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This research investigates the impact of the BerAKHLAK Core
Values —comprising Service-Oriented, Accountable, Competent,
Harmonious, Loyal, Adaptive, and Collaborative principles—and
work ethic on the performance of civil servants (Aparatur Sipil
Negara/ ASN) within the Banjarmasin City Government. Employing
a quantitative approach, the study collected data from 201 civil
servants using structured questionnaires, with the analysis
conducted through regression analysis. The results indicate a
contrasting effect of the two independent variables: the
BerAKHLAK Core Values demonstrated a negative and significant
influence on ASN performance, whereas work ethic showed a
positive and significant influence. These findings highlight an
intriguing dynamic, suggesting that while adherence to
BerAKHLAK values may inadvertently constrain performance—
potentially due to rigid interpretations or implementation
challenges —strong work ethic consistently enhances employee
output. The study underscores the importance of balancing value
internalization with practical work behaviors to improve overall
civil servant performance.
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INTRODUCTION

Performance refers to the outcomes of an individual’s work in executing assigned tasks in
accordance with established standards and criteria (Kawiana, 2020). More comprehensively,
performance encompasses both behaviors and results, yet these components must be
distinguished: job performance refers to the aggregate of task-related and discretionary behaviors
carried out by employees over time that contribute to organizational effectiveness, rather than
solely outcomes, which may be influenced by external factors (Motowidlo & Kell, 2012; Pradhan &

Jena, 2017). More recently, empirical studies further extend the construct by incorporating adaptive

performance, the capacity to respond effectively to changing work conditions, and, in certain
contexts, counterproductive work behavior, which detracts from organizational goals (Krijgsheld

etal,, 2022).
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Additionally, employee performance is generally defined as the extent to which an
individual successfully fulfills the tasks, responsibilities, and roles assigned to them in accordance
with organizational goals and performance standards. It reflects not only the quantity and quality
of work produced but also the behaviors and attitudes that contribute to organizational
effectiveness (Armstrong & Taylor, 2020). Furthermore, Viswesvaran & Ones (2000) argue that
employee performance encompasses both task-related outcomes and contextual factors, such as
commitment and adaptability, which collectively determine organizational productivity. Taken
together, these perspectives highlight that performance is a multidimensional construct involving
task execution, behavioral contributions, and alignment with organizational objectives.

Within the public sector, the performance of civil servants (ASN) has become a recurring
concern for government institutions. In many cases, the quality of ASN performance does not align
with organizational expectations, largely due to limitations in knowledge and a lack of
commitment to delivering effective public services. Empirical studies in Indonesia indicate that this
mismatch is often rooted in deficiencies in knowledge, competence, and commitment. For instance,
competence limitations, weak commitment, and low cohesiveness among ASN have been
identified as core impediments to transforming bureaucratic performance, with knowledge sharing
and innovation cited as critical remedies (Hafiz & Frinaldi, 2023). In addition, a normative juridical
review highlights that ASN professionalism —comprising integrity, competence, and
responsibility —plays a central role in public service effectiveness, though performance is
undermined by inadequate performance management systems, unconstructive evaluations, and
limited technological support (Almahdaly et al., 2023; Darmayanti et al., 2024). Consequently, civil
servants often fail to optimally fulfill their responsibilities, leading to public service delivery that is
less productive and inefficient (Agustina & Sarikusumaningtyas, 2024). These findings collectively
suggest that the quality of ASN performance is not only a matter of individual accountability but
also reflects systemic weaknesses in knowledge, motivation, and institutional design within the
bureaucracy.

In the context of civil servants (ASN) in Indonesia, work culture is a decisive factor
influencing performance and the effectiveness of public service delivery. A strong organizational
culture instills shared values and behavioral norms that guide employees in achieving institutional
objectives (Schein, 2017). The implementation of the Core Values BerAKHLAK—Service-Oriented,
Accountable, Competent, Harmonious, Loyal, Adaptive, and Collaborative —serves as a cultural
foundation intended to strengthen professionalism and integrity among ASN (Herwanto &
Hutasoit, 2023; Kementerian Pendayagunaan Aparatur Negara dan Reformasi Birokrasi, 2021).
Studies have shown that work culture emphasizing accountability, collaboration, and adaptability
fosters higher performance levels by motivating employees to work efficiently and responsibly
(Lok & Crawford, 2004; Martins & Terblanche, 2003). Conversely, when civil servants demonstrate
weak adherence to cultural values, performance outcomes are often suboptimal, leading to
inefficiency in public services (Agustina & Sarikusumaningtyas, 2024). Therefore, cultivating a
strong work culture aligned with the BerAKHLAK values is essential to enhancing civil servants’
performance and ensuring the delivery of responsive, productive, and community-centered
governance.

According to Marjuki et al. (2024), the meaning of the word for each value is as follows: 1)
Service-Oriented: understanding and fulfilling the needs of the community by being approachable,
responsive, solution-driven, and dependable, while striving for continuous improvement; 2)
Accountable: performing duties with honesty, responsibility, discipline, and integrity, while
ensuring the effective and efficient use of state resources and avoiding misuse of authority; 3)
Competent: consistently enhancing personal capabilities to address dynamic challenges,
supporting others in their learning, and executing tasks with optimal quality; 4) Harmonious:
demonstrating respect toward individuals regardless of background, showing willingness to assist
others, and fostering a positive and supportive work environment; 5) Loyal: upholding the values
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of Pancasila and the 1945 Constitution, remaining committed to the Unitary State of the Republic of
Indonesia and its legitimate government, safeguarding the reputation of fellow civil servants,
leaders, institutions, and the state, and maintaining confidentiality of official and state matters; 6)
Adaptive: responding promptly to change, continuously innovating, cultivating creativity, and
engaging proactively in problem-solving; and 7) Collaborative: encouraging participation from
diverse stakeholders, maintaining openness to teamwork that creates added value, and optimizing
the use of various resources to achieve shared objectives.

Although the Core Values of BerAKHLAK have been introduced and disseminated within
government institutions, challenges remain in their comprehension and practical application. A
considerable number of employees still lack a clear understanding of how these values should be
integrated into their daily work practices. Empirical evidence supports the significance of these
values, as demonstrated by Makhfiroh & Rizana (2023), who found that the Core Values of
BerAKHLAK exert a positive and significant influence on employee performance. Similarly, Yozi &
Amalia (2024) reported that the implementation of these values positively affects the performance
of civil servants (ASN). These findings collectively indicate that stronger adherence to and
implementation of BerAKHLAK values are associated with higher levels of ASN performance.

Furthermore, work ethic also plays an important role in determining employees’
performance. Work ethic has been consistently identified as a central factor influencing employee
performance, with recent empirical studies reaffirming its significance (Saputri et al., 2023).
Employees who demonstrate strong work ethic — through discipline, responsibility, and integrity —
are more likely to achieve higher levels of task performance and organizational commitment.
Research by Makhfiroh & Rizana (2023) highlights that civil servants who internalize ethical values
and work diligently tend to provide more efficient and reliable services. Moreover, Konadu et al.
(2024) found that employees with a strong ethical orientation adapt better to organizational
changes, maintain productivity under pressure, and contribute positively to workplace harmony.
Collectively, these findings emphasize that work ethic not only drives individual performance but
also strengthens organizational effectiveness, especially in public sector institutions where
accountability and service quality are paramount (Dogbe et al., 2024; Edeh et al., 2024; Nofriadi et
al., 2024).

The implementation of BerAKHLAK core values within the civil servants of the
Banjarmasin City Government continues to encounter obstacles, particularly due to the limited
comprehension and internalization of these principles among employees. The effectiveness of
internalizing AKHLAK values within the Banjarmasin bureaucracy is strongly shaped by local
organizational culture and bureaucratic structure. A hierarchical and rigid system may limit
opportunities for creativity, adaptability, and collaboration, thereby constraining the application of
values such as Adaptive, Competent, and Service-Oriented. Conversely, cultural norms that
emphasize communal harmony and collective responsibility can reinforce values such as
Harmonious and Accountable. Thus, the success of AKHLAK implementation depends on the
extent to which local cultural practices and structural arrangements align with the value
framework, supported by reforms in leadership, performance systems, and capacity building to
ensure that these values are effectively translated into daily bureaucratic practice.

Although BerAKHLAK has been officially designated as the cultural foundation of the
state apparatus, its operationalization remains inconsistent. Many civil servants still interpret these
values as abstract notions rather than practical behavioral guidelines that should direct
administrative conduct, public service delivery, and decision-making processes. This condition is
exacerbated by insufficient dissemination, inadequate training and mentoring mechanisms, and
the absence of systematic monitoring and evaluation to ensure behavioral transformation.
Consequently, the expected shift toward a more professional, ethical, and citizen-centered
bureaucracy has not been fully realized. Addressing these challenges requires strategic
interventions, including the institutionalization of comprehensive capacity-building programs, the
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demonstration of value-based leadership, the incorporation of BerAKHLAK indicators into
performance appraisal systems, and the establishment of incentive-sanction mechanisms to
reinforce positive behavioral change.

The lack of a comprehensive understanding of the BerAKHLAK core values among civil
servants in the Banjarmasin City Government has a direct impact on their overall work ethic and
performance orientation. When these values are not fully internalized, employees tend to exhibit a
lower level of discipline, responsibility, and initiative in carrying out their duties. This limited
awareness often results in bureaucratic practices that are procedural rather than value-driven, with
civil servants prioritizing compliance with formal rules over the provision of high-quality, citizen-
centered services. Consequently, the expected enhancement of professionalism and integrity in
public administration remains constrained. Strengthening the understanding and embodiment of
BerAKHLAK is therefore crucial to improving the work ethic of civil servants, as it provides not
only moral guidance but also a behavioral framework that can foster motivation, accountability,
and collaborative performance in achieving organizational goals.

Moreover, investigating the effect of BerAKHLAK core values and work ethic on the
performance of civil servants in the Banjarmasin City Government is an urgent endeavor, as it
directly relates to the quality of public service delivery and the realization of good governance. A
systematic investigation can provide insights into whether the adoption of BerAKHLAK has been
effective in shaping the attitudes, behaviors, and productivity of civil servants, while also
identifying gaps that hinder optimal performance. Such findings are essential not only for
formulating targeted training and policy interventions but also for strengthening accountability
mechanisms and ensuring that government services align with the expectations and needs of the
public. Ultimately, understanding this relationship will help establish a sustainable model of
bureaucratic culture that supports efficiency, ethical conduct, and trust in public institutions.

In conclusion, the framework of employee performance encompassing task, contextual,
and adaptive dimensions offers a comprehensive theoretical basis for analyzing the relevance of
AKHLAK values and work ethic in Indonesia’s public sector. Each dimension provides a clear
behavioral manifestation of these values, demonstrating that AKHLAK and work ethic extend
beyond normative guidelines to function as concrete determinants of performance. By integrating
this theory, the study underscores that the successful internalization of AKHLAK values and the
cultivation of a strong work ethic are essential for enhancing civil servants’ effectiveness and
ensuring the delivery of high-quality public services.

RESEARCH METHOD

This study adopts a quantitative research approach to assess the influence of the Core Values
BerAKHLAK and work ethic on the performance of the civil servants in the Banjarmasin city
government. The study population consists of 689 civil servants, distributed across various
administrative units: 43 officers from the Regional Secretariat, 126 officers from the DPRD
Secretariat, 215 officers from regional offices, 45 officers from district offices, and 260 officers from
village offices. Data collection was carried out using a structured questionnaire designed with
reference to established constructs from previous studies. The instrument assessed civil servants’
perceptions of the BerAKHLAK Core Values, work ethic, and performance, with responses
recorded on a Likert-scale format. To examine the relationships among these variables, the data
were analyzed using multiple linear regression analysis. Statistical indicators, including p-values
and regression coefficients, were employed to determine the significance, strength, and direction of
the associations.

Before proceeding with the analysis, validity and reliability assessments were conducted to
verify the accuracy, consistency, and internal coherence of the measurement instruments. To
enhance data quality, respondents were provided with clear instructions on completing the
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questionnaire and were informed about the purpose of the research, thereby encouraging sincerity
and attentiveness in their responses. The results were subsequently interpreted in light of the
research objectives and aligned with relevant literature on civil servants’ performance within their
respective duties. Furthermore, classical regression assumption tests—including normality,
heteroscedasticity, and multicollinearity —were performed to evaluate the adequacy and
robustness of the data for regression analysis. These diagnostic procedures were deemed essential
to ensure the validity, reliability, and credibility of the statistical inferences derived from the study.

RESULTS AND DISCUSSIONS

Prior to the distribution of the questionnaires, validity and reliability analyses were conducted to
ensure the robustness and consistency of the research instrument. The validity test results showed
that all questionnaire items produced r-values greater than the critical r-table value of 0.1966,
thereby confirming their validity. Reliability testing, assessed through Cronbach’s Alpha
coefficients, demonstrated satisfactory internal consistency across all dimensions: 0.818 for Service-
Oriented, 0.937 for Accountable, 0.803 for Competent, 0.728 for Harmonious, 0.576 for Loyal, 0.892
for Adaptive, 0.941 for Collaborative, 0.776 for Work Ethic, and 0.617 for Performance. Since all
coefficients exceeded the acceptable threshold of 0.60, the instrument was deemed reliable,
indicating strong internal consistency in measuring the intended constructs.

After distributing the questionnaire for one month, 201 respondents were gathered. In
addition, classical assumption tests were performed to verify the appropriateness of the data for
regression analysis. The normality assessment using the Kolmogorov-Smirnov test yielded a
significance value of 0.200, which exceeds the 0.05 threshold, thereby confirming that the data are
normally distributed. Multicollinearity diagnostics indicated tolerance values greater than 0.10 and
Variance Inflation Factor (VIF) values below 10.00, demonstrating the absence of multicollinearity
among the predictors. Moreover, the heteroscedasticity test showed no evidence of variance
inequality, affirming that the regression model fulfills the required assumptions for reliable and
valid analysis.

The results of the regression analysis are presented in the following tables:

Table 1. Result of Partial Test

Coefficients?
Standardized
Unstandardized Coefficients Coefficients t Sig.

Model B Std. Error Beta
1 (Constant) 2.157 .290 7.433 <.001

Core Values -.553 .099 -.488 -5.563 <.001

BerAKHLAK (X?)

Work Ethic (X?) 980 .096 .896 10.216 <.001

a. Dependent Variable: Performance

Source: SPSS Output, 2025

The results of the analysis reveal that the implementation of Core Values BerAKHLAK
exerts a negative and significant influence on employee performance within the Banjarmasin City
Government. This outcome indicates that increased adherence to BerAKHLAK values is associated
with a decline in employee performance. Such findings suggest that the integration of these values
into daily work practices has not yet achieved the intended effectiveness. One possible explanation
is the limited comprehension and internalization of BerAKHLAK principles among employees,
which hinders their practical application in the workplace. Furthermore, the implementation of
these cultural values may inadvertently impose excessive demands or constraints, thereby
restricting employees’ creativity and autonomy. In addition, the presence of other, more dominant
organizational or contextual factors could overshadow the intended benefits of BerAKHLAK,
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reducing its positive impact on performance. This highlights the need for more comprehensive
socialization, training, and contextual adaptation of BerAKHLAK values to ensure their alignment
with employees” work practices and to optimize their contribution to organizational performance.

The findings of this study stand in contrast to the results reported by Yozi & Amalia,
(2024), who found that the implementation of Core Values BerAKHLAK exerts a positive and
significant effect on the performance of civil servants. Similarly, the present results are inconsistent
with the study by Makhfiroh & Rizana (2023), which also demonstrated a positive and significant
relationship between BerAKHLAK values and employee performance. These discrepancies
highlight the complexity of implementing cultural values in organizational settings and suggest
the need for further, more comprehensive evaluation of BerAKHLAK to uncover the underlying
factors that may hinder its effectiveness. Such evaluations should not only examine employees’
level of understanding and internalization of these values but also assess the organizational
mechanisms that support or constrain their practical application.

Moreover, these differences can be explained by contextual factors specific to the local
bureaucratic environment. In Banjarmasin, many civil servants perceive AKHLAK as a formal
motto rather than as practical behavioral guidance, leading to limited internalization and even
resistance when its application is perceived as too rigid or restrictive. The lack of effective
socialization, training, and leadership reinforcement further weakens employees’ understanding
and commitment to the values. By comparison, the positive results observed in previous studies
may reflect contexts where organizational culture, leadership support, and performance
management systems were more conducive to embedding AKHLAK values into daily practices.
Thus, the divergent findings underscore the importance of local cultural and structural conditions
in shaping whether AKHLAK values function as enablers or inhibitors of performance in the
public sector.

Previous research has emphasized that a strong and adaptive work culture, coupled with
an effective performance control system, plays a critical role in enhancing productivity (Saputri et
al.,, 2023). A conducive work culture fosters employee consistency and engagement, while
simultaneously creating an inclusive and positive work environment that supports sustainable
improvements in performance. Therefore, further studies are essential to explore how
BerAKHLAK values can be more effectively aligned with organizational systems and employee
needs to achieve the desired improvements in public sector performance.

Moreover, the results of this study demonstrate that work ethic exerts a positive and
significant influence on the performance of civil servants within the Banjarmasin City Government.
This finding implies that employees who possess a stronger work ethic tend to display higher
levels of performance, as a strong sense of responsibility, perseverance, and dedication contribute
directly to the achievement of organizational goals. In practice, civil servants with a high work
ethic approach their tasks with enthusiasm, discipline, and a positive attitude, which enables them
to carry out their duties more effectively and deliver higher-quality outcomes. These results are
consistent with the findings of Saman et al., (2022), who also concluded that work ethic plays an
essential role in enhancing employee performance. A strong work ethic not only drives individual
productivity but also promotes professionalism and accountability, thereby strengthening overall
organizational performance. Consequently, fostering and reinforcing a culture of high work ethic
among civil servants can be considered a strategic effort to improve both the efficiency and the
quality of public service delivery.

Individuals with a strong work ethic are characterized not merely by their commitment to
completing assigned tasks, but also by their orientation toward contributing to the long-term
success and sustainability of the organization. Such employees generally demonstrate a proactive
attitude, taking initiative in addressing challenges and seeking innovative solutions to enhance the
quality of their work. This proactive behavior reflects a mindset that values continuous
improvement, where employees strive not only to meet current performance standards but also to
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elevate them over time. As highlighted by Fitriyani et al., (2019), this orientation fosters a work
environment in which productivity is conceptualized not simply as the immediate outcome of task
completion, but as a sustainable achievement rooted in the internalization of strong personal and
organizational values. In this sense, a strong work ethic becomes a driving force for organizational
resilience and adaptability, enabling the institution to maintain high performance standards while
evolving in response to changing demands.

Table 2. Result of Simultaneous Test

ANOVA2
Model Sum of Squares Df Mean Square F Sig.
1 Regression 13.675 2 6.838 58.392 <.001b
Residual 23.185 198 117
Total 36.860 200

a. Dependent Variable: PERFORMANCE (Y)
b. Predictors: (Constant), WORK ETHIC (X2?), CORE VALUES BERAKHLAK (X1)
Source: SPSS Output, 2025

The results presented in the table illustrate the simultaneous influence of Core Values
BerAKHLAK and work ethic on the performance of civil servants in the Banjarmasin City
Government. The analysis confirms that, taken together, these variables significantly affect
employee performance. A strong work ethic emerges as a key determinant of improved
performance, as it encourages discipline, responsibility, and proactive behavior in completing
tasks. In contrast, the implementation of Core Values BerAKHLAK, while conceptually important,
demonstrates a negative effect on performance. This paradox suggests that the integration of
BerAKHLAK values within the organizational culture has not yet been effectively realized. Many
employees perceive these values merely as slogans or formal mottos, rather than as practical
guidelines for professional behavior. As a result, the values are not consistently applied in daily
activities and are often regarded as irrelevant to existing work practices.

According to Ghozi & Shodiq (2025), the limited effectiveness of BerAKHLAK
implementation can be attributed to the lack of comprehensive socialization and internalization
strategies, which prevent employees from fully understanding and embodying these values.
Consequently, the insufficient institutionalization of BerAKHLAK within the workplace hampers
its potential to positively influence performance, underscoring the need for more effective
dissemination, training, and cultural reinforcement to align employees” behavior with the intended
organizational values.

The simultaneous analysis of these factors underscores the interconnected nature of the
elements influencing civil servant performance. The study indicates that the -effective
implementation of Core Values BerAKHLAK, when accompanied by a strong work ethic, has the
potential to significantly enhance the performance of ASN within the Banjarmasin City
Government. However, findings from interviews with the Head of the Organizational Section of
the Banjarmasin City Regional Secretariat revealed that several civil servants still demonstrate low
levels of commitment and responsibility in fulfilling their duties, which in turn negatively affects
the quality of public service delivery. Such shortcomings are often linked to insufficient
motivation, limited training opportunities, and inadequate organizational support systems, all of
which contribute to a weakened work ethic and suboptimal service outcomes. Nevertheless, as
emphasized by Marjuki et al., (2024), the consistent application of BerAKHLAK values can help
foster a healthy, ethical, and productive work environment, thereby improving service delivery
and strengthening organizational performance. Moreover, the internalization of these values not
only enhances individual accountability but also promotes institutional credibility, ultimately
increasing public trust and satisfaction with government services. This highlights the importance
of integrating value-based cultural reinforcement with strategies for capacity building and
motivation to ensure sustainable improvements in public sector performance.
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To enhance the performance of civil servants in the Banjarmasin City Government, several
strategic efforts are required. First, continuous capacity-building initiatives should be implemented
to ensure that the BerAKHLAK core values are not only socialized but also applied in daily
administrative practices through practical training, case studies, and role-modeling. The
internalization of these values must be strengthened by encouraging leaders to act as role models
and mentors, thereby transforming BerAKHLAK from formal knowledge into an embedded
organizational culture. At the same time, fostering a strong work ethic is essential by promoting
discipline, accountability, and professional responsibility through reward mechanisms for high-
performing employees and constructive feedback for those who underperform. Since the
adaptation of new values and work methods may initially disrupt established routines, a gradual
and supportive change management approach is needed to facilitate smooth transitions.
Furthermore, BerAKHLAK values and work ethic indicators should be integrated into
performance appraisal systems so that evaluations reflect both technical outputs and ethical
behavior. Finally, continuous monitoring and feedback mechanisms must be established to track
progress in value internalization and work ethic development, ensuring that adjustments can be
made based on empirical evidence for sustained improvement in performance.

CONCLUSION

The findings of this study reveal that the implementation of the BerAKHLAK core values exerts a
negative and significant influence on the performance of civil servants in the Banjarmasin City
Government. This suggests that greater adherence to BerAKHLAK values is paradoxically
associated with a decline in performance. Such a phenomenon can be attributed to the limited
understanding and internalization of these values, as work achievements among civil servants are
often driven more by compliance with administrative procedures and statutory obligations than by
intrinsic motivation. Consequently, the imposed work culture tends to remain at the level of
knowledge acquisition without meaningful comprehension or practical application, making it
difficult to embed BerAKHLAK as an integral part of both organizational culture and individual
behavior. Furthermore, the process of implementing these values in daily activities demands
significant adjustments in habits, work methods, and cognitive frameworks, which may initially
disrupt established routines and thereby temporarily reduce performance before a full adaptation
occurs.

In contrast, work ethic demonstrates a positive and significant influence on the
performance of civil servants in the Banjarmasin City Government. This finding implies that the
stronger the work ethic exhibited by employees, the higher their level of performance. The
cultivation of sound work ethics motivates civil servants to adopt more constructive attitudes and
behaviors in fulfilling their duties and responsibilities, thereby enhancing overall organizational
effectiveness. Moreover, when examined simultaneously, both the implementation of the
BerAKHLAK core values and the strengthening of work ethic are shown to exert a significant
combined effect on performance. This suggests that the successful integration of BerAKHLAK
values, when accompanied by a strong work ethic, has the potential to substantially improve the
performance of Banjarmasin’s civil servants.

Furthermore, this research contributes to the development of a civil servant performance
evaluation model by highlighting the need to balance values-based and work-based approaches.
The findings demonstrate that while work ethic consistently supports higher performance, the
influence of AKHLAK values depends on how effectively they are internalized within the
bureaucratic context. To prevent AKHLAK from remaining a mere slogan, the study recommends
integrating these values into the ASN performance appraisal system through concrete measures
such as systematic socialization and training, leadership commitment to modeling values-based
behaviors, alignment of performance indicators with AKHLAK principles, and regular monitoring
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to ensure accountability. In this way, civil servant performance can be evaluated more
comprehensively, capturing both technical outcomes and the internalization of values essential for
sustainable public sector effectiveness.

References

Agustina, S., & Sarikusumaningtyas, W. (2024). Analisis Implementasi Core Value Berakhlak terhadap Kinerja
Pegawai Aparatur Sipil Negara di Kantor Pusat Badan Kepegawaian Negara. OPTIMAL Jurnal Ekonomi
Dan Manajemen, 4(3), 229-252. https:/ /doi.org/10.55606/ optimal.v4i3.4096

Almahdaly, S. F., Falya, A. A., Anugrah, V. E. P. A,, & Faradiba, D. S. (2023). Evaluating the Performance of
the Indonesian Civil Servants to Enhance Public Service Quality: A Normative Juridical Study. Bulletin
of Social Studies and Community Development, 2(1), 11-25.

Armstrong, M., & Taylor, S. (2020). Armstrong’s Handbook of Human Resource Management Practice. Kogan Page.
https:/ /doi.org/10.4135/9780857021496

Darmayanti, , Perizade, B., Isnurhadi, , & Yuliani, . (2024). Public Service Motivation as an Intervening
Variable of Self-Efficacy and Competency towards State Civil Apparatus Performance. KnE Social
Sciences, 2024, 799-810. https:/ /doi.org/10.18502/kss.v9i14.16145

Dogbe, C. S. K., Ablornyi, K. K., Pomegbe, W. W. K., & Duah, E. (2024). Inducing employee performance
among state-owned enterprises, through employee ethical behaviour and ethical leadership. Social
Responsibility Journal, 20(7), 1378-1397. https:/ / doi.org/10.1108 /SR]-11-2023-0650

Edeh, F. O,, Islam, M. F., Chukwuoyims, K. E., Okechukwu, I. C., Ssekajugo, D., Oben, N. D., & Benedict, O.
D. (2024). Enhancing Organizational Effectiveness Through Employee Work Attitude: Dissection of
Nigeria’s Hospitality Industry. International Journal of Tourism and Hospitality in Asia Pasific, 7(2), 61-75.
https:/ /doi.org/10.32535/ijthap.v7i2.3235

Fitriyani, D., Sundari, O., & Dongoran, J. (2019). Faktor-Faktor Yang Mempengaruhi Etos Kerja Pegawai
Kecamatan Sidorejo Salatiga. Jurnal Ilmu Sosial Dan Humaniora, 8(1), 24. https:/ /doi.org/10.23887 /jish-
undiksha.v8i1.21351

Ghozi, A. A, & Shodiq, J. (2025). Core Value Berakhlak Aparatur Sipil Negara Sebagai Nilai-Nilai Budaya
Kerja Dalam Pelayanan Publik. Wawasan: Jurnal Kediklatan Balai Diklat Keagamaan Jakarta, 6(1), 1-15.
https://doi.org/10.53800/kvht8708

Hafiz, M., & Frinaldi, A. (2023). The Role of Knowledge Sharing and Innovation in Improving Public Sector
Performance: A Literature Review. Publica: Jurnal Pemikiran Administrasi Negara, 15(1).

Herwanto, T. S., & Hutasoit, T. E. (2023). Tingkat Internalisasi Core Values BerAKHLAK Peserta Latsar CPNS
di Satuan Polisi Pamong Praja Kabupaten Karawang. Contemporary Public Administration Review, 1(1),
24-45. https:/ /doi.org/10.26593 / copar.v1il.7076.24-45

Kawiana, I. G. P. (2020). Manajemen Sumber Daya Manusia “MSDM” Perusahaan (Vol. 17). UNHI Press
Publishing.

Kementerian Pendayagunaan Aparatur Negara dan Reformasi Birokrasi. (2021). Core Values BerAKHLAK
dan Employer Branding ASN. KemenPANRB.

Konadu, K., Opoku Mensah, A., Koomson, S., Abraham, E. M., Nkrumah, E. N. K., Amuzu, J., Agyapong, J. A.
M., Bempong, A. E., & Munkaila, A. (2024). An empirical investigation into how employee integrity
shapes work performance in the public sector. International Journal of Ethics and Systems, May.
https://doi.org/10.1108 /I[JOES-12-2023-0285

Krijgsheld, M., Tummers, L. G., & Scheepers, F. E. (2022). Job performance in healthcare: a systematic review.
BMC Health Services Research, 22(1), 1-17. https:/ /doi.org/10.1186/512913-021-07357-5

Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership style on job satisfaction and
organisational commitment: A cross-national comparison. Journal of Management Development, 23(4),
321-338. https:/ /doi.org/10.1108/02621710410529785

Makhfiroh, V. P., & Rizana, D. (2023). PENGARUH NILAI UTAMA ASN BerAKHLAK, WORKPLACE
FRIENDSHIP, SELF EFFICACY DAN KECERDASAN EMOSIONAL TERHADAP KINERJA. Accounting
and Management Journal, 7(2), 72-81. https:/ /doi.org/10.33086/ am;j.v7i2.3986

Marjuki, Suhanda, & Susetyaningsih. (2024). Modul Pelatihan Core Values BerAKHLAK. Kementerian
Pendidikan, Kebudayaan, Riset dan Teknologi.

Martins, E. C., & Terblanche, F. (2003). Building organisational culture that stimulates creativity and
innovation. European Journal of Innovation Management, 6(1), 64-74.

Atma Divendra Citrowiharyo, Examining the role of berAKHLAK core values and work ethic in shaping civil
servant performance



352 a ISSN 2087-6327 (Print)| 2721-7787 (Online)

https://doi.org/10.1108 /14601060310456337

Motowidlo, S. J., & Kell, H. J. (2012). Job Performance. In Handbook of psychology (pp. 91-131). Wiley.

Nofriadi, Rafki, R., & Oktarina, Y. (2024). The effect of competence, organizational culture and work ethic on
work productivity. Dinasti International Journal of Digital Business Management, 5(2), 367-373.

Pradhan, R. K., & Jena, L. K. (2017). Employee Performance at Workplace: Conceptual Model and Empirical
Validation. Business Perspectives and Research, 5(1), 69-85. https:/ /doi.org/10.1177 /2278533716671630

Saman, M., Suwarno, & Surajiyo. (2022). Dampak Etos Kerja dan Komunikasi terhadap Kinerja Pegawai di
Badan DPengelola Keuangan dan Aset Daerah Kabupaten Musi Rawas. ESCAF, 1.
https://doi.org/10.32767 /jurmek.v28i2.2206

Saputri, I. T., Nastiti, R., & Maladi, M. (2023). Peran etos kerja dan komitmen organisasi dalam meningkatkan
kinerja karyawan. KINERJA: Jurnal Ekonomi Dan Manajemen, 20(2), 243-250.

Schein, E. H. (2017). Organisational Culture and Leadership. Wiley. https:/ /doi.org/10.4324 /9780203006986

Viswesvaran, C., & Ones, D. S. (2000). Perspectives on Models of Job Performance. International Journal of
Selection and Assessment, 8(4), 216-226. https:/ /doi.org/10.1111/1468-2389.00151

Yozi, C.,, & Amalia, L. (2024). Pengaruh Core Values ASN Berakhlak, Motivasi Kerja Terhadap Kinerja
Karyawan Melalui Komitmen Kerja Sebagai Variabel Intervening. EKOMA : Jurnal Ekonomi, Manajemen,
Akuntansi, 3(6), 1742-1755. https:/ /doi.org/10.56799/ekoma.v3i6.5210

Enrichment, Vol.15, No. 3, August 2025: pp 343-352



