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Abstract — This study aims to determine the effect of Organizational Culture and Leadership Style on the
performance of employees of PT. Raya Azura Persada. This research is a quantitative research and is a
population study. The subjects of this study were all office employees with a total of 45 people. Collecting data
using a questionnaire that has been tested for validity and reliability, while data analysis is carried out using
multiple linear regression analysis. The results showed that the Organizational Culture variable (X1) had an
effect on employee performance as indicated by the results of the t-test with a significance of 0.02, which was
smaller than 0.05 and t.n Which was greater than ti,e 3,257 > 2,018. There is no influence of the Leadership
Style variable on employee performance as indicated by a significance value greater than 0.05 and t.,,; which
is smaller than tg,e 0.350 <2.018 while the Organizational Culture and Leadership Style variables
simultaneously affect the Employee Performance of PT. Raya Azura Persada.
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I. INTRODUCTION

The success of the company is strongly influenced by the performance of its employees. Performance is work
performance, namely the comparison between actual work results and established work standards (Dessler,
2007). Every company will try to always improve the performance of its employees in order to achieve the goals
set by the company. Various ways can be taken by the company in improving the performance of its employees,
including by realizing employee job satisfaction through organizational culture and leadership styles that are in
accordance with employee expectations.

Organizational culture (corporate culture) is often interpreted as values, symbols that are understood and
obeyed together, which are owned by an organization so that members of the organization feel one family and
create a condition for members of the organization to feel different from other organizations (Waridin and
Masrurukhin, 2012).

Organizational culture is essentially a habit or ritual that is believed and carried out by all members of the
organization. Culture reflects what is done and not what will apply (Uha, 2013). Organizational culture gives
characteristics and identity to a company or organization and distinguishes the organization from other
organizations. Organizational culture is also the foundation for a company.

Culture in an organization is not just a habit or ritual that is often carried out by companies. More than that,
these habits or rituals are certainly carried out for a purpose, namely achieving the company's vision, mission,
and goals. Organizational culture is a vehicle for the founders or leaders of the company in communicating their
expectations to all employees. The role and existence of organizational culture in a company cannot be
underestimated. Implementation of an organizational culture that suitable for the company will have a positive
impact on employees and success for the company. Organizational culture can be very stable over time, but it is
never static either. Organizational culture needs to be adapted to the needs of the organization so that the
company can survive for the survival of the company.

Basically, organizational culture according to Rivai and Mulyadi (2012) is a framework that guides daily
behavior and makes decisions for employees and directs their actions to achieve organizational goals. The
importance of organizational culture certainly cannot be separated from efforts to maximize the work potential
of employees. Where culture in principle can have a positive influence on efforts to improve employee
performance.
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Meanwhile, leadership style can affect employee performance, leadership style itself is a pattern of behavior
that is displayed as a leader when trying to influence the behavior of others. Other leadership styles are defined
as leadership style techniques in influencing their subordinates in carrying out their duties based on the authority
and power to carry out management functions (Suyanto, 2012)

As one of the companies engaged in construction in the form of PT, PT. Raya Azura Persada South Jakarta
has employee assets that need to be maintained and Raya Azura Persada employs 45 people who work in
various fields and have special qualifications including, multi or multiple residential construction, installation of
all-power power plants, implementers for highway construction (except overpasses) railroads, and airport
runways. Efforts so that various work activities can run effectively and efficiently, PT Raya Azura Persada
implements organizational culture within the company including, individual initiatives, participation, sense of
belonging to the company, work comfort. and disseminate the vision and mission. But in the initial observation,
found several problems related to the organizational culture applied in the company. This is evidenced by the
existence of several mistakes made by employees at work which resulted in complaints from consumers, this
factor was caused by the lack of consistency of employees in carrying out their work. nin addition, PT. Raya
Azura persada applies a leadership style that must be accepted and obeyed by employees, such as the ability to
give instructions or orders, the ability to give freedom to work, concern for the leadership and the ability to give
responsibility. But in practice not all leadership styles are adhered to by employees in the company, even
unacceptable so that it affects their performance that is not achieved such as meeting targets and completing
work efficiently, doing work neatly and carefully, utilizing time and completing work effectively and the ability
to build relationships with superiors and fellow coworkers. This is evidenced by the achievement of results that
are not in accordance with the targets set by the company as shown in the table below:

Table 1. Company Target

Performance Achievement/Year
No Years Performance Target/Year
1 2018 14.400 unit 12.600 unit
2 2019 14.400 unit 10.200 unit
3 2020 14.400 unit 9.000 unit

Source: PT. Raya Azura Persada, 2022

From the table above, it can be seen that there is a decrease in the achievement of results every year. This
should be the main concern of the company in improving performance employees, where if this is allowed to
drag on, it is feared that the company will close.

Employee performance can increase if there is a good organizational culture and leadership role, which can
foster and create harmonious communication within a company. But on the contrary, if there is a bad
organizational culture and leadership role, it will be able to cause a decrease in employee performance which
will certainly have an unfavorable impact on the company. It is interesting to examine the influence of
organizational culture and leadership style on the performance of employees of PT. Raya Azura Persada to
explain the causes of not achieving the targets set by the company, which can contribute to the performance of
employees at PT. Raya Azura Persada, South Jakarta.

Il. LITERATURE REVIEW

A. Organizational culture

Culture is a habit that is carried out repeatedly intensively and is also an important thing in shaping the
character and the way a person takes an attitude both within an organization and in society. Chandra (2013)
argues that organizational culture is a set of assumptions or beliefs, values and norms developed within the
organization that are used as behavioral guidelines for its members to overcome problems of external adaptation
and internal integration. Another understanding according to Wibowo (2011) organizational culture is the
beliefs, norms, and values that guide all human resources in an organization in carrying out their duties. This
definition provides an understanding that organizational culture is a pattern of basic assumptions about norms,
values, attitudes, and beliefs held by members within an organization to be able to adapt internally and
externally. Besides, the existence of organizational culture needs to be maintained in an effort to contribute to
the company.

Sutrisno (2011) reveals that the function of work culture is as a social glue in uniting members in
achieving organizational goals in the form of provisions or values that must be said and done by employees and
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can also function as control over the behavior of employees. Meanwhile, Hakim (2011) argues that
organizational culture has the function of creating differences between one organization and another, conveying
a sense of identity to members of the organization, facilitating the continuation of commitments so as to reach
broader boundaries, helping to bind together the organization by providing appropriate standards regarding what
employees should say and do, and shape employee performance enhancers.
Organizational culture indicators According to Robbins and Coulter (2012) consist of:
1. Innovation and risk taking means that an innovative and risk-taking attitude must exist within the
organization.
2. Paying attention to details means that the organization must pay attention to all provisions, analyzes, and pay
more attention to the things around.
3. Results orientation is defined as a focus on results or income rather than the techniques and processes used
to achieve these results.
Individual orientation is defined to take into account the effect of results on employees in the organization.
Team orientation is defined as the ability to work in a team.
Aggressiveness that individuals or people who are in the organization have a competitive nature.
Stability means that organizational activities are emphasized to maintain the status quo to continue to grow
and develop.

No gk

B. Leadership Style
Hasibuan (2018) argues "Leadership style is the way a leader influences the behavior of subordinates, so
they want to work together and work productively to achieve organizational goals". He must be able to foster
and motivate his subordinates to work together and work effectively in achieving company goals. Leadership
style is the ability to influence, motivate and make others able to contribute voluntarily in an effort to achieve
organizational goals, because it shows the leader can carry out his role in moving, directing and coordinating
various other factors within the organization in order to remind the organization's performance.
According to Triana (2017) states that the types of leadership styles are based on personality, as below:
1. Charismatic Leadership Style
This charismatic leadership style is able to attract people who will fascinate them with his uplifting way of
speaking. Usually leaders with this personality style are very happy with changes and challenges.
2. Diplomatic Leadership Style
This diplomatic leadership style is in perspective placement. Many people often see from one side, namely
one side of his advantage. The rest, see from the side of the opponent's advantage. Therefore, a leader who
has a diplomatic leadership style can see what benefits him and also benefits his opponent.
3. Authoritarian Leadership Style
This authoritarian leadership style is in his achievements. So that there is not a single wall that can block this
leader's steps. When he decides on a goal, it is a fixed price, there are no excuses, there are results. And the
steps are calculated and systematic.
4. Moralist Leadership Style
Moralist leadership style in general they are warm and polite to everyone. They have high empathy for
problems in their subordinates, are also patient and generous. All forms of policy are in this leader. People
who come to his warmth despite all his shortcomings. But usually a leader like this is very unstable,
sometimes looks sad and terrible. Sometimes it can be very pleasant and warm.
Ralph White and Ronald Lippit (Veithzal Rivai, 2013) suggest three types of leadership styles, namely:
1. Authoritarian Leadership. This type of leadership has the following characteristics:
a. All policy decisions are made by the leader.
b. Techniques and activity steps are determined by officials one by one so that future steps are always
uncertain.
c. The leader usually dictates the specific job duties and joint work of each member.
d. The leader does not participate in active group participation unless he is giving demonstrations.
2. Democratic Leadership. This type of leadership has the following characteristics:
a. All policies are the subject of group discussion and group decisions that are stimulated and assisted by
the leader.
b. The activity perspective is reached during the discussion. If technical advice is required, the leader
suggests two or more alternative procedures to choose from.
c. Members are free to work with whom they wish and the division of labor is up to the group.
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d. Leaders are objective in their praise and criticism. He tries to be a member of the group mentally, without
doing too much of the work.
3. Laissez — Faire Kepemimpinan Leadership. The characteristics of this type of leadership are as follows:

a. Complete freedom for group or individual decisions with minimum leader participation.

b. He did not take part in the work discussions. Various materials are provided by the leader, who clearly
states that everyone will provide information if there is a request or question. He did not take part in the
group discussions.

c. The leader does not participate at all in task assignment.

d. Spontaneous infrequent commentary on member activity and he makes no attempt at all to judge or
organize an event.

C. Performance

Mangkunegara (2018) understanding of performance (work achievement) is the result of work in quality and
quantity achieved by an employee in carrying out his duties in accordance with the responsibilities given to him.
Meanwhile, according to Wibowo (2016) stated "Performance is the result of work that has a strong strategic
relationship with the organization, customer satisfaction and contributes to the economy". Meanwhile, according
to Ratundo and Sacket (2017) defines "Performance is an activity that includes all actions or behaviors that are
controlled by individuals and contribute to the achievement of company goals”. A similar opinion was also
expressed by Hariandja (2017: 55) who stated "Performance is the result of work produced by employees or
employees or real behavior that is displayed in accordance with their role in the organization. Mathis (2017)
argues "Performance is what employees do or don't do". From some of these opinions it can be concluded that
performance is the process of achieving organizational goals and the results of the human resource efforts
themselves in an organization.

According to Elya (2010) "Performance assessment is useful for improving future performance, providing
feedback on the quality of work to then study the progress of the desired improvements in performance”. Windy
and Gunasti (2016) argue "Employee performance appraisal is a means to improve employees who do not
perform their duties properly and make employees aware of their position and role in creating the achievement
of company goals".

According to Mathis and Jackson (2012) basically the dimensions related to performance are as follows:

1. Quantity.

Indicators of the quantity of results, namely: fulfillment of targets and completion of work efficiently.
2. Quality

Indicators of the quality of the results, namely: doing work neatly and thoroughly, and completing work

according to the standards that have been set.

3. Punctuality
Indicators of timeliness, namely: the use of time and completion of work effectively.
4. Cooperation
Indicators of cooperation, namely: the ability to build relationships with superiors and fellow co-workers.

D. Hypothesis
A hypothesis is a tentative answer to a problem whose truth must be proven. The hypothesis is a guess,
conclusion or temporary answer to the problem that has been formulated in the previous problem formulation.
H1: Organizational culture has a significant effect on employee performance at PT. Raya Azura Persada,
South Jakarta.
H2: Leadership style has a significant effect on employee performance at PT. Raya Azura Persada, South
Jakarta.
H3 : Organizational culture and leadership style simultaneously have a significant effect on employee
performance at Pt. Raya Azura Persada, South Jakarta.

1. METHOD

A. Types of research

Based on the research method, this research is a causal associative research. According to Sugiyono in
Rangkuti (2014) Causal associative research is research that is intended to reveal problems that are causal
relationships between 2 or more variables. In this study there are independent variables (which affect) and
dependent variables (which are influenced). This study only discusses the influence of organizational culture
and leadership style on employee performance. Organizational culture and leadership style as the independent
variable and employee performance as the dependent variable.
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B. Place and time of Research
This research was conducted at the office of PT. Raya Azura Persada, South Jakarta, having its address at
JI. RC. Veteran No. 8, RT. 009 RW. 003, Bintaro Village, Pesanggrahan District, South Jakarta City Regency.

C. Research Sample

Population According to Sanusi (2009) population is the entire collection of elements that show certain
characteristics that can be used to make conclusions. So the set of elements shows the number, while certain
characteristics show the characteristics of the collection. The population in this study were employees of PT.
Raya Azura Persada. Sample According to Sugiyono (2013) the sample is part of the number and characteristics
possessed by the population. According to Sanusi (2009), a good sample is one that can represent the
characteristics of the population indicated by the level of accuracy and precision. The sample in this study were
all employees in the office environment, amounting to 45 people.

D. Data Types and Sources

The type of data in this study is primary data, namely data collected directly by researchers or the first party
(Usman and Akbar, 2006). The primary data used in this study were employee responses obtained through a
questionnaire about organizational culture, leadership style and employee performance. The data collection
method used in this study was a questionnaire or questionnaire. Questionnaires or questionnaires are a way of
collecting data by providing written questions to be answered by respondents, so that researchers obtain field or
empirical data to solve research problems and test established hypotheses (Supardi, 2005).

The distribution of questionnaires was carried out to employees of PT. Raya Azura Persada, by direct contact
which was carried out within one month, namely February 2022. Literature/Documentation Supporting data in
the form of documents were obtained from literature books and national and international journals that have a
relationship with this research.

E. Data Analysis Technique

According to Sugiyono (2018), "In quantitative research, data analysis is an activity of collecting data
from sources obtained". Activities in data analysis are grouping data based on variables and types, tabulating
based on variables, presenting data based on the variables studied, performing calculations to answer the
formulation of the problem, and performing calculations to test the hypotheses that have been proposed.

In this study, the F test was used to determine the significance level of the effect of the independent
variables together on the dependent variable. Hypothesis testing is done by using the F test (Annova). The F test
can be done by looking at the level of significance or comparing the calculated F with the F table. The
significance level uses = 5% (significance 5% or 0.05).

According to Ghozali (2006) t statistical test basically shows how far the influence of one independent
variable individually in explaining the dependent variable. This test is carried out with the following steps, if the
value of Sig > = (0.05), then organizational culture has no effect on performance and leadership style has no
effect on performance. if the value of Sig < = (0.05), then organizational culture affects performance and
leadership style affects performance.

IV. RESULT

A. Validity and Reliability Test

In this test the validity test can be seen that n = 45 and = 5% then rtable (5%, 45-2) = 0.294, each item of
the statement can be said to be valid if rcount is greater than rtable 0.294. The results of the data validity test in
this study can be seen in the following tables:

Table 2. Organizational Culture Validity Test Results

Statement r count r table Info
Org_Culturel 0.523 0.294 Valid
Org_Culture2 0.433 0.294 Valid
Org_Culture3 0.566 0.294 Valid
Org_Culture4 0.459 0.294 Valid
Org_Culture5 0.532 0.294 Valid
Org_Culturé 0.578 0.294 Valid
Org_Culture7 0.697 0.294 Valid
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Statement r count r table Info
Org_Culture8 0.627 0.294 Valid
Org_Culture9 0.566 0.294 Valid
Org_Culture10 0.299 0.294 Valid
Org_Culture1l 0.736 0.294 Valid
Org_Culture12 0.512 0.294 Valid
Org_Culture13 0.503 0.294 Valid

Table 3. Leadership Style Validity Test Results

Statement r count r table Info
Leadership Stylel 0.585 0.294 Valid
Leadership Style2 0.672 0.294 Valid
Leadership Style3 0.863 0.294 Valid
Leadership Style4 0.819 0.294 Valid
Leadership Style5 0.863 0.294 Valid
Leadership Style6 0.703 0.294 Valid
Leadership Style7 0.725 0.294 Valid
Leadership Style8 0.803 0.294 Valid
Leadership Style9 0703 0.294 Valid™
Leadership Style10 0.417 0.294 Valid™

Table 4. Performance Validity Test Results

Statement r count r table Info
Performance_1 0.548 0.294 Valid
Performance_2 0.676 0.294 Valid
Performance_3 0.104 0.294 Valid
Performance_4 0.266 0.294 Valid
Performance_5 0.505 0.294 Valid
Performance_6 0.467 0.294 Valid
Performance_7 0.625 0.294 Valid
Performance_8 0.523 0.294 Valid
Performance_9 0.661 0.294 Valid

Performance_10 0.654 0.294 Valid

Based on the results of data processing, all question items on the variables in this study are valid, because
all have an r value > 0.294. while the results of the reliability test can be seen in the following table:

Table 5. Reliability Statistics

Variable Cronbach's Alpha N of Items
Org_Culturel ,786 13
Leadership Style ,886 10
Performance ,652 10

The standard of reliability testing using Cronbach's alpha value is 0.6, based on the results of calculations, all
reliability test results are above 0.6 so that all are reliable.

B. Classic Assumption Test
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1. Normality Test

The normality test has the aim of knowing whether the residual value resulting from the regression is
normally distributed or not. To find out whether a data is normally distributed or not by looking at the
significance value in the Kolmogrov-Smirnov table. Normal if the significance value is more than 0.05 (sign >
0.05).

Table 6. Normality Test
One-Sample Kolmogorov-Smirnov Test

Unstandardized

Residual
] 45
Normal Parameters*® Mean 0000000

Std. Deviation 2.01114670

Maost Extreme Differences Absolute REY
Positive 057
Negative =13
Test Statistic A3
Asymp. Sig. (2-tailed) 050

a. Test distribution is Normal.
b. Calculated from data.

c. Lilliefors Significance Correction.

Based on the results of the normality test in table 4.1, it can be seen that the significant value in the
Kolmogorov-Sminorv section is 0.05. Based on these results, it can be said that 0.05 = 0.05, which means that
all variables in this study are normally distributed.

2. Multicollinearity Test

The results of the multilinearity test can be seen through the values of Tolerance and Variance Inflation
Factor (VIF). If the tolerance value is > 0.10, it can be concluded that there is no multicollinearity in the
regression model between the independent variables, and vice versa if the tolerance value is < 0.10 it can be
concluded that there is multicollinearity in the regression model between the independent variables.
Furthermore, if the VIF value is > 10, it can be concluded that there is multicollinearity, and if the VIF value is
<10, it can be concluded that there is no multicollinearity.

Table 7. Multicollinearity Test
Coefficients®

Model Collinearity Statistics
VIF
(Constant)
1 Org_Culture 1.323
Leadership Style 1.323

a. Dependent Variable: Performance

From the test results in table V .16 it can be concluded that the Variance value Inflation Factor (VIF) on the two
independent variables is 1.323 < 10 so it can be concluded that there is no multicollinearity between
independent variables.

3. Heteroscedasticity Test
Heteroscedasticity test can be done by looking at the scatter plot graph. If the points spread above and
below the number 0 on the Y axis without forming a certain pattern, then there is no heteroscedasticity.

Scatterplot

Dependent Variable: Kinerja Karyawan
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Based on the picture above, it can be seen that the results of the heteroscedasticity test show that the
points on the scatterplot graph do not have a clear distribution pattern and the points spread above and below the
number O on the Y axis, it can be concluded that there is no heteroscedasticity disorder in the model regression.

C. Multiple Regression Analysis

This test is used to determine the relationship between the independent variables simultaneously on the
dependent variable, and the relationship between the independent variables partially on the dependent variable.
Multiple regression test results using SPSS 25.0 application program. The following are the results of multiple
regression tests.

Table 8. Coefficients®

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 16.114 3.958 4.071 .000}
1 Org_Culture 322 .099 493 3.257 .002
Leadership Style .041 118 .053 .350 728}

a. Dependent Variable: Performance
Based on table 8, the multiple linear regression equation can be formulated as follows.
Y =16.114 + 0.322 (X1) + 0.41 (X2)

Tabel 8 show, it can be seen that the constant value of 16.114 organizational culture (X1) is 0.322 and
leadership style (X2) is 0.41.

D. Hypothesis Testing
Based on table 8 the results of the t-test used in the study can be concluded as follows:

1. The value of tcount on the organizational culture variable is greater than ttable, which is 3.257 > 2.018 and a
significant value of 0.02 < 0.05, it can be concluded that organizational culture partially affects employee
performance.

2. The value of tcount on the leadership style variable is smaller than ttable, which is 0.350 < 2.018 and a
significant value of 0.728 > 0.05, it can be concluded that leadership style partially has no effect on
employee performance.

The F test was used to determine the joint effect of the independent variables of organizational culture

(X1) and leadership style (X2) on the dependent variable of employee performance (Y). The test results are

presented in the following table:

Table 9. ANOVA®

Model Sum of Squares df Mean Square F Sig.
Regression 66.477| 2 33.239 7.844 .001
1 Residual 177.967 42 4.237
Total 244,444 44

a. Dependent Variable: Performance
b. Predictors: (Constant), Org_Culture, Leadership_Style

Based on table 9, the ANOVA table from the F test results can be seen that the Fcount value is 7.844 >
Ftable with a significant number (p value) 0.05. It is known that dfl = k -1=2-1 = 1 and df2 = n-k = 45-2 = 43,
then the Ftables of dfl and df2 are 4.07. Based on the results of the F test calculation, it was obtained that the
Fcount value was 7.844 > 4.07 Ftable with a significant number (p value) 0.01 < 0.005 that the organizational
culture and leadership style variables jointly affected employee performance.

E. Correlation and Determination Coefficient
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The coefficient of determination is carried out to measure how far the model's ability to explain the
variation or influence of the dependent variable (employee performance) through independent variables
(organizational culture and leadership style).

Table 10. Correlation and Determination Coefficient

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 5219 272 237 2.05847

a. Predictors: (Constant), Org_Culture, Leadership_Style.
b. Dependent Variable: Performance.

Based on table 10, that the value of the coefficient of determination R?is 0.272, then KP = R? x 100% =
0.272 x 100% = 27.2%. Based on the results of the calculation of R? it can be concluded that organizational
culture and leadership style variables are able to explain the variation or influence of employee performance
variables by 27.2%, this shows that organizational culture and leadership style variables affect employee
performance, while 72.8% is influenced by variables. other things that have not been included in this research
model, such as work environment, work discipline, motivation and so on.

V. DISCUSSION

1. Organizational Culture and Leadership together affect employee performance.
Based on the results of multiple regression analysis jointly tested that organizational culture and leadership
style jointly affect employee performance with the obtained value of Fcount 7.844 > 4.07 Ftable with a
significant number (p value) 0.01 < 0.005. This means that there is mutual support between organizational
culture and leadership styles to create employee performance at PT. Raya Azura Persada.

2. Organizational Culture affects employee performance.
The partial test shows that organizational culture has a positive effect on employee performance with a
coefficient value of 0.322, tcount 3.257 and a significance value of 0.002, which means the better the
organizational culture, the higher the employee performance and vice versa. A good organizational culture
in this study includes employees who are encouraged to be innovative, management focus on results,
organizational work activities are carried out in work teams, employees have accuracy and thoroughness in
work and others who strongly support the completion of every task given by the company.

3. Leadership style does not affect employee performance.
Leadership style is not the main variable that supports improving employee performance because it is
possible that there are many other more supportive factors such as the work environment, compensation
and others. This can happen as research conducted by Istigomah Qodriani Fajrin (2018) where leadership
style has no effect on employee performance.

VI. CONCLUSION

1. Organizational Culture at PT. Raya Azura Persada affects the performance of employees of PT. Raya
Azura Persada

2. Leadership style at PT. Raya Azura Persada has no effect on the performance of employees of PT. Raya
Azura Persada

3. Organizational Culture and Leadership Style at PT. Raya Azura Persada significantly affect the
performance of employees of PT. Raya Azura Persada.

Based on the conclusion, the following can be suggested:

1. Organizational culture applied in the work environment of PT. Raya Azura Persada can be maintained and
improved

2. Leadership style at PT.Raya Azura Persada should be improved and should be more inclined to get closer
to employees or subordinates so that employees can be more motivated to improve their performance.
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