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ABSTRACT 

There has been continuous scrutiny of employee performance as it is a measure of both employee and organizational 

success. However, the determinants of employee performance are not yet convincing. Two inconclusive determinants 

of employee performance identified from the literature are role conflict and job stress.  This study examines the 

mediating role of job stress between role conflict and employee performance. Primary data were collected from 102 

employees of the Regional Financial and Asset Management Office in Yogyakarta, Indonesia. Structural Equation 

Model (SEM) was employed to analyze the data. The results indicated that role conflict positively and directly affected 

job stress. However, it negatively influenced employee performance. Based on the Sobel test, the results demonstrated 

that job stress mediated the relationship between role conflict and employee performance. 

Keywords: Job Stress, Role Conflict, Employee Performance. 

1. INTRODUCTION

There has been continuous scrutiny of employee 

performance as it is a measure of both employee and 

organizational success. Moreover, employee 

performance can quickly change due to many influencing 

factors. Two factors that are currently of concern as the 

causes of decreased employee performance are role 

conflicts and job stress [1], [2], [3], [4], [5], [6].  

Role conflict occurs when an employee faces 

uncertainty about role or job, or if he/she is required to 

perform a position outside of his/her expertise [6]. In the 

same vein, Kusumawardani, Suprayitno, and Utami [7] 

argue that role conflicts are experienced by employees 

when their roles are unclear, or the employees have many 

roles since they have to do several jobs.  

Literature reports that role conflict potentially 

reduces employee performance [2], [8], [9]. However, the 

influence of role conflict on employee performance 

remains unclear since there are different studies’ results. 

For example, research conducted by Ismarhadi [10] and 

Sari, Astuti, and Nurtjahjono [9] yielded a result that role 

conflict positively affected employee performance. The 

researchers argued that employees who experienced role 

conflict would foster an urge to solve the problem and 

keep their performance. In another study, role conflict 

had a non-significant influence on job performance [11]. 

Several researchers have predicted that an unclear 

relationship between role conflict and employee 

performance is due to the presence of another variable, 

namely job stress. Kurniawan and Cahyono [12] revealed 

that job stress mediated the relationship between role 

conflict and employee performance. Silvia and Yuniawan 

[13] supported the finding that job stress mediated the

role conflict and employee performance. When the job

stress emerges as a mediator, the influence of role

conflict and job performance is significant.

The research problems identified are an unconvincing 

relationship between role conflict, job stress, and 

employee performance. This study aims to examine the 

relationships among role conflict, job stress, and 

employee performance, especially the mediating role of 

job stress between role conflict and employee 

performance. 
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2. LITERATURE REVIEW

Role Conflict 

Rizzo, House, and Sidney [14] proposed a role theory 

that underlies the concept of role conflict. This conflict 

occurs when the role or behavior expected of an 

individual is inconsistent. Role conflicts arise when 

various demands from several roles cause employees to 

find it challenging to determine what demands must be 

met without ignoring other demands. Role conflict can 

also occur when a person is faced with role expectations 

that are inconsistent with the various social statuses or the 

status of life they live in [15]. It happens when there are 

two different work orders simultaneously, and in these 

two orders, there are orders that are contrary to the field 

of work being carried out, and the execution of one order 

alone will result in the neglect of another order. The 

emergence of this role conflict causes discomfort at work 

and tensions at work. Therefore, this role of conflict can 

decrease the quality of employee work. 

Employee Performance 

Performance is an employee’s work result both in 

quality and quantity in carrying out all his/her duties 

following the organizational responsibilities [16]. The 

work results, of course, follow the organizational 

standards. Correspondingly, performance is the work 

accomplished by a person or group of people in an 

organization, both quantitatively and qualitatively, by the 

authorities and responsibilities that have been given, does 

not violate the law, and follows the organizational values 

and ethics [17]. 

The literature reports ample evidence that employee 

performance is affected by role conflicts [1], [7], [8], 

[18], [19], [5]. The findings uncovered that role conflict 

negatively influenced employee performance. This 

negative and significant effect means that if the role 

conflict experienced by an employee is high, the 

employee performance will decrease. Vice versa, if an 

employee's role conflict is low, the employee 

performance will be high. The emergence of role conflict 

causes a feeling of discomfort in completing the job. This 

condition can potentially reduce employee performance. 

Based on the research results discussed above, the first 

hypothesis is stated as follows: 

H1: Role conflict negatively and significantly affects 

employee performance 

Job Stress 

Job stress theory refers to the stress theory, which is 

commonly classified into three approaches. The first 

theory is the Stress Stimulus Model, which gained 

prominence in 1940 and 1950 [20]. The stress stimulus 

model is a stress model that explains that stress is an 

independent variable or causes humans to experience 

stress [21]. In other words, stress is an environmental 

situation that makes a person feels very stressed [20], and 

the individual only receives stress stimuli directly 

without any assessment process [22]. The second is the 

Stress Response Model. Bartlett [20] affirmed that stress 

is a reaction or body response that affects a person. The 

stress response can be defined as the body's physical 

reaction to existing stress sources or stimuli detrimental 

to the body. The third is the transactional approach 

proposed by Lazarus and Folkman [23]. The 

transactional approach views stress as an interaction 

between a person and his/her environment. It refers to 

individuals’ feelings or perceptions that their 

environment has burdened or exceeded their resources 

and threatened their well-being.  

Environmental factors involved in the stress process 

are called job stressors, and individual reactions to these 

stressors are referred to as stress reactions or strains. The 

strains can be grouped into three types of strains: (1) 

Psychological strains, for example, anxiety and burnout, 

(2) Physiological strains, such as high blood pressure and

rapid heartbeat, (3) Behavioral strains, e.g., absenteeism

and turnover [24].

Like role conflicts, job stress also affects one's 

performance. When employees feel pressured or 

burdened while completing their work, their performance 

will be impaired. The empirical research results revealed 

that increasing job stress would reduce one's job, and 

conversely, when job stress decreased, it would improve 

one's performance [2], [3], [4], [5], [6]. Based on these 

empirical instructions, the following hypothesis was 

proposed: 

H2: Job stress negatively and significantly affects 

employee performance. 

Job stress and role conflict both affect employee 

performance. Interestingly, job stress and role conflict 

also have a relationship. There is evidence that role 

conflict is a determinant of job stress [25], [26]. When an 

employee experiences role conflicts, pressures will arise 

in his/her work so that he/she experiences stress. High 

role conflict tends to cause employees to experience job 

stress easily. It can be inferred that concerning the 

relationship between the three variables (role conflict, job 

stress, and performance), job stress acts as both an 

antecedent and a consequence. Job stress occurs after a 

person experiences role conflict, and it results in reduced 

performance. Therefore, the following hypotheses were 

proposed: 

H3: Role conflict positively and significantly affects 

job stress. 

H4: Job stress mediates the influence of role conflict 

on employee performance. 
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The relationship between the three constructs can be 

modeled as follows. 

Figure 1. Research model 

3. RESEARCH METHOD

Research setting and data collection 

The study was based on a quantitative approach to 

testing the hypotheses. The data were gathered from the 

Regional Financial and Asset Management Office 

employees in Yogyakarta, one of Indonesia's provinces. 

The study involved all members of the population as the 

respondents (113 employees). The data used in this study 

were primary data and collected through a structured 

questionnaire. Ten targeted respondents did not return the 

questionnaire. One of the 103 returned questionnaires 

was not included in the analysis since the answers were 

not complete. The response rate of the respondents was 

90%. 

Measures 

Role conflict is defined as the compatibility-

incompatibility dimension of role requirements, where 

conformity or compatibility is assessed relative to a set of 

standards or conditions that affect role performance [14]. 

Role conflict was measured on an eight-item (5-point) 

scale (e.g., I am doing work that I should not be doing), 

adopted from [14] that reflect the four dimensions of role 

conflict, which are: 

1. Time-based conflict. It is a role conflict caused

by the limited time to do work and time with

family. This type of role conflict is usually

related to schedules, the number of hours

worked, employee overtime, shift absence, and

lack of control over work schedules.

2. The conflict between the focal person's internal

standards or values and the defined role

behavior. It is a person-role conflict of the focal

person as he/she fills a single position or role.

3. The conflict between several roles for the same

person requiring different or incompatible

behaviors or changes in behavior as a function

of the situation

4. The conflict between expectations and

organizational demands in the form of

incompatible policies, conflicting requests from

others, and incompatible standards of evaluation

The mediating variable, job stress, is an imbalance of 

physical and psychological conditions that affect an 

employee's emotions, thought, and condition due to the 

employee's high pressures [27]. The indicators of job 

stress include (1) excessive workload, (2) pressure and 

time pressure in completing a job, (3) feedback from 

superiors regarding the lack of good work, (4) 

insufficiency of authority in carrying out job 

responsibilities, and (5) various forms of change in 

organizations. 

The independent variable, work performance, is 

defined as the results of employees' work in terms of 

quality and quantity following the responsibilities that 

have been given [28]. Four indicators utilized to measure 

the variable: (1) employee achievement, both in term of 

quantity and quality, (2) cooperation amongst employees, 

(3) skills used for completing tasks, (4) employee's

responsibility or willingness to be responsible for

policies, work results, and behavior.

All variables' parameters were measured on a 5-point 

Likert scale ranging from "strongly disagree to the 

strongly agree." 

4. RESULTS AND DISCUSSIONS

Demographic Analysis 

Table 1. Respondent characteristics 

Category Frequency Percentage 

Gender Male 49 48% 

Female 53 52% 

Age <26 `1 0,98% 

26-36 18 17,65% 

36-46 32 31,37% 

46-56 50 49,02% 

>56 1 0,98% 

Education HS 30 29,41% 

D 19 18,63% 

UG 41 40,20% 

G 12 11,76% 

H.S.: High School 

D: Diploma 

U.G.: Undergraduate/Bachelor 

G: Graduate/Master 

Role Conflict Employee 

Performance 

Job Stress 

H4 

H1 

H2 
H3 
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Table 1 depicts that 52% of the respondents are 

female, and 48% are male. It could be inferred that less 

than 1% of respondents was in the age group of below 26 

years; 17,65% were in the age group of 26-36years; 

32,37% were in the age group of 37-46years; 49,02% 

were in the age group of 47-56 years; one respondent or 

0,98% was in the age group of above 56 years. It was 

interpreted that 29,41% of the respondents had studied in 

H.S., 18,63% were diploma holders, 40,20% were

bachelor holders, and 11,76% were graduates.

Data Analysis 

The data were analyzed using the Structural Equation 

Model (SEM), an analytical technique for testing the 

hypothesized theoretical model by examining the model 

fit [29]. SEM enables the researchers to examine the 

relationship between exogenous and endogenous 

variables simultaneously and allows testing of the 

mediating variables [30], [31]. The analysis was carried 

out with the help of AMOS (version 22).  

The first stage of data analysis measured the variables 

employing the Confirmatory Factor Analysis (CFA) 

technique. It examined the fitness of exogenous and 

endogenous constructs. The CFA test results showed that 

the indicators of the exogenous and endogenous 

constructs in the tested model were all significant 

(because the P-value was ≤ 0.05). There were no negative 

variants in the model. All indicators in the exogenous and 

endogenous construct CFA models were valid because 

they met the standard loading factor value of ≥ 0.5. [30]. 

The reliability test was performed by looking at the 

construct reliability (C.R.) values. The results disclosed 

that the C.R. values for three variables were higher than 

0.7 (0.9027 for role conflict; 0.8846 for job stress; and 

0.9310 for performance), meaning that all variables were 

reliable [30]. 

Model Test 

Figure 2. The structural model with Goodness of Fit Index 

KP: Role Conflict 

SK: Job Stress 

KK: Employee Performance 

The next analysis was to identify the goodness of fit 

(GoF). It measured the suitability of the observed or 

actual inputs (covariance or correlation matrices) with the 

proposed model's predictions [32]. Figure 2 presents the 

model testing results.  

The next analysis compared the model based on 

multiple fit and chose the best model as tabulated in 

Table 2. In this stage, the data and model were checked 

for their suitability. The model is feasible if it meets at 

least one criterion [30]. 

Table 2. The goodness of fit index 

The 

goodness of fit 

index 

Cut-off 

value 

Model Evaluation 

Chi-square 263,147 

(df=227) 

252,556 Fit 

Significant 

probability 

≥ 0.05 0,117 Fit 

RMSEA ≤ 0.08 0,033 Fit 

GFI ≥ 0.90 0,830 Marginal 

AGFI ≥ 0.90 0,793 Marginal 

CMIN/DF ≤ 2.0 1,113 Fit 

TLI ≥ 0.90 0,980 Fit 

CFI ≥ 0.90 0,982 Fit 

The analysis results revealed four indices met the 

requirements: RMSEA, MNIN, TLI, and CFI. The values 

of RMSEA, the root mean square error of approximation, 

was 0.033 or less than 0.08, meaning that the research 

model was fit [30], [31]. Besides, CMIN/DF is a 

parsimonious suitability index that measures the model’s 

goodness of fit with the number of estimated coefficients 

expected to achieve conformity. The results of CMIN/DF 

in this study were 1,113, indicating that the research 

model was fit. Meanwhile, TLI (Tucker Lewis Index) is 

an alternative incremental fit index with values ranging 

from 0 to 1, and a value of ≥ 0.90 is recommended as a 

good fit. The analysis results produced a TLI value of 

0.98, which signified that the model was fit. 

Moreover, the CFI (Comparative Fit Index) is an 

incremental suitability index. Values range from 0 to 1, 

and when the values are ≥ 0.90, the model is 

recommended as a good fit, while the value of 0.8 ≤ GFI 

<0.90 is often referred to as marginal fit. This study's CFI 

value was 0.982 or more than 0.90, implying that the 

research model was fit. 
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Hypothesis Testing 

Since the proposed model has met the requirements 

of Goodness of Fit, the hypothesis test was carried out. 

The test was conducted using a t-value at a significance 

level of 0.05. The t-value in the AMOS program is the 

Critical Ratio (C.R) value in the Regression Weight of 

the fit model. If the value of Critical Ratio (C.R) ≥ 1.967 

or the probability value (P) ≤ 0.05, then H0 is rejected 

(the research hypothesis is accepted). The Regression 

Weight value resulting from processing by AMOS on the 

model is shown in the following table: 

Table 3. Hypothesis Testing 

The results of testing the relationship between role 

conflict and performance showed that the estimated 

parameter value of the coefficient of standardized 

regression weight was -0,200, and the value of C.R was -

2.010. It exhibited that the relationship between role 

conflict and employee performance was negative. The 

data analysis also revealed that a probability value was 

0.044 (p <0.05), denoting that H1 was supported: "Role 

conflict negatively and significantly affects employee 

performance." 

The test results on the relationship between job stress 

and performance showed that the estimated parameter 

value of the coefficient of standardized regression weight 

was -0.700, and the value of C.R was -6.257. It exposed 

that the relationship between job stress and employee 

performance was negative. The probability value was 

0.000 (p <0.05), representing that H2 was supported: 

"Role conflict positively and significantly affects job 

stress.” 

The examination of role conflict’s influence on job 

stress yielded a value of the estimated parameter of the 

standardized regression weight coefficient of 0.748, and 

the value of C.R was 5.336. The values showed that the 

relationship between role conflict and job stress was 

positive. It signified that the higher the role conflict 

experienced by employees, the job stress would also be 

high or increase. The probability value obtained was 

0.000 (p <0.05). Therefore, H3 was supported, stating 

that "Role conflict positively and significantly affects job 

stress." 

      Table 4. Standardized Direct Effects 

Role 

Conflict 

Job 

Stress 

Employee 

Performance 

Job Stress ,620 ,000 ,000 

Employee 

Performance 
-,181 

-

,761 
,000 

To analyze the mediation effect, a standardized direct 

effect value was compared with the standardized indirect 

effect value. The value of standardized direct effect 

(0,181) was smaller than the value of standardized 

indirect effect (0,472). It indicated that the job stress 

variable had an indirect effect (or mediated) on the 

influence of role conflict on employee performance. H4 

was supported. 

  Table 5. Standardized Indirect Effects 

Role 

Conflict 

Job 

Stress 

Employee 

Performance 

Job Stress ,000 ,000 ,000 

Employee 

Performance 
-,472 ,000 ,000 

5. CONCLUSION

This study aimed to determine the effect of role

conflict on employee performance mediated by job 

stress on Yogyakarta City Regional Financial and Asset 

Management Office employees. Based on data analysis 

and the discussion above, the research conclusions are 

as follow: 

1. Role conflict negatively affected employees’

performance at the Yogyakarta City Regional

Financial and Asset Management Office.

2. Role conflict positively influenced employees’

job stress at the Yogyakarta City Regional

Financial and Asset Management Office.

3. Job stress negatively impacted employees’

performance at the Yogyakarta City Regional

Financial and Asset Management Office.

4. Role conflict had a negative effect on

employee performance through the mediation

of job stress.

AUTHORS’ CONTRIBUTIONS 

The first author contributed to the literature review 

and hypothesis development. The first and second 

Estim

ate 

S.

E. 

C.

R 
P 

Result

s 

Performa

nce 


Role 

Confl

ict 

-0,200 ,100 

-

2,01

0 

0,04

4 

Significa

nt, 

negative 

Job Stress 

Role 

Confl

ict 

0,748 ,140 
5,33

6 

0,00

0 

Significa

nt, 

positive 

Performa

nce 


Job 

Stress 
-0,700 ,112 

-

6,25

7 

0,00

0 

Significa

nt, 

negative 

Advances in Economics, Business and Management Research, volume 176

125



authors participated in designing the research and data 

analysis. All authors read and proved the final 

manuscript. 

REFERENCES 

[1] Belias, D., Koustelios, A., Sdrolias, L., & Aspridis,

G. (2015). Job satisfaction, role conflict, and

autonomy of employees in the Greek banking

organization. Procedia-Social and Behavioral

Sciences, 175, 324-333.

[2] Cendhikia, D. B., Utami, H. N., & Prasetya, A.

(2016). Pengaruh Konflik Kerja Dan Stres Kerja

Terhadap Motivasi Kerja Karyawan dan Kinerja

Karyawan (Studi Pada Karyawan Pt.

Telekomunikasi Indonesia, Tbk. Witel Jatim

Selatan). Jurnal Administrasi Bisnis (JAB), Vol. 35

No. 2.

[3] Fathikin, F., Hamid, D., & Mukzam, M. D. (2017).

Pengaruh Konflik Kerja dan Stres Kerja Terhadap

Kinerja Karyawan ( Studi Pada Karyawan PT. Bank

Rakyat Indonesia (Persero) Cabang Soekarno Hatta

Malang). Jurnal Administrasi Bisnis, Vol. 47 No. 1

Hal 172-180.

[4] Ramli, A. H. (2019). Manage job stress and measure

employee performance in health services. Business

and Entrepreneurial Review, 18(1), 53-64.

[5] Sutanto, E.M., Wiyono, F.K. (2017). Analysis of the

effects of role overload and role conflict on

performance through job stress as a mediating

variable in the cellular phone trading centers in

Surabaya Journal of Economics, Business, and

Accountancy Ventura Vol. 19, No. 3, December

2016 – March 2017, pages 405 – 414

[6] Yasa, I. W. (2017). Pengaruh Konflik Peran Dan

ambiguitas Peran Terhadap Kinerja Pegawai Melalui

Mediasi Stres Kerja Pada Dinas Kesehatan Kota

Denpasar Bali. Jurnal Ekonomi & Bisnis, Vol. 4, No.

1. Maret 2017, Hal 38-57.

[7] Kusumawardani, T. D., Suprayitno, & Utami, S. S.

(2014). Pengaruh Konflik Peran, Konflik Pekerjaan-

Keluarga Dan Pekerjaan Berlebih Terhadap Kinerja

Karyawan PT Air Mancur Di Wonogiri. Jurnal

Ekonomi Dan Kewirausahaan, Vol. 14, No. 2,

Oktober 230 2014: 230 – 241.

[8] Nur, I. R., Hidayati, T., & Maria, S. (2016).

Pengaruh Konflik Peran, Ambiguitas Peran Dan

Stres Kerja Terhadap Kinerja karyawan. Jurnal

Manajemen, Volume 8, (1).

[9] Sari, P. M., Astuti, E. S., & Nurtjahjono, G. E. (

2015). Pengaruh Konflik dan Stres Kerja Terhadap

Motivasi Dan Kinerja Karyawan (Studi Pada

Karyawan PT. Bank Rakyat Indonesia (persero) Tbk 

Cabang Tuban). Jurnal Administrasi Bisnis (JAB), 

Vol. 27 No. 2. 

[10] Ismarhadi, M. I. (2016). Pengaruh Konflik Peran,

Ketidak Jelasan Peran, Independensi, Dan

Komitmen Organisasi Terhadap Kinerja Auditor

(Studi Pada Kantor Akuntan Publik Di Surakarta

Dan Semarang). Naskah Publikasi Akuntansi.

[11] Wu, G., Hu, Z., & Zheng, J. (2019). Role stress, job

burnout, and job performance in construction project

managers: the moderating role of career

calling. International journal of environmental

research and public health, 16(13), 2394.

[12] Kurniawan, F., & Cahyono, E. (2014). Hubungan

Konflik Peran Pada Komitmen Organisai: Kepuasan

dan Stres Kerja sebagai Variabel Mediasi. Riset

Manajemen & Akuntansi , Volume 5 Nomor 10.

[13] Silvia, C., & Yuniawan, A. (2017). Analisis

Pengaruh Konflik peran dan Ambiguitas Peran

Terhadap Komitmen Organisasi Melalui Stres Kerja

Sebagai Variabel Intervening (Studi Pada Karyawan

PT. Telekomunikasi Indonesia, Tbk. Witel

Semarang) . Diponegoro Journal Of Management,

vollume 6, Nomer 4, Halaman 1-15.

[14] Rizzo, J. R., House, R. J., & Sidney, L. I. (1970).

Role Conflict and Ambiguity in Complex

Organizations. Administrative Science Quarterly,

Vol. 15, No. 2, pp. 150-163.

[15] Yongkang, Z., Weixi, Z., Yalin, H., Yipeng, X., &

Liu, T. (2014). The Relationship among Role

Conflict, Role Ambiguity, Role Overload, and Job

Stress of Chinese Middle-Level Cadres. Chinese

Studies, Vol. 3, No. 1, 8-11.

[16] Tampi, B. J. (2014). Pengaruh Gaya Kepemimpinan

dan Motivasi Terhadap Kinerja Karyawan Pada PT.

Bank Negara Indonesia, TBK (Regional Sales

Manado). Journal “Acta Diurna”, Volume III. No.4.

[17] Moeheriono. (2014). Pengukuran Kinerja Berbasis

Kompetensi, Edisi Revisi. Jakarta: PT RajaGrafindo

Persada.

[18] Rum, J., Troena, E. A., & Hadiwidjoyo, D. (2013).

Surachman (2013) Role of conflict toward employee

performance (Studies in Government Budgeting

Team at Kendari). Int J Bus Manage Invent, 2(11),

39-51.

[19] Susanti, M. (2017). Pengaruh Konflik Peran,

Ketidakjelasan Peran, Dan Sensitivitas Etika Profesi

Terhadap Kinerja Auditor Dengan Kecerdasan

Emosinal Sebagai Variabel Moderating. JOM

Fekon, Vol. 4 No. 1 .

Advances in Economics, Business and Management Research, volume 176

126



[20] Bartlett, D. (1998). Stress: Perspectives and

processes. Philadelphia, USA: Open University

Press. Lyon, B. L. (2012). Stress, coping, and health.

In Rice, H. V. (Eds.) Handbook of stress, coping and

health: Implications for nursing research, theory,

and practice (pp.3-23). USA: Sage Publication, Inc.

[21] Lyon, B. L. (2012). Stress, coping, and health. In

Rice, H. V. (Eds.) Handbook of stress, coping and

health: Implications for nursing research, theory,

and practice (pp.3-23). USA: Sage Publication, Inc.

[22] Staal, M. A. (2004). Stress, cognition, and human

performance: A literature review and conceptual

framework. Nasa technical memorandum, 212824,

9. http://

humanfactors.arc.nasa.gov/web/library/publications

/publications.php

[23] Lazarus, R. S., & Folkman, S. (1984). Stress,

appraisal, and coping. New York, USA: Springer

Publishing Company. Schaufeli, W. B., & Peeters,

M. C. (2000).

[24] Schaufeli, W. B., & Peeters, M. C. (2000). Job stress

and burnout among correctional officers: A literature

review. International Journal of stress

management, 7(1), 19-48.

[25] Nambisan, S., & Baron, R. A. (2019). On the costs

of digital entrepreneurship: Role conflict, stress, and

venture performance in digital platform-based

ecosystems. Journal of Business Research.

[26] Soelton, M., Lestari, P. A., Arief, H., & Putra, R. L.

(2020, February). The effect of role conflict and

burnout toward turnover intention at software

industries, work stress as moderating variables.

In 4th International Conference on Management,

Economics, and Business (ICMEB 2019) (pp. 185-

190). Atlantis Press.

[27] Rivai, V., & Mulyadi, D. (2012). Kepemimpinan

Dan Perilaku Organisasi, Edisi Ketiga. Jakarta: PT

RajaGrafindo Persada.

[28] Hasibuan, M. S. (2014). Manajemen Sumber Daya

Manusia, Edisi Revisi. Jakarta: Bumi Aksara.

[29] Black, W., & Babin, B. J. (2019). Multivariate data

analysis: Its approach, evolution, and impact. In The

Great Facilitator (pp. 121-130). Springer, Cham.

[30] Ghozali, I. (2014). Model Persamaan Struktural

Konsep dan Aplikasi Dengan Program Amos 22.0.

Semarang: Badan Penerbit Universitas Diponegoro.

[31] Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C.

M. (2019). When to use and how to report the results

of PLS-SEM. European Business Review.

[32] Ainur, A. K., Sayang, M. D., Jannoo, Z., & Yap, B.

W. (2017). Sample Size and Non-Normality Effects

on Goodness of Fit Measures in Structural Equation

Models. Pertanika Journal of Science &

Technology, 25(2).

Advances in Economics, Business and Management Research, volume 176

127


