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ABSTRACT 

 

PT. GarudaFood Putra Putri Jaya, Tbk is a food 

and beverage company that develops values and 

philosophy culture in running the company's 

business, namely human values, business ethics, 

unity through harmony, speed and leading 

change and working intelligently in learning 

culture. The goal to be achieved with the 

development of Human Resources is the growth 

of performance, both in the institution as a 

whole and in each worker involved in it from 

the top level to the bottom, with the 

development is expected to increase 

productivity and effectiveness in institutions that 

ultimately the company is able to increase its 

competitiveness. The analysis method used is 

structural equation modeling partial least square 

(SEM-PLS) analysis is used to determine the 

influence of performance management system 

on improving the competitiveness of companies 

in PT. Garudafood Putra Putri Jaya, Tbk and 

analytical hierarchy process (AHP) analysis are 

used to determine the best alternative strategies 

to encourage the success of performance 

management system in improving the 

competitiveness of companies in PT. 

Garudafood Putra Putri Jaya, Tbk. The results of 

the study showed that Performance Management 

obtained the most final value and ranked 1st 

with a value of 34.45% and Company 

Competitiveness in 2nd place with a final value 

of 15.55%. Of the independent variables, 

company culture (X1) has the highest weight to 

be taken into account because it gives the 

highest impact then in the second position, 

namely Leadership (X3), third HR Competence 

(X2), and the last is Job Satisfaction (X4). 

 

Keywords: Competence, Competitiveness, Job 

Satisfaction, Leadership Organizational Culture, 

Performance Management System 

 

INTRODUCTION 

PT. GarudaFood Putra Putri Jaya, 

Tbk is a food and beverage company that is 

a subordinate of Tudung Group. 

GarudaFood comes from PT Tudung, 

established in Pati, Central Java. The 

company's founder was the late Darmo 

Putro, a former fighter who had been elected 

to be involved in the business sector, after 

Indonesia's independence. At the beginning 

of his business as a producer of tapioca 

flour. In 1987 specifically produced leather 

beans using the Garuda Nut brand as its 

flagship product, from there pt.  Garudafood 

Putra Putri Jaya in 1995, which 

concentrated the production of oven beans 

such as atomic beans, honey beans, and 

telor beans.  

Saeiring the progress made by crisp 

nut products, the company continues to 

innovate by making efforts to diversify 

products and implement new machines with 

modern technology. So the company 

expanded from several legume products, to 

develop and strengthen the base in the snack 

industry, one of which is biscuits under the 

Gery brand. Not stopping there the company 

continues to develop other food and 
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beverage industry products, including: Leo 

which is a trademark with potato chips and 

corn in popcorn, Chocolatos (2008) is a 

stick wafer with chocolate cream contents 

and even developed this Chocolatos product 

into a Ready to Serve and Ready To Drink, 

Clevo (2009)   UHT milk drinks measuring 

125ml for children, Okky Jelly Drink 

(2002), Mountea (2005), Mytea (2019), 

Good Mood (2017). 

Companies with the vision of 

"Becoming one of the best companies in the 

food and beverage industry in Indonesia in 

terms of profitability, sales, and consumer 

satisfaction through the creative work of all 

competent employees" have the hope that 

the vision can be realized by formulating the 

company's mission which includes 

satisfying consumers with quality products, 

forming a community of employees to grow 

together and develop quality of life, The 

work environment, and the work of 

employees, creates sustainable long-term 

benefits between the company and all 

business partners, and increases added value 

for shareholders with good business ethics 

and company management. 

PT. Garudafood developing with a 

very thick corporate culture instilled in all 

stakeholders in the company, instilled the 

spirit of the founder, namely the late Mr. 

Darmo Poetro and Mrs. Poesponingroem 

"Success was born from honesty, tenacity 

and perseverance accompanied by prayer". 

Making PT. Garudafood is a Company 

based on Mindfulness Values (Minfulness-

BasedCompany) that is, a company that   is 

moved consciously or run based on 

awareness by people who own or practice 

conscious living. By aiming to grow and 

develop and provide maximum benefits. 

The fundamental thing to distinguish   from 

what is not is the existence of spiritual 

awareness in the organization when 

managing things such as, strategy, HR, 

organization, system, and so on. For 

Garudafood, profit is important but it needs 

awareness that the process to achieve it 

should not justify fresh events. 

Human resources is one of the basic 

capital of the company, therefore the quality 

of human resources (HR) must always be 

developed and directed in order to achieve 

the goals that are expected by the 

organization. According to Hardjana (2001) 

human resource development is learning 

activities held within a certain period of 

time to increase the possibility to improve 

performance, development is not allowed to 

happen just like that but is really intended 

and designed systematically. The goal to be 

achieved with the development of human 

resources is the growth of performance, 

both in the institution as a whole and in each 

worker involved in it from the top level to 

the bottom, with the development expected 

to increase productivities and effectiveness 

in the institution (Qustolani2017). 

Performance management is 

currently a major need for many 

organizations, because with good 

performance management an organization 

can more easily achieve its goals, with 

further impact as an acceleration of an 

organization's continued excellence. 

Improved performance in an organization or 

company lies in how existing resources can 

translate what is the goal of a company or 

organization. This becomes a benchmark for 

how to manage performance. So that the 

improvement of performance is a system 

that should be done collaboratively and 

cooperatively by employees, managers and 

organizations.  

One of the factors that affect the 

performance of the company or organization 

is employee performance. The performance 

produced by an employee greatly affects the 

effectiveness of the company's performance. 

Individual performance with organizational 

performance (corporate performance) has a 

close relationship. High individual 

performance will greatly affect the overall 

performance of the organization or in other 

words if the individual performance of 

employees is good then most likely the 

company's performance will also be good 

(Setyawan 2018). So this will affect the 

improvement of the performance of an 
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organization as desired. Employees who 

have high performance are highly expected 

by companies where the more employees 

who perform high, the more the productivity 

of the company so that the company can 

survive global competition. Figure 1 shows 

an improvement in performance from 2018 

to  2019. 
 

 
Source: Company Annual Report (2019) PT. Garudafood Tbk 

Figure 1. Performance Overview 2019 

 

The tight competition of food and 

beverage industry in  2019 makes all 

companies must be able to compete  well  In 

relation to competitiveness, Zuhal (2010) 

said that the company must turn its attention 

in greater portions to hidden assets such as 

human resources (HR), corporate culture, 

and other intellectual assets. There is a fairly 

fundamental shift that is moving towards 

human capital oriented. Competitiveness by 

Zuhal (2010) is defined as an overview of 

how a nation including its companies and 

human resources control the strength of 

competence it has in an integrated manner 

to achieve prosperity and profit, and 

competitiveness in a business context can be 

understood as an ability or performance of 

an institution either in the form of human 

resources, companies, or countries in the 

face of competitors under certain conditions. 

So we can see from Figure 2 Data on the 

demographics of the Company's employees.  
 

 
Source: Company Annual Report (2019) PT. Garudafood Tbk, Figure 2 Employee Demographic Data
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Based on this, it is important to instil 

a competitive culture in an organization. 

One of the factors that distinguish an 

organization from other organizations is its 

culture. Berbicara about organizational 

culture, usually what is meant by 

organizational culture according to Keith 

Davis and John W. Newstrom 

(Mangkunegara, 2008) is "organizational 

culture is the set of assumptions, believes, 

values, and norms that is shared among its 

members". Thus organizational culture is 

the assumptions, beliefs, values and norms 

that become guidelines for its members. 

Based on this background, the study 

of employee performance at PT. 

Garudafood Putra Putri Jaya, Tbk, is 

important to do in analyzing how much 

influence the performance management 

system has on improving the company's 

competitiveness.    

Based on the formulation of the 

above problems regarding this research, the 

purpose of this research is to (1) Analyze 

the influence of the company's 

organizational culture in improving 

competitiveness through the implementation 

of performance management systems in PT. 

Garudafood Putra Putri Jaya Tbk? (2) 

Analyze the influence of competence in 

increasing competitiveness through the 

application of performance management 

systems in PT. Garudafood Putra Putri Jaya 

Tbk? (3) Analyze the influence of 

leadership in improving competitiveness 

through the implementation of performance 

management systems in PT. Garudafood 

Putra Putri Jaya Tbk? (4) Analyze the 

influence of job satisfaction in improving 

competitiveness through the implementation 

of performance management systems in PT. 

Garudafood Putra Putri Jaya Tbk? (5) 

Formulating a strategy to increase 

competitiveness in pt. Garudafood Putra 

Putri Jaya, Tbk 

 

METHODS 

 This research was conducted by 

taking a research location at the 

headquarters of PT. Garudafood Putra Putri 

Jaya, Tbk As for the time of data collection 

is carried out from February to April 2020. 

The data required for this study is primary 

data and secondary data. Primary data 

obtained from questionnaires at the head 

office of PT. Garudafood Putra Putri Jaya, 

Tbk. Secondary data is obtained from the 

study of literature such as literature or 

references related to other sources outside 

the company that support research. 

Secondary data is used to support primary 

data in analyzing employee perception of 

HR Performance Management applied at pt. 

Garudafood Putra Putri Jaya, Tbk. 

Researcher. The respondents in this study 

were all employees in the office of PT. 

Garudafood Putra Putri Jaya, Tbk who has a 

position as a supervisor. Employees who are 

at the supervisor level are considered to 

have more knowledge of HR Performance 

Management. Supervisor at the head office 

of PT. Garudafood Putra Putri Jaya, Tbk is 

as many as 50 people. In addition, there are 

4 selected respondents who have a deep 

understanding of HR performance 

management in PT. Garudafood. Here are 

the selected respondents: 
 

Table 1 Research Respondent 

No. Name Position Long Work 

1 Andhika Rajasa HOC & GA 9 years 

2 Zulfendi Learning Head 16 years 

3 Patricia Rini HC BP 13 years 

4 Samsul Arifin HCBP Manufacture 15 years 

 

 The techniques for collecting data 

and information in this study are collected 

through the following methods: 

1) Questionnaire. This method is used to 

obtain primary data, which is data 

obtained directly from the study subject 

through the filling out of questionnaires. 

The questionnaire is filled out by the 

respondent directly.  

2) Library Review Method. This method is 

done by studying books, articles, 

journals and various other scientific 

writings that support research. 

 Analysis of data used to determine 

the effect of performance management 

system on improving the competitiveness of 

companies in PT. Garudafood Putra Putri 

Jaya, Tbk is using SEM data analysis 
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technique (Structural Equation Modeling) 

with an alternative method based on 

variance or SEM component base called 

Partial Least Square (PLS) using smartPLS 

2.0 software. Partial Least Square was 

introduced by Herman would in 1974, as a 

method for estimating path models using 

latent constructs with multiple indicators.  

PLS aims to test predictive and constructed 

relationships by seeing if there are 

relationships or influences between those 

constructs. 

 According to Ghozali (2011) that 

PLS has its own advantages, including: 

processed data does not have to be normal 

multivariate distribution (indicators with 

category scales, ordinal, intervals to ratios 

can be used on the same model), sample 

sizes do not have to be large and models do 

not have to be supported with strong 

theories such as Covariance-based SEM 

represented by AMOS and LISREL 

software. The advantages of pls make PLS 

famous as a powerful method of analysis 

and often called soft modeling because it 

negates the assumptions of OLS(Ordinary 

Least Square) regression and the absence of 

multicollinearity problems between 

exogenous variables. 

 The PLS-SEM model is evaluated 

using the smartPLS program by assessing 

the results of the model measurement 

through the analysis of confirmatory factors 

by testing the reliability and validity of 

latent constructs. Outer models with 

reflexive indicators are evaluated through 

convergent and discriminate validity of 

latent construct forming indicators, 

composite reliability and Cronbach’s alpha 

for their indicator blocks. While outer 

models with formative indicators are 

evaluated through substantive content, 

namely by comparing relative weight and 

looking at the significance of the construct 

indicator. 

The goodness of fit model used can 

be seen based on the results of the outer 

model and the inner model of the Outer 

model research can be known by looking at 

the value of the composite reliability of the 

construct. Composite reliability can be 

evaluated by two sizes: internal consistency 

and Conbach's Alpha. The accepted limit 

value for the composite reliability level is 

above 0.50 although this value is not an 

absolute standard. Evaluation of the 

measurement model (outermodel) aims to 

see the relationship between the indicator 

and its construct variables. According to 

Ghozali (2011), there are several criteria in 

evaluating outer models, including: 

a) Convergent validity, useful for testing 

the validity of reflective indicators. The 

indicator is said to be valid if the 

statistical t value is above 1.96 or the 

loading value of the factor above 0.50 

against the construct variable.  

b) Discriminant validity is measured by 

looking at the average variance 

extracted (AVE) value. The 

recommended AVE value is > 0.50.  

c) Composite reliability, a reliability test of 

the indicator block that measures its 

variable construct. The accepted limit 

value for the composite reliability level 

is > 0.60. 

 Inner models are useful for 

describing relationships between latent 

variables of research. The inner model can 

explain the relationship between constructs 

and the values of significance as well as the 

value of determination (R-Square). The 

structure model will be evaluated using R-

Square for dependent constructs and test 

values t as well as the significance of the 

structure path parameter coefficients. The 

PLS model begins by paying attention to the 

R-Square value of the dependent latent 

variable. Changes in R-Square values can be 

used to assess the substantial effect of 

certain independent latent variables on 

dependent latent variables. The coefficient 

of determination is used to see the extent to 

which the ability of exogenous variables can 

explain the diversity of bound variables. 

The coefficient of determination is required 

to measure the success rate of the model 

used in predicting its bound variables.  

 According to Ghozali (2011) the 

coefficient of determination has a value 
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between zero and one. Zero value means 

there is no relationship between free 

variables and bound variables. Conversely, 

when the coefficient of determination is 

worth one it shows a perfect match of the 

precision of the model. The reason for the 

selection of statistical analysis methods 

using partial least square techniques in this 

study is to consider the number of samples 

that only amounted to 50 respondents, 

because PLS was able to analyze the 

number of respondents who were less than 

100 respondents. In addition, PLS can not 

only be used to confirm theories, it is also 

able to explain the exist or absence of 

relationships between latent variables of 

research. 

 AHP is a method in a decision-

making system that uses several variables 

with a multilevel analysis process. Analysis 

is done by giving priority values of each 

variable, then making a paired comparison 

of the variables and alternatives that exist. 

Related research that uses the AHP method 

as a tool is research that has been done by 

Maharrani, regarding employee admission 

selection. Analytical Hierarchy Process 

(AHP) is a functional hierarchy with its 

primary input of human perception. This 

method was developed by Prof. Thomas 

Lorie Saaty of Wharton Business School in 

the early 1970s, which is used to find the 

ranking or priority order of various 

alternatives in solving a problem.  

 

RESULTS 

Outer Model Evaluation 
 

 
Figure 3 Structural Model Output Displays 

 

Based on the presentation of data in 

figure 3 above, it is known that each of the 

many research variable indicators has an 

outer loading value of > 0.7. However, there 

are still some indicators that have an outer 

loading value of < 0.7. According to 

Ghozali (2014: 39), an outer loading value 

between 0.5 - 0.6 is already considered 

sufficient to qualify convergent validity. 

The above data shows no variable indicator 

whose outer loading value is below 0.5, so 

all indicators are declared viable or valid for 

research use and can be used for further 

analysis. 

In this section will be outlined the 

results of discriminant validity test. The 

discriminant validity test uses a cross 

loading value. An indicator is declared to 

meet discriminant validity if the cross 

loading value of the indicator on its variable 

is the largest compared to other variables 

(Ghozali, 2014). In addition to observing 

cross loading values, discriminant validity 

can also be known through other methods, 

namely by looking at the Average Variant 
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Extracted (AVE) value for each indicator 

required the value must be > 0.5 for a good 

model (Ghozali 2014).  
 

Table 1 Average Variant Extracted (AVE), Composite 

Reliability, dan Cronbach Alpha 

 Variabel AVE Composite 

Reliability 

Cronbach's 

Alpha 

Budaya Perusahaan 
(X1) 

0,538 0,965 0,962 

Daya Saing SDM (Y1) 0,539 0,921 0,904 

Kepemimpinan (X2) 0,600 0,943 0,933 

Kepuasan Kerja (X4) 0,574 0,946 0,937 

Kompetensi (X3) 0,574 0,958 0,953 

Manajemen Kinerja 

SDM (Y2) 

0,546 0,940 0,930 

 

Based on the data presented in table 

1 above, it is known that the AVE value of 

Corporate Culture variables, HR 

Competitiveness, Leadership, Job 

Satisfaction, Competence and HR 

Performance Management > 0.5. Thus it can 

be stated that each variable already has a 

good discriminant validity. It can be known 

that the composite reliability value of all 

research variables > 0.6. These results show 

that each variable has met the composite 

reliability so it can be concluded that the 

entire variable has a high degree of 

reliability. It can be known that the alpha 

Cronbach’s value of each research variable 

> 0.7. Thus these results can show that each 

of the study variables has met the 

requirements of the Cronbach’s alpha value, 

so it can be concluded that the entire 

variable has a high level of reliability.  

 

Evaluation of Inner Model 

The path coefficient evaluation is 

used to show how strong the effect or effect 

of independent variables is on dependent 

variables. Coefficient determination (R-

Square) is used to measure how much an 

endogenous variable is affected by other 

variables. Chin mentions R2 results of 0.67 

and above for endogenous latent variables in 

structural models indicating the effect of 

exogenous variables (which affect) on 

endogenous variables (which are affected) 

fall into the category of good.  Whereas if 

the result is 0.33 - 0.67 then it belongs to the 

medium category, and if the result is 0.19 - 

0.33 then it belongs to the weak category 

(Ghozali 2014). 

 

Table 2 Path Coefficients dan R-Square 

 Variabel Daya Saing SDM (Y1) Manajemen Kinerja SDM (Y2) R 

Square 

R Square 

Adjusted 

Corporate Culture (X1) 0,341 0,259 0,824 0,814 

Human Resources Competitiveness (Y1) - 0,314 - - 

Leadership (X2) 0,144 0,219 - - 

Job Satisfaction (X4) 0,111 0,198 - - 

Competence (X3) 0,382 0,042 - - 

Hr Performance Management (Y2)  -   0,915 0,909 

 

Based on table 2 of the inner model 

scheme it can be explained that the largest 

path coefficient value is indicated by the 

influence of corporate culture on 

competitiveness of 0.341, the influence of 

leadership on the competitiveness of the 

company by 0.144, the influence of 

competence on 0.111 and the satisfaction of 

work on competitiveness by 0.144. While 

the influence of corporate culture on HR 

performance management by 0.259, the 

influence of  competitiveness  on HR 

performance management by 0.314, the 

influence of leadership on HR performance 

management by 0.219, the influence of job 

satisfaction on HR performance 

management by 0.198 and the influence of 

competence on HR performance 

management by 0.042. 

Based on the description of these 

results, it shows that the overall variables in 

this model have a path coefficient with 

positive numbers. This shows that if the 

greater the path coefficient value on one 

variable is independent of the dependent 

variable, the stronger the influence between 

independent variables on the dependent 

variable.  

Based on the data presented in table 

4.7 above, it can be known that the R-

Square value for the HR Competitiveness 

variable is 0.824. The acquisition of the 

value explains that the percentage of human 

resource competitiveness is 82.4%. Then for 
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the R-Square value obtained hr performance 

management variable of 0.915. The value 

explains that HR Performance Management 

is 91.5%. The goodness of fit assessment is 

known from the value of Q-Square. The 

value of Q-Square was obtained at 0.986. 

This shows the magnitude of the diversity of 

research data that can be explained by the 

research model is 98.6%. The remaining 

1.4% was explained by other factors that 

were outside the study model. Thus, from 

these   results, this research model can be 

declared to have a good goodness of fit.

  
Table 3 T-Statistics and P-Values 

   T Statistics P Values Result 

H1 Corporate Culture (X1) - > HR Competitiveness (Y1) 3,788 0,000 Accepted 

H2 Corporate Culture (X1)-> HR Performance Management (Y2) 2,197 0,028 Accepted 

H3 HR Competitiveness (Y1) -> HR Performance Management (Y2) 3,118 0,002 Accepted 

H4 Leadership (X2) - > HR Competitiveness (Y1) 1,248 0,213 Rejected 

H5 Leadership (X2)-> HR Performance Management (Y2) 2,388 0,017 Accepted 

H6 Job Satisfaction (X4)-> HR Competitiveness (Y1) 1,046 0,296 Rejected 

H7 Job Satisfaction (X4)-> HR Performance Management (Y2) 2,277 0,023 Accepted 

H8 Competence (X3) - > HUMAN RESOURCES Competitiveness (Y1) 2,965 0,003 Accepted 

H9 Competency (X3)-> HR Performance Management (Y2) 0,510 0,611 Rejected 

 

Based on the data that has been 

done, the results can be used to answer 

hypotheses in this study. The hypothesis test 

in this study was conducted by looking at 

the value of T-Statistics and the value of P-

Values. The research hypothesis can be 

expressed acceptable if the value of P-

Values < 0.05 (Sofyan 2011). Based on the 

data presented in table 4.8 above, it can be 

known that of the nine hypotheses  proposed 

in this study,  of the nine only six 

hypotheses received namely H1, H2, H3, 

H5, H7,and H8, because each of the 

influences shown to have a value of P-

Values < 0.05. So that it can be declared an 

independent variable to its dependents has a 

significant influence. While the three 

hypotheses rejected, namely H4, H6 and 

H9, because each of the influences shown to 

have a P-Values value > 0.05.  So that it can 

be declared an independent variable to its 

dependents does not have a significant 

influence. 

 

Analysis of Competitiveness 

Improvement Strategies Through The 

Application of Human Resource 

Performance Management Analytical 

Hierarchy Process (AHP) Methods 

Analysis of factors to increase 

competitiveness through the application of 

human resource performance management 

in the company is one of the important 

aspects in the formulation of the company's 

strategy in order to achieve maximum 

competitiveness. Analysis of supporting 

factors aims to categorize factors using 

ranking scores so that they can be known 

the factors with the highest values and 

lowest values. Analysis of kinera supporting 

factors in this study was conducted using 

the Analytical Hierarchy Process (AHP) 

method. The Analytic Hierarchy Process 

(AHP) method is a comprehensive 

methodology, which provides the ability to 

combine quantitative and qualitative factors 

in individual and group decision-making 

(Saaty 2012).  
 

Table 4 Alternative Priority Calculations 

Alternative Name Criterion Eigen Whole Eigen Perkriteria Multiplied Presentation Rank 

Performance Management (Y1) Corporate Culture (X1) 0.39 0.34 0.14 34.45% 1 

HR competence (X2) 0.19 0.34 0.07 

Leadership (X3) 0.24 0.34 0.08 

Job Satisfaction (X4) 0.17 0.34 0.06 

Total 0.34 

Corporate Competitiveness (Y2) Corporate Culture (X1) 0.39 0.16 0.06 15.55% 2 

HR competence (X2) 0.19 0.16 0.03 

Leadership (X3) 0.24 0.16 0.04 

Job Satisfaction (X4) 0.17 0.16 0.03 

Total 0.1555 
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Basically AHP is a method of 

solving a complex and unstructured problem 

intoits components, arranging those 

components in a hierarchy, including 

numerical values in lieu of human 

perception in making relative comparisons, 

and finally producing a synthesis that 

establishes the order and priority values of 

those components. AHP is displayed in the 

form of a hierarchical model consisting of 

objectives, criteria, perhaps several sub-

criteria levels and alternatives to each 

decision (Nurmianto and Siswanto 2006). 

Based on the table above the final 

value, it can be seen that Performance 

Management obtained the largest final value 

and ranked 1st with a value of 34.45% and 

Company Competitiveness in rank 2 with a 

final value of 15.55%. From Variable X 

Company Culture (X1) has the highest 

weight to be taken into account because it 

gives the highest impact then in the second 

position, namely Leadership (X3), third HR 

Competence (X2), and the last is Job 

Satisfaction (X4). 

 

Discussion of Research Results 

The Influence of Corporate Culture on 

Human Resources Competitiveness 

From the results of the hypothesis 

test, it is known that the value of P-Values 

that shape the influence of corporate culture 

on human resource competitiveness is 0.000 

coupled with a positive T-Statistics value of 

3,788, so it is stated that the company 

culture has a positive effect on hr 

competitiveness.   

Robins (2002) reveals that 

organizational culture refers to a system of 

mutual understanding held by the members 

of an organization, which distinguishes that 

organization from other organizations. 

Based on this understanding, there are 

certain characteristics that an organization 

has so as to distinguish one organization 

from other organizations.  

Competitiveness is concerned with 

the effectiveness of the company, i.e. 

whether the company can meet the needs of 

stakeholders. According to Noe et al (2010) 

human resource management refers to 

policies, practices, and systems that 

influence employee behavior, attitudes, and 

performance. HR practices include 

analyzing and designing jobs,   establishing 

HR needs, attracting potential employees, 

selecting employees, teaching employees 

how to carry out their work and preparing 

them for the future, rewarding employees, 

evaluating employee performance,  and 

creating a positive work environment.  

The results of this study are 

supported by the results of research 

conducted by Sihite (2018) and Analisa 

(2011) which states that the company 

culture has a positive influence on human 

resource competitiveness.   

 

The Influence of Corporate Culture on 

HR Performance Management  

From the results of the hypothesis 

test, it is known that the value of P-Values 

that shape the influence of corporate culture 

on HR performance management is 0.028 

coupled with a positive T-Statistics value of 

2,197, so it is stated that the company 

culture has a positive effect on HR 

performance management.  

Organizational culture is the 

attitudes, values, norms of behavior and 

expectations contributed by members of the 

organization. Robbins (2006) describes 

organizational cultural changes in a   better 

direction that can be done by making 

management behavior (officials) as models, 

creating habits and beliefs according to the 

desired culture, creating and socializing new 

values, and increasing group cooperation. 

While according to Mangkunegara (2007) 

formal and informal organizational 

conditions such as organizational culture 

have an influence on employee 

performance.  

According to Zahriyah et al. (2015), 

the interconnectedness of the relationship 

between organizational culture and 

employee performance is considered to 

determine the organization's ability to cope 

with environmental changes, even directly 

affecting employee performance. 
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Organizational culture becomes an 

important contributing factor to a company's 

success or failure.  Culture can be a positive 

or negative force, in conjunction with the 

effectiveness of the achievements of the 

company or organization in question. High 

performance is the result of cultural 

consistency.  

Previous research that examined the 

influence between organizational cultures 

on employee performance was conducted by 

Heriyanti (2007) where the results of his 

research showed that organizational culture 

has a positive influence on employee 

performance. The same is   done by Dinanti 

(2015) which examines the influence of 

organizational culture on performance 

where organizational culture influences 

positively and significantly on employee 

performance and there are still opportunities 

for organizations to maximize the functions 

of organizational culture to be able to 

encourage even better employee 

performance improvements. Research 

conducted by Taurisa and Ratnawati (2012) 

concluded that there is a unidirectional 

influence between organizational culture 

and employee performance. This shows that 

the stronger the organizational culture in the 

company, the higher the level of 

performance of its employees. The most 

dominating indicator of organizational  

culture is the feeling of being valued, which 

indicates  that when an employee feels 

valued in an organization, then when the 

existence of culture is felt by employees and 

expected their behavior in accordance with 

that culture so that later it will be able to 

improve its performance. 

 

The Impact of HR Competitiveness on 

HR Performance Management 

From the results of the hypothesis 

test, it is known that the value of P-Values 

that form the influence of competitiveness 

on HR performance management is 0.002 

coupled with a positive T-Statistics value of 

3,118, so that it is stated that 

competitiveness has a negative effect on HR 

performance management.  

   Long-term human resource 

development is an important part of the HR 

department.  Employee development is also 

an effective way to deal with the challenges 

faced by the company, including employee 

quality lag, job diversity, changes in agreed 

activity techniques and employee turnover. 

According to Hasibuan (2003) hr 

development is an effort to improve the 

technical, theoretical, conceptual and moral 

abilities of employees in accordance with 

the needs of the job or position through 

education or training. 

Performance is defined as everything 

produced by management, employees or an 

organization in its work as a contribution to 

the performance of the work unit and the 

organization as a   whole. The word 

performance is commonly used to describe 

some things that are somewhat different 

although there is still a connection. 

The results of this study are 

supported by the results of research 

conducted by Sihite (2018) and Analisa 

(2011) which states that competitiveness has 

a negating effect on HR performance 

management.  

 

The Influence of Leadership on Human 

Competitiveness  

From the results of the hypothesis 

test, it is known that the value of P-Values 

that form the influence of leadership on 

human resources competitiveness is 0.213 

coupled with a positive T-Statistics value of 

1,248, so it is stated that leadership has no 

negitive effect on hr competitiveness.   

An organization certainly needs 

someone who can take the organization in a 

better direction that is in accordance with 

the goals of the organization, which we 

often refer to as leaders. Leadership   is an 

important role in organizing. Leaders are 

instrumental in achieving organizational 

goals. The leader must be able to coordinate 

and build relationships with subordinates. 

According to Kreitner and Kinicki (2013) 

leadership is a process by which an 

individual helps others to achieve their 

goals.  
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   Long-term human resource 

development is an important part of the HR 

department.  Employee development is also 

an effective way to deal with the challenges 

faced by the company, including employee 

quality lag, job diversity, changes in agreed 

activity techniques and employee turnover. 

According to Hasibuan (2003) hr 

development is an effort to improve the 

technical, theoretical, conceptual and moral 

abilities of employees in accordance with 

the needs of the job or position through 

education or training.  

Quality human resources turn vision 

into reality. The development of human 

resource performance management is the 

entire activity of recruitment, selection, 

placement, training, use, maintenance and 

integration of personnel in an organization 

(Ruki 2003).  In performance-based HR 

management,   all decisions to be made in 

all aspects or human resource management 

activities are based on or attributed to 

employee performance.  

The results of this study are 

supported by the results of research 

conducted by Sihite (2018) and Analisa 

(2011) which states that leadership has no 

negative effect on human resource 

competitiveness.   

 

Influence of Leadership on HR 

Performance Management 

From the results of the hypothesis 

test, it is known that the value of P-Values 

that form the influence of leadership on HR 

performance management is 0.017 coupled 

with a positive T-Statistics value of 2,388, 

so that leadership is stated to have a 

negating effect on HR performance 

management.  

According to Robbins and Judge 

(2013), leadership is the ability to influence 

a group toward achieving a vision and set of 

goals. Moeheriono (2014), argues that 

leadership is a form of persuasion, an art of 

moving and fostering a certain group of 

people, usually through human relations and 

proper motivation, so that without fear they 

are willing to cooperate and understand to 

achieve all that is the goal of the 

organization. 

  Performance-based HR management 

as the right management system because it 

is considered the most objective is based on 

clearer and firmer measures or criteria.  In 

reality, the use of performance as a base is 

usually only used as a basis for the awarding 

of "rewards" or penalties, promotions / 

promotions and developer programs.  

The results of this study are 

supported by the results of research 

conducted by Sihite (2018) and Nur et al. 

(2016) which states that leadership has a 

negating effect on HR performance 

management.  

 

The Effect of Job Satisfaction on Human 

Resource Competitiveness  

From the results of the hypothesis 

test, it is known that the value of P-Values 

that form the effect of job satisfaction on 

human resource competitiveness is 0.296 

coupled with a positive T-Statistics value of 

1,046, so that it is stated that job satisfaction 

has no negative effect on hr 

competitiveness.   

In the opinion of Sanuddin and 

Widjojo (2013), the more aspects of his 

work that are in accordance with the desires 

and value systems embraced by individuals, 

the higher the satisfaction obtained. 

Likewise, the more aspects of the work that 

are not in accordance with the desires and 

value systems of the individual, the lower 

the level of satisfaction obtained. So it can 

be said that to create work results that are in 

accordance with the expectations of a 

company or organization, namely by paying 

attention to employee job satisfaction. To be 

able to say that employee satisfaction work 

will be achieved if the wishes of employees 

are fulfilled after they complete the 

responsibilities of the work that has been 

burdened. Or in other words that job 

satisfaction will be achieved when the 

burden carried out is proportional to the 

results received. 

   Long-term human resource 

development is an important part of the HR 
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department.  Employee development is also 

an effective way to deal with the challenges 

faced by the company, including employee 

quality lag, job diversity, changes in agreed 

activity techniques and employee turnover. 

According to Hasibuan (2003) hr 

development is an effort to improve the 

technical, theoretical, conceptual and moral 

abilities of employees in accordance with 

the needs of the job or position through 

education or training. 

The results of this study are not 

supported by the results of research 

conducted by Setiawan (2016) and Nur, et al 

(2016) which stated that job satisfaction has 

no negative effect on human resource 

competitiveness.   

 

Effect of Job Satisfaction on HR 

Performance Management  

From the results of the hypothesis 

test, it is known that the value of P-Values 

that form the influence of job satisfaction on 

HR performance management is 0.023 

coupled with a positive T-Statistics value of 

2,277, so that it is stated that job satisfaction 

has a negating effect on HR performance 

management.  

Job satisfaction is one of the 

important factors affecting life satisfaction, 

as most people spend time at work. A 

positive feeling about a person's work that is 

the result of an evaluation of his 

characteristics, Robbins & Judge (2008). It 

is important when individuals feel job 

satisfaction in the company can improve the 

performance of that individual.  

Performance management 

development is the right business as an 

entrance to the implementation of regulatory 

arrangements in service organizations. The 

development of performance management 

will form a structure that is the laying of the 

first basis in the development of advocacy   

arrangements and commitment of 

stakeholders and implementing, leadership, 

coaching and monitoring activities, being 

the key to the successful implementation of 

performance management development. The 

implementation of performance 

management development starting from the 

stage of preparation, implementation, 

evaluation, and roll out to other service 

places or other professions is highly 

dependent on the support of stakeholders 

within and outside the service organization.  

The results of this study are 

supported by the results of research 

conducted by Analisa (2011) and Kusuma 

(2013) which states that job satisfaction has 

a negating effect on HR performance 

management.  

 

The Impact of Competence on Human 

Resources Competitiveness  

From the results of the hypothesis 

test, it is known that the value of P-Values 

that form the influence of competence on 

human resource competitiveness is 0.003 

coupled with a positive T-Statistics value of 

2,965, so it is stated that competence has a 

negating effect on human resource 

competitiveness.   

Competence also demonstrates the 

characteristics of knowledge and skills 

possessed or required by each individual 

that enables them to carry out their duties 

and responsibilities effectively  and  raises 

the standard of professional quality in their 

work (Wibowo 2014). 

Competitiveness is concerned with 

the effectiveness of the company, i.e. 

whether the company can meet the needs of 

stakeholders. According to Noe et al (2010) 

human resource management refers to 

policies, practices, and systems that 

influence employee behavior, attitudes, and 

performance. HR practices include 

analyzing and designing jobs,   establishing 

HR needs,  attracting potential employees,  

selecting employees, teaching employees  

how to carry out their work and preparing 

them for the future, rewarding  employees, 

evaluating employee performance,  and 

creating a positive work environment.  

The results of this study are 

supported by the results of research 

conducted by Analisa (2011) and Kusuma 

(2013) which states that competence has a 
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negating effect on the competitiveness of 

HUMAN RESOURCES. 

Influence of Competence on HR 

Performance Management  

From the results of the hypothesis 

test, it is known that the value of P-Values 

that form the influence of competence on 

HR performance management is 0.611 

coupled with a positive T-Statistics value of 

0.510, so it is stated that competence has no 

negative effect on HR performance 

management.  

Quality human resources turn vision 

into reality. Human resource performance 

management development is the entire 

activity of recruitment, selection, placement, 

training, use, maintenance and integration of 

personnel in an organization (Ruki, 2003).  

In performance-based HR management,   all 

decisions to be made in all aspects or human 

resource management activities are based on 

or attributed to employee performance.  

Competence is the basic foundation 

of people's characteristics and indicates how 

to behave, and adapt situations. According 

to Posuma (2013), competence is the ability 

to carry out work based on skills and 

knowledge of work. Isnain (2012) says that 

competence is an underlying characteristic 

of a person and is related to the 

effectiveness of an individual's performance 

in his or her work.  Competence is the 

value, behavior, policy, dynamic 

management and structure used in working 

effectively by systematically involving 

consumers, stakeholders and society 

(Suparno and Sudarwati 2014).  

The results of this study are not 

supported by the results of research 

conducted by Setiawan (2016) and Nur, et al 

(2016) which states that competence has a 

negative effect on HR performance 

management.  

 

Strategies to Improve Competitiveness 

through the Implementation of Human 

Resource Performance Management 

Analytical Hierarchy Process (AHP) 

Methods 

Based on the results of calculations 

that have been done showed that 

Performance Management obtained the 

largest final value and ranked 1st with a 

value of 34.45% and Company 

Competitiveness in rank 2 with a final value 

of 15.55%. From Variable X Company 

Culture (X1) has the highest weight to be 

taken into account because it gives the 

highest impact then in the second position, 

namely Leadership (X3), third HR 

Competence (X2), and the last is Job 

Satisfaction (X4). 

Hasl AHP test shows the scale of 

priorities or interests that must be improved 

and prioritized by Garudafood Putra Putri 

JayA TBK in taking policy for the company.  

In this study on dependent variables that 

should be the main focus of improvement, 

namely on performance management while 

in independent variables the Company 

Culture has the highest weight to be taken 

into account because it provides the highest  

impact so that these two factors can be used 

as consideration for the company in running 

its business. 

 

Managerial Implications 

The managerial implications of the 

discussion and results of analysis in research 

on strategies to improve competitiveness 

through the application of human resource 

performance management in PT. 

Garudafood Putra Putri Jaya Tbk. It is 

expected to be useful for interested parties, 

especially for producers. The implications in 

this study are as follows: 

A. From the findings in this study, it was 

found that company culture and 

competence affect the competitiveness 

of human resources. So it is expected 

that the company is able to manage the 

company culture well and also improve 

employee competence by providing 

opportunities to excel and perform more 

optimally so that human resource 

competitiveness can be achieved. 

B. From the findings in this study, it was 

found that company culture, 

competitiveness, leadership, and job 
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satisfaction affect HR performance 

management. So it is expected that the 

company is able to manage the company 

culture well, improve the 

competitiveness of the company among 

other competitors, wise and responsible 

leadership, and increase employee job 

satisfaction by rewarding outstanding 

employees and maintaining relationships 

with employees so that HR performance 

management can be implemented 

properly. 

C. From the findings in this study it was 

found that performance management 

obtained the most final value and ranked 

number one and the competitiveness of 

the company in the second rank. So it is 

expected that the company pays 

attention to the company culture, 

competitiveness, leadership, and job 

satisfaction felt by employees both 

materially and support provided. 

D. From the findings in this study, it was 

found that the company culture has the 

highest weight to be taken into account 

because it has the highest impact on 

increasing competitiveness through the 

application of human resource 

performance management. So it is 

expected that the company controls the 

company's corporate cultural activities 

so that employees feel comfortable to 

work, giving birth to discipline and 

work ethic in advancing the company. 

 

CONCLUSION 

 Based on the results and discussion 

of the study, the study concluded as follows: 

A. The company culture becomes a positive 

influence on improving the 

competitiveness of human resources 

through the implementation of 

performance management systems in PT 

companies. Garudafood Putra Putri Jaya 

Tbk. 

B. PT Garudafood which always instills the 

spirit of the founder that "success is born 

from honesty, tenacity and perseverance 

accompanied by prayer" makes a good 

foundation in managing a company 

organization so that we see the factors of 

leaders have a significant effect on HR 

performance management. The 

important role of a leader is very 

important in producing good 

performance in a company, as pt. 

Garudafood, we can see that every year 

it shows an increase in sales. 

C. Employee job satisfaction does not 

affect the improvement of 

competitiveness in the company but has 

a significant effect on the 

implementation of performance 

management in the company. 

D. The development of human resources 

for the long term, is an important part of 

the HR department. Employee 

development is also an effective way to 

deal with the challenges faced by the 

company, including employee quality 

lag, job diversity, changes in agreed 

activity techniques and employee 

turnover. Employee development in the 

form of training to improve HR 

competence in skills and knowledge, in 

line with the company's vision of 

working smartly so as to help the 

company in working more effectively to 

achieve the company's goals. So that 

leadership, job satisfaction, competence 

and corporate culture affect the 

management of performance and 

competitiveness of human resources in 

PT. Garudafood. 

E. The results of the AHP test calculation 

showed that Performance Management 

obtained the greatest final value and 

ranked 1st with a value of 34.45% and 

Company Competitiveness at 2nd with a 

final value of 15.55%. From Variable X 

Company Culture (X1) has the highest 

weight to be taken into account because 

it gives the highest impact then in the 

second position, namely Leadership 

(X3), third HR Competence (X2), and 

the last is Job Satisfaction (X4). 
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