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Abstract: This study aims to analyze the effectiveness of
leadership on employee productivity in the Surabaya City
Government organization. The research was conducted in one of
the Surabaya City Government organizations and was selected
purposively. There are 12 respondents. Then the data that has
been obtained is analyzed using SEM (Structural Equation
Model). The results of the study show that leadership affects
work productivity.
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I. INTRODUCTION

H uman resource development is one of the emphasis and
targets in development. Therefore, it is very appropriate
if, in the long-term development, considerable attention is
devoted to quality development, namely the elements of
cognitive, psychomotor, affective, and intuition. Societies,
especially individuals involved in the world of organizations,
are required to make more efforts to improve their abilities,
skills, and knowledge to achieve the quality of human
resources that are reliable, directed, efficient, and effective.

Reliable human resources can be said to be a conscious effort
made by the leadership of an organization to decide the
number and quality of employees needed by the organization,
which is increasingly complex in managing human resource
problems. It is also increasingly complex in managing its
personnel affairs. Therefore, it is necessary to manage the
increasing number of employees or human resources to be
more directed, efficient, and effective. This follows what can
be revealed, and the officers are responsible according to their
expertise, irresponsible means unprofessional.

Productivity is one measure of the effectiveness of an
organization at the individual, group, and organizational
levels. If a leader has a dominant influence in the changes that
occur in the organization, the fluctuations in the level of
productivity that occur in subordinates will also be influenced
by the leader. Productivity is a significant factor in
maintaining and developing the success of the activities of an
organization/company (Ravianto, 1990)

A person's level of productivity is closely related to the
motivation he has in carrying out his work. Based on
Maslow's theory of motivation, a person's level of motivation
is related to the level of maturity determined by the stages of

his needs. Also, in an organization, the level of motivation
possessed by employees will be determined by the level of
maturity of the group in the organization. Therefore, the
leadership pattern applied by the leader will increase the
motivation of subordinates to do a good job if the leadership
pattern applied is following the stages of maturity of the
employee. Because the level of maturity of a person or group
determines the level of motivation, then the leadership pattern
that a leader must apply is a leadership pattern that can
increase the motivation of subordinates so that work
productivity will increase. That is, leaders must be more
adaptive to the conditions of the organization they lead.

Wayne et al. (1999) state that individuals who have high
aspirations have the ability or competence to work hard and
maybe more self-critical of career advancement because they
experience disappointment in their career advancement, so
they have a high desire to advance. In the organizational
structure, there is little opportunity to move up or at least to
progress in career advancement, causing a person to be
dissatisfied with his career.

According to Wayne et al. (1999), The role of leadership
towards subordinates will significantly affect employee career
satisfaction. Leaders or superiors provide support, have
confidence in subordinates, have good interactions with
subordinates, and treat a fair attitude. If one of them is ignored
by the leader or superior, it will result in jealousy of each
other, especially with a practice called favoritism, like it or
not. Therefore, superiors do not pay attention to promotions or
career advancements for employees who excel, which will
affect employees' perceptions of their careers.

A good leader who can formulate the vision, mission, goals,
and values of the organization to the maximum extent
possibly gives the people within the organization concerned to
participate in balancing equal rights, responsibilities and
providing opportunities, with career development support if
necessary. If this is achieved, employee career satisfaction
will be created. In realizing employee career satisfaction,
career planning is needed. Career planning is indirectly related
to career satisfaction and career commitment. Career planning
can positively identify aspirations and abilities and recognize
training and career development in a training program.
Martoyo and Susilo (2000) stated that career planning is a
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plan about the possibilities of an employee or member of the
organization as an individual to pursue the process of
promotion or position according to his requirements and
abilities. It is setting goals for the psychological success
model, namely developing a career planning model. This
career planning model suggests that career goal planning has
its implementation on career goals and achievements. The
rationale for this model is that career planning should be
followed by individual efforts to increase motivation because
career planning is necessary for employees always to be ready
to make the best use of existing career opportunities. It is also
setting goals for the psychological success model, namely
developing a career planning model. This career planning
model suggests that career goal planning has its
implementation on career goals and achievements. The
rationale for this model is that career planning should be
followed by individual efforts to increase motivation because
career planning is necessary for employees always to be ready
to make the best use of existing career opportunities. Also, it
is setting goals for the psychological success model, namely
developing a career planning model. This career planning
model suggests that career goal planning has its
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implementation on career goals and achievement. The
rationale for this model is that career planning should be
followed by individual efforts to increase motivation because
career planning is necessary for employees always to be ready
to make the best use of existing career opportunities.

This study aims to analyze the effectiveness of leadership on
employee productivity in the Surabaya City Government
organization.

Il. RESEARCH METHODS

The research was carried out in November 2021 at a Surabaya
city government organization with the consideration of
researchers as part of the organization. Respondents needed
for this study as many as 120 people. In this research, the
dependent variable of leadership effectiveness is supported by
3 dimensions, namely Leader, Follower, and Situational with
11 indicators, then Work Productivity is supported by 5
dimensions, namely Motivation, Skills, Personality, Role and
Fatigue with 19 indicators as independent variables. The data
obtained from this study were processed using SEM
(Structural Equation Model)
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Figure 1. Structural Model of the Influence of Leadership Patterns on Work productivity.

I11. DISCUSSION

The regression coefficient of the variables analyzed in the
structural model can be called the path coefficient or path
coefficient. The regression coefficient (path coefficient) of the
analysis results can be seen in Table 1 below:
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Table 1. Regression Coefficient (Path Coefficient) Between Variables in the

Model
Structural
Path
Dependent Independent - Inform
Variable Variable Cogrf]-:m CR ation
Leadership Work Signifi
Pattern productivity 0.663 3,095 cant
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The pattern of leadership has a significant influence on work
productivity. This can be seen from the CR value > 1.966
(that is, the t value at = 5%). The influence of this leadership
pattern is supported by three dimensions, namely Leader,
Follower, and Situational, with 11 indicators. The highest
endorsers come from Followers. This contribution is twice the
contribution of the leader, while the Situational has the
smallest role. Ferine, Aditia, Rahmadana, Indri (2021) state
that conflict harms employee performance. However,
leadership, organizational culture, and work ethic have a
positive effect on employee performance. Ruiz-Palomino,
Ya'nez-Araque, Jim'enez-Est'evez, Broncano (2021) states
that servant leadership can directly reduce depression and that
PSC mediates this relationship. Nguyen, Malik, Budhwar
(2022) state that transformational leadership moderates the
impact of role conflict on knowledge concealment. Patzelt,
Gartzia, Wolfe, Shepherd (2021) says that perceptions of
supportive managerial leadership behavior may limit the
detrimental effect of negative emotions recalled from previous
project failures on employee job satisfaction, and through job
satisfaction, on employee performance.

Work Productivity is supported by five dimensions, namely
Motivation, Skills, Personality, Participation, and Fatigue.
Contributions to Work Productivity sequentially come from
motivation, followed by Personality, Employee Roles, Skills,
and Fatigue. Personality comes from one's nature, while
fatigue can be eliminated with a few distractions/refreshing.
Various factors influence the level of productivity. Work
productivity is a function of one's motivation, skills,
personality, role, and work fatigue (Munandar in Ravianto,
1990).

So motivation is one of the parameters that determine the
amount of one's work productivity. A person's ability to work
begins with education (in a broad sense) and the training he
experiences (Ravianto, 1990). Education and training are a
means for increasing human knowledge and skills and
providing the possibility of changing attitudes and
achievement motivation, which will simultaneously affect a
person's level of work productivity. Therefore, the higher the
level of education and training of a person and the practice
that supports it will increase an employee's skills so that his
work productivity will be higher. The components in the
personality that strongly influence one's work productivity
include one's appearance, skills, ethics, attitude, and work
discipline. The low level of a person's skills, ethics, attitudes,
and discipline will be reflected in his work results below
standard, or the quality of his work is not good. Therefore, the
higher the level one has in each component, the higher the
level of one's productivity.

"The Right Man In The Right Place™ is one of the
guidelines for the placement of workers in companies or
organizations because the factor of placement of workers will
affect a person's level of productivity. For example, someone
placed in a job that is not following the level of education and
ability results in disguised unemployment. That is, someone
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does not work fully, so the resulting work productivity will be
relatively low. In addition, displacement can occur because of
the weak management of the organization concerned, or the
leader does not know the existing job description. Another
cause for the incorrect placement of workers can also be due
to the incompatibility of the type of work available with the
qualifications of the workforce concerned.

Work fatigue is negatively correlated with the level of work
productivity of human resources. Someone who works with
high work fatigue will provide a low level of productivity.
Work fatigue can arise due to a high level of boredom towards
work, stress, and the influence of one's lifestyle. The more
positive a person's lifestyle will be, the less tension he will
experience.

The success and development of an organization are
determined by the human factors involved in it. Awareness of
the importance of the human factor has brought many
developments to research the role of humans in the industrial
sector and the aspects that accompany it. Humans cannot be
separated from work itself. Work implies carrying out a task
that ends with work that humans can enjoy to meet their
needs. The necessities of life include the need for food,
housing, clothing, and many others. All these needs cannot be
obtained for free, humans have to pay or spend money to get
them, and the money can be obtained if someone works.
Activities at work contain elements of social activity. In
essence, people work not only to maintain their survival but
also to achieve a better standard of living. Reliable human
resources can be said to be a conscious effort made by the
leadership of an organization to decide the number and quality
of employees needed by the organization. In changing
economic conditions that take place continuously and
relatively quickly, leaders and organizations they lead must
continue to adapt to changes that occur so that they can
compete in that environment and outside their organizational
environment. A leader has a dominant role in making changes
and developing individuals, groups, and organizations.

Work motivation is a complex problem in organizations
because the needs and desires of each member of the
organization are different. This is different because each
organization member is unique biologically and
psychologically and develops based on a different learning
process. Every activity carried out by a person is driven by
force from within that person. This driving force is called
motivation. The motivation in a person will realize a behavior
directed at the goal to achieve the goal of satisfaction. So
motivation is not something that can be observed but can be
inferred because of something that is visible behavior.
Management experts and psychology, in general, reveal that
work performance helps motivate workers' willingness. This
expression implies that willingness or effort to work cannot
improve work performance without motivation to work.
Manguprawira (2000) states that motivation with work
performance is a complex relationship. Work motivation is
related to employee satisfaction. With the need in him, then a
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person becomes motivated in doing his job. Motivation affects
career success where a person desires to work and use work
time, expectations of future income (compensation), and work
centrality where individuals see work as part of their lives,
which will bring progress in their career. Liu (2021) states that
there is significant variation between informal and formal
leadership for each leadership dimension internationally.

Ruiz-Palomino,  Guti'errez-Broncano,  Jim'enez-Est'evez,
Hernandez-Perlines, (2021) state that servant leadership has a
positive indirect effect, through high-performance work
systems (HPWS), on service differentiation. In addition, the
indirect effect is more potent in hotels with a culture that
supports innovation. FS/QCA revealed that the CEQ's servant
leadership was sufficient to explain the successful
implementation of the service differentiation strategy; HPWS
combined with a culture of innovation is also associated with
service differentiation and stated that servant leadership has a
positive indirect effect, through high-performance work
systems (HPWS), on service differentiation. In addition, the
indirect effect is more robust in hotels with a culture that
supports innovation. FS/QCA revealed that the CEO's servant
leadership was sufficient to explain the successful
implementation of the service differentiation strategy; HPWS,
combined with a culture of innovation is also associated with
service differentiation, stated that servant leadership has a
positive indirect effect, through high-performance work
systems (HPWS), on service differentiation. In addition, the
indirect effect is more substantial in hotels with a culture that
supports innovation. FS/QCA revealed that the CEO's servant
leadership was sufficient to explain the successful
implementation of the service differentiation strategy; HPWS
combined with a culture of innovation is also associated with
service differentiation.

Judge et al. (1995) also found several motivational variables
to be associated with compensation. In general, rewards can
be divided into two types: intrinsic rewards or intrinsic
incentives including task completion, achievement, autonomy,
and personal growth: extrinsic rewards ) or extrinsic
incentives include salaries and wages (salary and wage),
social security (fringe benefits), interpersonal rewards
(interpersonal rewards), and promotions (promotion).
Furthermore, rewards or extrinsic incentives will be called
compensation. Mangkunegara (2000) states that providing
appropriate compensation can motivate and satisfy employees,
and compensation can also improve organizational
performance.

It is increasingly clear that one's career satisfaction in a
company or organizational environment is paramount because
it more or less correlates with employee work motivation.
This is because work motivation is a desire to seek
opportunities to become experts and develop abilities.
Employees who desire to progress will feel satisfied when the
work targets are met, and that satisfaction will reach its peak
by getting rewards—Ferine, Aditia, Rahmadana, Indri (2021)
state that conflict harms employee performance. However,
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leadership, organizational culture, and work ethic positively
affect employee performance that Bjorna (2021) states that the
key elements of behavior are symbolic.

For this reason, as an organization, we are required to be
sensitive and respond appropriately to the changes that
occur. Furthermore, it is the main requirement for every
organization in the era of free trade to respond to various
environmental changes in the business world, namely
through improving employee behavior patterns and
work attitudes. For this reason, organizational
management is required to be able to build a bond of
commitment within the internal environment of its
employees so that it always develops solidarity and, in
particular, is persistent in providing collective
achievements, which is also in line with the vision and
mission of Abidin's organization (2003).

In organizations, human resources are significant to achieving
organizational goals. Therefore, the active role of employees
in supporting the success of the organization is essential. For
this reason, the organization must consider the fulfillment of
individual needs so that employees can work effectively in
achieving organizational goals. Fulfillment of needs,
according to Maslow in this case, includes the most basic
needs (basic physiological, sense of security, being loved,
loved, and appreciated) to self-actualization. This is in line
with human nature, which is not satisfied with what has been
owned or with what has been achieved. The existence of
different perceptions about the fulfillment of the needs of each
employee of the company causes a difference in the
assessment of the employee's job satisfaction.

According to Gibson et al. (2001), job satisfaction depends on
the level of intrinsic and extrinsic outcomes and how
employees perceive these results. These results have different
values for each employee. According to Martoyo and Susilo
(2000), job satisfaction is an emotional state, whether it is
pleasant or unpleasant for employees in viewing the work they
face. In other words, job satisfaction reflects one's feelings
towards his work and everything he faces in his work
environment. Job satisfaction is a favorable feeling and can
also be unfavorable that employees have in assessing aspects
of job satisfaction itself. Therefore, job satisfaction is an
abstract and relative thing. Every employee does not
necessarily have the same views on the level of satisfaction.
Hafner, Sun (2021) asserts crisis leadership in various
activities, such as: making responsive decisions,
communicating those decisions to the public, envisioning
goals, generating trust and cooperation, and calling for
collective action.

I11. CONCLUSION

Based on the results of the research, it can be concluded that
leadership influences (Leader, Follower, and Situational) on
work productivity (Motivation, Skills, Personality, Role, and
Fatigue).
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