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Abstract: This study aims to analyze the effect of leadership style and professionalism on employee
performance with organizational commitment as a mediating variable at the Regional Office of the
Meteorology, Climatology, and Geophysics Agency (BMKG) Region III. The population in this study
consisted of all employees of the Regional Office of BMKG Region III, and a sample of 102
respondents was determined using purposive sampling. Data collection was carried out through
questionnaires, interviews, and documentation. Data analysis was conducted using path analysis. The
results show that leadership style has a positive and significant effect on employee performance at the
Regional Office of BMKG Region I1I, professionalism has a positive and significant effect on employee
performance, leadership style has a positive and significant effect on organizational commitment, and
professionalism has a positive and significant effect on organizational commitment. Furthermore,
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Creative Commons Attribution Employee petformance is a critical factor that determines an organization's ability to
(CC BY SA) license achieve its strategic objectives and deliver high-quality public services. High employee
(https:/ /creativecommeons.or performance contributes to organizational effectiveness, productivity, and public trust,
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whereas poor performance may hinder organizational success. Among the factors influencing
employee performance, leadership style has been widely recognized as an important
determinant because leaders influence employees' motivation, behavior, and work outcomes.
Leadership style refers to the behavioral approach used by leaders to influence subordinates
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in achieving organizational goals (Hardjana, 2022). Previous studies have reported that
leadership style positively affects employee performance (Hajiali et al., 2021; Larik, 2022;
Sanosra et al,, 2022; Tamimi & Sopiah, 2022). However, Yuan and Wu (2022) found that
leadership style had no significant effect on employee performance, indicating inconsistent
findings that warrant further investigation. In addition to leadership style, professionalism is
considered an important factor affecting employee performance. Professionalism reflects
employees' competence, responsibility, discipline, and commitment to performing their duties
according to organizational standards (Siagian, 2022). Employees with high professionalism
are generally more capable of delivering quality performance and supporting organizational
objectives. This relationship has been supported by several studies (Badrianto & Sapruwan,
2024; Harahap et al., 2025; Laia et al., 2022; Prameswari & Ratnawili, 2024). Nevertheless,
(Wazan, et al., 2023) reported that professionalism did not significantly influence employee
performance. These inconsistent findings suggest that additional variables may explain the
relationship between professionalism and employee performance more comprehensively. This
study proposes organizational commitment as a mediating variable. Organizational
commitment reflects employees' emotional attachment, loyalty, and willingness to conttibute
to organizational goals (Robert & Jackson, 2021; Suparyadi, 2021). Leadership style and
professionalism are expected to strengthen organizational commitment, which subsequently
enhances employee performance. Previous studies have shown that organizational
commitment mediates the relationship between leadership style and employee performance
(Ausat et al,, 2022; Lee et al., 2022; Yulius, 2022), as well as between professionalism and
employee performance (Afrianda & Arianto, 2023; Dasmadi & Handayani, 2023; Sitepu et al.,
2024). However, inconsistent findings regarding the mediating effect of organizational
commitment indicate that further empirical investigation is still necessary.

This research was conducted at the Regional Office III of the Indonesian
Meteorological, Climatological, and Geophysical Agency (BBMKG). Although the
organization achieved most of its performance targets in 2024, several key performance
indicators did not fully meet the expected targets, including the accuracy of extreme weather
information (99%), the operational readiness of calibrated meteorological equipment (70%),
and the Budget Implementation Performance Indicator (97%). In addition, organizational
observations reveal challenges related to leadership coordination, employee professionalism,
and organizational commitment. Most employees hold functional positions, making
coordination more complex. Furthermore, some employees demonstrate inadequate work
discipline, misuse working hours for personal matters, and exhibit limited commitment to
organizational goals. These conditions indicate that improving leadership style,
professionalism, and organizational commitment is essential to enhancing employee
performance. Based on the empirical issues and inconsistencies identified in previous studies,
this research aims to examine the influence of leadership style and professionalism on
employee performance, with organizational commitment serving as a mediating variable, at
BBMKG Regional Office III. The findings are expected to contribute to the human resource
management literature by providing a more comprehensive understanding of the mechanisms
influencing employee performance. Practically, the results may assist BBMKG Regional Office
III in developing effective leadership practices, strengthening employee professionalism and
organizational commitment, and improving organizational performance.

2. Literature Review
Goal Setting Theory

Goal Setting Theory, developed by Locke and Latham, proposes that clear, specific, and
challenging goals enhance individuals' motivation and performance. According to this theory,
employees are more likely to exert greater effort when they clearly understand organizational
objectives and accept the performance targets established by the organization. In the context
of this study, leadership style plays a strategic role in directing and communicating
organizational goals, while professionalism reflects employees' competence and commitment
to achieving those goals effectively. Furthermore, organizational commitment serves as a
psychological mechanism that strengthens the relationship between organizational goals and
employees' work behavior, ultimately leading to improved employee performance. Therefore,
Goal Setting Theory provides an appropriate theoretical foundation for explaining the
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relationships among leadership style, professionalism, organizational commitment, and
employee performance (Arsanti, 2022; Jeong et al., 2023).
Leadership Style

Leadership style refers to the behavioral approach adopted by leaders to influence
employees in achieving organizational objectives. Effective leadership encourages
communication, motivation, participation, and coordination, thereby creating a work
environment that supports higher employee performance. Leaders who demonstrate
appropriate leadership styles are more capable of directing employees toward organizational
goals while strengthening employees' confidence and willingness to contribute. Consequently,
leadership style is recognized as one of the most important organizational factors influencing
employee attitudes and performance outcomes (Hardjana, 2022; Hasibuan, 2022).
Professionalism

Professionalism reflects employees' competence, tesponsibility, integrity, and
commitment to performing their duties according to organizational standards. Employees
with high professionalism consistently demonstrate discipline, technical competence, ethical
behavior, and accountability in completing their responsibilities. Such characteristics enable
employees to perform their work more effectively and contribute to organizational success.
Therefore, professionalism is considered an essential determinant of employee performance,
particulatly in public organizations that require high standards of service quality and
accountability (Rajab, 2022; Siagian, 2022).
Organizational Commitment

Organizational commitment refers to employees' psychological attachment,
loyalty, and willingness to remain members of an organization while contributing to
its objectives. Employees with strong organizational commitment tend to identify
themselves with organizational values, exert greater effort, and maintain long-term
relationships with the organization. Organizational commitment is widely recognized
as a psychological mechanism through which leadership style and professionalism
influence employee behavior and performance. Accordingly, employees who possess
higher organizational commitment are more likely to demonstrate consistent and
superior work performance (Robert & Jackson, 2021; Suparyadi, 2021).
Employee Performance

Employee performance represents the extent to which employees accomplish their
assigned duties in terms of quality, quantity, timeliness, and effectiveness in achieving
organizational objectives. High employee performance indicates that employees are capable
of utilizing their knowledge, skills, and available resources efficiently while fulfilling
organizational expectations. In public sector organizations, employee performance plays a
critical role in ensuring service quality, organizational effectiveness, and the achievement of
strategic goals. Therefore, improving employee performance has become a primary concern
in human resource management research and practice (Afandi, 2022; Mangkunegara, 2021).

3. Research Method

This study employed a quantitative research design to examine the influence of
leadership style and professionalism on employee performance, with organizational
commitment serving as a mediating variable. The research was conducted at the Regional
Office III of the Indonesian Meteorological, Climatological, and Geophysical Agency
(BBMKG). The target population consisted of 117 employees, while the final sample
comprised 102 non-structural employees selected using purposive sampling based on
predefined eligibility criteria. The study investigated leadership style and professionalism as
exogenous variables, organizational commitment as the mediating variable, and employee
performance as the endogenous variable. Primary data were collected through structured
questionnaires administered to the respondents and supported by interviews and
organizational documents to provide additional contextual information. The overall research
process followed a systematic quantitative approach, including instrument development, data
collection, and statistical analysis to address the proposed research objectives (Creswell &
Creswell, 2018). The proposed research model was analyzed using Partial Least Squares
Structural Equation Modeling (PLS-SEM). The analytical procedure consisted of evaluating
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the measurement model through validity and reliability assessments, followed by examining
the structural model using the coefficient of determination (R?), predictive relevance (QQ%), and
path coefficient analysis. The significance of both direct and indirect relationships was assessed
using the bootstrapping resampling technique to examine the mediating role of organizational
commitment. Statistical significance was determined at the 5% significance level, allowing the
proposed hypotheses and mediation effects to be evaluated comprehensively. The PLS-SEM
approach was selected because it is appropriate for analyzing complex structural relationships
involving multiple latent constructs and mediation effects while providing robust predictive
capabilities (Hair et al., 2022).

4. Results and Discussion
Inferential Analysis
Evaluation of Measurement Models
a. Convergent Validity
Table 1. Results of the Outer Loading Calculation.

Variable Indicator Measurement Item Outer Loading
Leadership Style Decision-making ability X1.1 0.968
Motivational ability X1.2 0.949

Communication ability X1.3 0.923

Ability to supervise subordinates X1.4 0.969

Responsibility X1.5 0.913

Emotional control ability X1.6 0.949

Professionalism Dedication to work X2.1 0.894
Social obligation X2.2 0.919

Independence X2.3 0.940

Belief in the profession X2.4 0.929

Relationships with colleagues X2.5 0.917

Organizational Commitment Affective commitment M1 0.936
Continuance commitment M2 0.894

Normative commitment M3 0.880

Employee Performance Quality Y1 0.764
Quantity Y2 0.898

Timeliness Y3 0.946

Effectiveness Y4 0.896

As presented in Table 1, the outer loading values of all indicators measuring the
constructs of leadership style, professionalism, organizational commitment, and employee
performance exceeded the recommended threshold of 0.50. These results indicate that all
measurement indicators are valid and adequately represent their respective latent constructs.
b. Discriminant Validity

Table 2. Discriminant Validity Calculation Results.

Construct Leadership Style Employee Orgamzz}nonal Professionalism
Performance Commitment
Leadership 0.945
Style
Employee 0.696 0.879
Performance
Organizational 0.621 0.702 0.904
Commitment
Professionalism 0.731 0.690 0.652 0.920

Table 2 shows that each indicator exhibited the highest loading on its corresponding
construct compared with its loadings on the other constructs. These results indicate that all
indicators adequately represent their intended constructs and, therefore, satisty the criterion
for discriminant validity.
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c. Reliability
Table 3. Reliability Test Results.

Construct Cronbach's Alpha Composite Reliability Interpretation
Leadership Style (X1) 0.976 0.978 Reliable
Professionalism (X2) 0.955 0.957 Reliable
Organizational Commitment (M) 0.888 0.901 Reliable
Employee Performance (Y) 0.900 0.912 Reliable

Table 3 presents the reliability assessment of the measurement model. The results show
that all constructs leadership style, professionalism, organizational commitment, and employee
performance achieved Cronbach's Alpha and Composite Reliability values gteater than the
recommended threshold of 0.70. These findings indicate that all constructs demonstrate
satisfactory internal consistency reliability and meet the recommended reliability criteria.
Structural Model Evaluation
a. Evaluation of Structural Models Through R-Square

Table 4. Results of R-Square Calculations.

Endogenous Construct R Square (R?) Adjusted R Square
Organizational Commitment 0.470 0.459
Employee Performance 0.625 0.614

Table 4. presents the coefficient of determination (R?) results for the endogenous
constructs. The R* value for organizational commitment is 0.470, indicating that leadership
style and professionalism explain 47.0% of the variance in organizational commitment, while
the remaining 53.0% is attributable to factors not included in the research model. According
to Chin's classification, an R? value of 0.470 represents a moderate level of explanatory power.
The R? value for employee performance is 0.625, indicating that leadership style,
professionalism, and organizational commitment collectively explain 62.5% of the variance in
employee performance, whereas the remaining 37.5% is explained by other factors outside the
proposed model. Based on Chin's criteria, an R? value of 0.625 indicates substantial
explanatory power, suggesting that the structural model has strong predictive capability for
employee performance.

b. Evaluation of Structural Models Through Q-Square
Table 5. Q-Square test results.

Endogenous Construct R Square (R?) Adjusted R Square
Organizational Commitment 0.470 0.459
Employee Performance 0.625 0.614

Table 5 presents the predictive relevance (Q?) results of the structural model. The
calculated Q? value is 0.801, indicating that 80.1% of the variance in the endogenous
constructs can be explained by the relationships among leadership style, professionalism,
organizational commitment, and employee performance, while the remaining 19.9% is
attributable to factors outside the proposed research model. According to the predictive
relevance criteria proposed by Latan and Ghozali (2022), a Q? value of 0.801 indicates that the
structural model has very strong predictive relevance. These findings demonstrate that the
proposed model possesses substantial predictive capability in explaining employee
performance.

Hpypothesis Testing

Figure 1. Structural Path Model of the Relationships among Leadership Style,
Professionalism, Organizational Commitment, and Employee Performance.
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Based on the data processing performed using SmartPLS 3.0, the structural path model
is presented in Figure 1, The relationships among the study variables are summarized in Table
0.

Table 6. Structural Relationships among Leadership Style, Professionalism, Organizational
Commitment, and Employee Performance.

Original . . .

Path Sample (O) t-Statistic p-Value Decision
Direct Effects
Leadership Style — Employee Performance 0.299 2476 0.015 Accepted
Professionalism — Employee Performance 0.235 2250 0.027 Accepted
Leadership Style — Organizational Commitment 0.311 2.548  0.012 Accepted
Professionalism — Organizational Commitment 0.425 3.0646  0.000 Accepted
Organizational Commitment — Employee 0363 4922 0.000 Accepted
Performance
Indirect Effects
Leadership Style — Organizational Commitment 0113 2029 0.045 Accepted
— Employee Performance
Professionalism — Organizational Commitment 0.154 2840 0.005 Accepted

— Employee Performance

Based on the structural model analysis, the hypothesis testing results are presented as
follows: H1: Leadership style has a positive and significant effect on employee performance
(B =10.299, t = 2.476, p = 0.015). H2: Professionalism has a positive and significant effect on
employee performance (§ = 0.235, t = 2.250, p = 0.027). H3: Leadership style has a positive
and significant effect on organizational commitment (3 = 0.311, t = 2.548, p = 0.012). H4:
Professionalism has a positive and significant effect on organizational commitment (3 = 0.425,
t = 3.640, p < 0.001). H5: Organizational commitment has a positive and significant effect on
employee performance (3 = 0.363, t = 4.922, p < 0.001). H6: Organizational commitment
partially mediates the relationship between leadership style and employee performance (8 =
0.113, t = 2.029, p = 0.045). H7: Otganizational commitment partially mediates the
relationship between professionalism and employee performance (8 = 0.154, t = 2.840, p =
0.005).

Discussion
The Eftect of Leadership Style on Employee Performance

The findings indicate that leadership style has a positive and significant effect on
employee performance at BBMKG Regional Office I11. This suggests that effective leadership
enhances employees' ability to perform their duties efficiently. Given the predominance of
functional positions within the organization, employees require clear direction, effective
communication, and continuous support from their supervisors to coordinate operational
activities. Leaders who provide clear guidance, encourage collaboration, and maintain
constructive relationships with employees ate more likely to improve employees' motivation
and work performance.

These findings are consistent with those of (Larik, 2022), who reported that leadership
style positively influences employee performance. Similar results were also reported by (Hajiali
et al., 2021; Sanosra et al., 2022; Tamimi & Sopiah, 2022), confirming that effective leadership
plays a crucial role in improving employee performance across organizational settings.

The Eftect of Professionalism on Employee Performance

The results demonstrate that professionalism has a positive and significant effect on
employee performance at BBMKG Regional Office III. Employees are required to perform
their responsibilities accurately, responsibly, and in accordance with established operational
standards because their work directly supports meteorological, climatological, and geophysical
information services. Employees who demonstrate competence, discipline, and accountability
are therefore more capable of delivering high-quality performance and supporting
organizational objectives.

This finding supports the studies conducted by (Badrianto & Sapruwan, 2024), which
concluded that professionalism significantly improves employee performance. Similar
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evidence has also been reported by (Harahap et al., 2025; Laia et al., 2022; Prameswari &
Ratnawili, 2024), indicating that professional work behavior consistently contributes to higher
organizational performance.

The Effect of Leadership Style on Organizational Commitment

The findings reveal that leadership style positively and significantly influences
organizational commitment at BBMKG Regional Office III. Effective leaders create a
supportive work environment by promoting communication, fairness, and employee
involvement. Such leadership practices strengthen employees' sense of belonging and
encourage greater commitment toward achieving organizational goals, particulatly in
organizations that rely heavily on coordination and teamwork.

These findings are consistent with (Lee et al., 2022), who found that leadership style
positively affects organizational commitment. Similar conclusions were reported by
(Alamanda et al., 2022; Marliza et al., 2022; Monry, 2023), suggesting that leadership behavior
plays an important role in fostering employees' emotional attachment and loyalty to the
organization.

The Effect of Professionalism on Organizational Commitment

The results indicate that professionalism has a positive and significant effect on
organizational commitment at BBMKG Regional Office 11I. Employees who consistently
demonstrate competence, responsibility, discipline, and adherence to professional standards
are more likely to develop a stronger sense of ownership and commitment toward the
organization. This is particularly important in public service organizations, where professional
conduct is essential for maintaining service quality and organizational credibility.

These findings are consistent with (Al-Dossary, 2022), who reported that
professionalism positively influences organizational commitment. Similar findings were also
presented by (Madiistriyatno & Sudarman, 2022), indicating that higher professionalism
contributes to stronger organizational commitment across different organizational contexts.
The Effect of Organizational Commitment on Employee Performance

The findings indicate that organizational commitment has a positive and significant
effect on employee performance at BBMKG Regional Office III. Employees who
demonstrate stronger organizational commitment tend to be more loyal, responsible, and
dedicated to achieving organizational objectives. Given the critical role of BBMKG in
delivering accurate meteorological, climatological, and geophysical information, employees
with high organizational commitment are more likely to perform their duties effectively,
comply with organizational standards, and contribute to improved organizational
performance.

These findings are consistent with (Hasibuan, 2022), who reported that organizational
commitment positively influences employee performance. Similar results were also found by
(Aziza, 2022; Oktafien & Santoso, 2025), suggesting that employees with stronger
organizational commitment consistently demonstrate higher levels of work performance.
The Effect of Leadership Style on Employee Performance through Organizational
Commitment

The results demonstrate that organizational commitment significantly mediates the
relationship between leadership style and employee performance. Effective leadership
enhances employees' trust, motivation, and sense of belonging, thereby strengthening their
organizational commitment. As employees become more committed to the organization, they
are more willing to exert greater effort, collaborate effectively, and achieve higher levels of
performance in fulfilling public service responsibilities.

These findings support previous studies conducted by (Ausat et al., 2022; Lee et al.,
2022; Yulius, 2022), which concluded that organizational commitment mediates the
relationship between leadership style and employee performance. This evidence suggests that
effective leadership not only improves performance directly but also strengthens employees'
commitment, which further enhances their work performance.

The Effect of Professionalism on Employee Performance through Organizational
Commitment

The findings reveal that organizational commitment significantly mediates the
relationship between professionalism and employee performance. Employees who
demonstrate high levels of professionalism through competence, discipline, responsibility, and
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adherence to organizational standards are more likely to develop stronger organizational
commitment. This commitment encourages employees to perform their duties more
effectively and consistently, ultimately leading to improved employee performance.

These findings are consistent with the studies of (Afrianda & Arianto, 2023; Dasmadi
& Handayani, 2023; Sitepu et al., 2024), which found that organizational commitment
mediates the effect of professionalism on employee performance. The results indicate that
professionalism strengthens employees' psychological attachment to the organization, which
subsequently contributes to higher levels of work performance.

5. Conclusion

This study demonstrates that leadership style, professionalism, and organizational
commitment are significant determinants of employee performance at the Regional Office 111
of the Indonesian Meteorological, Climatological, and Geophysical Agency (BBMKG).
Leadership style and professionalism were found to have positive and significant direct effects
on both organizational commitment and employee performance, while organizational
commitment also positively influenced employee performance. Furthermore, organizational
commitment partially mediated the relationships between leadership style and employee
performance as well as between professionalism and employee performance. These findings
support the proposition of Goal Setting Theory that effective leadership and professional
work behavior strengthen employees' commitment to organizational goals, which
subsequently enhances employee performance. However, the findings should be interpreted
within the context of BBMKG Regional Office III and should not be generalized to other
organizational settings without further empirical verification.

The findings suggest that BBMKG Regional Office III should strengthen leadership
communication, promote employee professionalism through continuous competency
development, and implement organizational practices that reinforce employees' commitment
to the institution in order to improve organizational performance. This study contributes to
the human resource management literature by providing empirical evidence on the mediating
role of organizational commitment in the relationship between leadership style,
professionalism, and employee performance. Nevertheless, this study is limited by its cross-
sectional design, its focus on a single public institution, and the inclusion of only leadership
style and professionalism as antecedents of employee performance. Future studies are
therefore encouraged to employ longitudinal research designs, involve broader organizational
contexts, and incorporate additional variables, such as work environment, work discipline,
compensation, or organizational culture, to obtain a more comprehensive understanding of
the factors influencing employee performance.

References

Afandi, P. (2022). Manajemen sumber daya manusia (Teors, konsep & indikator). Zanafa Publishing.

Afrianda, A., & Arianto, T. (2023). The effect of professionalism, organizational commitment and career development on employee
morale at PT. Citilink Indonesia Bengkulu Branch Office. Journal of Economics, Management, Business and Accounting Review, 3(1).
https://doi.org/10.53697/emba.v3i1.1291

Alamanda, S., Setiawan, M., & Irawanto, D. W. (2022). Leadership styles on employee performance with work satisfaction and
organizational ~ commitment  as  intervening  variables.  Jumal = Aplikasi  Manajemen,  20(1), = 34-42.

https://doi.org/10.21776/ub.jam.2022.020.01.04

Al-Dossary, R. N. (2022). Leadership style, work engagement and organizational commitment among nurses in Saudi Arabian hospitals.

Journal of Healthcare Leadership, 71-81. https://doi.org/10.2147/JHI..S365526

Algohani, M., & Mydin, A. A. (2022). The influence of transformational leadership style on teachers' organizational commitment: A

systematic literature review. Multicultural Education, 8(1), 94-104.

Arens, A. A, Elder, R. J., Beasley, M. S., Hogan, C. E., & Jones, J. C. (2021). Auditing: The art and science of assurance engagements. Pearson.


https://doi.org/10.53697/emba.v3i1.1291
https://doi.org/10.21776/ub.jam.2022.020.01.04
https://doi.org/10.2147/JHL.S365526

International Journal of Economics and Management Sciences (August), vol. 3, no.3, Widyanto, et al. 78 of 81

Arisandi, B., & Heryjanto, A. (2024). The influence of organizational commitment and work environment on employee performance
mediated by job satisfaction (Empirical study: Employees at PT. Global Loyalty Indonesia). Devotion: Journal of Research and
Community Service, 5(9), 1042—1061. https://doi.org/10.59188/devotion.v5i9.783

Arsanti, T. A. (2022). Hubungan antara penetapan tujuan, self-efficacy dan kinerja. Jurnal Bisnis dan Eonomi (JBE), 16(2), 97-110.

Ausat, A. M. A, Suherlan, S., Peirisal, T., & Hirawan, Z. (2022). The effect of transformational leadership on organizational commitment

and work performance. Journal of Leadership in Organizations, 4(1), 61-82. https://doi.org/10.22146/ilo.71846

Aziza et al. (2022). The influence of organizational culture, organizational commitment, and work discipline on employee performance
at logistics companies in Purworejo Regency. [Jurnal Penelitian —dan  Pengabdian — Masyarakat — Indonesia, 3(2).

https://doi.ore/10.57235 /aurelia.v3i2.2853

Badrianto, Y., & Sapruwan, M. (2024). The influence of human resource quality, work professionalism, and work commitment on

employee performance. International Journal of Applied Finance and Business Studies, 12(3), 243—248.

Bagis, P., Rinda, A., & Muzakki, M. (2021). Perceived organizational support, komitmen organisasi dan kinerja karyawan. Jurnal limiah
Manajemen dan Bisnis, 22(1), 111-120. https://doi.org/10.30596/jimb.v22i1.5282

Clyde, V., Hanifah, I. A., & Muchlish, M. (2022). Professionalism and locus of control on whistleblowing intention: The moderating role
of organizational commitment. AFRE Accounting and Financial Review, 5(1), 31-40. https://doi.org/10.26905/afr.v5i1.7515

Creswell, J. W. (2022). Pendekatan metode kualitatif, kunantitatif dan campuran. Pustaka Pelajar.

Dalimunthe, H. (2022). Pengaruh gaya kepemimpinan dan motivasi kerja terhadap kinerja karyawan usaha pembungkusan garam. Jurnal

Konsep Bisnis dan Manajemen, 5(1). https://doi.org/10.31289 /jkbm.v5i1.1790

Dasamadi, D., & Handayani, A. (2023). Human resource quality, work professionalism, and commitment as a supporting factor
improving employee performance kultura digital media publishing in Surakarta. Enrichment: Journal of Management, 13(1), 308—

312. https://doi.org/10.35335 /enrichment.v13i1.1209

Ghozali, 1. (2021). Aplikasi analisis multivariate dengan program IBM SPSS 26 (Edisi 10). Badan Penerbit Universitas Diponegoro.

Ghozali, L., & Latan, H. (2022). Partial least square: Konsep, teknik dan aplikasi menggunakan program SmartPLS 3.0 (Edisi 2). Badan Penerbit
Undip.

Griffin, R. W., & Moorhead, G. (2021). Organizational behavior: Managing people and organizations (11th ed.). South-Western.
Hair et al. (2022). Multivariate data analysis (8th ed.). Cengage Learning.

Hajiali, 1., Kessi, A. M. F., Budiandriani, B., Prihatin, E., & Sufri, M. M. (2022). Determination of work motivation, leadership style,
employee competence on job satisfaction and employee performance. Golden Ratio of Human Resonrce Management, 2(1), 57—69.

https://doi.org/10.52970/grhrm.v2i1.160

Hamali, A. Y. (2021). Pemabaman sumber daya manusia. PT Buku Seru.

Harahap, A. M., & Ferine, K. F. (2023). The influence of professionalism and facilities on job satisfaction with employee performance
as an intervening variable in North Binjai District. Sibatik Journal: Jurnal Ilmiah Bidang Sosial, Ekonomi, Budaya, Teknologi, dan
Pendidikan, 2(8), 2567-2580.

Hardjana, A. M. (2022). I/mu komunikasi. PT Remaja Rosdakarya.

Hasibuan, M. S. (2022). Manajemen sumber daya manusia (Edisi revisi). PT Bumi Aksara.


https://doi.org/10.59188/devotion.v5i9.783
https://doi.org/10.22146/jlo.71846
https://doi.org/10.57235/aurelia.v3i2.2853
https://doi.org/10.30596/jimb.v22i1.5282
https://doi.org/10.26905/afr.v5i1.7515
https://doi.org/10.31289/jkbm.v5i1.1790
https://doi.org/10.35335/enrichment.v13i1.1209
https://doi.org/10.52970/grhrm.v2i1.160

International Journal of Economics and Management Sciences (August), vol. 3, no.3, Widyanto, et al. 79 of 81

Hasibuan, Y., Surbakti, K. R. T. K., & Fikri, M. H. (2022). The influence of organizational commitment, job satisfaction, and
organizational culture on employee performance in the forestry service of North Sumatra Province. International Journal of

Academic Research in Business and Social Sciences, 12(1), 730—749.
Husein, U. (2022). Metode penelitian untuk skripsi dan tesis bisnis. Rajawali Pers.
Imawan. (2021). Membedah politik Orde Baru. Pustaka Pelajar.

Jeong, Y. H., Healy, L. C., & McEwan, D. (2023). The application of goal setting theory to goal setting interventions in sport: A systematic
review. International Review of Sport and Exercise Psychology, 16(1), 474—499. https://doi.org/10.1080/1750984X.2021.1901298

Kartono, K. (2022). Pemimpin dan kepemimpinan. Rineka Cipta.

Kasmir. (2021). Manajemen sumber daya manusia. Rajawali Pers.

Kaswan. (2021). Manajemen sumber daya manusia nnink keunggulan bersaing organisasi. Graha Ilmu.
Kusnendi. (2022). Analisis jalur: Konsep dan aplikasi program SPSS. Universitas Pendidikan Indonesia.

Laia, B., Kamar, K., & Asbari, M. (2022). The effect of work quality and work professionalism on employee performance at PT Non
Ferindo Utama. UJoST=Universal Jonrnal of Science and Technology, 1(2), 64—74.

Larik, K. A. (2022). Effect of leadership style on employee performance. Neutron: Jurnal Rekayasa Teknik Sipil.

Lee, C. C, Li, Y. S., Yeh, W. C,, & Yu, Z. (2022). The effects of leader emotional intelligence, leadership styles, organizational
commitment, and trust on job performance in the real estate brokerage industry. Fromtiers in Psychology, 13, 881725.

https://doi.org/10.3389/fpsyg.2022.881725

Lee, S. N. (2022). The mediating influence of organizational culture on leadership style and organizational commitment. Infernational

Journal of Academic Research in Business and Social Sciences, 12(1), 730—749. https://doi.org/10.6007 /IJARBSS /v12-i1 /11887

Madiistriyatno, H., & Sudarman, E. (2022). Organizational climate and professionalism in public service. Jurnal Eonons, 11(3), 31-40.
Maister, D. H. (2021). True profesionalisme. PT Gramedia Pustaka Utama.
Mangkunegara, A. A. A. P. (2021). Manajemen sumber daya manusia pernsabaan. PT Remaja Rosdakarya.

Marliza, Y. (2022). Leadership style, motivation, and communication on organizational commitment and employee performance in the
Rokan  Hulu  regional  general hospital.  Journal — of  Applied  Business — and — Technology, — 3(1),  40-55.
https://doi.org/10.35145 /jabt.v3i1.87

Mathis, R. L., & Jackson, J. H. (2021). Manajemen sumber daya manusia. Salemba Empat.

Monry et al. (2023). The influence of leadership style and organizational culture on organizational commitment through person-
organization fit in the HKBP Church congregation in Malang. International Journal of Academic Research in Business and Social Sciences,

12(1), 730~749.
Nasution, M. N. (2022). Manajemen mutu terpadu (Total Quality Management). Ghalia Indonesia.

Novitasari, Y., & Rivai, H. A. (2022). Pengaruh budaya organisasi, komitmen organisasi dan motivasi kerja terhadap kinerja karyawan

pada PT. XXX. Jurnal Mirai Management, 332—353.

Oktafien, S., & Santoso, A. B. (2025). The effect of high organizational commitment on increasing employee performance. Manajenzen

dan Bisnis, 24(1). https://doi.org/10.24123/mabis.v24i1.723

Panjaitan, H. (2022). The effect of human resources quality and work professionalism on employee performance at UD. Nacen Rupat

Serdang Bedagai. International Journal of Economics (IJEC), 1(1), 275-281. https://doi.org/10.55299 /ijec.v1i1.173



https://doi.org/10.1080/1750984X.2021.1901298
https://doi.org/10.3389/fpsyg.2022.881725
https://doi.org/10.6007/IJARBSS/v12-i1/11887
https://doi.org/10.35145/jabt.v3i1.87
https://doi.org/10.24123/mabis.v24i1.723
https://doi.org/10.55299/ijec.v1i1.173

International Journal of Economics and Management Sciences (August), vol. 3, no.3, Widyanto, et al. 80 of 81

Prameswari, & Ratnawili. (2022). The influence of human resource quality, professionalism and career development on employee
performance in the Personnel and Human Resources Development Agency of Bengkulu City. Journal of Applied Business and

Technology, 3(1), 40-55.
Prawirosentono, S. (2021). Manajemen sumber daya manusia: Kebijakan kinerja karyawan (Edisi 1, Cetakan ke-8). BPFE.

Putri, N., & Meria, L. (2022). The effect of transformational leadership on employee performance through job satisfaction and
organizational — commitment. LAIC  Transactions — on  Sustainable  Digital ~ Innovation — (ITSDI),  4(1), 8-21.
https://doi.org/10.34306/itsdi.v4i1.565

Rachmawati, R. W. (2021). Pengaruh pelatihan dan motivasi kerja terhadap kinerja karyawan PT. Bank BJB Kantor Cabang Suci Bandung.
Jurnal Manajemen dan Pemasaran Jasa, 9(1), 1-16. https://doi.org/10.25105/jmpj.v9i1.802

Rahmabh, S., & Prasetyo, M. A. M. (2022). Quality Islamic Boarding School Model: Linking the principles of teacher professionalism and
organizational management. AL-HAYAT: Journal of Islamic Education, 6(2), 425-437. https://doi.org/10.35723 /ajie.v6i2.249

Rajab, M. H. D. (2022). Pengarub profitabilitas terhadap nilai perusabaan dengan corporate social responsibility (CSR) sebagai variabel moderating |Skripsi,

Universitas Islam Negeri Sumatera Utara].
Reitz, J. (2022). Group effectiveness in organigations. Scott Foresman.
Robbins, S. P. (2021). Manajemen (Jilid 1, Edisi ke-10). Penerbit Erlangga.
Robbins, S. P., & Judge, T. A. (2021). Perilaku organisasi (Edisi bahasa Indonesia). Salemba Empat.

Sanosra, A., Hakim, A. R., Cahyono, D., Qomariah, N., & Thamrin, M. (2022). Role of knowledge sharing and leadership style in
improving employee performance with work culture as an intervening variable. Jurnal Aplikasi Manajemen, 20(4), 920-937.

https://doi.org/10.21776/ub.jam.2022.020.04.14

Sholihin, M., & Ratmono, D. (2022). Analisis SEM-PLS dengan WarpPLS 7.0 untuk hubungan nonlinier dalam penelitian sosial dan bisnis (Edisi
2). Andi Offset.

Siagian, S. P. (2022). Manajemen sumber daya manusia. PT Bumi Aksara.
Sinambela, P. L. (2022). Manajemen sumber daya manusia. PT Bumi Aksara.

Sitepu, M., Bukit, P., & Akbar, A. (2024). The influence of competency and professionalism on employee performance through career
development at the Jambi District Court Class IA. Jowrnal of Accounting and Finance Management, 5(3), 145-152.
https://doi.org/10.38035/jafm.v5i3.624

Sockanto, S. (2022). Sosiologi suatu pengantar. PT Rajawali Pers.
Sugiyono. (2022). Metode penelitian kuantitatif, kualitatif dan Re>D (4th ed.). Alfabeta.

Sunatar, B. (2022). Effect of leadership style and employee competence on employee performance through organizational citizenship

behavior. Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE), 5(2), 572—590. https://doi.org/10.31538 /iijse.v5i2.2209

Suparyadi, S. (2021). Pemimpin dan kepemimpinan yang efektsf: Ironi, komoditas bisnis yang termarginalkan tetapi menjadi rebutan. CV Andi Offset.

Tamimi, M., & Sopiah, S. (2022). The influence of leadership style on employee performance: A systematic literature review. International

Journal of Entrepreneurship and Business Management, 1(2), 128—138. https://doi.org/10.54099/ijebm.v1i2.360

Wazan, M. A., Suparmi, S., & Juniarto, G. (2023, December). The effect of human resource quality and work professionalism on
employee performance: Study on university educational personnel 17 August 1945 Semarang. In International Conference on Digital

Advanced Tourism Management and Technology (Vol. 1, No. 1, pp. 283-295). https://doi.org/10.56910/ictmt.v1i1.71



https://doi.org/10.34306/itsdi.v4i1.565
https://doi.org/10.25105/jmpj.v9i1.802
https://doi.org/10.35723/ajie.v6i2.249
https://doi.org/10.21776/ub.jam.2022.020.04.14
https://doi.org/10.38035/jafm.v5i3.624
https://doi.org/10.31538/iijse.v5i2.2209
https://doi.org/10.54099/ijebm.v1i2.360
https://doi.org/10.56910/ictmt.v1i1.71

International Journal of Economics and Management Sciences (August), vol. 3, no.3, Widyanto, et al. 81 of 81

Wibowo. (2022). Manajemen sumber daya manusia: Mengbadapi tumbubnya generasi milenial di era Revolusi Industri 4.0 dan Society 5.0. Rajawali Pers.

Widyana, 1. K. D. (2021). Pengarub person-job fit dan kepuasan kerja terbadap kinerja karyawan pada PT BPR Indra Candra [Undergraduate thesis,
Universitas Pendidikan Ganeshal. https://doi.org/10.23887 /jmpp.v5i2.39545

Yuan, J., & Wu, S. (2022). The influence of leadership style on employee performance. Jurnal Ilmiah Manajemen Kesatuan, 11(3), 1519—
1528. https://doi.org/10.37641 /jimkes.v11i3.2233

Yulius, Y. (2022). The effect of Islamic visionary leadership on organisational commitment and its impact on employee performance.

HTS Teologiese Studies/ Theological Studies, 78(1). https://doi.org/10.4102/hts.v78i1.7722

Yusuf, A., Ariyanto, S., Hidayat, D., Apriliani, M., Shaddiq, S., & Alhempi, R. R. (2023). The influence of understanding good governance,
professionalism, leadership style, and organizational commitment on auditor performance. Quality Festival.

https://doi.org/10.51583/IJ.TEMAS.2022.111203

Zainal, H., & Ashar, A. 1. D. (2022). Stres £erja. PT Sonpedia Publishing Indonesia.


https://doi.org/10.23887/jmpp.v5i2.39545
https://doi.org/10.37641/jimkes.v11i3.2233
https://doi.org/10.4102/hts.v78i1.7722
https://doi.org/10.51583/IJLTEMAS.2022.111203

