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Abstract

This study aims to analyze the effect of transformational leadership, personal value, and organizational
commitment on the performance of millennial employees with motivation as an intervening variable on millennial
employees of internet service provider companies in Batam. This type of research is associative causality. This
research was conducted using a survey method by distributing questionnaires. The population of this research is
three internet service provider companies domiciled in Batam Center. Data analysis methods used are descriptive
statistical analysis and Partial Least Square (SEM-PLS) analysis. The analysis was assisted with the Smart PLS 3.0
program. The results of this study indicate that transformational leadership and organizational commitment
significantly influence the performance of millennial employees of internet service provider companies in Batam
while personal value has no significant effect. transformational leadership has no significant effect on motivation,
while personal values and organizational commitment have a significant effect on motivation. The transformational
leadership, personal value, and organizational commitment indirectly have insignificant effect on the performance of
millennial employees of internet service provider companies in Batam with motivation as an intervening variable.
transformational leadership has no significant effect on motivation, while personal values and organizational
commitment have a significant effect on motivation. The transformational leadership, personal value, and
organizational commitment indirectly have insignificant effect on the performance of millennial employees of
internet service provider companies in Batam with motivation as an intervening variable. transformational
leadership has no significant effect on motivation, while personal values and organizational commitment have a
significant effect on motivation. The transformational leadership, personal value, and organizational commitment
indirectly have insignificant effect on the performance of millennial employees of internet service provider
companies in Batam with motivation as an intervening variable.
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1. Introduction
1.1 Background

Digital technology that is happening now will bring many changes to human performance, where
human labor is replaced by machines as a result of the development of digital technology and the internet
as well as internet service provider companies in Batam. According to (Prof. Klaus Martin Schwab)
states that at this time we are at the beginning of a revolution that fundamentally changes the way of life,
work, and relate to one another. A work organization is an organization of broad commitments in efforts
to build better human resources, work processes and work results. Work culture in the industrial
revolution era 4.0 is able to change employee performance, due to technological developments. In the era
of the industrial revolution 4.0 also influenced the leadership patterns needed, where the impact of
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technological advances in the industrial revolution has changed the way work that originally used
paper-based work, turned into digital-based [1].

Changes due to the era of the industrial revolution 4.0 will be felt by the millennial generation in
which employees in various ISP companies more than 85% are millennial generation. One's leadership in
a company is one of the factors that determine the steps of a company. One of the factors that can affect
the performance of millennial employees is one of them is the way the leader leads. The success and
failure of a company is determined by leadership, an effective form of leadership will have an impact on
the progress of the company. A good leader is able to utilize the human resources in the company, so
leadership is an important part in improving the performance of millennial employees.In addition, if an
employee has high organizational commitment, it will affect the employee's performance [2].

Organizational commitment is a commitment created by all individual components in carrying
out the organization's operations. That commitment can be created if someone in the organization,
carrying out their  rights and obligations based on their duties and functions within the
organization.Besides that motivation is very important because motivation is a thing that causes,
channels and supports human behavior, so that more enthusiastic and active work to achieve optimal
results. Motivation is said to be a need that drives actions toward a particular goal. Motivation is
important in improving employee performance so that organizational goals are achieved, the organization
must be able to move and encourage employees to be more enthusiastic about working [3].

1.2 Problem Formulation
From the above background, the formulation of the problem in this study are:

1. Does transformational leadership affect the performance of millennial employees of the
Internet Service Provider company in Batam City?

2. Does personal value affect the performance of millennial employees of Internet Service
Provider companies in Batam City?

3. Does organizational commitment affect the performance of millennial employees of the
Internet Service Provider company in Batam City?

4. Does motivation affect the performance of millennial employees of Internet Service Provider
companies in Batam City?

5. Does transformational leadership affect the motivation of Internet Service Provider companies
in Batam City?

6. Does personal value affect the motivation of Internet Service Provider companies in Batam
City?

7. Does organizational commitment affect the motivation of Internet Service Provider companies
in Batam City?

1.3 Research Objectives
The objectives to be achieved in this study are:

1. To find out whether transformational leadership affects the performance of millennial
employees

2. 2. To find out whether personal value affects the performance of millennial employees of the
Internet Service Provider company in Batam City

3. To find out whether organizational commitment affects the performance of millennial
employees of the Internet Service Provider company in Batam City

4. To find out whether motivation affects the performance of millennial employees of the
Internet Service Provider company in Batam City

5. To find out whether transformational leadership affects the motivation of Internet Service
Provider companies in Batam City

6. To find out whether personal value affects the motivation of Internet Service Provider
companies in Batam City

7. To find out whether organizational commitment affects the motivation of Internet Service
Provider companies in Batam City

-
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2. Literature Review
2.1 Employee Performance

Suggests 5 dimensions that can be used as benchmarks in assessing performance, namely:
Quality, namely: the level of error, damage, intelligence, quantity, namely: the amount of work
produced, the use of time in work , namely: the level of absence, tardiness, effective working time
or lost working hours., Cooperation in other people at work, Discipline in carrying out tasks or
responsible for work provided by superiors.Some literature provides a definition of performance
(performance) is almost similar, which is related to achievement, The degree of accomplishment or
in other words, performance is the level of achievement of organizational goals. According to
performance is a significant result of the performer or the level of employee achievement of job
requirements [4].

2.2 Motivation

According to the theory of expectation put forward by Vroom in Handoko (1999) namely
"Motivation is the result of a result to be achieved by someone and the estimates concerned that
his actions will lead to the desired results. Human motivation has been developed by Maslow
through the explanation that motivation is triggered by human efforts to meet needs . In this
theory, Maslow classifies human needs into five categories. Maslow's hierarchy of needs consists
of: (1) Physiological, including the need for clothing, food, shelter and other physical needs, (2)
Security, including the need for safety and protection against physical and emotional loss, (3)
Social, among others compassion, belongingness, welcome, friendship, (4) Appreciation includes,
among others, self-respect factors such as self-esteem, autonomy, and achievement; and external
self respect factors such as status, recognition and attention, (4) Self-actualization, is an impulse to
be a person or according to his ambitions which include growth, achieving potential, and fulfilling
self-needs. ERG theory is a reflection of the names of three basic needs as explained by
Mangkunegara in his book, namely: a. Existence needs. These needs are related to the physical
existence of employees, such as eating, drinking, clothing, breathing, salary, security of working
conditions, fringe benefits. b. Relatedness needs. Interpersonal needs, namely satisfaction in
interacting in the work environment. c. Growth needs. The need to develop and improve
personally [5].

2.3 Transformational Leadership

States that transformational leadership is often defined through its impact on how leaders
strengthen mutual cooperation and trust, collective self-improvement, and team learning. With this
transformational leadership style the followers feel the trust, admiration, loyalty and respect for the
leader, and the followers are motivated to do more than originally expected. Transformational
leadership further increases motivation and performance of followers. Yukl (2010, p.305)
formulates four characteristics possessed by a transformational leader, namely: a. Ideal influence
(Idealized influence) is behavior that evokes emotions and strong identification of followers
towards leaders. b. Individualized consideration includes providing support, encouragement, and
training for followers c. Inspirational motivation (Inspirational motivation) involves delivering an
interesting vision, using symbols to focus the efforts of subordinates. d. Intellectual stimulation
(Intellectual stimulation) is behavior that increases followers' awareness of problems and
influences followers to view problems from a new perspective [6].

The definition of transactional leadership is inseparable from the opinion expressed by,
namely that transaction leadership motivates followers by calling on followers' personal interests.
Inspirational motivation (Inspirational motivation) involves delivering an interesting vision, using
symbols to focus the efforts of subordinates. d. Intellectual stimulation (Intellectual stimulation) is
behavior that increases followers' awareness of problems and influences followers to view
problems from a new perspective. The definition of transactional leadership is inseparable from the
opinion expressed by Burns (1978), namely that transaction leadership motivates followers by
calling on followers' personal interests (Yukl, 2010, p.290). Inspirational motivation (Inspirational
motivation) involves delivering an interesting vision, using symbols to focus the efforts of
subordinates. d. Intellectual stimulation (Intellectual stimulation) is behavior that increases
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followers' awareness of problems and influences followers to view problems from a new
perspective [6].

The definition of transactional leadership is inseparable from the opinion expressed),
namely that transaction leadership motivates followers by calling on followers' personal interests .
Intellectual stimulation (Intellectual stimulation) is behavior that increases followers' awareness of
problems and influences followers to view problems from a new perspective. The definition of
transactional leadership is inseparable from the opinion expressed by Burns (1978), namely that
transaction leadership motivates followers by calling on followers' personal interests . Intellectual
stimulation (Intellectual stimulation) is behavior that increases followers' awareness of problems
and influences followers to view problems from a new perspective. The definition of transactional
leadership is inseparable from the opinion expressed, namely that transaction leadership motivates
followers by calling on followers' personal interests [7].

2.4 Personal Value

Efine values as beliefs about internalized behavior, this impacts (among other things)
how an individual interprets information. The authors conducted a comprehensive review of the
literature and proposed a framework for identifying and classifying existing research values,
showing the iterative nature of values and the way that values can influence both perception and
behavior. Rokeach defines the concept of value as "an enduring belief that a specific mode of
conduct or end-state of existence is personally or socially preferable ..." . Based on this definition,
the concept of values reflects three important characteristics: (1) It is a cognition of what is
desired, (2) It is affective, with associated emotions, (3) Has a component of behavior that leads to
action when activated. Values indicate the basic reason that a particular way of execution or
circumstance is preferred personally or socially compared to the way it is implemented or the
opposite end state [8].

Values contain elements of consideration that bring an individual's ideas about things that
are true, good, and desirable. Researchers in the field of organizational behavior have long
included the concept of values as a basis for understanding individual attitudes and motivations.
Individuals who enter an organization with pre-formed opinions about what "should" and what
"shouldn't" occur. This in turn has implications for certain behaviors or results which are preferred
over others. In other words, define values as beliefs that refer to desired goals, go beyond certain
actions or situations, serve as standards to guide the selection or evaluation of behavior, people and
events, and are ordered by relative interests for each other [9].

2.5 Organizational Commitment

According to that organizational commitment is a reflection where an employee
recognizes the organization and is bound to its goals. This is an important work attitude because
committed people are expected to show their availability to work harder to achieve organizational
goals and have a greater desire to continue working in a company. According to organizational
commitment reflects the degree to which individuals identify with the organization and has a
commitment to its goal. According to organizational commitment is the degree in which an
employee identifies himself with a particular organization and its goals and desires to maintain its
membership in the organization [10].

2.6 Thinking Framework
A. Transformational leadership on employee performance

States that: Transformational leadership style has a charismatic dimension, intellectual
stimulus, individual consideration, and inspirational motivation. If a leader succeeds in
influencing subordinates with his vision to instill his charisma to motivate and become an
inspirator, stimulate intellectual, creativity and respect his employees, then it is certain that
employees will work well, truly and loyal to the company so that their performance increases.
Research by states that transformational leadership style has a significant effect on employee
performance in CV. Jade Indopratama Malang [11].

-
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B. Personal value on employee performance

Personal values affect all behaviors and this is also confirmed by those who state that the
concept of personal values and value systems has been used to predict various forms of behavior.
Performance is a form of individual behavior related to work activities and this performance is
inseparable from the personal values held by individuals who carry out work activities. Personal
values are at the core of personality and affect all other characteristics, namely: attitudes,
evaluations, judgments, decisions, and commitments . Personal values as described included as
instruments of hard work, ambition, courage, independence, optimism.

2.6.3 Organizational commitment Towards employee performance

Robbin's theory (2001) argues that organizational commitment is to what extent an
employee is siding with a particular organizational structure and objectives, and intends to
maintain membership in that organization. So that employees can work well, then as much as
possible employees must be given the confidence to prove employee loyalty to the agency.
Organizational commitment is the degree to which an employee or employee sided with a
particular organization and its objectives, and intends to maintain the organization within that
organization. High organizational commitment means there is a high level of support for the
organization. In study entitled The Effect of Motivation [12].

2.6.4 Transformational Leadership Towards Motivation

Leadership is a human factor that ties a group together and motivates it towards certain
goals, both short and long term. Transformational leadership that is carried out by a leader in the
company can influence the work motivation of employees states that work motivation is
influenced by three factors, namely leadership, the role of themselves and the role of the
organization. Furthermore, work motivation can also be influenced by organizational climate,
according to Stringer (2002: 92) that the characteristics or components of organizational climate
affect the work motivation of members of the organization for certain behaviors [13].

2.6.5 Personal value to motivation

Values as beliefs about internalized behavior, this impacts (among other things) how an
individual interprets information. The higher the value of one's self, the higher the motivation, so
that it will improve its performance in an organization.

2.6.6 Organizational Commitment Towards Motivation

Anidar KH, and Sri Indarti in 2015 conducted a study that showed that commitment had a
positive and significant effect on work motivation. The higher the commitment of the employee,
the higher the work motivation of the employee.

2.6.7 Motivation Toward Employee Performance

Motivation is a series of attitudes and values that influence individuals to achieve specific
things in accordance with individual goals. That attitude and value is an invesible which gives
strength to encourage the individual to behave in achieving the goal. If individuals are motivated,
they will make positive choices to do something, because basically motivation can spur employees
to work hard so that they can satisfy their desires and increase their work productivity and will
ultimately affect the achievement of organizational goals. Tatan Sutanjar's research results (2020)
stated that Motivation has a positive and significant impact on employee performance in the
Banjar City PP Police Unit [14].

2.5 Framework
Based on the research background, problem formulation and research framework, a
research model can be made.
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Figure 1. Research Model with variable Artifacts, Transformational Leadership,
Personal Value Organizational

2.6 Hypothesis
Based on the research model above, the following research hypotheses can be made:

H1 : Transformational Leadership affect the performance of millennial employees of the Internet
Service Provider company in Batam City

H2 : Personal Value affect the performance of millennial employees of the Internet Service
Provider company in Batam City

H3. : Organizational Commitment affect the performance of millennial employees of the Internet
Service Provider company in Batam City

H4. : Motivation on the performance of millennial employees of the Internet Service Provider
company in Batam City

HS. : Transformational Leadership affect the millennial motivation of the Internet Service Provider
company in Batam City

H6. : Personal Value affects the millennial motivation of the Internet Service Provider company in
Batam City

H7 : Organizational Commitment affect the millennial motivation of the Internet Service Provider
company in Batam City

3. Methodology/Materials.

This type of research is explanatory research with a quantitative approach. This research was
conducted at the Internet Service Provider company in Batam City. The population in this study were
all employees in the Internet Service Provider company, totaling 245 employees. The sampling
technique used was purposive sampling. Based on the research objectives to determine the effect of
transformational leadership, personal values and organizational commitment to employee performance
with motivation as an intervening variable the sample taken was all millennial employees born from
1981 to 1996 totaling 100 employees. Sources of data obtained from primary data by distributing
questionnaires and secondary data with documentation [15].

-
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4. Results and Findings

4.1 Search Object
Internet Service Provider Company as many as 3 companies domiciled in Batam Center Batam City,
Riau Islands Province, namely PT. Media Nusa Permana, Solusi Net, Palapa Net.

4.2 Data Analysis
A. Analysis of Internal Consistency

Internal consistency analysis is a form of reliability used to assess the consistency of results
across items on the same test. Internal consistency testing uses composite reliability values. Criteria for
good construct reliability according to can be seen from the composite reliability> 0.600.

Table 4.1 Internal Consistency Analysis

Average
T Cronbach's Composite Variance
¥asiabie Alpha RO Reliability Extracted
(AVE)
Transformational 5 i
0.934 0.935 0.948 0.755

Leadership (X1)
Personal Value (X2) 891 0,900 0916 0.646
Organizational

)
Commissions (X3) BER 889 0915 0.642
Motivation (X4) 881 (BE6 0.915 0.642
Employee 0516 e dine =

Performance (Y)
(Source: Data Processed From 2020 Research Results)

Based on the data of internal consistency analysis in the table above, the results show that
the Competency variable (X1) has a composite reliability value of 0.948> 0.600, then the X1
variable is reliable, then the Job Stress variable (X2) has a composite reliability value of 0.916>
0.600, the X2 variable is reliable, Perceived Organizational Support (X3) variable has a composite
reliability value of 0.915> 0.600 then X3 variable is reliable, Organizational Commitment variable
(X4) has a composite reliability value of 0.915> 0.600 then X4 variable is reliable, Employee
Performance variable (Y) has composite reliability value of 0.935> 0.600 then the Y variable is
reliable.

4.2 Path coefficient results (Path coefficient)
Full Model Structural Equation Modeling (SEM) using software, the results can be seen in Figure

4.1 below:

Figure 2. Full Model Artifacts, Transformational Leadership, Personal Value, Organizational
Commitment, Motivation, Performance Of Millennial Employees.
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B. Hypothesis Test Results

Hypothesis testing aims to answer the problem formulation in Chapter 1. Hypothesis

testing is done through the bootstrapping process with Smart PLS. Hypothesis testing is accepted,
when using probability (P-Values) <0.05. The results of the bootstrapping process with SmartPLS
can be seen in the following table 4.2:

Talske 4.2 "J}'ijlﬂ.:'l af direct and in direct offect

CoeMiclent o P

Variable Value statistic Values

Conclusion

Irans formabonal
Leadership (X1)
+  Performance
(X) 0.254 n 0.034 Sig
Personal  Value
(X2)
_Fd |:_"'||IJJ.[!_x_I=' (Y 0054 355 0.723 Mo Sig
'::'l].'..'.l]lz.l.ln'i.l.::
Commitmieni
(X3) =%
Poarformance (YY) 403 2 2R 0023 SR
Maotrvahon (X4)
+ Performance
iYl 7 BT 485 No S

Tromsfremationasl

Leadership (X1}
Motivation

_(X4) 0,043 0.53%9 0.590 No Sig

(X1) —
Motvation (X4} 456 5. J0G i}, D) Sig

Urpanirational

Commitmenl
{X3) >
Melovtrvarsn (X4} 050 26T

LR LN g

ITrmstnrmatanal
I.cadership
Mutivation .
Performance (Y) =0 (M 0267 0790 N Sig
Personal

Maotrvation -+

Performance (Y) 0053 (e 0,504 No Sig

Urpanirahional

L ornmnatmeeni »
Muolrvaton +
Performmnce (Y 061 BT2 0 502 b [1] ‘\'»l_E_

._.\.il:'\:l-!-l'.f.a',‘ Iata -Ii}.l.n'c\w;i-!_mm '_‘I_I_‘_l';_lta:'\;ca;h Hﬂtl-m. B

Based on the results of statistical tests it is known that the influence between transformational
leadership on employee performance is significant, it can be proven by the P-Value of 0.034
(0.034 <0.05), meaning that transformational leadership has a significant effect on the
performance of millennial employees at Internet Service Provider companies in Batam City .
Based on statistical test results it is known that the influence between personal value on
employee performance is not significant, this is because the P-Value value of 0.723 (0.723>
0.05), meaning that the personal value effect is not significant on the performance of
millennial employees at Internet Service Provider companies in Batam city.

Based on statistical test results it is known that the influence between organizational
commitment to employee performance is significant, this is because the P-Value is 0.023
(0.023 <0.05), meaning that organizational commitment has a significant influence on
millennial employee performance at Internet Service Providers in Batam City .

Based on statistical test results it is known that the influence between motivation on employee
performance is not significant, this is because the P-Value is 0.486 (0.486> 0.05), meaning
that personal motivation is not significant to millennial employee performance at Internet
Service Provider companies in Batam City .

-
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5. Based on statistical test results it is known that the influence between transformational
leadership on motivation is insignificant, it can be proven with a P-Value of 0.590 (0.590>
0.05), meaning that transformational leadership has no significant effect on motivation of
millennial employees at Internet Service Provider companies in the City Batam.

6. Based on statistical test results, it is known that the influence between personal value on
motivation is significant, it can be proven with a P-Value of 0,000 (0,000 <0.05), meaning
that transformational leadership has a significant influence on motivation of millennial
employees at Internet Service Providers in Batam City.

7. Based on the results of statistical tests it is known that the influence between organizational
commitment to motivation is significant, it can be proven by the P-Value of 0,000 (0,000
<0.05), meaning that organizational commitment has a significant effect on motivation of
millennial employees on Internet Service Provider companies in Batam City

4.2.3. R-square analysis

R-square analysis of changes in R-Squares values can be used to explain the effect of
exogenous latent variables on whether endogenous latent variables have substantive effects.
R-Squares values of 0.75, 0.50, and 0.25 can reflect that the model is strong, moderate, and weak.
The following results of the R-Square values from testing the research model can be seen in the
table below

Table 4.3 . R-Square results

Variable R-&qy s

: Value
Organmzation Commitment . 17
Performance ., 549

Table 4.3 shows that competency, job stress and Perceived Organizational Support can be
explained by performance variables of 54.9%, while the remaining 45.1% are explained by other
variables not examined in this model. Whereas, organizational commitment produces an R-square
value of 0.771 which means the organizational commitment variable explains competence, job
stress and Perceived Organizational Support at 77.1% and the remaining 29.9% is explained by
other variables not examined in this model. Therefore, this model is a moderate model.

5 Conclusions and Suggestions
5.1. Conclusion
Based on the results of the research and discussion described above, several conclusions

can be drawn as follows

1. Transformational leadership has a significant influence on the performance of millennial
employees in Internet Service Provider companies in Batam City.

2. Personal value is not a significant influence on the performance of millennial employees at an
Internet Service Provider company in Batam City.

3. Organizational commitment has a significant influence on the performance of millennial
employees at Internet Service Provider companies in Batam City.

4. Personal motivation is not significant to the performance of millennial employees at an
Internet Service Provider company in Batam City.

5. Transformational leadership is not a significant influence on the motivation of millennial
employees on Internet Service Provider companies in Batam City.

6. Transformational leadership has a significant influence on the motivation of millennial
employees on Internet Service Provider companies in Batam City.

7. Organizational commitment has a significant influence on the motivation of millennial
employees on Internet Service Provider companies in Batam City

8. The transformational leadership, personal value, and organizational commitment indirectly
have insignificant effect on the performance of millennial employees of internet service
provider companies in Batam through motivation.
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5.2 Suggestion

After it can be concluded from the results of the analysis that has been done, the
suggestions for further research should pay attention to the number of samples to be used in order
to obtain a more appropriate model. In addition to the variables need to be selected of the
indicators used.

References

[11 Louis, Jefty. 2012. Transassional Leadership Papers
[Online].http://jeffy-louis.blogspot.com/2012/04/makalah transactional-management-and.html

[2] Bartram, Timothyand Gian Casimir. 2007. The Relationship Between Ladership and Followers
In-Role Performance and Satisfaction with The Leader: The mediating Effects of Empowerment
and Trust in The Leader. Leadership & Organization Development Journal. Vol.28, No.1.pp:
4-19.

[3] Duserick, Frank.2007. The Impact of Effective Strategic Planning and Leadership on Employee
Satisfaction. Competition Forum. Vol.5, No.1.pp: 243-252

[4] Novak, J. (November 14, 2016). Answer November 21, 2017, from Marketing Teacher:
http://www.marketingteacher.com/answer- the-six-living-generations-in-america

[5] Come on, Gary. 1998. Leadership in Organization.

[6] Subtitles: Sampe Maselinus, Rita Tondok Andarika. Second Edition. New Jersey: Prentice-Hall,
Inc. Yukl, G. (2006). Leadership in Organizations. Jakarta: Prehallindo.

[71 Warren, B. (2003). Do What You Don't Want to Do: Achieving Excellence As a Procrastinator.
London: Unistar Books.

[8] Wexley, KN, & Yukl, GA (1988). Organizational Behavior and Personnel Psychology. Jakarta:
Bina Aksara Yang, Li-Ren, et. all. 2010. Relationships among project manager’s leadership style,
team interaction and project performance in the Taiwanese server industry. Research Paper. Qual
Quant, Vol. 46, pp: 207-219. Published online.

[9] Robbins, Stephen P. (2005), Organizational Behavior, Prentice Hall International Edition,
Eleventh edition. Rad, Ali Mohammad Mosadegh, Yarmohammadian, Mohammad Hossein.
(2006). “A Study of Relationship between Managers Leadership Style and Employees Job
Satisfaction”. Leadership in Health Services, Vol. 19 No.2, 2006 pp. xi — xxviii, Emerald Group
Publishing Limited.

[10] Hofstede, G. (1983). “The Cultural Relativity of Organizational Practices and Theories”, Journal
of International Business Studies, Vol. 14, pp. 75-89 (Fall, 1983).

[11] Koesmono, H. (2007). ”Pengaruh Kepemimpinan dan Tuntutan Tugas terhadap Komitmen
Organisasi dengan Variabel Moderasi Motivasi Perawat Rumah Sakit Swasta Surabaya”, Jurnal
Manajemen dan Kewirausahaan, Vol.9, No.1, hal. 30-40.

[12] Lok, P and Crawford, D. (2004). “The Effect of Organizational Culture and Leadership Style on
Job Satisfaction and Organizational Commitment — A Cross National Comparison”, The Journal
of Management Development, Vol. 23, No. 4, pp. 321- 338.

[13] Mosadeghrad and Yarmohammadian, (2006). “A Study of Relationship between Manager’s
Leadership Style and Employees’ Job Satisfaction”, Leadership in Health Service, Vol.19, No.2,
pp- Xi-xxviii.

[14] Moustofa, Karen South. (2004). “A Cross-Cultural Investigation of Temporal Orientation in
Work Organization: A  Differentiation Matching Approach”. Dissertation at University of
Memphis.

[15] Jemmy Rumengan,Muamar khadafi,Arman Syarif,Sriyanti,”"Metodologi Penelitian”’Sefa Bumi
Persada,2019 Jemmy Rumengan,dkk,”Riset MSDM”Sefa Bumi Persada,2019

-

TIAIC J. IICS Vol. 3, No. 2, 2021 : 113 -122



