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Faculty of Business, Widya Mandala Surabaya Catholic University,
Surabaya, Indonesia b Faculty of Economics, Darma Cendika Catholic
University, Surabaya, Indonesia ARTICLE INFO ABSTRACT Key words:
Inclusive leadership "AKHLAK"” corporate culture Affective commitment
Researchers and practitioners have claimed that leadership, culture, and
employee commitment are important elements of an organization’s
success in the business world. The main objectives of this article are to
analyze: 1) the mediating_role of "AKHLAK" corporate culture on the effect
of inclusive leadership on affective commitment and employee
performance; 3) analyze the role of mediating_affective commitment to the
influence of inclusive leadership and corporate culture "AKHLAK" on
employee performance. The research sample was 135 permanent
employees at three BUMNSs in the Madiun area, East Java, Indonesia. Data
analysis used SPSS version 24, Smart PLS, and the online Sobel test. The
test results show that: 1) "AKHLAK" corporate culture as a partial
mediation of the influence of inclusive leadership on affective commitment;
2) "AKHLAK" corporate culture does not mediate the effect of inclusive
leadership on employee performance, because the direct effect of
"AKHLAK" corporate culture on employee performance is not significant; 3)
affective commitment as a full mediation of the influence of inclusive
leadership on employee performance;_4)_affective commitment as a full
mediation of the influence of corporate culture "AKHLAK" on employee
performance. Introduction The sustainability of the company in the long
term can be predicted from the principle values adopted and made into
corporate culture. Corporate culture is essential in developing and
maintaining employee commitment and is often a characteristic of
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successful organizations (C. [1]). Over the last few decades, corporate
culture has become an important theme in management and business
research because it can influence various outcomes desired by
organizational and individual managers, such as commitment, loyalty,
turnover intention, and satis- faction [2]. Corporate culture can improve
management in coordinating and integrating people with diverse personal
and cultural value systems [3]. Corporate culture also plays an important
role in building employer branding, which can encourage employees to
continue to join the company because they are attracted to the corporate
culture they have and help employees increase productivity [4]. Corporate
or organizational culture can be interpreted as a unique pattern of shared
values, attitudes, rituals, beliefs, norms, expectations, socialization, and
employee assumptions [5]. Corporate culture is a management philosophy
and a way of managing an organization to improve overall management
effectiveness and performance (Kotter & Heskett, 1992 in [6]). Corporate
culture is part of the corporate strategy, and a leader must ensure that
corporate culture can drive all employees to give their best performance.
Corporate culture influences organiza- tional members’ behavior [7]. The
central role in shaping and control- ling organizational culture lies with the
leader [5]. Leadership creates and or enforces organizational culture [8].
Successful leaders act as "integrating forces" at two levels: integrating
elements of the corporate identity structure and mediating between the
corporate branding structure and the individual [9]. Hanh Tran & Choi [10]
revealed that organizational learning culture partially mediates the
relationship be- tween inclusive leadership and organizational citizenship
behavior. In- clusive leadership emerges as an ideal style to motivate
diversified employees to be more aware of themselves and treat
employees fairly [11]. Inclusive leadership, developed to manage
workforce diversity, can also encourage innovative performance [12], and
culture can in- crease organizational commitment and increase the
consistency of employee behavior [3]. * Corresponding author. E-mail
address: yustinus.budi@ukdc.ac.id (Y.B. Hermanto).
https://doi.org/10.1016/j.sftr.2023.100138 Received 23 July 2023;
Received in revised form 25 October 2023; Accepted 6 November 2023
Available online 8 November 2023 2666-1888/© 2023 The Author(s).
Published by Elsevier Ltd. This is an open access article under the CC BY
license (http://creativecommons.org/licenses/by/4.0/). Leadership
theories (transformational, authentic, ethical, servant, spiritual, and
inclusive) play an important role in developing a moral approach to
managing people and organizations [13]. As a managerial trait, leadership
has morphed into many forms and styles over the years, and inclusive
leadership is the leadership of the 21st century [14]. In- clusive leaders
refer to the words and deeds of leaders who invite and appreciate the
contributions of others [15,16]. Inclusive leaders always provide support
for their followers [17]. The relationship between leaders and followers can
be explained through social exchange pro- cesses based on social
exchange theory [18]. Viewed from the social exchange (SE) theory
perspective, employees with positive perceptions of their leaders have a
more significant affective commitment [19]. In- clusive leadership is
needed to encourage inclusivity in diverse teams [20]. Inclusive leaders
produce efficiency in follower performance while respecting follower
uniqueness with an empathetic and impartial approach. A study by
Bhatnagar & Aggarwal [14] revealed that employee creativity, employee
volunteering, and project success are more prominent consequences in
research on inclusive leadership. Furthermore, Bataineh et al. [15] showed
inclusive leadership’s direct and indirect effects on adaptable performance
with innovative work behavior as mediation. For the most part, empirical
research reveals that leadership roles vary widely due to cultural forces in
the countries or regions where leaders function [21]. Leadership and
organizational culture have long been necessary for organizational
efficiency and performance. However, most literature overlooks the
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"culture-driven" trait of leadership (Alvesson, 2011 in [22]). Leaders are a
crucial element that creates culture [5]. Leaders play an important role in
adapting the culture. Leaders can adapt to culture through recruitment,
outreach, cultural communication mechanisms, and role models [23]. The
research results by Kargas & Varoutas [22] reveal a strong and significant
relationship between leadership and organizational culture. Sirici &
Yesilada [24] demonstrated that the charismatic leadership style is a
leadership style that significantly influences corporate culture, while the
transactional leadership style does not affect the current organizational
culture. Organizations need a leadership style that creates an environment
that encourages subordinates to play a leading role in the organization
through employees’ affective commitment. From an SC theory [25], such
favorable treatment motivates employees to reciprocate through an
increased affective commitment to the organization [26]. SE Theory also
provides a framework for studying employee and organizational re- lations,
where social exchange is the basis of a quality relationship be- tween
employees and leaders. It is an interdependent relationship between two
parties because it is a two-way transaction. Jiatong et al. [27] revealed
that transformational leadership significantly increases affective
organizational commitment and work performance. Donkor [28] shows
that organizational success is highly dependent on employee commitment
which can help reduce employee turnover. The affective commitment of
employees to change becomes crucial when change occurs. The role of the
leader can help the organization maintain em- ployees’ affective
commitment in times of change. Affective commit- ment is also very
important for every organization because it can have positive impacts,
such as reducing employee absenteeism and reducing the risk of employee
resignation. Mahembe & Engelbrecht [29] revealed a positive and
significant relationship between servant leadership, team effectiveness,
and affective team commitment. Donkor [28] proves that transformational
and transactional leadership increase organizational dedication and
commitment and partially mediate the relationship be- tween the two
leadership styles and employee performance in public sector organizations
in Ghana. Furthermore, Wang et al. [30] revealed that inclusive leadership
increases affective commitment significantly. Improving the effectiveness
and performance of employees is an important role of leaders. Leadership
is essential in individual job per- formance and organizational growth [31].
Inclusive leadership, as a method that is open, effective, and accessible, is
positively correlated with employee performance [19]. Performance-
oriented and service-oriented leadership styles can be adopted to improve
employee performance. Dastane [32] reveals a significant positive
relationship between transformational, Laissez-faire, and democratic
leadership styles on employee performance. Furthermore, Donkor [28]
revealed that transformational and transactional leadership significantly
improve employee performance [28]. The cases of the Garuda Indonesia
and Jiwasraya mega scandals were incidents carried out by “"Badan Usaha
Milik Negara” (BUMN) and greatly attracted public attention, especially
from the Indonesian people [33]. Another case occurred in an Islamic
banking institution in 2021, namely the arrest of the head of an Islamic
bank branch in Sidoarjo due to a fictitious financing case
(nasional.kompas.com, 2021) [34]. Some of these cases are evidence of
violations of top management values. Concerning these problems, the
Ministry of BUMN has determined the existence of AKHLAK as a core value
that will serve as a guideline for BUMN employees to achieve better
performance [35]. With the issuance of the Circular Letter of the Minister
of BUMN of the Republic of Indonesia Number: SE-7/MBU/07/2020dated 1
July 2020 concerning the Core Values of Human Resources (HR) for
BUMN, each BUMN is required to implement the Core Values of BUMN HR
as corporate culture is the basis for the formation of HR character within
BUMN, Sub- sidiaries, and Consolidated Affiliated Companies becomes the
basic symbol of BUMN behavior. The core values are AKHLAK, an acronym

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2574879335&sid=0&n=0&m=2&svr=6&r=0.5622818487239778&lan...  4/24


javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);

1/30/25, 9:14 AM Turnitin - Originality Report - Mediation of “AKHLAK” corporate culture and affective commitment on the effect of inclusive lead...

for "Amanah/Trustworthy, Kompeten/Competent, Harmonis/Harmonious,
Loyal, Adaptif/ Adaptive, Kolaboratif/ Collaborative.” It is hoped that
AKHLAK will not just become a jargon or tagline but a culture in all BUMN
to improve company performance and make the best contribu- tion to
society and the country (https://kumparan.com/) [36]. AKHLAK is the core
value that all BUMN must uphold in running their business and carrying out
their daily activities. It is expected to be a guide for the behavior of
employees both in the office, at home, and in their surroundings. The
government requires this because it hopes that the BUMN transformation
process will be carried out thoroughly for every human resource. AKHLAK
can be a moral guide in dealing with various shocks in the VUCA (Volatility,
Uncertainty, Complexity, Am- biguity) era. BUMN needs an inclusive
leadership approach that can answer global challenges in times of
economic inequality, climate change, and unequal distribution of resources
[37]. This is very important for companies to progress because there are
various problems that BUMN has to face lately, namely moral values that
are not upheld [38]. Hariyadi & Agustina [33] focuses on the AKHLAK
internalization index, revealing that there is still a need to increase the
internalization of AKHLAK implementation values in the values of Amanabh,
Competent, Harmony, Loyal, Adaptive, and Collaborative. The results of
the study by Hariyadi & Agustina [33] revealed that only the competency
values of the AKHLAK core values in 91 BUMN have a sufficient level of
implementation, while the other five AKHLAK values are included in the low
category, so these findings can be used as reference material for the
Ministry of BUMN, practitioners and academics as the first benchmark data
for measuring the organizational culture of BUMNs. Research on AKHLAK
core values has been carried out by Lestari & Lestira Oktaroza [35] at
Bank Syariah Indonesia; it was revealed that the effectiveness of AKHLAK
core values impacts employee performance. This effectively demonstrates
the efficacy of AKHLAK's core values as fundamental values that must be
adhered to and implemented in daily work activities by all BUMN
employeesto realize quality and work performance as expected, ultimately
reflecting increased employee performance. Furthermore, Kasmawati et al.
[38] revealed that AKH- LAK's Core Values positively and significantly
affected employee pro- ductivity at PT PLN (Persero) Generation and
Distribution Main Unit, Sulawesi. As the development of previous research
studies on the role of corporate culture in assessing the impact of a
contemporary leadership approach, namely inclusive leadership, on
employee behavior such as affective commitment and employee
performance, this research was conducted by taking a sample of
employees from three BUMNs in the form of limited liability companies and
having offices in Madiun ((PT IMSS, PT PLN (Persero) East Java Distribution
Madiun Area, and PT PN XI PG Pagotan). Theoretical background and
hypothesis development Inclusive leadership The leadership process that
promotes an experience of inclusion among followers is called inclusive
leadership [39]. An inclusive lead- ership style represents "leaders who
demonstrate openness, availability, and accessibility in their interactions
with followers" [40]. The openness aspect indicates that the leader
respects the views of subordinates, in- vites subordinates to participate in
decision-making, and encourages subordinates to use new perspectives
and innovative techniques to solve problems, and the availability aspect
means that managers can help employees promptly when employees
experience difficulties at work [41]. The aspect of accessibility is the
capacity of a leader to pay attention to subordinates’ needs and build close
relationships with subordinates [19]. Inclusive leadership is people-
oriented, where in- clusive |eaders are good at listening_to employees’
voices, encouraging employees to work, and appreciating employee
contributions [16]. Open minds, efficient management, and availability are
the traits of inclusive leaders [42]. Inclusive leadership is a new type of
leadership that is stated How Inclusive Leadership EnhancesFollower
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Taking Charge: The Mediating Role of Affective Commitment and the
Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">as an effective way of leadership
by emphasizing good relations How Inclusive Leadership EnhancesFollower Taking Charge:
The Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">in the process of interaction with
subordinates and encouraging subordinates How Inclusive Leadership EnhancesFollower
Taking Charge: The Mediating Role of Affective Commitment and the Moderating Role of
Traditionality

", Psychology Research and Behavior Management, 2020">to actively participate in the
lorganization through accessibility, interac- tive, fairness, and tolerance for mistakes as an
effort to realize organi- zational support for the employee [40]. At the individual level,
inclusive leadership focuses on the leader’s and individual followers’ vertical relationship,
namely the leader’s proactive behavior, to facilitate fol- lowers’ experiences of belonging,
uniqueness, autonomy, and compe- tence [39]. An inclusive leader must have the skills to
lead inclusively. Korn Ferry identified competencies that are essential for inclusive
leadership, which it refers to as the five disciplines of inclusive leadership: 1) Building
interpersonal trust: being honest, establishing good relation- ships by finding common
ground while being able to appreciate different perspectives from oneself; 2) Integrate
multiple perspectives: consider all viewpoints and needs of others; skill-fully navigate
conflict situa- tions; 3) Optimizing talent: motivating and supporting the growth of others,
combining strengths for collective success overcoming differ- ences; 4) Applying an adaptive
mindset: taking a broad view, adapting approaches to relevant situations, innovating by
taking advantage of differences; 5) Achieving transformation: willing to face difficult things,
bringing diverse people to achieve results [43]. Corporate culture Organizational culture is a
system of shared understanding held by members about an organization that distinguishes
two organizations from one another [44]. A macro view of culture gives an organization a
distinct character [45]. Culture can be an advantage of an organization if the culture in the
organization can support organizational goals and make the organization adaptable to
rapidly changing times. Corporate or organizational culture is a set of values, beliefs, and
ways of doing things [46]. Culture guides employees’ daily activities to achieve certain goals
[3]. Seven cultural values that can be used to measure corporate culture are adaptability,
collaboration, community, customer orienta- tion, detail orientation, integrity, and result
orientation [47]. The "AKHLAK” corporate culture is the basis for the achievement of BUMN's
plans to build a world-class reputation, described as follows [48,48]: 1) Amanah
(Trustworthy); means holding_fast to the trust given; namely fulfilling_promises and
commitments, being_responsible for tasks and decisions, and adhering to morals and ethics
in acting; 2) Competent; means that you always continue to learn and develop your
abilities, namely increasing_self-competence to answer ever- changing_challenges,_helping
others learn, and completing assign- ments with the best quality. 3)_Harmonious means
mutual care and respect for differences, respect for all people regardless of background,
liking to help others, and building a conducive work environment. 4)_Loyal; means being
devoted and prioritizing_the interests of the nation and state, namely maintaining_the good
name of fellow em- ployees, leaders, BUMN, and the State, being_willing_to achieve a bigger
goal, and obeying_the leadership as long_as it does not conflict with law and ethics. 5)
Adaptive; means continuing_to innovate and be enthusiastic in ac- tivities or dealing with
change,_namely adapting quickly to be better, continuing to make improvements to keep up
with technological developments, and acting proactively. 6)_Collaborative; means building
isynergistic cooperation, providing_opportunities for various parties to contribute, being open
to work- ing together to produce added value, and mobilizing_various re- sources for
common goals. The Ministry of BUMN instructs BUMN to integrate AKHLAK's core values into
the company’s management system to ensure that every employee has behavior aligns with
AKHLAK's core values [49]. Affective commitment The concept of affective commitment is
based on attitudinal commitment theory (ACT), which focuses on an individual’s desire to
remain in the organization [50]. Affective commitment can result from specific behaviors
that are freely chosen over time and can cause in- dividuals to feel affectively attached to
the organization [51]. Affective commitment is one component of organizational
commitment, which refers to the employees possessing emotional attachment to involve and
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identify the organization [52]. Affective commitment is an employee’s emotional attachment
to the employer that strengthens the employee’s sense of belonging and involvement with
the organization [52,53]. Af- fective commitment is defined as employees’ emotional level,
attach- ment, identification, and involvement in the organization [54]. Employees’ emotional
attachment to the organization is called affective commitment [55]. Affective commitment is
an employee’s personal choice to remain committed to the organization through some
emotional identification with the organization [13]. Employee performance According to
Borman & Motowidlo [56], employee performance can be defined as activities formally
recognized as part of the job and contributing to achieving organizational goals. Performance
is a multi- dimensional concept, where at the most basic level, it is divided into the task and
contextual performance [56]. Employee performance is the results achieved on employee
activities with employee skills in various situations. Employee performance includes carrying
out the assigned tasks according to the specified time, employee competence, and
effectiveness and efficiency in carrying out work. There are two dimensions of employee
performance: the action dimension, the behavioral aspect, and the result dimension, the
per- formance aspect [57]. The determinants of individual performance differences have
received a great deal of attention in research, for example, individual trait variables (e.g.,
cognitive abilities, personality, stable motivational dispositions, physical characteristics, and
abilities), country variables (e.g., relevant knowledge and skills, attitudes, level of
motivation), and situational characteristics (e.g., reward structure, peer managerial and
leadership), and interactions between individuals [58]. There are eight basic substantive
factors of individual performance in work roles, namely: 1) technical performance; 2)
communication; 3) Initiative, persistence, and effort; 4) counterproductive work behavior;
5) supervisory, managerial, executive (i.e., hierarchical) leadership; 6) hierarchical
management performance; 7) peer/team member leader- ship performance; 8) peer/team
member management performance [58]. Inclusive leadership and corporate culture
Currently, culture is seen as an intangible force with far-reaching consequences, so the
leadership must see the cultural context rather than as a personal style in leading an
organization [21]. Leaders play an important role in creating and framing initiatives to
facilitate inclusion in the workplace [23]. Leader behavior is crucial in creating efficient
working conditions and a strong organizational culture. Leadership and organizational culture
are the two most important organizational ele- ments for a company to compete successfully
and gain a sustainable advantage [22]. Taormina [59] revealed that leadership behavior and
the domain of organizational socialization are related to and predictors of organizational
culture [59]. Kargas & Varoutas [22] show a strong relationship between culture type and
leadership style. Furthermore, Surlcl Yesilada [24] revealed that the charismatic &
leadership style is a leadership style that significantly influences orga- nizational culture.
Leadership style improves corporate culture signifi- cantly [60,61]. Referring to the results
of this empirical study, this study explores the relationship of inclusive leadership to the core
values of "AKHLAK" which have been internalized as the work culture of BUMN employees
throughout Indonesia, with the following first hypothesis (H1) formulation: H1: Inclusive
leadership increases "AKHLAK" corporate culture significantly. How Inclusive Leadership
EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment and the
Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">Inclusive leadership and affective
commitment From How Inclusive Leadership EnhancesFollower Taking Charge: The
Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">the perspective How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">of How Inclusive Leadership
EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment and the
Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">Social Identity (SI) How
Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality
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", Psychology Research and Behavior Management, 2020">theory [62], How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">inclusive leadership can
encourage How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of
Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">followers to feel that followers
How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">are part of a How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">team, thus increasing followers
How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">sense of belonging [63].
Leadership studies acknowledge the SI theory, which explains "leadership as a group
process resulting from social classification and personalized processes related to social
identity [64]. Through social exchange [26,65,66], leadership can influence affective
commitment. Sevens show that workplace spirituality mediates the influence of spiritual
leadership on organizational commitment [67]. People-oriented values (respect for people,
transparency) and ethical behavior values (ethics, social responsibility, and transparency)
are significant predictors of affective commitment [4]. Mahembe & Engel- brecht [29]
revealed that there is a relationship between servant lead- ership and affective team
commitment. Demirtas & Akdogan [54] showed that ethical leadership, directly and
indirectly, affects affective commitment and turnover intention with the ethical climate as
media- tion. Grego-Planer [13] shows that good leadership has a positive rela- tionship with
affective commitment. The better the leadership, the higher the affective commitment of the
subordinates. Choi et al. [19] showed a positive and significant impact of inclusive
leadership on organizational commitment, whereas Wang et al. [30] revealed that inclusive
leadership increases affective commitment significantly. Buskirk [68] reveals that inclusive
leadership has a positive and significant relationship with affective commitment. An
explanation of the link between inclusive leadership and affective commitment is as follows:
1) Inclusive leaders are open, listen and respond to followers’ opinions, value followers’
contributions, and share visions with fol- lowers so that followers tend to feel empowered,
given freedom, treated fairly, and given trust [69]; thus, from an SC theory [25] such
favorable treatment, motivates employees to reciprocate through an increased affective
commitment to the organization [26]; and when employees like and respect their
supervisors, they exhibit a high level of affective organizational commitment [70]. 2)
Inclusive leaders who behave in a supportive manner can meet employees’ socio-emotional
needs for approval, appreciation, and affiliation, increasing affective commitment among
employees to the organization [71]. 3) When inclusive leaders behave in a supportive
manner, this is appreciated by employees so that uncertainty, anxiety, and employee role
pressure are minimized [17], which in turn can increase employees’ affective commitment to
the or- ganization. Jiatong et al. [27] revealed that transformational leadership significantly
increases affective organizational commitment and work performance. Therefore, this study
explores the influence of inclusive leadership on the level of affective commitment of BUMN
employees, which is formulated through the second hypothesis (H2) as follows: H2:
Inclusive leadership increases affective commitment significantly. Inclusive leadership and
employee performance SC theory states that a high-quality relationship enhances a sense of
mutuality or reciprocity [42]. Leadership is essential in maintaining and improving employee
performance in various situations. It is very important for the leader to follow the right
direction and have high motivation to be successful and become a role model for the sub-
ordinates in the organization. The relationship between leaders and followers becomes
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important in various work results [40]. Focusing on the growth of the subordinate’s value
system, the level of motivation and morale of the subordinates with the growth of the talent
of the subordinates is very important for managers in leadership positions [72]. Leadership
is essential in individual job performance and organi- zational growth [31]. Organizational
leaders in Indonesia during the post-COVID-19 pandemic must adapt to a new leadership
style approach to maintain and improve employee performance [73]. Practicing inclusive
leader- ship can contribute to solving small and big challenges in complex en- vironments
[37]. Inclusive leaders can build open relationships with employees through the support and
recognition of employees. Inclusive leadership can improve adaptive performance [15]. SC
theory provides important theoretical insights into leader behavior and the leader’s
contribution to the desired outcomes of followers [10]; this principle supports the
relationship between inclusive leadership and employee performance. This study aims to
explore the impact of inclusive lead- ership on employee performance in several BUMNSs in
Indonesia, with the formulation of the third hypothesis (H3) as follows: H3: Inclusive
leadership increases employee performance significantly. Corporate culture and affective
commitment Corporate culture is considered a critical factor in improving or pursuing
organizational goals [74]. According to Cameron & Quinn [75], a unique corporate culture
can help companies reduce uncertainty, create social order, create continuity, create
collective identity and commitment, and clarify a vision for the future. Organizational culture
is an intangible property of the organization and has contributed significantly. Different
organizational cultures tend to develop different types of employee commitment to their
organizations, and most studies reveal a positive impact of culture on employee commitment
[76]. Af- fective commitment is a bond between the employee and the organi- zation where
the employee works. It is like a family, so employees are willing to give everything they
have to improve performance. Internalization of organizational culture (shared values,
beliefs, and mission) in employees can affect employees’ emotional ties with the
organization, thereby increasing affective commitment [51]. Azizollah et al. [45] show that
organizational culture increases three dimensions of organizational culture (affective,
continuance, normative). Further- more, Udin [77] revealed that national culture influences
affective commitment. Furthermore, Setiawan et al. [78] stated that organiza- tional or
corporate culture significantly increases affective commitment. This study explores the
impact of "AKHLAK" corporate culture on the affective commitment of BUMN employees,
with the formulation of the fourth hypothesis (H4) as follows: H4: "AKHLAK" corporate
culture increases affective commitment significantly. Corporate culture and employee
performance Performance is important for organizations because employee per- formance
leads to organizational success; it is also important for in- dividuals because it can be a
source of employee satisfaction [79]. Employee performance is influenced by organizational
culture. Orga- nizational culture in the form of social norms, rituals, ways of doing work, and
specific and unique ways of each organization can influence employee performance [74]. Ojo
[80] revealed corporate culture’s positive and significant influence on employee
performance. Employee performance is an important element for the organization, leading
to its effective development and growth. An effective culture in organiza- tional systems is
needed to create a learning environment that encour- ages increased employee
performance. Many researchers consider individual factors (i.e., ability and effort) important
in highlighting the link between organizational culture and employee performance [81].
(Gardner & Schermerhorn, 2004). Adam et al. [74], AlShehhi et al. [82]; Syafii et al. [61]
revealed that there is a positive and significant rela- tionship between organizational
(corporate) culture and employee performance. Companies must form a corporate culture by
increasing AKHLAK values to improve employee performance [83]. This study reconfirms
several previous studies regarding the impact of "AKHLAK" corporate culture on employee
performance, with the formulation of the fifth hypothesis (H5) as follows: H5: "AKHLAK"
corporate culture increases employee performance significantly. Affective commitment and
employee performance Increased employee internal performance is caused by employee
commitment [84]. Employees with strong affective commitment are motivated to achieve
higher performance levels and make more mean- ingful contributions than employees who
express continuance or normative commitment [85]. Strong affective commitment is
believed to be critical in organizational success to achieve higher performance. Affective
commitment can impact individual behaviors, such as per- formance and organizational
behavior [51]. There is a significant rela- tionship between organizational commitment and
in-role performance [86]. Furthermore, Kim [87] revealed affective commitment affects
performance in roles. Affective commitment can improve employee performance significantly
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[55,88,89]. Furthermore, Adam et al. [74]; Loan [90] shows organizational commitment
and employee performance. Employees have high affective obligations, so employees will
want to stay at the company and influence employee performance. Employees are happy to
do additional work for the company and willing to provide suggestions for improvements for
the company’s progress. Referring to the findings of previous studies, the sixth hypothesis
(H6) in this study is formulated as follows: H6: Affective commitment increases employee
performance significantly. The effect of inclusive leadership on affective commitment through
corporate culture Organizational or corporate culture represents the general percep- tion
shared by all organization members (C. P. [91]). Organizational culture can be interpreted as
an image of leadership and is seen as an important goal of leaders, which includes
interpersonal relations, envi- ronment, human personality development, employee
performance and satisfaction, organizational image, and brand [92]. Leaders can influ- ence
organizational culture by creating a shared vision, correcting inappropriate employee
behaviors, opening lines of communication, and integrating and training new employees
[93]. Subordinates are willing to cooperate with the leader if the leader’s views are ethically
consistent and acceptable to employees. If the subordinates do not support the values the
leader desires, it will allow the growth of various subcultures within the organization (C. P.
[91]). Ogbonna & Harris [94] revealed that organizational culture medi- ates the influence of|
leadership on company performance. Hosseini et al. [60] revealed that organizational culture
is significantly mediated in the relationship between leadership style and organizational
learning. Kaur Bagga et al. [95] demonstrate that organizational culture partially me- diates
the relationship between transformational leadership and change management among
virtual team employees. Based on previous empirical studies, this study explores the role of
"AKHLAK" corporate culture in mediating the influence of inclusive leadership on the per-
formance of BUMN employees, with the formulation of the seventh hypothesis (H7) as
follows: H7: "AKHLAK" corporate culture mediates the effect of inclusive leadership on
affective commitment. The effect of inclusive leadership on employee performance through
corporate culture Leadership is one of the most important components in improving
individual and organizational performance. Leadership is a reciprocal social influence process
in which leaders and subordinates influence each other to achieve organizational goals [96].
Leadership is an enthusiastic atmosphere and culture in an organization. An effective
leadership style can encourage excellence in developing organizational members [97]. A
leader has no easy responsibility, so it takes a high commitment to complete tasks [98]. A
leader is responsible for providing guidance and sharing knowledge with subordinates to lead
subordinates to better performance and make subordinates experts in maintaining quality;
this can be done by cultivating a quality work culture. Attitudes are part of organizational
culture and employee perfor- mance, strengthening the relationship between organizational
culture and performance [46]. Ali et al. [98] showed a strong relationship be- tween
leadership style and quality work culture. Furthermore, Syafii et al. [61] revealed that
corporate culture partially mediates the rela- tionship between leadership style and
employee performance. Puni & Bosco [99] revealed that all corporate culture dimensions
(innovative, bureaucratic, and competitive) significantly positively affected perfor- mance;
however, bureaucratic culture recorded the highest contribu- tion. Furthermore, Lai et al.
[100] revealed that work engagement mediates the relationship between transformational
leadership and task performance. This study explores the mediating role of "AKHLAK"
corporate culture on the influence of inclusive leadership on employee performance, so the
eighth hypothesis (H8) is formulated as follows: H8: "AKHLAK" corporate culture mediates
the effect of inclusive leadership on employee performance. The effect of inclusive leadership
on employee performance through affective commitment In achieving company goals and
good management, employees also contribute through their performance. Therefore,
companies need to maintain employee performance so that it remains optimal, and one of
the ways is by paying attention and forming an effective commitment to employees.
Affective commitment from employees cannot be formed by itself but is assisted and
supported by the company, especially top management or leaders. Organizational leadership
must do everything necessary to inspire subordinates to improve work performance and
achieve organizational success [28]. Employees with a high level of affective commitment
are more willing and motivated to contribute significantly to the organization they work for
and improve their per- formance inside and outside the role [50,101]. Choi et al. [19]
revealed that organizational commitment mediates the relationship between inclusive
leadership and employee creativity. There is an indirect influence of inclusive leadership on
enhancing fol- lower taking charge through effective commitment [30]. Meanwhile, Zhu et
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al. [102] revealed that inclusive leadership increases the crea- tivity of subordinates by
increasing the psychological security of sub- ordinates, but inhibits the creativity of
subordinates by reducing stress related to challenges. Saleem et al. [103] show that servant
leadership strongly predicts affective beliefs, organizational member behavior (OCB), and
task performance of subordinates, and affective beliefs fully mediate the effect of servant
leadership on task performance, and partially mediate the effect of servant leadership on
subordinate OCB. Duarte et al. [104] revealed the role of perfect mediation affective
commitment to the influence of authentic leadership in increasing in- dividual performance.
Furthermore, Donkor [28] reveals that organizational commitment mediates the effect of
transactional leadership and laissez-faire leader- ship on subordinate job performance.
Furthermore, Jiatong et al. [27] revealed that transformational leadership significantly
increases affec- tive organizational commitment and work performance. Based on pre- vious
researchers, this study explores the role of "AKHLAK" corporate culture on the effect of
inclusive leadership on employee performance, with the formulation of the ninth hypothesis
(H9) as follows: H9: Affective commitment mediates the effect of inclusive leadership on
employee performance. The effect of corporate culture on employee performance through
affective commitment Organizational commitment can be interpreted as the level of loyalty
employees feel towards the organization where employees work and recognize the rules and
values in the organization [105]. Many empir- ical studies have examined the relationship
between organizational culture, commitment, and performance. Organizational culture can
improve employee performance through affective commitment as a mediating variable
[74,78]. Employees are willing to contribute more to work being handled if employees feel
they have high affective commitment, where employees will perform better and even exceed
standards. Strong organizational commitment is believed to be an important success in
achieving higher performance, determined by a strong organizational culture. Udin [77]
revealed that national culture, as measured by 5 dimensions adopted from G. Hofstede
(namely power distance, masculinity, collectivism, uncertainty avoidance, and long-term
orientation), impacts affective commitment, which affects employee performance. The
higher the affective commitment, the greater the influence of organizational culture on
employee performance, where employees who are committed to continuing to work in the
organization are caused by strengthening perceptions of the organizational culture itself. To
improve employee performance, organizations need to develop a strong and committed
culture [74]. This study specifically focuses on affective commitment because it refers to
various literature showing that affective commitment is influenced by organizational culture
and has the stron- gest effect on job performance factors compared to other dimensions of
organizational commitment. Therefore, the tenth hypothesis (H10) is formulated as follows:
H10: Affective commitment mediates the influence of "AKHLAK"” corporate culture on
employee performance. This study examines the mediating role of corporate culture "AKH-
LAK" on the impact of inclusive learning on affective commitment and employee
performance. The research model is described in Fig. 1. Research methods Population and
sample In hypothesis testing, this research uses a quantitative approach. The research
population is permanent employees of state-owned companies engaged in manufacturing
operating in the Madiun area. From the research permit processing process, it was
determined that the research objects were three state-owned companies in the form of
limited liability companies and with offices in Madiun (PT. IMSS, PT PLN (Persero) East Java
Distribution Madiun Area, and PT. PN XI PG Pagotan). In accor- dance with permits from the
Human Resources Department, the sample of permanent employees of PT IMSS, a
subsidiary of PT Inka Multi Solusi (PT IMS), is 40 people; permanent employees of PT. PN XI
PG Pagotan, and 45 permanent employees of PT PLN (Persero) East Java Distribution Madiun
Area. So the total sample is 135 permanent employees from the three BUMNSs. Distribution
of questionnaires was facilitated by HR. Research tool In this study, the back-translation
procedure was used to design (questionnaire) variable measurements. The initial English
version was translated into Indonesian with some adjustments to suit the Indonesian
context and then re-translated into the original language. This procedure is carried out until
the two versions of the measuring scale match the meaning. This article has four scales,
measured by a 5-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree).
The details of developing the scale are explained in the following paragraphs. Inclusive
leadership is defined as a leader’s display of openness, accessibility, and availability in
leader-follower interaction, measured using the nine-item measure of inclusive leadership
Carmeli et al. [40] with details: dimensions of openness (three items), availability di-
mensions (four items), and accessibility dimensions (two items). Since respondents were
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asked to rate the items for their immediate manag- er/leader, the wording of the items was
slightly modified to suit this study. Example items include, "My leader is open to hearing new
ideas” (openness), "My leader is available for consultation on problems” (availability), and
"My leader is accessible for discussing emerging problems” (accessibility). Cronbach alpha
for IL was 0.94; the same scale was used in other studies that reported high reliability
[40,106,107]. Corporate culture "AKHLAK" is a behavioral guideline for HR of BUMN to be
implemented in daily behavior and forms a work culture in BUMN, consisting of dimensions
of "Amanah” or trustworthiness (two items), competent (four items); harmonious (three
items), loyal (three items), adaptive (three items), and collaborative (three items).
Examples of statement items:” I am responsible for the tasks, decisions, and actions were
taken” (trustworthy); “I improve my competence to answer the ever-changing challenges”
(competent); “I build a conducive work environment” (harmonious); “I obey the leadership
as long as it does not conflict with law and ethics” (loyal); “I quickly adjust to being better”
(adaptive); “I am open to working together to produce added value” (collaborative). Fig. 1.
Research framework model. Affective commitment is defined as employees’ emotional level,
attachment, identification, and involvement in the organization. Affec- tive commitment is
measured using 4 statement items referred to by Meyer & Allen [52], namely: "I am happy
to spend the rest of my career in this company"; "I feel that the problems that occur in the
company are also my problems”; "I feel proud to be a part of this company”; and “My values
match the organization’s values.” According to the behavioral approach in management,
employee performance is defined as the quantity or quality of something produced or
services provided by someone in a particular job [108]. The di- mensions used in employee
performance refer to several previous studies: work performance [109]; discipline
[110,111]; creativity, cooperation, competence, and responsibility [109,111]. The
employees themselves carry out employee performance measurements. Examples of
statement items are as follows: "I work hard to get better results than my co-workers"
(work performance); "I follow the rules applied by the company" (discipline); "I am able to
find new solutions for solving problems in my work" (creativity); "I am able to cooperate
with others in completing my work" (cooperation); "I master my field of work"
(competence); "I am fully responsible for the result of my work" (Responsibility). Data was
collected by distributing questionnaires for permanent employees to the three companies.
The data collected through the questionnaire, processed with SPSS version 24 and Smart
PLS version 3 went through three stages, namely the measurement model evaluation stage
(validity and reliability test), the evaluation of common method variances, the model
evaluation stage (R-square test, Q-Square predic- tive relevance, and F test), and the
hypothesis testing stage. Mediation role testing uses an additional tool, the online Sobel test
software. Result Validity and reliability analysis The level of intercorrelation between
variables and factor analysis can be measured using the Kaiser-Meyer-Olkin Measure of
Sampling Adequacy (KMO MSA), and convergent validity (loading factor). If the KMO MSA
value is greater than 0.50, then the analysis process can be continued. Test the validity
using the value of the loading factor (component matrix), which is considered adequate if
the value is> 0.70. Reliability test using composite reliability (CR), Average Variance
Extracted (AVE), and Cronbach Alpha (CA). A variable is reliable if it has a coefficient value
between 0.60-0.79, which indicates acceptable reli- ability, and a coefficient value between
0.80-1.0 indicates good reli- ability ([112]: 311). The Keizer-Meyer-Olkin values shown in
Table 1 are >0.60, and sig 0.00 (<0.05), and total explained variance > 0.50 so that all the
in- dicators tested meet the requirements of factor analysis. Two measure- ments of
employee performance were excluded from the test because they had a factor loading value
far from 0.70, namely discipline and cooperation. The results of the rotated component
matrix show that all measurements have a loading factor 0.70, so it can be stated that all >
measurements have sufficient validity. The reliability test results show good reliability
because the CR value is > 0.70; AVE value > 0.50; and CA value > 0.80. Assessments of
common method variance Method bias is generally assessed using the variance inflation
factor (VIF)_calculated to assess multicollinearity. VIF values ranged from 1.000 to 1.842,
much lower than the upper limit of 10.0 [113]. There- fore, the problem of multicollinearity
does not affect this analysis. The multicollinearity test in the regression model is also seen
from the Eigenvalue methods and Condition Index (CI). Eigenvalue is the vari- ance of the
linear combination of variables; if the eigenvalue is very small (close to 0.05), it indicates
multicollinearity [114]. In general, if CI <15 means weak multicollinearity, 1530 indicates
strong multicollinearity [115]. The eigenvalue obtained exceeds 0.05, which ranges from
1.987 to 2.983, and the CI value obtained is less than 30, which ranges from 12.465 to
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24.962. This shows that there are no symptoms of multi- collinearity in the serious
regression model. Descriptive statistics (Mean) and correlation between variables The results
of descriptive statistics (mean) and correlation between variables are shown in Table 2. The
results of data processing in Table 2 reveal that respondents’ responses to measuring the
four research variables (inclusive leadership, corporate culture "AKHLAK", affective
commitment, and employee performance) show high average values, ranging from 4.1093
to 4.4519 with an SD (Standard Deviation) value ranging from 0.488448 to Table 1 Validity
and reliability constructs. Variables (Constructs) Measurement Dimensions Loading Factor
>0.7 KMO >0.5 CR >0.7 AVE >0.5 CA >0.6 Inclusive Leadership "AKHLAK"” Corporate
Culture Affective Commitment Employee Performance Openness (Op) Availability (Av)
Accessibility (Ac) Amanah (Am) Competent (Com) Harmonious (Har) Loyal (Lo) Adaptive
(Adap) Collaborative (Col) Affective Commitmentl Affective Commitment2 Affective
Commitment3 Affective Commitment4 Work Performance (WF) Creativity (Cre) Competency
(Cp) Responsibility (Resp) 0.944 0.728 0.876 0.863 0.833 0.892 0.862 0.866 0.710 0.852
0.819 0.744 0.799 0.867 0.827 0.886 0.727 0.856 0.900 0.874 0.889 0.924 0.937 0.900
0.913 0.801 0.712 0.694 0.724 0.876 0.919 0.851 0.871 Table 2 Descriptive statistics and
correlations for all variables. Variable Mean SD 1 2 34 5 6 1. Inclusive Leadership 2.
"AKHLAK"”corporate culture 3. Affective commitment 4. Employee Performance 5. Age 6.
Gender 4.4519 .49079 4.3637 .48448 4.1093 .66608 4.2215 .62347 - .580*** — ,625***
.676*** G5G51**x*x 660*** 185* .100 .081 .138 - .837*** — 168 .155 .128 .158 - .164 -
N = 135. Notes: *p-value < 0.05; **p-value < 0.01; ***p-value < 0.001. 0.66608.
Correlation test for all research variables, we also include age and gender as control
variables. The test results shown in Table 2 show that the four research variables have a
significant positive relationship at p <0.001, with the highest correlation value in the
relationship between affective commitment and employee performance (0.837). The age
variable has a significant relationship with inclusive leadership at p<0.05, while other
variables have a significant relationship. The gender variable has no significant relationship
with the four research variables. Evaluation fit model Model accuracy was tested using the R-
Square test (R2) and F test. There is no definite measure of how much the R2 value is so
that a model can be said to be good or meet the GoF criteria; some argue that a minimum
R2 value of 0.60 is ideal, and some say at least 0.50. However, there are also experts who
state that for social research the R2 value of 0.20 is sufficient. The results of the F test can
also be used to evaluate the model’s fit, namely as a guideline whether the contribution of
the in- dependent variables’ variability to the dependent variable’s variability is significant or
not. The value of R2 can be seen in Table 3. The R2 of sales in simple and multiple
regression ranged from 0.302 to 0.681. The range of these numbers is stated to be quite
good to good because the R2 of the survey data means that it is a cross-section ob- tained
from many respondents at relatively the same time (135 re- spondents in this study), so the
R2 value obtained is 0.20 or 0.30 which is Table 3 R2. Endogen Variable R2 AKHLAK”
Corporate Culture 0.302 Affective Commitment 0.523 Employee Performance 0.681 quite
good. In cross-sectional modeling based on survey data, Gans suggests that an R2 of
around 10 %— 20 % is normal (https://stats.st ackexchange.com/) [116]. Furthermore, the
results of due diligence as a whole show a value of x2 = 440.068 and an NFI value of 0.772.
The results of the model feasibility test showed that the structural equation model met the
good fit criteria. Hypothesis testing Hypothesis testing results Table 4 and Fig. 2 illustrate
that the path coefficient of the 6 hy- potheses is formulated. There are two hypotheses that
are not accepted, namely H3 (Inclusive leadership increases employee performance
significantly) and H5 ("AKHLAK" corporate culture significantly in- creases employee
performance). This shows that inclusive leadership can significantly improve "AKHLAK"”
corporate culture, and effective commitment. Likewise, the "AKHLAK” corporate culture can
increase affective commitment. Furthermore, the employee’s affective commit- ment can
improve employee performance. The test of mediating effects The results of testing the
hypothesis of the mediating role of corpo- rate culture on the effect of inclusive leadership
on affective commit- ment and employee performance, as well as the mediating role of
affective commitment on the influence of inclusive leadership and corporate culture on
employee performance, can be seen in Table 5. Test Sobel online at
http://www.quantpsy.org/sobel/sobel.htm. Table 5 shows the results of the mediation test
for the seventh (H7), ninth (H9), and tenth (H10) hypotheses are accepted, while the eighth
hypothesis (H8) is not accepted, this can also be seen in Table 4, that the corporate culture
"AKHLAK" is not can directly improve employee per- formance so that they are unable to act
as mediating agents for the Table 4 Hypothesis testing_results. Hypothesis Estimate S.E.
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IC.R. p Result H1 Inclusive leadership increases "AKHLAK" corporate culture significantly H2
Inclusive leadership increases affective commitment significantly H3 Inclusive leadership
increases employee performance significantly H4 "AKHLAK" corporate culture increases
affective commitment significantly H5 "AKHLAK" corporate culture increases employee
performance significantly H6 Affective commitment increases employee performance
significantly 0.549 0.092 0.279 0.087 0.038 0.060 0.532 0.085 0.137 0.071 0.784 0.060
5.968 *** 3,190 ** 7.618 0.532 6.261 *** 1,937 0.053 11.644 *** Accepted Accepted Not
accepted Accepted Not accepted Accepted Notes: *p< 0.05; **p< 0.01; ***< 0.001.
influence of inclusive leadership on employee performance. When viewed from the value of
the influence of IL on AC before and after entering CC as mediation, the effect of IL on AC
remains significant, this indicates that CC How Inclusive Leadership EnhancesFollower Taking
Charge: The Mediating Role of Affective Commitment and the Moderating Role of
Traditionality

", Psychology Research and Behavior Management, 2020">plays a partial How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">mediating_role in the influence of
IL How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of
Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">on AC. Furthermore, CC acts as a
full mediating IL effect on employee performance (EP). Likewise, affective commitment (AC)
acts as a full mediating effect of CC on EP. Furthermore, AC How Inclusive Leadership
EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment and the
Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">plays a full How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">mediating_role in the effect How
Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">of IL How Inclusive Leadership
EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment and the
Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">o0n EP. Discussion The results of
the H1 test (Table 4) show that inclusive leadership can improve the "AKHLAK" corporate
culture in the work environment. These results are consistent with previous studies which
revealed a positive and significant relationship between leadership style and organizational
culture [22,24,59-61]. The results of testing H2 also show that inclusive leadership can
significantly increase affective commitment. Previous research [4,19] revealed the positive
impact of inclusive leadership on organizational commitment. Furthermore, Demirtas &
Akdogan [54] show that ethical leadership has direct and indirect effects on affective
commitment and switching intentions in an ethical climate of mediation. Likewise, Wang et
al. [30] revealed that inclusive leadership increases affective commitment significantly.
Then, Grego-Planer [13] shows that good leadership has a positive relation- ship with
affective commitment. Viewed from the perspective of SE theory, employees with positive
perceptions of their leaders have a greater affective commitment [19], and SC theory [25]
where if employees are treated well and benefit employees, it will motivate employees to
reciprocate through an increased How Inclusive Leadership EnhancesFollower Taking
Charge: The Mediating Role of Affective Commitment and the Moderating Role of
Traditionality

", Psychology Research and Behavior Management, 2020">affective commitment to the
lorganization [26]. Referring to How Inclusive Leadership EnhancesFollower Taking Charge:
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The Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">the SI theory [62], How
Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">inclusive leadership can
encourage How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of
Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">followers to feel part of a work
How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">team so that followers’ sense of
belonging increases [63]. Inclusive leadership can increase the affective commitment of
followers because: 1) How Inclusive Leadership EnhancesFollower Taking Charge: The
Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">inclusive leadership can accept
all How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of
Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">followers with different
backgrounds equally and pay special attention to the distribution of benefits, especially to
How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">disadvantaged groups in the
lorganization,_so that followers can feel the attention How Inclusive Leadership
EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment and the
Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">and care of leader; 2) Inclusive
leader- ship tolerates the characteristics of subordinates and encourages Table 5 Hypothesis
test results with mediation. Hypothesis Path Sobel test Result H7 H8 H9 H10 ILO CCO AC
IL 1 CCI1 EP ILII ACII EP CCI1 ACT EP 6.471*%** 1,835 8.186*** 9.089*** Accepted (partial
mediating) Not Accepted Accepted (full mediating) Accepted (full mediating) Notes: *How
Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">p < 0.05; **p < 0.01; ***p <
0.001. Fig. 2. How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating
Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">Results of hypothesis testing
direct effect. How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role
of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">individuals with different
backgrounds and different values to express themselves fully; 3) inclusive How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">|eadership encourages all
followers to get How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating
Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">help any time when a How
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Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">new problem arises in the work
environment. The results of the H3 test show that inclusive leadership cannot significantly
improve employee performance. The results of this study have not been able to prove
empirically the view of the SC theory which states that quality relationships increase a sense
of togetherness or reciprocity, even though the leadership aspect is very important in
maintaining and improving employee performance in various situations. This shows that
inclusive leadership in companies that are the object of research has not been able to
significantly boost employee performance. This can also be seen from the average response
value of employees to measure inclusive leadership (4.4519) which is not much different
from the average response value. employees for employee performance (4.2215).
Meanwhile, research by Bataineh et al., [15] revealed that inclusive leadership can improve
adaptive performance, so it is neces- sary to re-explore the empirical relationship between
inclusive leader- ship and employee performance in Indonesian BUMNs, with a focus on
adaptive employee performance. The results of testing H4 show that the core values
"AKHLAK," which are applied as the daily work culture of BUMN employees, can increase
affective. The role of corporate culture in increasing affective commit- ment has also been
shown by several previous studies, such as Azizollah et al. [45], Setiawan et al. [78], Udin
[77]. Previous empirical findings, such as Adam et al. [74]; AlShehhi et al. [82]; Kasmawati
et al. [38]; Syafii et al. [61] also revealed that corporate culture has a positive and
significant impact on employee performance. The average respondent’s assessment of the
core values of "AKHLAK" is in the high category (4.3637); this shows the success of the
leadership and all BUMN stake- holders in internalizing the core values of "AKHLAK in the
past year. The results of the H5 test show that the "AKHLAK" corporate culture in the three
BUMNSs which are the object of this research has not been able to significantly improve
employee performance. However, regarding the impact of internalizing corporate culture
"AKHLAK" on employee performance, this is not in line with previous studies which showed a
significant influence of corporate culture on employee per- formance. ([81]; Gardner &
Schermerhorn, 2004; [61,74,82]). This shows that the internalization of the core value
"AKHLAK" is not optimal so that the impact is not significant in improving employee
performance. As stated by Maulamin et al. [83], the Indonesian state-owned company needs
to form a corporate culture by increasing AKHLAK values to improve employee performance.
This was revealed in a study conducted by Hariyadi & Agustina [33] that only the
competency values of the core AKHLAK values in 91 BUMN have an adequate level of
implementation, while the other five AKHLAK values are included in the low category. The
results of the H6 test show that affective commitment can improve employee performance
significantly. This study shows a direct effect of affective commitment on employee
performance. Employees want to devote themselves and stay in the organization to achieve
employee goals because they align with the organization’s goals and values. Employees with
affective commitment want to remain in the company where they work, so they highly
desire to use all efforts to contribute to achieving company goals [89]. Affective commitment
is a bond between employees and the organization where employees work (such as family
ties), so that employees are willing to give everything they have to improve their
performance for the betterment of the or- ganization. Previous empirical evidence relevant
to this study’s results includes Ardiansyah & Afandi [55,88]; Karyono & Hakim [89], who
show that affective commitment can significantly improve employee performance. The test
results show that the "AKHLAK" corporate culture acts as a mediation for the partial
influence of inclusive leadership on affective commitment (H7). These results are novel in
this study and provide additional literature on the role of corporate culture in mediating
individual-level behavior, namely between inclusive leadership and af- fective commitment
and employee performance. Meanwhile, previous empirical studies revealed How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">the mediating_role of
organizational culture at How Inclusive Leadership EnhancesFollower Taking Charge: The
Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">the organizational and group
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levels, namely the influence of leader- ship on firm performance [94]; organizational culture
mediates the relationship between leadership style and organizational learning [60];
organizational culture partially How Inclusive Leadership EnhancesFollower Taking Charge:
The Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">mediates the relationship
between transformational How Inclusive Leadership EnhancesFollower Taking Charge: The
Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">|eadership and change
management among virtual team employees. The test results show that affective
commitment as a full mediation of the influence of inclusive leadership on employee
performance (H9). These findings support the SI theory, which explains that "leadership as a
group process as a result of social classification and personalization processes related to
social identity [64], where How Inclusive Leadership EnhancesFollower Taking Charge: The
Mediating Role of Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">inclusive leadership can
encourage How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of
Affective Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">followers to feel part of a work
How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">team, so that How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">the sense of belonging_of
followers increases [63], so that affective commitment increases, and in turn increases
employee performance [50,101]. Pre- vious empirical studies that are relevant to the results
of this study were carried out by 1) Saleem et al. [103], who revealed that servant lead-
ership significantly predicts affective beliefs, OCB, and task performance of subordinates;
and affective beliefs as the full mediation of servant leadership influence on task
performance; 2) Duarte et al. [104] revealed that How Inclusive Leadership
EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment and the
Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">affective commitment plays a full
How Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">role in mediating How Inclusive
Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective Commitment
and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">the influence of authentic How
Inclusive Leadership EnhancesFollower Taking Charge: The Mediating Role of Affective
Commitment and the Moderating Role of Traditionality

", Psychology Research and Behavior Management, 2020">]eadership in improving
individual performance;) Donkor [28] reveals that organizational commitment mediates the
in- fluence of transactional leadership and laissez-faire leadership on sub- ordinate
performance. Subsequent empirical findings reveal the role of affective commit- ment as a
partial mediating effect of "AKHLAK" corporate culture on employee performance (H10).
These findings add to the limited litera- ture on the mediating_role of affective commitment
in the relationship between leadership and employee performance. This is shown by the
study’s limitations, where one previous study in the literature [61] revealed that corporate
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culture partially mediates the relationship be- tween leadership style and employee
performance. Internalization of corporate culture in employees can affect employees’
emotional ties with the organization, thereby increasing employee affective commit- ment
[45,51,77,78], but on the other hand, internalization corporate culture can directly improve
employee performance (Adam et al., 202; [82,61]). Implications Theoretical implications
The results of this study have several major contributions. First, studies on inclusive
leadership with the corporate culture "AKHLAK" in BUMNs in Indonesia are still limited to
being studied by previous re- searchers. Hence, the results of this study add insight and
literature on the application of leadership that is considered appropriate in the 21st century
and its impact on increasing the internalization of the core value "AKHLAK" in BUMN
employees. Inclusive leadership and strengthening the "AKHLAK" corporate culture into a
work culture can increase employee affective commitment and employee performance so
that the image and performance of BUMNSs in Indonesia can be improved and further
enhanced. This is possible because effective leadership practices and corporate culture play
an important role in building employer branding, thus encouraging employees to continue
joining and helping employees increase productivity [4]. Second. The partial mediation role
of corporate culture on the in- fluence of inclusive leadership on affective commitment is a
unique finding that needs to be reviewed by taking the object of the State Civil Apparatus
(ASN), which is also being intensively improving through the internalization of “"BerAKHLAK"”
core values (Service Oriented, Accountable, Competent, Harmonious, Loyal, Adaptive,
Collaborative) and strengthening the ASN employer branding "Proud to Serve the Nation".
Third. Another theoretical contribution of this research is the role of full mediating of
affective commitment on the effect of inclusive lead- ership and corporate culture on
employee performance. Theoretically, these findings provide additional insight that the main
driver of subor- dinate performance is through the affective commitment of employees and
the appropriate leadership style shown by leaders in this study using inclusive leadership
dimensions (openness, availability, and accessi- bility). These findings enhance the
understanding of subordinate atti- tudes towards the individual performance of subordinates
and the impact of inclusive leadership on organizational behavior. This finding also proves
empirically that the higher the affective commitment of an employee is influenced by the
stronger positive organizational culture of the organization, so that in turn the employee’s
performance can be further improved on employee performance. Employees who are
committed to continuing to work in the organization are due to the strengthening of positive
perceptions of the organizational culture itself. Fourth. This finding reinforces the view of the
performance triangle, which consists of three main elements: systems, leadership, and
culture, which frames higher requirements for organizational improvement as a measure of
success in the new era [117]. Success is the ultimate goal of organizational management,
whereas culture creates, facilitates, or in- hibits knowledge transfer and defines the
boundaries of collaboration [118]. That is, organizational culture can become an obstacle
that limits knowledge sharing, creativity and success; therefore, an inclusive leadership role
is needed to realize it through effective communication and interaction with others at all
levels throughout the organization. Wilkens & Sprafke [119] identifies leaders/managers,
individu- als/employees, and contextual in organizations (including culture) as micro
variables in micro-foundations in dynamic capabilities theory. Practical implication Every
different leader has a different leadership style in designing and internalizing a quality work
culture in the workplace. The Indone- sian government has designed core values that must
become the "AKHLAK" work culture for BUMN employees and the "AKHLAK" work culture for
the State Civil Apparatus (ASN). This study reveals the pos- itive impact of "AKHLAK"
internalization in everyday life in BUMN which is a research sample, namely affective
commitment which in turn affects employee affective commitment to encourage employees
to improve individual employee performance, and of course, this success cannot be
separated from the role of every manager who is also a company leader with a leadership
style that is relevant to the environ- ment. Inclusive leadership can be used as a relevant
leadership style choice in the Industrial 5.0 era which is characterized by socioeconomic
structural changes towards a sustainable future industry which aims to increase resilience,
environmental sustainability and human-centricity [120-123]. Industry 5.0 challenges every
organizational leader to respond to a VUCA environment while still paying attention to the
human aspect. Management Company management must manage employee emotional
intelligence so that satisfaction is high, so that employee loyalty can be increased [84],
because increasing employee satisfaction can encourage employees to provide the best
service for company customers [124], both internal consumers and external con- sumers
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[125]. Affective commitment is rewarded by the positive feelings em- ployees feel towards
the organization, so this determines the level of willingness of employees to contribute or
sacrifice for the organization’s benefit. Committed employees of the company are assets, so
it is very important to handle them carefully through various HR practices (recruitment,
training, remuneration, etc.). According to Ben Moussa & El Arbi [126], human acquisition
resource information systems (HRIS) can facilitate these tasks. HR policy makers can use
the results of this study as a basis for designing policies related to increasing affective
commitment because each company may have a different level of af- fective commitment
(some are low, and some are high). Conclusion There are seven proposed hypotheses that
are accepted, namely 1) inclusive leadership significantly increases corporate culture
"AKHLAK" (H1); affective commitment (H2); 2) "AKHLAK" corporate culture significantly
increases affective commitment (H4); 3) affective commitment significantly increases
employee performance (H6). Furthermore, the results of testing the mediation role reveal
that: 1) "AKHLAK" corporate culture partially mediating on the effect of inclu- sive
leadership on affective commitment (H7); 2) affective commitment as full mediating on the
effect of inclusive leadership on employee performance (H9); 3) affective commitment as
full mediating on the influence of "AKHLAK" corporate culture on employee performance
(H10). The hypotheses that are not accepted are: 1) The role of inclusive leadership in
improving employee performance (H3); 2) The role of "AKHLAK" corporate culture in
improving employee performance; 3) The role of AKHLAK's corporate culture in mediating
inclusive leader- ship relationships on employee performance. Limitations and future
research This research was only conducted by distributing questionnaires through the
company’s HRD to some permanent employees at three BUMNs in Madiun City, East Java,
Indonesia. Referring to the average BUMN AKHLAK Cultural Health Index of 62.5 % or quite
healthy and in category B, but has several things that must be improved (survey period
September 2020 to May 2021, https://actconsulting.co/tag/), [127] then the collection
method can be done with a different approach, for example by using the AKHLAK BUMN
Cultural Health Measurement & Mapping Report from the ACT Consulting website, to reach a
wider range of BUMN employees to get an overall picture of the internalization of "AKHLAK"
as a corporate culture. "AKHLAK" corporate culture is the government’s strategy to improve
employee work ethics and perfor- mance so that BUMN performance can improve and have
resilience and a sustainable competitive advantage. Penelitian selanjutnya dapat
mempertimbangkan Subsequent research can also conduct studies with the object of ‘State
Civil Apparatus by using the "Core Values of ASN BerAKHLAK" with dimensions of service-
oriented, accountable, competent, harmonious, loyal, adaptive, and collaborative which was
inaugurated by President Joko Widodo on June 27, 2021. Funding This research received no
external funding. Declaration of Competing_Interest The authors declare that they have no
known competing financial interests or personal relationships that could have appeared to
influence the work reported in this paper. Data availability Data will be made available on
request. Acknowledgments None. References [1] C. Silverthorne, The impact of
organizational culture and person-organization fit on organizational commitment and job
satisfaction in Taiwan, Leadership Organ. Dev. J. 25 (7) (2004) 592-599,
https://doi.org/10.1108/01437730410561477. [2] K.M. Haddad, C.W. Chow, G. Gordon,
R.N. Hwang, A. Wu, Cross-national differences in corporate cultures and the culture-
performance relationship : a two- country comparison, Int. J. Bus. 4 (2) (1999). [3] Amah,
E., & Daminabo-Weje, M. (2013). Corporate culture : a tool for control and effectiveness in
organizations. 3(15), 42-50. [4] A. Ortega-Parra, M.A. Sastre-Castillo, Impact of perceived
corporate culture on organizational commitment, Manag. Decis. 51 (5) (2013) 1071-1083,
https:// doi.org/10.1108/MD-08-2012-0599. [5] E.H. Schein, Organizational culture, Am.
Psyhol. 45 (1990) 109-119. [6] O.K. Boon, V. Arummugam, The influence of corporate
culture on organizational commitment; case study of semiconductor organizations in
Malaysia, Sunway Acad. J. 3 (2006) 99-115, https://doi.org/10.17142/ijbas-2012.1.2.1. [7]
E.S. Nongo, D.N. Ikyanyon, The Influence of corporate culture on employee commitment to
the organization, Int. J. Bus. Manag. 7 (22) (2012) 1-8, https://
doi.org/10.5539/ijbm.v7n22p21. [8] A.K. Szymanska, The role of leadership in creating an
inclusive culture of diversity and a strong corporate brand in multicultural environment, Int.
J. Manag. Appl. Sci. 4 (12) (2018) 61-67. [9] C. Vallaster, L. De Chernatony, Internal brand
building and structuration: the role of leadership, Eur. J. Mark. 40 (7-8) (2006) 761-784,
https://doi.org/10.1108/ 03090560610669982. [10] T.B. Hanh Tran, S.B Choi, Effects of
inclusive leadership on organizational citizenship behavior: the mediating roles of
organizational justice and learning culture, J. Pacific Rim Psychol. 13 (2010) (2019),

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2574879335&sid=0&n=0&m=2&svr=6&r=0.5622818487239778&la... 19/24


javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);

1/30/25, 9:14 AM Turnitin - Originality Report - Mediation of “AKHLAK” corporate culture and affective commitment on the effect of inclusive lead...

https://doi.org/10.1017/ prp.2019.10. [11] Q.M. Roberson, Disentangling the meanings of
diversity and inclusion in organizations, Group Organ. Manag. 31 (2) (2006) 212-236,
https://doi.org/ 10.1177/1059601104273064. [12] T. Li, N. Tang, Inclusive leadership and
innovative performance: a multi-level mediation model of psychological Safety, Front.
Psychol. 13 (June) (2022) 1-13, https://doi.org/10.3389/fpsyg.2022.934831. [13] D.
Grego-Planer, The relationship between benevolent leadership and affective commitment
from an employee perspective, PLoS One 17 (3) (2022) 1-27,
https://doi.org/10.1371/journal.pone.0264142. [14] Bhatnagar, A., & Aggarwal, G. (2022).
Impact of inclusive leadership on variables affecting employee performance : a review of
empirical papers. 4(1), 13-24. [15] M.S.E. Bataineh, S.R.M. Zainal, R. Muthuveloo, R. Yasin,
J.Al Wali, M. I Mugableh, Impact of inclusive leadership on adaptive performance: the role of
innovative work behaviour, Int. J.Bus. Sci. Appl. Manag. 17 (1) (2022) 28-43. [16] I.M.
Nembhard, A.C. Edmondson, Making it safe: the effects of leader inclusiveness and
professional status on psychological safety and improvement efforts in health care teams, J.
Organ. Behav. 27 (7) (2006) 941-966, https://doi. org/10.1002/job.413. [17] E.P.
Hollander, Inclusive Leadership: The Essential Leader-Follower Relationship,
Routledge/Taylor & Francis Group, 2009, https://doi.org/10.1007/bf03395688. [18] T. Keller,
F. Dansereau, Leadership and empowerment: a social exchange perspective, Hum. Relations
48 (2) (1995) 127-146. [19] S.B. Choi, T. Bich, H. Tran, B.Il Park, Inclusive leadership and
work angegement: mediating roles of affective organizational commitment and creativity,
Soc. Behav. Pers. 43 (6) (2015) 931-944. [20] T. Ashikali, S. Groeneveld, B. Kuipers, The
role of inclusive leadership in supporting an inclusive climate in diverse public sector teams,
Rev. Public Personnel Admin. 41 (3) (2021) 497-519, https://doi.org/10.1177/
0734371X19899722. [21] Y. Anshu, K. Arpana, Corporate transformation through
leadership: understanding macro- cultural implications for indian organizations, Res. J.
Recent Sci. Res. J. Recent Sci. 1 (2011) 253-258. [22] A.D. Kargas, D. Varoutas, On the
relation between organizational culture and leadership: an empirical analysis, Cogent Bus.
Manag. 2 (1) (2015), https://doi. org/10.1080/23311975.2015.1055953. [23] S.C. Kuknor,
S. Bhattacharya, Inclusive leadership: new age leadership to foster organizational inclusion,
Eur. J.Train. Dev. 46 (9) (2022) 771-797, https://doi. org/10.1108/EJTD-07-2019-0132.
[24] L. Sirlcq, T. Yesilada, The impact of leadership styles on organizational culture, Int. J.
Bus. Manag. Invent. 6 (8) (2017) 31-39, https://doi.org/10.1017/ jmo0.2013.34. [25] G.
Blau, Early-career job factors influencing the professional commitment of medical
technologists, Acad. Manag. J. 42 (6) (1999) 687-695, https://doi.org/ 10.2307/256989.
[26] Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: a review of
the literature. 10.1037/0021-9010.87.4.698. [27] W. Jiatong, Z. Wang, M. Alam, M. Murad,
F. Gul, S.A. Gill, The impact of transformational leadership on affective organizational
commitment and job performance: the mediating role of employee engagement, Front.
Psychol. 13 (April) (2022) 1-12, https://doi.org/10.3389/fpsyg.2022.831060. [28] F.
Donkor, Linking leadership styles to employee performance in the public sector organizations
in ghana: the role of organizational commitment, Int. J.Bus. Manag. 16 (5) (2021) 43,
https://doi.org/10.5539/ijbm.v16n5p43. [29] B. Mahembe, A.S. Engelbrecht, The
relationship between servant leadership, affective team commitment and team
effectiveness, SA J. Hum. Resour. Manag. 11 (1) (2013),
https://doi.org/10.4102/sajhrm.v11i1.495. [30] Q. Wang, J. Wang, X. Zhou, F. Li, M Wang,
How inclusive leadership enhances follower taking charge: the mediating role of affective
commitment and the moderating role of traditionality, Psychol. Res. Behav. Manag. 13
(2020) 1103-1114, https://doi.org/10.2147/PRBM.S280911. [31] B. Afsar, A. Magsoom, A.
Shahjehan, S.A. Afridi, A. Nawaz, H. Fazliani, Responsible leadership and employee’s
proenvironmental behavior: the role of organizational commitment, green shared vision, and
internal environmental locus of control, Corp. Soc. Responsib. Environ. Manag. 27 (1) (2020)
297-312, https://doi.org/10.1002/csr.1806. [32] O. Dastane, Impact of leadership styles on
employee performance: a moderating role of gender, Aust. J. Bus. Manag. Res. 5 (12)
(2020) 27-52. [33] A.R. Hariyadi, D. Agustina, AKHLAK culture health index in 91 BUMN and
the correlation to values contravention in BUMN, in: Proceeding of International Conference
on Business, Economics, Social Sciences, and Humanities, 2021, pp. 209-221,
https://doi.org/10.34010/icobest.v2i.275. [34]
https://nasional.kompas.com/read/2021/06/08/17080411/berusaha-kabur-ter sangka-
kasus-korupsi-bank-syariahmandiri-sidoarjo?page=all. [35] Lestari, R., & Lestira Oktaroza,
M. (2022). The Effect of core values akhlak effectiveness to employee performance. 23(2),
131-147. [36] https://kumparan.com/mujas-teguh/budaya-akhlak-dan-kinerja-perusah

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2574879335&sid=0&n=0&m=2&svr=6&r=0.5622818487239778&la... 20/24



1/30/25, 9:14 AM Turnitin - Originality Report - Mediation of “AKHLAK” corporate culture and affective commitment on the effect of inclusive lead...

aan-1xPoHObOHIh). [37] Bortini, P., Paci, A., Rise, A., & Rojnik, I. (2016). Inclusive
leadership theoretical framework. [38] S. Kasmawati, Nurbaya, D Maklassa, The effect of
moral core values on employee productivity at PT. PLN (Persero) generation and distribution
master unit (UIKL) Sulawesi (in Indonesia), Selko J. Manag. Bus. 5 (2) (2022) 243-248.
[39] L.H. Nishii, H. Leroy, A multi-Level framework of inclusive leadership in organizations,
Group Organ. Manag. 47 (4) (2022) 683-722, https://doi.org/
10.1177/10596011221111505. [40] A. Carmeli, R. Reiter-Palmon, E. Ziv, Inclusive
leadership and employee involvement in creative tasks in the workplace: the mediating role
of psychological safety, Creat. Res. J. 22 (3) (2010) 250-260, https://doi.org/
10.1080/10400419.2010.504654. [41] J. Oh, D.H. Kim, D. Kim, The impact of inclusive
leadership and autocratic leadership on employees’ job satisfaction and commitment in sport
organizations: the mediating role of organizational trust and the moderating role of sport
involvement, Sustainability 15 (4) (2023), https://doi.org/10.3390/su15043367. [42] X.
Dai, Y. Fang, Does inclusive leadership affect the organizational socialization of newcomers
from diverse backgrounds? The mediating role of psychological capital, Front. Psychol. 14
(April) (2023) 1-10, https://doi.org/10.3389/ fpsyg.2023.1138101. [43] A.T. Tapia, A.
Polonskaia, The 5 disciplines of inclusive leaders: unleashing the power of all of us. The 5
Disciplines of Inclusive Leaders, 2020, pp. 1-14. https ://www.proquest.com/books/5-
disciplines-inclusive-leaders/docview/244 0169943/se-2?accountid=16911. [44] D. Denison,
L. Nieminen, L. Kotrba, Diagnosing organizational cultures: a conceptual and empirical
review of culture effectiveness surveys, Eur. J. Work Organ. Psychol. 23 (1) (2014) 145-161,
https://doi.org/10.1080/ 1359432X.2012.713173. [45] A. Azizollah, F. Abolghasem, D.
Mohammad Amin, The relationship between organizational culture and organizational
commitment in Zahedan University of Medical Sciences, Glob. J. Health Sci. 8 (7) (2015)
195-202, https://doi.org/ 10.5539/gjhs.v8n7p195. [46] E.M. Bassem, S. Adel, How
Organizational culture and leadership affect employees performance genders, Int. J.0Organ.
Anal. 26 (4) (2018) 630-651. [47] J.R. Graham, J. Grennan, C.R. Harvey, S. Rajgopal,
Corporate culture: evidence from the field, J. Financ. Econ. 146 (2) (2022) 552-593,
https://doi.org/ 10.1016/j.jfineco.2022.07.008. [48] SE No. : Se-7/MBU/Q7, Concerning the
core values of human resources of state- owned enterprises (in Indonesia). Jaringan
Dokumentasi dan Informasi Hukum Kementerian BUMN, 2020.
https://jdih.bumn.go.id/unduh/SE-7/MBU/07/2020. pdf. [49] T. Pratomo, E. Yulianto, Z.
Zein, Core values measurement: case study of state- owned enterprises in Indonesia, Int. J.
Res. Bus. Soc. Sci. 10 (3) (2021) 456-461. https://www.proquest.com/scholarly-
journals/core-values-measurement-case- study-state-owned/docview/2557267950/se-27?
accountid=13771. [50] J.P. Meyer, L. Herscovitch, Commitment in the workplace: toward a
general model, Hum. Resour. Manag. Rev. 11 (3) (2001) 299-326, https://doi.org/
10.1016/51053-4822(00)00053-X. [51] Z.A. Mercurio, Affective commitment as a core
essence of organizational commitment: an integrative literature review, Hum. Resour. Dev.
Rev. 14 (4) (2015) 389-414, https://doi.org/10.1177/1534484315603612. [52] J.P. Meyer,
N.J. Allen, A three component conceptualization of organizational commitment, Hum.
Resour. Manag. Rev. 1 (1) (1991) 61-89, https://doi.org/ 10.1016/1053-4822(91)90011-Z.
[53] G. Fullerton, When does commitment lead to loyalty? J. Service Res. 5 (4) (2003) 333-
344, https://doi.org/10.1177/1094670503251134. [54] O. Demirtas, A.A. Akdogan, The
effect of ethical leadership behavior on ethical climate, turnover intention, and affective
commitment, J. Bus. Ethics 130 (1) (2015) 59-67, https://doi.org/10.1007/s10551-014-
2196-6. [55] Ardiansyah, & Afandi, E. (2019). Impact of affective commitment with
employee performance moderated by organization citizenship behavior (OCB). 304(Acpch
2018), 258-262. 10.2991/acpch-18.2019.64. [56] W.C. Borman, S.J. Motowidlo, Task
performance and contextual performance: the meaning for personnel selection research,
Hum. Perform. 10 (2) (1997) 99-109, https://doi.org/10.1207/s15327043hup1002_3. [57]
J.P. Campbell, J.]J. McHenry, L.L. Wise, Modeling job performance in a population of jobs,
Pers. Psychol. 43 (2) (1990) 313-575, https://doi.org/ 10.1111/j.1744-
6570.1990.tb01561.x. [58] J.P. Campbell, B.M. Wiernik, The modeling and assessment of
work performance, in: Annual Review of Organizational Psychology and Organizational
Behavior, 2, 2015, https://doi.org/10.1146/annurev-orgpsych-032414-111427. [59] R.J.
Taormina, Interrelating leadership behaviors, organizational socialization, and organizational
culture, Leadership Organ. Dev. J. 29 (1) (2008) 85-102,
https://doi.org/10.1108/01437730810845315. [60] S.H. Hosseini, E. Hajipour, A.
Kaffashpoor, A. Darikandeh, The mediating effect of organizational culture in the relationship
of leadership style with organizational learning, J. Hum. Behav. So.c Environ. 30 (3) (2020)

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2574879335&sid=0&n=0&m=2&svr=6&r=0.5622818487239778&la... 21/24



1/30/25, 9:14 AM Turnitin - Originality Report - Mediation of “AKHLAK” corporate culture and affective commitment on the effect of inclusive lead...

279-288, https://doi.org/ 10.1080/10911359.2019.1680473. [61] L.I. Syafii, A. Thoyib, U.
Nimran, Djumabhir, The role of corporate culture and employee motivation as a mediating
variable of leadership style related with the employee performance (studies in perum
perhutani), Proc. - Soc.l Behav. Sci. 211 (2015) 1142-1147,
https://doi.org/10.1016/j.sbspro.2015.11.152. [62] D Worley, Tajfel and Turner Intergroup
Conflict Theories 1997, 2021, https://doi. org/10.13140/RG.2.2.30820.60809. [63] R. Hirak,
A.C. Peng, A. Carmeli, J.M. Schaubroeck, Linking leader inclusiveness to work unit
performance: the importance of psychological safety and learning from failures, Leadership
Q. 23 (1) (2012) 107-117, https://doi.org/10.1016/j. leaqua.2011.11.009. [64] M.A. Hogg,
Personality and social psychology review, Pers. Soc. Psychol. Rev. 5 (2001) 184-200,
https://doi.org/10.1207/S15327957PSPR0503. [65] R. Cropanzano, M.S. Mitchell, Social
exchange theory: an Interdisciplinary review, J. Manage. 31 (6) (2005) 874-900,
https://doi.org/10.1177/ 0149206305279602. [66] R. Eisenberger, L. Rhoades Shanock, X.
Wen, Perceived organizational support: why caring about employees counts, Annu. Rev.
Organ. Psychol. Organ. Behav. 7 (2020) 101-124, https://doi.org/10.1146/annurev-
orgpsych-012119-044917. [67] 1.K.S. Sapta, N.W. Rustiarini, I.G.A.E.T. Kusuma, I.M.P.
Astakoni, Spiritual leadership and organizational commitment: the mediation role of
workplace spirituality, Cogent Bus. Manag. 8 (1) (2021), https://doi.org/10.1080/
23311975.2021.1966865. [68] Buskirk, M.Van. (2020). Inclusive leadership, psychological
empowerment, and affective organizational commitment: a mediated model. [69] R.C.
Liden, S.J. Wayne, R.T. Sparrowe, An examination of the mediating role of psychological
empowerment on the relations between the job, interpersonal relationships, and work
outcomes, J. Appl. Psychol. 85 (3) (2000) 407-416, https://doi.org/10.1037/0021-
9010.85.3.407. [70] D.K. Mui Hung, A.A. Mahfooz, R Aafaqi, Fairness of human resource
management practices, leader-member exchange and organizational commitment, Asia
Acad. Manag. J. 9 (1) (2004) 99-120. [71] H. Gill, J.P. Meyer, K. Lee, K.H. Shin, C.Y. Yoon,
Affective and continuance commitment and their relations with deviant workplace behaviors
in Korea, Asia Pacific J. Manag. 28 (3) (2011) 595-607, https://doi.org/10.1007/s10490-
009- 9165-0. [72] Sougui, A.O. (2015). The impact of leadership styles on employees’
performance in telecom engineering companies the impact of leadership on employee
motivation in Malaysian telecommunication sector view project compact microstrip band-
pass filter for emi reduction view projec. https://www.researchgate.net/publication/
273576894. [73] Hutajulu, R.S. (2023). The influence of new leadership styles on employee
performance in an automotive industry of Indonesia. 10.21511/ppm.21(2).2023.54. [74] A.
Adam, T. Yuniarsih, E. Ahman, K. Kusnendi, The mediation effect of organizational
commitment in the relation of organization culture and employee performance, 117, in:
Gcbme 2018, 2020, pp. 260-264, https://doi.org/10.2991/ aebmr.k.200131.056. [75] Ki.S.
Cameron, R.E. Quinn, Diagnosing and changing organizational culture based on the
competing values framework. Zhonghua Shao Shang Za Zhi = Zhonghua shaoshang Zazhi =
Chinese journal of Burns, Revised Ed, The Jossey- Bass, 2006. Vol. 16,
www.josseybass.com. [76] A. Shoaib Ch, N. Zainab, H. Magsood, R. Sana, Impact of
organizational culture on organizational commitment : a comparative study of public and
private organizations, Res. J. Recent Sci. 2 (5) (2013) 15-20. [77] U. Udin, National culture,
affective commitment, and employee performance: an integrated review and call for future
research agenda, J. Res. Opin. 6 (10) (2019) 2502-2509,
https://doi.org/10.15520/jro.v6i10. [78] L. Setiawan, D. Hermanto, S.B. Handayani, The
role of affective commitment in mediating the effect of employee competency, training and
organizational culture on employee performance (Empirical study at the class I agriculture
quarantine semarang), Int. J. Econ., Bus. Account. (IJEBAR) 5 (3) (2021) 1173-1188.
http:// www.jurnal.stie-aas.ac.id/index.php/I1JEBAR/article/view/3418 https://
www.jurnal.stie-aas.ac.id/index.php/IJEBAR/article/download/3418/1477. [79] D.S.
Muchhal, HR practices and job performance, IOSR J. Human. Soc. Sci. 19 (4) (2014) 55-61,
https://doi.org/10.9790/0837-19415561. [80] O. Ojo, Impact assessment of corporate
culture on employee job performance, Bus. Intell. J. 2 (2) (2009) 388-397. [81] J.R.
Schermerhorn Jr.,, R.N. Osborn, M. Uhl Bien, J. Hunt, Organizational Behavior, 12th edition,
John Wiley & Sons, 2012. [82] N. AlShehhi, F. AlZaabi, M. Alnahhal, A. Sakhrieh, M.I.
Tabash, The effect of organizational culture on the performance of UAE organizations,
Cogent Bus. Manag. 8 (1) (2021), https://doi.org/10.1080/23311975.2021.1980934. [83] T.
Maulamin, A.L. Arifin, R. Vikaliana, R.S.A. Widodo, Implementation of corporate culture
moral values (Akhlak) for PT Pegadaian’s competitive advantage, J. Penelit. Pendidik.
Indones. 7 (4) (2021) 623, https://doi.org/ 10.29210/020211265. [84] M.S.A. Ansari, J.A.

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2574879335&sid=0&n=0&m=2&svr=6&r=0.5622818487239778&la... 22/24



1/30/25, 9:14 AM

Farooquie, S.M. Gattoufi, Does emotional intelligence influence employees, customers and
operational efficiency? An empirical validation, Int. J. Mark. Stud. 8 (6) (2016) 77,
https://doi.org/10.5539/ijms. v8n6p77. [85] B.B. Brown, Employees ' Organizational
Commitment and Their Perception of Supervisors ' Relations-Oriented and Task-Oriented
Leadership Behaviors, Faculty of the Virginia Polytechnic Institute and State University,
2003. [86] J.E. Mathieu, D.M. Zajac, A Review and meta-analysis of the antecedents,
correlates, and consequences of organizational commitment, Psychol. Bull. 108 (2) (1990)
171-194, https://doi.org/10.1037/0033-2909.108.2.171. [87] H.K. Kim, Work-life balance
and employees’ performance: the mediating role of affective commitment, Glob. Bus.
Manag. Res.: Int. J. 6 (1) (2014) 37-51. [88] R. Gulzar, Impact of affective commitment on
employee performance special reference to the fenda communication and It-Ksa,
I1JM_11_06_132, Int. J. Manag. 11 (6) (2020) 1440-1454,
https://doi.org/10.34218/1JM.11.6.2020.132. [89] S. Karyono, A. Hakim, Employee
performance improvement through affective, normative, and continuance commitment with
intrinsic motivation mediation, J. Public Adm. Governance 12 (3) (2022) 34,
https://doi.org/10.5296/jpag. v12i3.20062. [90] L.T.M. Loan, The influence of organizational
commitment on employees’ job performance: the mediating role of job satisfaction, Manag.
Sci. Lett. 10 (14) (2020) 3307-3312, https://doi.org/10.5267/j.msl.2020.6.007. [91] C.P.
Silverthorne, Organizational Psychology in Cross-Cultural Perspective, New York University
Press, 2005. [92] M. MikuSova, N. Klabusayova, V. Meier, Evaluation of organisational culture
dimensions and their change due to the pandemic, Eval. Program Plann. 97 (June 2022)
(2023), https://doi.org/10.1016/j.evalprogplan.2023.102246. [93] S. Ruggieri, C.S. Abbate,
Leadership style, self-sacrifice, and team identification, Soc. Behav. Pers. 41 (7) (2013)
1171-1178, https://doi.org/10.2224/ sbp.2013.41.7.1171. [94] E. Ogbonna, L.C. Harris,
Leadership style, organizational culture and performance: empirical evidence from UK
companies, Int. J. Hum. Resour. Manag. 11 (4) (2000) 766-788,
https://doi.org/10.1080/09585190050075114. [95] S. Kaur Bagga, S. Gera, S.N. Haque,
The mediating role of organizational culture: transformational leadership and change
management in virtual teams, Asia Pacific Manag. Rev. 28 (2) (2022) 120-131,
https://doi.org/10.1016/j. apmrv.2022.07.003. [96] P.M. Koech, G. Namusonge, The effect
of leadership styles on organizational performance at state corporations in Kenya, Int. J.
Bus. Comm. 2 (1) (2012) 1-12. www.ijbcnet.com. [97] R.E. Hurduzeu, The impact of
leadership on torganization performance, SEA- Pract. Applic. Sci. 3 (7) (2015) 289-294.
https://seaopenresearch.eu/Journals /articles/SPAS_7_40.pdf. [98] N.M. Ali, R. Jangga, M.
Ismail, S.N.-I.M. Kamal, M.N. Ali, Influence of leadership styles in creating quality work
culture, Proc. Econ. Finance 31 (15) (2015) 161-169, https://doi.org/10.1016/s2212-
5671(15)01143-0. [99] A. Puni, D.K.]J. Bosco, Leadership style, corporate culture and
organizational performance, Res. J. Soc. Sci. Manag. 5 (10) (2016) 83-90. [100] F.Y. Lai,
H.C. Tang, S.C. Lu, Y.C. Lee, C.C. Lin, Transformational leadership and job performance: the
mediating role of work engagement, Sage Open 10 (1) (2020) 1-11,
https://doi.org/10.1177/2158244019899085. [101] M. Riketta, Attitudinal organizational
commitment and job performance: a meta- analysis, J. Organ. Behav. 23 (3) (2002) 257-
266, https://doi.org/10.1002/ job.141. [102] J. Zhu, S. Xu, B. Zhang, W Berta, The
Paradoxical Effect of Inclusive Leadership on Subordinates ' Creativity, 2020, pp. 1-8,
https://doi.org/10.3389/ fpsyg.2019.02960, 10(January). [103] F. Saleem, Y.Z. Zhang, C.
Gopinath, A. Adeel, Impact of servant leadership on performance: the mediating role of
affective and cognitive trust, Sage Open 10 (1) (2020),
https://doi.org/10.1177/2158244019900562. [104] A.P. Duarte, N. Ribeiro, A.S. Semedo,
D.R. Gomes, Authentic leadership and improved individual performance: affective
commitment and individual creativity’s sequential mediation, Front. Psychol. 12 (May)
(2021) 1-11, https:// doi.org/10.3389/fpsyg.2021.675749. [105] E. Baykal, Creating
organizational commitment through spiritual leadership: mediating effect of meaning at
work, Bus. Manag. Stud.: Int. J. 7 (2) (2019) 837-855,
https://doi.org/10.15295/bmij.v7i2.1113. [106] S.B. Choi, T.B.H. Tran, S.W. Kang, Inclusive
leadership and employee well-being: the mediating role of person-job fit, J. Happiness Stud.
18 (6) (2017) 1877-1901, https://doi.org/10.1007/s10902-016-9801-6. [107] B. Javed,
A.K. Khan, S. Quratulain, Inclusive leadership and innovative work behavior: examination of
Imx perspective in small capitalized textile firms, J. Psychol.: Interdiscipl. Appl. 152 (8)
(2018) 594-612, https://doi.org/10.1080/ 00223980.2018.1489767. [108] F. Luthans,
Organizational Behavior: An Evidence- Based Approach, 12th ed, McGraw- Hill/Irwin, 2011.
[109] I. Martini, A. Supriyadinata, K. Sutrisni, I. Sarmawa, The dimensions of competency

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2574879335&sid=0&n=0&m=2&svr=6&r=0.5622818487239778&la...

Turnitin - Originality Report - Mediation of “AKHLAK” corporate culture and affective commitment on the effect of inclusive lead...

23/24



1/30/25, 9:14 AM Turnitin - Originality Report - Mediation of “AKHLAK” corporate culture and affective commitment on the effect of inclusive lead...

on worker performance mediated by work commitment, Cogent Bus. Manag. (2020),
https://doi.org/10.1080/23311975.2020.1794677. [110] U.N. Hermina, S.Y. Yosepha, The
model of employee performance, Int. Rev. Manag. Mark. 9 (3) (2019) 69-73,
https://doi.org/10.32479/irmm.8025. [111] A.P. Mangkunegara, A. Waris, Effect of training,
competence and discipline on employee performance in company (Case Study in PT.
Asuransi Bangun Askrida), Proc. Soc.Behav. Sci. 211 (2015) 1240-1251,
https://doi.org/10.1016/j. sbspro.2015.11.165. [112] U. Sekaran, Research methods for
business. Education + Training, 4th Edi, John Wiley and Sons, Inc, 2003,
https://doi.org/10.1108/et.2007.49.4.336.2. Vol. 49. [113] Kutner, M.H., C.J. Nachtsheim, &
Neter, J. (2004). Applied Linear Regression Models (B. Gordon (ed.); 4th Edi). McGraw-
Hill/Irwin. [114] N. Shrestha, Detecting multicollinearity in regression analysis, Am. J. Appl.
Math. Stat. 8 (2) (2020) 39-42, https://doi.org/10.12691/ajams-8-2-1. [115] D.R. Ploch,
G.W. Bohrnstedt, D. Knoke, Statistics for social data analysis, Teach. Soc. 17 (3) (1989)
376, https://doi.org/10.2307/1318093. [116]
https://stats.stackexchange.com/questions/221329/what-is-an-acceptable-r- squared-
range-for-cross-sectional-data-linear-regression. [117] H. Nold, L. Michel, The performance
triangle: a model for corporate agility, Leadership Organ. Dev. J. 37 (3) (2016) 341-356,
https://doi.org/10.1108/ LODJ-07-2014-0123. [118] R. Ruggles, The state of the nation:
konwledge management in practice, Calif. Manage. Rev. 40 (3) (1998),
https://doi.org/10.2307/41165944. [119] U. Wilkens, N Sprafke, Micro-variables of dynamic
capabilities and how the come into effect-exploring firm-specificity and cross-firm
commonalities, Manag. Int. 23 (4) (2019), https://doi.org/10.7202/1066068ar. [120] E.G.
Carayannis, J. Morawska, The futures of Europe: society 5.0 and industry 5.0 as driving
forces of future universities, J. Knowl. Econ. (2022) 3445-3471,
https://doi.org/10.1007/s13132-021-00854-2. [121] Ivanov, D. (2023). The Industry 5.0
framework : viability-based integration of the resilience, sustainability, and human-centricity
perspectives. 10.1080/0020 7543.2022.2118892. [122] Mourtzis, D., Angelopoulos, J., &
Panopoulos, N. (2022). A literature review of the challenges and opportunities of the
transition from industry 4.0 to society 5.0. [123] S. Saniuk, S. Grabowska, M. Straka,
Identification of social and economic expectations: contextual reasons for the transformation
process of industry 4.0 into the industry 5.0 concept, Sustainability 14 (3) (2022),
https://doi.org/ 10.3390/su14031391. [124] M.S.A. Ansari, Extended service profit chain in
telecom service industry in Oman — an empirical validation, Sustain. Futures 2 (September)
(2020), https://doi.org/ 10.1016/j.sftr.2020.100032. [125] M.S.A. Ansari, An innovative
approach of integrating service quality, employee loyalty and profitability with service profit
chain in telecom service industry: an empirical validation, Proc. Eng. Sci. 3 (1) (2021) 1-12,
https://doi.org/ 10.24874/PES03.01.001. [126] N. Ben Moussa, R. El Arbi, The impact of
human resources information systems on individual innovation capability in Tunisian
companies: the moderating role of affective commitment, Eur. Res. Manag. Bus. Econ. 26
(1) (2020) 18-25, https:// doi.org/10.1016/j.iedeen.2019.12.001. [127]
https://actconsulting.co/tag/akhlak-bumn/. V.A. Srimulyani et al. Sustainable Futures 6
(2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani
et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6
(2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani
et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6
(2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani
et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6
(2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani
et al. Sustainable Futures 6 (2023) 100138 V.A. Srimulyani et al. Sustainable Futures 6
(2023) 100138 2345678910 111213 14

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2574879335&sid=0&n=0&m=2&svr=6&r=0.5622818487239778&la... 24/24


javascript:void(0);
javascript:void(0);

Mediation of “AKHLAK"
corporate culture and affective
commitment on the effect of
inclusive leadership on
employee performance

by Ukdc Perpustakaan 2

Submission date: 30-Jan-2025 08:01AM (UTC+0700)

Submission ID: 2574879335

File name: tion_of_AKHLAK_corporate_culture_and_affective_commitment_1.pdf (1.02M)
Word count: 14443

Character count: 85801



2o izl Putares & {20000 HGEEE

Contents |sis avolnbde at 5ol ol Sustairuisle

8
=

e

I.'l-lll“
m

ELSEVIER

Sustainable Futures

1|

pousnal o menage weess scinndad oot somijoemolii e roldes iteres

Mediation of "AKHLAK" corporate culture and affective commitment on the
effect of inclusive leadership on employee performance

Veronika Agusting Srimulyani °,
Yustinus Budi Hermanto ™

Lnt Rustiyaningsih *, Florenting Anif Farida,

® Al o Awibeia Wilpo Maskis Sveoleie Cofeolic Uihh-l:r ﬁnm ki
¥ ek al Eronomia, Do Do Ceifolke [

AETICLE BB FQ AHSTHEAET

Resegrchers and peacixlmers have clamed than lesdership, culare, and employes comnlimens are mpars
eleme s of an argareEation s sarcess i the Busness work, The main objsoves of this anicle aee in amlyze 1)
the meadiagny rude of "AKHEAK corpocge aultey o ihe ool of inchedve sk nbeg o affective commiimen
anil emphayver performance; 21 analyre che robe of lnmann; afective mrrmllmm i thee nfluence of nclusyve
leaderihip sad corpamic cultuee AMHLAR" oo amploy Thr ph s L35 g
uﬂmmﬂﬁm:ﬂﬂﬂﬂjn&lwu_.hﬂhm' i Kk Iysits wsnd 5155 e 24, Smriar
FLE, and the an lIne Sote| oees The oot resulis show thar 1) "85 HLAK corpomse culmre &= 0 parial mediasan of
e indfuence of mchusve loadership oo alleciEve conngiment; 21 WHLAK" corporai caliure toe nol medsaee
the effert of Inclusive leadership on employes performence, becase the direct effecn of “"AKHLAK" corporme
cufmre on ﬂ'rdwﬁ pﬂﬂurrn.l.m:t 15 noa stgnifom e, 31 afecrlve conmimat & & ull medigiicn of che miluence
o inclisd v ool i i ) affati min o Bl myediddsin of tho il of

corpamle oaliyre "ASHLAK" an mﬂn:ne peafoarence

Fey ik

B fesd v | il arabip
“ARKIILAK oorperme culiom
Affeaive comedimer:

Intrasiuction

The mustaizability of the comgpany in the long term o be prodicied
from the prisciple values adopded sed mode inbo mrpomie culiore,
Conporare culbae |5 essendod in devedepiyg and muintalnieg employes
comnmitment and = often a charsctenstic of soccessiul orgameations (€
[01) Ower e last few decedes, coporate culbare hns booosse an
oot thesne in moemagement md beemess reserrch because it can
imdluence virkse catoomes desined by orpidanicsal and individual
mEnagess, =och as commisnesd, bogalty. tamever intenton, and =gis-
Tzt [2]. Cosparmte cdiuse sam impeoyve managemest b coodinming
and infegrating peopde with diverse personad and cabural value sysems
| 5], Corpoarate cultre s plays animpoant role im buibdeg employer
tennding, which chm Scoumge employes o contiees o join ke
compamy because they are abiracied to &e comperate colbore ey hove
anil Eelp employess Inareiss productivity [

Cogposate or crganizatiomal colure can be interpresed w a unigoe
panrers of dhared valbees, aritudes, viuals, belick, soess, expectilans,
socmbration, mod employves assumptess [0, Corpomie culure is 2

* Cormesganding iudior.

Bl mkiress vaniliy Ptadic o [W.BL HErmEmoa)

Eligr il o LU LU e e I LRI

management philosophy and 2wy of managing an orgaraemion to
o avemll mamageseent oo tveniss and perfrmance (Koer &
Heskest, 1992 in [6] ) Corporme culbture is part of the cogporabe stmtegy,
and a lender must ensure g corporate colure con drnee all employoes
o glve el bt perdformosce. Corpomte colbee Edlusnos ofgand -
wonal memiers’ behavior [1], The cestml mle m shaging sed oottt
Ry organizatinnad caloee lies with @e leader [5]. Leadership eroanes
and er enfosres cepamizatosal culbmre 5] Socoessful leades act as
Tintegrating lorees” ar mwe levels: Issegrating clisents of (e corporan:
sdentity sructure mod modbsing Between the comporse bBmmnding
strmeiore md the Endividual 7] Hash Tean & Chal [10] revealed do
erpmmmional learnizg culture partislly sediabes the relstionship be-
fween incheive |esdership and crgaroeational cibxeredap bebavior, -
clugive lmidership emenges as an Ideal siyde o esativare. dversified
employees oo be meore aware of themselves and treat esgdoyess fairly
[77]. Inchesive leadership, developed to manige wosklone diversiy,
cam alsn emcoaraze Emovabve perfeeance [ 2] and colture con -
creime cepimimbomal commimess nd increase the conslsency of
employee befavior [ 1]
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Leadership theories [mansformational, audiesdic. ethical, servan,
sparual, and inclaw) play m imporans role @& developig o moral
approoch in monegisg people md arganlznions [13] As o sasagesial
tram, leader=tap kas mospbed into many formes and styles over the yenss,
and incheire leadership is the leaderstan of the 28 centwry [ 14], -
clugive leaderm refer i e words and Sead of eaders who inviee and
appreciste the oontrferions of cshess [0, 10]. lndwmdve leadens always
provide supped for Selr lolowers [17]. The selaionshlp berween
leaders menl (ollowers can be explained theough socal exchasge pro-
cisses based on socind exchange sy [10]. Viewsd from e social
exchanpe (SE) theory perspective, engldoyees with posibive percegaions
of 15adr leaders hove a more & pedMoand adlecsive commitzent [117]. 1a-
clusive lemderssip i seadsd 1o cocaumge EClusiviny 6 diverse teams
] Imsclusive lesders produce eficency in follewer perfeemance whie
respecting  folbvwer unbyeenss with an esspathetic and Imparial
appruach, A& smdy by MBomagsr & Agzrenl [[4] revealed that
employe: creativiy, aapligee volunleerisg, el projecl secceks e
meae prominent consequences in research oo inchesve lesdership,
Fanhermore, Batalseh et al [15] shirmed Eeclusive lesdership’s dlreo
and mdirect effects on adapiable pesformance with innoviive work
ez hiibor g meedinrioe.

For thee swel part. empirical resenncd reveals that leaderdlp nobes
wary widely due to colperal feces m the coumtnes o regoes where
benddiers Bomctiom [21]. Leadesdip ond organieational ool rare hoee long
B neceszary Tor organizations] efficiency and pefonnance, Howevers,
st lirraiere overlooks the Cculnee-drives” wraln of lendership
(Alvessn, 3000 in [24) lepders are a coacinl elesent ot oeases
culmae [5]. Leadem play an Esmponaat sode b edaping (he culbare,
Leaders min milapt to culbare thragh recusmess, cusesch, oolbeml
cmmunicason mechmbss. and ol modeds |27]. The eseanh resalis
b Knrgas & Varosmes [ 0] reveal o sroeg and sigenficams refasionship
Between lesdership and organtemtional culture. Sunich & Yesibdn [74]
demnnstrared Bar dae cluid stk leaderdlp syle is a lendership syl
thm sigraficarsly mffwences corporate culiore, while e mm=otional
bendesship sayle doss ot afecr the currest arganizations! cuelure

Urgmmizatiors need o keadership style that cremtes om0 environmens
thie encoumpes subordinares 1o play o leadisg rode b the organdzaion
throogh esgloyess affective commitmess, From an 50 theary [20],
ety v e T e e Eodlvates emphopes to reclprocate through an
Encreased mlective commitment to the arganizSaon | 26]. SE Theoy alsn
provides o Famework for stedyerg emgloyee md orgammadional re-
Lainng, wheee soclal exchange & the bists of 8 gualiy reladomsnip be-
tween emplovees and lepders. B = an interdepemdest relasionship
Eadtvitasn T it Becissr 1118 @ fwo-way oranseoaes Matong et al.
171 evealed that traeformationnl leadersiip significomly increases
dfeative arganizions] comsgment and work pesforsane, Doedos
| 4] showes g crgom izabiceal sucoess i highiy dependent on employes
commimens which con belp reduee employer romover. The adlecrive
crmnmimens of employess so chapge becomes craclal when chospe
cccurs, The role of the leader min belp ihe crganization maintam -
ployes aflective mmmEment 5 imes of changs. Affestive commi-
ment b5 also very impeoriasd for every orpanation because it cam have
posltive inpacts, such s reducisg employoe ahsemeelsm and roducing
the risk of employee resigrasion, Mobemie & Engeleechi [ revealed
a pogitiee asd dgnificant relatinnship betwesn servant Badesship, taam
elfectiveness, and afectrve e commitmerd, Dioskor [055] proeees that
sk tionad ded rsactionnl leedsrdhlp Ineme orgedeational
dedicagion and enmmimtest and partially mediine the relaiceship be.
fween the twoe lkeademhip styles e empleyee perforrance in pablic
mechod cegnnizations in Ghana. Funbsrmore, Wang of al- [30] revealed
thot mclusive feadensdap increases affective comemtment sgedhcanily

lesgaowing e elfectivesess and perlarmance of esphoyers 18 an
srporioen sole of leaders, Legdemship is e==eniml in mdividual job per-
firmwinge asd erganizdmma growil [11] Incheve keadership, as o
methosd thee s open, effeciore, and nocessible, & pesibively orrelated
with  emplopee  perfoimance [E9]  Performasce-oncsted  and

Suitawubl Fulire 6 (AR 010

service-caiented Seadeshlp sivles cam ke adopred w0 Imprave employes
perfommece. Dedome | 00| meveals a dgnificant poesstive relabiorednp
berween mamsomaational, laisez-fale, and desccmile lsadesidp
syles on Enployes perfcemance, Furthemnore, Donkor [25] mevealed
i troeeiormatinnal nnd trassnctional leademship sigeificomtly mprore
employee performano: |25

T comes of the Garudn Indosesia and Jiwiesmya meza sandals were
becidemny ourried our by “Badan Usaka M Megara” [HUMNM} and
greatly sttracied publs attestion. especally from the lndonesian people
[55]- Amother case occunsed In an Blamic bkl Insdgutos n 2021,
ramedy the arrest of the bead of an slamic bank bramch in Sidomro doe
0 b St o Rmancing case [nu'bﬂ].inmpn:.mm. Z021)[ 34 ] Somee of
these pases are evideser of violatboss of mp management values

Coreprmirg, these problemes, the Minstry of BUSN bas determised
e exdstence of AKHLAK as o core value thi will seeve as o gaideline fof
LM mplogees ba achiee Better mﬂgﬂnm [15], With the =uance
of the Circular Lemes of der Minsscs b piman of ke Republic of
Income=ia B b SE-FAMHUACES2030 dmed 1 July 20030 mncerning
e Dore Walees of Humean Resources (HR) lor BUMM, each BUSAN is
regmred to implement the Core Y nlboes of BUMM HR as corperabe culimre
& i hesis o (he foematios of HR charpcter within BUMN, Sob
adiarie, and Cossodidmmd Afllaned Comgpanbes becommes s highe
symbol o BUMN bebavior, The core valkes are AKHLAK, an acrongm for
“Amomzhs Treworthy, Kooperss Competent, HarmanisHarmonlous,
Loval Adapefs Adaptrve. Koloborsfy Collaboratme.” 1t is hoped @i
AFHLAK will noi josa bercese & jargon of mgline bur a culvare in sl
HUMN W improve compaey perfermance mod make the Best conpriba-
DO D3 RO ETy bl i CoMmRATY [Nl g Resseaiio cuim } [35]C

AEHLAK is the core value thm all BUMN seest aphiold in mmning
dheir husinrss el carryisg our thelr da By weovities: 115 expocoed o be a
guide for the bBhavior of esmgdoyees both in the office, at home, assd in
therr srmundmgs The govermment requines the bBecaose it hoges #im
e BUMN frissdomation procss will be camed our thoroughly fnr
every weran msource, AEHLAK min b= a moral gomde in dealing with
wnras shoeks in the VIACA (Volmiliny, Dscoriainny, Cnmph:ﬂy. Amn-
bgumy) ern. DUMMN needs mn inclasive leadership approsch thas mn
answer glohal challenges i ot of ecosomde imequality, climan:
chimge, and unequal detribubon of rescorces [17], This ix very
mnpecennent S0 COENpREEE S T prcress hecmese there ore various problims
s BN bas 1o fece loncly, sammely morad valioes ol ane god opheid
[:5].

Harlyedl & Agusting |75 focwses an e AKHLAK |mrreall izl
mdex, revenling thivt there ==40l1 o npeed fo morease the memalontion of
AKHLAK implemesaation valecs in the valoes of Amansh, Cosapeiend,
Harmony, Lowal, Adapiive, and Collabomtive. The resahis of the study
by Hiarlyadi & Agrsing [771] seveabed thin enly thie competedey valoes
of the AHHLAE core vakes @ 90 BUMN hove a mafficient level of
ol mnarnita o, while the oier five AKHLAK walees are incladed In S
v mmlegary, 50 e fiedings can be wsed s reference sasesal for e
Miinistry of BLSN, pesciftionens md pepdermics as the firs benchemark
dara for mensaning the organizational calure of BUMNs,

Remrarch on AKMLAK oore voloes bas bees cammied out by Lestari &
Le=aira Ddrameza | 55] ar Bank Sy aria b Indomes i 10 was rewcabed that e
effectiveness of AKHLAK core values impacis smployes pesfoemance,
This effectively draboeres: e efficacy of AKHLAK S coie values as
fomdamental values that must 'he_ahrd'ﬂa.rrd mplezented & daily
ol serivizies by all BUMN cssployers o realze qualiry and work
perfommace s capected, amimately sedleciing Incremed employes
rerfornmee. Furttermore. Kot of 2l [55] revealsd thm AR
LAK's Core Wilees posiively and significeesly afiecred employes pro-
dmctividy at PT PLA [ Perser} Generation aod Déstnbuison Main Uni,
Suilawasl,

As the develogment of previous reseanch stodes om the role of
g ie culiure s esessing tee Impact of 4 corarsnporary |eadershdp
approach, ramely melusive keadership, on employee behavior such as
alfeetive comesimment and employer perfammnce, this rescarch was
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comducied by mideg o smmple of caaployers fmm thee: BUMEE i e
form of limmied |Sabilsy compomies and having ofices = Madrom (PT
IMES, PT PLN [Pesseso} Ens Java Dearlbutos Mofiun Arco, asd PT PN
I P& Pogodmal

Thenretienl background and hy poihesis developmend
Mclsie kodership

The leadisshdp proces al promobes an expesience of Inclusion
among foilowers i=s called inclesive leadesship [39] A incheve lepd-
ership sivle represesds Neaders who demonsrite cpenmes, avatabdaiy,
anil pceessibdliny In their Enemesions with followers™ [40]. The opeaniss
aspect indicries that the lender respects the views of sstondmates, m-
wlirs b lsares o pamtickase & declsion-makisng, and encowrages
spomlinates in mee new perspec i ves and innovisive bechengoes boosolve
problems, and the avellability aspeot means Sial mansers can belp
employees prompily when employess expeniesce difficulsies at- work
[41]. The spert of access@diny 1s the capacity of a leader w pay
atienginn to soboadicabes’ needs and boild dose refabionships with
sotordigates [19] Inclusive feadershp is peoplecrented, where m-
clusive Ieaders are goosd al listenlsg in essployers’ volors, e maraglog.
employees to work, and apprecisting employee contribesions [16])
Opeii manis, cfficless manapement, and availabilly ase the iz of
mclusive leaders [40)

leclugve leadardlp & 6 new oype of eadership that @6 staeed a5 an
elfective way of leadendip by eengdasming good relabores in ihe process
of aeraction with sebordinaes md encoamaging sebordisaies 1w
actively participse in the organization ihreuzh accessibilay, miersc-
tive, lirnes, and olemnee for mesnies a8 am effort b mealize cogama-
2atinnel suppoat Tor (e emploges [0, A thee Iadividaal level, Inchasve
leadeship focmses on the Jepder’'s md indrodonl followers’ vertical
selmlonship, samely the Jeader's proactive Behivior, oo feellinee fol-
Foweers” exprriences of belongizg, unappene==. nubcecery, and oompe-
Ao |55

fn melusive Seader mae hove the =%iBs o lead melusvely. Korn
Feiry identifind cmnpeiescies Bl are ementia for inclusive leadership,
which #® rmlers to as the five discpdines of inchetve leaderstage 1)
Buildirg imepemsomal bt being hones, establehing zood relabion-
shiges by Handing ccssmon ground shike beingable o apprecite dilkeres
persgectives from el 2) Integmibe ol bpde pespecines comssder
all viewpodn and needs of others skiB-lly savigese conflcr snun-
tions; 1) Opisvdsrg lent modivasicg md soppoming the grows of
others, crmbinieg srengia for collective success mreronmisg difler-
ences; 41 Applying on sdogdive mandset; aking a broad view, sdagaireg
approachis to relevien sinaagans, nnovarng by aking advasege o
differences; 51 Achdeving mansformigion: willisg re face difficul thizgs,
brimgpirg dnverse people o achieyve resulis [47]

Lporie oy

Urgamizatiosa ] culture is o systesy of stared undersamsding held by
prmbers aboll mn orgasization that dstinguishes reo nrganizaions
froem ome pmothes [44]. & oo view of cultsre prees m omgam izabon a
dinet chigacter [ 45], Culnere e be e pdvantige of @ orgasdaion I
the culture @ the oganzation can @eppost organizationn] poals and
esike e coganizarcn pdaptable to mpldly chaegieg s, Conpedale
o ganizannna calre s 8 senof salues, belieds, and says of dolng
things [4¢]. Caltwre guides employees’ dodly activibies 1o ackdeyve cerain
gnals [1]. Seven culiiral values s can be used [0S Easure corporane:
culbore mre adapiabaiity, collabormtion, comermity, cestomer oriesda-
thon, Setall esdenimiie, inmegricy, and iesall orlenimtios [17].

The " AKHLAK cogorate colture is the base for she ackdevemnens of
BUMN"s plass o baild & world-cless sepaanion, deseribod as lodiows
[45 4]
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11 Amamak (Trusnenithy & meass h.nl-d.lng_tu i fie Trust given; samely
falfillmg promises anvd commitments, being resporsible for ks and
dezisions, and adherisg o morids wd cdles B 6 g

21 Coengetent; meenns thot you atways contiese o lenmm and develop
your pibdites, namely inceasng =lfcompeence o answer ever
changing challenges, helping orers learn, ond completisg wsdgn-
menits with Ih_ehei guadity,

3) Harmonlous meiss muml core and sespect for Qifferesoes, respe
for afl pople regandless of background, liking o help eshers, amd
buliding @ conduchie work envirmmmes.

41 Loval: meare bemg devoied pnd prioniszing the interesiz of e
natlos emd state, samely maintaisisg e good same of (dlow om-
ployess, leaders, BUMB, and the Sume being willing 1o schieve a
bigger poal. and obeving the leadership as lnng as it does not condlicn
with e and ethics

81 Adaptive; mesns contingeg (o inmovabe and he enthseamst 1n ac-
vhviiti e o Sealing with ehanpe, mmely adapuisg quickly wbe bener,
cearinuing fo make improvemesds fo keep up with techinologionl

- developmenas, and soting proacvely.

il Colabomtive: means building smergeic cooperation, providing
oppamusiles for Vi pamies i costrbure, bedng npes oo work-
Ing wnpethes 1o produce added walue, md mobilidog varlous se-
snurces for mmmon goals,

The Shinisiry of BUMM instrocs BUMN to irsezraste AKHLAK's oore
wnlies into the company's Sanageeent sysem o ensure thi every
employee has beavior aligns with AXHLAK s core waloes [47],

Affective commmibmer

The comcegd of affective commitmesd = based o= atfisadingl
comEniment ety (ACTL which focuses on an individual's desie o
e in the orpaedmstion |[240], Affective commr ment cim result from
spcific befaviors tal are Secdy chosen oves e and an oause -
dirvidhaa k= g0 feel affectively atinched i the orpaeization [0 ], Affectre
coareniiment = cme compoeent of orpmazaional comemiteent. which
medfers o e e plnyees possssing. conivl omal mracksness in involve and
sdentify the coganizaiion [57], Afectrve comenitment 15 m empdoyee's
emoticml anaehment o e cmployer S sirenghens e cmpdavec’s
semine of beloeging and involvement with the cogmization [0 50], &F
femive coasmimment & defired s employess’ emational level, mach-
ment. identificatim;, and inwolvement = the organmestion [54]
Emgployers emotional anachment o the segenizmion |s called aSecoie
commnitment [0 Afective commritment i= o employee's personal
chmoe bo resratin comematted to Se organizason threog® some emmctional
entbeisnn with the organizagon [11].

Empdoyes pedformonce

Mocordang o Borman & Medovadlo |4, employee perforsance Gin
be defimed = activites formally mecognized as port of the job and
coaaribuning 1o achievieg orgamdantosal goals. Perlesssce & @ mulo-
dmensicnal moncept, whese at the mest basic level, it iz divided min e
mshk and costeatunl perfsreance [56]. Employe: perfonmasce b e
el ackieyved on eengldoyee acivites with engloyee skills in warious
druations. Empdeyes performance Incladis camylng our the eesigeed
msks scording to dhe specified time, emplover competescre. and
effertlvemess wad cflidency In carrying oar Wik

There oie ten dimensions of cagdoyer pedommunee the action
dmmension, the Behavioml aspect, amd the msult dimension, ibe per-
formance aspect [G7] The dencreinass of dividund pesformance
differences hmve received n great denl of mitenion m neearch, for
eximpde, Indlvidml tralt varlables feg. cogaive abilRies, perscoainy,
sakble mnbrvaoral digpeenions, phosical chimacien=go, aml wbdlitdes),
cormary varlublis (e.g., relevant knowledpe md sl amiodes, level of
modivatinnl, and sifumtional charae teristic: (eg., reward stroceare, peer
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manageral sed leadersfip) and Egenactions besween individuals [52].

IBeere mre eipht basic =ubstangve focioes of indradeal performance
Im woek roles, samely: 1) sechniesl perfeemance; 2) commusdemlon; 3)
Initiative. persistence, and effort 4) mumeproductive work bebavios
5} =opervisory, moragerial, exeoative (Le, hiemscsol) leadership; &)
Bderechical management peromaanee T) poer/eam mesber leader-
ship performance; 81 peer/iern memter manngement performance
[=4].

Mckeive kadeship and componee culnee

Carrendy, culbare 5 soen f an Inlasgiods fovce wits farreoching
comsequesyoes, o the leadership must se the coltuml comtexi miker
whas as 6 persodsl style b keading asorgasgzaton [21], Leadess play an
rpmtaer mole in creming amd fmming instintives o faciitate imclusion
In the warkplace [17], Leader befavior & erscial in ereting cifbie
warking condibons amd a2 srong cezanizabtioral calivre, Leadershig and
caprdmnioaal calire ane e rwo Ewer impanant organizations ele-
ments for 8 ccenpay 10 mmpee secocsdully dnd gy o e abls
advimdage [22], Tacemira [~4] revenled thas leadership bebavior and
thie: dom s of arganizitinnnd s ipizabon are related 1o and prediooes
of copmizatiosal culbure [00], Bargas & ¥orousas [00] show noshrong
selaionship berween cultore rype amd leaderskip siyle.

Furtbermuore, Sdmbcd & Yegilado [29] revenled that the chmesrabic
leadiship syle |s a leadership siyle the sgmficanily Infuesces orga-
mizimional culisre, Leadersyip style improves corporate oulivee signifi-
camtly [0 1], Beferming to e resulte of this mpdnoml] study, this study
cuplnres the relaticeship of nclwese leadershin m the core valoes of
“ARMLAK" which have been svemaliced @ the work culsam of BFUBMN
employess Sireaghea Indoncsla, with e follewing Mess hypottesis
(HE} fnreral tion;

H1; inchosive leadendop mereases “AKHLAR cosporate culibare
slgnificantly.

.ﬁuhu.nthmtqrmd affaiive commyme

Fram the pespective of Soclal Tdentiy (51} ooy [62], Inchasive
leadership can encograge followers o feel that fullosyes ame par of 2
seam, this increasiog llowers sense of befosgieg [61]. Leadership
stailies seknowdedge e 51 deary, which explalnsleadesSdp as a group
process resaltrg from socil chssifemion and perscenbined peocesses
relnted o soclnl Wenmny |54 ], Thacagh soclal exchange [26,65,66],
leadeship can infloesce  affective commstmesd. Sevese show that
wnrkplice spieimaliny medianes e Eflueno of spirdnal leadership on
crpmianioral commitment [o7],

Trenple- orke raed videes (resgect for pecple, mngsa ey ) and elcal
behmvior wndues (eihice, svcial responsibdity, md toreparemcy} me
significant predicton of iccive commiment [1]. Mabembe & Esged.
boecht [9] revealed that these 5 a relstionship beoween servomt lesd-
ership and affecsive feam commitmem. Demvinme & Akdoges [D4]
sk that etbdenl leadership, disceily and imdirealy, alleces afeciive
commitment and bemever intentios with the mhical dimate a5 media-
lon, Grego-Plaser [12] shosn thar good Ieadership his a positive rela-
tionship with affective commitmesd, The better the lesdership, e
Bt the alfemive comamiment of de subordinaies. Chol eval. [10]
homed o positive oead significemt impac of inckedve feadership on
cegamizatiosal commimment, whereis Wang et al. [20] revealed th
e lusdve lmadership Incremses affective comenimment sigedfbcamaly,

PBaekrk [59] revesls tfat inchasive leadeshp hee 3 posibhee and
sigadficant relntonship with affective comssstment. An explanition of
the Imk Between inclusive lepdership and alfectve commiimient is as
Tnlbnwss 17 Imelusive leaders e opeey |Etes md respond oo fullowers”
epamimms. value followes' comtribubcss. and =hare visions wigh dnl-
bowiers so that foliorwess end o fecl empowersd, glves fendos, treaned
frhy, and given tret [09]: thos, from ae S0 theory [25] sudh Favorable
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memmenl, mothvares employecs 1o ecipoese Becagh an Incressed
affective comnmitment to ihe orgamicstion [26]: and whes employecs
& and wespect thedr sopervisors, they exhibi a bdgh el of affecosne
orpmmisional comnmitment [71], 2} Indwsive leaders whe bebave ina
mpporttre manner cim meel employees’ socoemosonnl meeds for
approval, appeeckatiom, and affilison, inceeasieg allective commitmess
among employess fo ghe organizadion |70 ] ) When mndwsoee lenders
Eszhie in g supparidee maeser, this s appeecialed by employess 20 Siw
wrcerta iy, anxiesy, and employee mle pressare are samAmized | 7],
which in tum mn Iseease employess” affectlve commimesn 62 the or-
aomizbon Jitong et al, [17] revealed that transformational leadenddp
dgniticanily mcreases aftécmve organizmional commBmess s work
perdfommmee. Therelone, this Sudy explones the mfeence of Incheie
leadership on the level of affecive comestment of BUMY emplosees,
suhich bs foemudated shrosgh b seeond hypatbesis (H2) i nllows

HE: [exclusive
significamtly.

leaderslidp  Inevemses  affective  commitmesy

drcfesive deadership and empinyee performanee

SC thoory stabes that a highrgua by relaborsidp enbances o sen=e of
mnundity or reciprociy [12]. Leadership & sssentiad in malnaisisg and
Egeoving ompiorver perfonmEncee in varipus sRupticss 1 B overy
levgpeemiet fow the leader go follow e dghn direcios and Base high
medivatinn bo he mocesfal and Bemome 3 role model for the =ob-
ordirates @ ihe crzanizaben The selstionship betwesn lenders ond
folioweis ooomes [mportant |8 varons work wessds (0] Fecusing on
e grows of the sobomdicate’'s vobae systes, the level of motivation
and mesale of e subordinaies with @e groweh of the mlent of e
miburdinates &= very dposiet for mansgers in leadendap posstions
[72]. Loademship & esestial i ndividul job pestormancs and orgass-
masonnl growis [11],

Ovpnsdentional beiders in [mdosesla during e postCOVID-19
pandesroc must ndapd 0 8 new ledersyip myle sppreach o maEsain
and improve emgployee perfummaece |70 Pocticing inckiave leader-
shiip mn cosaribure o solving small and by challenges @ comples oo
virunmenis [ ©7], Inchesive leaders can buikd opes relmtionshge with
employees theough e suppor md eeognition of esaployes Incheie
lendership cam srprove adapsive performaece | 5] 5C theory provades
mpoatiet theoretieal esighas i leader belvior e leders
eemgribution to the desred catooenes of followes [10]; s pramciple
aifigaits the selatlonahilp Bermean Eclusive kadesship and employes
pedommmce: This stody aims o explore the impocot of mclusive lesd-
ersap on eployer performance in severn] MUSING & Indomesda, with
e formulation of the thind hypathesis (H3) e follows:

HE! Incledve
significimtly,

lendesship  inoreises  emplogee  porlcemance

Corporie celtrre ol qifectve comortmend

Corpormie colbere = consdered n oritical fackes in improving or
pramileg orgnnlaiiosal goalk [71] Aceonding o Camercs & Csnn
[75]. o umngoe comporate culivre cam heldp compreses reduce oecemisty,
creme ool order, ceeme continuBy, create colleerive Identity and
cocrmnitment. moed clanify & vision fee the fubore, Orgardzaticeal culime
k& am intangible propeny of e cogmnlzarson msd hos costrbuied
gnificanily. Diffesent copneiantional calnes femd 1o develop differeen
frpes of empdnyee commitmerd o their orgamxmions, ood most studhes
wewend b positve Bmpact of paluse on empliye: coseniEent [76]. AL
fective comenitenent = a bond Betwees e employes and $he orgam-
snon whese the empioges works I7 s Bke o fenily, so enployes are
willeg in give everything they hive b dmprove pedormimmce

Imarrmalizazion of of grnzaticosal caluse (shared values, bellefs, and
mieenl m employres can affect emplovees” emotional Hes with the




WL Sl .ol

oegndmiion, heredy increasing affectve cosssdment [51]. Aziznllah
etal [45] show that erganizational colkure fereases three démensions
of copredant ol caliure [affective, contisamece, normoglivel. Furtei-
meae, Udin [77] revealed that rationnl culigre inflwences nffective
commitment Parthermore, Setioemn et ol [77] sisfed that cepmizn-
tinnad oo oorpoiae o Biiree spnie ey soreases allectve mmmEme.
This study explores the impact of "AKHLAK" torpomte cabure on e
dlfea]ve commimmens of PUSN unplng,ue:. ki e oermiebarine of (B
frarth Bypothimas (H4) as olows:

H4: "AKHLAK corporsde oulime Excreases affective commsmes
slgnificantly.

Lorporir culiore aml emplover performonce

Performamee i= imporiant for organizations because employee per-
frrmance beaids o osgiadmtional socmss it B ako aponnn for -
dreidans becrree 5t can be n spurce of emploves satsfcion [0,
Eeployer perfommonce is Infloencsd by organizetionnd cuure. Onga-
miziional culture @ the form of sodal norms, moals, ways of doing
wnrk, oo apecife nd unique ways of each orgaede ] on cis Infbesice
employes performance [74]. o [40] revealed oorpomse onlbore’s
pozitive and sgmificant infloemee om emplogre performmmee. Employee
perfnrmisce & an Impartant elessent for the cogamimton, lesding fo s
elfective development and prowih. An effeciive mure in copomz-
rionmd syesns 15 Beeded 0 create o armning cavimeenent that eheair-
apes ircrepsd employee performmance, Mamy sesearchess comesder
madivadiind tarsors (i, ahility ased eliex) Impartant in hlghlﬂ,hll.ng it
Eink betwemn orpmmcatiomal colture and employee pedocemance [V1],
[Gandner & Schegmerhom, 2004 Adaes ot al. [74], Askehhl eal [H2];
Syadil v2 al [61] tevealed that teere is o pasithe and sigaificies rela.
tionship betwern orgamirstionnl (oorpomnte] cobure and emplopes
perinrmiesce. Compadies must S o corporate e by Increasisg
AKHLAK vaboes o mnprove employee performance [10], The study
secnnfrees seviral previous stedics regondisg e lrgac of "AKHLAK
corpsxrate culivre on employee pedormasce, wiith the formulabon of e
fifth lypotkests THS fs fnllows

H5: "AKHLAK cospariie culsane iscreases cmploves peniormance:
slgnificanily.

Affecrhse commimoens and eoplopss perfrrmence

lecreased peploves istemal pedformance & coused by emploves
comnmitment [H4]. Employees wish sroee affectne commnitment me
metivined 1o achicve higher pedomance levels and make more meas-
mzful comtribuiions -than ergdoyers who mpres= contemamce o
meamatioe commimeat [55]. Srong affective commmest s believed
fn be crmical in crganizational success ¢o achieve higher pesfoosance,
Afective commitment com impact indnedml bebaviors, such az per-
lorerasee and eoganiziics ] behavioe [51 ). There is a dgnificant rels-
tionship between prganicminonal commmitment and mrrole performanoe
[=5]. Fanhemaore, Kim [07] revealed afiective commilmes affecis
periormmece @ mles. Afective commitmerd cm Engrove employes
perinrmumsce sigadfeasly [55,85559].

PFurtbeermuore, Admm et al. [74]; Lean [00] shows orpamacational
commiment and emphyee perlonasmce. Employees Bave high affective
cebdgatiors, fo employess will want bs @oy m the comgany and Infbesnce
employee performance. Emplorees are bappy bo do additionad work For
the eospany and willieg o provlde saggetions for impenvements for
the comgazy's progress, Pefeming to the Erdimgs of previoas stodées,
the slsah hypotkests (HG) 1s this saady 18 foemubaned as follews:

HE  Affectlve commimmess [screosss  employes  perksssno
significanily
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The effect of iclsiive faaders iy an offectve compemse thimigh
corpanmte culiure

Chrparazabomsl or corporate culture represents the pesernl pemcep-
won shiwed hy all crganizabicn memben (G P, [91]), Orgacaational
o cam be Interpreted as an image of Badeship aed 15 20en a8 on
wrpoatied poal of lepders, which dndndes infemporsonal relations, vl
soimeat, Bume perscsality development, employee perfarmance and
mitefhction, orgamxmional image, aed benmd [97], Leaders can infle-
ence arganizatonsl culbare by crvating & shared vison, correcting
mappmoprinde employes behavions, opesmmg lmes of communicagion,
and Integraring and waining sew emplovess [13]. Saboedinates e
willieg 1o ooperate with the leader o che lmders views are ethically
coreetend aod accepiable o emplovees [f the sobenlmaies do mod
Aupgert e wnlues the lemder deslovs. i will allow e proveti of various
subaltvres within the erganization (C P [41]0

Cghonng & Huiwe [04] reveabed that orgasizationnl culbere medi-
ates the influemce of fead ersbdp on company performmece. Hessedni et al,
|50 Peweaked that argani zadione culbee & signifeantdy modatead in e
relativnship between leadendip stvle amd organizsdional lerning, Kaur
Baggn o al. [15] demonstrare thsl orgasdational colmre parlally me-
dllares ree relarioesbip berween manslormaticeal leadership and dGinege
management amoeg virtual eam employess, Based on o previous
emplrical snodies, s sedy expiores the rode of "AKHLAK" conporals
cotbore @ medating the mfluence of inchere leadersdip om the per-
formance of BUMN emgdoyess, with the foemudation of e seveath
Fypothess (HT) as fodlows:

EEF: “AKNLAK® comporate cultare smediates the effect of mcheshe
leadership on aflertive commimmest,

The effect af mclonve faadershp on empdovee pedformaonce throagl
coprae cLilnie

Leadersbdp & one of e mos Important cosgossnrs (o impraving
mhividual and organizmional perfeemance, Lesdership is a reciprool
social infleence prcess In which leaders ond subosdinaies infleence
ench otfier ap achieve coganizabweeal goals [%9]  Lesdership is an
entfeskistic almosplers and culnere 16 an crgealmion. As effeoe
Sendershlpy soyie cas encoardge cooelieace by developlng orgasdzitinnal
members [47] & Jeader Bas no easy resposeddity, so it takes a high
omenliment to cnmplets msks [95]. A ksder b5 peponsibie For
peoviding poidamce and shaning krowledze with subordinmtes do lend
aibordinares o bege perdfomesee and moke sobordisatis crpems in
mainimenng qualite: e on be done by culibvatmip o quality week
i,

Attibodes ane part of organizagonal cukure and employes pedor-
mane, sregihening the relainnship betveen arganizarinne eultee
and performance [4e]. Al et al. |55] showed a stoeg relatosship be-
meen keadershap =tyle and geml#ty work ool Farhermore, Svafi
et Bl [A1] pevenlsd that cosparste culure pardally mediates the rels-
gonship between lendecship style and emglioyes perdformmece. P &
Bosea [W1] revealed ihat all conporare culnere dmens ons (issovare,
bereancmtic, md competibre) significantly positvely affecied perfor-
muinie] however, bareraratic culsare seeanded the highesr mnmribe
won, Fathermose, Lai o al [00] revenled thad work enpazemend
e lates the relationshilp between randomaional leadership and msk
pernmamce. This sady explores the medating role of "AKHIAK
cerpanie colure on the mdluemee of Excludye leadensydp on employee
perinmamce, 5o ihe cighth hyporests [HE] s formaldnend as Sdlnws

H&: "AKHLAK® corposate culmere mediaes the efiect of incheive
leaderstip on employes perdomsnee,
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The effecr of inslesive lmdsship on emplayee performance iiroagh
affective commimen

Im pchievieg compamy goals and pood meeagzemnend, engldoyees alm
comtribute through ther performance. Therefore, comparses peed o
el Enin emgloyer pesformance so et 12 remains opgimal, and ane of
the vy is by paying atiendion smd formming an effechne commitmesn o
cimployees, Affectfe commsmest from sspdeyers cannst b formed by
msel Bt is assisted med mupported by Se coegany, epedally fop
prnagesenl or leaders Orgrsizational kadeshlp must & everythisg
mecessry Ao inspire subordinges o Emprove work perfformance and
ackieve organistional success |25 Emplovees with o high Sevel of
dlfeative comsniment we morm willisg and motvared o cosribune
smficanily 10 the organization they week dor amd improve their per-
T Eedde and canslde the rode [20,100],

CRioi et al [19] sevealed ot organizsonal commmatment mediatbes
the relatoeship beavween Inelusive beadership ol sapdoyes oalivity.
Thiere is an mcdirect influerce of aeclusive leadership on enhmeecirg fol-
leer malie chaege thrcugh effeoive commmimment [50]. Meashile,
Fra et al, [107] revealed i inchesre lendeship incresses she crea-
ity of subordinaes by increisig e piychological secarny of ssb-
celizanes, bat InBibin the creatviy of pabcsdinanes by reducisg stress
related bo chillerges Saless of al, [100] show chat servamg leadership
smosgly predicts affective beliols, cogomluitiond] memder betavios
LR, e dnsk performance of sybordimates, and affecive bebieds fully
mediare fhr pdferr of servasn Sesdership on sk performaece, and
partally medate the effect of servant lexdersbap on sabordmmee QCR
Dumrpe er Gl [F04] revended e pode of perfecr medisgion afbecdve
commitment fo the mfluerece of auitenbic leadendap = Bcreasing =
Aividaal prefoamance.

Purtsermore, Dimker [20] reveals that crgmmizatiosal commemess
mediates the effect of ransactiosal leaderstap and hisser-Gire leader-
i on saboar e job performu e, Pathoesone, latong etal [27]
revenled thas tmnsformational leadendap sigraficantdy imoreneses affec-
tive neganiaitions] commdment md work perloimance. Based on pee-
wicne rescarchers, this stody exploces the role of "AKHLAK comporate
culnsne an the efect of Inclusive leadership on cmgpdoyers penicemance,
with e fermmalation of the ninty hypothess (19 e follows:

H % Affee tive commiment mediates the offen of eludve leadership
mn employee perdmmance

The effere of corporare calnire oF emploee perfommance arough afecnine
comEmEn|

Usrgnmizaisoea | comermment can be interpreted e the level of lowalby
employees fecd mwands the cepadanrion wher employees work and
remopnize $ie rales and values in the organixesion [100]. Many empir-
bl snudles Bave exasimed the elikoeship berwern organdeational
culiore, commmitment, and pecformance. Crgamizatcmal culivere can
mpreve empdoyee perfonmance. teongh affective comemment as a
edllatisg visrdahle [74.75]. Employes are willing o cosaribule inore o
wurk bemg homsdled o employees feed they have bmgh affednoe
commimeeny whess eployees Wil perfors better and even suweel
wmndards, Stmng orgamizstionnl commitment i bebiewed o Be oan
It Success |6 achievisg Bigher porlbrmancs, dewsmingd by a
rorg, cepardzaticenl oultvee, Udin [77] revealed shat rabionnd culture,
as measured by 5 disersioes adopred fom G, Hodsiede [naseely powes
diteer,  masculingy, cofleciwlsm  uncemadnry  asoidance,  and
lecg-dorm oripmintionl, impacts affedie commitmesd, which affects
employie: perfonEa s

TEe higher the affective comemitment, the greater the influence of
copamazn ol ouliure oo employee periormas e, whiere employess wlhio
are commisied bo comtizammg to work dn e crpaniemtion are cmmed by
smengihening perceptions of the ceganimadmel culman lmel To
Erprove empicyes performanee, organiemions need o developa strong
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and cosasiied culure [74). This soady specifically focwes on aflective
cooramibment bec e ®refers lvarious hiesnsare showing that afectie
comveniment 15 Edlummend by organzaional oolree wnd has e sos.
zeea effoct om gob performasioe fixcoes comrgared fo oiber dimensons of
crpmicmional commrdtment. Therefore. the temth hypotbesis (H100 s
foarmaakanid as [odlows

HIE Alfexive comosimenl secdiates e Bdlueno: of “AKHLAE™
reeparme culsare en employves performrce

Thes stody exmnines the mediating role of copoeate cultee "AKH-
LAK an the Impact of inclesive lemmdsg oo alectve commimmesa ond
empliyiee performance. The mescarch model & deseried In Fla L

Researels imeerhads

Pogedation aad sl

I hype el nosaing, his reseasel wass o g midve dpproach. The
resemrch populnbon = permmmess emgdorees of sime-owoed comga moes
engaged I manaliaunsg opemtisg in e Madiun es. Fom e
remepech pormm processeg process, 1t wie determined that the resemech
chjerts waere eee Srane-ownid com panies lo e fomm of lmdted [kbity
OO REES el wiith cdThees im Mad S (PT. IMSE, FT FLN [Pessess) Eia
Jeva Dastribubion Madiam Area, and PT. PN XD PG Pagotan)d, In accor-
dance with permdrs lmm the B Risoarces Departsent, the sample
of permanent eployess of PT M55, a sebesdiney of PT Inka Sadii Sofusi
T IMS). B5 400 poopds; pesssanent employess of PT. PN X PG Pagotan,
and 45 permament emphoyees of PT PLY [ Persero) Bt Jrva Distribution
Sadiom Asea 50 the mial semple & 135 permasent employees from e
diree U5, isrbaation of goestcemmees was Sclibed by 1L

Bezeprrit dool

Im s simdy, the bock-tramshson procedure was med w desipn
{juitinnnaire) virabie measisements The inltlel English vemsson was
transated inbo Indomesinn with seme adsments tosuit $e Indomesian
coaretand thes reSraeaiannd inpo e ool gleal legange. This prosedans
= uried out unidl the teo versions of the measuring scale masch e
eenmdng This article Bas four scabes, seeisned by 6 5-painr Llikesy scals,
mngEng frnm 1 Gameegly disagres) oo 5 [Rrongly mree). The deimil of
developang the scale are explained in the Bliowirg pamgraphs.

facdustee lpadership B deflmed i a leader's display of opemsess,
arcessibilsy, and availabiliy in leaderdollower interscton, mexsared
iz the nine-lem eeavare of inchoive lesdership Crresell eral [40]
with detmils dimemsions of opereees [(ree Reme), avmlnbdity &
mensling (fow iems ) md accessihily dsensions (o iems) Siiee
regpomdents were asked to riwe the feses foe their immedinte manng-
erflender, the wenlisg of the s was slightly medified st sis
sty Example items indode, "My lesder is open to herrrg mew idens”
topermessl. "My lender ds mmiksble for consaliation on peoblems™
(wrailabilay)l and My leader 5 acessible for discesing ewoging
penblemy” (acoessibilidyl, Cronbach alpéa for 1L was 00594 the svme mole
wies i Bn cdher sudies thar reporeed high reliabilicg [40,106,107].

Corpeemie colture “AKHLAK &= n befinwicon] guidelme for HR of
BUMN 1o be dmplemsenied in dadly behavior and foems & work culnase in
BUMN, consistimg of dimensions of “Smanss” or trustwonhisess [ teo
W], competent (fear rems); Barmonious (e e, Byal (thees
lneme}, adaptive {three less), and collabomrive [thres Rees). Examgles
of statemend ikems: 1 am responsible for the treks, decEsors, and actions
weere mhken” (memwonhivl ©1 improve my s o answer e
ever-chargeg challemges” (commgeetent)l; "1 bmild 0 condocive work
envimsesent (Barmoniiis); ©1 ey the leaderdip aslong as @ does mol
condlict with law and etbocs” (leynl) 1 quickly adiess o beang betber”
tedapaivel ©1 am open o owoilieg mgether o produce added value”
{mdaborativel,
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HT: lichsave Lesderdup ¥ “AKHLAK” Corporste Culhee < Afcelive Commpsacil

HE Tucliwr e Lesdersdarp #“AKHLAR™ Cur

H#: Inchure Lesdersbup < Allecise O

Caltine -# Engpluyes Pesi
2 Fimh o Firk

HIk: “AEHLAK” Caiparale Culfiire b AfTective Coumitinsgd ¥ Employes Parformanc:

Fig. 1. Research framewark model,

AHexive commitmens 15 defimed e emplovees’ emotional level,
atmme hment, destificmion, and Evelvement in the orgasization. Affec-
tive commiiment is mesured ey 4 sadewent Sfome refemed b by
Bleyry & Allen [52], samely: "L am hopgy o spend e rost of my cascer
i this compasy”; 1 feel shat the problems that ooou in the compaeny e
alsn my proddems ™) “1 il proad o bea pam o this cospany™; and “My
walues mpdch the vrganizabion’ s wadoe"

Arccording to the behvioral approsch @ mansgemens, employee
perinrmee 2 defined as the quanriny o qualiny of sosething produced
or mervices provided by soemeone in o prrticolar gob [f0s] The -
mensinns ssed i empleyes perfcemance reder i scveral previous
emdies work performpmce [1070]: deciplime [0 10,1111 reabiviiy,
croger it on, compeeroe, and responsbaing [100 000 ] The emphoyees
thesrezlves carry oot employee performance mensarements. Exmeples
of s eEen inems ane as fodlows: T work hord to ger bemey isailis than
oy cn-wnilers” (work pesfosmance 7 follew the rules applicd by e
compiry (deciplinet "1 am able to ind pew solssions for slving
protlems i ey work” [creatfiy L 7] am abée 1o cooperane with athess in
comnpleting my work® (coopermiond; "l master my ficld of work”
feompetencet, 1 am fully respoesible for the real of my work”
(Heponsibdny i

Data was collected by d@sariburieg questionnaires o pemanes
employrees m the three comgardes. The dma collected tsmugh the
s Doraai e, processd with SPSS vergion 24 and Smart PLE version 3
wiesd through hwee siuges, samely he scismement medel evodaation
sge (yalidity aod refishdity test), the evaluabion of commen method
o, e mode] evalantion sage [R-squire sl QSgaare predbe-
tive relevance, and F iestl peed the Fopodhiese sessing stape. Medimion
mle resting wes mm pddiosal inol, the onlise Sabed e sltware.

Result

Valdéce and reliohiline onadyss

The level of interenrrelation Between warinbles and foctor aealywsis
cim he measaed g the Halses-Meper-O8n Meaane of Sampling
Adegquacy | BB MEA), and coemvergent vabdity (leading fioor L 1 15
KMO MSA walue s greater than 0,50, then the asalysis peocess un be
comtimoed, Test the validiiy weing e value of the bading ficbor
[comgoent mirin], which s cossddered adogaane i ke valee is> 0,70
Belintdlity tes wmsing comgoene relability (CRE Avemge ¥Vnolnoe

Extraceed [AVE]L and Cronback Alpha (C4 L A vanable isreliable ifit bas
accefficdent value hetwees 1A0-0U79, which indicates acceprable red-
abilgy, and a coefficient walue Bebween 180-1,0 indicites good reli
ihl|l!|l [IiiZ): 311

The Kezees-Meyer-Olkin walues shown in 1050 | are =06, and sig
000 {-005), and ned explained varlasor = .50 so thar all the i
dicmons tested meet the regaremesss of facter analysis. Two meoamre-
ments of emplovee pecformmoe were exchoded om e tes becise
iy hiad 6 Bicor lnsding walue for from 070, samely disciplise ond
cocgpermtion, The revalis of the mémed component rasm show thm oll
mriemrements have a keadieg @ovar = 070, $0 18 can he stared dan sl
memmremeras have safficiess wilid®y, The religbdlity fest resalis show
good Tediab@3lry becrase ®ve CR valee ls = 0.70; AVE vadse - 0.50; and
CA vaboe = LB,

Aszmmmends of pommn mesod variorce

Mtk bdas is greernlly msessed using thd Miriasee Edlaton fusar
(MIF) calculaied w asses= multdmllimeany. VIF value= ramged from
1000 0 1242 much Inwer dan the upper Himizof 300 [113]. Thee-
fore, thie probdem of mulbioollmeanty does not afect this analyss The
mralticollinearicy pest s e megression moded & alse seen fmm e
Esgenvalae methods sed Conditlen Index (C1) Gigeeealue s the v
anee of e lisesr combinaden of variebics |f the elgravilos & vy
small {ense sn QOS] ir indl cntemulvicolliseariy [204]. 1o geserald, 1F 1
<15 micans weak muolsicelbmearivy, 15<CI<A0 indicates moderate
maklceflinearity, fed C1 230 indlcames stroeg multicolsearivy [515]).
The pigenvaboe obdmned exceeds 0,05, which mrges ffrom 1,087 &
29=3, and the C1 value obtained 05 kess tham 30, which roeges from
12458 o 24963 Thes shows thm there ane mo syrgaums of moli-
coflinanty in e serboe regressinn maded,

Deseriprive soovlestes {Men} and corelvion bemseen variaiie

The meealis of descriptve stabstics mean) mesd correlason between
wmrhindes ane shodvn bn Toole I

The resulis of dmsn processing in Inble | sevenl that meposdents’
e B TRl (5 fovad resscaerch: wiirinbies (i lusivie leadership,
corpomnie calivee “AKHLIAKY, afecirve commmmitment, mmd employee
perinmanzee] show high aversge valses, ranging from 41099 o 4.451%
with mm 5D (Standard [eviasond valoe reegmp from L4448 50
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Table £
Validsy andl reliadiilily consrucia
o bl (g I B Wik cra) Lhpir fenis Jiaking Foctii =07 (3L Y CR =0T AVE =I5 LA, Ly
Isehike Leaderdhip Opmness (Upk R prEE Date
bkl B O [LEM 0524 fE1]
ArcumiiBiiy (Ac] DB
*ANHLAK " Corpremie Colum Amnarak [Amd DET DART DATe
Comipeisi [T Akl 0 Bri2
Flerem pi e (Ebach DR
Leryal [12] LT10
At ve [ Adapl PES2
ol bl s {0 BELY
Al Commiman Alferes Cormrrdimm ] DLTH il ] DR
Alferres Comrmdimm s i i ILRE] e
Alleerive CorndrdImann bER
Alleties Copdailmai LB
Empicper Parfzrmacon Wik Ferfcorarew [WFI DLTIT Dufd 28 nEa L | DAT1
CUrmaibdiy (Tl DL FE
Cofapeteiay (0p1 W]
Regumiibibiy (Reipr LEF
Tahle 2
Docziphive slatistoy andd : & e all hk
Vorinhle A = 1 1 a1 L] a fi
1. I humvw Lasdiradep 4E|e AT -
2 AEH LA oo fpeale culRife o BT Bappee -
I Affpoive oot e ERL kY (R Dl SgE JETE -
4. Eeq kv Ferfursomoe 4.5 BT -} SRR e -
L L L kL] B A5% -
. Cesaler =] 134 1= A58 i
& = 135,

Motix gl < G0 *ipvalie < 0 T pvadue < LML

OEEa0E, Coarelaninn rest fox all ssearch variahles, we e inclade age
anid zender &= contml warmbles, The lest resols showes in Tohle 2 show
rhiat thic fowsr research variahles hive a sigedfican positive selod osh ip @
p <001, with e highest comelabon valoe in the relsBoretap between
afeative commimmess ad espdoyer peformmes (1E3TL The npge
vanatle fps a mgnificint reladceshp with Excludve leadership ot
piid while other varobles have a =gndficant relatosship, The
geader variahle has no slgeificara relatiosship with the foar sseanch
wanables,

Feadation fir model

Miodel aceurncy wis lesied ming he R-Square 1= (R and F es.
There = no definite measare of bovw much the B2 viboe is s that o model
cis be said o be good of mweet the GoF criterlc some argae that a
manimum B vahue of 064 i3 ideal, mmd soeme =y at besest 050, However,
theze e also cxperis whn sinbe dat for socil ssearch e B wolue of
020 izeydficies, The resds of e P test can alkss be ped o evalume e
model's fit, nmmely a5 8 guideline whisher e mnirfegtion of the m-
dependent vimlables” sanabdiny to b Sependent varahle's variabilicg
= sgmificans or not. The value of B cam ke seen i@ Toi0e 0

The B of sules In siespde and multiple regression mzsged from 1,302
o 601, The rocgee of these mumbers i= staed 5o be quite good o good
Because the B of the savey dam means thar 10 & a cros-seezion ab-
tmmed ffom mpey respondenis as redmively the =ame dme (138 re-
spondents in thls sy ), so the F'.2 vishse iidnined 020 o O30 which is

Tahle 3

"
Ko gori Wortshie ke
AERLAK Ceipminite Cultire .
AT ive ol ol BRI
Fopicyer Piriomunes 21

quite good. s crosssectioo] modellng based on sarvey digs, Gans
sippest= that m B of around 10 %20 % is normal (i e o
Akt tum, 1 [ 116]. Furibermaore, the resulis of due dfipenoe as
awhole surwe a value of 32 = 0063 pd e NP value of G772 The
reslts of the model fead by ces showoed (B the strocniml sgetion
o] met the geod fit criteria

Hypaothesis testing
Vhpadhens eshing resulsy

Iahle 4 and g ! illpstraie et the pais coeficiesd of the B by
poityas: s formmleed. There are Two hypoibeses S ore B scoepied,
mamely H3 [(Inclusive fesdership imcreases employvee perfoomanoe
dgnificanily] and H5 [AKHLAK corporate cabure sygnificantdy s
ey maployes perfommance) This shows that inchesiee leadenddp
mn saificandy improve “AKHLAK" mipomie calnere, e effecoe
commmniiment. Likewse, the "AKHLAK ccopomaie culbore can incregese
alfective cosssimment. Furthemmore, the employee’s afeetve conmmir-
B hm fmprave employes pedomace

The rew of medianng effecs

Thee sesult of testing the by pothests of dee medlarieg rode of corpo-
mie coulimee om the effect of imclusive lesdership on afectne commit-
menl and emgdoyee performasce, as well as the medianag mole of
affectlve commimsenst on e iefluesec of Inclestve leadership and
oorpor e oulbare on esphores performanoe, min be seem in bl 5, Test
sobed mellnge @ R s e e ey, of g Wb ad el B,

Fable & s the resalts of tse medintion dest fur the seventh [H7),
pasth (HS), and testh (HTO) Bypotheses i aceepred, while the eighth
Foypoibess (B & ook ecepted, thi=can akes be seen in 7000 4, tha e
corpon e culture REHLAKT I not tan disectly Impeove employes per-
formance = thi they o smable b act ns mediating sgents dor the
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Table 4
Hypailues brsling resdlis,
Hypothei

i1 Bideve lamlardip
bimpercas “HEHLAK
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iknficimly
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e nifeoive
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Bidisive laslakip
IR TET ETphed B
i nce

s El s
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rulners inaromsm
mifes e

COifa LR
sgfvasle
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mfluence of inchete leadeship on employee perfommance. Wihen
wlewed troen the value of e isfluesce of IL an AC Before and alter
entering CC as mediation, the effecy of [L on AC remains sipndficant, thiz
imsdicares thar CC plays a partal mediagisg rale i the inflsence of 0L on
AL Purttermore, CC act= as.a fall mediatrg, IL effect on employes
perlormasce (EPL Likewise, affecdve commisses (AC) acts as a full
mediatirg elfect of CC on EP. Farthemese, AC plays a full mediming
pale in the effeer of IL oo ER
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Digcussinm

The results af te HL s (7000 &) show bl izclusive ledeskdp
cam g the "AKHLAE" corporase oafbare in the work envirommens,
Thaese resalis are coresterd with peevcaes stodies which revealed 2
posive md significant relaSonskip berwesn lesdership sovle nnd
erpmmmational cultsre [ 00 24 50 A1) The resalts of festing HE2 also
show thar Inclesive leadesship chs dgnificantly Inefeise afarve
cosrenliment. Previcas ressarch [4,19] revealed she posibve mrgoc of
Irelusive leadership oo organizadonnl cossvdment.  Pamhersose,
Demurtas & Akdogom [4] show that ethdol leadership has direct nnd
lealirert effeots on affscrive crenminsssnt asd swinchisg stemalons Inoen
ethicnl dimme of mediation. Likewlse, Weeg o al. [1H1] revisiliod Sum
melusive leadership increases affective commitment significosthy, Then,
g o-Plomer [73] shows th pood lepdership bis o posisve relatics.
ship wath affective commitenem,

Wirwnd from the perspecsive of SE theory, employoes with poslidoe
pemepdions of their lepders bave 2 gremer afectve comerdtment [ 191,
and 5C theoey |25] where f eeployess ane meaned well md bemefi
employees, # will msivnie emplovess 0 recprecse heoogh an
Ewrensed affective commisnest 1o the organization [25]. Refering w
e 51 ey |51, Inchasive keadership can encosrage followers o feel
part af o work team so thrd followes’ e of bedorng g inoreases 1],
ez lusiwe eadership cam merease Se alfeotive comemiment of followers
beruses 1] incheie eadeship com accepi ol foflowens winh diferes
backgromnds egmally and pay speclal asesgion o e dlseritearion of
benefits, epecally o dedwntaged groups m the crganization, = ot
foliwers can feed e ameselon and care of leader; 2 [eclusive leader-
shyp dolerabes the characten=tios of =obordmates and  encoumipes

Tahie &
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i ividunds with different backprosed: and ddTerens valus 16 cipris
theseelves fully; ) inchee leadership encoursges all followers o g
elp any e when o new peobles arises in the week esviosment

The mesulis of the HY test show that inchastee lendership crmmos
erpraficantly imgpenve eeployee pedomnmmce. The resalis of this sudy
v maod ke able 20 prose cmplrically the view of the S0 ey which
=anes thal goalany mstionships incress 2 semee of tngethemes or
sedprocky, even thomh Sie leadership aspect |3 very Bnpantat In
meumamining amd imprvemg enpldoyes perinmrance in various 2iusions,
Thils shows @int inchasive lepdership in comgpanies dhar are the objert of
research b not bees pbde bo significnmtd v boost employree perfemance,
Thils can alzo e spn o e averge respomse viles of cpdinees In
i Incheive leadersiip (4. 4519) which & not mvech dilfferess fram
the merme meporee value employess for employee performance
(4.2215). Meamwhile, research by _Bﬂm]nd'l e ml, [15] revealad ths
mclusize lepdership e imgerove adngdive porformance, =o it is meces-
sary 1o re-2xplome the empirical selatiosship beween Eelusive lemder-
whep mod employee performameoe in Indoresian PLUSMs, with a focus on
adnprive empduyer perfoemance,

The results of festimg 14 o that #e core walues "AKHLAK," whnch
are applicd as the defly work culbtune of BUMM employess, can [neremse
affectlve. The mle of mrpomie culwre o isceasng alfective commiz-
ment B ko been shown by severl previoos stndhes, such as Axizollah
et al, [45], Setlavan ex al, [ 7H], Udin [77]. Previcas empinicod findlegs,
smch as Adam et al. | 74); Ahehhi = oal. [H2]; Knsmemeat eoal. [30];
Syadii etal. 1517 also revesded thin corporate culpee his a posigive and
erpraficant smpact on employee performance, The memze repomdeons s
assessment of the core valoes of "AKHLAK is B &e hlgh ouiepory
(4. 365TE this shows the success of the hadership and all BUMN stake
Bcdders [m e Bieing the coire values of "ARHLAK & the pas year.

Thee resalis of the FES fest gho thad the "AKHLAK" cospomiie cultare
m the three BUSMs which are the object of this research has net been
able o dpnifcaly  Ewprove omplopes  performance.  However,
reparding the ismgact of imtemalizing corperate colure "AKHLAK on
employe: performance, this & oo o line with peevios stedles whach
shoed a significest influesce of corpomie culture on employee per-
formaree. [[21]; Gandeer & Schesseerhorn, 20 |61, 74.82]), This
e thod the mpemabotion of the core value " AKHLAK is ned ogeimal
anrhiar e B poc s ned significant in e provisg cepdoyer periamance,
As smted by Mautamia erol, {53], the Idonisian stare-ownind cosgany
meods bo foem o corporme cokure by mereasing AKHLAK voloes o
Ieproane employ e perfoamance. This was revenlod 15 6 srady conducneil
by Finrivadh & Agustiza [21] thm cefy the competemcy values of the cone
AKHLAE walues in 01 BUMN hove an rdoguate bevel of Implesse station,
while the other five AKHLAK valpes gre imclnded in ibe low caepory

Tha resulis of thie HE rest show thin ffecrdve comesimenn can
mprove empicrvee perinrmamoe seamficamtly, This stady shoves o direa
eliect ol affective cosesd el on employes perforsmnce. Employoes
wiml o devow themsedves and stay i the argasizstion o schicve
employee zoak because ther align with the crganizatios’'s geak and
walues. Employess with affeczive commitsess want oo remala in dhe
company where they work, so they highdy desire o ome ol efforss
comriliuie i achiviig compary gnak [59], Mleoive oosmsimeesr & o
b bistwern emmployvees and ke copmmizabion whiome employers work
fauck as famdly ries), w0 that esgdipeis e willng 1o give everythisg
they have te improve iBesr perdformance for the Betterment of &e or-
ganlzathon. Mrevious congirbenl evidendcs relevant o this sudy's sl
el .'d'lﬁﬁ]lh & Adnnedl [05,E0]C Kerpona & Haokim [H], whi
show thint affective commitmesd can spedficantly improve employes
perlarmsce.

The dest resulis show that che “AEHLAK" curporiie culbore aci= as a2
medlaricn for the partdal infboence of Belusive lmdership oo afective
commmitment (H¥ ) These resuli= are aorvel @ the sody and prode
additona Uteratire on the mde of eorpeate calnee i medlining
mdividunl-level b=havior, nmely between imclusive leader=tap md nd-
felve coavemiesent and empdoyec peofomasce. Menswhie, previous
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empirical sudies reveabed the medianing role of o gredassloal culnae
at the orpammationnl and zroup levels. mmely e influence of leader-
ship on firm pedomance [94], cogandantional mliue medianes e
redatinnship between leadendip stple and coganizabioral keoming [0
crpmizmional culure pamtinlly medistes the selsionshap between
wansAcemanieal lepdership mad chisge masagement among vimual
feam employees.

Thee mest resulis shov than alfective ommamens as a full medation
of the milwence of inclusive leadership on emplnyes perfommance (3%,
Thezar Aedings suppartthe 51 theory, widch explains ths “leadershipasa
group process 2= 0 reul of scinl desficaiice md perscealization
processes refaned no social Menmy [64], whire inchsive loadersbip oan
enpourige followes o feel pan of o work team, s tha 1Be seeee of
Eelonging of ellcwes moease= [61], = i sffedive commitmess
Eecreasis, o B omm creses cmployes perammence [50,100]. Pre-
viour erganionl studies thet e relevant do the resal = of this stady were
carrled our by 1} Salesms ot al. [163], who revealed thir servant bead-
epship = gnificanthr predicisa fecthve beliefs, QCH, and ik pedfommance
of setwadlzates; amed afecove bellels as the full medlabos of servans
lendership inflsence om sk performance; 21 Doaeie o= oal, [104]
reveniod Bz alleetive commizsess plays & fall rede In mediating the
Iedlusmee of antbentic leadership in Eproving Ind vl dul perfcamsanace;)
Donkor [2] reves that crgasanicoal commEmesd medoes the =
fuezee of trimsactional deadership asd lalssez-Galre leadersbdp on sab-
erilirate performance

Subsegeent tmapirical Medings revead the mile of affecise commir-
ment as n partial mediaticg effect of "AKHLAK" cospormte culbore un
em perlnmance (HI0), The Andings sdd 1o the lmied Hiera-
same om e medinbing rode of affectne commmitment in the relabioesfep
bepwren leadershdp asd employee performance. This ks showe by (e
svdy s Emiabcns. whem ooe previcas stady in the blemture [601]
revenled that corpormie calinre gartially medodes the relationship be-
rwecs leadership style and employes pedfnrmases Internalimcn of
coqpoanie coiure in employees can affect emplovees” emotimnd 15es
wiith the of gardeation, herehy Ineseising employes aberive commil-
ment [45.5000 PH]L but on the other hand, infernalizatcs corporate
cullire can direcdy improve empleyes perlormasce [Adam eral. 202
(AT

Implications
Thearehical impliontiom

The resuli= of tkes stody have seveml mgor onimieations. Mt
spwdios o el ve leadersiip with the corporite calinne "ARKHLAK” in
BUMNE in [Imdomesia are stdll limited o being studied by previcas e
sarchers. Henee, e resalis of s sudy sdd 1esigha nd lisemimre an
#ie appiiciion of leadership thit &= considered approgemte an e 2=
cenbary o s et on i ecreasing (he Inmermadizares of the cone valoes
"AKHLAK im BUMMN employees, [schisive leadeship and strengihening
e "AENLAK" orporse culiare @wo a work oulture com o incregee
empliyve: affert]ve comesiiment and employee perkarssince @ at e
wpge aml perfermance of UMY m doneda mn b improyved and
farthes enhisond. This Is posiée hocuse eiective leadership practicoes
and oorpurate colure play an imporard role in buildeg employer
tranding, this efcouragleg employees to cantises jining and helping
employees incregse producivaiy [4]0

Secomd. The partial medimion role of eorpomne colure on the -
fluesee of Eclusive leadership on alfesive comsement 55 o unlges
finding that meeds o be reviewed by tahmg the obgect of the State Civil
Apparatus (ASNL which & also beisg intensively Imguoving daugh e
mremalization of “BeARKULAKY ooe yvalwes  [Servce  Omented,
Areountahle, Cosmgperent Harmonlces, Leyal, Adapiie, Collaboragve)
and strevgdierdrg the ASM employer bramshing "Prood fo Serve the
Saring "

Thim! Arcdher theoretical comtributios of e research i= $e mile of
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full mediaring of affecise commiment on the effec of inchesbve lend-
ership and mrpomte miure m employee periormoece. Theoreically,
these fimdings prosdde additionad insight thar the maln dover of subor-
dimme peformance & theough she affectve commitmens of employess
and the appropriste leadendd p style shoen by leaders = this stody usimg
Eelugve keadeship disensions (openness, avallabiling and socess
lity), These fndigs efmce the undensanding of sebordiaie mi-
mdes towards the mdividus! pesformmance of sobcadizates and ihe
tmpact of inchesne leadership om orgamizatiomal kehavior. This finding
also proves empidcally thar the higher the adlective comimsent of an
employee is influemced by the stronger posittve copirizaiional culture of
the crganizaron, so that s wm tee employee’s peromEce o be
fuither Improved on employves  pedorsunce. Emgloyecs who e
committed In ccemimamrg o work @ e orgammation are due o e
sarengibenlog of positive pereeptinns of the orgasizainnal culne isell.
Foorth, Thes findirg reinforoes the view of the pedominece triomgbe,
wihich conslsts of Beee maln clement symems. kendership. nad culbare,
which frasmes higher requiresmenss for cognnizabora] mprovemens o= 2
meisare of suceess In the sew em |1 17], Soccess i the ultmae good of
crpaisaiioral mmagesment, whermas culsare creates, facilitabes, cr m-
ks knowledge tmansfer and defines the boundarnices of oollaborszion
[F5%]. Thuat is, of pamizati ol culLre can hoooses ohsracks thar lsnies
kromledge shanng, orabiviy amd success; themefore, an incheve
bendeship rode i eoded S realize 17 deough effeomve communication
and imteraction wath otters at all levels thrmghess the organmstion,
Wilens & Spemike [109] idesrifles kidm.’lﬂ.ﬂgﬂ:. | vt -
als/emplovees, md contextval in orgamsentions (inchodmy culboe) as
mbcen variahles in micno-foun darices in dynmmic copabliEies deary.

Procrical fmpdienion

Every diferent leader B o different leadership style in desipning
and Eaerealizing o quadity work culnie in fe workpdece The Tidone-
sian govemmesd Fos designed cose values that must become e
“ANHLAY work cufture for BUMN emplovees and the "SEHLAK work
culimre for the Smte Coell Agpronbas (ASN)L Thes study reveals the pos-
Wive lmgact of "AKHLAK® Infernadimbion | cverpday Hie in BUMN
which i3 a research sample. samely affective commitesent which in turn
dlfeas employes efecive comenimsent 0 encoursge saplnes m
e EEviilun emplove: peformece, and of cowne, 865 SUDTES
commed b meparated from the mle of every mansger who 15 also 2
crmphsy teader with a beadesshlp ssvie thar &8 redevit o the enviros-
ment. Inchostve leadership can be weed as a relevant keodeship dyle
chaice in the Industrial 5.0 ers which is chamacter zed hy sorboecomoenie
wroctoral chmmges bownnds a sustamable firure mdusiny whick amees o
erease resllionee, covivonmental seanineddlity and Bames-censlcy
[0 175 Imdkestry 5.0 challerges every orgamemionnl leader o
segpoad oo VLA esvicasent while sgll payleg smendon o e
Feemam aspect Mamapement Company mimazemend must mmnape
employee emoticeal intelbzence = the sbsfcton i3 bigh, o thm
empibuyes loyalty can be imcreased [10], beraus ereasing employes
spedncbion com encoumaze emplovees to provde the best service for
crEmpasy CeRemers |1 24], bogh Inremal cossamers and extermnal cns-
wommers [ 125],

Alfemive commimmest I rewnrded by the positive feeliegs .
ployees feel towards the organization, =o this determises e level of
] B graras of employees o contrbene or saczifics for the arganizadom’s
Benefic Comanlined coployees ol the comgany e asess, o B B very
oot 0 handle them camsfully shrough various R - prctices
{recheirsent, Iraising, remaeration, ce ) According 1o Ben Moussa &
1 arsd [106]. human acquasition resomrce information sy=temes (HRLE)
cim fachlie thess tasks. HR polioy makers can e the ressls of this
sxmily o5 a Basis fer designing policies relnted o increasing affecove
crEnmimeeni because each rompany may have o differest beved of af-
fective commastmens (soee are bow, and some are bghl

Suitawubl Fulire 6 (AR 010

Comelushon

Tl noe seven poogescd Bypodhises that are scoepiod, smely 1]
mclusive leadeship snificantly mcreases corpommie culfare "AKHLAK
M1k pffectve commitmend M2 27 “AEHLAK compomie culise
dgnificantdy lmcrenses afecrive commitmens (H4L 30 affecre
correnitenent - sigroficassly  inoemses ewployee  pesfoemance  [HB),
Funtermore, the reults of seaing he mediation role el thst 1]
“AKHLAK" coporate culivere partially mnh.l.:n.gﬁ_ﬂ the effect of inchs-
sive kadesmhlp on afective comenimment (HT); 20 afeetive commimmest
as full medating on the efio of mdwive feadership o employee
peromamce (HI) 3} alfective commimmest as full mediadng on e
influesee of "AKHLAK™ corporae cultare om employes pesfoamanie
{H 20}, The bypothemes ths ame oot accepted are; 1 The mle of inchosnne
keadership b Impeoving employer perfmsasee (H3E 2) The rle of
"AKIHLAK corgmeabe colure in improving esegdoyee performance; 3}
T wode of ARHLAK : corparate culire B medisting mclusive leader-
shap relaticrsfigs on empdéyee performance.

Limgémitons g future messarch

The research wns only condocied by distrfaricg guestimnmres
el the cosguny’s HRD in some persenent employes at thees
BUMMNE = Madioss Cory, East Java, Indonesa Befersg to the gveroge
BLUMN ARHLAK Calurad Health Index of 2.5 % or guise bealtby and in
camegnry B, ben his severnd things thar must be improved Gsarvey periml
Sepdember 2020 w0 May 2021, hogps S oadingy [E27]
shim e collecrion methnd cim be done with & diferent approacts, Tor
exampie by g the ARHLAK BUSIN Colboral Healéy Mempsmremend &
Mappdeyy Report from the ACT ComeuRing websle, to reich o wihder
mange of BUMN emplogees to gt on overall picture of the isgeralization
af "ARHLAK” as a corporate colnire: “AKHLAK pofpomte ouliee 15 e
zovemment’s strafexy fo impeove omplores work etfecs and perfor-
mance so thot FUMN pesfemance can imgeuve and have resfbence and
A weAnineble oomperilve advonmpe. Peneliion sslanjumya dapat
eempertimbangian Subsogeent research com alsn comdmct sudies with
e object of “Sue Ol Apparnius by using the "Cose Values of AR
BerAKHLAK" with dimensions of =ervice-oremed.  acouniable,
comngetent, hammanices. loyel adaprive, amd collgtomiive which was
mavguryied by Preddent Joko Widodo on Jome 27, 2021,
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