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INTRODUCTION

The Public Service Unit (UPP) Office is one of the government agencies that plays a vital role
in providing public services. Optimal employee performance is essential to achieving organisational
goals and satisfying community needs.

According to Simarmata et al, (2024) Leadership is defined as a process of influencing
thoughts, feelings, and behaviour and directing all facilities to achieve jointly established goals.
Leadership is a key factor in shaping work culture and encouraging employee performance. Effective
leaders are able to motivate employees to work harder and be more responsible. They guide
employees to work in accordance with the organisation's vision and mission. They provide guidance
and support in completing assigned tasks.

As an agency engaged in the service sector, employee performance greatly determines the
quality of services provided. However, there are still obstacles in this aspect, such as a lack of
accuracy in providing services, causing complaints from the community or related parties.
Employees lack communication skills, resulting in unresponsive and unprofessional service. Slow
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administrative processes cause delays in completing various matters related to public services. From
the results of interviews and observations conducted by researchers at the Kolonodale Class III Port
Management Unit office regarding leadership, human resource quality, and employee performance,
the researcher was interested in researching the Kolonodale Class III Port Management Unit office
with the title ‘The Influence of Leadership and Human Resource Quality on Employee Performance
at the Kolonodale Class III Port Management Unit Office’.

THEORETICAL STUDY

According to Simarmata et al., (2024) Leadership is defined as a process of influencing
thoughts, feelings, and behaviour and directing all facilities to achieve common goals that have been
set jointly. Another opinion from Munajat (2022) states that leadership is an effort made by a leader
to achieve individual or organisational goals. Therefore, leaders are expected to be able to influence,
support, and motivate their followers so that they work enthusiastically to achieve the desired goals,
both individually and organisationally. It is also necessary to find a balance between the needs of
followers to achieve individual and organisational goals.

According to Simarmata et al., (2024) leadership has several functions, including

- Planning function, which must develop a well-thought-out plan by developing and formulating
appropriate and targeted strategies, in line with the organisation's goals

- Communicator function: every leader must be a good communicator vertically, horizontally and
diagonally

- Problem-solving function: a leader must be able to solve problems that will occur and have
occurred, knowing what the symptoms are and what the problems are.

- Supervisory function: a leadership function that is controlled by building extensive relationships
with stakeholders and other organisations (establishing links/networks), providing support to
members or groups, creating a harmonious working environment, managing time well, and
developing better management practices.

- Evaluation function: evaluating the performance of group members, deciding on ideas/concepts
as appropriate actions to be taken, and providing objective values in accordance with established
rules.

In general, according to Rivai (2022), leadership indicators are as follows:

- Fairness
In organisational activities, a sense of unity among members is essential, because unity is
essentially a reflection of the agreement between subordinates and between leaders and
subordinates in achieving organisational goals.

- Giving suggestions/advice
In the context of leadership, suggestions are influences and so on that are able to move other
people's hearts, and suggestions have a very important role in maintaining and increasing self-
esteem and a sense of devotion, participation and unity among subordinates.

- Supporting goals
The achievement of organisational goals does not happen automatically, but must be supported
by leadership. Therefore, for every organisation to be effective in the sense of being able to
achieve its set goals, each goal to be achieved must be in line with the circumstances of the
organisation and enable subordinates to work together.

- Catalyst
A leader is said to act as a catalyst if they are always able to improve all available human
resources, striving to elicit a response that generates enthusiasm and the energy to work as
quickly as possible.

- Creating a sense of security
Every leader has a duty to create a sense of security for their subordinates. This can only be
achieved if every leader maintains a positive attitude and optimism in facing all problems, so
that in carrying out their duties, subordinates feel secure, free from anxiety, and assured of their
safety.
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RESEARCH METHOD

This study uses a positivist paradigm to examine a specific population or sample, data
collection using research instruments, quantitative/statistical data analysis, with the aim of testing
the established hypothesis (Sugiyono, 2020). The researcher used structured interview techniques,
which can be referred to as questionnaires, to be filled out by employees at the Kolonodale Class I1I
Port Management Office.

A paradigm is a particular way of interpreting something. Paradigms serve as a reference for
researchers in revealing issues through their research. The paradigm used in this study is the
positivistic paradigm based on the philosophy of positivism. The philosophy of positivism views
reality/phenomena and symptoms as singular and classifiable, relatively fixed, observable,
measurable, and cause-and-effect relationships between variables.

RESULTS AND DISCUSSION
The coefficient of determination (R Square) of 0.356 indicates that 35.6% of the variation in
Employee Performance can be explained by the variables of Leadership and Human Resource
Quality, while the remaining 64.4% is explained by other factors outside this model.
- The Influence of Leadership and Human Resource Quality on Employee Performance at
the Kolonodale Class III Port Management Office.

The results of the frequency of leadership respondents agree that the leadership at the
Kolonodale Class III Port Management Unit Office is good, as seen from the respondents'
answers that leaders are fair within the organisation, give good suggestions to employees at work,
support the organisation's goals and plans that are made together, act as catalysts within the
organisation for employees to work well, and create a sense of security for employees within the
organisation.

Leadership is the process of influencing, directing, and coordinating others to achieve common
goals. Leadership is not only about power or position, but more about the ability to inspire, guide,
and make strategic and responsible decisions.

Leadership and human resource quality from the research results simultaneously have a
significant effect on employee performance. The synergy between competent leaders and
qualified employees will create an effective, efficient, and sustainably competitive organisation.
This study is in line with the research conducted by Muninghar, et al (2023) entitled "The
Influence of Transformational Leadership, Work Motivation and Human Resource Quality on
the Performance of Traffic Unit Personnel at the Pamekasan Police Station.

The Influence of Leadership on Employee Performance at the Kolonodale Class IIT Port
Management Unit Office.

The frequency results regarding leadership indicate that leaders are performing their duties
well within the organisation. Respondents agree that leaders should provide ideas and input to
employees in performing their duties so that employees can understand their assigned tasks well.
Respondents also agree that leaders should assist in resolving issues within the organisation or
unresolved work matters, fostering mutual support towards shared goals. The provision of
suggestions in this organisation is good, but leaders must pay more attention because giving
suggestions is a positive thing that leaders must do to achieve excellent employee performance in
line with the organisation's expectations.

Respondents agreed that leaders who act as catalysts are good and effective, providing good
motivation for their employees and inspiring them so that their work can be done well. Leaders
who act as catalysts are very good and need to be maintained by management because providing
high motivation and inspiration will result in good employee performance.

The results of employee performance are evident from the frequency of respondents’ responses
that employees' work abilities are very good, the level of understanding and conceptualisation of
work theory is well implemented in the organisation, and employees' ability to apply knowledge
in work practice has been implemented well. The results of employee knowledge agree that the
ability to make decisions in the organisation must be implemented well; employees must be able
to make work decisions, and the ability to work together in a team is well implemented; employees
are able to work well together in a work team.
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The results of the hypothesis test in this study show that leadership partially has a significant
effect on employee performance, where appropriate and consistently applied leadership will
encourage an increase in employee performance. Therefore, leaders must have competencies and
leadership characteristics that are in line with the needs of the organisation. This is supported by
previous research conducted by Yandra and Sri (2020) entitled "The Influence of Leadership and
Motivation on Job Satisfaction and Its Impact on Employee Performance.

The influence of human resource quality on employee performance at the Kolonodale Class
III Port Management Unit Office.

Human resources (HR) are a key asset in an organisation. The quality of human resources
reflects the level of ability, skills, knowledge, attitude, and work ethic of employees in carrying
out their duties. Good quality human resources will have a positive influence on improving
employee performance. With good quality human resources, employees can work more effectively
and efficiently, so that the output produced increases in terms of both quantity and quality.

The results of the frequency of respondents' responses indicate that the quality of human
resources is already good, as seen from their adequate knowledge in this regard. Respondents
strongly agree that employees must have knowledge from observations or socialisation provided
to them in carrying out their assigned tasks. Knowledge is also gained from feelings that can
provide the knowledge needed to complete a job.

The results of the frequency of respondents' tolerance attitudes show that they agree that
existing employees already have tolerance, but it must be improved further. They must respect
differences within the organisation and respect the opinions of others so that in carrying out
organisational tasks, the plan can be realised together.

The quality of human resources (HR) and employee performance are closely related and
interdependent. Quality human resources are individuals who have the competence, skills, work
attitude, and knowledge appropriate to the demands of the job. The higher the quality of human
resources, the better the performance of employees. In this case, the results of the respondents'
responses to performance are good, and the quality and quantity of abilities and knowledge are
well realised, which means that employees who have expertise, experience, and high work
motivation will work efficiently and effectively, complete tasks quickly and accurately, provide
innovative solutions to problems, and maintain responsibility and integrity at work.

The quality of human resources partially has a significant influence on employee performance.
Human resources with good abilities, skills, and work attitudes will be able to carry out tasks
professionally and productively, which ultimately supports the achievement of organisational
goals. This research is supported by previous research conducted by Nasrullah Djamil, et al. (2022)
entitled ‘The Influence of Human Resource Quality, Work Environment, Work Discipline,
Motivation, Organisational Commitment and'® Leadership on Employee Performance in Dumai
City’.

CONCLUSION AND RECOMMENDATIONS

Based on the results of data analysis, discussion, and statistical tests in the study of the
influence of leadership and human resource quality on employee performance at the Kolonodale
Class III Port Management Unit Office, the following conclusions can be drawn:

1. Leadership and human resource quality simultaneously have a significant effect on employee
performance at the Kolonodale Class III Port Management Unit Office.

2. Leadership partially has a significant effect on employee performance at the Kolonodale Class
IIT Port Management Unit Office.

3. Human resource quality partially has a significant effect on employee performance at the
Kolonodale Class III Port Management Unit Office.

Recommendations Based on the findings of this study, the author offers the following
recommendations:

1. Leadership is already good within the organisation, but suggestions for improvement should
be given because giving suggestions to employees or subordinates will motivate them and
boost their enthusiasm in carrying out their daily tasks.

2. The quality of human resources is good, but it is necessary to pay close attention to fostering
an attitude of tolerance within the organisation, as employees who are tolerant will create a
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calm and peaceful atmosphere within the organisation, enabling them to work well and achieve
the organisation's common goals.

3. Employee performance is already good, but knowledge needs to be considered because with
the knowledge they have, they can complete their daily tasks properly and correctly, and
common goals can be achieved in accordance with the organisation's expectations.

4. For further research, it is hoped that other variables such as work motivation, work
environment, or reward systems can be added to see other factors that affect employee
performance. The scope of respondents or research objects needs to be expanded so that the
results are more generalisable to similar agencies in other regions.

REFERENCES

Gumelar H, Meisy, NR E. (2020). Pengaruh Kualitas Sumber Daya Manusia, Implementasi Sistem
Informasi Manajemen Daerah Dan Penerapan Standar Akuntansi Pemerintah Terhadap Kualitas
Laporan Keuangan Pemerintah Daerah. J Eksplor Akunt. 2(1):2479-93.

Hasibuan M, Abraham I, Niha SS, Manafe HA. (2022). Pengaruh Pengembangan Karir, Dan
Perencanaan SDM Terhadap Kinerja Karyawan Melalui Motivasi Kerja Sebagai Variabel
Mediasi (Suatu Kajian Studi Literatur Manajemen Sumberdaya Manusia. 4(2):176—88.

Hidayat S, Eko, Dylmoon. (2021). Pengaruh Gaya Kepemimpinan Transformasional, Kecerdasan
Emosional Kepala Sekolah, Dan Motivasi Kerja Karyawan Terhadap Kinerja Karyawan the
Influence of Transformational Leadership, the Emotional Intelligence of the Principal, and
Employee Motivation On. Polyglot J Ilm. 17(1):49.

Ibrahim I, Andi YK, Chintya P. (2025). Perspektif Gaya Kepemimpinan Terhadap Kinerja Pegawai
Kantor Kelurahan Tatura Utara. 8(1):105-19.

Kina A, Kasanuddin S, Mafra, Ulul N. (2021). Pengaruh Kualitas Sumber Daya Manusia Dan
Profesionalisme Kerja Terhadap Kinerja Karyawan Pada Pt. Pln (Persero) Pelaksana
Pembangkit Bukit Asam Tanjung Enim. J Media Wahana FEkon. 17(4):355.
doi:10.31851/Jmwe.V17i4.5098.

Mangkunegara F, Y, Tupti Z. (2020). Pengaruh Komunikasi, Beban Kerja Dan Motivasi Kerja
Terhadap Kinerja Pegawai. Vol 3. Jurnal [lmiah Magister

Muninghar A, Wibowo MNM. (2021). Pengaruh Kepemimpinan Transformasional, Motivasi Kerja
Dan Kualitas Sdm Terhadap Kinerja Personel Satuan Lalu Lintas Polres Pamekasan. MAP
(Jurnal Manaj dan Adm Publik. 4(1):65-78.

Nasrullah EP, Sischa S, Sukri S Al, Djamil. (2022). Pengaruh Kualitas Sumber Daya Manusia,
Lingkungan Kerja, Disiplin Kerja, Motivasi, Komitmen Dan Kepemimpinan Terhadap Kinerja
Karyawan Di Kota Dumai. J Pendidik dan Konseling. 4:1349-58.

Pasaulian SA, Chantika MR. (2024). Menjadi Katalisator Perubahan: Kepemimpinan Karismatik
Yang Membentuk Inovasi Organisasi Di Lingkungan Perusahaan. 13(2):286-93.

Rivai U. (2022). Pengaruh Kepemimpinan Kepala Sekolah, Motivasi Dan Lingkungan Kerja
Terhadap Kepuasan Kerja Guru Dan Staf Tata Usaha (Studi Kasus Pada MTsN 10 Tanah Datar
Kecamatan Sungayang.

Rivaldo Y, Ratnasari SL. (2020). Pengaruh Kepemimpinan Dan Motivasi Terhadap Kepuasan Kerja
Serta Dampaknya Terhadap Kinerja Karyawan. J China Univ Posts Telecommun. 9(3):505—15.

Setya A, Widowati, Pamungkas SY. (2020). Pengaruh Kepemimpinan, Lingkungan Kerja, Dan
Disiplin Kerja Terhadap Kinerja Karyawan (Studi Pada Pegawai Non Medis Instalasi Sterilisasi
Di Rs Dr. Kariadi Semarang. Solusi. 18(3):147—60. doi:10.26623/S1si.V18i3.2615.

Sugeng G, Wida RR, Wasis W. (2019). Pengaruh Kualitas Sumber Daya Manusia Dan
Profesionalisme Terhadap Kinerja Karyawan Dengan Komitmen Organisasi Sebagai Variabel
Intervening (Studi Kasus Pada Karyawan Dinas Pendidikan Hulu Sungai Selatan. J Ris Inspirasi
Manaj dan Kewirausahaan. 3(1):49-57.

Wibowo S, Satrya AYPA, Rosel R. (2025). Pengaruh Penerapan Green Accounting Terhadap
Kinerja Keuangan Dengan Good Corporate Governance Sebagai Pemoderasi (Studi Empiris
Pada Perusahaan Sektor Manufaktur Yang Terdaftar Di Bursa Efek Indonesia Periode 2016-
2020. J Manaj Sains dan Organ. 3(3):221-31.

Winedar M, Jurnalmap S, Wibowo NM, OCi M. (2019). Pengaruh Kualitas Sumber Daya Manusia,
Budaya Organisasi Dan Profesionalisme Terhadap Kinerja Karyawan Bank Pembiayaan Rakyat
Syariah (Bprs) Bhakti Sumekar Sumenep. MAP. 2(03):358-71.

IJHESS, Vol. 8, No. 1, January 2026, pp. 754~758




