International Journal of Application on Economics and Business (IJAEB)
Volume 3, Issue 4, 2025. ISSN: 2987-1972

THE EFFECT OF LEADERSHIP ON EMPLOOYEE PERFOMANCE:
ANALYSIS OF THE MEDIATING AND
MODERATING ROLE OF REWARD

Finna Fakhriyah?, Yanuar ?*

1 Master of Management, Universitas Tarumanagara, Jakarta, Indonesia
finna.117231049@stu.untar.ac.id
2 Master of Management, Universitas Tarumanagara, Jakarta, Indonesia*
yanuar@fe.untar.ac.id

*Corresponding author

Submitted: 19-10-2025, Revised: 29-10-2025, Accepted: 05-11-2025

ABSTRACT

Employee performance is an important factor in achieving organizational goals, with transformational leadership
shown to improve performance through its influence on organizational commitment. However, a decline in
productivity in Indonesian private companies and gaps in reward effectiveness prompted this study to develop a
new research model. This Research aims to examine the impact of transformational leadership on employee work
performance with organizational commitment as a mediating variable and reward as a moderating variable. This
research was conducted on employees of PT X in Jakarta using quantitative methods by distributing
questionnaires via googleform with 161 respondents and analyzed using Smartpls-SEM. The results showed that
transformasional leadership offers a positive and significant effect on employee work performance.
Organizational commitment is proven to mediate the relationship between transformational leadership and work
performance, where employees who have high commitment tend to have better performance. However, extrinsic
reward and perceived equitable reward did not moderate the relationship between transformasional leadership
and work performance. Although rewards are important in creating satisfaction and motivation, employees at PT
X are more influenced by intrinsic motivation and support provided by their leaders compared to extrinsic factors
such as bonuses or other rewards. This research explores the important role of leadership and motivational
strategies in improving employee performance. This research highlights the importance of fairness in rewarding
employees, which ultimately provides valuable insights for company management to improve employee
performance and motivation.

Keywords: Transformational Leadership, Job Performance, Organizational Commitment, Extrinsic Reward,
Perceived Equitable Reward.

1. INTRODUCTION

Performance plays an important role in achieving organizational goals in the competitive era
(Noe, 2020). Leaders play a major role in managing reliable human resources and creating a
conducive work environment (Mosadeghrad, 2003). Leadership style is one way to achieve
this goal, in this case the transformasional leadership style is a leadership system by changing
and transforming individuals towards a better direction and research says that there is a
significant influence between transformational leadership on employee performance. Other
research says that there is an influence of organizational commitment on the relationship
between transformational leadership and work perfomance (Robbins, 2006). Commitment to
the organization can increase satisfaction at work and in theory job satisfaction has a
relationship with job performance where employees with high levels of satisfaction have low
turnover (Chen, 2006).

Many factors affect performance including leadership, in this case transformational leadership
where leaders who are inspirational, intellectual, have consideration and influence influence
employees to achieve high performance. However, research (Eliyana et al., 2019) found that
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leadership may fail to significantly performance when intervened trough organizational
commitment and has no direct impact on employee performance. From this statement the
question arises what factors can improve employee work performance. Addressing this
research gap, this theory adopts Maslow's esteem needs theory emphasizing the importance of
recognition and rewards in improving performance (Taneva, 2023). Transformational
leadership mediated by organizational commitment and moderated by extrinsic rewards and
perceived equitable rewards is hypothesized to improve performance. Logically, employees
who feel their contributions are valued will be more motivated so that performance increases
(Lawler & Porter, 1967).

Based on data obtained from business websites, it shows the data financial performance of
private company in Indonesia decreased by almost 20% in compare to the previous yeat and
will continue until 2024 (Laras, 2023). Although it does not directly discuss the decline in
employee performance, the decline in financial performance is associated with decreased
productivity and operational efficiency, which emphasizes the need for performance
improvement (Harter et al., 2002; Santos, 2020). The explanation above is supported by the
statements of 27 respondents out of 30 respondents who the researcher interviewed stated that
there was a decrease in performance due to salary and bonus factors and inappropriate
workload, because of this the researcher developed a research model. The model
developedment of a research model exploring the impact of transformational leadershi on
emplooye performance mediated by organizational commitment and moderated by extrinsic
rewards and perceived equitable rewards at company X.
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Figure 1. Research Model

Relationship between Transformational Leadership and Employee Performance

Need theory (Taneva, 2023) says that social needs (affection, belonging, and acceptance play
a role in improving employee performance through good relationships with coworkers,
supervisors, and leaders, which encourage cooperation, open communication, and
organizational commitment (Baumeister & Leary, 2017). Transformational leadership that
supports cooperation and innovation has a positive and significant influence on individual
performance which has an effect on improving company performance (Aryono & Tresani,
2022; Thao et al., 2024).

Based on the overaching theory and previous research findings, the following hypothesis can
be formulated:

H;: Transfornasional leadership has a positive and significant impact on work perfomance.
Relationship between Transformational Leadership and Organizational Commitment
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Need theory (Taneva, 2023) says that social needs support employee performance through good
relationships with managers and leaders, which encourages cooperation, open communication,
and organizational commitment (Baumeister & Leary, 2017). Research shows that
transformational leadership is positively correlated with commitment, where leaders who
support, model, and encourage change increase employee loyalty and respect. This leadership
also encourages innovative behavior that reflects organizational commitment (Klein, 2023)
Based on the overarching theory and previous research findings, the following hypothesis can
be formulated:

Hj: Transformational leadership has a positive and significant impact on organizational
commitment.

Organizational Commitment as a Mediator between Transformational Leadership and
Work Performance

Maslow's need theory (Taneva, 2023) says that social needs support employee performance
through good relationships with managers and leaders, which encourages cooperation, open
communication, and organizational commitment(Baumeister & Leary, 2017). Research shows
that full employee involvement increases commitment to the organization and individual
performance (Harjadi et al., 2024). Organizational commitment has a beneficial impact on
performance and employees who are deeply connected to the organization contribute to a
healthy work culture, which encourages improved performance (Andardinata et al., 2024; Thao
et al., 2024).

Based on the overarching theory and previous research findings, the following hypothesis can
be formulated:

Hs: Transformational leadership positively and significantly influences employee job
performance through the mediation of organizational commitment.

Extrinsic Reward as a Moderating Variable on the Relationship between
Transformational Leadership and Employee Work Performance

From theory Maslow (Taneva, 2023)rewards from oneself and others increase self-esteem,
motivation, and employee performance(Tanimoto et al., 2023). Research in Malaysia shows
that extrinsic rewards can improve performance. A Nigerian study found that praise and support
also boost productivity and another study confirmed that financial bonuses and support
improve work performance (Idrus et al., 2023).

Based on the overarching theory and previous research findings, the following hypothesis can
be suggested:

Ha: Extrinsic rewards serve as a moderator in the relationship between transformational
leadership and employee work performance.

Perceived Equitable Reward acts as a moderating factor in the connection between
Transformational Leadership and Employee Work Performance.

Rewards must be perceived as fair according to employee contributions (Adams, 1965). When
employees feel fairly rewarded, motivation and productivity increase and conversely, an
imbalance between responsibilities and rewards can reduce performance (Hussain et al., 2019;
Weill & Siif3, 2016).

Based on the overarching theory and some of the research findings mentioned above, the
following research hypothesis can be formulated:

Hs: Perceived equitable reward moderates the connection between transformational leadership
and employee job performance.

2. RESEARCH METHOD
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The participants in this study were employees of PT X in Jakarta, due to time cost and distance
constraints, a sample was taken to represent the population. When there are obstacles in
research, it is possible to take a representative sample to facilitate the researcher (Saunders et
al., 2019). The sampling method used is purposive sampling based on specific criteria that male
and female employees who have worked for at least one year in the company, the researcher
sets the criteria for respondents who meet these characteristics to answer research questions
effectively (Makwana et al., 2023). The sample size used in the study according to the structural
equation model (SEM) model was 161 respondents. The study used a Likert scale with a value
range of 1-5.

This research test was conducted using the Structural Equation Model (SEM) with the Partial
Least Squares (PLS) approach. According to Hair (2022), the PLS method consists of two
components: the measurement model (outer model) and the structural model (inner model)
(Hair et al., 2022). Testing the outer model involves assessing convergent validity, discriminant
validity, the Cronbach alpha, and composite reliability. In contrast, the inner model evaluation
focuses on examining the coefficient of determination (R2), effect size (F2), path coefficients,
hypothesis testing, significance tests (F test), partial significance tests (T test), as well as
mediation and moderation effects (Hair et al., 2022).

3. RESULTS AND DISCUSSIONS

This research was conducted on employees who work at PT X in Jakarta. The distribution of
respondents' answers to each statement given was carried out from August to September 2024.
Based on the questionnaires that were successfully received, a description of the people
involved in this study was 161 respondents consisting of male and female employees who have
worked for more than one year.

Table 1. Avarage Variance Exctracted Result
Source: Output SmartPLS (2024)

Variable CR AVE Description
Transformasional Leaderhsip (X) 0,897 0,636 Valid
Work Perfomance (Y) 0,911 0,463 Accept (High CR)
Organizational Commitment (Z) 0,925 0,608 Valid
Ekstrinsic Reward (M,) 0,873 0,437 Accept (High CR)
Perceived Equitable Reward (M) 0,864 0,477 Accept (High CR)

Based on Table 1, the Reliability of Composite Scores (CR) and Extracted Average Variance
(AVE) results show that although Extrinsic Reward (M_1), Work Performance (Y), and
Perceived Equitable Reward (M_2) have AVE values below 0.5 (0.437, 0.463, and 0.477), they
are acceptable as their CR values exceed 0.7, indicating good internal consistency. According
to Hair et al. (2014), AVE values slightly below 0.5 are valid if CR is high. Transformational
Leadership (X) and Organizational Commitment (Z) meet convergent validity with AVE values
above 0.5 (0.636 and 0.608). Thus, the model remains valid, supported by high CR.
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Table 2. Cronbach's Alpha Results

Source: Output SmartPLS (2024)

Variable Cronbach’s Alpha Critical Value Description
Kepemimpinan Transformasional (X) 0,856 > 0,6 High Reliability
Kinerja Karyawan (Y) 0,894 > 0,6 High Reliability
Komitmen Berorganisasi (Z) 0,908 > 0,6 High Reliability
Ekstrinsik Reward (M;) 0,843 > 0,6 High Reliability
Perceived Equitable Reward (M,) 0,816 > 0,6 High Reliability

Based on Table 2 all variables tested through Cronbach's Alpha reveals a value higher than 0.6.
This shows that all variables in this study have good and valid reliability, so that the research
instrument is able to provide stable and reliable results. This high reliability ensures that the

data collected is consistent and able to reflect accurate measurements of the research variables.

The purpose of hypothesis testing in this study is to assess whether the proposes hypothesis
can be accepted or rejected. This evaluation is based on the t-statistics and p-values obtained
from the (path analysis) between variables, conducted through bootstrapping mode.

i Parceived
Reward (M1) fquitable Reward (M2)

Figure 2. Bootstrapping Result

Tabel 3. Bootstrapping Result
Source: Output SmartPLS (2024)

Variable t statistics p values  Description
Transformasional Leadership (X) — Work Perfomance (Y) 1,417 0,079 Supported
Transformasional Leadership (X) — Organizational Commitment (Z) 11,582 0,000 Not Supported
Organizational Commitment (Z) — Work Perfomance (YY) 3,734 0,000 Supported
Exstrinsic reward (M1) — Work Perfomance (Y) 0,806 0,211 Not Supported
Perceived equitable reward (M2) — Work Perfomance (Y) 2,560 0,006 Supported
Exstrinsic reward (M1)  x Transformasional Leadership (X) — 0,253 0,400 Not Supported
Kinerja Kerja ()

Perceived equitable reward (M2) x Transformasional 0,970 0,167 Not Supported
Leadership (X) — Work Perfomance (Y)
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Tabel 4. Specific Indirect Testing (Mediation of Organizational Commitment)
Source: Output SmartPLS (2024)

p- . Mediation
Conclusion
values Status

0,079  Significant

Variable Relationship

Direct Relationship:

Transformasional Leadership (X) — Work Perfomance ()
Indirect Relationship: o
Transformasional Leadership (X) — Organizational Commitment (Z) — 0,000  Significant Full Mediation
Work Perfomance (YY)

Based on Table 4, transformational leadership does not exert a significant direct influence on
work performance, as indicated by the p-value of 0.079 > 0.05, so hypothesis H1 is supported.
However, indirectly, transformational has a notable impact on work perofomance through
organizational commitment, with a p-value of 0.000 < 0.05. This indicates organizational
commitment fully mediates the relationship between the two, supporting hypothesis H3. This
mediation is called Full Mediation because the direct relationship is not significant, but the
indirect relationship through the mediator is significant.

Tabel 5. Specific Indirect Testing (Extrinsic reward moderation)
Source: Output SmartPLS (2024)

Variable Relationship vgl-ues Conclusion Moderation Status

0,211 Significant

Direct Relationship:

Extrinsic Reward (M1) — Work Perfomance (Y)
Indirect Relationship:

Extrinsic Reward (M1) x Transformasional Leadership
(X) — Work Perfomance (Y)

L Not Moderation
0,400 Not Significant

Based on Table 5, extrinsic reward does not have a significant direct impact on work
performance, as the p-value is 0.211, which is greater than 0.05. Additionally, the moderation
of extrinsic rewards in the relationship between transformational leadership and work
performance is also not significant (p-value 0.400), thus supporting hypothesis H4. This
suggests that extrinsic rewards do not act as a moderator in this relationship.

Tabel 6. Specific Indirect Testing (Mediation of Organizational Commitment)
Source: Output SmartPLS (2024)
p- Mediation

Conclusion
values Status

0,079 Significant

Variable Relationship

Direct Relationship:

Transformasional Leadership (X) — Work Perfomance (Y)
Indirect Relationship: o
Transformasional Leadership (X) — Organizational Commitment (Z) — 0,000  Significant Full Mediation
Work Perfomance (Y)

Based on Table 6, the relationship between transformational leadership and organizational
commitment is found to be significant, wit a p-value of 0,000, confirming hypothesis H2, which
posits that transformational leadership positively influences organizational commitment.
Furthermore, organizational commitment plays a significant and complete mediating role in
the relationship between transformational leadership and work performance thereby supporting
hypothesis H3.
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Tabel 7. Specific Indirect Testing (Perceived equitable reward moderation)
Source: Output SmartPLS (2024)

p- . Moderation
Conclusion
values Status

0,006 Significant

Variable Relationship

Direct Relationship:

Perceived equitable reward (M2) — Work Perfomance (YY)

Indirect Relationship:

Perceived equitable reward (M2) x Transformasional Leadership (X) —
Work Perfomance ()

Not

Not Moderation

0,167 Significant

Based on Table 7, perceived equitable reward has a significant direct effect on work
performance, with a p-value of 0.006 < 0.05, supporting the hypothesis that employee
perceptions of fair rewards have a positive effect. However, the moderating role of perceived
equitable reward in strengthening the relationship between transformational leadership and
work performance is not significant, with a p-value of 0.167 > 0.05, so hypothesis HS5 is
supported.

According to the findings from the second hypothesis test (H1), Transformational leadership
has a positive, yet statistically insignificant, impact on employess performance PT X. Leaders
who have an inspiring vision and provide clear direction can increase employee motivation in
achieving organizational targets. This is in accordance with the explanation (Lee et al., 2023),
which emphasizes that transformational leadership encourages employees to think critically
and creatively, and generate innovative ideas. This supports the improvement of task
performance which is a crucial element of work performance. However, transformational
leadership in PT X employees does not have a significant effect, therefore there is a need for

innovation in leadership for employees to achieve optimal work results (Aryono & Tresani,
2022).

The findings from the second hypothesis tests (H2) indicate that transformational leadership
has a notable impact on organizational commitment at PT X. Leaders who can be motivate
employees with a clear vision and strong goals will create a deep emotional connection between
employees and the organization. This is in accordance with the statement that emphasizes that
transformational leaders have an important role in increasing employee engagement with the
organization. Transformational leaders at PT X support employees' personal development,

which in turn increases their commitment to organizational goals and values (Jiatong et al.,
2022).

The findings from the third hypothesis tests (H3) indicate that organizational commitment acts
as mediator in the relationship between transformational leadership and employee work
performance at PT X. This is in accordance with the statement (Tanimoto et al., 2023). This is
in accordance with the statement (Tanimoto et al., 2023) and the findings (Harjadi et al., 2024)
which state that organizational commitment improves individual performance. At PT X,
organizational commitment encourages employees to contribute optimally, show loyalty, and
maintain high performance standards. This study also supports research that confirms the
importance of organizational commitment in increasing employee productivity and efficiency
(Thao et al., 2024).

The findings from the fourth hypothesis (H4) indicate that extrinsic rewards do not moderate
the relationship between transformational leadership and employee work performance at PT X.
Although the theory of theory states that extrinsic rewards can improve performance, at PT X,
this factor was not strong enough to influence the relationship, possibly due to an inadequate
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reward system or because employees are more motivated by intrinsic rewards. This result
supports research findings that financial incentives do not always exert a considerable influence
on enhancing performance, and that employees at PT X respond more to transformational
leader support than financial incentives (Eneh et al., 2022).

The findings of the fifth hypothesis tests (HS) indicate that perceived equitable reward does
not moderate the relationship between transformational leadership and employee work
performance at PT X. Although a statement from Tanimoto (2023) states that perceived fairness
in rewards can motivate performance, at PT X, this perception is not strong enough to moderate
the relationship (Tanimoto et al., 2023). This may indicate that there are other factors that are
more influential on performance, such as job commitment or good relationships with
colleagues and superiors. This result supports the findings of Weill & Sifl (2016), who
mentioned that an imbalance between responsibilities and rewards can affect performance
(Weill & SiiB3, 2016).

4. CONCLUSIONS AND SUGGESTIONS

Based on the findings of the study “The Effect of Leadership on Work Performance:
Commitment Mediation and Reward Moderation,” concludes that while transformational
leadership has a positive but statistically insignificant effect on employee performance, it
effectively enhances motivation and innovation at PT X. Transformational leadership
significantly impacts organizational commitment by fostering employee loyalty and emotional
bonds, which mediate the relationship between leadership and performance, leading to better
results. However, extrinsic and perceived equitable rewards do not moderate the relationship
between transformational leadership and performance, as intrinsic motivation and work
commitment play a more crucial role in driving employee performance at PT X than external
rewards.

Suggestions for Companies

Companies should enhance employee motivation by involving transformational leaders in
programs like mentoring and providing rewards. Align rewards with employee contributions
to boost satisfaction and motivation. Consistently offer rewards and bonuses to strengthen
loyalty and performance, and implement a bonus program tied to measurable achievements to
encourage higher targets.

Suggestions Based on Research Variables

Research shows that transformational leadership positively impacts employee performance,
though the effect is statistically insignificant. Leaders who inspire and guide effectively boost
motivation and innovation. Transformational leadership significantly enhances organizational
commitment by fostering loyalty and emotional bonds, which mediate its influence on
performance. However, at PT X, intrinsic motivation from leaders drives performance more
than extrinsic rewards or perceived reward fairness.

Suggestions for Future Researchers

Future research should include a larger, more diverse population and expand the literature on
leadership, commitment, and rewards. Add variables like job satisfaction and employee
engagement, and use interviews and observations for better data. Longitudinal and cross-
cultural studies are also recommended to explore long-term changes and cultural differences.

https://doi.org/10.24912/ijaeb.v3i4.1941-1950 1948



International Journal of Application on Economics and Business (IJAEB)
Volume 3, Issue 4, 2025. ISSN: 2987-1972

ACKNOWLEGDEMENT

We would like to thank all those who have supported this research, especially the supervisor
Mr. Yanuar for his support and guidance. Our gratitude also goes to our colleagues who
provided valuable input during the research process.

REFERENCES

Adams, J. S. (1965). Inequity in social exchange. Advances in Experimental Social Psychology,
2(C), 267-299. https://doi.org/10.1016/S0065-2601(08)60108-2

Andardinata, A., Alimuddin, M. L., & Reski, K. R. (2024). Pengaruh perilaku cyberloafing dan
komitmen organisasi terhadap kinerja karyawan pada PT . Ciomas Adi Satwa unit Maros.
Jurnal of Social Science Research, 4, 13242—13254.

Aryono, I, & Tresani, N. (2022). Kinerja pengaruh strategi inovasi dan kepemimpinan
terhadap peningkatan kinerja (Studi kasus: Usaha kecil menengah kerajinan songket
Sumatera Barat). Jurnal Manajemen Bisnis Dan Kewirausahaan, 6(1), 85-88.

Baumeister, R. F., & Leary, M. R. (2017). The need to belong: Desire for interpersonal
attachments as a fundamental human motivation. Interpersonal Development, 117(3),
57-89. https://doi.org/10.4324/9781351153683-3

Chen, C. F. (2006). Job satisfaction, organizational commitment, and flight attendants’
turnover intentions: A note. Journal of Air Transport Management, 12(5), 274-276.
https://doi.org/10.1016/j.jairtraman.2006.05.001

Eliyana, A., Ma’arif, S., & Muzakki. (2019). Job satisfaction and organizational commitment
effect in the transformational leadership towards employee performance. European
Research on  Management and  Business  Economics, 25(3), 144-150.
https://doi.org/10.1016/j.iedeen.2019.05.001

Eneh, S. 1., Okongo, J. N., & Augustine, E. A. (2022). Extrinsic reward and employee
performance in cement manufacturing firms in South-South, Nigeria. Vol. One.
Conference Proceedings, 1(December).
https://www.researchgate.net/publication/365233133

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2022). A primer on partiel least
squares structural equation modeling (PLS-SEM). Sage Publication.

Harjadi, D., Karmela Fitriani, L., Djuniardi, D., & Supriatna, O. (2024). Analysis of the effect
of job burnout and organizational commitment to employee performance mediated by
cyberloafing  behavior.  Journal  of  Social  Research, 3,  695-705.
http://ijsr.internationaljournallabs.com/index.php/ijsr

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between
employee satisfaction, employee engagement, and business outcomes: A meta-analysis.
Journal of Applied Psychology, §87(2), 268-279. https://doi.org/10.1037/0021-
9010.87.2.268

Hussain, S. D., Khalig, D. A., Nisar, Q. A., Kamboh, A. Z., & Ali, S. (2019). impact of
employees’ recognition, rewards and job stress on job performance. Journal of
Management, 2(2), 69—-82. https://doi.org/10.33215/sjom.v2i2.121

Idrus, S., Setyo Rahman, A., Novie Citra Arta, D., Kespandiar, T., Tinggi Pariwisata Mataram,
S., & Datokarama Palu, U. (2023). The evolution of human resource management: The
necessity of facing the industrial revolution 4.0. In KOMITMEN: Jurnal Ilmiah
Manajemen (Vol. 4, Issue 1).

Jiatong, W., Wang, Z., Alam, M., Murad, M., Gul, F., & Gill, S. A. (2022). The Impact of
transformational leadership on affective organizational commitment and job
performance: The mediating role of employee engagement. Frontiers in Psychology,

https://doi.org/10.24912/ijaeb.v3i4.1941-1950 1949



International Journal of Application on Economics and Business (IJAEB)
Volume 3, Issue 4, 2025. ISSN: 2987-1972

13(April), 1-12. https://doi.org/10.3389/fpsyg.2022.831060

Klein, G. (2023). Transformational and transactional leadership, organizational support and
environmental competition intensity as antecedents of intrapreneurial behaviors.
European  Research on  Management and  Business  Economics, 29(2).
https://doi.org/10.1016/j.iedeen.2023.100215

Laras, A. (2023). Bank Multiarta Sentosa (MASB) Raup Laba Bersih Rpl123,1 Miliar
sepanjang Semester 1/2023. Bisnis Indonesia.
https://www.bisnis.com/topic/44006/wings-Group

Lawler, E. E., & Porter, L. W. (1967). The effect of performance on job satisfaction. Una
Revista de Economia y Sociedad, 7(1), 20-28.
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1468-232X.1967.tb01060.x

Lee,C.C.,Yeh, W.C., Yu, Z., & Lin, X. C. (2023). The relationships between leader emotional
intelligence, transformational leadership, and transactional leadership and job
performance: A  mediator model of trust. Heliyon, 9(8), ¢e18007.
https://doi.org/10.1016/j.heliyon.2023.e18007

Makwana, D., Engineer, P., Dabhi, A., & Chudasama, H. (2023). Sampling methods in
research: A review. International Journal of Trend in Scientific Research and
Development, 7(3), 762—768. https://www.researchgate.net/publication/371985656

Mosadeghrad, A. M. (2003). The role of participative management (suggestion system) in
hospital effectiveness and efficiency”. Research in Medical Sciences, 8(3), 85—89.

Noe, R. A. (2020). Employee training and development (8th ed.). McGraw-Hill Education.

Robbins, S. P. (2006). Perilaku Organisasi. PT. Indeks Kelompok Gramedia.

Santos. (2020). Pengukuran kinerja perusahaan dengan pendekatan balanced scorecard pada
PT PADA PT. INDO-RAMA SYNTHETICS TBK. Jurnal Manajemen Bisnis Dan

Kewirausahaan, 4(1), 65-72.
http://dx.doi.org/10.1016/j.gde.2016.09.008%0Ahttp://dx.doi.org/10.1007/s00412-015-
0543-

8%0Ahttp://dx.doi.org/10.1038/nature08473%0Ahttp://dx.doi.org/10.1016/j.jmb.2009.
01.007%0Ahttp://dx.doi.org/10.1016/j.jmb.2012.10.008%0Ahttp://dx.doi.org/10.1038/s
4159

Saunders, M., Lewis, P., & Adrian, T. (2019). Research methods for business students (8™ ed).
Pearson Education Limited .

Taneva, T. (2023). Revisions to maslow’s hierarchical model of basic psychological needs.
Trakia Journal of Sciences, 21, 222-230. https://doi.org/10.15547/1js.2023.5.01.038

Tanimoto, A. S., Richter, A., & Lindfors, P. (2023). How do effort, reward, and their combined
effects predict burnout, self-rated health, and work-family conflict among permanent and
fixed-term faculty? Annals of Work Exposures and Health, 67(4), 462-472.
https://doi.org/10.1093/annweh/wxac094

Thao, P. K., Phuong, N. N. D., Phuc, V. T., & Huan, N. H. (2024). Organizational commitment
and its impact on employee performance in the water supply industry: Dataset from
Vietnamese state-owned enterprises. Data in Brief, 52.
https://doi.org/10.1016/j.dib.2024.110029

WeiB, E. E., & Sii}, S. (2016). The relationship between transformational leadership and effort-
reward imbalance. Leadership and Organization Development Journal, 37(4), 450-466.
https://doi.org/10.1108/LODJ-08-2014-0146

https://doi.org/10.24912/ijaeb.v3i4.1941-1950 1950



