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ABSTRACT 
 This study determined how the democratic leadership style in improving employee performance in 

Islamic Religious and Religious Education, Regional Office of the Ministry of Religion in the Province of South 
Sumatera. This research is qualitative and it is used to meet the objectives of this study. The scope of this 
research is in the field of Islamic Religious and Religious Education, Regional Office of the Ministry of Religion, 
South Sumatera Province. Based on the results of the study that the Democratic Leadership Style in Improving 
Employee Performance has been implemented well; open leadership has been carried out; subordinates are 
providing useful advice in achieving organizational goals; In making decisions, it is more focused on deliberation 
to reach consensus; delegation to subordinates; Leaders often go down to do coaching as well as to observe the 
results that have been achieved by employees. 

 

1. INTRODUCTION 
The research was conducted in the field of Islamic Religious and Religious Education (PAKIS) 

Regional Office of the Ministry of Religion of the Province of South Sumatera. It is a public institution 
and has the role of providing services to the community for employee performance. Based on 
observations by the end of 2018 that the performance of its employees was still low. This was 
evidenced from the Discipline of employee attendance; the quality of work achieved by employees in 
completing work was still low (Kristiawan et al, 2019). For example, based on the researcher’s  
observations, the attendance of employees who came on time was still quite low, employees in 
preparing plans and work programs namely administration programs and budgeting often do errors, 
this certainly disturbed the preparation of technical guidelines for administration program and budget 
management. Attitudes of employee toward work were low. Then many employees were less 
concerned about work and lack of ability to work. This was indicated by the lack of discipline of 
employees during working hours and lack of understanding so that it interfered with the completion of 
organizational goals that had been set. The attendance of employees still has not reached 100% 
because there were still employees who came late to the office for various reasons, so as to reduce 
work time and completion of employee assignments in the field of Islamic Religious and Religious 
Education (PAKIS) Regional Office of the Ministry of Religion in the Province of South Sumatera. 
Problems felt so far where employees in carrying out the preparation of plans and work programs 
scope of program administration and budget often experience errors; Lack of attention to work is 
accompanied by a lack of ability to work, the leadership has not been open in accepting and listening 
to suggestions, opinions, and even criticism from his subordinates and the leadership has not fully 
involved subordinates in decision making. 

Seeing the above problems according to the author it is important to investigate, whether the 
patterns and leadership styles that are applied are not appropriate to the work environment or 
whether employees who still lack motivation to improve their daily performance. Employee 
performance is a result achieved by workers in their work according to criteria that apply to a 
particular job. One factor that can influence performance is leadership style (Andriani et al, 2018). The 
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right leadership style is needed to develop good work environment and improve employee 
performance so that it is expected to produce high work productivity. Employee performance depends 
on the leader whose role is to decide, direct and supervise their employees. Therefore leadership style 
has a big role in improving employee performance, (Mangkunegara, 2013; Irmayani et al, 2018; 
Khasanah et al, 2019; Murtiningsih et al, 2019; Renata et al, 2018; Tobari et al, 2018 ). 

Democratic leadership style is the task of a leader or manager not only to overcome internal 
problems but also the problem of external pressures as an effort to adjust the problem with changes 
that occur outside the organization. The mentioned problems, researchers strongly suspect are caused 
partly by the democratic leadership style that has not been implemented optimally by the Islamic 
Religious and Religious Education Sector (PAKIS) Regional Office of the Ministry of Religion, South 
Sumatra Province. Departing from the above description, the researcher then felt interested in 
conducting further research which was translated into a thesis study with the title: "Democratic 
Leadership Style in Improving the Performance of Employees in the Field of Islamic Religious and 
Religious Education (PAKIS) Regional Office of the Ministry of Religion in the Province of South 
Sumatra". 
 
Leadership Style 

Kristiawan, et al (2017) mentioned that leadership is a quality that must be owned by a leader 
in his activities affecting the behavior of many people, so they want to work together in achieving a 
goal. Leadership is one of the important pillars in Total Quality Management (TQM), because 
organization means nothing without adequate leadership. These principles include that leaders of 
educational institutions should have a strong determination to continuously improve quality, have a 
service attitude by helping people in their institutions. 

Leadership is a person's ability to influence others, in this case his subordinates in such a way 
that other people want to do the will of the leader even though personally it might not be liked, 
(Siagian, 2014). The process of influencing others to understand and agree with what needs to be done 
and how the task is carried out effectively, as well as the process of providing means for individual and 
collective efforts to achieve shared goals is called a Leadership Style. 

A democratic leadership style is a leader who consults with groups on issues that interest them 
and they can contribute something. This type is the opposite of the first type. The leader tries to 
involve the group in making decisions, opinions, appreciates initiative, and ideas from members, 
prioritizes shared interests rather than individuals, delegates authority and responsibilities and 
decisions are usually taken or made by deliberation. According to Wursanto (2011), democratic 
leadership has the following characteristics 1) actively participating in organizational activities; 2) 
openmind; 3) subordinates are given the opportunity to provide suggestions or new ideas to achieve 
the goals of the Organization; 4) in making decisions, it is preferable for deliberations to reach 
consensus, rather than unilateral decisions. If the deliberation to reach consensus is not successful, 
then the method taken in other ways is in accordance with democracy, such as voting; 5) appreciate 
the potential of an individual; 6) taking place steadily, which can be seen from the organizational units 
that run smoothly in accordance with their respective functions, delegation to subordinates, 
subordinates feel happy and peaceful, high morale, whether there is a leader or no leader; 7) leaders 
often go down to do coaching and counseling, which at the same time make observations on the results 
that have been achieved, as well as weaknesses or shortcomings and difficulties achieved by 
subordinates. 

 
Personnel Performance 

Performance comes from the definition of job performance, where the definition of job 
performance itself is as a result of work or work performance in accordance with the rules and 
standards that apply to each organization. Actually the performance has a broader meaning, not only 
regarding the results of work but including how the work process is directly (Wibowo, 2010). 
Employee performance is a job performance or performance. Performance can also be interpreted as 
work performance or work performance or performance results. Therefore, the performance can be 
concluded as a result achieved by a person according to the applicable measure within a certain period 
of time with regard to work and behavior and actions (Mangkunegara, 2012). 
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Performance is the output produced by the functions or indicators of a job or a profession 
within a certain time (Veithzal, 2014). Employee performance is a universal concept of organizational 
operational effectiveness which is part of the organization and part of employees based on established 
standards and criteria (Kristiawan et al, 2016). The meaning of the word performance comes from the 
word job performance or actual job performance (actual achievement achieved by someone), namely 
the quantity and quality of work results achieved by an employee in carrying out their duties in 
accordance with the responsibilities given to him (Wandasari et al, 2019; Apriana et al, 2019). 
 
2. METHODS 

This study used qualitative. Researchers examined informants as subjects in research in their 
daily environment (Idrus, 2009). The use of qualitative methods is expected to obtain more complete, 
in-depth, credible, and meaningful data so that research objectives can be achieved. The location of 
this research is the Regional Office of the Ministry of Religion, South Sumatra Province, precisely in the 
Field of Islamic Religious and Religious Education (PAKIS). The choice of location in this study is due to 
the Islamic Religious and Religious Education (PAKIS) Regional Office of the Ministry of Religion in the 
Province of South Sumatra, having a vision of improving employee performance as part of service 
quality, and researchers already know the location and place. This research will be carried out in July 
to August 2019 by conducting interviews with parties involved in the Field of Islamic Religious 
Education and Religion (PAKIS) Regional Office of the Ministry of Religion, South Sumatra Province. 

Research subjects referred to research subjects, are people, places, or objects that were 
observed in the context of the grounding as a target, (Arikunto, S. 2010). The research subjects in this 
paper are permanent employees of the Islamic Religious and Religious Education (PAKIS) Regional 
Office of the Ministry of Religion, South Sumatra Province. The object of research is the object of 
research, is the subject of research (Arikunto, S. 2010). According to Suharsaputra, (2012) the object of 
research is a set of elements that can be people, organizations or items to be studied. Then it is 
emphasized (Arikunto, S. 2010), the object of research, is the subject matter that will be examined to 
get data more directed. The research objects in this paper include: (1) Democratic Leadership Style in 
the Field of Islamic Religious and Religious Education (PAKIS) Regional Office of the Ministry of 
Religion, South Sumatra Province. 

The concept of democratic leadership style in improving the performance of employees in the 
field of Islamic Religious and Religious Education (PAKIS) Regional Office of the Ministry of Religion of 
the Province of South Sumatra is taken based on Wursanto (2011). Data collection techniques in this 
study using triangulation, namely participant observation, In-Dept Interviews, and documentation. 
Data analysis techniques that researchers use in this study are the techniques developed by Spradley 
as follows. (a) domain analysis; (b) taxonomic analysis; (c) compounding analysis; and (d) analysis of 
Cultural Themes (Emzir, 2014). 
 
3. RESULTS AND DISCUSSION 

A leader is basically a person who has the ability to influence the behavior of others in his work 
by using the authority they have and influencing others to work together in achieving goals. And 
democratic leaders are leaders who have a leadership style in which the leader of an organization or 
group receives opinions or suggestions from each member to determine a joint decision in the 
organization to achieve a goal. 

Democratic leaders consider themselves to be supervisors, controlling controllers of an 
organization and giving is to ensure that every decision taken together has been carried out by their 
subordinates. From the understanding and characteristics of democratic leadership above, in the field 
of Islamic Religious and Religious Education (PAKIS) the Regional Office of the Ministry of Religion of 
the Province of South Sumatra can also implement by acting fairly and correctly when making joint 
decisions, not making their own decisions, providing opportunities to argue and accept whatever the 
person's opinion, uphold equality, communicate well with others is also related to providing 
opportunities for opinion. 

These things can be applied in daily work activities at the leadership of the Islamic Religious 
and Religious Education (PAKIS) Regional Office of the Ministry of Religion, South Sumatra Province. 
For example, when we have a policy or in making a leadership decision in the field of Islamic Religious 
and Religious Education (PAKIS) Regional Office of the Ministry of Religion in the Province of South 
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Sumatra, employees and other members are given the right to express our opinions in accordance 
with the principles of democracy and we are also obliged to respect opinions expressed by others. In 
addition to opinion, leaders in the field of Islamic Religious and Religious Education (PAKIS) Regional 
Office of the Ministry of Religion of South Sumatra Province communicate well with our superiors or 
subordinates in an organization with the right words so that they do not offend others and make 
others easy to understand the intention that we convey. 

Democratic leadership style is the skill of influencing others to want to work together to obtain 
the planned purpose by means of the various activities that will be carried out jointly determined 
between the leadership and employees. This has been applied by leaders in the field of Islamic 
Religious and Religious Education (PAKIS) Regional Office of the Ministry of Religion of the Province of 
South Sumatra in leading. All employees are given the opportunity to participate, ideas are exchanged 
freely, and encouraged to participate in discussions. 

From the results of research on democratic leadership style in improving the performance of 
employees in the field of Islamic Religious and Religious Education (PAKIS) Regional Office of the 
Ministry of Religion, South Sumatra Province. The concept of democratic leadership style in improving 
the performance of employees in the field of Islamic Religious and Religious Education (PAKIS) 
Regional Office of the Ministry of Religion of the Province of South Sumatra is taken based on 
Wursanto (2011) 1) participate actively in organizational activities; 2) openminded; 3) subordinates 
are given the opportunity to provide suggestions or new ideas to achieve organizational goals; 4) in 
making decisions, it is preferable for deliberation to reach consensus, rather than unilateral decisions. 
If the deliberation to reach consensus does not succeed, then the method taken is by other ways that 
are in accordance with democracy, such as voting; 5) respect the potential of each individual; 6) taking 
place steadily, which can be seen from the organizational units that run smoothly in accordance with 
their respective functions, delegation to subordinates, subordinates feel happy and peaceful, high 
morale, whether there is a leader or no leader; 7) leaders often go down to conduct coaching and 
counseling, which at the same time make observations on the results that have been achieved. 

All of the dimensions of democratic leadership have all been applied by the Head of the Islamic 
Religious and Religious Education (PAKIS) Regional Office of the Ministry of Religion in the Province of 
South Sumatra in daily activities at the office. And it turns out that the leadership style of the 
leadership in the field of Islamic Religious and Religious Education (PAKIS) Regional Office of the 
Ministry of Religion of the Province of South Sumatra fits perfectly with the characteristics of the 
employees in the Islamic Religious and Religious Education (PAKIS) Regional Office of the Ministry of 
Religion of the Province of South Sumatra but for the dimension dimension 2 is open and number 4 in 
making decisions prioritizes deliberation to reach consensus, rather than unilateral decisions. If the 
deliberation to reach consensus is not successful, then the methods taken in other ways that are in 
accordance with democracy, for example voting is not all carried out by the leadership in the field of 
Islamic Religious and Religious Education (PAKIS) Regional Office of the Ministry of Religion of South 
Sumatra Province. 

For example, for being open to subordinates, this is indeed good because everything will 
become transparent and nothing is covered by the leadership of the Islamic Religious and Religious 
Education (PAKIS) Regional Office of the Ministry of Religion of the Province of South Sumatra against 
subordinates. But not all the problems that must be known by subordinates are important and 
confidential subordinates do not need to know because it involves the good name of institutions and 
organizations. So in this case the leadership of the Islamic Religious and Religious Education (PAKIS) 
Regional Office of the Ministry of Religion of the Province of South Sumatra does not need all the 
problems we present to inform subordinates. 

Then to make decisions more prioritize deliberation to reach consensus, rather than decisions 
that are unilateral. If the deliberation to reach consensus is not successful, then the method taken is by 
other methods that are in accordance with democracy, such as voting. Decisions made with the 
musyarawah if it concerns the issue of the employee as a whole. Because it is good to do so that later 
after the decision is valid right there will be no more protests from employees who disagree with the 
decision. For decisions that are important and do not involve internally in the field of Islamic Religious 
and Religious Education (PAKIS) the Regional Office of the Ministry of Religion in the Province of 
South Sumatra the leadership does not need to ask for opinions from subordinates because the head of 
the Islamic Religious and Religious Education (PAKIS) Regional Office of the Ministry of Religion South 
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Sumatra Province has the right to make decisions without the consent of other employees. So it can be 
concluded that the democratic leadership style in improving the performance of employees in the field 
of Religious Education and Islamic Religion (PAKIS) Regional Office of the Ministry of Religion of the 
Province of South Sumatra is very suitable and has been implemented by leaders in the field of Islamic 
Religious and Religious Education (PAKIS) Regional Office of the Ministry of Religion of the Province of 
South Sumatra. 
 
4. CONCLUSION 

Based on the results of research and discussions that have been carried out, the following will 
be concluded that the style of democratic leadership in improving the performance of employees in 
the field of Islamic Religious Education and Religion (PAKIS) Regional Office of the Ministry of Religion 
of South Sumatra Province has been carried out well it is seen from 1) active participation in 
organizational activities has been carried out properly; 2) openness has been implemented but not all 
problems have been notified by the leaders of the Islamic Religious and Religious Education (PAKIS) 
Regional Office of the Ministry of Religion of the Province of South Sumatra to subordinates because 
they are confidential and do not involve employee performance; 3) subordinates are given the 
opportunity to provide suggestions or ideas to achieve organizational goals well implemented; 3) in 
making decisions, it is preferable for deliberation to reach consensus, rather than unilateral decisions. 
If the deliberation to reach consensus is not successful, then the method taken is by other methods 
that are in accordance with democracy, such as voting. Has been carried out but not all decisions made 
by the leadership of the Islamic Religious and Religious Education (PAKIS) Regional Office of the 
Ministry of Religion of the Province of South Sumatra have been deliberated, because the leadership 
has the right to make decisions without having to deliberate with other employees in making sudden 
and important decisions; 4) respect the potential of each individual has been implemented well; 5) 
taking place steadily, which can be seen from the organizational units that run smoothly in accordance 
with their respective functions, delegation to subordinates, subordinates feel happy and peaceful, high 
morale, whether there is a leader or no leader has been carried out properly; 6) leaders often go down 
to conduct coaching and counseling, which at the same time make observations on the results that 
have been achieved have been carried out properly. 
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