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Abstract: 

This research aims to (1) analyze the influence of situational leadership on good governance and performance, (2) 

analyze the influence of commitment on good governance and performance, (3) analyze the influence of 

competence on good governance and performance, (4) analyze the influence of good governance on performance, 

and (5) analyze the influence of situational leadership, commitment, and competence on performance, mediated by 

good governance. The research method used was quantitative research. The research object is the South Sulawesi 

Regional Police personnel. The results of this research show that 1) situational leadership has a positive and 

significant effect on good governance and the performance of the national police personnel at the South Sulawesi 

Regional Police; 2) commitment has a positive and significant effect on good governance and the performance of 

the national police personnel at the South Sulawesi Regional Police; 3) competence has a positive and significant 

effect on good governance and performance; 4) good governance has a positive and significant effect on 

performance; 5) good governance can mediate the influence of situational leadership and competence on 

performance but cannot mediate commitment to performance. The findings of this research suggest that by 

implementing good governance, it can serve as a moral compass to enhance the ethical standards within the police 

force. This includes improving service ethics, institutional ethics, and community ethics. This will lead to the 

optimal execution of police duties and responsibilities. The novelty of this research is that previous researchers 

focused only on the influence of situational leadership, commitment, and competence on performance and did not 

touch on good governance as a mediator. Good governance has not been widely studied as a mediating variable; 

therefore, the researchers use good governance as a mediator. 

Keywords: situational leadership, commitment, competence, good governance, performance. 

通过南苏拉威西地区警察的良好治理，情境领导、承诺和能力对国家警
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察人员绩效的影响 

 

 
摘要： 

本研究旨在（1）分析情境领导对良好治理和绩效的影响，（2）分析承诺对良好治理和绩效的影响，（3）

分析能力对良好治理和绩效的影响，（4）分析良好治理对绩效的影响；(5)分析在良好治理的调节下情境

领导、承诺和能力对绩效的影响。所采用的研究方法是定量研究。研究对象是南苏拉威西地区警察人员。

本研究结果表明：1）情境领导力对南苏拉威西地区警察的良好治理和国家警察人员的绩效具有积极且显着

的影响；2) 

承诺对南苏拉威西地区警察的良好治理和国家警察人员的绩效具有积极和重大的影响；3）能力对良好治理

和绩效具有积极且显着的影响；4）良好的治理对绩效有积极且显着的影响；5）良好的治理可以调节情境

领导和能力对绩效的影响，但不能调节对绩效的承诺。这项研究的结果表明，通过实施良好的治理，它可

以成为提高警察部队内部道德标准的道德指南针。这包括提高服务道德、机构道德和社区道德。这将导致

警察职责和责任的最佳执行。这项研究的新颖之处在于，之前的研究人员只关注情境领导、承诺和能力对

绩效的影响，而没有触及作为中介的良好治理。良好治理作为中介变量尚未得到广泛研究；因此，研究人

员使用良好的治理作为调解者。 
 

关键词：情境领导、承诺、能力、良好治理、绩效。 

  

1. Introduction 

Since the inception of the reform era in 1988, the 

National Police of the Republic of Indonesia has been 

under increasing pressure from the public to undergo 

comprehensive reform. This includes structural changes 

in the police's state administration, organization, 

structure, and position. Additionally, there is a demand 

for institutional changes in the form of revising the 

police's philosophy, vision, mission, and goals and 

enhancing their authority, competence, functional 

capabilities, and utilization of science and technology. 

Furthermore, cultural aspects are seen as the 

culmination of changes in both structural and 

instrumental aspects as they play a crucial role in 

shaping the quality of services provided by the Police to 

the community (Johari & Yahya, 2019). 

Based on Kompolnas data regarding public 

complaints from 2021 to 2023, approximately 98% of 

reports submitted to Kompolnas are still related to 

detective services. Of the six performance aspects 

assessed (poor service, discrimination, corruption and 

abuse of authority), 95% of complaints were related to 

poor service. The key to solving police problems that 

arise in society is through communication and 

transparency. The Kompolnas has identified instances 

where investigators failed to promptly inform the public 

of the progress of investigation results through Progress 

Notification Letters (SP2HP). This lack of 

communication led to the assumption that the public 

was already aware of the stages of the investigation 

being conducted by the police (Kompolnas, 2023). 

According to factual data concerning the 

performance of the South Sulawesi Regional Police in 

addressing public complaints and the assessment 

conducted by the Indonesian Ombudsman, there has 

been an increase in public complaints regarding 

performance and services. In 2020, there was a 15.2% 

increase, with a total of 152 complaints. This trend 

continued in 2021, with a significant increase of 15.2%, 

totaling 154 complaints, representing a 4% increase. 

These figures include external complaints lodged 

against the police. This has implications for decreasing 

performance through the services of the South Sulawesi 

Regional Police. This is because there are still members 

of the national police who abuse their authority; 

therefore, the public wants the South Sulawesi Regional 

Police to be more professional in performance and 

service (Setyowadi, 2021).     

In response to the evolving societal dynamics, world 

globalization, and calls for national bureaucratic reform, 

the public is urging the national police, particularly the 

South Sulawesi Regional Police, to provide 

accountable, responsive, and professional service. It is 

essential that the services offered are transparent, user-

friendly, cost-effective, fast, and uncomplicated. In 

addition, the public also demands the quality of service 

provided by the South Sulawesi Regional Police. 

The South Sulawesi Regional Police is aimed at 

enhancing public perception of their services through 

the competence of their officers. By providing efficient 

and effective law enforcement, it can instill confidence 

and satisfaction in the community. It is their goal to 

fulfill expectations and earn the trust of the public. 

However, public trust in the national police still appears 

to be low because the services provided by the national 

police are not yet excellent or are even atrocious. 

Therefore, research needs to be conducted to determine 

the competence and performance of the national police, 

why the level of public trust is still low, and why the 

reforms carried out by the national police have not yet 

been implemented to achieve the target. 

The factual problem is the performance of police 
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personnel who do not adhere to the principles of good 

governance. This shows a lack of public trust in the 

performance of the police. Therefore, police 

bureaucratic reform needs to be carried out, and 

managerial supervision is needed. There is a quick win 

program that contains the principles of good 

governance, particularly transparency in the recruitment 

of police personnel, which is built on the basis of free 

flow of information, information that can be accessed 

by interested parties, and the availability of adequate 

information so that it can be understood and monitored 

by all levels of society (Dalimunthe, 2018). 

Other problems regarding the performance of the 

police in relation to governance or good governance in 

the recruitment of police members, for example, 

occurred during the recruitment of police brigadiers. 

There were allegations of incidents that made the 

police‘s image unfavorable, with allegations of 

collusion between the committee and participants in the 

Police Brigadier acceptance test. This has huge 

implications for the image and performance of the 

police institution as a whole. 

This research was developed by referring to several 

previous studies: 

Khan et al.‘s (2016) analysis variables consist of 

human resource development (X) and organizational 

performance (Y). Data were collected from employees 

working in commercial banks in Dera Ismail Khan, 

Pakistan. The analytical tool used was multiple linear 

regression. The research results show a positive 

relationship between human resource management 

practices and organizational performance. 

Abazeed‘s (2018) analysis variables consist of talent 

management (X), organizational commitment of 

telecommunication company employees in Yordani 

(Y2), and the mediation variable employee work 

engagement (Y1). The analysis tools used was SPSS 

AMOS. The results of the research show that talent 

management has a significant impact on organizational 

commitment. 

The principles of governance include participation, 

rule of law, transparency, responsiveness, consensus 

orientation, fairness, effectiveness and efficiency, 

accountability, and strategic vision. In this research, 

governance principles are limited to transparency and 

accountability, considering that these two principles 

often give rise to problems at a practical level (Finger & 

Pécoud, 2017). 

This can be seen from the governance perspective of 

the recruitment of police brigadiers for the 2017 fiscal 

year at the South Sulawesi Regional Police. The 

research results state that the implementation of the 

recruitment of National Police Brigadiers for the 2017 

fiscal year at the South Sulawesi Regional Police uses 

the BETAH (clean, transparent, accountable, and 

humanist) principle which is used as a reference in the 

implementation. In the implementation before the test 

phase begins, there is an agreement and a commitment 

with written provisions called the Integrity Pact. The 

Integrity Pact outlines the expectations for prospective 

students, police brigadiers, all committee members, 

supervisors, and parents of prospective 

students/students. It is mandatory for all parties to 

comply with the rules and principles of BETAH 

throughout the entire testing process, from the initial 

acceptance stage to the final graduation determination. 

This protocol applies to the acceptance of national 

police brigadiers for the 2017 fiscal year at the South 

Sulawesi Regional Police. 

Based on the various phenomena and empirical 

evidence regarding the performance of the South 

Sulawesi Regional Police, it is clear that there are 

multiple variations and complexities of issues within 

the organization. 

 

2. Literature Review 
 

2.1. Situational Leadership 
This situational approach is a theory that tries to find 

a middle way between the view that there are universal 

principles of organization and management and the 

view that each organization is unique and has different 

situations that must be faced with a certain leadership 

style (Hartono, 2018). The leadership style of an agency 

is considered essential because the leadership style of a 

leader in an organization will influence the behavior of 

subordinates so that they are able to perform tasks or 

activities as well as possible. Employees or 

subordinates can achieve maximum work productivity 

if they have motivation that comes from themselves or 

from the work environment (Yasing et al., 2022). 

In today‘s world, leadership is no longer solely 

reliant on talent and experience. Instead, it is 

increasingly dependent on deliberate preparation and 

training of potential leaders. Effective leadership is 

cultivated through planning, investigation, 

experimentation, analysis, supervision, and systematic 

development to awaken the qualities of superior leaders, 

enabling them to succeed in their responsibilities, 

inspire and motivate others, and facilitate contributions 

toward organizational effectiveness and success 

(Kadarmanta, 2019; Lestari Izaak, 2019). The indicators 

of situational leadership according to Hersey and 

Blanchard (1969) are as follows: 

a) Telling: the leader‘s ability to define the roles 

needed to perform tasks and tell followers what, where, 

how, and when to perform their tasks. 

b) Selling/peddling: the leader‘s ability to provide 

structured instructions for their subordinates while also 

being supportive. 

c) Participating/involving: interaction between 

leaders and subordinates in which leaders and 

subordinates share decisions regarding how best to 

complete a task well. 

d) Delegating: the leader's capacity to delegate 

responsibility for the execution of tasks to subordinates 

for ensuring efficient work performance.  

Situational leadership is a theory that emphasizes the 

conditions of subordinates or followers. This leadership 

style explains how a leader adapts to the maturity of 
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their subordinates and the company‘s work 

environment. The situational leadership style is highly 

adaptable, which makes it ideal for navigating the ever-

evolving landscape of global competition. As 

conditions shift rapidly, this approach allows leaders to 

effectively respond and guide their teams toward 

success. Companies must be more adaptive to progress 

and change, so that the company‘s survival will also be 

guaranteed. Efforts that can be made to deal with these 

conditions include applying a situational leadership 

style in leading an organization or company (Samsuri, 

2014). Hidayati et al. (2015) and Ghazzawi et al. (2017) 

stated that situational leadership style had a positive 

effect on employee performance. This shows that the 

situational leadership style will be very helpful in 

improving employee performance. 

 

2.2. Commitment 

Organizational commitment is defined as the relative 

strength of individual identification and involvement in 

a specific organization. It includes trust, support for the 

goals and values of the organization, and a strong desire 

to benefit the organization and maintain membership in 

the organization. Organizational commitment refers to 

aligning employee goals with organizational goals, the 

willingness to exert all efforts for the interests of the 

organization, and attachment to remaining part of the 

organization (Wijaya & Dewi, 2017; Tamengkel & 

Rumawas, 2021). 

Organizational commitment is a situation in which 

an employee supports a particular organization and its 

goals and desires to maintain membership in the 

organization. The stronger the organizational 

commitment, the stronger the employee‘s performance 

in performing their daily duties. This means that the 

level of employee performance in performing their 

duties is determined by their strength or weakness 

(Robbins & Judge, 2019; Samuel et al., 2020). 

Greenberg and Baron (2008, p. 236) explain that the 

three types of commitment are interconnected. This 

relationship is visualized in Figure 1. 

 
Figure 1. Types of organizational commitment (Greenberg & Baron, 

2008, p. 236) 

 

2.3. Competency 

Competence is an individual‘s ability to perform a 

job correctly and have excellence based on matters 

relating to knowledge, skills, and attitudes (Edison et 

al., 2017). According to Spencer and Spencer (1993, p. 

9) as cited in Kasmir (2016), competence is the 

fundamental attributes of an individual that dictate their 

behavior and thought processes. It involves the ability 

to analyze complex situations, draw conclusions, and 

formulate rational thoughts that stand the test of time 

Competency is an individual‘s capacity to perform 

various tasks in a job. Suitability of education and skills 

according to competency is also a determining factor in 

increasing job satisfaction and performance (Parmin, 

2017; Suhardi, 2019). Competency is the ability to 

perform a job or task that is based on skills and 

knowledge and supported by the work attitude required 

by the job. Competence is a provision and capital as 

well as a criterion for employees to perform work to 

achieve high performance (Wibowo, 2016; Arifin et al., 

2023). 

Competencies can take the form of skills and 

knowledge related to certain fields. Competencies play 

a crucial role in shaping a company's performance, 

making the process of employee selection a top priority 

for every organization (Labola, 2019; Nadella & 

Rahadi, 2020). 

 

2.4. Good Governance 

Good governance in Islam presents unique features, 

namely combining the elements of monotheism, shura, 

sharia rules, and maintaining personal goals without 

ignoring social welfare tasks. Islam also believes that a 

person‘s daily activities and company transactions must 

be based on the values of firmness, respect, justice, 

tolerance, patience, and honesty, not lies, arrogance, 

envy, slander, and self-aggrandizement. This practice 

must be realized in individuals involved in business 

activities and operations and in their relationships with 

all respective stakeholders (Anwar, 2018). 

Good governance is the implementation of solid and 

responsible development management in line with the 

principles of democracy and efficient markets, avoiding 

misallocation of investment funds, preventing 

corruption both politically and administratively, 

implementing budgetary discipline, and creating legal 

and political frameworks for the growth of business 

activities. The regional bureaucracy has been 

considered incompetent. Under such conditions, local 

governments are always in doubt about their capacity to 

perform decentralization. On the other hand, they also 

have to reform themselves from a corrupt government 

to a clean and transparent government (Rosyada, 2019). 

Good governance has a profound influence on a 

company's value, yielding positive outcomes and 

significant results. If there are many companies that 

implement good governance, it will increase company 

value. Investors will also consider whether the company 

they are going to invest in implements good corporate 

governance (GCG) (Worokinasih & Zaini, 2020). 

The implementation of GCG practices must be 

followed by the presence of independent directors. 

Differences in interests between the board of directors 

and company owners often become a classic problem. 

This can be avoided by the existence of an independent 
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board of commissioners where the independent director 

functions as a neutral party who can bridge the interests 

between company directors and shareholders. In 

Indonesia, the function of independent directors 

remains unclear. If the function of the independent 

director is clear, then this can make the implementation 

of GCG in the company run more effectively 

(Khameswary, 2019). 

Implementing good governance is a significant 

opportunity for companies to gain various benefits, 

including investor trust in the company. The financial 

performance of a company is determined by the extent 

of its seriousness in implementing GCG. The more 

seriously a company implements GCG, the higher its 

financial performance (Hamdani, 2016). 

2.5. Performance 

Anwar Prabu Mangkunegara (2017) states that 

performance is ―work achievement or work results, both 

quality and quantity, achieved by human resources over 

a period of time in performing their work duties in 

accordance with the responsibilities given to them.‖ 

Meanwhile, according to Arismayani et al. (2017), 

performance is the result of work in terms of quality 

and quantity that can be achieved by an employee in 

performing tasks in accordance with the responsibilities 

given to him. Performance includes actions and 

behaviors that are relevant to organizational goals. 

Performance is not the consequence or result of actions 

but rather the actions themselves (Wijaya & Dewi, 

2017). According to Hasibuan (2016), performance is 

the work result achieved by a person in performing the 

tasks assigned to them based on skills, experience, 

seriousness, and time. 

Factors that influence performance are (1) 

personal/individual factors, including knowledge, skills, 

abilities, self-confidence, motivation, and commitment 

of each individual; (2) leadership factors, which include 

the quality of providing encouragement, enthusiasm, 

direction, and support from leaders, managers, and team 

leaders; (3) group/colleagues: these factors include the 

quality of support and enthusiasm provided by 

colleagues in a team, trust in fellow team members, 

cohesiveness, and closeness of team members; (4) 

system factors including work systems, work facilities, 

and infrastructure provided by the organization, 

organizational processes, and performance culture 

within the organization (Armstrong, 2021; Serang et al., 

2023). 

When discussing the performance of Polri members, 

it is essential to consider their conduct both on and off 

duty. Work behavior begins with motivation 

accompanied by a positive work attitude, perception, 

values adhered to, and abilities or competencies 

possessed by members of the national police. Without 

these aspects (of course which are included in the good 

category), it is impossible to produce good performance 

that is in accordance with the goals and objectives of 

the job/task (Sumantri, 2016). 

Within the national police organization, it is 

imperative to have police officers who possess skills 

and demonstrate professionalism in carrying out their 

duties. To fulfill its obligations effectively, the national 

police must possess a team of quality, highly skilled, 

and professional human resources. This ensures that 

they are able to carry out their duties with precision and 

excellence. In their activities, each police officer must 

also have good motivation for carrying out their duties 

because motivation can be a driving force that 

influences individual performance (Prasetio & 

Wulansari, 2016). The police have worked very 

seriously beyond the productivity that has been 

achieved so far. In this category, the police must be 

assessed as a very healthy institution, both from the 

service aspect and from the administrative 

implementation side (Danendra, 2012). The uniqueness 

of this research lies in its exploration of various studies 

yielding intriguing results. This study aims to identify 

variables that are specifically relevant to the target 

segment under investigation. The variables in this 

research share similarities with those in previous 

studies, but what sets them apart is the inclusion of the 

situational leadership style and good governance as 

variables. These factors are measured using different 

indicators than those utilized by previous researchers.  

3. Methods and Materials
The research method used was quantitative research.

The research object was the South Sulawesi Regional 

Police personnel totaling 258 respondents. The criteria 

for selecting research objects are carried out in a 

representative manner, where the sample is considered 

to be of high quality, representative of other samples, 

and able to provide data and information related to the 

matter being researched. The sample is determined 

using the Krejcie-Morgan method. This research uses 

two types of data: primary and secondary. Primary data 

were obtained directly from the research location by 

conducting interviews, observations, and 

documentation. Meanwhile, the secondary data 

obtained were not directly sourced from authentic 

documents or performance reports of the national police 

personnel at the South Sulawesi Regional Police. The 

analytical methods used in this research were 

descriptive and quantitative analyses using structural 

equation modeling (SEM). 

Figure 2. Research flow (The authors) 
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4. Results and Discussion 
The respondents in this research were the national 

police personnel at the South Sulawesi Regional Police. 

This research uses five variables: situational leadership 

(X1), commitment (X2), competence (X3), good 

governance (Y1), and performance (Y2). 

Figure 3 shows that situational leadership consists of 

four indicators: telling, selling, participating, and 

delegating. Commitment consists of four indicators: 

loyalty, attitude toward tasks, responsibility, and self-

discipline. Competence consists of four indicators: 

personal character, self-concept, knowledge and skills. 

Good governance consists of four indicators: 

professionalism, proportionality, equity, and 

responsiveness. Performance consists of four indicators: 

clean, transparent, accountable, and humane. The 

relationship among variables demonstrates a direct 

positive correlation between situational leadership (X1), 

commitment (X2), competence (X3), good governance 

(Y1), and performance (Y2). 

 
Figure 3. Path diagram (The authors) 

 

After obtaining the SEM model, hypothesis testing 

can be performed by comparing the calculated t value 

or critical ratio with the t table value limit, which is 

1.960. The following hypothesis test results are 

obtained: 

 
Table 1. Research hypotheses (The authors) 

Influence Path coefficient S.E C.R p Information 

X1→ Y1 0.184 0.059 2.828 0.005 Significant 

X1→ Y1 0.207 0.080 2.943 0.003 Significant 

X1→ Y1 0.185 0.055 2.742 0.006 Significant 

X2→ Y1 0.335 0.046 4.896 0.000 Significant 

X2→ Y1 0.173 0.059 2.435 0.015 Significant 

X2→ Y1 0.242 0.042 3.403 0.000 Significant 

Y1→ Y2 0.248 0.052 3.450 0.000 Significant 

X1→Y1→Y2 0.046 0.014 2.151 0.032 Significant 

X2→Y1→Y2 0.051 0.019 2.193 0.128 Not significant 

X3→Y1→Y2 0.046 0.013 2.103 0.036 Significant 

 

4.1. Situational Leadership for Good Governance 

The research results show that situational leadership 

has a positive and significant influence on good 

governance. This shows that the better the situational 

leadership behavior shown by the leaders, the better 

they will be in implementing the principles of good 

governance for the South Sulawesi Regional Police 

personnel. 

Situational leadership has the highest loading factor 

on the telling indicator showing the statement item ―My 

leadership always informs about and discusses every 

new policy in my institution by involving all police 

personnel clearly and openly,‖ which holds the highest 

average value and falls within the superb category. As 

per Djohan (2016), the telling leadership style involves 

a leader making decisions independently, while also 

allowing subordinates to openly share their opinions. 

Ultimately, the final decision rests with the leader, who 

bears full responsibility. Some believe that the telling 

leadership style involves one-way communication from 

the superior, the superior dictating and assigning roles 

to subordinates, and the superior bearing full 

responsibility for decision-making (Tentama, 2015). 

This research is in line with previous research that 

found that situational leadership has an effect on good 

governance (Islam et al., 2020). However, this research 

is not in line with that by Efida Aprilia et al. (2020), 

which found that situational leadership, although it has 

characteristics such as one-way communication from 

top to bottom, telling what, how, when, and where 

subordinates‘ tasks are carried out, has not been able to 

significantly improve good governance. 

The good governance paradigm in police institutions 

emphasizes the importance of following proper 

processes and procedures. Collaboration is prioritized 

throughout the preparation, planning, development, and 

drafting of policies. A true leader embodies integrity by 

avoiding collusion, corruption, and nepotism. They are 

also adept at improving bureaucratic performance to 

ensure that both leaders and their subordinates embrace 

servant leadership through professional service 

activities. Ethical leadership is exemplified by 

upholding ethical values, while effective leadership 

involves adapting to the maturity level of subordinates. 

Strong leaders exhibit consistency in their behavior, 

provide clear direction to subordinates, and engage in 

one-way communication to convey tasks and 

expectations. Success for a leader lies in their ability to 

identify and cater to the maturity level of their team 

members. 
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4.2. Commitment Influences Good Governance 

The research results prove that direct commitment 

has a positive and significant influence on good 

governance. This can be interpreted as indicating that 

the strong commitment of the national police plays a 

role directly related to the implementation of the 

principles of good governance by the South Sulawesi 

Regional Police personnel. 

The research results that prove the positive and 

significant influence of commitment to good 

governance support Syafrion et al.‘s (2015) research, 

which states that commitment has a positive influence 

on the implementation of good governance. According 

to him, employees with high commitment will try to 

create a professional working atmosphere and situation 

where a professional working situation will have an 

impact on increasing the achievement of 

agency/organization targets in public services in 

accordance with the principles of good governance. 

Wiratno et al. (2019) also reached the same results as 

Syafrion et al. (2015). However, the findings of this 

study do not align with those of Rivaldo and Ratnasari 

(2020), who found that there is no significant 

relationship between commitment and good 

governance. 

Police personnel who have high commitment will try 

their best to make the place where they are assigned to 

work a success according to their main duties and 

functions. The more emotionally attached a person is to 

the organization where he/she works, the higher their 

loyalty in relation to efforts to support the success of 

the organization, in this case, the police agency, in 

accordance with predetermined goals. Overall, the 

South Sulawesi Regional Police personnel feel part of 

their agency. They feel that the problems that occur in 

the agency are also their own problems and must 

collectively find ways to solve them in accordance with 

applicable laws and regulations. They continue to be 

motivated to improve their performance and provide the 

best service to the community. 

These results indicate that the leadership created a 

comfortable environment for the South Sulawesi 

Regional Police personnel in performing their 

obligations so that they could apply the principles of 

good governance. This is in line with what was 

conveyed by Brotodiredjo (2016).  

The implications of good governance as a moral or 

ethical basis for administering the police can be seen in 

the Police Code of Ethics. The attitude of the national 

police personnel can be demonstrated through a code of 

ethics covering service ethics, institutional ethics, state 

ethics, and community ethics. This code of ethics is the 

foundation of moral ethics that is based on good 

governance in running a government. 

4.3. Competence Influences Good Governance 

The research results demonstrate the direct impact of 

competence on good governance. This means that the 

competence possessed by the national police personnel 

can create good governance. Therefore, the higher the 

competence of the national police personnel, the better 

the implementation of good governance in the South 

Sulawesi Regional Police. The research results that 

prove the influence of competency on good governance 

agree with the research of Ashraf et al. (2022) and 

Abror et al. (2020). One indicator that influences good 

governance is competence. To support the success of 

good governance in an organization, many factors can 

influence this aspect, including the competence of 

police personnel, which also influences the proportion 

and professionalism of police members. According to 

Puteh (2017), human resource competency can be seen 

from knowledge, skills, self-concept, and personality 

characteristics that directly influence performance. 

Arijaldi (2020) stated that competence refers to the 

ability to effectively implement strategic ideas in 

management and public services, leading to the 

attainment of good governance. According to Jones 

(2018), competency plays a crucial role in governance. 

The success of an organization is an important target in 

realizing the goals it wants to achieve. This is 

reinforced by research by Nasution (2018), who stated 

that competence influences the implementation of good 

governance. 

The implementation of good governance is crucial in 

bringing about positive changes within police agencies. 

The benefits obtained from implementing good 

governance include minimizing agency costs and 

improving the performance and image of the police 

(Theobold, 1999). 

The highest indicator of the competency variable is 

knowledge as in building good governance in police 

institutions, it is essential to have adequate knowledge. 

Cai et al. (2020) stated three policies in HR practices: 

knowledge, motivation, and opportunities to contribute.  

Achieving good governance necessitates the 

recruitment of individuals with professionalism, 

integrity, moral values, and a strong work ethic to 

deliver the exceptional service that the police institution 

strives for. To accomplish this, the selection of human 

resources should begin with identifying candidates, 

whose interests and educational background align with 

the organization's goals, enabling them to offer optimal 

service to the community. 

4.4. Situational Leadership and Performance 

The research results show that situational leadership 

has a direct influence on performance. This reflects that 

the better the situational leadership, the better the level 

of performance of the national police personnel at the 

South Sulawesi Regional Police. 

The research results that prove the influence of 

situational leadership on performance agree with 

Muliawaty and Gunawan (2017) and Muafi (2020). The 

situational leadership style encompasses the key 

indicators of telling, selling, participating, and 

delegating, all of which significantly impact the 

performance of the national police personnel at the 

South Sulawesi Regional Police. These indicators 
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include cleanliness, transparency, accountability, and 

humanism. This influence can be explained by the fact 

that the theoretical situational leadership style, which is 

built from four indicators, namely telling, selling, 

participating, and delegating, has determined the 

increase in the performance of the Polri personnel in the 

South Sulawesi Regional Police. 

The highest indicator of the situational leadership 

variable is telling. The characteristics of telling 

leadership include one-way communication from top to 

bottom, clear instructions on what, how, when, and 

where subordinates' tasks are to be carried out, 

assigning specific roles to subordinates, and making 

decisions as the responsibility of the superior. A leader 

needs trust and respect from his subordinates for his 

group work to be effective (Efida Aprilia et al., 2020). 

Group goals are achieved if each subordinate is satisfied 

with the leadership style of their superior, and vice 

versa; when subordinates are dissatisfied with their 

superior's leadership style, it can have a detrimental 

impact on group morale. This can manifest itself in a 

variety of ways, including a lack of enthusiasm for 

work, reluctance to provide suggestions or ideas, 

decreased responsiveness to requests or orders from the 

leader, decline in quality standards, and a haphazard 

approach to work (Tania, 2017). 

The selling indicators determining the improvement 

in the performance of the national police personnel at 

the South Sulawesi Regional Police have been proven 

to be true. This reflects that empirically, the selling 

(consultation) indicators for Polri personnel at the South 

Sulawesi Regional Police are built from indicators for 

making decisions, providing opportunities for 

explanations, providing much direction, and two-way 

communication indicators that determine the 

performance improvement of the South Sulawesi 

Regional Police personnel. 

Enhancing the performance of the national police is 

crucial in building public trust and meeting the 

expectations of the community. It is imperative that the 

national police deliver quality services to the public. 

Thus, the researchers assume that selling in the context 

of situational leadership, in general, has actually been 

implemented by the national police at the South 

Sulawesi Regional Police, although in certain aspects, it 

still requires several improvements and corrections to 

achieve optimal goals. 

4.5. Commitment Influences Performance 
The research results prove that commitment has a 

direct positive and significant influence on 

performance. This indicates that the stronger the 

commitment, the higher the performance of the national 

police personnel at the South Sulawesi Regional Police. 

The results of this research are in line with those of 

previous researchers who found that commitment 

influences performance. Siahaan et al. (2021) show that 

organizational commitment has a significant influence 

on the performance of Polri members. A high level of 

commitment to the organization can improve the 

performance of Polri members in performing their 

duties (Lee et al., 2019; Al Zefeiti & Mohamad, 2017). 

The variable that can improve performance is 

commitment. Police personnel with high commitment 

are expected to deliver optimal performance. When 

someone joins an organization, they must have 

commitment within themselves. Luthans (2016) defines 

organizational commitment as an attitude that shows 

employee loyalty and an ongoing process of expressing 

concern for the success of the organization. Low 

commitment creates problems for the organization 

because commitment is an expensive ―commodity‖ that 

determines the success of the organization. Low 

commitment reflects a person‘s lack of responsibility in 

performing organizational duties, because commitment 

is an expensive ―commodity‖ that determines the 

success of the organization. Low commitment reflects a 

person‘s lack of responsibility in performing their 

duties. 

Attitude indicators are the highest indicators of 

commitment that can influence performance. Attitudes 

are evaluations or emotional reactions. A person‘s 

attitude toward an object includes feelings of support or 

partiality or feelings of non-support or impartiality 

toward the object (Rahmat & Widayati, 2016). 

This agrees with the opinion of Toto (2018) that if 

we have a positive attitude about our work, we will 

work longer and harder to obtain the results as 

expected. Attitudes encourage us to act in specific ways 

in specific contexts. That is, attitudes play a significant 

role in shaping behavior across various levels. Unlike 

values, which represent fundamental beliefs that impact 

behavior universally, attitudes can vary depending on 

the context and circumstances. Thus, attitude is 

essentially an individual's inclination to express either 

positivity or negativity, which reflects their feelings 

toward people, objects, or events in their surroundings. 

4.6. Competency Influences Performance 

The research results prove that competence has a 

direct positive and significant effect on the performance 

of the national police personnel at the South Sulawesi 

Regional Police. This means that the higher the 

competency, the greater the performance of the national 

police personnel in the South Sulawesi Regional Police. 

The results of this research are in line with those of 

Derbis et al. (2018). 

The highest indicator in the competency variable is 

knowledge. The educational attainment of the South 

Sulawesi Regional Police personnel is impressive, with 

the majority holding S1 and some possessing Master's 

or even Doctoral (S3) degrees. This high level of 

education reflects their strong knowledge base and 

expertise in their field. This is in line with Nasution‘s 

(2018) statement that education is concerned with the 

development and changes in behavior of those being 

educated. Education is related to the transmission of 

knowledge, attitudes, beliefs, skills, and other aspects of 
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behavior to the younger generation. It was also stated 

that the higher the level of education, the higher a 

person‘s level of knowledge. 

This indicates that the better the knowledge within 

the National Police organization, the higher the 

performance of its personnel. The results of this 

research indicate that possessing a strong knowledge 

base, demonstrated through the acquisition, sharing, 

utilization, documentation, storage, and protection of 

knowledge, plays a crucial role in enhancing police 

performance. Therefore, to effectively carry out their 

duties as security officers, members of the national 

police must possess a strong foundation of knowledge 

both in their responsibilities and within the 

organization. The better knowledge of Polri members 

will certainly impact completing the tasks they perform 

and ultimately create better performance. 

Enhancing police performance through bureaucratic 

reform has been outlined in the 2005-2025 Grand 

Strategy. This includes establishing partnerships aimed 

at enhancing police professionalism and competency 

through knowledge management. The theoretical 

framework utilized to examine the impact of knowledge 

management dimensions on personnel performance is 

based on the works of Dalkir et al. (2015, p. 3) and 

Nonaka and Takeuchi (2008). Knowledge management 

is the systematic process of coordinating the creation, 

sharing, acceptance, and application of knowledge 

within an organization. By utilizing knowledge 

management technology and organizational structure, 

companies can add value through fostering trust, 

encouraging innovation, and enhancing personnel 

performance. Previous research has proven that 

knowledge management has a positive and significant 

effect on performance (Pradana et al., 2021). 

 

4.7. Good Governance and Performance 

The research results show that good governance has 

a positive and significant direct effect on performance, 

so it can be inferred that the better the implementation 

of good governance by police personnel, the better the 

performance. The positive relationship between good 

governance and performance supports the research by 

Cort´es-Denia et al. (2023). In increasing public trust, 

good governance plays an important role in achieving 

the performance of the national police. 

One of the government institutions that serve the 

community through public service functions is the 

police. The role of police services is governed by Law 

Number 2 of 2002 concerning the National Police of the 

Republic of Indonesia. This law outlines that the 

function of the police is to uphold security and public 

order, enforce laws, provide protection, and serve the 

community. In addition to the aforementioned, it is 

imperative that government officials are held 

accountable for their actions and performance. Their 

primary responsibility is to serve the public, with their 

secondary obligation being to the organization in which 

they are employed (Setiyawan & Safri, 2016). 

Responsiveness is the highest indicator of good 

governance in influencing performance. 

Responsiveness refers to the willingness of service 

providers to deliver prompt and efficient services to 

meet the needs of their customers. The responsiveness 

of service providers can be the government‘s 

responsibility in meeting the needs and aspirations of 

the community (Tjiptono, 2018). 

Police personnel are dedicated to providing services 

efficiently and effectively, ensuring that the needs and 

expectations of the community are met without any 

errors. Timeliness is a key factor in the service delivery 

as they strive to provide prompt assistance to ensure the 

community's safety and well-being. They are committed 

to addressing public complaints promptly and 

professionally as they believe in maintaining open 

communication and transparency with the community 

to enhance the performance of the national police. As 

stated by Zeithaml in Hardiyansyah (2018, p. 46), there 

are five key factors that contribute to effective customer 

service: responsiveness to community needs, speed of 

service delivery, service accuracy, service timeliness, 

and resolution of community complaints by the officers. 

Professional indicators are improving the 

competency of the national police‘s human resources to 

increasingly high quality through increasing educational 

and training capacity and implementing policing 

patterns based on standard procedures that are 

understood, implemented, and whose success can be 

measured. Professionalism is defined as the qualities 

and behaviors that are characteristic of a profession or 

professional person.  

 

4.8. Good Governance Mediates the Influence of 

Situational Leadership on the Performance of the 

National Police Personnel in the South Sulawesi 

Regional Police 
The results of this research indicate that good 

governance can mediate the relationship between 

situational leadership and the performance of the 

national police personnel in the South Sulawesi 

Regional Police. This means that good governance 

determines how well police personnel perform toward 

organizational leaders who implement situational 

leadership well. 

The existence of a significant influence can be 

interpreted that the better the implementation of 

situational leadership, the institutional efforts to 

maximize the performance of police personnel and the 

existence of a significant influence can be interpreted 

that the better the application of situational leadership, 

the institutional efforts to create good governance can 

be maximized by police personnel. 

Situational leadership has been successfully 

implemented in the South Sulawesi Regional Police. 

When police personnel are confident that positive 

outcomes can be achieved through dedicated effort, 

they are more likely to actively support their leaders. 

This support continues as long as they perceive that the 

actions taken by their leaders enhance police 

performance and contribute to the establishment of 
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good governance. According to Sinambela (2016, p. 

47), good governance is a crucial process that aims to 

ensure a fair distribution of power and authority 

throughout all sectors of society. This process 

influences decisions and policies that impact public life 

and political, economic, social, and cultural 

development within the government system.  

This research agrees with that by Jaiswal et al. 

(2017), Yalabik et al. (2017), Mozammel and Haan 

(2016), Gözükara and Şimşek (2015), Datche and 

Mukulu (2015), Evelyn and Hazel (2015), and Bayram 

and Dinç (2015), which states that good governance 

mediates the relationship between situational leadership 

and employee performance. 

 

4.9. Good Governance Mediates the Influence of 

Commitment on the Performance of the National 

Police Personnel in the South Sulawesi Regional 

Police 

The results of this research prove that good 

governance does not act as a mediator in influencing the 

relationship between commitment and performance of 

Polri personnel in the South Sulawesi Regional Police. 

Therefore, the implementation of good governance does 

not necessarily enhance the correlation between 

commitment and performance. However, it is evident 

that a strong commitment can lead to greater loyalty, 

cooperation, self-esteem, and a sense of belonging 

within an organization. This can foster authority, 

psychological involvement, and a feeling of unity with 

the institution, improving performance. This result is in 

line with those by Masood et al. (2017), who found that 

commitment has no effect on performance through 

corporate governance. 

The exceptional level of commitment exhibited by 

Polri personnel is acknowledged for fostering a strong 

emotional bond with the institution, thereby instilling a 

steadfast determination to continually strive for 

improvement. The rumored behaviors of Polri 

personnel are expected to diminish over time and 

eventually be eradicated entirely. By enhancing the 

image of the national police, public trust in the 

institution will grow. The national police serve as 

partners and protectors of the community.  

Any activity in an institution requires high 

commitment from its members from the top to the 

bottom levels. Commitment alone without being 

supported by competence will have fatal consequences. 

The organization will only consist of individuals who 

are faithful, loyal, and obedient, but lack the necessary 

skills to foster creativity and innovation within the 

organization. Meanwhile, an organization comprised of 

talented and highly competent employees lacking strong 

commitment is essentially a collection of individuals 

who may not effectively contribute due to their lack of 

dedication. Without a solid foundation of good 

governance and unwavering commitment, police 

personnel will struggle to perform at their best 

(Sumantri, 2016). 

 

4.10. Good Governance Mediates the Influence of 

Competence on the Performance of the National 

Police Personnel at the South Sulawesi Regional 

Police 

The findings of this study demonstrate that effective 

governance serves as a mediator in shaping the 

connection between competence and the performance of 

the national police personnel in the South Sulawesi 

Regional Police. Consequently, the practice of good 

governance enhances the correlation between 

competence and performance, indicating that 

competence significantly impacts the execution of all 

institutional programs and activities. By fostering the 

development of competencies in police personnel, 

institutions can showcase quality performance. 

Competence has the effect of supporting the right 

decision-making. With good governance carried out by 

the institution, competence can also be applied well so 

that the implementation of good governance will 

strengthen the performance achievements of police 

personnel. 

Several studies (Bhatt & Bhatt, 2017; Kabir & Thai, 

2017; Moreira-Fontán et al., 2019; Wahyudin & 

Solikhah, 2017) also show that competence influences 

company performance through good governance. 

Good governance is essential for enhancing the 

capabilities of every member of the South Sulawesi 

Regional Police. For instance, the national police 

personnel should be actively engaged in various 

activities such as receiving and addressing public 

complaints, upholding law enforcement, and 

prioritizing the interests of the nation and community. 

Additionally, they should possess a thorough 

understanding of financial accountability within the 

national police. 

The National Police Human Resources 

Empowerment Program within the South Sulawesi 

Regional Police HR Bureau encompasses various 

activities aimed at enhancing the management and 

technical support for the development of the national 

police human resources. These activities include 

providing HR office services, administering police 

employee care, monitoring police employees, 

facilitating career development for police personnel, 

and offering psychological services for police 

personnel. 

 

5. Conclusion 
The first finding of this research is that good 

governance can positively influence the relationship 

between situational leadership and good governance. 

Situational leadership has a significant positive effect 

on performance; however, with good governance as an 

intervening variable, this influence does not change and 

remains significantly positive. The second finding is 

that good governance can positively influence the 

relationship between commitment and good 

governance. Commitment has a significant positive 
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effect on performance, but with the presence of good 

governance as an intervening variable between 

commitment and performance, this influence changes 

and becomes insignificant. Thus, among the 

independent variables that have a direct influence on 

good governance and performance, the dominant one is 

situational leadership. 

This research is unique in that it builds upon several 

studies that have yielded intriguing results. The focus of 

this research is to identify variables that are specifically 

relevant to the target segment. While some of the 

variables in this study bear similarities to those in 

previous research, what sets them apart is the inclusion 

of the situational leadership style and good governance 

indicators. These variables have not been explored in 

the same manner by previous researchers. Based on 

this, the researchers delved into the aspect of human 

resource management. The variables examined were 

focused on aspects of situational leadership, 

commitment, competence, and good governance. These 

factors are crucial in assessing the performance of the 

South Sulawesi Regional Police personnel. 

The research findings suggest that situational 

leadership is the most influential independent variable 

in promoting good governance and performance. It is 

recommended that leaders create an environment where 

subordinates can freely express their opinions, while 

ultimately retaining the final decision-making authority. 

 

References 
[1] ABAZEED, R.A.M. (2018). The impact of talent 

management on organizational commitment of the 

employees of telecommunication companies in 

Jordan: the mediating role of employee work 

engagement. International Journal of Academic 

Research in Accounting, Finance and Management 

Sciences, 8(4), 153-162. 

https://doi.org/10.6007/IJARAFMS/v8-i4/5501  

[2] ABROR, A., PATRISIA, D., SYAHRIZAL, S., 

SARIANTI, R., & DASTGIR, S. (2020). Self-

Efficacy, Employee Engagement, Remuneration and 

Employee Loyalty in Higher Education: The Role of 

Satisfaction and OCB. International Journal of 

Advanced Science and Technology, 29(3), 5456-

5470. Retrieved from 

http://sersc.org/journals/index.php/IJAST/article/vie

w/6061  

[3] AL ZEFEITI, S.M.B., & MOHAMAD, N.A. 

(2017). The influence of organizational commitment 

on Omani public employees‘ work performance. 

International Review of Management Marketing, 

7(2), 151-160. Retrieved from 
https://dergipark.org.tr/en/pub/irmm/issue/32104/35

5806  

[4] ANWAR PRABU MANGKUNEGARA, A.A. 

(2017). Manajemen Sumber Daya Manusia 

Perusahaan. Bandung: Remaja Rosdakarya. 

[5] ANWAR, S. (2018). Pengantar  Falsafah Ekonomi  

dan  Keuangan  Syariah. Jakarta: PT Raja Grafindo 

Persada. 

[6] ARIFIN, A., MAGITO, M., PERKASA, D.H., & 

FEBRIAN, W.D. (2023). Pengaruh Kompensasi, 

Kompetensi dan Konflik Kerja terhadap Kinerja 

Karyawan. Global: Jurnal Lentera Bitep, 1(1), 24-

33. https://doi.org/10.59422/global.v1i01.130  

[7] ARIJALDI, A. (2020). The Role of Strategic 

Leadership and Work Life Quality on Improving 

Work Productivity. Indonesian Journal of Strategic 

Management, 3(1), 29-43. 

https://doi.org/10.25134/ijsm.v3i1.2818  

[8] ARISMAYANI, N.L., YUNIARTA, G.A., & 

YASA, I.N.P. (2017). Pengaruh modernisasi sistem 

administrasi perpajakan, motivasi wajib pajak, dan 

tingkat kepercayaan pada pemerintah dan hukum 

terhadap kepatuhan wajib pajak. JIMAT (Jurnal 

Ilmiah Mahasiswa Akuntansi) Undiksha, 8(2). 

Retrieved from 

https://ejournal.undiksha.ac.id/index.php/S1ak/articl

e/view/13185  

[9] ARMSTRONG, M. (2021). Manajemen Kinerja 

(Handbook Manajemen SDM). Jakarta: Nusamedia. 

[10] ASHRAF, S., FÉLIX, E.G.S., & 

SERRASQUEIRO, Z. (2022). Does board 

committee independence affect financial distress 

likelihood? A comparison of China with the UK. 

Asia Pacific Journal of Management, 39, 723–761. 

https://doi.org/10.1007/s10490-020-09747-5  

[11] BAYRAM, H., & DINÇ, S. (2015). Role of 

transformational leadership on employee‘s job 

satisfaction: The case of private universities in 

Bosnia and Herzegovina. European Researcher, 

93(4), 270-281. https://doi.org/10.13187/ 

er.2015.93.270  

[12] BHATT, P.R., & BHATT, R.R. (2017). Corporate 

governance and firm performance in Malaysia. The 

International Journal of Business in Society, 17(5), 

896-912. https://doi.org/10.1108/CG-03-2016-0054  

[13] BROTODIREDJO, S. (2016). Asas-asas 

Wewenang Kepolisian, Sedikit Tentang Hukum 

Kepolisian Di Indonesia Menyongsong Undang-

Undang Kepolisian Yang Baru. Jakarta: PTIK. 

[14] CAI, H., TU, B., MA, J., CHEN, L., FU, L., 

JIANG, Y., & ZHUANG, Q. (2020). Psychological 

impact and coping strategies of frontline medical 

staff in Hunan between January and March 2020 

during the outbreak of coronavirus disease 2019 

(COVID-19) in Hubei, China. Medical Science 

Monitor: International Medical Journal of 

Experimental and Clinical Research, 26, e924171-

1–e924171-16. 

https://doi.org/10.12659%2FMSM.924171  

[15] CORT´ES-DENIA, D., LUQUE-RECA, O., 

LOPEZ-ZAFRA, E., & PULIDO-MARTOS, M. 

(2023). Does authentic leadership promote higher 

job satisfaction in public versus private 

organizations? Exploring the role of vigor and 

engagement. Heliyon, 9(1), E12906. 

https://doi.org/10.1016/j.heliyon.2023.e12906  

[16] DALIMUNTHE, R.F. (2018). Analisis persepsi 

karyawan bagian administrasi umum tentang 

https://doi.org/10.6007/IJARAFMS/v8-i4/5501
http://sersc.org/journals/index.php/IJAST/article/view/6061
http://sersc.org/journals/index.php/IJAST/article/view/6061
https://dergipark.org.tr/en/pub/irmm/issue/32104/355806
https://dergipark.org.tr/en/pub/irmm/issue/32104/355806
https://doi.org/10.59422/global.v1i01.130
https://doi.org/10.25134/ijsm.v3i1.2818
https://ejournal.undiksha.ac.id/index.php/S1ak/article/view/13185
https://ejournal.undiksha.ac.id/index.php/S1ak/article/view/13185
https://doi.org/10.1007/s10490-020-09747-5
https://doi.org/10.1108/CG-03-2016-0054
https://doi.org/10.12659%2FMSM.924171
https://doi.org/10.1016/j.heliyon.2023.e12906


Agus et al. Influence of Situational Leadership, Commitment, and Competence on the Performance of National Police Personnel through 

Good Governance at the South Sulawesi Regional Police, Vol. 62 Autumn/Winter 2023 

843 

penerapan prinsip Good Corporate Governance 

(transparansi, akuntabilitas, keadilan, dan 

partisipasi) kaitannya dengan kinerja karyawan di 

Rumah sakit Umum Daerah dr. Zainoel Abidin 

Banda Aceh tahun 2009. Medan: Universitas 

Sumatera Utara. 

[17] DALKIR, K., BEDFORD, D.A., & MILLER, K. 

(2015). Knowledge management in LIS education: 

Bridging research and practice. Proceedings of the 

Association for Information Science and 

Technology, 52(1), 1-4. 

https://doi.org/10.1002/pra2.2015.145052010015  

[18] DANENDRA, I.B.K. (2012). Kedudukan dan 

Fungsi Kepolisian dalam Struktur Organisasi Negara 

Republik Indonesia. Lex Crimen, 1(4), 23–37. 

Retrieved from 

https://ejournal.unsrat.ac.id/index.php/lexcrimen/arti

cle/view/901  

[19] DATCHE, A.E., & MUKULU, E. (2015). The 

effects of transformational leadership on employee 

engagement: A survey of civil service in Kenya. 

Issues in Business Management and Economics, 

3(2), 9-16. 

http://dx.doi.org/10.15739/IBME.2014.010  

[20] DERBIS, R., PAJESTKA, G., & JASIŃSKI, A.M. 

(2018). Model Doświadczania Globalizacji (MDG) i 

wstępna wersja Skali Doświadczania Globalizacji 

(SDG). Czasopismo Psychologiczne, 24(3), 453-467. 

https://doi.org/10.14691/CPPJ.24.3.453  

[21] DJOHAN, A.J. (2016). 5 Pilar Kepemimpinan di 

Abad 21. Malang: Media Nusa Creatif. Retrieved 

from 

https://books.google.ru/books?hl=ru&lr=&id=YVF

KEAAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepe

mimpinan+di+abad+21&ots=zSbDPTMK_B&sig=

KzqcOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=

onepage&q=5%20Pilar%20kepemimpinan%20di%2

0abad%2021&f=false  

[22] EDISON, E., ANWAR, Y., & KOMARIYAH, I. 

(2017). Manajemen Sumber Daya Manusia. 

Bandung: Alfabeta. 

[23] EFIDA APRILIA, H.A., FARADILA 

NUR‘AZZANA, P., & PRATHAMA, A. (2020). 

Analisis Gaya Kepemimpinan Walikota Surabaya 

Periode 2010-2021. Jurnal Sosial Ekonomi dan 

Politik, 1(3), 39–48. Retrieved from 

http://www.jsep.sasanti.or.id/index.php/jsep/article/v

iew/16  

[24] EVELYN, D., & HAZEL, G. (2015). Effects of 

transformational leadership on employee 

engagement: the mediating role of employee 

engagement. International Journal of Management, 

6(2), 1-8. Retrieved from 

https://iaeme.com/Home/article_id/10120150602001  

[25] FINGER, M., & PÉCOUD, G. (2017). Dari e-

Government ke e-Governance? Menuju model e-

Pemerintahan. Prosiding Konferensi Eropa ke-3 

tentang E-Government, pp. 119-130.  

[26] GHAZZAWI, K., EL SHOUGHARI, R., & EL 

OSTA, B. (2017). Situational Leadership and Its 

Effectiveness in Rising Employee Productivity: A 

Study on North Lebanon Organization. Human 

Resource Management Research, 7(3), 102-110. 

https://doi.org/10.5923/j.hrmr.20170703.02  

[27] GÖZÜKARA, İ., & ŞIMŞEK, O.F. (2015). 

Linking transformational leadership to work 

engagement and the mediator effect of job 

autonomy: A study in a Turkish private non-profit 

university. Procedia - Social and Behavioral 

Sciences, 195, 963-971. 

https://doi.org/10.1016/j.sbspro.2015.06.274  

[28] GREENBERG, J., & BARON, R.A. (2008). 

Behavior in Organizations: Understanding and 

Managing the Human Side of Work. Upper Saddle 

River, New Jersey: Pearson Prentice Hall. 

[29] HAMDANI, M. (2016). Good corporate 

governance (GCG) dalam perspektif agency theory. 

Seminar Nasional VIII 2016 Fakultas Ekonomi UT: 

Challenge and Strategy Faculty of Economics and 

Business in Digital Era, Balai Sidang Universitas 

Terbuka (UTCC), 24 November 2016, pp. 279-283. 

Retrieved from https://repository.ut.ac.id/6589/  

[30] HARDIYANSYAH (2018). Kualitas Pelayanan 

Publik: Konsep, Dimensi, Indikator dan 

Implementasinya. Jakarta: Gava Gramedia. 

[31] HARTONO (2018). Pengaruh Kepemimpinan 

Situasional terhadap Kinerja Karyawan Melalui 

Kepuasan Kerja dan Organizational Citizenship 

Behavior sebagai Variabel Intervening (Studi Kasus 

pada Kantor PT. Nindya Karya Cabang Makassar). 

Makassar: Program Magister Manajemen Fakultas 

Ekonomi dan Bisnis Universitas Hasanuddin. 

[32] HASIBUAN, M.S.P. (2016). Manajemen Sumber 

Daya Manusia. Jakarta: Bumi Aksara. 

[33] HERSEY, P., & BLANCHARD, K.H. (1969). Life 

cycle theory of leadership. Training & Development 

Journal, 23(5), 26–34. Retrieved from 

https://psycnet.apa.org/record/1970-19661-

001?ref=insight.openexo.com  

[34] HIDAYATI, SITI, UTAMI, H.N., & PRASETYA, 

A. (2015). Pengaruh Gaya Kepemimpinan 

Situasional Terhadap Kepuasan Kerja dan Kinerja 

Karyawan (Studi Pada Karyawan Divisi Tower & 

Aproach Terminal (TWRA & APP-TMA) AirNav 

Indonesia Kantor Cabang Aero Traffic Control 

Soekarno Hatta). Jurnal Administrasi Bisnis, 1. 

[35] ISLAM, T., AHMED, I., ALI, M., AHMER, Z., & 

USMAN, B. (2020). Understanding despotic 

leadership through the lens of Islamic work ethics. 

Journal of Public Affairs, 7(5), 77-88. 
https://doi.org/10.1002/pa.2521  

[36] JAISWAL, N.K., JAISWAL, N.K., DHAR, R.L., 

& DHAR, R.L. (2017). The influence of servant 

leadership, trust in leader and thriving on employee 

creativity. Leadership & Organization Development 

Journal, 38(1), 2-21. https://doi.org/10.1108/LODJ-

02-2015-0017  

[37] JOHARI, J., & YAHYA, K.K. (2019). 

https://doi.org/10.1002/pra2.2015.145052010015
https://ejournal.unsrat.ac.id/index.php/lexcrimen/article/view/901
https://ejournal.unsrat.ac.id/index.php/lexcrimen/article/view/901
http://dx.doi.org/10.15739/IBME.2014.010
https://doi.org/10.14691/CPPJ.24.3.453
https://books.google.ru/books?hl=ru&lr=&id=YVFKEAAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepemimpinan+di+abad+21&ots=zSbDPTMK_B&sig=KzqcOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=onepage&q=5%20Pilar%20kepemimpinan%20di%20abad%2021&f=false
https://books.google.ru/books?hl=ru&lr=&id=YVFKEAAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepemimpinan+di+abad+21&ots=zSbDPTMK_B&sig=KzqcOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=onepage&q=5%20Pilar%20kepemimpinan%20di%20abad%2021&f=false
https://books.google.ru/books?hl=ru&lr=&id=YVFKEAAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepemimpinan+di+abad+21&ots=zSbDPTMK_B&sig=KzqcOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=onepage&q=5%20Pilar%20kepemimpinan%20di%20abad%2021&f=false
https://books.google.ru/books?hl=ru&lr=&id=YVFKEAAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepemimpinan+di+abad+21&ots=zSbDPTMK_B&sig=KzqcOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=onepage&q=5%20Pilar%20kepemimpinan%20di%20abad%2021&f=false
https://books.google.ru/books?hl=ru&lr=&id=YVFKEAAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepemimpinan+di+abad+21&ots=zSbDPTMK_B&sig=KzqcOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=onepage&q=5%20Pilar%20kepemimpinan%20di%20abad%2021&f=false
https://books.google.ru/books?hl=ru&lr=&id=YVFKEAAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepemimpinan+di+abad+21&ots=zSbDPTMK_B&sig=KzqcOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=onepage&q=5%20Pilar%20kepemimpinan%20di%20abad%2021&f=false
http://www.jsep.sasanti.or.id/index.php/jsep/article/view/16
http://www.jsep.sasanti.or.id/index.php/jsep/article/view/16
https://iaeme.com/Home/article_id/10120150602001
https://doi.org/10.5923/j.hrmr.20170703.02
https://doi.org/10.1016/j.sbspro.2015.06.274
https://repository.ut.ac.id/6589/
https://psycnet.apa.org/record/1970-19661-001?ref=insight.openexo.com
https://psycnet.apa.org/record/1970-19661-001?ref=insight.openexo.com
https://doi.org/10.1002/pa.2521
https://doi.org/10.1108/LODJ-02-2015-0017
https://doi.org/10.1108/LODJ-02-2015-0017


844 

Karakteristik pekerjaan, keterlibatan kerja, dan 

kinerja pekerjaan publik pelayan. Jurnal Pelatihan 

dan Pengembangan Eropa, 558. 

[38] JONES, M. (2018). The march of governance and

the actualities of failure: The case of economic

development twenty years on. International Social

Science Journal, 68(227-228), 25-41.

https://doi.org/10.1111/issj.12169

[39] KABIR, R., & THAI, H.M. (2017). Does

Corporate Governance Shape the Relationship

between Corporate Social Responsibility and

Financial Performance? Pacific Accounting Review,

29(2), 227-258. https://doi.org/10.1108/PAR-10-

2016-0091

[40] KADARMANTA, A. (2019). Kepemimpinan

Efektif Pada Organisasi Polri di Era Reformasi

Birokrasi.

[41] KASMIR, S.M. (2016). Manajemen sumber daya

manusia (teori dan praktik). Jakarta: PT Raja

Grafindo Persada.

[42] KHAMESWARY, I.K. (2019). Good corporate

governance dan kurang efektifnya direktur

independen di Indonesia. Gema Keadilan, 6(2), 114-

136. https://doi.org/10.14710/gk.2019.5332

[43] KHAN, R., KAMAL, S., AWAN, Z., &

NASRULLAH, S. (2016). The impact of human

resource management practices on the organizational

performance: A survey of commercial banks in Dera

Ismail Khan, Khyber Pakhtunkhwa, Pakistan.

Journal of Resource Development and Management,

19, 1-8. Retrieved from

https://www.iiste.org/Journals/index.php/JRDM/arti

cle/view/30215

[44] KOMPOLNAS (2023). Kompolnas Minta Polri

Inovasi Layanan Publik Sederhana dan Efektif.

Retrieved from

https://kompolnas.go.id/2023/10/24/kompolnas-

minta-polri-inovasi-layanan-publik-sederhana-dan-

efektif/

[45] LABOLA, Y.A. (2019). Konsep pengembangan

sumber daya manusia berbasis kompetensi, bakat

dan ketahanan dalam organisasi. Jurnal Manajemen

dan Kewirausahaan, 7(1), 28-35.

https://doi.org/10.26905/jmdk.v7i1.2760

[46] LEE, Y., BERRY, C.M., & GONZALEZ-MULÉ,

E. (2019). The importance of being humble: A meta-

analysis and incremental validity analysis of the

relationship between honesty-humility and job

performance. Journal of Applied Psychology,

104(12), 1535–1546.

https://doi.org/10.1037/apl0000421

[47] LESTARI IZAAK, F.D. (2019). Pengaruh

Kepemimpinan, Lingkungan Kerja dan Motivasi

Terhadap Kinerja Karyawan Pada PT. Garuda

Indonesia Bandar Udara Sultan Hasanuddin

Makassar. Jurnal Ekonomika, 3(2), 15-25.

[48] LUTHANS, F. (2016). Organizational Behavior.

Yogyakarta: Andi.

[49] MASOOD, T., SO, E., & MCFARLANE, D.

(2017). Disaster Management Operations – Big Data

Analytics to Resilient Supply Networks. 

Proceedings of the European Operations 

Management Association Conference, Edinburgh, 1-

5 July 2017, pp. 1-10. Retrieved from 

http://euroma2017.eiasm.org/userfiles/HKJGLML_

GDFJMK_AW7YG3VT.pdf  

[50] MOREIRA-FONTÁN, E., GARCÍA-SEÑORÁN,

M., CONDE-RODRÍGUEZ, Á., & GONZÁLEZ, A.

(2019). Teachers‘ ICT-related self-efficacy, job

resources, and positive emotions: Their structural

relations with autonomous motivation and work

engagement. Computers and Education, 134, 63–77.

https://doi.org/10.1016/j.compedu.2019.02.007

[51] MOZAMMEL, S., & HAAN, P. (2016).

Transformational leadership and employee

engagement in the banking sector in Bangladesh.

The Journal of Developing Areas, 50(6), 43-55.

https://doi.org/10.1353/jda.2016.0127

[52] MUAFI, S.E. (2020). Pengaruh Kepemimpinan

Situasional terhadap Kinerja Karyawan Dimediasi

Kepuasan Kerja dan Islamic Organizational

Citizenship Behavior pada Karyawan CV. Wahyu di

Cepu. Universitas Islam Indonesia. Retrieved from

https://dspace.uii.ac.id/handle/123456789/31467

[53] MULIAWATY, L., & GUNAWAN, H. (2017).

Pengaruh Gaya Kepemimpinan Situasional

Terhadap Kinerja Pegawai Dinas Perindustrian dan

Perdagangan dan Koperasi Di Kota Banjar. Jurnal

Ilmu Administrasi “Akselerasi”, 7(2), 108-131.

Retrieved from

http://repository.unpas.ac.id/42302/1/PENGARUH

%20GAYA%20KEPEMIMPINAN%20SITUASIO

NAL%20TERHADAP%20KINERJA%20PEGAW

AI%20DINAS%20PERINDUSTRIAN%20DAN%2

0PERDAGANGAN%20DAN%20KOPERASI.pdf

[54] NADELLA, N., & RAHADI, D.R. (2020).

Pengembangan Kompetensi Di Masa Pandemi

COVID 19. INOBIS: Jurnal Inovasi Bisnis dan

Manajemen Indonesia, 4(1), 72-83.

https://doi.org/10.31842/jurnalinobis.v4i1.167

[55] NASUTION, D.A.D. (2018). Analisis Pengaruh

Pengelolaan Keuangan Daerah, Akuntabilitas dan

Transparansi Terhadap Kinerja Keuangan

Pemerintah. Jurnal Studi Akuntansi & Keuangan,

2(3), 149–162. Retrieved from

https://www.researchgate.net/profile/Dito-Aditia-

Nasution/publication/333194179_Analisis_Pengaruh

_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan

_Transparansi_terhadap_Kinerja_Keuangan_Pemeri

ntah/links/5ce063d2299bf14d95a67707/Analisis-

Pengaruh-Pengelolaan-Keuangan-Daerah-

Akuntabilitas-dan-Transparansi-terhadap-Kinerja-

Keuangan-Pemerintah.pdf

[56] NONAKA, I., & TAKEUCHI, H. (2008). Teoria

da criação do conhecimento organizacional: gestão

do conhecimento. Porto Alegre: The Bookman.

[57] PARMIN, P. (2017). Pengaruh Kompensasi,

Kompetensi dan Motivasi Kerja Terhadap Kinerja

Guru Tidak Tetap (GTT) Dengan Kepuasan Kerja

Sebagai Variabel Intervening. Fokus Bisnis: Media

https://doi.org/10.1111/issj.12169
https://doi.org/10.1108/PAR-10-2016-0091
https://doi.org/10.1108/PAR-10-2016-0091
https://doi.org/10.14710/gk.2019.5332
https://www.iiste.org/Journals/index.php/JRDM/article/view/30215
https://www.iiste.org/Journals/index.php/JRDM/article/view/30215
https://kompolnas.go.id/2023/10/24/kompolnas-minta-polri-inovasi-layanan-publik-sederhana-dan-efektif/
https://kompolnas.go.id/2023/10/24/kompolnas-minta-polri-inovasi-layanan-publik-sederhana-dan-efektif/
https://kompolnas.go.id/2023/10/24/kompolnas-minta-polri-inovasi-layanan-publik-sederhana-dan-efektif/
https://doi.org/10.26905/jmdk.v7i1.2760
https://doi.org/10.1037/apl0000421
http://euroma2017.eiasm.org/userfiles/HKJGLML_GDFJMK_AW7YG3VT.pdf
http://euroma2017.eiasm.org/userfiles/HKJGLML_GDFJMK_AW7YG3VT.pdf
https://doi.org/10.1016/j.compedu.2019.02.007
https://doi.org/10.1353/jda.2016.0127
https://dspace.uii.ac.id/handle/123456789/31467
http://repository.unpas.ac.id/42302/1/PENGARUH%20GAYA%20KEPEMIMPINAN%20SITUASIONAL%20TERHADAP%20KINERJA%20PEGAWAI%20DINAS%20PERINDUSTRIAN%20DAN%20PERDAGANGAN%20DAN%20KOPERASI.pdf
http://repository.unpas.ac.id/42302/1/PENGARUH%20GAYA%20KEPEMIMPINAN%20SITUASIONAL%20TERHADAP%20KINERJA%20PEGAWAI%20DINAS%20PERINDUSTRIAN%20DAN%20PERDAGANGAN%20DAN%20KOPERASI.pdf
http://repository.unpas.ac.id/42302/1/PENGARUH%20GAYA%20KEPEMIMPINAN%20SITUASIONAL%20TERHADAP%20KINERJA%20PEGAWAI%20DINAS%20PERINDUSTRIAN%20DAN%20PERDAGANGAN%20DAN%20KOPERASI.pdf
http://repository.unpas.ac.id/42302/1/PENGARUH%20GAYA%20KEPEMIMPINAN%20SITUASIONAL%20TERHADAP%20KINERJA%20PEGAWAI%20DINAS%20PERINDUSTRIAN%20DAN%20PERDAGANGAN%20DAN%20KOPERASI.pdf
http://repository.unpas.ac.id/42302/1/PENGARUH%20GAYA%20KEPEMIMPINAN%20SITUASIONAL%20TERHADAP%20KINERJA%20PEGAWAI%20DINAS%20PERINDUSTRIAN%20DAN%20PERDAGANGAN%20DAN%20KOPERASI.pdf
https://doi.org/10.31842/jurnalinobis.v4i1.167
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf
https://www.researchgate.net/profile/Dito-Aditia-Nasution/publication/333194179_Analisis_Pengaruh_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan_Transparansi_terhadap_Kinerja_Keuangan_Pemerintah/links/5ce063d2299bf14d95a67707/Analisis-Pengaruh-Pengelolaan-Keuangan-Daerah-Akuntabilitas-dan-Transparansi-terhadap-Kinerja-Keuangan-Pemerintah.pdf


Agus et al. Influence of Situational Leadership, Commitment, and Competence on the Performance of National Police Personnel through 

Good Governance at the South Sulawesi Regional Police, Vol. 62 Autumn/Winter 2023 

845 

Pengkajian Manajemen dan Akuntansi, 16(1), 21-

39. https://doi.org/10.32639/fokusbisnis.v16i01.78  

[58] PRADANA, D.A., SUSANTI, H.D., 

NOVIASARI, R.A., HUROTUL‗AINI, W., 

FAHRURROZI, M., ROSYIDAH, E., & 

ISWAHYUDI, M. (2021). Entrepreneurship 

development program: Branding and marketing 

innovation during the pandemic. Community 

Empowerment, 6(11), 2140-2146. 

https://doi.org/10.31603/ce.5477 

[59] PRASETIO, R.D., & WULANSARI, P. (2016). 

Pengaruh Motivasi Terhadap Kinerja Karyawan PT 

Semen Padang Biro Pekerjaan Umum. eProceedings 

of Management, 3(3), 2999-3005. Retrieved from 

https://openlibrarypublications.telkomuniversity.ac.i

d/index.php/management/article/view/2998  

[60] PUTEH, F. (2017). Continued Professional 

Development and Organisational Performance: A 

Structural Equation Modelling (SEM). Pertanika 

Journal of Social Sciences & Humanities, 25(S), 13-

28. Retrieved from 

http://www.pertanika.upm.edu.my/pjssh/browse/spe

cial-issue?article=JSSH-S0303-2016  

[61] RAHMAT, A., & WIDAYATI, C.C. (2016). 

Perceptual Mapping Leadership in Ethnic Regional 

Perspective (Studies in Six Ethnic Dominant 

Gorontalo). International Journal of Economic 

Perspectives, 10(2), 171-179. Retrieved from 

https://karyailmiah1.mercubuana.ac.id/wp-

content/uploads/2019/08/Perceptual-Mapping-

Leadership-in-Ethnic-Regional-Perspective.pdf  

[62] RIVALDO, Y., & RATNASARI, S.L. (2020). The 

Influence of Leadership and Motivation on Job 

Satisfaction and Their Impact on Employee 

Performance. Dimensions, 9(3), 505-515.  

[63] ROBBINS, S.P., & JUDGE, T.A. (2019). Perilaku 

Organisasi. Jakarta: Salemba Empat. 

[64] ROSYADA, D. (2019). Demokrasi, Hak Asasi 

Manusia dan Masyarakat Madani. Jakarta: ICCE 

UIN Syarif Hidayatullah. 

[65] SAMSURI (2014). Pengaruh Gaya Kepemimpinan 

Situasional dan Disiplin Kerja terhadap Prestasi 

Kerja Pegawai pada Sekretariat Daerah Kabupaten 

Kutai Timur. Jurnal Paradigma, 3(2), 198-210. 

http://dx.doi.org/10.30872/jp.v3i2.390  

[66] SAMUEL, S., SETYADI, D., & 

TRICAHYADINATA, I. (2020). Pengaruh Budaya 

Organisasi terhadap Komitmen Organisasional 

Afektif yang Dimediasi oleh Kepercayaan. Jurnal 

Bisnis dan Manajemen, 16(2), 94-114. 

https://doi.org/10.23960/jbm.v16i2.69  

[67] SERANG, S., RITAMARIANI, A., KAMASE, J., 

& GANI, A. (2023). The Influence of Work 

Motivation, Compensation, and Work Procedures on 

Job Satisfaction and Field Extension Performance 

Family Planning in South Sulawesi. International 

Journal of Professional Business Review, 8(5), 

e02180. 

https://doi.org/10.26668/businessreview/2023.v8i5.2

180  

[68] SETIAWAN, H.E., & SAFRI, M. (2016). Analisis 

pengaruh akuntabilitas publik, transparansi publik 

dan pengawasan terhadap kinerja satuan kerja 

perangkat daerah di Kabupaten Bungo. Jurnal 

Perspektif Pembiayaan dan Pembangunan Daerah, 

4(1), 51-72. https://doi.org/10.22437/ppd.v4i1.3533  

[69] SETYOWADI, B. (2021). Sistem Manajemen 

Kinerja Polri Sebagai Upaya Peningkatan Kinerja 

Personel Pada Polda Sulsel. 

[70] SIAHAAN, B.P., SIMATUPANG, T.M., & 

OKDINAWATI, L. (2021). Modelling incentive 

policy on truck sharing economy concept: current 

state and literature review. International Journal of 

Logistics Systems and Management, 39(2), 185-206. 

https://doi.org/10.1504/IJLSM.2021.115484 

[71] SINAMBELA, L.P. (2016). Reformasi pelayanan 

publik. Jakarta: Penerbit Bumi Aksara. 

[72] SUHARDI, S. (2019). Pengaruh Motivasi Kerja, 

Kompetensi, Lingkungan Kerja dan Kompensasi 

Terhadap Kinerja Karyawan PT. Asuransi Jiwa di 

Kota Batam Dengan Organizational Citizenship 

Behavior Sebagai Variabel Intervening. Jurnal 

Benefita, 4(2), 296-315. 

http://doi.org/10.22216/jbe.v4i2.3670  

[73] SUMANTRI, S. (2016). Program Pelatihan dan 

Pengembangan Sumber Daya Manusia. Fakultas 

Psikologi UNPAD. 

[74] SYAFRION, F.Y., ZIRMAN, Z., & SOFYAN, A. 

(2015). Pengaruh Sistem Pengendalian Intern, 

Pengelolaan Keuangan Daerah, Komitmen 

Organisasi dan Budaya Organisasi Terhadap 

Penerapan Good Governance (Studi Kasus Pada 

Satuan Kerja Perangkat Daerah Kota Solok). Jurnal 

Online Mahasiswa Bidang Ilmu Ekonomi, 2(2), 1–

14. Retrieved from 

https://jom.unri.ac.id/index.php/JOMFEKON/article

/view/9720  

[75] TAMENGKEL, L.F., & RUMAWAS, W. (2021). 

Kepemimpinan, Kepuasan Kerja, Komitmen 

Organisasional Terhadap Keinginan Keluar 

Karyawan. Jurnal Administrasi Bisnis, 11(1), 14-21. 

https://doi.org/10.35797/jab.v11.i1.14-21  

[76] TANIA, Y. (2017). Pengaruh Gaya Kepemimpinan 

Transformasional dan Motivasi Kerja terhadap 

Kinerja Karyawan pada PT. Premier Management 

Consulting. Agora, 5(1). Retrieved from 

https://publication.petra.ac.id/index.php/manajemen-

bisnis/article/view/5188  

[77] TENTAMA, F. (2015). Peran kepuasan kerja 

terhadap kinerja pada guru pegawai negeri sipil 

(PNS) di Yogyakarta. Jurnal Psikologi, 14(1), 1-8. 

https://doi.org/10.14710/jpu.14.1.1-8  

[78] THEOBOLD, C. (1999). The World Bank: Good 

Governance and the New Timur. Institutional 

Economics. Law and State Volume 59/60-1999. 

[79] TJIPTONO, F. (2018). Brand management & 

strategy. Penerbit Andi. 

[80] TOTO, G.A. (2018). From Educational Contexts to 

https://doi.org/10.32639/fokusbisnis.v16i01.78
https://doi.org/10.31603/ce.5477
https://openlibrarypublications.telkomuniversity.ac.id/index.php/management/article/view/2998
https://openlibrarypublications.telkomuniversity.ac.id/index.php/management/article/view/2998
http://www.pertanika.upm.edu.my/pjssh/browse/special-issue?article=JSSH-S0303-2016
http://www.pertanika.upm.edu.my/pjssh/browse/special-issue?article=JSSH-S0303-2016
https://karyailmiah1.mercubuana.ac.id/wp-content/uploads/2019/08/Perceptual-Mapping-Leadership-in-Ethnic-Regional-Perspective.pdf
https://karyailmiah1.mercubuana.ac.id/wp-content/uploads/2019/08/Perceptual-Mapping-Leadership-in-Ethnic-Regional-Perspective.pdf
https://karyailmiah1.mercubuana.ac.id/wp-content/uploads/2019/08/Perceptual-Mapping-Leadership-in-Ethnic-Regional-Perspective.pdf
http://dx.doi.org/10.30872/jp.v3i2.390
https://doi.org/10.23960/jbm.v16i2.69
https://doi.org/10.26668/businessreview/2023.v8i5.2180
https://doi.org/10.26668/businessreview/2023.v8i5.2180
https://doi.org/10.22437/ppd.v4i1.3533
https://doi.org/10.1504/IJLSM.2021.115484
http://doi.org/10.22216/jbe.v4i2.3670
https://jom.unri.ac.id/index.php/JOMFEKON/article/view/9720
https://jom.unri.ac.id/index.php/JOMFEKON/article/view/9720
https://doi.org/10.35797/jab.v11.i1.14-21
https://publication.petra.ac.id/index.php/manajemen-bisnis/article/view/5188
https://publication.petra.ac.id/index.php/manajemen-bisnis/article/view/5188
https://doi.org/10.14710/jpu.14.1.1-8


846 

 

Addictions: The Role of Technology in Teaching 

Methodologies and in Prevention as an Educational 

Function. Journal of e-Learning and Knowledge 

Society, 14(2), 203-212. 

https://doi.org/10.20368/1971-8829/1504  

[81] WAHYUDIN, A., & SOLIKHAH, B. (2017). 

Corporate governance implementation rating in 

Indonesia and its effects on financial performance. 

The International Journal of Business in Society, 

17(2), 250–265. https://doi.org/10.1108/CG-02-

2016-0034  

[82] WIBOWO (2016). Manajemen Kinerja. Jakarta: 

Rajawali Pers. 

[83] WIJAYA, A.C.W., & DEWI, A.A.S.K. (2017). 

Pengaruh Keseimbangan Kehidupan-Kerja dan 

Kepuasan Kerja Terhadap Komitmen Organisasi 

Karyawan Di Hotel Mercure Kuta. Prosiding 

Seminar Nasional AIMI, Jambi, 27–28 October 

2017, pp. 34-43. Retrieved from 

https://repository.unja.ac.id/3839/11/34_43.pdf  

[84] WIRATNO, B., PRIYOMARSONO, N.W., 

TRISNO, R., & LIANTO, F. (2019). Shopping 

Centre Evolution in Jakarta due to Changes of 

Generation XYZ Consumerism Behaviour. 

Proceedings of the Tarumanagara International 

Conference on the Applications of Social Sciences 

and Humanities, Jakarta, 27–28 June 2019, pp. 76–

82. https://doi.org/10.2991/assehr.k.200515.014  

[85] WOROKINASIH, S., & ZAINI, M.L.Z.B.M. 

(2020). The mediating role of corporate social 

responsibility (CSR) disclosure on good corporate 

governance (GCG) and firm value. A technical note. 

Australasian Accounting, Business and Finance 

Journal, 14(1), 88-96. 

http://dx.doi.org/10.14453/aabfj.v14i1.9  

[86] YALABIK, Z.Y., SWART, J., KINNIE, N., & 

VAN ROSSENBERG, Y. (2017). Multiple foci of 

commitment and intention to quit in knowledge-

intensive organizations (KIOs): What makes 

professionals leave? International Journal of Human 

Resource Management, 28, 417-447. 

https://doi.org/10.1080/09585192.2016.1244918  

[87] YASING, H., KAMASE, J., GANI, A., AMIR, A., 

& RAZAK, M. (2022). The Effect of Organizational 

Competence, Motivation, and Commitment on Job 

Satisfaction and Performance of Members of 

Regency/City DPRD in South Sulawesi Province. 

Eqien - Journal of Economics and Business, 11(2), 

613–624. https://doi.org/10.34308/eqien.v11i02.992 

 

 

参考文: 

[1]拉姆·阿巴泽德（2018）。人才管理对约旦电信公

司员工组织承诺的影响：员工工作投入的中介作

用。国际会计、金融和管理科学学术研究杂志， 

8(4), 153-

162。https://doi.org/10.6007/IJARAFMS/v8-

i4/5501 

[2] ABROR, A.、PATRISIA, D.、SYAHRIZAL, 

S.、SARIANTI, R. 和 DASTGIR, S. 

(2020)。高等教育中的自我效能、员工敬业度、

薪酬和员工忠诚度：满意度和OCB的作用。国际

先进科学技术杂志， 29(3), 5456-

5470。检索自http://sersc.org/journals/index.php/IJ

AST/article/view/6061 

[3] AL ZEFEITI, S.M.B. 和 MOHAMAD, N.A. 

(2017)。组织承诺对阿曼公职人员工作绩效的影

响。国际管理营销评论，7(2), 151-

160。检索自https://dergipark.org.tr/en/pub/irmm/is

sue/32104/355806 

[4]安瓦尔·普拉布·芒库内加拉，A.A.（2017）。企

业人力资源管理。万隆：雷马贾·罗斯达卡里亚. 

[5]安瓦尔，S.（2018）。彭甘塔·法尔法赫经济和科

安安伊斯兰教法。雅加达：拉贾·格拉芬多佩萨

达。 

[6] ARIFIN, A.、MAGITO, M.、PERKASA, D.H. 和 

FEBRIAN, W.D. 

(2023)。薪酬效果、能力和工作冲突对员工绩效

的影响。全球：伦特拉·比泰普杂志， 1(1), 24-

33。https://doi.org/10.59422/global.v1i01.130 

[7]阿里贾尔迪，A.（2020）。战略领导力和工作生

活质量对提高工作生产力的作用。印度尼西亚战

略管理杂志， 3(1), 29-

43。https://doi.org/10.25134/ijsm.v3i1.2818 

[8] ARISMAYANI, N.L.、YUNIARTA, G.A. 和 

YASA, 

I.N.P.（2017）。现代化的管理系统、驱动力、

驱动力、驱动力和驱动力。吉马特（会计学生科

学期刊）温迪克沙，8(2)。检索自https://ejournal.

undiksha.ac.id/index.php/S1ak/article/view/13185 

[9]阿姆斯特朗，M.（2021）。马纳杰门·基内尔贾

（管理SDM手册）。雅加达：努萨梅迪亚。 

[10] ASHRAF, S.、FÉLIX, E.G.S. 和 

SERRASQUEIRO, Z. 

(2022)。董事会委员会的独立性是否会影响财务

困境的可能性？中国与英国的比较。亚太管理杂

志，39，723–761。https://doi.org/10.1007/s10490-

020-09747-5 

[11] BAYRAM, H. 和 DINÇ, S. 

(2015)。变革型领导对员工工作满意度的作用：

波斯尼亚和黑塞哥维那私立大学的案例。欧洲研

究员， 93(4), 270-

281。https://doi.org/10.13187/er.2015.93.270 

[12] BHATT, P.R. 和 BHATT, R.R. 

(2017)。马来西亚的公司治理和公司绩效。国际

商业社会杂志， 17(5), 896-

912。https://doi.org/10.1108/CG-03-2016-0054 

[13] 布罗托迪雷德乔，S. 

(2016)。警察权力的原则，关于警察法的一些知

识印度尼西亚欢迎新警察法。雅加达：普蒂克。 

[14]蔡红、涂波、马建、陈丽、付丽、姜勇、庄琪

https://doi.org/10.20368/1971-8829/1504
https://doi.org/10.1108/CG-02-2016-0034
https://doi.org/10.1108/CG-02-2016-0034
https://repository.unja.ac.id/3839/11/34_43.pdf
https://doi.org/10.2991/assehr.k.200515.014
http://dx.doi.org/10.14453/aabfj.v14i1.9
https://doi.org/10.1080/09585192.2016.1244918
https://doi.org/10.34308/eqien.v11i02.992
https://doi.org/10.6007/IJARAFMS/v8-i4/5501
https://doi.org/10.6007/IJARAFMS/v8-i4/5501


Agus et al. Influence of Situational Leadership, Commitment, and Competence on the Performance of National Police Personnel through 

Good Governance at the South Sulawesi Regional Police, Vol. 62 Autumn/Winter 2023 

847 

（2020）。2020年1月至3月中国湖北省2019冠状

病毒病（新冠肺炎）爆发期间湖南省一线医务人

员的心理影响及应对策略。医学科学监测：国际

医学实验和临床研究杂志，26，e924171-1–

e924171-

16。https://doi.org/10.12659%2FMSM.924171 

[15] CORT´ES-DENIA, D.、LUQUE-RECA, 

O.、LOPEZ-ZAFRA, E. 和 PULIDO-MARTOS, 

M. 

(2023)。与私营组织相比，真正的领导力是否能

提高公共组织的工作满意度？探索活力和参与的

作用。日光，9(1)，乙12906。https://doi.org/10.1

016/j.heliyon.2023.e12906 

[16]达利蒙特，R.F.（2018）。良好的公司治理（透

明度、问责制、公平性和参与性）是良好公司治

理的重要组成部分。扎伊诺尔·阿比丁·班达亚齐

，2009年。棉兰：北苏门答腊大学。 

[17] DALKIR, K.、BEDFORD, D.A. 和 MILLER, K. 

(2015)。信息系统教育中的知识管理：连接研究

和实践。信息科学技术协会会议记录，52(1), 1-

4。https://doi.org/10.1002/pra2.2015.145052010015 

[18]达南德拉，I.B.K.（2012）。印度尼西亚共和国

组织结构。克里门法，1(4)，23–

37。检索自https://ejournal.unsrat.ac.id/index.php/le

xcrimen/article/view/901 

[19] DATCHE, A.E. 和 MUKULU, E. 

(2015)。变革型领导对员工敬业度的影响：肯尼

亚公务员制度调查。商业管理和经济学问题， 

3(2), 9-

16。http://dx.doi.org/10.15739/IBME.2014.010 

[20] DERBIS, R.、PAJESTKA, G. 和 JASIŃSKI, 

A.M.（2018）。模型全球化的经验（千年发展目

标）和体验全球化规模（可持续发展目标）。《

心理学》， 24(3), 453-

467。https://doi.org/10.14691/CPPJ.24.3.453 

[21]乔汉，A.J.（2016）。5皮拉尔·凯佩米皮南·迪·

阿巴德21。玛琅：努沙克里提夫媒体。检索自htt

ps://books.google.ru/books?hl=ru&lr=&id=YVFKE

AAAQBAJ&oi=fnd&pg=PP1&dq=5+Pilar+kepemi

mpinan+di+abad+21&ots=zSbDPTMK_B&sig=Kzq

cOsevRZsF2OxDiUy976i0iy0&redir_esc=y#v=onep

age& q=5% 

20Pilar%20kepemimpinan%20di%20abad%2021&f

=false 

[22]爱迪生，E.，安瓦尔，Y.，＆科玛丽亚，I.（20

17）。马纳杰门·桑布尔·达亚·马努西亚。万隆：

阿尔法贝塔。 

[23] EFIDA APRILIA, H.A.、FARADILA 

NUR‘AZZANA, P. 和 PRATHAMA, A. 

(2020)。2010-

2021年泗水时期加亚·凯佩米皮南·瓦利科塔分析

。社会经济与政治杂志， 1(3), 39–

48。检索自http://www.jsep.sasanti.or.id/index.php/

jsep/article/view/16 

[24] EVELYN, D., & HAZEL, G. 

(2015)。变革型领导对员工敬业度的影响：员工

敬业度的中介作用。国际管理杂志，6(2), 1-

8。检索自https://iaeme.com/Home/article_id/10120

150602001 

[25] FINGER, M. 和 PÉCOUD, G. 

(2017)。达里电子政务还是电子政务？梅努朱模

型电子政务。第三届欧洲会议论文集电子政务，

第119-130页。 

[26]加扎维，K.，埃尔舒哈里，R.，＆埃尔奥斯塔

，B.（2017）。情境领导及其在提高员工生产力

方面的有效性：对黎巴嫩北部组织的研究。人力

资源管理研究， 7(3), 102-

110。https://doi.org/10.5923/j.hrmr.20170703.02 

[27] GÖZÜKARA, ICA, & ŞIMŞEK, 

O.F.（2015）。将变革型领导力与工作投入度和

工作自主性的中介效应联系起来：土耳其一所私

立非营利大学的一项研究。普罗塞迪亚-

社会和行为科学， 195, 963-

971。https://doi.org/10.1016/j.sbspro.2015.06.274 

[28]格林伯格，J.，和巴伦，R.A.（2008）。组织中

的行为：理解和管理工作的人性化一面。新泽西

州上萨德尔河：皮尔逊普伦蒂斯大厅。 

[29]哈姆达尼，M.（2016）。良好的公司治理(GCG

)达拉姆透视代理理论。研讨会2016年全国第八

届UT经济学院：数字时代经济与商业学院的挑

战与策略，巴莱西当特布卡大学(联合技术中心)

，2016年11月24日，第279-

283页。检索自https://repository.ut.ac.id/6589/ 

[30] 哈迪安西亚 

(2018)。公共服务质量：概念、维度、指标和实

施亚洲。雅加达：加瓦格拉米迪亚。 

[31]哈托诺（2018）。情境领导通过工作满意度对

员工绩效的影响和组织公民行为作为干预变量（
PT. 

宁迪亚·卡里亚望加锡分公司的案例研究）。望

加锡：哈桑丁经济学院和大学管理学院计划导师. 

[32]哈斯布安，M.S.P.（2016）。马纳杰门·桑布尔·

达亚·马努西亚。雅加达：布米·阿克萨拉。 

[33] HERSEY, P. 和 BLANCHARD, 

K.H.（1969）。领导力生命周期理论。培训与发

展杂志， 23(5), 26–34。检索自 

https://psycnet.apa.org/record/1970-19661-

001?ref=insight.openexo.com 

[34] HIDAYATI、SITI、UTAMI、H.N. 和 

PRASETYA, A. 

(2015)。情境领导风格对工作满意度和员工绩效

的影响（印尼航空交通管制苏加诺哈达分公司塔

台及进近航站部（世界气象组织& APP-

TMA）员工研究）。 《行政杂志》，1。 

https://doi.org/10.14691/CPPJ.24.3.453


848 

[35] 伊斯兰 T.、艾哈迈德 I.、阿里 M.、阿默 Z.

和乌斯曼 B.

(2020)。从伊斯兰工作道德的角度理解专制领导

。公共事务杂志， 7(5), 77-

88。https://doi.org/10.1002/pa.2521

[36] JAISWAL, N.K.、JAISWAL, N.K.、DHAR, R.L.

和 DHAR, R.L.

(2017)。仆人式领导、对领导者的信任以及员工

创造力的蓬勃发展的影响。领导力与组织发展杂

志，38(1), 2-21。https://doi.org/10.1108/LODJ-02-

2015-0017

[37] JOHARI, J., & YAHYA, 

K.K.（2019）。卡拉克特雷斯提克、克特利巴坦

克贾、和克内尔贾佩克贾安公共场合。《和平与

和平杂志》，558。

[38]琼斯，M.（2018）。治理的进展与失败的现实

：二十年后的经济发展案例。国际社会科学杂志

，68（227-228），25-

41。https://doi.org/10.1111/issj.12169

[39] R. 卡比尔和 H.M.

泰（2017）。公司治理是否塑造了企业社会责任

与财务绩效之间的关系？太平洋会计评论，29(2)

, 227-258。https://doi.org/10.1108/PAR-10-2016-

0091

[40] 卡达曼塔，A.（2019）。改革时代的组织活动.

[41]卡斯米尔，S.M.（2016）。人力资源管理（理

论与实践）。雅加达：拉贾·格拉芬多佩萨达。

[42]哈梅斯瓦里，I.K.（2019）。印度尼西亚独立时

良好的公司治理。杰玛·凯迪兰，6(2), 114-

136。https://doi.org/10.14710/gk.2019.5332 

[43] KHAN, R.、KAMAL, S.、AWAN, Z. 和
NASRULAH, S.

(2016)。人力资源管理实践对组织绩效的影响：

对巴基斯坦开伯尔普赫图赫瓦省德拉伊斯梅尔汗

商业银行的调查。资源开发与管理杂志，19，1-

8。检索自https://www.iiste.org/Journals/index.php/

JRDM/article/view/30215

[44] 康波纳斯 

(2023)。孔波纳斯要求波尔里创新简单有效的公

共服务。检索自https://kompolnas.go.id/2023/10/2

4/kompolnas-minta-polri-inovasi-layanan-publik-

sederhana-dan-efektif/ 

[45]拉博拉，Y.A.（2019）。孔塞普彭甘邦安夏季

活动、工作和组织。《管理和凯维拉萨哈安杂志

》，7(1), 28-

35。https://doi.org/10.26905/jmdk.v7i1.2760 

[46] LEE, Y., BERRY, C.M., & GONZALEZ-MULÉ,

E.

(2019)。谦虚的重要性：诚实谦逊与工作绩效关

系的元分析和增量有效性分析。应用心理学杂志

，104（12），1535–

1546。https://doi.org/10.1037/apl0000421

[47]莱斯塔里·伊扎克，F.D.（2019）。PT领导力、

工作环境和动机对员工绩效的影响。印尼鹰航班

达尔乌达拉苏丹哈桑丁望加锡。《经济学杂志》

，3(2), 15-25。 

[48]卢森斯，F.（2016）。组织行为。日惹：安迪。

[49] MASOOD, T.、SO, E. 和 MCFARLANE, D.

(2017)。灾害管理运营——

大数据分析到弹性供应网络。欧洲运营管理协会

会议记录，爱丁堡，2017年7月1-5日，第1-

10页。摘自http://euroma2017.eiasm.org/userfiles/H

KJGLML_GDFJMK_AW7YG3VT.pdf

[50] MOREIRA-FONTÁN, E.、GARCÍA-SEÑORÁN,

M.、CONDE-RODRÍGUEZ, Á. 和 GONZÁLEZ,

A.

(2019)。教师与信息通信技术相关的自我效能、

工作资源和积极情绪：它们与自主动机和工作投

入的结构关系。计算机与教育，134，63-

77。https://doi.org/10.1016/j.compedu.2019.02.007

[51] MOZAMMEL, S. 和 HAAN, P. 

(2016)。孟加拉国银行业的变革型领导力和员工

敬业度。发展中地区杂志， 50(6), 43-

55。https://doi.org/10.1353/jda.2016.0127 

[52]穆阿菲，S.E.（2020）。情境领导对员工绩效的

影响由工作满意度和工作满意度调节伊斯兰组织

公民行为致简历员工。切普的瓦尤。印度尼西亚

伊斯兰大学。检索自https://dspace.uii.ac.id/handle/

123456789/31467

[53] MULIAWATY, L. 和 GUNAWAN, H.

(2017)。情境领导风格对班贾市工贸部和合作社

员工绩效的影响。《伊尔穆行政管理局杂志》―

阿克塞莱拉西‖， 7(2), 108-

131。检索自http://repository.unpas.ac.id/42302/1/P

ENGARUH%20GAYA%20KEPEMIMPINAN%20

SITUASIONAL%20TERHADAP%20KINERJA%2

0PEGAWAI%20DINAS%20PERINDUSTRIAN%2

0DAN%20PERDAGANGAN%20DAN%20KOPER

ASI.pdf

[54]纳德拉，N.，＆拉哈迪，D.R.（2020）。新冠肺

炎大流行期间的能力发展。伊诺比斯：印度尼西

亚商业与管理创新杂志， 4(1), 72-

83。https://doi.org/10.31842/jurnalinobis.v4i1.167

[55]纳苏蒂安，D.A.D.（2018）。分析区域财政管

理、问责与透明度对政府财政绩效的影响。《阿

昆坦西研究杂志和科安安》，2(3), 149–

162。摘自https://www.researchgate.net/profile/Dito

-Aditia-

Nasution/publication/333194179_Analisis_Pengaruh

_Pengelolaan_Keuangan_Daerah_Akuntabilitas_dan

_Transparansi_terhadap_Kinerja_Keuangan_Pemeri

ntah/links/5ce063d2299bf14d95a67707/分析-

Pengaruh-Pengelolaan-Keuangan-Daerah-

Akuntabilitas-dan-Transparansi-terhadap-Kinerja-

Keuangan- 佩默林塔.pdf

[56] 野中 I. 和竹内 H.

https://doi.org/10.14710/gk.2019.5332


Agus et al. Influence of Situational Leadership, Commitment, and Competence on the Performance of National Police Personnel through 

Good Governance at the South Sulawesi Regional Police, Vol. 62 Autumn/Winter 2023 

849 

(2008)。组织知识创造理论：知识管理. 

阿雷格里港：书人。 

[57] 帕敏，P. 

(2017)。以工作满意度为变量的薪酬、能力和工

作动机对非固定教师（GTT）绩效的影响干预。

业务重点：管理与会计研究媒体，16(1), 21-

39。https://doi.org/10.32639/fokusbisnis.v16i01.78 

[58] PRADANA, D.A.、SUSANTI,

H.D.、NOVIASARI, R.A.、HUROTUL'AINI, 

W.、FAHRURROZI, M.、ROSYIDAH, E. 和
ISWAHYUDI, M. 

(2021)。创业发展计划：大流行期间的品牌和营

销创新。社区赋权， 6(11), 2140-

2146。https://doi.org/10.31603/ce.5477 

[59] PRASETIO, R.D. 和 WULANSARI, P.

(2016)。激励对公共工程局巴东种子公司员工绩

效的影响。电子管理学报，3(3)，2999-

3005。检索自https://openlibrarypublications.telko

mununiversity.ac.id/index.php/management/article/v

iew/2998

[60] PUTEH, F. 

(2017)。持续专业发展和组织绩效：结构方程模

型（扫描电镜）。《佩塔尼卡社会科学与人文杂

志》，25(S)，13-

28。摘自http://www.pertanika.upm.edu.my/pjssh/br

owse/special-issue?article=JSSH-S0303-2016 

[61] RAHMAT, A. 和 WIDAYATI, 

C.C.（2016）。民族区域视角下的感知映射领导

力（哥伦打洛六大民族研究）。国际经济展望杂

志， 10(2), 171-

179。摘自https://karyailmiah1.mercubuana.ac.id/w

p-content/uploads/2019/08/Perceptual-Mapping-

Leadership-in-Ethnic-Regional-Perspective.pdf 

[62]里瓦尔多，Y.，拉特纳萨里，S.L.（2020）。领

导力和激励对工作满意度的影响及其对员工绩效

的影响。尺寸，9(3)，505-515。

[63]罗宾斯，S.P.和法官，T.A.（2019）。佩里拉库

组织。雅加达：萨伦巴·恩帕特。

[64]罗西亚达，D.（2019）。德莫克拉西、哈克·阿

西·马努西亚和马斯亚拉卡特·迈达尼。雅加达：

国际计算机教育协会使用者识别号沙里夫·希达

亚图拉。

[65]三生里（2014）。情境领导风格的影响和东库

台县区域秘书处员工工作表现工作纪律。《期刊

范式》，3(2)，198-

210。http://dx.doi.org/10.30872/jp.v3i2.390

[66]塞缪尔，S.，塞蒂亚迪，D.，＆TRICAHYADIN

ATA，I.（2020）。组织事务委员会组织工作委

员会。《管理杂志》， 16(2), 94-

114。https://doi.org/10.23960/jbm.v16i2.69

[67] SERANG, S.、RITAMARIANI, A.、KAMASE,

J. 和 GANI, A. 

(2023)。工作动机、薪酬和工作程序对工作满意

度和南苏拉威西计划生育实地推广绩效的影响。

国际专业商业评论杂志，8(5)，e02180。https://d

oi.org/10.26668/businessreview/2023.v8i5.2180 

[68] SETIAWAN, H.E., & SAFRI, M. 

(2016)。分析公共政策、透明公共政策和公共政

策以确保甲布帕天文豪的安全性。《展望期刊》

， 4(1), 51-

72。https://doi.org/10.22437/ppd.v4i1.3533 

[69] 塞特约瓦迪，B. 

(2021)。国家警察绩效管理系统旨在提高南苏拉

威西地区警察人员绩效。 

[70] SIAHAAN, B.P.、SIMATUPANG, T.M. 和
OKDINAWATI, L.

(2021)。卡车共享经济概念的激励政策建模：现

状和文献综述。国际物流系统与管理杂志，39(2)

, 185-

206。https://doi.org/10.1504/IJLSM.2021.115484

[71] SINAMBELA, L.P.

(2016)。公众改革。雅加达：佩内比特·布米·阿

克萨拉。 

[72]苏哈迪，S.（2019）。工作动机、能力、工作环

境的影响和巴淡市PT员工绩效人寿保险的赔偿组

织公民行为塞巴盖·瓦里亚贝尔干预。《福利杂

志》， 4(2), 296-

315。http://doi.org/10.22216/jbe.v4i2.3670

[73]苏曼特里，S.（2016）。计划夏日之夜。心理学

系联合国帕德。

[74] SYAFRION, F.Y.、ZIRMAN, Z. 和 SOFYAN, A.

(2015)。彭加鲁系统彭根达利安实习生、区域财

务管理、组织承诺和组织文化以实现善治（索洛

克市区域工作单位案例研究）。《在线马哈西斯

瓦·比当·伊尔穆经济杂志》， 2(2), 1–

14。检索自https://jom.unri.ac.id/index.php/JOMFE

KON/article/view/9720

[75] TAMENGKEL, L.F. 和 RUMAWAS, W.

(2021)。领导力、工作满意度、组织承诺对员工

离职意愿的影响。《行政杂志》，11(1), 14-

21。https://doi.org/10.35797/jab.v11.i1.14-21

[76]塔尼亚，Y.（2017）。PT变革型领导风格和工

作动机对员工绩效的影响。高级管理咨询。集市

，5(1)。检索自https://publication.petra.ac.id/index.

php/manajemen-bisnis/article/view/5188

[77]TENTAMA，F.（2015）。日惹的工作满意度对

公务员（三七总皂甙）教师绩效的作用。心理学

杂志， 14(1), 1-

8。https://doi.org/10.14710/jpu.14.1.1-8 

[78]西奥博尔德，C.（1999）。世界银行：善政和

新帖木儿。制度经济学。法律和国家卷59/60-

1999。
[79] TJIPTONO, F. 

(2018)。品牌管理与策略。佩内比特·安迪. 

http://www.pertanika.upm.edu.my/pjssh/browse/special-issue?article=JSSH-S0303-2016
http://www.pertanika.upm.edu.my/pjssh/browse/special-issue?article=JSSH-S0303-2016


850 

[80]佐治亚州托托（2018）。从教育背景到成瘾：

技术在教学方法和预防教育功能中的作用。电子

学习与知识社会杂志， 14(2), 203-

212。https://doi.org/10.20368/1971-8829/1504 

[81] WAHYUDIN, A. 和 SOLIKHAH, B.

(2017)。印度尼西亚公司治理实施评级及其对财

务绩效的影响。国际商业社会杂志，17(2), 250–

265。https://doi.org/10.1108/CG-02-2016-0034

[82]维博沃（2016）。马纳杰门·基内尔贾。雅加达

：拉贾瓦利·佩斯。

[83] WIJAYA, A.C.W., & DEWI, 

A.A.S.K.（2017）。工作与生活平衡的影响和库

塔美居酒店。普罗西丁研讨会国家人工智能研究

所，占碑，2017年10月27-28日，第34-

43页。检索自https://repository.unja.ac.id/3839/11/

34_43.pdf 

[84] WIRATNO, B.、PRIYOMARSONO,

N.W.、TRISNO, R. 和 LIANTO, F. 

(2019)。由于XYZ一代消费行为的变化，雅加达

购物中心的演变。塔鲁马纳加拉社会科学与人文

应用国际会议论文集，雅加达，2019年6月27-

28日，第76-

82页。https://doi.org/10.2991/assehr.k.200515.014 

[85] WOROKINASIH, S. 和 ZAINI, 

M.L.Z.B.M.（2020）。企业社会责任（企业社会

责任）披露对良好公司治理（GCG）和企业价值

的中介作用。技术说明。澳大利亚会计、商业和

金融杂志， 14(1), 88-

96。http://dx.doi.org/10.14453/aabfj.v14i1.9

[86] YALABIK, Z.Y.、SWART, J.、KINNIE, N. 和
VAN ROSSENBERG, Y.

(2017)。知识密集型组织(克钦独立组织)中承诺

和离职意向的多个焦点：是什么导致专业人士离

职？国际人力资源管理杂志， 28, 417-

447。https://doi.org/10.1080/09585192.2016.12449

18

[87] YASING, H.、KAMASE, J.、GANI, A.、AMIR,

A. 和 RAZAK, M. 

(2022)。组织能力、动机和承诺对南苏拉威西省

摄政/市DPRD成员工作满意度和绩效的影响。鄂

钦-经济与商业杂志， 11(2), 613–

624。https://doi.org/10.34308/eqien.v11i02.992 

https://repository.unja.ac.id/3839/11/34_43.pdf
https://repository.unja.ac.id/3839/11/34_43.pdf

