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ABSTRACT

This study aims to determine and explain: the
description of the role of leadership styles at
University of Sumatera Utara through
motivating the application of Kaizen culture to
employee performance. The type of research
used in this research is an explanatory research
using quantitative methods. The variables in this
study are: leadership style and improvement
culture as independent variables, work
motivation as the mediating variable, and
employee performance as the dependent
variable. This research uses primary data in the
form of responses to the questionnaire, as well
as secondary data obtained through documents.
The data analysis method used is path analysis.
The results of path analysis show that:
leadership style variables have a positive and
significant impact on employee performance,
Leadership style variables have a positive and
significant impact on motivation, Kaizen
cultural variables have a positive and significant
impact on employee performance, Kaizen
cultural variables have a positive and significant
impact on motivation, and motivation variables
have significant effects on employee
performance. Influence; the leadership style
variables have a positive and significant impact
on employee performance through motivation;
the improvement of culture has a positive and
significant impact on employee performance
through motivation.

Keywords: Leadership Style, Kaizen Culture,
Employee Performance, Motivation

INTRODUCTION

Human resources are one of the most
important parts of a company's organization,
because human resources play a leading role
in the company's activities. Even today,
many companies have used advanced
technologies in their business activities, but
without the active participation of
employees, all these advanced technologies
will be wuseless. In today's era of
globalization, companies are required to
always improve their performance and
productivity. One way to achieve this goal is
to improve the production process. The
improvement of the production process
needs to be carried out continuously to
minimize wasted materials and time.

Mangkunegara (2009) pointed out
that performance is the work done by
employees to achieve expected goals.
Employee performance is a factor that
affects how much they contribute to the
organization. The performance
improvement of individuals and groups has
become the focus of work to improve
organizational performance (Mathis & John,
2000). Performance is the description of the
achievement of an activity/plan/policy
implementation in achieving the
organization's goals, objectives, vision and
mission (Mahsun, 2006).

Personal performance, motivation
and employee retention are the main factors
for organizations to maximize the
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effectiveness of their personal resources
(Mathis and Jackson, 2011). Motivation is
something that cannot be separated from
company performance, so it can be said that
motivation is related to performance.
Working according to the motivation of
employees will make them happy at work,
happy to work, with a sense of belonging,
desire for achievement and desire for
creativity, which will have an impact on
improving employee performance (Umar,
2011).

In the company, there must be a
leader who can assist the company in
achieving its goals. According to Robbins
(2015), leadership is the ability to influence
a team to achieve a predetermined vision or
goal. The company needs an effective
leadership style in order to be able to
improve the performance of all employees
in order to achieve the goals set by the
company. In addition to leadership styles,
the success of an organization or company
in achieving its goals may also be affected
by the culture of improvement.

Improvement is a  targeted,
structured continuous improvement process.
The success of the improvement makes
many companies hope to apply the
improvement to their company
(Marcpherson, 2015). The main goal of
improvement is to eliminate waste-from a
consumer's point of view, waste does not
increase the value of the product/service.
The existence of organizational culture in
the company will greatly help the company
achieve its goals. Culture is a term that is
difficult to express clearly, but everyone can
appreciate its existence (Rahmi, 2014).

According to Nurma, Harjono and
Hariyani (2017) in their research, the impact
of cultural Kaizen on PT Bank BCA
employee performance is that cultural
Kaizen affects employee performance. In
this research, cultural Kaizen uses the 5S
concept (Seiri, Seiton, Seiso, Qingchi and
Jingchi). Hakim, Al Musadieq, and
Nurtjahjono (2017) conducted research on
PT Semen Indonesia Thk employees. In
addition to research on World Bank

employees, they also obtained results that
the adoption of Kaizen culture affects
employee performance. It can be seen from
this research that Kaizen culture is an
organizational culture that can be applied to
all types of companies. On the basis of the
above discussion, the author is interested in
conducting research at Sumatera Utara
University, and proposed the research title
"The Role of Leadership Style in Sumatera
Utara University by Motivating the
Application of Cultural Improvement
Methods to Employee Performance™

LITERATURE REVIEW
1. Literature review should be written here
with proper citation. Leadership Style
According to the statement of
Kartono (2008): "Leadership style is the
distinctive nature, habits, temperament,
character and personality of a leader when
interacting with others. According to Thoha
(2010), leadership style is a person's attempt
to influence others or subordinates. The
code of conduct used in the behavior.
According to the above concept of
leadership style, it can be concluded that
leadership style is the ability of leaders to
guide, influence, encourage and control
their subordinates so that they can work
hard for their own consciousness and
voluntarily achieve a certain goal.

2. Kaizen Culture

Cultural work culture is a
philosophy based on the view of life as
values. These values have become traits,
habits and driving forces, rooted in the lives
of community groups or organizations, and
embodied in behaviors, beliefs, thoughts,
opinions, and  Behavioral  attitude.
According to Prasetya (2002), it is
expressed as work or work. Japanese work
culture is called improvement.

According to  Imai  (2008),
"Improvement" is "continuous progress and
improvement of people's lives, family life,
community life, and work life". At the same
time, according to Wellington (1998),
"Improvement” is "a simple concept
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consisting of two characters, namely:
improvement means change, Zen means
good, so when combined into a word, its
literal It means "improve”. The term
"Kaizen" is used in Ardiasyah (2013), and is
interpreted as "kaizen" is an umbrella
concept that includes some typical Japanese
customs that have recently become
widespread around the world. Kato and Art
Smalley (2011) pointed out that there are 6
steps to improvement. The six steps can be
seen in the figure below: 1. Find potential
improvements 2. Analyze current methods
3. Introduce original ideas 4. Develop an
implementation plan 5. Implement a plan 6.
Evaluate new methods

3. Employee

Performance comes from the
concept of performance. Others define
performance as the result of work or job
performance. However, performance
actually has a broader meaning, not only the
result of work, but also how the work
process occurs (Wibowo, 2007). Maluyu SP
Hasibuan (2011) pointed out: "Performance
(work performance) is the result of a person
performing the tasks assigned to him based
on skills, experience, seriousness and time."
Employee performance is a factor that
affects how much they contribute to the
organization. The performance
improvement of individuals and groups has
become the focus of work to improve
organizational performance. According to
the definition of Mangkunegara (2006),
performance is "work refers to the quality
and quantity that an employee obtains in
performing his duties according to his
assigned  responsibilities”. The quality
mentioned here is seen from the refinement,
cleanliness and accuracy of the work, while

work or workload that employees must
complete.

4. Motivation

This theory comes from the
viewpoint of Abraham Maslow. Explain that
the required human needs are layered. This
means that if the first requirement is met,
then the second requirement will appear,
and so on. Masag in Siagian (2007)
explained that the needs to be met will stop
their motivation. Mc Clelland is very
interested in Murray's expressed need,
which is the need for achievement. Because
achievement is learned and obtained from
an early age from the nature of the parents'
personal desires.

MATERIALS & METHODS

Method used in this research is
descriptive quantitative research methods.
The variables in this study are latent
variables consisting of kaizen culture,
leadership style and employee performance
and motivation, and manifest variables
consisting of indicators on each latent
variable. After the variables used are
identified, the preparation of a questionnaire
which is an instrument in this study is
carried out with a measurement scale from 1
to 5. The next stage is data collection, either
through distributing  questionnaires  or
interviews with related parties,
questionnaires are distributed to 120
respondents which are then analyzed. using
path analysis.

RESULT

Result of this study uses path
analysis to evaluate the Role of Leadership
Style in the application of Kaizen Culture to
Employee Performance through Motivation

the quantity is seen from the amount of at University of Sumatera Utara.
Table 1.Path Coefficients
T Statistics P Values
Leadership Style -> Employee performance 6,548 0,000
Leadership Style -> Motivation 2,943 0.003
Motivation -> Employee performance 4,318 0,000
Kaizen culture_ -> Employee performance 6.63 0,000
kaizen_ culture -> Motivation 29,052 0,000
Leadership Style -> Motivation -> Employee performance 2,211 0.027
kaizen_ culture -> Motivation -> Employee performance 4,168 0,000
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DISCUSSION
Based on the table above, it explains
that:

1. Leadership Style has a positive and
significant  effect on  Employee
Performance (p = 0.00 <0.05) then HO is
rejected H1 is accepted, It means that
there is a direct influence between
leadership  style and  employee
performance. According to the research
of Dania et al. (2012), the leadership
style indicators used include idealized
influence, motivational  inspiration,
intellectual development and personal
attention. Bath et al. (2003) pointed out
that transformational leadership style is
a leadership style that can touch the
superior and subordinate value system,
thereby creating an environment
conducive to improving employee
performance. Dvir et al. (2002) also
pointed out that there is a positive
influence  between  transformational
leaders and the potential development of
subordinates.

2. The results of this study are different
from previous studies. In the results of
this study, leadership style has a
negative impact  on employee
performance, while the previous study,
Siradjuddin (2007) conducted a study,
leadership style has a positive impact on
employee performance. Leadership
theory points out that the manager’s
leadership style will directly affect the
effectiveness of the working group
(Kreitner and Kinicki, 2005) (Tris
Nanning, 2007). The theory is based on
the idea that making an organization
effective depends on the behavior/style
of the leader. The leader's success in
making the organization more effective
depends on his behavior in fulfilling his
leadership functions

3. Leadership Style has a positive and
significant effect on motivation (p =
0.03 <0.05), so HO is rejected. H1 is
accepted, meaning that there is a direct
influence between Leadership Style and
Motivation. According to Bass in

Septiana (2013), a leader with a
transactional  leadership style can
provide motivation for subordinates,
involving exchange relationships
between subordinates by exchanging
remuneration for the work done. The
ability to influence leaders will
determine how employees achieve work
results. Therefore, it will be able to
increase work power from always
maintaining good working conditions.
The results of this study are consistent
with Cloud (2014), which shows that
transactional leadership has a positive
effect on work motivation.

Motivation has a positive and significant
effect on employee performance (p =
0.00 <0.05), so HO is rejected, H1 is
accepted, meaning that there is a direct
influence  between motivation and
employee performance. The results of
this study are the same as previous
studies, namely the study conducted by
Ma'rifah (2005), which shows that work
motivation has a positive effect on
employee performance. In addition, the
results of this study are the same as
those conducted by Narmodo et al.
(2005) showed that motivation has a
positive and significant impact on
employee performance. In theory, the
use of effective and targeted labor is the
key to improving company performance.
Therefore, company policies need to be
formulated to mobilize their labor so
that they are willing to work more
efficiently according to the company's
plan.

Kaizen culture has a positive and
significant  effect on  employee
performance (p = 0.00 <0.05), so HO is
rejected, H1 is accepted, meaning that
there is a direct influence between
Kaizen culture  and employee
performance. The Wellington view of
Nurma et al. (2000). al (2017) believes
that Kaizen’s principle is: empowering
employees means providing skills and
opportunities to apply the information
provided. Through various skills
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training,  encouragement,  decision-
making responsibilities, access to data
sources and budgets, feedback and
rewards, employees has the right to
exert significant influence on themselves
and the company's activities. Working in
improvement is to improve the status
quo with the support of innovation and
creativity to improve performance. The
results of this study also support the
findings of Rohman (2016), Mulyawati
(2015) and Hakim et al. (2016), who
pointed out that improving culture has a
positive impact on employee
performance. Therefore, it can be
concluded that continuous improvement
culture has an impact on making
employee  performance a  high
performance.

Kaizen culture has a positive and
significant effect on motivation (p =
0.00 <0.05), so HO is rejected. H1 is
accepted, meaning that there is a direct
influence between Kaizen culture and
motivation. According to Cheser (1998),
the  transformation of  American
manufacturing from traditional methods
to Japanese improvements has achieved
a significant increase in productivity.
Although  the  improvement has
obviously adopted scientific
management techniques, this
transformation also seems to have
brought a wealth of work and greater
motivation. The results show that
improvements increase job richness and
employee motivation, and may enable
employees to achieve higher levels of
growth power that require growth.
Leadership Style has a positive and
significant effect on  Employee
Performance through Motivation (p =
0.02 <0.05) so HO is rejected H1 is
accepted, meaning that there is an
indirect influence between Leadership
Style on Employee Performance through
Motivation. The results of this study are
consistent  with  previous research
conducted by Septiana (2013), which
showed that motivation has been shown
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to play a mediating role in the
relationship between transaction
leadership and performance. The
leadership style possessed by a leader
has been proven to affect employee
performance. Motivation has been
shown to play an intermediary role in
the relationship between transactional
leadership and performance (Septiana,
2013). Therefore, the hypothesis that
can be formed is H6: Transactional
leadership has a positive impact on
motivation-mediated employee
performance.

Kaizen culture has a positive and
significant  effect on  employee
performance through motivation (p =
0.00 <0.05), so HO is rejected, H1 is
accepted, meaning that there is an
indirect effect between Kaizen culture
on employee performance through
motivation. The results of this study are
the same as the previous study, that is,
the study conducted by Mohammad
Ariful Hakim et al. (2016) titled
"Improving  Culture's Impact on
Motivation and Performance” ("PT
Indonesia Semen Indonesia Company
Employee Research"), the result is that
the applied variables of improving
culture have a significant impact on
motivation. Work and the application of
improved culture also have a significant
impact on employee performance.

CONCLUSION

Based on the discussion of the above

research results, it can be concluded:
1. Leadership style has a positive and

significant  impact on  employee
performance (p = 0.00 <0.05), and then
reject HO and accept H1, which means
that there is a direct relationship
between leadership style and employee
performance.

Leadership style has a positive and
significant impact on motivation (p =
0.03 <0.05), so HO is rejected. H1 is
accepted, which means that there is a
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direct influence between leadership style
and motivation.
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