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Abstract 

Human resources are the human assets of the organization, which considers employees as long-term 

investment organization. This phenomenon, consider that employees increase the "value" to the organization 

and the investment market, when policies and programs are applied. The policy in question here is the 

placement of strategic human resources, which perform the function of management within the organization. 

Approach of Leader Member Exchange Theory has been widely adopted by corporate organizations, but in 

this article has the objective to deliver a new approach to placing strategic human resources by using the 

approach of Leader-Member Passion. Strategic human resource management connects with human resource 

management a strategic role and aims to improve business performance and develop organizational culture 

and encourage innovation and flexibility. Investment in human assets may be at risk and return for a long 

time to be realized. By using the Leader-Member Passion expected human assets as long-term investment 

organization, can be sustained and realized. 

Keywords: Leader Member Exchange, Leader Member Passion, Strategic Human Resorce, Quality of 

Worklife, Organizational Citizenship Behavior 

 

Development of human resources (HR) for an organization is essentially an investment. Investment 

in human resource development is spending aimed at improving the productive capacity of human beings, 

through the improvement of health, education and training. Logical reasons can be put forward is that a 

healthy workforce, educated, and skilled workforce will be productive, and subsequent increase in 

productivity means increased returns. This is consistent with (Becker 1975) research stating that the 

economic income tends to be positively correlated with education and skill levels. In addition, studies show 

an inverse correlation between education and unemployment. It presents a theoretical description of the type 

of human capital, and the impact of investment in human capital and income returns. 

Human resources is considered as the most strategic resource base of each organization. Nowadays, 

the importance of human resources in advancing the organization's goals, improve the quality of work life 

(QWL) has become one of the main goals of the organization (Birjandi, Birjandi et al. 2013). The quality of 

human input is a great asset to any organization. Keep improving the quality of human input, be maintaining 

the quality of work life perfectly. Improving the quality of working life will help employees with the welfare 

of the entire organization (Pugalendhi et al. 2011). 

Furthermore (Kanten and Sadullah 2012), explained quality of work life is a philosophy, a set of 

principles, which states that people are the most important resource in the organization because they can be 

trusted, responsible and able to make a valuable contribution, and they should be treated with dignity and 

respect. Quality of work life is essentially a multidimensional concept and a way of reasoning about people, 

jobs and organizations. Quality of work life is important for the performance of the organization and are 

important factors that affect employee motivation in the workplace. 

Research conducted by (Shahbazi et al. 2011) aims to clarify the relationship to the performance 

quality of work life. The findings of this study indicate that there is a significant relationship between the 

dimensions of QWL with performance (Taghavi and Ebrahimzadeh 2014), (Birjandi et al. 2013), (Jofreh et 

al. 2012). Among the dimensions of quality of work life, social integration in the organization of work has 

the largest correlation with performance, overall (Shahbazi et al. 2011).  

On the other hand, a study conducted by (Asgari et al. 2012) show results simultaneously, there is a 

positive and significant relationship QWL with teacher performance. Partially, there is no relation of the 

individual components of QWL on teacher performance, except legal compliance within the organization, 

there is a positive and significant relationship to the performance of teachers. In addition, research conducted 

by (Layer et al. 2009) explains that human performance in a manufacturing environment depends on the 

cognitive demands of the operator and the perceived quality of work-life attributes. The second explanation 
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is that this relationship relating to specific tasks and timing of the operator. An implication of this study is 

that the perception of the human operator of the attributes of quality of work life, can be effectively paired 

with the cognitive demands associated with certain manufacturing tasks to optimize human performance 

(operator). 

Thus there is controversy on this research, regarding the influence of the quality of work life of the 

individual performance. Some researchers present that QWL significant positive effect on performance. On 

the other hand there is the finding that QWL can affect, if any cognitive demands, and there is the finding 

that QWL no effect simultaneously on individual performance. This is the problem in this paper, thus 

becoming a research gap that will be described in this paper. The purpose of this paper is: 1) How to develop 

a new theoretical approach to address research gaps regarding the influence of QWL, on individual 

performance. A research model will be developed to explain how the Leader-Member Exchange theory and 

the theory of The Leadership-Profit Chain is adopted to solve these problems, so that the new concept will 

be presented in this paper is the Leader-Member Passion, 2) How Leader-Member Passion become an 

alternative decision in making the organization more passionate the face of increasingly competitive. 

 

THEORY OF LEADER-MEMBER EXCHANGE 

A global phenomenon in the organization is to achieve managerial efficiency and one of the most 

important determinants is the ability to influence subordinates to execute the request and implement 

decisions (Imran and Fatima 2013a). This will happen on the quality of the relationships formed between 

leaders and subordinates (LMX). Leader-member exchange can be understood in terms of social exchange 

theory. On the concept of leader-member exchange theory (Graen and Uhl-Bien 1995) (Robbins and Judge 

2013) argued that because of the pressure of time, leaders establish a special relationship with a small group 

of subordinates. People who are in this special relationship, referred to as "in-group‖, to obtain a 

disproportionate amount of attention from the leader and have a greater likelihood to obtain privileges. 

While the people who are outside the group, referred to as "out group" they just got a little bit of time to 

leaders, fewer benefits controlled by the leader and got a superior-subordinate relationship that is based on 

the interaction of formal authority. 

This theory started the interaction between a leader and a subordinate, which implicitly categorize 

subordinate leaders as the "inside" or "outside" which is relatively stable over time (Lunenburg 2010). How 

do the leaders choose who gets in each category is not clear, but there is evidence that the leaders have a 

tendency to choose the members of "the group" because of their demographic characteristics, attitudes and 

personal characteristics that are similar to the leader and a higher level of competence than on "outside 

groups "and or extroverted personality. Leaders and followers of the same gender tend to have a closer 

relationship (higher LMX) than the different gender (Robbins and Judge 2013). There is a belief and a 

higher interaction by leaders to "group in". LMX theory predicts that the subordinate status "in the group" 

will have higher performance ratings, lower employee turnover and greater satisfaction along with their 

leader. The main principle of the theory of leader-member exchange (LMX) is that the leaders do not treat 

all equally and that subordinate LMX quality can range from low to high (Graen and Uhl-Bien 1995).  

Social exchange theory is commonly used to explain the positive effects of high LMX. Social 

exchange by (Blau 1964) is defined as the reciprocal bonds arise in social interaction in which a person who 

imposed the obligation to reply, but the imbalance resulting from unilateral benefits raises the superior 

status. As a leader, a social exchange initiated by conferring the preferential treatment to certain members 

(Graen and Uhl-Bien 1995), in turn, members feel obliged to work harder to gain the leader as a means of 

reciprocation (Erdogan et al. 2004). Thus, the key principle of LMX theory is that attitudes and behaviors 

related to the work of its members depends on how leaders treat them. 

 

THEORY OF LEADERSHIP-PROFIT CHAIN 

Ken Blanchard Companies conduct research to create a model called The Leadership-Profit Chain. 

This study begins by exploring the relationship between leadership, employee satisfaction, customer 

satisfaction, and organizational performance. Furthermore, this study produced a model that explains that the 

strategic and operational leadership is the key variable to encourage employee passion, and passion of 

employees, in turn, is a key factor in creating customer loyalty (customer devotion) and the vitality of the 

organization (Zigarmi et al. 2009b). One of the main findings of the study are less confident about the 

consensus definition of employee involvement, or what is called Employee Passion. Each study offer 

different explanations, definitions, and view of employee engagement, which obscures rather than explaining 

the concept. Another finding is that many commercial research on employee engagement focuses on the 



extent to which individuals engage or neglected, with the face of the importance of the individual assessment 

process become ―engaged‖ or ―disengaged‖. 

The definition of Employee Passion according to Ken Blanchard research is ―the positive emotional 

state of mind resulting from perceptions of worthwhile work, autonomy, collaboration, growth, fairness, 

recognition, connectedness to colleagues, and connectedness to leader, all of which lead to standards of 

behavior that include discretionary effort, long-term commitment to the organization, peak performance, low 

turnover, and increased tenure with the organization.‖ Subsequent research, explains the difference between 

the concept of Employee Passion and engagement (Zigarmi et al. 2011a). First, Employee Work Passion 

supported by theories and models that explain how the passion is formed. Second, organizational factors, 

and work affects the level of Employee Passion. Engagement is typically associated with either job 

commitment (burnout, well-being, etc.) or organizational commitment (intent to stay, endorsement, etc.) but 

typically not associated with both. This study describes the Passion Work better explained by social 

cognition, theory of assessment, and research that includes both the commitment and organizational 

commitment; therefore, different concepts and wider than engagement. Third, studies tend to measure the 

satisfaction of employee engagement as "engaged," "disengaged," and "active disengaged," but failed to 

measure "actively engaged‖. Measure employee satisfaction itself, does not provide a measure of whether 

the employee intends to do. Employee passion not only affect the affection and cognition but also the 

intention (and the extent to which individuals are actively engaged), gives a clearer sense of how the 

individual intends to act on behalf of the organization. 

 

THE EMERGING OF PHENOMENON PASSION 

There are some interesting events that encourage and inspire the writing of this paper. First, Thomas 

J. Neff and James M. Citrin (Chairman and Director of the executive search firm Spencer Stuart in the USA) 

has published a book entitled ―Lessons From The Top‖ in 1999, with about 500 people asked (CEO of 

various companies, NGOs, and dean / rector of the college) that they nominate 50 names of people who 

think they are the most successful in America. From the results obtained 50 names, of which 20 names are: 

Jack Welch (General Electric), Bill Gates (Microsoft), Andy Grove (Intel), Lou Gerstner (IBM), Michael 

Dell (Dell Computer), Mike Armstrong (AT&T), John Chambers (Cisco System), Frederick Smith (Federal 

Express), Steve Case (America Online), Elizabeth Cole (American Red Cross), Bob Eaton (Daimler 

Chrysler), Michael Eisner (Walt Disney), Ray Gilmartin (Merck),  Hank Greenberg (AIG), Sandy Weill 

(Citigroup), Alex Trotman (Ford Motor Company),  Bill Steere (Pfizer), Howard Schultz (Starbucks), Ralph 

Larsen (Johnson&Johnson), Walter Shipley (Chase Manhattan). 

The next steps, (Neff and Citrin 1999) interviewed 50 people selected one-by-one, to inquire about 

the secret of successful entrepreneurs. The results are summarized in the concluding chapter is about 10 tips, 

which according to the 50 most determine their success, namely: 

1. Passion  

2. Intelligence and clarity of thinking  

3. Great communication skills  

4. High energy level  

5. Egos in check  

6. Inner peace  

7. Capitalizing early life experience  

8. Strong family lifes  

9. Positive attitude  

10. Focus on ―doing the right things right‖ 

The results showed that fifty people, as most agreed that determines their success is not the technical skills, 

but the qualities that are included in the category of soft skills or skills that relate to others (people skills). 

The most interesting thing, ways of being number one turns out is "passion", or the spirit of burning. The 

wise man as a burning desire to translate the spirit manifested in the form: "willing to devote anything that 

belongs to whatever is being done." Because of such definition, do not be surprised if 50 successful people 

had put "passion (ghirah)" as the first capital to achieve success. 

Second, Richard Chang who expressed in an article, that in running a business, the spirit can not be 

taught, but can be deployed (Chang 2001), When employees are passionate about their work, their 

organization evolve. After passion comes and reinforced throughout the organization, passion is contagious. 

Likewise with (Cardon 2008) stating that the transmission of entrepreneurial passion to employees is a new 

area of investigation in the field of entrepreneurship, and uncharted territory makes more questions than 



answers. The ability of a leader to influence the emotional climate of the organization can greatly affect the 

performance and work attitudes (Humphrey 2002). So this is an opportunity and challenge us to find solid 

theories and empirical evidence to help employers and ourselves to understand and improve this process. 

Third, in the case of 50-year journey Kompas Group. Sigit Suryanto as Corporate HR Director 

deliver some value that can be learned, that passion is something that is absolutely necessary for a person to 

work optimally. Passion is a passionate feeling for something to be desired. No one doubts how Mr. Oetama 

and PK Ojong (the deceased) build Kompas Group with passion (kompasgramedia, November 2013). Thus, 

they are passionate to have a strong energy. They will work in total and professionals, so as to produce a 

work that is also good. Kompas Group employees until today still turn the fire of their passion to remain on 

such passion from predecessor generation. To make it happen would require leadership role and human 

resource management policies are adequate. 

 

WHY NEEDED GHIRAH/PASSION? 

The word "ghirah / ghairah" first raised by Prof. Dr H. Abdul Malik Karim Amrullah (HAMKA) in 

1954 who pours his thoughts about the meaning and position ghirah (Hamka 1982). In the book entitled 

"Ghirah dan Tantangan terhadap Islam" describes that ghirah was nervous myself, as a symbol of still life of 

a person. Ghirah is a necessity, a life and soul. A body is useless if no ghirah. 

Research by (Oestreich and Buytendijk 2008) ask why the need passion? Because of the passion 

people make a successful enterprise performance management. In fact, management excellence touches 

everyone from the executive board to the most junior member in each workforce. Everyone has a part to play 

in making the company managed to achieve its objectives. Passion is a characteristic in which people in the 

organization aware that as a large company, apart from the rest is what is described as a "passion" for the 

company. Employees are proud to work there, customers devoted to the brand, and generally admired 

company. 

The idea of passion is focused on the activities in which people invest time and energy and that they 

find important. Other scientists argue that the passion is activated by emotional goals important that control 

and guide the desires, thoughts, plans, and behavior and persist over time, at no cost, external obstacles, and 

moral objections (Frijda 2005). In this definition, passion always involves feeling hot, strong, and filled with 

desire. This desire is the fire in almost all the writings of entrepreneurial passion with words such as 

enthusiasm, passion, and intense longing. 

In the dualistic model of passion by Vallerand and his colleagues, found the passion may be 

harmonious or obsessive  (Vallerand and Houlfort 2003). Harmonious passion associated with the 

internalization of autonomous tendency towards activities on the concept of a person, which generates 

positive emotions. Characterized by obsessive passion controlled internalization of the tendency toward 

activity, and generate negative emotions when they are not engaged. In this paper tends to lead to 

harmonious passion, which have a tendency of positive emotions for the harmonization of individual goals 

are consistent with the objectives of the organization. When people are very enthusiastic about the 

organization and passionate about what they do, the benefits are tremendous. Because they invest 

emotionally, they are also devoted. They go beyond the transactional relationship to a deeper level, the 

organizational commitment (Chang 2001). People who are devoted, who have passion, they will involve 

themselves with the organization and feel that the organization is their life. What has been achieved by the 

organization, it is the result of their struggle. Their life is the life of the organization. Organizations exist 

because the lives of people in the organization. 

 

A MODEL OF LEADER-MEMBER PASSION 

This section will draw up a model which presents a novelty, which theoretically refers to the social 

exchange theory, the theory of leader-member exchange and leadership profit chain theory. LMX is 

positively associated with the energy of employees, which in turn is associated with a high degree of 

involvement in the creative work (Atwater and Carmeli 2009). LMX theory, which was developed as an 

extension of the vertical dyad relationship model, based on the type of differentiation relationships formed 

between the leaders and members of the group. The quality of leader-member relations, in turn, is assumed 

to reflect the extent to which resource-subordinate leaders exchange and support beyond what is expected 

based on a formal employment contract (Liden et al. 2006).  

Based on the results of the literature review has been carried out, that the leader-member has a 

reciprocal relationship. So that mutually affect each other. On the other side of the Ken Blanchard 

Companies gave rise to the term work passion. Furthermore, the phenomenon appears to be related to the 



success of an organization, revealed that passion is tips for business success. Thus in this paper are presented 

the construct "Leader-Member Passion", which in running an organization is assumed that this construct 

could be expected to maintain the organization's sustainable and what is the vision and mission of the 

organization can be realized. 

 

Figure 1. A model of leader-member passion 

 

 

 

 

 

 

 

 

Defining Leader-Member Passion 

Employee Passion according (Zigarmi et al. 2009a) definition is a positive emotional state resulting 

from the thought of perception meaningfulness of work, autonomy, collaboration, growth, justice, 

recognition, connectedness to peers, and connectedness to the leader, which all lead to the standards of 

behavior that involves discretionary, long-term commitment to the organization, peak performance, low 

turnover, and increased ownership of the organization. 

(Vallerand 2012) defines passion as a strong tendency toward self-activity definition that someone 

like (or even love), an important finding, by investing time and energy on a regular basis. Whereas (Chang 

2001) explains that passion is the underlying strength of the strongest emotions as fuel, the perceived 

intensity when doing activities that interest. Passion is not the privilege of the lucky few, but the passion is 

correct and competitive advantage that all organizations can take advantage of. 

LMP is defined as the persistence of individuals who transmitted in the organization, positive 

emotions of individuals, based welfare derived from cognitive and affective appraisal of the various jobs and 

situations organization, which produces consistent, constructive working intentions and behaviors are not 

only contributed the assessment process, but also offers a certain context for sustainable organizational 

goals. The key elements of this definition: 

1. Passion must be transmitted, both of leaders and of members of the organization. As the leader of the 

organization, ideally can provide an example and spread the spirit of the members of the 

organization. But sometimes, as the leader of ordinary people who face a variety of situations, it 

could be experiencing a period of decline spirit. At the time of this situation the role of members of 

the organization is required to burn the spirit of leadership in order to remain persistent in achieving 

organizational.  

2. Passion involves positive and intense feelings that occur from time to time, not in response to a 

trigger episodic or directly in the workplace. More passion leads to long-term. 

3. The feeling of passion is to create a character, such as the role, which means that for an employee's 

identity. Thus, passion is a passion that involves more than just positive emotions. Discussion of 

emotions in organizations, passion also involves a deep identity relationship between the leader and 

organizational climate or a prominent role.  

Measuring Leader-Member Passion 

(Ayers et al. 2012) research entitled "Bridging the Employee Passion Deficit: Why people are 

passionate about their work but not their employers - and what you can do about it" an employee is 

passionate, focused, engaged, and committed to consistently perform the best. He felt very much enjoyed the 
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work he did, knowing that he creates value, and he has a strong emotional connection with the organization 

where he works, feel proud and commitment to the organization. As a result, it delivers exceptional value to 

customers, both external and internal. In understanding "the Passion Deficit", used Employee Passion Survey 

(EPS). Integro develop EPS in 2010 in an effort to take a step deeper than the typical engagement surveys 

and to measure the overall level of passion of employees in their work and also for their organization. 

a) Passion for the job: the extent to which employees are emotionally connected with their work and 

are committed to do our best. 

b) Passion for the organization: the extent to which employees are emotionally connected with the 

goals, values, and vision of the organization and senior leadership. 

EPS questionnaire consisted of three parts. Part 1 is the Employee Passion Index, which consists of five 

indicators: 

a) The need to be respected,  

b) The need to learn and grow, 

c) The need to be an insider, 

d) The need to do meaningful work, 

e) The need to be on a winning team. 

Part 2 focuses on the Values that Build Trust (VBT):  

a) Respect: Being valued for who you are 

b) Recognition: Getting the recognition you deserve 

c) Receptivity: Giving new ideas and methods a fair hearing  

d) Disclosure: Communicating openly one’s own ideas and opinions 

e) Straightforwardness: Being clear about what is expected of you 

f) Honesty: Having high standards of honesty in everything we do 

g) Seeks Excellence: Doing our best in everything we do 

h) Commitment: Following through on our responsibilities 

Part 3, which is the last part is the Employee Passion Report, which identifies the level of each respondent 

passion, both for work and for the organization. The survey asked respondents to choose one of the five best 

descriptions that describe them. Description outlines behaviors, thoughts and feelings of the employees in 

accordance with the following five categories: 

Level 5: Passionate about both the job and the organization 

Level 4: Passionate only about the job 

Level 3: Passionate only about the organization 

Level 2: Not passionate but still conscientious 

Level 1: Disconnected from the job and the organization 

Integro research results show that, first, they brought into question the benefits of "engagement" as a broad 

definition to include employee emotional connection with their work. This finding lends support to the idea 

that it is important to distinguish between the passion for work and passion for the organization as two 

separate and distinct concepts. Second, an important difference to the leaders at all levels, especially for 

those who want to set the highest standards of customer service. It is impossible to develop a customer-

focused culture without ensuring that employees are passionate about the organization they work for, in 

addition to being passionate about the work they do. In order to create a " supporting passionate ". leaders 

must create an environment that is characterized by high levels of interpersonal trust. As a starting point, 

they have to hone in on four main driving distinguish between employees who are passionate about their 

organization and they are not. 

Factors leader-member passion that will be used are referred from (Zigarmi et al. 2011b) is: Job 

Factors (Meaningful Work, Autonomy, Feedback, Workload Balance, Task Variety) and Moderating Factors 

(Connectedness to Leader, Connectedness to Colleagues) 

 

Leader-Member Passion as a Consequence and Antecedent 

This section explains how the LMP is linked to variables, namely QWL, OCB and Individual 

Performance. This paper originated from research gap regarding the relationship QWL and individual 

performance. LMP is predicted to be an intervening variable between QWL and individual performance. 

From the literature review conducted, often discussed OCB variables associated with QWL research, LMX 

and individual performance. Thus in this paper presented a model as illustrated in Figure 1. 

In theory, the quality of work life is simple, involving and allowing workers to make decisions about 

their work, the design of their workplace, and that they need to make a product or provide the most effective 



services. It requires management to treat workers with dignity (Ouppara and Sy 2012). QWL, meaningful 

quality of products, services and the work itself that has become a worldwide aspirations. QWL also an 

umbrella for each type of program "change" which consists of quality circles, organization development, 

statistical quality control, sociotechnical systems design and cultural transformation (Weisbord 1987). QWL 

is a comprehensive and expanded programs that increase member satisfaction, strengthen their learning 

environment, and helps them to manage change. Dissatisfaction members of the QWL is a problem that 

harms all employees, regardless of rank and situation. The goal of many organizations is increasing member 

satisfaction in all levels (Mirkamalia, 2011). QWL is also a series of objective organizational conditions and 

practices that enable employees of an organization to see that they are safe and have a better chance of 

growth and development as an individual/human (Ahmad 2013).  

As discussed in this paper, passion is the life or soul is in every individual, in which individuals carry 

out the duties and authority to achieve the objectives and organization of work. While QWL is everything 

that is visible or invisible, which is related to human and organizational environment. Thus here can be 

likened to that QWL is a body organization and the LMP is the life or soul to the organization. Thus there is 

a reciprocal relationship between QWL and LMP. Can explicitly stated that the LMP can be a consequence 

and antecedent. 

In a literature review (Permarupan et al. 2013) explained that there is a positive relationship between 

QWL with passionate employees. An argument put forward that there is a causal relationship between good 

organizational climate and employee morale and commitment to work in the organization. 

Proposition 1: When QWL in an organization increases, which is characterized by individual 

satisfaction for the work environment, then the individual will increase arousal. Furthermore, this 

individual will transmit a passion for other individuals within the organization. 

Proposition 2: When the LMP in an organization so the better, which is characterized by individuals 

who are passionate, it will be better QWL. 

Starting from the process of social exchange, managers with high LMX encourage mutual 

obligations. This obligation is manifested as a subordinate commitment to their superiors. This commitment, 

in turn, is pushing the extra-role behavior (OCB) and higher performance (Dunegan, Uhl-Bien et al. 2002). 

OCB is very important for productivity, because the organization can not be predicted through the job 

description stated the entire spectrum of subordinate behaviors necessary to achieve the objectives (Deluga, 

1994). OCB is also referred to as extra role behavior. Extra role behavior is defined as prosocial actions that 

are not directly determined by the person's job description and which mainly benefit the organization as 

opposed to the individual (Chatman, 1989). Helpful attitude shown by members of the organization, that are 

constructive, valued by the company but not directly, related to individual productivity (Organ 1997). 

Research by (Imran and Fatima 2013b) show a positive relationship LMX on OCB. Instruments for 

measuring OCB consists of: 

1) altruism (helping alleviate the work), 

2) courtesy (concerned with co-workers, counseling and information), 

3) sportsmanship (tolerance on the situation/no complain), 

4) civic virtue (care about the survival of the organization),  

5) conscientiousness (doing things that benefit the organization). 

Furthermore, supervisors with high LMX subordinates boost confidence, thus, improve work 

performance (Dunegan et al. 2002; Walumbwa et al. 2011). The findings further indicate that the work team 

manager to distinguish between their employees in terms of LMX relationship dyad, can give rise to levels 

higher team performance (Naidoo et al. 2011). Leaders and followers can be successful with Dyad realize 

that their current beliefs, respect, and commitment no strong enough to overcome the pressure of the crunch, 

so trying to improve relations dyad in the team because they can go beyond what they expected to contribute 

(Graen et al. 2006). LMX moderated by the relationship between LMX differentiation and individual 

performance, thus increasing the LMX differentiation is accompanied by an increase in the performance of 

the individual to low LMX members, but there was no change in the performance of an individual for a high 

LMX members (Liden et al. 2006).  

Proposition 3: LMP will be positively related to OCB. 

Proposition 4: LMP will be positively related to the Individual Performance 



QWL relationship with OCB refers to research conducted by (Kashani 2012), in which this study 

showed a positive correlation between QWL on OCB. Whereas (Farooqui, 2012) conduct research in which 

the variables of leadership, workplace relationships, organizational systems, job characteristics, role 

characteristics significantly influence OCB. QWL is the dynamic interaction of people with the environment 

in the organization. The instrument will be used in the measurement of QWL refers construct of Walton 

(Aketch, J. R., et. Al. 2012), the proposed eight conceptual categories to assess QWL, namely: 

1) adequate and fair compensation, 

2) a safe and healthy environment, 

3) development of human capacity, 

4) growth and security 

5) social integration, 

6) constitutionalism, 

7) total life space, and 

8) social relevance. 

Proposition 5: When QWL within an organization becomes, the better, which is characterized by 

individual satisfaction for the work environment, then the extra roles of individuals will increase. 

(Aketch et al. 2012) explained that the concept of quality of work life showed a positive emotional 

reaction and attitude of the individual to their work, and has been conceptualized as a general attitude 

towards work. Job performance is often viewed as the extent to which employees perform their job duties, 

responsibilities and duties adequately. The importance of considering these factors is shown in the strong 

relationship between the welfare of employees in the workplace and performance within the organization. 

Results of regression analyzes were performed by (Shahbazi et al. 2011) suggests that developing human 

capabilities, constitutionalism in the work organization, the total life space, and the dimension of social 

integration in the organization of work has contributed deeper, to predict performance. 

Proposition 6: When QWL in an organization increases, which is characterized by individual 

satisfaction for the work environment, it will increase the Individual Performance. 

 

Job performance is defined as the output of the employees that operate in a certain time period, both 

in quality and quantity. This is a behavior that can be evaluated by means of supporting the goals or 

objectives of the organization. OCB is employee behavior that is participating in the organization rather than 

the normal role. Thr results of research (Sriboonlue and Peemanee 2013) shown OCB has a relationship with 

job performance and efficiency of the organization. According to (Werner 2000) that construct individual 

performance required dimensions such as participation and cooperation. Thus extra role of each individual is 

required to establish individual performance. 

Proposition 7: When the OCB increases, it will increase the Individual Performance 

 

CONCLUSION 

LMP is a construct that can make the organization better life, in which we need to investigate further. 

In particular, we can begin to predict changes both in individual values and behaviors and organizational 

values and norms. Examples in the academic field, it could be an individual has a passion to work, but not in 

the organization. Another individual tasks to remind and transmit passion to the organization. However 

superior organization is an organization that has a passionate human resources. Thus LMP into the limelight 

so that organizations can innovate, flexibility and highly competitive. Consider what happens when a new 

professor, who valued the research than teaching, entered the university department in which members of a 

cohesive and intense value teaching over research. The initial contribution of models and methods presented 

here is that we can identify the initial difference in values. 

Performance was found significantly associated with two things, namely the potential of the assessed 

(assessment model) and developed relationships vertical exchange model. Results of professional and other 

organizations were significantly associated with the working relationship developed (Wakabayashi et al. 

1980). In this paper presents how LMP can contribute to give meaning to make a model, which can be 

implemented by the organization. An organization composed of people who have the skills, abilities, talents 

that create competitive advantage. Various functions of an organization are planned, implemented and 

controlled by human resources. So it is very important for an organization to conduct proper management of 

human resources in order to achieve the objectives efficiently and effectively. Human resource management 



plays a key role in opening up new opportunities for improving both individual and institutional growth. 
Through QWL organizations working in the same direction (Bindu and Yashika 2014). LMP makes the 

organization to survive and thrive as well as competitiveness, making the company excels in terms of human 

resources. When compared, the QWL is a body of organization, while the LMP is the soul of the 

organization. Both of which are complementary to the sustainability and the realization of the vision and 

mission of the organization. 
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