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Abstract

This study aims to evaluate and examine the impact of leadership, organizational culture, and administrative
performance management systems at Hasanuddin University Hospital Makassar. This research was conducted at
Hasanuddin University Hospital Makassar from June to July 2020. The study method used is survey research using
cross-section data, where information is obtained from respondents using a questionnaire whose population data is
focused on the fact that all members of the population are sampled, namely 87 employees. The path analysis is used
for statistical research. The findings indicate that leadership has a significant favourable influence on Hasanuddin
University Hospital's organizational success in Makassar. The administration has a positive and considerable impact
on the control system at Hasanuddin University Hospital in Makassar. Corporate culture has a positive but negligible
effect on organizational success, and organizational culture has a positive and significant influence on the control
system at Hasanuddin University Hospital in Makassar. The control system has a positive and substantial effect on
the Hasanuddin University Hospital's organizational efficiency in Makassar. Leadership has a positive but no
considerable impact on organizational success through the control system at Hasanuddin University Hospital in
Makassar. Corporate culture has a positive but negligible influence on organizational success through the control
system at Hasanuddin University Hospital in Makassar.
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1. Introduction

An organization that achieves its objectives requires excellent and proper management. The organization's
performance is determined by a variety of factors, including those who become participants in the entire operation of
the organization, including human resources. Organizations are social organizations that are deliberately co-
ordinated with identifiable boundaries and are often continuously working to achieve objectives. The organization's
meaning can be seen in two ways: the first is that the organization is considered a forum for the managerial and
administrative tasks to be carried out. The second is that it is viewed as a mechanism that emphasizes the
relationship between the people involved in the organization.

Organizational performance is characterized as accomplishing administrative tasks by using resources effectively
and efficiently to resolve various phenomena of organizational performance problems. Version is the performance of
an individual against the company in which they operate and is a blend of skill and actions to achieve the best
performance. Competent human resources carry out quality execution with dedication and discipline. How a
company rewards and manages its human resources often impacts the attitudes and actions at the workplace.

Leadership is the aspect that affects organizational success. Leadership is a capacity to establish a specific goal,
interact, and direct others to carry out the mission in question. It has been found that there has been a positive
influence between leadership and organizational efficiency. Leadership impacts directly and has a positive effect on
enhancing organizational efficiency. The power of supervision is a norm that individuals use and strive to influence
others. This leadership is deemed acceptable when the aims conveyed by the organization can be embraced. Leaders
must be able to apply the philosophy of leadership to the management of their subordinates where the leader can
control the birth of the organization's objectives. Organizational culture has its problem phenomenon and therefore
has an essential role in achieving its goal. Important is because the organizational culture is due to the behaviors or
habituations that occur in the corporate hierarchy. It reflects the standards of actions carried out by its members. It
indicates that this culture has a critical role for the business, where this culture is a method of disseminating the
principles and values formed by the organization. In addition to organizational culture, the control structure is also a
factor that influences organizational success. The control system is a structured targeting, tracking, assessment, and
feedback system that provides managers with information about whether the plan and organizational structure are
functioning efficiently and effectively. An effective 3-character control system is versatile enough to enable
managers to respond to the unexpected, to provide accurate and timely information. The control system also has the
role of ensuring that the tasks carried out are already in place and can be used to promote the progress of the control
system stage, which is the chief's responsibility. The hospital, which is an entity offering health care to the city,
often requires good management.

The government itself recognizes the value of maintaining a safe environment. It is crucial to support a
developmental point where it would be difficult to achieve progress if the population becomes healthful. It is also
the government's responsibility to provide adequate health care and benefits to society. The level of use of health
facilities in the hospital is a significant predictor of the need to stress health services. One of the metrics used to
explain the high and low use of existing beds in the hospital is the BOR (Bed Occupancy Rate). Low usage of BOR
is in line with what it should be. The explanation for its content is that the poor quality of hospital care affects the
low quality of service rendered. There is a decline in interest in other patients making hospital visits.

Based on research findings, it was found that the organizational efficiency of Hasanuddin University Hospital in
Makassar was not satisfactory, one of which was indicated by the low percentage of BOR in that organization. As a
consequence of this phenomenon, it is appropriate to increase and enhance organizational efficiency by paying
attention to factors such as leadership, corporate culture, and control structures. Based on the above definition, the
authors are asked to research the degree to which the characteristics of leadership, organizational culture, control
structures influence the improvement of administrative efficiency. This research aims to know and analyze the
impact of leadership, corporate culture, control system, on organizational performance at Hasanuddin University
Hospital Makassar, according to the title and problem formulation.

2. Literature Review

The definition of leadership according to Robbins (2008) is the ability to influence a group to achieve a vision or set
of specific goals. The source of this influence can be formal, such as that provided by the managerial positions in an
organization (Bin Tahir & Rinantanti, 2016). Because a management position has a formally recognized level of
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authority, a person can assume a leadership role simply because of his position in the organization. Meanwhile,
Hadari Nawawi and M. Martini Hadari (2004) say that leadership is a process or series of activities that are
interconnected with one another, although they do not follow a systematic sequence.

The series contains activities to move, guide and direct and supervise other people in doing something, both
individually and collectively. The leadership style has three basic patterns, which are further broken down into eight
patterns. The three basic patterns of leadership style according to Hadari Nawawi and M. Martini (2004) are a
pattern of leadership that emphasizes the implementation of tasks effectively and efficiently, in order to be able to
achieve maximum goals. A patterned leadership style emphasizes the implementation of cooperative relationships
and a patterned leadership style emphasizes the results that can be achieved in order to realize the goals of the
group/organization. Leadership involves a deep relationship of influence, which occurs between people who want
significant change, and these changes reflect the goals shared by the leader and his followers (subordinates)
(Triantoro safara, 2004). Effective leadership will only be realized if it is carried out in accordance with its function.
The leadership function is directly related to the social situation in the life of each group /organization, which
implies that each leader is inside and not outside the situation. In order for the organizational culture to function
optimally, the organizational culture must be created, maintained and strengthened and even changed by
management, and introduced to employees through a socialization process so that employee values and
organizational values can be united (A’yun et al., 2017). Through this socialization, employees are introduced to the
goals, strategies, values and standards of organizational behavior, as well as information related to work
(Nurtjahjani, 2007; Kanto et al., 2020; Umanailo, 2020; I Gede Juanamasta et al., 2019; Novitasari et al., 2019).
Organizational culture at its most basic concept is the patterns of assumptions that are shared about how work is
done in an organization.

According to Arifin (2005), in Purnomo B and Waridin, organizational culture must always be realized as best as
possible. If there is a culture that is not good, there must be improvement with the support of all the organization's
human resources. Including a firm leadership so as not only to improve employee performance, but also to support
the achievement of organizational goals. Everything must be preceded by evaluating everything that is in the
organization, especially regarding the organizational culture for the sake of achieving common organizational goals.
For the improvement of organizational culture, everything that is not good in the organization, from the system to
the organization's HR development process must be continuously improved. A strong work culture can create a
conducive work atmosphere, so that the quality of work will be improved, which is the key to success for an
organization or company. Owned work culture will be very valuable for the company and for employees.

3. Research Method

This analysis uses a quantitative approach since this research would show the effect between variables. The
methodology used in data collection is based on a quantitative approach with an explanatory purpose, namely to
clarify causal relationships and test hypotheses. This quantitative research approach is a research method based on
the theory of positivism used in population or sample research, using data collection research tools,
quantitative/statistical data analysis, the purpose of which is to evaluate the determination of the hypothesis
(Sugiyono: 2014).

This study is a cross-section survey, where information is obtained from respondents using a questionnaire, the data
from the population, and all population members are sampled. This research was conducted at the Makassar
University Hospital in Hasanuddin. The sample (S) = 87. The study used a saturated example since the total
population of 87 people was sampled. The data analysis methodology used is the validation test, the reliability test,
and the route analysis.

4. Results

4.1 Data Analysis

Based on the table below where all statements in the table are valid because the value of Pearson correlation /
Corrected Item Total Correlation or R is calculated, which is greater than the R table (where df = 85 and a = 5%),
which is greater than 0.2108. hence the data can be used in this research in further analysis.
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Table 1. Correlation

Variable Indicator Questions Corrected Item Total Conclusion
Correlation
X1.1.1 0.672 Valid
X1.1.2 0.808 Valid
Leadership (X1) X1.1.3 0.828 Valid
X1.1.4 0.780 Valid
X1.1.5 0.751 Valid
X2.2.1 0.741 Valid
X2.2.2 0.772 Valid
Culture X2.2.3 0.630 Valid
Organization (X2) X2.2.4 0.716 Valid
X2.2.5 0.577 Valid
Y1.1.1 0.734 Valid
Control System (Y1) Y1.1.2 0.604 Valid
Y1.1.3 0.786 Valid
Y1.1.4 0.827 Valid
Y1.1.5 0.770 Valid
Y2.2.1 0.535 Valid
Y2.2.2 0.726 Valid
Y2.2.3 0.690 Valid
Y2.2.4 0.745 Valid
Organizational Y225 0.777 Valid
Performance (Y2) Y2.2.6 0.681 Valid
Y2.2.7 0.696 Valid
Y2.2.8 0.270 Valid
Y2.2.9 0.563 Valid
Y2.2.10 0.767 Valid

Source: Primary data processed, 2020

For the reliability test, through the Cronbach Alpha method, a measured coefficient value for reliability can be
obtained above 0.6 and above the threshold. It can be concluded that the overall variable has reliability or (reliable)
or consistency.

Table 2. Coefficients
Variable Cronbach's Alpha N of Item Conclusion
Leadership (X1) 0.825 5 Reliable
Organizational Culture (X2) 0.718 5 Reliable
Control System (Y1) 0.800 5 Reliable
Organizational 0.839 10 Reliable
Performance (Y2)

Source: Primary data processed, 2020

For Path analysis, Leadership Variable Regression Coefficient (X1) and Organizational Culture (X2) on Control
System (Y1).

Table 3. Coefficients ?

Standardized
Unstandardized Coefficients Coecfficients
Model B Std. Error Beta t Sig.
1 (Constant) 6,152 1,865 3,299 .001
Leadership .254 .105 275 2,403 .018
Organizational 428 119 411 3,595 .001
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| [culture | | | | | |
Dependent Variable: Control System

Based on the table above, the significance level values of each of the leadership and organizational culture variables
are 0.018 and 0.001, which are smaller than 0.05. Then the t value obtained for each variable of leadership and
organizational culture is 2.403 and 3.595, where both values are greater than the t table value (for df = 85 and a =
5%). The path coefficient (Beta) of each leadership and organizational culture variable on the control system is
0.275 and 0.411. Furthermore, in the table, it can be seen that the coefficient of determination (R Square) is 0.396.
The coefficient of determination shows the contribution of leadership and organizational culture on the control
system by 39.6%. The determination of the value of el is obtained by the formula: el = \ (1-R Square), so that the
value of el =V (1-0.396) = 0.604 is obtained.

Leadership Variable Regression Coefficient (X1), Organizational Culture (X2), and Control System (Y1) on
Organizational Performance (Y2)

Table 4. Coefficients ?

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 | (Constant) 7,801 3,451 2,260 .026
Leadership .526 .190 295 2,772 .007
Organizational 071 222 035 320 749
culture
Control System .937 .190 485 4,932 .000

Dependent Variable: Organizational Performance

Based on the table above, the significance level of each variable of leadership, organizational culture, and control
system is 0.007, 0.749, and 0.0001. The significance of the leadership and social system variables is less than 0.05,
while the organizational culture variable's significance is greater than 0.05. The t value obtained for each of the
leadership variables and organizational culture is 2.772, 0.320, and 4,932. The t value for the leadership variable and
the social system was greater than the t table value (for df = 85 and a = 5%), namely 1.988. In comparison, the t
value for the organizational culture variable was smaller than the t table value. This means that the leadership and
control system variables have a significant direct effect on organizational performance, while the direct influence of
organizational culture is not significant on organizational performance. The path coefficient (Beta) of each variable
of leadership, organizational culture, and control system on organizational performance is 0.295., 0.035, and 0.485.
Furthermore, in table 4, the coefficient of determination (R Square) is 0.515. The value of €2 = V (1-0.515) = 0.485.

Referring to the diagram above, determining the indirect effect (through control system variables) between
leadership variables on organizational performance and between corporate culture on organizational performance is
as follows:

1. The indirect effect leadership (X1) control system (Y1) on organizational performance (Y2) (product of the
coefficient X1 to Y1 with the coefficient of Y1 to Y2) = 0.275 x 0.485 =0.133

2. Indirect influence of organizational culture (X2) through the control system (Y1) on organizational
performance (Y2) (product of the coefficient X2 to Y1 with the coefficient of Y1 to Y2) = 0.411 x 0.485 =

0.199.
Table 5. Indirect Effect
Effects of Change Live Indirect (Through Y1) Total
X1 against Y2 0.295 0.133 0.428
X2 against Y2 0.035 0.199 0.234
Y1 against Y2 0.485 - 0.485
X1 against Y1 0.275 - 0.275
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X2 against Y1 0.411 - 0.411
Source: Results of SPSS data processing, 2020

S. Discussion

5.1 The Effect of Leadership on Organizational Performance

The research results of testing the first hypothesis show that leadership positively and significantly affects
organizational performance; this is indicated by the value of t-count 2.772> t-table 1.988 with a significance value of
0.007. The influence of the leadership variable (X1) on organizational performance has a path coefficient value
which shows a positive sign of 0.295. This indicates that the more consistent and effective leadership is, the
organizational performance at Hasanuddin University Hospital in Makassar will increase, and vice versa if the
administration is more inconsistent and practical, the organizational performance will also below.

5.2 The Effect of Leadership on the Control System

The research results of testing the second hypothesis indicate that leadership positively and significantly affects the
control system. This is indicated by the value of t-count 2.403> t-table 1.988 with a significance value of 0.018. The
influence of the leadership variable (X1) on the control system has a path coefficient value that shows a positive sign
of 0.275. This indicates that the more consistent and effective the leadership is, the more influential the control
system at Hasanuddin University Hospital will be, and vice versa if the administration is more inconsistent and
practical, the control system will also below.

5.3 The Influence of Organizational Culture on Organizational Performance

The study results regarding the value of t-count 0.320 < t-table 1.988 with a significant deal of 0.749 indicate that
organizational culture has a positive but not significant effect on organizational performance. The influence of the
managerial culture variable (X2) on organizational performance has a path coefficient value which shows a positive
sign of 0.035. This indicates that the higher the organizational culture, the higher the organizational performance at
Hasanuddin University Hospital Makassar, and vice versa if the corporate culture is low. Then organizational
performance will also below.

5.4 The Influence of Organizational Culture on Control Systems

The research results on testing the fourth hypothesis indicate that organizational culture has a positive and
significant effect on the control system; this is indicated by the value of t-count 3.595> t-table 1.988 with a
significance value of 0.001. The influence of the organizational culture variable (X2) on the control system has a
path coefficient value that shows a positive sign of 0.411. This indicates that the higher the corporate culture, the
control system at Hasanuddin University Hospital in Makassar will increase, and vice versa, if the lower the
organizational culture, the control system will also below.

5.5 Effect of Control Systems on Organizational Performance

The fifth hypothesis research results indicate that the control system has a positive and significant effect on
organizational performance. This is indicated by the value of t-count 4,932> t-table 1,988 with a significance value
of 0,000. The control system variable (Y1) on organizational performance has a path coefficient value that shows a
positive sign of 0.485. This indicates that the higher / better the organizational control system, the organizational
performance at Hasanuddin University Hospital in Makassar will also increase, and vice versa if the control system
is low, the organizational performance is too low or not optimal.

5.6 The Influence of Leadership on Organizational Performance through Control Systems

The study results with a direct effect value of 0.295, while the indirect effect of 0.133 means that the immediate
effect's value is greater than the value of the indirect effect. This shows that the influence of leadership on
organizational performance through the control system is positive but not significant. If the administration is
consistent and effective, the control system will also be practical and increase. The organizational performance at
Hasanuddin University Hospital in Makassar will also increase.
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5.7 The Influence of Organizational Culture on Organizational Performance through Control
Systems

The research results for testing the seventh hypothesis indicate that organizational culture has a positive but
insignificant effect on organizational performance through the control system. This is indicated by the direct effect
value of 0.035, while the indirect effect is 0.199. This shows that organizational culture's influence on corporate
performance through the control system is a positive but insignificant effect. Based on this, if the organizational
culture is high or practical, the control system will also increase. The corporate performance at the Hasauddin
University Hospital in Makassar will also increase.

6. Conclusion

Based on the results of research and discussion in the previous chapter regarding the Influence of Leadership,
Organizational Culture, and Control Systems on Organizational Performance, it can be concluded that the Influence
of Leadership Variables (X1), Organizational Culture (X2), and Control Systems (Y1) on Organizational
Performance (Y2) has a positive and significant effect on organizational performance. This can be seen in the
ANOVA table showing that the calculated f value for the influence of leadership, organizational culture, and control
systems on the organizational performance obtained is 29.416. When compared with the value of f table (for dfl =3,
df2 = 84) which is 2.71, the calculated f value is greater than f table, while significant a = 0.000. This concludes that
leadership, organizational culture, and control systems simultaneously significantly affect organizational
performance.
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