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ABSTRACT 

The success of a company in achieving goals largely depends on performance. 
This study aims to determine the effect of Competence, Corporate Culture on 
Performance with Leadership Style as a moderating variable (Study on 
Structural Officers at PT. Bank SulutGo). This study uses a quantitative 
approach by testing the hypothesis to see the correlation that occurs between 
competence, corporate culture on performance and leadership style as a 
moderating variable. The data collection technique used a questionnaire survey 
method with 103 respondents using a purposive method. The data analysis 
technique used is the Partial Least Square (PLS) approach with Smart PLS 
3.2.9 Software. The results of this study indicate that competence and corporate 
culture have a positive and significant effect on leadership style. Competency 
variables have a positive and significant effect on performance. Meanwhile, 
corporate culture has no significant effect on performance. Leadership style has 
a significant effect on moderating competence and corporate culture on 
performance at Structural Officers at PT. North Sulawesi Bank. 

 

 

INTRODUCTION 

The economy of a country is heavily influenced by the banking industry. Once the role of 

banking is so important, good bank performance is an important factor in driving the economy. 

For this, banks need to improve their performance properly (Santoso, 2021). In improving its 

performance today, there are 4 things that need to be anticipated by the banking sector, namely; 

First, our national banking structure is still dominated by a population of banks with small 

business scale and low competitiveness. Second, ecosystem changes and stakeholder 

expectations for increasingly massive digital services, especially during the Covid-19 pandemic. 

Third, the expectations of the government and the public for the financial services sector, 

especially banking, in the recovery of the national economy. Fourth, demands on regulators 

regarding internal improvements, both in terms of regulation, 

Banking is currently facing conditions of intense competition, to be able to survive against 
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competition, and the main goal of banking companies is to make a profit. Humans provide a role 

in achieving the success of the company in achieving its goals. Human resources are the movers 

and determinants of the direction and course of a company, good human resources who have 

high competence, high work discipline and a supportive work environment, will be able to 

support the company's ability to develop and maintain its existence to be able to face 

competition. Human resources are a very important organizational asset, 

Bank SulutGo (BSG), which is part of the national banking community, also contributes to 

national economic development, especially in the North Sulawesi and Gorontalo regions. For 

this reason, BSG consistently continues to innovate to create the best and value-added business 

models, services and products for customers and create human capital as an important pillar in 

achieving the company's vision. So Bank SulutGo (BSG) has a corporate culture program that is 

implemented to support the achievement of company performance in achieving the set vision and 

mission. 

Bank SulutGo is working to compile a BPD Regional Champion transformation roadmap, based 

on developing human resource performance and digitizing services such as the development of 

BSGMobile, BSGdirect, BSGe-samsat, and Kasda Online to improve customer experience as 

well as in the company's internal sector the use of the HCMS system, BSG e- learning, Help 

Desk Monitoring is focused on improving employee experience, which aims at convenience, 

efficiency and increased productivity on the customer and employee side. The description of the 

performance of PT. Bank SulutGo in the last 5 (five) years can be reflected in table 1. 

Table 1. Performance Ratio PT. Bank SulutGo 2017 - 2021 

Description 2021 2020 2019 2018 2017 

Capital Adequacy Ratio(CAR) 16.26 15.19 15.82 16.49 16.69 

Fixed Assets Against Capital 34.14 29.35 25.75 22.67 23.21 

Troubled Earning Assets Against 

Total Earning Assets 
2.80 2.99 1.59 2.13 1.19 

Return On Assets(ROA) 1.24 1.60 1.44 2.30 2.80 

Return On Equity(ROE) 13.39 13.28 13.27 18.84 24.45 

Loan to Funding Ratio(LFR) 81.70 91.28 101.59 97.33 91.39 

Loan to Deposit Ratio(LDR) 83.47 91.28 101.59 102.87 96.35 

Loan to Asset Ratio(LAR) 70.82 76.01 80.30 76.93 77.55 

Source: PT. Bank SulutGo, 2021 

Based on the description above, there are several ratios that have decreased or increased, 

especially when facing the impact of Covid 19 in 2019 until now. For the Capital Adequacy 

Ratio (CAR) which shows a financial account relating to banking capital where the amount of a 

bank's capital will affect whether or not a bank is able to efficiently carry out its activities, it is 

shown in table 1 that the CAR of Bank SulutGo has experienced ups and downs in the last 3 

years but still at a good level, which is above 8% as stipulated by Bank Indonesia Regulation 

Number 3/21/PBI/2001 Article 2 Concerning Minimum Bank Liability which was later updated 

in the Minimum Capital Provision for Commercial Banks in article 2. Likewise with components 

other descriptions such as assets to capital, non-performing product assets to total assets, LFR, 

LDR and LFR. However, in one of the descriptions of Return of Assets (ROA), it has decreased 

in the last 5 years. Return On Assets (ROA) is a profitability ratio used to measure a company's 

effectiveness in generating profits by utilizing its total assets. Return On Assets (ROA) is the 

ratio between profit before tax to the average total assets of the Bank. The greater the ROA 

value, the greater the company's performance, because the returns obtained by the company are 

greater (Khairiah & Kunti, 2012). Return On Assets (ROA) is a profitability ratio used to 

measure a company's effectiveness in generating profits by utilizing its total assets. Return On 
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Assets (ROA) is the ratio between profit before tax to the average total assets of the Bank. The 

greater the ROA value, the greater the company's performance, because the returns obtained by 

the company are greater (Khairiah & Kunti, 2012). Return On Assets (ROA) is a profitability 

ratio used to measure a company's effectiveness in generating profits by utilizing its total assets. 

Return On Assets (ROA) is the ratio between profit before tax to the average total assets of the 

Bank. The greater the ROA value, the greater the company's performance, because the returns 

obtained by the company are greater (Khairiah & Kunti, 2012). 

In an effort to increase human resources, Bank SulutGo has an HR transformation and 

digitization program that aims to increase productivity by equipping staff with UpToDate 

training and certification, in addition to that, the digitization program encourages Bank SulutGo 

operations to become more efficient, simple and reduce operation costs. 

Good performance can be achieved because of the interrelationships that influence each other 

between leaders and their subordinates with a commitment to the organization to carry out 

performance that can be expected to achieve a goal (Delastri, 2010). As for this writing, the 

focus of the research is on Competence, implementation of Corporate Culture, Leadership Style 

on Performance of Structural Officers at PT. North Sulawesi Bank. 

Research purposes 

1. To analyze the influence of Competence on the Leadership Style of Structural Officers at PT. 

SulutGo Bank? 

2. To analyze the influence of Corporate Culture on the Leadership Style of Structural Officers 

at PT. SulutGo Bank? 

3. To analyze the effect of Competence on the Performance of Structural Officers at PT. 

SulutGo Bank? 

4. To analyze the influence of Corporate Culture on the Performance of Structural Officers at 

PT. SulutGo Bank? 

5. To analyze the influence of Leadership Style on the Performance of Structural Officers at PT. 

SulutGo Bank? 

6. To analyze the influence of Competence on Performance through the moderating variable 

Leadership Style of Structural Officers at PT. SulutGo Bank? 

7. To analyze the influence of Corporate Culture on Performance through the moderating 

variable Leadership Style of Structural Officers at PT. SulutGo Bank? 

LITERATURE REVIEW 

Human Resource Management 

Management's goal is to increase human resource support to achieve organizational goals, or 

more specifically to increase productivity, job satisfaction, loyalty, and reduce employee laziness 

(Marihot, 2007). 

According to Hasibuan (2005), the Role of Human Resource Management includes: 

1. Determine the number, quality, and effective placement of workers according to company 

needs based on job descriptions, job specifications, and job evaluations. 

2. Determine the withdrawal, selection and placement of employees based on the principle of 

the right man in the right job. 

3. Establish welfare, development, promotion and termination programs. 

4. Forecasting the supply and demand for human resources in the future. 
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5. Estimating the state of the economy in general and the development of the company in 

particular. 

6. Closely monitor labor laws and policies on remuneration of similar companies 

7. Monitor technical progress and trade union developments. 

8. Carry out education, training, and employee performance appraisal. 

9. Manage employee mutations both vertically and horizontally 

10. Manage pensions, layoffs, and severance pay. 

Competence 

Competence is an ability to carry out or carry out a job or task that is based on skills and 

knowledge and is supported by the work attitude required by the job. According to McClelland 

defines competence as a fundamental characteristic possessed by someone who has a direct 

influence on, or can describe, excellent performance. In other words, competence is what 

outstanding performers do more often in more situations with better results than what average 

performers do (Wibowo, 2016). 

Competence is a basic characteristic of an individual who has a causal relationship or a causal 

relationship with criteria that are used as a reference or standard, effective, or appear superior at 

work in certain situations (Nursalam & Efendi, 2008). 

Leadership 

Leadership is a way for leaders to influence their subordinates, so they want to work together and 

work productively to achieve organizational goals (Hasibuan, 2012). Leadership is the nature, 

habits, temperament, character and personality that distinguishes a leader in interacting with 

others. In conclusion, leadership is the driving force for all activities or activities to influence the 

will of others in an effort to achieve common goals. Behavior and strategy are as a result of 

skills, traits, and attitudes that are often applied by a leader when trying to influence the 

performance of his subordinates (Kartono, 2014). 

Davis defines leadership as the ability to enthusiastically persuade others to achieve set goals. 

Terry and Frankin define a leader with a relationship in which a leader influences people to want 

to work together to carry out interrelated tasks in order to achieve the goals desired by the leader 

and or group (Yuli, 2005). 

Corporate Culture 

The word culture (Culture) as a concept rooted in the study or discipline of Anthropology is 

defined as philosophy, ideology, values, assumptions, beliefs, hopes, attitudes and norms that are 

shared and bind a society. Now this concept has also found a place in the development of 

organizational behavior science, and has become an important discussion in the scientific 

literature in both fields using the term organizational culture (Nimran, 2004). 

Corporate culture is the rules of the game that exist within the company which will be a guide for 

employees in carrying out their obligations and values to behave in the company. Culture 

influences employee behavior and shapes employee attitudes in a more positive direction. 

Corporate culture is a system of values that are felt by all employees in the company. Besides 

being understood, all levels believe in these value systems as the foundation of the organization's 

movement. Corporate culture is a system that is believed by all employees and which is studied, 

applied, and developed on an ongoing basis, functions as a package system, and can be used as a 

reference for behavior within the organization to create corporate goals that have been set. 

Corporate culture is a value of trust, 
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Performance 

Performance is the result of work that, in terms of quality and quantity, is obtained by an 

employee in fulfilling the job description according to the responsibilities set by the company 

(Mangkunegara, 2012). Dessler (2012) added that performance is an assessment of work 

achievement by comparing results and standards/targets that have been set (Dessler, 2012). 

Performance is the result of the output both in quality and quantity that employees get in 

carrying out their duties according to the responsibilities they carry (Seymour, 1991). According 

to Hasibuan (2012) Performance is the output result obtained by an employee in carrying out 

assigned tasks based on skills, experience, sincerity and time. 

1. Quantity of work, namely the number/results of work obtained numerically in a certain 

predetermined period of time; 

2. Quality of work, namely the quality of the work obtained based on the conditions of 

suitability and readiness; 

3. job knowledge,understanding and knowledgeemployees regarding their work and skills; 

4. Creativeness,namely the authenticity of the ideas raised and the actions to resolve the 

problems that arise; 

5. cooperative,namely the willingness to cooperate with employees or fellow members of the 

organization; 

6. Dependability yThat is a trust that arises from the presence and ability to complete the work. 

7. initiative,namely the willingness or encouragement to complete existing tasks and 

responsibilities seriously. 

8. Personal qualities are skills, integrity, personality, hospitality and leadership. 

Relations Between Variables 

The Effect of Competence on Leadership Style 

Moeheriono (2012) states that the success of a company inachieving the vision and mission is 

strongly influenced by employee performance. This is because performance or performance is a 

picture of the level of achievement of the implementation of a program of activities or policies in 

realizing the goals, objectives, vision and mission of the organization as outlined through the 

strategic planning of an organization. 

Based on the presentation of Tewal et al., (2017) leaders are in controlan organization because it 

functions as a driving force in achieving goals. That is, without a leader, the organizational goals 

that have been set will not be achieved because each member will only move or try to achieve 

his personal goals. A leader will try to influence members to complete the work according to 

what has been set. Therefore, leaders are expected to be able to create a conducive atmosphere 

and culture so as to have a positive influence on their members. Therefore, the ideal leadership 

style must be able to influence, direct and coordinate company goals so that employee 

performance increases. 

Another factor that affects employee performance besides leadership style iscompetencies that 

must be possessed by an employee in carrying out his work, so that the competence that has been 

owned can assist employees in completing work according to predetermined targets. Moeheriono 

(2012) competence has a very important role, because in general competence involves a person's 

basic ability to do a job. Competence possessed by employees can increase capacity and build a 

solid foundation. Therefore, the process of recruiting employees is something that needs to be 

considered by the company because in addition to the description of the understanding above, 

how to implement it so that it is in accordance with work standards is also very necessary. 
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The Influence of Corporate Culture on Leadership Style 

Cultural differences create value for determining alternatives that can be equally accepted by 

each culture in each group. Understanding of cultural differences is a form of interaction 

between one culture and another that has an impact or influence on other cultures. Understanding 

cultural differences is very necessary for structural officials at PT. North Sulawesi Bank. 

Leadership style is a pattern of attitudes and behavior shown in the process of influencing people 

(Matondang, 2008:5). Djanaid (2004: 202) states that leadership style is a norm that is used by 

someone when influencing the behavior of others. 

The Effect of Competence on Performance 

Wibowo (2012: 324) explains that competence is an ability to carry out a job that is based on 

skills and knowledge and is supported by the work attitude demanded by the job. Sedarmayanti 

(2011: 126) also explains that competence is a fundamental characteristic possessed by someone 

who has a direct influence on or can predict excellent performance. Based on the two opinions 

above, it can be concluded that competence is the ability to work by integrating knowledge, 

skills, abilities and personal values based on experience and learning in the context of carrying 

out their duties in a professional, effective and efficient manner. The results found by the 

research of Wijayanto and Dotulong 2019) stated that competency has a positive and significant 

effect on employee performance at PT. Manado Multi Krindo Plaza. 

The Influence of Corporate Culture on Performance 

Organizational Culture according to Amnuai in Tika (2010) is a set basic assumptions and 

beliefs held by members of the organization, then developed and passed on to overcome 

problems of external adaptation and internal integration problems. Meanwhile, Corporate 

Culture according to Robbins (2007:21) corporate culture is a set of values that are recognized 

and made by all its members that distinguish one company from another. 

Performance is a result that is achieved by a person in carrying out his duties on skill, effort, and 

opportunity (Hasibuan 2002:160). Employee performance is the same only as work performance, 

which is the result of both quality and quantity work achieved by an employee in carrying out the 

duties and responsibilities that have been given to him (Mangkunegara 2007:9). 

Organizational culture has no significant effect on employee performance at Bank Syariah 

Mandiri Bitung branch. This means that the performance of employees at the Bitung branch of 

Bank Syariah Mandiri goes up or down not because it is influenced by the culture that prevails in 

the company. The results found by the research of Fadude, Tawas and Poluan (2019) stated that 

organizational culture had no effect on the performance of employees of PT. Bank Syariah 

Mandiri Bitung Branch. 

The Effect of Leadership Style on Performance 

Leadership style is a norm of behavior used by someone when that person tries to influence the 

behavior of other people or subordinates (Miftah, 2010). A leader is someone who has a program 

and who behaves together with group members using a certain way or style. Leadership has a 

role as a dynamic force that encourages, motivates and coordinates corporate organizations in 

achieving a goal. Leadership is a process of one's activities to move others by leading, guiding, 

influencing others to do something in order to achieve the desired thing (Sutrisno, 2016). 

From the several opinions above, it can be concluded that leadership style is a way for leaders to 

influence, direct, motivate, and control subordinates in a certain way, so that subordinates can 

complete tasks effectively and efficiently. 

Leadership is a very important factor in an organization because most of the success and failure 

of an organization is determined by the leadership in the organization. Leadership is an activity 
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to influence people to be directed towards achieving organizational goals. Leadership includes 

the process of influencing in determining organizational goals, motivating the behavior of 

followers to achieve goals, influencing to improve the group and its culture. The results found by 

Tumengkol, Koleangan and Dotulong (2019) research which state that Leadership Style has a 

positive and significant effect on employee performance at PT. Bank Negara Indonesia 

(Persero), Tbk (Campus Branch). 

The Effect of Competence on Performance Through Leadership Style Moderating 

Variables 

Human resources are the driving force behind the running of a company. So thatthe role of the 

leader is very influential to provide the direction and authority needed to achieve company goals. 

The ability of superiors can influence the success or failure in achieving a company. Bukit et al., 

(2017) stated that leadership style is a way that leaders use in influencing subordinates to carry 

out their duties and obligations in accordance with company goals. In leadership, the quality of 

encouragement, enthusiasm, direction and support is a factor that must be considered. Good 

leadership is needed to produce high employee performance, where leaders can provide clarity in 

giving orders and responsibilities to their employees. 

In achieving company goals, the main capital that needs attention isemployee performance. 

Quality employees determine optimal work results so leaders must have a leadership style that 

can affect employee performance. Human resource management requires the right pattern of 

leadership style so as to form synergy between superiors and subordinates. 

The Influence of Corporate Culture on Performance Through Leadership Style 

Moderating Variables 

The success of an organization in achieving its goals largely depends on managerial 

performance. Managerial performance can be explained as a form of leadership existence in 

completing work as effectively as possible. Success in organizing and managing an organization 

cannot be separated from the factors of leadership style and the attitude of subordinates in 

carrying out tasks to achieve organizational goals (Pamungkas, 2014). Improving organizational 

performance cannot be realized if there is no good management, which can encourage agency 

efforts to improve performance. 

Model and Research Hypothesis 

Research Model 

 

Figure 1. Research Model 

According to Sekaran and Bougie (2017) a hypothesis can be defined as a temporary statement, 

but can be tested which predicts what you want to find in empirical data. From the main issues 
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stated above, the following hypotheses are presented as answers or temporary conjectures in this 

study, namely as follows: 

H1: Allegedly Competence (X1) influences Leadership Style 

H2: Allegedly Corporate Culture (X2) has an effect on Style 

Leadership 

H3: Allegedly Competence (X1) influences Performance (Y2) 

H4: Allegedly Corporate Culture (X2) has an effect on Performance (Y2) 

H5: Allegedly Leadership Style (Y1) has an effect on Performance 

H6: Allegedly Competence (X1) influences Performance (Y2) through leadership style 

moderating variable 

H7: Allegedly Corporate Culture (X2) has an effect on Performance (Y2) through the 

moderating variable Leadership Style 

RESEARCH METHODS 

Types of research 

Based on the problems studied, the method used in this research is descriptive method with a 

quantitative approach. Mashuri (2008: 34) explains that descriptive research is research that 

gives a careful picture of an individual, situation, symptom or certain group. For this type of 

research is explanatory research, namely research that seeks to explain the relationship between 

research variables and test the hypotheses that have been formulated previously. 

Location or Research Object 

The research was conducted on Structural Officers at PT. SulutGo Bank, with the first 

consideration of PT. Bank SulutGo is the largest Regional Development Bank (BPD) in the 

provinces of North Sulawesi and Gorontalo which is one of the largest contributors to local 

revenue (PAD) for the two provinces. Second, PT. Bank SulutGo is currently focusing on 

developing human resources and increasing competence which of course can provide space for 

research, especially related to performance. The third consideration is the ease of access to 

research that the author receives at the bank mentioned above. 

Population and Research Sample 

Population 

According to Sugiyono (2018: 117) Population is a generalized area consisting of objects or 

subjects that have certain qualities and characteristics set by researchers to study and then draw 

conclusions. The population of this research is Structural Officer at PT. North Sulawesi Bank. 

The number of Structural Officers is 129 people consisting of Division Heads, Department 

Heads, Branch Heads, Deputy Branch Heads, and Sub-Branch Offices in work units at the head 

office, branch offices and sub-branches. 

Research Sample 

Sample According to Sugiyono (2018: 118) the sample is part of the number and characteristics 

possessed by the population. While sample size is a step to determine the size of the sample 

taken in carrying out a study. According to Sekaran (2003) the sample is part of the population. 

The sample is part of the number and characteristics possessed by the population. If the 

population is large, the researcher cannot study everything in the population. For example, due to 

limited funds, manpower and time, researchers can use samples from this population (Sugiyono, 

2013). Based on the existing population, the number of samples in this study was determined to 
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be 103 Structural Officers at PT Bank SulutGo from the current number of structural officials, 

namely 129 people. 

Operational Definition of Variables and Indicators 

Variable refers to the characteristics or attributes of an individual or an organization that can be 

measured or observed (Creswell, 2007). Variables usually vary in two or more categories or on a 

continuum of scores. Variables can be measured or assessed based on one scale. 

1. Independent Variable (Exogenous)or independent variables are variables that (may) cause, 

influence, or have an effect on the outcome. This variable is also known as the treatment 

variable, manipulated, antecedent, or predictor. In this study the variables used are 

compensation and organizational commitment. Furthermore, the independent variables in this 

study are referred to as exogenous variables, namely variables whose values are not 

influenced/determined by other variables. 

2. Mediation Variablesis between the independent variable and the dependent variable. This 

variable mediates the effects of the independent variables on the dependent variable 

(Creswell, 2013). In this study the variable used is work motivation. 

3. Dependent Variable (Endogen)or the dependent variable is a variable that depends on the 

independent variable. This dependent variable is the outcome or result of the influence of the 

independent variables. Other terms for the dependent variable are criterion, outcome, and 

effect variables. In this study the variable used is employee performance. Endogenous 

variables or variables whose values are influenced/determined by other variables in the 

model. 

RESEARCH RESULTS AND DISCUSSION 

Research result 

Research Variable Descriptive Analysis 

One of the ways that data can be easily understood, then descriptive analysis is one part of the 

statistics used. The variables used in this study are competence, corporate culture, leadership 

style moderation, performance. Measurement of these variables uses a score of 1 for the lowest 

and 5 for the highest score. 

Table 2. Descriptive Analysis 

 No. Is lost Average Median Min max Standard 

Deviation 

Advantages 

of Kurtosis 

Skewness 

KEP1 1 0 4,544 5 2 5 0.553 2,150 -1,047 

KEP2 2 0 4,573 5 4 5 0.495 -1,949 -0.299 

KEP3 3 0 4,621 5 4 5 0.485 -1,777 -0.508 

KEP4 4 0 4,553 5 4 5 0.497 -1,992 -0.218 

BUP1 5 0 4,447 4 3 5 0.516 -1,515 0.003 

BUP2 6 0 4,592 5 3 5 0.511 -1,134 -0.602 

BUP3 7 0 4,359 4 3 5 0.519 -1,057 0.167 

BUP4 8 0 4,515 5 4 5 0.500 -2,036 -0.059 

BUP5 9 0 4,466 4 4 5 0.499 -2,021 0.138 

BUP6 10 0 4,447 4 4 5 0.497 -1,992 0.218 

KOM1 11 0 4,282 4 3 5 0.547 -0.479 0.039 

KOM2 12 0 4,398 4 4 5 0.489 -1,858 0.423 

KOM3 13 0 4,320 4 3 5 0.544 -0.671 0.023 

KOM4 14 0 4,592 5 3 5 0.529 -0.590 -0.776 

KOM5 15 0 4,456 4 4 5 0.498 -2008 0.178 

KIN1 16 0 4,534 5 2 5 0.554 2054 -1,005 

KIN2 17 0 4,583 5 4 5 0.493 -1,922 -0.340 
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KIN3 18 0 4,621 5 4 5 0.485 -1,777 -0.508 

KIN4 19 0 4,573 5 4 5 0.495 -1,949 -0.299 

KIN5 20 0 4,660 5 4 5 0.474 -1,559 -0.686 

KIN6 21 0 4,689 5 4 5 0.463 -1,337 -0.830 

KIN7 22 0 4,563 5 4 5 0.496 -1972 -0.258 

Source: Data processed SmartPLS 3 (2022) 

Results of Data Analysis 

Description of Competency Variables, Corporate Culture, Leadership Style Moderation, 

Performance. 

Several questions from the questionnaire were designed using a Likert scale, the results of 

statistical data processing for each variable with the SmartPLS display with a total of 103 

respondents (N). An overview of the research variables in this such as competence, corporate 

culture, leadership style, performance. Then the processed data table itself is used which shows 

the range of numbers for each question item in table 3 below: 

Table 3. Competency Variables 

ITEMS SS SS% S S% N N% TS TS% STS STS% 

1 34 33% 64 62% 5 4.9% 0 0% 0 0% 

2 41 40% 62 60% 0 0.0% 0 0% 0 0% 

3 37 36% 62 60% 4 3.9% 0 0% 0 0% 

4 63 61% 38 37% 2 1.9% 0 0% 0 0% 

5 47 46% 56 54% 0 0.0% 0 0% 0 0% 

Source: Processed data, 2022 

Based on table 3 above, the results of the processing of statistical data on the competence 

variable total number of questions as many as 5 items, it can be seen that the SS answer with the 

highest score is item 4 and the lowest score is item 1, the S answer with the highest score is item 

1 and the lowest score is in item 4, the answer to N with the highest score is in item 1 and the 

lowest score is in item 4. While TS and STS do not exist. 

Table 4. Corporate Culture Variables 

ITEMS SS SS% S S% N N% TS TS% STS STS% 

1 47 46% 55 53% 1 1% 0 0% 0 0% 

2 62 60% 38 37% 3 3% 0 0% 0 0% 

3 39 38% 62 60% 2 2% 0 0% 0 0% 

4 53 51% 50 49% 0 0% 0 0% 0 0% 

5 48 47% 55 53% 0 0% 0 0% 0 0% 

6 46 45% 57 55% 0 0% 0 0% 0 0% 

Source: Processed data, 2022 

Based on table 4 above, the results of the processing of statistical data on the corporate culture 

variable total number of questions as many as 6 items, it can be seen that the answer to SS with 

the highest score is item 2 and the lowest score is item 3, the answer S with the highest score is 

item 3 and the lowest score is in item 2, the answer to N with the highest score is in item 3 and 

the lowest score is in item 1. While TS and STS are not. 

 

 

Table 5. Leadership Style Moderation Variables 

ITEMS SS SS% S S% N N% TS TS% STS STS% 
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1 58 56% 43 42% 0 0% 2 2% 0 0% 

2 59 57% 44 43% 0 0% 0 0% 0 0% 

3 64 62% 39 38% 0 0% 0 0% 0 0% 

4 57 55% 46 45% 0 0% 0 0% 0 0% 

Source: Processed data, 2022 

Based on table 5 above, the results of the processing of statistical data on the leadership style 

moderating variable, the total number of questions is 4 items, it can be seen that the SS answer 

with the highest score is on item 4 and the lowest score is on item 1, the answer S with the 

highest score is on item 4 and the lowest score is in item 3, the TS answer with the highest score 

is in item 2, while there are no N and STS answers. 

Table 6. Performance Variables 

ITEMS SS SS% S S% N N% TS TS% STS STS% 

1 57 55% 44 43% 0 0% 2 2% 0 0% 

2 60 58% 43 42% 0 0% 0 0% 0 0% 

3 64 62% 39 38% 0 0% 0 0% 0 0% 

4 59 57% 44 43% 0 0% 0 0% 0 0% 

5 68 66% 35 34% 0 0% 0 0% 0 0% 

6 71 69% 32 31% 0 0% 0 0% 0 0% 

7 58 56% 45 44% 0 0% 0 0% 0 0% 

Source: Processed data, 2022 

Based on table 6 above, the results of the processing of statistical data on the performance 

variable total number of questions as many as 7 items, it can be seen that the SS answer with the 

highest score is item 7 and the lowest score is item 1, the S answer with the highest score is item 

7 and the lowest score is in item 6, the TS answer with the highest score is in item 2, while there 

are no N and STS answers. 

Discussion 

The Effect of Competence on Leadership Style 

The direct effect hypothesis concludes that the competency variable (X1) has a positive and 

significant effect on the leadership style moderating variable (Y1) where the influence of the X1 

variable on Y1 has a P-Values (0.000) <α (0.05), so H0 is rejected, meaning the influence of 

competence ( X1) on leadership style (Y1) is significant. So that H1 which presents the influence 

of competence on positive performance. These results are in line with the research findings of 

Prasetyan, Lelly, and Desia (2021) which state that competency has a significant effect on 

leadership style (Study at Alas Purwo National Park in Banyuwangi Regency). 

Leadership style is the overall leader's action pattern as perceived or referred to by his 

subordinates (Davis and Newstrom in Moeheriono, 2012:386). The leadership style applied in an 

organization, regardless of the form of the leadership model, will certainly affect the 

performance of its employees. 

The Influence of Corporate Culture on Leadership Style 

The direct effect hypothesis concludes that the corporate culture variable (X2) has a positive and 

significant effect on the leadership style moderating variable (Y1) where the influence of the X2 

variable on Y1 has a P-Values (0.001) <α (0.05), so H0 is rejected, meaning the influence of 

style leadership (X2) to leadership style (Y1) is significant. So that H2 represents the influence 

of corporate culture on positive leadership style. These results are in line with Hardjadinata's 

research findings (2020) which state that organizational culture has a positive and significant 

effect on the leadership of the Principals of Public Elementary Schools in South Lampung 
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Regency. 

The role of the leader in the organization is also important for maintaining the corporate culture 

in directing its employees so that it will have an impact on performance. When talking about 

leaders, it cannot be separated from what is known as leadership. Leadership is the ability to 

influence and direct employee behavior as desired to achieve organizational goals. In practice, a 

leader has a variety of different characters in influencing and giving direction to his employees. 

This is what is called the leadership style. 

The Effect of Competence on Performance 

The direct effect hypothesis concludes that the competency variable (X1) has a positive and 

significant effect on the performance variable (Y2) where the effect of the X1 variable on Y2 has 

a P-Values (0.004) <α (0.05), so H0 is rejected, meaning the influence of competence (X1) on 

Performance (Y2) is significant. So that H3 which presents the influence of competence on 

positive performance. This result is in line with the research findings of Kalangi, Tewal and 

Uhing (2019) which states that human resource competence has a positive and significant effect 

on the performance of Hotel Sintesa Peninsula Manado employees. The same results were also 

found in the research of Mogot, Kojo and Lengkong (2019) which stated that competence has a 

positive and significant effect on the performance of employees of PT. PLN Manado Branch. 

This is in accordance with Abdi and Wahid (2018) who say that if employees have high 

competence, they can increase the share of the work that is owned by employees. This theory is 

also supported by empirical studies according to Kadir, et al. (2018) found competence to have a 

positive and significant effect on the work results of their subordinates. Employees who have 

work skills that are in accordance with their field of work will be more careful about the results 

obtained by employees at work. (2018) found competence to have a positive and significant 

effect on the work results of their subordinates. Employees who have work skills that are in 

accordance with their field of work will be more careful about the results obtained by employees 

at work. (2018) found competence to have a positive and significant effect on the work results of 

their subordinates. Employees who have work skills that are in accordance with their field of 

work will be more careful about the results obtained by employees at work. 

The Influence of Corporate Culture on Performance 

The direct effect hypothesis concludes that the corporate culture variable (X2) has a positive and 

insignificant effect on the performance variable (Y2) where the effect of the X2 variable on Y2 

has a P-Values (0.776) > α (0.05), so H0 is accepted, meaning the influence of corporate culture 

(X2) to Performance (Y2) is not significant. So that H4 which presents the influence of corporate 

culture on performance is not positive. These results are in line with the research findings of 

Fadude, Tawas and Poluan (2019) which state that competence has a positive and insignificant 

effect on performance of PT employees. Bank Syariah Mandiri Bitung Branch. 

The Effect of Leadership Style on Performance 

The direct effect hypothesis concludes that the leadership style variable (Y1) has a positive and 

significant effect on the performance variable (Y2) where the influence of the Y1 variable on Y2 

has a P-Values (0.000) <α (0.05), so H0 is rejected, meaning the influence of leadership style ( 

Y1) on performance (Y2) is significant. So that H5 which presents the influence of leadership 

style on positive performance. These results are in line with the research findings of Biera, 

Tumbuan, Tielung (2021) which state that leadership style has a positive and significant effect 

on the performance of employees at the Bitung City Tourism Office. The same results were also 

found in research by Simbar, Lapian and Sendow (2019) which stated that leadership had a 

significant effect on the performance of PT employees. TELKOM. 

With a positive inner weight coefficient indicating that the better the leadership style (Y1) that is 

applied, the better the performance (Y2), and conversely the worse the leadership style (Y1) that 
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is applied, the worse the performance (Y2). This is in accordance with what was explained by 

Mahmudi (2010) regarding the factors that affect employee performance, one of which is 

leadership. In this explanation it is stated that leaders should provide direction for tasks or work 

to their subordinates, in order to improve the performance of their subordinates at work. 

The Effect of Competence on Performance through Leadership Style Moderating 

Variables 

The output of the significance test parameters can be seen in the Total Effect table. In testing the 

moderating effect of leadership style on the relationship between competence and performance, 

it is not found in the coefficient table, because the moderating effect is not only carried out by 

testing the direct effect of the independent variables on the dependent variable, but also the 

interaction relationship between the independent variable and the moderating variable on the 

dependent variable (indirect effect). Therefore Total Effect is used to see the total effect of the 

prediction (direct and indirect effect). 

Based on the results of the bootstrapping iteration, the T-statistic value of the moderating 

variable is 5.470, which is greater than the t-table of 1.64, and the P-Values of 0.000 are smaller 

than 0.05, which means that leadership style moderates competency on performance, so the 

hypothesis for a significant moderating effect. So, it can be concluded that leadership style has a 

significant effect on the relationship between competencies in efforts to improve performance in 

Structural Officers at PT. North Sulawesi Bank. This result is not in line with the research 

findings of Hariyanti, Mindarti (2022) which states that transformational leadership does not 

moderate the effect of competency on State Vocational School Teachers in Kendal Regency. 

The leadership style displayed by a good leader is expected to increase the efforts of 

subordinates to achieve optimal work results, where leadership is one of the leadership styles 

whose usefulness has begun to be considered in dealing with changes in an organization. 

The Influence of Corporate Culture on Performance through Leadership Style Moderating 

Variables 

The output of the significance test parameters can be seen in the Total Effect table. In testing the 

moderating effect of leadership style on the relationship between competence and performance, 

it is not found in the coefficient table, because the moderating effect is not only carried out by 

testing the direct effect of the independent variables on the dependent variable, but also the 

interaction relationship between the independent variable and the moderating variable on the 

dependent variable (indirect effect). Therefore Total Effect is used to see the total effect of the 

prediction (direct and indirect effect). 

Based on the bootstrapping iteration results, the T-statistic value of the moderating variable is 

3.010, which is greater than the t-table of 1.64, and the P values are 0.003, less than 0.05, which 

means that leadership style moderates corporate culture on performance, so the hypothesis for a 

significant moderating effect. So, it can be concluded that leadership style has a significant effect 

on the relationship between corporate culture in efforts to improve performance at Structural 

Officers at PT. North Sulawesi Bank.These results are in line with the research findings of 

Tampubolon (2016) which states that leadership moderates the influence of organizational 

culture on employee performance at Bank CIMB Semarang. 

One style of leadership is a situation in which the leader is able to awaken and encourage 

corporate culture to encourage subordinates to do work beyond what is expected and achieve 

goals above normal standards. However, to explain good leadership occurs if the leader expands 

and arouses employee interest. Raising awareness and group mission as well as mobilizing 

employees for the benefit of the company. 

CONCLUSIONS AND RECOMMENDATIONS 
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Conclusion 

Human resources (HR) in PT. Bank SulutGo, including structural officials, is the main force in 

running the banking business today. The findings of this study identify that competence, 

corporate culture, leadership style are very important factors in predicting or assessing the 

performance of Structural Officers at PT. North Sulawesi Bank. 

1. Competence has a positive and significant relationship to leadership style in Structural 

Officers at PT. North Sulawesi Bank. 

2. Corporate culture has a positive and significant relationship to the leadership style of 

Structural Officers at PT. North Sulawesi Bank. 

3. Competence has a positive and significant relationship to the performance of Structural 

Officers at PT. North Sulawesi Bank. 

4. Corporate culture has a positive and insignificant relationship to the performance of 

Structural Officers at PT. North Sulawesi Bank. 

5. Leadership style has a positive and significant relationship to the performance of Structural 

Officers at PT. North Sulawesi Bank. 

6. Competence has a positive effect on performance through the moderating variable of 

leadership style in Structural Officers at PT. North Sulawesi Bank. 

7. Corporate culture has a positive effect on performance through the moderating variable of 

leadership style at Structural Officers at PT. North Sulawesi Bank. 

Suggestion 

For researchers who will conduct research in the same topic for research in different business 

sectors. Other business sector research can be carried out which will make this research complete 

and can be used for overall decision making. 

In addition, for Structural Officers at PT. Bank SulutGo to do the following: 

1. To continue to improve competence (hard skill), evaluate leadership style (Soft Skill) on 

Structural Officers at PT. North Sulawesi Bank. So that the expertise possessed will increase 

which will have a positive impact on improving performance, and can help companies to 

further develop and compete in today's banking industry. 

2. To maintain the corporate culture, namely culture caused by aspects of the social 

environment, human resources, will greatly affect the diversity of performance of Structural 

Officers at PT. North Sulawesi Bank. 

3. To be more active in internalizing the existing Corporate Culture in accordance with the 

current demands of the banking business, by continuing to evaluate the achievements of the 

Structural Officers at PT. Bank SulutGo both individually and work units. 

REFERENCES 

1. Wolok, E., Yapanto, L. M., Aneta, Y., & Djailani, F. M. (2022). Management Strategy for 

Development Industrries of Micro , Small and Medium Enterprises ( Msmes ) For Coastal 

Communities in Tomini Bay. 28(10), 147–160. https://doi.org/10.24297/j.cims.2022.10.010 

2. Iroth, S., & Suparno, D. (2021). Makna Mantra pada Komunikasi Spiritual Pemimpin Agama 

dengan Tuhannya: Kremasi Tradisional Bali di Desa Werdhi Agung, Kecamatan Bolaang, 

Mongondow Selatan. INTERAKSI PERADABAN: Jurnal Komunikasi Dan Penyiaran Islam, 

1(1), 55–69. https://doi.org/10.15408/interaksi.v1i1.21256 

https://doi.org/10.24297/j.cims.2022.10.010


WOS: Journal on Modern Research Methodologies   ISSN: 2835-3072 

 

© 2022 by the authors; licensee MDPI, Basel, Switzerland. This article is an open access article distributed under the 

terms and conditions of the Creative Commons Attribution License (http://creativecommons.org/licenses/by/4.0/). 

6
9

 

3. Achmad, S. (2007). Organizational Culture Definition, Meaning and Its Application in 

Organizational Life. Yogyakarta: IBPP STIM YKPN. 

4. Ahmed, M., & Shafiq, M. (2014), "The Impact of Organizational Culture on Organizational 

Performance: A Case Study of the Telecom Sector." Double Blind Peer Reviewed 

International Research Journal : Vol 14, 21-30. 

5. Ali, H (2017), "The Impact of Organizational Culture on Corporate Financial Performance: 

A Review." International Journal of Economics, Commerce and Management :Vol 5, 585-

597. 

6. Amalia, S., & Yayan, F, J. (2018). "The Influence of Organizational Culture and Competence 

on Employee Performance (Survey at Bank Jawa Barat Banten, Suci Bandung Branch)". 

Journal of Masters Management. 4(2), 139 – 142. 

7. Andi, P. (2012). "Qualitative Research Methods in the Perspective of Research Design". 

Yogyakarta: Erlangga. 

8. Anwar, AA, & Prabu, M. 2012. Evaluation of Human Resource Performance. 

9. Astuti, JP, & Soliha, E. (2021), "The Effect of Quality of Work and Organizational 

Commitment on Performance with Moredation of Organizational Culture (Study on Public 

Health Center Puskesmas in Gabus District)." International Journal of Social and 

Management Studies : Vol 2, 89-99. 

10. Biera. A., Plants. WJFA, & Tielung. MVJ (2021). "The Influence Of Leadership And 

Organizational Culture On Employee Performance At The Tourism Office Of Bitung City". 

EMBA Journal. 9(4), pp. 376-384. 

11. Bismala, L., Arianty, N., & Farida, T. (2017). "Organizational behavior. Medan: Aqli 

Scientific Research and Writing Institute”. 

12. Chairil, Nur Khalil(2021). The Influence of Competence and Training on Employee 

Performance at Pt Bank Mandiri Palopo City Branch Office. Essay. Muhammadiyah Palopo 

University. 

13. Depitra, SP, & Soegot, H. (2019). "Competency and Performance of Bank BNI Kcu 

Bandung Employees". UNIKOM Scientific Magazine. 17(1), pp. 25-28. 

14. Dirgantara, G., & Hersona, S, GW. (2022). "Implications of Organizational Culture and 

Leadership on Employee Performance at Bank BRI Karawan". At-Tadbir: Management 

Scientific Journal. 6(1), pp. 1-12. 

15. Drobyazko, S., Kazarin-Okulich, V., Rogovyi, A., Goltvenko, O., & Marova, S. Factors Of 

Influence On The Sustainable Development In The Strategy Management Of Corporations. 

Academy of Strategic Management Journal. 18(1), pp. 1-5. 

16. Erwansyah, M., Sulastini, H., & Hereyanto. (2018). "The Influence of Competence, Work 

Discipline and Work Environment on Employee Performance (Survey at PT. Bank Negara 

Indonesia (Persero) Tbk Muara Teweh Branch Office, North Barito Regency)". Journal of 

Business and Development. 7(1), pp. 32-40. 



WOS: Journal on Modern Research Methodologies   ISSN: 2835-3072 

 

© 2022 by the authors; licensee MDPI, Basel, Switzerland. This article is an open access article distributed under the 

terms and conditions of the Creative Commons Attribution License (http://creativecommons.org/licenses/by/4.0/). 

7
0

 

17. FDFadude., HNTawas., & JGPoluan (2019), "The Influence of Leadership, Organizational 

Culture, and Competence on Employee Performance at PT. Manado Sharia Bank, Bitung 

Branch.” 

18. Forster, JJ, Gill, RC, & Overstall, AM (2012). "Reversible jump methods for generalized 

linear models and generalized linear mixed models". Statistics and Computing. 22(1), pp. 

107-120. 

19. GACRompas., B.Tewal., & L.Dotulong (2018), "The Influence of Leadership Style, 

Supervision, and Work Discipline on Employee Performance at the Transportation Office of 

Southeast Minahasa Regency." 

20. Gomes, Faustino, C. (2010) "Human Resource Management", Andi Publisher, Yogyakarta. 

21. Hardjadinata, R. (2020) "The Influence of Organizational Culture on Leadership Style at PT. 

XYZ”, Journal of Applied Management Science, 1(6), pp. 562-567. 

22. Hasibuan, M. (2012). "Human Resource Management". Jakarta: PT. Script Earth. 

23. Mogot. HY, Kojo. C, & Lengkong VPK (2019), "The Influence of Leadership Style, Work 

Ethic, Competence and Work Discipline on Employee Performance at PT. PLN Manado 

Branch.” 

24. Hasibuan, SPM (2005). "Human Resource Management". Jakarta: Earth Script 

25. Husaini.U. (2018). Management Theory of Educational Research and Practice. Jakarta: PT 

Bumi Aksara. 

26. Hutapea, P., & Thoha, N. (2008). "Competency Plus: Theory, Design, Case and Application 

for HR and Dynamic Organizations". Jakarta: Gramedia Pustaka Utama. 

27. Indranata, I, (2008). “Qualitative Approach To Quality Control”. Jakarta: University of 

Indonesia. 

28. Iskamto D (2022), “Analysis of The Impact of Competence on Performance: 

An Investigative In Educational Institutions.” Asean International Journal of business : Vol 

1, pp. 68-75. 

29. Malik J., Trisnamansyah S., Mulyanto. (2021) "The Influence of Competence, Motivation, 

Infrastructure, and School Climate on Principal Leadership in Public Elementary Schools", 

Journal of Islamic Education Management, 2 (2), pp. 81-94. 

30. Jufrizen, J. et al (2017). The Effect of Compensation, Organizational Culture and Islamic 

Work Ethic Towards the Job Satisfaction and the Impact on the Permanent Lecturers. 

International Business Management. 11(1), pp. 53-60. 

31. J. Tumengkol., R. Koleangan., & LOH Dotulong (2020), "The Influence of Leadership Style 

on Employee Performance at PT. Bank Negara Indonesia (Persero), Tbk (campus branch).” 

32. J. Wijayanto., & LOHDotulong (2017), "The Influence of Training, Competence and 

Motivation on Employee Performance at PT. Plaza Multi Krindo Manado.” 

33. Kammerhoff, J., Lauenstein, O., & Schutz, A. (2019). Leading toward harmony - Different 

types of conflict mediate how followers' perceptions of transformational leadership are 



WOS: Journal on Modern Research Methodologies   ISSN: 2835-3072 

 

© 2022 by the authors; licensee MDPI, Basel, Switzerland. This article is an open access article distributed under the 

terms and conditions of the Creative Commons Attribution License (http://creativecommons.org/licenses/by/4.0/). 

7
1

 

related to job satisfaction and performance. European ManagementJournal. 37(2), pp. 210-

221. 

34. Kartono, K. (2014). "Leaders and Leadership". Jakarta: PT. Grafindo Persada. 

35. Cashmere. (2015). "Financial Statement Analysis". Jakarta: PT Raja Grafindo Persada. 

36. Ketut, R. (2003). "Introduction to Non-Bank Financial Institutions". Jakarta : Gramedia 

Pustaka Utama. 

37. Khairiah, I, A., & Kunti, S. "Analysis of the Influence of Return on Assets, Bopo, and 

Interest Rates on Profit Sharing Rates of Mudharabah Deposits in Islamic Commercial 

Banks". Journal of Economics and Business. 11(1), pp. 29 – 42. 

38. Khajeh EHA (2018), “Impact of Leadership Styles on Organizational Performance.” Journal 

of Human Resources Management Research : Vol 2018, pp. 1-10. 

39. Limawandoyo, A, E., & Simanjuntak, A. (2013. Human Resource Management and 

Development at PT. Aneka Sejahtera Engineering. Petra Business Management Journal. 1(2) 

40. Mangkunegara, AA Anwar Prabu. (2000), Corporate Human Resource Management, PT. 

Bandung: Youth Rosda Karya. 

41. Marihot. TE 2007. Human Resource Management. Jakarta: PT. Grasindo. 

42. Martini IAO, Rahyuda IK, Sintaasih DK, Piartrini PS (2018), "The Influence of Competency 

on Employee Performance through Organizational Commitment Dimensio." IOSR Journal of 

Business and Management. : Vol 20, pp. 29-37. 

43. Mashuri and Zainuddin. (2008). "Research methodology". Bandung: PT Refika Aditama 

44. McKenna, E., & Beech, N. (2000). "Human Resource Management". Yogyakarta: Andi. 

45. Meng, J., & Berger, K, B. (2019). “The impact of organizational culture and leadership 

performance on PR professionals' job satisfaction: Testing the joint mediating effects of 

engagement and trust”. Public Relations Review. 45, pp. 64-75. 

46. Moleong, L. (2015). Qualitative research methodology (Revi edition). Bandung : PT Juvenile 

Rosdakarya, 2018. 

47. Nimran, U. (2004). Organizational behavior. Surabaya: CV. Media Image. 

48. Nursalam & Effendi. (2008). Education in Nursing. New York: Salemba Medika. 

49. Okky, P, S., Astuti, SE, & Utami, N, H. (2018). "The Influence of Training on the 

Competency and Performance of Study Employees at PT. Malang National Pension Savings 

Bank”. Journal of Business Administration.61(3). 

50. Financial Services Authority. (2021). Indonesian Banking Development Roadmap 2020-

2025. Indonesia 

51. Pitoy. O., Plants. WJFA, & Lumanauw. B. (2021). "Effect of Workload, Work Competency, 

Work Environment and Work Motivation on Employee Performance". International Journal 

of Development and Public Policy. 1(2), pp. 11-17. 



WOS: Journal on Modern Research Methodologies   ISSN: 2835-3072 

 

© 2022 by the authors; licensee MDPI, Basel, Switzerland. This article is an open access article distributed under the 

terms and conditions of the Creative Commons Attribution License (http://creativecommons.org/licenses/by/4.0/). 

7
2

 

52. PKSimbar., SLHVJLapian., & G. Sendow (2019), "The Influence of Training and 

Leadership on Employee Performance at PT. TELKOM." 

53. Prasetyan, E. Lelly, WS and Desia, E. (2014) "The Effect of Employee Development 

Strategy and Competence on Performance with Leadership Style as an Intervening Variable 

(Study at the Alas Purwo National Park Hall in Banyuwangi Regency)", Management 

Journal. 

54. Profita, D., Surachman, & Andarwati. (2017). "The Influence of Leadership, Organizational 

Culture, Motivation on Job Satisfaction and Employee Performance at the Lumajang 

Regency Village Government Service (Pemdes)". Journal Of Business & Management. 4(2), 

pp. 142-152. 

55. PT. North Sulawesi Bank. (2021). “Annual Report: Ability To Overcome Challenges.” 

Manado: PT Bank Sulutgo. 

56. RD Kalangi., B. Tewal & Y. Uhing (2021), "The Influence of Training, Competence, and 

Motivation on Employee Performance at PT. Plaza Multi Krindo Manado.” 

57. Richard L. (2006). Daft, Management. Jakarta: Salemba Empat. 

58. Robbins, S. (2006). Organizational behavior. New Jersey: Prentice Hall. 

59. Rylatt, A., & Lohan, K. (1995).Creating Training Miracle: Competitive Edge Management 

Series. Australia: Australia Institute of Management NSW Training Center LTD. 

60. Santoso, B. (2021). "Determinants of Bank Profitability State Owned Enterprises in 

Indonesia". Scientific Journal of Business Economics. 26(1), pp. 14-29. 

61. Sari, S., & Hendro, O. (2017). "The Influence of Teacher Creativity, Communication, and 

Leadership on Student Achievement at State Junior High Schools in Ilir Timur District, 

Palembang". Global Ecoment Journal. 2(1), pp. 74-87. 

62. Singarimbun, M. (2006). "Survey Research Methods". Jakarta. LP3ES 

63. Suarli, S., & Bachtiar. (2009). "Nursing Management with a Practice Approach". Jakarta: 

Erlanggga. 

64. Subanegara, P, H. (2005). "Leadership in Hospital Management". Yogyakarta: National 

Library. 

65. Sugiyono, (2011). "Quantitative Qualitative Research Methods and R & B, Bandung: 

Alfabeta". 

66. Sugiyono. (2015). "Combination Research Methods (Mix Methods)". Bandung: Alphabet 

67. Sugiyono. (2018). "Quantitative Research Methods". Bandung: Alphabet. 

68. Sukarja, R., & Machasin, (2015). "The Influence of Leadership and Communication on Job 

Satisfaction and Performance of Education Office Employees of Riau Province". Journal Of 

Boxing Business Management. 7(2), pp. 270-284. 

69. SVHoke., B.Tewal, & JSB Sumarauw (2018), "The Influence of Competence, Organizational 

Commitment and Compensation on Employee Performance at PT. Marga Dwitaguna 

Manado, North Sulawesi.” 



WOS: Journal on Modern Research Methodologies   ISSN: 2835-3072 

 

© 2022 by the authors; licensee MDPI, Basel, Switzerland. This article is an open access article distributed under the 

terms and conditions of the Creative Commons Attribution License (http://creativecommons.org/licenses/by/4.0/). 

7
3

 

70. Tampubolon, LDR (2016) "The Influence of Organizational Culture, Work Motivation, 

Work Environment and Incentives on Employee Performance with Leadership as Intervening 

Variables at Bank CIMB Semarang", Journal of Business Management, 11(1), pp. 49-56. 

71. Thoha, M. (2003). “Leadership in Management”. Jakarta: PT Raja Grafindo Persada. 

72. Utomo, PY, & Setiaji, B. (2012). "Effective Effect of Monetary Policy on Banking Sector 

Performance". Journal of Resource Management Economics. 13(1), 1-14. 

73. Wang, W. et al (2019). “A Survey on Consensus Mechanisms and Mining Strategy 

Management in Blockchain Networks”. IEEE Access. 4, pp.1-41. 

74. Wibowo. (2016). "Work management". Jakarta: PT. King of Grafindo Persada. 

75. Hero. (2007). “Organizational Culture and Climate; Theory of Application and Research”. 

Jakarta: Salemba Empat Publishers. 

76. Yuli, C, S, B. (2005). "Human Resource Management". Malang: UMM Press. 


