CHAPTER 1

INTRODUCTION C}
1.1 Introduction Q

Job performance has received much attention from researchers¥and practitioners
in both private and public organizations, mainly because Znsic'ered among the

major means by which to manage and control organizati Perf Wnagement
[

ieving or 'zz‘ti@goals

at% iodically conduct job

sucbé&Y.pay raises,
er@%?ell as to improve

job performance through developm%feed‘tﬁia?, 1}(&2‘ Oh, 2018). Through
performance feedback, employ%kel 't'o gai better(o \erstanding of themselves
and the developmental activi 'Mt ar. %{ t o%‘which in turn could improve
their performance (Ag%ﬁ. Thl
’ &

maintain and imp wb @e am employees. Included among those
organizations a&t&own | ctio&\}%%s in Indonesia, known collectively as
BUMN Ka %M'N a ‘a ri@sbﬂine state-owned firms whose departments,
diViSiO%*@ter ¢o ‘gs are .r\ead across Indonesia, from the extreme west of

Ace@e extreme east of P{@'A Table 1.1 lists the nine state-owned construction

1 \der BUMN Karya.

S

framework highlights the role of job performance i

(Othman & Norfarizal, 2014, Campbell, 1990).

performance evaluation to make admi

discharges, or promotions, in a fair an mefensible

efore, itllsﬁa'main agenda of organizations to

g



Table 1.1: BUMN Karya Firms

No. Firm name Number o ?Q}’
1 PT. Adhi Karya (Persero)
2 PT. Amarta Karya (Persero)
3 PT. Brantas Abipraya (Persero)
4 PT. Hutama Karya (Persero) 1
5 PT Istaka Karya ((Persero) 65
6 PT Nindya Karya (Persero) T 760
7 PT. Pembangunan Perumahan (Persero) 1,700
8  PT Waskita Karya \, 1,810
9 PT. Wijaya Karya (Persero) 1,750
Total 11,603
The main responsibility of BUMN Karya is to ca W (ht nine

) 2015- 9kl@ry of

goals), the Indonesian Mid-term Development Plan

National Development Planning/BAPPENAS 15 Km hese\g als is to
develop various public infrastructure, su i S, toll@z:ns, airports,
jetties, seaports, semi-apartment buﬂ(@n

development, and other reV1tahzat OJecﬂ1y g e 1@d value of Rp4,700

trillion ($333.48 billion). Aloy eputy Ministér o Mlmstry of State-owned
Enterprises, stated in 2017 t aw sele for their strong points, which
include their superior l% erfo nce l"l;f 0 tlonal and technical construction

experience compz@rlv el t10n f 1n Indonesia.
ac

BUMN K sid ial toshave employees who excel and demonstrate

¢
good job r 0 aﬂ'y accomplishing its mission of realizing

infrastr% velop! i Ind&sxe\ sia. Therefore, it is essential to have adequate
ng of the determu{%’ of employee job performance in this context. The

t10ns under BUMN Karya can set up appropriate plans to improve their
oyee job performance if they understand the factors that can influence job

erformance.



In general, the determinants of employee job performance can be divided into two
categories. The first category is work environment-related factors relating to th
environment, such as human resource management practices and tran@ional
leadership, while the second category is employee—related f: such as

organizational citizenship behaviour and employee work motivatio 1amintidis &

Chatzoglou, 2018). : V
1.2 Problem Statement .\d
[ ]

There have been numerous studies on the rminants erﬁp@ job

performance in organizations. Based on a revi the{ i ratm@ﬁhe main

& Nwakoby, 2018), transformationw hip (An

organizational citizenship behavi inka, 2 : Wu ;(\r%source management
N
practices include compensatiov% plangling, rform% appraisal, training, and

employee involvement (TalYli\Jth a hief@).

The relatinships hose three f: g){rs @'employee job performance have

been examined ir&&m stu[i

further verificatign, pasticul

4 (Q
\but the rﬁc.].t»s are still inconsistent, necessitating

ie con@’of state-owned enterprises in Indonesia.

¢

Monalis et %20) und at’ht@;? resource management practices have no
& N

signiﬁc% on jo an% Toyota Service Company, Indonesia. Kasenda

eta 6) found similar res l(gﬁ the Ministry of Finance at Manado, Indonesia. The
re Xhip between transformational leadership and job performance has also been
ound to be insignificant. For example, Muarif (2015) found no significant relationship
etween transformational leadership and the job performance of employees in the

Islamic banking sector of Indonesia. Gulo and Yupiter (2014) also found that there is



no significant relationship between transformational leadership and job performance in
the freight forwarder industry in Indonesia. The link between organizational citi?ﬂp
behavior and job performance is also insignificant (Hanafi et al., 2018)% and
colleagues found that organizational citizenship behavior does ignificantly
influence employee job performance in the industrial sector ofw Sumatera,
Indonesia. Accordingly, there is a need to further re-examine_the influence of human
resource management practices, transformational lea i z, anc‘ organizational

citizenship behavior on job performance in differen ani tio\\'@ndonesia,

particulary BUMN Karya.

BUMN Karya can increase its competiti

resources (employees) and their job perf%

2023). In recent years, employee jobWperformance at @ya has declined,

;Q\& Faishal, 2021). A

causing concern among managem

N
&018;?: below the expectations

(2012) reported that ti%) form; ce o ?ﬂp@es at BUMN Karya is not at an

optimal level. Thus %ssenti'a erstar&he factors that influence employee job
performance at4aBU Karya: 'erst@{g these factors could inform the best
strategy t@e the job rf{rne;)e of employees at BUMN Karya and to

NS
accomp% oals.J é

L %

view of the literatur r%!fals that only a few studies have examined the factors
@/ mediate the effects of work environment (i.e. human resource management
raetices, transformational leadership) and individual factors (i.e. organizational

itizenship behavior) on job performance. Therefore, some researchers, such as

C

Andreani and Petrik (2016), have recommended further investigation of the mechanism



that links work environment (i.e. human resource management practices,
transformational leadership), individual factors (i.e. organizational citi?ﬁp
behavior), and job performance. Recent studies have tested the medi e of
organizational commitment between human resource management pﬁ‘k and job
performance (Tabouli, Habtoor & Nashief, 2016) and between@formational
leadership and job performance (Al-Amin, 2017). Because of emy of research on
this issue, this study fills this gap by testing the mediati L§o-f ork motivation.
There are two reasons to support the potential mediating of w; rwion. First,

nce (Qlus '&_{‘r}l?l-ika,

S 1\&11 d n@ﬁm-sized
ion does p‘& role of a

ce, @‘fyn, Muathe, and

Kilika (2018) found that work Mion me\hs‘he rglationship between job
o N
m@ation also mediates the

work motivation has a positive impact on job per

2018), including the job performance of e

characteristics and employee }j ormance. Wouk

&

effect of employee compet %m:[ €]o perﬁ:g%hce (Haluk, Rante, Risamasu
ez

& Syauta, 2016). For % ons,: rk oti{laﬁa' is expected to mediate between

human resource wment \?ces, tragfc:}national leadership, organizational
citizenship behé\d
empirically %nthe /ite:a ;

T s%nte‘M the ‘g% identified earlier by testing simultaneously the

effthuman resource n@ement practices, transformational leadership, and

—.

0 1zational citizenship behavior on job performance in the context of BUMN Karya.
Q reasons underlie this objective. First, empirical evidence on the effects of these
ee factors on job performance are still mixed. Second, previous studies have only

tested the effects of those factors on job performance separately and in different contexts



in Indonesia (Monalis et al., 2020; Hanafi et al., 2018; Kasenda et al., 2016; Muarif,
2015; Yupiter, 2014). This study also fills the identified gap by testing the mw
role of work motivation between human resource managemenos ices,
transformational leadership, and organizational citizenship beh with job

performance. This can extend understanding about the role of workiyotivation as a

mediator, which has been verified previously in different nilatio ips (Muathe &

4.

1.3 Research Questions ' _\Q}

Kilika, 2018; Haluk, Rante, Risamasu & Syauta, 2016).

1. What are the relationships between hu rc% ent p@?ﬁces,

transformational leadership, and o itizeénship ior with

agement practices,
ship behavior with

work motivation at

3. Does work mo% fluence job e;i‘or@ce at BUMN Karya, Indonesia?
ivation nr
a

’ &
4. Does work \bhetweeéxnan resource management practices,
i 'nd o{%&ﬁzational citizenship behavior with job
’ (j')
S

transformational le
1"\ z
perfggn}?
% g D')o'
L 9
14 ‘&arch Objectives \Q’

I. \'o examine the the relationships between human resource management

0 practices, transformational leadership, and organizational citizenship behavior

with job performance at BUMN Karya, Indonesia.




2. To examine the the relationships between human resource management
practices, transformational leadership, and organizational citizenship b T
with work motivation at BUMN Karya, Indonesia. %\

3. To examine the relationship between work motivation and jo ance at
BUMN Karya, Indonesia. Y.

4. To analyze the mediating effect of work motivation hetweet human resource

management practices, transformational leade ' organizational

citizenship behavior with job performance. ‘\d
[
4

D [ F18
1.5 Scope of the Study 0 4 \,Y*

The main focus of this study is twge at mgn.ﬂuence job
performance. Three independent Val‘%;ilman resource m@ement practices,

transformational leadership, orga%nal mt\bh% e@or) were estimated
N\

against job performance. In addition;*the mediati effe§ work motivation on the

relationships between hu XOuI
leadership, and organizati Ecitizen ip ha[vi'obﬁith job performance were also
4 $ &
tested. The Worl@manci \eo'sy (Bu ﬂdg & Pringle, 1982) and the Social
Exchange The(\( , 1 'erpinglthis study to explain the relationships
e 27 S

rie% practices, transformational

between the yariables. 4 (_}
NS
Th€ respondents ?nplo s of BUMN Karya, a group of Indonesian state-
owq&nstruction compan@{ts roles include contributing to the Indonesian
e%x' by providing goods and services that are not covered by private companies;
roviding employment; providing support and guidance to small and medium

Qllsinesses; and as a source of government revenue. The government controls BUMN


https://en.wikipedia.org/wiki/Economic_growth
https://en.wikipedia.org/wiki/Goods
https://en.wikipedia.org/wiki/Service_(economics)
https://en.wikipedia.org/wiki/Privately_held_company
https://en.wikipedia.org/wiki/Privately_held_company
https://en.wikipedia.org/wiki/Small_business
https://en.wikipedia.org/wiki/Small_business
https://en.wikipedia.org/wiki/Government_revenue

Karya through the Ministry of State-owned Enterprises, which acts as the chief

1.6 Significance of Study .\

1.6.1 Theoretical Perspective q
From the theoretical perspective, this study contribute tmob performance
r;

literature by examining simultaneously the effects of hu ourcles management
practices, transformational leadership, and organizationalygitize hwor on job
[

Yw
amined t 'elxﬁqn\ships

separately and in different contexts in Indonesi influe c&f human

exa@; in Toyota
Service Company, Indonesia (Monal&i) e M@ﬁ'ry of Finance at

Manado, Indonesia (Kasenda et al.%). The r\ﬂnM'h' I;R een transformational
%X 2
o) 4 -

executive officer of a holding company.

performance at BUMN Karya. Several studies ha

—

leadership and job performan amined pieviousl the Indonesian Islamic

&

banking sector (Muarif, ZOi\f:‘anreij orwarder @try (Gulo & Yupiter, 2014).
Meanwhile, the link b ganizationa itilze@p behavior and job performance
4 ¢ &
\Lfbk uma

was examined in t ewince ? Hanafi et al., 2018). Examining the

effects of thesedactorsrsim y on(]j&/ performance can generate more robust
¢
tf

s
conclusions in a particuldr con (_}

\ . .

This study alsofContributes ern&ical evidence about the role of work motivation

as &dator between hu a‘s}’esources management practices, transformational

le Xﬁp, and organizational citizenship behavior with job performance. The role of

d motivation as a mediator has been verified in different relationships in several

udies. For example, work motivation mediates between job characteristics and

employee job performance (Evelyn, Muathe, & Kilika, 2018); between employee


https://en.wikipedia.org/wiki/Ministry_of_State_Owned_Enterprises_(Indonesia)
https://en.wikipedia.org/wiki/Ministry_of_State_Owned_Enterprises_(Indonesia)

competence and job performance (Haluk, Rante, Risamasu & Syauta, 2016); between
working conditions and job performance (Jayaweera, 2015); and betwew
involvement, perceived supervisor support, and job performance (Taghipo@ban,
2013). This study improves this line of research by examining t of work
motivation as a mediator on the relationships between human res01¥~management
practices, transformational leadership, organizational citizel% avior, and job

performance. These relationships have not been tested in theWite ure'

\dO \Y

1.6.2 Practical Perspective % | _{')
From the practical perspective, the findi ld% 1cal ,@'ﬁons for

organizations, particularly for the managerhent BUQTN a, to@prove the job

cts @brk factors (e.g.,

li}brship) and individual
N

performance of their employees. By ersa:ding the

human resource management practi%d tra@gna
Q.

factors (e.g., organizational citi behavior) on«job @ormance, BUMN Karya

management can develop %es r ni 'ativ@ improve job performance.

Management could al i ttter underst dihg*@the role of work motivation as a
4 ¢ &

mediator. Overall,l&gldy c?u the gagement of BUMN Karya to develop

strategies to im}% per 'amo&}ﬁfeir employees by considering the factors
¢
included in thi y. 4 C’)

O
G F
1.7 .&raﬁonal Deﬁnition@’

1. \Iuman Resource Management Practices
Q Human resource management practices consist of compensation and benefits,
aining and development, career development, and work-life balance (Raymond et al.,

2015).




1.7.1.1 Compensation Y’

Compensation is a reward system that an organization provides to individuals in

turn for their willingness to perform various jobs and tasks within &anizaﬁon

(DeNisi & Griffin, 2001). q
1.7.1.2 Training and Development z l

Training refers to any event organized by an organigation Wemployee
[

n perf ir 'su@ task.

an@;"mployee

futur, Y(.Noe, 2017).

Career Development As iofl of Alberta (2012
as the lifelong process of x
move towards a persol@tin
(1986) explained career F

planned effort Q ve the individual’s career needs and the
¢
organization’s workforce requi &‘lt.

P o
1.7.@ork-life Balance (..}’
E\o >
rk-life balance usually refers to one of the following: organizational support
ependent care, flexible work options, and family or personal leave (Estes &

d
ichael, 2005).

1.7.1.3 Career Development % \? ,<\
>y N\
% Aq @ned career development

10



1.7.2 Transformational Leadership
Transformational leaders motivate followers to achieve performance Tﬂd

expectations by transforming followers’ attitudes, beliefs, and values a@d to

simply gaining compliance (Bass, 1985; Al-Amin, 2017). In this study, *)’rﬂaﬁonal
leadership consists of four dimensions: idealized influence, inspirat%al motivation,

intellectual stimulation, and individualized consideration (Raf@rifﬁn, 2004).

1.7.2.1 Idealized Influence ‘\d
'Y
This dimension is exhibited when a leader is d and' res te‘i @s/her
subordinate. This type of leader tends to put hi ordindtes. néeds h@'e his/her

own. Y-
SRS

1.7.2.2 Inspirational Motivation

This is shown in a leadel%
perform better by instilling Eof

? N
' ' 2 C/Q

1.7.2.3 Individua Consi[l %
This type of leader is 'ough(‘ééﬁs a coach or mentor. He/she tends to be
¢

concerned f %@f their sub di‘att’/i dependent needs.
N &
fv/e

17;&“1 tual Sti 1@5’
ol ntelectua muila

is dimension is exhibited when a leader asks questions to increase innovation

G reativity.

awa t causes subordinates to

he@‘rk.

11



1.7.3 Organizational Citizenship Behavior

Organizational citizenship behavior refers to anything that employees ch
do, spontaneously and of their own accord, which often lies outside of t@iﬁed
contractual obligations (Organ, 1988, 1997, 2006). In this study%ﬂzational
citizenship behavior consists of four dimensions, namely zMs’n, helping,
sportsmanship, and civic virtue (Asiah, 2018; Paille, 2009). N

\4
l
1.7.3.1 Altruism ‘\d
oo

Altruism refers to voluntarily helping others specific k-tel&@task,

such as helping a co-worker with a heavy wor gan, ﬁj .\,T
X

V339 S
1.7.3.2 Helping Behavior \% 6

Helping behavior is targeted a s to allem ir m'%%les with work-related
N
& i

problems or perhaps prevent p from appearing in(ﬁ@ irst place (Organ et. al.,
2006). Y..\ ¥$

' ’ &
1.7.3.3 SportsmanShi l \ Eb
harﬂ?}ﬁﬁ and interference without complaining

(&

e &zti@e when things do not go as planned, and not

-

Sportsmanghip taeans

@
(Organ, 198 %}ing posi

N
taking offenscwwhens’ }eject&'s suggestions and ideas, thus improving the

dete&ion and morale (@é workgroup (Podsakoff, MacKenzie, Paine, &

@vh, 2000; Lo et. al., 2009).




1.7.3.4 Civic Virtue
Civic virtue is keeping oneself knowledgeable about the organization as w

rather than merely focusing on one’s job or department (Organ, 1988; Hart %\16).

L'

1.7.4 Work Motivation ?
Work motivation describes those cognitions, effec wbehaviors that
E;st

employees utilize to succeed at their job (Kanfer et al., 20 y'e of motivation

encourages employees to engross themselves further inigheir j ,Weir skills,
@
| o Ay
knowledge, time, and effort to the organization’s a age by ac p’ls tasks
0 4
\ g
1.7.5 Job Performance \, 6
Job performance is anythin%t is do\by$ lp:\('%es in their work in
ﬁy N

accordance with the goals and i the oanm tion (&@, 2003).

<
1.8 Chapter Summ%Y.\"ba q‘j‘.' %Q'

This chapter describi c grc&hf the study and the problem that it

(Hirschfeld & Field, 2000; Kanfer et al., 2013).Y~

A

seeks to addressgFollowing

: esea estions and objectives are listed. These

f ée 6‘(36 and significance of the study. Finally, the
N

chapter proyides the gperati ?al deté?fions for each research variable.

A L 3
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