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Abstract. This Indonesian organizational culture indirectly suppresses employees' desire 

to take the initiative. Indonesia’s high power distance culture will have an impact on 

employees’ proactivity which lead to their job performance. Therefore, the purpose of 

this study is aimed to investigate the relationship between employee participation and job 

performance in a university-based organization. Also to examine the impact of power 

distance on the relationship between the two mentioned outcome variables. The study 

will be focused on University Education Counselor Unit workforce which includes a 

supervisor, an employee, and one former employee. Power distance has also been shown 

to affect job performance. As indicated in the second hypothesis, which states that the 

quality of job performance is inversely proportional to the organization's power distance 

culture. A culture of low power distance exerts less pressure on employees, resulting in 

improved work ethics and increased motivation to perform well on every assignment. 

The third hypothesis then shows that job performance is highly influenced by employee 

proactivity which proves to be true. To perform well,  EC employees must have a 

proactive mindset, which serves as their primary work motivation. These hypotheses 

show that power distance, employee proactivity, and job performance all influence one 

another not only in a corporate setting but also in a university-based organization. 
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1 Introduction 

In this era of intense global competition, productivity and performance are important 

indicators of an organization’s growth and chances of survival. The performance needed for 

one organization to succeed is significantly dependent on the performance of its human 

resources.  Among its human resources, employees are widely regarded as the most essential 

element of an organization’s growth. It can be said that organizational growth is heavily 

reliant on the behaviors of the employees that make up the organizational systems [1]. This 

implies that one of the most essential tasks in management is to identify and assess the factors 

that can influence individual behavior that will translate into their work performance. 
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The initiative behavior of subordinates or employees is now seen as an essential aspect in 

driving global competitiveness and ongoing innovation [2]. Proactive behavior is defined as 

the extent to which one takes personal initiative to influence one's environment [3]. Proactive 

behaviors of employees are self-motivating and self-initiating patterns that are transformed 

into activities that contribute toward organizational growth [1]. Proactive individuals actively 

seek out more knowledge and opportunities [2], and it is commonly seen as a necessity to 

achieve in a competitive space [4]. In addition, proactive behavior that leads to employee 

performance has always been correlated with cultural variables [4]. 

 

[5] states that culture is the collective thinking of human minds that distinguishes one group 

from another. [6] defines organizational culture as the way people behave and interact with 

one another inside an organization. One of Hofstede’s approaches to organizational culture is 

classified as “Power Distance”, which states that there is a certain level of inequality that 

occurs between those with and without authority in one organization [7]. Numerous studies 

have shown that power distance affects employees' performance [8; 9]. One study indicates 

that organizations with a high power distance culture have poor levels of performance because 

their employee lacks the ability to make decisions and are not authorized to participate in 

organizational affairs [10]. Research by [11] states that between employee participation and 

organizational commitment, power distance functions as a moderator. Their research 

demonstrates that employees don’t really participate in high power distance organizations, 

whereas involvement may also seem improper since it conveys the image of an incompetent 

leader. For example, [12] discovered that team members from countries with typically low 

levels of power distance were less likely to proactively engage in team decisions, particularly 

when led by team leaders with high power distance. This behavior led to unhappiness among 

employees.  

 

Considering employee performance and participation –meaning employee proactivity– have a 

significant influence on organizational performance, this indicates that the high power 

distance organization still has its own flaws [13].  

 

With an estimated index of 78, Indonesia is one of the countries with a high power distance 

culture [14]. This index indicates that seniority and hierarchy is a major element in Indonesia’s 

organizational culture. Indonesian employees expect specific instructions from their superiors 

[15]. For example, lower-ranking employees look forward to being informed about their 

responsibilities and deadlines. In Indonesian organizational culture, the majority of decisions 

are decided and finalized at the top of the hierarchy before being transferred down to the 

employee. Moreover, the ideas and commands of higher-ranking employees are not actively 

questioned by lower-ranking employees [14]. 

 

This Indonesian organizational culture indirectly suppresses employees' desire to take the 

initiative. Indonesia’s high power distance culture will have an impact on employees’ 

proactivity which lead to their job performance. Therefore, the purpose of this study is aimed 

to investigate the relationship between employee participation and job performance in a 

university-based organization. Also to examine the impact of power distance on the 

relationship between the two mentioned outcome variables. The study will be focused on 

University Education Counselor Unit workforce which includes a supervisor, an employee, 

and one former employee. 
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2. Literature Review 

 

Power Distance 

Power distance is the degree to which people, groups, or societies accept inequality – such as 

differences in power or status [5]. The power distance between a supervisor and a subordinate 

is an indicator of the interpersonal power or influence that exists between the two parties, with 

the power distance being viewed from the perspective of the less powerful party, which is the 

subordinate [5]. Moreover, both the supervisor and subordinate accept the degree of inequality 

in power distance culture, which is also reinforced by their social environment [5]. 

 

Accepting power inequality forms a view of how individuals with different levels of power 

ought to interact [16]. In a high-power distance culture, individuals have the tendency to act 

submissively in the presence of a higher-ranking employee—specifically, to be afraid or 

hesitant to disagree with the superior [17]. On the other hand, low power distance cultures are 

characterized by tight relationships and interactions between superiors and subordinates inside 

the organizational work environment [18]. This portion of the study will explore the effects of 

power distance, a significant cultural factor, on organizational behavior issues such as 

employee participation. 

 

Employee Participation:  Proactivity 

Employee participation is the practice of encouraging employees to take responsibility relating 

to their work by integrating their input into the decision-making process [19]. Instead of being 

deemed fully voluntary, an employee's participation is an act of self-initiated [20].  

 

Proactive behavior is defined as the extent to which one takes personal initiative to influence 

one's environment [3]. A proactive employee would seek ways to improve work processes and 

invest in their own skill development [21], whereas less proactive employees are influenced 

by their environment in terms of how they react and adapt in the workplace [22].  

 

From the definition above, this study will refer to employee participation as a motivation to be 

involved in a cultural working environment induced by proactive behavior of the employee. 

 

Job Performance 

Job Performance is the value of what an organization can expect from an employee over a 

given task [23], that will helps the organization to achieve organizational goals [7]. Job 

performance can also be defined as result-oriented behavior with an evaluative component 

[24], which is the extent of general performance expecations set by the organization [25]. The 

key to enhancing employee job performance is to consider the many aspects that might 

influence their performance in the organization [25]. In this study, the concept of job 

performance will be referred to employee working behavior which resulted in their work 

performance.  

 

3. Research Methodology 

 

RETRACTED



 

 

 

 

 

This paper, discusses the impact of power distance on employee participation and job 

performance, also the influence of employee participation on job performance. This research 

was conducted on June 26th, 2022, among employees from University Education Counselor 

(EC) Unit in one of the private university based in Indonesia. The study involves three 

individuals related to EC, which are a supervisor, an employee, and one former employee. 

Data from this study was collected through online interviews considering COVID-19 protocol 

and time efficiency. 

 

During the online interview, the key informants will be asked approximately 14 questions 

regarding power distance, their participation, and their job performance in the EC working 

environment. This interview used a semi-structured question to get a broader point of view on 

the answer. The interview guide used in this interview will be shown in the appendix. This 

online one-on-one interview was conducted by Zoom call with an average of 10 minutes in 

length. All interviews were conducted in Indonesian and then translated to English. 

Respondents were not compensated for the interview. 

 

3.1 Hypothesis Development 
 

The research found by [17] said that based on the result of one-way downward 

communication, an employee in high power distance organizations often found themselves to 

be uninvolved, apathetic, and disengaged with their supervisor, consequently managers have 

unlimited power over employees [26]. 

 

This culture contradicts the characteristics of employee participation where employees were 

encouraged to take responsibility relating to their work by integrating their input into the 

decision-making process [19]. In a high power distance culture, employees can’t act 

proactively, because the decision-making authority is centralized at the higher level of the 

hierarchy, and delegation of ideas to a subordinate is avoided [10]. 

 

In contrast, low power distance cultures are characterized by tight relationships and 

interactions between superiors and subordinates within the organizational work environment 

[18]. This culture supports employees to participate in decision-making process therefore, 

proactive behavior will be more encouraged. Based on these findings, the following 

hypothesis is proposed: 

H1: The level of employee participation is inversely proportional to the organization’s 

power distance culture  

 

Organizations with a high power distance culture perform poorly because their workers lack 

decision-making authority and are not permitted to participate in organizational affairs [7]. 

The gap in power between superior and subordinate will cause work strain on the subordinate, 

which ultimately led to poor job performance [26].  

 

On the other side, employees in low power distance cultures have greater work ethics and 

subsequently perform better because they believe their job to be genuinely fulfilling and are 

not constrained by fear of authority [13]. Based on these findings, the following hypothesis is 

proposed: 

H2: The quality of job performance is inversely proportional to the organization’s power 

distance culture  
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A significant relationship existed between proactive personality and employee job 

performance [27]. This statement is further supported by [28], who considers employee 

participation a major element in shaping organizational goals. Another study also found that 

proactive employees take responsibility for their work and make sure it is carried out 

effectively and to the best of their ability [20]. Based on these findings, the following 

hypothesis is proposed: 

H3: Job performance is highly influenced by employee proactivity 

 

The figure below represents the framework of this research paper showing the relationship 

between power distance, employee participation: proactivity, and job performance. Each 

variable represents points from the hypothesis above. 

 
Fig 1. Research Framework. 

 

4. Results and Discussion 

 

The researcher analyzes the relationship between power distance, employee participation, and 

job performance in Education Counselor Organization in one of private university in Jakarta, 

Indonesia. According to the interview-based study, the following findings were discovered: 

 

About The Organization 

EC Organization is a marketing and promotion organization whose employees consist of 

active students from one of the private university in Jakarta. The employees who work for this 

organization are in charge of giving educational advice about lectures at the University that are 

tailored to the needs of students who want to enroll there. The structure of this organization 

consists of RAMS (Regional Account Management), followed by Supervisor, Mentor, and 

Member in a downward order. 

 

The Relationship Between Power Distance and Employee Participation: Proactivity 

Based on the conducted interview of 3 key informants, there is a low power distance culture 

happening in EC. There is some power difference between RAMs and the rest of the members, 

but there is less power distance between the supervisor and the lower-ranking employee. This 
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culture was supported by its employee who consists of students from the university.  One key 

informant noted that, 

 

“The (power) distance between members, mentors, and supervisors is not too far 

because most of them are the same age or only slightly different in age. But for the 

relationships between RAMS or higher-ranking employees with members or mentors, it 

feels a bit distant because of the age gap and also their position”. (Interviewee 3). 

 

The low power distance culture is believed to facilitate the active participation of their 

personnel in the EC Organization. All of the key informants agree that because of the small 

gap between supervisor and subordinate, they are comfortable enough to engage in their job 

and are receiving less pressure from their supervisor. One key informant stated that, 

 

“I am quite comfortable here, given the absence of coercion. Additionally, working 

here is comfortable because questions can be directly asked the supervisor or other 

coworkers. The supervisor also responded to my questions competently and without an 

air of superiority. This friendly response from my supervisor encourages me to take the 

initiative to complete tasks. I was also more diligent at work since I knew my 

supervisor would be eager to assist me if something went wrong, especially when I was 

dealing with a lot of new students” (Interviewee 2). 

 

One interviewee also added that the hierarchical system in EC gives them the motivation to 

work because they are given the chance to contribute and participate in it. This demonstrates 

that power distance influences employee participation in the EC Organization. According to 

hypothesis 1, There is a tight relationship between supervisor and subordinate in a low power 

distance company [18]. The low power distance inside EC Organization encourages greater 

proactive participation from employees.  

 

This data shows that the context of power distance and its influence on employee participation 

in a company can also be applied to university-based organizations. This proves hypothesis 1, 

that employee participation is inversely proportional to the power distance culture of an 

organization.  

 

The Relationship Between Power Distance and Job Performance 

According to the interview, employees feel that the less pressure they receive from their 

supervisor, the more motivated they are to perform their duties. Additionally, the employees 

agree that their job performance is supported by their working environment. One noted that, 

  

“I am more willing to work thanks to the low level of seniority here. There seems to be 

a challenge or a push to do better because my boss gave me the opportunity”. 

(Interviewee 3). 

 

This statement shows that the low power distance level motivated them to perform better. In 

addition, they perform their duties willingly because they enjoy them, not because of pressure 

from superiors. This proves hypothesis 2, that the quality of job performance is inversely 

proportional to the organization’s power distance culture. 
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The Relationship Between Power Job Performance and Employee Participation: 

Proactivity 

According to how EC Organization operates, employee involvement and initiative are 

absolutely necessary to perform well on the job. One interviewee noted that, 

 

“Of course, being initiative is important. Every EC (the employees) needs to be 

proactive because of how the  EC system works; we have to find our own customers or 

future students to share information about the University. Later, when the customer 

decides to enroll in the university, we will be rewarded. So if you don't take the 

initiative to work and rely on your boss, there will be no income”. (Interviewee 1). 

 

In addition, everyone agrees that their job performance is very dependent on their participation 

in the organization. One former employee shared the reason why he resign from the 

organization that will further explain why employee participation is needed to have a good job 

performance, he noted that, 

 

“Yes, I'm no longer working at EC, because I happen to have a lot of outside activities. 

I'm also doing an internship right now, so I'm afraid I won't even be able to keep my 

responsibilities. In terms of work performance, it's probably because I don't have much 

free time, so I can't focus on work (in EC) and can't really contribute there, so I just let 

go (of the work)” 

 

The statements above indicate that the employee resigned because he was unable to participate 

and contribute to the organization. The interviewee is concerned that he will be unable to 

fulfill his obligations to the organization, which would negatively affect his job performance. 

This provides further assertion from hypothesis 3, regarding why employee proactivity has a 

notable effect on job performance [27]. This result also demonstrates that employee initiative 

is seen as an essential component that influences job performance not only in corporate 

organizations but also in university-based organizations. 

 

6. Conclusion 

 

Power distance significantly influences employee proactivity in Education Counselor 

Organization in one of the private university in Jakarta. The first hypothesis states that 

employee participation is inversely proportional to the power distance culture of an 

organization. This means a low power distance cultured organization like Education 

Counselor Unit is more likely to have proactive employees, which has proven to be true. 

Employees in Binus EC, which consists of university students, feel more excited about 

working because there are more chances for them to contribute in a lower power distance 

organization.  

 

Power distance has also been shown to affect job performance. As indicated in the second 

hypothesis, which states that the quality of job performance is inversely proportional to the 

organization's power distance culture. A culture of low power distance exerts less pressure on 

employees, resulting in improved work ethics and increased motivation to perform well on 

every assignment. The third hypothesis then shows that job performance is highly influenced 
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by employee proactivity which proves to be true. To perform well,  EC employees must have 

a proactive mindset, which serves as their primary work motivation. These hypotheses show 

that power distance, employee proactivity, and job performance all influence one another not 

only in a corporate setting but also in a university-based organization. 

 

7. Recommendation 

 

There is some recommendation obtained from this research paper, several suggestions are 

proposed as the following: 

 

For University-Based Organization 

University-based organizations should be more attentive to their organizational culture, 

especially in a high power distance culture where employees might be restricted to certain 

opportunities. Additionally, an organization should be able to provide an environment where 

their employees can improve their skills and the organization itself. Organizations also should 

emphasize the importance of being proactive while working to enhance job performance. 

Therefore, employees and the organization are inseparable. Therefore, employees should also 

try to be more attentive by proactively participating in their organization so that both can 

achieve the goal. 

 

For Further Research 

Further study can be conducted using a larger sample with a wider variety of professional 

backgrounds and positions. This study's proposed model can also be expanded by 

incorporating additional variables that may influence employees and organizations in terms of 

power distance, employee participation, and job performance in university-based 

organizations. Further research may also consider preparing for the research for a longer 

period of time to acquire more precise results. 
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