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1. Introduction

Human resources are considered as important assets of an organization that are required to be competent according to their
fields and has good performance in the workplace. While the human resources sector is one of the priorities in new trends and
underwent major changes in terms of their repositioning and new roles in companies, Human Resource Management (HRM)
has become a strategic plan in the organization (Jatoba et al., 2019). The performance of human resources must be considered
since it can affect the progress of the organization and the objectives to be achieved. In the last period, most of the articles on
human resource management (HRM) and employee performance focus on human resources in the department of a company,
the selection of professional members can improve organizational performance (Gilirbiiz & Albayrak, 2014). To get good
performance, it takes high morale. Employees who have high morale will be happy and give full attention to their work. Often
the human resources department claims to improve business performance and results but management asks for evidence from
them, and often before the goal occurs they make a decision (McLean, 2006). It takes leaders with high motivation and has
good decisions so that employees have good performance so that the goals of the organization/company can be achieved.
Motivation can utilize a person using all his energy and mind to complete the work. Motivation can be broadly defined as the
conceptuality of work motivation, motivation to work, and motivation to work beyond retirement limits (Pak et al., 2019).
Highly motivated employees will work with full initiative, responsibility and discipline as well as being effective in doing
work. With work performance all work will be completed with satisfying results and as expected. Employee work performance
is also influenced by the leadership style adopted by the leadership. Leaders with good leadership style will have a great
influence on the subordinates they lead so that the company's main goals can be realized. Conversely, if the leader has a bad
leadership style it will make employees unable to carry out their duties and have poor performance. In their understanding,
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leadership theory considers that the impact of effective leadership in organizations can make the level of commitment to
performance, they recognize that the factor of effective leadership can lead to high motivation for employees (Ufua et al.,
2020). So, leaders must change leadership styles that are acceptable and provide comfort for their employees so that employees
have good motivation and good performance. A leader must be able to provide full support for motivation and good perfor-
mance, including in making decisions in the operations of the company/organization, so we need a system that can help leaders
in making decisions properly called the Decision Support System (DSS). The system mentioned only analyzes organizational,
technical and managerial aspects and the like, but other aspects contained in the human element as an organizational asset do
not get any attention at all (Gudauskas et al., 2015). Studies of groups not supported by DSS have found that large groups of
employees with leaders are less likely to split into factions or subgroups and leaders are useful in achieving task-oriented
goals because leadership seems to have an impact on results (Rees & Koehler, 2000). This research was conducted in a non-
profit organization in the form of the National Zakat Institute which manages ZISWAF (Zakat, Infaq, Shodaqoh, and Waqf)
funds, social funds, and CSR (Corporate Social Responsibility).

1.1 Theory and Hypothesis

1.1.1 DSS on Situational Leadership

The decision support system (DSS) has been developed based on the information management system (Yun & Ma, 2020).
There is no definite understanding of the Decision Support System (DSS), the aim is to provide decision support through
employee performance and systems (Gil et al., 2020). A lot of research on leadership theory in general really supports perfor-
mance well, but if seen from the viewpoint of situational leadership theory, there are still some things that need to be improved
and revised from this leadership theory. Although this system is the most widely known theory in the situational leadership
domain, it is still one model that has not been proven by research (Thompson & Vecchio, 2009). Therefore, several theories
state the need for system support that is integrated with management in order to make good decision patterns in situational
leadership theory. In addition, several studies on DSS prove that it not only affects group leadership but also affects leadership
styles with the help of DSS (Kahai & Avolio, 2013). However, the situational leadership style and conformity with what has
been agreed upon will leave a profound history of the effectiveness of the DSS group (Rees & Koehler, 2000). The most
important thing in the context of the DSS examination process is that there are several models that can be used for scientific
literacy, some of these models are in descriptive form, including in the contingency model (Bose & Paradice, 1999). According
to (Thompson & Vecchio, 2009) statement of the invincible dimension of situational leadership is as follows:

1. Telling (instructional style leader) with indicators as following: Describe the roles of each, effective two-way com-
munication, make a decision, additional instructions to clarify.

2. Selling (consulting style leader) with indicators as following: Decisions and opportunities for clarification, follower
level of followers, encouragement to improve the performance of subordinates.

3. Participation (leader style) with indicators as follows: Active listener, support subordinates in taking risks, give praise
to subordinates' task reports, build self-confidence.

4. Delegating (leader delegation style) with indicators as following: General description of the task, monitor the activ-
ities of subordinates, encourage the achievement of goals.

1.1.2 Motivation

Motivation guides behavior e it helps to determine what individuals do, and how they do it (Meyer et al., 2004). To date, little
is known about why some line management developed certain types of leadership and not others, and there have been several
attempts to explain the dominance of leadership motivation (Kanat-Maymon et al., 2020). For instance, (Chan & Drasgow,
2001) explains about effective leadership by looking at the individual's point of view in the motivation to lead. However, the
explanation of the will to lead is how one person chooses to lead in a different way than others. Work motivation is said to be
linked to the delivery of quality of service by enhancing workers’ performance as well as directing them towards personal and
cooperation goals (Al-hassan et al., n.d.). There are two major types of motivation, i.e., intrinsic motivation (IM) and extrinsic
motivation (EM) (Chai et al., 2017). Work motivation indicators used by researchers is Abraham Maslow's hierarchy of needs
theory. This theory is also expressed in the research (Mawere et al., 2016). The theory expressed is:

1. Physical Needs. Is a basic need of humans who can in the form of food, drink, rest, biological needs and others, etc.
Safety and Security Needs. After physical needs, then next is the need such as security, health insurance, security
assurance work, and retirement benefits.

3. Social Needs. Social needs are needs A and accepted by the social environment. An example of a working group
compact, a good relationship between individuals and friendship.

4. Esteem Needs. This need is in the form of rewards for employees who excel in the form of recognition of their
abilities and expertise.

5. Self-Actualization Needs. It is a need that resides in the individual placement in environment and self-development
which can be there is a development / clear career path, present it promotion or promotion for employees who excel
or involve employees in various activities that have challenges.
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From the description above, it can be seen that a person's work motivation consists of 5 (five) needs. Work motivation can
affect the success of performance in an organization/company. Therefore, it is assumed that the DSS on situational leadership
can improve work motivation by measuring it by the indicators that have been described. We, therefore, propose the following
research hypothesis:

H-1. DSS on situational leadership has a positive relationship with work motivation.
1.1.3 Employee Performance

Today, anxiety and mental stress are the most common problems affecting individual circumstances and behavior. It is be-
lieved that good leadership is necessary to influence individual performance and productivity (Kour et al., 2019). The 21st
Century workplace heavily depends on advancement on technology, hence putting pressure on both the employees and the
organization in terms of performance and productivity (Chan & Drasgow, 2001). The job performance scale developed by
(Williams & Anderson, 1991) is composed of an in-role behavior and an organizational citizenship behavior subscale, and is
evaluated by supervisors; however, self-assessment has also been adopted in later studies (Zhang & Liu, 2020). The approach
taken to measure employee performance is a three-component model (Allen & Meyer, 1990).

1. Affective Commitment (AC): Affective Commitment is the level of emotional attachment and how the employee's
involvement is shown in working optimally. This aspect focuses on the psychological approach of employees with
the company; their organization wants to continue working in the company (Meyer et al., 2004).

2. Continuance Commitment (CC): Continuance Commitment is when employees realize that costs are being used to
leave the organization. This cost is viewed from the loss of benefits or loss of a strategic position as well as the
rewards achieved in connection with that position (Meyer et al., 2004).

3. Normative Commitment (NC): Normative Commitment is when employees have an obligation to remain committed
to the company. This obligation is due to a sense of indebtedness because the company has invested time and money
in its obligations and continues to support other employees in their obligations in the company (Meyer et al., 2004).

By considering various indicators of the theory it is formulated that:
H-2 Work motivation has a positive relationship with employee performance.
H-3 DSS on situational leadership has a positive relationship with employee performance.

2. Method

This study uses a quantitative approach to get a clear picture of the results achieved. Quantitative methods are especially
important to explore the extent and variation of change (within and across units) induced by the implementation strategies
(Smith & Hasan, 2020). With a quantitative approach, this study uses a population and a sample, collecting certain data with
the aim of testing the predetermined hypothesis (ARIF et al., 2020). This type of research uses a questionnaire with a Likert
scale in the form of a checklist. Likert method for measuring attitudes by combining the scores of each question. This method
is called the sum ranking (Salkind, 2012). Each question has a five-scale response: least, less, moderate, more, and most with
the scores for the scale being 1, 2, 3, 4, and 5, respectively (Vonglao, 2017). The scale used in measuring the variable indicator
with a total of 70 respondents with weighted values are:

Table 1
Score Likert
Code Information Score
SA Strongly Agree 5
A Agree 4
SIA Simply Agree 3
DA Disagree 2
SDA Strongly Disagree 1

The index in the form of a percentage is calculated by:
Index (%) = (Total Score / Maximum Score) x 100
After calculating the index in the form percentage, then the assessment interval can be seen as in under:

Index 0% - 19.99% : Score “1”  Index 40% - 59.99% : Score “3”  Index 80% - 100% : Score “5”
Index 20% - 39.99% : Score “2”  Index 60% - 79.99% : Score “4”

This study uses work motivation latent variables (variables that cannot be measured directly and must use several indicators
or questionnaire statements), has a hierarchical hypothesis simultaneously, and is exploratory or extended to theory so that
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the data is analyzed using the path analysis method or path analysis. Path analysis describes the important flows associated
with paper citations. it is a technique that can explain academic relationships, behind the scenes, and broader lines of science
by visualizing the use of citations between institutions (Jung & Lee, 2020). Path analysis in this study was carried out using
smartPLS 3.0. Partial least squares (PLS) regression is a widely used method in the chemometrics community that can handle
the high dimensional and high correlated spectroscopy datasets (Wold et al., 2001). The original form of PLS regression
extracts some latent variables obtained from all variables, which cannot choose which one is more important (Li et al., 2019).
Much literature about the variable selection in PLS have appeared over the last two decades. Generally, these methods can be
categorized into three types: filter, wrapper, and embedded methods (Mehmood et al., 2012).

The steps in the analysis using PLS are as follows:

1. Designing a Measurement Model (Outer Model)

Measurement model to determine the validity and reliability relates the indicator to its measured latent variable in 3 (three)
ways, namely:

1.1 Convergent Validity
Measuring the magnitude of the correlation between the constructs and the latent variables which can be seen from the stand-
ardized loading factor. The standardized loading factor describes the magnitude of the correlation between each measurement
item (indicator) and its construct which is said to be valid if it has a value > 0.5.

1.2 Discriminant Validity
Comparing the discriminant validity and the square root of the average variance extracted (AVE) assessed based on the cross-
loading measurement with the construct. If the value is higher than the correlation value between constructs, a good discrimi-
nant validity will be achieved. The AVE calculation formula is:

SAi?

AVE= A%+ 21 var (&)

1.3 Composite Reliability
If the value of composite reliability > 0.8, it can be said that the construct has high or reliable reliability and > 0.6 is said to
be quite reliable.

2. Designing the Structural Model (Inner Model)
The evaluation was carried out using the R-square (R2) for the dependent construct, the Stone-Geisser Q-square test for the
relevant predictive and t-test as well as the significance of the structural path parameter coefficient. R2 can be used to assess
substantive effects between the independent latent variables and the dependent latent variables.

3. Hypothesis Testing (Resampling Bootstrapping)
The design of hypothesis testing in this study is presented based on research purposes. The confidence level used is 95% so
that the inaccuracy limit is (o) = 5% = 0.05 and produces t-table value of 1.96.
The conceptual model in Fig. 1 shows the outline of the research flow carried out.

Hs

Hi Ha

DSS on Motivation Employee
Performance

situational leadership

Fig. 1. Theoretical model showing hypothesized relationships among the DSS on situational leadership, motivation and em-
ployee performance

3. Result
3.1 Respondent Characteristics
The census sample was taken by all employees totaling 70 respondents, which are interrelated between top management and

line management. To see respondents' responses to the DSS indicators on situational leadership styles on work motivation
and employee performance are:

Table 2
Index Score Variable
. Average Score Total Average
Variable SA A SIA DA SDA Score fndex
DSS on Situational Leadership (X) 107.92 140 31.25 6 0 285.17 81.48 %
Motivation (Z) 110.67 141.6 322 3.4 0 287.8 82.23 %

Employee Performance (Y) 114.67 154.13 222 1.93 0.06 293 83.71 %
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To determine the percentage value of the Likert scale answers, it is determined from the number of answers that have been
filled in by the respondent. Table 2 data shows that the number of respondents for the DSS variable on situational leadership
is 81.48%, indicating that the role of the DSS is crucial in determining decisions taken by leaders to support employee per-
formance. Motivation also has a percentage value of 82.23%, indicating that many respondents agree with the criteria proposed
by researchers regarding the close relationship between DSS on situational leadership and motivation in determining employee
performance improvement. Research (Kanat-Maymon et al., 2020) also reveals the same thing that certain types of motivation
associated with certain leadership styles will be related to the work motivation of their subordinates.

3.2 Measurement Model (Outer Model)

In analyzing the measurement model, the PLS model is evaluated by evaluating the outer and inner models. Before measuring
the outer model, an image of the algorithm results will first be presented:

216
Fig. 2. The Measurement Model

Fig. 2 shows that there are several indicators that have values to measure constructs. The use of loading factors according to
the image is to test the convergent validity of each variable, so the higher the loading factor value, the better. PLS model
evaluation is done by evaluating the outer model and inner model. Table 3 shows the outer loadings for the DSS variable on
situational leadership measured by 5 indicators (Xi.1 - Xi5), with a loading value range of 0.705 - 0.813. Because the five
research indicators have a loading range of more than 0.50 and the t count of each indicator is greater than 1.96, the five
indicators have accuracy in forming the DSS variable on situational leadership. Table 4 shows the external loading for the
DSS variable on situational leadership as measured by 9 indicators (Z;.1 - Z.9), with a loading value range of 0.765 - 0.852.

Table 3
Outer Loadings DSS on Situational Leadership (X)
Variable Sample Original (O) Mean (M) Standard Deviation (STDEYV) T-Statistic (O/STERR)
X1 0.726 0.721 0.077 9.373
Xia 0.813 0.807 0.043 19.094
X3 0.731 0.726 0.063 11.542
Xia 0.801 0.793 0.055 14.469
Xis 0.705 0.695 0.080 8.769

Because the five research indicators have a loading range of more than 0.50 and the t count of each indicator is greater than
1.96, the five indicators have accuracy informing work motivation variables. The last variable is employee performance as
measured by 8 research indicators (Y11 — Y1s). The eight indicators have a loading range of 0.727 - 0.876 whose loading
value is greater than 0.50 and the calculated t value is greater than 1.96. This means that the research indicators are cor-
rect/valid in forming employee performance variables. Based on the results of the convergent validity test, it can be concluded
that all research indicators in testing the hypothesis have met the convergent validity requirements. This can be seen from the
loading value for each indicator that has met the rule of thumb required for partial least square analysis. One way to compute
convergent validity coefficients involves having an individual who is well acquainted with the target complete the same ques-
tionnaires in a peer rating format and then to correlate the peer responses with the target responses to items (Plouffe et al.,
2017). Furthermore, the discrimination validity test is assessed from the cross-loading which aims to find out which constructs
have adequate discrimination. The outer loadings table above shows the cross-loading value of the DSS on situational lead-
ership, work motivation, and employee performance which has a higher loading value than other loading values. The results
of measuring the validity of discrimination on the DSS on situational leadership, work motivation, and employee performance
are declared valid.
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Table 4
Outer Loadings Motivation (Z)
. Sample o L
Variable Original (0) Mean (M) Standard Deviation (STDEV) T-Statistic (O/STERR)
VAR 0.771 0.765 0.069 11.182
Z12 0.849 0.845 0.044 19.458
Zi3 0.766 0.766 0.062 12.274
Zia 0.832 0.829 0.049 17.109
Zys 0.852 0.849 0.048 17.700
Zis 0.765 0.756 0.064 12.027
Z7 0.785 0.777 0.057 13.684
Zis 0.768 0.765 0.049 15.783
Ziy 0.782 0.775 0.058 13411
Table 5
Outer Loadings Employee Performance (Y)
Variable Sample Original (O) Mean (M) Standard Deviation (STDEV) T-Statistic (O/STERR)
Y 0.727 0.724 0.086 8.454
Yi2 0.816 0.813 0.047 17.201
yi3 0.820 0.818 0.041 20.165
Yia4 0.845 0.840 0.042 20.297
Yis 0.846 0.846 0.038 22.338
Yis 0.876 0.877 0.030 29.036
Yi7 0.802 0.802 0.039 20.564
Yis 0.737 0.729 0.073 10.063
Table 6
Composite Reliability and AVE
Variable Composite Reliability AVE
DSS on Situational Leadership (X) 0.920 0.572
Motivation (Z) 0.938 0.636
Employee Performance (Y) 0.940 0.656

To check convergent validity, each Average Variance Extracted (AVE) latent variable is evaluated. Again from table 6, it is
found that all AVE values are greater than the acceptable threshold of 0.5 so that the convergent validity is confirmed (Wong,
2013). The AVE value of the DSS on situational leadership variable is 0,572, work motivation variable is 0,636 and the last
employee performance variable is 0,656, This shows that the average value of these variables has a convergent value that
meets the standard requirements. Whereas for composite reliability it is said to have high reliability or reliable if the composite
reliability value is more than 0.8 and it is declared quite reliable if the composite reliability value is more than 0.6 (Wong,
2013). The composite reliability value of the situational leadership variable is 0.920, the work motivation variable is 0.938
and the employee performance variable is 0.940. All variables have a composite reliability value of more than 0.8 and it can
be concluded that the construct has high reliability.

3.3 Structural Model (Inner Model)

The structural model was tested with the R Square value from the goodness fit model test (Xiaohui, 2016). To measure the
level of validity of forming the independent variable on the dependent variable, namely R2. The prediction model of the
research model used is said to be good if the R? value is high based on the results of the R Square calculation processed with
Smart PLS 3.0. Based on Table 7 above, the DSS on situational leadership (X) affects work motivation (Z) has an R? value
of 0.622 or 62.2%, which states that the model is "strong" or has a substantive influence on work motivation variables and
employee performance and the rest 37.8% is influenced by other variables not included in this study. DSS on situational
leadership (X) and work motivation (Z) affect employee performance (Y) has an R? value of 0.616 or 61.6% which also means
that the model is "strong" or has a substantive influence on employee performance variables.

Table 7
R Square Value
Variable Value R?
Motivation (Z) 0.622
Employee Performance (Y) 0.616

Path Coefficient Analysis

In the structural model, the estimated coefficient value for the path relationship is obtained after bootstrapping which is pro-
cessed with Smart PLS 3.0 (Xiaohui, 2016). The results of the path coefficient analysis show that DSS on social leadership
has not made a positive contribution to employee performance with a t value of less than 1.96. whereas DSS on situational
leadership has a very large impact on employee motivation with a t value greater than 1.96. Conversely, the t value for work
motivation also has not made a positive contribution to employee performance in accordance with the table values that have
been tested.



E. Wuryani et al. / Management Science Letters 11 (2021) 371

Table 8
Path Coefficient
Variable Sample Mean Standard Deviation T-Statistic Information
Original (O) ™) (STDEYV) (O/STERR)
DSS on situational Leadership =» Motivation 0,494 0,475 0,159 3114 Significant
Motivation =» Employee Performance 0,167 0,161 0,136 1,231 Not significant
DSS on situational Leadership = Employee Performance 0,113 0,126 0,136 0,831 Not significant

4. Discussion

Keen (1980) stated that the purpose of the DSS is to assist the leader in making decisions, solve semi structured problems,
support assessments, and improve the effectiveness of decision making and not for efficiency. From the results of testing the
hypothesis that the DSS on situational leadership has a positive and significant effect on motivation working with the original
sample of 0.494 and a T-statistic value of 3.114 which indicates a value of > 1.96. DSS on situational leadership can motivate
work in various ways in order to achieve the organizational goals that have been set. Assistance from DSS can encourage
leaders who are able to adapt to employee conditions to help employees have high work motivation so as to produce a good
performance and contribute to achieving organizational goals. By measuring the indicators described in theory, effectiveness
occurs in relation to work motivation. With the help of DSS, the leadership style will be more effective in building relevant
closeness to subordinates. Leaders will find it easier to adjust to the conditions experienced by employees in completing all
their work. From the research results, it is clear that the value of the positive relationship between DSS on situational leader-
ship and work motivation is clear. Different results occurred in the DSS value on situational leadership with employee per-
formance and work motivation with employee performance which did not show a positive relationship between variables. in
leadership relationships that have been supported by the existence of a DSS, for example, attendance, digital recording of
work results and digital work hours calculations can help leaders make decisions to reward outstanding employees, but this
has not happened and decisions are still being made in an unstructured manner with managers as the main control of the
decision system is not based on the percentage of performance shown by the system. The impact of unstructured decisions
such as this makes work motivation also shows a negative number so that there is no significant effect on employee perfor-
mance.

5. Conclusion

1. There is a positive and significant influence between DSS on situational leadership and work motivation with the original
sample. Thus, leaders who apply situational leadership well will increase employee motivation. Employees who have high
work motivation will continue to do better in completing the job responsibilities that have been given.

2. There is a positive and insignificant influence between leadership Situational and employee performance with the original
sample so it can be concluded that Hy is accepted and H; is rejected. Thus, leaders who implement DSS on situational
leadership have not improved employee performance. If the DSS on situational leadership is implemented poorly, it will
reduce employee performance.

3. There is a positive and insignificant influence between work motivation and employee performance with the original
sample so that it can be concluded that Hy is accepted and H; is rejected. Thus, high work motivation does not necessarily
improve employee performance. Good employee performance will be achieved by carrying out work with discipline and
responsibility.

References

Al-hassan, A., Papaioannou, M., Skancke, M., & Sung, C. C. (n.d.). Sovereign Wealth Funds: Aspects of Governance Struc-
tures and Investment Management.

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and normative commitment
to the organization. Journal of Occupational Psychology, 63(1), 1-18.

ARIF, D., YUCHA, N., SETIAWAN, S., OKTARINA, D., MARTAH, V., & MUTTAQIIN, N. (2020). Applications of
Goods Mutation Control Form in Accounting Information System: A Case Study in Sumber Indah Perkasa Manufacturing,
Indonesia. The Journal of Asian Finance, Economics and Business, 7(8), 419—424.

Bose, U., & Paradice, D. B. (1999). The effects of integrating cognitive feedback and multi-attribute utility-based multicriteria

decision-making methods in GDSS. Group Decision and Negotiation, 8(2), 157—-182.

Chai, S. C., Teoh, R. F., Razaob, N. A., & Kadar, M. (2017). Work motivation among occupational therapy graduates in
Malaysia. Hong Kong Journal of Occupational Therapy, 30, 42—48.

Chan, K. Y., & Drasgow, F. (2001). Toward a theory of individual differences and leadership: understanding the motivation
to lead. The Journal of Applied Psychology, 86(3), 481-498.

Gil, M., Wrobel, K., Montewka, J., & Goerlandt, F. (2020). A bibliometric analysis and systematic review of shipboard deci-
sion support systems for accident prevention. Safety Science, 128(March), 104717.

Gudauskas, R., Jokubauskiene, S., Zavadskas, E. K., Kaklauskas, A., Binkyte, A., Peciure, L., Budryte, L., & Prialgauskas,



372

D. (2015). Intelligent decision support system for leadership analysis. Procedia Engineering, 122(Orsdce), 172—180.

Giirbiiz, T., & Albayrak, Y. E. (2014). An engineering approach to human resources performance evaluation: Hybrid MCDM
application with interactions. Applied Soft Computing Journal, 21, 365-375.

Jatoba, M., Santos, J., Gutierriz, 1., Moscon, D., Fernandes, P. O., & Teixeira, J. P. (2019). Evolution of artificial intelligence
research in human resources. Procedia Computer Science, 164, 137-142.

Jung, H., & Lee, B. G. (2020). Research trends in text mining: Semantic network and main path analysis of selected Journals.
Expert Systems With Applications, 113851.

Kahai, S. S., & Avolio, B. J. (2013). Effects of leadership style and anonymity on the discussion of an ethical issue in an
electronic meeting system context. Leadership at a Distance: Research in Technologically-Supported Work, 95-125.
Kanat-Maymon, Y., Elimelech, M., & Roth, G. (2020). Work motivations as antecedents and outcomes of leadership: Inte-

grating self-determination theory and the full range leadership theory. European Management Journal.

Keen, P. G. (1980). Adaptive design for decision support systems. Acm Sigoa Newsletter, 1(4-5), 15-25.

Kour, J., El-Den, J., & Sriratanaviriyakul, N. (2019). The Role of Positive Psychology in Improving Employees’ Performance
and Organizational Productivity: An Experimental Study. Procedia Computer Science, 161, 226-232.

Li, C.-Q., Xiao, N., Wen, Y., He, S.-H., Xu, Y.-D., Lin, Y.-W., Li, H.-D., & Xu, Q.-S. (2019). Collaboration patterns and
network in chemometrics. Chemometrics and Intelligent Laboratory Systems, 191, 21-29.

Mawere, M., Mubaya, T., Reisen, M., & van Stam, G. (2016). Maslow’s Theory of Human Motivation and its Deep Roots in
Individualism: Interrogating Maslow’s Applicability in Africa.

McLean, M. (2006). Evaluating the importance and performance of the human resources function: An examination of a me-
dium sized Scottish retailer. Journal of Retailing and Consumer Services, 13(2), 143—156.

Mehmood, T., Liland, K. H., Snipen, L., & S&bg, S. (2012). A review of variable selection methods in Partial Least Squares
Regression. Chemometrics and Intelligent Laboratory Systems, 118, 62—69.

Meyer, J. P., Becker, T. E., Hautes, E., & Vandenberghe, C. (2004). Employee commitment and motivation : A conceptual
analysis and integrative model, §9(6), 991-1007.

Pak, K., Kooij, D. T. A. M., De Lange, A. H., & Van Veldhoven, M. J. P. M. (2019). Human Resource Management and the
ability, motivation and opportunity to continue working: A review of quantitative studies. Human Resource Management
Review, 29(3), 336-352.

Plouffe, R. A., Paunonen, S. V., & Saklofske, D. H. (2017). Item properties and the convergent validity of personality assess-
ment: A peer rating study. Personality and Individual Differences, 111, 96—105.

Rees, J., & Koehler, G. J. (2000). Leadership and group search in group decision support systems. Decision Support Systems,
30(1), 73-82.

Salkind, N. J. (Ed.). (2010). Encyclopedia of research design (Vol. 1). Sage.

Smith, J. D., & Hasan, M. (2020). Quantitative approaches for the evaluation of implementation research studies. Psychiatry
Research, 283(March), 112521.

Thompson, G., & Vecchio, R. P. (2009). Situational leadership theory: A test of three versions. Leadership Quarterly, 20(5),
837-848.

Ufua, D. E., Salau, O. P., Ikpefan, O., Dirisu, J. I., & Okoh, E. E. (2020). Addressing operational complexities through re-
inventing leadership style: A systemic leadership intervention. Heliyon, 6(7), €04270.

Vonglao, P. (2017). Application of fuzzy logic to improve the Likert scale to measure latent variables. Kasetsart Journal of
Social Sciences, 38(3), 337-344.

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational commitment as predictors of organizational
citizenship and In-Role behaviors. Journal of Management, 17(3), 601-617.

Wold, S., Sjostrom, M., & Eriksson, L. (2001). PLS-regression: a basic tool of chemometrics. Chemometrics and Intelligent
Laboratory Systems, 58(2), 109—130.

Wong, K. K. K.-K. (2013). 28/05 - Partial least squares structural equation modeling (PLS-SEM) techniques using SmartPLS.
Marketing Bulletin, 24(1), 1-32.

Xiaohui, Y. (2016). Chapter 4 - Data Analysis 87. In Politeness and Audience Response in Chinese-English Subtitling.

Yun, Y., & Ma, D. (2020). Human—computer interaction-based Decision Support System with Applications in Data Mining.
Future Generation Computer Systems.

Zhang, C., & Liu, L. (2020). The effect of job crafting to job performance. Knowledge Management Research and Practice,
00(00), 1-10.

© 2020 by the authors; licensee Growing Science, Canada. This is an open access article distrib-
@ uted under the terms and conditions of the Creative Commons Attribution (CC-BY) license
(http://creativecommons.org/licenses/by/4.0/).




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


