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Abstract: Purpose - This study is aimed at the development of tle®ii of non-profit
organizations (team-base) in Indonesia. Empiridaibfing and analysis on the effect of servant
leadership, job satisfaction, and policy governaoocerganizational performance.
Design/methodology/approach The sample was escort team national communityosverment
program, in 21 provinces and 89 City/Regency. Withatified sampling method and survey
carried out by on-line through the web-site progrdarformance was measured with a input-
impacts model, while servant leadership and jolisfeation using the OLA (Organizational
Leadership Assessment). Measurement Policy Goveendtodels is used IPGA 2014. All
measurements using a Likert type scale intervdi wi7-point format and hypothesis testing used
SEM-Partial Least Square (PLS).

Findings - This study provides empirical evidence effect ssfrvant leadership and policy
governance on performance. However, it is not a&blsupport the effect of job satisfaction on
performance.

Limitations - The limited number of samples can be testeduiaré research. In addition, job
satisfaction measurements possible with Minessat&sfaction Questionnaire. Testing the pattern
structure more complex relationship (with modegtim mediating variables) and the disclosure
of other contextual variables are also possiblehsas the other leadership style, intellectual
capital, the level of work stress, or aspects aiidedge organization to improve robustness.
Implications - Results of this study can be considered govemimeanalyzing the performance
of other programs, and measure program impacts thighpattern of assistance, including the
implementation of Law No. 6/2014 of the village. rFKNKG is possible to consider the
principlies of policy governance in the review dfet general guidelines GPG (good public
governance).

Authenticity/value - Based on a review of previous studies, this mebeas a new test of
variables of servant leadership, performance (pexdioce) with input-impact approach, and
policy governance models of the non-profit orgatiarain Indonesia.

Keywords: leadership style, job satisfaction, Governancejase leadership

Background

and quality of service that must be realized fostakeholders (Campbell, 2002). If it focus orutesat the

project level means performance indicators achiewbed risk of failing to meet the demands for
accountability to publish values, and vice verdae Tesults of the study Frayer, Antony, and Og@899) found a
less significant performance improvement, accollitygb transparency, quality of service, and finaic
organizations, as expected. Suspected culture ehand performance management can be an alterrsativéon.
Therefore, non-profit organizations are categorizegherformance with unique characteristics, patéidy with
regard to the structure of governance, the legdlfarancial status, cultural differences, and taugs on which to
base their social objectives and (Tucker, 2010).

N onprofit organizations face significant to the ¢rw$ demand for result-based accountability, transpcy,

Armstrong & Baron (1998) shows some important fexthat influence the control of non-profit orgaatinns in
achieving organizational performance, including speal factors, leadership, teamwork, systems, athero
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contextual factors. These factors confirm the vidvLawrence and Lorch (1967) that the organizatisra system
of interconnected people's behavior in carrying different tasks in the various subsystems to aehiystem
performance. In its development, the concept ofthieery of organizational is understood as onéeffoundation
contingency theory, which states that the factanstingencies organizational in the concept of opgstems, of
which determined the nature of the task, the forrakdtions, reward, control, and ideas of how gt conduct
member the organization was well received (Lawrefceorsh, 1967). Therefore, there will be a contos

interaction in the organization and its environmgmver constant) for their transfer and transfaiomaof dynamic
(Jablin, 1986).

Unfortunately, in the literature, there is no agneat performance measurement tool which will belusemeasure
organizational accountability and impacts (EbraBirRangan, 2010; Moxham, 2009). Epstein and Buhd2869)

fills the gap by formulating performance measurenpaitern nonprofit organization called inputs-irofgamodels
and stated that the appropriate models to be abf@i@on-profit organizations, in particular theéeggory of service
delivey. The model measures the performance ofnizgtonal inputs to the organizational impactsttsat it can
be seen in a comprehensive process of embodimgamiaational accountability and impacts.

Chenhall (2003, 2007) to scrutinize the developneémesearch-based MCS contingency period of tbiea years,
the results are surprising because it is still latiely small number of studies that consider twoenpatibility
between organic structures with MCS. Similarly,d&s that examined the association organizationiélire with
MCS design. Recommended to do research throughsyetem model, including coordination, performance
evaluation and reward system in contemporary oegdinins team-based, in order to obtain lessongdagaMCS
relationship with the management of human resoui€kenhall, 2003, 2007).

Human resource be functioning as active steeringchieving organizational performance of contempopablic
sector (Sotriako & Zeppou, 2005). For example wuagkgroups, both in terms of ratings and empowermant
addition to positively impact their share knowledwed conduct joint monitoring of mutual benefits@lprovide
opportunities collusion (negative impact) amongrteaembers who may pose a significant problem inctivérol
of the organization (Atkinson et al. 1997). Therefahe human factor is possible to be one of éioéofs that affect
achievement of organizational performance.

Research Abernethy, Bouwens, and Lent (2010) peogiddence of the importance of leadership in érjylg the
behavior of the organization, for understanding ¢haracteristics of top management leadership gedational
context can affect the design and use of MCS. Asipmiency framework CGMA (The Chartered Global
Management Accountant) in 2014 states that it taklesr skills (Business skills, People skills, Leeghip skills) in
addition to technical skills (technical skills) sgnior levels and advance. Thompson (2010) alswesthdeadership
role in communicating the process of planning aodtrol, building interpersonal relationships to iasle project
success. The results of the study Thompson (20igpcsts research at Cambridge University's SchbBusiness
and Economics, which concluded that 80% of projéitsdue to the lack of leadership (Zhang & Faemmz007).
Likewise, the results of research Auxier (2013)nkigan (2008), Irwing (2005), Melchar and Boscol(@Q and
Nuijten (2012), showed a positive influence.

Unfortunately, in the accounting literature, how 8tyle of leadership allows explain the usefulrgdanning and

control systems as well as performance measuresystém differently, less and almost no attentiohgethy et

al., 2010) and a bit of literature presents itgeliptetation and how to ensure leadership and eutupports public
sector performance management (Frayer et al., 2008)etheless, the competency framework CGMA (2at4)
ensure that leadership skills are a prerequisiteasset expertise that must exist at all orgamizatilevels. In fact,

leadership skills otherwise increased in accordavite the highest levels of management so thatirements on

the executive level, which serves to define, forttelland maintain the implementation strategy ofafyanization.

(CGMA, 2014).

Another factor that may affect the performanceots gatisfaction. Harmonization of formal relatigffsader and
follower) can be reflected in the quality of retatships and psychological climate (in the form afst and

openness) (Dierendock, 2011). Harmonization of frnelationship could potentially affect individuattitudes
followers which eventually lead to job satisfactitwoth overall and intrinsic (Herbert 2003), asIvesl determining
the psychological health of employees (Rivkin, Bégsand Schmidt, 2014). Research McCann, Graces,Cox

(2014) was able to describe emotional reactiorisi@r recognition, awards, and job responsibiliassfactors that
affect job satisfaction which in turn can affeat tevel of performance.
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Governance structure is another factor that afferganizational performance. Arsjah (2005) proveat corporate
governance significant positive effect on perforcgnas well as research Suprayitno et al. (200Bwdh and
Buiyan (2009) did a review a number of studies thatmine the effect of governance on performaremilts of the
study concluded that a number of mutually reinfiogcgovernance significant effect on performanceoweler,
within the scope of nonprofit organizations requitber considerations in determining governanceeBech Grill
(2001) have shown that the determination governapgeoach takes more than just choosing the atteesathat
already exist. Other factors such as the size amplexity, ownership structure, personal agendacagdnizational
traditions determine how power is executed, howinberests of stakeholders expressed, how decisicnsnade,
and how decisions implemented needs attention ansideration (Grill, 2001).

In practice, the perspective of governance are Ilwidsed (company or corporation) is based on twgoma
theoriesthat is stewardship theory and agency yhganniri, 2014). However, nonprofit organizatiomsed proper
governance perspective with unique characteristiitbin their organization. Carver (2000) introducadother
perspective called policy governance models (PGh)atfirmed the right to apply the perspective ofgrnance in
nonprofit organizations. The principles that forne tPGM universal, so it is applicable and concdiyts&nsible,
even when compared to the previous perspectivenvdstiship theory and agency theory). Gordon (2000)
successfully demonstrated that the effectiveneg®lidy governance is equal to the previous goverea

The Research Problems

Non-profit organizations in particular categoriéservice delivery, have a responsibility to realthe performance
that includes accountability and publication ofued. Therefore, the type of the organization isallowed to be
measured only in terms of finance, but should loeaiighly covers all aspects of the inputs to tlegpm impacts.

Expertise leadership as a driver of achievememtrgénizational performance (non-profit). Leadersinpertise to
work for team building, coaching and mentoring, @maging the achievement of performance, motivate a
inspire, as well as change management. The chesticte of servant leadership enable the comfarts laadership
skills. In addition, job satisfaction is also aat@iinant of achievement of organizational perforogariRecognition,
awards, work and responsibility felt by followensdais reflected in the form of job satisfactionoirgspects of job
satisfaction that can affect the level of organaal performance. Another factor that determires gerformance
is the appropriateness of the selection of a garera perspective. PGM perspective offers a mod¢lddtegorized
effective to apply to non-profit organizations.

In connection with efforts to provide empirical @ghce and confirm the contingency approach in treext of
SPM and performance testing, the study was condu®esearch questions posed as follows. 1) howaserv
leadership influence on the performance of nonpfjanizations ?, 2) how the effect of job satistm on the
performance of nonprofit organizations ?, and 3y tio influence policy governance on the performaoteon-
profit organizations?

Objectives and Research Excellencies

This study aims to provide empirical evidence & #ffect; servant leadership on performance, jtisfaation on
performance, and governance policy on performalmcether words, this study tested the effectiver@ssternal
control and management of organizational perforradrased on a contingency approach, filling the lgemture
(factor of leadership in MCS), as well as completagn research needs contingency approach in ndhprof
organizations (the category of contemporary stmegtThe basic provisions that distinguish this gtwdth prior
research including; use of inputs-impacts modelsrganizational performance measurement, use thstrewt of
servant leadership in a team-based organizatiah,testing policy governance perspective so thahit provide
additional empirical evidence, particularly on go@pe of non-profit organizations.

Literature Review
Contingency Theory

Contingency theory states there is no one overghrizational design exactly the same, becausevfanmental
heterogeneity organization has its own dynamics stadility (Lawrence and Lorch, 1967). Developmeit
contingency theory is popular is influenced orgatianal theory. The standpoint of organizationalotty to explain
that kind of relationship in the organization degeron the nature of work being done, the formadti@hship,
respect, control, and ideas about how it shouldntmmbers of the organization received good treatment
Organization is defined as a system of behavioamimtional members are interconnected in carrgungdifferent
tasks in a variety of different subsystems to aghithe system performance. While the task is ddfasa complete
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cycle of the input-output-trasformation which indés design, production or execution, and distridvutif goods or
services. (Lawrence & Lorch, 1967).

In practice, the structure of contingency theoanfework became the basis for the design of MCSarelers, so
that they can identify and confirm that the cont@ktvariables potentially indicate the effectivene$ the system
design. Even the development of the theory thraugbnprofit organization contemporary structurartiebased) is
also possible, for example by linking the objectieé MCS, MCS elements, as well as the meaningnaeasure of
contextual variables. The basic assumption of rekess is MCS is built to help managers achievéouarresults
or desired organizational goals and design an apiate MCS (fit) is influenced by the context in iai the

organization operates. (Chenhall, 2003; 2007).

Servant Leadership

Vroom and Jago (2007) explains that there is stilth debate about the term leadership, who's gaeteand who
is not, and even the leaders who are effectiveiaefflective. Defining leadership in general hasi@wpoint that
leadership involves influence, though not all affdéwe ability of the leadership. Based on the mevigf the
leadership definition, Vroom and Jago (2007) codetl that leadership as a process to motivate otbensork
together collaboratively to achieve the best resi b, leadership is a process, not a person'efyofn the process
involves a certain pattern to influence called mating, along with the consequences in the forraadfaboration.
Therefore, the leader and the follower must haeestime mindset "achieve the best results".

Leadership style that developed starting from #edérship that focuses on the nature or chardmtigvioral,
contingency theories, to the contemporary appraaaiauding the theory of servant leadership (Hani2z910).
Style of leadership as transformational leadershifransactional leadership is more focused onotiganization
(Patterson, 2003), on the contrary, servant leageiis a leadership that focuses on followers @pstin, 2003,
Patterson, Russell, & Stone, 2004), serve the qihgy in advance (Greenleaf , 2002), and a wageafing with
others (Spear, 2010).

Servant leadership for the first time initiated Bgbert K. Greenleaf in 1970, offering the prospettethical
leadership theory "servant leadership,” thus alhgwiheir practices on a knowledge-based organizatianager
century 21. Servant leadership is defined as falow
The servant-leader is servant first. It begins wiitle natural feeling that one wants to serve. Then
conscious choice brings one to aspire to lead. Gédwt test is: do those served grow as personshelg t
while being served, become healthier, wiser, fre@re autonomous, more likely themselves to become
servants? And, what is the effect on the leastlpged in society; will they benefit, or, at leasgt be
further deprived{Greenleaf, 2002:27)

The concept of servant leadership emphasizes tieatdle of a leader as a "steward". Its main fasut
empower or give other people the opportunity toetigy as an individual and not on the power andtioosi
himself. In other words, the main purpose of serl@adership is to "growth” members of the orgatimzaand
develop teamwork and involvement of all membersdétail servant leadership includes 10 characiesisir
attributes; (1) listening, (2) empathy, (3) healin@) awareness (consciousness), (5) persuasion, (6
conceptualization, (7) foresight, (8) stewardshipnistry), (9) commitment to the growth of peopdad (10)
building community. (Greenleaf, 1977, 2002; Sped@85, 2010)

Nevertheless, it does not mean lack of proper implgation of servant leadership in Indonesia, bezdtuis
basically a common ideology embraced by the peopledonesia is the idea of parental (Danisword,®0
Parental leader called the paternalistic leaderishipleader who sees himself as a parent tharlesslar. This
view shows that the role of leader by righteousrsesas to generate a response from his followeesasld.
Laub (1999) proved paternalistic leadership camded to describe the servant leadership. Therefergant
leadership is possible to be tested in Indonesia.

Job Satisfaction

The concept of job satisfaction has long beengfatie empirical research, especially with regartehavioral
research. Job satisfaction, as constructs, isiablarthat is very complex because many of the Wietsin the
workplace that may affect job satisfaction (Johns2808). According to Wofford (2003) there are mtran
3,000 articles and research that focuses on thstrea of job satisfaction and some framework @ theory
developed to explain job satisfaction. Howeverrahare various definitions of job satisfaction. iDefg the
job satisfaction has been conducted since 1962 fféhf2003). However, according to Hoppock (in Digtg
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al. 2012) concept of job satisfaction has even leteoduced since the 1930s and is expressedefteation of

a feeling of physical and psychis against sistwesik. Seashore and Taber (1975) mentions the basic
framework of the components of job satisfactionludes three aspects: environmental, personal, and
relationships. Environmental aspects include therm#o the micro-environment, the personal aspethé
condition of a person of very stable to less staduhel personal and environmental aspects are imfageby the
relationship, include; causal, relationship, cogeincies, interaction, and others. In other woms satisfaction

is strongly influenced by the connection or relasioip one person to another in the organizatioch s1$ the
leaders with followers, follower the follower, atehders with the leaders.

Policy Governance Models (PGM)

Some researchers and academics assume that "goeetrisnot a new concept, but it is as old as hulifie.
Briefly governance can be defined as rules to cauy the mandate in an honest and fair. Therefore,
governance can be interpreted in context. In theext of combating corruption governance is defiasdhe
implementation of state clean of corruption, thategt of democratization is defined as the orgasizgve
space for participation (outside organizers), sttathe role and power (between the State, civiletpcmarket
mechanisms) (General Guidelines GPG, KNKG 2008 ).

A governance perspective that is widely used irctpra (companies or corporations) are generallyetham
two major theories, namely stewardship theory ageénay theory (Daniri, 2014). Stewardship theory
perspective to position the board as an advistr t®ach the CEO, reviewing, advising and genetalypens
for controlling shareholder, the family companygdgaint ventures. While the agency theory perspectihe
board is positioned to play a role among the owaeadsoperators, to act as a watchdog and inspsctornthat
the dominance of this perspective is right for ¢beporation. (Oliver, 2009). A nonprofit organizatirequires

a different governance perspective and accordinthéounique characteristics of the organizationtv€a
(2000) introduced the policy governance perspectagserts that the true owner of servant leadership
organization has competence to govern on their Ibefherefore, the perspective of PGM enables the
comprehensive empowerment of the staff, while tr&rol mechanism is still needed to ensure accailitta
(Carver and Carver, 2001).

Both the perspective of governance (stewardshiprthand agency theory) are categorized as tradition
governance perspective when compared to PGM (Ho2@02). The principles of forming PGM universally
applicable, so that the PGM is very applicable emdceptually sensible, even when compared to mauhs
traditional perspectives (Hough, 2002). The resoitempirical studies demonstrate the effectivertdd3GM
equal with the effectiveness of traditional goverce(Gordon, 2000).

PGM is defined as the theory of governance genertiat is a paradigm of the principles and cone¢pbt the
structure) are interrelated conceptually (CarvéQ4). As a system arrangement of conceptualizatiom the
organization, and adhere to the assignment is ttonagh the board. Therefore, in the perspectiie®M role
of board governance - as a servant leader, shaeisolthe public, members (or any other party,otlueer, or
the equivalent of the owners) - to ensure thatattganization is able to achieve the stated goathefoard
governance and run their own with honesty. This ehaintended to assist the board of governanpalia of
achieving organizational goals as efficiently afféaively as possible. (Oliver, 2009).

PGM contains ten principles that apply universaflg, that the model is very applicable and concédlgtua
sensible, and certainly prepared with a basis thfiects the common goal of good governance. Those
principles include; 1) ownership, 2) board positi8hboard holism, 4) end policies, 5) board mgaigies, 6)
executive limitations policies, 7) policy size, 8larity ang coherence of delegation, 9) any redsiena
interpretasions, and 10) monitoring. (IPGA, 2014).

Nonprofit Organizational Performance

The challenges of managing nonprofit organizatidiféerent from for-profit sector, in particular oits
performance characteristics. In addition, therenés agreement on the criteria that should be used fo
performance measurement in the literature nonpmafgfanizations. The range of stakeholder non-profit
organizations are also very broad, covering; fugdjovernment and non-government organizations, ono
volunteers, employees, users and beneficiaries Kisiimx 2009).

There are two performance measurements focus oprafitnorganizations that accountability and impact
(Ebrahim & Rangan, 2010). Accountability descrilbles transparency of resource management entrugted b
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donors, taxpayers and the entire constituency irctwthe non-profit organization operates. While itm@acts
describes the results that can be realized in mgalith complex issues such as service delivergressing
poverty and injustice.

From the period of measurement, non-profit orgdiones performance can be measured in the shaort ter
who may soon be seen emergence. On the other lwaugdterm performance or benefit for the much besad
constituency that often transcend the boundariesoof-profit organizations that are generally difficto
imagine measurements and anticipation. Therefoless precise performance measurements enablenhidde
unethical behavior that led to the massive lossiealsuch as reputation, donations, and trust, dimdua
mismatch of financial reporting and misappropriatio stakeholders.

One typology is a nonprofit organization focused tbe social sectors poverty alleviation. This tymyl
divided into three categories, namely emergendgfraiterventions, service delivery, and policy amdlocacy
rights. Ebrahim prepositions and Rangan (2010kstanly category of service delivery that is reaalyoe
measured from the inputs to the final impact iseldasn the logic chain -on the scale and the scbpgersice
delivery.

Based on the preposition, Epstein and Buhovac (286%9eloped a performance measurement inputs-impact
models or the result chain (Ebrahim and RanganQ;2Rarsons et al., 2013). The basic framework eftiodel
consists of inputs, activities (processes or img@etation), outputs (output external and internal)icomes
(results) and impacts. The mechanism of performaneasurement inputs-impacts models according to the
order of the preparation of the design strategtheforganization, shaped pattern of cause-efféati@aship,
focus on the social impact, a member of the orgdiuia, and others aspects (non-financial). So,tsypupacts
models measure the success of the strategy thdtdsaddeveloped for the articulation of the mission

Conceptual Framework

Servant leadership with regard to the virtues whiciiild a person's character thus increasing hid. |8y

combining the virtues theory and empirical evidertben construct of servant leadership behaviossrised

as a plurality of six key characteristics. A semMaader has indicators: (1) empowering and dewetppeople,
(2) demonstrate humility, (3) completely, (4) adieg people as they are, (5) provide guidance, (@hderve
anyone who has worked for the benefit of all. (Bretonck, 2011). Therefore, servant leadership shioeilthe
character of the organization's culture to prodow@y benefits. In a number of tests showed thatagér
leadership affect the achievement of organizatipeaiormance.

The nonprofit organization typology of service dely, performance focused on the impact of the faogin

providing positive social change and or benefimp@cts) for the members, also provide insight ithie

direction of change (Epstein and Buhovac, 2009haB®r of servant leadership can affect organizatio
performance allows direct. Good relationship sereaders and followers that it is possible to dutee the

success achievement of organizational performance

Psychological aspects, both overall and intringrcdhdicating recognition, respect, and resportisybfor the
job becomes other important factors that could i@ty affect the job satisfaction and the othetetmining
the achievement of organizational performance.dditeon, the creation of an organization's envirembal
climate also use the policy governance is critioathe organization. Based on the explanationctreeptual
framework of this study are presented as Figure 2.1

Next page
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KEPUASAN KERJA

POLICY GOVERNANCE

Figure 2.1. Conceptual framewor

Development Research Hypothesis
Effect of Servant Leadership on Non-profit organizdions Performance

The role of leadership in the organization havesinesd less attention in the accounting literatafthough there is
some significant evidence of the importance of éegldip in explaining organizational behavior (Aksthy et al.,
2010). Style of leadership is a significant prealicin the planning and control systems, as welthes use of
performance measurement system. In other wordsletehip affects the choice of control systems (&rm
interaction) and communications (interactive infatinto the follower, in addition to getting feedkafrom
followers.

Servant leadership behavior influence on orgarorati financial performance, due to factors sucliegeloping
and empowering others, authentic leadership anidnasy leadership are factors predictive right féect the
performance (Choudhary et al., 2013). In team-basgdnizations, indicated the presence of senaautdrship on
the performance and effectiveness of the team (Plsom 2010), as well as in non-profit organizati(tdannigan,
2008; Jacobs, 2011).

Servant leadership is recognized as a model that coemtribute in addressing these challenges, offean
alternative stimulation and increased life for lewsthip, and created a culture with high ethicahdsads and lower
corruption. Results of research on business or mdibrganization, servant leadership construaignificant
impact on performance. Based on these discussimmproposed hypothesis is as follows.

Hal: Thereisinfluences of servant-leadership on the non-profit organizations performance
Effect of job satisfaction on non-profit organizatons performance

Job satisfaction is evidenced as other factors itiffatence performance. Wofford (2003) cited manart 3,000
articles and studies that examine job satisfactang various theoretical framework developed tolarpjob
satisfaction. The theories that have supportedn&iance; the need hierarchy theory of Maslowinint) the stages
of individual needs, theoretical expectations obdm which led to the idea that each individual Ww#l motivated to
complete the task if the result is possible andrdete, or the theory of two-factor of Herzbergtsout the factors
motivators or intrinsic (such as : salary, recagnit responsibility, and interpersonal relationshipnd health
factors or extrinsic (such as: key aspects of thekimg environment and directives).

Parvin and Kabir (2011) has found the factors #iect job satisfaction appropriately. Thereforecidion makers
and managers should focus on factors that affdrtsptisfaction of employees, if the organizatiopests an
increase in performance. Research Khan et al. j2@ledical institutions showed that the factarshsas salary,
promotion, safety and job security, working corais, work autonomy, relationships with co-workeetationship
with supervisor, and the nature of work influenab gatisfaction and performance. Their researcliiroosd what
has been reported in the studies Parvin and KaeiX).
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Perceptions of job satisfaction is needed in humneaource management. The ability to create a wovik@enment
that enhances job satisfaction can be supposenfitemce the achievement of organizational goats lzen more
effective. Unfortunately, in a contingency-basagigtdemonstrate not much available research linkd@$ on job
satisfaction. (Chenhall, 2003).

Results of research on job satisfaction is notrelgtdemonstrate consistent results. The internalrenment of the
organization (formal and informal relationships¥luence the level of job satisfaction (Dierrendo@Q11).
Individuals may believe that job satisfaction igter if performing more effectively and will be teskd when
performing less well (Fisher, 2003). Based on tliseussions, the research hypothesis is statfdlaws.

Ha2: Thereisinfluences of job satisfaction on the non-profit organizations performance
Effect of Policy governance on non-profit organizabns performance

The study of literature by Biswan and Buiyan (20@8ninst governance research showing mixed reqatsly
difficult to describe the influence, and others yide evidence of the significant influence of gowance on
performance. Several other studies showed a signifipositive influence governance factors on thdogpmance
(Arsjah, 2005; Suprayitno et al., 2005). While &M is a model of governance that has not beemsixiy
tested (Biswan and Buiyan, 2009).

Policy governance is a new way of looking or thigkof the governance concept. Gordon (2000) caoteduea
study constructs governance policy to assess tleetiweness of the board, showed that the policydehmf
governance as effective as traditional governamaetipes. The exception if the CEO with PGM beli¢hat the
board of governance more effective in understanding talking about culture, norms, and values @& th
organization. Nobbie and Brudney (2003) conductestualy to improve the weaknesses in previous rekear
Research conducted by the approach of a compdsistareen the three different groups among the lsageof the
board, board members and CEOs showed that theré@gef the board, board members, and the CEOrteg o
have improved perceptions of the performance obtterd after adopting PGM and further influencei@gment
of objectives.

Based on empirical research PGM can be concludscetiable nonprofit organizations to ensure thecjples and
policies, at all levels. Each party involved in thrganization has to be able to articulate policieprograms in the
form of activities in order to achieve organizatibmyoals. Expected perception of their principlésPG&M can

influence performance significantly. Based on tkgl@nation, the following proposed hypothesis.

Ha3: Thereisinfluences of policy governance on the non-profit organizations performance
Research Design

The design of this study is quantitative descriptaimed to test the relevance of the MCS uses #@ingemcy
approach in nonprofit organizations. This approaels chosen in order to explore the effect that wedubetween
these variables and expected to reduce the pdtbragof the subjectivity study investigators.

Population, Sample and Data Collection Methods

Polulasi location of this research is a companiesut of PNPM Mandiri Inti (Urban and Rural) in Incmsme,
covering 34 provinces and 496 City/Regency. Saruulations are determined by stratified samplinigased on the
following criteria: 1) companion team at provinciavel have assisted the numbepaD City/Regency in territory
control, 2) companion team at City/Regency havestessthe number of50 kelurahan/distric. Based on the criteria
1 and 2, obtained samples of 25 and 435 Provirgidl City/Regency. In other words, the total unitawalysis
based on a sample location number 920 (composdé&®iinits of analysis of urban and rural analysig 460).
Obtaining a response is expected at least reachrésffbndents composed of 15 (5%) of respondents fre
provincial level and 264 (95%) respondents frorg/céigency level (based on the formula Slovin) quragimately
30% of the total sample analysis unit sites.

Development Research Instruments

Research instruments developed based on the thatiopal definition of each variable of the studyble 3.1).

Especially for the adoption of the questionnaitee (OLA) was developed in English, but due to théohesian
respondents, the questionnaire was translatedndmnesian through " translation back-translatiaith different

individuals. The process of "reverse translatiorddeto ensure that the entire editorial questiornaieaningless
when compared to the original questionnaire.
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Table 3.1.0perational Definition and Measurement

No.

Research
Variable

Type of
Variable

Operational Definition

Intrument

Type
of
Data

Performance

Dependent

Organizational performance is an
achievement indicators planning
steps (inputs), implementation and
control (activities), the
implementation of the program
quality and tiered to produce the
program's objectives (outputs)
appropriate governance principles
(democratic, participatory,
accountable, transparent, and
independent) so that the perceived
benefits (outcomes) and
institutionalized (impacts) in the
community.

Inputs-impacts models
(Epstein dan Buhovac,
2009), adapted to
General Guidelines-the
logical framework of
community
empowerment
programs in 2012

Interval

Servant
Leadership

Independent

Servant leadership (individual) is
the understanding and practice of
leadership individually and
collectively that put the interests of

serving others first rather than selft

interest.

Servant leadership (organizational
behavior is a reflection of
organizationally based on the
characteristics of servant leadersh
(individual) that form in the form of
a culture or climate overall, assesg
and practiced by the leadership an
overall organizational elements.

The OLA (Laub, 1999,
2004), adopted

Interval

Job
Satisfaction

Independent

Job satisfaction is a reflection of th
physical feeling and psychis team
members on the employment
situation at all levels of the
recognition of the role performed,
compliance, support, trust, and
individual assessment team.

The OLA (Laub, 1999,
2004), adopted

Interval

Policy
Governance

Independent

Policy governance is a perceptio
belief team members at all levels t
the policies that are prepared in
writing and confirmed by the board
(team advisory-R&D/KMP)
together with the owner (PMU-K/L
related) related to the mission of th
program ("Ends" statement) as theg
perspective of long-term goals of
the program, described in the form
of a rational interpretation in
writing, and realized in practice an

n IBTGA (2014), adapted

pto the policy
framework of the
National Program for
Community
Empowerment

e

activity routine decision making to

Interval

23
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achieve program results, according
to the indicators or key parameters
are clear, unequivocal, and writing
(Executive Limitation), and is
presented in the form of periodic
reports.

Research Result
Research Response

The results of the research response (Table 4dyesth amount of 84% from 25 provinces (urban progjaamd
72% of the 25 provinces (rural program). While ta tity/regency elicits responses 17% of 435 ditgencies
(urban programs) and 17% of the 435 districts (noragram).

Table 4.1.List Response Research

Urban Team Rural Team
Information s % 5 % Total

Location Sample- Province 25 25 50

Location Sample— Regency 435 435 870

Total Location Sample 460 460 920

Province Response 21 84% 18 2% 39
_Regency Response 75 17% 76 17% 151

Respon Total 96 94 190

Rejected (Incomplete) Response 4 2 6

Outside (Not the sample location) 5 8

Respon

Clean Data 89 19,3% 87 18,9% 176

Source: Primary data, be treated

The demographic data of respondents indicatedhleatverage age of the respondents 43 years vetlowest age

28 years and the highest 55 years of age. Gendarale respondents is 20% and male respondent$/4s Ble
education level of respondents the majority of ugdeluate (S1) is 89% and post-graduate (S2) is 11%
respondents. Role in the team at the provinciall88% (Team Leaders/Korprov) 62% Specialist anithéndistrict
level 33% (City Coordinators/Faskab) 66% (Spegidlss). The length of time served in the progranaeerage of

10 years and the number of members of the es@ort séverage of 16 people.

Hypothesis testing

Hypothesis testing using WarpPLS4.0. The final ltesfidata processing obtained a description of rdeearch
model as presented in Figure 4.1. Overall, the thgsis testing results are presented in TableMe2anwhile, the
coefficient of determination Rthat describes the contribution of independentiatées showed R-squared
Coefficient 0.397, nilai Adjusted R squared Coédfit 0.336, dan nilai Q-squared Coefficient 0.533.
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R’=0.70
(P<€.01) ey
p=0.90 oP
P<.01) (R)8I
p=-0.01 p=0.73 =21
{P=0244 P<.01) :
=0.16 ./ Kinerja FP=<0.1)
= [ R)5i
(P=0.05) (R) 52021 =079
p=0.60 R2=0.50 {P<.0
P<.01)
i R?=0.65
(P<.01)
p=0.89

P<.01) p=0.88 R’=0.84

a =0,95 (P<.01
hon B=0.86 p=0.97 p=).94 pS0.96 =096 Tp=0.91
R=0.80 O peory (Pon) [P<ipl) (P<B1) (P<01)._(P<.0

BP

Re=0.78
[R}5i BM
(R}
R’z0.90

R?=0.91 R?=0.94 R?=0.39 R’=0.91 R’=0.93 R?=0.83
Source: be treated, WarpPLS 4.0
Figure 4.1.Hypothesis testing
Table 4.2T Test Results
Variable Path Coefficients P-value Decisions

ServLead --> KINERJA 0.16 0.05 Ha be supported
KepKer --> KINERJA 0.01 0,44 Ha not supported
PolGov --> KINERJA 0.60 <0.001 Ha be supported

Source: be treated, WarpPLS 4.0

The test results of Hal showed that the Servadelkship has a value P-value of 0.05, while Ha2 stbthat job
satisfaction has a value P-value of 0.44, and Hwa8ved that policy governance also have value Pevalli001.
Thus, these results reflect the significant effettservant leadership and policy governance onopmidnce.
However, job satisfaction does not reflect the i§icemt the effect on performance. In other worthese results
provide support for the statement Hal and Ha3aleihot able to support Ha2.

Discussion

The development of the theory of MCS with a corgimgy approach —non-profit organization- obtain eiogi
evidence in this study. The results of this stuoijmplement MCS research associated with human ressuas well
as previous studies conducted in hospitals (Abbyn&tBrownell, 1999), in the public sector (Giedgeittner,
1996), and military (Chenhall & Euske, 2005). Tebased organizational structure, removing the botiesia
between work activities, and strong in the aspéergpowerment and participation is explained by thisearch
through contextual variables servant leadershippatidy governance. In addition, confirmed the fploifity to
combine individual and organizational variablesdg@imall, 2003) or the so-called people-environmiriDeci,
1980) and the organization fit (Kristof, 1996).

MCS effectiveness in nonprofit organizations shoits dependence on contextual factors, although the
organizational structure shows different conditid@sganizational theory (Lawrence and Lorsh, 19&vvhich the
design approach of this study can be confirmed.aBieh of servant leadership is felt by team membars
performing their duties so that team members fag¢lal trust, understand the primary purpose oftélaen, mutual
respect and maintain a positive working relatiopsth nonprofit organization based team with soméqum
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characteristics (Tucker, 2010) can be tested witlvgn research model contingencies, so as to prompirical
evidence of the effectiveness of MCS. In additicaipable of providing new issues, including the éssfinonprofit
organizational performance with inputs-impacts nMedgpproach, the issue of governance structuresy ysblicy
governance perspective, and the issue of valuesrfadtal achieving goals using servant leadershiph &sues as
the form of improvements on previous research tifinomeasurement adjustment factors contingencie$, as
servant leadership and policy governance in thérabsystem and its environment.

Nonprofit Organizational Performance - inputs-impads modek

Performance measurement on non-profit organizatignssing inputs-impacts models (Epstein and Bubp2809)
is part of the process of defining new, adapteithéocharacteristics and organizational environmBased on these
results, performance measurement model for noripogf@nisasional obtain empirical support. Measurdgnuod
organizational performance traced from inputs tpaois so that the program can explain that whobs@lof the
program implemented as expected, refer to the goate (policies) are prepared, and able to reafiearly all
indicators of program performance measures. Inratloeds, measuring the performance of non-profiaoizations
allows not using a measuring instrument based ffofitporganizations. In particular, the non-proditganization
with a contemporary structure (team-based) and imr¢he scope of services delivery is possible using
measurement of performance inputs-impacts models

Servant Leadership

Elements micro-organization in the form of indivadattributes of servant leadership is tested withe framework
of the contingency, so the results of this studyenable to confirm and provide empirical evidenoeadat is in the
competency framework CGMA 2014. At the level ofnteleaders and program specialist expertise of kshiebe
crucial, evidenced from a 38% level of team lead&d 62% level program special is in this studyestdeadership
skills significantly affect the achievement of thpgram's performance. At the level of leadershipegtise that
empowers team members to be very decisive (astae ateering) to define the organizational straté@mework,
as found by Sotriako and Zeppou (2005).

Servant leadership ideas Greanleaf (1970) wasrooedi in this study that the leadership practiceskfmwledge-
based organizations in Abat-21 can be applied ip eountry, including Indonesia. The concept of setv
leadership on this sample showed strong princifgeserve others, both to the working team membemsal as to
the surrounding community, the priorities and tivetfgoal of community empowerment program. In terof

measuring the construct of servant leadership, réseilts of this study also provides empirical emitke of

measurement The OLA (Laub 1999 and 2005), thatfasit leadership with regard to the value of peegho are
within the scope of the leadership of servant lemdas individuals who strengthen the confidencehefteam
through the use strength ethics.

Servant Leadership on Performance

Testing the interaction of servant leadership oamteperformance companion program supports the tsesul
Choudhary et al. (2013), Irving (2005), and Thomp£2010) that servant leadership has a significalationship
with performance in the international division afmprofit organizations (program management tedrekting
internal factors of individual leaders of the penfiance, the results of this study support a nunaberevious
studies (Bocarnea and Dimitrova 2010; ChoudaryleR@13; Dennis and Bocarnea, 2005; Dierendonk 2011
Earnhardt, 2008; Han et al., 2010; Hannay 2007ndrv2005, Laub, 1999; Waddell, 2006). Similarlye teffect of
leadership as teamwork or organizational to théopmiance, the results of this study support a nurnbgrevious
studies (Choudary et al, 2013; Dierendonk, 20114r{pr2004b; Gromley, 2007; Gupta, 2013; Han et 2010;
Hannigan 2008; Herman, 2008; Irving, 2005; Irvimgld.ongbotham, 2007; Laub, 1999; Salie, 200).

Servant leadership characteristics affecting thdopmance teamwork (nonprofit organizations). Tl rof the
team leader or coordinator is able to ensure akph of community development programs are ruréordance
with the policies or guidelines applicable at @Véls, either provincial or district levels. Lead®srcoordinator
capable served to increase capacity, motivate, furstard, and trust his team members to work effidy and
effectively embodied in a performance ranging fioputs to the program impacts.

Cultural diversity (multi-ethnic) Indonesia is redted in the companion program team showed thasdneant
leader has a significant effect on performances Tesearch complements the research Butarbutdr (@040) in
the category of companies LQ45 on the IDX. On thieeio hand, the population of Indonesia with a Mosle
majority, the results of this study confirm Salg9(8) that the servant leadership in the Muslim roemity center
and school. In other words, the construct of sdrnl@adership in non-profit organizations in Indaaesan be
measured and tested with the results as testetién countries.
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The need leadership skills among other skills impetency framework CGMA (2014) obtain empirical goi, as
well as supporting the opinion Sotriako and Zep(2005). The role of servant leadership in nonprafganizations
with a contemporary structure (team-based), seivemnabler relating to the development of stratggidormance
management framework to achieve the level of omgdiuinal performance and to create a human respbemme
active steering in the process.

Job satisfaction

The pattern of the formal relationship between dégadnd follower tested in this study to complem#re

contingency-based research through individual kattes. However, the test results of this studyrareable to
provide support for MCS uses the non-profit orgatien based on individual attributes. Some deteamtis of job
satisfaction in more detail needed to be identiied measured more thoroughly so that it can bertéced that
these factors exist and as a driver of job satigfadelt. Thus, it will be described emotional céans overall job
satisfaction on the individual's involvement in woeams.

Job satisfaction on Performance

The results of this study do not support the respiitAhmad et al. (2010), Parvin and Kabir (2014l &han et al.
(2012) that lead to job satisfaction organizatics@hmitment to becoming better and further fostérgatisfaction
is higher indicating better performance. Employed® work well expressed as a predictor of orgaronal

performance (Herbert, 2003) and an important mttigafactor employee performance (Mak and Socké012
Mohamed et al., 2011) was not able to be strengthénthis study.

Policy Governance Models

Constructs PGM in this study showed a picture p#ioe escort team malalui program implementationthaf
principles and concepts that are believed and riglsed in order to implement the program. Thatception
explains the existence of policy governance petspefCarver and Carver, 2001) and managed to ourésearch
Grill (2001). A governance perspective on the tadifferent from the companion program governancacsires
that exist in the corporation, because the orgéipizal structure, size and complexity of the esdeam, the
ownership structure of the program, personal agemdaorganizational tradition escort team in tligirctions and
roles are different. On the other hand, the progsiaiement of the stakeholders' interests, deecisiaking
mechanisms, and how its implementation by the éseam program is also different. The principlestamed in
the PGM is illustrated in practice, allowing eaelarh a companion program to empower and adhere taulés of
the game (the program guidelines) reflecting suddageountability for implementing the program.

Measurement construct the policy governance bygutfie ten principles formulated IPGA (Internatiofalicy
Governance Association) 2014 can be demonstrattdsirstudy, that the principles perceived PGM corteld and
showed the harmony in its application. In additithe results of this study illustrate that the iempentation of the
tasks achieve the performance (key success ing&atoganization in accordance with the policiemlgshed and
run by themselves with honesty. The mechanism biegement of performance in accordance with theeephof
policy making in the policy governance. In otherrd& the results of this study reinforce the poljowernance
perspective making it possible to apply to non-pfganizations, particularly in the context ofamisasi that focus
on service delivery.

Policy governance on Performance

The results of this study support previous resedf@hrdon, 2000; Nobbie & Brudney, 2003), as well as
strengthening research Grill (2001) to 20 non-prafganizations, that the choice of approaches m@avee right is
not simply choosing alternatives that already eXist require consideration of another factors stmplexity, as
well as the personal agenda and organizationatabi

The results also confirm that the governance polayable is a proxy that is able to create a déra responsible
and accountable at the organizational environnmestause it allows for comprehensive empowermethefktaff,
while the control mechanism is still needed to easiccountability (Carver & Carver, 2001). In agtit the results
of this study reflect their adherence to and coamglée with regulations (laws, government regulati@msl policies
other governments) which applies to the level afi@eManagement (CGMA, 2014) and reflects that lloard
governance (Advisory / KMP) has compiled concejptasibn, run the organization and adhere to thégassent
(Oliver, 2009). The uniqueness of nonprofit orgatitms obtain the support of empirical evidence,depiction of
MCS with the management of human resources asedcigith the structure of governance with a contiroye
approach (Chenhall, 2003), as well as empiricatl@vwte PGM able to assist the board of governaneshieve
organizational goals as efficiently and effectivedg possible (Oliver, 2009), as well as other gosece
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perspective. The principles that form the PGM proumiversally applicable, so that its presence ifelthe
organization models and conceptual sense, stremgibigy the results of this study.

Overall, these results confirm the success of PNWPidiri escort team which has been managed by rineiples

of leadership that serves others first. Patternompaniment conducted by a team escort foster contynun
participation rates as expected program, eventabtesolve the participation of the poor and thdéuwreers reached
35% in planning and decision-making (PCR, 2015)e Tuality of governance is shown by evidence of the
independent evaluation team that the level of neispisfunds is very small, even just 1% of the td@antuan
Langsung Tunai (BLM).

Conclusion

Results of testing the effect of servant leadersugl governance policy on the performance of ndiipro
organizations showed significant influence, but doet show any effect on job satisfaction. Nevdedsw the
results of this study complements research comiogeapproach associated with the system (MCS) with
management of human resources in nonprofit orgair in a more organic structure or team-basdue T
organizational structure as the behavior of theesysare interconnected in carrying out differesk&a to achieve
the system performance significantly confirmed his tstudy. Thus, the results of this study provéepirical
evidence and confirm the theory and method devetopraffort to combine individual and organizatiomatiables
or person-organization fit.

Research implications

The results of this study, theoretically able t@sgthen linkages MCS and organizational perforraaespecially
strengthening the control system building blocks fmnprofit organizations. From the viewpoint of cnai
(organization), the results of this study contrébt the factor of human resources managementsahiar level
within the construct of servant leadership. In igatar, given the empirical evidence and reinfaitoe competency
framework CGMA (2014), that leadership skills arereasingly required on a more strategic level ionc

In addition, the results of this study reinforce thGM as an alternative to the perspective of gmrere in addition
to the perspective of stewardship and agency, dsas/@rovide opportunities for academics to condeasearch and
confirm again the existence of policy governancespective on the organization (for-profit or nonfjo PGM is
possible to be considered non-profit organizatiarimmplementing the principles of governance sd thaew model
of governance practices, particularly within govaeemt (Kemeterian/ Lembaga) and the regulator, @egonent-
owned enterprises (SOEs or BUMDesa).

Performance measures for non-profit organizatioitl imputs-impacts models, theoretically can beficored and
obtain empirical evidence. The program stakeholdarsobtain information on program performancehefinputs

to the program impacts through performance measmemputs-impacts models. Funders or donors, tamgple,

can find out a number of activities that are féaibd using certain funding sources that suppast dffective
implementation of the program or not; constituesidemmunities can find out the process of impleftgon of the
program and its involvement until after the programputs-impacts models can be used by governments
(Kemeterian/Lembaga) to test or measure the pedibcen of the programs, particularly focusing on Piyve
Alleviation program in the category of interventiservice delivery.

Limitations and Recommendations

The response rate of this study is relatively lespecially at the escort team City/Regency. Theeethe selection
method of data collection can be done with diffemethods in future research, to increase the abmfuresearch
that is more representative response.

Strength variables influence this study refleces itifluence of other variables that have not belemtified in this
study. MCS retesting linkage with the performanéehe individual aspect, orgnisasional environmemtother
technologies is possible. For example, levels bfgress, patterns of other leadership, intellédajital, or aspects
of knowledge organization, and others. Similarlye tstructure of interactions between variables (fdors
mediating or moderating) in the structure of thedelas very possible so as to strengthen MCS thbaitging for
nonprofit organizations. In other words, researdhlve able to further explore the neighborhoodi€S fit so as to
explain the significant factors affecting the nasfirorganizational performance.

Bibliography
[1] Abdillah, Willy. and Jogiyanto. HM. (2015Rartial Least Square (PLS): Alternatif Structurafji&ation
Modelling (SEM) dalam Penelitian BisniBNDI, Yogyakarta.



Agustine and Muslimah / OIDA International JournaSustainable Development 09:12 (2016) 29

[2] Abernethy, Margaret A., Jan Bouwens, & Laurence i‘wnt, (2010). Leadership and control system
design.Management Accounting Resear2h,(2010), pp. 2-16

[3] Ahmad, Habib., Khursheed, Ahmad., & Idrees Ali Sh@010). Relationship between Job Satisfaction,
Job Performancdttitude towards Work and Organizational Commitmeatiropean Journal of Social
Sciencesolume 18, Number 2

[4] Armstrong and Baron, (1998erformance management: the new realitissndon: Institute of Personnel
and Development. Dalam Amrstrong, Michael. (2015ymétrong’s Handbook of Performance
Management: An Evidend-based Guide to DeliveringhHrerformanceFifth edition.

[5] Arsjah, Regina Jansen. (2005). Hubungan Corporate®@ance, Nilai Perusahaan dan Pengelolaan Laba
di Bursa Efek Jakart@isertasi Universitas Indonesia.

[6] Atkinson, A A., Balakrishnan, Ramiji.,, Booth, Peteand Cote, J M. (1997). New Directions in
Management Accounting Researdournal of Management Accounting Researt@97; 9, pp. 79-108.
ProQuest

[7]1 Auxier, William R. (2013). The Relationship Of Sant Leadership Attributes To Sales Performance Of
Salespersons In The Healthcare Industry In 2Didsertation Andrews University.

[8] Biswas, P. K. and Bhuiyan, M. H. U. (2007). Corgiter&overnance and Firm Performance: Theory and
Evidence from Literature. Available at: http:/fssom/paper-id1257617

[9] Bisbe, Josep and Otley, D. (2004). The effectshefihteractive use of management control systems on
product innovationAccounting, Organizations and Soci§. Pp. 709-737

[10]Bocarnoa, M. and Dimitrova, M. (2010). Testing SevLeadership Theory with Bulgarian Students.
International Journal of Leadership Studiéfl. 5 Iss. 3, 2010.

[11]Bradshaw, P. Bryan H, and Ruth Armstrong. (2008)n-profit Governance Models: Problems and
ProspectsThe Innovation Journal: The Public Sector Innovatimurnal Volume 12(3). article 5. pp. 1-22

[12]Butarbutar, I. D., Sendjaya. S. & Hartel, C.E.D1@). The Mediating Effects of Ethical Climate dret
Relationship between Servant Leadership and Orghtoiml Citizenship BehaviouANZAM

[13]Campbell, D. (2002). Outcomes Assessment and tmadB& of Nonprofit Accountability Nonprofit
Management and Leadershif2(3): 243-259.

[14] Carver, John. (2000). A Theory of Corporate GoveceaFinding a New Balance for Boards and Their
CEOs, originally published as "Leadership du cdnd@idministration: The Policy Governance Model".
The Canadian Journals Gouvernance-reveu Internat@rVol. 2, no. 1, Spring 2000, pp. 100-108.

[15]Carver, John and Carver, Miriam. (2001). Carversglichk Governance® Model in Nonprofit
Organizations" originally published as "Le modét#i&/ Governance et les organismes sans but Ifitrati
The Canadian journaGouvernance-revue internationalol. 2, no. 1. pp. 30-48. available at:
http://www.carvergovernance.com/pg-np.htm

[L6]CGMA. (2014). CGMA Competency Framework. United ¢diom.

[17]Chenhall, R. H. (2003) Management control systeessgh within its organizational context: findingsrh
contingency-based research and directions for therd. Accounting, Organizations and Society28
(2003). pp. 127-168, available at: www.elsevier.docate/aos

[18] Chenhall, R. H. (2007). Theorizing Contingenciedvianagement Control Systems Research. Chapter 6.
Handbook of Management Accounting Resear€Hited by Christopher S. Chapman, Anthony G.
Hopwood and Michael D. Shields. Elsevier. Vol 1163-205.

[19]Chenhall, R. H. & Euske, K. (2005). The role of ragament control systems in planned organizational
Change: An Analysis of Two Organizations, 3rd Coefiee on Performance Measurement and
Management Control: Improving Organizations and &ety, Nice, France.

[20] Choudhary, A. I., Akhtar, S. A. & Zaheer, A. (2018npact of Transformational and Servant Leadership
on Organizational Performance: A Comparative Arialylournal Bussines Ethickl6. pp. 433-440

[21]Danisworo, Suryo. (2010)Warisan Kepemimpinan Jawa Untuk Bisnis: MemimpinuBghaan dan
Menyiapkan Calon Penggan®PM Manajemen. Jakarta

[22]Daniri M A. (2010) Roadmap Menuju Good GOvernarisnis IndonesidManajemenbim@bisnis.co.id,
dan www.bisnis.com

[23]Daniri M A. (2011) Membangun Bisnis Ber-Etika meiliaPenerapan GCG dan CSRroceeding of the
Discussion Program on Business Ethiosiversitas Indonesia, September 15.

[24]Dennis, R. S. dan Bocarnoa, M. (2005). Developnudrthe servant leadership assessment instrument.
Leadership and Organization Development Jour8&{8). pp. 600-615.

[25]Dierendock, D. V. (2011). Servant Leadership: A iRevand Synthesislournal of Managemenv/ol. 37
No. 4, July 2011. pp. 1228-1261




30

Agustine and Muslimah / OIDA International Joairof Sustainable Development 09:12 (2016)

[26]Ding, Donghong., Haiyan Lu., Yi Song., & Qing LWR2012). Relationship of Servant Leadership and
Employee Loyalty: The Mediating Role of Employeeti§action. iBusiness 2012. 4. pp. 208-215,
available at:_http://www.SciRP.org/journal/ib

[27]Drury, S. L. (2004). Servant Leadership and Orgational Commitment: Empirical Findings and
Workplace Implications Servant Leadership Research Roundtatflegust 2004, available at:
http://www.regent.edu/acad/sls/publications/confeee proceedings/servant leadership roundtable/2004p
df/drury_servant leadersh ip.pdf

[28]Drury, S. L. (2004b), Employee Perceptions of Serdaadership: Comparisons by Level and with Job
Satisfaction and Organizational Commitmebissertation Regent University.

[29]Earnhardt. Matthew P., (2008). Testing a Servardadeeship Theory Among United States Military
Members Emerging Leadership Journeygol. 1 Iss. 2, 2008, pp. 14-24

[30]Ebener .Dan R. dan O’Connell. David J., (2010)wHdight Servant Leadership Work®Nonprofit
Management & LeadershipOl: 10.1002/nml pp. 315-335

[31]Ebrahim, A. and Rangan, V. K. (2010). The LimifsNonprofit Impact: A Contingency Framework for
Measuring Social Performance. Social Enterprisialinre, Harvard Business School.

[32]Epstein M. and Buhovac, A. (2009). Improving perfiance measurements: Not-for profit organizations,
CMA ManagementNov 2009; 83, 7; ABI/INFORM Complete, pp. 16-Zl/ailable at:_http://www.ef.uni-
lj.si/docs/osebnestrani/Not-for-Profit. pdf

[33]Fama E F and Jensen M C. (1983). “Separation of ébstrip and Control”.Journal of Law and
EconomicsVol. 26, No. 2. pp. 301-325.

[34]Fisher, Cynthia D. (2003). Why do lay people bedidghat satisfaction and performance are correlated?
Possible sources of a commonsense theayrnal of Organizational Behavio24. pp. 753777

[35] Frayer, Karen. Antony, Jiju. and Ogden, Susan. $20Performance Management in the public sector.
International Journal of Public Sector Managemeviol. 22, No. 6, 2009, p. 478-498. available at:
https://pureapps2.hw.ac.uk/.../export.html

[36] Gill, M. (2001). Governance DO’S & DON'TShe Institute On Governance

[37]Gieger, D. and Ittner, C. (1996). The influence fohding source and legislative requirements on
government cost accounting practickscounting, Organizations and Socie®t (6), 549-567.

[38]Gordon, Mark Matthew. (2000). Comparing Effectiges of Traditional and Policy Governance Nonprofit
Boards Dissertation Walden University.

[39] Greenleaf, R. K,. (19775ervant leadership: A journey into the natureetfitimate power and greatness.
New York: Paulist Press.

[40] Greenleaf, R. K,. (20025ervant leadership: A journey into the nature gfitienate power and greatness.
New York: Paulist Press.

[41]Grill, Mel. (2001). Governance Models: What's Righdr Your Organization?. Synergy Associates Inc.
availabel at: www.synergyassociates.c&@overnancéo20Mo...

[42]Grossmeier, J. C,. (2007). Adopting and ImplementirPolicy Governance Moddlournal of Healthcare
ManagementSep/Oct 2007; pp. 52, 5; ProQuest. pp. 343-350

[43]Gupta, S. (2013). Serving the “Bottom of Pyramid”’A-Servant Leadership Perspectivdaurnal of
Leadership, Accountability and Ethiosol. 10(3). pp. 98-106.

[44]Hair, Joseph F, Jr., Black, William C., Babin, Bad:, & Anderson, Rolph E. (201QYultivariate Data
Analysis: a Global Perspectiv®earson International Edition, Seventh Edition.

[45]Han, Yong., Kakabadse, N.K., and Kakabadse. A. {203ervant leadership in the People’s Republic of
China: a case study of the public sectlmurnal of Management Developme¥bl. 29 No. 3, 2010. pp.
265-281

[46]Hannay. Maureen., (2010). The Cross-Cultural Leatlee Application Of Servant Leadership Theory in
The International Contexiiournal of International Business and Cultural Sasd pp. 1-12

[47]Hannigan, John B,. (2008). Leadership In Higherdadion: An Investigation Of Servant Leadership As A
Predictor Of College Performandgissertation Capella University.

[48]Herbert. (2003). The Relationship Of Perceivedv&er Leadership And Job Satisfaction From The
Follower's Perspectiv®issertasi.Capella University.

[49]Herman. Rebecca L., (2008). Servant Leadership: @défl For Organizations Desiring A Workplace
Spirituality Culture Dissertation Capella University.

[50]Hough, Alan. McGregor-Lowndes, Myles. & Ryan, Ghirie. (2004). Policy Governance: ‘Yes, but does
it work?'. Key Issues Applied Corporate Governaribeeping Good Companieslay 2004. pp. 213-216




Agustine and Muslimah / OIDA International JournaSustainable Development 09:12 (2016) 31

[51]Huang, Linfen Jennifer. and Snell, Robin Stanle§2003). Turnaround, Corruption And Mediocrity:
Leadership And Governance In Three State Ownedrjiges In Minland ChinaJournal Of Business
Ethics.Mar 2003; 43, 1/2. pp. 111-124

[52]International Policy Governance Association. (203dly). Policy Governance® Principles and Model
Consistency Framework document. Retrieved fronriatigonal Policy Governance Association, available
at:http://www.policygovernanceassociation.org/agslecuments/principles-and-model-consistency-
framework-2014.pdf

[53]Irving, J. A,. (2005). Servant Leadership and tffediveness of Team®fissertation. Regent University.

[54]Irving, J. A,. (2005). Utilizing the Organizationlabadership Assessment as a Strategic Tool foe&sing
the Effectiveness of Teams within Organizatiodsurnal of Management and Marketing Reseam.
111-124.

[55]Irving, J.A. dan Longbotham G.J,. (2007). Team &ffeness and Six Essential Servant Leadership
Themes: A Regression Model Based on items in tlga@zational Leadership Assessménternational
Journal of Leadership Studiegol. 2 Iss. 2, 2007, pp. 98-113

[56]Islam, Jesmin. and Hu, Hui. (2012). A review oéilé@ture on contingency theory in managerial acéognt
African Journal of Business Management Vol. 6(15), pp. 5159-5164, available at:
http://www.academicjournals.org/AJBM

[57]Jablin, Fedric. (1975). The Selection Interview:n@ogency Theory And Beyondduman Resource
Managemen{pure-1986); Spring 1975; 17, 1; ABI/INFORM

[58]Khan, A H., Muhammad, M N., Muhammad, A., and Wa$im(2012). Impact of job satisfaction on
employee performance: An empirical study of autooosn Medical Institutions of Pakistai\frican
Journal of Business Manageme¥bl. 6 (7), pp. 2697-2705

[59]Laub, J. A. (1999). Assessing the servant orgapizatdevelopment of the organizational leadership
assessment (OLA) instrumehtnpublished DissertatigriFlorida Atlantic University, Boca Raton, FL.

[60]Laub, J. A. (2004). Defining Servant Leadership:R&commended Typology for Servant Leadership
Studies Servant Leadership Roundtable — August, 2004

[61]Laub, J. A. (2005). From Paternalism To The Serv@nganization: Expanding The Organizational
Leadership Assessment (OLA) Moddlhe International Journal Of Servant-Leadershigol 1 2005
Number 1. pp. 155-186.

[62]Lawrence, P R. and Lorsch, J W. (1967). Differditia and Integration in Complex Organizatios.
Administrative Science QuarterlyVolume 12, Issue 1 (Jun., 1967). pp. 1-47, apd at:
http://link.jstor.org/sici?sici=001-8392

[63]Melchar. David E. dan Bosco. Susan M., (2010).hi&dng High Organization Performance through
Servant Leadership.The Journal of Business Inquiry2010, 9, 1, pp. 74-88, available at:
http:www.uvu.edu/woodbury/jbi/volume9

[64]McCann, Jack Thomas., Graves, Daniel. & Cox, Liev€2014). Servant Leadership, Employee
Satisfaction, and Organizational Performance inaR@ommunity Hospitalsinternational Journal of
Business and Managemekil. 9, No. 10; pp.

[65]Mohamad, M H. Zulkiflee D., and Khulida K Y. (2014rediction Of Transformational Leadership On
Employees’ Good Governance In Malaysian Local Gowemt Authorities: A Pilot Studylnternational
Journal Of Management Research And Revigwr/ Feb 2014/ Volume 4/Issue 2/Article No-J.[63-
171

[66]Moxham. C. (2009). Performance measureménternational Journal of Operations and Production
Management29 (7), pp. 740-763.

[67]Nuijten, Inge. (2012). Servant- Leadership: Parado®iamond in the Rough®issertation Rotterdam
School of Management, Erasmus University, available at:
http://www.erim.eur.nl/research/centres/leaderstapis/detail/ 1588

[68] Oliver, Caroline. (2009). Getting Started withPolicy Governance: Bringing Purpose, Integrity, and
Eficiency to Your Board First Edition. John Wiley & Sons, Inc. USA, available at:
http://ontario.cmha.ca/public-policy/capacity-biiid/accreditation

[69] http://ontario.cmha.calfiles/2012/12/board _evabmatquestionnaire.pdf

[70]Otley. David. 1980. The Contingency Theory of Magragnt Accounting: Achievement and Prognosis,
Accounting and Organization Society 5

[71]Parvin dan Kabir. (2011). Factors Affecting Empleydob Satisfaction Of Pharmaceutical Sector.
Australian Journal Of Business And Management Rebe®ol.1 No.9, pp.113-123.




32

Agustine and Muslimah / OIDA International Joairof Sustainable Development 09:12 (2016)

[72]Parsons, J., Gokey, C., and Thornton, M. (2013)ichtors of Inputs, Activities, Outputs, Outcomesl a
Impacts in  Security and Justice Programmingera Institute of Justice available at:
http://www.vera.org/sites/default/files/developimglicators-security-justice-programming. pdf

[73]Patten, D. M. (2002). The relationship between mmmental performance and environmental disclosure.
Accounting, Organizations and Socie2y (8), 763—773.

[74] Patterson, K. A. (2003). Servant leadership: A tbgoal model. Dissertation Regent University).
Retrieved April 12, 2008, frorRroQuest Digital Dissertations Databag@ublication No. AAT 3082719).

[75]PNPM Urban. (2015). Project Completion Report —idt&tl Community Empowerment Program — PNPM
Urban | & AF. Directorate General of Human Sattletse Ministry of Public Works. Jakarta.

[76]RAND Labor and Population. (2011). Process EvatuatOf PNPM Urban. Jakarta, available at:
http://psflibrary.org/collection/detail.php?id=6525

[77]Rivkin, Wladislaw. Stefan Diestel. dan Klaus-Heln&thmidt. (2014). The positive relationship between
servant leadership and employees’ psychologicalttheA multi-method approachGerman Journal of
Research in Human Resource Managen28tl-2), pp. 52-72

[78]Russell, R.F., and Stone, A.G. (2002). A reviewsefvant leadership attributes: developing a praltic
model.Leadership & Organization Development Journal(®3pp. 145-157.

[79] Salie, Achmat. (2008). Servant-Minded Leadershid ®ork Satisfaction in Islamic Organizations: A
Correlational Mixed Studypissertation University Of Phoenix

[80]Seashore, S E and Thomas D. Taber. (1975). Josf&aion Indicators and Their Correlatédsnerican
Behavioral Scientistvol. 18. No. 3. January/February. pp. 333-368

[81] Shleifer, A and Vishny, R W. (1997). “A Survey obfporate GovernanceThe Journal of Finange/ol.

52, No. 2, pp. 737-783.

[82] Sotriakou, T and Zeppou, M. (2005). How To Aligne@k Civil Service With European Union Public
Sector Management Policies: A Demanding Role for NRnager in The Contemporary Public
Administration Context.The International Journal of Public Sector Managemn&005; 18, 1; pp. 54-82.
ABI/INFORM Complete.

[83]Spears, L. (1996). Reflections on Robert K. Gresgfnésd servant-leadershipeadership & Organization
Development Journal, {7), pp. 33-35.

[84] Spear, Larry C. (2010). Character and Servant éwshiip: Ten Characteristics of Effective, Caring
LeadersThe Journal of Virtues & Leadershigol. 1 Iss. 1, 2010, pp. 25-30.

[85]Stone, A. G., Russell, R. F., & Patterson, K. (2003ansformational versus servant leadership — A
difference in leader focuf?aper presented at the Servant Leadership RouadiatRegent University,
Virginia Beach, VA, on Oct.16, 2003.

[86] Stone, A. G., Russell, R. F., & Patterson, K. (200fransformational versus servant leadership: A
difference in leader focu3he Leadership & Organization Development Jour@&{4), pp. 349-361.

[87]Suprayitno, G., Khomsiyah., Sedarnawati, Yasni.nip®., and Aries, S. (2005)nternalisasi Good
Corporate Governance dalam Proses Bisiiige International Institute for Corporate Goveree, Jakarta,
Indonesia.

[88] Taylor, David L. (2012). Governance Philosophytet Relational Level: Putting Stewardship Into Antio
Dissertation Purdue University.

[89]Thompson, Kenneth N., (2010). Servant-Leadership: Hfective Model For Project Management.
Dissertation. Presented In Capella University

[90] Tucker, Basil. (2010). Through Which Lens? Contimgeand Institutional Approaches to Conceptualising
Organisational Performance in the Notfor- Profictee JAMAR.Vol. 8 - No. 1- 2010 pp.17-34

[91JUNESCAP. 2007. What Is Good Governance. PovertyuBgah Section UNESCAP, UN Building,
Rajdamnern Nok Ave. Bangkok 10200, Thailand.

[92]Vroom, Victor H. and Jago, Arthur G. (2007). TRele of the Situation Leadershiphe American
Psychological Associatiovol. 62, No. 1, 17-24

[93]Woodruff, Thomas Milburn. (2007). Leadership, BbaGovernance, Director Independence, And
Corporate Performance: A Quantitative, Correlatiosudy Of Community BanksDissertation
University Of Phoenix.

[94]Zhang, Jing. And Faerman, Sue R. (2007). Distethueadership in the development of a knowledge
sharing systenmEuropean Journal of Information Systerf®007) 16, pp. 479-493




