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ABSTRACT

In this study, work motivation was used as an additional variable.
The results of this study were used to determine the effect of leadership
style and organizational culture on the performance of medical
specialists. This research is a cross-sectional study with 65 medical
specialists as respondents. They collected data on these four variables
using a one to five point Linkert scale as a test tool. Descriptive
statistical analysis was used using the three-box method approach
which is divided into three scale ranges, namely H (High), M
(Medium), and L (Low). The results of structural analysis 1 show that
leadership style, organizational culture, and work motivation
simultaneously and partially have a positive and substantial effect on
performance. Substructure 2 shows the results that simultaneously and
partially leadership style and organizational culture have a positive and
significant influence on work motivation. The path equation of real
influence shows that work motivation influences leadership style and
organizational culture in such a way as to increase the performance of
medical specialists.

Keywords: Leadership Style, Organizational Culture, Performance,
Work Motivation.
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INTRODUCTION

The management of Gatot Subroto Army Central Hospital/GS-ACH, the largest
military hospital in Indonesia, continues to use the military leadership style and military
culture in running the organization even though it does not do so to the same extent as
other military organizations. GS-ACH has a modern organizational structure and operates
in the millennium and digital era. Specifically, in the health sector within the Indonesian
Army Armed Forces organization or on a national level, the head of the GS-ACH is tasked
with integrating autocratic and situational leadership styles as appropriate.

Based on the phenomena and results of interviews, it was found that the problems
occurred were about the performance of specialist doctors who felt uncomfortable with
the situational authoritarian leadership style and the military organizational culture. It
sometimes burdens and interferes with the main tasks of specialist professional services
because of the many organizational activities. There is also a problem regarding work
motivation, where some specialist doctors feel uncomfortable moving to the GS-ACH. It
is due to the rules of the Puskesad organization in terms of Tour Of Area/TOA and Tour
Of Duty/TOD. It is because they are comfortable as doctors in their old positions, moving
to the same rank class and income, which needs to be clarified.

Performance is, in fact, a record of the outcomes from particular job duties or
activities over a predetermined amount of time (Bernardin & Russell, 2016),
performance; can be assessed through comparisons between work results and established
standards (Dessler, 2017). Specifically, JCI (2014) states the ability to provide patient
care, possess medical knowledge, learn and make system-based improvements, carry out
integrated communication, and be professional at work. Not only that but also adhering
to applicable medical practice regulations should all be considered when determining a
doctor's performance.

The performance itself is directly related to how leaders provide direction to their
members in achieving organizational goals through the performance of their members
(Baig et al., 2019; Beauty & Aigbogun, 2022). One known way of leading is the
situational leadership style. In this style, the leader seeks to direct, train, encourage, and
delegate members to achieve organizational goals through their members' work behavior
(Blanchard et al., 2013). The leadership style will motivate its members to carry out their
duties (Boamah & Tremblay, 2019; McCaffrey & Reinoso, 2017).

Corporate identity is based on shared values and beliefs inside an organization
(Kreitner & Kinicki, 2016). Organizational culture is an understanding shared to align the
vision for common goals (Robbins, 2016). The organizational culture factor becomes a
problem that must be understood correctly because, in organizational culture, an
understanding is formed between its members to follow the values prevailing in the
organization to achieve maximum work results (Luthans, 2016). Because it will foster
cooperation among company members in accomplishing its goals through the efforts of
its members, organizational culture must be applied correctly (Nungchim &
Leihaothabam, 2022; Tomic et al., 2017). Moreover, organizational culture can motivate
employees to carry out their duties (Kuntz et al., 2020; Labrague et al., 2022).

Individuals cannot be separated from how to fulfill their needs. This motivation
encourages individuals to fulfill their needs (Mathis & Jackson, 2016). In an involvement
in the organization, work motivation will be intensity, direction, and individual
persistence to achieve its goals (Robbins & Judge, 2017). Abraham Maslow put forward
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the basic concept of individual needs because individuals do something because of
physiological needs, a sense of security, affiliation, appreciation, and self-actualization.
A state in which individuals are motivated will lead to achieving maximum performance
(Lee, 2019; Nikolova et al., 2022).

From the description above, It is evident that corporate culture, leadership, and
work motivation are several factors that can affect performance. Although some of these
studies do not specifically use specialist doctors as a unit of analysis, doctors are also
organizational people who help organizations achieve their goals through work behavior.
This study differs from others in that it uses specialized physicians as the analysis unit to
ascertain how leadership and organizational culture affect performance, with work
motivation as an intermediary variable.

RESEARCH METHODS

This research has a cross-sectional study design with a quantitative approach. The
unit of analysis in this study is a medical specialist with military status and State Civil
Apparatus/SCA totaling 194 personnel. A sampling technique with probability sampling
where each population has the same opportunity to be sampled. The total population is
194; in determining the number of samples used, 30% of the total population, so that a
sample of 65 respondents is obtained. In the technique of distributing questionnaires is
done using a simple random sampling technique.

Two independent variables leadership style (X1) and organizational culture make
up the study's instrument (Xz), whose influence on performance will be measured ().
And among the three variables, there is an intervening variable, namely work motivation
(Z) which will act as a variable mediator. Each of these variables adopts the indicators
proposed by the situational leadership style proposed by Blanchard et al. (2013) consists
of indicators of commanding, directing, encouraging, and delegating; indicators of power
distance, individualism vs collectivism, masculinism vs feminism, uncertainty avoidance,
and long-term vs short-term orientation are all included in Hofstade's theory of
organizational culture; work motivation adopts Maslow's hierarchy of needs theory with
physiological needs, safety, affiliation, esteem, and self-actualization indicators; and by
the performance of specialist doctors adopts the indicators stated by JCI (2014), including
patient care, medical/clinical expertise, practice-based learning and improvement,
interpersonal and communication skills, professionalism, and systems-based practice.

The questionnaire was adapted to the operational definitions and indicators of each
variable using a Linkert scale of one to five points and using a descriptive statistical
analysis test tool with a three-box method approach divided into two, with three scale
ranges, namely H (High), M (Medium) and L (Low). To reveal the research hypothesis
that has been formulated, path analysis is used. Which will measure the direct and indirect
effects to determine the intervening variable in mediating the rising influence of the
independent variable on the dependent variable; a total effect must be found. From an
independent to a dependent variable:

87

©2023 Segala bentuk plagiarisme dan penyalahgunaan hak kekayaan intelektual akibat
diterbitkannya artikel jurnal ini sepenuhnya menjadi tanggung jawab penulis



Siti Juhaeni Y, Herdiana Eta Prananti ?, CSP Wekadigunawan #, Hasyim®, Effect Leadership Style and
Organizational Culture on Performance with Work Motivation as Intervening Variable

Leadership Style
(X1)

Hs

Organizational
Culture (X2)

y’

H2
He
Specialist Doctor
Performance
Work Motivation =3 Hi
()
(2
Hs

Figure 1. Research Constellation

RESULTS AND DISCUSSION

The following will present a table of the characteristics of the respondents used in

this study.
Table 1. Characteristics of Respondents
Gender
Female Male
43 22
66% 34%
Age (Years)
<31-40 41 - 50 >50
12 29 24
18% 45% 37%
Last education
Specialist Sub Specialist Doctor
45 20 0
69% 31% 0%
Employment status
Military State civil
apparatus
41 24
63% 37%
Length of Work (Years)
0-5 6-10 11-15 >15
11 4 17 33
17% 6% 26% 51%
Marriage Status
Not married yet Marry
5 60
8% 92%

Source: Data processed
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According to the analysis, the male group had 43 respondents and a 66% response
rate, while the female category had 22 respondents and a 34% response rate. As a result,
it can be said that men comprised most of the survey's respondents. According to the
criteria for respondents based on age: there are 12 respondents in the age range of 31 - 40
years (18%), 29 respondents in the age range of 41 - 50 years (45%), and 24 respondents
in the age range of > 50 years (37%). Thus, it can be deduced that ages 31 - 40 and 41 -
50 had the highest and lowest responders, respectively. In the last education criteria,
respondents with the last education of specialists amounted to 45 respondents with a
percentage of 69%. The last education was sub-specialist, totaling 20 respondents with a
percentage of 31%, and Doctoral education with a percentage of 0%. So it was concluded
that the highest respondent was in the last specialist education, and the lowest was in the
last doctoral education. On the criteria for employment status, respondents with military
status are 41 respondents with a percentage of 63%, and with state and civil apparatus
status, 24 respondents with a percentage of 37%. So it was concluded that the respondents
based on the highest employment were those with military status and the lowest. There
are criteria for marital status. The number of unmarried respondents is five (8%) and
married 60 (92%). So it can be concluded that on the criteria for marital status, the highest
respondent is married, and the lowest is unmarried.

Table 2. Analysis of Three Box Method

Variable Information Score Behavior
Leadership style M *x Situational Enough
Organisational culture M ** Effective enough
Work motivation M ** Enough Motivated
Performance M ** Capable Enough

Source: Data processed

According to table 2 above, it is known that the Leadership style variable is in the
moderate index, meaning that the situational leadership style applied is quite influential
in shaping the performance of specialist doctors. Organizational culture variable is in the
medium category, meaning that implementing organizational culture applied by
management is quite effective in forming an understanding of shared values. Specialist
doctors are driven to work because of necessity, as indicated by the work motivation
variable's medium index value. The performance variable is in the moderate index,
meaning that specialist doctors are pretty capable of meeting the achievement standards
of work results set by management.

Effect of Leadership Style Organizational Culture and Work Motivation on
Performance

The analysis indicates that leadership style, organizational culture, and work
motivation directly impact specialist doctors' performance. Look at this following results
table :

Table 3. Summary of Hypothesis Testing

Direct Effect of Sub Structure 1
Significance Adj

Equality Coefficient Information
Test Rsquare

pyxitpyxstpyzter  0,137+0,569+0,300+0,158 0,000 < 0,050 H: Accepted

PyX1 0,137 0,002<0,050 0,975 H. Accepted

pyX2 0,569 0,000 < 0,050 Hs Accepted
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Table 3. (continuation)

Direct Effect of Sub Structure 1
Significance Adj

Equality Coefficient Test Rsquare Information

pyz 0,300 0,026 < 0,050 H4 Accepted
Direct Effect of Sub Structure 2

pZX1tpZXoter 0,115+0,888+0,155 0,000 < 0,050 Hs Accepted

pZX1 0,115 0,004 <0,050 0,976 He Accepted

pZX2 0,888 0,000 < 0,050 H, Accepted

Source: Data processed

It is supported by the path equation, which reads as 0.137+0.569+0,300+0.158.
Suppose leadership style, organizational culture, and work motivation are all increased
by one unit simultaneously. In that case, the performance of specialist doctors will
increase by 0.137 through leadership style and 0.569 through organizational culture. The
comparison of probability values between 0.000 < 0.05 leads to the conclusion that
simultaneously leadership style, organizational culture, and work motivation significantly
impact the performance of specialized doctors. The coefficient of determination is 97.5%,
meaning that simultaneously leadership style, organizational culture, and work
motivation contribute 97.5% to increasing work motivation. The remaining 2.5% is
influenced by other factors not included in the analysis.

These results align with previous research from (Baig et al., 2019; Beauty &
Aigbogun, 2022) that leadership style positively and significantly affects performance.
Organizational culture can direct its members to achieve work performance (Nungchim
& Leihaothabam, 2022; Tomic et al., 2017), and motivation become a source of energy
for employees to providing their work performance (Lee, 2019; Nikolova et al., 2022).

These results reveal the suitability of the three-box method analysis in which
leadership style, organizational culture, and work motivation are on the medium index.
The performance of specialist doctors is on the moderate index, which means that when
specialists perceive the leadership's ability to command, direct, support, and delegate
sufficiently well and perceive that the implementation of organizational culture applied
by hospital management is quite adequate. Organizational support for physiological
needs, security, affiliation, self-esteem, and self-actualization motivates them, so
specialist doctors consider the leadership style and organizational culture quite effective.
They are sufficiently motivated by the support from the organization. Then they will
produce improved patient care, medical knowledge, practice-based learning and
improvement, interpersonal and communication skills, work professionalism, and
system-based practice.

This phenomenon supports the theory's applicability, according to which team
member performance management is a management-owned and driven process that aims
to improve results from teams, organizations, and individuals by analyzing performance
within a predetermined framework of objectives, benchmarks, and competency
requirements (Dessler, 2017). It means that management efforts are required to develop
the skills of leaders who can command, direct, support, and delegate. In order to increase
the ability of specialist doctors in patient care, medical knowledge, practice-based
learning and improvement, interpersonal and communication skills, work
professionalism, and system-based practice. Furthermore, create an organizational culture
that may motivate specialists to actively contribute to accomplishing organizational
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objectives by satisfying their physiological requirements and fostering their sense of
security, belonging, self-esteem, and self-actualization. The efforts of specialized doctors
to enhance their performance will rise if all elements included in the leadership style,
organizational culture, and job motivation may be effective.

Effect of Leadership Style on Performance

The analysis's findings indicated that, as shown by the path coefficient of 0.137 and
the comparison of probability values of 0.002 < 0.05, leadership style has a direct,
positive, and significant impact on the performance of specialist doctors. These findings
are consistent with earlier studies (Baig et al., 2019; Beauty & Aigbogun, 2022) that
leadership style positively and significantly affects performance.

These findings demonstrate the applicability of the three-box method analysis
where the leadership style is at a moderate index and the performance of specialist doctors
Is at a moderate index. When specialists perceive the leadership's ability to command,
direct, support, and delegate adequately, doctor specialists will improve patient care,
medical knowledge, practice-based learning and improvement, interpersonal and
communication skills, and work efficiency.

However, the results of this analysis contradict the initial phenomenon stated by the
respondents, where several specialist doctors stated that they disagreed with the
authoritarian military leadership style. Because it was rigid, less communicative, and
undeniable, thus making them uncomfortable in carrying out their functions as specialist
doctors. However, the analysis results found that the leadership style was running
effectively to improve the performance of specialist doctors.

The finding of the validity of the thesis that leadership is any activity made by
individuals or groups to coordinate and steer other individuals or groups who are members
of particular containers to achieve preset goals is based on this occurrence (Robbins,
2016). It means that when the leader can effectively implement the ability to command,
direct, support, and delegate the way doctors work. It will shape the involvement of
doctors in achieving organizational goals by increasing their abilities in patient care,
medical knowledge, learning, practice-based improvement, interpersonal and
communication skills, work professionalism, and system-based practice.

Effect of Organizational Culture on Performance

The analysis's findings indicate that organizational culture affects specialist doctors'
performance clearly and substantially, as shown by the path coefficient of 0.569 and the
comparison of probability values of 0.000 < 0.05. This finding is consistent with earlier
studies showing that organizational culture might influence how well its members
perform at work (Nungchim & Leihaothabam, 2022; Tomic et al., 2017).

Table 4. Summary of Indirect Effect Analysis

Equality Coefficient Information
Work motivation can have a favorable
pzx1X pyz 0,0345 mediating effect on leadership style and

specialized doctor performance.

Work motivation has a beneficial mediating
pzx2X pyz =0,2660 effect on organizational culture and specialist

doctors' performance.

Source: Data processed
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These findings demonstrate the applicability of the three-box approach analysis
when organizational culture and specialist doctor performance are both moderately
indexed. It means that when specialists perceive that the implementation of organizational
culture applied by hospital management is quite adequate, the implementation of the
culture is effective. The organization will improve patient care, medical knowledge,
practice-based learning and improvement, interpersonal and communication skills, work
professionalism, and systems-based practice.

The results of this analysis contradict the initial phenomenon of organizational
culture in shaping the performance of specialist doctors. Previously they argued that they
disagreed with the many military and cultural activities implemented at Gatot Soebroto
Army Hospital that involved them, where this could have an impact on increasing the
workload and interfere with their performance in providing services according to their
specialists. However, the analysis results show that implementing organizational culture
is quite effective in improving the performance of specialist doctors.

This phenomenon supports the view that organizational culture is the shared values
and principles forming business identity (Kreitner & Kinicki, 2016). It means that when
the implementation of organizational culture delegated by management is based on power
distance, collectivism vs. individualism, femininity vs. masculinity, uncertainty
avoidance vs. short-term orientation, et cetera. It is in line with the expectations of
specialist doctors. The suitability of these aspects will shape the improvement of doctors
in achieving organizational goals by enhancing their abilities in patient care, medical
knowledge, et cetera.

Effect of Work Motivation on Performance

The analysis showed that work motivation significantly and positively affected
specialist doctors' performance, as shown by the path coefficient of 0.300 and the
significance test's comparison of probability values of 0.026 <0.05.

Table 5. Summary of Total Effect Analysis

Equality Coefficient Information

nstead of directly affecting experts

| d of directly affecti '
performance, leadership style has a greater

pyxat(pzx1Xpyz) 0172 impact on improving their output through
work motivation.
Instead of directly affecting experts'
pyxa+(pzxaXpyz) 0741 performance, organizational culture is more

effective in raising their performance when
done through job motivation.

Source: Data processed

The media effect can boost a doctor's performance by 0.172 through leadership style
and 0.741 through organizational culture. It is also well known that work motivation has
a favorable function in mediating leadership style and organizational culture on doctors'
performance. These findings are consistent with earlier studies from (Lee, 2019; Nikolova
et al., 2022), which state that work motivation has a positive and significant effect on
performance.

These findings demonstrate the applicability of the three-box approach analysis
when job motivation and specialist doctor performance are both moderately indexed. It
means that specialists are sufficiently motivated with organizational support for
physiological needs, security, affiliation, self-esteem, self-esteem, and self-actualization.
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Then this perception will improve patient care, medical knowledge, practice-based
learning and improvement, interpersonal and communication skills, work
professionalism, and system-based practice. In addition, the effectiveness of the
leadership style and organizational culture will be higher in improving the performance
of specialist doctors when these doctors feel sufficiently motivated by the organization's
support.

The analysis results contradict the initial phenomenon, where the motivation of
specialist doctors is in 2 low and high-level groups. Low-motivated groups because they
reasoned that they were forced to join Gatot Soebroto Army Hospital on the orders and
rules of the organization with the tour of area and tour of duty system being carried out.
So some felt uncomfortable, as if they had felt comfortable and comfortable in the old
hospital in the Jakarta area. They were moving to the Goatot Soebroto Army Hospital
with the same rank as the previous place or income, very different from the old place in
the previous area, and being far away from family. However, the results of the analysis
prove that the work motivation of specialist doctors is at a motivated level so that they
can improve their performance at the Gatot Soebroto Army Hospital with a motivated
state.

This phenomenon reveals the truth of Abraham Maslow's theory of motivation,
which states that motivation is a person's strength that can lead to persistence and
enthusiasm in carrying out an activity. Both originate from within and outside the
individual and the individual's motivational strength. It will determine the quality of the
behavior they display in the context of their study, work, and other life. It means that with
organizational support in the form of fulfilling physiological needs, a sense of security,
affiliation, self-esteem, and self-actualization, the effectiveness of the leadership style and
implementation of organizational culture. It can form a higher involvement of specialist
doctors in supporting organizational goals by displaying their ability to achieve work
performance through increased patient care, medical knowledge, practice-based learning
and improvement, interpersonal and communication skills, work professionalism, and
systems-based practice.

Effect of Leadership Style and Organizational Culture on Work Motivation

The path equation of 0.115 + 0.888 + 0.155 states that if leadership style and
organizational culture are increased by one unit, work motivation will increase by 0.115
through leadership style, 0.888 through organizational culture, and 0.155 through other
factors not examined. The analysis's findings show that leadership style and
organizational culture directly impact work motivation simultaneously. The comparison
of probability values of 0.000 < 0.05 concluded that leadership style and organizational
culture significantly affected work motivation. The coefficient of determination shows
the number 0.976, which means that simultaneously leadership style and organizational
culture contribute 97.6% in increasing work motivation. The remaining 2.4% is
influenced by other factors not examined.

These results align with previous research from Boamah & Tremblay (2019) and
McCaffrey & Reinoso (2017) that leadership style positively and significantly affects
work motivation and research (Kuntz et al., 2020; Labrague et al., 2022). It states that
organizational culture positively and significantly affects work motivation.

These results reveal the suitability of the three-box method analysis where
leadership style, organizational culture, and work motivation are in the moderate index.
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It means that specialist doctors perceive the leadership's ability to command, direct,
support, and delegate quite well and perceive that the implementation of organizational
culture is good enough. Applied by hospital management is good enough, then these two
variables will motivate specialist doctors to meet physiological needs, security,
affiliation, self-esteem, and self-actualization.

This circumstance supports the hypothesis that work motivation is a condition that
affects the generation, direction, and maintenance of behavior related to the workplace
(Robbins & Judge, 2017). It means that when the leader's behavior and the
implementation of organizational culture can arouse and become the direction of
specialist doctors. According to the motivation theory proposed by Abraham Maslow, it
will form an impetus for them to be involved in organizational operations because they
work because of physiological needs, a sense of security, affiliation, self-esteem, and
actualization.

Effect of Leadership Style on Work Motivation

The analysis's findings indicate that, as shown by the path coefficient of 0.115 and
a comparison of probability values of 0.004 < 0.05, leadership style has a strong, positive
direct impact on work motivation. This outcome is consistent with earlier studies from
Boamah & Tremblay (2019) and McCaffrey & Reinoso (2017) that leadership style
positively and significantly affects work motivation.

These results reveal the suitability of the three-box method analysis, where
leadership style and work motivation are on the moderate index. It means specialist
doctors perceive the leadership's ability to command, direct, support, and delegate well.
Specialist doctors will feel organizational support in the form of fulfillment of
physiological needs, a sense of security, affiliation, self-esteem, and self-actualization is
at a level sufficient to motivate specialists.

However, the analysis results contradict the initial phenomenon in interviews with
respondents regarding their opinion on situational leadership applied at Gator Soebroto
Army Hospital. In the interview, respondents stated that they disagreed with the
authoritarian military leadership style because it was rigid, less communicative, and could
not be denied. However, in the survey results, the leadership style is moderate. The
authoritarian leadership style effectively motivates them to perform their duties as
specialist doctors.

This phenomenon also reveals the theory's truth, which states that leadership is
everything a leader does that affects achieving goals. The welfare of employees and
organizations where trust is often the key to leadership positions as trust is fundamental
to all kinds of organized human groups, both in education, business, military, religion,
government, or international organizations (Schein, 2017). It means the leader can apply
his ability to command, direct, support, and delegate. These aspects will be an impetus
for specialist doctors to increase their awareness of physiological needs, security,
affiliation, self-esteem, and self-actualization following the motivational theory
proposed. Put forward by Abraham Maslow.

Effect of Organizational Culture on Work Motivation

The analysis's findings suggest that organizational culture influences work
motivation positively and substantially, as shown by the path coefficient of 0.888 and the
comparison of probability values of 0.000 < 0.05. These findings are consistent with
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earlier studies from Kuntz et al. (2020) and Labrague et al. (2022), which state that
organizational culture positively and significantly affects work motivation.

These results reveal the suitability of the three-box method analysis in which
organizational culture and work motivation are at a moderate index. When specialists
perceive organizational culture implemented by the hospital management based on
aspects of power distance, collectivism & individualism, femininity & masculinity,
Uncertainty avoidance, and long-term orientation vs. short-term orientation, they are
compelling. It means specialist doctors will be motivated enough to realize their
physiological needs, security, affiliation, self-esteem, and self-actualization needs.

The analysis' findings counter the initial phenomenon of organizational culture,
which is applied through a hierarchical military culture. According to the respondents,
this culture is to blame for their dissatisfaction. Because those in senior positions tend to
delegate their work to juniors, while senior doctors typically take their share of elective
surgery schedules, the juniors' schedule will be in the afternoon and evening. In contrast,
it will be in the morning for the seniors. However, the analysis results show that the
applied organizational culture can effectively motivate them to carry out their duties, so
implementing organizational culture can increase the work motivation of specialist
doctors.

This phenomenon reveals the theory's truth, stating that organizational culture is a
meaning-making and control mechanism that guides and shapes team members' attitudes
and behavior (Robbins, 2016). It means that the aspects of power distance, collectivism
& individualism, femininity & masculinity, uncertainty avoidance, and long-term
orientation vs. short-term orientation can be implemented by meeting the expectations of
specialist doctors on this matter. Then this perception will encourage increased awareness
of specialist doctors, physiological needs, security, affiliation, self-esteem, and self-
actualization.

CONCLUSION

It is clear from the entire body of analyses that work motivation has a favorable
influence on how specialist doctors perform concerning leadership style and
organizational culture. Therefore, compared to when job motivation plays no part in
mediating the link between them, the leadership style and organizational culture can be
more effective in enhancing the performance of specialist doctors.

Referring to the results of the total effect obtained, work motivation can play a
positive role in mediating leadership style and organizational culture on the performance
of specialist doctors. So that leadership style and organizational culture can be more
significant in improving the performance of specialist doctors if first through work
motivation. Although the situational leadership style is fickle and authoritarian, as well
as the military culture that is seniority, it will still shape the performance improvement of
specialist doctors if management pays attention to their need-based work motivation. The
need will encourage individuals to do their best even in an unfavorable situations. This
situation follows the motivational theory put forward by Abraham Maslow, that
motivation is a person’'s strength that can lead to persistence and enthusiasm in carrying
out activity because the need consists of five levels, which will encourage someone to get
satisfaction for these needs.
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It is recommended that management provide leadership training related to how
government leaders who supervise specialist doctors establish consistency in long-term
& short-term orientation. In a structured manner, set compensation that is standardized
on distributive and procedural justice, and provide training to specialist doctors. It related
to procedures for implementing the provisions in the medical staff bylaws, filling out
patient medical record documents completely, accurately, and relevantly, and working
procedures following applicable standard operating procedures.

This research is inseparable from limitations, time, and cost constraints, causing
this study to use surveys through questionnaires. However, not conducting in-depth
interviews with respondents, only involving specialist doctors with military status and
State Civil Apparatus and not including specialist doctors with honorary status as
respondents. This study does not assess the final result in service quality from the patient's
perspective, only performance assessment from the internal perspective of the
organization.

REFERENCES

Baig, S. A, Igbal, S., Abrar, M., Baig, I. A., Amjad, F., Zia-ur-Rehman, M., & Awan, M.
U. (2019). Impact of Leadership Styles on Employees’ Performance with
Moderating Role of Positive Psychological Capital. Total Quality Management &
Business Excellence, 32(9-10), 1-21.
https://doi.org/10.1080/14783363.2019.1665011

Beauty, M., & Aigbogun, O. (2022). Effects of Leadership Styles on Employee
Performance: A Case Study of Turnall Holdings LTD, Harare. International
Journal of Academic Research in Business and Social Sciences, 12(1), 290-305.
https://doi.org/10.6007/ijarbss/v12-i1/12037

Bernardin, H. J., & Russell, J. E. A. (2016). Human Resource Management (Translated).
Bandung: Armico.

Blanchard, K., Zigarmi, P., & Zigarmi, D. (2013). Leadership and the One Minute
Manager Updated Ed: Increasing Effectiveness Through Situational Leadership II.
New York: William Morrow. https://www.amazon.com/Leadership-Minute-
Manager-Updated-Effectiveness/dp/0062309447

Boamah, S. A., & Tremblay, P. (2019). Examining The Factor Structure of The MLQ
Transactional and Transformational Leadership Dimensions in Nursing Context.
Western Journal of Nursing Research, 41(5), 743-761.
https://doi.org/10.1177/0193945918778833

Dessler, G. (2017). Human Resource Management (8th ed.). New Jersey: Prentice Hall.
https://www.amazon.com/Human-Resource-Management-Gary-
Dessler/dp/0130141240

JCI. (2014). National Patient Safety Goals. The Joint Commission.
https://www.jointcommission.org/standards/national-patient-safety-goals/

Kreitner, R., & Kinicki, A. (2016). Organizational Behavior. New York: McGraw-Hill.
https://www.worldcat.org/title/organizational-
behavior/oclc/806268317?referer=di&ht=edition

96

©2023 Segala bentuk plagiarisme dan penyalahgunaan hak kekayaan intelektual akibat
diterbitkannya artikel jurnal ini sepenuhnya menjadi tanggung jawab penulis



Riset : Jurnal Aplikasi Ekonomi, Akuntansi dan Bisnis Vol. 5 No. 1, Maret 2022, Hal 085 — 097

Kuntz, L., Scholten, N., Wilhelm, H., Wittland, M., & Hillen, H. A. (2020). The Benefits
of Agreeing on What Matters Most: Team Cooperative Norms Mediate The Effect
of Co-leaders’ Shared Goals on Safety Climate in Neonatal Intensive Care Units.
Health Care Management Review, 45(3), 217-2217.
https://doi.org/10.1097/HMR.0000000000000220

Labrague, L. J., Al Sabei, S., Al Rawajfah, O., AbuAlRub, R., & Burney, 1. (2022).
Interprofessional Collaboration As A Mediator in The Relationship Between Nurse
Work Environment, Patient Safety Outcomes and Job Satisfaction Among Nurses.
Journal of Nursing Management, 30(2), 268-278.
https://doi.org/10.1111/jonm.13491

Lee, H.-W. (2019). Performance-Based Human Resource Management and Federal
Employee’s Motivation: Moderating Roles of Goal-Clarifying Intervention,
Appraisal Fairness, and Feedback Satisfaction. Review of Public Personnel
Administration, 39(3), 323-348. https://doi.org/doi.org/10.1177/0734371X177213

Luthans, F. (2016). Organizational Behavior: An Evidence-Based Approach (12th ed.).
USA: McGraw-Hill.

Mathis, R. L., & Jackson, J. H. (2016). Human Resource Management. Jakarta: Salemba
Empat.

McCaffrey, R., & Reinoso, H. (2017). Transformational Leadership: A Model for
Advanced Practice Holistic Nurses. Journal of Holistic Nursing, 35(4), 397-404.
https://doi.org/10.1177/0898010116685242

Nikolova, 1., Caniéls, M. C. J., & Sverke, M. (2022). Qualitative Job Insecurity and Extra
Role Behaviours: The Moderating Role of Work Motivation and Perceived
Investment in Employee Development. Economic and Industrial Democracy, 1-26.
https://doi.org/10.1177/0143831X221081167

Nungchim, B. N., & Leihaothabam, J. K. S. (2022). Impact of Organizational Culture on
the Effectiveness of Organizations: A Case Study of Some Service Sector
Organizations in Manipur. Jindal Journal of Business Research, 11(1), 44-54.
https://doi.org/10.1177/22786821221082592

Robbins, S. P. (2016). Organizational Behavior (17th ed.). New Jersey: Pearson
Education. https://scirp.org/reference/referencespapers.aspx?referenceid=2647298

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior (5th ed.). New Jersey:
Pearson Education.
https://www.academia.edu/50945037/Organizational_Behavior_By Stephen P_R
obbins_Timothy A Judge 5th Ed

Schein, E. H. (2017). Organizational Culture and Leadership (3rd ed.). California:
Jossey-Bass. http://www.untag-
smd.ac.id/files/Perpustakaan_Digital 2/ORGANIZATIONAL CULTURE
Organizational Culture and Leadership, 3rd Edition.pdf

Tomic, B., Brki¢, V. S., Karapetrovic, S., Pokrajac, S., Milanovi¢, D. D., Babi¢, B., &
Djurdjevic, T. (2017). Organizational Culture, Quality Improvement Tools and
Methodologies, and Business Performance of a Supply Chain. Proceedings of the
Institution of Mechanical Engineers, Part B: Journal of Engineering Manufacture,
231(13), 2430-2442. https://doi.org/10.1177/0954405416629100

97

©2023 Segala bentuk plagiarisme dan penyalahgunaan hak kekayaan intelektual akibat
diterbitkannya artikel jurnal ini sepenuhnya menjadi tanggung jawab penulis



