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ABSTRACT

The research aims to discover: 1) the impact of bureaucratic transformational
leadership on the performance of State Civil Apparatus, 2) the impact of
organizational culture in public sector on the performance of State Civil
Apparatus, and 3) the impact of bureaucratic transformational leadership and
organizational culture in public sector on the performance of State Civil
Apparatus. The research is conducted by applying quantitative method and
involving 57 apparatuses as the population and samples. The data are collected
through techniques of questionnaire, interview, and documentation while the data
analysis encompasses analysis of quantitative, classical assumption, normality,
multicollinearity, heteroscedasticity, and autocorrelation as well as multiple
regression. Meanwhile, the hypothesis test employs SPSS program. The research
finding evidences that the bureaucratic transformational leadership and
organizational culture in public sector impact the performance of State Civil
Apparatus. Additionally, the finding has a crucial implication to strengthen the
bureaucratic transformational leadership and organizational culture in public
sector in contributing to the performance of State Civil Apparatus enormously.

Keywords: Leadership, Culture, Performance

Introduction

A good performance is the one that
meets standard and supports the
achievement of organizational goals. For
the employee, such performance may
bring progress for the organization to be
able to survive in an unstable situation.
Employee performance is impacted by
several factors, including the workforce
and those related to the organizational
environment. Performance indicators that
are highly influential in performance are 1)
goal, 2) standard, 3) feedback, 4) tool or

means, 5) competency, 6) motive, and 7)
opportunity (Wibowo, 2010). Performance
appraisal is an activity measuring to
determine whether an employee has
succeeded or failed in carrying out the job
by using work standard as a measure. The
appraisal within State Civil Apparatus
(hereinafter referred to as ASN) is known
as Employee Work Objective
(Government Regulation No. 46/2011
concerning Assessment of Civil Servant
Work Performance). In addition, the use of
Employee Work Objective includes



elements such as Service Orientation,
Integrity, Commitment, Discipline,
Cooperation and Leadership.

Various efforts are taken to
improve employee performance, including
by implementing effective leadership
(Lingga & Siregar: 2016). Leadership
plays a paramount role as it moves and
directs the organization (Ekasari: 2017).
The quality of the leader is often
considered the most predominant factor of
organizational success or failure (Menon,
2002). Therefore, the success or failure of
an organization, both business and public
oriented, is usually perceived as the
success or failure of the leader. Moreover,
this pivotal role has attracted attention of
researchers in the field of organizational
behavior. Eventually, such as condition
should have obliged every leader to pay
attention to the role to foster, mobilize, and
direct all potential employees in their
environment to realize work achievements.

Leadership is defined as the ability
to use influence and motivate individual to
achieve organizational goals (Gibson et.al
2006) and the ability will determine the
way in which employees reach certain
work achievement. Bass (1985) explains
that transformational leadership is a
condition in which the followers of
transformational  leader feel trust,
admiration, loyalty, and respect for the
leader, and they are motivated to do more
than initially expected. According to
Robbins and Judge (2007, p. 387),
transformational leadership is a leader who
provides intellectual consideration and
stimulation that is individualized and
charismatic. The transformational
leadership indicators can be measured
through: 1) idealized influence, 2)
inspirational motivation, 3) intellectual
stimulation, and 4) individualized
consideration (Antonakis, Avolio &
Sivasubramaniam, 2003).

One of the external factors that
impacts employee performance s
organizational culture (Taurisa: 2012).
Within government institution, the culture

in ASN, in conformity with the Decree of
Minister of State Apparatus Empowerment
Number 25/KEP/M.PAN/04/2002 on April
25, 2002, can be recognized in the form of
values contained therein, institution or
work system, and attitude, and behavior of
human resource who carries it out.

The theoretical relationship of
impact of bureaucratic transformational
leadership and organizational culture in
public sector is supported by several
empirical studies which have also found
that organizational culture,  job
satisfaction, and organizational
commitment have a positive and
significant  impact on  employee
performance (for example, Yousef (2002);
McKinnon et al. (2003); Koesmono
(2005); Samad (2005); Manetje and
Martins (2009); Ojo (2009); Rose et al.
(2009); and Gunlu et al. (2010).

Gorontalo Province as a new
region desperately needs performance
achievements that are able to develop
parallel to other regions that can be
influenced  through  transformational
leadership and public organizational
culture. Based on the previous
background, the following problem
statements are formulated: 1) does the
bureaucratic transformational leadership
impact ASN performance in Gorontalo
Province?, 2) does the organizational
culture in public sector impact ASN
performance in Gorontalo Province?, 3) do
bureaucratic transformational leadership
and organizational culture in public sector
simultaneously impact ASN performance
in Gorontalo Province?

Research Methodology

As reported by Sugiyono (2012),
Ex Post Facto Research is a research
conducted to examine event that has
occurred and then trace back to find out
the factor that can cause the incident. This
research applies the same basic logic as
experimental research, namely if x then y,
however, the research contains no direct
manipulation of the independent variable.



The data obtained will be more valid if the
selected informant comes from the entire
ASN in Gorontalo Province. This research
employs a quantitative method. The
population involved are all ASN in
Gorontalo Province, whereas the samples
are 57 ASN. In other words, the samples
are all population number due to the
population number is only a few. Data
collection techniques use questionnaire,
interview, and documentation. Meanwhile,
the data analysis techniques include
quantitative analysis, classical assumption,
normality, multicollinearity,
heteroscedasticity, and autocorrelation
while the data analysis employs multiple
regression. Hypothesis testing uses SPSS
program.

Results and Discussion
1. Validity Test

This  research owns two
variables, which are X and Y, which are
elaborated for bureaucratic
transformational leadership X)),
organizational culture in public sector
(X3), and performance of ASN (Y). The
validity of questionnaire distributed to a
number of respondent has been tested so
that the test can be continued in the next
one. The result of the validity test carried
out on the question indicators of each
resecarch variable can be described as
follows:

a. Result of Validity Test of Bureaucratic
Transformational Leadership (X;)

The result of testing for the
validity of question indicator regarding
Bureaucratic Transformational Leadership
(X1) through  Pearson correlation
coefficient can be noticed in the table as
follows:



Tablel. Results of Validity Test for Bureaucratic Transformational Leadership (X;)

Questionnaire r Table r Count Information
Statement

1 0.256 0.527 Valid

2 0.256 0.527 Valid

3 0.256 0.403 Valid

4 0.256 0.408 Valid

5 0.256 0.342 Valid

6 0.256 0.359 Valid

7 0.256 0.590 Valid

8 0.256 0.342 Valid

9 0.256 0.590 Valid
10 0.256 0.722 Valid

11 0.256 0.607 Valid

12 0.256 0.656 Valid

13 0.256 0.389 Valid
14 0.256 0.656 Valid

Source: Primary data processed in SPSS 21 in 2021

Based on the table above, it can b. Result of  Validity Test of

be concluded that all statement indicators
regarding the Bureaucratic
Transformational Leadership (X,) variable
contained in the questionnaires are
considered valid because r count > r table
so that testing can be continued on
reliability test.

Organizational Culture in Public Sector
(X2)

The result of testing for the
validity of question indicator regarding
Organizational Culture in Public Sector
(X2)  through  Pearson correlation
coefficient can be noticed in the table as
follows:

Table2. Result of Validity Test of Organizational Culture in Public Sector (X2)

Questionnaire r Table r Count Information
Statement
1 0.256 0.421 Valid
2 0.256 0.520 Valid
3 0.256 0.505 Valid
4 0.256 0.321 Valid
5 0.256 0.607 Valid
6 0.256 0.262 Valid




i 0.256

0.256
9 0.256
10 0.256
11 0.256
12 0.256
13 0.256
14 0.256

0.607 Valid
0.461 Valid
0.525 Valid
0.632 Valid
0.490 Valid
0.602 Valid
0.312 Valid
0.602 Valid

Source: Primary data processed in SPSS 21 in 2021

Based on the table above, it can be
concluded that all statement indicators
regarding the Organizational Culture in
Public Sector (X3) variable contained in the
questionnaire are considered valid because r
count > r table so that testing can be
continued on reliability test.

c. Result of Validity Test of ASN
Performance (Y)

The result of testing for the
validity of question indicator regarding the
performance of ASN (Y) through Pearson
correlation coefficient can be noticed in the
table as follows:

Table3.Result of Validity Test of ASN Performance (Y)

Questionnaire r Table r Count Information
Statement
1 0.256 0.316 Valid
P 0.256 0.643 Valid
3 0.256 0.345 Valid
4 0.256 0.349 Valid
5 0.256 0.362 Valid
6 0.256 0.333 Valid
7 0.256 0.844 Valid
8 0.256 0.347 Valid
9 0.256 0.402 Valid
10 0.256 0.775 Valid
11 0.256 0.863 Valid
12 0.256 0.568 Valid
13 0.256 0.863 Valid
14 0.256 0.595 Valid

Source: Primary data processed in SPSS 21 in 2021



Based on the table above, it can
be concluded that all statement indicators
regarding the performance of ASN (Y)
variable contained in the questionnaires
are considered valid because r count > r
table so that testing can be continued on
reliability test.

Result of Reliability Test

The reliability test aims to
regulate  reliability = of  measuring
instrument by giving a relatively same
score to respondent, even though the
respondent does it at different times. The
reliability test is used to determine the
consistency of the questionnaire.

Table4. Result of Reliability Test of Research Variables

Variable Alpha | rTable | Information
Bureaucratic Transformational Leadership (X;) 0.730 0.256 Reliable
Organizational Culture in Public Sector (X5) 0.478 0.256 Reliable
Performance of ASN (Y) 0.807 0.256 Reliable

Source: Primary data processed in SPSS 21 in 2021

The result of reliability test
indicates that all variables have alpha > r
table, for more than 0.256, thus it can be
stated that all the measuring concepts of
each variable from the questionnaire are
reliable so that further indicators on each
variable are suitable for use as a measuring
tool.

Classical Assumption Test

Multiple ~ linear  regression
requires a strict test of requirement. The
model is considered good if it meets the
BLUE (Best Linear Unbiased Estimator)
criteria. The BLUE criteria can be
achieved if it meets the classical
assumption test. After multiple linear
regression equation is formed, it is
necessary to do some classical assumption
tests (ordinary least square assumption
test), namely normality test,
multicollinearity test, heteroscedasticity
test, and autocorrelation test.

1. Normality Test

The normality test is employed to
test the data for independent variable (X)
and dependent variable (Y) in the
generated regression equation, whether the

data is normally distributed or not. If the
distribution of data is normal, then data
analysis and hypothesis testing use
parametric statistics. Meanwhile, if a
significant value is generated by 0.05, the
data distribution is normal. Conversely, if
the resulting significant value < 0.05, the
data are not normally distributed. In this
data output, it can be noticed that the result
of normality test denotes a significant level
greater than a (a = 0.05), namely 0.407 >
0.05, which means that the distribution
data is normal.

2. Multicollinearity Test

The multicollinearity test is used to
measure the level of association
(closeness) of relationship/ influence
among the independent variables through
correlation coefficient (r).
Multicollinearity occurs when the
correlation coefficient among independent
variables is greater than 0.60. Contrarily, it
is said that there is no multicollinearity if
the correlation coefficient among the
independent variables is less than or equal
to 0.60 (r <0.60). In light of the amount of
correlation  coefficient among  the
independent variables, it is noticeable that
the correlation coefficient among the



independent variables is 0.937 > 0.60, so it
can be summed up that the
multicollinearity occurs among the
independent variables (transformational
leadership and organizational culture). The
use of tolerance (a) and variance inflation
factor (VIF) reveals that if alpha/ tolerance
= 10% or 0.10 then VIF = 10. In the
meantime, the result of VIF count of the
two variables = 8.163 < VIF = 10 and all
tolerance for the independent variables is
0.122 = 12, 2% or above 10%. Thus, in
brief, multicollinearity does not occur
among the independent variables
(transformational leadership and
organizational culture).

3. Heteroscedasticity Test

A good regression equation if there
is no heteroscedasticity. Based on the
result of the scatterplot image output, it is
discovered that the point spreads below
and above the Y axis, and does not have a
regular pattern. To sum up, the
independent variable above does not occur
heteroscedasticity or is homoscedasticity.

4. Autocorrelation Test

Positive Autocorrelation Detection:
If dw < dL, then there is positive
autocorrelation, if dw > dU then there is
no positive autocorrelation, if dL < dw <
dU then the test is inconclusive. Negative
Autocorrelation Detection: If (4 - dw) < dL
then there is negative autocorrelation, If (4
- dw) > dU then there is no negative
autocorrelation, if dL < (4 - dw) < dU then
the test is inconclusive. Based on the tests
that have been carried out, Durbin-Watson
test value is 0.558. Then these values are
compared with dL. and dU. The dL value is
the lower durbine-watson statistical value,
while the dU is the upper durbine-watson
statistical value. The values of dL. and dU
can be observed from the durbin-watson
calculation with _ = 5%, n = number of
data, and K = number of independent
variable. Then it is found that the value of
dL = 1,500 and the value of dU = 1.645, K
=2 and n = 57. Thus, after calculating and

comparing it with the Durbin-Watson
table, that the Durbin-Watson value is
0.558, then dw <dL, which is 0.558 <
1,500. So it is concluded that there is a
positive autocorrelation and 4-dw (4 -
0.558)> dU, namely 3.442 > 1.645.
Therefore, it can be concluded that there is
no negative autocorrelation.

The following step is testing the
hypothesis whose results are delineated
below.

Result of Partial Test (t)

This test is used to determine
whether, in the regression model, the
independent  variables  (Bureaucratic
Transformational Leadership (X;) and
Organizational Culture in Public Sector
(X2) partially have a significant impact on
the dependent variable (Performance of
ASN (Y)).

The test steps are as follows:

a. Regression Coefficient Test of

Bureaucratic Transformational

Leadership

Determining t count: Based on the
SPSS output, t value is 0.039. The t
distribution table is sought at a = 5%: 2 =
2.5% (2-tailed test) with degree of freedom
(df) n-k-1 or 57-2-1 = 54 (n is the number
of case and k is the number of independent
variables). Meanwhile, result of 2-tailed
test (significance = 0.025) for t table is
2.005. Testing Criteria: If t-count > t-table,
then Hy is rejected, and H; is accepted. If -t
count < t-table, then Hy is accepted, and H,
is rejected. Testing is done by comparing
t-count value and t-table value. Value t-
count (4.661) > t-table (-2.005) so that Hy
is rejected and H, is accepted. This means
that partially, there is a significant impact
between Bureaucratic Transformational
Leadership on Performance of ASN. Thus,
in reference to the analysis, it can be
concluded that partially, the Bureaucratic
Transformational Leader impacts the




Performance of ASN in Gorontalo
Province administration.

b. Regression Coefficient Test of
Organizational Culture in Public
Sector

Based on the above SPSS output, t
value is 4,910. The t distribution table is
sought at a = 5%: 2 = 2.5% (2-tailed test)
with degrees of freedom (df) n-k-1 or 57-2
-1 = 54 (n is the number of case and k is
the number of independent variables).
Meanwhile, result of 2-tailed test
(significance = 0.025) for t-table is 2.005.
Testing Criteria: If t-count > t-table, then
Hy is rejected, and H, is accepted. If t-
count < t-table, then H, is accepted, and H,
is rejected. Testing Method: the testing is
done by comparing t-count value and t-
table value. Value t-count (4,910) > t-table
(2.005) then Hy is rejected and H; is
accepted. This means that partially, there
is a significant impact of organizational
culture in public sector on the performance
of ASN. Thus, in reference to the analysis,
it is concluded that partially, the
organizational culture in public sector
impacts the Performance of ASN in
Gorontalo Provinceadministration.

Result of Simultaneous Test (f)

This test is used to determine
whether the independent variables
(bureaucratic transformational leadership
(X1) and organizational culture in public
sector (X2)) simultaneously possess a
significant impact on the dependent
variable (performance of ASN (Y). The
equation for multiple linear regression is
as follows: y = a + b;x; + byx, +e. In the
meantime, the result of SPSS program
from coefficients value, the multiple
regression equation is obtained as follows:
y = 67,806 + 1,788 + 1,979x2 + 8.865.
Based on the equation model, it can be
delineated as follows: a) the correlation
coefficient R of 0.556 indicates that the
degree of correlation among the dependent
variable is 55.6%. This means that the

Bureaucratic Transformational Leadership
and Organizational Culture in Public
Sector have a moderate correlation with
the Performance of ASN by 55.6%, b) the
coefficient of determination (R?) of 0.309
(30.9%) indicates the contribution of
independent  variables consisting of
Bureaucratic Transformational Leadership
and Organizational Culture in Public
Sector on the Performance of ASN.
Meanwhile, 69.1% of the performance of
ASN is impacted by other variables
outside of this research, including work
motivation, regional performance
allowance, achievement motivation, and
work  environment, ¢)  regression
coefficient (B): 1) the constant number of
the Unstandardized Coefficient in this
research is 67,806 which signifies that if
there is no added value to the Bureaucratic
Transformational Leadership (X;) and
Organizational Culture in Public Sector
(X3) variables, the performance of ASN
(Y) variable is 67,806, 2) the Bureaucratic
Transformational Leadership (X;) variable
has a significant impact on the dependent
variable or performance of ASN (Y) with a
positive coefficient of 17.9. This value
indicates that every 1% increase to
organizational culture, the performance of
ASN is 179 or 17.9%, 3) the
Organizational Culture in Public Sector
(Xz2) has a significant impact on the
dependent variable or the performance of
ASN (Y) with a positive coefficient of
19.8. This value indicates that every 1%
increase in  work motivation, the
performance of ASN increases by 19.8 or
19.8%, and 4) the error term value is 100%
- 88.65% = 11.35% or 1.135 shows the
impact of other variables outside the
model which also impact the main variable
or the performance of ASN.

The Impact of Bureaucratic
Transformational Leadership on the
Performance of ASN.

Defining Performance



Performance is a description of
achievement achieved by an organization
in its operational activity, including in

aspects of  financial,  marketing,
fundraising and  channeling  fund,
technology, and human resources
(Jumingan, 2006). In addition,

performance also means the appearance of
personnel’s work in both quantity and
quality in an organization. Some
definitions of performance according to
experts are as follows: a) Bastian (2006)
states that performance is a depiction of
achievement of program implementation,
policy in realizing the objective, goal,
vision, and mission of an organization, b)
Palan (2007) explains that competence is a
skill and empowerment which refers to the
state or quality of being capable and
appropriate. Furthermore, Palan delineates
that competence in the workplace refers to
the understanding of a person’s suitability
with his/her job, c) Wibowo (2013) utters
that performance is the result of work that
contains a strong relationship with
organizational strategic goal, customer
satisfaction, and contributes to the
economy, d) Mangkunegara (2007:65)
defines performance as the result of work
in quality and quantity that can be
achieved by an employee in carrying out
task in accordance with the assigned
responsibility.

In reference to the earlier experts’
opinion, it is concluded that performance
is the level of achievement for the
implementation of various work program
and tasks in quality, quantity, efficiency,
and effectiveness in realizing the goal,
objective, vision, and mission of
organization as stated in the organization’s
strategic plan.

Performance Indicator

Pasolong (2013) explains that
performance indicator is a qualitative or
quantitative measure that describes the
level of achievement of the predetermined
goal or objective by considering indicators

of input, output, outcome, benefit, and
impact.

According to Wibowo (2010),
there are 7 (seven) performance indicators,
namely: 1) objective that signifies which
direction the performance should be
carried out, 2) standard that is a measure of
whether the desired goal can be achieved,
3) feedback that is an input used for
measuring the progress of performance,
performance standard, and achievement of
goal, 4) tool or means that are supporting
factor for achieving goal, 5) competence
that is an ability of a person to carry out
the work assigned to him/her properly, 6)
motive that is reason or trigger for
someone to do something, in which
absence of motive to achieve goals will
hamper the performance, and 7)
opportunity where worker needs to get the
opportunity to show their performance. In
the meantime, Dharma (2003) states that
performance  indicators  include: 1)
quantity of work, 2) quality of work, and
3) timeliness. According to Bernadin and
Russel (2013), indicators used to measure
performance are: 1) quality, 2) quantity, 3)
time, 4) cost-effectiveness, 5) need for
supervision, and 6) interpersonal impact.

Transformational Leadership

Bass (1985) defines
transformational leadership as a condition
in which the followers of transformational
leader feel their trust, admiration, loyalty,
and respect for the leader, and they are
motivated to do more than what they
initially expected. Meanwhile, Robbins
and Judge (2007) express that
transformational leadership refers to a
leader who provides consideration and
intellectual stimulation that is
individualized and has charisma. A
transformational leader has a certain
behavioral component, including integrity
and fairness, setting a clear goal, having a
high expectation, providing support and
recognition, igniting follower emotion, and
making people see a thing beyond their
own interest to achieve the impossible.







