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ABSTRACT

Nowadays, the global competition is growing in all over the countries, not to mention Indonesia
which in 2015 began to enter a new stage in the ASEAN Economics Community. Competition forces
businesses to improve the quality of their employees as the intellectual resources which then can led
to the achieyement of financial performance. Improved financial performance is the result of an
ongoing pr that involves all stakeholders in a business organization, especially leaders and
employees. Learning Organization is a forum for members of the organization to continuously
improve the quality of business processes that can also increase employee satisfaction. This study was
conducted in 33 manufacturing companies and 34 non-manufacturing company in Surabaya, with a
total of 201 managers as the respondents. As the second biggest city in In ia, Surabaya has a high

itial contribution in the business development of Indonesia. By using partial least square statistic,
ﬁmdy found that employee satisfaction and employee performance are able to positively intervene
in the relationship of the learning organization to financial performance.

Type of Paper: Empirical

Key words: Employvee Satisfaction, Employee Performance, Financial Performance, Leamning
Organization, and Intervention.

1. Introduction

Recently, a lot of attention from busi leaders in seeking global growth opportunities
has shifted to Southeast Asia as the coun in that region that have given positive macro-
economic outlook (Utama, 2013). The regional economic integration in Southeast Asi
(ASEAN Economic Community — AEC) is a milestone for Indonesia as a part of ASE
countries. The AEC is the realization of 2020 Vision which proclaims the basic principles of:
a single market and production base: a highly competitive economic region; a region of
equitable economic development, and a region fully integrated into the global economy.
Chin. et al (2014) report results from ASEAN Economic Integration Survey of the Boston
Consulting Group (BCG) that as the overall, 78 percent of surveyed executives in ASEAN
countries perceived AEC as the opportunity. The report also released that 45 percent of
Indonesian surveyed executives perceived the AEC as an opportunity, while almost equal
proportion (42 percent) noticed the AEC as a threat.

In order to answer the opportunities threats, such as the AEC, organizations must
ive to make themselves better through continuous improvement programs which require a
mitment to leamning (Garvin, 1993). As a response to an unpredictable and dynamic
business environment, the idea of learning organization has been sprouting up. Afrianus
(2013) reports that the applications of learning organization in Indonesia are running more
rapidly in private enterprises than in government enterprises or agencies. Consequently, the
private companies gain the benefits of the innovations resulted from the learning process.
However, the transformation in Indonesian government has positively influenced the learning
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culture in govemment organizations (Amrani. 2014). Knowledge and leaming are two
necessary things needed by Indonesia in the highly competitive environment.

The organizational performance can be interpreted as a result or outcome. As a business
organization, a company performance broadly covers the measurement of profitability,
Eductivity. quality of service, as well as customer and emplovee satisfaction (Burke &

vin, 1992). In a global business environment that is dynamic and constantly changing, the
development of organizational performance associated with the development of individual
performance, skills, knowledge and experience (Covey, 1989. Covey, 2004; Jones & George.
2000). Human resources, which are members of organization who are supposed to have
critical knowledge about organization and its stakeholder, will play important roles in
affecting the organizational performance. Many organizations believe that human resources
or the employees are their greater competitive assets, but they often fail to consistently invest
in fostering the emplovees’ learning and growth (Huselid, Jackson, & Schulefld 1997
Boudreau & Ramstad, 2007). Maximizing organizational performance emphasizes the need
to take action and to make changes based on the learning, thus learning organization is
important (Baker & Sinkula, 1999; Davis, 2005; and Weidy, 2009). Watkins & Marsick
(2003) argues that leaming organization is characterized by involvement of all employees in
the collaboration of learning and transformation process, which is directed by the
organizational values and principles.

Hence, the main characteristics of high perfi d organization is its ability to run the
learning and development program for the em es (Tidd & Bessant, 20 There are
some empirical researches examined a positive relationship between learnin@l8¥oanization
and firm’s financial performance (Ellingee, et al.. 2002; Chajnacki. 2007; Wetherington,
2010; Weldy, 2009. Som, ef al. 2012, and Slave, 2012). In addition to learning
organization, employee satisfaction and employee performance can also affect the
organizational financial performance. Hwang & Chi (2005 B ﬂ. dan Fitz-enz, (2002); and
Antonic & Antonic 1) find that employee job satisfaction has a positive impact on the
organizational perfi ce. Organization also need a high level of consistent performance
form the employees in order to improve the organization overall performance and to survive
in the high competitive environment (Newstrom & Davis, 2002). Kohli, et al. (1998)
concludes that employees who grow up in ﬁrganization that supports learning is able to
achieve better performance improvement. This study examines the intervening role of
employee satisfaction and emplovee performance in describing the effect of learning
organization towards financial performance.

2. &erature Study and The Hypothetical Development
2.1 Learning Organization

Senge (1990) defines learming organization as an orgamization in which its members

continuously improve their capacities in order to achieve their ghjectives, and learn how to
work together. The organization also becomes a place where ni hinking is nurtured, and
collective aspiration is | ted. Garvin (2000) argues that learning organization is an

organization that skilled at ecreating, acquiring and transferring knowledge, as well as in
changing behavior to reflect new knowledge and insights. Marsick & Watkins (2003) state
that organization becomes a learning organization if it learns continuously and transforms by
itself. Yeo (2005) concludes that the leaming organization is based on the belief that by
leaning together, the organization’s members are able to levitate the organizational
performance and competitive advantages. Along with the rapid changes in the competitive
environment, learning organization is identified as one of the company strategy to improve its
performance, both employees as individuals and company (Herrera, 2007).

Marsick & Watkins (2003) develop a model tmstablishes seven co n actions that
should be followed by the organization to create a learning organization. t is to create
continuous learming opportunities. Work is designed as a form of learning, so that emplovees
can learn on the job; and organization provides opportunities for employees to pursue
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education and sustainability growth. Second 1s to promofe inguiry and dialogue. The
emplovees acquire productive reasoning skills to express tﬁviews, and the ability to listen
to and ask for others’ opinion: orgamzation also able uild a culture of questioning,
providing inputs, and conducting experiments. Third is to encourage collaboration and team
learning. Work is designed to use groups in order to gain different ways of thinking, the

group is expecied to work and leam togeth ollaboration is appreciated, and it is
implemented by cultural values. Fourth is tg_provide strategic leadership for leaming.
Leadership model that supports competition the learning process; leader uses strategic

learning to achieve the business goals. Fifth is to empower people toward a collective vision.
Organization’s members are involved in the regulation, ownership and implementation of a
shared vision: the responsibility is distributed close to the decision makers so that people are
motivated to learn what they are asked to account for. Sixth is connect the organization to its
environment. The organization is connected with the communityg the employees are directed
to see the impact of their works on the whole company, and ob&&8ve the environment to uses
appropriate information for their works. Seventh is to create system fo capture and share
learning. Both, high-technology and low-technology systems, are applied to share the
learning that has been created and integrated with the work. organization always provides
access to, care for and maintain the systems.

2.2 Emplovee Satisfaction

According to Smor (1997), emplovee satisfaction is the satisfaction of emplovees
toward their works. It 1s the degree to which employees like their jobs. Kidd (2006) defines
the employee satisfaction as the feeling that employees have on the jobs; the experience of
job in the relation to past experience, current expectation and the alternatives that exist in the
future. The commitment of top management to increase emplovee satisfaction by taking into
account the factors that influence emplovee satisfaction will be able to encourage employees
to improve the performance of their duties, so as to contribute to the growth of the company

(Shaw et al, 1998). @
74

Evlon & Bamberger (2002), Egan et al. (2004), and Chang & Lee (2007) argue that there
is a positive effect from learning culture on job satisfaction. Bhatti & Shazad (2008) show
that the employees who satisfied with their jobs will have higher quality of work and higher
commitment to the company, so ultimately their desire to leave the organization will be
declined. Antonic & Antonic (2011) propose four elements of employee satisfaction that is
applied for this study. First is general satisfaction with work. It contains of work condition,
working time and company reputation. Second is emplovee relationship, which consists of
relationships among employees, and interviews with emplovees on an annual basis. Third is
renmmeration, benefits and organizational culture. 1t is including salary, benefits and rewards
in the form of praise, promotion, education, permanent jobs, and the supportive atmosphere
and culture of the company. Fourth 1s employvee lovalty. The satisfied employee will be loyal
to the company.

2.3 Emplovee Performance

Mathis Jackson (2002) suggest that emplovees’ performance refers to the
contribution@@&emplovees to the organization. The standard of each emplovee can be seen
through the quantity of output, quality of output, the output time period, attendance at work
and cooperative attitude. Cascio (1995) argues that the performance of an employee is the
accomplishment of the tasks that have been set. Tinofirei (2011) concludes that emplovee
performance is the successful in the completion of the task, set and measured by a
supervisor, based on acceptable standards that have been establis by utilized the available
resources effectively and efficiently. Employee performance is an important factor that
contributes to increase outcomes, improve positive behavior and characteristics of emplovees,
as well as helping to increase the productivity of organization (Zahargier & Balasundaram,
2011).
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Blickle et al. (2008) suggest three components in employee performance. First 1s fask
performance, which is mplovee contribution to the performance of organization which
refers to actions that an t of formal reward svstem. Second is confextual performance. It
includes the employee behavior that supports ﬁot‘ganiz&tional social and psychological
environment which indirectly contributes to or ational performance. Third 1s the ability
of employees to adapt (adaprzve performance). It can be seen from the employee’s ability to
resolve the unforeseen or unexpected events in his work, and can adjust to the changes and
innovations that occur in the company.

2. 4 Financial Performance

There is no single measure that adequately describes all aspects of the company’s
financial pcrtmmancc It can be measured using a varety of dimensions. Financial
performance is a measure of changes in financial condition of a company; it is a result of
management decisions and the implementation of the dggision by all company’s members
(Carton, 2004). Financial data is sensitive data. Thcrefomﬁmifying the optimal size for the
company’s financial performance is primarily a problem. Lopez. Peon and Ordas (2005) state
that in order to prevent the removal of sensitive financial performance data, the researcher

use the indirect approach to collect the financial data that is by measuring the financial
ﬁeption of management. Thus, it is not directly ask respondents to report the company’s
financial performance, but they are asked to report the level of their satisfaction with the
company’s performance in terms of profitability, sales growth. profit growth, sales margins,
and market growth. The financial performance measurement is related to signaling theory in
which the financial information is a signal given by one party to the other, so that the
respondents’ answers regarding to company’s financial performance has been enougl ¢ a
signal in describing the company’s actual financial condition (Spence, 1973). This sigé&ling
measurement for the financial performance also conducted by some studies, such as Powell,
1992: Powell & Dent-Micallef, 1997; Spanos & Lioukas, 2001: Tippins & Sohi, 2003.

3. Research Method
3.1 Research Model

This study examines the impact of learning organization (LO) towards wncial
performance (FP). and the ability of emplovee satisfaction (ES) and employee per ance
(EP) to be the intervening variables to strengthen the relationship of LO on FP. Figure 1
shows the research model iﬂis study which has five detailed hypotheses:

H1: Learning organization is positively related with employee satisfaction
H2: Learming organization éositivcly related with emplovee performance
H3: Employee satisfaction is positively related with financial performance
H4: Employee performance is positively related with financial performance
HS5: Learning organization is positively related with financial performance

Employee
Satisfaction - ES
{(Blickle et al.,
2008)

L_earr_ling Financial
Organization - LO Performance - FP
(Marsick & (Lopez Peon &

Watkins, 2003) Ordas. 2005)

Employee
Performance - EP
(Antonic &
Antonic. 2011)
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Figure 1: The Research Model

From those five hypotheses, this study has three regression models:

e T 1 T R
EP = 0 BLLOF 8 cevoereieeire e cerernees sonesesenern ssesenssemsassese 2)
FP=o+ Bl LO+* R ES+PBIEP +0 . .coeoiininsinisvisioniioss i (3)

3.2 Instrimmentation

42

The population used 1n this study was the companies in Suraba}fa.s study applied the
non-probability sampling technique by choosing the limited companies from the
manufacturing and non-manufacturing sectors in Surabaya. The respondents were the
managers, minimum from the middle level management, who had been working in the
company for at least three vears. Thus from their experiences in the company, they have
enough knowledge about the company to answer the questionnaires. The unit analysis used
was the company. There were three managers in each company who were n wed 1n
order to fill the questionnaires which have type of 5-points Likert Scale, where scale 1 was
strongly disagree and scale 5 was strongly agree.

The instruments exercised in this study were adopted from Marsick & Watkins (2003)
using 7 items of LO: Blickle et al. (2008) using 4 items of ES; Antonic & Antonic (2011)
using 3 items of EP; and Lopez, Peon & Ordas (2005) using 6 items of FP. The independent
variable in this study was LO, and the ndent variable was FP. The ES and EP plaved the
role as the intervening variables. The Structural Equation Model (SEM) was employed to
examine the relationship of each variable in the research model. Total managers participated
in this study were 201 managers who represented 33 manufacturing companies and 34 non-
manufacturing companies, Due to the limited data, the statistical measurement was run by

par%cast square method (PLS).
4. Results and Discussion
4.1 Validity and Reliability Analvsis

The principle of convergent validity is a construct should have high correlation. The test
assessed by the loading factor. The reflected indicator meets the convergent validation if it
has outer loading value that is higher than 0.5, and it has formative value if its t-statistic
higher than 1.96. Table 1 §hvs the result of convergent validity, it has proved that all
indicators used were valid. Discriminant validity relates to the principle that the measuring
devices of different constructs should not have a high correlation. It is assessed by cross
loading factors of m:ﬂnstructs. Another method used to test the discriminant validity is to
make sure that the root of AVE for each construct is higher than the correlation between the
construct with other constructs in the model. As shown in Table 2 and Table 3. the model has
met the discriminant validity test.

The reliability indicates the consistency and accur@of a measuring instrument to take
measurements. Reliability test can use two tests, the composite reliability and Cronbach’s
al ]mompositc reliability measures the true value of the reliability of the construct; while

Cronbach’s alpha measures the lower limit of the reliability. A construct must have
Cronbach’s alpha value > 0.6; and composite reliability value > 0.7, Table 3 shows that this
model has met the reliability tests.
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Table 1. The Outer Loading Validity

Original | Standard s
i o L
©) |(STDEV) (|O/STERR])

EP1 < EP Ircan cumlplct:: a given tas%: before the stipulated 0.7002 0.0360 19.4770
time, and i accordance with the standard expected

EP2 <- EP I clan adjust to the changes and mnovations that 0.8599 0.0134 64.1109
exst,

EP3 <- EP I can \I'.'urk together with ntlrr:r employees, and meet 0.8276 0.0178 46.4058
commitments related to my job.

ES1 =-ES |l am committed to my organization. 0.7952 0.0194 40.8845

ES2 <- ES pleased to be associated with my colleagues. | 0.7252 0.0289 25.1072
I am satisfied with the salary I received from my

ES3 <-ES  [job, and I am satisfied with my growing organtzation | 0.7192 0.0263 27.3358
and ako gives me a chance to develop.

ES4 < ES I often talk to my friends about the company where 0.6653 0.0378 17.5841
I work as a good company.

FP1 <~ FP Assets have Peell used optimally to achieve the 0.7637 0.0243 31.4838
targeted profit.
My organization i able to provide in accordance

FP2 <-FP  |with the targeted return to sharcholders / owners of | 0.8359 0.0156 53.7560
capital

FP3 <- FP My organization i able to achieve saks growth that 0.8319 0.0159 523387
has been targeted.

FP4 < FP My organization & able to achieve a net profit that 0.7820 0.0215 36.3624
has been targeted.

FP5 <. FP My organization & able to achieve profit growth that 0.85% 0.0168 50,6667
has been targeted.

FP6 <- FP My organization & able to master the targeted 0.6618 0.0367 18,0451
market share.

i In my organization, every employee rewarded for

LO1=-1LO | . 0.6954 0.0281 24.7522
his efforts to leamn.

1L02<LO In m}f organrzation, employees are trymg to build 0.6838 0.0223 30,7099
trust in each other.
In my organization, every employvee i willing to

LO3 <-LO |accept an agreement on the results of the discussion | 0.6131 0.0348 17.6254
group, despite different opiions.

1L04< 1O My organization provides lkearning facilities to all 0.6720 0.0316 12653
employees,

L5 < Lo [V organization rewards cmpbyces for takingthe | c10s | gongi | 229554
mitiative n work or resolve problems,
My organization m cooperation with the outside

LO6 <-LO  |community to maintain good relations with 0.6331 0.0374 16.9308
stakeholders.

) In my organtzation. leaders always have a

LO7=LO oy : 0.6723 0.0342 19.6480

willmgness to learn.
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Table 2. The Cross Loading Factor

EP ES FP LO
EP1 0.7002 0.3238 0.2655 0.3404
EP2 0.8599 0.4935 0.5693 0.3760
EP3 0.8276 0.5772 0.4680 0.4744
ES1 0.5972 0.7952 0.5018 0.5457
ES2 0.3601 0.7252 0.4554 0.3751
ES3 0.4309 0.7192 0.4610 0.5980
ES4 0.3199 0.66353 0.4797 0.3759
FP1 0.4498 0.4635 0.7637 0.3504
FP2 0.5353 0.6157 0.8359 0.4054
FP3 0.3879 0.5268 0.8319 0.4106
FP4 0.4128 0.4701 0.7820 0.4625
FP5 0.3933 0.5316 0.8526 0.5150
FP6 0.4917 0.4578 0.6618 0.3183
LO1 0.3313 0.4128 0.2389 0.6954
LO2 0.3536 0.5552 0.3211 0.6838
LO3 0.2925 0.4610 0.3959 0.6131
LO4 0.3291 0.4078 0.4899 0.6720
LO5 0.3632 0.4386 0.2120 0.6443
LOG 0.3138 0.3589 0.4277 0.6331
LO7 0.3227 0.4124 0.2834 0.6723

Table 3. The Discriminant Validity and Reliability

4.2 Inner Model and Goodness of Fit

7|Page

. Square o - - Composite Cronbachs
AVE Root AVE LO ES EF F EREEEY R Square EEE
EP 0.6382 0.7989 0.4998 0.5983 1.0000]  0.5660 0.8401 0.2498 0.7200
ES 0.5295 0.7277 0.6646 1.0000 0.5933 0.6516 08176 04417 0,7037
FP 0.6251 07906 0.5216 06516 0.5660 1.0000 0.9086 0.4797 08781
LO 0.4352 0.6597 1.0000 0.6646 0.4998 0.5216 0.8434 0.7836
Table 4, Results of Inner Weights
o Standard =
Original Sample — T Statistics
Sample (0) | Mean (M O/STERR
ample (0) | Mean (M) | o | )
EP -> FP 0.2565 0.2554 0.0451 5.6935
ES -> FP 0.4241 0.4270 0.0460 9.2271
LO ->EP 0.4998 0.5018 0.0314 15.9255
LO -> ES 0.6646 0.6665 0.0299 22.2197
LO ->FP 0.1115 0.1103 0.0506 2.2020
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Inner model is a structural model to predict the causal relationship between latent
variables. Through the bootstrapping process, T-statistic test parameters obtained to predict
the existence of a significant causzaelationship (T-stat = 1.96). R squared value is used to
measure the degree of variation of the independent variable changes to the dependent
variable. However. R* is not an absolute parameter in measuring the accuracy of the
prediction model, because the basic theoretical relationship is the main parameter to explain
the causality relationship.

Table 4 shows that T-statistic for each relationship is higher than 1.96 and the original
samples are positive. [t indicates that each relationship is positively significant. It means that
all hypothesis examined in this study are accepted. Table 3 shows the R* for each equation.
The equation models developed are:

ES=0.665L0 %€ R¥=24.98% ..ooooomrvoreereeeeeceesesssssssssses s sesss oo (4)
EP=0350LO+e RV b (3
FP éll}l LO+ 0424 ES + 0272EP+€ R =47.97% v.oocovvvvoireroeeeereeesrercesveseesie s, (6)

The goodness of fit in the model is tested by using Stone-Geisser (Q%) Test. The Q test is
used for measuring how good the observation value that resulted from the model.

2=1-(1-RH(1-RY..(1 - R2) )
=1—-((1 —-02498)x(1 — 0.4417)x (1 —04797))
=0,7821 = 78.21%

The Q7 result implies that the model employed in this study can explain the information from
data in 78.21%. Figure 2 shows the overall statistical results model in this study. Table 3
shows the ability of intervening variables to play their role. The table showed that ES and EP
are succeed to be intervening variables in strengthen the relationship of learing organization
toward financial performance.

Table 5. The Comparison of Intervening and Direct Influenced Power

The Intervening Model The Intervening Power The Direct Power LO --> FP Results
LO === ES -=>FP =0.665x0.424 = 0.2820 0.112 Intervening > Direct
LO === EP -->FP =0.500 x 0.257 = 0.1285 0.112 Intervening = Direct
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Figure 2. Result Model

43 D&ussion and Managerial Implication

This study found that there is positive and significant relationship of LO to ES. This
result supports the studies of Chang & Lee (2007). Evlon & Bamberger (2000), Lim (2003),
Egar, et.al. (2004). Positive and significant relationship of LO on EP that found in this study
supports the results from Senge (1990), Watkins & Marsick (1993), Kohli et.al. (1998), and
Garvin (2000). The ES is found positively significant in influencing the FP. This result in line
with the studies of Kows (2003), Hwang & Chi (2005), Bhatti & Shahzad (2008), and
Antoncic & Antoncic (2011). This study supports the study of Zahargier & Balasundaram
(2011) in finding the positive and significant relationship of EP on FP. The positive and
significant relationship of LO on FP is related to the studies of Ellinger, et.al. (2002), Demers
(2009), Herrera (2007), Martinez (2009), Davis (2003).

The loading factors in Table 1 shows that LO1, ESI, EP2, and FP5 are the greatest
loading factors that represent each variable. It means that those indicators are the best
indicators to describe the variables examined in this study. LO1 is the ability of organization
to create continuous learning opportunities. ES1 is the general satisfaction with works. EP2 is
the contextual performance. FP5 is the ability of organization to achieve profit growth.

The respondents in this study argued that in order to maintain the continuous learning,
the companies reward the emplovees for their efforts to learn. By combining the learning
strategy with reward system, organization is succeed to motivate the emplovees for
improving the learning habits which will lead to the learning culture. Thus, if an organization
has a culture of continuous leaming, it will establish a better employee performance. The
emplovees will be able to adjust to the change and innovation that company must take to be
exist in the dynamics business environment. Learning organization helps to obtain, analvze
store and disseminate knowledge which continually grow within the organization. It also
provides fast access for emplovees who face problems in their jobs (Garvin, 2000),
Therefore, the LO will increase the emplovees job satisfaction. Emplovee satisfaction can act
as a basic feature in helping companies to obtain their profit growth (Koys, 2003).
anizalion. which 1s better in the continuous learning, will have a better chance to predict
events and trends in the market which can lead to the increased sales and market share. In
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addition, the learning habits will provide a structure that is more flexible and responsive, so
that company can respond the new challenges more quickly compare to the competitors.

5. Conclusion

This study revealed the direct and indirect influences of learning organization on financial
performance. The indirect influence particularly used emplovee satisfaction and emplovee
performance as the intervening variables. Using structural equation model as tigiRtatistic tool,
the results showed that emplovee satisfaction and employvee performance play a role in
strengthening the influence of learning organization on firm’s financial performance.
Organization, especially in a business field, must pay attention on the continuous learning
process. This study showed that the commitment of employees on the organization will
increase as the application of learning organization is increasing. Furthermore, the reward
system that in line with the application of learning organizat\-'ill lead to development of
emplovee’s ability to adopt the changes and innovation in the organization. The effort of
organization in developing the implementation of learning organization will bring result to
the increasing of employee satisfaction and performance, thus at the end will lead to the
achievement of profit growth. Therefore, since it has high influences on non-financial
(employee satisfaction and employee performance) and financial performance, the company
must transform itself to be a learning organization which makes the learning as organization’s
culture.

This study examined the influence of LO, ES and EP on FP in manufacturing and non-
manufacturing companies in Surabaya. The different result can be found if the future
researches use different scope of area or different characteristic. The improvement in this
field always needed as the business environment is dynamic. This research field also related
to the personal of people in organization who will always change.

References

Afrianus, E. (2013). Membangun Learning Organization - Developing Learning Organization

(Module of Central Bureau of Statistik Leaming Center — Pusat Pendidikan dan Pelatihan

Badan Pusat Statistik Indonesia). Retrieved from

http://pusdiklat.bps.go.id/index. php?r=artikel/view&id=238.

Antoncie, LA, & Antoncic, B.. (2011). Employee satisfaction, intrapreneurship and firm growth: a
model. Industrial Management & Data Systems, 111(4), 589-607.

Amriam R (2014). Knowledge Management in Public Organization ((Module of Financial

Education and Training Agency of the Ministry of Finance — Badan Pendidikan dan Pelml

Kenangan Kementrian Kenangan Indonesia). Retrieved from

http://www.bppk kemenkeu.go.id/berita-makassar/19407-knowledge-m anagement-km-dalam-

organisasi-publik.

Baker, W. E., & Sinkula, J. M. (1999). Synergistic effect of market orientation and learning
orientation on organizational performance. Journal of the Academy of Marketing Science, 27,
411-27.

Bhatti, K.K., & Shahzad, LA. (2008). Impact of employee participation on job satisfaction and
perceived organizational performance in banking sector of pakistan. The Business Review,

Cambridge. 10(2), 170-177.

10|Page




Saarce Elsye Hatane

Blickle, G., Meurs, J.A., Schneider, P.B.. Kramer, J., Zettler, I, Maschler, J., Noethen, D. et al.
(2008). Personality, political skill, and job performance. Journal of Vocational Behavior, 72,
377-387.

Bontis, N., & Fitz-enz, 1. (2002). Intellectual capital ROI : a causal map of human capital antecedents
and consequents. Journal of Intellectual Capital 3&223-24?.

Boudreau, J. W., & Ramstad, P. M. (2007). Beyond hr : The new science of human capital. Boston:

Harvard Business School Press.
29

Burke, W. W., & Litwin G. H. (1992). A causal model of organizational performance and change.
Jamﬁofﬁ»faﬂagemem, 18(3). 523-545.

Carton, R.B. (2004). Measuring organizational performance: An exploratory study. Unpublished
. Graduate Thesis, University of Georgia, Georgia,
38

Cascio, W. F. (1995). Managing Human Resources: Productivity. Quality of work life, Profits. Fourth
. Edition. Singapore : MeGraw Hill Ine,
26

Chanacki, GM. (2007). Characteristics of learning organizations and multi-dimensional

organizational performance indicators: A swrvey of large, publicly-owned companies.

. Unpublished Graduate Thesis, Pennsylvania State University, United States.

1

Chang, S.C. & Lee, M.S. (2007). A study on relationship among leadership, organizational culture,
the operation of leaming organization and employees' job satisfaction. The Learning
Organization, 14(2), 155-1835.

Chin, V., Meyer, M., Tan, E., & Waltermann, B. (2014). Winning in ASEAN: How companies are
preparing for economic integration. Part of the Winning with Growth series (pp 2-17). The

Boston Consulting Group (BCG), Inc.
Covey, S.R. (1989). The 7 Habit of Highly Effective People: Restoring the Character Ethic. UK:
Simon & Schuster.

Covey, 5.R. (2004). Tl-ﬁth Habit: From Effectiveness to Greatness. UK: Simon & Schuster,

Davis, D. (2005). The learning organization and its dimensions as key factors in firms' performance.
Human Resource Development International, 11(1), 51-66.

Demers, D.L. (2009). The relationship between perceptions of learning organization characteristics
and firm performance. ProQuest Dissertations and Theses, 87, Retrieved May 1, 2013, from

ABIINFORM Global (Proquest) database.

Egan, T.M., Yang, B. & Bartlett, K.R. (2004), The effects of organizational learning culture and job
satisfaction on motivation to transfer learning and turnover intention. Human Resource
Development Quarterly, 15(3), 279-301.

Ellinger, A., Ellinger, A., Yang, B., & Howton, S. (2002). The relationship between the leaming
organization concept and firms' financial performance: An empirical assessment. Human
- Resource Development Quarterly, 13(1), 5-29.

30
Eylon, D., & Bamberger, P. (2000). Empowerment cognitions and empowerment acts: Recognizing
. the importance of gender. Group & Organization Management, 25(4), 354-372.

13
Garvin, D, (1993). Building a learning organization. Harvard Business Review, 73, T78-91.

11|Page




Saarce Elsye Hatane

Garvin, I, (2000). Learning in action: A guide to putting the leaming organization to work. Boston:

Harvard Business School Press.
51

Gehart, B. & Rynes, S.L. (2003).Compensation: Theory, Evidence, and Strategic Implications.

Leadership & Organization Development Journal, 25(3/4), 312-314.
37

Herrera, D. A. (2007). A validation of the learning organization as a driver of performance
improvement. (Order No. 3274577, Capella University). ProQuest Dissertations and Theses,

224-n/a.

Huselid, M., Jackson, S., & Schuler, R. (1997). Technical and strategic human resource management
effectiveness as determinants of firm performance. Academy of Management Journal, 40(1),
171-188.

Hwang, 1.S. & Chi, D.J. (2005). Relationships among internal marketing, employee job satisfaction

and international hotel performance: An empirical study. International Jowrnal of Management,

22(2), 285-293.

es, G.R., & George, J.M. (2008). Contemporary Management 3rd Edition, Boston: MeGraw-Hill,

Kidd. C.A. (2006). An exploration of the impact of employee job satisfaction, affect, and performance
on organizational financial performance in the health care industry. Unpublished Graduate
Thesis, University of Lnuis&, Kentucky.

Kohli, A. K., Tasadduq. S.. & Goutam N. C. (1998). Learning and Performance Orientation of
Salespeople: The Role of Supervisors. Journal of Marketing Research, 35, 267-274.

Koys, . (2003). How the achievement of human-resources goals drives restaurant performance.
- Cornell Hotel and Resraru*am.f!dm.r'n.r;?ﬁtfon Quarterly, 44 (1), 17-24.
36

Lopez, S.P., Peon, JM.M., & Ordas, C.I.V. (2005). Organizational learning as a determining factor in
business performance. The Learning Organization, 12(3), 227-245.

Marsick, V.J. & Watkins, K.E. (2003). Demonstrating the value of an organization's leaming culture:
The dimensions of the learning organization questionnaire. Advances in Developing Human
Resources, 3(2), 132-151.

Mathis, R, L & Jackson. (2002). Manajemen Sumber Daya Manusia (Ist dan 2nd), (Bayu Brawira),
. Salemba Empat, Jakarta.
2

Newstrom, J.W., & Davis, K. (2002). Organizational behavior : human behavior at work. New York:
MeGraw-Hill Higher Education.

Powell, T.C. (1992). Organizational alignment as competitive advantage. Strategic Management
Journal, 13 (7).551-558.

Powell, T.C. & Dent-Micallef, A (1997). Information technology as competitive advantage: the role
of human, business and technology resources. Strategic Management Jowrnal, 18 (5), 375-4035,

Senge (1990). The fifth discipline: The art & practice of the learning organization. New York:
Doubleday:.

Shaw, J.D., Delery, 1LE., Jenkins, G.D.Jr & Grupta.N. (1998). An Organizational-level Analysis of
Voluntary and Involuntary Turover. Academy of Management Jowrnal, 41(55),511-525.

12|Page




Saarce Elsye Hatane

Som, H.b.M., Nam, R.Y.T., Wahab, S.A., Nordin, R., & Mashkuri, A.H. (2012).The implementation
of leamning organization elements and their impact towards organizational performance
amongst NPOs in Singapore. [nternational Jouwrnal of Business and Management, T(12), 2-35.

Spanos, Y.E. & Lioukas, S. (2001). An Examination into the causal logic of rent generation:
contrasting Porter’s competitive strategy framework and resource-based perspective. Strategic
ManagememJ%al, 22 (10), 907-934.

Spector, P.E. (1997). Job satisfaction: Application, assessment, causes, and consequences. Personnel
Psychology, 51(2), 513-516.

Spence, M. (1973} _Job Market Signaling. The Quarterly Journal of Economics, 87(3), 355-374.

Tinofirei, C. (2011). The Unique Factors Affecting Employee Performance In Non Profit
- Organisations. University Of South Africa.
34

Tidd, I., Bessant, I, & Pavitt, K. (2005). Managing innovation: Integrating technological, market and
. organizational change (3rd ed.). West Sussex: Wiley.
25

Tippmns, M.J. & Sohi, R.S. (2003). IT Competeney and fum performance: is organizational learning a
missing link?. Strategic Management Journal, 24, 745-761.

Utama, Edwin. (2013). Commentary: AEC 2015 — Indonesia’s Call to Wake Up. Jakarta: The
Jakarta Globe, April 19th Edition.
7

Watkins K.E. & Marsick, V., (2003). Demonstrating the value of an organization’s leamning culture:
the dimension of the leaming organization questionnaire. Advances in Developing Human

Resources, 5(2), 32-51.
Weldy, T. (2009). Learning organization and transfer: strategies for improving performance. The
Learning Orgcmﬁon, 16(1). 58-68.

Wetherington, ILM. (2010). The relationship between learning organization dimensions and
performance in the nonprofit sector. Unpublished Graduate Thesis, University of Phoenix,

United States.
24

Yeo, RK. (2005). Revisiting the roots of learning organization: a synthesis of the learning
organization literature. The Learning Organizatio, (4). 368-82.

Zahargier, Mohamad, S., & Balasundaram, N. (2011). Factors affecting Employees™ Performance in
Ready-Made Garments (RMGs) Sector in Chittagong, Bangladesh. Economic Sciences Series,
63(1), 9-15.

13|Page




Employee Satisfaction and Performance as Intervening
Variables of Learning Organization on Financial Performance

ORIGINALITY REPORT

29

SIMILARITY INDEX

PRIMARY SOURCES

B BB

B B

B B B

conservancy.umn.edu

Internet

www.id.ae

Internet

Journal of European Industrial Training, Volume 29,
Issue 9 (2006-09-19)

Publications

www.researchgate.net

Internet

www.iienet2.org

Internet

opus.bath.ac.uk

Internet

www.ijbssnet.com

Internet

Yuhee Jung. "Performance implications for the
relationships among top management leadership,
organizational culture, and appraisal practice: testing

70 words —

54 words —

54 words —

45 words —

43 words —

43 words —

\

\

\

\

o
102 words — 2 /0

%
%o

1%
1%

%
%

o
42 words — 1 A)

two theory-based models of organizational learning theory in

Japan", The International Journal of Human Resource
Management, 09/2010

CrossCheck

www.robertoluna.es

Internet



— —
—_— (@)

—_
N

RN RN RN RN
(o)) (6)] ~ w

N N —_ N N
- o (o] oo ~

www.aessweb.com

Internet

Denice Welch. "All pain, little gain? Reframing the

40 words —

38 words —

33 words —

value of international assignments”, The International
Journal of Human Resource Management, 06/2009

CrossCheck

The Learning Organization, Volume 12, Issue 3 (2006-

09-19)

Publications

www.trikal.org

Internet

cob.fsu.edu

Internet

digitalcommons.fiu.edu

Internet

www.sciedu.ca

Internet

journals.cluteonline.com

Internet

org8220renner.alliant.wikispaces.net

Internet

www.ajbmr.com

Internet

www.scribd.com

Internet

www.customs.gov.my

32 words —

31 words —

30 words —
29 words — <
29 words — <
28 words — <
28 words — <
27 words — <
27 words — <

1%
1%
1%

1%

1%
1%




N N N N N
(o)) (@) A~ w N

27

28

29

w w w w
w ) - (@)

Internet

www.nursing.arizona.edu

Internet

www.forbes.com

Internet

reap.ie

Internet

etds.ntut.edu.tw

Internet

www.phd-Ipru.com

Internet

Byoungsoo Kim. "Understanding Antecedents of
Continuance Intention in Social-Networking
Services", Cyberpsychology Behavior and Social

Networking, 12/30/2010

CrossCheck

www.powerfulwords.co.uk

Internet

www.b-training.org.tw

Internet

webuser.bus.umich.edu

Internet

www.aijsh.org

Internet

www.eclo.org

Internet

26 words — < 1

25 words — <
24 words — <
24 words — <
24 words — <
24 words — <
24 words — <
24 words — <
23 words — <
22 words — <
22 words — <
22 words — <

ALIF, Theria Rif'ana. "WHAT IS THE MOST INFLUENTIAL

\

\

%
%
%

1%

\

\

\

\

\

%
%



w W ) W
~ ® O B

I I N N IN N W w
5 I W N N o © oS

FACTOR THAT AFFECTS ORGANIZATIONAL
PERFORMANCE: A CASE STUDY of BANK

SYARIAH MANDIRI JAKARTA", Ritsumeikan Asia

Pacific University, 2014.

Publications

www.frankbogers.nl

Internet

digital.library.okstate.edu

Internet

epubs.scu.edu.au

Internet

The Learning Organization, Volume 19, Issue 6
(2012-09-15)

Publications

www.ijomer.com

Internet

idei.or.id

Internet

research3.bus.wisc.edu

Internet

files.eric.ed.gov

Internet

agba.us

Internet

gigapaper.ir

Internet

www?2.fu.uni-lj.si

Internet

Supply Chain Management: An International
Journal, Volume 19, Issue 4 (2014-09-16)

22 words — <
20 words — <
19 words — <
19 words — <
18 words — <
17 words — <
17 words — <
16 words — <
16 words — <
16 words — <
16 words — <
16 words — <
15 words — <

1
%

\

%
%
%
1%

\

\

\
o
o=

\ \ \
o (@] (@)
o~ o~ o~

\
o
o=

1%



Publications

www.ifrnd.or Y

Internet J 15 words — < l A)

Irmawan, Yudi(Haniffa, Roszaini M.) < O/
: ’ ) 14 words — Y

"Globalization and the accountancy profession in

developing countries. An examination of the historical
developmemt of the Indonesian accountancy profession (1954-
2008).", University of Bradford, 2010.

Publications

Park, R.. "Attitudes of Group Incentive Participants: g\ orqe < 1 %
The Moderating Role of Human Capital Level",
Group & Organization Management, 2012.

CrossCheck

B
oo

?r/]\t/(\elvm\(/a\{.managementjournal.info 12 words — < 4 %
I\r/]\t/(\a/:a\(/a\t/.worIdcat.org 12 words — < / %
I\r/]\t/g/:a\(/e\t/.som.c:ranfield.ac.uk 12 words — < / %
x\t/g/vm\é\{.alliedacademies.org 12 words — < %
I(netr:':rin%e.tuum.edu.my 12 words — < / %
Kurt Matzler. "The Relationship between 12 words — < / %

Interpersonal Trust, Employee Satisfaction, and
Employee Loyalty", Total Quality Management and Business
Excellence, 12/1/2006

CrossCheck

, 0
www.eric.ed.gov 12 words — < 1 7

Internet

El
(@)

) etd.lib.nsysu.edu.tw



S7

58

59

6

.

62

63

64

65

Internet

11 words — < 1

%

. . o)
www.globalinnovationindex.or g
Internet d J 11 words — < /O
. 40
Lrt]e?ngs.rmlt.edu.au 11 words — < /0
Aloini, Davide, Antonella Martini, and Luisa < 1%
! ! ! 11 words — Y

Pellegrini. "A structural equation model for
continuous improvement: a test for capabilities, tools and

performance”, Production Planning and Control, 2011.
CrossCheck

www.bpoindia.org 11 words — < %

Internet

Song, J. H., and J. A. Kolb. "Learning 10 words — < 1 %
Organizational Culture and Firm Performance: The

Mediating Effects of Knowledge Creation in Korean Firms",

Journal of Leadership & Organizational Studies, 2013.

CrossCheck

ejournal-s1.undip.ac.id 10 words — < 1 %

Internet

| | 0
LiﬁgSltory.ung.ac.ld 10 words — < 1 A)

Nicolette Estrada. "Exploring Perceptions of a 10 words — < 1 %
Learning Organization by RNs and Relationship to

EBP Beliefs and Implementation in the Acute Care Setting",

Worldviews on Evidence-Based Nursing, 12/2009

CrossCheck

eprints.herce fi 9 words — < 1 %

Internet

jimfeb.ub.ac.id



67

~ ~ ~ N | ~ ~ ~
~ o &) IN w N - o

Internet

ejournal.narotama.ac.id

Internet

www.iosrjournals.org

Internet

Farooq, Omer. "Why are some firms more
innovative than others? Exploring the role of

9 words — < 1

9words—< I
9words—< !
9words—< 1

learning organization components", Global Business and

Organizational Excellence, 2012.
CrossCheck

nreilly.asp.radford.edu

Internet

www.docstoc.com

Internet

www.na-businesspress.com

Internet

uir.unisa.ac.za

Internet

journal-archieves21.webs.com

Internet

www.phdmanagement.sssup.it

Internet

www.mgt.fm-kp.si

Internet

P. Halloran. "Organisational learning from the
perspective of a software process assessment and

8 words — <
8 words — <
8 words — < 1
8 words — <
8 words — <
8 words — < l
8 words — < l
8 words — <

improvement program"”, Proceedings of the 32nd Annual Hawaii
International Conference on Systems Sciences 1999 HICSS-32

%
%
%
%

%
%
%
%
%
%
%
%



~ .~
H H B

B
—

82

Abstracts and CD-ROM of Full Papers, 1999

CrossCheck

www.iiste.org

Internet

edoc.ub.uni-muenchen.de

Internet

European Journal of Training and Development,
Volume 37, Issue 2 (2013-05-27)

Publications

Santa, Mijalce, and Selmin Nurcan. "Learning
organization modelling patterns”, Knowledge

Management Research & Practice, 2015.
CrossCheck

Chia, Siow Yue. "ASEAN and East Asia Economic
Integration”, Globalization Development and
Security in Asia, 2014.

CrossCheck

OFF
OFF

(0]
8 words — < 1 /0

(o)
8words—< ! A)

o)
7words.—< I A)

o
6 words — < 1 A)

o
6 words — < 1 A)

OFF



	Employee Satisfaction and Performance as Intervening Variables of Learning Organization on Financial Performance
	By Saarce Elsye Hatane

	Employee Satisfaction and Performance as Intervening Variables of Learning Organization on Financial Performance
	ORIGINALITY REPORT
	PRIMARY SOURCES


