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INTRODUCTION

The impact of the COVID-19 pandemic has significantly changed travel
and tourism activities, thereby presenting major challenges to the tourism
industry. The decline in tourism volume and income from the tourism industry
is a big challenge for tourism destinations. After the COVID-19 pandemic,
many tourists have switched to using Online Travel Agents (OTA) rather than
conventional travel agents. The emergence of these app-based travel agents has
not only changed travelers' perspectives in planning trips but has also caused
significant disruption to the traditional travel agent business. Travel and
tourism information, previously only available through travel agents, can now
be accessed via everyday devices such as smartphones. Popular online travel
applications such as Traveloka, Tiket.com, Agoda, and others are the main
choices. The impact is felt far and wide, with tens to hundreds of traditional
travel agents who rely on conventional models experiencing business
difficulties due to the shift in tourist preferences to online travel agents.

PT Tritama Jaya Wisata is a travel agency company that provides various
domestic and international travel services. Employees at PT Tritama Jaya
Wisata must make every effort to make customers happy to ensure the
effectiveness of their work. Customers should receive the greatest possible
service from employees. However, in reality, not all employees at PT Tritama
Jaya Wisata can provide their best work.

Net sales value of PT Tritama Jaya Wisata
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35,000,000,000.00

30,000,000,000.00

25,000,000,000.00

20,000,000,000.00
15,000,000,000.00
10,000,000,000.00

5,000,000,000.00

Kuartal 1 Kuartal2 Kuartal 3 Kuartal4

W Target

M Pencapaian

Source: Sales Data PT Tritama Jaya Wisata



Indonesian Journal of Business Analytics (IJBA)
February, Vol. 4, No. 1, 2024: 1-18

Table 1 Pre-Survey Employee Performance at PT Tritama Jaya Wisata

Mo Statement YES %o NO %o
1|{Have a strong enthusiasm for my work. : eie 19 Lo
2| Take pleasure itn multitasking. 4 2% 11 T3%%
i|Able to resolve issues at work 7 47% E: 33%%

Able to adapt when changes in work _ y :
3 33% 10 67%

4|systems ocour
J|Always coordinate with colleagues i] 40% ] 6%
Source : procces data 2023

However, according to data, PT Tritama Jaya Wisata is faced with
employee performance problems, namely enthusiasm for work 67%, happy
handling many tasks 73%, able to solve problems at work 53%, adapting to
changes in work systems 67 %, coordinating with colleagues 60%.

This research is strengthened by the results of a pre-survey of 15
employee respondents, highlighting the variables that influence employee
performance. Pre-survey results show that work engagement has the biggest
problem with a percentage of 53.3%, followed by competence with a percentage
of 53.3%, and authentic leadership with a percentage of 60%. Several related
studies show different findings, where research by A.A. Bagus Bayu
Krisnadiputra, Ida Bagus Widiadnya, and Sapta Rini Widyawati (2022) found
the influence of authentic leadership on employee performance, while research
by Agus Purwanto, Masduki Asbari (2020) stated the opposite. Ali Imran
Mashadi (2022) shows the influence of work engagement on employee
performance, different from the findings of Tri Rahmadalena, and Asmanita
(2020). However, Astri Pradytha and Rini Iestari (2021) found the influence of
competence on employee performance, in contrast to research by Puspa Dewi
Yulianty, Sari Laelatul Qodriah, Pebi Kurniawan, Hani Indriyanti (2021) which
stated the opposite. This divergence of findings shows the complexity of the
variables that influence employee performance and the need for further
research to gain a deeper understanding.

THEORETICAL REVIEW
Employee Performance

Veithzal (2005:97) defines performance as the overall results achieved by a
person in carrying out tasks over a certain period, including work performance
standards, goals or criteria that have been set and agreed upon. More than just
advertising or payroll data, employee performance is also key to motivating
employees and creating plans to overcome performance declines.

Mangkunegara (2018) stated that efficiency comes from the words work
efficiency or real efficiency which refers to work efficiency or a person's real
achievements. Performance includes qualitative and quantitative achievements
by the responsibilities given to individuals.
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Authentic Leadership

According to Shahid (2020), Authentic Leadership describes the attitude
of a leader who utilizes and improves mental performance and positive
attitudes. This includes better self-understanding, a taught attitude perspective,
the cultivation of information, and positive relationships between leaders and
employees. Authentic Leadership also involves positive self-development.

From the perspective of Avolio & Mahtre (2018), Authentic Leadership is
defined as leadership characterized by self-confidence, optimism, hope,
efficiency and resilience. Authentic leaders have clear values and moral
perspectives, carry a positive outlook for the future, and place employees in a
position to become leaders of higher interests. Authentic Leadership is believed
to help grow organizational commitment in employees through increasing
mental performance, such as self-efficacy, hope and optimism.

Work Engagement

Schaufeli and Bakker (2018) stated that work engagement is a concept
where employees feel attachment and enthusiasm for their work. Employees
who have high work engagement tend to be more enthusiastic and
psychologically involved in their work. Work engagement is defined as positive
things that include behavior at work, such as enthusiasm (vigor), dedication
(dedication), and full involvement (absorption). In other words, employees who
have a high level of work engagement will show strong involvement and
enthusiasm in carrying out their duties.

A similar opinion was expressed by Ali Imran Mashadi (2022), who
stated that work engagement involves psychological presence with two main
components, namely attention and absorption. Attention refers to cognitive
abilities and time spent thinking about one's role in the organization, while
absorption reflects a person's level of focus and involvement in their work.

Competence

According to Rahmat (2019), competency is a person's characteristics that
are related to effective and superior performance in certain work situations.
Competencies are considered basic characteristics because they are an inherent
part of an individual's personality and can be used to predict behavior and
performance in various work situations.

Rachmaniza (2020) suggests that competence is a basic individual
characteristic that is related to effective performance at work or has a causal
relationship with reference criteria, showing excellent or superior performance
in the workplace or certain situations.

Sinaga (2019) states that competence is an individual's ability that has
selling value, resulting from creativity and innovation. Thus, understanding
competence includes aspects of basic characteristics, relationships with
performance, and value resulting from individual creativity and innovation.
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Figure 1. Conceptual Framework
Based on the picture above, the following hypothesis can be developed:

H1: Authentic leadership has a significant effect on performance at PT Tritama
Jaya Wisata

H2: Work engagement has a significant effect on performance at PT Tritama
Jaya Wisata

H3: Authentic leadership has a significant effect on the competence of PT
Tritama Jaya Wisata

H4: Work engagement has a significant effect on competence at PT Tritama Jaya
Wisata

H5: Competence has a significant effect on performance at PT Tritama Jaya
Wisata.

H6: Authentic leadership has an indirect effect on performance through
competency at PT Tritama Jaya Wisata

H7: Work engagement has an indirect effect on performance through the
competence of PT Tritama Jaya Wisata.

METHODOLOGY

The research method used is quantitative. Analysis in quantitative
research emphasizes data in the form of numbers, processed using statistical
methods (Hardani, et al., 2020). This type of observation is causal research
because it wants to find out the causal relationship between variables and test a
hypothesis.

The independent variables in this research are authentic leadership (X1)
and Work Engagement (X2), then the intervening (mediation) variable is
Competence (Y1) and the dependent variable is Employee Performance (Y2)
with the data collection method being a questionnaire using a Likert Scale. The
Likert scale is useful for measuring the perceptions, attitudes and opinions of
individuals or groups of people regarding social phenomena (Sugiyono, 2017)

According to Sugiyono (2017), population does not only include the
number of subjects or objects studied but also includes the characteristics of
these objects to study them and then draw conclusions. The sample used in this
research is a full population sample, meaning that the entire research
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population is a sample, the sample comes from all employees of PT. Tritama
Jaya Wisata consisted of 45 respondents who were the full population sample.

Data analysis uses Structural Equation Modeling (SEM) with instrument
testing using the Partial Least Square (PLS) method. Data analysis was carried
out after all questionnaires were collected and then calculated using SmartPLS 3
software.

RESULTS AND DISCUSSION

The results of the data obtained through a questionnaire can describe
the subject's characteristics in terms of gender, age, highest level of education,
length of service and level of position.

Table 1. Description of Respondents

No | Berdasarkan Ciri Jumlah | Persentase
s | LakiLaki 15 333
Perempuan 30 66.7
2 | Usia 19-25 3 6.7
26-35 31 68.9
36-45 9 20
46-535 2 44
3 | Pendidikan | Diploma 4 8.9
Pascasarjana 4 89
Sarjana 22 489
SLTA/Sederajat 15 333

Sumber: Hasil olah data SmartPLS, 2023

Evaluation of the Measurement Model (Outer Model)

This measurement is carried out through validity and reliability tests
which aim to determine the relationship between latent variables and their
indicators (Ghozali, 2016).

Validity testing is carried out in two steps: (1) convergent validity, which
is carried out on the loading factor values of each construct, which aims to
determine that unobserved variables can be measured by each observed
variable construct through confirmatory factor analysis (CFA). or factor
analysis, and (2) discriminant validity to determine how much a construct
differs from other constructs on empirical measures. If the loading factor value
exceeds 0.7 and the AVE exceeds 0.5 then the indicator is considered valid
(Ghozali and Latan, 2015). The following are the results of the convergent
validity test:
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Figure 1. Confirmatory Factor Analysis (CFA)

X1.1

Source: Data processing results SmartPLS, 2023

Based on Figure 1 above, it is known that all loading factors exceed 0.7, so that
all indicators on all research variables are declared valid.

Then, the next convergent validity test will be carried out with Average
Variance Extracted (AVE)

Table 2. Average Variance Extracted (AVE)

Outer Loading ‘ AVE | Keterangan
Kepemimpinan Otentik
¥l 0.860 0.622 Valid
¥12 0.724 Valid
¥13 0.793 Valid
Xl4 0717 Valid
¥15 0.820 Valid
X1.6 0.813 [Valid
K17 0813 Valid
X18 0.783 Valid
¥19 0.741 Valid
X110 0.724 Valid
W11 0.808 Valid
¥112 0837 Valid
¥113 0.760 Valid
X114 0.770 Valid
H115 0.833 Valid
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Work Engagement
¥21 0.807 0.627 Valid
2.2 0.837 Valid
¥2.3 0813 Valid
X249 0738 Valid
X2.5 0.770 Valid
X2.6 0.745 Valid
27 0.807 Valid
2B 0.727 Valid
¥2.9 0.896 WValid
¥2.10 0.764 WValid
[Kompetensi
Y11 0,795 0.661 Valid
¥1.2 0.908 Valid
¥1.3 0,731 Valid
Y14 0.779 Valid
¥Y1.5 0.833 Valid
Y16 0.8135 Valid
Y17 0.765 Valid
¥1.8 0.761 Valid
¥1.9 0.877 Valid
¥1.10 0.838 Valid
Y111 0.786 Valid
¥1.12 0.813 Valid
¥2.1 0.340 0.640 Valid
¥2.2 0.802 Valid
¥2.3 0.832 Valid
¥2.4 0,739 Valid
¥25 0.736 Walid
¥2.6 0.764 Valid
¥2.7 0.766 Valid
¥2.8 0.770 Valid
¥2.9 0.818 Valid
¥2.10 0.870 Walid
¥2.11 0.830 Valid
¥2.12 0.735 Valid
¥2.13 0.828 Valid
¥2.14 0.785 Walid
¥2.15 0.830 Valid

As seen in the table above, the factor loading value for all indicators is
>(0.7, and the AVE value for each construct variable is >0.5, so all latent
variables are valid.

8
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Next, discriminant validity is used to determine whether the construct
has sufficient discriminants. Of several discriminant validity test methods,
Henseler and Sarstedt (2015) stated that HTMT has a higher level of sensitivity
in detecting discriminant validity compared to the Fornell-Lacker Criterion and
Cross Loadings methods. In ensuring discriminant validity between two
reflective constructs, the HTMT value must be less than 0.9.

Tabel 3. Hasil HTMT

Authentic Employee | Competenc Work
Leadership Performance e Engagement

Authentlc_ 0.789

Leadership

SIS 0.766 0.800

Performance

Competence 0.596 0.772 0.813

Work Engagement 0.629 0.762 0.622 0.792

Source: SmartPLS, 2023

Based on the HTMT table in Table 3 above, it is known that the HTMT
value for the variable pair is less than 0.90. This indicates that the variable has
good discriminant validity.

Testing the reliability of a construct can use 2 methods, namely
Cronbach's alpha and composite reliability. In the construct reliability test, the
composite reliability value exceeds 0.7 (Ghozali & Latan, 2015).

Table 4. Composite Reliability and Cronbach's Alpha

Cronbach's Keterangan
Variabel Composite Reliability
Alpha
Kepemimpinan Otentik 0.956 0.961 Reliabel
Work Engagement 0.934 0.944 Reliabel
Kompetensi 0.953 0.959 Reliabel
Kinerja Karyawan 0.960 0.964 Reliabel

Source: SmartPLS, 2023

The results presented in Table 4 show that the combined reliability and
Cronbach's alpha values for all latent variables exceed 0.70. When measuring
the latent variables of the evaluation model, it can be concluded that all
manifest variables are considered reliable.
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Structural Model Testing (Inner Model)

The purpose of internal model testing is to assess the relationship
between latent constructs. Based on the results of this model calculation, it is
determined whether the empirical research material included in the research
supports the relationship forming the hypothesis. So, it is very useful to first
calculate the overall Goodness of Fit (GoF) by checking the benchmark of the
variance percentage value through R2, Q2, F2 tests, and hypothesis testing.

The R-squared test is useful for assessing the robustness of structural
model estimates for each endogenous construct. According to Hair et al. (2019),
r-squared values of 0.75, 0.50 and 0.25 indicate a significant (strong), moderate
and weak relationship, respectively.

Table 5 Results of R Square Values

Nilai R-Square
Konstruk Nilai R-Square
Adjusted
Kompetensi 0.456 0.430
Kinerja Karyawan 0.791 0.776

Sumber: SmartPLS, 2023

The results in Table 5 state that the r-square value of employee
performance (Y2) is 0.791, between 0.5-0.75, which is classified as moderate.
These results explain that 79.1% of employee performance is influenced by
authentic leadership, work engagement and competence, while the rest 20.9%
was influenced by other factors not observed in this study. Meanwhile, the
second r-square value, namely competency, is 0.430, which is less than 0.5, and
can be categorized as weak. These results explain that 45.6% of competence is
due to authentic leadership and work engagement, while 54.4% is due to other
things that were not observed in this observation.

The f-square test is run to determine how much the endogenous latent
variable is influenced by the exogenous latent variable. If the resulting value of
f2 2 0.02 shows a low effect size, if the resulting value of f2 > 0.15 shows a
medium effect size, if the resulting value of 2 > 0.35 shows a large effect size.
(Ghozali and Latan, 2015).

10
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Table 6 Results of F Square Values

Variabel Kinerja Karyawan Kompetensi
Kepemimpinan Otentik 0.310 0.128
Work Engagement 0.239 0.186
Kompetensi 0.357

Sumber: SmartPL5, 2023

Based on Table 6 above, the f-square effect size (F2) measurement results
show that authentic leadership on employee performance has a moderate
influence with an effect size of 0.310. Authentic leadership on competence has a
small influence with an effect size of 0.128. Work engagement on employee
performance has a moderate influence with an effect size of 0.239. Work
engagement on competence has a small influence with an effect size of 0.186.
Competence on employee performance has a big influence with an effect size of
0.357. The inner model is also measured by evaluating the Goodness of the Fit
Model with Q2 If Q2 exceeds 0, it means the model has predictive relevance
and for a Q2 value < 0 it means the model lacks predictive relevance (Ghozali
and Latan, 2015).

Q= 1-(1-0,791)(1-0.456)
Q= 1-(0.209)(0.544)
Q*=1-0.113

Q*=0.886

Q= 88.6%

The results of the Q2 calculation show that the predictive relevance value
for the structural model in this study is 0.886 or 88.6%, indicating that the
model can explain phenomena related to the variables studied because Q2 > 0.

The Goodness of Fit Index (GoF) focuses on predicting the overall
performance of the obtained model and examining the joint performance
between the measurement model and the structural model used. The criteria
are a value of 0.10 (small GoF), a value of 0.25 (medium GoF), and a value of
0.36 (large GoF) (Ghozali and Latan, 2015).

11
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GoF= J AVExR2
GoF= JAVEXR2
GoF= +0.6375x0.791
GoF = +0.5042

GoF =0.710

The results of the GoF calculation above produce a value of 0.710, and it
can be summarized that the combination of the outer model and inner model is
found to be on a large scale overall.

Hypothesis testing is used to test the influence of exogenous variables on
endogenous variables. The test criteria state that if the T-statistics value is > T-
table (1.96) or the P-value is < 0.05 (Haryono, 2017).

Table 7. Hypothesis Test Results

Criginal T
Hubungan Konstruk P-FValne | Keterangan
Sample (O} | Sraristics
Ezpamimpinan Otantik
0348 EREE] 0000 Simnifikan
—= HKinsrja Famyawan
Work Engagemens
0313 3521 0000 Simnifikan
—Hinsrjz Eanyawan
Fepamimpinan Ot=ntik
[EER 1541 001l Simifikan
—= Kompetensi
Wark Engagemens
0404 3321 0001 Simnifikan
—Eompetensi
Fompetensi
0370 B4R 0000 Simifikan
—= HKinsrja Famyawan
Ezpemimpinan Otzntik
—  EKompstensi — 0126 2080 0037 Bimifikan
Einzrja Karyawan
Wark Engagement
—5 FKompetensi _o 0151 2119 0034 Bimifikan
Einsfja Karyawan

Source: Data pfoées_siﬁg_r-esﬁl{s_ SmartPLS, 2023

Based on Table 7, shows that the test results for the effect of authentic
leadership on employee performance are positive and significant. Original
Sample = 0.348, meaning that the direction of the relationship between
authentic leadership and employee performance is positive. Meanwhile, the T-
Statistics value is 3.883 > 1.96 and the P-value is 0.000 < 0.05, meaning that
authentic leadership influences employee performance. This means that
hypothesis 1 is accepted.

Based on Table 7, shows that the work engagement variable on employee
performance has an original sample figure of 0.313, meaning that the
relationship between work engagement and employee performance is positive.

12
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Meanwhile, the t-statistics number is 3.521 > 1.96 and the P-values are 0.000 <
0.05, meaning that work engagement is related to employee performance. This
means that hypothesis 2 is accepted.

Based on Table 7, it is known that the authentic leadership variable on
competence has an original sample figure of 0.339, meaning that the
relationship between authentic leadership and competence is positive.
Meanwhile, the t-statistics figures are 2.541 > 1.96 and the P-values are 0.011 <
0.05, meaning that authentic leadership is related to competence. This means
that hypothesis 3 is accepted.

Based on Table 7, it is known that the work engagement variable on
competence has an original sample figure of 0.409, meaning that the
relationship between work engagement and employee performance is positive.
Meanwhile, the t-statistics figures are 3.321 > 1.96 and the P-values are 0.001 <
0.05, meaning that work engagement is related to competence. This means that
hypothesis 4 is accepted.

Based on Table 7, it is known that the competency variable on employee
performance has an original sample figure of 0.370, meaning that the
relationship between competency and employee performance is positive.
Meanwhile, the t-statistics number is 3.848 > 1.96 and the P-values are 0.000 <
0.05, meaning that competency is related to employee performance. This means
that hypothesis 5 is accepted.

Based on Table 7, it is known that the variable authentic leadership on
employee performance with competency mediation has an original sample
figure of 0.126, meaning that the link between authentic leadership on
employee performance with competency mediation is positive. Meanwhile, the
t-statistics figures are 2.090 > 1.96 and the P-values are 0.037 < 0.05, meaning
that authentic leadership has a strong link to employee performance with
competency mediation. This means that hypothesis 6 is accepted.

Based on Table 7, it is known that the work engagement variable on
employee performance with competency mediation has an original sample
figure of 0.151, meaning that the relationship between work engagement and
employee performance with competency mediation is positive. Meanwhile, the
t-statistics figures are 2.129 > 1.96 and the P-values are 0.034 < 0.05, meaning
that work engagement has a strong link to employee performance through
competency. This means that hypothesis 7 is accepted.

CONCLUSIONS AND RECOMMENDATIONS
The findings of the observations that have been made can be summarized
as follows:

1. Authentic leadership has a positive and significant effect on the work
results of PT employees. Tritama Jaya Wisata. The better the authentic
leadership, the better the employee performance at PT. Tritama Jaya
Wisata.

2. Work engagement has a positive and significant effect on the work
results of PT employees. Tritama Jaya Wisata. The better the employee's

13
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commitment to work, the better the employee's performance at PT.
Tritama Jaya Wisata.

Authentic leadership has a positive and significant effect on PT
competency. Tritama Jaya Wisata. The better the leader's authentic
leadership, the better the employee competency at PT. Tritama Jaya
Wisata.

Work engagement has a positive and significant effect on PT
qualifications. Tritama Jaya Wisata. The better the employee is involved
in the work, the better the employee's PT competency will be. Tritama
Jaya Wisata.

Competence has a positive and significant effect on the performance of
PT employees. Tritama Jaya Wisata. The better the worker's
qualifications, the better the results at PT. Tritama Jaya Wisata.

Authentic leadership has a positive and significant effect on performance
through PT competencies. Tritama Jaya Wisata. Competence acts as a
mediator in the authentic management of employee performance. The
better the leader's authentic leadership, the better the employee's
competence, so that employee performance at the PT will be better.
Tritama Jaya Wisata.

Work Engagement has a positive and significant effect on performance
through PT competencies. Tritama Jaya Wisata. Competence plays a
mediating role in work commitment and employee performance. The
better the Work Engagement at work, the better the competence they
have so the better the employee performance at PT. Tritama Jaya Wisata.

Based on the conclusions, suggestions that can be given are:

14

1. Authentic leadership variables on leader indicators show that beliefs

consistent with actions are the highest. This must be further improved,
leaders can show consistency between beliefs and actions in leadership.
However, further improvement is needed to strengthen consistent
confidence in leadership. Leaders need to combine all aspects of
themselves to create a unity that supports each other. Meanwhile, the
variable for indicators of leaders encouraging each employee to express
opinions is the lowest. It can be proposed that leaders must create an
environment that supports employees' courage in expressing opinions,
encourages critical thinking, and facilitates quick solutions to problems.
Leaders can also encourage employee innovation and creativity by
providing space to contribute and express their ideas. Thus, special
attention needs to be paid to increasing two-way interaction and
communication between leaders and employees.

The work engagement variable is an indicator that 1 have mental
resilience at work. This must be further improved. Mental toughness at
work can be assessed from employee morale which is reflected in high
morale, willingness to make serious efforts at work and determination to
face difficulties at work, as well as thoroughness in minimizing mistakes.
Meanwhile, the indicator that I consider that the work I do gives me
pride in myself is the lowest. So that companies can implement a culture
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that makes employees feel proud of the work they do. This culture will

increase employee ties with the company, the company culture

implemented such as wearing uniforms and using employee ID cards.

3. Competency variable for indicators: I know training related to the field
of work handled. This must be further improved. Companies can
organize training to improve the skills of their employees so that
employees can do their jobs more accurately. Meanwhile, the indicator
that I know procedures for carrying out a work process is the lowest. The
company uses Standard Operating Procedures (SOP) so that every
employee, manager, supervisor and company leader understands the
direction and goals the company wants to achieve. Companies should
establish standard operating procedures (SOP), work orders and work
manuals that are appropriate for all company work processes. Apart
from that, the company should provide training so that employees
understand the work process well.

Employee performance variables based on indicators: I work according
to established procedures. This must be further improved. Companies can
provide rewards as a form of appreciation or appreciation given by the
company to employees as a form of recognition for their performance or
achievement of targets that have been set. Meanwhile, the indicator that I am
responsible for what I do is the lowest. The company wants to provide work
according to the employee's job description. The company can provide soft
skills training that can support employee performance so that this can be
overcome when the employee faces a problem in the future. Employees are also
given warnings or warnings if they often do not take responsibility for what
they have done.

FURTHER STUDY

1. This research has limitations because it was only conducted within PT
Tritama Jaya Wisata with a total of 45 respondents, so it cannot necessarily
be applied to other travel companies or in general. Further research can be
carried out by increasing the number of respondents in various company
branches.

2. The variables used in the research are authentic leadership, work
engagement, employee performance and competency as intervening
variables. Based on the R-square, it is known that employee performance
variables are substantially influenced by authentic leadership, work
engagement and competency variables by 79.1%. Where 20.9% is influenced
by other variables. It is hoped that researchers in future research can use
other variables not examined in this research, such as motivation, work
environment, and discipline, which according to theory influence employee
performance.

15



Azizah, Wardhani

ACKNOWLEDGMENT

This section gave you the opportunities to present gratitude to your
colleagues who provide suggestions for your papers. You can also convey your
appreciation to the financial grants you are accepting, making this paper.

REFERENCES

A.Sri Respati. (2019). Analisis Faktor Kepemimpinan Otentik dan Persepsi
Dukungan Organisasi Pada Work Engagement Staf Organisasi Perhotelan
dengan Efikasi Diri Sebagai Mediatornya. Jurnal Psikologi Integratif. Vol
7. Nomor 2. Halaman 131-152.

Alzghoul Amro, Elrehail Hamzah, Emeagwali.O.L., AIShboul M.K. (2018).
Knowledge management, workplace climate, creativity and performance
The role of authentic leadership.Journal of Workplace Learning Vol.30
No.8, pp.592-612.

Azizi. H. (2019). Pengaruh Gaya Kepemimpinan Terhadap Kinerja Pegawai
Nadam Pusat Statistik di Kalimantan Barat Dengan Work Engagement
Sebagai Variabel Mediasi. Pontianak: Universitas Tanjungpura.

Badan Pusat Statistik. (2023). Diakses pada 5 Agustus 2023 dari
https:/ /www.bps.go.id/id/ pressrelease/2023/08/01/1980 No.
52/08/Th. XXVI, 1 Agustus 2023

Bakker Arnold.B., Du Danyang dan Derks Daantje. (2019). Major Life Events in
Family Life, Work Engagement and Performance: A Test of the Work-
Home Resouces Model. International Journal of Stress Management. Vol.
26. No.3.

Dubbelt Lonneke, Demerouti Evangelia dan Rispens Sonja. (2019). The Value of
Job Crafting for work engagement, task performance and career
satisfaction: Longitudinal and Quasi-Experimental evidence. European
Journal of Work and Organizational Psychology.

Fozia Mubarak dan Ayesha Noor.(2018). Effect of authentic leadership on
employee creativity in project-based organizations with the mediating
roles of work engagement and psychological empowermen. Cogen
Business and Management.

Ghozali. 2018. Aplikasi Analisis Multivariate dengan Program IBM SPSS 25.
Semarang: Badan Penerbit Universitas Diponegoro.

Helm, S., Eggert, A., &Garnefeld, 1. (2019). Modelling the impact of
corporatereputation on customer satisfaction and loyalty using PLS. In: V.
Esposito Vinzi, W. W. Chin, J. Henseler & H. Wang (Eds), Handbook of
partial least squares: Concepts, methods, and applications. Berlin:
Springer (in print).

Henviana. C. Rizkita dan Sutisna. M. (2017). Pengaruh Kepemimpinan Otentik
Terhadap Perilaku Kewargaan Organisasional. Jurnal riset bisnis dan
investasi. Vol 3, No. 3. ISSN 2460-8211.

Hidayat. D., Muhammad.R.A., Ririn. H. (2022). Peran Moderasi
Kepemimpinan Otentik pada Hubungan antara Efikasi Diri dan Motivasi
Personil. Jurnal Daya Saing. Vol 8. No. 01. ISSn 2541-4356.

16



Indonesian Journal of Business Analytics (IJBA)
February, Vol. 4, No. 1, 2024: 1-18

Jacob Wood, Jihye Oh, Jiwon Park dan Woocheol Kim. (2020). The Relationship
Between Work Engagement and Work-Life Blanace in Organizations: A
Review of the Empirical Research. Human Resource Development
Review.

Jang Eunmi. (2021). Sustainable Workplace: Impact Of Authentic Leadership
On Chae-Oriented Organizational Citizenship Behavior And The
Moderating Role Of Perceived Employees Calling. Sustainability.

Jihye Oh, Daeyeon Cho, Doo Hun Lim. (2018). Authentic leadership and work
engagement: the mediating effect of practicing core values. Leadership
and Organization Development Journal, Vol 39.

Kasmir. 2016. Manajemen Sumber Daya Manusia (Teori dan Praktik). PT
Rajagrafindo Persada. Depok

Karadag Engin, PhD dan Bayir Ozge Oztekin, PhD. (2017). The Effect of
Authentic Leadership on School Culture: A Structural Equation Model.
International Journal of Educational Leadership and Management, 6(1),
40-75

Krisnadiputra. A. A. B. B.,, Widiadnya. I. B., Widyawati. S. R. (2022). Pengaruh
Kepemimpinan, Work Engagement dan Motivasi Terhadap Kinerja
Karyawan Villa 69 Umalas Kerobokan Kelod Badung. Jurnal Emas, Vol. 3,
No. 11.

Lisbona Ana, Palaci Fransisco, Salanova Marisa,Frese Micahel. (2018). The
Effects Of Work Engagement And Self-efficacy On Personal Initiative And
Performance. Psicothema, Vol. 30, No 1.

Mangkunegara, A. A. A. P. (2018). Manajemen Sumber Daya Manusia
Perusahaan. (s.Sandiasih,Ed). Bandung: PT. Remaja Rosdakarya Offset.

Mashadi, A. Imron. (2022). Analisis tentang kinerja yang dipengaruhi oleh work
environment dan eork engagement dengan work motivation sebagai
variable entervening. Fadzat Jurnal ekonomi Syariah, Vol 3, No. 01. ISSN
2746-7872.

Mrak Marija. K. dan Kvasic Sanda.G. (2021). The Mediating Role of Hotel
Employees Job Satisfaction and Performance In The Relationship Between
Authentic Leadership and Organizational Performance. Journal of
Contemporary Management Issues.

Nguyen Ha Minh, Nguyen Cuong, NGi Trung Thanh, Nguyen Luan Vinh.
(2019). The Effects of Job Crafting on Work Engagement and Work
Performance: A Study of Vietnamese Commercial Banks. Journal of Asian
Finance, Economics and Business Vol 6 No 2.

Novrandy. R.A dan Tanuwijaya. J. (2022). Pengaruh work-Family Conflict dan
Work Engagement Terhadap Task Performance dan Turnover Intention
Dengan Mediasi Supervisor Support. Jurnal [Imiah Manajemen Bisnis dan
Inovasi Universitas Sam Ratulangi. ISSN 2621-2331.

Nugraheni.R dan Kustya.N.D. (2020). Analisis Pengaruh Work Engagement
dan Kepemimpinan Terhadap Kinerja Karyawan Melalui Komitmen
Organisasional SEbagai Variabel Intervening. Dipenogoro Journal of
Management. Vol 9, No. 02. ISSN 2337-3792.

17



Azizah, Wardhani

Purwanto. A. dan Asbari. M. (2020). Model Pengaruh Gaya Kepemimpinan
Authentic, Authoritarian, Transformational, Transactional Berpengaruh
Terhadap Kinerja : Studi Pada Kinerja Dosen Pergurusn TInggi di Jawa
Tengah. Journal of Education, Psychology and Counseling. Vol 2. No. 01.
ISSN 2716-4446.

Putri. Adinda. N. L. dan Frianto.A. (2022). Pengaruh Self Efficacy Terhadap Job
Satisfaction Melalui Work Engagement Pada Karyawan. Jurnal IImu
Manajemen Vo.10.No 1.

Qodariah. (2019). Analisis Deskripsi Pengaruh Work Engagement Terhadap
Kinerja Karyawan: Ability (A), Effort € Support (s) PT Surveyor
Indonesia. Journal of Management and Business. Vol 1. No 2.

Riva’l, Veithzal. (2005). Manajemen Sumber Daya Manusia untuk perusahaan.
Jakarta: Raja Grafindo Persada.

Schaufeli, W. B. dan Bakker, A.B. (2018). Job demands, job serources and their
relationship with burnout and engagement: a multi-sample study. Journal
of Organisational Behaviour, Vol 25, pp293-315.

Setyawati. S. M dan Nugrohoseno. D. (2019). Praktik SDM, Job Crafting dan
Work Engagement Terhadap Kinerja Karyawan. Jurnal lmu Manajemen
Vol. 7. No. 3.

Shaikh Erum, Watto.W.A., Tunio.M.N. (2021). Impact Of Authentic Leadership
On Organizational Citizenship Behavior By Using The Mediating Effect Of
Psychological Ownership. Etikonomi Vol 21 (1). ISSN 2461-0771.

Solihin. M. B., Sagala. E. ], S.Psi.,, MSc. Psikologi. (2020). Pengaruh Work
Engagement Dan Komitmen Organisasi Terhadap Tingkat Turnover
Intention Karyawan Di PT Telkom Akses Balikpapan. E-Proceeding of
Management: Vol 7, No. 2.

Stephen.P. Robbins. 2018. Perilaku Organisasi. Yogyakarta: Salemba Empat

Su Chin-Yi. (2015). The Impact of Intrinsic Motivation on The Effectiveness of
Leadership Style towards on Work Engagement. Contemporary
Management Research, Vol. 11, No.11.

Trisnawati.A.A., Sianto. K., Seansyah. L. A., Saputra. N. (2021). Holistic Work
Engagement Pada Tenaga Keseharan Di Kota Jakarta Barat: Pengaruh
Digital Quotient, Authentic Leadership Dan Perceived Organizational
Support Selama Covid-19. Jurnal akuntansi, Keuangan dan Manajemen,
Vol 2, No 4. ISSN 2716-0807.

Yang Hoe-Chang. Dan Kim Young-Ei. (2018). The Effects Of Corporate Social
Responbility On Job Performance: Moderating Effects Of Authentic
Leadership And Meaningfulness Of Work. Journal of Asian Finance,
Economics and Business Vol 5 NO 3.

Yogatama. A. dan Nughrohoseno. D. (2021). Pengaruh Authentic Leadership
Terhadap Customer-Oriented Organizational Citizenship Behavior dan
Service Recovery Performance Melaluli Job Crafting dan HR Flexibility.
Jurnal IImu Manajemen Vol 9. No. 3.

Zeb Ali., Rehman. F. U, Imran. M., Ali. M. (2020). Authentic leadership traits,
high performance human resource practices and job performance in
Pakistan. International Journal of Public Leadership. 2056-4929.

18



