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CHAPTER 4
RESULT AND DISCUSSION

4.1. Description of Research Object

This research is quantitative in nature where the resulting data will be in the form of
numbers. The data obtained was analyzed using SPSS & SMART — PLS software. This study
aims to analyze the influence of leadership style and organizational culture on co-worker
performance results with job satisfaction as an intervention factor. Based on these objectives,
data was collected using a questionnaire from 122 respondents who were also employees of
PT. XYZ. Distribution of questionnaires was carried out in a closed manner using a 1-5 Likert
scale. This study uses 2 independent variables consisting of leadership style and organizational
culture, 1 intervention variable, namely job satisfaction, and employee performance as the
dependent variable. The questionnaire created with the variables under study had an average

of 13 question items.

4.1.1. Description of Respondents Based on Gender

Tabel 4.1.
Respondent's Gender
No | Gender | Amount | Procentage
1 Male 91 74,6%
2 Female 31 25,4%
Total 122 100,0%

Source: Processed Primary Data, 2023
Based on table 4.1 above, it can be seen that there were 91 male respondents (74.6%),
while there were 31 female respondents (25.4%). Respondents based on gender shows that
conditions are dominated by men. This is because employees at PT. XYZ is a service company
in heavy equipment maintenance, which requires a high level of energy, technical knowledge

and precision, so the employees are dominated by male.

4.1.2. Description of Respondents Based on Age
Tabel 4.2.
Distribution of Respondents Based on Age of Respondents

No Age Amount | Procentage
1 < 25 years old 34 27,9%
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2 26 - 30 years old 33 27,0%
3 31 - 35 years old 41 33,6%
4 36 - 40 years old 9 7,4%
5 41 - 45 years old 4 3,3%
6 > 46 years old 1 0,8%
Total 122 100,0%

Source: Processed Primary Data, 2023
Based on table 4.2, It appears that the majority of respondents are elderly 31-35 years
were 41 people (33.6%). And followed by the age of the respondents, there were 34 respondents
under the age of 25 years (27.9%). Then there were 33 respondents aged 26-30 years (27%) in
3rd place. The explanation above can provide an indication that the employees who work are
still of productive age. This shows that the age factor really supports a person's potential to

develop further in determining a job.

4.1.3. Description of Respondents Based on Last Education
Each employee has a different level of education. To facilitate differences in the type of

education of respondents, they were classified into 5 groups, as follows:

Tabel 4.3.
Distribution of Respondents Based on Last Education
No Age Amount | Procentage
1 Senior High School 65 53,3%
2 Diploma 18 14,8%
3 Bachelor 36 29,5%
4 Master 2 1,6%
5 Others 1 0,8%
Total 122 100,0%

Source: Processed Primary Data, 2023
Based on table 4.3, it shows that in this research. The number of respondents was
dominated by Senior High School with 65 respondents (53.3%) compared to only 18
respondents (14.8%) with Diploma degrees, 36 respondents (29.5%), Masters (1, 6%), and
Others there was 1 respondent (0.8%) out of 122 respondents. This shows that employees of
PT. XYZ has many employees with Senior High School or equivalent education, because
Senior High School or equivalent graduates have met the qualifications to carry out heavy

equipment maintenance work.
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4.1.4. Description of Respondents Based on Length of Service
Tabel 4.4.

Distribution of Respondents Based on Length of Service

No | Years of Services | Amount | Procentage
1 < 2years 39 32,0%
2 3 - 4 years 12 9,8%
3 5 - 6 years 16 13,1%
4 7 - 8 years 12 9,8%
5 > 9 years 43 35,2%
Total 122 100,0%

Source: Processed Primary Data, 2023

Based on table 4.4 above, it can be seen that there were 39 respondents with a working
period of less than 2 years (32%), respondents with of 3 - 4 years were 12 people (9.8%),
respondents with of 5 - 6 years were 16 people (13.1%), respondents with of 7 - 8 years were
12 people (9.8%), while respondents with a work period of more than 9 years were 43 people
(35.2%). The number of respondents based on work experience shows that the condition is
dominated by employees whose work period is more than 9 years. This is because PT. XYZ is
a company that was founded in September 2010, so many employees have worked at the
company since its inception.

Even though 32% of respondents are fresh graduates, leadership is an important aspect
because measuring the influence of leadership on employee performance at different levels
simultaneously is not a problem, because it provides a more complete picture of how leadership
influences performance at various levels in an organization.

Early studies support that simultaneous measurement at different levels allows
organizations to develop more effective leadership development strategies. This includes
identifying areas where developing leadership skills can have the greatest positive impact on
employee performance.

From the results of initial research, conducting simultaneous measurements at various
levels can also help organizations improve overall performance by understanding how

leadership styles at each level can be maintained or improved to achieve greater consistency.

4.2. Classic Assumption Test
4.2.1. Validity Testing
Validity testing is an attempt to verify that the construct being measured truly reflects the

aspect you want to measure, as well as evaluating the extent to which the data obtained is
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reliable and relevant to the research context. In this validity analysis, several main constructs
such as Leadership Style (LS), Job Satisfaction (JS), Organization Culture (OC), and Employee
Performance (EP) have been tested to ensure that the measurement instruments used are
accurate and reliable in measuring critical dimensions related to the results of employee
performance. The results of this validity test are the basis for ensuring data integrity and
accuracy of interpretation of research results.
Tabel 4.5.
K-M-O Measure of Sampling Adequacy, Bartlett’s Test of Sphericity, and Total

Variance Explained

K-M-O Significance value Total Variance
No Variable Measure of Bartlett's Test of Exolained
Sampling Adequacy Sphericity P
1 | Leadership Style 0,846 0,000 37,681
o | Organization 0,035 0,000 65.799
Culture
3 | Job Satisfaction 0,876 0,000 54,959
4 | Employee 0,889 0,000 50,781
Performance

Source: Processed Primary Data, 2023

From the table above it can be seen that the research dimensions have the required values.
The KMO MSA value is above 0,500 unless the Responsible Dimension is 0,500. Bartlett's test
Sphericity value is below 0,05 and Total Variance Explained is above 50%, except for
Procedural Justice which is 38,619%. This means that these dimensions have good validity, so
it can be said that these dimensions are measuring instruments that are in accordance with the
theory underlying the test design.

The validity of each research indicator was carried out using the Anti Image Matrices test
and measuring the factor loading value. The expected anti-image value is at least 0,500 while
the expected loading factor value for the component matrix is at least 0,700. Then, the

communality score is > 0,50. Research indicators for validity values are presented in the table

below.
Tabel 4.6.
Indicator Validity Measurement Result
Anti-Image Factor
No | Indicator Correlation Matrix L oadin Communalities
(MSA) g
1 LS1 0,829 0,521 0,485
2 LS2 0,893 0,652 0,591
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3 LS3 0,872 0,675 0,493
4 LS4 0,842 0,606 0,626
5 LS5 0,800 0,654 0,633
6 LS6 0,852 0,482 0,564
7 LS7 0,810 0,457 0,502
8 LS8 0,751 0,612 0,543
9 LS9 0,837 0,722 0,892
10 | LS10 0,67 0,581 0,866
11 | LS11 0,906 0,613 0,688
12 | LS12 0,862 0,619 0,623
13 | LS13 0,853 0,626 0,704
14 | LS14 0,861 0,623 0,649
15 | LS15 0,759 0,576 0,523
16 JS1 0,861 0,633 0,501
17 JS2 0,902 0,824 0,767
18 JS3 0,847 0,839 0,817
19 JS4 0,851 0,750 0,857
20 JS5 0,868 0,845 0,784
21 JS6 0,871 0,734 0,696
22 JS7 0,901 0,654 0,602
23 JS8 0,904 0,690 0,543
24 JS9 0,864 0,641 0,692
25 JS10 0,878 0,519 0,444
26 OC1 0,916 0,683 0,466
27 0C2 0,956 0,738 0,544
28 OC3 0,914 0,773 0,598
29 OC4 0,922 0,828 0,686
30 0OC5 0,958 0,907 0,824
31 OCo6 0,935 0,842 0,709
32 OC7 0,968 0,829 0,687
33 OC8 0,965 0,797 0,635
34 0C9 0,945 0,904 0,817
35| OC10 0,946 0,885 0,783
36 | OCl1 0,905 0,756 0,571
37 | OC12 0,882 0,780 0,609
38 EP1 0,926 0,719 0,542
39 EP2 0,821 0,733 0,56
40 EP3 0,891 0,833 0,773
41 EP4 0,939 0,794 0,735
42 EP5 0,917 0,747 0,576
43 EP6 0,928 0,855 0,732
44 EP7 0,942 0,839 0,719
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45 EPS8 0,925 0,849 0,796
46 EP9 0,859 0,836 0,716
47 | EP10 0,864 0,821 0,686
48 | EP11 0,645 0,399 0,993
49 | EP12 0,803 0,510 0,717
50 | EP13 0,834 0,528 0,786

Source: Processed Primary Data, 2023
Based on the results of the validity analysis, there were several indicators whose factor
loading values were below 0,700 (LS10 — LS15, JS7 —JS10, OCI1, and EP11 — EP13) for this
reason the researchers discarded them. Thus, the indicators in the table above are indicators

that are suitable for use because they meet the validity requirements.

4.2.2. Reliability Testing

At the data analysis stage of this research, reliability testing is an important step to
evaluate the extent to which the measurement instruments used are reliable and provide
consistent results. Reliability testing helps ensure that the questions on the instrument can be
considered trustworthy and provide reliable results in measuring the variables studied. With
reliability testing, this research aims to ensure that the data obtained is consistent and valid,
thereby providing a strong basis for further analysis. In this process, we will evaluate the level
of reliability of key constructs, including Leadership Style (LS), Job Satisfaction (JS),
Organizational Culture (OC) and Employee Performance (EP).

Reliability is a measure of an indicator's internal consistency, indicating the degree to
which the indicator reflects a latent construct—a general, unobserved construct. High reliability
instills confidence that each indicator consistently measures the underlying construct.
Typically, the reliability limit value using Cronbach's Alpha that meets requirements is a
minimum of 0,700. The table below presents a measure of the reliability of the dimensions
included in this research.

Tabel 4.7.

Reliability Measures Research Dimension

No Variable Cronbach's Alfa
1 | Leadership Style 0,875

2 | Organizational Culture 0,952

3 | Job Satisfaction 0,896

4 | Employee Performance 0,915

Source: Processed Primary Data, 2023
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Of the four dimensions examined in this study, the Cronbach's Alpha value was more

than 0,700. This shows that the four dimensions of the indicators studied have met the

requirements and are considered a review, so it is necessary to retrieve respondents and/or

review questionnaires.

Tabel 4.8.

Item - Total Statistics

No | Indicator Scale Mean if Scale Variance if Corrected Item- Cronbach's Alpha
Item Deleted Item Deleted Total Correlation if tem Deleted
1 LS1 57,10 46,327 0,521 0,867
2 LS2 57,05 45,204 0,657 0,862
3 LS3 57,24 44,509 0,621 0,862
4 LS4 57,15 44,977 0,604 0,863
5 LS5 57,77 44,307 0,478 0,870
6 LS6 56,94 46,300 0,518 0,867
7 LS7 56,94 46,409 0,478 0,869
8 LS8 57,31 44,695 0,588 0,864
9 LS9 57,53 42,991 0,533 0,868
10 LS10 58,32 45,134 0,311 0,884
11 LS11 56,89 45,662 0,645 0,863
12 LS12 57,04 45,237 0,614 0,863
13 LS13 57,02 45,217 0,645 0,862
14 LS14 57,05 45,486 0,642 0,863
15 LS15 57,61 45,544 0,420 0,872
16 JS1 35,13 24,396 0,560 0,892
17 1S2 35,09 23,645 0,811 0,876
18 JS3 35,66 22,554 0,709 0,882
19 INY! 35,65 23,253 0,569 0,894
20 JS5 35,59 22,549 0,725 0,880
21 1S6 35,27 23,633 0,696 0,882
22 JS7 35,09 25,058 0,636 0,887
23 JS8 35,10 25,154 0,674 0,885
24 JS9 35,01 25,250 0,653 0,887
25 JS10 34,88 25,910 0,508 0,894
26 0oC1 44,11 41,293 0,640 0,951
27 0oc2 44,37 39,930 0,685 0,950
28 0cC3 44,23 40,264 0,734 0,948
29 0c4a 44,26 38,563 0,773 0,947
30 (0]6) 44,13 39,527 0,890 0,944
31 (0]63) 44,15 39,934 0,809 0,946
32 oc7 44,22 39,584 0,788 0,947
33 0C8 44,31 39,369 0,745 0,948
34 0C9 44,14 38,795 0,877 0,944
35 0OC10 44,08 39,549 0,861 0,945
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36 | oci1 44,12 40,171 0,712 0,949
37 | o0c12 44,03 39,966 0,736 0,948
38 EP1 49,03 34,858 0,670 0,908
39 EP2 49,20 33,817 0,660 0,908
40 EP3 49,11 34,184 0,789 0,904
41 EP4 49,14 34,209 0,734 0,906
42 EP5 49,26 34,520 0,693 0,907
43 EP6 49,38 32,737 0,806 0,902
44 EP7 49,20 33,795 0,797 0,903
45 EPS 49,19 33,527 0,803 0,903
46 EP9 49,20 34,121 0,799 0,904
47 | EP10 49,16 34,311 0,784 0,904
48 | EP11 49,97 35,792 0,267 0,934
49 | EP12 49,00 36,152 0,459 0,916
50 | EP13 49,02 35,673 0,472 0,916

Source: Processed Primary Data, 2023
This reliability evaluation increases confidence that the data obtained through this
instrument has a high level of reliability, and the results can serve as a basis for further
analysis. Therefore, the results of this reliability test provide internal validity to the research
instrument, ensuring that the questions asked can be relied upon to achieve the research
objectives. The resulting data can be used with confidence to answer research questions and

produce accurate and consistent findings.

4.2.3.Normality Testing

Partial Least Squares Structural Equation Modeling (PLS-SEM) is often justified by
researchers as a lack of distributional opinion, particularly in the context of social science
studies that rely on non-normal data (Hair, 2012); (Nitzl, 2016); (Assaker, 2016). While this is
recognized as an advantage, scholars also acknowledge that Maximum Likelihood Estimation
with Covariance-Based SEM (CB-SEM) is adhere to violations of normality, although it may
require a larger sample size (Chou, 1991); (Olsson, 2000); (Hoogland, 2001).

In cases of limited dataset size, CB-SEM can produce abnormal results when the data is
abnormal, whereas PLS-SEM demonstrates higher robustness in such situations (Reinartz,
2009); (Sarstedt, 2016). However, it is essential to note that non-normal data can still affect
PLS-SEM results in specific situations, such as when bootstrapping produces skewed
distributions.

Choosing PLS-SEM based solely on data distribution reasons is not always sufficient,

but it is considered advantageous in conjunction with other reasons for using PLS-SEM.
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Skewness and kurtosis are statistical measures used to assess the symmetry and shape of
variable distributions. A general guideline suggests that skewness values greater than +1 or
lower than -1 indicate a skewed distribution, while kurtosis values greater than +1 suggest a
too peaked distribution, and values less than -1 shows that the distribution is too flat.
Distributions exhibiting skewness and/or kurtosis beyond these guidelines are considered non-
normal.
Table 4.9.
Table Chart Normally Test

Normality

=1 w37

Source: Processed Primary Data, 2023

Table 4.10.
Tests Of Normality

Cramer-
Type No Missings | Mean | Median SCZ31|e Scale Obse_rved Observed Star_ldzflrd Exces_s Skew van Result

min max min max deviation | kurtosis | ness Mises P

value

1 LS1 MET 0 4,258 4 3 5 3 5 0,654 0 7'22 -0,328 Normal
2 LS2 MET 0 4,301 4 3 5 3 5 0,652 0 7'11 -0,405 Normal
3 LS3 MET 0 4,118 4 2 5 2 5 0,760 0 2-39 -0,503 Normal
4 LS4 MET 0 4,204 4 2 5 2 5 0,727 0 3:21 -0,681 Normal
5 LS5 MET 0 3,581 4 1 5 1 5 0,965 0 i91 -0,451 Normal
6 LS6 MET 0 4,419 5 2 5 2 5 0,661 0,773 -0,945 Normal
7 LS7 MET 0 4,419 5 2 5 2 5 0,693 0,515 -0,987 Normal
8 LS8 MET 0 4,043 4 2 5 2 5 0,775 0 5;27 -0,216 Normal
9 LS9 MET 0 3,828 4 1 5 1 5 1,043 | 0,619 -0,974 Normal
10 LS10 MET 0 3,032 3 1 5 1 5 1,168 0 8-51 -0,146 Normal
11 LS11 MET 0 4,462 5 3 5 3 5 0,615 0‘;51 -0,702 Normal
12 LS12 MET 0 4,312 4 2 5 2 5 0,687 0,183 -0,704 Normal
13 LS13 MET 0 4,333 4 3 5 3 5 0,661 0 7'12 -0,496 Normal
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14 LS14 MET 0 4,301 4 3 5 3 5 0,636 0 (;65 -0,361 Normal
15 LS15 MET 0 3,742 4 1 5 1 5 0,891 0,675 -0,669 Normal
16 JS1 MET 0 4,032 4 1 5 1 5 0,796 0,694 -0,579 Normal
17 JS2 MET 0 4,075 4 3 5 3 5 0,676 0 7'95 -0,093 Normal
18 JS3 MET 0 3,505 4 1 5 1 5 0,900 0,094 -0,287 Normal
19 JS4 MET 0 3,516 4 1 5 1 5 0,957 0,083 -0,533 Normal
20 JS5 MET 0 3,570 4 1 5 1 5 0,885 0,322 -0,452 Normal
21 JS6 MET 0 3,892 4 2 5 2 5 0,768 0,241 -0,534 Normal
22 JS7 MET 0 4,075 4 3 5 3 5 0,626 0‘;32 -0,057 Normal
23 JS8 MET 0 4,065 4 3 5 3 5 0,583 0 630 -0,008 Normal
24 JS9 MET 0 4,151 4 3 5 3 5 0,586 0 1'99 -0,039 Normal
25 JS10 MET 0 4,280 4 3 5 3 5 0,611 0 5-83 -0,247 Normal
26 0oC1 MET 0 4,086 4 2 5 2 5 0,650 0,272 -0,326 Normal
27 0cC2 MET 0 3,828 4 2 5 2 5 0,757 0 3:88 -0,152 Normal
28 (o]0x} MET 0 3,968 4 2 5 2 5 0,679 0 2'14 -0,169 Normal
29 0C4 MET 0 3,935 4 1 5 1 5 0,814 0,746 -0,609 Normal
30 0C5 MET 0 4,065 4 3 5 3 5 0,676 0 5;05 -0,055 Normal
31 0C6 MET 0 4,043 4 2 5 2 5 0,654 0,168 -0,279 Normal
32 0C7 MET 0 3,978 4 2 5 2 5 0,703 0,104 -0,347 Normal
33 0ocCs MET 0 3,882 4 2 5 2 5 0,760 0 601 -0,393 Normal
34 0C9 MET 0 4,054 4 2 5 2 5 0,709 01;01 -0,262 Normal
35 0C10 MET 0 4,118 4 3 5 3 5 0,653 0 é59 -0,127 Normal
36 0OC11 MET 0 4,075 4 3 5 3 5 0,707 0 £;87 -0,109 Normal
37 0C12 MET 0 4,161 4 2 5 2 5 0,708 0 2_65 -0,429 Normal
38 EP1 MET 0 4,290 4 3 5 3 5 0,615 0 6-06 -0,277 Normal
39 EP2 MET 0 4,118 4 1 5 1 5 0,746 2,425 -0,989 Not
Normal
40 EP3 MET 0 4,215 4 3 5 3 5 0,602 01;42 -0,134 Normal
41 EP4 MET 0 4,183 4 2 5 2 5 0,638 0,515 -0,435 Normal
42 EP5 MET 0 4,065 4 2 5 2 5 0,636 0,436 -0,310 Normal
43 EP6 MET 0 3,946 4 2 5 2 5 0,739 0,064 -0,402 Normal
44 EP7 MET 0 4,118 4 3 5 3 5 0,637 0,543 -0,107 Normal
45 EP8 MET 0 4,129 4 3 5 3 5 0,660 0 7'04 -0,147 Normal
46 EP9 MET 0 4,118 4 3 5 3 5 0,602 0 2'75 -0,056 Normal
47 EP10 MET 0 4,161 4 3 5 3 5 0,592 0 2'70 -0,061 Normal
48 EP11 MET 0 3,355 3 1 5 1 5 1,023 0 1'49 -0,334 Normal
49 EP12 MET 0 4,323 4 2 5 2 5 0,642 0,643 -0,670 Normal
50 EP13 MET 0 4,301 4 2 5 2 5 0,700 0,048 -0,691 Normal

be said to be abnormal with a skewness value of 2.425.

Source: Processed Primary Data, 2023

The normality test shows all normal indicators, unless the EP2 indicator has data that can
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4.2.4. Multicollinearity Testing

Multicollinearity test is carried out to evaluate the possibility of multicollinearity
problems between the Leadership Style (LS) and Employee Performance (EP) variables on the
Job Satisfaction (JS) regression model and organizational culture (OC). Results of the analysis
will provide an overview of significance level of the relationship between the two predictor
variables, as well as their implications for the regression results. The following details the
results of the multicollinearity test with special attention to the value of variance inflation factor

(VIF) and tolerance in the LS and EP variables.

Figure 4.1.
SEM Analysis Diagram

Source: Processed Primary Data, 2023

The results of outer loading in Structural Equation Modeling (SEM) illustrate the strength
and significance of the relationship between each indicator (LS, JS, OC, EP) with the construct
being measured. In the context of Leadership Style (LS), indicators such as LS21, LS2, LS4,
and LS5 have high external loadings (0.917 to 0.963), indicating that these indicators highly
reflect the LS construct. In addition, the Organization Culture (OC) and Employee Performance
(EP) indicators also show high external loadings (0.885 to 0.951 and 0.897 to 0.913,
respectively), which confirms the validity and statistical significance of the relationship.
Meanwhile, Job Satisfaction is proven to have an indicator with a strong outer loading (0.928
to 0.954 and 0.742 to 0.936 respectively).

The high t-values (ranging from 22.229 to 73.759) and very low p-values (0.000) for all

indicators indicate that the relationship between the indicators and their constructs is
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statistically significant. Therefore, it can be concluded that the results of this outer loading
provide support for the validity and suitability of the SEM model in measuring the construct
being measured.

Figure 4.2.

Collinearity Statistics Matrix

Collinearity statiatics (VIF) - Innear model - Matrix

2170 1960 |
|

2.690 1.960

Source: Processed Primary Data, 2023

Before testing structural model hypothesis, it is necessary to see whether it exists or not
multicollinearity between variables, namely the inner VIF statistical measure. Estimation
results shows an inner VIF value < 5, then the level of multicollinearity between variables is
low. This result strengthens the results of parameter estimation in SEM PLS which is robust
(not biased).

Determining structural model coefficients, which indicate relationships between
constructs, involves estimating a series of regression equations. Before evaluating these
structural relationships, it is important to investigate collinearity to avoid potential bias in the
regression results. This procedure, similar to the assessment of formative measurement models,
requires the use of latent variable scores from predictor constructs in partial regression to
calculate Variance Inflation Factor (VIF) values. This VIF value serves as a metric for
measuring collinearity between predictor constructs, with values above 5 indicating potential
problems, although concerns may arise at VIF values between 3-5. A clear and low VIF value
is expected to ensure the absence of collinearity problems in the structural model.

The evaluation of the structural model involves analyzing the estimated relationships
between constructs, considering the potential impact of collinearity on the results. This phase
is crucial in understanding the overall structural framework and drawing meaningful

conclusions from the analysis.

4.2.5. Linearity Testing
In the context of the structural model, (Sarstedt, 2019) recommends researchers need to

consider nonlinear effects, endogeneity, and unobserved heterogeneity in their studies. To
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examine nonlinear relationships, they can employ the regression equation specification error
test on latent variable scores within partial regressions of the path model. If there are significant
test statistics in any of the partial regressions, it suggests the likelihood of a nonlinear impact.

Furthermore, researchers can incorporate interaction terms into the model to capture
nonlinear effects and evaluate their statistical significance through the application of
bootstrapping techniques (Svensson, 2018). This approach allows researchers to explore and
validate potential nonlinear relationships within the structural model.

Figure 4.3.
Path Coefficients 1
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Source: Processed Primary Data, 2023
If Quadratic Effect (QE) < 0,05, then, the equation model free from linearity. Thus, this

research model was a good fit.

Figure 4.4.
Path Coefficients 2
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Source: Processed Primary Data, 2023
If Quadratic Effect (QE) < 0,05, then, the equation model free from linearity. Thus, this
research model was a good fit, But QE (OC) - JS has linearity issues.

4.2.6. Heterogeneity Test
In the context of PLS-SEM, no observed heterogeneity pertains to the existence of
subgroups within the data that demonstrate significantly different model estimates. This can

lead to misleading results when estimating the model based on the entire dataset, as positive
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and negative effects in different subgroups may cancel each other out. Latent class techniques,
with a tradition dating back to (Sarstedt, 2008), are employed to identify and address
unobserved heterogeneity.

Introduced by (Hahn, 2002), has been crucial in detecting and managing unobserved
heterogeneity. Researchers can use FIMIX-PLS to determine whether heterogeneity is an issue
and to guide decisions on more segments to retain from the data. Model selection criteria, such
as modified Akaike's information criterion with factor 3 (AIC3) and consistent AIC (CAIC),
are recommended for this purpose (Sarstedt, 2017); (Bozdogan, 1994). Considerations for
determining the number of segments also include assessing the segments' fuzziness through the
entropy statistic (EN) and ensuring that segment sizes meet minimum sample size requirements
(Ramaswamy, 1993); (Hadaya, 2018).

Figure 4.5.
Segment Sizes

© o : “oom (112%)
segment sizes

Segment1 Segment2 Segment3
% 0559 | 0254 ] 0187

Source: Processed Primary Data, 2023

Next, On the Segment Size. The PLS model is divided into 3 segments where the First
Segment measures (0.559 x 93 = 51,987 or 52 respondents), Second Segment (0,254 x 93 =
23,622 or 24 and the Third Segment (0.187 x 93 = 17,391 or 17 respondents). For more details,
click segment assignment and select discrete segment assignment to detail grouping
respondents.

Figure 4.6.
Path Coefficients 3

Path coaofficionts f_ir'»rT}ir\.:ql path coafficients

Source: Processed Primary Data, 2023
Path Coeftficients LS — EP and OC - EP on 3 Segments near with 0,5. Even, the mediating
effect JS toward LS-JS-EP below 0,5 and OC — JS - EP was above 0,5. Thus, it shows our

respondents was divided into 3 segments.
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4.3. Hypothesis Analysis Results
Tabel 4.10.
Conclusion Result
. p Value T-value .
Hypothesis Path (a>0.05) (a>=1.96) Result Conclusion
H1 (+) LS o EP 0.001 3.423 Supported (+) H1 Accepted
H2 (+) JSo EP 0,392 0,857 Not Supported (+) H2 Rejected
H3 (+) OC o EP 0.001 3,257 Supported (+) H3 Accepted
H4 (+) LSolJS 0.017 2,39 Supported (+) H4 Accepted
H5 (+) OColJS 0.000 4,167 Supported (+) H5 Accepted

Source: Processed Primary Data, 2023
4.3.1. Leadership Style Influences Employee Performance

The table 4.3. shows that hypothesis H1 states that Leadership Style influences Employee
Performance. The results of the research show that it is supported, p value 0.001 and T value
3.423. This means that it shows that there is a positive influence between Leadership Style on
Employee Performance.

Prior studies indicate the impact of leadership style on employees, as different leadership
styles contribute to fostering respect, admiration, loyalty, and increased motivation among
employees, encouraging them to go above and beyond their regular duties (Flower, 2019).
Therefore, these results provide an additional contribution to the understanding that
implementing an effective leadership style can be an important basis for improving good and
sustainable employee performance. The practical implication of these findings is that
organizations need to pay special attention to the development and implementation of a
leadership style that supports increasing employee satisfaction to increase company

effectiveness.

4.3.2. Job Satisfaction Influences Employee Performance

Furthermore, hypothesis H2 states that Job Satisfaction has no effect on Employee
Satisfaction so the results are not supported. The results of the research show a p value of 0.392
and a T value of 0.857. This means that it shows that Job Satisfaction does not have a significant
contribution in shaping and supporting Employee Satisfaction results.

This finding is in line with the findings of several previous studies which emphasized
that job satisfaction cannot explain employee performance (Edison Musa Kayoi, 2021).
Whether employees are satisfied or not, it will not affect their performance. Overall, this in-

depth analysis deepens the understanding of the relationship between Job Satisfaction and
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Employee Performance, which contributes insignificantly and this provides a basis for decision
making for further assessment at the organizational level.

In some cases, even though employee satisfaction is important for maintaining a good
work culture, increasing retention, and motivating, there are other external or internal factors
that can influence employee performance independently, including at PT. XYZ.

Some of these factors include:

a. Task Challenges: Even though employees are satisfied, they may face difficult or

complex tasks that impact their performance.

b. Personal satisfaction is not enough to maintain high levels of motivation. Employees

who are dissatisfied with their career progress may underperform even though they

are satisfied with the work environment.

4.3.3. Organizational Culture Influences Employee Performance

Hypothesis H3 states that Organizational Culture influences Employee Performance and
receives strong support, with results showing that the p value is 0.001 and the T value is 3.257.
These results reflect that Organizational Culture and Employee Performance are supported
because they have a very important role in influencing the results.

Previous research shows that there are practical implications from the findings that
leadership style, organizational culture and work motivation have a positive effect on employee
performance (Bella Febri Fitrianis, 2019). Therefore, these results provide an additional
contribution to the understanding that implementing an appropriate organizational culture can
be an important basis for improving good and sustainable employee performance. The practical
implication of these findings is that organizations need to pay special attention to the
development and implementation of an organizational culture that supports increased employee

performance.

4.3.4. Leadership Style Influences Job Satisfaction

Then hypothesis H4 states that Leadership Style influences Job Satisfaction, the results
show that it is supported, p value 0.017 and T value 2.390. This means that it shows the
positive influence between Leadership Style and Job Satisfaction.

Previous research shows the practical implications of the finding that elementary school
teachers at the Surakarta Christian Education Association Foundation generally have a high

level of job satisfaction, a high level of perception of leadership style, and a high level of work
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life balance (Tiara Adjeng Endrastyana, 2015). Therefore, these results provide an additional
contribution to the understanding that the application of a good leadership style can be an

important foundation in increasing high and sustainable job satisfaction.

4.3.5. Organizational Culture Influences Job Satisfaction

And finally, hypothesis HS states that Organizational Culture influences Job Satisfaction,
so the result is not supported. The results show that the p value is 0.000 and the T value is
4.167. This means that it shows that Organizational has a significant contribution in forming
and supporting Job Satisfaction.

Previous research shows the practical implications of the finding that elementary school
teachers at the Surakarta Christian Education Association Foundation generally have a high
level of job satisfaction, a high level of perception of leadership style, and a high level of work
life balance (Tiara Adjeng Endrastyana, 2015). Therefore, these results provide an additional
contribution to the understanding that the application of a good leadership style can be an

important foundation in increasing high and sustainable job satisfaction.
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