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Abstract

This study aims to analyze the influence of Servant Leadership, Organization Culture on
Employee Performance with Organization Commitment as an Intervening Variable at the
Tax Service Office of Aceh Province, the dependent variable of this study is servant
leadership and the organization culture for the independent variable is employee
performance, for the intervening variable is organizational commitment. The population in
this study is 265 personnel from the Tax Service Office of Aceh Province. The sampling
technique used proportionate stratified random sampling and a sample of 170 respondents
who were employees at the Tax Service Office of Aceh Province was obtained, the research
method used was a quantitative method, for the data analysis method using Structural
Equation Modeling (SEM). The results of this study show that servant leadership and
organizational culture have a significant effect on organizational commitment, further
servant leadership, organizational culture and organizational commitment have a significant
effect on the performance of employees of the Aceh Provincial Tax Service Office. This study
shows that organization commitment is the most dominant variable affecting the
performance of employees of the Tax Service Office of Aceh Province. In this study, servant
leadership and organization culture have a significant effect on employee performance
through organization commitment as an intervening variable, it can be concluded that
organizational commitment functions as a partial mediation between exogenous and
endogenous variables.

Keywords:  Servant leadership, organizational culture, organizational commitment and
employee performance.

1. INTRODUCTION

Taxes are one of the main pillars of state revenue, including in Aceh Province. The
Pratama Tax Service Office (KPP) in Aceh Province has an important role in collecting
taxes to support development and provision of public services. In accordance with the
Minister of Finance Regulation Number 206.2/PMK.01/2014 concerning the Organization
and Work Procedures of Vertical Agencies of the Directorate General of Taxes (DJP), KPP
Pratama is a vertical agency of the DJP which is under and directly responsible to the Head
of the Regional Office. The Aceh Province DJP Regional Office has eight offices spread
from the east coast of Aceh to the west coast of Aceh including KPP Pratama Langsa, KPP
Pratama Lhokseumawe, KPP Pratama Bireuen, KPP Pratama Aceh Besar KPP Pratama
Banda Aceh KPP Pratama Meulaboh, KPP Pratama Tapak Tuan, KPP Pratama
Subulussalam.

The duties of KPP Pratama are to carry out counseling, service and supervision
activities for taxpayers as well as collecting state revenues from Income Tax, Value Added
Tax, Sales Tax on Luxury Goods, Land and Building Tax for the Plantation, Mining and
Forestry sectors based on the existing Legislative Regulations. applies. Current conditions in
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the field are expected regarding how servant leadership and employee work culture can
increase organizational commitment and daily performance of employees at DJP. Based on
the author's observations at various tax offices in Aceh Province, it turns out that employee
commitment can be influenced by servant leadership and culture. organization for
employees of the Primary Tax Service Office (KPP) in Aceh Province, then organizational
commitment can improve the performance of employees of the Primary Tax Service Office
(KPP) in Aceh Province, Lasta, (2023), Siswoyo (2023), Robbins (2018) and Marbawi
(20024). ). The research results that organizational culture plays an important role in
shaping employee behavior, attitudes and performance, culture and service leadership can
support growth, collaboration and innovation tend to strengthen overall organizational
performance at the Primary Tax Service Office in Aceh Province.

The performance of employees in the tax office has a direct impact on the
organization's ability to collect taxes efficiently and effectively. Good performance can
increase tax revenues while poor performance can hinder the achievement of tax targets.
The servant leadership approach has been recognized as an effective model in improving
employee performance. Leaders who apply servant leadership principles tend to pay
attention to the needs, development and welfare of employees, which in turn can increase
their motivation and performance. Good servant leadership is able to provide solutions to
problems that occur, become a role model or example in attitude and behavior and is able to
instill confidence in employees that the targets assigned will be realized, and is also able to
generate teamwork.

Several previous studies show a research gap regarding the influence of servant
leadership, organizational culture on employee performance with organizational commitment
as an intervening variable, the results of research conducted by Wahyu (2023), Magfirah
(2023), Hutahayan et al (2013) show that servant leadership has a significant influence on
employee satisfaction and performance, which leads to a unidirectional relationship. In his
book and research, Luthans (2018) states that performance is the result of work in terms of
quality and quantity achieved by an employee in carrying out his duties in accordance with
the responsibilities given to him. This concept is multifaceted, but managers must understand
the factors that contribute to organizational performance. Performance is a process of how
work takes place to achieve maximum work results. Performance criteria are determined by
the requirements set by the authority conducting the performance assessment. To measure
performance, the main problem is to set criteria and standards. If the criteria have been set,
the next step is to collect information related to this during a certain period.

Measuring the performance of Aceh Province KPP employees by comparing the
results against standards created for the relevant time period. Employee performance is the
result of work and services produced by state apparatus effectively and efficiently within a
certain period at the Aceh Province KPP. An institution will take various methods to
improve the performance and organizational commitment of its employees, for example
through education, training, creating a work environment, quality and quantity of conducive
work, loyalty and integrity, therefore performance and organizational commitment are very
closely related. The results of employee work in one period at the Aceh Province KPP are
closely related to the level of satisfaction and integrity of the Aceh Province KPP employees.

The workload faced by Aceh Province KPP employees, such as the large number of
employees' work involvement in activities that are not part of their job desk, this is due to the
low tax literacy of the Acehnese people which needs to be addressed and resolved, especially
now that we have just emerged from the pandemic period. Therefore, the need for high trust
and organizational support for Aceh Province KPP employees is something important for
each member and institution. In institutions, organizational commitment is the actions of
employees towards their organization where employees or employees who work for the
organization have loyalty, integrity and commitment to the organization (Robbin, 2018).
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Based on the phenomena and problems above, several problems can be formulated as
follows.

2. OBJECTIVES AND BENEFITS OF STUDY
BerdBased on existing problems and phenomena, the objectives of this research are
as follows:

1.  What is the influence of servant leadership on the organizational commitment of the
Primary Tax Service Office (KPP) in Aceh Province?

2. How does organizational culture influence the organizational commitment of the
Primary Tax Service Office (KPP) in Aceh Province?

3. How does servant leadership influence the performance of Primary Tax Service Office
(KPP) employees in Aceh Province?

4. How does organizational culture influence the performance of Primary Tax Service
Office (KPP) employees in Aceh Province?

5. How does organizational commitment influence the performance of Primary Tax
Service Office (KPP) employees in Aceh Province?

6. Does organizational commitment mediate the relationship between servant leadership
and the performance of Primary Tax Service Office (KPP) employees in Aceh
Province?

7. Does organizational commitment mediate the relationship between organizational
culture and the performance of Primary Tax Service Office (KPP) employees in Aceh
Province?

3. LITERATURE REVIEW
3.1 Theory about servant leadership

Servant leadership is a vital leadership style in any organization, including public and
business organizations, because the concept of servant leadership is more focused on
empowering subordinates or staff in the organization, developing communication between
subordinates and management, and prioritizing serving the desires of subordinates first.
previously (Ehrhart, 2018), Meanwhile Bass, (2019) explained that the concept of servant
leadership is one of the factors that emphasizes the leader's main concern for meeting
individual needs, in Ellen Weber at.all (2022).

3.2 Theory of organizational culture

Organizational culture is a system of sharing values and beliefs that is internal and
interacts with people in an organization, the structure of a control system organism that
produces behavioral norms Robbins (2018). Schein defines culture as a pattern of basic
assumptions created, discovered or developed by a particular group as learning to overcome
problems of external adaptation and internal integration that is formal and well implemented
and therefore taught/passed on to new members as the right car for understanding. , think,
and feel related to these problems (Luthans, 2018). Likewise, organizations have been
defined by many organization and management experts, including as follows: an
organization is a group of people who work together to achieve a common goal.
Organization is the collaboration of two or more people, a system of consciously
coordinated individual activities or forces, Bangun (2019).

3.3 Theory of organizational commitment
Organizational commitment is defined as the strength of an individual's identification
and involvement with the organization. High commitment is characterized by three things,
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namely strong belief and acceptance of the organization's goals and values, a strong
willingness to work for the organization and a strong desire to remain a member of the
organization (Robbins, 2018), Luthans (2018) and Lunbanraja (2017). Commitment appears
in three separate but closely related forms of attitude, first identification with the
organization's mission, second psychological involvement with organizational tasks and
finally loyalty and attachment to the organization (Dessler, 2018).

3.4 Theories about employee performance

Performance is a result achieved by a person in carrying out the tasks assigned to him
which are based on skills, experience and sincerity as well as a certain time. According to
Bangun (2012) and Ningrum (2013). Suparyadi (2015) states that performance is the result
of work in terms of quality and quantity achieved by an employee in carrying out his duties
in accordance with the responsibilities given to him. This concept is multifaceted, but
managers must understand the factors that contribute to organizational performance.
However, managers do not want (no pun intended) to achieve half-hearted performance.
They want the organization, work unit, or work group to achieve the highest performance.
Performance is a say yeslam Language Indonesia yesri say base"kerja" which translates
words from foreign languages performance.

3.5 Conceptual framework

The framework of thinking is the basic idea of research which is synthesized from facts,
observations and research studies. The framework contains theories, postulates or concepts
that will be used as a basis for research. The relationship between the variables used in this
research can be seen in Figure 1.1 below:

Figure 1. Conceptual Framework
Based on the conceptual framework that has been explained and compiled above, several
previous studies that are related to this research will be presented as follows:

1. The influence of servant leadership on organizational commitment

The results of the analysis prove that the servant leadership style has an effect on
organizational commitment. The results of this research do not support the research of
Wahyu (2023), Nasir (2020), Fakhrurrazi (2020), Magfirah (2023), and Luthans (2018),
if the results of this research are connected with reality, the results of this research show
that the servant leadership style is able to influence organizational commitment in an
organization. This condition can occur because at the organizational level, agencies
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have strategic programs aimed at strengthening organizational commitment values, for

example socialization programs and leadership actions that support the process of
internalizing the commitment values applied to the organization..

RADJA PUBLIKA

2. The influence of organizational culture on organizational commitment

The results of the analysis prove that organizational culture has a positive influence on
organizational commitment. The results of this research support the research results put
forward by Lumbanraja (2019), Nasir (2020), Luthans (2016) and Robbins (2015). support of
existing theory, basically organizational culture directly influences organizational commitment,
if viewed in the HRM process efforts are made to identify and employ people who have
organizational cultural values such as: integrity, friendship, loyalty and civility that are in
accordance with the values of the organization. organizational cultural values to be able to
carry out work successfully.

3. The influence of servant leadership on employee performance

Servant leadership(servant leadership) is leadership that is very effective in improving
HR performance in an organization, servant leadership is defined as a leadership style that
serves its employees, which prioritizes the needs of its followers and treats subordinates as
colleagues. According to Nikoparvar (2012), (Greenleaf, 1970) , and Dierendonck & Nuijten
(2011) emphasize that servant leaders must always provide direction to their subordinates
and have full responsibility for the company they lead. Meanwhile Lidenet al.(2014) stated
that servant leaders must emphasize subordinates to put the needs of others before
themselves and encourage subordinates to model and practice their behavior..

4. The influence of organizational culture on employee performance

The results of research conducted by several previous researchers prove that there is a
unidirectional influence between organizational culture and performance, an organization
with resources that can carry out its functions means the organization can face changes
theoretically, technically, conceptually and morally among organizational actors at a certain
level of work. from these organizations (Permana, 2020) Luthans (2018), Lumbanraja
(2017) and Marbawi (2023), an organization to improve human resources can be done by
creating an organizational culture where organizational culture is very important for
management if it wants to achieve high performance, which in Finally, a positive work
attitude is created that encourages increased employee and management performance,
manifested in all company activities and policies, organizational culture variables that are
understood and followed by all employees, the existence of organizational culture can make
each characteristic of an organization its own characteristic.i in(Robbin, 2018).

5. The influence of organizational commitment on employee performance
Organizational commitment shows a person's ability to identify their involvement in a
part of the organization (Permana, 2020), Robbins (2015), Fakhrurrazi (2020), Nasir (2020)
and Luthans (2016) in their research that organizational commitment has values.
organizational behavior, workers' willingness to help realize organizational goals and high
loyalty and integrity to remain members of the organization, then organizational
commitment will create a sense of belonging for workers towards the organization.

3.6 Hypothesiss Research

Based on the conceptual framework, a hypothesis is an idea to find facts that must be
collected, a hypothesis is a temporary question or the most probable conjecture whose truth
still needs to be sought. Based on the framework above and research conducted by several
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previous researchers, a hypothesis can be formulated as follows:

H1 = It is suspected that there is a positive and significant influence of servant leadership
on the organizational commitment of Primary Tax Service Office (KPP) employees
in Aceh Province.

H2 = It is suspected that there is a positive and significant influence of organizational
culture on the organizational commitment of the Primary Tax Service Office (KPP)
in Aceh Province.

H3 = It is suspected that there is a positive and significant influence of servant leadership
on the performance of the Primary Tax Service Office (KPP) employees in Aceh
Umawe Province.

H4 = It is suspected that there is a positive and significant influence of organizational
culture on the performance of the Primary Tax Service Office (KPP) employees in
Aceh Province.

H5 = It is suspected that there is a positive and significant influence of organizational
commitment on the performance of Primary Tax Service Office (KPP) employees in
Aceh Province.

H6 = It is suspected that organizational commitment mediates the influence of servant
leadership on the performance of Primary Tax Service Office (KPP) employees in
Aceh Province.

H7 = It is suspected that organizational commitment mediates the influence of
organizational culture on the performance of Primary Tax Service Office (KPP)
employees in Aceh Province.

4. RESEARCH METHODS.
4.1 Location

The location and object of research is the Pratama Tax Service Office (KPP) in Aceh
Province. In this research, the researcher chose KPP Pratama in the eastern region of Aceh
Province with the location and research object being KPP Lhokseumawe, Bireuen and
Langsa, and the objects in this research are all employees of the Tax Service Office (KPP)
Lhokseumawe, Bireuen and Langsa.

4.2 Popopulation and Research Sample
4.2.1 Population

Population is a generalized area consisting of objects/subjects that have certain
qualities and characteristics determined by the researcher to be studied and then drawn
conclusions. So the population in this study is all tax employees at the Lhokseumawe,
Bireuen and Langsa Tax Service Office (KPP), totaling 265 employees according to Table 1
below.

Table 1. Total Population

Institution Number of

Employees
KPP Pratama Lhokseumawe 88
KPP Pratama Bireuen 84
KPP Pratama Langsa 93
Amount 265

Source: Personnel Data from the Directorate General of Taxes (2024)
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4.2.2 Sample

The sampling technique was carried out using the starstified random sampling
method, this sampling technique was carried out based on research location strata from
several locations, so the sample size was 160 (20 indicators x 8) according to Hair, at.all
(2018) the sample size can be estimated with 5-10 parameters, the sample of respondents
meets the requirements of the SEM model (Ferdinand, 2014), namely 1-200 samples, so in
this study the sample was taken of 170 respondents or above the sample size determined for
employees at the Provincial Tax Service Office (KPP). Aceh, see Table 2 below.

Table 2. Number of samples

Amount
No  Agency Unit Population Number of Samples
1 KPP Pratama Lhokseumawe 88 88/265x 170 =56
2 KPP Pratama Bireuen 84 84/265x 170 =54
3 KPP Pratama Langsa 93 93/265x 170 =60
Total 265 170

Source: Personnel Data from the Directorate General of Taxes (2024)

4.3 Data collection technique

The required data source comes from primary data, by distributing structured
guestionnaires to respondents, the data collection technique used in this research is using a
guestionnaire or questionnaire which is a data collection tool in the form of a series of
written questions which are asked to the subject to obtain answers. in writing from
employees of the Tax Service Office (KPP) Lhokseumawe, Bireuen and Langsa as in Table

3 below.
Table 3. Definition of variables and indicators
No Variable Variable Definition Indicator Measuring
Scale
A leadership style that 1. Listen
reflects a harmonious 2. Empathy Likert
Servants relationship between 3. Awareness (1-5)
1 Leadership subordinates and 4. Vision
(SL) superiors at the Aceh 5. Trust
Provincial Tax 6. Openness
Service Office (Aprida, Rina et al,
2023)
Values  that are 1. Integrity
understood and 2. Friendship
Culture believed in carrying 3. Loyalty Likert
9 Organization out guesses by 4. Trustworthy (1-5)
(BO) employees of the 5. Madani
Aceh Provincial Tax 6. Sincere
Service Office. (Wijaya, Siswoyo Adi,
2023)
3 Organizational =~ KeaDaan where an 1. Emotional Likert
" Commitment  employee of the Aceh 2. Work engagement (1-5)
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(KO) Provincial Tax Service 3. Loyalty

Office takes sides with 4. Need

the organization and 5. Responsibility

the goals of the 6. Awareness

organization. (Irawan, Ari Lasta, et al
2023)

The work results 1. Understand

produced, both in complexity

Performance terms of work ability, 2. Solve the problem
technique and 3. Self-control .
Employee . X Likert
4 (KP) experience  byAceh 4. Confidence (1-5)
Provincial Tax Service 5. Able to adapt
Office employee. 6. Establish

communication
(Marbawi, 2024)

4.4 Data analysis technique
Inferential statistics is a method related to sample analysis to draw conclusions about
population characteristics. After collecting data and information in the field, to manage the
data and information, the author uses the Structural Equation Model (SEM) method in
modeling and testing hypotheses. SEM or structural equation modeling is a collection of
statistical techniques that allow testing a series of relative relationships. complicated,
simulataneously (Ghozali, 2018). What is meant by complex is simultaneous models that are
formed using more than one dependent variable at the same time acting as independent
variables for other tiered relationships. In this research, two types of analysis technigques
were used, namely:
1. Confirmatory analysis(confirmatory factor analysis)SEM is used to confirm the most
dominant factors in a group of variables.
2. Regression WeightsSEM is used to examine how big the influence is between the
variables.

5. RESULTS AND DISCUSSION
5.1 Results Analysis

The analysis of the confirmatory factor or CFA of the exogenous construct consists
of two latent variables: organizational culture, work engagement, and transactional
leadership, where four indicators form the organizational culture variable, work engagement
is formed with four indicators, and transactional leadership is developed with five indicators.
In contrast, five indicators include the endogenous construct of the organizational
commitment variable. In comparison, apparatus performance is formed by five indicators. A
CFA test is performed for each latent variable to see the indicators that make up the latent
construct, which can be described below. Based on the results of data analysis that has been
collected on 170 respondents, a structural study (SEM) will be presented as follows :
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Figure 1. Structural Model After Modification
The results of the structural model for the endogenous contract of Figure 1 above
used to test the unidimensionality show the value of the model results following the
goodness of fit criteria so that the model can be accepted.

Table 3. Full Model Fit Test Results

Goodness of Fit Index Cut-off Value Analysis Results  Model
Evaluation
X2-Chi-Square Expected to be 144,672 Good
Small
Probability >0.05 0.099 Good
GFlI >0.90 0.918 Good
AGFI >0.90 0.887 Good
CFlI >0.95 0.985 Good
TLI >0.95 0.982 Good
CMIN/DF <2 1,167 Good

Model suitability test Based on Table 3, the results of the amos analysis can be
explained that the model is fit, so it can be explained that all exogenous variables have a
significant effect on endogenous variables and the model is fit, so this structural model can
be used to test the research hypothesis that was formulated in the previous chapter.

6. DISCUSSION
Direct influence analysis aims to see how strong the influence of a latent variable is
on other latent variables, either directly (direct effect) or indirectly (indirect effect) and also
the total influence (total effect) can be expressed in Table 4 below:
Table 4. Effect of Exogenous Variables on Endogenous Variables

Endogenous Exogenous Est. Std.Est S.E CR P

Variables Variables
Comm._Organizati <-- Servant_Leadershi 465 532 08 563 L.«
on - p 2 6
Comm_. _ <-- Organizational 388 414 08 445 ..
Organization - culture 7 0
Employee <-- Organization 805 682 15 509 ..
Performance - Comm 8 8
Employee <--  Servant 09 225
Performance - Leadership 211 205 3 5 024
Employee <--  Organizational ,09 2,04
Performance - culture 187 ,169 1 8 041
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Source: Primary data processed (2024)

1. The direct influence of servant leadership on organizational commitment is with an
estimated value of 0.565 (56.5%) and a significant value of 0.000 is smaller than 0.05,
which means there is a significant influence andaccept the first hypothesis (H1)that
stateservant leadership has a positive and significant effect on the organizational
commitment of Aceh Provincial Tax Service Office employees.

2. The direct influence of organizational culture onorganizational commitmentis with an
estimated value of 0.388 (38.8%) and a significant value of 0.000 which is smaller than
0.05 which means there is a significant influence andaccept the first hypothesis
(H2)that stateorganizational culturehas a positive and significant effect on the
organizational commitment of Aceh Provincial Tax Service Office employees.

3. The direct influence of servant leadership on employee performance is with an
estimated value of 0.211 (21.1%) and a significant value of 0.024 which is smaller than
0.05, which means there is a significant influence andaccept the first hypothesis
(H3)that stateservant leadership positive and significant effect onemployee
performanceAceh Provincial Tax Service Office.

4. The direct influence of organizational culture on employee performance is with an
estimated value of 0.187 (18.7%) and a significant value of 0.041 which is greater than
0.05, which means there is a significant influence andaccept the first hypothesis
(H4)which states that organizational culture influences the performance of employees of
the Aceh Province Tax Service Office.

5. The direct influence of organizational commitment on employee performance is with an
estimated value of 0.805 (80.5%) and a significant value of 0.000 is smaller than 0.05,
which means there is an influence so thataccept the first hypothesis (H5)which states
that organizational commitment has a positive and significant effect on the performance
of Aceh Provincial Tax Service Office employees.

7. INDIRECT EFFECTS

Based on the results of calculating probability values for path c' using the Sobel Test as
in Figure 2, the significance values for all paths (A and B) are significant while path C is also
significant so that this model meets the job satisfaction requirements as follows.

Komitmen

c = 0205

Sg = 0.024

Leadership

¢ = 0363
Sig = 0000

Figure 2.Mediation Effect Test Results
Servant leadership— organizational commitment — employee performance

The results of the analysis in Figure 2 above can be explained that the coefficients for
path A, path B are significant and path C is significant, while path C' is also significant,
because the probability of path C is significant, so it can be concluded that organizational
commitment meets the requirements and functions as a partial mediating variable. The
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following analysis of the indirect influence of organizational culture on employee
performance through organizational commitment is carried out using Sobel Test calculations.
An Interactive calculation tool for Mediation tests can be seen in Figure 3. Below.

¢ = 0169
Sig = 0.041

Organisasi - m
Y ¢ = 0282

Sig = 0 001

Figure 3. Mediation Effect Test Results
Organizational culture — organizational commitment — employee performance

Based on the analysis in Figure 3 above, it can be explained that the coefficients for
path A, path B are significant and path C is significant, while path C' is also significant.
Because the probability of path C' is significant, it can be concluded that the relationship
between organizational culture and employee performance is mediated by partial mediation
of organizational commitment, in other words, the organizational culture variable
(independent variable) is able to significantly influence employee performance (dependent
variable) through the mediator variable, namely organizational commitment. so the seventh
hypothesis (H7) is accepted.

8. CONCLUSION
Based on the research results and the researchers' discussion above, we can draw

conclusions from the research results as described in the previous chapter, so we can convey

the following conclusions:

1. It was concluded that servant leadership had a positive and significant effect on the
organizational commitment of employees at the Aceh Province Tax Service Office.

2. It was concluded that organizational culture had a positive and significant effect on the
organizational commitment of employees at the Aceh Province Tax Service Office.

3. It was concluded that servant leadership had a positive and significant effect on
employee performance at the Aceh Province Tax Service Office.

4. It was concluded that organizational culture had a positive and significant effect on
employee performance at the Aceh Province Tax Service Office.

5. It was concluded that organizational commitment had a positive and significant effect
on employee performance at the Aceh Province Tax Service Office.

6. Organizational commitment partially mediates the relationship between servant
leadership and the performance of Aceh Provincial Tax Service Office employees.

7. Organizational commitment partially mediates the relationship between organizational
culture and employee performance at the Aceh Province Tax Service Office.

International Journal of Educational Review, Law And Social Sciences |]JERLAS
E-ISSN: 2808-487X |https://radjapublika.com/index.php /IJERLAS



https://radjapublika.com/index.php/IJERLAS

Volumes 4 No. 4 (2024)

Analysis of Servant Leadership, Organization Culture on Employee Performance with
Organization Commitment as an Intervening Variable at the Tax Service Office of Aceh Province

Krismiyanto', Herman Fithra? and Marbawi®

REFERENCES
Allen, N.J., dan Meyer, J.P. (2018). The Measurement And Antecedents Of Affective,
Continuance, And Normative Commitment To Organization. Journal Of
Occupational Psychology, 63, 1-18.
Anwar Prabu, Mangkunegara (2017). Manajemen Sumber Daya Perusahaan, PT. Remaja
Rosda Karya, Bandung.
Alfian, Mohd. Riza (2015). Pengaruh Pendidikan, Pelatihan dan lingkungan Kerja
Terhadap Kinerja Pegawai Pada Dinas Kehutanan Dan Perkebunan Kabupaten
Bireuen Dengan Kepuasan Kerja Sebagai Variabel Intervening, Tesis Program
Pascasarjana llmu Manajemen (PPIM) Unimal, Aceh Utara
Aprida, Rina, Matriadi, Faisal dan Adnan (2023). The Influence Of Servent Leadership And
Impact In Private Hospital : ICOFEB Vol 1, Issuel

Ardara, Mujiati, Utama (2012), Manajemen sumber daya manusia. Cetakan pertama.
Penerbit PT.Graha Iimu Yogyakarta.

Arikunto, S. (2016). Prosedur Penelitian : Suatu Pendekatan Praktik, Edisi VI, Penerbit PT.
Rineka Cipta, Jakarta.

Bass, B.M., (1985). Leadership and Performance Beyond Expectation. New York:
Academic Press

Bass, Bernard M. (1990). Bass & Stogdill’s Handbook of Leadership: Theory, Research, and
Managerial Applications. Third Edition. London: Collier Macmillan Publishers &
Ronald E. Riggio. 2006. Transformational Leadership. Second Edition. New Jersey:
Lawrence Erlbaum Publishers

Bangun, Wilson. Manajemen Sumber Daya Manusia, Jakarta : Erlangga, (2012).

Ferdinand, Augusty, (2014) Metode Penelitian Manajen, Podoman Penelitian Skripsi, Tesis,
dan Desertas llmu Manajemen, Edisi kelima, Semarang : BP-UNDIP.

Ghozali, Imam (2018), Aplikasi Analisis Multivariate dengan Program SPSS, Edisi Ketiga,
Semarang : Badan Penerbit Universitas Diponegoro, 2016.

Irawan, Indra (2012). Pengaruh Karakteristik Individu dan Karakteristik Kerja Terhadap
Organization Citizenship Behavior dengan Kepuasan Kerja sebagai variabel
Mediator Pada Event Organizer Di Surabaya, Kajian llmiah Mahasiswa Manajemen
Vol 1, No 2,

Ivancevich, John M, Konopaske dan Matteson. (2018). Perilaku Dan Manajemen
Organisasi. Edisi 7 Jilid 2. Alih bahasa: Dharma Yuwono. Jakarta: Erlangga.
Khoirul, Muhammad., (2018). “Pengaruh Budaya Organisasi- terhadap Kinerja Pegawai
Universitas Muhammadiyah Malang , Lembaga Penelitian Universitas

Muhammadiyah, Malang.

Lumbanraja, Prihatin., (2017). Desertasi: Pengaruh Kateristik Individu, Gaya
Kepemimpinan dan Budaya Organisasi Terhadap Kepuasan Kerja dan Komitmen
Organisasi, Program Pascasarjana, Universitas Brawijaya Malang.

Luthans, Fred., (2018). Organizational Behavior, Seventh Edition, McGraw-Hill
International, Singapore.

Marbawi, (2017). The influence of individual characteristics and transformational leadership
on job satisfaction and performance of employee in Bank Aceh Syaria, Proceding
EBIC Universitas Sumatera Utara.

Munandar, A.S., Bertina Sjabaddhyni dan Rufus Patty Wutun., (2004). Peran Budaya
Organisasi Dalam Peningkatam Unjuk Kerja Perusahaan, Depok. Penerbit PIO
Fakultas Psikologi, Universitas Indonesia, Jakarta.

Muzakir (2019) Analisis Pengaruh Kepuasan Kerja Dan Motivasi Kerja Terhadap Kinerja
Perawat Dengan Komitmen Organisasi Sebagai Variabel Intervening Pada Rumah
Sakit Umum Cut Meutia Aceh Utara, Tesis Program Pasca Sarjana llmu

Ndraha, Taliziduhu., (2003). Budaya Organisasi, Cetakan Kedua, Penerbit Rineka Cipta,

International Journal of Educational Review, Law And Social Sciences |I[JERLAS
E-ISSN: 2808-487X |https://radjapublika.com/index.php/IJERLAS



https://radjapublika.com/index.php/IJERLAS

1JERLAS

4 :‘i;niernational Journal of Educational Review,
Law'And Social Sciences

Jakarta.

Noor, Juliansyah., (2013). “Penelitian Manajemen” Tinjauan Filosofis dan Praktis Edisi
Pertama, Prenadamedia Group, Jakarta.

Flippo E. B., (2020). Manajemen Sumber Daya Manusia, Alih Bahasa, Moh. Mas’ud.
Jakarta: Badan Penerbit IPWI.

Rivai, Veithzal dan E.J. Sagala., (2011). Manajemen Sumber Daya Manusia untuk
Perusahaan: dari Teori Ke Praktik, Edisi Pertama, Penerbit PT. Raja Grafindo
Persada, Jakarta.

Robbins, Stephen P dan Timothy A. Judge., (2018). Organizational Behavior, Prentice Hall
Inc., New Jersey.

Sedarmayanti, (2087). Manajemen Sumber Daya Manusia: Reformasi Birokrasi dan
Manajemen Pegawai Negeri Sipil, Cetakan Pertama, Penerbit PT.Refika Aditama,
Bandung.

Sekaran, Uma., (2018). Research Methods For Busines. Metodologi Penelitian Untuk Bisnis,
penerbit Salemba empat, Jakarta.

Siahaan, Elisabet., (2018). Anteseden Kinerja Karyawan dan Pengaruhnya Terhadap
Kepuasan Kerja Karyawan: Studi Berdasarkan Perspektif Jender Pada Sektor Jasa
Perbankan di Wilayah DKI Jakarta, Universitas Brawijaya Program Pascasarjana,
Malang.

Sekaran, Uma., (2018). Reseach Methods For Business, Metode Penelitian Untuk Bisnis
Edisi Pertama, Penerbit Salemba Empat, Jakarta.

International Journal of Educational Review, Law And Social Sciences |]JERLAS
E-ISSN: 2808-487X |https://radjapublika.com/index.php /IJERLAS



https://radjapublika.com/index.php/IJERLAS

