culture As A Mediation Variable. Adpebi 

International Journal of Multidisciplinary Sciences, 1(1), Article 1. 

https://doi.org/10.54099/aijms.v1i1.275 

Mulyadi, Deddy. (2015). Perilaku Organisasi dan Kepemimpinan Pelayanan. Bandung: Alfabeta.  

Pranatawijaya, V. H., Widiatry, W., Priskila, R., & Putra, P. B. A. A. (2019). Penerapan skala Likert 

dan skala dikotomi pada kuesioner online. Jurnal Sains Dan Informatika, 5(2), 128-137. 

https://doi.org/10.34128/jsi.v5i2.185. 

Quy, V. T. (2017). Organizational culture and firm performance–A comparative study between local 

and foreign companies located in Ho Chi Minh City. In Proceedings of NIDA International 

Business Conference 2017–Innovative Management: Bridging (p. 211). 

Rifa’i, A., Tan, S., Edward, E., & Adriani, Z. (2022). Effect of Servant Leadership and Political Will 

Perception Toward Managerial Performance. Adpebi International Journal of Multidisciplinary 

Sciences, 1(1), Article 1. https://doi.org/10.54099/aijms.v1i1.174 

Rivai, Veithzal (2014). Edisi cetakan kelima Manajemen Sumber Daya Manusia untuk Perusahaan dari 

Teori ke Praktek. Cetakan pertama. Jakarta: PT Raja Grafindo Persada. 

Sekaran, U., & Bougie, R. (2016). Research Methods for Business A Skill Building Approach (7th ed.). 

John Wiley & Sons Ltd.  

Siswoyo Haryono, (2017), Metode SEM Untuk Penelitian Manajemen AMOS LISREL PLS, Jakarta: 

PT. Luxima Metro Media. 

Wibowo. (2010). Manajemen Kinerja. Jakarta: Rajawali Press. Imam, S. F., & Astini, R. (2022). The 

Effect Of Green Transformation Leadership On Government Performance Accountability: 

Through Organizational Learning. International Journal of Law Policy and Governance, 1(1), 

Article 1. https://doi.org/10.54099/ijlpg.v1i1.194 

Yulihardi, Y., Yenni Del Rosa, & Darman. (2022). Servant Leadership, Self Efficacy and Job 

Satisfaction, on the Performance of Managers of Alahan Panjang Tourism Object, Solok 

Regency. Asean International Journal of Business, 1(1), 10–23. 

https://doi.org/10.54099/aijb.v1i1.64 

 
 

 

 


