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Abstract

Industrial competition demands every company to do their best in all aspects to be able to compete and
win the market. One of the aspects that support the company in winning the market is a qualified
employee who also committed to work with the company. In the upcoming of 2014, the expectation of
turnover will be higher due to increased jobs and economic growth. The estimates of turnover were
achieved from a study by the Hay Group in collaboration with the center for economics and business
research. The study estimates the number of employees who will quit in 2014 could reach 161.7 million,
an increase of 12.9 percent compared to 2012. Asia Pacific region is expected to experience the largest
spike in the level of employee turnover, which is up to 21.5-25.5 percent during the period 2012-2018.
One of the ways to overcome the problem of high employee turnover is the establishment of employee
commitment. One which established employee commitment is the leadership behaviors. Employees who
work at the company are mostly university graduates while among them are fresh graduates. In any
fields of work entered by a university graduate, they are supposed to have the leadership behaviors
when entering the market place. To establish the leadership behaviors on an employee, primarily fresh
graduates, higher education from the university is supposed to play a major role. The higher education
level should be able to score graduates with good leadership behaviors. This research is a descriptive
research which using the survey method. In collecting the samples, this research was focused on
students who were majoring in accounting in order to measure and determine whether the learning
process at the university and lecturers who teach in the accounting department have been applying and
implementing the leadership behaviors to the students in the classroom learning process.

Keywords: Industrial competition, employee turnover, employee commitment, 9 leadership behaviors,
established leadership behaviors in university learning process.

INTRODUCTION

Industrial competition is growing rapidly in the middle of economic problems
which require every company to do their best in every aspect in order to compete and
win the market.

One of the most profitable assets in the company is the human resources. One of
the aspects that support the company in winning the market is a qualified employee
who also committed to work with the company. Employee commitment has been an
important factor to determine the success of an organization. Employee commitment
to an organization has acquired increasing demand as it aids the organizations to
retain more staff and thereby increase in achievement, productivity and
effectiveness(Shahid&Azhar, 2013).
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In the upcoming of 2014, the expectation of turnover will be higher due to
increased jobs and economic growth. The estimates of turnover were achieved from a
study by the Hay Group in collaboration with the center for economics and business
research, the study estimates the number of employees who will quit in 2014 could
reach 161.7 million, an increase of 12.9 percent compared to 2012. Asia Pacific region
is expected to experience the largest spike in the level of employee turnover, which is
up to 21.5-25.5 percent during the period 2012-2018.

One of the ways to overcome the problem of high employee turnover is the
establishment of employee commitment. One which established employee
commitment is the leadership behaviors (Folkman, 2010).

According to the paper which was written by Lucy, et al (2004), This paper reports
on an investigation of the variables that may be predictive of intentions to leave a job,
and tests a model that includes mediating variables. A total of 173 retail salespeople
completed questionnaires measuring commitment to the organization for which they
worked, job satisfaction, stress, supervisor support, locus of control, self-esteem, the
perceived stressors in the job and their intention to quit. Path analysis was used to
test the relationships hypothesized in the model. The majority of hypotheses were
supported, with the variables included accounting for 52 per cent of the variance in
intention to quit.

Results of the study suggest that leader training focus on helping leaders
understand how their behaviours affect their subordinates and how they can
recognize and buffer employee stress (Offermann& Hellmann, 1996).

Employees who work at the company are mostly university graduates while among
them are fresh graduates. In any fields of work entered by a university graduate, they
are supposed to have the leadership behaviors when entering the market place. At
the time when they become leaders, the leadership behaviors can be applied in their
works.

To establish the leadership behaviors on an employee, primarily fresh graduates,
higher education from the university is supposed to play a major role. The higher
education level should be able to score graduates with good leadership behaviors.
Although this process is not instant, at least they are taught about the values of
leadership behaviors that should be owned by a leader.

Most of the time, a college student spent his or her education by learning in the
classroom. A lecturer is supposed be able to apply his or her leadership behaviors on
each in the process.

This research is a descriptive research which using the survey method. In collecting
the samples, this research was focused on students who were majoring in accounting
in order to measure and determine whether the learning process at the university and
lecturers who teach in the accounting department have been applying and
implementing the leadership behaviors to students in the classroom.

The goal of this research is to measure and determine whether the lecturers have
been applying the leadership’s character refers to the 9 leadership behaviors in the
learning process at the university.The results of the study can be used for the
university and the faculty of economy as an input for the preparation of curriculum-
based leadership in order to apply the leadership’s character for the accounting
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graduates at the time they entering the labor. This research can also be used for the
basis and consideration for other universities in applying the leadership behaviors in
the university learning process.

THEORETICAL BASIS
Behaviors, Learning, and Learning Process

Behavior is action, reactions, and interactions in response to external or internal
stimuli, including objectiely observable activities, introspectively observable activities,
and unconscious processes.

Behavior theory (K. Spence), a point of view emphasizing immediate relations to
the environment by using stimulus and response variables. Emphasizes the here and
now, disregarding both the effects of history and the effect of future intentions
(Corsini, 2002)

Learning can be defined as an experiental process resulting in a relatively
permanent change in behavior that cannot be explained by temporary states,
maturation, or innate response tendencies. This definition of learning has three
important components: First, learning reflects a change in the potential for a
behaviour, it does not automatically lead to a change in behavior. Second, behavior
changes caused by learning are not always permanent. As a result of new experiences,
previously learned behavior is no longer exhibited. Third, changes in behavior can be
due to processes other than learning. Our behavior can change as the results of
motivation rather than learning (klein, 1991).

This description of the learning process is taken from a study by a national
committee of the relationship between learning and instructional processes. After
suggesting a definition of learning, the authors outline the structure of the learning
process in a simplified shcematic diagram, discuss its interpretation, and indicate the
key processive concepts which they believe to useful in understanding the
characteristics of change in learning.

Learning may be considered in its broadest sense as a process of adaptation.
Throught the process of learning, men acquire new ways of behaving or performing in
order that they can make better adjustment to the demands of life. The essential
elements in a learning situation are environmental stimulation of a living, motivation
organism; incentives which when attained will lead to satisfaction of the motives; and
at the least a temporary blocking or inability of the learner to respond in ways that will
enable him to gain the incentive. Motivation is assumsed to be an inner state of need
and is necessary condition if the learner is to engage in learning activity. Needs, wants,
interests, and sets are terms which are used to refer to motivating condiditions.
Satisfaction of a motive may be blocked by the learner’s inability to attain the
incentives which satify the need (Harris, 1961).

Behaviorism offers a particular perspective on how learning occurs and how
teaching impacts that process. The principles of behaviorism can be useful in
facilitating learning within the classroom. Some things to remember when
incorporating behaviorist principles into your teaching: write observable and
measurable behavioral learning outcomes, specify the desired performances in
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advance (the learning outcomes serve this purpose) and verify learning with
appropriate assessments, emphasize performance, and practice in an authentic
context, use instructional strategies to shape desired skills, reinforce accomplishments
with appropriate feedback (The Office for Teaching and Learning Newsletter, 2002).

Andragogy Learning Theory

According to the article which was written by Bambang and Lukman, andragogy is
the art and science of teaching adults. Considering an adult is as an individual who has
been self-sufficient and able to adjust itself, then the most important of andragogy in
the process of learning interactions are independent learning activities that focus to
the participants themselves and not the activities of a teacher teaches something
(Learner Centered Training / Teaching).

Lessons given to adults could be effective (faster and attached to his memory),
when mentors (coaches, teachers, trainers, instructors, and alike) are not excessively
dominate the class group, reduce too much talk, but to strive for the individual adults
to be able to find alternatives to develop their personality. A good mentor should
strive to listen and accept the idea of a person, then judge and answered their
guestions. Adults are essentially creative beings whenever he or she is able to move or
explore the potential that is within them. In this effort, special skills and tricks are
required to be used in the study. In addition, adults can be taught to be more active
when they feel involved in the learning activities, especially if they are involved to
contribute thoughts and ideas that make them feel valuable and have the self-respect
in front of his neighbor. This means that, adults would learn better if his personal
opinion is respected, and would be pleased if he could contribute their ideas and
minds, rather than being crammed by the theory from the supervisors.

For adults, the creation of a favorable learning environment is a facility that would
encourage them to try advanced behaviors, dare to be different, applicable with new
stance and willing to try the brand-new knowledge that they gained. Although
something new may risky, but the risk, and the error itself is a natural part of learning.

Eventually, the adults would like to know what their significance in the study
group is. For adults there is a tendency to know their strengths and weaknesses. Thus,
a shared evaluation is needed by all members of the group which worth for
afterthought matter, which evaluate themselves from others who may have different
perceptions. (Quoted from S Bambang& Lukman).

The premise is that the assumptions behind pedagogy, which in the original Greek
means “child conductor,” do not always fit the needs of the adult learner. Andragogy,
derived from the Greek word for “adult or man,” provides a better model for the
growing number of nontraditional students enrolled in many universities. the authors
make suggestions for how to plan a course based on the principles of andragogy
(Thompson& Deis, 2004).
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Employee commitment

Employeeengagementisavastconstructthattouchesalmostallpartsofhumanresource
managementfacetsweknowhitherto.Ifeverypartofhumanresourcesisnotaddressedinapp
ropriatemanner,employeesfailtofullyengagethemselvesintheirjob in
theresponsetosuchkindofmismanagement.Theconstructemployeeengagementisbuilton
thefoundationofearlierconceptslikejobsatisfaction,employeecommitmentandOrganizat
ionalcitizenshipbehaviour.Thoughitisrelatedtoandencompassestheseconcepts,employe
eengagementisbroaderinscope.Employeeengagementisstrongerpredictorofpositiveorg
anizationalperformanceclearlyshowingthetwo-
wayrelationshipbetweenemployerandemployeecomparedtothethreeearlierconstructs:j
obsatisfaction,employeecommitmentandorganizationalcitizenshipbehaviour.Engagede
mployees are emotionally attached to their organization andhighlyinvolvedintheir
jobwith a greatenthusiasmfor the success of their employer, going extra mile
beyondthe employmentcontractual agreement (Markos& Sridevi, 2010).

Leadership

The leader’s job is to create conditions for the team to be effective. The ends of
leadership involve getting through others, and the means of leadership involve the
ability to build cohesive, goal-oriented teams. Good leaders are those who build
teams to get results across a variety of situations(Hughes, 2009).

One of the research investigated the employees’ perceptions of the prevalent
leadership style in Lebanon, Evidence supporting a positive relation between
transformational leadership and organizational commitment has been found
(Yahchouchi, 2009).

The studies obout relationship of leadership styles, organization commitment and
organization performance. The research indicates that employee’s organization
commitment stronglymediated the process of impact of leadership style on the
organization performance (Khan et al, 2012).

Top 9 leadership behaviors
Top 9 leadership behaviors according toFolkman, 2010:

Evidence shows that improving any leadership behavior will have a positive impact
on employee satisfaction’s commitment, but some changes have more impact than
others. Through our research we have identified the nine behaviors that, if improved,
will have the greatest impact on employee satisfaction/commitment.

1. Inspire and motivate others
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Leaders who are effective at inspiring and motivating others have a high level on
energy and enthusiasm. They energize their team to achieve difficult goals and
increase the level of performance from everyone on the team. Many leaders focus on
accomplishing tasks in their job description while forgetting to inspire. This is mistake.
Without inspiration, employees do an adequate job. However, when inspiration is a
focus, leaders unlock a level of additional effort and energy that can make the
difference between organizational success and failure. The point is every leaders need
to find ways to inspire their employees to higher performance

2. Driving for results

The drive for results is a critical behavior to success. However, some organizations
are all push (drive for results) and no pull (inspiration), which ultimately reduces
motivation, conversely, both are does not work with either. A healthy balance
between the two behaviors is necessary. Leaders who are effective at driving for
results are skillful at getting people to stay focused on and stretch for the highest
priority goals. They establish high standards of excellence for the work group. Leaders
that do this well are not afraid to ask their employees for a higher level of
performance and continually remind them of their progress relative to the goal.

3. Strategic perspective

While the first two behaviors focus on getting activity to occur, the third behavior
focused on the direction of that activity. Leaders who provide their team with a
definite sense of direction and purpose tend to have more satisfied and committed
employees. These leaders paint clear perspective between the overall picture and the
details of day-to-day activities. The most successful leaders are constantly reinforcing
where the organization is heading and the key steps that lead to success. Employees
need to see how their hard work makes a difference, and how it helps get the
organization closer to achieving success.

4. Collaboration

Possibly one of the most common challenges in today’s organizations is the lack of
collaboration between groups within an organization. One team is competing for the
resources or recognition against other team. Information is not shared, customers are
not well-served, and work frequently gets stalled. This conflict and lack of synergy
frustrates and discourages employees. Leaders who promote a high level of
cooperation between their work group and other groups create a positive and
productive atmosphere in the organization. When leaders demonstrate that they can
achieve objectives that require a high level of intergroup cooperation, synergy is
created and every employee enjoys the work experience.

5. Walk the talk

A key behavior in creating and committed workforce is the very basic and
fundamental skill of being honest and acting with integrity. Leaders need to be role
models and set a good example for their work group. Leaders create cynicism and lose
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trust when they say one thing and do another, such as telling employees that the
budget is tight and to curb all expenditures, but then proceed to stay in 5 star hotels
and eat expensive restaurants. Every leader needs to look at their behavior critically
and ask the question,” Am | walking my talk?”.

6. Trust

Trust can be built or destroyed over time and is built in different ways. Leaders can
engender trust by becoming aware of the concerns, aspirations, and circumstances of
others. The reality is that we tend to trust our friend more than our enemies. Trust
can also be built through knowledge and expertise. People trust leaders with deep
expertise and knowledge because they project confidence in their ability to make
informed decisions. We further build trust with others through consistency. When
leaders are consistent and predictable, others acquire confidence and trust in them.
Finally, trust can be built from a leader’s rock-solid honesty and integrity. When direct
reports know that they would never be told anything that is not 100 percent accurate
and factual, they trust that leader. Consistency is the key to building this kind of trust.

7. Develops and supports others

When leaders work with employees and push them to develop new skill and
abilities, they are building higher levels of employee satisfaction and commitment.
Employees who develop new skills become higher performers and more promotable.
Effective leaders are thrilled by the success of others. Leaders can promote greater
employee development by creating a learning environment in courage to learn from
mistakes, take the time to analyze their successes, and understand that went well.

8. Building relationships

Leaders who stay in touch with issues and concerns of individuals in the work
group have employees with higher levels of employee satisfaction and commitment.
In the study, these leaders were perceived as being able to balace “getting results”
with a concern for other’s needs. That does not mean that they are not focused on
achieving results. Rather they balance individual needs against organizational
deadlines and demonstrate that they value the individual. They create positive
relationships with team members.

9. Courage

The leaders with the highest level of employee satisfaction and commitment are
courageous. They do not shy away from conflicts. They deal with issues head on, and
when they see the first signs of problems within their teams, they addressed it directly
and candidly. Some leaders assume that conflicts will work themselves out and the
problems will simply disappear. They only fool themselves with this kind of thinking. It
takes courage to address issues, resolve conflicts, and insist that everyone is
accountable.
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RESEARCH METHODS

The research methodology is a descriptive survey method. Survey was conducted
using questionnaire measuring instrument, by using sampling methods to the
population of students majoring in accounting at Maranatha Christian University
Bandung.

There are 29 questions in the questionnaire with the possible answer of: often,
occasionally, and never.

Research Results and Analysis

The results of the research by using sampling amounted to 102 students majoring
in accounting at Marantha Christian university, is as follows:

Reliability Statistics

The testing results of the reliability and validity using SPSS is as follows:

Cronbach's
Cronbach's Alpha Based on
Alpha Standardized N of Items
Iltems
,927 ,926 29

The statistic’s reliability is 0.927. The number of cronbach alpha in the range of
0.70 is acceptable, while above 0.80 is pleasing (Sekaran, 2006). Along with the
opinion of some experts such as (Nunnally, 1978) that is: preliminary research is
recommended at 0.70, basic research at 0.80 and applied research at 0.90-0.95.
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Validity

The results of Pearson correlation test using SPSS is as follows:

Questions Correlations results | Sig. (2-tailed)
1 Pearson Correlation 0,526 0,000
2 Pearson Correlation 0,632 0,000
3 Pearson Correlation 0,578 0,000
4 Pearson Correlation 0,411 0,000
5 Pearson Correlation 0,537 0,000
6 Pearson Correlation 0,524 0,000
7 Pearson Correlation | 0,547 0,000
8 Pearson Correlation 0,523 0,000
9 Pearson Correlation 0,540 0,000
10 Pearson Correlation 0,550 0,000
11 Pearson Correlation 0,574 0,000
12 Pearson Correlation 0,479 0,000
13 Pearson Correlation 0,397 0,000
14 Pearson Correlation 0,386 0,000
15 Pearson Correlation 0,524 0,000
16 Pearson Correlation 0,611 0,000
17 Pearson Correlation 0,649 0,000
18 Pearson Correlation 0,638 0,000
19 Pearson Correlation 0,658 0,000
20 Pearson Correlation 0,648 0,000
21 Pearson Correlation 0,637 0,000
22 Pearson Correlation 0,634 0,000
23 Pearson Correlation 0,686 0,000
24 Pearson Correlation 0,623 0,000
25 Pearson Correlation 0,691 0,000
26 Pearson Correlation 0,637 0,000
27 Pearson Correlation 0,627 0,000
28 Pearson Correlation 0,607 0,000
29 Pearson Correlation 0,485 0,000

Test results with SPSS discovered that all questions have Pearson correlation

results> 0.3 and significant value is smaller than 0.05 so the whole question is valid

(Ghozali, 2009).
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Recapitulation results of the questionnaires done by 102 respondents are as follows:

Inspire and Motivate Others Often | Occasionally | Never
1 | assume that | Yvas taught to inspire and motivate others in the 6% 43% 31%
classroom learning process.
) Igssume that eithe_r_in gr.oup_ or class di'scussion rpy lecturer 23% 41% 36%
gives me the possibility to inspire and motivate my friends.
3 lassume thét | was also motivated by my lecturer to achieve the 12% 34% 54%
best result in the classroom process.
Average Percentage 20% 39% 41%
Driving for results
4 | assume that ‘ my lecturer sets a high standard in every 18% 6% 57%
classroom learning process for my class advantages.
5 | assume that my lecturer asked the students to improve their
performance into a higher level. 5% 23% 73%
| assume that in the learning process/ group work in the class, |
6 | was taught to emphasize my friends in the group in order to | 24% 34% 42%
achieve the best results and achieve the best performance.
| assume that my lecturer regularly reminded me to be
consistent in achieving the ultimate goal and always tell me
/ about the progress and development of the goals which | 13% 36% >1%
intend to reach.
Average Percentage 15% 30% 55%
Strategic perspective
| assume that my lecturer directing the work in detail of what
8 |to do in the classroom learning process (example: giving | 12% 36% 52%
detailed tasks to be performed in the course assignment).
| assume that my lecturer directed me to work hard in any
9 | classroom learning process or task given in order to achieve | 11% 37% 52%
the best results.
| assume that my lecturer inform/ aware me that there is a
difference between the results for those who work hard and
10 | who do not (example: lecturer told that the best group get the | 24% 31% 45%
highest score because they worked hard in order to finish the
task).
Average Percentage 15% 35% 50%
Collaboration
11 | assume that in a group or .assignment task , | demanded to 559% 599% 46%
collaborate and cooperate with other groups.
12 | | assume that the lecturer directed me that in the end in of | 24% 35% 41%
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the institution, collaboration is required among the peers or
with the other group in the class.

Average Percentage 24% 32% 44%
Walk the talk
| assume that the institution is in line with the plan which was
13 69 479 479
told by the lecturer from the very first of the study. % % %
14 | assume that in the classroom learning process | am 7% 23% 71%

demanded to always be honest and act with integrity.

| assume that in the classroom learning process my lecturer
15 | demands me to act according to my commitment and what | | 17% 34% 49%
have declared.

Average Percentage 10% 35% 56%
Trust
16 I assgmg that my Igcturer concerned about my problems and 9% 48% 23%
worries in the learning process.
17 I ass_ume that my.lecturer taught me to be concerned about 7% 49% 5%
the issues and aspires toward my classmates/ group.
I h I inspi h
18 assume that my lecturer inspires and teach me to be 15% 42% 43%

consistent to beand act with integrity.

Average Percentage 24% 46% 30%

Develops and supports others

I my assume that in the classroom learning process my
19 | lecturer gives me the opportunity to develop and support | 26% 37% 37%
ourselves in dealing with the learning difficulties.

| assume that in the classroom learning process in case that
my friends having difficulties in learning or do not understand

20 the materials, my lecturer asked me to support and teach 39% 29% 31%
them.
| assume that within the group work or discussion my lecturer
21 | gives the opportunity and teach me to always develop and | 30% 41% 28%
support my friends.
| assume that my lecturer taught and gave me an example to
22 | consistently encourage my friends and learns from the past | 19% 42% 39%
mistakes.
| assume that my lecturer took time to analyze the success
23 | that | have achieved, and taught me to do the same thing asif | 35% 39% 26%
my group succeed in achieve something.
Average Percentage 30% 38% 32%
Building relationships
24 I ass_ume _that my lecturer communicate and build personal 35% 35%
relation with me.
75 | assume that .my Iecture_r cc_)unjcerbalance thg enfor_ce_ment in 32% 41% 27%
order to achieve the institution target with building the
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personal relationship with me.
| assume that my lecturer in the classroom learning process
26 | taught me to build personal relationships with my colleagues/ | 24% 44% 32%
classmates.
27 | assume that my Iectl_Jre_r concern_ed V\{Ith my individual needs 40% 35% 5%
(my lecturer does not insist me to just finish the coursework).
Average Percentage 33% 39% 28%
Courage
)8 I assumej that my lecturer inspire and teach me in the learning 18% 46% 36%
process in order to solve problems and resolve conflicts.
| assume that my lecturer demand me to be responsible for 15% 9% 56%
29 | any work that | do.
AveragePercentage 16% 38% 46%
Average Percentage for Questions in Overall 22% 37% 41%

The results show that in overall, lecturers in the accounting department have
not been fully implementing the leadership behaviors refers to the 9 leadership
behaviors in the learning process. The recapitulation results in overall, audiences
concluded that 22% lecturers implement the aspects of leadership behavior in the
classroom learning process, 37% apply occasionally, and 41% never apply.

CONCLUSION AND RESOLUTION

The conclusion of this research reviewed as a whole, lecturers in the accounting
department have not been fully implementing the leadership behaviors which refer to
the 9 leadership behaviors in the learning process. The recapitulation results in
overall, audiences concluded that 22% lecturers implement the aspects of leadership
behavior in the classroom learning process, 37% apply occasionally, and 41% never
apply.

Writer suggests that in the classroom learning process, lecturers in the faculty of
economics should fully implement the 9 aspects of leadership behavior. It is intended
in order of graduates of the faculty of economics may have the leadership behaviors
at the time they entered the market place. Furthermore, in developing the curriculum
of the economics faculty, it should be considered to implement the leadership’s
aspects in the learning process. Other suggestion is that in order to implement the 9
leadership behaviors, a lecturer is expected to teach and implement it by using the
andragogy methods.

REFERENCES

Article non personal. (2013), “more than half of australian workers plan to change jobs
within the next five years”, Hay group news release.
Corsini, Ray. (2002), “The Dictionary of Psychology”, Brunner-Routledge: New York.




The 2™ IBEA — International Conference on Business, Economics and Accounting
Hong Kong, 26 — 28 March 2014

F. Lucy, D. Mellor, K. Moore, and C. Loquet. (2004), “How Can Managers Reduce
Employee Intention to Quit?”, Journal of managerial psychology, vol.19, no 2,
pp.170-187:Emerald Group Publishing.

Folkman, J.(2010), “Top 9 Leadership Behaviour That Drive Employee Commitment”,
Orem: zenger folkman.

Ghozali, Imam. (2009), “Aplikasi Multivariate Dengan Program SPSS”, Badan Penerbit
Universitas Diponegoro: Semarang

Harris, Theodore L. (1961), “Selected Readings On The Learning Process”, Oxford
University press, inc : United States of America.

Hughes, Richard L. (2009), “Leadership:Enhancing The Lessons Of Experience”,
McGraw-Hill: New York.

Khan.V, Hafeez.M.H, Rizvi.S.M, Hasnain.A&Mariam.A. (2012). “Relationship of
Leadership Styles, EmployeesCommitment and Organization Performance(A
study on Customer Support Representatives)”, European Journal of Economics,
Finance and Administrative SciencesISSN 1450-2275 Issue 49, 2012.

Klein, Stephen B. (1991), “Learning”,McGraw-Hill: New York.

Markos.S,& Sridevi.M.S. (2010). “Employee Engagement: The Key to Improving
Performance”, International Journal of Business and Management Vol.5, No.
12; December 2010 : Canadian Center of Science and Education

Nunnaly, J.C. (1978), “Psychometric Method”. McGraw-Hill: New York.

Offermann, L. R., & Hellmann, P. S. (1996), “Leadership behavior and subordinate stress:
A 360°view”, Journal of occupational health psychology, vol.1, no.4, 382-
390:educational publishing foundation.

Shahid.A&Azhar.S.M. (2013), ”“Gaining Employee Commitment: Linking to
Organizational Effectiveness”, Journal of Management Research Vol 5, No 1,
2013.

S.Bambang&Lukman. “Kelemahan Dan Keunggulan Teori Andragogi”, available
athttp://www.oocities.org/teknologipembelajaran/andragogi.html (accessed 09
desember 2013).

Sekaran, uma. (2006),“Metodologi Penelitian Untuk Bisnis”, Salemba Empat: Jakarta.

The Office for Teaching and Learning Newsletter, vol 7 no 2. 2002, “ From Theory to
Practice: Behaviorist Principles of Learning and Instruction”.

Thompson.M.A,&Deis.M. (2004), “Andragogy for adult learners in higher education”,
ProceedingsoftheAcademyofAccountingandFinancialStudies,Volume9,Numberl:
NewOrleans.

Yahchouchi.G. (2009), “Employees’Perceptions ofLebaneseManagers’LeadershipStyles
andOrganizationalCommitment”, Internasional journal of leadership studies Vol 4
Iss 2, 2009, p 127-140.



http://www.oocities.org/teknologipembelajaran/andragogi.html

