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Absirace

The pepose of thin audy wewe g falfows) (0 desorthe the feadveship snole task belivvior aud relanionship hebavior, §2)
desoiibe the posifion pewer and persanal power; {31 describe e prgoiizefonal climake) 31 descrifie the acliicvemen
mdivarion; (5 deveribe e job satisivcion: (6F eoslze the imflaemee of leaderskip shdle task behovior and selationship
Dyfvaviar ar the perfrmance of mn erglaser divectly oF fndivecily drough evgarizatioend olimare, ackivermen siaivaiion
and jah saffgivetion (71 analvze the influemee of power ard personal govner posiiion air the perfarmirmee af i emrayes
direcily ar indirecily Wrangh erganizattaral ol imate, seliievement mosivation ard job seiisfoction, and (5 aralyze the gfifen
af aeparizariotel clwime, achievenment nrorivedar amd ol sirigfacion oo seplopes perfiemrance. The sesalis siowesd thin:

i1 Sle of leadership in ewvironmeniel bedieess poid 8PR Knior Moieterto Territary s bervesn pepe 5, 5
fargaaizarion mas sumagermentd aad e BV feam sneragesensl wiha resd o Be arlemied reliafonship delavior, althaugh
S relartomaip beliodoe ool rask Defavior borh i e Righ caregon,

(2} Pervaral power secwy fo be mare promirent thar the povwer position, AR dimensians of freciors: fegitimate power,
sl power, cogrcive power ard phirie a Mgk resposder, bar witlch camribare sigeificamdy ie the power pagifor anly
fegitimm'e power.

3} Chpariationed climele, ackiovement motivadion ead fob seitsfection of regpondents whe earn selatively kigh

b AR imensians | fectors amnely oidasie seasnln and exmindde fends o sipeilooeily commitate w0 joh
smitgfaction, ood Imirinsie rewards are damiman,

A Levleesivlp faxk Belawor ool relisfarsrip Selusdor (s ged o stgnificart divecr effect o emiplioiee pesfarmimace,

ik Lewderabip fosk belimvior grd reliiomslip beludoe {3 por A divect mpmive gffecr o engdaves perforsimme
through argaiizefioral climate, ocliievemernd motvation and jol sabifeeito.

{TF Lewcdersbip rask behimvior ard relimionsllp belmvoe 15 iof A diveet mopmive gfftcr o enpdaves performanee
dherough arganizefioral diimate, colievemen: megvation ead fob saisesion.

*I.l'h‘.r Crpartizationg | ofimiire el job sarisfiscion kave o sigrificenr divect offeod on smploee perforsce. while the
ackievenment

Reyword: Leadership, anganizaional cllmate, aoldevemerd aromhoion, jab safiyfivcian, pesfomsinme

1. Imtraduction

Talkimg aboal the smsue ol human resoerces (HR) = a prohlem $hat is bath easy and oo dilhooil Why say easy? ORen, we are many
daliss m thevry, but m reality / fect very dilfTicull fo mmplement. With regard 10 the beiwe of human resources, G the attmbion ol all
oqgnivizations, b it g business or & poblic organization. Why eare about the human resmirees it so imponant™ This 5 wderstandable
bescases mun 5 @ very mmporiant element mothe organcetion, o aklidion o aher clemenis. Becinse i is people whio creabe imsovation
il lemd the argamization o evolve and become widely known. Al o more miora, the HE function s very ooportant e all
organizntional umitk of companies. [nthe ourent circumstances ane very hvpercompe inive bosiness and berketidobpastiom, os revenled
by Richard [¥Aveny, thas HRE becomes o key anmswer for all cogamizitions or coampanies to be able to sunave ol the same iome winming
the fumire, if you do not wani 10 expenence the evenis as reported by Arie de Geus of the Royal Dwich ¢ Shell: the number of
companzies that went hankrup due o oot being able o learn and noreadaptive, failed fo adjoa w o the chmpes that ocour (Rubama,
012}

Suharto {2002y explains that the guality of bauman resovrces domunant i fleeee on employes performance, Riawan (2006), soiing the
guality af humun resouncss significant positive effact an finoncial perfiormance anvea. To mmprove peclirmmes. Accondmg Bayud
(2012, the fctors that mes inlleence i improving the compeny’s perfirnzmee 18 the assesment ol perfrmance by metivalmyg
employees 1o work better, look of § womation in improving the siandand of guality of work. Pattizsing o1 al, {20035 that the
competence of human résowross bag o close relabomship with the onployee's performance. Achieving poals 15 the mam boves of the
oqganization, both bosiness organizations and public organizations, including the business units i e Bank's roral banks in Krimn
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Mojukerts Sort fnancial services business srgamdations can |.|:|Jemr:r|1 BPR work progroms managemenl linctons optimaily when
run praperly, ineleding these relating 1o: beadership, suthoriny, onganiziiooal elimnte, schicvemem motivation and job satis@eion 1o
supqor! Employes perliomance. Flead of the company nesds (o conduct rxizing contimsously 1o the oreanizabion's image m the eyes of
shorehel ders (smkeholders) through the leadership stvle and power, and improving working methods 1o csure that the emplovess con
perform heir dunes optimally, witlowt experiencing interferenee dhat can affen s performmcs. Creation of o condiscive
cagtizatiemal climate o be able to susain ond incrense achigvement maotvation and merese employes satisfacion, ol wltimately
imgprove company performance through biman-based management.
HR comtnbued very imporiant an conpetiive advanige |competitve advantage) contmeing of an cogunizsiion. Mathis and Jackson
[ 42 supmests four factors that allow human resources becomes @ very imporand pan for the achievement of strategic objectives,
known a5 WRIO comeept refors to 2 sirategy based on dhe resowrces (resource-based manogement), Factors such siategics if the HR
vales {value), kelang-kaan (roreness), difficel po omiaee (dificuly, odigbiloy), and crpanieed gorgm eed ). In HEM, leaderslap and
prwer of the most widely discosssd and considered very urgent fir succesy, especially knitannnya performnnese. On the ather b, the
factor of organizational climate, work envirenmen, nehievement motivation ond job ssisfiction olso have o considerable inflsssce on
the effirts af the laie performance enhancers. The main problem of this research is o improve employes perfomance, The solution fo
leadership and power, & @1 as climete organizotion, schisvement motvation and job satisfaction, 1t is assumed tha Kepeimgi-nm
gl hs peorwer will aifiect performance through organizatiomal climabe, achievement mativation and job sansfaction. The purpose af
this study 0z follows:

1. Degeribe the style of lexdership task bebavior and relationship behavior
Describe the pesition pewer and personal poyer
Describe the or panizationn | chimaie
Describe the achisvensent moli valwn
Describe the job sutisfaction
Analyee the influsnce of leadership syle mek behavior and selationship behovior on the performance of an employes directly
ar incirectly through organisationzs] climate, achievement madivation and job salisfaclion.
To anolyze the influsnce of e position of power and persomal power of the performance of an anployes direaly or
inadirecaly shrouwgh orpmizationnl climate, achievement motvation ond job satisfaction
¥ Toanalyee the influence of organ temional climste, achievement motivation and job sitisfaction on employes performance
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Figwre [ Frarrewondt Mescarck Frrlable Relationship

Lesdership cammor b separaed from the sources and uses of power thor shape their organizational climase and i mm nifes
achievement modivation, job atislicion and employee perfoomansce. This sty examimed the causl relafionship with the vanahle
relations fransework o presented m Figure 1.

1. Basearch Methods

The study population were employees of a business wnit Krian roral banks in Mojokerio, Each unit BB office a5 a clusie aample iaken
purpnsively |parposive cluser sampling), Purpesive erivena are represenied on each level posidions in business units a1 the Bank BPR
spreud pver Mojokero Knam iaking 121 people consisting ol 5‘1“[[. A of supervision, and 33 hesds of sectivms:

This research is clffsified explanabory research, sims to explain e nflienee of leadership style and organizstional climare thmough
the usee ol povwer, achievemmi mativation and job satslacion on meployes perlonmance busines mil Bmk miml banks m Kriam
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Mojukertis The callection of primarny Eta by questiemnaire, using o Likerl seale with a score of 1t 5. Testing the hypothesis with
SEM.

SEM analyas methisd usad o best the effect of laxlership (Figure 2) and power [Figene 33 Bach model 15 the path 1o examme the
contribution of the dimesions of the fctors, as well as examine the effect of direct pnd indirss lepdership sk orient:@on (FT) and
the leadership of relationship oriegnmiion |PH) 85 well as the power pogition (KM asd personnl power (KPR on employes
perlonmance (B throweh climate arganiosas: (1008, schievensent motivation (M) and pob satislaction (KE).

Fignre 3: The madel af e power poth
4. Hesohs

4. 4. Anclisis Sem Meded Kepemimpivan

o Al dunensions” fuctors work plonmg, cogomzng work, wark performonee, amd comiral of the work, hes coninibised
significanily b the msk behavior, Dimension factor witly doamivant contribation |*) are planming work, X1 = 03463 PT *; PT X2 =
0342 N3=02T0 PT; X5=0.296PT

b, The entire dmension of the acars giving leadearship suppor, ease of commundcation, eiase of inberaction and activity of
tistenning leas coniribabed signi-fikan on relabonship behavior, and activity of listening bas o dominant conmmibation, X6 = 0,713 PH;
KT =D0da04 PH; KB = 0.347 PH: X9 ={.727PFH *

o Unly factors ethos ¢ eulinre that contributed significantly to the climate of the organimtion, while imemnl conflicts do ot
hanve 2 s i ficani coniribation, Eguation loading focter for a significant dimengion yvang factor Ethos work culiume: Y1 = 0515 10O

d.  Dimnensioms of Botors: the success anengion, appreciaie fhe time, work hard and work netweak contributed sipnificantly te
the miokivad on berpres-tation, and wiich hins a domivant contribution 50 micess orienation. Y3 = 00603 MB *; Y4 = 0,509 MB; Y3
= [, 459 MEB; Y6 = (.372 MEB

o Dimenzions factors exirinsic and infringic rewards in exclange for giving significant coniri-phugs on job satisfaction and
intrinsic rewands ore dominom, Y7 and Y8 = B33 KK KK = 0,960

i Coeffictent direct miluenve leadership syle butverily fask behavior and relatienship behavior leader- presented in Tahle 1.

226 Vol 5 Issue 2 February, 2017




The International Journal OF Business & Management (IS5N 2321-8916] s thel jbm.com
rr FH MR L8]} kK
973 1,7
MH 0,000} 0.688) 1K) 0,0 ML
2 0,017
(63 (04} 0473) i1, 1K) I, (¥l 1,14
A5 034
e [ 01HF) {10, (01K} o fhean G
K Lib, 185 0,821 BTRTS 014 L2
0,952} {10,595 10,5491 {15075 (ELIHKD )

Tatde I: Stardordized Eegressor Weigiy Inflsemce Believior ond Behovieer Tao felaticnship ie Emplevee Performonee
Sarees Primory divtr are processed, Deseription ) prababdlity cosfficient

The whle i bassd an the repression equation wos formulsted directly infleance the @sk arenied leadership sivle and onentation
relaticeship as follows:

1. The direcl effect of lendersuip sk orientation angd relabivnship eriemation o ensployee performenee: K1 = 118G + 0821
PH PTCR {criticnl ratio) o PT = 0000 or p= 002 apd CR to PH = 0,000 or p = 09% prove thet the two varigbfes are noi
experemnie-signi Geant inflemoe an anployee perborminoe baemse the valee of pe 0005

2. The direct efled of task orented ledership and i oriendation tewand achieverment motivation circuiied, MB = 08973 4
L0 PHPT. CR b0 FT = 2,602 or p= 0.00% and pH = 0,403 p = (L4685 prove or just the syle of leadership behaviors-rub berpenga
sk sigmilicamily o the achievement mtivation for DU00S p <005,

% The direct effect of lesdership style sk orignaiion and relotionship orientation of erganizational chimote, FOR = 00002 +
OLITPHFTCR w0 PT =0.021 or p= 0,804 and CR to PH= 0717 p= 0473 or prove that bath the leadership sivle sk behavior and
relati onship behovior doss nat signaficantly mfluenee the cogmizativmal chimate due o the siolicance of- 005,

4. The direct effect of sk oriented leadership siyle and oriemtation nelationship fo job satisfction, PT KK = 0.405 - 0.034 @1

CR and siemificance of P fior FT and the PH of the KK was nid expressed (fixed); proves il both the leadorship style sk
beehsnvior and relatiship behnvior have o significant effect an job satisfaction,

g Indirectly lesdership sivle task behavior and relationship behavior negntive indirect effect on the performance of the work-
wan fhrowsh achicvement mativatio, organiational climate and job satisfaction,

T FH MR 1R KK
MIE (1,0 {00 (0, EHx} 0, (X W3 [, (1
IOk RIS 1,0 1,00 ERE I ERL I
Bk {0, 01X 0,1} LRI [, (X
KJ =Lk 114 051G (0, 4Hx) {1, (X3 EREATE

Tahle 2 Standwrdized ndirect Ejfect Sefaaior mrd Bebavior Task Relorordnp o cmplsvee performance
Spurces! Primary diva procesed

Cpethicient indirect effect presenied in Tahle 2. All the cocfficients of the indirect effeq and ADBLG 1L LED de. preats tham .50
means 1hat there is a meaningfial relotionship beeowse of his infleence over 30%., Especially the influence of leadership sivle sk
beshurvinr that needs o be addressed becase of the mdirect mmpact megatively influemoss far more besar. Pertloky tisk drectly does nat
affect the amployee's performance b bebaviora) tasks aflea job stistictom and schievanent motivation so that the sk deveboped
bectenvior should be proportionate with regand 1o the satis@ction of duty given (e with clarity of roles and anthority) and the duty io
encouraye the achievemend motivabion (e.g. the sk 15 quite challenging and there are Gureer prospects) 5o as not 1o couse a negative
imgpact oy emplayes pﬂrfcamnc:l:.

h. The infleence of mwganiiational climate, achievament mativation and job absfaction on the perlrmance biryaan sl

leadershigy made] analysis proved it

1. Climate organizstion has appronched 003 p= 0,07, In the social sciences, con be nceepied sipnificance a the W% level (p
<11 5o, that the coedficient of (07 is encagh Lo prove the significince of oegamizatinal climabe lave a seenificant elfiect on the
performamee of emplovess at the level of #3%.

2. Achievemant mothvation has ne ggnificani effect on emplayee performance fie coelficenl of signilicnce p o= 0953 (L05,

3 lob satisfacion significantly infloence emplosee performance Toble 3, Swndardized direct effect 10R, MB o KK o
employes performance (K5 in Leasderdip Model

FH i § ME IOE KK

B 973 0,079 {01, EHK] (3, U2 (0,11}

IE gt 0117 (0, EHR 13, [ LAY

KE 403 -0 054 1,00 (ER AT HRLILE

kI 10, |8 (L8211 = [0, 395 0,004 0,012
Thle 3

Snurces; Frimary diia procesed
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Stanierd treel cocfficient direct effic orguandeationnl chimate. achivvem@ L mativation and job sitisfaction 1o employvee performince
presemed in Toble 3. Based on the table formuloied regression equation of ganizational climate infleence, achiesement motivation snd
job satisEfion on emplayee performance namely: I I0OR = 0.014 - 0,002 10.395 MEB + KK,

Conly ilie organizstionsl climate and job satisfaction have a significant effect terha-dap employee performmnes and organizational
climate which is domuinnm bezoause of ihe regression cosficient of 00014 TOR preater tham 0,002 Smilics; wheress the chievement
mearvatiom clicl s have @ siguficant influence oo employee performance,

4.2 Nem Aralysis Madel af Frower

4. Dimensions foctars that bave conimibied significontly 1o the use of power is legitimate power position, while the dimensions
of ciher faciors thot reward power and coercive power 5 nod significant because the coefficient of significamee p = 00114 and 0.1 1=
.05,

Equation loding legitimabe power fotors nameby X1 =0, 163 KPOS

b Drimensions of power factor and power expertise reference has significam con-mribation 1o the wse o personal power. The
Bonmimand comtrvbtn [* ) is g referenoe power. KPR XD aned X135 = 045359 = 0633 KPRL *

¢ Drimensions of intemal cmflict fciors are nod significant and only dhe dimensions of faciors @hos @ work culiure which
significanily contnbute o orgenstional clinste, with o leading oo eguation: Y1 = (00326 I0R

d. Al dimensions” factors of suceess oriesntion, appreciote the time, bard work, and networking contributing significantly fo the
pchievement mativation. The dominant contribation is the erientation of seecess Y3 = 000662 MB % Y2 = 0584 MB: Y5 = 00495 ME;
Y = 1342 MB

o Drimensions foctors eximinsic and mirings rewards confributes significantly 1o job sansfaction, but which has a domanant
comlribabion is mtrmsic rewands, Y7 and YE KK = 075 = 0933 KK *

[ The coefficiend of the direct imiluence of pewer and personal power postton presended m Tahle 4. Bosed on the whle directly
influence the regression coq@ition ns follows:

1. The divect effect of power amxd persmal power position o employes performance, KJ = Dbl o+ 0140 KOS KPFRL CR
feritical ratio) for BPOS= 1,051 or p= 0250 and CR for KFRI = 00377 p = 0,706 prove o bath of thess sariables did nod significantly
nffect the perGrmanee of employvess for the value of pe- (005,

2, The direct effect of power and personal power pesition towards the achicvement motivation, MB = 04850 + 0337 KNS
EPRL CR to KOS = 1518 or p = 0,129 ond CR for KPR = 1,772 or p= 007 proved o be only persomal power wriahle that
sigmificantly influence the m@ivation o perform at a sigmificance level of 93%.

3 The diregt effest of the position of power and personal power of organiztional chimate, 1R = -0,0106 + 0238 KPOS KPR
CR oo KPOS = 067 or p= 00502 and CR for KPR = 00897 p = 0.3T0 or prove thot the two variable positions of power aind personal
peorwer dois med significantly influence the orgamizational climate e sipnificance coefficient= .05,

KPRI KOS ME Kk | 10R

KB 0,337 450 {1, {1 0, LIRATI]
{1,076) i),129)

KK (ER Y 0,358 LRI LARALIH] LARATE]
10,567 {1, 128]

[OR 0,238 0, 1104 0000 | 0,00 0,001
(3T ik, 502

Kl IRET) e U508 | 029 0,45
{0, T (L2501 (LR L] (11, L 5H] {0,025y

Twhie 4- Stamcdordized Regrexsion Weight £fecis of Persoral Fower Power Pasition and e Emploves Performance
Sipurces: Primark diia procesied

4, The direct elfect of the position of power ond porsonz] pawer o job stistacton, KK = D368 4+ 00131 KPOS KPRI
CR oo KPS = 1,525 or p= 10, 128 and CR for KPR = 0,902 p = 00367 or prove that the fwo variable positions of power and personal

perwer has no stgnificant effec! on saisfaction kerjka lia signilicusce coefficient= (.05

g Indirecily power and persomal power position does pot have o significant influence on employee performance hoosgh
mg,u.rn'.:.u.tihi chimuaie, aclievement mstrvation unid jivh hl:il.'l:'u.l‘:tl_m. Coelficient mdrect elTect noded o the lialborwing fahle 5:

| KFRI KPS MB KK HOR
[ T | EEUH | LU EREIE 13, XM EREITH]
EE (6000 {1, ERELE 0, (e [, (M
I0R (ERLLHTH 1,60 EREL EREIIT (ERELT
Kl 350 {1326 0, e 13, X 0, EH

Table 5. Stamdardized Indirect Effect of Fower Paxittor aod Fersennd Fower to emploves penformanoe
Sources: Primary diva prceimsd
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Al inelirect offect coefficients (0339 and (L326) <0.50 mezns that the relatbonship i3 not strong enosgh becase uder tlee standird
3%

h, Proved that ihe medel of power: organizastional climae has a value of p = 0002 and Q.04] pchicwvensent motivation ; The
second p-value <003 means having a significat influefl on emploves performance, While working Elepunsan no significam effec
vt employee perfbemance. The coefficient of the direct effect of argmmizational chmste, achievement mobivateon and job sstislicion
v emphoyes performmnce presented in Table &,

kIR KIS M ki 1R

| MB 0337 0450 (1,6 0,00 i, ()
KK 0,131 (368 {0, Ml 0, {1l {0, (H)
| IOR (L2358 1,1 Oy MK DR 1)
Kl [, 140 (12405 | 0508 {1, 20 {1, 20

Tatle f: Sanida e Direcy Effece /R, ME amd KK o the pestarmipace of the Madel P
Srurces: Primary dida procesved

The tuble is based on the regression equation formulated orgonizational elimate influsmce, pehievement motivation awd job ssisfaction
v employes performinfe namdy: K IOR = 0.4% + 0,598 = (L2959 ME KK

In the moudel of power, srgnnizationnl climate and achicvemeant modivotion have a signdficant intleayee on emploges performance and
achievement mativation have a dominent mifemce becowse o hes o regression coefficient of (0310 5 greater than the erginizational
chimate regression coefTicient of 1256,

5. Discmssion

Jod. Lewdvrsibip Sl Hodaor Tiesd

Al disneensions af fectoms (work planming, organing work, secuter of the late work, and work contrel| contribubed significantly 1o
the leadership siyle task behavior, Leadership svle tosk bebavior s high. Dimensions of the main connbuting fockors o the
leader=hip task orentation are: the mmplemenizton of work amd work planmng, That 1s o sk criented leadership style 15 dommatied by
the two dumensions of these Soors, but when judging Fom the variety af’ data, then it appears the wark phuming meore berva-riasi It
shows that the leadership sivle sk bebavion in the environment business unit BFR Krion Mojokerio Region should enphasize the
mnprevemend of work planmng, i aldition 1o other Bctors dimensions namely organizmyg work, work performonee, ond contred of
wiark. With perfect planning tasks, eon be domne well and correctly, in accordnnee with the expecied goals. This @t pecording Hersey
unl Blunchard | 1595 that i oreder o produce a succescful leadership con be achaeved by selecting the appropnate style of leadership,
which 15 depenclent on the depree of radines: or maturity of s olowers. Planming seck Mao-feed formal forms of persomal
readiness in an ergnnization fo Melak-meni work, according 1o the vision, mission, chjechives and work program sei

Dnmensions leadarship Bclor sk behavior m the envizonment business imil BPR Krian Muojokerto Begion meeds 1o be mmproesd 15
the vreamzation of work and comired of work becaase it gives the dominant contribution. In orga-izatiom of banking this kind cim bhe
dime-undersand, especinlty if the employve: work experience and professional i his Aeld, g0 ics not oo diprioni-mskm mels-Kokan
vreamzing wark, excepd the work plun directed especially reganfing the mreets o be achievad by the company, while organizing
wark, work praciices, emploaneni puidance and job coniral are more flexible in line with the plaening of the work thai |sas been
macle. Thed i, the behavioral Bcors mare influmesd by the level of work plaming flexibility s certinly more rigid (rigid) than the
it of odher factors.

F 2 Lewderstp Xvve Sefvavior Beleliorstips

Al dimensions of @ciars (the provision of suppaort, sase of commiumication, fhe conveaience-limb imrerpetion, acive listening) 1o
sigmificantly conimibate to the leadership of relutiomship behavicr, amd bveliness bstenimg dosmmant. Basef on the @soription of Lhe
midicatar tums all resposdests abdam a logh level ol ledeshap behavior relatiemship, soowe can sy the leaderdap i envrommental
baisiness it BPR Region Mojokenio tend Knan reliondiip oriented rmber than msk oriented, The order of the commbsion level
imdicator oo the lealership relaticmship eriasobion wre: eose of communicaton, provision of support, active lsbaing and ease of
imberaction. Liveliness donyinmi mezns 1§ you want o lsten jo and e imcreasing the lendership of relatbonship orpasation ane then
pricritized activity of Hstening, which employees expect their atbation o the complaints ¢ jssis inclisding the noturs of individual
employees.

K3 Pasition af power

[Hmensimes of power Scior keunssan rewands and coereion do noed. agnificandly coniribube o the power pesiion, and that only
legrimmie power is significant, Desenptive results showed all dle positians of power indicator |legitimeaste power, rewand power and
coercive power) gam al’ respomdents were high, but from the resulis of analyss leading Gctor that conribubes significomly b
peositions of power is legitimate power. Tlis meang that the ase of pewer more emphasis on the pesition of legitmate power than the
power of rewand and cosroive power, Bosses fend 1o vse legifimate power that is mone formsal than thes rewonds of power md cosreion
which comtimms elements of wisdom that may bave Iittle or o populor among employees
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5.4 Pervonal Power

Adl dimensions’ @cor (power expertise and power reference) to significantly coniribaie o persopal power, and the power of the
amimand relerence. This shows that persoml power s more pewersorenbed relerence. Descriptisve analbysis of all the mdicators above
shows the high gain feedback from respondents. Kekuasg's personal igher than the pesition of power beeawse power indicator on
varighle force applicd less power position, and the: power of the dominmi reference coniribaites to personal power,

3.3 Cwpanirariohal Clwane

EMmensiong Bdors ethes o work celiore comtnbudes sienilbcanily w orgamizational clmste and imerms] conflics are not significam,
Thi= shows that the ethos ! work culure needs 1o be monaged 1o sapport o conducive ongan esional climate, In accordancs opinions
Higgins (1982 in Kamela (2001 25} thot the work enviromment of an orgamization os individies! feelings related io the iniemal
covizomment of the orgadetion and will allict mdivichinl behavier, perceptioms and fedings of the mdvidual agmst the
orgnivization's indermal environmen which em be positive or negatve. Orpanizotional elimaie is the owtwand appearance of an
orgniization's intemal environmend quality percetved or peresived cither divectly or indireotly affect the motivation and behavior af s
members, and can be deseribad in the values beliefs and attibndes of mdividimls m the srgandzation. Because of the imbemal
envirormeent s 1o be managed primarily ethes (wark culvure that is condicive 1o achieving organizational geals

S Marterrion Achioeemem

[rimensional onentation of the success Boiors, respect for time, hard work and nerworking 1o significantly comribuie 1o the swocess fisl
achievemenl metivation and cariealiom shows the dommant comnbeton. Shows that resped for the prefeared time employeess,
bexamize romeone will deiennine & good work schedule, sothat the desired achievement can be planned. In aceondance Davis and
Mewstroan [ F9E5 ) that dhe achievement motivation (achievemenl medbvation) is o boost ina person fo overcame all the challenges and
vhstaches m achieving its chjectives, People who Memi-Liki this wrge wanl o expaned and groo, and sani o mose forsend discover
the ladder of success. for it must respect the oriesiation of suceess, De Cecen ond Crawford {1977y defines fhe achicvement
mictevation a5 o hope o gam aiisGotion in madenng a difficull challenge and perloomance. Col loguial term achievement mativation
sometimes ealled the pursait of excellence, where o purses excellence. one must appreciaie the success orieniation,

5.7 Jeh Xougaction a

Drimensions factors extrinsic rewards and inrinsic rewnrds sipgnificanily contribiies o emploves satisfection, snd mwinsic reward
fuctor had dominant voniribution. This concluspan shows that the prefiared enviremmenin] monagement ol business unil BPE Krian
Region Mojokerio nod reward ihat iz exirinsic, imminsic rather than within the employees themszlves (labor iself) ond in the work,
inse|f {work itsetf). This is a higher satisfaction of physiol ogical needs with respeact 1o rewnrd high performance, like chollenging work,
career devd opmiont with clarmty of rodes and suthonty grven by the mamagement 1o the emmployees.

58 Effecy of Leadership Stvle Beliwor Task

Leaclershp siyle sk behavior did not provide sigmificant direct infleence en employee perlfonmance, bul mdirecily through job
satigfnenion md achievement motivation potentially negative effect, The negntive effect especially with respect to e mansagement of
jab stisbudiem anid achisvement moetivanon, becpuse the twe varohles are directly aflectied by the behavior of the beadershig deties.
That is, if the variahle is not monsged well, it con negotively affect the performmee.

In the Michigan study resulis onentex] leader mentionsd high on the task (aek-onomied) fend 1o emphasize e echnical aspeces of the
Jab or task. Their mom concem i o use this leadership dyle = the completion af the task, and the growp members are msnments o
pehieve e altimore goal of 1l msk. Tosk-oriented lepder behoviors inchade: plan ind organize work, coordinating activities of his
subminfinate:, provide the regquired, cguipmend aud technical assistiomos is meeded, 0 aleo puindes the suhordimales m selling perormaunce
goals {performance gonlsh high. Task-on ented behavior onthe Michignn sudy were similar o initisting strciuse.

The resulis showed leadership vle tosk behavion i high i the environment buginess unit BPR Krion Begion Mojokenio. 14 showld b
siresid that the leder deip behavior of high duly is not o be impodant b impreve employee perlirmance, espaally i the employes
has expericnc-ngalnmnn nnd professionnl work in the field. [1 can cause long expenenced negobive-nub o employee performmee if the
leadership stvle behavions redundant dasks, leds expensive job satisfiction and achievement maobvation

5.9 Effec of Leadesship Stvle Bebipor Redafionvhips

Lmslership behavior no significant effed relstonship A dinect the perfonmance of employees, bt mdirealy through job sstisfuction
beas the podential fo cowse negntive effects. The negative influence especially with respect to the menagement of job ssisfaction
bz job sotis@ction is direcily affeeied by the behavior of the leadership duties. That is, if the job satisfaction is not monaged well,
the ledership siyle ol relationship behavior cn negatively affedt employee pedommmes. Kestmegathermg showed that ongeensed
performance in the environmeninl bosiness unit BPFR Territory Krinn Mojokero not expect the relationship bebavior is excessive, in
the semse af leadership should be more proportional support, provides an sy W commmaunicte, the comvenience of branches o
imberac, more abenbvn or Hdening to eomploveess’ desire b mamian job saisfaction, in ceder te improve employes perlormine.
Lisening liveliness prosal o have the dominant contrifmition 1o the reationship belrvior, This can be undersiood as the activity of
Histening to the beadership will undastand what 1= meanl or desired employee so that there wall be o commuication that meets o
misdully comespamading (matchmg)h. Wil ther muotel commumicatin bongs, then the belasor of the relatomship between supenors
and subordinaies will go well. This is in pecordance with the apinion of Hersey and Blanchord [ 1988) that the leadership spde orienied
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relationship behavior (reltionship-oriented behavior) s the efforts of leaders 1o foster personal relationships among themselos ond
with members of the proup {followers) with open channel s of communication snd provide secio-emuotional supparnt,

Leslership style to emphasene the ebement ol haman relationships proved o be guite effective but need pertmangamn proparticnal by
to mexintain 0 balance bedween the tnsks and relatiomships, The reselis of this sudy are consigient with the: Michigan suedy conducted
by Liker {19601 amd subsequenily cited by Robbins {196 39065 concluded that Tendership stde orienied relationship behavier
correlabes with effective lesdership incledng showing tnst md comfidence, act friendly and full attention, trying o underdand e
problem of suborditates, belped developed the subordinates and icrease coreer, always giving information on the subordinaie,
aspiring o the idess of sebosdinaies and give recognition W the comiributioms end successes of sehordinates, where relatiomship-
oriented Behovior s identical 10 cons deration.

The desoription indicotes thot the siyle of lesdership onented relobionship behmvior in fhe envizeiument besiness umit BPE Knan
Fegion Mojekerio was more eflective then task-orimicd; BRI envincomemal leaderdap means in Pati more emphasis oo the baiman
ehement (human relationshiph compsred witls the elemend of sheer duty, Mot that n @sk orienintion mbed o, b ihe o descriprive
rescarch daip shows that the oricsintion of the sk has been dome well and donot nesd mach. This leadership sivle seems well suited
tar the present where the 5100 approach, anployees sre viewed 25 the mest imporiant asest Bor the company, S0 i an asel pere-
sahin imigue and dynande, and the view thim emplovess are the human capital factors of produection sech aher bctors of production
15 hecoming ohsolete.

5 Effect of Power Posinion
Ulse of the power position did ned sigmificandly inNeence employee performance, bedh dizectly ond mdirecily throsgh argmmizational
climnte, achievement motivation and job sabisfaction. In an effort o improve employvee performance, shoald be il leaders in the
baimess umal BPE Krian Begon Mojokerio net rely on the power position, Peower pesibion 5 alse ne signilicant effect on
vreamzatmal clmte, achicvement mativation amd job sstisBacton. In general asthonty md sdes properies thal relste o peeple and
persitions, which is the basis for the leadership o influence others. Bass (19905 in Hinkin and Schriesheim, | 19%03: 49, staies kekoa-
saam a person's shilvy 1o mileatce sthirs melaku-dan action as expected. So, power 5 a capacidy or abthity o infleece others owands
nehieving the goal that is a5 the capocity 1o compel 0 person 1o abey il will of ohers, as well ps the original averpy sutside and
within the individual.
Prwver can be obtimed fom e aoffice, personal effects or both, Soameose who ks the ability ioonfluence the belavior of athers 1o do
the work becanse of its position in the orpganization is deemed 1o hove o podition of power; someone wha has the power of his
filbowers said o hovve persomal poower, Bt ol 2 certain momend o porson amuolaseoudy has bath e power and the authority of Hhe
positicn of persono | power. French and Raven, in Gikson et al. (9% 252), offers five types of power, nameby:

a)  The power of legitimacy (legiftmme power) that power begolly neguired for the pesition of someme in the group of
vrganizatwmal erirehy.

b Power Bewards {reward power) is power based on the provision of hope, praise or revenue for the fil fillmeny of the
reguest af o leader 1o his subordinates.

cy  Coerawe Power (coercive power) s power based on fear. A follower feels that failure womee the reguesder’s leaders can
bead dofhe imposition of & form of pumishmsent

d)l  Power of Expertise (exper] power) s powe bused on specific skills, expertize or knowledge leaders, where followers
assume that the person has relevant expenise and ore confident thit his experiise bevond their own experise,

e) Power Resowces (refereni power )i power based an ndmimtion of their followers,

Eizioni in Hersey [ [988) explains one source of power is the posifion of power (power position [ pesitions), the power of a person for
o pusition or & position m the crgaization. Leginmate power (begitinte power) is the power of o lender who chizined becinse a
formal position in the crgonization, Legitimate power will appear in the various endancies that coercive power ond reword power.
Therefore epitimate, coercive and reward power is the prineiple of power thin flows from [esders do subondinates, then it con b
classifiod imto power pesitions {pesition power).

Biosed on the analyeis concluded tlat the power position within the business mit BPR krion Mojokerio Begion is high and the
indicators that suppect only legitimate power, That is tie future rewnrd 2 cocrcive power inercasingly unpopalar where employess
prefier o legibmale power, Power position does not signaficantly miluence employee perficmsence, organizabonal climate, achievement
Ak o maapuim on jod satisfct on

Yukl and Tober {1593} in Tispe (1987: T1), put forwand guidelmes for wimg the power af the legitimacy of the mule 15 apphed by
mnking 8 simple request orally of i writing, command polide s more effedive than the amoga, af least to subordinate older age or
unything else that is sensitive 1o differences in smmis, In o emergency sifeafion, i is betber i use asseriive ways, requests ond
asrgnmemls should be made in a way that & clear, conase, wng langesee that s sty amderdood. 1 adyvasasd to commumiczbe a
coinplex message m writing of verbal Iy,

5.1, Effect of Pasonal Power ]

Personal power was also nod o significant ofect oy the performence of the amployes, cither directly o indirectly through
cagniizatiemal climale and job atishcion. Personal power has o significant infleence co achievement motivation, achievement
mdivation st dis ned hove @ significam n i sence on employes performumce.
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Application of power in the regon BPRE Bank lasieess unit Krian Mojokerto s 2 combination of power and persomal position bat
mither to persmmnl power, Good wse of power snd persomal power position did no exen significant influensce on emgl oves
perlommance, although the meference awthoity sctually hes a dominant costribubion (o the use of personal power. Yokl and Tober
(P985 in Timpe (1987 71, sugpests some guidelines inousing the reference power: Ask the person who has friendly relations o do
something. Anamher way is to san modeling robss ps subordinaies tend fo imiate their leaders know thiat the leaders should =et an
cxamgle of the behayviar of the appropriate role of doing ks oo maner that s responsshle aned dedicatsd 2o wad behavior ghat is

ol oo

Cenly ilse nrgmmln:ua] climate and an mi:laﬁctm'l hav: a nmrﬁnarl :Et'm whereas 1o significant pechievement mabvation
Crreaneeatioma] climate has a significant mflierce oo employee perlfimmmes mdicates i the onganizational climate will be develboped
positive influence on enploves perfommimes improvement. It is worth ponimg that expens belisve the comeepd of orgmizational
bechenvior organizational climabe i3 not only concermed with things that are physical, bt also psschological. Me Fardan (1974) in
Kamila (2001: 227 arpues that, the organeatumal clomsde ax o chorctenstic that describes an mgu.r:ir.ﬂli-:l: that chiferemtotes Lhe
oaganization with saher organications, and wis active forgver and affzei heman behovior thar exist within the orgamizntion. 11 con be
s that the orgamzational chmete a5 the quahiy of the nlemal enviromment of an orgenization thad 15 perceived by s members amd
imfluencs bebavior asd can deseribe the specific character of the organization. So, the onganizatictal climate is on eitennd appearmncs
of an organnzotion's infernsal enviromment guality perceived or perceived either directly or indirectly affect the moation and behavior
ol s members, and can be described in the valses ol tnst and mttsdes of mdividuals m the organealm. Internz] evirenment
includes the design's workers, e applicobion of fechmology, crganimtional culbure ond manpgerial proctices 25 well as the
charactersics of the member, Direct organ etivnal climate has o sipnificant ompact on employee perlimminoe, shows thal b mprave
the performance ol employees, the crgamzatonal chmate needs o be mamaged. From the analyas deskrip-nf knean midcator ethos /
veark culinre o support the orgonizationnl climnte, especinlly item circumsianess. conducive working and socinl relotionships of the
orgamizntim, bt 3 soczl relstionshap with o bess anmd an employee needs to be mngroved
Achievement maotivation did mot give o direct infleence on employee performance. Basad on the resulis of deseriptive analysis of
pehiewvement motivation, it nans eat all the dimensions of the oo contribating panicularly high nefworking, success oriemation,
uml appreciate Hue tme owever the hard work still needs o be improved. Bt shows if you sant o morease mativat on bempnes-tatiom
of the grionty development is hord-working siiiude and oppreciate the fime, Respect the time to give the dominom comribution bo the
achdevement motivation., It means achievement mativation m employess of 2 business it BFR Eran Mojokerio Region is supporied
bey respexct Bor time, ond this is 2 foctor of evcellencs i managing human researces, lndicatars thot less is bard work, g0 it 5 sdvisable
when the hard-working attinde improved the achievemem motivation will increase. Winkel { 17983: 205 dpies achisvement mativation
[achievemenl motivation) is mue of e minnsic motivation @ the dovimg fwoe a persan Lo reach the highest achievemen possihle.
If the specified level is reached. & person feels satsfied ond pive praise to himszIf, if ot so then e will Sel disappointed, bocpse i
ieds b0 b considered in dhe maragemend of haman reseincss for the development of achisvement motivation,
Tab sabslaction significamly mileence employee porformance, job sdisioction improved means i @0 will s beantly influescs
employee performanee improvement. Job sarisfaction is an indicotor of sptisfnetion with regand 1o extrinsic ond intrinsic satisfaction.
Deosenptvve analysis showed all the idiztors of job sstisfuction amely exirinse and isrmsic sabshacion of comnbetng o jab
st gfnction and inorinsic st fuction dominani. Al items of inbrinsic satisfaction indicators obtain a ligh responder, but some items of
exirinsic satisfoction indicabors are lacking. em exinneic sansfaction is ment to ke developed are necrestional holiday program, in
returmn for rebrement benelits, rewards w employees whe excel, amd special sttention o amplogees who excel, 2 well as caneer
promodion need 1o firsa consider the achicvemenis ond seniority, Apabi-la items were developsd then deseripiively will imcreass
customer satistaction has also mereased] the mean exirinsic job satisfzctom, and ulimsstely enhance employee performance,
It seems that employees of o bosiness unit BRR Borian Region Mojokerto look infrinsic rewards in reum which gives the domisant
contribation 1o job satis@ction. This is in accordance with the opinion of Edward Lawler in Gribson ef al, {19065 who anmesd thad some
extnmsic rewands sre satisfied because they bosd to other baefits, Thal s, some fems cxtinsic rewands are sufficient Lo meet the
mezde ond swfficient toomeet emploves satisfaction 10 n certain exient and emplovess beran o priondize the needs of innnsic. In
aecerdunce with the theory of Maslow's hierarchy of need, when a level of need has been satisfied it would appesr aiher needs which
11 e olse need Lo be stislicd. Froam the resulis of this shedy are encowraged 10 be improved are:

I. Exirinsic Rewards i the form of recreation loliday program, in retem e retirensent benefits, pwards and nbemion o
employees whoexcel, a5 well as @reer prometion meed Lo rd conside the achisvements md senionty

2. The intrinsic rewards of incressed creativity, developed the employvess in cocupations that provids owenomy and outhority
i make decisions, and manitanng are nol eacessive.

Tab wtisfuction sipnificandty influence employes performance, As it is known that job satisfaciion is on ofiiude thoi onses based
aesmmend of the employmest situntiom. I simple ferms, i i be sokl dhat o disgrosled enmployee prefers his @tuation thin
dissubislied. The results are congstent with the fndmgs of Jewell and Svegall (2000: 5437 states that there = o positie relationship
between performance and job sotisfaction for the suhjects who were given appropriste gwand, The natwre amd magnitsde of
satisfuctiom and porfrmance s highly dependemt on the contingency awards that have been ws up and estnblished by the conspany.
While elements of job atisfaction re: pide, o sense of neach, recognition, progress, @nd challenges. His research also delecis job
sadigfnction (job satisfoction ) with the coneepd of bath exiringic and nfrinsic rewands.
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Fumhermiore, based an the reailbs of this study n which job satisfaction affiet the performance amd of the description ol the employees
bave job satis@action especially high ninsic sonsfaction means that the dmemsions of job atisfaction Geors that eist hove been
mieL, then managpensent ebements in the environmeni bsimes i BPR Temitary Krion Mojokeno may need comsider new approaches
in managing job sntisfaction, a populor one is the corporaie mystic, Hendricks and Ludeman  1908: 20-21 4, related 1o job satisfciion
tries o offer o new ides called corpornte mystic *, of which staies:

1. Wark with conscience, becawse the wink s mart just bor the satishctoon of the materal, bl mare et 1% bo cuelivade
pertemtinl spiri-tieal and personnl, as well os the developmendt scoality of identity, Someone who works only for the sanis@otion of the
materinl, will cnly be & woste of Ume in lkis e, They are siuck m a job that is manslooees, baring, because (s deme withowt 2 clear
e foised vision, iMegrity, independent md strong, responzsive amd intwitive facultics

2, The company is full of mystigue {(corpomtions are full of masticsl. 1T you want 1o succeed in the job, then demify and
uniderdand all mis-dere, both i yoorssl§ wnd the vironment you 2ne working,

5 The Corporsie Mystics is the worker who with his pwareness as long lo mainmin o meiringal relstionship with oneself,
oahes, naere and environment. They will work on the foondation of imfegrity, frving to caich the visien with patienee and encourapge
the gromih polential ol the maxi=mall pariniers. They work between twe wards, the sportsl waorkd 2nd the real esmes world, s
vihser wiords, they might be enlbed & visionary, tineless with boaly feet still read the earth

4. Beme of the chamcienstcs that characlerize them as the corparabe mystics are: 1] Dere o desire moense knowledge, 23
e comcemed with confributions than consumplion information ogainst anyone, 3) Non-dogmatic spiritual, 45 Open bo pe nsbaban,
3 have  sense of humor (sense of hensor), &) Cultivabe selPdisciphine, ond 71 hove & sense of halance,

5, The Mystc as o Leader: Becomming the source. Be o beader s the sowrce of all seurces. A mystie carporate leadershap will
greatly enpoy if be could 20t a5 0 source of iniegrity, vision and intuition for all members of the orgamization,

&, The practical mysic: Spirived solutons o everpday business problems, consisting ot 17 Commitmend, becauss people ane
ol commitied @ ther woek, are less Brely o be prodsctive, 2) Mansgimg prsjects, traim and e mition sirategic © feel and deal
with problems that suddenly anise, and 3) Cresting wealth, {wealih) in the sense of materinl ns well a8 love or nffection, is mot o gifi
that ciam come an sddimby, bl mus be pursead moa planned and consisient prsence.

Eriscassion on the contribution of eich fctor dimensions and e direct and indirest influence over the comeponding resils of the
unaslysis shaw '

1) Directly leadership o authority kas no significant efféet on empl oyes performance .

21 Inciretly lealership task behavior and relationship behavior has a negative mleace on employee perfommimece

51 Indirgetly power and personal power position does not hove o significint impact an emploves performanees

4] Leadership task behovior significantly influence pchicvemsent motivation and job satisfaction

51 Leadershop relstionshap ru-.gutimﬁ:-alﬁ._iuh sadistactom

&) The power position has no significant effect on enployes performance, organizationnl climate, achievemenn meotiviati oo and
jiob satigction

. Persomal power only significant elfect on achievement mativation

f) Organwational climabe and job satisfaction hove & significant effect on the performancs o Femployess, while the achievement
modivation clicl not bave a sigmficant effect on employee perfcmance

Thismeans, that in order o improse the performance of emplovess in the business unit BFR Krnn Begion Mojokera then:

1. Leaclersiup ismore imporiant than the exercse of power,

2. Leadership siyle tnek behavior is nsore effective than the leodership sivle of refsionship behovior for leadership sk
beharvivr apmificon@ miluece achievement motvation and b satisfaction, while the ledeship of relationship behasior only
sigmificant effect on job satisfaction,

5 Leadership sk behasior and relationship behovior indirect negative effect on employes performmnce, wlich means
therefore need cireful consideration in the development of job satis@ction and organizational climate e fighs between these two
varinbles significamly infleence employee performance

4, Leadership relafionship behavier megtively affect job satisfaciion; therefore, we recommend the application of
relaticeship belavior more proportiomte msd not exceisive 50 as ned W brmg negtve mpact on job satistaction ened amplopes
perfanmonee

5  Both s@es of hadaship onented relstionship behavior and sk behavior had the mdreo effect is negave, Tod o
specilation that the dyle of leadershig in environmenal Business it BPR Termitory Krian Mojokerto no effective enowgh 1o improve
the performonce of emplovess, bocause the workers are generally alresdy known enough aboust ihe job and the disties of eacls so tha
they can wark well accordmg o the standurd job dubies. For ecample, concerming: whal jobs emplogees, who should di, when and
where the work should be completed, as well a8 how the work wes o be dose, everything is set. undersivod and implementet
accordmg o the job descriphon respectove positons and work pricedures of the applicable stonifards m the BPRE.

T imngrose: the performmes of emplovees in the business imit BPFR Regional Leadesship Borian Mojokeno it should be mone eniemed
o jab stisbuction and organicational dimate has 2 significant influence vo employee performance. The two varables are more
vricnded 1o the needs of employees. As we know, the conceptm] Fumework for the latbce managerial {managerinl gind) asemes that
miost leaders forked mind, that one branch of the sttention 1o people and one branch more attention 1o prodsction. The grid maotrix
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managerial relativnship, there are 9 positions along dhe vertical and berizontal axis. According 1o Blake and Mowton assumplions
uitestion to progdection and complementary sk 1o aclieve effective work. The bes-perfrming mansger in the style of &9 (ype of
lemmm mana gt i, compared to the 901 syvle dtvpe auteeracy) ar 1.9 (ype of country cleb). Il'lh.'uml.lx ol the snalyas of ths sudy
i5 amsoct ated with the theory of the managerial grid, the sivle of feadership that apply within the business unit BFR Knan Majokerio
Temitory js between 5.5 type (organizmion man managemeni) snd %9 (eam managanenth The analysis showed leadership stvle
criented relutionship belavior and msks are equally high, et more Lkely w behave m oo relatiomship, and relationsap behavior has a
megnative effizel on job satisfaction, wlaich inmm affas the performancs of employess.

The nesilis showed the lendership gyle coiented g b pesds proparticnally mese sdvanced than the e of power jeither positional
of inifividual), Resuls of research mene-mukan positive conditions s required by the bealth of banks, Leadarship proved sufficient
mansagerial ability npod leadership (leadership) as well a6 the employees are professional enough in Melak-ment of iis tasks. However,
1t i sepgested onented ledership on the heman clemead mothe envmanmenl busines wzil BPR Ternitory Kaan Mojekerto need o be
developed nof excessive and proporiionally commumicaion beraeen leaders and aibordinades are effective, employves performms
gvil lustion sysiem is bosed oo the objective sescesment ond Teedback, a5 well a5 the development career paths and implemnendation of
promation done o the hasis of achieyvement,

Dresenptive analysis of the performance relsted 1o on objective perfonmance argeis n both cotegenies, mainly due 10 the contribution
of iems: mezsrahle perfommonee rgets (meseable) and the releance of ohpective performance targets (relevant), iherehy
supporting the achievement of the vision, mission, and poals of the organization. While the issue of whether the performance poals
defined can be achieved or noi (uchievoble) relotively il ot levels sifficient, and whio abipined the lowest response is the facior
specificatiom of abyective perfommance goals, 11 ssems that the objective performance goals are formulabed acconfieg to the maganty of
respomcdents sill less specific. Laading factor analysis resilis show thiot the achievemend of the pericd (time frame) that is clearly
contributing dominant wem. While the tirget indicators: of compelency seen thal concem mter-personal {imerpersonal understasding )
i fhe dimmnani dem.

Dresoripiive analysis of employes performance within business wnits BPR Krian Begion Mojokeno, concerming 1he arger indicorors of
competeney 5 ogenenally guite good Al items ol targd midicators of competence suppoesedly mest respandenis classilied as god,
which is the [9h ilem as fodlows: analbdical thinking, conceptunl thinking, infrmation seeking, strategic thinking, crgumzniionl
awarmess, inifiaive, achisvement motivotion concem for guality and gecarney, mierpersonnl usderstanding, Influencing otlers,
leacership, teamwork, self-confidence, develomng others, building relatimships, work 0 opembonal mbegrity, dimectves, csdomer
seTViCes ofienbaiomn, and onganizational commitment,

Cienerally, smployees have a2 geod competence reganfing jobs aned asks. As s knoan, coch position reguires a diffiezrent s of
competencics b imeracting Kompetansi sef which is required for a position referred 1o os the compedencs profile. The competencies
of cach employes are evnlssied highly dependent on dhe duties and regponsibilities of workers, This, the competency targets o be
achieved and ihe besis i evalsting the comspebenos neguared 5 m the competence profiles defimed For mch pasition,

Compebence performance in this sudy were evalusted and mied by measuring the depth of intensity of the regpective competencies
possessed by the employecs. Indhis case pengumpulkan competency petformance dato bassd o questionnaires, so fhe employess
sonzhil b aseess lmsell mad a=sess his colleagues. The realts of the shedy indicate that m peneral the average employee has neached
the intensity of the competencies regaived, and could farther be develaped bener futwre. As noted Soctalaksann (1% 4, the growih
ol a1 bank shouled have o suslamable groedh (sustamble growth], but many aeks mocortam years achieve deselomment m all aspects.
bait i subseguent vears was not oble 1o defend i

tr, Concluskon ]

I, The leadership syle in the bsiness units BPFR Krian Mojokerio Temiiory is between type 3. 5 (organizstion man
mansgement) and type 9, 9 e masgenel who bend bo be onenied nelationship belasiar, althoweh the velationship behavior and
task bzhowior bath in the high category. Dimensions fciors oriented beadership style tasks abinin high response is; work practicss and
wark planming, highes than the organization of work and control of work, Work phaoning, organizing work, work performeance, and
comirel of the work comtribubed sigmificantly 1o the axck behavior. Plamme wiock gives dhe dominant conbribation, that is, (o improse
the hehavior of the priorify tasks is the planning of the work,

2, All dimensions of leadership behavior faciors relations obiain n high responder, with the deplovment of mare varied @iz
Prowiston of support end case of cammimication ablan a higher regense, while the ease of micraciion and actvity of listenng 15 alse
guiite high bui lower thinn the provdsion of suppon and cose of commimication. All dimessions of fectors: the provision of suppor, co-
el convenienoe, ease of interaction and Livelmess ligeming e agnificantly contnine 1o the ledersdip af cdationship hehaviar.
Liveliness listening contribating daninant, meming that if you wam o improve the relationship-oriepied leadership priority is
listening liveling§.

3. The peramal power seems b be more promment than the power pesition. Al dimensions ol Selors: legiimale power,
reward power, coercive power and obtain a high responder, o which contribue significantly 1o the power position only legitimabe
povwer. This means that of the wee of power pesition o be improved then developed legitimste power should ot rewand power and
coecive power. All dimensions of factors: power cxpertise and reference power high gain feedback from respondenis; The secead
dimension of these factors olso coniribate simificantly o the perscoal power, where peer reference shows the dominant
conlributiom; shows thal the fisere should be more crienied privabe power reference power, Drgandzationol climate, achievement
modivation and job sabisfction of respondests who eom refatively high, Dimensions of Gotors: the ethes | werk culieme contributes
sigmificantly to organizational climate and mternal conflicis are not significant. This means to sippon the onganizational climptbe
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contucive elies | work culture nesls fo be managed primartly o social relatiosship with the boss and an employvee needs o be
imgroved s well 25 moininin the singation snd working conditions e conducive

4, All dimeenzims of Facices namely: onentabion success, respect fr ome, hard work and metasrking ore comnbuting
significantly to the pchicvement motivation and orientonon siecess shows the dominam coniribution, Al ndicsors gre obinined
resapondents, particularty ligh responss network, asecess oriendation, e appreciabe the time b the indicators of hand waork sill
necd e be imgreved. The descriptive results show when the motivition: of achievement b be improved so thol the pronty 15 the
developmerf@orienintion of success in addition 1o hard-working attivode

5. All dimensions of laciors numely: inbrmsic rewands and exirinsic resands o sgnificanily commbsie 1o jeb stisfaction,
el inirinsic rewands are dominand. 1 shows that you mesd fo develop s the intrinsic rewnrds. ALl items of intrinsic sitsfoction of
responclents obtain o high, Wi some dems of cxirinsic sansfaction & less numely: recreational bolidoy progrom, in e for
retirement bonefis, rewards and special sttention o emgloyees who excel, ss well os cireer promoetion need 1o firsd considir the
achievements and senioriy. ITihess items are developed, then deseriptively wall inerease exarinsic satisfction which means mproved
jab satfaction. Intrinsic satisfetion thot peeds to be developed towards awoneay and autherity,

Leadership task bebaviar and relationship behavior & not o significant dired effect on employee performunce. However, the
taak of headership bebaviors sip@ficam effect on achievement metivation and job satisBction, while the leadership of relationship
beshuivinr s o negative efliect on job stisfiction

4. Leadership task behavier and relationship behavior is mot A direct negative effect on employes performance thamigh
prgnivizational climste, achicvement maotivation and job sutisfaction. This indicates imgroved perBmance through leadership should
b mose prapaniomate primartly concermed with the mmagemend of job ssisfacion and onanistional climade. Relstiomshap behavior
has & megative effect on job satisfaction so that the behavior of relationships in providing support, convenience for berkoma-mication,
casy L internct, active lstaning slowld not be cuosssive and di."iFl'\iIr.ll:Ill.utC'.

T, The use of power or pasiion for persons] power doees nol biave o significant dimect effect on employee performance, but
the power of personnl influence on oehicvement motivatiom,

Thee e ol power and personal power position alsa does mal kave o significint mdirec effect on employee perdiomance through
crganizational chimate, achisvement motivation ond job satisfction.

H, Organizmicnal elimabe and job etisfoction have a significant direct effect on employee perfrmancs, while the achievemsnt
modivation clicl nit bave a sigrificant influence oo employee performance.

T. Sugpesiions

1. Sugpesicd rearranges good lepderslip behavior onestation task and relanonship behavior, because it proved both fumed
on causing a potentizlly megative mifuence indirecily on performance karvvawan, sspecinlly the lesdership of the relaionship
vrientalion negatisve dinect elfect on job sabslacton. In this case the necesary Livelmess menga-mak in proporbon Lo the needs of
cmployees, s well a3 cpse of sugpested personal interaction is limited proporiionnlly bis the interaction for fhe benefit of the wsk
ieds b b imaproved,

2, Canpality impreving employee performance -.1 also be dome throweh the mprvement of the ccganizational domate and
incrense job sotisfction for thess iwo variables proved 1o bave p significant direct effect on emploves performanee

& Tomprove employee performance throeeh orgamizaional climabe sogeested mantaming the ethos ! cullere condscive work
and develop social relotionships with superiors and among empl oyess secta proportional,

b Toimprove the perfanmance of employess through job sansfaction are advisad o prioritize the needs iniringe 1o give (b
dominand contrihutiom 1o joh stisficten. Job stishiction significantly inflisence employer perdfiamemes ard jiob satisfaction is high
cepecially inwrinsic satisfoction and exminsic estisfction of the bulk tens excepa recreational vacation, retirement henefils, rewards
angl special abiention 1o Lhe achievement and promotion ol career koryaan comsider the achievements and semienty, I s advisable to
consider mew approaches in mannging job satisfaction, a popular one is the corpornie mystic consciowsness encourape workers o
always maimain & spiri mal relotionship with oneself, others, noture and the environment aroand theme They waork o ghe foendmiog of
imbegridy, trying fo catch the vision with patience and would promote the development of the full potenital parners, They are sabslied
b work between two worlds, the spiriiual world and the real busines world

£ Improved performance of emplovess can also do descripiively through increassd performance poals, objectives and
lzrgets fior the competenee

. To improve the performmes of the sugpesicd ohptive achicvement throwgh the development perice {timse frame) that is
chear from the work planning and focmulation of specific perlimmmee tarpets.

b To improve the perfremance of competence suggested by developers-an pwareness of interpersonal {inerpersonsl
umdersanding), the ahility 10 think concepiually (convepiual thinking), swareness arganization (of mini-mional awareness), the ahility
ter thmk strabemcally | strategic thmking), the akality o think anabdwcally (anolybical thnkmg), the directiomaliy {directiveness), the
ability to build relmionships (relotionship Wilding), the ability o search for mformation (information seeking), kepeduation quality
el accuracy (concem for gueality s acceacy ), e owell os service orenbation b customens | cesbomer services orimiabo |,
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