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Abstract:

This quantitative study analyzes the transformational and transactional leadership styles in turbulent conditions on
the performance of Tax Service Offices (TSOs) in Indonesia, involving 774 respondents. The analysis was
conducted using Structural Equation Modeling (SEM), with the dyadic relationship of the Leader-Member
Exchange (LMX) theory between Leaders and Followers (L-F). The results show that most TSO leaders are male,
have a master’s degree aged > 50 years and have held the position for more than two terms, while the characteristics
of the employees are more diverse in terms of their sex, education, and age. The model shows adaptive and
responsive behavior as a performance mediation of competency, transformational leadership, and transactional
leadership. Conversely, turbulence and transactional leadership directly influence performance. A dyadic leader-
follower relationship exists in the context of leadership style during turbulence conditions in public organizations.
This study analyzes the transformational and transactional leadership styles in turbulent conditions on the
performance of Tax Service Offices (TSOs) in Indonesia. The analysis used structural equation modeling (SEM).
Primary data were collected by distributing structured questionnaires, both online and face-to-face, to 744
respondents consisting of 64 TSO leaders and 710 followers in the form of TSO employees and tax-payers. The
model shows adaptive and responsive behavior as a performance mediation of competency, transformational
leadership, and transactional leadership. Conversely, turbulence and transactional leadership directly influence
performance, encouraging the formation of new structural positions, TSOs, or autonomous bodies, the
decentralization of HR authority, and developing soft-skill capacity building programs and performance appraisal
basis (leadership, adaptive, innovative, and responsive behavior) for TSO leaders. There is a dyadic leader-follower
relationship in the context of leadership style during turbulence conditions in public organizations.
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product (article 12 paragraph 3), which will be re-
enacted in 2023.

1. Introduction
In Indonesia, taxes account for more than 70% of the

state budget (Harahap, Mu-nandar, Novindra, & Igbal,
2021). However, this high contribution of tax has not
been followed by optimal exploration of tax potential
(Arnold, 2018). Additionally, data show a trend of
declining tax ratios, even lower than those of the other
ASEAN countries (Hajawiyah, Suryarini, Kiswanto, &
Tarmudji, 2021; Said, 2017). The outbreak of the
COVID-19 pandemic has resulted in economic
turbulence, which is correlated with tax revenues (The
Ministry of Finance of the Republic of Indonesia,
2021). The need for optimal tax revenue is extremely
essential and urgent. This is strengthened by the Law
number 17 of 2003 on State Finance, regulating the
maximum state budget deficit of 3% of gross domestic

As shown in Table 1, the performance achievements
of Tax Service Offices (TSOs) in 2015-2021 are still
quite low and vary between TSOs. Meanwhile, TSO is
the face of the Directorate General of Taxes and is the
spearhead of tax revenues in Indonesia, with TSO
leaders being the driving force behind tax revenue in
the TSO organization. Therefore, various tax issues,
including low compliance of taxpayers (Inasius, 2019)
and issues relating to tax reform (Directorate General of
Taxes, 2021) require the active role of TSO leaders to
encourage organizational transformation that involves
employees to increase TSO performance achievements
to reach the targets set by tax offices.

Table 1. TSO’s tax revenue performance for 2015-2021

Year Number of TSOs with % Performance Achievement  Number of TSOs with ~ %-positive growth (> 0) of
Performance Achievement>  >100% of the total TSO positive growth (> 0) the total TSO
100% of the target

2015 240f341TSO 7.04% 311 0f 341 TSO 91.20%

2016 520f341TSO 15.24% 277 of 341 TSO 81.23%

2017 67 0of 341 TSO 19.64% 196 of 341 TSO 57.48%

2018 58 0f 352 TSO 16.48% 303 of 352 TSO 86.08%

2019 67 of 352 TSO 19.04% 250 of 352 TSO 71.02%

2020 110 of 352 TSO 31.25% 58 of 352 TSO 16.48%

2021 208 of 352 TSO 59.09% 292 of 352 TSO 82.95%

Studies on leadership in organizations have been
conducted in various industries, including the
construction (Jiang, Zhao, & Zuo, 2021; Pham & Kim,
2019; Yang, Wu, & Huang, 2019), telecommunications
(Aryee et al., 2018; Dai et al., 2021), hotels
(Pawirosumarto, Sarjana, & Gunawan, 2017; Wang,
Tsai, & Tsai, 2014), MSMEs (Igbal, Ahmad, & Li,

2021), government organizations (Eliyana, Ma‘arif, &
Muzakki, 2019; Syafii, Thoyib, Nirman, & Djumahir,
2015), and public organizations (Shet, Patil, &
Chandawarkar, 2019; Vermeeren, Kuipers, & Steijn,
2019). While most of them have focused more on
private organizations and state-owned enterprises,
studies on public organizations that serve the
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government, especially tax authorities, are still very
limited. Due to their relationship with the community,
public ~ service organizations have  different
characteristics in terms of their leadership, which is
interesting to study. In addition, prior studies have
examined leadership at the top level (Chang, 2016;
Donate & Sanchez de Pablo, 2015; Mu, Bao, Sekhon,
Qi, & Love, 2018). Meanwhile, there have only been
limited studies on leadership at middle-level
management, especially in administrator positions in
the government.

Furthermore, at least two studies have explored the
relationship between leader-ship and performance
(Ohemeng, Amoako-Asiedu, & Obuobisa Darko, 2018;
Pawirosumarto et al., 2017; Sethibe, 2017). However,
neither of them used specific tax indicators, such as
those stipulated in the Decree of the Minister of Finance
number 467/KMK.01/2014 on the Performance
Management within the Ministry of Finance. Several
prior studies on leadership have also applied a dyadic
relationship approach by observing leader-follower
interactions (Chen, Chen, & Li, 2019; de Stobbeleir,
Ashford, & Buyens, 2011; Hu, Wang, Liden, & Sun,
2018; Li, Furst-Holloway, Masterson, Gales, & Blume,
2018; Muterera, Hemsworth, Baregheh, & Garcia-
Rivera, 2018; Shafi, Zoya, Lei, Song, & Sarker, 2020;
Wang et al., 2014), but dyadic relationship studies on

Indonesia, are still extremely limited. Therefore, this
study analyzes the transformational and transactional
leadership styles in turbulent conditions on the
performance of Tax Service Offices (TSOs) in
Indonesia.

2. Method

This confirmatory quantitative study was conducted
at several TSOs in Indonesia, applying the dyadic
relationship approach to examine leaders and followers.
The analysis used structural equation modeling (SEM).
Primary data were collected by distributing structured
questionnaires, both online and face-to-face, to 744
respondents consisting of 64 TSO leaders and 710
followers in the form of TSO employees and tax-payers.
Samples were drawn through convenience sampling.
The research framework for this study is shown in
Figure 1. This study focuses on two leadership styles,
namely the transformational style (GTF) and
transactional style (GTS), both of which are influenced
by an external factor in the form of occurring economic
turbulence (TUB) and an internal factor in the form of
competency (KPT). This then forms the behavior of the
Tax Service Office (TSO), namely, adaptive (ADF),
responsive (RPT), and innovative (INF) behavior. The
goal of this process is to increase the output in the form
of performance (KNJ).

leadership in Tax Service Offices, especially in
________ el R
I | I | r havi ‘i I |
| Leadership | | External | : Behaviour I : Output |
| Lo | | |
| I | I
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Dyadic Relationship:
Leader — Follower

Figure 1. Research framework

The types of data used are the primary data. The initial
stage, the instrument for collecting data and information
was the implementation of observations and Focus Group
Discussions (FGD). Effective leadership decision-making
is carried out on representative stakeholders with the aim
that the data obtained is more precise and objective.

Currently, DJP has 34 regional offices, four tax offices

for large taxpayers, 9 special tax offices, 38 middle tax
office, 301 tax office pratama, and 204 Office of Tax
Services, Counseling, and Consultation, and four
Technical Implementation Units. The total number of
offices owned by the DJP was 595 offices. In determining
the sampling, the writer uses a sampling technique using
the stratified sampling method with a purposive sampling
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according to their respective positions and area in Jakarta
and its surrounding. Respondents selected at this stage
were the sixty-four (64) Head of tax office and four
hundred seventy-eight (478) employees in the around
Jakarta area.

This study uses descriptive analysis, which describes
systematically and factually about the facts on the
variables investigated by collecting data, processing,
analyzing, and interpreting data. Descriptive analysis was
conducted to determine the current leadership situation
and conditions, about the leadership style and behavior of
leaders in the tax offices. The questionnaire was used to
measure the Likert scale used to determine the highest
score from the respondent. Table 2 shows the item and
indicator that we analyze to find effective leadership in the
Indonesian tax office.

Table 2. Item and indicator

Act right to be perfect

3. Result

From the description analysis, the majority of TSO
leaders are men. This is because TSO leaders must be
prepared for assignments outside the city, which is
generally avoided by female workers. This agrees with
a previous study that found that men tend to be more
dominant than women (Bjarnegard, 2019).

This is also supported by previous policies that still
prioritized male leaders over female leaders.
Furthermore, the survey results also show that most
TSO leaders have a master's degree. This is due to the
high competition for more significant promotion
opportunities, additional remuneration, and extended
retirement time.

Due to limited structural positions, career patterns,
and job transfer patterns, most TSO leaders have also
held the position for more than two terms. Compared to
those of TSO leaders, the characteristics of the
followers, i.e. TSO employees and taxpayers, are more
diverse (Table 3).

Item Indicator
Economic Turbulence Household consumption
(Andolfatto 2008) Investment
Government Expenditure
Export
Import
Transformational leadership Charisma

(Bass & Steidlmeier, 1999;
Yukl, 2010; Prochazka et al.,
2018; dan Stacey, 2016)

Transactional Leadership
(Bass & Steidlmeier, 1999;
Yukl, 2010; Prochazka et al.,
2018; dan Stacey, 2016)
Leaders’ competence
(Psychogios 2018 dan
Permenpan RB No 28 Tahun
2017)

Adaptive leadership
(Heifetz & Laurie, 1997,
Darling & Heller, 2011, dan
Mensah & Zimmerman,
2017)

Responsive leadership
(Jenkins-Scott, 2020)

Inspirational motivation
Intellectual stimulation
Individual considerations
Openness

Knowing the desire of
subordinates

Giving rewards or services
Responsive to subordinates
Integrity

Cooperation
Communication

Results Orientation
Public service
Development of self and
others

Manage changes
Decision-making

Assess the situation
accurately

Identifying adaptive
challenges

Understanding load and
pressure

Ensure sure the situation
does not get out of control
Empowering followers
Listen to all points of view
Take advantage of
opportunities

Solve problems with the
heart

Strong determination

Do not take harmful risks
Reduce opposition level
Expand the network

Fast recovery

Table 3. Leader-follower characteristics

Variable Leader Employee Taxpayer
Sex Male: 86% Male: 64% Male: 54.2%
Female: 14%  Female: 36% Female: 45.8%
Age 46-50 years: <30 years: 26% < 30 years:
34% 31-40 years: 21.7%
51-55 years: 24% 3140
58% 41-50 years: years:33.7%
> 55 years: 32% 41-50 years:
8% 51-60 years: 30.1%
18% 51-60 years:
14.5%
Education  Bachelor’s: Senior high Senior high
2% school graduate:  school graduate:
Master’s: 27.8% 27.7%
92% Bachelor’s: 38%  Degree: 54,2%
Doctorate: Master’s: 34% Master: 16,9%
9% Doctorate: 0.2%  Doctor: 1.7%
Experience Tenure asthe  Years of service  Length of time
TSO leader 1-10 years : registered
1-3 years: 30% 1-2 years: 6%
19% 10-20 years : 2-5 years: 17.4%
4-6 years : 26% > 5 years: 76.6%
26% 20-30 years :
7-9 39%
years :12% 51-60 years :
10-13years: 18%
27%
>12 years :
16%
Total 64 TSO 478 employees 232 taxpayers
leaders

Analysis of the effective leadership model used a

Confidence to trust others
Collaborate and discover
new things

Communicate to learn new
things

Be a brave change agent

Innovative Leadership
(Llopis, 2014; Hickman,
2018)

structural equation with eight latent variables, namely
GTF (GTF1-GTF5), GTS (GTS1-GTS4), TUB (TUBL1-
TUB4), KPT (KPT1-KPT9), ADF (ADF1-ADF6), RPT
(RPT1-RPT7), INF (INF1-INF5), and KNJ (KNJ1-
KNJ10). The results of the validity test found that all
indicators were valid, with a standard loading factor >
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0.5. Furthermore, the validity test showed that each
variable was reliable, with a CR value > 0.7 and AVE
value > 0.5.

The overall fit of the measurement model and the
structural model were tested with the goodness of fit
(GOF) measures, including absolute fit, incremental fit,
and parsimony fit indices. Of all criteria, eight indicated
good fit, and three indicated a marginal fit (See Table 4).
Thus, the overall model is declared to fulfill the
goodness of fit test.

relationship paths, as shown in Table 5. Furthermore,
the results of the relationship test show that turbulence
and competency influence transformational and
transactional leadership styles. The occurrence of
turbulence results in ex-changes between leaders and
followers, for example, in the form of changes in
working hours (Work from Home),
incentives/remissions for taxpayers, and budget cuts.
Meanwhile, the competencies possessed by leaders
form exchanges at various levels, in transformational

leadership toward intellectual
4. Discussion stimulation/actualization/self-development, and in
The results of the relationship path test indicate 13 ~ transactional leadership  toward financial ~ gain
significant relationship paths and five insignificant ~(Northouse, 2018).
Table 4. Model fit test results
Test measures _ Criteria Value  Standard Note
Absolute fit Chi-square  963.34 Smaller than  Not fit
GFI 0.891 >0.90 Marginal fit
Std. RMR  0.062  <0.05 Marginal fit
RMSEA  0.079 <0.08 Good fit
Incremental fit  AGFI 0.845 >09 Marginal fit
NFI 0950 >0.9 Good fit
NNFI 0945 >09 Good fit
CFI 0958 >0.9 Good fit
IFI 0958 >0.9 Good fit
RFI 0935 >0.9 Good fit
Parsimony fit ~ PNFI 0.733 >05 Good fit
PGFI 0625 >05 Good fit
The results of the relationship path test indicate 13  working hours (Work from Home),

significant relationship paths and five insignificant
relationship paths, as shown in Table 5. Furthermore,
the results of the relationship test show that turbulence

incentives/remissions for taxpayers, and budget cuts.
Meanwhile, the competencies possessed by leaders
form exchanges at various levels, in transformational

and competency influence transformational and leadership toward intellectual
transactional leadership styles. The occurrence of  stimulation/actualization/self-development, and in
turbulence results in ex-changes between leaders and  transactional leadership toward financial gain
followers, for example, in the form of changes in  (Northouse, 2018).
Table 5. Results of model relationship path test
Endogenous Variable Relationship  Loading factor Endogenous Variable Relationship Loading factor
GTF (R?0.79) KPT > GTF  0.86* INF (R?0.71) KPT > INF  0.54*
TUB > GTF  0.06* TUB > INF  -0.03
GTS (R%0.38) KPT > GTS 0.53* GTF> INF  0.03*
TUB > GTS  0.18* GTS > INF  0.06*
ADF (R?0.78) KPT > ADF  0.42* KNJ (R? 0.36) TUB > KNJ  0.22*
TUB > ADF  -0.04 GTF > KNJ 042
GTF > ADF  0.42* GTS > KNJ  0.16*
GTS > ADF  0.12* ADF > KNJ  0.23*
RPT (R%0.72) KPT > RPT  0.49* RPT > KNJ  0.16%
TUB > RPT  0.03 INF>KNJ -0.05
GTF > RPT  0.29*
GTS > RPT  0.14*

* Significance level 5%

The Leader-Member Exchange (LMX) theory makes
the dyadic relationship between leaders and followers
the focal point of the leadership process (Northouse,
2018). The results of the relationship test signify that
both transformational and transformational leadership
styles affect adaptive, responsive, and innovative
behavior in TSO organization. This is because leaders
(in this case, TSO leaders) influence the behavior of

their followers in terms of authority in the form of
determining transfers, career paths, and taxes. This
agrees with the LMX theory (also known as the Vertical
Dyad Linkage theory), which states that there is an
exchange of content and processes by providing fast
service within the TSO organization. Various efforts to
improve the quality of adaptive, responsive, and
innovative behavior are currently being carried out in
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the form of being active on social media and
collaborating with local governments or community
leaders to improve services. Other findings also show
that leader’s competencies influence adaptive,
responsive, and innovative behavior. This is due to the
determination of TSO leadership competencies through
the State Civil Apparatus leadership training process,
the minimum prerequisites for TSO leadership, and
various TSO leadership soft-skill and hard-skill
training, all of which encourage an increase in the
competencies of TSO leaders to play a role in
improving behavior within the organization.

The leadership process requires adaptive and
responsive behavioral exchange interactions that drive
the performance of the organization. Adaptive and
responsive behaviors are significant as intermediaries in
the model, whereas innovative behavior is not
significant. This is possible because adaptive and

responsive behavior is a short-term response, while
innovative behavior as a long-term response requires an
extensive process which is currently centered at DJP.
The relationship test also examined the direct and
indirect effects of all variables on performance, as
displayed in Table 6. Among all variables, turbulence
and transactional leadership have a more substantial
direct effect on performance. This is possible because of
the characteristics of taxes based on income or profits,
whereby tax revenues also decrease when there is an
economic decline. Meanwhile, transactional leadership
is easier to implement, as in the sunset policy, tax
amnesty, and tax reform volumes I-111. Additionally, the
results of the relationship test show that competency
and transformational leadership have an indirect effect
on performance. This finding is in accordance with
several previous studies on this topic (Aryee et al.,
2018; Overstreet et al., 2019; Dai et al., 2021).

Table 6. Direct and indirect influence of variables on performance

Endogenous Variable Relationship Loading factor Relationship Loading factor

KNJ TUB — KNJ 0.22* GTS - KNJ 0.16*
TUB —» GTF - RPT —» KNJ  0.003* GTS - ADF — KNJ 0.03*
TUB — GTF - ADF — KNJ  0.006* GTS - RPT — KNJ 0.02*
TUB — GTS - RPT —» KNJ  0.004* GTS (Total) 0.21
TUB — GTS —» RPT —» KNJ  0.003* KPT — ADF — KNJ 0.10*
TUB (TOTAL) 0.236 KPT - RPT - KNJ 0.08*
GTF — KNJ 0.42 KPT —» GTF — ADF —» KNJ  0.08*
GTF — ADF —» KNJ 0.10* KPT — GTF - RPT — KNJ  0.04*
GTF - RPT - KNJ 0.05* KPT — GTS —» ADF — KNJ  0.015*
GTF (Total) 0.15 KPT —» GTS - RPT —» KNJ  0.012*

KPT (Total) 0.327

* Significance level 5%

The managerial implications in the context of this
study are divided into two categories, namely, those for
the government as a regulator and those for TSOs.
Managerial implications for the government as a
regulator are as follows: (i) Encouraging the formation
of new structural positions, TSOs, or autonomous
bodies, or the decentralization of HR authority; and (ii)
Developing soft-skill capacity building programs and
performance appraisal basis (leadership, adaptive,
innovative, and responsive behavior) for TSO leaders.
Meanwhile, the managerial implications for TSOs are:
(i) Establishing formal and informal communication
channels for taxpayers and TSO employees, such as
social media (Facebook, Instagram, and Twitter),
WhatsApp Groups, and others; and (ii) Running
collaborative programs with local governments and
various industries, including the trade, customs,
communications, and law enforcement industries, to
explore legal certainty potential and activities.

5. Conclusion

From the analysis, it can be concluded that most
TSO leaders are male, aged > 50 years, and have held
the position for more than two terms, while the
followers are more diverse in terms of sex, education,

and age; and adaptive and responsive behavior mediates
the performance of competent, transformational, and
transactional  leaders, whereas turbulence and
transactional leadership have a direct influence. Due to
the limitations of the current study, further research on
this topic may focus on institutions to produce effective
leadership in TSO; as well as examine the remuneration
system, career patterns, and transfers. Additionally,
transactional and transformational changes in TSO are
highly encouraged and new work patterns that use
digital technology is strongly needed.

Authors’ Contributions

Reza Saleh: writing draft, data curation, project
Administrator; Syamsul Maarif as a supervisor and
validation; Lukman Baga: methodology and
proofreading; Herien: data analysis and figure.

References

[1JARNOLD, J.M. (2018). Improving the tax system in
Indonesia. OECD Economics Department Working
Papers, 998.
https://doi.org/https://doi.org/10.1787/5k912j3r2gmr
-en



https://doi.org/https:/doi.org/10.1787/5k912j3r2qmr-en
https://doi.org/https:/doi.org/10.1787/5k912j3r2qmr-en

667

[2]ARYEE, S., WALUMBWA, F.O., ZHOU, Q., &
HARTNELL, C.A. (2018). Transformational
leadership, innovative  behavior, and task
performance: Test of mediation and moderation
processes. Human Performance, 25(1), 1-25.
https://doi.org/10.1080/08959285.2011.631648

[3]BJARNEGARD, E. (2019). Gender, informal
institutions and political recruitment: Explaining
male dominance in parliamentary representation.
Palgrave Macmillan. Retrieved from
https://link.springer.com/book/10.1057/9781137296
740

[4] CHANG, C.-H. (2016). The determinants of green
product innovation performance. Corporate Social
Responsibility and Environmental Management,
23(2), 65-76.
https://doi.org/https://doi.org/10.1002/csr.1361

[5]CHEN, C.-Y., CHEN, C.-H.V., & LI, C.-l. (2019).
The influence of leader’s spiritual values of servant
leadership on employee motivational autonomy and
eudaemonic well-being. Journal of Religion and
Health, 52(2), 418-438.
https://doi.org/10.1007/s10943-011-9479-3

[6]DAI, Y., ABDUL-SAMAD, Z., CHUPRADIT, S.,
NASSANI, AA., HAFFAR, M., & MICHEL, M.
(2021). Influence of CSR and leadership style on
sustainable performance: moderating impact of
sustainable entrepreneurship and mediating role of
organizational commitment. Economic Research-
Ekonomska IstraZivanja, 35(1), 1-23.
https://doi.org/10.1080/1331677X.2021.2007151

[7]DE STOBBELEIR, K.E.M., ASHFORD, SJ., &
BUYENS, D. (2011). Self-regulation of creativity at
work: The role of feedback-seeking behavior in
creative performance. Academy of Management
Journal, 54(4), 811-831.
https://doi.org/10.5465/amj.2011.64870144

[8]DIRECTORATE GENERAL OF TAXES OF THE
REPUBLIC OF INDONESIA (2020). Laporan
keuangan DJP tahun 2020 (The 2020 financial
report of DGT). Kemeterian Keuangan Direktorat
Jenderal Pajak.

[9]DIRECTORATE GENERAL OF TAXES OF THE
REPUBLIC OF INDONESIA (2021). Reformasi
adalah keniscayaan, perubahan adalah kebutuhan:
Cerita di balik reformasi perpajakan (Reform is a
must, change is a need: The story behind tax
reform). Kemeterian Keuangan Direktorat Jenderal
Pajak.

[10] DONATE, M.J., & SANCHEZ DE PABLO, J. D.
(2015). The role of knowledge-oriented leadership in
knowledge management practices and innovation.
Journal of Business Research, 68(2), 360-370.
https://doi.org/https://doi.org/10.1016/j.jbusres.2014.
06.022

[11] ELIYANA, A, MA’ARIF, S., & MUZAKKI.
(2019). Job satisfaction and organizational
commitment effect in the transformational

leadership  towards  employee  performance.
European Research on Management and Business
Economics, 25(3), 144-150.
https://doi.org/https://doi.org/10.1016/j.iedeen.2019.
05.001

[12] HAJAWIYAH, A, SURYARINI, T,
KISWANTO, & TARMUDJI, T. (2021). Analysis
of a tax amnesty’s effectiveness in Indonesia.
Journal of International Accounting, Auditing and
Taxation, 44, 100415.
https://doi.org/https://doi.org/10.1016/j.intaccaudtax.
2021.100415

[13] HARAHAP, M., MUNANDAR, Al,
NOVINDRA, & IQBAL, A.M. (2021). Dampak
makro ekonomi dan kebijakan terhadap pajak (The
impacts of macroeconomics and tax policies).
Bypass.

[14] HU, J., WANG, Z., LIDEN, R.C.,, & SUN, J.
(2018). The influence of leader core self-evaluation
on follower reports of transformational leadership.
The Leadership Quarterly, 23(5), 860-868.
https://doi.org/https://doi.org/10.1016/j.leaqua.2018.
05.004

[15] INASIUS, F. (2019). Factors influencing SME tax
compliance: Evidence from Indonesia. International
Journal of Public Administration, 42(5), 367-379.
https://doi.org/10.1080/01900692.2018.1464578

[16] IQBAL, Q., AHMAD, N.H., & LI, Z. (2021).
Frugal-based innovation model for sustainable
development: technological and market turbulence.
Leadership & Organization Development Journal,
42(3), 396-407. https://doi.org/10.1108/LODJ-06-
2020-0256

[171JIANG, W., ZHAO, X., & ZUO, J. (2021).
Confucian  principles and  performance: a
contractors’ leadership model. International Journal
of Construction Management, 21(8), 834-844.
https://doi.org/10.1080/15623599.2019.1587678

[18] LI, J., FURST-HOLLOWAY, S., MASTERSON,
S.S., GALES, LM, & BLUME, B.D. (2018).
Leader-member exchange and leader identification:
comparison and integration. Journal of Managerial
Psychology, 33(2), 122-141.
https://doi.org/10.1108/JMP-06-2017-0220

[19] MU, J., BAO, Y., SEKHON, T., Ql, J., & LOVE,
E. (2018). Outside-in marketing capability and firm
performance. Industrial Marketing Management, 75,
37-54.
https://doi.org/10.1016/j.indmarman.2018.03.010

[20] MUTERERA, J, HEMSWORTH, D.,
BAREGHEH, A., & GARCIA-RIVERA, B.R.
(2018). The leader—follower dyad: The link between
leader and follower perceptions of transformational
leadership and its impact on job satisfaction and
organizational performance. International Public
Management Journal, 21(1), 131-162.
https://doi.org/10.1080/10967494.2015.1106993

[21] NORTHOUSE, P.G. (2018). Leadership: Theory



https://doi.org/10.1080/08959285.2011.631648
https://link.springer.com/book/10.1057/9781137296740
https://link.springer.com/book/10.1057/9781137296740
https://doi.org/https:/doi.org/10.1002/csr.1361
https://doi.org/10.1007/s10943-011-9479-3
https://doi.org/10.1080/1331677X.2021.2007151
https://doi.org/10.5465/amj.2011.64870144
https://doi.org/https:/doi.org/10.1016/j.jbusres.2014.06.022
https://doi.org/https:/doi.org/10.1016/j.jbusres.2014.06.022
https://doi.org/https:/doi.org/10.1016/j.iedeen.2019.05.001
https://doi.org/https:/doi.org/10.1016/j.iedeen.2019.05.001
https://doi.org/https:/doi.org/10.1016/j.intaccaudtax.2021.100415
https://doi.org/https:/doi.org/10.1016/j.intaccaudtax.2021.100415
https://doi.org/https:/doi.org/10.1016/j.leaqua.2018.05.004
https://doi.org/https:/doi.org/10.1016/j.leaqua.2018.05.004
https://doi.org/10.1080/01900692.2018.1464578
https://doi.org/10.1108/LODJ-06-2020-0256
https://doi.org/10.1108/LODJ-06-2020-0256
https://doi.org/10.1080/15623599.2019.1587678
https://doi.org/10.1108/JMP-06-2017-0220
https://doi.org/10.1016/j.indmarman.2018.03.010
https://doi.org/10.1080/10967494.2015.1106993

Saleh et al. Leadership Styles during Economic Turbulence That Improve Performance in Tax Service Offices: Leader-Follower Dyad, Vol. 60

668

Autumn/Winter 2022

and practice. Sage publications.

[22] OHEMENG, F.L.K., AMOAKO-ASIEDU, E., &
OBUOBISA DARKO, T. (2018). The relationship
between leadership style and employee performance.
International Journal of Public Leadership, 14(4),
274-296. https://doi.org/10.1108/1JPL-06-2017-
0025

[23] OVERSTREET, R.E., HANNA, J.B., BYRD,
T.A., CEGIELSKI, C.G., & HAZEN, B.T. (2019).
Leadership style and organizational innovativeness
drive motor carriers toward sustained performance.
The International Journal of Logistics Management,
24(2), 247-270. https://doi.org/10.1108/1JLM-12-
2018-0141

[24] PAWIROSUMARTO, S., SARJANA, PK. &
GUNAWAN, R. (2017). The effect of work
environment, leadership style, and organizational
culture towards job satisfaction and its implication
towards employee performance in Parador Hotels
and Resorts, Indonesia. International Journal of Law
and Management, 59(6), 1337-1358.
https://doi.org/10.1108/IJLMA-10-2016-0085

[25] PHAM, H., & KIM, S.-Y. (2019). The effects of
sustainable practices and managers’ leadership
competences on sustainability performance of
construction firms. Sustainable Production and
Consumption, 20, 1-14.
https://doi.org/https://doi.org/10.1016/j.spc.2019.05.
003

[26] SAID, E.W. (2017). Tax policy in action: 2016 tax
amnesty experience of the Republic of Indonesia.
Laws, 6. https://doi.org/10.3390/1aws6040016

[27] SETHIBE, T.G. (2017). Towards a comprehensive
model on the relationship between leadership style,
organisational climate, innovation and organisational
performance. International Journal of Innovation
Management, 22(02), 1850021.
https://doi.org/10.1142/S1363919618500214

[28] SHAFI, M., ZOYA, LEIl, Z., SONG, X, &
SARKER, M.N.I. (2020). The effects of
transformational leadership on employee creativity:
Moderating role of intrinsic motivation. Asia Pacific
Management Review, 25(3), 166-176.
https://doi.org/https://doi.org/10.1016/j.apmrv.2019.
12.002

[29] SHET, SV, PATIL, S.V., &
CHANDAWARKAR, M.R. (2019). Competency
based superior performance and organizational
effectiveness. International Journal of Productivity
and Performance Management, 68(4), 753-773.
https://doi.org/10.1108/1JPPM-03-2018-0128

[30] SYAFII, L.I., THOYIB, A, NIMRAN, U, &
DJUMAHIR. (2015). The role of corporate culture
and employee motivation as a mediating variable of
leadership style related with the employee
performance (Studies in Perum Perhutani). Procedia
- Social and Behavioral Sciences, 211, 1142-1147.

https://doi.org/https://doi.org/10.1016/j.sbspro.2015.
11.152

[31] THE MINISTRY OF FINANCE OF THE
REPUBLIC OF INDONESIA (2020). Laporan
keuangan pemerintah pusat (LTSO) tahun 2020 (The
2020 financial report (LTSO) of the central
government). Kementerian Keuangan Republik
Indonesia.

[32] THE MINISTRY OF FINANCE OF THE
REPUBLIC OF INDONESIA (2021). Laporan
keuangan pemerintah pusat (LTSO) tahun 2021 (The
2021 financial report (LTSO) of the central
government). Kementerian Keuangan Republik
Indonesia.

[33] VERMEEREN, B., KUIPERS, B., & STEIN, B.
(2019). Does leadership style make a difference?
Linking HRM, job satisfaction, and organizational
performance. Review of Public Personnel
Administration, 34(2), 174-195.
https://doi.org/10.1177/0734371X13510853

[34] WANG, C.-J., TSAI, H.-T., & TSAI, M.-T. (2014).
Linking transformational leadership and employee
creativity in the hospitality industry: The influences
of creative role identity, creative self-efficacy, and
job complexity. Tourism Management, 40, 79-89.
https://doi.org/https://doi.org/10.1016/j.tourman.201
9.05.008

[35] YANG, L.-R., WU, K.-S., & HUANG, C.-F.
(2019). Validation of a model measuring the effect
of a project manager’s leadership style on project
performance. KSCE Journal of Civil Engineering,
17(2), 271-280. https://doi.org/10.1007/s12205-013-
1489-0

BEN:

[L]ARNOLD, J.M. (2018). i F1EE J2 V6 I B Bt Yie il
B 2B HH g B LR g 3T, 998.
https://doi.org/https://doi.org/10.1787/5k912j3r2qmr
-en

[2]ARYEE, S., WALUMBWA, F.O., ZHOU, Q.,
HARTNELL, C.A. (2018). Zo 5RI4T 5. AT
FMEZS G385« MR TR RO . A8,
25(1), 1-25.
https://doi.org/10.1080/08959285.2011.631648

[3]BJARNEGARD, E. (2019). P£51, FEEXHLAIFO
BURRS: « RRE T MR SRR TR E S AL,
e /R A& EF K- EZm K., M..KB
https://link.springer.com/book/10.1057/9781137296
740

[4]CHANG, C.-H. (2016). St/ fnAlET 43t ik &
KE, At TH T 5 EE B, 23(2), 65-76.
https://doi.org/https://doi.org/10.1002/csr.1361

[S]CHEN, C.-Y., CHEN, C.-H.V., #1 LI, C.-I. (2019).
FSFANNXE S ARG BT 5 T B 3=



https://doi.org/10.1108/IJPL-06-2017-0025
https://doi.org/10.1108/IJPL-06-2017-0025
https://doi.org/10.1108/IJLM-12-2018-0141
https://doi.org/10.1108/IJLM-12-2018-0141
https://doi.org/10.1108/IJLMA-10-2016-0085
https://doi.org/https:/doi.org/10.1016/j.spc.2019.05.003
https://doi.org/https:/doi.org/10.1016/j.spc.2019.05.003
https://doi.org/10.3390/laws6040016
https://doi.org/10.1142/S1363919618500214
https://doi.org/https:/doi.org/10.1016/j.apmrv.2019.12.002
https://doi.org/https:/doi.org/10.1016/j.apmrv.2019.12.002
https://doi.org/10.1108/IJPPM-03-2018-0128
https://doi.org/https:/doi.org/10.1016/j.sbspro.2015.11.152
https://doi.org/https:/doi.org/10.1016/j.sbspro.2015.11.152
https://doi.org/10.1177/0734371X13510853
https://doi.org/https:/doi.org/10.1016/j.tourman.2019.05.008
https://doi.org/https:/doi.org/10.1016/j.tourman.2019.05.008
https://doi.org/10.1007/s12205-013-1489-0
https://doi.org/10.1007/s12205-013-1489-0
https://doi.org/https:/doi.org/10.1787/5k912j3r2qmr-en
https://doi.org/https:/doi.org/10.1787/5k912j3r2qmr-en
https://doi.org/10.1080/08959285.2011.631648
https://link.springer.com/book/10.1057/9781137296740
https://link.springer.com/book/10.1057/9781137296740
https://doi.org/https:/doi.org/10.1002/csr.1361

669

F=g @ AR, RG-SR, 52(2), 418
438. https://doi.org/10.1007/s10943-011-9479-3

[6]DAI, Y., ABDUL-SAMAD, Z., CHUPRADIT, S,,
NASSANI, A.A., HAFFAR, M., fi MICHEL, M.
(2021). AL A TTEFNST S XU AT FREE 42400
S2Mm  ATRPSEAIML A E IR A AR IR T
" B . 2 ¥ WF %%, 35(1), 1-23.
https://doi.org/10.1080/1331677X.2021.2007151

[7]DE STOBBELEIR, K.E.M., ASHFORD, S.J., #n
BUYENS, D. (2011). T{E Al /1 B BT
KRS RITHECIEME EPER, EEFESHT,
54(4), 811-831.
https://doi.org/10.5465/am|.2011.64870144

[8] F B2 J& vu I 2L Fn [E Bl 55 0/ (2020). Bi 55 5LUR)
2020 I 5HR Ao BEIRLSS SR,

[O1FNEE Jeva I L FnE B 55 5 )R (2021). 38 AE 44
17, ZHIALEMAT - BlildOE S FrolcE, I
T =V

[10] DONATE, M.J., f1 SANCHEZ DE PABLO, J. D.
(2015). LAAEIHF R SRS S EENRE BESEEAnA
B EER. mEALAFgE &, 68(2), 360-370.
https://doi.org/https://doi.org/10.1016/j.jbusres.2014.
06.022

[11] ELIYANA, A., MA’ARIF, S., f1 MUZAKKI.
(2019). TAF 3 B BE TN SRR 15 52N 25 B 41 S5
T LRI, RN A BR G- 7\l 28 5 A F 2,
25(3), 144-150.
https://doi.org/https://doi.org/10.1016/j.iedeen.2019.

05.001
[12] HAJAWIYAH, A, SURYARINI, T,

KISWANTO, il TARMUDJI, T. (2021). SFEIEE B
VIR RCA 2R AT, [ERRait,. it
B % K E 44, 100415.
https://doi.org/https://doi.org/10.1016/j.intaccaudtax.
2021.100415

[13] HARAHAP, M., MUNANDAR, Al,
NOVINDRA, F1 IQBAL, A.M. (2021). Z=ZW£%55Fn
Bl BRI RN, B555.

[14] HU, J., WANG, Z., LIDEN, R.C., f1 SUN, J.
(2018). 4iGAEZ.0 B AN TR A RS SR
W5 m ., S 5H 2=, 23(5), 860-868.
https://doi.org/https://doi.org/10.1016/].leaqua.2018.
05.004

[15] INASIUS, F. (2019). 520 H /N[l Fid B M Y
K% : SREEERE AR, ERAI 7B A
& , 42(5), 367-379.
https://doi.org/10.1080/01900692.2018.1464578

[16] IQBAL, Q., AHMAD, N.H., 1 LI, Z. (2021). #]
Frank BTG AT - RT3 %. 40
S 51 5@l P KRR E, 423), 396-407.
https://doi.org/10.1108/L.ODJ-06-2020-0256

[17]1 JIANG, W., ZHAO, X., il ZUO, J. (2021). £

JE5-54% : ARG, [EprR s Bl
Zu & : 21(8), 834-844.
https://doi.org/10.1080/15623599.2019.1587678

[18] LI, J., FURST-HOLLOWAY, S., MASTERSON,
S.S., GALES, L.M., f1 BLUME, B.D. (2018). 41 &--
%R A HLFN SRS AR S - PhEs IR A, B HELLE
Zuits, 33(2), 122-141. https://doi.org/10.1108/JMP-
06-2017-0220

[19] MU, J., BAO, Y., SEKHON, T., QI, J., 1 LOVE,
E. (2018). HAM A NHYVEFRE) G-l 5%, T
W o gy % B, 75, 37-54.
https://doi.org/10.1016/j.indmarman.2018.03.010

[20] MUTERERA,  J,, HEMSWORTH, D.,
BAREGHEH, A., fil GARCIA-RIVERA, B.R.
(2018). &G & -BhEE — o4 S EFIBREE
o 2 AR A S A 15 M O T AR B Fn 2 2 5
RSN (8] FOEE R, EIRA AT BT, 21(2),
131-162.
https://doi.org/10.1080/10967494.2015.1106993

[21] NORTHOUSE, P.G. (2018). 4ii5: /7 : Hlig 552
B FEANHIRY.

[22] OHEMENG, F.L.K., AMOAKO-ASIEDU, E., FiI
OBUOBISA DARKO, T. (2018). 45Xk 551 T
SRR, EIFRAIAS I, 14(4), 274-296.
https://doi.org/10.1108/1JPL-06-2017-0025

[23] OVERSTREET, R.E., HANNA, J.B., BYRD,
T.A., CEGIELSKI, C.G., 1 HAZEN, B.T. (2019).
TG A T LR AT HE SR R i B P L B R 4255t
Ao Im ®) it & B 2% &, 24(2), 247-270.
https://doi.org/10.1108/1JLM-12-2018-0141

[24] PAWIROSUMARTO, S., SARJANA, PK. 7
GUNAWAN, R. (2017). T.YEFFEE, SIS KRS FN4H
A AR B B RS2 Sz FO FIEE 2 PE e
PLZEE K BB 0 Lo, EipiEEL
v O 2 & . 59(6), 1337-1358.
https://doi.org/10.1108/1JLMA-10-2016-0085

[25] PHAM, H., 1 KIM, S.-Y. (2019). "] F&s2fE 0
B SIS HE 1WA T AT RS R G 5
my o, W OFF £z B 0 ooV %R, 20, 1-14.
https://doi.org/https://doi.org/10.1016/j.spc.2019.05.
003

[26] SAID, E.W. (2017). BlBERZIEATE) - FIE)R
PE S FnE 2016 FRORLRRR LA, 15, 6.
https://doi.org/10.3390/laws6040016

[27] SETHIBE, T.G. (2017). £ S74S Mk, LM
. QT RGN (Bl R LA B, [EfR

o o & OB Ze &, 22(02), 1850021
https://doi.org/10.1142/S1363919618500214

[28] SHAFI, M., ZOYA, LEl, Z., SONG, X., #u
SARKER, M.N.1. (2020). 25 #7145 S5+ 51 T.0lf 1
JIRYEEN - NESIALEETIE N, RS B PRE,
25(3), 166-176.



https://doi.org/10.1007/s10943-011-9479-3
https://doi.org/10.1080/1331677X.2021.2007151
https://doi.org/10.5465/amj.2011.64870144
https://doi.org/https:/doi.org/10.1016/j.jbusres.2014.06.022
https://doi.org/https:/doi.org/10.1016/j.jbusres.2014.06.022
https://doi.org/https:/doi.org/10.1016/j.iedeen.2019.05.001
https://doi.org/https:/doi.org/10.1016/j.iedeen.2019.05.001
https://doi.org/https:/doi.org/10.1016/j.intaccaudtax.2021.100415
https://doi.org/https:/doi.org/10.1016/j.intaccaudtax.2021.100415
https://doi.org/https:/doi.org/10.1016/j.leaqua.2018.05.004
https://doi.org/https:/doi.org/10.1016/j.leaqua.2018.05.004
https://doi.org/10.1080/01900692.2018.1464578
https://doi.org/10.1108/LODJ-06-2020-0256
https://doi.org/10.1080/15623599.2019.1587678
https://doi.org/10.1108/JMP-06-2017-0220
https://doi.org/10.1108/JMP-06-2017-0220
https://doi.org/10.1016/j.indmarman.2018.03.010
https://doi.org/10.1080/10967494.2015.1106993
https://doi.org/10.1108/IJPL-06-2017-0025
https://doi.org/10.1108/IJLM-12-2018-0141
https://doi.org/10.1108/IJLMA-10-2016-0085
https://doi.org/https:/doi.org/10.1016/j.spc.2019.05.003
https://doi.org/https:/doi.org/10.1016/j.spc.2019.05.003
https://doi.org/10.3390/laws6040016
https://doi.org/10.1142/S1363919618500214

Saleh et al. Leadership Styles during Economic Turbulence That Improve Performance in Tax Service Offices: Leader-Follower Dyad, Vol. 60

Autumn/Winter 2022
670
https://doi.org/https://doi.org/10.1016/j.apmrv.2019.
12.002
[29] SHET, SV, PATIL, SV, Fn

CHANDAWARKAR, M.R. (2019). % T-HE 1By
RGN GUARE, EIFRAEF ) 550008 BlRE,
68(4), 753-773. https://doi.org/10.1108/IJPPM-03-
2018-0128

[30] SYAFII, L.I, THOYIB, A., NIMRAN, U., fn
DJUMAHIR. (2015). 1)L b0 G T ER 5
T LEVR RIS S R TR s | AR (&
A FUREALE R RIBESE) . BEFe-tEa T T

= , 211, 1142-1147.
https://doi.org/https://doi.org/10.1016/j.sbspro.2015.
11.152

[31] R JE P I A A =i BoAE - (2020). 2020 45 Hr
BRIV 559 o FIEE JE V8 I 3 Fn [ v BEE.

[32] FIEE J& va [ A0 [E A Bl (2021). 2021 4F A1k
BRIV 559 o FIEE JE V8 1 3 Fn [ v BEe.

[33] VERMEEREN, B., KUIPERS, B., & STENN, B.
(2019). 4TS kS BRI 2 5 A ) TEii i B
. LR E AN GHRESRER, iTAaANFE
17 B : 34(2), 174-195.
https://doi.org/10.1177/0734371X13510853

[34] WANG, C.J., TSAI, H.-T., f1 TSAI, M.-T.
(2014). FHEIE YA RIS S0 5 51 Tl 15
RAER - AIEMEA EAINFE, Al B LR L
B &2 ZMEny 2 m . Jik ifF & PR, 40, 79-89.
https://doi.org/https://doi.org/10.1016/j.tourman.201
9.05.008

[35] YANG, L.-R., WU, K.-S., f1 HUANG, C.-F.
(2019). 4EIE iy &I H 22 PR S XS T H 52507
M EOAR R, K oK TR i s TR TR,
17(2), 271-280. https://doi.org/10.1007/s12205-013-
1489-0



https://doi.org/https:/doi.org/10.1016/j.apmrv.2019.12.002
https://doi.org/https:/doi.org/10.1016/j.apmrv.2019.12.002
https://doi.org/10.1108/IJPPM-03-2018-0128
https://doi.org/10.1108/IJPPM-03-2018-0128
https://doi.org/https:/doi.org/10.1016/j.sbspro.2015.11.152
https://doi.org/https:/doi.org/10.1016/j.sbspro.2015.11.152
https://doi.org/10.1177/0734371X13510853
https://doi.org/https:/doi.org/10.1016/j.tourman.2019.05.008
https://doi.org/https:/doi.org/10.1016/j.tourman.2019.05.008
https://doi.org/10.1007/s12205-013-1489-0
https://doi.org/10.1007/s12205-013-1489-0

