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Abstract: This study analyzes the leadership style of the Head of the Religious Affairs Office (KUA)
in Bukateja District, Purbalingga, and its impact on employee performance. Using a descriptive
qualitative method, data were collected through in-depth interviews, observations, and document
reviews. The results showed that the Head of KUA used a participatory and familial leadership
style. Decision making was carried out through consensus, and assignments were based on
employee competence. Feedback was provided through periodic evaluations, and reprimands were
given privately to maintain harmonious working relationships. Although there were no material
rewards, employees showed high dedication, driven by a supportive work environment and
empathetic leadership. This study underlines the effectiveness of inclusive leadership in
encouraging optimal performance in faith-based organizations. This study recommends the
implementation of non-material rewards and additional leadership training to improve employee
motivation. Further research in similar institutions is recommended to explore variations in
leadership styles.
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1. Introduction

Public organizations play an important role in providing services to the community,
including religious institutions such as the Office of Religious Affairs (KUA). As an
institution responsible for administrative and religious services, KUAs face great
challenges in managing human resources (HR). Employee performance at KUA is one of
the main determinants of organizational success in achieving its strategic goals. However,
the performance improvement is strongly influenced by the leadership style applied by
the head of the organization.

Several studies support this, showing that transformational leadership has four main
elements that motivate employees: charisma, inspiration, intellectual stimulation, and
attention to individual needs(Susilo, 2018). The implementation of this leadership style
can strengthen the psychological condition of employees, which leads to increased
motivation (Susilo, 2018). Other studies show that transformational leadership has a
positive impact on organizational performance in religious-based educational
institutions, especially in terms of work motivation and employee performance
achievement (Waithira Karuga et al., 2024).
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In the public sector, including in religious-based organizations such as the Office of Religious Affairs (KUA), although
its application has not been widely studied, transformational leadership can potentially increase the effectiveness and
efficiency of the services provided (Munro-knight, 2018).

KUA, as a religious service institution, has its own complexities involving moral, social, and cultural values. The
head of the KUA not only acts as an administrative leader, but also as a moral authority figure who must be able to
manage the dynamics of relationships between employees and maintain public trust. In this context, transformational
leadership style can be the key to improving employee performance through strengthening internal motivation, creating
a conducive work environment, and promoting commitment to the organization's vision.

Previous research shows various relationships between leadership and employee performance. The results of data
analysis show that participative leadership style, job satisfaction, and work motivation separately have a significant
influence on employee performance (Setiawan, 2017). Insani et al., (2023) noted that KUA heads who supported
employees' needs through effective communication succeeded in increasing work productivity. Meanwhile, Sharip et
al., (2023) identified that religious values-based leadership had a positive impact on employees' internal motivation,
which then improved organizational performance. However, research related to the application of transformational
leadership in KUAs is still limited, particularly in understanding how the complexity of religious and social values
influences this leadership approach.

This study aims to explore how the transformational leadership style applied by the Head of KUA in Bukateja Sub-
district, Purbalingga, affects employee performance. This research not only provides theoretical contributions but also

offers practical guidance for leaders in other religious institutions.

2. Results

This section may be divided by subheadings. It should provide a concise and precise description of the

experimental results, their interpretation, as well as the experimental conclusions that can be drawn.

Table 1. Questionnaire answers from respondents

Respondents Answers about Answer Relating to: Answer Relation to:
A. Leadership Style from questions 1 | B. Employee Performance from
to 6 Answers about questions 1 to 3
Mr MF 1. Done through deliberation in a 1. If there is no reward in the form of
meeting forum objects or money, then the sanctions
2. Receive reprimands and directions are also the same.
3. Adjusted to the strength of the 2. Employees understand their duties
employee very well
4. Reprimand in a family manner, 3. Carried out with full responsibility
face to face, not in public and always report to superiors if the
5. There is task has been completed.
6. Remind with an oath and promise
of employees and also advise
Mr MK 1. Done through deliberation 1. None, also for sanctions.
2. Receive reprimands and directions | 2. Employees understand their duties.
3. Adjusted to employee capabilities | 3. Carried out with full responsibility
4. Reprimands in a family manner and reported to superiors when the
5. There are task is completed.
6. Remind employees of promises
and also provide advice
Mr KPL 1. Done by consensus in a meeting 1. If there is no reward in the form of
forum objects or money, then the sanctions
2. Receive reprimands, advice and are also the same.
direction 2. Employees understand their duties
3. Adjusted to the competence and and are competent.
field of knowledge of the employee | 3. Carry out their duties with full
4. Reprimand in a good way, in a responsibility and always report to
family way, not in public their superiors after the task is
5. Thereis completed.
6. Remind employees with an oath
and promise to be loyal and also
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give advice for the sake of office
work effectiveness
Mrs UF 1. By deliberation in a meeting forum | 1. There are no rewards in the form of

2. Receive warnings and directions objects or money, nor are there
3. According to the employee's field sanctions.

and competency . Employees really understand their
4. Reprimanded, reminded in a duties and responsibilities

friendly manner . With full responsibility and always
5. Yes reporting to superiors when the task
6. Remind employees of their oaths has been completed.

and promises and also provide

advice

Interpretation of Results

The interview results show that the Head of KUA Bukateja District uses a leadership approach that emphasizes
participation and family relationships. Important decisions are taken through a deliberation mechanism, thus providing
space for employees to express their views. This allows for active involvement from all members of the organization,
which has an impact on a sense of ownership of the tasks being carried out.

The tasks given to employees are adjusted to their competencies, so that each individual works in a field that suits
their expertise. Reprimands are given personally in a polite manner and not in public, and maintain honor and mutual
respect in the work environment. This step shows an empathetic approach and effective communication from the Head
of KUA.

On the other hand, even though there is no material reward system, employees still show high dedication in
carrying out their duties. Understanding of responsibilities and reporting work results periodically is an indication of
stable performance. This highlights the importance of a conducive work environment and harmonious relationships
between leaders and staff as the main drivers of organizational performance.

Regular work evaluations are an important tool for providing constructive feedback to employees. This evaluation
helps identify strengths and weaknesses, encourages self-development, and ensures that employees remain aligned
with organizational goals. Thus, this approach supports the creation of a positive and productive work culture, even
without material incentives.

3. Discussion

Leadership that Forms Collaboration and Performance Effectiveness

This study confirms that the leadership style at the KUA of Bukateja District is based on the principles of
participatory and familial. The Head of KUA acts as a moral and administrative leader, with an approach that reflects
the theory of transformational leadership as proposed by Bass and Avolio (1994). Deliberation in the meeting forum
creates a forum for sharing ideas and building consensus, which directly increases employees' sense of ownership of
the organization's vision.

A human-centered leadership approach, characterized by empathy such as direct reprimand and kinship, has been
shown to be highly effective in building trusting relationships and improving organizational performance. This is
demonstrated by the Head of KUA who has become a long-term investment for the organization. By building strong
trust through empathetic actions, the organization's performance not only improves now but also becomes more
sustainable (Alim et al., 2024). This is in line with the findings of Reave (2005) and (Brown & Trevifio (2006) which show
that the integration of moral and spiritual values in leadership is very important. Leaders who are role models and
consistently instill ethical values not only inspire their subordinates but also create a positive and productive work
environment.

Hackman & Oldham (1976) research has provided a strong foundation in understanding employee motivation. By
analyzing how individual, job, and environmental factors are interrelated, this model provides practical guidance for
companies in creating an optimal work environment. This concept is in line with the principle of 'the right person for
the right job'. When the tasks given are in accordance with the individual's competencies and interests, as emphasized
by Jain and Kaur (2022), employees will feel more motivated and productive. The practice of periodic performance
evaluations carried out by the Head of KUA further strengthens this, because these evaluations allow companies to
continuously adjust assignments to the development of employee competencies and organizational needs. Task
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adjustment is not only important at the beginning of the placement, but is also an ongoing process along with the
development of employee careers and organizational dynamics. The role of the hat is crucial in creating a work
environment that supports task adjustment. Transformational leadership is able to motivate employees and provide
clear direction. The task adjustment process must be carried out fairly and transparently to maintain employee trust
and prevent imbalances.

The case study of the KUA of Bukateja District also provides a real example of how the concept of "the right person
for the right job" as emphasized by Hasibuan et al. (2022) can be applied in practice. Through a transformational
leadership approach that involves active employee participation and delegation of tasks based on competence, the Head
of KUA succeeded in creating a positive and productive work environment. As a result, the organization became more
efficient, effective, and able to achieve its goals. This study shows that by combining human resource management
theory with effective leadership practices, organizations can maximize the potential of their human resources and
achieve superior performance.

Impact of Leadership on Employee Performance

Based on the results of the study, employees showed a good understanding of their duties and responsibilities,
and carried out their work with full responsibility. Although the organization does not provide a system that is given
in the form of material, employee dedication remains high. However, this situation provides an opportunity to increase
motivation through non-material approaches, such as providing public recognition and awards. Robbins and Judge
(2017) emphasized that non-material rewards, such as recognition of achievement, are an effective strategy in
motivating employees, especially in a work environment with limited resources.

Afrianingsih et al. (2024) findings on the importance of empathy in customer service, together highlight the key
role of leadership in creating a positive and productive work environment. This study shows that leaders who are able
to build strong interpersonal relationships and demonstrate empathy towards their subordinates can increase employee
motivation, dedication, and performance. These findings support the theory of transformational leadership which
emphasizes the importance of inspiring and empowering followers. The implications for organizations are clear:
effective leaders are those who are able to create a work environment that allows each individual to develop and
contribute optimally.

A supportive work environment also plays an important role in ensuring that employees can work without
significant disruption, allowing them to focus on their main responsibilities. Investing in creating a supportive work
environment not only increases productivity, but is also a long-term investment for the organization. As Lutfiani et al.
(2023) and this study suggest, the right environmental design, both in the store and in the workplace, can create a
supportive atmosphere for achieving optimal performance. In addition, periodic evaluations provide a strong
foundation for employees to identify areas that need improvement and develop their potential. Patton (2015)
highlighted that data-based evaluations are an important tool in identifying employee development needs, which also
supports strategic decision-making in organizations, especially in the public sector.

Research Novelty Perspective

This study offers a new perspective by outlining the application of transformational leadership in religious
institutions such as KUA. The family approach used reflects the uniqueness of the work culture in religious-based public
services. Unlike previous studies that focused on the corporate sector, this study reveals how moral values can be
combined with modern managerial principles to create a harmonious and productive work atmosphere. As expressed
by Bell (2010) transformational leadership not only shapes individuals into leaders but also provides meaning in their
services so that they can produce significant changes in the organization. This is in accordance with the findings that
leaders in KUA rely on moral values and a family approach to build a shared commitment to the organization's vision.

The deliberation strategy applied is the key to creating understanding in the decision-making process. These results
are in line with research by Insani et al. (2023) which states that a morality-based leadership style can increase employee
motivation and performance. The family approach applied in this context strengthens the relationship between leaders
and staff, increases trust, and strengthens commitment to organizational goals. In line with Bell (2010) view, this
relationship helps individuals find deeper meaning in their tasks, which ultimately drives significant organizational
transformation.

In addition, this study emphasizes the importance of matching tasks to individual skills as a strategic step in human
resource management. This finding is relevant to Jain and Kaur's (2022) research, which shows that matching tasks
based on individual competencies can increase efficiency and job satisfaction. This study also underlines the importance
of periodic evaluation as a mechanism to ensure continuous performance improvement in faith-based organizations.
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This view supports Bell (2010) idea that transformational leadership not only encourages individual development but
also supports organizational progress through a meaningful and valuable approach.

Practical and Academic Implications

The results of this study provide practical implications for leaders in the faith-based public service sector. The Head
of KUA can consider implementing a non-material reward strategy to increase employee motivation. In addition,
further training on transformational leadership can help leaders optimize relationships with employees. From an
academic perspective, this study fills the literature gap by exploring the application of transformational leadership in
the context of religious institutions, which contributes to management studies in the public sector.

4. Materials and Methods

This research uses a descriptive qualitative approach that aims to describe and understand phenomena in depth
related to the leadership style of the Head of the KUA in Bukateja District and its influence on employee performance.
This approach allows for a more detailed exploration of the social and cultural context in which the research is
conducted (Sugiyono, 2018).

Location and Time of Research
Location: The research was conducted at the Religious Affairs Office (KUA) of Bukateja District, Purbalingga
Regency. Time: Data collection was carried out from October to December 2024.

Data Sources

Primary Data: Data were obtained directly from in-depth interviews with the Head of the KUA and staff, as well
as direct observation at the research location.

Secondary Data: Data in the form of official documents, performance reports, and archives relevant to the research
topic.

Data Collection Technique

In-depth Interview: Researchers conducted semi-structured interviews with key informants, namely the Head of
the KUA and staff. This technique was used to explore in-depth information about leadership style and its impact on
performance (Moleong, 2006).

Participatory Observation: The researcher directly observed the daily activities at the KUA office to gain a deeper
understanding of the work dynamics there.

Documentation: Additional data were obtained from written documents, such as annual reports and
administrative records (Arikunto, 2006).

Data Analysis Technique

Data analysis was conducted using the Miles and Huberman (1994) interactive model, which consists of three main
stages:

Data Reduction: Data that have been collected are summarized, important parts are selected, and arranged
systematically according to the focus of the research.

Data Presentation: Data is presented in the form of tables, diagrams, or narratives to make it easier for researchers
to understand the findings.

Conclusion Drawing and Verification: Researchers draw conclusions based on the data that has been analyzed and
verify it by double-checking to ensure validity.

Data Validity and Reliability

Data validity was ensured through method triangulation, which compares the results of interviews, observations,
and documentation to ensure data consistency and accuracy. In addition, discussions with peers were conducted to
obtain additional input and avoid subjectivity bias.
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Research Instruments
The researcher acted as the main instrument in this study, supported by interview guidelines and field notes
designed to guide the data collection process.

Ask style questions regarding the KUA head's leadership in enhancing worker performance in the Bukateja subdistrict.
Gary Yulk (2010)
A. Style of Leadership.
1. How is a decision made by the KUA head?
2. How does KUA's leader deal with staff members who commit errors?
3. How does the KUA head assign work to staff members?
4. How does the head of KUA discipline you if you don't do your obligations correctly or on time?
5. Does your work get evaluated each month?
6. How does the KUA head motivate you to put in more effort and improve your performance?
B. Performance of Employees
1. Do any employees earn recognition or sanctions?
2. How do workers comprehend their
3. How do employees carry out tasks given by the head of KUA

5. Conclusions

This study concludes that the Head of KUA Bukateja District applies a leadership style based on participation and
family relationships. The decision-making process is carried out through deliberation involving employees, so that a
sense of ownership of the tasks they carry is created. Reprimands are given personally with an empathetic approach,
and a positive working relationship is established between leaders and subordinates.

Employees demonstrate good performance, with a deep understanding of their main tasks. Periodic work
evaluations are an important means of providing constructive input and supporting performance improvement.
Although there is no material reward system, harmonious working relationships and a conducive environment are the
main factors that motivate employees to remain dedicated.

To increase employee motivation, the Head of KUA is advised to provide non-material awards such as award
certificates or formal recognition in the work environment. In addition, additional training that focuses on developing
transformational leadership can help strengthen the effectiveness of leaders in managing the organization. Work
facilities should also be improved to support more efficient and productive performance. Further research can be
conducted in different locations to identify varying leadership patterns in different types of faith-based organizations.
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