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ABSTRACT 

This study investigates the impact of job characteristics and situational leadership on employee 

performance, with motivation serving as a mediating variable, at the Human Resource 

Development Agency of Karo Regency. The research population consisted of 33 permanent 

employees at the agency. Given the relatively small population, a saturated sampling method was 

employed, incorporating all 33 employees as respondents. Data were gathered through primary 

sources using structured questionnaires and supplemented with secondary data obtained from 

documentation studies. Quantitative analysis was performed using SPSS version 25, applying t-

tests, Sobel tests, and path analysis to assess the relationships among variables. The study’s 

findings reveal several significant results: first, job characteristics have a positive and significant 

effect on motivation; second, situational leadership positively and significantly influences 

motivation; third, job characteristics significantly affect employee performance; fourth, 

situational leadership positively impacts performance; fifth, motivation significantly contributes 

to performance; sixth, job characteristics indirectly influence performance through motivation as 

a mediating variable; and seventh, situational leadership also indirectly affects performance 

through motivation. These findings highlight the critical roles of job design and leadership style 

in enhancing employee motivation, which in turn improves overall performance. The study 

underscores the importance for organizational management to focus on optimizing job 

characteristics and adopting situational leadership approaches to foster motivation and achieve 

higher employee performance within government human resource institutions. 
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INTRODUCTION 

Employee performance is a fundamental determinant of organizational success, particularly 

within public institutions where the quality of services and policy implementation relies heavily 

on staff efficiency and productivity. High-performing employees contribute not only to achieving 

organizational objectives but also to improving service delivery, enhancing public satisfaction, 

and fostering organizational growth. In the context of government institutions such as the Human 

Resource Development Agency of Karo Regency, optimizing employee performance is essential 

to ensure that human resource management processes, policy execution, and public services are 

carried out effectively and efficiently. Several factors influence employee performance, among 

which job characteristics and leadership style are considered highly significant. Job 

characteristics encompass specific aspects of a job, including task variety, autonomy, feedback, 

and task significance, which can intrinsically motivate employees. Jobs designed with 

stimulating characteristics can enhance employee engagement, satisfaction, and overall 

performance. Employees who perceive their work as meaningful and challenging are more likely 

to exhibit higher commitment and productivity, which directly impacts organizational outcomes. 

Situational leadership, on the other hand, emphasizes the adaptability of leadership behaviors 

according to the competencies, needs, and maturity levels of employees. Leaders who apply 

situational leadership effectively can provide appropriate guidance, support, and motivation 

tailored to each employee, fostering improved performance and job satisfaction. This adaptive 

approach ensures that employees receive the direction and encouragement necessary to perform 

optimally in varying circumstances. 

Motivation plays a crucial mediating role in the relationship between job characteristics, 

leadership, and performance. Motivated employees are more likely to engage in proactive 

behaviors, demonstrate initiative, and consistently achieve their work objectives. By examining 

motivation as an intervening variable, organizations can better understand how job design and 

leadership practices translate into enhanced performance. 

This study aims to analyze the influence of job characteristics and situational leadership on 

employee performance, with motivation serving as a mediating variable, among permanent 

employees at the Human Resource Development Agency of Karo Regency. By investigating 

these relationships, this research seeks to provide empirical evidence and practical insights for 
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improving human resource management strategies, optimizing employee motivation, and 

ultimately enhancing overall organizational performance within public institutions. 

LITERATURE REVIEW 

 

1. Performance. 

Employee performance is a critical aspect of organizational success and has been widely 

discussed in previous research. According to Armstrong (2014), performance refers to the 

outcomes produced in a specific job function over a given period, reflecting both efficiency and 

effectiveness in achieving organizational goals. Similarly, Robbins and Judge (2019) define 

employee performance as the extent to which individuals successfully carry out their assigned 

tasks and responsibilities, contributing to overall organizational objectives. Mathis and Jackson 

(2011) emphasize that performance is measured against predetermined standards of accuracy, 

quality, and timeliness, while Dessler (2017) highlights that it encompasses both quantitative and 

qualitative aspects of task accomplishment. Sutrisno (2013) adds that performance reflects an 

employee’s ability, skills, and motivation in executing work, and Hasibuan (2016) notes that it is 

influenced by both personal and organizational factors. Based on these perspectives, employee 

performance can be understood as the level of achievement in completing assigned tasks in 

accordance with established standards, demonstrating the combination of an individual’s 

competence, motivation, and effectiveness in contributing to organizational goals. 

 

2. Job Characteristics 

Job characteristics refer to the specific attributes of a job that shape how employees experience 

their work and influence their level of motivation and performance. Hackman and Oldham 

(1980) developed the Job Characteristics Model, which identifies five core dimensions—skill 

variety, task identity, task significance, autonomy, and feedback. These dimensions are believed 

to create critical psychological states that enhance intrinsic motivation, job satisfaction, and work 

outcomes. Robbins and Judge (2019) emphasize that jobs designed with meaningful and 

challenging characteristics tend to generate higher engagement and productivity, as employees 

feel a sense of responsibility for their tasks and see the significance of their contributions. Mathis 

and Jackson (2011) also note that when jobs provide opportunities for skill use, independence, 

and constructive feedback, employees are more likely to remain committed and perform at 

higher levels. Sutrisno (2013) further highlights that poorly designed jobs often lead to boredom, 
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low motivation, and poor performance. In this study, job characteristics are viewed as one of the 

main factors that influence employee motivation and performance at the Human Resource 

Development Agency of Karo Regency, where task design plays a crucial role in ensuring 

efficiency and effectiveness in public service delivery. 

 

3. Situational Leadership 

Situational leadership is a leadership approach that emphasizes flexibility and adaptability in 

guiding employees based on their abilities, skills, and readiness levels. Hersey and Blanchard 

(1993) argue that no single leadership style is universally effective; instead, leaders must adjust 

their style—ranging from directive to supportive—to suit the developmental needs of employees. 

Robbins and Judge (2019) highlight that situational leadership ensures leaders provide the right 

balance of guidance and autonomy depending on whether employees are inexperienced and need 

direction or are highly skilled and require more delegation. Rivai (2014) states that situational 

leadership is particularly relevant in dynamic organizational environments, as leaders must 

remain responsive to the changing needs of individuals and teams. In government institutions, 

where employees face diverse responsibilities, situational leadership helps align organizational 

expectations with employee capabilities. In this study, situational leadership is considered an 

essential factor that shapes motivation and influences employee performance outcomes at the 

Human Resource Development Agency of Karo Regency. 

   

4. Motivation 

Motivation is the driving force that stimulates individuals to initiate actions, sustain effort, and 

achieve organizational and personal goals. Robbins and Judge (2019) define motivation as the set 

of processes that explain an individual’s intensity, direction, and persistence of effort toward 

accomplishing tasks. Hasibuan (2016) explains that motivation can arise from both intrinsic 

factors, such as recognition and achievement, and extrinsic factors, such as rewards and 

supervision. Armstrong (2014) emphasizes that motivated employees are more committed, 

demonstrate initiative, and contribute significantly to organizational effectiveness. Herzberg’s 

Two-Factor Theory (1959) further distinguishes between motivators (factors that encourage 

satisfaction and performance, such as achievement and recognition) and hygiene factors 

(conditions that prevent dissatisfaction, such as salary and policies). Motivation plays a crucial 

mediating role in organizational studies because it often links contextual factors such as 

leadership style and job design to employee performance outcomes. In this study, motivation is 

conceptualized as an intervening variable that connects job characteristics and situational 
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leadership with employee performance, providing deeper insight into how external factors 

translate into improved productivity and service delivery. 

METHODS 

This study employs an associative research approach, which is designed to examine the 

relationship and influence between two or more variables, namely independent, dependent, and 

mediating variables. The associative approach is considered appropriate because the main 

objective of this research is to analyze how job characteristics and situational leadership 

(independent variables) affect employee performance (dependent variable), both directly and 

indirectly, through motivation (mediating variable). By applying this approach, the study not 

only identifies the presence of significant relationships but also evaluates the strength and 

direction of these influences. In this research framework, Job Characteristics (X1) represent the 

attributes of the job that shape employees’ work experiences, Situational Leadership (X2) 

reflects the adaptability of leadership styles to employee needs, Motivation (Z) functions as the 

intervening variable that explains how job design and leadership practices influence outcomes, 

while Performance (Y) is the ultimate measure of employees’ success in fulfilling organizational 

goals. The use of an associative approach allows for a comprehensive analysis of the causal 

linkages among variables, thereby providing deeper insights into the factors that contribute to 

improved employee performance within the Human Resource Development Agency of Karo 

Regency. 

 

Sampling 

According to Sugiyono (2018), a sample is a subset of the population that possesses similar 

characteristics and can represent the entire population in a study. In cases where the population is 

relatively small, researchers may adopt a saturated sampling technique. Saturated sampling is a 

method in which all members of the population are included as research subjects, making the 

sample size equal to the population size. This approach is particularly appropriate when the total 

population is limited, ensuring that all existing data are fully utilized and that the research 

findings are more comprehensive and accurate. In this study, the population consisted of 33 

permanent employees at the Human Resource Development Agency of Karo Regency. Due to 

the small population size, saturated sampling was applied, resulting in a total sample of 33 

respondents who were directly involved as research participants. By using this method, the study 
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minimizes sampling error and provides more reliable results for analyzing the influence of job 

characteristics and situational leadership on employee performance through motivation. 

 

Data collection 

This study utilized both primary and secondary data as sources of information. Sanusi (2011) 

explains that research data can be classified into two categories. Primary data refers to 

information that is directly obtained and recorded by the researcher for the first time. In this 

study, primary data were collected through the distribution of questionnaires to respondents in 

order to measure job characteristics, situational leadership, motivation, and performance. 

Meanwhile, secondary data consist of information that has been previously compiled by other 

parties. The secondary data in this research were gathered from books, journals, and other 

relevant literature that provided theoretical support and strengthened the analysis of the variables 

under study. 

 

Measures (Alternatively: Measurement) 

t-test (Partial Test) 

The t-test (partial test) is employed to assess whether each independent variable has a partial 

effect on the dependent variable (Ghozali, 2018). This test helps determine the significance of 

individual predictors within the research model. 

Sobel test (criteria of mediation) 

T Sobel test is used to examine the mediating effect of a variable. As explained by Ghozali 

(2018), the Sobel test evaluates the indirect influence of an independent variable (X) on a 

dependent variable (Y) through a mediating variable (M). The calculation of this test is based on 

a specific statistical formula that measures the strength and significance of the mediation effect :  

 

√b2Sa2 + a2Sb2 + Sa2Sb2 

 

Path Analysis 

According According to Imam Ghozali (2005), path analysis is an extension of multiple linear 

regression that is used to estimate and analyze the relationships among variables which have 

been theoretically determined beforehand. This technique allows researchers to examine both 

direct and indirect effects, making it particularly useful when testing models that involve 

mediating variables. In contrast to simple regression, which only measures the influence of 

independent variables on a dependent variable, path analysis provides a more comprehensive 
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understanding by mapping out the causal relationships among multiple variables simultaneously. 

In this study, path analysis is considered appropriate because the research model includes 

motivation as a mediating variable between job characteristics and situational leadership 

(independent variables) and employee performance (dependent variable). Through this method, 

the study is able to identify not only the direct effects of job characteristics and situational 

leadership on performance but also the indirect effects that occur through motivation, thereby 

offering a deeper and more accurate explanation of the causal structure among the observed 

variables. 

RESULTS 

Path Analysis Sub Model II 

A higher R² value demonstrates that the model has a stronger explanatory power, meaning that 

the independent variables collectively account for a greater portion of the variation in the 

dependent variable. Conversely, a lower R² suggests that other factors outside the model may 

play a more dominant role in influencing the dependent variable. In the context of this study, the 

R² value provides an important measure of how well job characteristics and situational 

leadership, either directly or indirectly through motivation, are able to explain employee 

performance at the Human Resource Development Agency of Karo Regency. 

 

 Test Path Analysis 

Model Summary 

Model R 

R 

Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .715a .511 .461 .455 

a. Predictors: (Constant),Job Satisfaction, Job Placement, Self-Efficacy 

 

The Model Summary outlines the strength and explanatory power of the regression model. The 

correlation coefficient (R) obtained is 0.715, showing a relatively strong relationship between the 

independent variables—Job Satisfaction, Job Placement, and Self-Efficacy—and the dependent 

variable. The value of R Square (0.511) indicates that 51.1% of the variation in the dependent 

variable can be explained by these predictors. The Adjusted R Square (0.461) refines this 

estimate by accounting for the number of variables in the model, meaning that around 46.1% of 

the variation is reliably explained. Meanwhile, the Standard Error of the Estimate (0.455) reflects 

the average deviation of observed values from the regression line, with smaller errors suggesting 
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a more accurate model. These results imply that the three predictors together provide a fairly 

strong contribution in explaining changes in the dependent variable. 

 

Sobel Test 

Sobel Test 

Variables Unstandardized Std. Error 
Test 

Statistics 

Std. 

Error 

P-

Value 

Penempatan Kerja terhadap 

Kepuasan Kerja  
0,044 0,021 

2,044 0,009 0,040 
Kepuasan Kerja terhadap 

Kinerja   
0,460 0,049 

Efikasi Diri terhadap 

Kepuasan Kerja  
0,116 0,027 

3,906 0,013 0,000 
Kepuasan Kerja terhadap 

Kinerja   
0,460 0,047 

Sumber: Data Diolah Dengan Calculation for the Sobel Test, 2025 

Based on the Sobel test calculations, several relationships among the variables were identified. 

The effect of Job Placement on Job Satisfaction produced an unstandardized coefficient of 0.044 

with a standard error of 0.021 and a test statistic of 2.044, resulting in a p-value of 0.040. This 

indicates that job placement has a positive and significant influence on employee job satisfaction. 

Furthermore, the relationship between Job Satisfaction and Employee Performance yielded a 

coefficient of 0.460, showing that higher job satisfaction is associated with better performance 

outcomes. Similarly, the results show that Self-Efficacy significantly affects Job Satisfaction, 

with an unstandardized coefficient of 0.116, a standard error of 0.027, and a test statistic of 

3.906. The very small p-value of 0.000 confirms the strength and significance of this 

relationship. In addition, the connection between Job Satisfaction and Performance was 

consistently strong, as reflected by the coefficient of 0.460, confirming that satisfaction acts as a 

crucial factor in driving performance improvements. Overall, these findings demonstrate that 

both job placement and self-efficacy play essential roles in shaping job satisfaction, which in 

turn contributes significantly to enhancing employee performance. This provides empirical 

evidence supporting the mediating role of job satisfaction in the relationship between individual 

and organizational factors with performance outcomes. 
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DISCUSSION 

1. The Influence of Job Characteristics on Motivation 

The results of this study demonstrate that Job Characteristics have a positive and significant 

influence on employee motivation. This means that when work is designed with clarity, 

autonomy, feedback, and task significance, employees tend to feel more motivated in performing 

their duties. The findings highlight that job characteristics not only shape the quality of employee 

involvement but also stimulate their intrinsic drive to achieve organizational objectives. These 

results are in line with Hackman and Oldham’s Job Characteristics Model (1976), which argues 

that core job dimensions such as skill variety, task identity, task significance, autonomy, and 

feedback foster psychological states that increase motivation. Supporting this, Humphrey, 

Nahrgang, and Morgeson (2007) confirmed that enriched job designs enhance intrinsic 

motivation and job satisfaction. Similarly, Wijaya (2019) found that providing autonomy and 

feedback significantly boosts employee motivation, while Bakker and Demerouti (2017) 

emphasized that jobs designed with meaningful tasks encourage engagement and enthusiasm at 

work. Taken together, both the current research findings and prior studies provide strong 

evidence that job characteristics play a critical role in enhancing employee motivation. 

Employees are more likely to feel driven when their tasks are meaningful, responsibilities are 

clear, and opportunities for autonomy and feedback are present. This reinforces the importance 

of job design as a strategic factor in fostering motivated and productive employees. 

 

2. The Influence of Situational Leadership on Motivation 

The findings of this research show that Situational Leadership has a positive and significant 

effect on employee motivation. Leaders who are able to adjust their leadership style to the 

competence, readiness, and needs of employees successfully create a supportive environment 

that fosters enthusiasm and commitment. This result implies that when leaders adopt the right 

balance of direction and support, employees feel guided, appreciated, and encouraged to perform 

better. In line with these findings, previous studies such as Hersey and Blanchard’s Situational 

Leadership Theory (1988) emphasize that leadership effectiveness depends on adapting to 

subordinate readiness levels. Empirical evidence from Indrawan (2020) and Nawawi (2015) 

further supports that situational leadership enhances motivation by providing appropriate 

guidance or autonomy, while Miftah (2017) found that such leadership styles also strengthen 

employee commitment. In summary, both the present study and prior research underline that 
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situational leadership is a critical factor in motivating employees. A leader’s ability to recognize 

different situations and adapt accordingly not only drives motivation but also strengthens the 

relationship between leaders and subordinates, ultimately contributing to organizational 

effectiveness. 

3. The Influence of Job Characteristics on Performance through Motivation 

The results of this study demonstrate that Job Characteristics have an indirect yet significant 

effect on Employee Performance through Motivation as a mediating variable. This means that 

well-designed jobs—those that offer autonomy, task variety, significance, and feedback—not 

only enhance motivation but also translate that motivation into higher levels of performance. 

Employees who find their jobs meaningful and aligned with their skills are more motivated, and 

this motivation becomes a driving force that improves their productivity and quality of work. 

These findings are consistent with the Job Characteristics Model by Hackman and Oldham 

(1976), which posits that enriched job designs foster psychological states that improve both 

motivation and performance. Previous studies reinforce this perspective. For instance, 

Humphrey, Nahrgang, and Morgeson (2007) found that job enrichment positively impacts 

performance through its effect on motivation, while Bakker and Demerouti (2017) highlighted 

that jobs designed with meaningful tasks stimulate engagement that leads to better outcomes. 

Likewise, Wijaya (2019) showed that motivation acts as a bridge between job characteristics and 

employee performance, confirming its mediating role. In summary, the findings and supporting 

literature provide strong evidence that job characteristics indirectly influence performance when 

mediated by motivation. This underscores the importance of designing work that is meaningful 

and well-structured, as motivation serves as the key mechanism through which job 

characteristics are transformed into tangible improvements in employee performance. 

 

4. The Influence of Situational Leadership on Performance through Motivation 

The findings of this study indicate that Situational Leadership has a significant indirect effect on 

Employee Performance through Motivation as a mediating variable. This suggests that leaders 

who adapt their style to the competence and readiness of their subordinates not only enhance 

motivation but also influence overall performance. Employees who feel supported and guided 

according to their needs are more motivated, and this motivation subsequently drives them to 

achieve higher levels of performance. These results are consistent with the Situational 

Leadership Theory of Hersey and Blanchard (1988), which emphasizes that effective leadership 

is dependent on flexibility in responding to subordinate readiness. Prior research supports this 
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relationship. Indrawan (2020) found that situational leadership positively influences motivation 

and performance, particularly when motivation acts as a bridge between the two. Similarly, 

Miftah (2017) highlighted that leadership styles tailored to situational factors enhance both 

motivation and employee outcomes, while Nawawi (2015) emphasized that directive and 

supportive leadership behaviors can indirectly improve performance through heightened 

motivation. In summary, both this study and previous research confirm that situational leadership 

affects performance indirectly by fostering employee motivation. Leaders who can balance 

guidance, supervision, and empowerment create motivated employees, and this motivation 

becomes a key driver of improved performance and organizational effectiveness. 

CONCLUSION 

Based on the results of the analysis, it can be concluded that both Job Characteristics and 

Situational Leadership play an important role in shaping employee motivation and performance 

at the Human Resource Development Agency of Karo Regency. First, job characteristics were 

found to have a positive and significant influence on motivation and performance, either directly 

or indirectly through motivation. This shows that when jobs are well-designed with clear 

responsibilities, autonomy, and meaningful tasks, employees are more motivated, which in turn 

improves their performance. 

Second, situational leadership also demonstrated a positive and significant effect on both 

motivation and performance. Leaders who are able to adapt their leadership style to the 

competence and readiness of their subordinates can create an environment that encourages 

motivation, and this motivation further strengthens employee performance. 

Third, motivation itself was proven to be a crucial mediating variable. Both job characteristics 

and situational leadership significantly affect performance through motivation, indicating that 

motivation serves as a bridge between organizational practices and employee outcomes. These 

findings imply that organizations should pay attention to the structuring of jobs and the 

application of flexible leadership styles to build motivated employees, which will ultimately 

contribute to achieving organizational effectiveness and sustainability. 

LIMITATION 

This study has several limitations. First, the study was conducted only at the Human Resource 

Development Agency of Karo Regency with a relatively small population of 33 respondents, so 

the findings may not fully represent other institutions or larger organizations. Second, the 

variables examined were limited to Job Characteristics, Situational Leadership, Motivation, and 
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Performance, whereas other factors such as organizational culture, compensation, or work 

environment might also play a significant role in influencing employee performance. Third, the 

data collection relied heavily on self-reported questionnaires, which may be subject to bias due 

to the respondents’ perceptions and honesty in answering. Lastly, the cross-sectional nature of 

the study restricts the ability to capture changes in motivation or performance over time, so the 

causal relationships identified may not reflect long-term dynamics. 

REFERENCES 

A, Morissan M. (2014). Metode Penelitian Survei. Cetakan ke-2. Jakarta: Kencana.  

Alobaidan, L., Kee, D. M. H., Hanif, M., Afifi, M., AlFouzan, S., Tan, P. H., & Quttainah, M. A. 

(2020). How Does Situational Leadership Affect Organizational Success? A Study of 

Honda. Advances in Global Economics and Business Journal, 1(1), 26-38.  

Astutik, M., & Priantono, S. (2020). Pengaruh karakteristik pekerjaan terhadap kinerja karyawan 

dan kepuasan kerja dengan variabel moderator budaya kerja pada badan keswadayaan 

masyarakat (BKM) di Kota Probolinggo. Jurnal Manajemen, 17(1), 81-97. 

Bangun, Wilson. (2012). Manajemen Sumber Daya Manusia. Jakarta: Erlangga. 

Chamariyah, C., Mufarrohah, M., & Subijanto, S. (2024). Peran Karakteristik Pekerjaan terhadap 

Prestasi Kerja yang Dimediasi oleh Motivasi: Studi pada Pegawai Dinas Inspektorat 

Daerah Kabupaten Sampang. Digital Bisnis: Jurnal Publikasi Ilmu Manajemen dan E-

Commerce, 3(2), 370-385. 

Fauzia, H. H., dkk. (2018). Kepemimpinan Situasional dan Komunikasi Interpersonal dalam 

Meningkatkan Komitmen Guru. Jurnal Manajemen Pendidikan, 6(2), 607 – 616. 

Ghozali, I. (2005). Aplikasi Analisis Multivariate dengan SPSS. Semarang: Badan Penerbit 

Universitas Diponegoro. 

Ghozali, I. (2016). Aplikasi Analisis Multivariate Dengan Program IBM SPSS 23 (Edisi 8). 

Cetakan ke VIII. Semarang: Badan Penerbit Universitas Diponegoro. 

Ghozali, I. (2018). Aplikasi Analisis Multivariate dengan Program IBM SPSS 25. Semarang: 

Badan Penerbit Universitas Diponegoro. 

Hasibuan, Malayu S. P. (2020). Manajemen Sumber Daya Manusia. Jakarta: Penerbit Bumi 

Aksara.  

Hersey, Paul dan Ken Blanchard. (1982). Management of Organizational Behavior: Utilizing 

Human Resource, 4th Edition. Englewood Cliffs, N.J.: Prentice Hall Inc. 



 

 243 

Lilyana, B., De Yusa, V., & Yatami, I. (2021). Pengaruh Lingkungan Kerja Fisik Dan 

Kompensasi Non Finansial Terhadap Kinerja Karyawan Bagian Produksi Pada PT. 

Rudant Maju Selaras. Jurnal Manajemen Mandiri Saburai (JMMS), 5(3), 163-170.  

Majidah, Y., Rachmawati, I. K., & Karnawati, T. A. (2020). Pengaruh Gaya Kepemimpinan 

Situasional Dan Motivasi Kerja Terhadap Kinerja Guru Dengan Kepuasan Kerja Sebagai 

Variabel Moderasi. Jurnal Ilmiah Bisnis Dan Ekonomi Asia, 14(2), 105-112. 

Mangkunegara, A. A. P. (2017). Manajemen Sumber Daya Manusia Perusahaan. Bandung: PT. 

Remaja Rosdakarya. 

Margaretta, D. (2020). Pengaruh Gaya Kepemimpinan transformasional, gaya kepemimpinan 

transaksional dan gaya kepemimpinan situasional terhadap kinerja pegawai kantor camat 

Medan Baru.  

Nasir, M. (2020). Pengaruh Gaya Kepemimpinan Situasional, Budaya Organisasi Dan Komitmen 

Organisasi Terhadap Kinerja Pegawai. Celebes Equilibrum Journal, 1(02), 1-11.  

Nelson, A., Lim, J., & Setyawan, A. (2022). Analisis Pengaruh Karakteristik Pekerjaan Terhadap 

Kinerja Karyawan Melalui Mediasi Motivasi Karyawan Pada Karyawan Industri 

Manufakturing Di Batam. Jurnal Ilmiah Bisnis Dan Ekonomi Asia, 16(1), 109-119. 

Nurjaya, N. (2021). Pengaruh Disiplin Kerja, Lingkungan Kerja Dan Motivasi Kerja Terhadap 

Kinerja Karyawan Pada PT. Hazara Cipta Pesona. AKSELERASI: Jurnal Ilmiah 

Nasional, 3(1), 60-74. 

Pradhana, Y. S. (2022). Pengaruh Gaya Kepemimpinan Situasional Terhadap Kinerja Karyawan 

Dengan Motivasi Sebagai Variabel Mediasi Pada CV. Bali Image Collection (Doctoral 

dissertation, Universitas Atma Jaya Yogyakarta). 

Prawirosentono, Suyadi. (1999). Kebijakan Kinerja Karyawan. Yogyakarta : BPFE. 

Priyatno, D. (2014). Mandiri Belajar Analisis Data dengan SPSS. Yogyakarta: 

Mediakom.Kausal Loyalitas Pelanggan Toserba ‘X’. Skripsi UPI: Universitas 

Pendidikan Indonesia.  

Purnamasari, W., Mardiningrum, A. L., & Halik, A. (2019). Pengaruh Kepemimpinan 

Situasional, Disiplin Kerja Terhadap Motivasi Kerja dan Kinerja Karyawan Pada Yatim 

Mandiri. INOBIS: Jurnal Inovasi Bisnis Dan Manajemen Indonesia, 2(2), 178-192. 

Putri, M. E. D., & Purwanto, T. (2020). Pengaruh Kepemimpinan Situasional, Pengalaman 

Kerja, Dan Tingkat Pendidikan Terhadap Motivasi Kerja Karyawan Dinas Perhubungan 

Kota Surabaya. Journal of Sustainability Bussiness Research (JSBR), 1(1), 376-383. 



 

 244 

Rachmawati, K. V., Mulwaningsih, T., & Susilowati, T. (2019). Karakteristik Pekerjaan dan 

Karakteristik Individu Terhadap Kepuasan Kerja Pegawai. Journal of Chemical 

Information and Modeling, 53(9), 1689–1699.  

Rahayu, Suci. (2013). Aplikasi Metode Trimming Pada Analisis Jalur Dalam Penentuan Model 

Kausal Loyalitas Pelanggan Toserba X. Skripsi UPI: tidak diterbitkan. 

www.repository.upi.edu. 

Rahman, F., Rahmawati, E., & Utomo, S. (2020). Pengaruh Karakteristik Individu, Karakteristik 

Pekerjaan, Dan Karakteristik Organisasi Terhadap Kinerja Pegawai Kontrak (Studi Pada 

FISIP ULM Banjarmasin). Jurnal Bisnis Dan Pembangunan, 9(1), 69-82. 

Rivai, Veithzal. (2004). Manajemen Sumber Daya Manusia untuk Perusahaan. Cetakan 

Pertama. Jakarta: PT. Raja Grafindo Persada.  

Robbins, S. P. (2006). Perilaku Organisasi. Jakarta: PT. Indeks, Kelompok Gramedia.  

Robbins, S. (2009). Perilaku Organisasi. Jakarta: Salemba Empat 

Sanusi, A. (2011). Metodologi Penelitian Bisnis. Jakarta: Salemba Empat. 

Sapitri, N. P. D. E., & Mahayasa, I. G. A. (2022). Pengaruh kompetensi dan karakteristik 

pekerjaan terhadap kinerja pegawai. Warmadewa Management and Business Journal 

(WMBJ), 4(1), 1-12. 

Schurman, Jasper. (2011). Job Characteristics, Health & Satisfaction. Rotterdam: Netspar. 

Sedarmayanti. (2017). Perencanaan dan Pengembangan SDM untuk Meningkatkan Kompetensi, 

Kinerja dan Produktivitas Kerja. Bandung: PT Refika Aditama.  

Siregar, S. F., Dewi, M., & Akbar, A. (2023). Pengaruh Karakteristik Individu dan Karakteristik 

Pekerjaan terhadap Motivasi Kerja Perawat Rumah Sakit Umum Haji Medan. Regress: 

Journal of Economics & Management, 2(3), 1-9. 

Sugiarta, I. G. (2023). Pengaruh Motivasi Kerja, Kemampuan Kerja, Dan Disiplin Kerja 

Terhadap Kinerja Karyawan Di The Samaya Seminyak Bali (Doctoral dissertation, 

Universitas Mahasaraswati Denpasar).  

Sugiyono. (2018). Metode Penelitian Kuantitatif, Kualitatif, R & D. Bandung: CV Alfabeta. 

Sumarsono, S. (2014). Metode Riset Sumber Daya Manusia. Yogjakarta: Graha Ilmu. 

Suparman, D. R., Jajang, D., & Wahyudin, S. H. G. (2023). Pengaruh motivasi terhadap kinerja 

karyawan perusahaan pt bekaert indonesia karawang. Bisma: Jurnal Manajemen, 9(1), 

47-53. 

Suryadi, A. (2019). Pengaruh Karakteristik Pekerjaan Terhadap Kinerja Pegawai (Studi pada 

Pegawai di Politeknik Ilmu Pelayaran Semarang). Jurnal Sains Dan Teknologi Maritim, 

19(2), 176-187.  



 

 245 

Sutrisno, E.  (2016).  Manajemen Sumber Daya  Manusia. Jakarta: Prenadamedia Group.  

Torang, Syamsir. (2014).Organisasi dan Manajemen. Bandung: Alfabeta. 

Wahab, A., dan Umiarso. (2017). Kepemimpinan Pendidikan Dan Kecerdasan Spiritual. 

Yogyakarta: Ar-RuMotivasi Media. 

Wahjosumidjo. (2013). Kepemimpinan Kepala Sekolah, Tinjauan Teoritik dan 

Permasalahannya. Jakarta: PT Radja Grafindo Persada. 

Wandi, D. (2022). Pengaruh komunikasi dan motivasi terhadap kinerja pegawai. Jurnal Integrasi 

Sumber Daya Manusia, 1(1), 21-30. 

Widodo, S., E.  (2015).  Manajemen Pengembangan Sumber Daya Manusia. Yogyakarta:  

Pusaka Pelajar. 

Winardi, J. (2016). Motivasi dan Pemotivasian dalam Manajemen. Jakarta: Rajawali Pers. 

 

 

 


