
International Journal of Artificial Intelegence Research   ISSN 2579-7298 
Vol. 9, No. 1, June 2025   

          http://ijair.id         jurnal.ijair@gmail.com  

The Comparison Organizational Theory and Organization 
Performance on The Process of Enriching Organizational 
Culture on The Implementation of The Principles  Government 
Organizations In Indonesia 
Beni Hartanto a,1, Basuki Rahmat b,2 
aSTIA YPPT Priangan Timur Tasikmalaya 
1benihart1973@gmail.com, 2basukitsm@yahoo.com  
* corresponding author 

 

1. Introduction 
The existence of government organizations is based on the mandate of the 1945 Constitution, the 

mandate of the Law and the mandate of the President and Regional Heads and Village Heads. 
Central government organizations, provincial and district/city government organizations and village 
government organizations and non-government organizations have been formed in accordance with 
the provisions of laws and regulations. Through the 1945 Constitution, Sectoral Laws and State 
Ministry Laws, hundreds of central government organizations have been formed and through the 
Regional and Village Government Laws and Regional Regulations and Village Regulations, 
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 The purpose of this study is to determine and analyze Comparison 
Organizational Theory and Organization Performance on The Process of 
Enriching Organizational Culture on The Implementation of The 
Principles  Government Organizations In Indonesia.. The research 
sample consisted of 104 State Civil Apparatus whose duties were 
related to those studied. The research method used is an explanatory 
survey approach to explain the relationship between variables through 
hypothesis testing in the field. Research that uses descriptive surveys 
and explanatory survey methods is carried out by collecting information 
from samples directly at the scene of the incident (empirical) through 
questionnaires with the aim of finding out the opinions of the samples 
regarding the research problem. And this research uses the Partial Least 
Squares Structural Equation Modeling analysis technique (PLS-SEM), 
to model many variables in research  Results and Discussion: To 
examine the influence of mediator variables, Partial Least Squares 
Structural Equation Modeling analysis technique (PLS-SEM),to 
estimate the causal relationship between variables (causal model) that 
has been determined previously based on the theory. Answering 
research questions requires correct statistical data processing. This is 
based on the results of hypothesis testing, the t-statistics results obtained 
were 3,287 and the significance results (pvalue) obtained were 0.000 
(0.000<0.05), so Ho was rejected and Ha was accepted. The test results 
prove the Comparison Organizational Theory and Organization 
Performance on The Process of Enriching Organizational Culture This 
is based on the results of hypothesis testing, the t-statistics results 
obtained were 2.845 and the significance results (pvalue) obtained were 
0.001 (0.001<0.05), so Ho was rejected and Ha was accepted. The test 
results the the Comparison Organizational Theory and Organization 
Performance on The Process of Enriching Organizational Culture.  
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thousands of government organizations have been formed in 34 Provinces, 416 Regencies, 98 Cities, 
7,230 Sub-districts and 74,961 Villages and 8,488 Sub-districts (Data from the Directorate General 
of Regional Administration, Ministry of Home Affairs, August, 2021). Law Number 23 of 2014 
concerning Regional Government brought significant changes to the formation of Regional 
government organizations, namely with the principle of proper function and proper size (rightsizing) 
based on the workload that is in accordance with the real conditions in each Region. This is also in 
line with the principle of rational, proportional, effective, and efficient Regional Apparatus 
organizational structure. The grouping of Regional Government organizations is based on the 
concept of forming an organization consisting of 5 (five) elements, namely the Regional Head 
(strategic apex), Regional Secretary (middle line), Regional Office (operating core), supporting 
agencies/functions (technostructure), and supporting staff (supporting staff). The Regional Office is 
the executor of core functions (operating core) which carries out duties and functions as an assistant 
to the Regional Head in carrying out the function of regulating and managing according to the field 
of Government Affairs assigned to the Region, both mandatory and optional affairs. The Regional 
Agency carries out supporting functions (technostructure) which carry out tasks and functions as 
assistants to the Regional Head in carrying out the functions of regulating and managing to support 
the smooth implementation of core functions (operating core). In order to realize the formation of 
Regional Apparatus in accordance with the principles of organizational design, the formation of 
Regional Apparatus regulated in this Government Regulation is based on the principles of 
efficiency, effectiveness, division of tasks, span of control, clear work procedures, flexibility, 
Government Affairs that are the authority of the Region, and the intensity of Government Affairs 
and Regional potential. 

Theoretically, the structuring of government organizations includes reform of the five 
organizational infrastructures, namely Law and Legislation, Institutions and Administration, Human 
Resources, Financing and Infrastructure and Facilities. The approach that. 

2. Method  
The population in this study were organization government  in Indonesia. There are managers in 

each district and city, so the population in this study is 324 people. Sample calculations use the 
Slovin formula, namely: 

n=N/(1+N(d)2  
Information:  
N= total population 324 
d= 0.05 
The results of calculating the number of samples obtained that the minimum sample required was 

179.1 or 180 people. The sampling technique in this research is included in cluster sampling. 
The research method used in this research is quantitative methods  The research data collected 

was taken from managers at the in Indonesia. Data regaOrganizational Theory and Organization 
Performance on The Process of Enriching Organizational Culture on The Implementation of The 
Principles  Government Organizations In Indonesia , using a questionnaire instrument 

At this verification stage, the focus is on developing a structural equation model whose 
hypotheses are tested using the SEM-PLS approach. This SEM-PLS method is capable of estimating 
complex models, involving many constructs, indicator variables, and structural paths without 
requiring distribution assumptions on the data. The initial SEM-PLS model representation used in 
this research was estimated using the SmartPLS 3.0 software application. 

Based on the results of research regarding, the following results were obtained: The Comparison 
Organizational Theory and Organization Performance on The Process of Enriching Organizational 
Culture on The Implementation of The Principles  Government Organizations In Indonesia 

There is no influence of organization theory on employee performance through the 
Implementation of The Principles  Government Organizations. This is based on the results of 
hypothesis testing, the statistical results obtained were 0.256 and the significance results (pvalue) 
obtained were 0.399 (0.399>0.05), so Ho was accepted and Ha was rejected. The test results prove 
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that the work environment is unable to mediate comparison organization theory on employee 
performance. 

There is an (work performance) through comparison organization theory on employee 
performance. This is based on the results of hypothesis testing, the t-statistics results obtained were 
4.876 and the significance results (pvalue) obtained were 0.000 (0.000<0.05), so Ho was rejected 
and Ha was accepted. The test results prove that The Comparison Organizational Theory and 
Organization Performance on The Process of Enriching Organizational Culture on The 
Implementation of The Principles  Government Organizations In Indonesia 

There is no  on Comparison Organizational Theory and Organization Performance on The 
Process of Enriching Organizational Culture on The Implementation of The Principles  Government 
Organizations. This is based on the results of hypothesis testing, the t-statistics results obtained were 
0.249 and the significance results (pvalue) obtained were 0.402 (0.402>0.05), so Ho was accepted 
and Ha was rejected. The test results prove that employee empowerment is unable to mediate the 
Comparison Organizational Theory and Organization Performance on The Process of Enriching 
Organizational Culture 

This is based on the results of hypothesis testing, the t-statistics results obtained were 3,287 and 
the significance results (pvalue) obtained were 0.000 (0.000<0.05), so Ho was rejected and Ha was 
accepted. The test results prove the Comparison Organizational Theory and Organization 
Performance on The Process of Enriching Organizational Culture 

This is based on the results of hypothesis testing, the t-statistics results obtained were 2.845 and 
the significance results (pvalue) obtained were 0.001 (0.001<0.05), so Ho was rejected and Ha was 
accepted. The test results the the Comparison Organizational Theory and Organization Performance 
on The Process of Enriching Organizational Culture. 

3. Results and Discussion 
3.1. Findings of PLS Structural Equation Analysis 
1) Measurement Model Test (Outer Model) 

Evaluation of the measurement model or inner model is carried out to assess the validity and 
reliability of the model. The research measurement model in PLS-SEM is an outer model which 
consists of a set of relationships between indicators and latent variables (Hair et al., 2019). Through 
an algorithm literation process, the measurement model parameters (convergent validity, 
discriminant validity, composite reliability, and Cronbach's alpha) are obtained, including the R2 
value as a parameter for the accuracy of the prediction model. The following are the results of the 
measurement diagram (outer model) in this research which can be seen in the picture, as follows: 

 
Fig. 1. Initial Stage of Outer Model 

a. Source: SmartPLS Data Processing Results 
The following are the parameters used in testing the measurement model (outer model), as 

follows: 
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a) Convergent Validity 
Convergent validity relates to the principle that measurements of a construct should be highly 

correlated. Convergent validity occurs if the scores obtained from two different instruments that 
measure the same construct have a high correlation. The convergent validity test in PLS with 
reflective indicators is considered to be based on the loading factor indicator that measures the 
construct, stating that the rule of thumb used for convergent validity of outer loading is > 0.7, and 
the AVE value that is declared valid is 0.50 or higher, according to Hair figures. above 0.50 may 
indicate that the construct explains at least 50% of the variance of each item. Convergent validity of 
all constructs in this research is valid (Hair et al., 2019). Based on the results of data processing, 
convergent validity results were obtained with loading factor and AVE values, as follows: 

Variable Construct IndiCator Factor 
Loading 

Conclusion 

Organizational Studies 
in Administration & 

Management 
 

joint activities, VL1 0.926 Valid 
VL2 0.898 Valid 
VL3 0.639 not Valid 
VL4 0.896 Valid 
VL5 0.858 Valid 

, to achieve goals VL6 0.853 Valid 
VL7 0.820 Valid 

collaboration of a group VL8 0.884 Valid 
VL9 0.893 Valid 

people to achieve the 
desired common goals 

VL10 0.727 Valid 
VL11 0.879 Valid 
VL12 0.876 Valid 

involved with existing 
regulations. 

VL13 0.874 Valid 
VL14 0.707 Valid 
VL15 0.854 Valid 
VL16 0.885 Valid 

Government 
Organization 

 

Clear division of labor 
 

DTL1 0.796 Valid 
DTL2 0.819 Valid 
DTL3 0.828 Valid 
DTL4 0.881 Valid 
DTL5 0.650 not Valid 
DTL6 0.904 Valid 

Well-formulated 
hierarchy of authority 

 

DTL7 0.565 not Valid 
DTL8 0.764 Valid 
DTL9 0.832 Valid 
DTL10 0.803 Valid 
DTL11 0.803 Valid 
DTL12 0.831 Valid 

Rational programs in 
achieving organizational 

goals 

DTL13 0.879 Valid 
DTL14 0.737 Valid 
DTL15 0.917 Valid 

System of procedures for 
handling work situations 

DTL16 0.892 Valid 
DTL17 0.797 Valid 
DTL18 0.806 Valid 
DTL19 0.899 Valid 

System of rules that 
include the rights and 

obligations of the 
positions of office 

holders. 

DTL20 0.890 Valid 
DTL21 0.706 Valid 
DTL22 0.928 Valid 
DTL23 0.622 not Valid 

Impersonal interpersonal 
relationships 

DTL24 0.742 Valid 
DTL25 0.910 Valid 
DTL26 0.854 Valid 
DTL27 0.789 Valid 

 (Work Environment) WH : Work hours WE1 1.000 Valid 
JS : Job safety and 

security 
WE2 1.000 Valid 

RC : Relationship wit 
coworkers 

WE3 1.000 Valid 

EN : Estem Needs WE4 1.000 Valid 
TP : Top Management WE5 1.000 Valid 
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(Employee 
Empowerment) 

DP : Delegating power EE1 1.000 Valid 
FDS : Fostering 

development of skill 
EE2 1.000 Valid 

CJI : Communicating 
relevant job information 

EE3 1.000 Valid 

RR: Recognizing and 
rewarding 

EE4 1.000 Valid 

MPR : Maintaining 
positive relations 

EE5 1.000 Valid 

ET: Efficacy task EE6 1.000 Valid 
CG : Collaborative group EE7 1.000 Valid 
IG: Improvement group EE8 1.000 Valid 

IO: Involvement 
organization 

EE9 1.000 Valid 

(Work Performance) QOW : Quality of Work WP1 0.715 Valid 
WP2 0.873 Valid 
WP3 0.693 not Valid 
WP4 0.827 Valid 

WQ : Work Quantity WP5 0.953 Valid 
WP6 0.945 Valid 

KD : Knowledge on 
Duty 

WP7 0.943 Valid 
WP8 0.950 Valid 

IN :  Initiative WP9 1.000 Valid 
CRE :  Creativity WP10 0.861 Valid 

WP11 0.916 Valid 
COO : Cooperatif WP12 0.812 Valid 

WP13 0.880 Valid 
IND : Independence WP14 1.000 Valid 

PQ : Personal Quality WP15 0.892 Valid 
WP16 0.880 Valid 

 
b. Source: SmartPLS Data Processing Results 

Based on the results of the table of convergent validity results with loading factors from the 
results of stage 2 evaluation, by removing/dropping indicators that have a loading factor of >0.7, the 
results are obtained that all of them have a loading factor of >0.7, which shows that these 
indicators/items are forming factors of the latent variable. 

 
Fig. 2. Figure 2 Outer Model Evaluation Stage 
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Apart from that, convergent validity can be measured by the average variance extracted (AVE) 
value, the AVE value that is declared valid is > 0.5, a value > 0.50 can indicate that the construct 
explains at least 50% of the variance 
2) Structural Model Test (Inner Model) 

After the estimated model meets the outer model criteria, the next step is testing the structural 
model (inner model). According to Hair et al. (2019), evaluation of the structural model (inner 
model) aims to predict the influence between latent variables. The structural model in PLS is 
evaluated using R2 for the dependent construct, the path coefficient value or ¬¬t-value for each path 
to test the significance between constructs in the structural model. The next step is evaluating the 
structural model to see the significance of the relationship between constructs/variables. This can be 
seen from the path coefficient which describes the strength of the relationship between constructs. 
The sign or direction of the path (path coefficient) must be in accordance with the hypothesized 
theory, its significance can be seen in the t test or CR (critical ratio) obtained from the bootstrap 
process (resampling method). The structural model (inner model) is carried out by testing R-square, 
Q-square and path coefficient using the help of SmartPLS software. 

The inner model path diagram in this research can be seen in the picture, as follows: 

 

Fig. 3. Inner Model 

3) Hypothesis Testing Findings 
Estimated values for the formative measurement model must be significant. This level of 

significance was assessed using a bootstrapping procedure. The hypothesis in this research can be 
known from model calculations using the PLS bootstrapping technique. From the results of the 
bootstrapping calculations, the statistical t value for each relationship or path will be obtained. This 
hypothesis testing is set at a significance level of 5%. The hypothesis can be accepted if the 
significance value is <0.05. Hypothesis testing in research II consists of path coefficient direct and 
indirect effects.  

a) Direct Hypothesis Testing (Direct Effect) 
Following are the results of direct hypothesis testing between variables, which obtained the 

following results: 
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Table 1.  Direct Effect Hypothesis Testing 

 
Hypote

sis 
Structural Original Sample 

(O) 
t- Statistics 

(|O/STDEV) 
P conclusion 

H1 Organization Theory -> work performance 0.501 3.081 0.00
1 

Reject Ho 

H2 Work Performance  -> organioztion culture 0.439 2.854 0.01
6 

Reject Ho 

H3 Organization Culture  -> Principle 
organization  

0.917 46.506 0.00
0 

Reject Ho 

H4  Work Performance -> Principle organization 0.265 2.103 0.03
6 

Reject Ho 

H5 Principle organization -> Organization 
Theory  

0.183 0.709 0.23
9 

Thank Ho 

H6 Visionary Leadership -> Digital Technology 
Literacy 

0.908 55.284 0.00
0 

Reject Ho 

H7 Digital Technology Literacy -> Employee 
Empowerment 

0.184 1.433 0.07
6 

Tank Ho 

H8 Digital Technology Literacy -> Work 
Performance 

0.789 5.166 0.00
0 

Reject Ho 

H9 Employee Empowerment -> Work 
Performance 

0.664 3.338 0.00
3 

Reject Ho 

c. Source: SmartPLS Data Processing Results 
Next, the indirect effect hypothesis test between variables was carried out, which obtained the 

following results: 

Table 2.  Testing the Indirect Effect Hypothesis (Indirect Effect) 

Hypo
tesis 

Structural Original 
Sample (O) 

t- Statistics 
(|O/STDEV) 

P concl
usion 

H10 Organization Theory-> Work Environment  -> Work 
Performance 

0.036 0.256 0.3
99 

Tank 
Ho 

H11 Culture Organization  -> Digital Technology Literacy -> 
Work Performance 

0.717 4.876 0.0
00 

Reject 
Ho 

H12 Principle Organization  -> Employee Empowerment -> Work 
Performance 

0.012 0.249 0.4
02 

Thank 
Ho 

H13  Organization Theory -> Work Environment  -> Employee 
Empowerment -> Work Performance 

0.330 3.287 0.0
00 

Reject 
Ho 

H14 Priciple Organizatio  -> Digital Technology Literacy -> 
Employee Empowerment -> Work Performance 

0.411 2.845 0.0
01 

Reject 
Ho 

 

4. Conclusion 
Based on the results of research regarding, the following results were obtained: 

1. Description The Comparison Organizational Theory and Organization Performance on The 
Process of Enriching Organizational Culture on The Implementation of The Principles  
Government Organizations In Indonesia. 

2. Based on respondents' perceptions is in the good category. This shows that the The Comparison 
Organizational Theory and Organization Performance on The Process of Enriching 
Organizational Culture on The Implementation of The Principles  Government Organizations In 
Indonesia has been running in accordance with agency procedures. 

3. There is no Comparison Organization Theory  on work performance through the work 
environment. This is based on the results of hypothesis testing, the statistical results obtained 
were 0.256 and the significance results (pvalue) obtained were 0.399 (0.399>0.05), so Ho was 
accepted and Ha was rejected. The test results prove that the work environment is unable to 
mediate the comparison  of culture Organization  on employee performance. 

4. There is an comparison  on work performance through principle Organization . This is based on 
the results of hypothesis testing, the t-statistics results obtained were 4.876 and the significance 
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results (pvalue) obtained were 0.000 (0.000<0.05), so Ho was rejected and Ha was accepted. 
The test results prove that digital technology literacy is able to mediate the comparison  of 
Principle organization  on employee performance (work performance). 

5. There is no comparison  on employee performance through employee empowerment. This is 
based on the results of hypothesis testing, the t-statistics results obtained were 0.249 and the 
significance results (pvalue) obtained were 0.402 (0.402>0.05), so Ho was accepted and Ha 
was rejected. The test results prove that employee empowerment is unable to mediate the  
employee performance. 

6. There is on employee performance through the work environment and employee 
empowerment. This is based on the results of hypothesis testing, the t-statistics results obtained 
were 3,287 and the significance results (pvalue) obtained were 0.000 (0.000<0.05), so Ho was 
rejected and Ha was accepted. The test results prove that the work environment and employee 
empowerment are able to mediate thecomparison  on employee performance. 

7. There is an culture organization on employee performance and employee empowerment. This is 
based on the results of hypothesis testing, the t-statistics results obtained were 2.845 and the 
significance results (pvalue) obtained were 0.001 (0.001<0.05), so Ho was rejected and Ha was 
accepted. The test results prove that employee empowerment are able to mediate the  employee 
performance. 

References 
[1] AF. Barbosa, M. Pozzebon, EH. Diniz. (2013). Rethinking E-Government Performance Assessment 

from A Citizen Perspective. Public Administration 91(3): 744-762 doi: 10.1111/j.1467-
9299.2012.02095.x. 

[2] Armstrong dan Taylor. (2014). Armstrong's Handbook of Human Resource. Management Practice. 
London: Kogan Page Publisher. 

[3] Bambang Sudaryana (2016) Metode Penelityian, CV Deepublish Jogyakarta 

[4] Bambang Sudaryana, (2022) Metode Penelitian Kuantitatif, CV Deepublish, Jogayakarta 

[5] B. Widjanarko, P. N. Prabamurti, and E. Widayat. (2012). Pengaruh Karakteristik, Pengetahuan Dan 
Sikap Petugas Pemegang Program Tuberkulosis Paru Puskesmas Terhadap Penemuan Suspek TB 
Paru Di Kabupaten Blora. Jurnal Promosi Kesehatan Indonesia, 1(1): 41-52. 
https://doi.org/10.14710/jpki.1.1.41-52 

[6] Barney, Jay (1991). Firm Resources and Sustained Competitive Advantadge. Journal of Management 
17(1): 99–120. 

[7] Becker, BA dan Huselid, MA. (1998). High Performance Work Systems and Firm Performance: A 
Synthesis of Research and Managerial Applications. Research in Personnel and Human Resources 
Management, 16: 53-101. 

[8] Bennett, R. J., and Robinson, S. L. (2000). Development of a measure of workplace deviance. Journal 
of Applied Psychology, 85 (3), 349–360 

[9] Berry, C. M., Ones, D. S., and Sackett, P. R. (2007). Interpersonal deviance, organizational deviance, 
and their common correlates: A review and meta-analysis. Journal of Applied Psychology, 92 (2), 
410–424 

[10] Browndyke, J. N., Albert, A. L., Malone, W.,Schatz, P., Paul, R. H., Cohen, R. A., … DrewGouvier, 
W. (2002). Computer-related anxiety: Examining the impact of technology-specific affecton the 
performance of a computerized neuropsychological assessment measure. AppliedNeuropsychology. 
https://doi.org/10. 1207/S15324826AN0904_3 

[11] Buchanan. (1974). Government managers, business executives, and organizational commitment. 
Public Adm. Rev. 1974: 339–347. DOI: https://doi.org /10.2307/975244  

[12] Burt Nanus. (1992). Visionary Leadership: Creating a Compelling Sense of Direction 

[13] for Your Organization. San Francisco, CA: Jossey-Bass Publishers 



ISSN 2579-7298 International Journal of Artificial Intelegence Research9 
 Vol. 9, No. 1, June 2025 

 Beni Hartanto et.al (The Comparison Organizational Theory and Organization Performance on The Process..) 

[14] Clark, I. D. and Pal, L. A. (2011). Master’s of Public Administration and of Public Policy: An 
Analysis of Academic Programs and Professional Competencies in Canada. Hrvatska i komparativna 
javna uprava, 11(4):947–984. https://hrcak.srce.hr/index.php? show=clanak&id clanak jezik=194740.  

[15] Clarke M, Dick J, Zwarenstein M, Lombard CJ, Diwan VK. (2017). Lay health worker intervention 
with choice of DOTS superior to standard TB care for farm dwellers in South Africa: a cluster 
randomised control trial. Int J Tuberc Lung Dis. 9(6): 673-679. 

[16] Coombs, P. H., Prosser, R., & Ahmed, M. (2006). New paths to learning for rural children and youth. 
New York: International Council for Educational Development (ICED)   

[17] Dalal, R. S. (2005). A meta-analysis of the relationship between organizational citizenship behavior 
and counterproductive work behavior. Journal of Applied Psychology. Special Section: Theoretical 
Models and Conceptual Analyses – Second Installment, 90 (6), 1241–1255. 

[18] Denhardt, Janet Valerie and Denhardt, Robert B. (2003). The New Publik Service: Serving 
NotSteering, New York : ME Sharpe Inc.,  

[19] Dessler, G. (2000). Human Resource Management. 8th edition. New Jersey: Prentice-Hall, Inc. 

[20] Diana Kartanegara. (2003). Strategi Membangun Eksekutif. [Online]. Tersedia: 

[21] http://www.pln.co.id/fokus/ArtikelTunggal.asp?ArtikelId= 268 

[22] Dobos, A. (2015). The role of learning environments in civil service professional development 
training. Procedia - Social and Behavioral Sciences, 197:565–569 

[23] Edirisooriyaa, W. A. (2014). Impact of Rewards on Employee Performance: With Special Reference 
to ElectriCo. International Conference on Management and Economics (pp. 311-318). Sri Lanka: 
Faculty of Management and Finance, University of Ruhuna. 

[24] Ehrnrooth, M. and Björkman, I. (2012), “An integrative HRM process theorization: beyond signalling 
effects and mutual gains”, Journal of Management Studies, 49(6): 1109-1135. 

[25] Ferdinand, A. (2005). Metode Penelitian Manajemen: Pedoman Penelitian untuk Skripsi, Tesis dan 
Disertasi Ilmu Manajemen, Semarang: Badan Penerbit Universitas Diponegoro 

[26] Fountain, J. (2001). Building the Virtual State – Information Technology and Institutional Change. 
Washington, DC: Brooking Institution Press. 

[27] Ghozali. (2019). Aplikasi Analisis Multivariate Dengan Program SPSS. Semarang: Badan Penerbit 
Undip. 

[28] Greenberg, J. Baron, RA. (2003). Behavior in organizations understanding and managing the human 
side of work. Ner Jersey. Prentice hall international. 

[29] Guest, D. E., & Bos-Nehles, A. C. (2011). HRM and performance: The role of effective 
implementation. In D.E. Guest, J. Paauwe, & P. Wright (Eds.), HRM and performance: Achievements 
and challenges: 79-96. Chichester, UK: Wiley-Blackwell  

[30] Hall, Richard D. dan Robert E. Quinn. (2017). Organizational Theory and Public Policy,Sage 
Publication, London. 

[31] Handayani, R., Runtuwene, R., & Sambul, S. (2018). Pengaruh Penguasaan teknologi digital 
Informasi Terhadap Kinerja Karyawan Pada PT. Telkom Indonesia Cabang Manado. Jurnal 
Administrasi Bisnis. https://doi.org/10.35797/ jab.6.002.2018.19842.  

[32] Harley, B., Allen, B.C. and Sargent, L.D. (2007), “High performance work systems and employee 
experience of work in the service sector: the case of aged care”, British Journal of Industrial Relations, 
Vol. 45 No. 3, pp. 607-633. 

[33] Harley, B., Sargent, L. and Allen, B. (2010), “Employee responses to ‘high performance work system’ 
practices: an empirical test of the disciplined worker thesis”, Work, Employment and Society, Vol. 24 
No. 4, pp. 740-760. 

[34] Hasibuan, S. M. (2018). Pengaruh Kepemimpinan, Lingkungan Kerja dan Motivasi Kerja Terhadap 
Kinerja. Maneggio: Jurnal Ilmiah Magister Manajemen, 1(1), 71-80. 



 International Journal of Artificial Intelegence Research ISSN 2579-7298 
 Vol. 9, No. 1, June 2025 

 Beni Hartanto et.al (The Comparison Organizational Theory and Organization Performance on The Process..) 

[35] Heeks, R. (2002). Reinventing Government in the Information Age – International Practice in IT-
Enabled Public Sector Reform. Abingdon: Routledge. 

[36] Humphreys, PC. (1998). Improving Public Service Delivery. Institute of Public Administration. 

[37] I. Okeyo, R. Dowse. (2018)., An illustrated booklet for reinforcing community health worker 
knowledge of tuberculosis and facilitating patient counselling. Afr J Primary Health Care Fam Med. 
10(1): 687. https://hdl.handle.net/10520/EJC-f0dbd2ed5 

[38] Ibrar, M and Khan. (2015). The Impact of Reward on Employee Performance (A Case Study of 
Malakand Private School). International Letters of Social and Humanistic Sciences. ISSN: 2300-2697, 
Vol. 52, pp 95-103. Retrieved from https://www.scipress.com/ILSHS.52.95.pdf.  

[39] Jiang, K., Takeuchi, R., & Lepak, D. P. (2013). Where do we go from here? New perspectives on the 
black box in strategic human resource management research. Journal of Management Studies, 50: 
1448-1480. Downloaded 

[40] Karami, A., Dolatabadi, H. R., & Rajaeepour, S. (2013). Analyzing the effectiveness of reward 
management system on employee performance through the mediating role of employee motivation 
case study: Isfahan Regional Electric Company. International Journal of Academic Research in 
Business and Social Sciences, 3(9), 327. 

[41] Keitner, R dan Kinichi A. (2010). Organizational Behavior. New York: McGraw-Hill. 

[42] Keputusan Menteri Pendayagunaan Aparatur Negara (MenPAN) No.63 Tahun 2003 Tentang 
Pelayanan Publik 

[43] Kerlinger. (2006). Asas-asas Penelitian Behavioral. Yogyakarta: Gadjah Mada university Press  

[44] Khanlarian, C., & Singh, R. (2015). Does technology affect student performance. Global Perspectives 
on Accounting Education. 

[45] Lachman. (1985). Public and private sector differences: CEOs’ perceptions of their role environments. 
Acad. Manag. J. 28: 671–680. DOI: https://doi.org/10.5465/256122 

[46] Lepak, D., Liao, H., Chung, Y. and Harden, E. (2006), “A conceptual review of human resource 
management systems in strategic human resource management research”, in Martocchio, J.J. (Ed.), 
Research in Personnel and Human Resources Management, Vol. 25, JAI Press, Greenwich, CT, pp. 
217-271. 

[47] Mangkunegara Anwar, P. (2015). Manajemen Sumber Daya Manusia. Remaja Rosdakarya. 

[48] Mangkunegara, AP. (2005). Manajemen sumber daya manusia. Remaja Rosdakarya. Bandung 

[49] Mathis LR dan Jackson H.J. (2011). Manajemen Sumber Daya Manusia, Jakarta : Buku kedua. 

[50] McShane, S. L., & Von Glinow, M. A. (2010). Organizational Behavior: Emerging Knowledge and 
Practice for The Real World (5th ed.). New York: The McGraw-Hill Companies, Inc. 

[51] Nitisemito, Alex S., (1998). Manajemen Personalia: manajemen sumber daya manusia. Edisi Revisi. 
Jakarta: Penerbit Ghalia Indonesia 

[52] OECD. (2011). SME and Entrepreneurship Outlook 2005, Paris: Organisation for Economic Co-
operation and Development 

[53] Paais, Maartje, J.R. Pattihuru. (2020). Effect of Motivation, Leadership, and Organizational Culture 
on Satisfaction and Employee Performance. The Journal of Asian Finance, Economics and Business. 
7(8): 577–88. DOI: http://doi.org/10.13106/ JAFEB. 2020.VOL7.NO8.577 

[54] Pavlichev, A. and G.D. Garson. (2004). Digital Government: Principles and Best Practices. London: 
Idea Group Publishing. 

[55] Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., and Bachrach, D. G. (2000). Organizational 
citizenship behaviors: A critical review of the theoretical and empirical literature and suggestions for 
future research. Journal of Management, 26 (3), 513–563  

[56] Ramsey, H., D. Scholarios, B. Harley. (2000). Employees and highperformance work systems: 
Testing inside the black box. British J.Indust.Rel. 38: 501–532 



ISSN 2579-7298 International Journal of Artificial Intelegence Research11 
 Vol. 9, No. 1, June 2025 

 Beni Hartanto et.al (The Comparison Organizational Theory and Organization Performance on The Process..) 

[57] Raziq, A., & Maulabakhsh, R. (2015). Impact of working environment on job satisfaction. Procedia 
Economics and Finance, 23, 717-725. 

[58] Resfiana, R. (2019). Pengaruh PenerapanTeknologi Informasi Terhadap Kinerja AparaturNagari 
Dalam Pengelolaan Keuangan Nagari. JESS (Journal of Education on Social Science). 
https://doi.org/10.24036/jess/vol3-iss1/168 

[59] Robbins, Stephen P dan Mary Coulter. (2012). Management. USA: Pearson Education Limited 

[60] Robbins, Stephen P. (2006). Organizational behavior (10th ed). New Jersey: Prentice Hall 

[61] Robbins, Stephen P. dan Timothi A. Judge. (2013). Perilaku Organisasi. Edisi Kedua Belas. Jakarta: 
Salemba Empat. 

[62] Rotundo, M., and Sackett, P. R. (2002). The relative importance of task, citizenship, and 
counterproductive performance to global ratings of job performance: a policy – capturing approach. 
Journal of Applied Psychology, 87 (1), 66–80. 

[63] Schemerson, Jr.,John R.,James G. Hunt, Richard N. Orborn, and Mary Uhl-Bien. (1999). 
Organizational Behavior. JohnWiley & Sons, Inc. new Jersey. 

[64] Sedarmayanti. (2009). Manajemen Sumber Daya Manusia. Reformasi birokrasi dan manajemen 
pegawai negeri sipil. Refika Aditama. Bandung. 

[65] Siagan, S. P. (2014). Manajemen sumber daya manusia. Jakarta: Bumi Aksara.  

[66] Sinambela, Poltak. (2011). Reformasi Pelayanan Publik: Teori, 

[67] Kebijakan Dan Implementasi, Bumi Aksara, Jakarta. 

[68] Sinambela, Poltak. (2018). Reformasi Pelayanan Publik, Teori, Kebijakan, dan Implementasi: 
BumiAksara, Jakarta. 

[69] Suak, R., Adolfina, & Uhing, Y. (2017). Pengaruh Reward dan Punishment Terhadap Kinerja 
Karyawan Sutanraja Hotel Amurang. Jurnal EMBA Vol.5 No.2, 1050-1059 

[70] Sugiyono. (2011). Metode Penelitian Kuantitatif, Kualitatif dan R&D. Bandung: Alfabeta 

[71] Suliyanto, (2018). Metode Penelitian Bisnis untuk skripsi, tesis, dan disertasi. Yogyakarta. Andi offset 

[72] Sunarto, A., Rusilowati, U., & Ciptaningsih, E. M. (2017). Pengaruh Reward (Penghargaan), 
Punishment (Hukuman) dan Kepuasan Kerja Terhadap Kinerja Karyawan Pada PT. Asuransi Sinar 
Mas Jakarta Pusat. Prosiding Seminar Ilmiah Nasional (pp. 392-411). Pamulang: Universitas 
Pamulang. 

[73] Suryadilaga, R. M., Musadieq, M. A., & Nurtjahjono, G. E. (2016). Pengaruh reward dan punishment 
terhadap kinerja (Studi pada karyawan PT Telkom Indonesia Witel Jatim Selatan Malang). Jurnal 
Administrasi Bisnis (JAB) Vol, 39, 156-163. 

[74] Takeuchi, R., Chen, G. and Lepak, D. (2009), “Through the looking glass of a social system: cross-
level effects of high-performance work systems on employees’ attitudes”, Personnel Psychology, 
62(1): 1-29.  

[75] Van De Voorde, K. and Beijer, S. (2014), “The role of employee HR attributions in the relationship 
between high-performance work systems and employee outcomes”, Human Resource Management 
Journal, 25(1):  67-78 


