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Abstract  

The objective of this study is to investigate the change in human resources role is relevant in the current time, 

based on Importance Performance Analysis (IPA). A study is conducted to determine the performance of the 

cooperative organization development strategies appropriate for all cooperatives in East Java through 

cooperative. The population in this study were all employees of the Cooperative in East Java province. The 

focus of quantitative and qualitative approaches, sampling with purposive sampling techniques on the overall 

cooperative employee districts / cities in East Java Sample size determination by using the formula Slovin on the 

precision of 5% with the following calculation obtained a sample of 445 people. Analysis equipment used in this 

study is a quantitative approach that is inferential statistical analysis by Importance Performance Analysis (IPA). 

Based on the results that have been described is known that variable Quality of worklife (QWL) is a major 

priority for the company for repair. While the Employee Performance variables are variables that carried to 

excess, it is better for the company to allocate existing resources to improve the main priorities in advance while 

maintaining the other variables that are in accordance with customer expectations. 
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1. Introduction 

In the middle of market collapse which lead to massive number of unemployment and poverty in 

Indonesia, cooperative appears as a savior for them who are eliminated from the capitalist economy. Cooperative 

has become the livelihood for 91.25 million people who mostly live in the rural area, while great company only 

employ 2.52 million people (Nasution in Izzati, 2011).  

Loyd (2001) suggests that in achieving competitive advantage, the key fundamental characteristics of 

cooperative is having visionary leadership foundation, and ability to predict the tendency of market development, 

technology advancement and changes in competition pattern. Therefore, a cooperative requires a leader whose 

leadership style is suitable to solve the problem of human resources in the cooperative. 

Parolin (2004) and Adler, et al. (2000) highlight the importance of the role of a leader which become an 

interesting issue for researchers who concerns on organizational behaviors until the present moment. Meanwhile, 

Sharkey et al. (2012) study theoretical problem about transactional and transformational leadership which are 

categorized into local leadership. In the early development, leadership style appears in local version which is not 

able to reach for global aspects. Therefore, Holt & Seki (2012), Sharkey et al. (2012) propose a more global type 

of leadership which is known as transglobal leadership. It is a visionary leadership behavior which is more 

extensive and more complex. The consequential outcome of this leadership type is employee performance from 

the dimensions of cognitive intelligence, moral intelligence, cultural intelligence, cultural intelligence, business 

intelligence, and global intelligence.  

According to a survey of real phenomena, there is a tendency of decreasing employee performance in 

cooperative with good achievement in East Java. It is suspected that one reason behind the decrease is low OCB 

of the employees. Therefore, it is essential for the cooperatives to improve their performance; not only the quality 

of the service but also the application of marketing mix. In order to improve costumer satisfaction, the 

cooperatives need to apply a measurement of customer satisfaction rate based on comparison between customer 

perception and costumer expectation of cooperative employee performance. Based on research by Hermawati 
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(2011, 2013, 2014a, 2015a), especially 1st Hermawati of Fundemental Research Scheme fiscal year 2016, 

the research plan in the 2
nd

 year of Fundamental Research Sheme will test, analyze, study, and describe 

further about “the suitable strategy for cooperative organizational behavior development for all 

cooperatives in East Java”. 

From the description above, the objective of this study is to investigate the change in human resources 

role is relevant in the current time, based on Importance Performance Analysis (IPA). Humanistic management 

approach put human resources as the central and reliable factor to create competitive advantage. Thus, it will be 

relevant for the managers of an organization to address critical issues about optimizing employee performance, 

considering that employee performance becomes the main essential contribution for optimizing organizational 

performance (Hermawati: 2011, 2013, 2014a, 2015a). In order to analyze this matter deeper, Importance 

Performance Analysis (IPA) method is employed. This method can investigate the achievement of cooperative 

employee and what need to be maintained and improved by the cooperative.    

2. Theoretical Background 

There are a number of previous studies which inspire the present research. Empirical results from 

Hermawati (2011, 2014a) support theory by Luthans (2006), Robbins (2006), Tett &Meyer (1993), Bernadin 

(1993), and Jewell & Siegal (2000). The two-factor theory by Frederick Hezberg, Thomas (2001), states that the 

needs of employees are fulfilled, they will be satisfied, work harder, be more reliable, and perform better. The 

implication of individual performance optimalization is it will contribute to the organizational performance. 

Analysis of Sari &Ja’far (2010) shows that 47 experienced and high involved mid-level-managers in 

industrial corporations in Central Java do not demonstrate optimal performance. Mohsan (2011) confirms weak 

relationship between job involvement and employee performance. Dartu (2007) shows that in cooperatives, 

there is an influence of job involvement on individual performance which in turn contributes to organizational 

performance. 

Researches by Clark (1990), Hsu (2012), and Hermawati (2015a) defend Porter & Lawler theory 

(1968). Kanungo (1982) explains that job involvement lead to individual performance. It proves positive 

relationship between job involvement and performance. From organizational perspective, job involvement 

defined as positive subject which influences employee performance and organizational performance.  

  

3. Material and Method 

The research population is all employees of cooperatives in East Java. The considerations of taking 

employees of cooperatives in East Java as the subject are (1) employees have the right to explain matters which 

are related to research variables and (2) employees are the spearhead of the organization who directly 

communicate with the members, customers, and society. This research employs both quantitative and qualitative 

approach. The sampling technique is purposive sampling. The sample size is determined by using Slovin equation 

with a precision rate of 5%. From the calculation, it is determined that the sample is 445 employee taken from all 

cooperatives in East Java.  

Questionnaires are distributed to the respondents to measure the research variables. The answers are 

measured by using Likert scale ranging from stongly agree (5) to strongly disagree (1). The analysis tool in this 

research is quantivative approach by using inferential statistics analysis with Importance Performance Analysis 

(IPA) method. According to Tjiptono (2011), this technique was proposed for the first time by Martilla and 

James in 1977 in their article “Importance Performance Analysis” published in Journal of Marketing. In this 

technique, the respondents are asked to assess the rate of company importance and performance. Then, the 

average of the rate of company importance and performance is analyzed by using Importance Performance 

Matrix where the x axis represents perception and y axis represents expectation. The result is four quadrants as 

bellow 
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Figure 1 Importance Performance Analysis Matrix 

 

4. Result and Discussion 

This section will show the result of Importance Performance analysis. Importance is measured by using 

the rate of importance from Transglobal Leadership, Quality of Worklife (QWL), Job Involvement, 

Organizational citizenship behavior (OCB) and Employee Performance. Meanwhile, Performance is measured 

by the rate of importance or performance from Transglobal Leadership, Quality of Worklife (QWL), Job 

Involvement, Organizational citizenship behavior (OCB) and Employee Performance. The analysis of each 

variable and whole analysis are presented as follows. 

 

4.1 IPA of Transglobal Leadership 

Transglobal Leadership is presented according to six indicators namely Cognitive intelligence (X1.1), 

Emotional intelligence (X1.2), Business intelligence (X1.3), Cultural intelligence (X1.4), Global intelligence 

(X1.5), and Moral intelligence (X1.6). The table and IPA graphic for Transglobal Leadership are presented 

below. 

Table 1. Result of IPA Transglobal Leadership 

Indicator Performance Importance Difference 

Cognitive intelligence(X1.1) 3.48 3.70 -0.22 

Emotional intelligence (X1.2) 3.41 4.07 -0.66 

Business intelligence (X1.3) 3.27 4.18 -0.91 

Cultural intelligence  (X1.4) 3.38 3.14 0.24 

Global intelligence  (X1.5) 3.43 3.22 0.21 

Moral intelligence  (X1.6) 3.43 4.30 -0.87 
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Figure 2. Result of IPA Transglobal Leadership 

  The figure and table above show that from six indicators of Transglobal Leadership variable, one 

indicator is located in quadrant one namely Business intelligence (X1.3), where the first quadrant shows factor 

or attribute which is considered important by customers but cannot be realized well by the company. Next, 

indicators which are located in quadrant two are Emotional intelligence (X1.2) and Moral intelligence (X1.6) 

which means that these two indicators are considered important by the customers and the realization is already 

satisfying. One indicator namely Cultural intelligence (X1. 4) is located in the third quadrant which means this 

indicator is not considered important by the customers and it is not realized well by the company. The other two 

indicators namely Cognitive intelligence (X1.1) and Global Intelligence (X1.5) are located in the fourth 

quadrant which means that these indicators are not considered important by the customer but they have been 

realized very well by the company, even more than what is necessary. 

  Based on the description, it is found that Business Intelligence (X1.3) is on the top of priority scale for 

the company to improve. Meanwhile, Cognitive intelligence (X1.1) and Global Intelligence (X1.5) are 

indicators which have been done more than what is necessary. Therefore, it will be better for the company to 

allocate resources to improve the most important thing first. 

 

4.2. IPA of Quality of Worklife (QWL) 

 Quality of Worklife (QWL) is presented according to four indicators namely participation rate (M1.1), 

growth-development (M1.2), compensation-reward (M1.3) and work environment (M1.4). The table and IPA 

graphic for Quality of Worklife (QWL) are presented below. 

Table 2. IPA Result of Quality of Worklife (QWL) 

Indicator Performance Importance Difference 

Participation (M1.1) 3.32 4.11 -0.79 

Growth-Development (M1.2) 3.37 3.29 0.08 

Compensation-Reward (M1.3) 3.41 3.27 0.14 

Work Environment (M1.4) 3.33 4.01 -0.68 
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Figure 3. IPA Result of Quality of Worklife (QWL) 

  The figure and table above show that from four indicators of Quality of Worklife variable, two 

indicators namely Participation (M1.1) and Work Environment (M1.4) are located in quadrant one, where it 

shows factor or attribute which is considered important but it does not realize well by the company. The other 

two indicators namely Growth-Development (M1.2) and Compensation-Reward (M1.3) are located in the fourth 

quadrant which shows that these indicators are considered not really important but the company has conducted 

these indicators very well and even more than what is necessary. 

 Based on the description, it is known that Participation (M1.1) and Work Environment (M1.4) are the 

priorities for the company to improve. Meanwhile, Growth-Development (M1.2) and Compensation-Reward 

(M1.3) are the indicators which have been conducted more than what is necessary. Therefore, it will be better 

for the company to allocate its resources to improve the most important thing first. 

 

4.3. IPA of job Involvement 

 Job involvement is presented according to two indicators namely Performance Self-esteem (M2.1) and Self 

Image (M2.2). The table and IPA graphic for Job Involvement are presesented below. 

 

Table 3. IPA Result of Job Involvement 

Indicator Performance Importance Difference 

Performance self-esteem (M2.1) 3.38 3.25 0.13 

Self Image (M2.2) 3.29 3.75 -0.46 
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Figure 4. IPA Result of Job Involvement 

  The figure and table above show that one indicator Job Involvement variable, namely Self Image 

(M2.2) is located in the first quadrant which shows factor or attribute which is considered important by the 

customers but it has not been conducted well by the company. The other indicator, Performance Self-esteem 

(M2.1) is located in the fourth quadrant which shows that the customer did not consider this indicator important 

but the company has done it very well and even more than what is necessary. 

  Based on the description, it is found that Self Image (M2.2) is on the top of priority scale for the 

company to improve. Meanwhile, Performance Self-esteem (M1.1) is the indicator which has been done more 

than what is necessary. Therefore, it will be better for the company to allocate resources to improve the most 

important thing first. 

 

4.4. IPA of Organizational Citizenship Behavior (OCB) 

 Organizational Citizenship Behavior (OCB) is presented in five indicators namely Sportmanship (M3.1), 

Civic Virtue (M3.2), Conscientiousness (M3.3), Altruism (M3.4), and Courtesy (M3.5). The table and IPA 

graphic of OCB is presented below. 

Table 4. IPA Result of Organizational Citizenship Behavior (OCB) 

Indicator Performance Importance Difference 

Sportmanship (M3.1) 3.40 2.58 0.82 

Civic virtue (M3.2) 3.38 3.51 -0.13 

Conscientiousness (M3.3) 3.30 3.89 -0.59 

Altruisme (M3.4) 3.41 3.21 0.20 

Courtesy (M3.5) 3.28 3.20 0.08 
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Figure 5. IPA Result of Organizational Citizenship Behavior (OCB) 

 The figure and table above show that from five indicators of Organizational Citizenship Behavior (OCB) 

variable, one indicator namely Conscientiousness (M3.3) is located in quadrant one, where it shows factor or 

attribute which is considered important but it does not realize well by the company. Next, another indicator, 

Civic Virtue (M3.2) is located in the second quadrant which means that this indicator is considered important 

and it has been done well by the company. One indicator namely Courtesy (M3.5) is located in the third 

quadrant which means that this indicator is not considered important and the company has not done this 

indicator well. The other two indicators, Sportmanship (M3.1) and Altruism (M3.4), are located in the fourth 

quadrant which shows that these indicators are considered not really important but the company has conducted 

these indicators very well and even more than what is necessary. 

 Based on the description, it is known that Conscientiousness (M3.3) is the priority for the company to 

improve. Meanwhile, Sportmanship (M3.1) and Altruism (M3.4) are the indicators which have been conducted 

more than what is necessary. Therefore, it will be better for the company to allocate its resources to improve the 

most important thing first. 

 

4.5. IPA of Employee Performance 

 Employee performance is presented in three indicators namely Work Result (Y1), Work Behavior (Y2) and 

Personal Characteristic (Y3). The table and IPA graphic of Employee Performance is presented below. 

Table 5. IPA Results of Employee Performance 

Indicator Performance Importance Difference 

Work Result (Y1) 3.37 2.78 0.59 

Work Behavior (Y2) 3.36 3.55 -0.19 

Personal Characteristic (Y3) 3.43 3.67 -0.24 
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Figure 6. IPA Results of Employee Performance 

  The figure and table above show that from three indicators of Transglobal Leadership variable, one 

indicator namely Work Behavior (Y2) is located in quadrant one, where the first quadrant shows factor or 

attribute which is considered important by customers but cannot be realized well by the company. Next, 

indicator which is located in quadrant two is Personal Characteristic (Y3) which means that these two indicators 

are considered important by the customers and the realization is already satisfying. One indicator namely Work 

Result (Y1) is located in the third quadrant which means this indicator is not considered important by the 

customers and it is not realized well by the company. 

  Based on the description, it is found that Work Behavior (Y2) is on the top of priority scale for the 

company to improve. In addition, Personal Characteristic (Y3) has to be maintained. Meanwhile, for the other 

indicator, Work Result (Y1), the company will determine the priority afterwards. 

 

4.6. Overall IPA 

 Overall IPA is presented based on four indicators, Transglobal Leadership, Qoality of Worklife (QWL), Job 

Involvement, Organizational Citizenship Behavior (OCB) and Employee Performance. The table and overall 

IPA graphic are presented below. 

Table 6. The Overall Result of IPA 

Indicator Performance Importance Difference 

Transglobal Leadership  3.40 3.77 -0.37 

Quality of Worklife  3.36 3.67 -0.31 

Job Involvement 3.34 3.50 -0.16 

Organizational Citizenship Behavior  3.35 3.28 0.07 

Employee Performance 3.39 3.33 0.06 
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Figure 7. The Overall Result of IPA 

  The figure and table above show that from five variables, one variable namely Quality of Worklife 

(QWL) is located in quadrant one, where it shows factor or attribute which is considered important but it does 

not realize well by the company. Next, another variable, Transglobal Leadership is located in the second 

quadrant which means that this variable is considered important and it has been done well by the company. Two 

variables namely Job Involvement and Organizational Citizenship Behavior is located in the third quadrant 

which means that this variable is not considered important and the company has not done this variable well. The 

other variable, Employee Performance is located in the fourth quadrant which shows that these variables are 

considered not really important but the company has conducted these variables very well and even more than 

what is necessary. 

  Based on the description, it is known that Qality of Worklife (QWL) is the priority for the company to 

improve. Meanwhile, Employee Performance is the variable which have been conducted more than what is 

necessary. Therefore, it will be better for the company to allocate its resources to improve the most important 

thing first while maintaining other variables so that they can keep satisfying customers. 

 

5. Conclusions and Reccomendations 

  Based on the calculation on customer satisfaction score of Transglobal Leadership, Quality of Worklife 

(QWL), Job Involvement, Organizational citizenship behavior (OCB) and Employee Performance, it can be 

concluded that the indicators which become the priority for the company to improve are Business Intelligence 

(X1.3), Participation (M1.1), Work Environment (M1.4), Self Image (M2.2), Conscientiousness (M3.3) and 

Work Behavior (Y2). Overall, based on the observed variables, Quality of Worklife (QWL) should be the 

priority for the company to improve. On the other hand, there are several indicators which have been done more 

than what is necessary; they are Cognitive Intelegence (X1.1), Global Intelegence (X1.5), Growth-Development 

(M1.2), Compensation-Reward (M1.3), Performance self-esteem (M2.1), Sportmanship (M3.1), and Altruisme 

(M3.4). Based on the observed variables, Employee Performance is the variable which has been done more than 

what is necessary. While the overall Employee Performance, the variable is the variable that dildinilai has been 

implemented. Therefore it is suggested for the company to allocate its resources to improve the most important 

thing first while maintaining other indicators or variables. 
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