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Abstract

Currently, many construction companies offer construction services for Pile Foundation
work and Bored Pile or Struss Pile for Buildings, Bridges, BTS Towers, Residential Houses,
Shophouses, Hotels and the like using the Bored Pile or Strauss Pile method. The problem that
exists is because of the influence of employee performance on construction where there are still
some employees who are not satisfied with the leadership. This study aims to determine the
effect of influence on employee performance and to see the influence of Organizational Culture
on employee performance. This study tested three hypotheses with data sources originating
from respondents from PT. Queen of the Great Foundation. Information, primary and secondary
data in this study were only obtained from PT. Queen of the Great Foundation. The population
and sample of this study were all employees of PT. The Great Foundation Queen of various
divisions that opened 90 people. This study uses a quantitative approach method. The data
collection technique used primary data in the form of a questionnaire. The data analysis
technique of this research used the Structural Equation Modeling-Partial Least Square (SEM-
PLS) method. This study shows that 1) Leadership has a positive and significant effect on
Employee Performance, 2) Leadership has a positive and significant influence on
Organizational Culture, 3) Organizational culture has a positive and significant influence on
employee performance.
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1. Introduction

Along with the times, development in Indonesia has spread, concentrated in big cities,
and has penetrated the regions all over the country. Many large buildings such as buildings,
bridges, towers, and other buildings were erected during the construction. To withstand the
heavy building load, of course, a solid foundation is needed. If the soil conditions on the surface
cannot withstand the building, then the building load must be transferred to the hard soil layer
below it. For this reason, deep foundation construction is often used in the form of piles or bored
piles.

Pile foundations are often used on land that is still wide and empty, where the vibrations
generated during piling activities do not interfere with the surrounding environment. can damage
surrounding buildings. In this case, the use of a bored pile foundation is the right foundation
choice in large projects where the means of transportation support, in the manufacture of bored
piles, heavy equipment in the form of cranes are often used. However, for small projects,
especially if the means of transportation are not supportive, cranes often have difficulty because
it requires significant funding to mobilize so that the project costs become uneconomical.

To overcome the problems mentioned above, PT. Ratu Foundation Agung is a
contractor company engaged in Construction Services, especially Pile Foundation work and
Bored Pile or Struss Pile for Buildings, Bridges, BTS Towers, Residential Houses, Shophouses,
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Hotels and the like with the Bored Pile or Strauss Pile method. This company uses Jacking Pile
equipment and mini crane drills, which are compact and easy to mobilize and operate. This
equipment has the following advantages: Easy to operate on rugged terrain such as: Over rivers
and seas: Hilly or mountainous areas. The Swamp area is Compact and practical so that it is
easy and cheap to mobilize. Does not cause vibration. This is very important, especially for
foundation construction in urban areas where the buildings are pretty dense and do not allow
piles.

This study focuses on the performance of existing employees at PT Ratu Pondasi
Agung. Performance is an achievement displayed by an employee in completing his work with a
certain level of motivation and ability according to his role in the company [1]. Performance has
the most crucial role. If performance decreases, it will gradually threaten the company and result
in the company going bankrupt. In this case, employees are always required to produce a better
performance to achieve company goals effectively and efficiently. There are always problems
that arise within the company where sometimes the performance results produced by
employees are not good enough, one of which happened at PT. Ratu Foundation Agung,
wherein the business phenomenon data shows the low performance of employees.

One of the critical elements of success for companies is the ability of managers to
motivate employees to reach their potential and accept change [2]. The success of an
organization will be determined by the ability of the leader to organize the resources they have,
including human resources. Business conditions are changing very dynamically, the role of
leaders is vital for the success of an organization. Leadership is the ability to influence people to
try voluntarily to achieve goals [3]. Leadership is about dealing with change [4]. Leadership
style is a management tool used to improve positive relationships with employees, improve
organizational climate, and improve performance [5]. The leader of an organization has the
authority to determine how the organization will be run and has a role in influencing the culture
within the organization [6].

Furthermore, a strong culture of an organization will help increase the level of
performance [7]. Leadership plays a vital role in creating an atmosphere and culture in an
organization [8]. Kotter & Heskett [6] say that a strong culture can produce effects that
significantly affect individuals and performance. Even in a competitive environment, the
influence can be more significant than other factors, such as organizational structure, financial
analysis, and others. Some of these studies show a link between leadership, culture, and
employee performance. Based on the results of previous studies and the role of organizational
culture in improving employee performance and the phenomena that exist in PT. Ratu
Foundation Agung, it is interesting to study the Influence of Leadership and Organizational
Culture on Employee Performance.

2. Review Library
2.1 Theoretical basis
Leadership
Sutrisno,[9] "Leadership is a process of directing and influencing activities related to group
members' tasks." Fahmi [10], "Leadership is a science that studies comprehensively about how
to direct, influence, and supervise others to do tasks by the planned orders." Fahmi [10],
"Leadership is a science that studies comprehensively about how to direct, influence, and
supervise others to do tasks following the planned orders.”" Meanwhile,Terry in Irham Fahmi
[11], "Leadership is the activity of influencing people to strive willingly for mutual objectives."
(Leadership is an activity that influences people to try to achieve a common goal willingly).
Indicators of Leadership R. Terry in Fahmi [12], there are several indicators in understanding
leadership, namely:
1. Emotional Stability
Emotional stability is an individual's reaction, both emotional and physical, predictable
and not surprising. A leader should not be prejudiced against his subordinates, and he
should not be quick to anger and believe in himself must be big enough.
2. Human Relations
Know human relations. The interaction process carried out by humans is persuasive
communication involving psychology, feelings, and human thoughts.
3. Personal Motivation
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The desire to be a leader must be great, have a high commitment, be responsible, wise,
rely on well on upon, and motivate oneself.

4. Communication Ability
Have communication skills to direct employees to continue progress and develop and
communicate thoughts, ideas, feelings, and desires.

Employee performance

Employee performance is a rating system used in many organizations to evaluate the ability
and efficiency of employees. Chen in Ahmad et all [13], employee performance relates to
employees who complete their tasks and goals up to the standards defined by the organization,
and their work is assessed based on performance against the set performance standards. Every
employee is required to make a positive contribution through good performance, considering
that organizational performance depends on the performance of its employees. Dessler in Bryan

[14], employee performance is work performance, namely the comparison between work results

seen in real terms with work standards that the organization has set. Then defines performance,

namely a result achieved by employees in their work according to specific criteria that apply to a

job [15]. Employee Performance Indicators Bernadine in Bryan [16], employee performance

indicators can be measured:

1. Quality, the degree to which the results of the activities carried out are near perfect, in the
sense of adjusting to some ideal way of performing the activity or meeting the expected
goals of the activity.

2. Quantity, The amount produced in terms of the number of units, the number of activity cycles
completed.

3. Timeliness, The level of an activity completed at the desired initial time, from the point of view
of coordinating with the output results and maximizing the time available for other activities.

4. Effectiveness, the level of use of the organization's human resources, is maximized to
increase profits or reduce losses from each unit in the use of resources.

5. Independence, the degree to which an employee can perform his work function without
asking for guidance from the supervisor or asking the supervisor to intervene to avoid
adverse results.

2.2 Hypothesis Development

Employee leadership and performance

Leadership is a process of influencing a group of people to achieve organizational goals [17].
Another opinion states that leadership is influencing people to get the desired results [18].
Leadership is an effort to influence individual and group efforts to achieve organizational goals
[19]. Various understandings of leadership, in principle, are the ability of a person to influence
and direct a person or group of people so that organizational goals are achieved. The research
results by Syafii et al. [20] states that three variables affect employee performance, namely
leadership style, organizational culture, and work motivation. Basit et al. [21] found that the
democratic leadership style has a significant positive impact on employee performance, while
the autocratic leadership style has a negative effect. It was further explained that when a
democratic approach is applied, employee performance will increase. Widodo [22], in his
research, explains that leadership affects performance because leadership will encourage
subordinates to work better.
H1: Leadership has a positive and significant effect on employee performance.

Leadership and Organizational Culture

Al-Ali et al. [23] stated that change leadership has a positive and significant influence on the
dimensions of organizational culture in the public sector. Furthermore, Sihombing et al. [24]
stated that servant leadership affects rewards and organizational culture. Paschal & Nizam's
research [25] explains that organizational culture significantly impacts employee performance.
This study explains that culture depends on leadership and how leaders build and maintain a
culture.
H2: Leadership has a positive effect on Organizational Culture

Organizational Culture and employee performance
Organizational culture is based on a set of values, assumptions, beliefs, and behaviors and
how they collectively affect change, employees, and performance [26]. Previous researchers
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have researched the relationship between performance culture and the results that
organizational culture significantly affects performance. Research findings indicate that a strong
culture of an organization will help increase performance [27]. Weerasinghe's research [28]
concludes that organizational culture will empower teamwork and increase morale in their work
to achieve good performance results. In line with these findings, Sihombing et al. [24] also
succeeded in testing a significant influence between organizational culture and employee
performance. In the organizational context, Ahmad [29] stated that the dimensions of
organizational culture have a significant positive relationship with performance management
practices. It is further explained that performance management as a fundamental human
resource management practice supports the view that employees and managers benefit from
understanding organizational culture as a contextual factor.

H3: Organizational Culture has a positive and significant effect on employee performance.

2.3 conceptual framework

Organizational
culture

Leadership employee

performance

H1

Figure 1 Conceptual Framework Model

3. Research Method

This type of research is quantitative research. The number of samples used is 90
samples. The analytical tool used is Partial Least Square (PLS), which is SEM based on
variance. The data collection method used is by distributing personal questionnaires or
questionnaires. The measurement uses a scale with a value range of 1 to 10. Number 1
indicates the answer strongly disagrees, while the number 10 indicates the answer strongly
agrees

Strongly
Disagree Strongly
Agree
1
1 2 3 4 5 ) 7 ) 9 10

Source: Ferdinand, [30]
4. Result and Discussion
4.1 Results
Testing Outer Model

In testing, the outer model aims to see the validity and reliability of a model. The analysis of
this test will be seen from the influence of Factor Loading, Average Variance Extracted
(AVE), and Discriminant Validity, as well as composite reliability.

a) Construct Validity Test

Factor loading is the initial stage in testing the validity of a model, the condition for
factor loading is that it must be > 0.6 so that the indicator is said to be valid. If it is not valid,
it must be removed from the model [31]. To find out the outer analysis of this research
model, it can be seen in Figure 2 below:
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Figure 2 Outer model algorithm results

Ghozali [32], an indicator is said to meet convergent validity if it has a loading factor
value of 0.5 to 0.7. In this study, the critical limit of the loading factor used is 0.7. Based
on Figure 2, it can be seen that the loading factor value of all indicators has a value
above 0.7. Thus, these results indicate that the indicator meets good convergent
validity.

b) Construct Reliability Test

Cronbach's Alpha tho_A  Composite Reliability Average Variance Extracted (AVE)

Budaya Organisasi 0.933 0.938 0.952 0.834
Kepemimpinan 0.909 0.915 0.937 0.787
Kinerja Karyawan 0.916 0.928 0.938 0.754

Table 1 (Results of Construct Reliability Testing based on Convergent Validity)

From the table above, the Cronbach's Alpha value of each variable has a value >
0.6, so it can be concluded that the indicator is consistent in measuring the construct.
The AVE value is used to show how much variance the indicator contains in the
construct. As a result, it can be seen that the AVE value of each variable has a value >
0.5. The Composite Reliability value has a value > 0.7, so all variables are declared
reliable.

Inner Model Test
a) Coefficient of Determination

R Square R Square Adjus...
Budaya Organisasi 0.808 0.806

Kinerja Karyawan 0.833 0.829
Table 2 (Coefficient of Determination R2)

Based on the study results, it is known that the R Square of Organizational Culture is
0.833. Employee performance in the structural model is influenced by Leadership and
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Organizational Culture. Therefore, these results indicate that the two variables, namely
Leadership and Organizational Culture, can explain the Employee Performance variable
by 83.3% (0.833 x 100%). Meanwhile, the remaining 16.7% is explained by other
variables not examined. The picture also shows the R Square value of Organizational
Culture of 0.808. Organizational Culture in the structural model is influenced by
Leadership. Thus these results indicate that performance leadership can explain the
organizational culture

b) Hypothesis test

Testing the direct influence hypothesis is carried out to determine the structural
relationship between latent variables on the path coefficient between variables by
comparing the P-value with alpha (0.005) or t-statistics of (> 1.96). The magnitude of the P-
value and also the t-statistics can be seen in table 3.

Original Sample (0) ~ Sample Mean (M) Standard Devia.. T Statistics (|O/STDEV]) P Values
Budaya Organisasi -> Kinerja Karyawan 0,675 0671 0121 5590 0.000
Kepemimpinan -> Budaya Organisasi 089 0,900 0017 53314 0.000
Kepemimpinan -> Kinerja Karyawan 0.256 0.262 0.126 2042 0.042

Table 3 (Hypothesis test results)

4.2 Discussion
Hypothesis Testing 1
H1: Leadership has a positive and significant influence on employee performance
The influence of leadership on employee performance is indicated by the original sample
value of 0.256 with a positive sign, which means that leadership positively affects
employee performance. This result indicates that the better the leadership, the higher the
employee's performance. This means that leadership has a positive and significant effect
on employee performance.

Hypothesis Testing 2

H2: Leadership has a positive and significant influence on Organizational Culture

The influence of Leadership on organizational culture is indicated by the original sample
value of 0.899 with a positive sign, which means that Leadership has a positive effect on
organizational culture. These results indicate that the better the Leadership, the better the
Organizational Culture. Based on table 3, the P-Value value is 0.000 < 0.05 or with a T
statistic of 53,314 > 1.96 then H1 is accepted. This means that Leadership has a positive
and significant effect on Organizational Culture.

Hypothesis Testing 3

H3: Organizational Culture has a positive and significant influence on employee
performance

The influence of organizational culture on employee performance is indicated by the original
sample value of 0.675 with a positive sign, which means that organizational culture has a
positive effect on employee performance. These results indicate that the better the
organizational culture, the higher the employee's performance. Based on table 3, the P-
Value value is 0.000 < 0.05, or with a T statistic of 5.590 > 1.96, then H1 is accepted. This
means that organizational culture has a positive and significant effect on employee
performance.
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5. Conclusion
The hypothesis testing by statistical means on the effect of each independent variable
on the dependent variable produces the following conclusions:

1. Leadership has a positive and significant influence on employee performance. From these
conclusions, based on the T Statistics value of 2,042 > 1.96 and the P-Value of 0.042 < 0.05,
the leadership is getting better, the employee's performance will increase.

2. Leadership has a positive and significant influence on Organizational Culture. From these
conclusions, based on the T Statistics value of 53,314 < 1.96 and the P-Value of 0.000 >
0.05, it means that the better the leadership, the better the organizational culture.

3. Organizational culture has a positive and significant influence on employee performance.
From these conclusions based on the value of T Statistics. of 5.590 > 1.96 or P-value of
0.000 < 0.05. This means that the better the organizational culture, the higher the
employee's performance.

6. Suggestion

Suggestions for management so that they can continue to improve employee
performance by doing good relations with leaders and vice versa Leaders must also have good
relations with their employees so that a company will run well if the creation of good leaders and
implementing a work culture in the Company is implemented. Employee performance will be
good if the Leaders and work culture carried out in the Company are carried out correctly and
structured.
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