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Abstract: The purpose of this study is to find out, test and analyze empirically the influence of Islamic 

leadership style, Emotional Intelligence on the work culture of civil servants at the Sekretariat Daerah 

Kabupaten Boyolali. 
This study used civil servants at the Sekretariat Daerah Kabupaten Boyolali. The total existing employees 

is 112 which is divided into 9 sections, namely the governance section, the people's welfare section, the legal 

section, the development section, the procurement section for goods and services, the economy and natural 

resources section, the organization section, the administration section, the finance section and the leadership 

communication protocol section. The data collection used in this research is purposive sampling. This study uses 

a qualitative method with the level of explanation, associative, and correlational with a survey method approach. 
The results of this study indicate that Islamic Leadership Style (X1) has a significant effect on civil servants 

Performance, Work culture (Z) as a moderator variable has also proven to be successful in strengthening the 

influence of Islamic Leadership Style (X1) on civil servants Performance (Y), Emotional Intelligence (X1). X2) 

also has a significant effect on civil servants Performance (Y), while Work Culture (Z) as a moderating variable 

is also proven to strengthen the influence of Emotional Intelligence (X2) on ASN Performance (Y). 

Implications: For the Sekretariat Daerah Kabupaten Boyolali, the results of this study are expected to be taken 

into consideration in efforts to improve employee performance through aspects of Islamic Leadership and 

Emotional Intelligence with work culture as a mediating variable. 

Keywords: Islamic Leadership Style, civil servants Performance Improvement, Organizational Culture, 

Emotional Intelligence Improvement 

 

Introduction 
Human Resources 

Human resources and natural potential resources are the main assets that determine the success of the 

development of a region. There is an opinion from the two resources that human resources are very important, 

because human resources will manage other resources. Human resources are thus a very valuable asset for an 

organization. Human resource management is a pillar that has the main function for government organizations, 

in supporting the pattern of determining strategies and policies in an integrated manner. Healthy and good 

human resource decisions need to be supported by the quality of the implementation of human resource 

management within the organization. As explained by Dessler (2016) if human resources are considered 

properly by respecting talents, developing abilities and using them appropriately, the organization will certainly 

become dynamic and develop rapidly. In this regard, human resource management policies, especially in efforts 

to improve performance, must be based on an understanding of the factors that affect performance and, which 

will then be used as the basis for making human resource development policies. 

Increasing human resources for the development of organizational management is the main requirement 

in the era of globalization to be able to compete and be independent. In line with that, the context of government 

development in the future is to prepare professional State Civil Apparatus (ASN), able to compete and anticipate 

rapid world developments in various aspects of life so as to improve service quality and high performance. 

H1: Work culture has a positive effect on the employees performance of the Sekretariat Daerah Kabupaten 

Boyolali 

 

Islamic Leadership 

Leadership style is one of the basic factors that can influence policy making in human resource 

development. Hughes and Richard L (2012) leadership is a process of influencing an organized group to achieve 

its goals. In an effort to influence the group is not an instant process but requires a long process, involving 

something that results from the interaction between leaders and followers and the situation in which they are. 

The application of leadership with an Islamic basis is needed in an organization, so that organizational 

leaders can carry out the tasks they carry out well, always provide spiritual motivation to their subordinates so 

that the goal of success is not only based on material, but also pays attention to aspects of religiosity. 
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According to Moedjiono (2015) leadership in Islam is a leader who carries out human functions as 

caliphs on earth and must be based on the Qur'an and Hadith. In the Islamic perspective, leadership is a trust or 

trust that involves a psychological contract between the leader and his followers doing good deeds. 

Leadership based on the Qur'an is a very basic thing, to manage relationships between humans and their 

natural environment. The type of leadership proposed by the Qur'an is not only related to the hereafter, but also 

related to worldly affairs, such as industrial trade, commerce, government, organizations to groups and even 

further, to oneself or self-management. The principles of the Qur'an that provide the basis for the concept of 

leadership include faith, piety, the principles of balance and justice and deliberation. 

Islamic Leadership Theory shows that Islamic leadership qualities can positively influence followers' 

attitudes and lead to higher levels of satisfaction, motivation, performance, positive energy, and organizational 

loyalty (Aabed, 2005). Research by Sukwandi and Yonathan (2014) also states that leadership style has a 

negative and significant effect on employee performance. Although Islamic leadership is important in 

organizational improvement, the quality of Islamic leadership practiced by its leaders still has several 

shortcomings both in theory and practice of Muslim human resources (Ather&Sobhani, 2007). As revealed by 

Aboyassin and Abood (2013) which states that ineffective leadership has an impact on individual and company 

performance. 

H2: Islamic leadership style has a positive effect on the work culture of employees performance of the 

Sekretariat Daerah Kabupaten Boyolali 

 

Emotional Intelligence 

Emotional intelligence also greatly influences the success of leaders, according to Pastor (2014). A leader 

must be able to interact and support each other with other individuals to avoid inequality in organizational 

performance. Once someone is involved in social interaction, emotional awareness and emotion regulation 

become important factors that affect the quality of the interaction. 

The concept of emotional intelligence according to Goleman, Boyatzis and McKee (2002) means having 

self-awareness to manage emotions that involve motivation to achieve goals. Someone who has intellectual 

intelligence does not mean that he is also emotionally intelligent. The emotional intelligence of an employee is a 

determining factor for the success of performance, in addition to controlling emotions, employees are also 

required to understand other people. However, research by Francis (2010) explains that emotional intelligence is 

more related to personality and mood (mood), while the best way to improve the performance of workers is with 

analytical skills and cognitive abilities in this case is intellectual intelligence. 

 

Working Culture 

Work culture usually starts from a leader who has a certain vision and mission in his organization, which 

is then disseminated to his subordinates. Then the leader sets an example that his subordinates will follow. That 

continues, until it eventually becomes a habit called culture. This culture will apply to both leaders and 

subordinates. 

According to Shodikin (2018), work culture is a system of values, perceptions, behaviors, and beliefs 

held by each individual or group of employees regarding the meaning of work and its reflection in activities to 

achieve a goal. Work culture is very influential in improving the quality of changes in the company's 

sustainability, especially in increasing productivity. 

Each organization has a different organizational culture, but has the same goal of increasing productivity. 

The identity of each organization is contained in the vision and mission that distinguishes one organization from 

another, in which there is a work culture. Therefore, work culture is actually a derivative of organizational 

culture. 

Many have researched work culture, one of which was revealed by Shodikin (2018) that the performance 

of education staff at the Walisongo State Islamic University Semarang is most strongly influenced by work 

culture, this is reflected in a work culture that always pays attention to time, al-mujahadah (hard work). and 

always optimal), al-ihsan (doing the best or even better) and has the nature of al-itqon (self-steadiness). The 

results of the relevant research were carried out by Hakim (2015), and Alia, et al. (2015), shows that work 

culture affects employee performance. However, the results of research conducted by Artina et al. (2014), stated 

in the results of his research that work culture has no significance, namely in the weak and medium categories. 

In general, this happens because the aspects of adaptability and consistency in work are not yet optimal. 

H3: Someone who has high emotional intelligence will affect the increase of employess work culture 
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HR Performance 

The definition of performance is defined by Ghiselli and Brown (2004) as a person's success in carrying 

out a job. Performance is the result achieved by a person according to the rules that apply to the job in question. 

Performance refers to an employee's achievement as measured by standards or criteria set by an organization. 

Alharty and Nurazmallail (2020) also stated that employee performance is a benchmark for the results 

obtained by employees for the work they do, it can be tangible, seen, counted in number, but in many cases the 

results of thought and energy cannot be counted and seen, such as ideas. the idea of solving a problem, a new 

innovation of a product or service, can also be an invention of more efficient work procedures. Every 

organization will always try to improve employee performance with the hope that the organizational goals will 

be achieved. 

The Sekretariat Daerah Kabupaten Boyolali is currently led by Drs. H. Masruri. He is also the chairman 

of Nahdlatul Ulama Boyolali Regency. His leadership style as Sekretaris Daerah is also added with a touch of 

Islamic values. This can be seen when he became a commander in the morning meeting, he inserted Islamic 

advice to be applied in work. In addition, he also initiated the implementation of the congregational midday 

prayer, which was followed by tausiah. In making decisions that he did look very careful and in accordance with 

Islamic teachings. 

For three years he served as Sekretaris Daerah and applied a touch of Islamic elements, it could be seen 

the difference in the number of employees who were on time in attending congregational prayers. However, 

awareness in carrying out their obligations as employees when the morning meeting is still a little lacking. As 

happened on Monday, August 16, 2021, he collected half of the employees who did not attend the morning 

assembly and gave directions and warnings. Some employees think that what makes them realize to improve 

performance is not the Islamic leadership proclaimed by the Sekretaris Daerah, but the emotional intelligence 

that exists within each individual and the standard rules that are already binding. And assume that the leader is 

only an intermediary and not the main determining factor.  

The Sekretariat Daerah Kabupaten Boyolaliconsists of 9 sections, each of which has a different intensity 

of closeness with the Regional Secretary. For example, the People's Welfare Section, the main tasks and 

functions in that section are more focused on social activities, building mosques, distributing aid, and so on. For 

employees who work in this section, they think that having leaders with high religious values can help improve 

their performance. 

The gap between the theory of the relationship between Islamic leadership style and emotional 

intelligence with performance with research findings (gap theory) and the gap between research findings 

(research gap) has created curiosity to examine more deeply the relationship between the two variables, namely 

the influence between Islamic leadership and intelligence. emotional on performance by adding aspects of work 

culture as an intervening variable in the hope of further sharpening and clarifying the correlation between 

variables. 

Based on the explanation above, it is interested to examine the effect of Islamic leadership and emotional 

intelligence on employee performance with work culture as moderator variable. 

 

Research Methods 
This study uses qualitative methods with explanatory, associative, and correlational levels with a survey 

method approach as explained by Sugiyono (2006) that qualitative data is data in the form of words, sentences, 

schemes and pictures. Research according to the level of explanation is research that intends to explain the 

position of the variables studied and the relationship between one variable and another. 

 
Research Results and Discussion 

Research Descriptive Results 
Based on the questionnaires that have been filled in by the respondents, the respondent's identity data is 

obtained. The presentation of data on identity provides an overview of the self-state of the respondent. The 

general description of the respondents can be seen through the demographics of the respondents. Demographics 

of respondents in this study include education level, age, gender. These demographic factors are considered to 

have an effect on employee performance which is the topic of this research. The number of samples in the study 

were 112 employees at the Sekretariat Daerah Kabupaten Boyolali. 

 

Descriptive Analysis 
Description of the distribution of research is a process of describing the sample in the study as many as 

112 people. The following is descriptive statistical information on the distribution of respondents. 
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Table 1: Descriptive Statistics Test 

 
Minimum Maximum Mean Std. Deviation N 

Islamic Leadership 16.62 26.47 23.71  112 

Emotional Intelligence 18.38 28.45 25.40  112 

Working Culture 13.6192 20.3059 17.5694 1.66449 112 

HR Performance 15.67 24.59 21.39 2.192 112 

 
From this Table 1, it can be seen that the performance variable has a minimum, maximum, and mean 

value of 15.67, 24.59, and 21.39. The Islamic leadership variable has a Minimum, Maximum and Mean value of 

16.62, 26.47, 23.71, respectively. Furthermore, the emotional intelligence variable has a Minimum, Maximum 

and Mean value of 18.38, 28.45, 25.40, respectively. The work culture variable has a Minimum, Maximum and 

Mean value. with a value of 13.61, 20.30, 17.56. the total of the four variables obtained from the study, the 

Mean is greater than the standard deviation value, with this it can be stated that the Mean value can be used as a 

representation of all data. 

 

Hypothesis Testing 
Hypothesis I Effect of X1 to Y 
Model I 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

 

1 .979
a
 .958 .958 .633 

a. Predictors: (Constant), x1 

 

Adjust number R square shows the coefficient of determination or the role of variance (independent 

variable in relation to the dependent variable). The adjusted R square number is 0.958, which means that the 

influence of the X1 variable on the y variable is 95.8% while 4.2% is influenced by other factors. 

 

Table 2 : Significance of F Value Regression Model I 

ANOVA
b
 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 1018.807 1 1018.807 2540.493 .000
a
 

Residual 44.113 110 .401   

Total 1062.920 111    

a. Predictors: (Constant), x1 

b. Dependent Variable: y 

 

Table 3 :Significance of T Value Regression Model I 

Coefficients
a
 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 2.101 .388  5.422 .000 

x1 1.134 .022 .979 50.403 .000 

a. Dependent Variable: y 

 

As shown in the table above, the calculated f value is 2540,493 with a significance level of 0.000 less 

than 0.05. This shows that the X1 variable has an effect on the Y variable. 
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The results of the t-test analysis show that the t-count is 50,403 greater/smaller than the t-table (t-table = 

(a/2:nk-1) = t (0.025):110) = 1.981765 with a significance level of 0.000 (influential) and a regression 

coefficient of 1.134. This means that the variable x1 has a significant effect on the variable y. 
 

Hypothesis II Does Z Strengthen the Effect of X1 to Y 

The test results between the variable x 1 as the independent variable and the variable y as the dependent 

variable with variable z as the moderator variable are presented in the following table. 

Model II 
Model Summary 

Model 
R R Square Adjusted R Square Std. Error of the Estimate 

 

1 .986
a
 .973 .972 .517 

a. Predictors: (Constant), x1, xz 

 

Adjust number R square shows the coefficient of determination or the role of variance (independent 

variable in relation to the dependent variable). Based on the table above, there is an increase in the adjusted r 

square value from the regression model I to the regression model II by 1.4%. The adjusted r square I value is 

0.958 while the adjusted r square II value is 0.972. The adjusted R square value is 0.972 indicating that 97.2% of 

the Y variable is influenced by variable x1 and moderated by variable Z. 

 

Table 4: Significance of F Value Regression Model II 

ANOVA
b
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1033.786 2 516.893 1933.889 .000
a
 

Residual 29.134 109 .267   

Total 1062.920 111    

a. Predictors: (Constant), x1, xz 

b. Dependent Variable: y 

 

Table 5: Significance of T Value Regression Model II 

Coefficients
a
 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 7.453 .782  9.534 .000 

X1z .025 .003 .675 7.486 .000 

x1 .364 .104 .315 3.492 .001 

a. Dependent Variable: y 

 

The results of the Regression II analysis as contained in the table above show that the X1*Z variable 

(interaction between X1 and Z variables) has a t count of 7.486 which is greater than (t table = (a/2:nk-1) = t 

(0.025) :110) = 1.981765 with a significance of 0.00 (moderated). This means that variable z is a moderator in 

the relationship between variable X1 and variable Y. 

 

Hypothesis III the Effect of X2 to Y 

Model I  

Model Summary 

Model 

R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

 1 .974
a
 .949 .948 .705 

a. Predictors: (Constant), x2 
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Adjust number R square shows the coefficient of determination or the role of variance (independent 

variable in relation to the dependent variable). The adjusted R square number is 0.948, which means that the 

influence of the X2 variable on the y variable is 94.8% while 5.2% is influenced by other factors. 
ANOVA

b
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1008.305 1 1008.305 2030.837 .000
a
 

Residual 54.615 110 .496   

Total 1062.920 111    

a. Predictors: (Constant), x2 

b. Dependent Variable: y 

Coefficients 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.652 .443  3.727 .000 

x2 .940 .021 .974 45.065 .000 

a. Dependent Variable: y 

 

As can be seen in the table above, the calculated f value is 2030,837 with a significance level of 0.000 

less than 0.05. this shows that the X1 variable has an effect on the Y . variable. The results of the t-test analysis 

show that the t-count is 45,065 greater than t-table (t-table = (a/2:nk-1) = t (0.025):110) = 1.981765 with a 

significance level of 0.000 (influential) and the coefficient regression of 0.940. This means that the variable x1 

has a significant effect on the variable y. 

 

Hypothesis IV Does Z Strengthen the Effect of X2 to Y 

The test results between the x2 variable as the independent variable and the y variable as the dependent 

variable with the z variable as the moderator variable are presented in the following table. 
Model II 

Model Summary 

Model 

R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

 1 .986
a
 .972 .971 .525 

a. Predictors: (Constant), x2z, x2 

 

Adjust number R square shows the coefficient of determination or the role of variance (independent 

variable in relation to the dependent variable). Based on the table above, there is an increase in the adjusted r 

square value from the regression model I to the regression model II by 1.4%. The adjusted r square I value is 

0.948 while the adjusted r square II value is 0.971. The Adjusted R square value is 0.971 indicating that 97.1% 

of the Y variable is influenced by the x2 variable, moderated by the Z variable.  

ANOVA
b
 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 1032.874 2 516.437 1873.508 .000
a
 

Residual 30.046 109 .276   

Total 1062.920 111    

a. Predictors: (Constant), x2z, x2 

b. Dependent Variable: y 

COEFFICIENTS 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 8.653 .812  10.659 .000 

x2 .142 .086 .147 1.656 .101 

x2z .026 .003 .840 9.441 .000 
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ANOVA
b
 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 1032.874 2 516.437 1873.508 .000
a
 

Residual 30.046 109 .276   

Total 1062.920 111    

a. Predictors: (Constant), x2z, x2 

a. Dependent Variable: y 

 

The results of the Regression II analysis as contained in the table above show that the X2*Z variable 

(interaction between X2 and Z variables) has a t count of 9.441 greater than (t table = (a/2:nk-1) = t (0.025) : 

110) = 1.981765 with a significance of 0.00 (moderated). This means that variable z is a moderator in the 

relationship between variable X2 and variable Y. 

 

Conclusion 
Based on the results of the analysis and discussion that has been carried out, it can be concluded that 

Islamic Leadership Style (X1) has a significant effect on Employees Performance, Work culture (Z) as a 

moderator variable has also proven to be successful in strengthening the influence of Islamic Leadership Style 

(X1) on significantly towards ASN Performance (Y), Emotional Intelligence (X2) also has a significant effect 

on Employees Performance (Y), while Work Culture (Z) as a moderator variable is also proven to strengthen the 

influence of Emotional Intelligence (X2) on Employees Performance (Y). 

In the future, complementary studies should be conducted that will take into account the impact of 

modern methods of leadership on individual and organizational performance with the introduction of new 

elements of assessment for judging performance, excellence, success, and creativity. In this case, future studies 

may try to describe other types of leadership with different environmental and time settings. 

 

References 
[1]. Aboyassin, Naser A. Abood, Najim. (2013). The Effect of Ineffective Leadership on Individual and 

Organization Performance in Jordanian Institutions. International Business Journal. Vol 23 No 1 Pp 68-

84. 

[2]. Agustian & Ginanjar, A. 2005. Rahasi aSukses Membangun Kecerdasan Emosi dan Spiritual ESQ 

Emotional Spiritual Quotient. The ESQ Way 165, 1 Ihsan, 6 Rukun Iman dan 5 Rukun Islam. Jakarta: 

Penerbit Aga. 

[3]. Alharty, Abdulkareem Abdullah Husin. Nurazmallail. (2020) Training Impact on The Human Resources 

Performance. Journal of Southwest Jiaotong University. Vol. 55 No.3 June 2020. 

[4]. Alia, Cut Fauza, Mukhlis Yunus dan Mahdani. 2015. “Pengaruh Budaya Perusahaan, Rotasi Dan 

Promosi Jabatan Terhadap Motivasi Serta Implikasinya Pada Kinerja Karyawan PT. Bank Mandiri 

(Persero) Tbk. Area Banda Aceh.” JurnalManajemenPascasarjana Universitas Syiah Kuala. ISSN: 2302- 

0199. Vol. 4, No. 1, Hal. 1-10.  

[5]. Al-Meer, Abdul Rahim A,2003, Organization Commitment , A Comparison of Westerners, Asians and 

Saudi, International Studies of Management and Organization. 

[6]. Arpah,  M.  (2019).  Pengaruhbudayakerja  dan profesionalismepegawaiterhadapmotivasipegawai pada 

Kantor Walikota Batam. KhazanahIlmu Berazam, 2 (3 Sept), 395-399. 

[7]. Ardiansyah (2018). Pengaruh Kompetensi dan Kecerdasan Emosional Terhadap Kinerja Pegawai. 

JurnalInspirasi Bisnis dan Manajemen Vol 2, No 1 (2018): JUNI 2018 

[8]. Ari, SoetaYani., Ayu, Istiqomah. (2016). Pengaruh Kecerdasan Intelektual dan Kecerdasan 

Emosionalterhadap Kinerja Karyawandengan Profesionalismesebagai Variabel Intervening (Studi 

Empiristerhadap PT. Jne Service Center Utara 1). Jurnal Media Studi Ekonomi. Vol.19 No.2 Juni-

Desember 2016. 

[9]. Artina, H.B. Isyandi, dan Sri Indarti. 2014. “Pengaruh Kepemimpinan, Budaya Kerja, Lingkungan 

KerjaT erhadap DisiplinKerja dan Kinerja PersonilPolda Riau.” Jurnal Tepak Manajemen Bisnis. Vol. 

VI, No. 2, Hal. 9-19.  

[10]. Bradberry, Travis, dan Greaves, Jead. 2007. Menerapkan EQ di TempatKerja dan Ruang Keluarga. 

Yogyakarta: Think Jogjakarta.  

[11]. Dessler, Gary. 2016. Manajemen Sumber Daya Manusia, Jilid 1 Edisi 10, AlihBahasa : Paramita Rahay, 

(2016), Indeks, Jakarta. 

[12]. Dimyaudin, 2006 kepemimpinanislami 

https://garuda.ristekbrin.go.id/documents/detail/599102
https://garuda.ristekbrin.go.id/documents/detail/599102
https://garuda.ristekbrin.go.id/documents/detail/599102


International Journal of Latest Research in Humanities and Social Science (IJLRHSS) 

Volume 05 - Issue 08, 2022 

www.ijlrhss.com || PP. 51-59 

58 | Page                                                                                                                      www.ijlrhss.com 

[13]. Fitriastuti, T. 2013. Pengaruh Tipe Kepemimpinan Pada Persepsi Politik Dan Outcomes Organisasional 

DenganIngrasiasi Sebagai Variabel Pemoderasi. Jurnal Siasat Bisnis. 15 (2): 229- 247. 

[14]. Francis, Leslie J. Jewell A. Robbins M. 2010.The relationship between religious orientation, personality, 

and purpose in life among an older Methodist sample. Mental health, Religion & Culture: Vol. 13, Nos. 

[15]. Ghiselli, E.E. & Brown, C.W. (2003). Personnel and Industrial Psychology. New York: Mc. Graw-Hill 

Book. Co.  

[16]. Ghozali, Imam. 2005. Aplikasi Analisis Multivariansdengan Program SPSS. Semarang : Badan Penerbit 

Universitas Diponegoro. 

[17]. Goleman, Daniel. 2005. Working With Emotional Intelligence. Terjemahan Alex Tri Kantjono W. 

Jakarta: Gramedia Pustaka Utama. 

[18]. Goleman, D. (2003). Working with Emotional Intellegence Terjemahan. Jakarta: PT Gramedia Pustaka 

Utama.  

[19]. Goleman, Daniel. 2005. Emotional Intelligence, Alih Bahasa: T. Hermy. Jakarta: Gramedia Pustaka. 

[20]. Hakim, Adnan. 2015. “Effect of Organizational Culture, Organizational Commitment to Performance: 

Study in Hospital of District South Konawe of Southeast Sulawesi. ISSN (e): 2319-1813. ISSN (p): 

2319-1805.” The International Journal Of Engineering And Science (IJES). Vol. 4, Issue. 5, pp.33-41. 

[21]. Handoko, Sri. Choerudin, Achmad. dan Winarna. 2016. PengaruhBudayaKerja dan 

LingkunganKerjaterhadap Kinerja melaluiMotivasi dan KomitmenOrganisasi (Studi di 

KomisiPemilihanUmumKabupatenKaranganyar). Journal of Bussiness and Management. Vol 3, No 1 

(2016): September. 

[22]. Harahap, Sunarji.2016. Pengaruh KepemimpinanIslami dan Motivasi Kerja Terhadap Kinerja Karyawan 

Pada PT. Bank Syariah Mandiri, Tbk Kantor Cabang Pembantu Sukaramai Medan. Jurnal Ekonomi dan 

Bisnis Islam Vol 3 No 2 Tahun 2016 

[23]. Hasibuan, Malayu, S.P. (2018). ManajemenSumberDayaManusia. Volume 6. Edisirevisi, BumiAksara, 

Jakarta. 

[24]. Hutajulu, Yossi Maria., Sintani, Lelo., Meitiana. 2021.Pengaruhdisiplin dan 

budayakerjaterhadapkinerja ASN melaluimotivasikerjaSatpol PP Provinsi Kalimantan Tengah. 

Journal of Environment and Management, 2(1), 44-52. 

[25]. Ithri, Fina N. &Cahyono, H. (2018).PengaruhBudayaOrganisasi Dan Gaya 

KepemimpinanIslamiTerhadap Kinerja Karyawan PT. Bank Pembangunan Daerah Jawa Timur Tbk 

(Bank Jatim Syariah) Kantor Cabang Surabaya. Jurnal Ekonomi Islam, 1(2).  

[26]. Kamars, D. 2005. Administrasi Pendidikan Teori dan Praktek. Jakarta: BumiAksara. 

[27]. Kerlinger. 2006. Asas–AsasPenelitian Behaviour. Edisi 3, Cetakan 7. Yogyakarta: Gadjah Mada 

University Press. 

[28]. Khuzaeni, M.  I., Djumahir, &Solimun.  (2013).  The  influence of Work  Culture,  Work Stress  to  the  

Job Satisfaction  and Employees  Performance  in the  State  Treasury  Service  in Jakarta,  Indonesia.  

IOSR  Journal  of Business  and  Management, 9(2). Diambildariwww.iosrjournal.org. 

[29]. Mahazan, A. M., Nurhafizah, S., Rozita, A., Aishah, H. S., Azdi, W. W. M. F.,Rumaizuddin, G. M., ... & 

Abdullah, A. G. (2015). Islamic Leadership and Maqasid Al-Shari’ah: Reinvestigating The Dimensions 

of Islamic Leadership Inventory (ILI) Via Content Analysis Procedures. International E-Journal of 

Advances in Social Sciences, 1(2), 153-162. 

[30]. Maurice J. Elias, Cara-caraEfektifMengasuh Anak dengan EQ, Terj., M. Jauharul Fuad, Bandung: Kaifa, 

2001. 

[31]. Moedjiono, Imam. (2015). Kepemimpinan dan Keorganisasian.Yogyakarta: UII Press. 

[32]. Noor, dkk. (2011). Populasi-sampel Data. Jakarta: Gramedia Pustaka Umum. 

[33]. Pastor, Ioan. 2014 Leadership And Emotional Intelligence. The Effect On Performance And Attitude. 

Procedia Economics And Finance. Volume 15: 985-992 

[34]. Patton, Patricia. 2001. EQ di TempatKerja. Jakarta:PustakaDelapratasa.  

[35]. PeraturanBupatiKabupatenBoyolaliNomor 18 Tahun 2019 tentang Nilai Dasar BudayaKerja ASN di 

PemerintahKabupatenBoyolali. 

[36]. Peraturan Menteri PendayagunaanAparatur Negara dan Reformasi BirokrasiNomor 39 Tahun 2012 

tentangPedomanPengembanganBudayaKerja. 

[37]. PeraturanPemerintahRepublik Indonesia Nomor 46 Tahun 2011. TentangPenilaianPrestasiKerjaPegawai 

Negeri Sipil. 

[38]. Rezy. 2014. PengaruhKepemimpinanIslami Dan BudayaOrganisasiIslamiTerhadapMotivasiKerjaIslami 

Pada UMKM Kulit di Magetan. Jurnal Ekonomi Syariah. Vol. 1 No. 6, pp 406. 

[39]. Richard L. Hughes, Robert C. Ginnett, Gordon J. Murphy. 2012. Leadership: Memperkaya Pelajaran 

dariPengalaman, edisi 7. Jakarta: SalembaHumanika. 

https://e-journal.stie-aub.ac.id/index.php/kelola/issue/view/28
https://e-journal.stie-aub.ac.id/index.php/kelola/issue/view/28
https://e-journal.stie-aub.ac.id/index.php/kelola/issue/view/28
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
https://e-journal.upr.ac.id/index.php/jem/article/view/2658
http://www.iosrjournal.org/


International Journal of Latest Research in Humanities and Social Science (IJLRHSS) 

Volume 05 - Issue 08, 2022 

www.ijlrhss.com || PP. 51-59 

59 | Page                                                                                                                      www.ijlrhss.com 

[40]. Robbins, Stephen P., Coulter, Mary. 2016. Manajemen, Jilid 1 Edisi 13, AlihBahasa : Bob Sabran dan 

DevriBarnadi P, (2016), Erlangga, Jakarta.  

[41]. Romppanen, Jan-Micheal. 2021. Individual portfolio: Self- development and work cultures. Journal of 

Business Ethics, 94(S2), 239–253. 

 

[42]. Salovey, P & Mayer, J D. 1999. Emotional InteligenceD. Jakarta : PT. Gramedia. 

[43]. Shodikin, Ali. 2018. PengaruhKepemimppinan dan BudayaKerjaterhadap Kinerja Tenaga 

KependidikandenganMotivasiKerjasebagaiVariabel Intervening (Studi pada Universitas Islam Negeri 

Walisongo Semarang). JurnalPenelitian Ekonomi dan Bisnis, 3 (2), 2018, Hal: 61 - 72. 

[44]. Smrita Sinha, Ajay KR. Singh, Nisha Gupta, Rajul Dutt. 2010. Impact of Work Culture on Motivation 

and Performance Level of Employees in Private Sector Companies, Acta OeconomicaPragensia (AOP) 

18(6), 2010, ISSN 0572-304. 

[45]. Sugiarto. (2018). MetodologiPenelitianBisnis. Yogyakarta: Penerbit ANDI 

[46]. Sugiyono. 2012. StatistikUntukMetodePenelitianBisnis, Edisi 10, Alfabeta, Bandung.  

[47]. Sugiyono. 2016. MetodePenelitianKuantitatif, Kualitatif, dan R&D, Alfabeta, Bandung. 

[48]. Sukwandi, Ronald. Yonathan. (2014). PengaruhgayaKepemimpinan dan Komunikasi Interpersonal 

terhadap Kinerja Karyawan UKM. Jurnal Teknik dan IlmuKomputer. Vol 03 No 11. 

[49]. Supriyadi (2014) .PerbandinganMetodePartial Least Square (PLS) dan Principal Component Regression 

(PCR) untukmengatasiMultikolinearitas pada Model Regresi Linear Berganda. Journal of Mathematics 

6(2)  

[50]. Tanjung (2003) ManajemenSyari’ahdalamPraktik, Cet. I, Jakarta; GemaInsaniPerss, 2003, h., 120 

[51]. Umar (2008) MetodePenelitianUntukSkripsi dan TesisBisnisEdisi 11. Jakarta: PT Raja GrafindoPersada.  

[52]. Wijaya (2012) Pendidikan MatematikaRealistik, SuatuAlternatifPendekatanPembelajaranMatematika . 

Yogyakarta: GrahaIlmu. 

[53]. Yadav, Nidhi. 2011. Emotional intelligence and its effects on job performance: A comparative study on 

life insurance sales professionals. International Journal of Multidisciplinary Research, Vol.1 Issue 8,hal 

248-260. 

 

Author Profile 
 

Arifa Dewi Devakhy received the S. Hut degrees in Faculty of Foresty from Universitas Gadjah 

Mada in 2017. During 2020-2022, she studied in Faculty of Economy, Universitas Sultan Agung 

to get Magister Management degrees. Since 2018, she stayed in Liaison Officer of Sekretariat 

Daerah Kabupaten Boyolali. 

 
 

 

 

 

 
 

 

 

 


