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Abstract

The objectives of this research are to explandimm perception employee against treatment orrsigien of
leadership styles and to decription motivation eyeé situation with to do work and responsiblityood
employee perception about how the leader or supertieatment with leadership styles to the employee
becoming value added to management and can be pgyémrmance organization. The same perceptiontabou
how to do work or task are important thing in origation or for manager. So motivation ca be inoeetst
good treatment leader with leadership style .Bhisly with description qualitative approach, théadased in
this study is qualitative data, which form the ded#lection techniques questioner in closed quastiomultiple
guestion. Data collection techniques form intendedocumentaion, and simple observation and impiaen

by inspection tehniques based on certain crit@ti@re are primary criteria developed about treatrieadership
style : Telling style, Consultation style,partidiipg style, delegating style. and leadership stflstudy OHIO :
Initiating structure and consideran style. The Iteslustudy about perception against treatmentezfdersip syle
and motivation employees are good indication ossemork and responsiblity so with sense of beloggirhe
perception tend to showed of delegating style afiégship and consideration leadership style camdrease
good performance (proud with job, drive to do wotd/accept responsibility, sense of challange, esesfs
belonging).

Keywords: Perception, treatmen of style of ledership, mdibra

1. Introduction

Factors of human perception in the organizatioguie important and a study in the field of orgatiznal
behavior. How the mechanism of perception in thganization is running is certainly not independehthe
factors stimulus work environment. As perceptiohseadership, working conditions, rewards and petioas

of colleagues. A positive perception of managezhavior or management treatment of the employekdevan
added value for the management. Likewise how inambrthe role of manager in the function of equating
employee perceptions in carrying out the tasksrmdl by a manager or leader. In the theory of xsgmeed by
McGregor which is stated about the assumption edtinent to employees is the assumption or percepfio
human beings that basically have a negative natiaé,is not like work (dislaking work), prefer be ordered
(preferring to be lad than to lead) have no ambitigaking in ambition), do not want responsibility
(irresponsible), so most employees must be coettallr over-supervised. Excessive supervision, lieieeved
will turn off the creativity and innovation of engylees. This is also the opposite in the Y theotyout positive
assumptions or perceptions about the employeelikeliwilling to work, to accept responsiblity, cdpa of
creative problem-solving (capable of imaginationd acreativity), when get the guidance, coaching and
leadership right, sense of responsiblity and sefibelonging will grow by itself.

On the management side of managerial leadershgpimahis case basically not merely aspect hows® u
other people to reach goal, but how to do coucHiagjliting and motivating. On the employee or sutioate
side how to foster awareness of what is done eedgtin addressing its duties. In this case thatrigadership
process is how to generate awareness to be alaiarty out its duties and obligations, without hayvimuch
directed, ordered or supervised. In this case tioegss of equation of perception is part of thecess of
leadership and how to generate employee motivaimong employees will be able to produce its owrebitn
in addition to profit only. Growing and developipgsitive perceptions about work environment, wotkation,
leadership behavior, co-worker or work culture hig task of management or leader. As the leadehef t
company must serve the employees as internal cestorfin addition to serving external customers or
customers). Leaders will "get lost" if they thitletcompany's success is entirely on the exterrstbmer. The
belief that employees are customers leads leaddeel obligated to serve their employees. Thetemce of a
good treatment or treatment from management masagé#rlead to perceptions of how the quality anthge
of the company where they work and by itself thetimadion will be able to grow and develop well.
Furthermore, it is said by Handoko (2011) thatithpact of right treatment on employees starts fthencorrect
paradigm foundation. Correct treatment should $tarh the correct perspective or perception of harbaings
or employees.
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Based on Employee Engagement (E2) 2012 survey gniga University (Setiawan & Samian, 2012) on
"Strengthening Employees": when satisfaction is, met necessarily employees "marry" with his conypdn
fact, when employees have an attachment to the aoymmperformance streaks, even employees will work
overtime without expecting additional wages. Thisachment is largely determined by the employer's
immediate superiority. “The first person to enteraanpany may be because of something big, bigysaaibig
company name, but based on research, people féelina¢ because of small things. Like the way a soper
directly treats his subordinates”. The purpose ho$ study is to describe about employee perceptimns
leadership style behavior at PT. Kusumantara Gialyatrisna Malang and describes the state of nimtivaf
employees in carrying out their duties and respmlitss.

2. Study Literature
2.1. Perception in Organizations
Perception is part of the research focus and hevethployee description of the leadership stylerantivation
of the employees. Factors of human perceptionenotiyanization is quite important and a study mfibld of
organizational behavior. How the mechanism of pafoa in the organization is running is certainlgtn
independent of the factors stimulus work environm@erception also plays an important role in hgjpihe
behavior of manuisa. Human behavior itself includedividual dimensions or variables consisting of
capabilities, backgrounds, and physical elemelhis, ntext variable organization and psychologicaiades
consisting of perception, attitude, personalitgrieéng process and motivation. So the perceptiaam variable
that can shape and influence human behavior witi@rorganization.

Perception arises because of two factors bothriatemd external. Internal factors depend on tbegss of
understanding something, including the value systgrals, beliefs and responses to the results amthiev
External factors are environmental.

2.2. Motivation in Organizations

Motivation is one of the management functions tratclosely related to humans, even it is not estecego say
the problem of motivation is a human problem in agement. The objectives contained in the orgawizati
must be in sync with the goals of the individuah@mbers of the organization, because the succdadue of
an organization is very dependent than the indafgll@as members of the organization. Motive is theird
force in a person to perform certain activitiespider to achieve certain goals. Thus, motivat®the impetus
that exists within a person to try to make charigdmtter behavior in meeting their needs. (Wink&i96).

One theory of leadership assumes that "Human be&irggby nature a motivated organis” (humans because
of their nature is a motivated organism). It istbis basis that in order to mobilize the leadess Idader is
obliged to motivate (give encouragement). High kowd one's motivation in work is influenced by theildy of
the leader in giving encouragement. The proceshefemergence of one's motivation is a compositthef
concept of the need for encouragement, purposeeaveatd.

2.3. Syle or Leadership Behavior

Leadership style or leadership style can be ingdegr as behavior patterns shown by leaders ineinéiung
others. The pattern of behavior can be influencgddveral factors such as values, assumptionsepioos,
expectations, and attitudes that exist within #eeder. Various research on leadership style coeduzy the
experts based on the assumption that the partitidhavior patterns of leaders in influencing subwtts
participate determine its effectiveness in the |&uk difference in style is increasingly variedhthe diversity
in the approach of the researchers.

2.4. OHIO and Michigan Leadership Model
The research was conducted by researchers at OlIgetdity emphasizing the existence of leadershjife s
namely:

e Task-oriented (Initiating structure)

< Relationship-oriented (Consideration)

Basically the leader or leader has 2 dominant sisikntation, that is oriented to the attentionihte task or
job, that is how the leader prefers the elementatvid1done or done to run the task or the functiohthe
implementation of the work or emphasize the getting job done, to gain goals, managers use one way
communication (when, where, and what will be donkosdinates). On the attention of employees whdepre
the things of attention, support, friendship, apfaton. This leader uses two way communicationweheer, of
the two main styles a leader can have 4 combinatidieadership style orientation that can be dygusitong
between the orientation of the Initiating structarel consideration. And vice versa can be equadigkywor one
strong or dominant one is weak and one weak weabtier strong.
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2.5. Stuational Leadership by Hersey Model

Paul Hersey's Leadership Model is a leadership himdeed on situational interaction between thedeadd the
follower. His classic book, Management of Organaal Behavior: Utilizing Human Resources 1969 dbge
Dr.Kenneth H.Blanchard. For Paul Hersey adaptdgadership is the key word in leadership. In tagi each
individual becomes part of the adaptation procAssell-judged leadership means to be effective wteme is
a huge adaptability possible. This adaptation freotk makes leadership always situational. Situaion
leadership is determined by two main elementslghéer himself and his followers.

According to Paul Hersey the relationship betwelam two elements (the style of the leader and the
maturity of subordinates) is based on three thifgsst, the amount and value of guidance and directiorrgi
by the leader (task behavioSecond, the amount of social and emotional support, gibgrthe leader to his
followers.Third, the degree of preparedness of followers in paiifiog specific tasks, roles, and objectives.

This theory is strongly influenced by previous $tsd especially the OHIO State study. Both of these
experts emphasize that the use of the leader'sieelapyle depends on the diagnosis they make @msithation.
The basic concept of life-cycle theory is that tbader's strategy and behavior must be situatiandl based
primarily on the level of maturity of followers subordinates. Maturity is a level of ability ame twillingness
(individual) or group to bear responsibility in erdo direct their own behavior. Regarding the lefematurity
of these subordinates, consists of 2 (two) namaymaturity (maturity in work) and Psychological tomty
(maturity of the soul). Job maturity is relatedthe knowledge and skills (knowledge & skills) ofparson.
Individuals with high work maturity have the knowtge, ability and experience to carry out their ghhies.
Without direct instructions from others. Psychot@di maturity is related to willingness or motivatico do
something. Individuals with high levels of mentahtority do not require much encouragement fromrthei
external environment, because they are essentiativated.

3. Methods

3.1. Types and Research Approach

This research is a descriptive research with catalé research approach. Primary data were obtahmedigh
survey by spreading quesioner. The scope of thy stample is all employees of various sectionsooedance
with their duties and responsibilities and classifion based on educational qualifications, workesience,
gender.

In qualitative research, the ability of the resbarcto understand the issues to be studied, edlpettia
reference to various empirical phenomena and rateteawhat will be the subject of study becomes rir@n
pedestal. Although in qualitative research theityea social phenomena must still be viewed frdra subject
itself and not from the point of research so tleaearchers do not lose objectivity (Purwasito, 2003

3.2. Research Focus
The focus in this research is:

1. Perception In Organizations

2. Motivation in Organizations

3. Leadership

Leadership style or leadership style can be int¢egr as behavior patterns shown by leaders ineinflung

others. The pattern of behavior can be influencgeddveral factors such as values, assumptionsepioos,
expectations, and attitudes that exist within gaaer.

3.3. Data Analysis

Data analysis is a very important part in the métobscientific research, because with the analysata can

be given meaning and meaning useful in solving arde problems. In this research data analysis using
descriptive approach, with a view to describe thgeoved study object. Data analysis is the prookasanging

the sequence of data, organizing into a pattetegoay and basic description unit. While the gasilie method

is a research procedure that produces descriptite id the form of written or oral words of the p&pand
behavior that can be observed.

4. Result

4.1. Research Object Profile

PT Kusumantara Graha Jayatrisna is a company edgageropertys or developers and contractors. The
business field of PT Kusumantara Graha Jayatristacated in the middle of the coolness of Baty citEast
Java precisely located at an altitude of 1000 raetdrove sea level. The area of PT Kusumantara Graha
Jayatrisna is surrounded by several tourist aredssgar hotels such as Jatim Park, Club Bunga, qwiig
Selecta, Kusuma Agrowisata apple plantation andeHehich is one owner with PT Trisnantara SatriskBsa
Graha Sejahtera.
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Activities PT Kusumantara Graha Jayatrisna pripegithe best service and pamper consumers withugari
facilities such as home alarm system, kitchente&tphone, water heater, garden, and others. liti@udcthere
are also swimming pool, playground, tennis, halte%to, consumers can also use the facilities HGtisuma
Agrowisata located adjacent to the area of PT Kusuara Graha Jayatrisna.

4.2. Telling (Directive & instructive), Consultative, Participating, and Delegating Leadership Syle

The research data on Directing leadership stylevshthat from 40 questioners stated that the leagers
provides directive action (guidance) of 31%. Howeva the action monitoring of work according toeth
instructions by the leader or manager shows theepénge of 26.47% without ever supervision. Indtyde of
Consultative leadership we can see in terms ohgigionsideration in doing the work shows the pesgg of
32.35% is rarely done, but in terms of convenietweeommunicate the highest berindikator often wath
percentage of 35.29%.

The results of research have been done that Ratiicg leadership style in terms of accepting tesiof
subordinates seen is often done on some certaordinates of 47.05%, but the other subordinateslyatone
berpistentase 26.47% and rarely as much as 17.Bd#te case of making a decision or action candes shat
rarely or rarely performed the employee's role amed to 35.59% this figure is the highest percentiagthe
indicator in the decision making. So in this cdse tonsultative leadership style tends not to bedouch by
employee participation, as illustrated in Table 1.

In the data of research result about Delegatinddiship style shows that in the case of delegatitask
and responsibility show percentage equal to 47.(0f68quent category), category rarely done equalz@9%,
and category never equal to 8.82%. But on the dthad, subordinates feel capable and have an uWaddnsg
of the tasks and responsibilities good and verydgmaiegory of 35.29% - 44.11% and quite good 17.64%
Table 1. Participating and Delegating LeadershigleSton Subordinate (employee) perception at PT
Kusumantara Graha Jayatrisna Malang

Participating Delegating
Indicator Answer Leadership Style  Leadership Style
Total % Total %
» Receive ideas a. very often 1 2.94 4 11.76
+ Delegate responsibility and decision making b. often 16 47.05 16 47.05
c. rarely 9 26.47 12 35.29
d. very rarely 6 17.64 3 8.82
e. never 2 5.88 1 2.94
« Involvement in decision-making or action.  a. very often 2 5.88 12 35.29
« Ability and understanding of the tasks andb. often 7 20.58 15 44.11
responsibilities  undertaken (based ort. rarely 8 23.52 6 17.64
experience and skills possessed d. very rarely 8 20.58 - -
e. never 9 26.47 1 2.94

4.3. Employee Motivation
The data of the research that has been conductedsdat the factors related to the level of mdidoraand
willingness to perform the task and the level afsseof belonging and encouragement to want to pieiting
company show a positive thing. As we see that tidemf the company 22.50 - 32.50% is very good goald.
Motivation or encouragement in carrying out itsiesitand responsibilities 37.50 - 32.50 is very gand good.

In terms of emotional ability (confidence) and #pito face challenges show very good and goodltesu
are 15% - 32.50% and 37.50% good enough. In tefrassense of belonging to the company, which igy v
important in supporting the progress of the compaegause it is not easy to grow or build a sefidelonging
for the company.

5. Discussion

Based on the survey conducted by using questicwhiniques can be obtained a description of how the
employee's perception of the Behavior of leaderdeadership style, with the approach of OHIO study
leadership theory (Initiating behavior or task bgba and Consideration or relationship behaviord an
Situational Leadership Model.

In the description of the results of this studyidadies that the model or style of leadership beajrashows a
higher relationship behavior style compared witd #tyle or task behavior. In this case, this lesiuprstyle
tends to lead to a leadership style that leads leadership style of Consideration based on the@btudy
approach on leadership, especially in terms ofticglahip behavior, participation, job recognitiomda
encouragement in supporting the work or performaricibordinates.

Leadership model Initiating Stucture (task behgvemd Consideration (relationship behavior) based o

53



European Journal of Business and Management
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online)

Vol.10, No.1, 2018

www.iiste.org

ISTe

OHIO Study. Based on a review or approach thatrsefe the OHIO Study leadership model of Initiating
Stucture (task behavior) and Consideration (refatiqp behavior) can be obtained a description & th

perception of subordinates (Table 2).

Table 2. Corelation of Leadership Style with Emgeyotivation Based on OHIO Study at PT Kusumantara
Graha Jayatrisna Malang

Indicator Task_Behavior Relation;hip Behavior
Behavior % Behavior %
» Work settings 325 Work relation 25
Briefing 7.5 Participation 12.5
Verry Good « Support 15 Appreciation 5
» Monitoring ) Encouragement 25
* Work settings 50 Work relation 40
+ Briefing 52.5 Participation 55
Good -
« Support 50 Appreciation 40
» Monitoring 52.5 Encouragement 57.5
* Work settings 32.5 Work relation 27.5
Briefing 12.5 Participation 40
Less Good * Support 325 Appreciation 55
« Monitoring 20 Encouragement 15
« Work settings - Work relation 7.5
Briefing 2.5 Participation -
Not Good « Support 10 Appreciation 5
« Monitoring 12.5 Encouragement 2.5
» Work settings - « Work relation -
 Briefin - » Participation -
Very Less . Suppog[ - . Apprefiation -
* Monitoring } « Encouragement )
Total 382.5 412.5

In accordance with the purpose of research condudteto obtain a describe of the perception and
motivation of leadership behavior. Judging from liehavior of Situational leadership can be obtaihestribe
that :

a. Telling / Directing behavior shows a fairly frequerercentage but not followed by optimal supernysor

level.

b. Consultative or consideration behavior shows raddpne, although the level of communication or
relationships is quite well done.

c. In Participatory behavior approaches indicate thathe case of accepting ideas or ideas quite well
responded, but the idea or suggestion of such stigge do not contribute much good in terms of
decision-making an action.

d. Inthe results of research concerning the behafiteadership Delegative indicates that in certasks
are still quite good delegated tasks, but in cerfjab tasks not enough delegated well, by lookihg a
aspects of the level of ability and confidence ofpoyees tehadap completion of the tasks he was
responsible for were good enough.

6. Conclusion
From the results of research that has been implerdehen the factors associated with the level ofivation
and willingness to perform tasks and levels of sesfsownership and encouragement to want to advtree
company showed a very positive thing. In terms ofease of belonging to the company, which is a very
important in supporting the progress of the compdmcause it is not easy to grow or build a serfse o
belonging for the company.

Based on the OHIO study leadership model or semn the aspects of behavioral tasks and relationship
behaviors showed slightly different. That is moikely to lead to Consideration leadership behawior
relationship behavior.
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