
Universitas Esa Unggul 
 

 

 

 

 

LAMPIRAN 

 

LAMPIRAN 1. PENELITIAN TERDAHULU 

Nama Peneliti 

(Tahun) 
Keterangan Jurnal Hasil Penelitian 

Uddin et al. (2012) Judul:  

Impact of organizational 

culture on employee 

performance and 

productivity: a case study 

of telecommunication 

sector in Bangladesh.  

 

International Journal of 

Business and 

Management, 8(2), 63-77.  

 

Budaya organisasi 

memegang peranan 

penting dalam 

mempengaruhi secara 

positif performa kerja 

karyawan di industri 

telekomunikasi 

Mohammad (2017)  Judul: 

The effect of 

organizational culture and 

working environment on 

employee performance: 

study on the example of 

printing company.  

 

RJOAS, 12(72), 81-85.  

 

Budaya organisasi 

memiliki kontribusi 

dalam meningkatkan 

performa kerja 

karyawan pada industri 

percetakan 

Azizah & Gustomo 

(2015) 

Judul: 

The influence of 

employee engagement to 
employee performance at 

PT Telkom Bandung.  

 

Journal of Business and 

Management, 4(7), 817-

829. 

 

Keterikatan karyawan 

memiliki peran dalam 

membangun performa 
kerja karyawan di salah 

satu perusahaan yang 

bergerak di bidang 

telekomunikasi di 

Indonesia 

Akhtar et al. (2016) Judul: 

Impact of high 

performance work 

practices on employees’ 

performance in Pakistan: 

Keterikatan karyawan 

sebagai variabel mediasi 

antara pelatihan kerja 

dan performa kerja 

mampu meningkatkan 
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Nama Peneliti 

(Tahun) 
Keterangan Jurnal Hasil Penelitian 

Examining the mediating 

role of employee 

engagement.  

 

Pakistan Journal of 

Commerce Social 

Sciences, 10(3), 708–724. 

 

performa kerja secara 

tidak langsung dari 

pelatihan kerja terhadap 

performa kerja 

Bataineh (2019) Judul: 

Impact of work life 

balance, happiness at 

work, on employee 

performance.  

 

International Business 

Research, 12(2), 99-112. 

 

Work-life balance 

terbukti mampu 

memberikan pengaruh 

positif terhadap 

meningkatnya performa 

kerja pada salah satu 

industri farmasi di 

Jordania 

Soomro et al. (2018)  Judul: 

Relation of work life 

balance, work family 

conflict and family work 

conflict with the 

employee performance, 

moderating role of job 

satisfaction.  

 

South Asian Journal of 

Business Studies, 7(1), 

129-146. 

 

Work-life balance baik 

secara langsung atau 

tidak langsung melaui 

variabel kepuasan kerja 

mampu memberikan 

kontribusi positif kepada 

performa kerja 

karyawan 

Wulandari (2017) Judul: 

Influence of Education 

and Work Experience on 

Work Motivation and Job 

Performance at Branch 

Office of BANK J Trust 

Bank Surabaya 

 

International Journal of 

Society Development and 

Engagement, 1(1), 1-20 

Pengalaman kerja 

terbukti mempengaruhi 

secara signifikan 

motivasi kerja dan 

performa kerja 

karyawan di salah satu 

bank swasta di Surabaya 

Riyadi (2015) Judul: Pengalaman kerja 
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Nama Peneliti 

(Tahun) 
Keterangan Jurnal Hasil Penelitian 

Pengaruh Pengalaman 

Kerja Terhadap Kinerja 

Pada Toko Emas Semar 

Nganjuk 

 

Equilibrium, 3(1), 49-61 

terbukti berkorelasi 

positif dengan kinerja 

karyawan 
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LAMPIRAN 2. OPERASIONALISASI VARIABEL 

 

Operasionalisasi Variabel Budaya Organisasi 

(Robbins, 2015) 

No. Original Dimensi No. Indikator Pernyataan 

1 Innovation and risk 

taking 

1 Di institusi saya, pimpinan mendorong agar 

saya melakukan inovasi didalam pekerjaan 

2 Leadership 2 Di institusi saya, pimpinan menjelaskan target 

kerja dengan jelas 

3 Integrity 3 Di institusi saya, setiap orang atau unit bekerja 

secara mandiri dan atau selalu berkordinasi 

satu dan yang lainnya dengan sama baiknya 

4 Management Support 4 Saya selalu dapat mengandalkan atasan saya 

bila menemui hambatan atau masalah dalam 

pekerjaan saya 

5 Control 5 Saya selalu diberikan kepercayaan penuh 

dalam setiap aktivitas pekerjaan yang saya 

lakukan 

6 Identity 6 Saya merasa keberhasilan institusi adalah 

penting bagi saya 

7 Rewards System 7 Di institusi saya penghargaan diberikan 

berdasarkan performa kerja setiap karyawan 

8 Compromise conflict 8 Di institusi saya setiap masalah internal dapat 

diselesaikan dengan cara-cara yang efektif 

tanpa konfrontasi 

9 Communication 

patterns 

9 Di institusi saya, akan dengan mudah 

berkomunikasi dengan atasan atau rekan satu 

tim atau rekan dari bagian lain ketika saya 

menemui masalah terkait pekerjaan 

 

Operasionalisasi Variabel Employee Engagement 

(Schaufeli et al., 2002) 

No. Original Dimensi No. Indikator Pernyataan 

1 Vigour 1 Saya selalu merasa bersemangat ketika 

bekerja 

2 Saya selalu memiliki keinginan yang tinggi 

dalam bekerja 

 

2 

 

Dedication 

3 Pekerjaan yang saya lakukan selalu mampu 

memberi inspirasi pada saya 

4 Saya bangga terhadap pekerjaan yang saya 

lakukan 
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Operasionalisasi Variabel Employee Engagement 

(Schaufeli et al., 2002) 

No. Original Dimensi No. Indikator Pernyataan 

5 Saya selalu antusias setiap kali akan memulai 

pekerjaan 

 

3 

 

Absorption 

6 Saya sangat senang dengan pekerjaan yang 

saya lakukan 

7 Saya seringkali terbawa suasana ketika sedang 

bekerja 

8 Saya berinisiatif mendalami dan mengasah 

kemampuan untuk mendukung pekerjaan saya 

 

Operasionalisasi Variabel Work-Life Balance 

(McDonald & Bradley, 2005) 

No. Original Dimensi No. Indikator Pernyataan 

1 Time Balance 1 Saya bekerja sesuai jam kerja yang ditentukan 

oleh institusi 

2 Saya memanfaatkan jam istirahat dengan 

sebaik-baiknya 

 

 

2 

 

 

Balance of 

involvement 

3 Saya dapat menggunakan waktu diluar 

pekerjaan untuk membangun hubungan 

dengan keluarga 

4 Saya dapat menggunakan waktu diluar 

pekerjaan untuk membangun hubungan 

dengan aktivitas lainnya seperti hobi dan 

komunitas 

5 Saya memiliki sikap bertanggung jawab 

terhadap pekerjaan saya 

 

 

3 

 

 

Balance of 

satisfaction 

6 Saya merasa puas dengan apa yang saya 

dapatkan dalam pekerjaan saya 

7 Saya merasa puas dengan apa yang saya 

rasakan dalam relasi saya dengan keluarga 

8 Saya merasa puas dengan relasi saya dengan 

aktivitas lain seperti hobi dan komunitas 

 

Operasionalisasi Variabel Performa Kerja 

(Aguinis, 2009) 

No. Original Dimensi No. Indikator Pernyataan 

 

 

1 

 

 

 

 

Task Performance 

 

 

1 Kinerja saya selama ini telah berkontribusi 

terhadap kinerja institusi 

2 Saya telah menjalankan pekerjaan dengan 

baik sesuai dengan instruksi pimpinan 

3 Saya telah menjalankan pekerjaan dengan 
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Operasionalisasi Variabel Performa Kerja 

(Aguinis, 2009) 

No. Original Dimensi No. Indikator Pernyataan 

 baik sesuai dengan aturan dan tata tertib yang 

telah ditetapkan institusi 

 

 

 

 

2 

 

 

 

 

Contextual 

Performance 

4 Saya bekerja keras agar seluruh tugas atau 

pekerjaan dapat selesai dengan baik 

5 Saya akan dengan sukarela bila mendapat 

tugas yang bukan merupakan tanggung jawab 

saya 

6 Saya bekerja dengan baik sebagai bentuk 

dukungan untuk mewujudkan visi dan misi 

institusi 

7 Dalam bekerja saya selalu mengikuti prosedur 

dan pedoman yang ditetapkan oleh institusi 

8 Saya merasa sangat antusias terhadap profesi 

saya sebagai seorang polisi 
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LAMPIRAN 3. KUESIONER PENELITIAN 

 

Kepada Yth. 

Bapak/Ibu Anggota Kepolisian Polres Kota Tangerang 

Di Tempat 

 

Dengan Hormat, 

Bersama ini perkenankan saya, Annas Rifa'i, Mahasiswa Program Magister 

Manajemen - Universitas Esa Unggul, memohon kesediaaan Bapak/Ibu untuk 

meluangkan waktunya sekitar 10-15 menit untuk mengisi kuesioner yang akan 

saya gunakan sebagai bahan penelitian untuk menyelesaikan Tesis saya. 

 

Penelitian saya adalah tentang Pengaruh Budaya Organisasi, Employee 

Engagement dan Work-Life Balance terhadap Performa Kerja Anggota 

Kepolisian Polres Kota Tangerang. 

 

Kuisoner terdiri dari beberapa bagian, yang berisi kelompok pertanyaan yang 

mewakili beberapa variable, yakni : 

1. Budaya Organisasi 

2. Employee Engagement 

3. Work-Life Balance 

4. Performa Kerja 

 

Perlu disampaikan bahwa penelitian ini dilakukan untuk kepentingan ilmiah, 

sebab itu sangat diharapkan agar Bapak/Ibu dapat menjawab kuesioner ini 

sesuai dengan kenyataan yang ada. Partisipasi Bapak/Ibu akan sangat 

membantu penyelesaian Tesis ini dan juga memberikan kontribusi bagi ilmu 

pengetahuan, khususnya yang berkaitan dengan Manajemen Sumber Daya 

Manusia di Indonesia. 

 

Atas perhatian, bantuan serta dukungan Bapak/Ibu maka saya ucapkan banyak 

terima kasih. 

 

 

Annas Rifa'i 
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Jenis Kelamin * 

Laki-laki 

Perempuan 

 

Masa Kerja Anda di Polres Kota Tangerang * 

< 3 Tahun 

3 - < 5 Tahun 

5 - < 10 Tahun 

10 - 15 Tahun 

> 15 Tahun 

 

Jarak tempuh dari tempat tinggal ke kantor * 

< 5 kilometer 

5 - < 10 kilometer 

10 - < 15 kilometer 

15 - 20 kilometer 

> 20 kilometer 

 

Pangkat Anda saat ini * 

 

 

BUDAYA ORGANISASI 

Di institusi saya, pimpinan mendorong agar saya melakukan inovasi didalam 

pekerjaan * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Di institusi saya, pimpinan menjelaskan target kerja dengan jelas * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 
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Di institusi saya, setiap orang atau unit bekerja secara mandiri dan atau selalu 

berkordinasi satu dan yang lainnya dengan sama baiknya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya selalu dapat mengandalkan atasan saya bila menemui hambatan atau 

masalah dalam pekerjaan saya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya selalu diberikan kepercayaan penuh dalam setiap aktivitas pekerjaan yang 

saya lakukan * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya merasa keberhasilan institusi adalah penting bagi saya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Di institusi saya penghargaan diberikan berdasarkan performa kerja setiap 

karyawan * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 
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Di institusi saya setiap masalah internal dapat diselesaikan dengan cara-cara 

yang efektif tanpa konfrontasi * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Di institusi saya, akan dengan mudah berkomunikasi dengan atasan atau rekan 

satu tim atau rekan dari bagian lain ketika saya menemui masalah terkait 

pekerjaan * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 
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EMPLOYEE ENGAGEMENT 

Saya selalu merasa bersemangat ketika bekerja * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya selalu memiliki keinginan yang tinggi dalam bekerja * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Pekerjaan yang saya lakukan selalu mampu memberi inspirasi pada saya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya bangga terhadap pekerjaan yang saya lakukan * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya selalu antusias setiap kali akan memulai pekerjaan * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya sangat senang dengan pekerjaan yang saya lakukan * 

Sangat Tidak Setuju 

Tidak Setuju 
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Netral 

Setuju 

Sangat Setuju 

Saya seringkali terbawa suasana ketika sedang bekerja * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya berinisiatif mendalami dan mengasah kemampuan untuk mendukung 

pekerjaan saya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 
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WORK-LIFE BALANCE 

Saya bekerja sesuai jam kerja yang ditentukan oleh institusi * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya memanfaatkan jam istirahat dengan sebaik-baiknya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya dapat menggunakan waktu diluar pekerjaan untuk membangun hubungan 

dengan keluarga * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya dapat menggunakan waktu diluar pekerjaan untuk membangun hubungan 

dengan aktivitas lainnya seperti hobi dan komunitas * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya memiliki sikap bertanggung jawab terhadap pekerjaan saya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya merasa puas dengan apa yang saya dapatkan dalam pekerjaan saya * 
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Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya merasa puas dengan apa yang saya rasakan dalam relasi saya dengan 

keluarga * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya merasa puas dengan relasi saya dengan aktivitas lain seperti hobi dan 

komunitas * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 
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PERFORMA KERJA 

Kinerja saya selama ini telah berkontribusi terhadap kinerja institusi * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya telah menjalankan pekerjaan dengan baik sesuai dengan instruksi 

pimpinan * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya telah menjalankan pekerjaan dengan baik sesuai dengan aturan dan tata 

tertib yang telah ditetapkan institusi * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya bekerja keras agar seluruh tugas atau pekerjaan dapat selesai dengan baik * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya akan dengan sukarela bila mendapat tugas yang bukan merupakan 

tanggung jawab saya * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 
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Saya bekerja dengan baik sebagai bentuk dukungan untuk mewujudkan visi dan 

misi institusi * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Dalam bekerja saya selalu mengikuti prosedur dan pedoman yang ditetapkan 

oleh institusi * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 

Saya merasa sangat antusias terhadap profesi saya sebagai seorang polisi * 

Sangat Tidak Setuju 

Tidak Setuju 

Netral 

Setuju 

Sangat Setuju 
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LAMPIRAN 4A. TABULASI DATA (UJI KUALITAS DATA) 

No. BUDAYA ORGANISASI (X1) 

Responden X1.1 X1.2 X1.3 X1.4 X1.5 X1.6 X1.7 X1.8 X1.9 Total 

1 5 4 3 3 4 5 4 3 4 35 

2 5 3 3 5 3 5 3 5 3 35 

3 5 3 3 3 3 5 3 3 3 31 

4 1 3 1 3 3 1 3 3 3 21 

5 4 4 5 4 3 4 4 4 3 35 

6 4 3 3 3 5 4 3 3 5 33 

7 4 3 3 5 4 4 3 5 4 35 

8 3 1 2 3 3 3 1 3 3 22 

9 3 4 4 4 5 3 4 4 5 36 

10 5 3 5 4 3 5 3 4 3 35 

11 4 4 5 5 4 4 4 5 4 39 

12 1 2 1 2 3 1 2 2 3 17 

13 3 5 3 5 5 3 5 5 5 39 

14 4 3 5 3 4 4 3 3 4 33 

15 5 4 4 3 3 5 4 3 3 34 

16 1 2 2 2 1 1 2 2 1 14 

17 3 4 3 5 5 3 4 5 5 37 

18 3 5 4 3 3 3 5 3 3 32 

19 4 3 3 5 3 4 3 5 3 33 

20 2 3 3 2 1 2 3 2 1 19 

21 5 3 5 5 3 5 3 5 3 37 

22 3 4 4 3 5 3 4 3 5 34 

23 4 5 4 3 3 4 5 3 3 34 

24 1 3 3 3 3 1 3 3 3 23 

25 3 3 5 5 5 3 3 5 5 37 

26 5 4 5 5 5 5 4 5 5 43 

27 3 5 5 5 3 3 5 5 3 37 

28 1 2 2 3 3 1 2 3 3 20 

29 5 3 4 4 3 5 3 4 3 34 

30 3 5 4 4 5 3 5 4 5 38 
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EMPLOYEE ENGAGEMENT (X2) 

X2.1 X2.2 X2.3 X2.4 X2.5 X2.6 X2.7 X2.8 Total 

3 5 3 4 5 5 4 5 34 

5 4 3 3 3 4 3 5 30 

3 4 3 5 5 3 5 4 32 

2 3 2 2 3 1 3 1 17 

4 4 4 3 5 5 3 3 31 

5 3 4 3 4 5 3 5 32 

5 5 4 5 5 4 3 4 35 

1 3 1 3 1 1 1 2 13 

4 5 5 5 3 5 4 5 36 

4 4 3 5 3 3 3 4 29 

5 5 3 5 3 3 3 3 30 

1 3 1 2 1 2 1 3 14 

4 5 5 3 5 4 3 4 33 

3 3 3 3 3 4 4 5 28 

4 5 5 3 5 4 3 5 34 

1 1 3 1 2 2 3 2 15 

4 3 3 4 5 4 5 3 31 

5 5 5 4 3 5 4 3 34 

5 5 3 5 5 3 4 3 33 

3 1 1 2 1 3 2 1 14 

3 4 4 3 3 3 3 4 27 

4 4 5 5 3 3 4 4 32 

4 3 5 4 5 5 5 3 34 

1 1 3 3 1 3 1 3 16 

5 3 3 5 4 3 5 4 32 

3 5 3 3 5 5 4 5 33 

3 5 3 4 4 4 5 5 33 

3 2 3 3 1 2 3 2 19 

3 4 3 4 3 4 5 5 31 

3 3 4 5 4 5 5 4 33 
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WORK-LIFE BALANCE (X3) 

X3.1 X3.2 X3.3 X3.4 X3.5 X3.6 X37 X3.8 Total 

5 4 5 3 3 5 4 4 33 

5 5 3 4 3 3 4 3 30 

5 3 4 3 5 3 3 3 29 

3 1 3 2 2 2 3 1 17 

4 4 4 4 3 3 5 5 32 

3 5 3 4 3 5 3 3 29 

4 4 5 5 5 5 5 4 37 

2 1 3 3 2 2 2 2 17 

3 5 3 4 5 3 5 5 33 

3 3 5 4 5 4 5 4 33 

5 4 4 4 3 5 4 5 34 

1 1 2 3 3 3 1 1 15 

4 3 3 5 3 4 4 4 30 

5 4 4 4 5 4 5 5 36 

3 3 4 4 5 4 4 3 30 

3 3 3 2 2 2 1 3 19 

4 3 3 5 3 4 4 4 30 

4 4 5 4 4 4 3 4 32 

5 5 4 5 3 3 3 5 33 

2 3 1 2 2 1 3 3 17 

5 4 5 4 4 3 5 4 34 

4 4 5 4 5 4 5 5 36 

5 3 3 5 5 5 3 4 33 

1 1 1 1 2 2 1 3 12 

3 4 3 4 5 3 3 5 30 

4 5 5 4 3 4 3 3 31 

3 4 4 4 3 4 3 4 29 

3 3 1 2 2 3 2 3 19 

3 4 4 3 4 5 3 4 30 

5 5 5 5 5 4 3 4 36 
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PERFORMA KERJA (Y) 

Y.1 Y.2 Y.3 Y.4 Y.5 Y.6 Y.7 Y.8 Total 

3 5 3 3 3 3 3 3 26 

4 4 5 4 4 4 5 4 34 

3 5 5 3 5 3 5 5 34 

1 2 2 2 3 1 2 3 16 

3 5 5 4 3 3 5 3 31 

4 4 5 4 3 4 5 3 32 

5 4 3 4 4 5 3 4 32 

3 1 2 1 2 3 2 2 16 

4 4 5 5 4 4 5 4 35 

4 5 5 5 4 4 5 4 36 

5 4 4 3 4 5 4 4 33 

3 3 1 1 3 3 1 3 18 

5 4 5 5 5 5 5 5 39 

5 3 3 4 3 5 3 3 29 

4 5 3 4 5 4 3 5 33 

2 3 1 1 3 2 1 3 16 

3 5 4 4 4 3 4 4 31 

4 3 4 4 4 4 4 4 31 

4 4 5 3 3 4 5 3 31 

2 2 2 1 1 2 2 1 13 

4 3 4 3 5 4 4 5 32 

4 4 4 3 3 4 4 3 29 

3 3 5 5 4 3 5 4 32 

2 2 3 1 3 2 3 3 19 

5 4 5 5 3 5 5 3 35 

5 5 3 5 4 5 3 4 34 

4 5 5 4 3 4 5 3 33 

2 1 2 2 3 2 2 3 17 

3 4 5 4 3 3 5 3 30 

5 3 5 3 4 5 5 4 34 
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LAMPIRAN 4B. TABULASI DATA (ANALISIS DATA) 
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LAMPIRAN 5A. HASIL OUTPUT OLAH DATA 
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LAMPIRAN 5B. GAMBAR MODEL (PLS ALGORITHM) 
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ABSTRACT 

This research was conducted to explore the influence of Organizational Culture, 

Employee Engagement and Work-Life Balance with Work Experience and 

Domicile Distance as moderating variables on the work performance of police 

officers at the Tangerang City Police. The contribution of this research is expected 

to enrich scientific studies, especially in the field of human resource management 

and managerial impact on efforts to improve the work performance of police 

personnel in Tangerang City. This research examines and analyzes the effect of 

each independent variable on the dependent variable using work experience and 

domicile distance as moderating variables. Respondents of this study were 

selected using purposive sampling method. This research is a quantitative study 

using the Structural Equation Model (SEM) method. The data was processed 

using SmartPLS software. The number of indicators in the questionnaire is 33 

indicators and involves 165 respondents. The conclusion of this study is the partial 

positive influence of organizational culture and Employee Engagement on the 

work performance of police officers in Tangerang city. While the work-life 

balance variable is proven to have no effect on the work performance of police 

officers, the results of hypothesis testing on the influence of the moderating 

variable on the relationship between the independent and dependent variables also 

conclude that the moderating variable does not affect the relationship between 

each independent variable on the work performance of police personnel in 

Tangerang city. 
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INTRODUCTION 

The main key to the success of a business is the ability to maintain and improve 

organizational performance (Adam et al., 2020). Human resource performance is 

an important element in achieving organizational performance (Munir et al., 

2019). In its development, the organization encounters various changes from the 

environment and is demanded to always meet the expectations of customers, 

therefore performance support is needed in the form of expertise from employees 

(Rahayu et al., 2018). Various factors have been shown to improve individual 

work performance in organizations. Research conducted by Uddin et al. (2012) 

who examined the impact of organizational culture on employee performance in 

the telecommunications industry concluded that organizational culture has an 

effect in determining employee performance. Various other studies were 

conducted and concluded similar things that organizational culture affects the 

work performance of individuals in organizations (Maswani et al., 2019; 

Vernadeth et al., 2020). Employees who are involved and feel that they are 

included in a series of tasks given by their superiors or the organization where 

they work can actually improve their work performance (Motyka, 2018). The 

results of the study concluded that with employee involvement it will stimulate 

work productivity which ultimately has an impact on work performance. Other 

studies that discuss the relationship between the two variables also support that 

there is a positive effect of employee engagement on work performance (Akhtar et 

al., 2016; Erwin et al., 2019). Apart from organizational culture and employee 

engagement, another variable that can influence and improve work performance is 

work life balance. Work life balance is a balance between aspects related to work 

and life of a person outside the workplace (Wardana et al., 2020; Pranindhita & 

Wibowo, 2020).  In addition to the three independent variables, a moderating 

variable is needed, work experience and domicile distance to influence work 

performance. Work experience is a reference for an employee to be able to 

position himself appropriately, causes the birth of the courage to take risks, gives 

birth to the ability to continue to be responsible in the midst of any job risks and 

influences an employee to communicate while maintaining work performance 

(Octavianus & Adolfina, 2018) . According to (Gibson et al., 2011) every 

individual who has work experience will be smarter in responding to various 

things in work than those who do not have work experience. Various studies have 

proven that work experience can improve work performance (Octavianus & 

Adolfina, 2018; Wulandari, 2017). Another variable as a moderator is domicile 

distance, various studies have proven there is a link between domicile distance 

and work performance (Pribudi, 2017; Talli et al., 2019). 

 

The research was conducted by taking objects on the performance or work 

performance of the Tangerang City Police. Every year the Tangerang City Police 
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are faced with various criminal cases. Based on data from the Tangerang City 

Police, the number of criminal acts in 2019 increased by 6%. The number of 

criminal acts that occur in provinces or cities cannot be separated from how 

education is provided by the police, another thing is that the firmness of the police 

in taking action and processing every criminal case will certainly have a deterrent 

effect and become a kind of warning system for every citizen who attempted or 

intended to commit a criminal act. Another indicator of the decline in the 

performance of the Tangerang City Police is based on the disclosure and 

settlement of criminal acts until the case file is declared complete by the 

prosecutor's office (P21) and completed on time. Based on data on the number of 

acts of action, there was a decrease in the percentage of prosecution, in 2018 the 

percentage of action was 91,952%, while in 2019 the percentage of prosecution 

decreased to 87,632%. Based on the predicate of community satisfaction with the 

service performance of the Tangerang City Police from 2018 to 2019. In the last 

two years the predicate of citizen satisfaction with the services provided by the 

Tangerang City Police is still in the B predicate. This predicate places the 

Tangerang City Police still outside the Integrity Zone. From the disciplinary 

factor, in 2019 there was an increase in the number of disciplines by 41 actions, 

compared to 24 cases in 2018. This study aims to examine and analyze the 

influence of organizational culture variables, employee engagement and work-life 

balance partially and see the influence of moderating variables. on the relationship 

between the three independent variables on the work performance or performance 

of police officers in the city of Tangerang. 

 

LITERATURE REVIEW 

Culture can be defined as a system that contains general values that serve as a 

reference for a group of people to have the same perception of a value in the 

community, even though they come from diverse backgrounds (Robbins & 

Sanghi, 2007). According to Singh et al. (2012) organizational norms and values 

have a strong influence on everyone in the organization. He also added that 

organizational culture is something that is not visible, but it can improve 

performance and profitability if it is managed properly. Nidhi et al. (2012) added 

that organizational culture consists of a set of beliefs, assumptions, norms and 

values that have been accepted or distributed to all employees in the organization. 

Companies with an effective organizational culture will be able to increase 

productivity, employee engagement and ultimately have an impact on company 

profitability (Block, 2005). Organizational culture is measured using nine 

dimensions, namely innovation and risk taking, leadership, integrity, management 

support, control, identity, rewards system, compromise with conflict, and 

communication patterns (Robbins, 2015). 
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Employee engagement is a condition in which an employee is involved and 

committed to the job and where he / she works in return for the benefits given 

fairly (Schaufeli, 2013). Robinson et al. (2004) define employee engagement as a 

positive attitude that employees have towards the organization and the values held 

by the organization. An employee who has a spirit of involvement will be fully 

aware of the business context and will work both personally and with colleagues 

as well as possible to improve performance for the benefit of the organization 

(Dajani, 2015). Organizations must strive to build and foster engagement which of 

course requires interaction and participation from leaders and employees. 

According to Markos & Sridevi (2010) employee engagement is the desire and 

ability of employees to support all company work programs in order to 

successfully achieve predetermined targets. Employee engagement is measured 

using three dimensions, namely vigor, dedication and absorption (Schaufeli et al., 

2002). The terminology of work-life balance was first known as work-family 

balance used in England in the late 1970s which describes how a worker must 

maintain harmony between work life and family life, as scientific developments 

demand an expansion of the scope of life of workers outside offices that are not 

limited to families, then the term changes to work-life balance (Pradhan et al., 

2016). Work-life balance is a condition where a person can balance the demands 

of work and family needs (Schermerhorn et al., 2005). Singh & Khanna (2011) 

describe work-life balance as a concept in maintaining priorities between work 

(career and ambition) and life (family, spiritual development, happiness and 

leisure). The work-life balance variable is measured by three dimensions, namely 

time balance, balance of involvement and balance of satisfaction (McDonald & 

Bradley, 2005). 

 

Work experience is the mastery of knowledge and skills that is measured based on 

the duration or length of time a person has worked, the level of knowledge and 

skills and expertise a person has (Gunawan et al., 2020). Work experience is an 

accumulation of knowledge, skills, and abilities that a person has in relation to his 

job in carrying out a job and the responsibilities of work that has been done 

before. Work experience is also a person's guide in choosing the right profession 

for him, people who have work experience will be more selective in choosing the 

right profession and field of work for him (Kaengke et al., 2018). 

 

According to Pribudi (2017) the position or distance from where he lives is 

closely related to economic and work factors. Several dimensions run parallel to 

the mobility of the residence, one of which is location. There are five elements 

that need to be considered in relation to domicile, including comfort, density, 

access to facilities, social compatibility and care (Heimstra & McFarlins, 1974). 

Previous research has proven that there is no effect of domicile distance on work 

performance (Talli et al., 2019). However, other research has shown that there is a 
positive effect of domicile distance on work performance (Pribudi, 2017). Work 

performance or performance is the value of a person's behavior in the workplace 
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that affects organizational performance either negatively or positively (Colquitt et 

al., 2009). Performance is a measure of a person's success at the place he works 

(Hee & Kamaludin, 2016). Work performance shows how a person embodies 

what is his job description, through the work performance of an organization can 

make it a benchmark in providing rewards for employees who have a good 

contribution to support organizational work performance (Gunawan et al., 2020). 

Work performance is very important in realizing organizational goals, and must 

be done consistently and effectively (Mehmet, 2013). In an organizational context, 

a series of procedures can make work behavior more controllable and have an 

impact on individual performance (Janssen & Van Yperen, 2004). Work 

performance variables are measured using two dimensions, namely task 

performance and contextual performance (Aguinis, 2009). 

 

METHODOLOGY 

This study uses a survey method in obtaining data from respondents, the survey 

instrument used is a questionnaire and is distributed online. Each answer to the 

statement indicator is measured using an interval degree on a scale from 1 to 5 (1 

= strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5 = strongly agree). 

Measurement of the Organizational Culture (X1) variable was adopted from 

Robbins (2015) consisting of 9 dimensions and produced 9 statement indicators. 

The Employee Engagement variable was adopted from Schaufeli et al. (2002) 

consists of 3 dimensions and 8 statement indicators. The Work-Life Balance 

variable adopted from McDonald & Bradley (2005) consists of 3 dimensions and 

8 statement indicators. The work performance variable adopted from Aguinis 

(2009) consists of 2 dimensions and 8 statement indicators. The total 

measurement indicators are 33 statements, all indicators can be seen in the 

operationalization of the variables in attachment 2 and the questionnaire in 

attachment 3. Respondents were selected using purposive sampling method at the 

Tangerang City Police with the sample criteria were members of the police who 

had worked for at least three years. The minimum duration of 3 years is 

considered sufficient to see an understanding of the organizational culture of the 

institution. 

 

The study began by distributing questionnaires to 30 respondents to test the 

quality of the data. The data quality test includes validity and reliability tests. The 

validity test was carried out with Kaiser-Meyer-Olkin (KMO) and Measure of 

Sampling Adequacy (MSA), the KMO and MSA values were more than 0.5, 

which means that the factor analysis was appropriate. Reliability test uses 

Cronbach's Alpha, the more Cronbach's Alpha value is close to 1, the better (Hair 

et al., 2018). This type of research is quantitative with the analysis method of 

Structural Equation Model (SEM), and data processing and analysis using the 

software SPSS 26 and SmartPLS. The determination of the number of research 

samples is a minimum of 5 times the number of statement indicators (Hair et al., 

2018), so that the minimum sample size in this study is 165 people. 
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RESULT 

Respondents in the study were 165 members of the Tangerang City Police. The 

results of the descriptive analysis show that based on the gender category, 32.12% 

female and 67.88% male, based on tenure, 0.61% of respondents have worked for 

less than 3 years, 3.64% of respondents have worked for more than 15 years, 

22.42% of respondents have worked 10 to 15 years, 26.67% of respondents have 

worked 3 to less than 5 years and 46.67% of respondents have worked 5 to less 

than 10 years. Based on the domicile distance, 8.48% live less than 5 kilometers 

from the office, 0.61% live more than 20 kilometers, 47.27% live in 10 to less 

than 15 kilometers, 14.55% live in 15 to 20 kilometers and 29.09% live in 5 to 

less than 10 kilometers . 

 

PLS analysis uses two measurement criteria, namely convergent validity and 

Reliability. The value of convergent validity is the value of the loading factor on 

the latent variable with its indicators. The value of convergent validity aims to 

determine the validity of a construct, the valid parameter is greater than 0.5. The 

results of the convergent validity test with SmartPLS show that all indicators have 

a loading factor value greater than 0.5. The smallest loading factor value in 

variable X1 is 0.633. The smallest loading factor value in the X2 variable is 0.700. 

The smallest loading factor value in the X3 variable is 0.735. The smallest loading 

factor value in variable Y is 0.732. The value of the reliability test uses three 

parameters, namely the Cronbach alpha coefficient, composite reliability and 

average variance extracted. Cronbach alpha reliability criteria and composite 

reliability is greater than 0.7. The reliable criterion for the average variance 

extracted is greater than 0.5. The results of the reliability test on the SmartPLS 

application show that all variables meet the reliability requirements. Cronbach 

alpha values for variable X1 are 0.894, X2 (0.889), X3 (0.906) and Y (0.921). The 

values of composite reliability (CR) are as follows: X1 (0.914), X2 (0.911), X3 

(0.924) and Y (0.935). The average variance extracted (AVE) values are as 

follows X1 (0.544), X2 (0.563), X3 (0.602) and Y (0.645). 

 

Based on the analysis of the hypothesis test with the path coefficient, it is found 

that the organizational culture and employee engagement have a significant effect 

on the work performance of police officers in Tangerang City, while the work-life 

balance variable has no effect on work performance. The two moderating 

variables, namely work experience and domicile distance, also have no effect on 

the relationship between the independent variable and the dependent variable. 

Based on the results of hypothesis testing, it is known that organizational culture 

and employee engagement are proven to have an effect on work performance, 

while work-life balance has no effect on the work performance of members of the 

Tangerang City Police. The results also showed that the two moderating variables 

of work experience and domicile distance did not affect the relationship between 
the independent and dependent variables.  
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Figure 1. Full Model (PLS Algorithm) 

 

Figure 1 shows the estimation coefficient which is depicted by the intact model 

(PLS Algorithm). The estimated coefficient of organizational culture on work 

performance is 0.441, this indicates that organizational culture has a positive 

effect on work performance. The estimation coefficient of the employee 

engagement variable on work performance is 0.403, this indicates that employee 

engagement has a positive effect on work performance. 

 

DISCUSSION 

The results of empirical research find that organizational culture has a positive 

and significant effect on work performance, this indicates that the H1a hypothesis 

which states that organizational culture has a positive effect on work performance 

is acceptable. A leader must be diligent in implementing an organizational culture, 

an effective organizational culture will have an impact on employee motivation 

and work performance. In the event that the police are a state institution that is 

tasked with enforcing the law and being a community player, a good 

organizational culture will shape the values and image of the police in the eyes of 

the community. The results of this study are in line with various previous studies 

that show organizational culture affects job performance (Awadh & Saad, 2013; 

Sevaliaa et al., 2013; Sinha et al., 2010). The results of the study concluded that 

the high organizational culture of a police officer will greatly support their work 

performance. Thus it can be concluded that there is a positive and significant 

influence between organizational culture on the work performance of the 

members of the Tangerang City Police. 

 

The results of empirical research found that employee engagement has a positive 

and significant effect on work performance, this indicates that the H1b hypothesis 
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which states that employee engagement has a positive effect on work performance 

is acceptable. A member of the organization who is already engaged with the 

organization will give the best for the organization. Employees who have 

attachments will always be able to respond or respond to both the values and 

culture applied by the organization. The results of this study are in line with 

previous studies which concluded that employee engagement has an effect on 

work performance (Amoako-Asiedu & Obuobisa-Darko, 2017; Bedarkar & 

Pandita, 2014). The results of the study concluded that the high employee 

engagement of a police officer would greatly support their work performance. 

Thus it can be concluded that there is a positive and significant influence between 

employee engagement on the work performance of members of the Tangerang 

City Police. 

 

The results of empirical research found that work-life balance has no effect on 

work performance, this indicates that the H1c hypothesis which states that work-

life balance has a positive effect on work performance can be rejected. The results 

of the study contradict various previous studies that have been previously 

described (Bataineh, 2019). The results of this study are an indication that the 

workload that requires a member of the police to work far from family or not to 

meet family causes the need for a balance between work-related matters and 

things outside of work is not a primary or primary need of a member. police. The 

results of the study concluded that the high work-life balance of a police officer 

does not necessarily support their work performance. Thus, it can be concluded 

that there is no influence between work-life balance on the work performance of 

the members of the Tangerang City Police. 

 

The results of empirical research found that all moderating variables did not affect 

the relationship between the independent and dependent variables. Work 

experience and domicile distance variables are not related to how the three 

variables, namely organizational culture, employee engagement and work-life 

balance affect performance. This shows that all hypotheses related to moderation 

variables can be rejected. The results of the study conclude contradictory findings 

with previous studies discussed previously. In the object of the Tangerang City 

Police members, an interesting fact was found that work experience and domicile 

distance did not partially affect the relationship between organizational culture, 

employee engagement and work-life balance on work performance. It is suspected 

that each level of rank within the police force has a workload that corresponds to 

its rank, and rank is closely related to work experience, so that the workload 

carried out by members of the police is generally in accordance with work 

experience, so that every given task can always be completed. well. Regarding 

domicile distance, it is assumed that generally every individual who wants and is 

accepted to join the police corps must have strong physical and mental criteria 

because the police serve as a community bomber, so that fatigue due to domicile 

distance is not experienced by members of the Tangerang City Police. Another 

thing is the potential that work experience and domicile distance have an effect on 
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work performance if they are placed as independent variables. The results of 

research related to the influence of work experience variables contradict various 

previous studies that have been previously described (Wulandari, 2017; Riyadi, 

2015). The results of research related to the influence of the domicile distance 

variable are contrary to previous research conducted by Pribudi (2017) but are in 

line with the research of Talli et al. (2019) which states that domicile distance is 

not related to work performance. The results of the study concluded that work 

experience and domicile distance from a police officer had no effect on the 

relationship between organizational culture, employee engagement and work-life 

balance on work performance.  

 

CONCLUSION 

The results of the study proved that organizational culture and employee 

engagement had a positive and significant effect on the work performance of 

police officers at the Tangerang City Police. The research also proves that the 

work-life balance independent variable has no effect on the work performance of 

police officers at the Tangerang City Police. The two moderating variables 

studied, namely work experience and domicile distance, had no effect on the 

relationship between organizational culture, employee engagement and work-life 

balance on the work performance of police officers at the Tangerang City Police. 

The limitation in the research process is that the research is limited to the use of 

six variables, consisting of three independent variables, two moderating variables 

and one dependent variable. Another limitation is that the object under study is 

still limited to law enforcement officers, in this case the police, and specifically to 

members of the police on duty at the Tangerang City Police. In terms of research 

time, particularly data collection and surveys, data collection is limited from 

August to October 2020. Another limitation is that respondents were taken using a 

sampling of 165 police officers.  

 

Suggestions for further research are to use other variables that have not been 

studied in this study to estimate an increase in work performance, such as 

organizational citizenship behavior Sevi (2010), work discipline (Elqadri et al., 

2015), interpersonal communication (Nazari et al., 2012) and the work 

environment (Al-Omari & Okasheh, 2017) as well as various other factors for 

further investigation, because it is possible that other factors besides those in this 

study have a dominant influence in improving the work performance of the 

members of the Tangerang City Police. Future studies can use the variables 

studied in this study but are used on different human resource objects or 

institutions, so that later new studies will be found regarding the consistency of 

the variables studied in predicting the performance of human resources on 

different objects. Objects in the next research can use members of the police in 

other work units or can develop objects up to the provincial level of Banten.  

 

The managerial implication of the research is that the work performance of police 

officers still needs to be continuously improved to support the growth and 



Universitas Esa Unggul 
 

 

 

 

 

development of the police institution to ensure excellent service to the 

community. Through the results of this study, there are several findings that can 

be used as a reference and managerial implications, including improving 

organizational culture, the results show that if organizational culture and 

employee engagement can be improved and synergized it will be able to have a 

positive and significant impact on increasing the work performance of members 

Tangerang City Police. However, considering that organizational culture is the 

most dominant variable in influencing work performance, the priority for 

improvement is more focused on organizational culture variables, namely in 

particular on the indicators of leaders explaining work targets clearly and 

superiors can always be relied upon when they encounter problems or obstacles in 

their work. 
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Instructions to Authors 

1. Submission of manuscript: 

 Authors are advised to submit manuscript in word file (Microsoft word doc) along 

with signed Copyright Form to the editor via e-mail 
(editor.ijrr@gmail.com, gkpublication2014@gmail.com). 

 Accepted papers will be acknowledged and processed further. 

 Acceptance or rejection of the manuscript would be decided after the decision of 

editorial team. 

2. Preparation of Manuscript: 

 Authors are requested to write  name of journal and category of article (Original 
Research Article, Short Communication, Review Article, Case Report) under which 

they want to publish it. 

 Authors should keep their manuscripts as short as they reasonably can (the total 

number of words should not exceed word limit as framed by the journal). 

 Page number should appear in the lower right hand corner of each page, beginning 

with the title page. 

 The language of manuscript must be simple and explicit. 

 Author’s / Co-author’s name or any other identification should not appear anywhere 
in the body of the manuscript to facilitate blind review. 

We accept manuscript under following categories: 

 Original Research Articles 

 Short communications 

 Review Articles 

 Case report/study 

Word Limit 

The manuscript should be within the word limit according to the category of 

article as mentioned below. This word limit does not include Abstract. 

 Original Research Article: 8000 

 Short Communication: 3000 

 Review Article: 8000 

 Case Report/Study: 3000 

Research Areas 

https://www.ijrrjournal.com/Copyright%20Form.doc
mailto:editor.ijrr@gmail.com
mailto:gkpublication2014@gmail.com
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Research Papers and Articles may be from one of the following broad areas: 

Accountancy, Agriculture, Anthropology, Anatomy, Architecture, Arts, 

Biochemistry, Bioinformatics, Biology, Bioscience, Biostatistics, 

Biotechnology, Botany, Chemistry, Commerce, Computer Science, Dairy 

Technology, Dentistry, Ecology, Economics, Education, Engineering, 

Environmental Science, Fisheries Science, Food Nutrition, Forensic Science, 

Forestry, Geology, Geography, Health Sciences, History, Home Science, 

Journalism Mass Communication, Language, Law, Library Information 

Science, Life Science, Literature, Management, Marine 

Science, Mathematics, Medical Science, Microbiology, Pathology, 

Paramedical Science, Pharmacy, Philosophy, Physical Education, 

Physiotherapy, Physics, Political Science, Public Health, Psychology, 

Science, Social Science, Sociology, Sports Medicine, Statistics, 

Tourism, Veterinary Science Animal Husbandry, Yoga, Zoology etc.    

Manuscript Instructions 

Please communicate with us electronically and send your manuscript as an 

attachment in MS word. Don’t send article in PDF format. Manuscripts should 

be prepared using font size 12, Times New Roman, and Styles- No Spacing; 

Page Layout: Margins (Normal- 1” from all sides), Size (A4- 8.27” ´11.69”) 

and aligned left. All pages should be numbered sequentially. Manuscripts 

should be written in good scientific language, nomenclature and standard 

international units should be used. Authors are requested to write category of 

article (Original Research Article, Short Communication, Review Article, 

Case Report) under which they want to publish it. 

Originality:All articles submitted for publication in IJRR should be original 

material. The submission should have been made exclusively to IJRR and 

must not have been published or submitted for publication elsewhere. The 

first author should certify to this effect. Any author/s found to falsify or 

mislead the editors will be disqualified from future submissions to IJRR. 

Original Research Article 

Original Research Article should be submitted under following headings in 

one file. 

 Title 

 Name of Authors (write FULL NAME in sequence) 

 Affiliation Details (Present working address with post), Email ID of all the 
authors. 

 ABSTRACT 

 KEY WORDS 

 INTRODUCTION 

 MATERIALS AND METHODS 

 Statistical Methods 
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 RESULT 

 DISCUSSION 

 CONCLUSION 

 ACKNOWLEDGEMENT(if applicable) 

 REFERENCES 

Title 
The Title should be a brief phrase describing the contents of the paper. The 

Title Page should include the authors' full names and affiliations, the name of 

the corresponding author along with contact number and e-mail information. 

Present addresses of authors should appear as a footnote. 

Abstract 
The Abstract should be informative and completely self-explanatory, briefly 

present the topic, state the scope of the experiments, indicate significant data, 

and point out major findings and conclusions. The abstract should be upto 250 

words in length. Complete sentences, active verbs, and the third person should 

be used, and the abstract should be written in the past tense. Standard 

nomenclature should be used and abbreviations should be avoided. No 

literature should be cited. 

Key Words 

Following the abstract, relevant key words that will provide indexing 

references should be listed. 

Introduction 
The Introduction should be concise and define the scope of the work in 

relation to other work done in the same field. 

Materials and Methods 

Materials and Methods should be complete enough and clearly describe the 

experiments and techniques used in the study. However, only truly new 

procedures should be described in detail; previously published procedures 

should be cited, and important modifications of published procedures should 

be mentioned briefly. 

Statistical Methods 

The details of statistical tests used and the level of significance should be 

stated. If more than one test is used it is important to indicate which groups 

and parameters have been subjected to which test. 

Results 
Results should be combined and presented with clarity and precision. The 

results should be written in the past tense when describing findings in the 

author(s)'s experiments. Previously published findings should be written in the 

present tense. 
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Discussion 
The Discussion should interpret the findings in view of the results obtained in 

this and in past studies on this topic. This section should deal with the 

interpretation, rather than recapitulation of results. It is important to discuss 

the new and significant observations in the light of previous work. Discuss 

also the weaknesses or pitfalls in the study. New hypotheses or 

recommendations can be put forth. Avoid unqualified statements and 

conclusions not completely supported by the data. Repetition of information 

given under Introduction and Results should be avoided. 

Conclusion 
State the conclusions in a few sentences in lucid manner at the end of the 

paper. Conclusions must be drawn considering the strengths and weaknesses 

of the study. 

Acknowledgement(s) 
Author(s) may acknowledge the support obtained in the study. It should be 

typed in a new page. Acknowledge only persons who have contributed to the 

scientific content or provided technical support. Sources of financial support 

should be mentioned.  

Tables 
Tables should be kept as minimum as possible and placed at appropriate place 

in the text and be designed to be as simple as possible. Tables should be self-

explanatory without reference to the text. The details of the methods used in 

the experiments should preferably be described in the legend instead of in the 

text. The same data should not be presented in both table and graph forms or 

repeated in the text.Tables should be prepared in Microsoft Word. 

Don’t keep tables/figures at the end of article. All the tables/figures should be 

kept at appropriate place in the text of article where you have mentioned about 

these tables/figures. All the tables/figures should be mentioned in text of 

article. 

Figure legends:Graphics should be prepared using applications capable of 

generating high resolution GIF, TIFF, JPEG or PowerPoint before pasting in 

the Microsoft Word manuscript file. Use Arabic numerals to designate figures 

and upper case letters for their parts (Figure 1). Figures can be attached as 

JPEG file. 

References 
The references may be cited in Vancouver style or Oxford style. 

Avoid citing abstracts as references. Each reference should be assigned a 

number, consecutively in the order of mention in the text. References are to be 

cited in the text by superscribed number and should be in the order in which 

they appear. The original number should be reused each time the same 

reference is cited in the text. The number should be placed in the text as 

superscript inside bracket and in bold & blue color like [1], outside the full-
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stops and commas and inside colons and semi-colons. When multiple 

references are cited at a given place in the text, use a hyphen to join the first 

and last numbers that are inclusive and use commas to separate non-inclusive 

numbers (2-5,7,10). 

For Vancouver style, reference numbers should be in increasing order like 

1,2,3,4,5…. throughout the text of article starting from INTRODUCTION 

section. Don’t write reference number in ABSTRACT. The list of references 

should be given at the end of the paper. If there are 3 or less authors, mention 

name of all the authors. Where there are more than 3 authors, use et al after the 

third author. References mentioned in text of article must be shown in 

REFERENCE section and vice-versa. 

Examples: 

All the references must be correct, complete and written in Vancouver style or 

Oxford Style. Write references in following style. 

Citing a Book 

Author(s) name. Title of book. Edition of book (if not the first edition). Place 

of Publication: Publisher Name; Year of Publication. Page No. 

Example: 

Dr. Sunil J Kulkarni, Mrs.Meera T. Sose, Dr. R. W. Gaikwad. 

Vermicomposting- A Boon for Solid Waste Treatment. Vadodara, India: 

Galore Knowledge Publication Pvt. Ltd.; 2019. p.20-28. 

For Journal Articles: 

Author(s) name. Title of article. Title of journal. Publication year; Volume 

(Issue): Page No. 

Example: 

Vora H, Parikh S, Patel N. Immunohistochemical characterisation of basal like 

phenotype of triple negative breast cancer from western India. International 

Journal of Research and Review. 2019; 6(10):1-8. 

For Webpages: 

Author. Title of publication [type of medium – Internet]. Place of publication 

(if available): Publisher (if available); Date of publication – year month day 

(supply year if month and day not available) [updated year month day; cited 

year month day]. Available from: web address. 

Example: 

Vora H, Parikh S, Patel N. Immunohistochemical characterisation of basal like 

phenotype of triple negative breast cancer from western India. International 

Journal of Research and Review. 2019; 6(10):1-8. Available 

from http://www.ijrrjournal.com/IJRR_Vol.6_Issue.10_Oct2019/IJRR001.pdf 

http://www.ijrrjournal.com/IJRR_Vol.6_Issue.10_Oct2019/IJRR001.pdf
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For Reports and other Government Publications: 

Author(s). Title of report. Place of publication: Publisher; Date of publication 

– year, month (if applicable). Total number of pages if applicable e.g. 24 p. 

Report No.: (if applicable) 

Example: 

Ahmed SE, Mustafa E, AbdulRaheem EM. Assessment of plasma levels of 

fasting blood glucose, triglycerides, total cholesterol, and HbA1c in patients 

with type 2 diabetes mellitus. Mumbai: New Era Publisher; 2014. 24p. Report 

No.: GHI224 

For Conference Papers 

Author(s) name. Title of Paper. In: Editor (s) name or Organization name. 

Title of conference; Date of conference; Place of conference. Place of 

publication: Publisher’s name; Year of publication. p. Page 

numbers.  Example: 

Ahmed SE, Mustafa E, AbdulRaheem EM. Assessment of plasma levels of 

fasting blood glucose, triglycerides, total cholesterol, and HbA1c in patients 

with type 2 diabetes mellitus. In: Patel SS, Jacko AG. 10th International 

Conference on Health Informatics; 2001 Jan 4-6; Mumbai, India. New Era 

Publisher; 2001. p. 202-210. 

Don’t write qualifications of authors, hospitals’ name, any star marks etc. in 

references. 

Review process: 

Papers will usually be acknowledged upon receipt. All scientific papers will 

be independently peer reviewed to determine the originality of research and 

the viability of publication. Anonymity of authors/institutions and referees to 

each other shall be maintained so that the review process remains 

uninfluenced. Reviewers' comments may be sent to authors when revisions to 

the paper are found necessary. Generally the review process shall be 

completed within 4-6 working days of submission. The editorial decision is 

final. The editorial board reserves the right to make revisions aimed at greater 

clarity or conformity of style. 

General Instructions 

Papers must be submitted with the understanding that they have not been 

published elsewhere (except in the form of an abstract or as part of a published 

lecture, review, or thesis) and are not currently under consideration by another 

journal. The Corresponding author is responsible for ensuring that the article's 

publication has been approved by all the other co-authors. It is also the 

authors' responsibility to ensure that the articles emanating from a particular 

institution are submitted with the approval of the necessary institution. 
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