A
AL
]
LV '\ %>
tloalia
(W)

INIVERSITAS ISLAM NEGER!
RADEN MAS SAID

~~~~~~~

Shirkah: Journal of Economics and Business
Vol. 11, No. 2 (2026), page 323-351 &

p-ISSN: 2503-4235 e-ISSN: 2503-4243
Journal homepage: http://shirkah.or.id/new-ojs/index.php/home

Shirkah

Research Paper

Servant Leadership, Organizational Values, and Civil Servant
Performance: The Moderating Role of Religiosity

Abdul Jalil>?*, Syahrir Natsir 2, Bakri Hasanuddin®3, Andi Indriani Ibrahimb#

aFaculty of Islamic Economics and Business, Universitas Islam Negeri Datokarama Palu, Indonesia
b Faculty of Economics and Business, Universitas Tadulako, Indonesia

labdul_jaliil@iainpalu.ac.id", 2syahir.natsir@yahoo.Com, Spakrihasanuddin62@gmail.com,

4andi.indriani.ibrahim@gmail.com

*Corresponding author

ARTICLE INFO

ABSTRACT

Keywords

Civil Servant
Performance;
Organizational Values;
Religiosity; Servant
Leadership

Article history

Received: 26 March 2026
Revised: 17 August 2026
Accepted: 26 August 2026
Available online: 28
August 2026

To cite in APA style
Jalil, A., Natsir, S.,
Hasanuddin, B. &
Ibrahim, A. I. (2026).
Servant leadership,
organizational values,
and civil servant
performance: The
moderating role of
religiosity. Shirkah: Journal
of Economics and Business,
11(2), 323-351.

Limited research has examined the combined effects of servant
leadership and institutional work culture on civil servant
performance in religious public organizations facing budget
efficiency constraints. This study analyzes the roles of servant
leadership and the work culture of Indonesia’s Ministry of Religious
Affairs in influencing employee performance, with religiosity
considered as a moderating factor. The Ministry has demonstrated
improved organizational performance, as reflected in higher SAKIP
and Bureaucratic Reform Index scores; however, civil servants
continue to face significant operational challenges following the
2025 budget efficiency policy. A survey was conducted among 404
civil servants from the Regional Office of the Ministry of Religious
Affairs of Central Sulawesi, the Ministry of Religious Affairs Office
of Palu City, and UIN Datokarama Palu. Using the Slovin formula
and proportional stratified random sampling, 201 respondents were
selected. Data were collected through a questionnaire and analyzed
using PLS-SEM with SmartPLS. The findings show that servant
leadership has no significant effect on employee performance,
whereas institutional work culture has a positive and significant
effect. Religiosity does not strengthen the relationship between
servant leadership and employee performance but significantly
strengthens the relationship between work culture and employee
performance. These findings suggest that improving institutional
work culture while considering employees’ religiosity is essential
for enhancing performance in religious public institutions.
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Introduction

Across all types of organizations, employee performance is a defining criterion for
organizational effectiveness. Employee performance is the quality and quantity of work an
employee can produce while carrying out assigned responsibilities (Abbas et al., 2025).
Performance of employees reflects the effectiveness of an organization’s programs and
policies in achieving the goals and mission of the organization (Stephens & Stephens, 2025).
Performance of employees in the public sector is not just about individual employees and
their productivity. Employee performance directly impacts the quality of public service,
effective administration, and an institution's accountability (Gagahriyanto, 2023). This issue
is more problematic in the Ministry of Religious Affairs after the issuance of Presidential
Instruction Number 1 of 2025 concerning the Efficiency of State Revenue and Expenditure
Budget (APBN) and Regional Revenue and Expenditure Budget (APBD) spending and the
Circular Letter of the Secretary General of the Ministry of Religious Affairs Number SE.12
of 2025 concerning Budget Efficiency. Although some of the policies are intended to
encourage accountable and effective budget management, these policies may also create
operational challenges. Declining budgets may lead to a reduction in supporting facilities,
an increase in employees’ workload, and a restriction on employee mobility in the provision
of public services.

This study is more urgent due to the performance paradox in the Ministry of Religious
Affairs. Positive trends in the institutional performance of the Ministry can be seen in the
improvement of the Government Agency Performance Accountability System (SAKIP)
score for 2024 when compared to 2022 (83.45 and 82.34, respectively) and an improvement
in the Bureaucratic Reform Index in the same period (77.52 and 75.29, respectively). These
achievements indicate progress in accountability, bureaucratic reform, innovations in
digital and religious services, halal certification, and religious moderation and public
information (Ministry of Religious Affairs, 2025). However, macro-level achievements of
institutions do not describe the performance level of the employees in the operating units.
With the implementation of the 2025 Budget Efficiency Policy, employees of the civil service
continue to face limited operational support, increased workload, decreased official travel,
slow administrative services, and low digital skills. This is a valid concern given the results
of other studies that focus on public service employee performance and demonstrate the
importance of support and clarity of the organization and the level of resources available
(Wardhana et al., 2023). Budget efficiency leads to performance only if it is implemented
with an effective evaluation system and employee motivation (Tri & Joko, 2023). Evidence
from three work units, namely the Regional Office of the Ministry of Religious Affairs of
Central Sulawesi, the Ministry of Religious Affairs Office of Palu City, and UIN Datokarama
Palu, shows that the overall performance of civil servants is moderate, specifically in work
quality and discipline. The scores for work quality were 3.3, 3.2, and 3.1, respectively,
whereas the scores for work discipline were 3.1, 3.0, and 2.9, respectively. This represents
the need to evaluate the non-financial factors that maintain and enhance the performance of
employees in the face of budgetary constraints and efficiency.

Previous studies have connected several factors, including servant leadership, to
employee performance. A servant-leader is first and foremost a servant before a leader
(Ningrum & Ningsih, 2021). This involves the development of employees, trust, and
commitment, as well as the performance of Organizational Citizenship Behavior (Raziq et
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al., 2024). This style of leadership is appropriate for Indonesia's collectivism and can be
considered a twenty-first-century leadership paradigm (Hanafiah and LI, 2024). Empirical
studies have found that servant leadership has a positive impact on public service
motivation and proactive service behavior, and can be considered a positive contributor to
employee performance (Schwarz et al., 2016). Aside from leadership, work culture also has
an important role to play in employee performance. Work culture is an organization’s set of
shared values, beliefs, and norms (Zainuddin & Nasikhah, 2021). In the work culture of the
Ministry of Religious Affairs, these values take the form of five core values: integrity,
professionalism, innovation, responsibility, and exemplary conduct (Tarib et al., 2023).
Several studies have found that work culture, in a positive light, has an impact on employee
performance (Mambang & Harmini, 2015; Umam & Marwansyah, 2026; Kulsum &
Indrarini, 2023). Both servant leadership and work culture appear to be important
organizational factors that contribute to employee performance.

A parallel line of research treats religiosity as a personal value system that can impact
workplace behavior. For Glock and Stark, religiosity consists of belief, practice of religion,
experience, knowledge, and daily use of religious values (Yusuf et al., 2024). It is said that
through religiosity, Islamic work ethics of being sincere, trustworthy, and having
responsibility, discipline, and dedication in service can be developed (Muchlis & Gani,
2017). These values support the vision of Ikhlas Beramal, which the Ministry of Religious
Affairs advocates. Several studies indicate that religiosity can develop the discipline of civil
servants, enhance their job satisfaction, and help employees cope with policies that carry
heavy workloads (Olukolajo & Oyetunji, 2025; Bal & Kokalan, 2021; Novrizha et al., 2025).
Nonetheless, unevenness in the implementation of work culture, especially in disciplinary
aspects, innovation, and professionalism, has been documented. These findings are from
achievements obtained by the Regional Office of the Ministry of Religious Affairs of Central
Sulawesi (Ministry of Religious Affairs, 2022-2024). Despite all the accomplishments
achieved by the Regional Office of the Ministry of Religious Affairs of Central Sulawesi,
unevenness has been documented in the culture of work, especially in disciplinary aspects,
innovation, and professionalism. It is necessary to study religiosity and the culture of work
in institutions in order to determine how value-based factors contribute to the performance
appraisal of employees.

Though some progress has been made, there are still gaps in the existing literature.
First, most of the previous studies have dealt with work culture and servant leadership in a
fragmented way. Thus, knowledge about how values and leadership integrate with civil
servants' work performance is still limited. Second, most of the aforementioned studies were
carried out in relatively normal conditions in organizations, with little consideration paid to
the fiscal pressures created by budget-efficiency policies imposed on public institutions.
Third, studies on work culture have not analyzed the Ministry of Religious Affairs’ five
work-culture values as an institutional mechanism for discipline, professionalism,
innovation, responsibility, and exemplary conduct. Fourth, though religiosity is related to
discipline, job satisfaction, and organizational behavior, it has seldom been considered as a
controlling factor in the relationship of servant leadership, work culture, and employee
performance within a religious-value-based bureaucracy. Therefore, the study's originality
is not only within its specific institutional context, but also in its theory. It treats servant
leadership as a type of relational leadership, work culture as a system of institutional values,
and religiosity as an internalized moral-spiritual value system that can confirm and refute

Jalil et al. (Servant Leadership, Organizational Values, and Civil Servant Performance: The Moderating ..)


http://issn.pdii.lipi.go.id/issn.cgi?daftar&1461031029&1&&

e-ISSN: 2503-4243 Shirkah: Journal of Economics and Business 326
Vol. 11, No. 2 (2026), page 323-351

the effects of leadership and work culture on employee performance. This theory will
develop servant leadership and culture in an organization as well as the value-based
management of performance in a publicly funded bureaucracy with a religiously oriented
bias.

These gaps guide this study in exploring the impacts of servant leadership and the
work culture values of the Ministry of Religious Affairs on employee performance in the
presence of the moderator, religiosity. This study aims to answer three main questions. The
first question is: How does servant leadership influence employee performance? The second
question is: How do the work culture values of the Ministry of Religious Affairs impact
employee performance? The last question is: How does religiosity moderate the
relationships between servant leadership and work culture values, and employee
performance? This study is different from the others because it is focused on the Ministry of
Religious Affairs civil servants in Palu City, Indonesia, in the jurisdiction of the Regional
Office and the Ministry of Religious Affairs Office of Palu City and UIN Datokarama Palu.
This study aims to extend the research on the impacts of leadership and the institutional
culture of religious values on civil servant performance in a religious public institution
under a budget-efficiency constraint.

Hypotheses Development

This study applies Social Exchange Theory (SET) to servant leadership, work culture,
religiosity, and employee performance. From this perspective, relations in an organization
are characterized by the reciprocal relationships of employees, leaders, and institutions.
When employees perceive that they have received good treatment from their leaders and
organizations, they respond with greater commitment and work performance and are
prepared to fulfil their responsibilities. In this study, servant leadership is a relational
exchange approach, work culture is an institutional value approach, and religiosity is an
internal moral-spiritual approach that can strengthen or strain employees' responses to
leadership and corporate values (see Figure 1).

Servant Leadership and Employee Performance

According to Greenleaf (1997), Servant Leadership emphasizes the necessity of service
as the first prerequisite of leadership. In this case, leaders need to reorient their perspective
and place their subordinates’” interests and needs at the heart of their concerns (Stephens &
Stephens, 2025). The main features of servant leadership include: empowerment, empathy,
humility, and the transformation and development of individual talent (Rusli et al., 2023).
From the perspective of Social Exchange Theory, servant leadership also has the ability to
stimulate the performance of employees because employees who receive encouragement,
trust, empowerment, and service from their leaders are prepared to reciprocate by
performing their jobs and other duties organizationally with greater commitment and better
or improved job performance.

In public sector organizations, servant leadership generates good work environments
and helps to engage employees and intensifies dedication to the goals of the organization.
Empirical research finds that servant leadership boosts both employee engagement and
commitment, and consequently bolsters employee performance (Liden et al., 2013).
Therefore, the better leadership is practiced in the public sector, the more servant leadership

Jalil et al. (Servant Leadership, Organizational Values, and Civil Servant Performance: The Moderating ..)


http://issn.pdii.lipi.go.id/issn.cgi?daftar&1461036652&1&&

327 Shirkah: Journal of Economics and Business p-1SSN: 2503-4235
Vol. 11, No. 2 (2026), page 323-351

is evident, the more employees will become highly committed, responsible, and productive.
Based on this hypothesis and empirical evidence, the following hypothesis is posited.

Hi: Servant leadership has a positive impact on the performance of staff at the Ministry of
Religious Affairs in Palu City. Work Culture and Employee Performance

Work Culture and Employee Performance

Work culture relates to specific values, norms, and beliefs that characterize attitudes,
behaviors, and performance of a workforce within an organization (Victoria et al., 2021).
States that organizational culture determines how individuals perceive their roles, how they
resolve work-related problems, as well as their behavior within the boundaries of an
organization (Bogale & Debela, 2024). In this study, work culture is not viewed as just an
organizational feature, but as a mechanism of an institution that fosters discipline,
professionalism, and the desire for innovation and exemplary behavior among its
employees.

In the context of organizational culture theory, values become significant when
employees integrate them into their work practices. According to Bogale & Debela (2024),
in the Ministry of Religious Affairs, the work culture values are expected to motivate
employees to maintain quality service with ethical conduct and accountability. Based on the
writings of Robbins & Judge (2017) and Stephens and Stephens (2025), a strong, positive
work culture with integrity, responsibility, and professionalism is expected to result in
employees being both efficient and effective. From the perspective of Social Exchange
Theory, work culture in institutions may also be seen as organizational aid and support for
employees, in which better performance is expected as reciprocal support. This leads to the
following hypothesis:

H2: The work culture values of the Ministry of Religious Affairs will have a positive effect
on employee performance at the Ministry of Religious Affairs in Palu City.

Religiosity and Its Impact on Employee Performance

Religiosity is the blending of religious values and ethics in the workplace. Pargament
views religiosity at work as the construction of meaning and self-regulation of values and
ethics in the workplace. Gagahriyanto (2023) notes that in the workplace, religiosity may
cultivate an individual’'s work ethics of sincerity, trustworthiness, and professional
discipline. Given the nature of the institutions, this is particularly important in the Ministry
of Religious Affairs. In this institution, religious values not only impact the individual’s level
of morality and work ethics, but also the organizational culture and the attitude of public
service.

According to Social Exchange Theory, religiosity informs employees’ perception of
the relationship with the organization and its leadership. Employees who are highly
religious view employment as an obligation that extends beyond work as an administrative
duty to a moral and spiritual obligation. As a result, they will likely be more supportive of
the values and principles of the organizational leadership and will exhibit responsible and
performance-focused behavior (Gustiawan et al., 2025). Empirical studies have reported a
positive relationship between religiosity and several constructs, including work ethics,
accountability, public service quality, and the discipline of employees (Eko Yudiatmaja et
al., 2021). Based on the above argument, we formulate the hypothesis as follows:
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Ha: Religiosity has a positive impact on employee performance at the Ministry of Religious
Affairs in Palu City.

The Moderating Role of Religiosity

Religiosity is positioned as a moderating variable, shaping how employees interpret
and respond to servant leadership and work culture. According to Pargament, religiosity
reflects the internalization of religious values, which in turn influences individuals’
attitudes and behavior in carrying out their duties (Fahrudin, 2019). Employees with high
levels of religiosity tend to have stronger moral commitment and work ethic, which may
influence how much organizational factors affect their performance (Yusuf et al.,, 2024).
From the perspective of Social Exchange Theory, religiosity can shape employees’ reciprocal
responses to leadership behavior. This moderating role can function in two possible
directions. First, religiosity may strengthen the effect of servant leadership. Religious
employees tend to value humility, service, empathy, trust, sincerity, and moral
responsibility, which are closely aligned with the principles of servant leadership. On the
other hand, religiosity may weaken the effect of servant leadership when highly religious
employees rely more strongly on internal moral-spiritual obligations than on external
leadership treatment. In such cases, employee performance may be primarily driven by
religiously grounded self-regulation, sincerity, and responsibility rather than by the support
or empowerment leaders provide.

Additionally, religiosity may also moderate the relationship between work culture
and employee performance. The work-culture values of the Ministry of Religious Affairs,
including integrity, professionalism, innovation, responsibility, and exemplary conduct,
closely align with religious and moral values. From a value-congruence perspective,
employees with high religiosity are more likely to see these institutional values as consistent
with their personal moral and spiritual values. As a result, religiosity may strengthen the
internalization of work-culture values into actual work behavior, thereby improving
discipline, responsibility, and employee performance (Tarib et al., 2023). Based on this
discussion, the following hypotheses are proposed:

Ha: Religiosity moderates the relationship between servant leadership and the performance
of employees at the Ministry of Religious Affairs in Palu City.

Hs: Religiosity positively moderates the relationship between work-culture values and the
performance of employees at the Ministry of Religious Affairs in Palu City

Servant
Leadership (X1)

Employee
Performance (Y)

H2

H4E H5
Religiosity (2)

Figure 1. Research Model
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Method

Research Design

This study will use a quantitative research methodology, more specifically, an
explanatory research design. This study aims to empirically investigate the relationship
between servant leadership, work culture, religiosity, and employee performance at the
Ministry of Religious Affairs in Palu City. The study wishes to confirm research findings
and add to the body of knowledge on the role of religiosity in the service of servant
leadership and work culture and its relationship with staff performance. Therefore, the
purpose of this study is to describe the relationship of the proposed research variables and
measure the influence of the research variables on the performance of civil servants, within
the boundaries of the Ministry of Religious Affairs.

Participants

The research population is Civil Servants of the Ministry of Religious Affairs in Palu
City, Central Sulawesi, comprising staff of the Regional Office of the Ministry of Religious
Affairs of Central Sulawesi Province, the Ministry of Religious Affairs Office of Palu City,
and UIN Datokarama Palu. Since the population is composed of three distinct institutional
levels, the study used a proportional stratified random sampling method to improve the
external validity of the study (Ghozali, 2021). Using this methodology, a minimum sample
of 201 respondents was required, fulfilling the recommended minimum of 5 to 10
respondents per variable in the multivariate analysis. Post Hoc analysis demonstrated
adequate statistical power (0.70) at the 0.05 significance level to detect medium effect sizes
with the employed sample size. The collection of 201 valid responses was greater than the
targeted sample. Requested questionnaires were distributed to a large audience. High
participation of civil servants in Palu City, coupled with effective questionnaire
engagement, resulted in the final sample of 201 respondents. Their demographic
information is available in Table 1.

Participants and Sampling Procedure

This study included the civil servants working at the Ministry of Religious Affairs in
Palu City, Central Sulawesi, Indonesia. The population was divided into three layers of
institutions, namely, the Regional Office of the Ministry of Religious Affairs of Central
Sulawesi Province (154 employees); the Ministry of Religious Affairs of Palu City (171
employees); and UIN Datokarama Palu (79 employees). As such, the population of the study
consisted of 404 employees.

Given that the population consisted of three distinct institutional strata, this study
used proportional stratified random sampling. With this method, each of the three
institutions was covered in the sample in the proportion that it represented in the
population. Proportional stratified random sampling is employed when a population
comprises distinct subgroups, and each of these subgroups needs to be represented in the
research sample (Zrineh et al., 2026). Proportional allocation was done by using the formula
ni = (Ni/N) x n, where ni is the sample size for each stratum, Ni is the population size of each
stratum, N is the total population, and n is the total sample size. According to this, 77
respondents were obtained from the Regional Office of the Ministry of Religious Affairs of
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Central Sulawesi Province, 85 respondents from the Ministry of Religious Affairs Office of
Palu City, and 39 respondents from UIN Datokarama Palu. Within each institutional
stratum, respondents were randomly selected from the list of eligible civil servants provided
by the administrative unit of the respective institution.

The minimum sample size was computed using the Slovin formula, with an allowed
margin of error set at 5%. With a total population of 404 civil servants, the computation
yielded a minimum sample of 201 respondents. The sufficiency of the sample size was
assessed based on PLS-SEM analysis. In PLS-SEM analysis, sample adequacy is assessed
based on the complexity of the model, the number of constructs, the number of indicators,
and the number of structural paths that are directed towards endogenous constructs
(Subhaktiyasa, 2024). With the final sample size not falling short of the requirement of
multivariate analysis and the presence of a low number of predictors in the research model,
a sample of 201 respondents was sufficient to estimate the structural model of interest.

Table 1. Respondent Characteristics

Demographic Profile N Percentage (%)
Work Unit

Regional Office of the Ministry of Religious Affairs of

. . 77 38,3

Central Sulawesi Province

Ministry of Religious Affairs Office of Palu City 85 42,3

UIN Datokarama Palu 39 19,4
Age

20-30 Years 25 12,4

31-40 Years 54 26,9

41-50 Years 94 46,8

>51 Years 28 13,9
Gender

Male 113 56,2

Female 88 43,8
Education Level

Senior high school 16 8,0

Diploma II 5 2,5

Diploma III 1 0,5

Bachelor’s degree 112 55,7

Master’s degree 61 30,3

Doctoral degree 6 3,0
Length of Service

<10 Months 18 9,0

1-10 Years 63 31,3

11-20 Years 92 45,8

21-30 Years 24 11,9

>31 Years 4 2,0
Employment Status

Permanent civil servant 143 71,1

Government employee with work agreement 58 28,9
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Instrumentation

The primary tool for data collection employed in this study was a pretested structured
questionnaire. The objective of the questionnaire was to capture data about four variables,
which were servant leadership, work culture, religiosity, and employee performance. Each
item was answered using a 5-point Likert scale, where 1 represented ‘Strongly Disagree’
and 5 represented ‘Strongly Agree.” The use of a Likert scale is justified when perceptions
or attitudes and behavioral propensities in social and organizational research are to be
measured (Sugiyono, 2019).

Dennis and Bocarnea’s (2005) servant leadership instrument inspired the construction
of 22 survey items for this study. These 22 items captured the dimensions of the survey
constructs, namely love, empowerment, vision, humility, and trust. Twenty-four items of
the survey were constructed based on the Ministry of Religious Affairs' five work-culture
values, namely integrity, professionalism, innovation, responsibility, and exemplary
conduct. Twenty items of the survey were constructed based on the dimensions of religiosity
of Glock and Stark, namely belief, practice, experience, and knowledge of religion. The last
item of the survey was constructed based on the dimensions of Bernardin and Russell,
focusing on work quality, work productivity, work efficiency, work discipline, and work
cooperation. The questionnaire contained 76 measurement items.

The measurement items were adapted from previously published valid instruments.
The modifications were contextualized to apply to Civil Servants from the Ministry of
Religious Affairs. The modifications included contextual phrases, some items related to the
duties of the public service and the bureaucracy of religion, cultural values related to the
institutions, and the work environment of the Ministry of Religious Affairs in the City of
Palu. It should be noted that the theoretical constructs remained the same. To verify the
validity of the content, three specialists from academia were asked to review the
questionnaire: one specialist in human resources, one in public administration, and one in
Islamic economics. The specialists assessed the relevance, understanding of the items, and
the context, as well as the overall consistency of the items. After they explained their
feedback, some items were reworded or clarified to simplify the statements, to correspond
to the context of Civil Servants of the Ministry of Religious Affairs, and to ensure the
statements remained consistent with the constructs (Hair et al., 2019). An exploratory
examination of the items was conducted with 30 participants to determine the clarity and
consistency of the items. The measurement items were assessed as clear and reliable for the
intended main data collection.

Questionnaire Adaptation and Translation

Some items were adapted from tools constructed in English and then translated. The
cross-language tool adaptation process was done prior to data collection. Since cross-
language tool adaptation focuses on conceptual equivalence, ensuring that the construct
being measured is equivalent to the original tool, the items were first translated to
Indonesian in a conceptually equivalent way. Then, reviews were done to ensure that the
meanings of the constructed concepts were maintained in the translated items. After that,
the items were adjusted to suit the context of the Ministry of Religious Affairs (MORA)
related to the practice of public service, the concepts and values of leadership, religious
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values, and the institution's culture and work ethic. The final stage was a pilot study to
assess the clarity of the statements to the respondents.

The questionnaire consisted of four constructs: servant leadership, the work culture
values of the Ministry of Religious Affairs, employee performance, and religiosity. Each of
these constructs was measured by several dimensions adapted to the context and principles
of the Ministry of Religious Affairs. All the items were rated on a five-point Likert scale,
with one indicating ‘Strongly Disagree” and five indicating ‘Strongly Agree.” The structure
of the questionnaire is given in Table 2.

Table 2. Summary of Research Instrument

Variable Dimension N of Items
Servant Leadership Concern, empathy, empowerment, skill development, 22
(X1) vision, commitment to vision and mission, admitting

mistakes, appreciation, consistency, confidentiality,

openness to ideas
Work Culture Values Compliance with rules, honesty, work competence, 24
of the Ministry of discipline, adaptability, innovation, speed in adapting,
Religious Affairs (X2)  technology use, accountability, work impact,

responsible leadership, professionalism

Employee Quality, quantity, timeliness, attendance, teamwork 10
Performance (Y)
Religiosity (Z) Belief in God, obedience to religious teachings, regular 20

worship, religious participation, spiritual closeness,
religious experience, understanding of religious
teachings, interpretation of rituals, religious concern,
ethical behavior
*The complete questionnaire items are provided in Appendix A to ensure transparency and replicability

Data Collection Procedure

Data were collected using a closed-ended questionnaire distributed to eligible civil
servants in the three selected institutional units. The data collection period was from July to
October 2025. Participants were selected as civil servants in one of the three institutions in
the study. The questionnaires were distributed through the study authors' institutional
cooperation with the administrative units and, where necessary, were directly handed over
to the participants. Before filling out the questionnaire, participants were informed of the
purpose of the study, the voluntary nature of the participation, and the confidentiality of
the answers. We received 201 filled-in questionnaires, which were processed prior to the
analysis. The processing included the assessment of the completeness and logical
consistency of the answers and the assessment of the participants' eligibility. Incomplete
questionnaires, duplicate questionnaires, and questionnaires completed by persons who did
not belong to the target group were excluded from the analysis. After processing, all 201
questionnaires were included in the analysis. Ethical Procedures

This study adhered to the main principles of ethical social research. Participants were
informed of the study, and informed consent was obtained. Participation was voluntary,
and participants could decline or withdraw from the study at any time without penalty.
Further, the study ensured anonymity and confidentiality by not reporting any identifiable
information in the study's report. Responses were used for academic purposes only and
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were analyzed in aggregate. Voluntary participation, confidentiality, and informed consent
are principal ethical concerns in social research involving human participants (Salim &
Habsi, 2024).

Common Method Bias

Solutions to common method bias were implemented in this study, given that all
constructs were measured through self-reported data obtained via a questionnaire
administered to the same participants to be measured, at the same time. It is known that
inflated or deflated relationships among variables can occur when predictors, moderators,
and criteria occur in the same measurement framework and source (Podsakoff et al., 2024).
To reduce such a risk, the respondents were assured of anonymity and confidentiality; it
was noted that there were no correct or incorrect answers; the measurement of predictors,
moderators, and criteria was placed in different sections; and neutral, unambiguous, and
unbiased language was used to reduce response bias.

Statistical remedies also included Harman's one-factor test and a full collinearity
check. Harman's one-factor test argued that no single factor accounted for the majority of
the total variance, which shows that common method bias was not a key issue. Also, in the
full collinearity check, all the Variance Inflation Factor (VIF) values were between 1.955 and
2.949, which is under the recommended value; therefore, common method bias will not
affect the validity of the results (Chinnaraju, 2025).

Data Analysis

The data were analyzed in SmartPLS 4.0 using Partial Least Squares—Structural
Equation Modeling (PLS-SEM). This method was chosen because PLS-SEM is appropriate
to analyze studies with complex cause-and-effect relationships and sample sizes of less than
200, and cases where data are not normally distributed (Hair & Alamer, 2022). Also, PLS-
SEM enables the assessment of both the measurement model (outer model) and the
structural model (inner model). Thus, this method provides a comprehensive analysis of the
relationship of the constructs under study (Magno et al., 2024).

For the outer model assessment, convergent validity was assessed by looking at outer
loadings and Average Variance Extracted (AVE), discriminant validity was assessed by
using the Heterotrait-Monotrait Ratio (HTMT) with a threshold less than 0.85, and construct
reliability was assessed by using Cronbach’s alpha (a) and Composite Reliability (CR),
where values were accepted above 0.70 (Sujati et al., 2020). For the inner model assessment,
multicollinearity was assessed by using VIF, path significance was assessed through
bootstrapping with 5,000 resamples, and the rest, including coefficient of determination (R?),
effect size (f?), predictive relevance (Q?), and the Goodness of Fit (GoF) index was used to
assess the overall quality of the structural model (Purwanto & Sudargini, 2021). The overall
assessments were used to evaluate the proposed model in terms of validity, reliability, and
predictive accuracy (Islam et al., 2024).
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Results

Measurement Model Analysis

The measurement model analysis requires consideration of the hierarchical
specification of the constructs. In this study, the second-order reflective constructs of
Servant Leadership, Ministry of Religious Affairs' Work Culture Values, and Religiosity
were stated, respectively. The constructs are characterized by several dimensions that are
related in a theoretical sense. Trust, Empowerment, Vision, and Compassion are the first-
order dimensions of Servant Leadership. Integrity, Professionalism, Innovation,
Responsibility, and Exemplary Conduct are the Work Culture Values of the Ministry of
Religious Affairs. Religiosity is made up of dimensions of Belief, Practice, Religious
Experience, Religious Knowledge, and Religious Application. Evaluating the performance
of employees is done using a first-order reflective construct, as the construct is directly
assessed by the items of the survey.

The dimensions of servant leadership, work culture values, and religiosity were stated
to reflect broader latent constructs. Therefore, the first-order constructs reflect specific
dimensions and the second-order constructs reflect the overall challenges and opportunities
of each variable. Consequently, the assessment of the measurement model was done in two
phases. First, the first-order constructs were assessed through outer loadings, AVE, and CR
as well as Cronbach's alpha and composite reliability. Second, the second-order constructs
were assessed based on the loadings of their constituents, AVE, and CR as well as
Cronbach's alpha.

Table 3 reports that outer loadings of most first-order constructs exceed the minimum
threshold of 0.70. AVE values exceed the minimum threshold of 0.50, and both Cronbach's
alpha and composite reliability values exceed 0.70. The results generate sufficient
convergent validity and internal consistency and first-order constructs (Hair & Alamer,
2022; Sarstedt et al., 2017). For the second-order constructs, the loadings of the dimensions
exceed 0.70, resulting in AVE values greater than 0.50 and the reliability values passing the
recommended threshold. Thus, the hierarchical measurement model fulfills the required
validity and reliability criteria.

Table 3. Measurement Model Results for First-Order and Second-Order Constructs

Constructs Item Code Oute-r AVE Cronbach’s COITIP(?S,i te
Loading alpha Reliability
Compassion SL1 0.735 0.640 0.814 0.836
SL2 0.736
SL3 0.864
SL4 0.857
Empowerment  SL5 0.803 0.667 0.833 0.847
SL6 0.748
SL7 0.852
SL8 0.858
Vision SL9 0.802 0.729 0.876 0.877
SL10 0.864
SL11 0.855
SL12 0.892
Humility SL13 0.830 0.685 0.846 0.848
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Constructs Item Code Outef AVE Cronbach’s COITIp(Ts.i te
Loading alpha Reliability
SL14 0.870
SL15 0.853
SL16 0.753
Trust SL17 0.784 0.628 0.881 0.885
SL18 0.816
SL19 0.739
SL20 0.736
SL21 0.822
SL22 0.852
Integrity NB1 0.821 0.661 0.829 0.830
NB2 0.816
NB3 0.792
NB4 0.822
Professionalism  NB5 0.834 0.605 0.869 0.872
NB6 0.757
NB7 0.727
NBS8 0.830
NB9 0.772
NB10 0.741
Innovation NB11 0.701 0.576 0.852 0.856
NB12 0.715
NB13 0.747
NB14 0.813
NB15 0.802
NB16 0.769
Responsibility NB17 0.795 0.592 0.769 0.773
NB18 0.808
NB19 0.714
NB20 0.756
Exemplary NB21 0.822 0.662 0.829 0.830
Conduct NB22 0.774
NB23 0.811
NB24 0.845
Belief RG1 0.830 0.790 0.911 0.916
RG2 0.912
RG3 0.932
RG4 0.877
Religious RG5 0.807 0.775 0.902 0.906
Practice RG6 0.917
RG7 0.917
RG8 0.878
Religious RG9 0.893 0.739 0.882 0.885
Experience RG10 0.810
RG11 0.880
RGI12 0.853
Religious RG13 0.829 0.768 0.899 0.903
Knowledge RG14 0.862
RG15 0.892
RG16 0.920
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Constructs Item Code Outef AVE Cronbach’s COITIp(Ts.i te
Loading alpha Reliability

Religious RG17 0.851 0.723 0.873 0.879
Application RG18 0.825

RG19 0.858

RG20 0.866
Servant Compassion 0.849 0.731 0.908 0.918
Leadership Empowerment 0.835

Vision 0.877

Humility 0.885

Trust 0.826
Work Culture Integrity 0.787 0.729 0.907 0.917
Values of the Professionalism 0.851
Ministry of Innovation 0.903
Religious Responsibility 0.848
Affairs Exemplary 0.877

Conduct
Religiosity Belief 0.871 0.798 0.937 0.942

Religious Practice ~ 0.897

Religious 0.920

Experience

Religious 0.890

Knowledge

Religious 0.889

Application
Employee KP1 0.701 0.583 0.920 0.923
Performance KP2 0.737

KP3 0.751

KP4 0.831

KP5 0.818

KP6 0.778

KP7 0.829

KP8 0.700

KP9 0.731

KP10 0.745

*Note: SL = servant leadership; NB = work culture values of the Ministry of Religious Affairs; RG = religiosity;
KP = employee performance.

Discriminant validity was assessed using the Heterotrait-Monotrait Ratio. As shown
in Table 4, all HTMT values fall below the threshold of 0.90, thus suggesting sufficient
empirical distinctiveness of the constructs. The results indicate that constructs are
adequately distinct and can be assessed for structural model evaluation.

Table 4. Heterotrait-monotrait ratio (HTMT) Result

Construct KP NB RG SL RGxSL RGxNB
KP 1
NB 0.852 1
RG 0.586 0.759 1
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Construct KP NB RG SL RGxSL RGxNB
SL 0.568 0.766 0.581 1
RGxSL 0.079 0.112 0416 0.087 1
RGxNB 0.068 0.137 0.449 0.128 0.671 1

*Note: KP: employee performance; NB: work culture values of the Ministry of Religious Affairs; RG: religiosity;
SL: servant leadership; Rgxsl: moderating effect of religiosity on servant leadership; Rgxnb: moderating effect of
religiosity on the work culture values of the Ministry of Religious Affairs

Structural Model Analysis

The structural model analysis used the second-order composite of servant leadership,
work culture values in the Ministry of Religious Affairs, and religiosity for the employee
performance construct, assessed as the endogenous first-order construct. The interaction
terms religiosity and servant leadership, and religiosity and work culture values, were
added to the model to evaluate the moderating effect of religiosity.

Before the hypotheses were tested, the structural model was assessed for collinearity,
the coefficient of determination, and predictive relevance. Collinearity, also known as
multicollinearity, occurs when predictor variables are too closely related. The predictor
variables in the proposed model are not collinear. Table 5 shows that the VIF statistics range
from 1.955 to 2.949. Hair & Alamer (2022) state that VIF statistics above 5 indicate
collinearity. The predictor variables in the structural model are not collinear. Additionally,
the R? value is 0.645. This indicates that the collective contribution of servant leadership,
work culture values, religiosity, and the interaction terms explains 64.5% of the variation in
employee performance, which is of a moderate to high level. Also, the Q? value is 0.364 and
is greater than zero. This shows that the model has sufficient predictive relevance. Based on
the above, it can be concluded that the structural model is adequate for hypothesis testing.

Table 5. Quality Criteria Model

Construct VIF R2 Q2
Servant Leadership 1.956

Work Culture Values of the Ministry of Religious Affairs 2.949

Religiosity 2.802 0.645 0.364
Religiosity x Servant Leadership 1.956

Religiosity x Work Culture Values of the Ministry of Religious
Affairs
*Notes: VIF: variant inflation factor, R2: coefficient of determination, Q2: predictive relevance

1.955

Table 6 reports the findings of the path coefficient analysis. In this regard, the work
culture values of the Ministry of Religious Affairs positively and significantly influence
employee performance with a coefficient of 0.794, a t-statistic of 9.836, and a p-value less
than 0.001. A 2 of 0.617 supports a substantial effect size and corroborates hypothesis H2.
Stronger work culture values within employees lead to higher performance. However, the
negative coefficient of -0.044, a t-statistic of 0.658, and a p-value of 0.511 indicate that servant
leadership does not significantly influence employee performance. Hypotheses H1 and H3
are thus not supported.
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Hypothesis H6 is also unsupported. From the moderation analysis, a negative and
significant effect on employee performance, a coefficient of -0.120, and a p-value of 0.024 are
observed for the interaction of religiosity and servant leadership. Hypothesis H4 is thus
supported. It is indicated that the presence of religiosity weakens the influence of servant
leadership on employee performance. The positive and significant effect, with a coefficient
of 0.275, a t-statistic of 3.691, and a p-value less than 0.001, indicates that the relationship
between work culture values and employee performance is strengthened by the presence of
religiosity. Hypothesis H5 is therefore supported.

Table 6. Path Coefficient Results

95% Bca
Relationship Coefficient  Bias t P values Confidence Interval F2
Lower Upper
NB -> KP 0.794 0.002  9.836 0.000 0.620 0.938 0.617
RG ->KP 0.068 -0.001  0.808 0.419 -0.101 0.230 0.005
SL -> KP -0.044 0.003  0.658 0.511 -0.174 0.094 0.003
RG x SL -> KP -0.120 -0.001  2.256 0.024 -0.228 -0.023 0.027
RG x NB -> KP 0.275 0.001  3.691 0.000 0.128 0.423 0.090

*Note: KP: employee performance; NB: work culture values of the Ministry of Religious Affairs; RG: religiosity;
SL: servant leadership; Rgxsl: moderating effect of religiosity on servant leadership; Rgxnb: moderating effect of
religiosity on the work culture values of the Ministry of Religious Affairs

Generally, the data show that work culture values are the top predictors of employee
performance in the Ministry of Religious Affairs. Servant leadership and spirituality,
meanwhile, do not predict employee performance. Spirituality, however, does predict
employee performance in a moderating role. Servant leadership is negatively moderated by
spirituality, while work culture values are positively moderated by spirituality. These
findings support the importance of identifying first-order and second-order constructs in
the measurement model. They also confirm that a hierarchical construct specification
reflects validity, reliability, and structural model fit.

Additionally, interaction plots for the relationship of spirituality against servant
leadership and work culture values were provided. These plots show how the relationship
between the predictor variables and employee performance changes due to varying levels
of spirituality. Figure 2 shows that the relationship of servant leadership to employee
performance is negatively moderated by spirituality. The plot depicts that as spirituality
increases, the line becomes even more sloped to the left, or more negatively sloped. With
increasing spirituality, therefore, the impact of servant leadership on employee performance
decreases. From this, it can be inferred that employees who score high on spirituality rely
much more on self-based moral-spiritual values such as sincerity, responsibility, and self-
discipline, rather than on the available leadership to sustain their performance.

Figure 3 has an interaction plot of religiosity and work culture values on employee
performance. The plot illustrates a positive moderation effect of religiosity on the
relationship between work culture values and employee performance. With an increase in
religiosity, the slope becomes steeper, indicating that work culture values are strongly
related to employee performance. This may imply that employees with a high degree of
religiosity are likely to internalize work culture values with traits of integrity and
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professionalism and honor the principles of innovation, responsibility, and conduct with
high ethical standards in their professional practice as their moral and spiritual obligation.

Religiusitas x Servant Leadership
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Figure 2. Interaction Plot of Religiosity and Servant Leadership on Employee Performance

The results suggest that work culture iS the leading indicator of employee
performance in the Ministry of Religious Affairs. While servant leadership and religiosity
do not have a direct effect on employee performance, religiosity moderates performance in
a way that strengthens the effect of work culture values. This also shows the importance of
identifying first-and second-order constructs in the measurement model. In this case, the
examples of validity, reliability, and structural model assessments all reflect the specified
hierarchy of constructs.

Religiusitas x Nilai Budaya Kerja Kementerian Agama

)))))

03 02 01 o o
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— Religiusitas at -1 51 — Religiusitas at Mean — Religiusitas at +1 50

Figure 3. Interaction Plot of Religiosity and Work Culture Values on Employee Performance

Discussion

In contrast, religiosity strengthened employee performance through the values of
work culture. This shows that religiosity may support employees in the internalization of
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work culture in the organization. Religiosity can be considered an internal value system and
is closely related to an individual’s moral and ethical values, work ethics, and personal
accountability (Alghaiwi et al., 2024). When there is coherence between an organization’s
work culture and employees’ personal religious values, positive work conduct will be
exercised by employees. Several other studies support the belief that religiosity is a positive
influencer of organizational values and work conduct when it comes to performance.
Suryadi et al. (2023) suggest that religiosity develops social capital in the workplace and
improves work performance with trust and positive communication. Osman et al. (2013)
showed that integration of spirituality in the workplace and religiosity increases employee
work performance. Thus, in this case, religiosity may provide a supporting role in the
culture of work internalization by employees and positively impacts employee
performance.

The results show that the influence of different leadership factors on employee
performance is less important when compared to the influence of the organizational work
culture and the matching of personal and organizational values. In the case of a public sector
institution like the Ministry of Religious Affairs, where the institutional values are more
pronounced, the organizational work culture is likely to harmonize with the employees'
values and motivate ethical and responsible behaviors at work and the performance thereof.

The results do contribute to the existing literature on the relationships of the Ministry
of Religious Affairs work culture values, servant leadership, religiosity, and employee
performance. The first case indicates that servant leadership did not show a direct effect on
employee performance. This shows that a leadership style which focuses on service, a strong
sense of emotional responsiveness, empowerment, and the overall development of
subordinates does not necessarily lead to improved individual performance. In terms of the
theory, the proposition by Greenleaf of servant leadership considers a leader as a servant
who is concerned about the concerns and growth of each of his/her followers as well as the
overall state of wellness of the followers he/she leads (Liden et al., 2008). The non-significant
direct effect in this study indicates that performance is unlikely to be influenced through a
simple direct pathway.

This phenomenon can be explained by the nature of public bureaucratic organizations.
Employee performance is not always a result of interpersonal leadership behavior in formal
environments. Public institutions at advanced stages of formalization may have formal
rules, routines, and administrative accountability. Public institutions may have developed
an informal culture that also impacts employee behavior. Servant leadership may have the
capacity to create a supportive and relational atmosphere in a servant leadership context;
however, the impact of bureaucratic systems and the organization's values in conjunction
with servant leadership may diminish the impact of interpersonal work performance.
Empirical studies have established that the impact of servant leadership is indirect and
occurs through psychological and system mechanisms within the organization and through
the culture of the organization, reward systems, job satisfaction, trust, engagement in work,
and organizational support (Spears, 2025; Kader et al., 2025; Ozturk et al., 2021; Cai et al,,
2024). In these respects, the impact of servant leadership is likely to be contextual and
indirect.

The second finding indicates a positive and significant relationship between the work
culture values of the Ministry of Religious Affairs and employee performance. This shows
how important organizational culture is in shaping employees” work behavior. In the
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context of organizational culture, culture is a system of shared values and norms and
informal patterns of assumptions that influence how individuals in an organization think
and behave at work and how they perform their daily duties (Bogale & Debela, 2024;
Khattak & O’Connor, 2020). Values such as integrity, professionalism, responsibility,
exemplary behavior, and innovation are not decorative or symbolic in the Ministry of
Religious Affairs. They are deeply rooted and incorporated as the principles of good
conduct within the routine of public service. When employees adopt these values, they
provide broad-ranging positive behavioral impacts on workplace discipline, accountability,
and performance.

Behavior that resides in the corporate context rather than one-on-one interactions with
individual leaders seems to more reliably influence employee performance. The ethos
present in organizations (aka culture) helps employees develop a sense of collective
understanding, which helps them interpret what the values of the organization inform them
about how they ought to behave. This is likely the reason why culture proved to be the
strongest factor in this study. Several studies have noted the importance of a strong, well-
developed culture in an organization and its impact on performance. For instance, Nzuva
and Kimanzi (2022) found well-developed culture to be a strong supporter of employee
productivity, and Arfiansyah et al. (2023) found that spiritual values of Islamic Work
Culture influence work behavior through intention and commitment to upholding the
values of the organization. Several other researchers have found a positive correlation
between an Islamic work culture and an ethically sensitive organizational culture and
improved employee performance through enhanced motivation and job satisfaction and
increased employee engagement (Astuti et al., 2020; Badaruddin et al., 2025). Ultimately, the
work culture of an organization is the best means to translate the values of an organization
into the employees' behavior.

This third finding illustrates that the relationship between religiosity and performance
is insignificant. This points to the fact that religiosity can be considered a personal moral
and ethical value system rather than a performance value at work. Religiosity can define
how employees perceive concepts of responsibility and sincerity, accountability, as well as
discipline, but in themselves, they do not necessarily enable an employee to improve his/her
performance unless embedded, connected, and aligned with the systems, work culture, and
expectations of organizations. Some previous studies show similar results. (Aziz et al, 2022)
mentioned that religious practice had no significant effect on the performance of small and
medium enterprises. Likewise, (Jamal et al, 2021; Linando et al., 2023) stated that religiosity
does not always create a relationship between job satisfaction and performance. Other
studies claim that religiosity largely determines performance indirectly through social trust,
and through communication and social capital in organizations (Suryadi et al., 2023).
Intrinsic religiosity may act as a situational factor in an employee's response to work
pressure, but it cannot be considered a direct determinant of performance (Lina, 2024; Zada
etal., 2024). Based on these results, the overall framework and the context of an organization
determine the positive effect of religiosity on performance.

The most interesting finding from the perspective of theory is that religiosity
negatively moderates the relationship between servant leadership and employee
performance. This means that the more an employee has religiosity, the less servant
leadership will positively affect employee performance. While this finding may seem
contrary to expectations, it makes sense when we understand religiosity as an alternative
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source for behavioral direction and guidance. Employees with high levels of religiosity
usually have moral and spiritual values that are internal, such as sincerity, responsibility,
self-discipline, faithfulness, trustworthiness, and accountability to God. These values are
presumed to be the primary basis of the employee’s behavior at work. This may, therefore,
minimize the influence of the leadership direction on the employee.

Religiosity has a positive moderation effect on the relationship between work culture
values and employee performance. This suggests that religiosity intensifies the impact of
institutional work culture on employee performance. This can be explained with the concept
of value congruence. Religiosity is considered an internal value system that affects the moral
personality of individuals, their attitudes to work, and their own accountability (Alghaiwi
et al., 2024; Rathee et al., 2020). If the Ministry of Religious Affairs' work culture values of
integrity, professionalism, innovativeness, responsibility, and exemplary conduct are
aligned with employees' religious values, there is a stronger personal-to-organizational-
values fit. This alignment drives employees to perceive institutional values as not merely
formalistic, but as an articulation of their moral and spiritual persona.

The positive moderation effect can also be explained with person-organization fit and
organizational identity. When employees believe that their own religious values and the
values that the organization promotes overlap, it can provide the employee with a sense of
institutional identity, and they can express the organization's values in their work behavior.
In this sense, religiosity can motivate work culture, as employees feel more congruence
between their values and the organization's expectations. Aligning the values of individuals
and organizations can positively impact work attitudes and behaviors (Tourky et al., 2023).
In this study, religiosity can strengthen the work culture of the organization and positively
impact employee performance. This supports (Mardinata Rusli et al., 2023; Suryadi et al.
2023) in the role of religious values in increasing trust and communication as constructs of
organizational social capital. Similarly, (Obregon et al., 2022; Sulistyo, 2017) demonstrated
that religiosity and workplace spirituality enhance employee motivation and performance.

In summary, the data show that the performance of employees in religious public
entities can be attributed to a myriad of factors. Surprisingly, leadership style appears to
account for the least of these. Rather, performance appears to be more closely linked to the
established work culture of the institution and how well the employee's and the
organization's values are aligned. The data suggest that when employees operate in a firm
environment characterized by strong bureaucracy and values, even the application of
servant leadership may be insufficient to drive performance in the workplace. Among the
various factors, work culture is the most dominant in an organization. Within the context of
the study, religiosity has a dual personality. On one hand, religiosity can provide an
employee's internal moral and spiritual compass, which diminishes the need for servant
leadership. On the other hand, if the employee's religious values are congruent with the
organization's values, then the employee is likely to be highly influenced by work culture.

This study has several limitations and opportunities for future research. The limitation
is that the study was conducted on civil servants in the Ministry of Religious Affairs in Palu
City. Because of this, the findings of the study are limited to that one Ministry in that one
city. Future researchers should study this model to see if the same results hold in different
ministries, local government agencies, private organizations, and so forth. The study was
also limited by a cross-sectional survey design. Because of this design, the researcher is not
able to see if an employee's performance changes over time. Future researchers can use a
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longitudinal design to see the effects of leadership, work culture, and religiosity and their
relation to performance over time. The researcher was also limited to a self-reported survey
where the respondents filled out a survey on their own. Although the researcher of this
study employed much-needed controls to reduce bias, future researchers can enhance
reliability by adding supervisor surveys, interviews, and other performance records. Future
researchers can also study job satisfaction, organizational commitment, work engagement,
trust in the organization, and public service motivation to better understand the effects of
servant leadership and work culture combined with religiosity in public sector
organizations, and their effect on employee performance.

Authors’ Declaration

The authors developed the research problem and study design. They analyzed the
data, analyzed the findings, and critically analyzed the outcome of the study. The authors
also reviewed the manuscript and approved the final version.

ORCID

Abdul Jalil https://orcid.org/0000-0002-8915-7148

Syahir Natsir https://orcid.org/0000-0001-8138-2562

Bakri Hasanuddin https://orcid.org/0000-0002-2830-911X
Andi Indriani Ibrahim https://orcid.org/0009-0001-3891-1411

References

Abbas, B., Tambunan, R., & Hajrah, S. (2025). Work Discipline and Organizational
Effectiveness in Emergency Response Agencies: A Case Study of BASARNAS in
Kendari. Society, 13(1), 402—416. https://doi.org/10.33019/society.v13i1.817

Alghaiwi, Z. O., Koburtay, T., & Syed, J. (2024). The Interplay Between Islamic Work Ethic,
Unethical Pro Behaviors, and Moral Identity Internalization: The Moderating Role of
Religiosity. Journal of Business Ethics, 193(2), 393-408. https://doi.org/10.1007/s10551-
023-05527-5

Arfiansyah, M., Ushuluddin, A., Affan, M., & Riyanto, W. (2023). Intention as a determinant
of Islamic work culture in Indonesia based on the modified theory of planned
behavior. SA  Journal of Human  Resource Management, 21(1), 1-11.
https://doi.org/10.4102/sajhrm.v21i0.2022

Astuti, S., Shodikin, A., & Din, M. (2020). Islamic Leadership, Islamic Work Culture, and
Employee Performance: The Mediating Role of Work Motivation and Job Satisfaction.
The Journal of Asian Finance, Economics and Business, 7(11), 1059-1068.
https://doi.org/10.13106/jafeb.2020.vol7.no11.1059

Aziz, Y., Ullah, R., Mansor, F., & Abdullah, L. H. (2022). Islamic practices and small and
medium enterprises performance: Is corporate social responsibility a missing link?
Journal of Public Affairs, 22(2), e2314. https://doi.org/https://doi.org/10.1002/pa.2314

Badaruddin, B., Yusriadi, Y., & Fatmasari, F. (2025). Organizational dynamics of employee
performance in Indonesian banking with reference to Islamic work values and

Jalil et al. (Servant Leadership, Organizational Values, and Civil Servant Performance: The Moderating ..)


http://issn.pdii.lipi.go.id/issn.cgi?daftar&1461031029&1&&
https://orcid.org/0000-0002-8915-7148
https://orcid.org/0000-0001-8138-2562
https://orcid.org/0000-0002-2830-911X
https://orcid.org/0009-0001-3891-1411
https://doi.org/10.33019/society.v13i1.817
https://doi.org/10.1007/s10551-023-05527-5
https://doi.org/10.1007/s10551-023-05527-5
https://doi.org/10.4102/sajhrm.v21i0.2022
https://doi.org/10.13106/jafeb.2020.vol7.no11.1059
https://doi.org/https:/doi.org/10.1002/pa.2314

e-ISSN: 2503-4243 Shirkah: Journal of Economics and Business 344
Vol. 11, No. 2 (2026), page 323-351

workplace engagement. Discover Global Society, 3(1), 1-23.
https://doi.org/10.1007/s44282-025-00328-9

Bal, Y., & Kokalan, O. (2021). The Moderating Effect of Religiosity on the Relationship
Between Burnout and Job Satisfaction. Frontiers in Psychology, 12(October), 1-8.
https://doi.org/10.3389/fpsyg.2021.750493

Bogale, A. T., & Debela, K. L. (2024). Organizational culture : a systematic review. Cogent
Business & Management, 11(1), 1-23. https://doi.org/10.1080/23311975.2024.2340129

Cai, M., Wang, M., & Cheng, J. (2024). The Effect of Servant Leadership on Work
Engagement: The Role of Employee Resilience and Organizational Support. Behavioral
Sciences, 14(4), 1-15. https://doi.org/10.3390/bs14040300

Chinnaraju, A. (2025). Partial least squares structural equation modeling ( PLS-SEM ) in the
Al Era: Innovative methodological guide and framework for business research.
Magna Scientia Advanced Research and Reviews, 13(02), 62-108.
https://doi.org/10.30574/msarr.2025.13.2.0048

Dennis, R. S., & Bocarnea, M. C. (2005). Development of the Servant Leadership Assessment
Instrument. Regent University.

Eko Yudiatmaja, W., Edison, E., Sulistiowati, R., Samnuzulsari, T., & Abdul Malek, J. (2021).
Linking Religiosity and Employee Performance in the Public Sector: Does Public
Service Motivation Matter? Otoritas: Jurnal Ilmu Pemerintahan, 11(2), 125-140.
https://doi.org/10.26618/0jip.v11i2.5353

Fadillah, & Tarigan, M. (2025). Upaya Penyempurnaan Alat Ukur : Analisis Validitas PAPI
Kostick Item Revisi. Jurnal Studia Insania, 13(2), 134-154.
https://doi.org/10.18592/jsi.v13i2.18185

Fahrudin, M. (2019). Hubungan Religiositas dengan Pengambilan Keputusan Orang Tua
untuk Memilih Sekolah dengan Sistem Kuttab di Pendidikan Iman dan Qur’an Baitul
Izzah. Psikoborneo: Jurnal Ilmiah Psikologi, 7(2), 265-273.
https://doi.org/10.30872/psikoborneo.v7i2.4782

Gagahriyanto, M. A. (2023). Literature Review : Konsep Religiusitas Dan Spiritualitas Dalam
Penelitian Psikologi di Indonesia. Madani: Jurnal Ilmiah Multidisiplin, 1(4), 352-358.
https://doi.org/10.5281/zenod0.7964628

Ghozali, I. (2021). Aplikasi Analisis Multivariate dengan Program IBM SPSS 25. Universitas
Diponegoro.

Greenleaf, R. K. (1977). Servant Leadership: A Journey into the Nature of Legitimate Power and
Greatness. Paulist Press.

Gustiawan, W., Putri, C. E., Santika, E., Wirda, F., & Suryani, Y. (2025). Beyond Rules: A
Comparative View on Work Discipline Practices in Public and Private Workplaces.
Inovbiz: Jurnal Inovasi Bisnis, 13(1), 1-6. https://doi.org/10.35314/inovbiz.v13.i1.609

Hair, ]., & Alamer, A. (2022). Partial Least Squares Structural Equation Modeling (PLS-SEM)
in second language and education research: Guidelines using an applied example.
Research Methods in Applied Linguistics, 1(3). https://doi.org/10.1016/j.rmal.2022.100027

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report
the results of PLS-SEM. European  Business  Review, 31(1), 2-24.
https://doi.org/10.1108/EBR-11-2018-0203

Hanafiah, M. H., & LI, X. (2024). Systematic Literature Review: Servant Leadership In Public
Sectors. F1000Research, 13, 1506. https://doi.org/10.12688/f1000research.159336.1

Jalil et al. (Servant Leadership, Organizational Values, and Civil Servant Performance: The Moderating ..)


http://issn.pdii.lipi.go.id/issn.cgi?daftar&1461036652&1&&
https://doi.org/10.1007/s44282-025-00328-9
https://doi.org/10.3389/fpsyg.2021.750493
https://doi.org/10.1080/23311975.2024.2340129
https://doi.org/10.3390/bs14040300
https://doi.org/10.30574/msarr.2025.13.2.0048
https://doi.org/10.26618/ojip.v11i2.5353
https://doi.org/10.18592/jsi.v13i2.18185
https://doi.org/10.30872/psikoborneo.v7i2.4782
https://doi.org/10.5281/zenodo.7964628
https://doi.org/10.35314/inovbiz.v13.i1.609
https://doi.org/10.1016/j.rmal.2022.100027
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.12688/f1000research.159336.1

345 Shirkah: Journal of Economics and Business p-1SSN: 2503-4235
Vol. 11, No. 2 (2026), page 323-351

Islam, M. S., Hasan, N., Islam, M. S., Akter, T., Rafsun, M. F., & Fouji, M. M. H. (2024).
Investigating waste recycling intentions of top management in Bangladesh’s leather
industry: A hybrid analytical framework. Cleaner Waste Systems, 8(2), 100168.
https://doi.org/10.1016/j.clwas.2024.100140

Jamal, A., Budiyanto, B., & Agustedi, A. (2021). The role of religiosity in moderating the
influence of servant leadership on job satisfaction. Accounting, 7(1), 965-976.
https://doi.org/10.5267/j.ac.2021.1.011

Kader, T., Eyupoglu, S. Z., & Tashtoush, L. (2025). Unveiling the Impact of Servant
Leadership on Employee Performance : The Role of Organizational Trust in Mobile
Telecom Providers in Iraq. Sustainability, 17(19), 1-19.
https://doi.org/https://doi.org/10.3390/su17198958

Khattak, M. N., & O’Connor, P. (2020). The interplay between servant leadership and
organizational politics. Personnel Review, 50(3), 985-1002. https://doi.org/10.1108/PR-
03-2020-0131

Kulsum, U., & Indrarini, R. (2023). Pengaruh Budaya Kerja dan Lingkungan Kerja Terhadap
Kinerja Pegawai pada Kantor Kementerian Agama Kabupaten Lamongan. Jurnal
Ekonomika Dan Bisnis Islam, 6(1), 95-101. https://doi.org/10.26740/jekobi.vén1.p95-101

Liden, R. C., Wayne, S. J., Liao, C., & Meuser, J. D. (2013). Servant leadership and serving
culture: Influence on individual and unit performance. Academy of Management Journal,
57(5), 1434-1452. https://doi.org/10.5465/am;j.2013.0034

Liden, R., Wayne, S., Zhao, H., & Henderson, D. (2008). Servant Leadership: Development
of a Multidimensional Measure and Multi-level Assessment. The Leadership Quarterly,
19(2), 161-177. https://doi.org/10.1016/j.leaqua.2008.01.006

Lina. (2024). The moderating role of intrinsic religiosity in the relationship of stressors and
job performance : Evidence from Indonesia. Problems and Perspectives in Management,
22(1), 255-267. https://doi.org/10.21511/ppm.22(1).2024.22

Linando, J. A., Tumewang, Y. K., Nahda, K., & Nurfauziah. (2023). The dynamic effects of
religion: An exploration of religiosity influences on Islamic work ethic over time.
Cogent Business & Management, 10(1), 2181127.
https://doi.org/10.1080/23311975.2023.2181127

Magno, F., Cassia, F., & Ringle, C. M. (2024). A brief review of partial least squares structural
equation modeling (PLS-SEM) use in quality management studies. TQM Journal, 36(5),
1242-1251. https://doi.org/10.1108/TQM-06-2022-0197

Mambang, M., & Harmini, H. (2015). Pengaruh Budaya Kerja Terhadap Kinerja Pegawai di
Kantor Kementerian Agama Kabupaten Gunung Mas Provinsi Kalimantan Tengah.
Pencerah Publik, 2(1), 19-24. https://doi.org/10.33084/pencerah.v2il.784

Mardinata Rusli, Y., Cristy, A., & Ketty, K. (2023). Pengaruh Kepemimpinan Melayani,
Kepemimpinan Religiusitas, Dan Etos Kerja Terhadap Kineja Organisasi Yang
Dimoderasi Budaya Organisasi. Primanomics: Jurnal Ekonomi & Bisnis, 21(3), 203-216.
https://doi.org/10.31253/pe.v21i3.2262

Muchlis, N., & Gani, M. U. (2017). Religiusitas dan Retensi Karyawan. In Heru Santoso
Wahito Nugroho (Ed.), Religiusitas dan Retensi Karyawan. Forum Ilmiah Kesehatan
(FORIKES). https://repository.umi.ac.id/1689/1/2

Ningrum, E. R., & Ningsih, S. (2021). Analisis Kinerja Pegawai Direktorat Kesehatan Kerja
Dan Olahraga Kementerian Kesehatan Jakarta Selatan Tahun 2021. PANDITA:

Jalil et al. (Servant Leadership, Organizational Values, and Civil Servant Performance: The Moderating ..)


http://issn.pdii.lipi.go.id/issn.cgi?daftar&1461031029&1&&
https://doi.org/10.1016/j.clwas.2024.100140
https://doi.org/10.5267/j.ac.2021.1.011
https://doi.org/https:/doi.org/10.3390/su17198958
https://doi.org/10.1108/PR-03-2020-0131
https://doi.org/10.1108/PR-03-2020-0131
https://doi.org/10.26740/jekobi.v6n1.p95-101
https://doi.org/10.5465/amj.2013.0034
https://doi.org/10.1016/j.leaqua.2008.01.006
https://doi.org/10.21511/ppm.22(1).2024.22
https://doi.org/10.1080/23311975.2023.2181127
https://doi.org/10.1108/TQM-06-2022-0197
https://doi.org/10.33084/pencerah.v2i1.784
https://doi.org/10.31253/pe.v21i3.2262
https://repository.umi.ac.id/1689/1/2

e-ISSN: 2503-4243 Shirkah: Journal of Economics and Business 346
Vol. 11, No. 2 (2026), page 323-351

Interdisciplinary ~ Journal — of  Public  Affairs, 4(1), 1-10. https://pandita-
fia.unkris.ac.id/index.php/PANDITA /article/view/16

Novrizha, T., Aisyah, S., & Surbakti, A. (2025). Religiusitas sebagai mediator antara
dukungan sosial dan kesejahteraan psikologis. Jurnal EDUCATIO: Jurnal Pendidikan
Indonesia, 11, 247. https://doi.org/10.29210/1202525505

Nzuva, S. M., & Kimanzi, P. M. (2022). The Impact of Organizational Culture on Employees'
Productivity: A Comprehensive Systematic Review. European Journal of Business ...,
14(4), 42-55. https://doi.org/10.7176/E]BM/14-4-05

Obregon, S. L., Lopes, L. F. D., Kaczam, F., da Veiga, C. P., & da Silva, W. V. (2022).
Religiosity, Spirituality and Work: A Systematic Literature Review and Research
Directions. Journal of Business Ethics, 179(2), 573-595. https://doi.org/10.1007/s10551-
021-04856-7

Olukolajo, M. A., & Oyetunji, A. K. (2025). Exploring the Impact of Religious Beliefs on Job
Performance in Nigeria's Construction Sector. Journal of Construction Project
Management and Innovations, 15(2), 1-14. https://doi.org/10.36615/jcpmi.v15i2.4130

Osman, G. Aa. M., Hashim, J., & Ismail, Y. (2013). Establishing linkages between religiosity
and spirituality on employee performance. Employee Relations, 35(4), 360-376.
https://doi.org/10.1108/ER-04-2012-0030

Ozturk, A., Karatepe, O. M., & Okumus, F. (2021). The effect of servant leadership on hotel
employees’ behavioral consequences: Work engagement versus job satisfaction.
International Journal of  Hospitality Management, 97(4), 102994.
https://doi.org/10.1016/j.ijhm.2021.102994

Podsakoff, P. M., Podsakoff, N. P., Williams, L. J.,, Huang, C., & Yang, J. (2024). Common
Method Bias : It's Bad, It's Complex, It's Widespread, and It's Not Easy to Fix. Annual
Review of Organizational Psychology and Organizational Behavior, 11, 17-61.
https://doi.org/10.1146/annurev-orgpsych-110721-040030

Purwanto, A., & Sudargini, Y. (2021). Partial Least Squares Structural Equation Modeling
(PLS-SEM) Analysis for Social and Management Research: A Literature Review.
Journal —of Industrial Engineering &  Management Research, 2(4), 114-123.
https://doi.org/10.7777 jiemar.v2i4.168

Rathee, R., & Rajain, Pallavi. (2020). Workplace Spirituality: A Comparative Study of
Various  Models.  Jindal  Journal —of Business  Research, 9(1), 27-40.
https://doi.org/10.1177/2278682120908554

Raziq, M. M., Wazir, R.,, Memon, M. A,, Rice, J. L., & Moazzam, M. (2024). Empowering
leadership, employee organizational commitment and organizational citizenship
behavior: the roles of leader authenticity and trust. International Journal of Productivity
and Performance Management, 74(1), 81-106. https://doi.org/10.1108/IJPPM-09-2023-
0489

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior. Pearson Education.

Salim, S., & Habsi, A. (2024). Ethical Considerations in Obtaining Informed Consent in
Research Participation. International Journal of Educational Contemporary Explorations,
1(1), 24-33. https://doi.org/10.69481/DIVL1152

Sarstedt, M., Ringle, C., & Hair, J. (2017). Partial Least Squares Structural Equation Modeling.
https://doi.org/10.1007/978-3-319-05542-8_15-1

Jalil et al. (Servant Leadership, Organizational Values, and Civil Servant Performance: The Moderating ..)


http://issn.pdii.lipi.go.id/issn.cgi?daftar&1461036652&1&&
https://pandita-fia.unkris.ac.id/index.php/PANDITA/article/view/16
https://pandita-fia.unkris.ac.id/index.php/PANDITA/article/view/16
https://doi.org/10.29210/1202525505
https://doi.org/10.7176/EJBM/14-4-05
https://doi.org/10.1007/s10551-021-04856-7
https://doi.org/10.1007/s10551-021-04856-7
https://doi.org/10.36615/jcpmi.v15i2.4130
https://doi.org/10.1108/ER-04-2012-0030
https://doi.org/10.1016/j.ijhm.2021.102994
https://doi.org/10.1146/annurev-orgpsych-110721-040030
https://doi.org/10.7777/jiemar.v2i4.168
https://doi.org/10.1177/2278682120908554
https://doi.org/10.1108/IJPPM-09-2023-0489
https://doi.org/10.1108/IJPPM-09-2023-0489
https://doi.org/10.69481/DIVL1152
https://doi.org/10.1007/978-3-319-05542-8_15-1

347 Shirkah: Journal of Economics and Business p-1SSN: 2503-4235
Vol. 11, No. 2 (2026), page 323-351

Schwarz, G., Newman, A., Cooper, B., & Eva, N. (2016). Servant Leadership and Follower
Job Performance: The Mediating Effect of Public Service Motivation. Public
Administration, 94(4), 1025-1041. https://doi.org/10.1111/padm.12266

Spears, L. C. (2025). Servant leadership and Robert K. Greenleaf’s legacy. Servant Leadership:
Developments in Theory. Palgrave Macmillan, Cham. https://doi.org/10.1007/978-3-031-
69922-1_2

Stephens, D. W., & Stephens, M. K. (2025). A Post-Colonial Response to Servant Leadership:
Reclaiming Diakonia from Greenleaf. Currents in Theology and Mission, 52(2), 10-17.
http://currentsjournal.org/index.php/currents/article/view/518

Subhaktiyasa, P. G. (2024). PLS-SEM for Multivariate Analysis: A Practical Guide to
Educational Research using SmartPLS. EduLine: Journal of Education and Learning
Innovation, 4(3), 353-365. https://doi.org/10.35877/454R].eduline2861

Sugiyono. (2019). Metode Penelitian Pendidikan Pendekatan Kuantitatif, Kualitatif dan R&D. PT.
Alfabeta.

Sujati, H., Sajidan, A., M., & Gunarhadi. (2020). Testing the construct validity and reliability
of curiosity scale using confirmatory factor analysis. Journal of Educational and Social
Research, 10(4), 229-237. https://doi.org/10.36941/JESR-2020-0080

Sulistiyo, H. (2017). Relevansi Religiusitas Dalam Mengatasi Anomali Zaman (Kajian
Literatur). Infokam, 13(1), 43-50. https://doi.org/10.53845/infokam.v13i1.119

Suryadi, D. F., Muis, M., Taba, M. 1., Hakim, W., Fauziah, D., Muis, M., Taba, M. I., & Hakim,
W. (2023). The role of religion and social capital on employees " performance : An
empirical study post Indonesia's Islamic bank merger. Cogent Business & Management,
10(2), 1-18. https://doi.org/10.1080/23311975.2023.2207676

Tarib, S. M. U., Dotulong, L. O. H., & Saerang, R. T. (2023). Implementasi Lima Nilai Budaya
Kerja Kementerian Agama Dalam Upaya Peningkatan Kualitas SDM (Studi Pada ASN
Madrasah Aliyah Negeri Model 1 Manado). Jurnal EMBA : Jurnal Riset Ekonomi,
Manajemen, Bisnis Dan Akuntansi, 11(3), 1408-1415.
https://doi.org/10.35794/emba.v11i3.50603

Tourky, M., Osman, S., & Harvey, W. S. (2023). Aligning employee and organizational
values to build organizational reputation. Asian Business & Management, 22(4), 1618—
1648. https://doi.org/10.1057/s41291-023-00223-8

Tri, D., & Joko, R. (2023). Hubungan Belanja Pemerintah Daerah Terhadap Produk Domestik
Regional Bruto Di Kalimantan Melalui Pendekatan Stochastic Frontier Analysis. Jurnal
Manajemen Perbendaharaan, 4(1), 35-50. https://doi.org/10.33105/jmp.v4i1.476

Umam, D. A., & Marwansyah, S. (2026). Pengaruh Budaya Organisasi dan Disiplin Kerja
Terhadap Kinerja Pegawai Pada Kantor Wilayah Kementerian Agama DKI Jakarta.
Jurnal Inovasi Bisnis Manajemen Dan Akuntansi, 4(1), 88-100.
https://doi.org/10.65255/jibma.v4il.228

Victoria, O., Olalekan, U. & Evangeline, N. (2021). Organizational Culture and
Organizational Performance: A Review of Literature. International Journal of Advances
in Engineering and Management (IJAEM), 3(1), 361-372. https://doi.org/10.35629/5252-
0301361372

Wardhana, A., Sari, A., Limgiani, Gunaisah, E., Suroso, Mukhsin, M., Yanti, N., Siagian, A.,
Herawati, M., Sattar, Rinda, R., Harto, B., Fardiansyah, H., Tamsah, H., & Badawi
Saluy, A. (2023). Manajemen kinerja (konsep, teori, dan penerapannya) (M. . Dr. Hartini,
S.E. (ed.)). Media Sains Indonesia.

Jalil et al. (Servant Leadership, Organizational Values, and Civil Servant Performance: The Moderating ..)


http://issn.pdii.lipi.go.id/issn.cgi?daftar&1461031029&1&&
https://doi.org/10.1111/padm.12266
https://doi.org/10.1007/978-3-031-69922-1_2
https://doi.org/10.1007/978-3-031-69922-1_2
http://currentsjournal.org/index.php/currents/article/view/518
https://doi.org/10.35877/454RI.eduline2861
https://doi.org/10.36941/JESR-2020-0080
https://doi.org/10.53845/infokam.v13i1.119
https://doi.org/10.1080/23311975.2023.2207676
https://doi.org/10.35794/emba.v11i3.50603
https://doi.org/10.1057/s41291-023-00223-8
https://doi.org/10.33105/jmp.v4i1.476
https://doi.org/10.65255/jibma.v4i1.228
https://doi.org/10.35629/5252-0301361372
https://doi.org/10.35629/5252-0301361372

e-ISSN: 2503-4243 Shirkah: Journal of Economics and Business 348
Vol. 11, No. 2 (2026), page 323-351

Yusuf, Z., Khozin, & Boy, P. (2024). The Effective Strategies for Developing Religious
Character Based on School Culture : The Perspectives of Thomas Lickona and Glock
& Stark. PROGRESIVA: Jurnal Pemikiran Dan Pendidikan Islam, 13(3), 393—404.
https://doi.org/10.22219/progresiva.v13i03.36719

Zada, M., Saeed, 1., & Zada, S. (2024). Examining the nexus between servant leadership and
employee task performance: the moderation-mediation model. Humanities and Social
Sciences Communications, 11(1), 1-12. https://doi.org/10.1057/s41599-024-04052-8

Zainuddin, M., & Nasikhah, A. (2021). Peran budaya organisasi dalam meningkatkan
kinerja karyawan (studi kasus pada LAZNAS Nurul Hayat Kediri). ISTITHMAR :
Jurnal Pengembangan Ekonomi Islam, 4(2), 1-41. https://doi.org/10.30762/itr.v4i2.2671

Zrineh, A., Al-Usta, M., & Alwawi, A. (2026). Sampling Methods and Sample Size
Determination in Clinical Research: An Educational Review. Journal of General and
Family Medicine, 27(1), €70096. https://doi.org/https://doi.org/10.1002/jgf2.70096

Appendix A. Research Questionnaire

Variable Question Items
Servant Leadership (X1) 1 My lea‘der" s concern fOI: me makes me more
enthusiastic in completing my tasks.
) My leader’s attention to my well-being increases my
" work motivation.
3 My leader’s empathy toward my personal condition
" makes me feel appreciated and motivated.
4 Emotional support from my leader helps me work
" Detter.
5 My leader’s trust in allowing me to make decisions
" increases my sense of responsibility at work.
6 The autonomy given by my leader makes me more
" confident in completing my tasks.
7 The development opportunities provided by my
" leader improve my work skills.
3 My leader’s support for training makes me better
" prepared to face work challenges.
9 My leader’s explanation of long-term goals helps me
"~ understand the direction of my work.
A clear vision from my leader encourages me to
10. . .
work in a more focused and directed manner.
11 My leader’s commitment to the organizational

vision motivates me to contribute optimally.
My leader’s exemplary conduct in upholding the
12.  vision and mission inspires me to improve my
performance.
My leader’s exemplary attitude in admitting
13. mistakes makes me more open to learning from
mistakes.
My leader’s openness to improvement encourages

14.
me to continue developing myself.
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Variable Question Items
15 My leader’s recognition of my performance makes
" me feel appreciated and motivated.
16 The appreciation given by my leader encourages me
" to work more optimally.
17 My leader’s consistency makes me trust them and

become more disciplined at work.

My leader’s exemplary behavior encourages me to
18. emulate a professional attitude in carrying out my
duties.
My leader’s ability to maintain privacy makes me
feel comfortable working in the team.
I feel safer and more loyal when my leader
20. maintains the confidentiality of information

properly.

The open environment created by my leader makes
21. me confident to express ideas that support
performance.
I feel more motivated because my leader encourages
innovation from every team member.

19.

22.

Work Culture Values of the
Ministry of Religious Affairs 1.
(X2)

I work in accordance with applicable regulations
without committing violations.

Compliance with rules helps me complete work in
an orderly and timely manner.

I can provide work reports that are consistent with
the facts.

Honesty at work makes me trusted by my superiors
and colleagues.

I have the knowledge and skills that are relevant to
my duties.

Mastery of work competencies enables me to
complete assigned tasks more quickly.

I arrive at and leave work on time every day.

My discipline at work helps maintain daily
productivity.

I can adapt to changes in work procedures.

My ability to adapt helps me maintain good
performance in dynamic conditions.

I actively provide innovative suggestions to
improve work quality.

The ideas I propose are often used to improve work

© *® N &

11.

12.
processes.

I immediately adjust myself when there are new
policies in the workplace.

My speed in adapting helps maintain the
smoothness of work.

13.

14.
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Variable Question Items
15, I use information technology to accelerate work
processes.

16 The use of technology helps me produce more
" accurate work.

17 I take full responsibility for the results of the work I
" perform.

18 If a mistake occurs, I am ready to provide an
" explanation and correct it.

19 I consider the benefits of my work for the institution
" and the community.

20 I strive to ensure that every task I perform has a
" positive and meaningful impact.

1 I can provide clear direction when entrusted with
" leading a particular task.

. My responsibility in leading has a positive impact

on team achievement.
23. Imaintain ethics and politeness in the workplace.
My professionalism is reflected in my attitude,

24 communication, and quality of work results.
I ensure that my work results comply with the
Employee Performance () L established stari,dards. Y
) My work results tend to have minimal errors and
" can be relied upon.
3 I can complete work according to the targeted
quantity.
4 I can complete many tasks without reducing their
© quality.
5 I complete my work according to the specified
" deadlines.
6 I rarely delay completing the tasks for which I am
" responsible.
7 I attend work consistently and rarely take leave

without an important reason.
8. Tarrive at the workplace on time every day.
I can cooperate well in a team to achieve common

9.
goals.
10 I am open and willing to help colleagues in
" completing tasks.
Religiosity (2) 1 My be'lief in God guides my attitude when I receive
direction from my leader.
5 I believe that working earnestly is part of worship to
"~ God.
3 My obedience to religious teachings helps me
" remain consistent in working with high integrity.
4 Religious values encourage me to follow work rules

and organizational culture properly.
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Variable Question Items
5 Regular worship gives me peace of mind, which
" increases my focus and work enthusiasm.
6 I feel more productive after consistently performing
" daily worship.
. Religious activities increase my sense of solidarity
" with colleagues.
8 Through religious participation, I am encouraged to
" contribute better in the workplace.
9 My spiritual closeness to God gives meaning to the
"~ workIdo.
I am more responsible at work because I feel
10.
watched over by God.
1 My religious experiences make me more patient and
" calm in facing work pressure.
1. I learn from spiritual experiences to become a wiser

and more ethical employee.

My understanding of religious teachings helps me
13. appreciate leadership decisions and organizational
work culture.
I can apply religious values in improving my daily

14.
performance.

15 I understand that worship is not only a ritual, but
" also encourages responsibility at work.

16 Religious rituals help strengthen my intention and
" motivation to work professionally.

17 Religious teachings teach me to help colleagues
" complete shared tasks.

18 I am encouraged to work well in order to provide
" benefits to others and the community.

19 I uphold honesty and responsibility at work because
" of religious teachings.

20. My work ethic is shaped by the religious values I

believe in.
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