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Abstract

The workability of an employee in a company or organization has an essential role in achieving
organizational goals. Therefore, various efforts need to increase the workability of employees to an optimal
level. One effort that needs improvement is to determine the ideal leadership style according to the
characteristics of employees so that they are more optimal in carrying out their duties and responsibilities
so that their abilities are maxim. Authentic leadership and servant leadership styles can significantly
change employee work abilities. In this study, the respondents were all field employees in one of the
electricity generation sectors, totaling 566 employees. The analytical method used is a different pair t-test
with this test, which aims to see how the changes made by the two leadership styles improve employee
performance.

Keywords : authentic leadership style, servant leadership style, workability.

Abstrak

Kemampuan kerja seorang pegawai dalam sebuah perusahaan atau organisasi memiliki peranan yang
penting untuk mencapai tujuan organisasi. Oleh karena itu beragam upaya perlu dilakukan untuk
meningkatkan kemampuan kerja pegawai hingga pada level yang optimal. Salah satu upaya yang dapat
dilakukan adalah dengan menetapkan gaya kepemimpinan yang ideal dan sesuai dengan karakteristik
pegawai sehingga mereka lebih maksimal dalam menjalankan tugas dan tanggung jawabnya sehingga
kemampuan mereka diharapkan dapat lebih dimaksimalkan. Gaya kepemimpinan otentik dan gaya
kepemimpinan melayani disinyalir mampu memberikan perubahan yang signifikan terhadap kemampuan
kerja pegawai. Dalam penelitian ini responden adalah semua pegawai lapangan di salah satu sector
pembangkit energi listrik sebanyak 566 orang pegawai. Metode analisis yang digunakan adalah dengan uji
beda paired t test dengan pengujian tersebut diharapkan dapat melihat sejauh mana perubahan yang
dibentuk oleh kedua gaya kepemimpinan dala meningaktkan kemampuan kerja pegawai.

Kata kunci : kepemimpinan otentik, kepemimpinan melayani, kemampuan kerja.

INTRODUCTION

Human resources in a company is a precious and

resources who have a role in the engineering field

or the field section. This demand seems to be

significant asset, so it makes various efforts to
maximize employee capabilities to achieve
company goals effectively and efficiently.
(Ulrich & Dulebohn, 2015) In today's modern
era, human resources have a crucial role where
human resources are required to do a variety of
existing jobs using the systems available at the
company. (Rana, Sharma & Goel, 2019) This
condition impacts the increasingly high demands
of the company on every existing human
resource to be able to carry out the company's

activities optimally—especially human

getting stronger, pushing companies to carry out
various policies, one of which is an employee
outsourcing policy. Aims to drive productivity
and meet skills needs—employees who can carry
out work by the standards expected by a
company. (Kaliannan & Adjovu, 2015) Private
companies engaged in the natural energy sector
namely companies that carry out their activities
in building power plants. Namely, companies
that carry out their activities in building power
plants. Companies that carry out their activities

in building power plants. Of course, employees
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expect reliable work skills and use modern
technology to support the company's activities in
building power plants in the country. However,
in reality, this condition is still not to the
company's expectations, where the average
existing employee does not have the workability
as expected. This condition forces companies to
outsource employees by bringing in employees
from China to meet the needs of employees who
have special abilities in operating heavy machine
equipment with relatively modern technology.
This condition is, of course, felt to be quite a
burden for the company. Therefore, a natural
solution is needed to increase the work
capabilities of existing local employees so that
they can operate heavy equipment with this
modern technology in the future.

To improve the ability of employees in an
organization, the role of a leader is quite
significant, especially the leadership style he
brings will provide real and significant changes
to the ability of employees. Under these
conditions, the leadership style applied will color
an organization and affect its employees.
Employees act by what is desired by the leader.
(Mikkelson, York, & Arritola, 2015) So thus, in
an organization, a leadership style needed that is
appropriate to the character and culture of the
organization. So it can provide self-confidence
and build employee morale to want to make
fundamental changes to their quality. So that
later they can work. as expected by the company.
(Hogan, Curphy, Kaiser & Chamorro-Premuzic,
2018)

In the era of the industrial revolution 4.0 as it is
today, the role of a leader is not only as a person

responsible for every work done in an

organization, but a leader must be able to build a
strong character in the organization. So, a leader
has a strong character and uniqueness that
distinguishes him from other leaders. (Renjen,
2019) So that the leadership style he uses has a
solid appeal to the attention of people in the
organization so that it is easier to move them to
carry out what the leaders want in achieving their
goals. (Mai, Nguyen, Nguyen & Tran, 2021)
Authentic leadership is a new leadership style
that emphasizes the vital characteristics of a
leader so. With an authentic leadership style, a
leader prioritizes ethics, morality, and open
communication between leaders and
subordinates. So that leaders can find out the
things that are obstacles and also the needs of
subordinates more quickly because of such
patterns of interpersonal communication.
Forming both allows leaders to know in detail the
problems and solutions to overcome problems
that arise. (Fusco, O'Riordan & Palmer, 2015). In
this way, it aims to build a strong character from
a leader in his employees so they can increase
their self-confidence. Then they have the
confidence to follow directions and are more
enthusiastic in carrying out orders from their
leaders because they have built solid
interpersonal communication within themselves.
(Hsieh & Wang, 2015; Jiang & Men, 2017;
Aponte-Moreno & Koulouris, 2017)

One other leadership style considered suitable to
be applied in today's modern era is the servant
leadership style. The servant leadership style is a
modern leadership style that focuses on the
ability of a leader to provide service to each of
his subordinates. He aims to understand the

character of his subordinates and do the right
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thing—deeming it valuable for his subordinates
so that they want to work together in achieving
the goals desired by their leaders. (Eva, Robin,
Sendjaya, Van Dierendonck & Liden, 2019) This
servant leadership is a form of leadership that is
sincere and places the needs of its subordinates
as a top priority so that they will ultimately
support every policy and strategy implemented
by the leader. (Gotsis & Grimani, 2016; Green,
Rodriguez, Wheeler & Baggerly-Hinojosa, 2015;
Gandolfi & Stone, 2018; Hoch, Bommer,
Dulebohn & Wu, 2018)

Therefore, in this study, the author tries to
analyze the right leadership style to be applied to
one of the companies in the field of power
generation. To improve the workability of
employees so that by applying the right
leadership style, the company can more easily
direct employees to improve their workability so
that in the future, the company will no longer
need to outsource employees from China to
operate the machines used in building power

plants in various regions of the country.

METHOD

This study used a sample of all company
employees in the electricity generation sector
who worked in the field or as field workers,
totaling 566 employees. The number of samples
used will be divided into two groups. Later, each
group will get a working atmosphere with an
authentic leadership style and another with a
servant leadership style. In the early stages of this
research, it will test the ability of employees
based on the item indicators proposed by
Sutermeister 1976; Wanous, 1974; Sidharta &
Lusyana, 2014; Sidharta, 2018 namely

knowledge and skills where knowledge is
measured based on: the level of formal education
it has, the technical training it has attended, the
ability to master a job—at the same time,
measuring skills with the following indicators:
technical instructions for work and thoroughness
in completing work. The results of this initial test
will be the basis for the primary assessment
before the two groups get a working atmosphere
with their respective leadership styles previously
determined.

The analytical method uses a different test from
the paired t-test method. Later, this research will
compare employees' abilities before getting a
working atmosphere with an authentic and
serving leadership style and after employees get
a lively working atmosphere with an authentic

and servant leadership style.

RESULTS AND DISCUSSION

In the early stages of this study, researchers
tested employees in a company in the electric
power generation sector, as many as 566
employees, by giving a workability test based on
the knowledge and skills they had where the
indicator used in this test was the level of formal
education they had. , the technical training he has
attended, the ability to master the job, the
technical instructions, and the thoroughness in
completing the job. From the results of the initial

tests carried out, there are the following test

results:
Table 1. Initial Ability Test
No Indicator Test Score
(%)
1 Formal Education 42
Level
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2 | Attended  Technical 56
Training

3 | Ability to Master Work 37

4 | Job Technical 55
Instructions

5 | Accuracy in 54
Completing Work

The results of the initial ability test show that the
average employee in terms of formal education
level with an assessment of the desire to continue
to a higher level of education is 42%, meaning
that the average employee is reluctant to continue
to a higher level of education. From a technical
training perspective, those following the average
employee are only 56% with an assessment of the
five types of basic training. Employees tend only
to attend a few crucial pieces of training that have
been attended and provided by employees by the
company for various reasons. The ability to
master work with an assessment of the ability to
operate types of machines, type a, modern
technology, and type b, old technology, obtained
a score of 37%, meaning that the average
employee cannot yet operate different types of
machines. In the aspect of technical work
instructions, with an assessment of the ability of
employees to understand the technical
instructions given by leaders in the field, they get
a score of 55%, meaning that not all employees
can understand the technical instructions given
by leaders in the field. As well as accuracy in
completing work by evaluating employees' work
results in carrying out their duties and functions
getting a score of 54%. This condition shows that
the results of the employee's work have yet to
meet the company's expectations, which wants
the final results to reach 87% of the expected

conditions.

Furthermore, there are two groups of employees.
Each group gets a working atmosphere with a
different leadership style. In group 1, as many as
283 got a working atmosphere with an authentic
leadership style. As many as 283 other
employees joined group 2 with a working
atmosphere with a serving leadership style where
each group gets a working atmosphere with that
leadership style for four months each. After four
months, the same test is repeated as the initial
test, emphasizing five indicators measuring
employee work ability. The results appear in
each table 2 and table 3, representing the results
of authentic leadership style and leadership style
that increase the workability of the employee.
Getting results:

Table 2. Ability Test After Getting a Work
Atmosphere with an Authentic Leadership Style

No Indicator Test Score
(%)

1 Formal Education 73
Level

2 Attended  Technical 68
Training

3 | Ability to Master Work 72

4 Job Technical 81
Instructions

5 Accuracy in 77
Completing Work

The results of the research in table 2 show that
there was a significant increase in the ability of
employees within four months of getting a
working atmosphere with an authentic leadership
style. In general, employees can understand what
is directed by the leadership in the field and
understand these technical instructions in more
depth so that they can apply them better. The
second aspect that gets the highest increase is the

accuracy of employees in completing work, with
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a score of 77%. This condition shows that
interpersonal communication can improve when
employees begin to understand what they have to
do and how the company expects the results of
what they do.

The third highest increase was in the employee's
formal education level. Where the average
employee has a strong desire to continue their
education to a higher level, this shows that almost
73% of existing employees register to continue to
a higher level, namely a higher level of education
and their character in their current job. Overall,
the authentic leadership style can change
employees' mindsets to want to work harder. In
addition, leaders can  establish  better
communication so that they understand the
difficulties of employees in the field and try to
find solutions so that employees' understanding
of work gets better and develops. As for group 2,
which got a working atmosphere with a servant
leadership style where the results of the research
conducted are as follows in table 3:

Table 3. Ability Test After Getting a Work
Atmosphere with Servant Leadership Style

No Indicator Test Score
(%)

1 Formal Education 62
Level

2 Attended  Technical 74
Training

3 | Ability to Master Work 81

4 Job Technical 71
Instructions

5 | Accuracy in 68
Completing Work

Based on research results with a servant
leadership style, employees experience a
significant increase in workability compared to

before. A significant increase was felt in the

ability to master the job with a score of 81%,
meaning that employees with a servant
leadership style experienced quite a drastic
change in mindset. Where employees want to
work harder in learning operational machines,
both type A and type B, so they appear to be
faster. Improve in terms of ability to master the
job given. At the same time, the third factor that
experienced a significant increase was the
technical training that had been present, with a
score of 74%. After being led by a servant
leadership style, there is a tendency to attend
various basic training provided by the company,
where employees seem more enthusiastic and
confident to take part in the training.

The tests showed a significant increase in both
the authentic and servant leadership styles. Under
these conditions, employees can receive this
leadership style well and try hard to improve
their abilities, especially in vital aspects.
Therefore, the next researcher confirmed the test
results with statistical results using different test
methods. Therefore, do the first different test by
looking at the results of an authentic leadership
style as shown in table 4 below:

Table 4. Test Results Test Different Authentic
Leadership Styles

Paired Samples Statistics
Std. Std. Error
Mean N Deviation Mean
Pair 1 | Pre Test 48,80 5| 8,70057 3,89102
00
Authentic 74,20 5| 4,96991 2,22261
Leadership 00
Styles
Paired Differences
95%
Confidence Sig
Std. | Interval of the .
Std. Error Difference (2-
Devia | Mea d| tail
Mean | tion n Lower | Upper | T | f| ed)
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P | Pre -1 8,792 | 3,93 - - -
ai | Test -| 25,40 04 192 | 36,31 | 14,48 | 6,4 3
r | Authen 000 676 324 | 60
1 |tic

Leader
ship
Styles

Based on the test results through SPSS with the
paired t-test different test method, the results
showed that the average ability of employees
with an authentic leadership style obtained a
result of 74.20. Furthermore, the results obtained
a significance of 0.003, which shows a number
smaller than 0.05. These conditions indicate that
the authentic leadership style has a significant
effect on improving the ability of company
employees.

While the results of testing the servant leadership
style on workability carried out in group 2
obtained the following results in table 5:

Table 5. Test Results Test Different Styles of

Servant Leadership

Paired Samples Statistics

Std.
Mea Deviati Std. Error
n N on Mean
Pa | Pre Test 48,8 5| 8,7005 3,89102
irl 000 7
Servant 71,2 5| 7,0498 3,15278
Leadership 000 2

Paired Samples Test

Paired Differences
95%
Confidence
Std. Interval of Sig
Erro the .
Std. r Difference (2-
Mea | Devi | Mea | Lowe | Upp d| tail
n ation n r er T |f|ed)
P | Pre -| 12,2 | 5,49 - - - 4,01
ai [ Test -| 22,4| 8007 | 181 | 37,6 | 7,15 | 4, 5
r | Serva | 0000 4771 229 | 07
1 [nt 9
Leade
rship

Based on the results of the paired sample test
shows that the serving leadership style gives an

average level of employee work ability of 71.20.

Meanwhile, the results of paired differences
show a significance value of 0.015 or below 0.05.
This condition indicates that the serving
leadership style significantly changes employee
performance.

Based on the results of testing on the two
leadership styles carried out, both authentic
leadership and servant leadership have a
significant impact on improving employee work
abilities. However, authentic leadership seems
more acceptable and suitable for improving
employee work abilities. The test results show
that the average workability shaped by an
authentic leadership style scores 74.20. In
contrast, the servant leadership style only gets a
score of 71.20. Based on these conditions, the
Authentic leadership style is more suitable and
appropriate to be applied in this company to

improve the workability of its employees.

CONCLUSION

The research and testing results show that an
ideal leadership style is needed to improve
employees' workability. The test results show
that for field employees in one of the power
generation companies, the leadership style is
considered more acceptable by the characteristics
of employees. This condition strongly supports
the test results, which show that the average
increase in employee performance with an
authentic leadership style is more significant than
that with a serving leadership style. These
conditions indicate that authentic leadership
promotes morality, ethics, and interpersonal
communication. In addition, it is considered
capable of building a more conducive work

situation and increasing employee morale so that
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they appear to be more diligent, willing to listen Leadership: Theory & Practice, 2(2), 76-
to caring instructions, and more aware of self- 96.
improvement so that the impact on employee Gotsis, G., & Grimani, K. (2016). The role of
performance increases quickly. Therefore, the servant leadership in fostering inclusive
improvement experienced is also significant. organizations. Journal of Management
Development. 35(8), 985-1010.
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