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	The performance of construction companies is an important factor in supporting infrastructure development in the city of Denpasar. The improvement of a company's performance is not only determined by technical capabilities, but also influenced by the company's culture, leadership style, and the use of information technology. This study aims to analyze the influence of company culture on the performance of construction companies, the influence of company culture on leadership style, the influence of leadership style on the performance of construction companies, the role of information technology as a moderation variable, and the role of leadership style as a mediating variable. This study used a quantitative approach with a survey method. The research sample consisted of 52 construction service companies in Denpasar City which were selected using simple random sampling, with one respondent representing each company. Data were collected through questionnaire deployment and analyzed using the Structural Equation Modeling-Partial Least Squares (SEM-PLS) method using SmartPLS 4. The results of the study show that company culture has a positive but not significant effect on the performance of construction companies. Company culture has a positive and significant effect on leadership style, while leadership style has a positive and significant effect on the performance of construction companies. Leadership style has been proven to be able to mediate the relationship between company culture and construction company performance. Meanwhile, information technology has not been proven to moderate the relationship between company culture and leadership style to the performance of construction companies.

	
	
	

	
	
	

	
	
	



INTRODUCTION
The development of the construction industry involving technological advances can provide significant benefits and advantages. Especially in Indonesia, which is currently focusing on the development of information technology and the equitable distribution of infrastructure development in each region. The construction industry is a strategic sector that supports regional economic growth, including in Denpasar City as the center of government, business and public services in Bali Province. The high need for infrastructure and property development makes construction companies have an important role in increasing service user satisfaction, improving the quality of public services, regional development, and regional competitiveness (Liu et al., 2025; Ngoc & Tien, 2021; Osei–Kyei & Chan, 2016; Tien et al., 2021). However, in its implementation, the performance of construction companies is not only determined by technical capabilities but also maximum resource management, one of which is human resource management so that it can support the success of construction companies.  (IEEE, 2011) 
A successful company is one that can balance mission, consistency, engagement and adaptability as an organizational culture. Company culture serves as a system of values, norms, and work behaviors that determine how an organization operates. A strong company culture is characterized by discipline, openness of communication and adherence to safety procedures. On the contrary, a weak company culture can lead to conflict, low coordination and decreased productivity.  (Denison, 2016) Company culture can be different and has its own uniqueness in each company (Ogbonna and Harris, 2000). Company culture is a principle that is the company's trust and the foundation for decision-making. In Denpasar, several cases in the 2023–2025 period show organizational culture problems, especially related to industrial relations and unclear management procedures. For example, the layoff complaint submitted by Perumda Kerthi Bali Santhi workers illustrates dissatisfaction with transparency and human resource governance. also explained that there are four types of organizational culture, namely  (Mahendro, 2024)  Cameron and Quinn (2011) Clan Culture, Adhocracy Culture, Hierarchy Culture, and Market Culture in a company that is adjusted to the leadership style applied. Leadership style is directly involved in improving company performance where leadership style has a positive influence on the effectiveness of the company. A leader must understand the company's goals so that the leader is able to provide understanding to his members. Leadership style is the habits, disposition, traits, personality, (Irianti et al., 2024) temperament that distinguish a leader in interacting with others. So that leadership style is also an attitude in influencing someone. Leadership style has a significant influence on the performance of the workforce so that it has an impact on the performance of construction companies. On the other hand, if the leadership style does not get attention, it can trigger employee (Kartono, 2019)  (Mahapatni dkk., 2018)turnover due to poor communication processes, pressure and the work environment influenced by the leadership style. 
Communication and coordination are an important part of leadership where the use of information technology (IT) is increasingly urgent to improve the communication process leading to the efficiency of construction projects. Technologies such as digital-based project management systems, electronic document management, field supervision applications, to BIM (Building Information Modeling) systems, Artificial Intelligence, Robotics and drones.  (Ramadan, et al., 2023) IT has been proven to improve cost control, speed of coordination, and planning quality. The development of information technology in a company has been proven to have a positive impact on the development of the company and has even become a habit and culture. The use of information technology can facilitate the communication process, simplify difficult tasks and accelerate the mechanism of a system so that it plays a role in improving company performance. However, the adoption of IT in construction companies in Denpasar is still uneven. Some projects face communication and coordination barriers due to the lack of digitalization. This is in line with the national push to increase the implementation of BIM and digital systems as part of the modernization of the construction sector. On the other hand, the performance assessment of a construction company can be seen from several aspects, namely financial or financial aspects, reputation or service user satisfaction aspects, and employee satisfaction to the time aspect. There is also an assessment method that is often used, namely BSC (Chidiebere et al., 2020) (Maddeppungeng et al., 2017) (Balanced Scorecard) which assesses from four perspectives including financial perspectives, internal business operations perspectives, customer perspectives to learning and growth perspectives. The internal problems of construction companies in Denpasar are also seen in terms of governance and project management. For example, reports related to late payments to contractors and subcontractors on Nusa Dua development projects by ITDC show problems with financial management, transparency, and contractual control. This situation has an impact on the cash flow of local construction companies and has the potential to hinder the timely completion of projects. In addition, a number of occupational safety incidents, such as the accident of a project worker in Denpasar where a worker suffered a work accident due to a collapsed wall, reflect the weak supervision, occupational safety, and risk management that are also part of the culture of construction companies. (Adhiprasangga et al., 2016)  (Sulla, 2025)  (Ermalia, 2025) 
So based on the above explanation, it can be seen that the performance of construction companies is not only determined by technical matters, but it is necessary to strengthen the existence of a company culture, effective leadership style and optimal use of information technology. Therefore, research on the influence of company culture, leadership style, and information technology is important to understand the factors that affect the performance of construction companies in Denpasar City more comprehensively (Astana et al., 2025; Karangasem, 2024; Karinda & Maski, 2016).
Based on the background that has been described, this study raises six main problems that are the focus of the study, namely how the influence of corporate culture on the performance of construction companies in Denpasar City, how the influence of corporate culture on leadership styles in construction companies, how the influence of leadership style on the performance of construction companies, whether information technology is able to strengthen the relationship between corporate culture and company performance construction, whether information technology is able to strengthen the relationship between leadership style and construction company performance, as well as whether leadership style is able to mediate the relationship between company culture and construction company performance. In line with the formulation of the problem, this study has six main objectives to be achieved, namely to analyze the influence of company culture on the performance of construction companies, to analyze the influence of corporate culture on leadership styles in construction companies, to analyze the influence of leadership style on the performance of construction companies, to analyze the role of information technology in strengthening the relationship between corporate culture and performance construction companies, to analyze the role of information technology in strengthening the relationship between leadership style and construction company performance, as well as to analyze leadership style in mediating the relationship between company culture and construction company performance. This research is useful to enrich the study of construction management and the development of organizational theory through testing the role of mediation and moderation, and practically for construction companies as material for cultural and leadership evaluation, for leaders as insights into cultural implementation, for policy makers as input for policy formulation, and for academics as a basis for more comprehensive follow-up research.
[bookmark: _Toc231971037]METHOD
[bookmark: _Toc231971038]Research Design
This research was included in quantitative descriptive research. Descriptive research is research in the form of descriptions and descriptions of the phenomenon being studied. Meanwhile, quantitative research is a research method that can be measured using numbers and statistics in the process of data collection to data analysis. Thus, research with a quantitative descriptive method is a study that describes a phenomenon based on the results of data that has been processed with statistics. This study is intended to analyze the influence of company culture and leadership style on the performance of construction companies with information technology as a moderator and analyze the relationship between leadership style as a mediator of company culture and construction company performance. Data collection was carried out by distributing questionnaires to construction companies located in the city of Denpasar. 
[bookmark: _Toc231971039]Research Location and Time
This research was conducted on a construction company as a construction service provider located in the city of Denpasar. The time for the implementation of the research was carried out for 180 calendar days starting from the preparation of research proposals, data collection with the distribution of questionnaires, to producing data through data analysis.
[bookmark: _Toc231971040]Determination of Data Sources
The determination of data sources in this study is differentiated into two types of data sources, namely primary data and secondary data. Primary data is data obtained directly in the form of questionnaire results that have been disseminated. In this study, the distribution of the questionnaire was carried out with the provision that respondents would fill in the questionnaire data, namely employees, team leaders or owners of construction companies. Meanwhile, secondary data is a type of complementary data in research that does not have a direct effect on the implementation of research. In this study, secondary data is in the form of data obtained and already in the company, namely the number of projects or clients and the number of employees. To determine the sample in the distribution of the questionnaire, the sampling technique of the data source is carried out by random sampling technique, which is a sampling technique based on considerations of the research elements and representative of the research. 
[bookmark: _Toc231971041]Research Variables
In a study, there are variables that are the focus of observation or research. In this study, there are independent variables (X) or Independent and bound variables (Y) or Dependent. An independent variable is a variable that can affect other variables or variables that are the cause of other variables. In this study, the independent variables are company culture (X1) and leadership style (X2). Company culture can be seen based on the assessment and analysis of employees on the company's behavior in principled or handling problems. Another independent variable is the leadership style applied to the company based on the experience and judgment of the company's employees. While bound variables or dependent variables are variables that are influenced by other variables or variables that are the result of other variables. The variable tied to this study is the performance of construction companies (Y1) which is seen based on the company's balance scorecard method such as financial perspectives, customer satisfaction perspectives, internal business orientation perspectives, to the company's growth and development which is assessed based on the opinions of employees and company leaders. In this study, there are also two intervening variables, namely the moderation variable and the moderator variable. The moderator variable is a variable that describes the condition of the relationship between the free variable and the bound variable, in this case the moderator will explain whether the effect will strengthen or vice versa, namely weakening the relationship between the two variables. In this case, information technology (Mo) acts as a moderator variable in the relationship between company culture (X1) and company performance (Y) as well as the relationship between leadership style (X2) and company performance (Y). Meanwhile, the mediation variable is a variable that explains the relationship that occurs between the free variable and the bound variable. In this study, leadership style will also act as a variable (Mi) between company culture (X1) and company performance (Y).
[bookmark: _Toc231971042]Population and Research Sample
The research sample is part of several populations that are used as representatives of the population as a whole. In this study, an analysis was carried out on construction service companies in the city of Denpasar. The sampling technique in the first stage, namely the determination of the company, is determined using the simple random sampling method, namely the random selection of construction companies in Denpasar on the scale of medium and large companies. So that medium and large-scale companies have the same opportunity to become research samples. Respondents representing the company were determined by looking at the characteristics that were considered suitable and in accordance with the research objectives. In this case, as an evaluative study of the company's culture and leadership style, the research respondents used are respondents who have knowledge and understanding of the company's condition. The selected respondents can come from elements of team leadership or employees who are directly involved in the company's operational activities.
[bookmark: _Toc231971043]Research Instruments
The research instrument is a tool in collecting research data where in this study the form of the instruments used is questionnaire, computer application software in the form of Microsoft Excel and Smart PLS Version 4. Questionnaires are a tool for collecting primary data, questionnaires are compiled in the form of a list of questions that will be answered by respondents. Questionnaires have an important role in the research process and are a tool that has a great influence on research results. The questionnaire prepared is expected to be able to translate the purpose and objectives of the research to the respondents so that the respondents can answer appropriately according to the circumstances that occur in the field. In order to find out the relationship of each variable, the questionnaire was compiled based on indicators from each research variable, namely company culture (X1), leadership style (X2), company performance (Y) and information technology (Mo) as well as leadership style as a mediating variable (Mi). Corporate culture variables can be measured based on research indicators that show the application of corporate culture in construction companies. Leadership style variables can be seen from employee assessments based on work experience gained in the company. The company's performance variables can be measured based on the assessment of the balance scorecard, which is seen based on the aspects of cost, employee satisfaction, quality aspects, and company growth. Meanwhile, information technology variables can be assessed on the role and benefits they bring and how they are implemented in the company.
The measurement scale used in the questionnaire is a Likert scale with a value range from 1 (one) to 5 (five). The answers that were scored can be seen in the following table.

[bookmark: _Toc207794331][bookmark: _Toc207794522][bookmark: _Toc231971292][bookmark: _Toc207794417][bookmark: _Toc207794511]Table 1. Questionnaire Assessment Score
	Description (Optional)
	Score

	Strongly Disagree (STS)
	1

	Disagree (TS)
	2

	Neutral (N)
	3

	Agree (S)
	4

	Strongly Agree (SS)
	5


Source: Sugiyono (2018) and Riduwan & Akdon (2013), adapted for research purposes

The next instrument is a computer application which is an instrument used to help in data processing where Microsoft Excel is used as a tool in tabulating data from questionnaire results. After the data is collected in the form of a table in Microsoft Excel, then data processing is carried out on Smart PLS. Smart PLS is an application program used in analyzing the relationships that occur with variables.
[bookmark: _Toc231971044]Validity Test
The validity test is carried out to find out that the questionnaire has become a valid instrument as a measuring tool. Valid is a condition that the instrument can accurately measure each research variable. Therefore, a validity test was carried out before the questionnaire was distributed to the specified respondents. The implementation of the validity test is carried out by distributing the questionnaire to the respondents, while the results of the questionnaire will be carried out a validity test with an r value on each statement in the questionnaire with a value of more than 0.3. If all statement items on the questionnaire have been declared valid, the distribution of the questionnaire can be continued to the respondents who have been determined.
[bookmark: _Toc231971045]Reliability Test
Reliability is a situation in which a questionnaire can produce data that is reliable or immutable if measured at different times. Thus, to find out that the instrument is reliable, an instrument reliability test is carried out by looking at the Alpha Cronbach result value of each statement greater than 0.7. In SEM-PLS, the reliability test is also carried out with Composite Reliability where this test is also used to measure the reliability of the construct. In Composite Reliability (CR), the measure of reliability is seen from the outer loading value of each indicator
[bookmark: _Toc231971047]Data Analysis
Data analysis is one of the important activities in the implementation of research. The data obtained from the questionnaire results with the variables of company culture, leadership style, information technology and construction company performance were converted into numbers using the Likert scale. The Likert scale is a measurement scale used to measure attitudes and opinions which are then converted into numbers so that analysis can be carried out. In this study, the Likert scale uses a numerical interval from 1 to 5, namely strongly disagree (STS) with the lowest score of 1, disagree (TS) with a score of 2, neutral (N) with a score of 3, Agree (S) with a score of 4 and Strongly Agree (SS) with the highest score of 5.
The data from the questionnaire results that have been collected in the form of a table during the data tabulation process is then analyzed related to the relationship of each variable using SEM-PLS analysis. SEM (Structural Equation Modeling) is a method that can be used in analyzing path equation models. SEM is divided into two types, one of which is Partial Least Squares (PLS). According to  (Harton, 2011) , Partial Least Squares (PLS) Analysis is a multivariate statistical technique by comparing multiple dependent variables with multiple independent variables.  Ghozali (2014), explained that PLS is an analysis model that is soft modeling, this is because the data does not have to be assumed on a certain scale where the number of samples is relatively small, which is below 100 samples. According to the use of PLS  Exercise and Kowlaski (1986), (Partial Least Squares), it is the best alternative when analyzing multiple regression, this is due to the robust nature of PLS where the model parameters will not change much if new samples are added or subtracted from the total population. So that the results that will be obtained will not change much and PLS can be a powerful data analysis technique. The selection of data analysis techniques with PLS (Partial Least Squares) is based on the ability to analyze theories that are said to be weak because PLS can be used to predict.

[bookmark: _Toc231971050]RESULTS AND DISCUSSION
[bookmark: _Toc231971059]Reflective Measurement Model Evaluation
[bookmark: _Toc231971060]Validity Test
There are 2 types of validity testing, namely convergent validity and discriminant validity. Convergent Validity testing is carried out by looking at the results of the loading factor and AVE (Average Variance Extracted) values while Discriminant Validity is seen based on cross loading, Fornell-Larcker, Latent Variable Correlation values.
Convergent Validity Test
The validity test in this study was carried out by the respondent data selection process. Out of a total of 55 respondents, 3 respondents were eliminated for giving answers with the same score (full score) on all statements. This condition causes the data to become an outlier and has an impact on many indicators that do not meet the validity criteria. So the next analysis was carried out using 52 respondents who were considered feasible.
Convergent validity testing was carried out by looking at the Loading Factor and Average Variance Extracted (AVE) values. In the initial stage, the evaluation is focused on the loading factor value of each indicator on its construct. The indicator is declared valid if it has a loading factor value of ≥ 0.7. At the initial model development stage, indicators with a loading factor value between 0.5 – 0.7 can still be considered to be retained in the model.
Loading Factor Value 
The testing process was carried out in stages 3 times. At each stage, indicators that have a loading factor value below the criteria are eliminated gradually. This step is carried out until all remaining indicators meet the criteria.
Based on the results of the first stage of testing, the Company Culture (BP) variable found that several indicators had met the convergent validity criteria, namely BP1 (0.756), BP3 (0.721), BP4 (0.735), BP6 (0.710), BP12 (0.738), BP15 (0.700), BP17 (0.732), BP18 (0.741), BP20 (0.746), BP23 (0.790), and BP24 (0.807), with values above the threshold of ≥ 0.7. Meanwhile, other indicators in the Corporate Culture (BP) variable have an Outer Loading value below 0.7, namely BP2 (0.675), BP5 (0.510), BP7 (0.600), BP8 (0.618), BP9 (0.651), BP10 (0.559), BP11 (0.681), BP13 (0.401), BP14 (0.507), BP16 (0.687), BP19 (0.682), BP21 (0.655), BP22 (0.684). So that it does not meet the criteria for convergent validity and is categorized as invalid.
In the Leadership Style (GK) variable, most of the indicators showed outer loading values that met the criteria, including GK1 (0.765), GK2 (0.747), GK3 (0.709), GK4 (0.828), GK5 (0.813), GK7 (0.745), GK8 (0.813), GK9 (0.799), GK10 (0.764), GK11 (0.725), GK12 (0.716), GK14 (0.852), with an outer loading value above 0.7. However, there are two indicators, namely GK6 (and GK13 (which have a loading value below 0.7 so they are declared invalid.
In the Company Performance (KP) variable, indicators that meet the criteria for convergent validity include KP1, KP3, KP5, KP6, KP7, KP8, KP10, KP11, KP12, and KP13. Meanwhile, other indicators, namely KP2, KP4, KP9, KP14, KP15, and KP16, have an outer loading value below 0.7 so they are declared invalid.
In the Information Technology (IT) variable, the indicators that meet the criteria for convergent validity are TI4, TI6, TI7, TI8, TI9, TI10, TI11, and TI12. The indicators TI1, TI2, TI3, and TI5 have an outer loading value below 0.7 so they do not meet the validity criteria.
Thus, the results of the first phase of convergent validity test show that there are still a number of indicators that have not met the criteria. Therefore, it is necessary to eliminate invalid indicators and retest the model. 
The test results in phase 2 still have invalid indicators, namely in the BP15 company culture variable with an outer loading value of 0.690 where this value is still below 0.7 so it must be eliminated. In the leadership style variable, there is also an invalid indicator, namely GK3 with an outer loading value of 0.698 where this value is still below 0.7 so this indicator must also be eliminated. Meanwhile, other indicators in each variable have met the criteria and the outer loading value is above 0.7. Based on the test results that show that there are still invalid indicators, testing is carried out in stage 3 by removing invalid indicators on the model. In the results of the phase 3 test, all indicators have an outer loading value above 0.7 so that all indicators in each variable are declared valid.
AVE (Average Variance Extracted)
AVE testing aims to determine the ability of a variable to explain the variance of the indicators that make it up. The variable is declared valid if the AVE value is above the threshold value of 0.500. This value shows that the variable is able to explain more than 50% of the variance of the indicator while the rest (50%) is explained by measurement errors. 
Based on the results of the convergent validity test by looking at the Average Variance Extracted (AVE) value, all variables are above the minimum value of 0.5 so that the variables have been declared valid. In the company culture variable of 59% of the indicator variant can be explained by latent variables. The leadership style variable has an AVE value of 0.618, so 61.8% of the indicator variant can be explained by the leadership style variable, the Company Performance variable has an AVE value of 0.593, which is 59.3%, the indicator variant can be explained by the Company Performance variable, and the Information Technology variable has an AVE value of 0.661, which is 66.1% of the indicator variant can be explained by the Information Technology variable. All variable AVE values are above the minimum value threshold so that each is able to explain more than 50% of the variance in each indicator.
Discriminating Validity Test
The discriminant validity test is a test that aims to ensure that each latent variable in the research model has a clear difference and does not overlap with other latent variables. So that each construct used is unique and able to represent different concepts and the research model is not homogeneous.
Cross Loading
The results of cross loading showed that each indicator had the highest loading value on the latent variable it measured. No indicators were found that had a greater cross loading value on other constructs than the original construct. All indicators in this study have met the requirements for discriminant validity, so that the measurement model has a good ability to distinguish each research construct and is suitable to be continued at the evaluation stage of the structural model (inner model).
Fornell-Larcker then Lets Variable Correlation
Discriminant validity aims to ensure that each construct in the research model has different characteristics and is able to explain the phenomenon being measured. In SEM-PLS, discriminant validity testing can be carried out using the Fornell-Larcker criterion, which is to compare the square root value of Average Variance Extracted (AVE) in each construct with the correlation value between other constructs. A variable with an AVE value greater than the entire correlation between the variable and the other variables will be declared valid. Variables in this case are better able to explain their own indicators than to explain other variables.
Based on the results, the Company Culture variable has an AVE value of 0.774, which is greater than the correlation with the variables of leadership style (0.762), Company Performance (0.673), and Information Technology (0.558). This shows that the company's cultural constructs have a good level of discrimination against other constructs.
The Leadership Style variable has an AVE value of 0.786, higher than its correlation with Company Culture (0.762), Company Performance (0.657), and Information Technology (0.445). These results show that the leadership style variable can be distinguished from other variables in the research model.
The Company Performance variable has an AVE of 0.770 greater than its correlation with Company Culture (0.673), Leadership Style (0.657) and Information Technology (0.563). These results show that the Company Performance variable has met the discriminant validity.
The Information Technology variable had  an AVE value of 0.813 which was the highest value among all variables and greater than its correlation with Company Culture (0.558), Leadership Style (0.445), and Company Performance (0.563). This condition shows that the Information Technology variable has a good level of uniqueness.
The total AVE value of each variable is greater than the correlation value between other variables. All latent variables in this study met the criteria for discriminant validity based on the Fornell-Larcker Criterion. This shows that the measurement model is able to distinguish each variable adequately and is suitable for further analysis in the structural model (inner model).
HTMT
HTMT (Heterotrait-Monotrait Ratio) is one of the discriminant validities testing methods developed to measure the degree of difference between variables in the SEM-PLS model. This HTMT test method is more modern and has high sensitivity so that it is able to directly see whether the variables overlap each other or not. A variable is said to have good discriminative validity if the HTMT value is below 0.90 for the more general criteria, while for the stricter criteria a limit of 0.85 is used. 
Based on the HTMT results in the Discriminant Validity test, it shows that all HTMT values in each variable are less than <90 with generally valid information, but there is also a reference if the HTMT value is below <85, then the validity is stricter. The test results also showed that all variable HTMT values were strict. The HTMT value between Company Culture and Leadership Style is 0.811, between Company Culture and Company Performance is 0.706, between Leadership Style and Company Performance is 0.677, between Company Culture and Information Technology is 0.466, and between Company Performance and Information Technology is 0.589. These results show that each variable in the study has different characteristics and does not experience conceptual overlap. The measurement model in this study has met the requirements for discriminant validity with the HTMT method so that each latent variable is able to represent the measured concept uniquely and can be distinguished from other latent variables.
[bookmark: _Toc231971061]Reliability Test
Reliability tests were performed to ensure that the indicators used in the study were able to measure constructs consistently and were free from significant measurement errors. In the SEM-PLS method, the reliability of the construct can be evaluated using Cronbach's Alpha and Composite Reliability (CR) values. A construct is declared reliable if it has Cronbach's Alpha and Composite Reliability values greater than 0.70  (Hair et al., 2021) .
Cronbach Alpha
Based on the results of Cronbach's alpha testing in the table, all research variables have a Cronbach's Alpha value above 0.70. The company culture variable obtained a value of 0.926, leadership style of 0.938, company performance of 0.923 and information technology variable of 0.926. The results show that the entire construct has an excellent level of internal consistency. Cronbach's highest alpha value was found in the leadership style variable of 0.938 while the lowest value was found in the company performance variable of 0.923. All values in each variable have exceeded the minimum threshold hinted, so that the entire construct is declared reliable and able to measure the variables being studied consistently.
Composite Reliability
The test results on all variables have a Composite Reliability value above 0.70. The Company Culture variable obtained a Composite Reliability value of 0.937, Leadership style of 0.947, Company Performance of 0.935, and Information Technology of 0.940. This value indicates that the entire construct has an excellent level of reliability. The highest Composite Reliability value is found in the Leadership Style variable of 0.947, while the lowest value is found in the company performance variable of 0.935. the entire Composite Reliability value is in the range of 0.935-0.947 which shows that the indicators in each construct have a very high consistency in measuring the latent variables they represent.
Based on the results of Cronbach's Alpha and Composite Reliability tests, it can be concluded that all research variables have met the reliability criteria because they have values above the minimum limit of 0.70. The research instrument was declared reliable and suitable for further analysis on structural models.

[bookmark: _Toc231971062]Test Model Fit
Standardized Root Mean Square Residual (SRMR)
The results of the fit model test obtained a Standardized Root Mean Square Residual (SRMR) value of 0.106. This value is slightly higher than the recommended limit of 0.10. This shows that there is still a difference between the observed correlation matrix and the correlation matrix predicted by the model. According to the parameters that have been determined, this value states that the research model has not met the fit criteria so it is categorized as unfit. The relatively small difference from the specified limit indicates that the model still has a level of conformity that is quite close to the expected criteria.
Chi Square (X2)
The Chi-Square (X2) test result showed a value of 1,593,179. This value indicates that the model has not met the match criteria based on the size of the Chi-Square. In the SEM-PLS method, the Chi-Square parameter is not the main measure in evaluating model quality because the PLS method emphasizes more on predictive ability than on covariance matrices. Chi-Square's results, which indicate the category of unfit, are not the main basis for concluding the feasibility of the research model.
Normed Fit Index (NFI)
The Normed Fit Index (NFI) value obtained is 0.445 where this value is still far from the ideal number which is close to 1 to indicate that the level of model compatibility is getting better. Based on the NFI parameters, the research model is included in the category of underfit, the model built has not been able to explain empirical data optimally when viewed from the measure of comparative suitability between the proposed model and the basic model (null model).
Goodness of Fit (GoF)
The results of the Goodness of Fit (GoF) test showed a value of 0.577 where this value was above the strong category limit of 0.36 indicating that the model had a high level of suitability. These results indicate that the combination of the quality of the measurement model and the structural model has been able to explain the research data included in the strong fit category that shows the model's ability to represent the phenomenon studied thoroughly.
Q2 Predictive Relevance
The Q2 Predictive Relevance test obtained a Q2 Company Performance value of 0.422. The value is greater than zero and exceeds the limit of 0.35 which indicates strong predictive relevance. These results indicate that the model has a high predictive ability for endogenous variables, namely Company Performance. The variables of Company Culture, Leadership Style and Information Technology used in the research model are able to make a strong contribution in predicting changes in Company Performance. Based on these results, the research model can be stated to have strong predictive capabilities.
The results of the fit model evaluation showed that the SRMR (0.106) and NFI (0.445) indicators did not meet the ideal fit model criteria, while the Chi-Square indicator also showed the category of unfit. However, the Goodness of Fit (GoF) value of 0.577 which is included in the strong category and the Q2 Predictive Relevance value of 0.422 which shows strong predictive ability indicates that the research model has good quality in explaining and predicting the variables studied. The research model is still feasible to use for hypothesis testing and analysis of the relationship between variables in this study.
[bookmark: _Toc231971071]The Influence of Company Culture on the Performance of Construction Companies
The influence of company culture on the performance of construction companies on the results of hypothesis testing shows that company culture has a positive but not significant influence on the performance of construction companies. This is shown by the original sample value of 0.252 with a t-statistical value of 1.427 and a p-value of 0.077 which is greater than 0.05. The hypothesis that states that company culture affects the performance of construction companies is stated to be unproven.
These results show that the corporate culture applied to construction companies has not been able to have a strong direct impact on improving company performance. This condition can occur because the construction sector emphasizes more on achieving project targets, time efficiency, and technical capabilities in the field rather than abstract organizational cultural values. Company culture can shape work behavior, but its effect on performance requires time and consistency in implementation to be felt in real terms. The characteristics of construction companies that have a project-based work system cause interactions between employees to tend to change according to the ongoing project. This can cause the company culture to not be evenly embedded in all members of the organization so that the impact on the company's performance is not optimal. Positive results show that the company culture is implemented in line with the improvement in performance which can be seen from 4 dominant indicators. The indicators with a high loading factor value are BP24 with a loading factor value of 0.832, BP4 with a loading factor value of 0.808, BP23 with a loading factor value of 0.790, BP3 with a loading factor value of 0.789.
Based on these results, the most dominant company culture is reflected in the dimensions of Consistency and Mission. The dimension of consistency is reflected through the indicators BP24 (Objectives between parts of the organization do not contradict each other) and BP23 (Coordination between departments is carried out efficiently). This shows that respondents in construction companies emphasize more organizational culture that is oriented towards work coordination, integration between parts, uniformity of goals, and compliance with organizational rules in supporting the success of construction projects. A culture of consistency is important because construction companies have work characteristics that require cross-functional cooperation and strong organizational control. The mission dimension is also a dominant culture in construction companies. This can be seen from the high loading factor of the BP4 and BP3 indicators which shows that the organization has clear, measurable, and mutually understood goals by the members of the organization. These conditions reflect that construction companies are oriented towards achieving project targets and a clear organizational direction.
The results of this study are in line with the research Nurmiati et al. (2022) , which found that organizational culture does not have a significant effect on company performance but has a positive relationship direction. These findings show that organizational culture does not directly improve performance if cultural values have not been optimally internalized in organizational work activities. The same findings also occur in the study Nasrul et al. (2021) , that organizational culture has a positive but insignificant influence on performance, indicating that organizational culture needs the support of other factors such as work systems, motivation, and human resource management in order to have a real impact on performance improvement. The results of the literature review also confirm that the influence of organizational culture on performance is highly dependent on the effectiveness of the implementation of this culture in daily organizational practices. The Aqilla dkk. (2024)company's performance does not always have a significant influence on the company's performance if the implementation of the organizational culture has not been consistent and has not been supported by a strong organizational work system. However, in this study, the company culture still has a positive relationship direction so that the better the organizational culture that is applied, the tendency to improve company performance can still occur even though it is not statistically significant. 
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The relationship between company culture and leadership style in this study obtained positive and significant results. This shows that the better the company culture that is applied, the better the leadership style that develops in the construction company. Company culture has an important role in shaping behavior, communication patterns, decision-making, and how leaders manage organizations. In construction companies, corporate culture becomes a guideline in the implementation of company activities so that it indirectly affects the leadership characteristics applied in the organization. Based on the results of the loading factor on the company's culture indicator, there are dominant indicators, namely BP24 of 0.832 regarding the alignment of goals between parts of the organization, BP4 of 0.808 regarding mutual agreement on organizational goals, BP23 of 0.790 regarding coordination between departments, BP3 of 0.789 regarding specific and measurable organizational goals, and BP20 of 0.786 regarding the existence of the organization's code of ethics. The dominance of the loading factor value in this indicator shows that the company culture reflects more of the dimensions of consistency and mission.
A culture consistently emphasizes organizational coordination, inter-sectional integration, and uniformity of organizational values, while a mission culture emphasizes clarity of organizational goals and direction. This culture encourages the formation of a leadership style that is more structured, directed, and able to maintain the organizational stability of construction companies. The results of the leadership style loading factor show that the dominant indicator is more towards bureaucratic, transactional, transformational, and democratic leadership styles. This shows that a strong organizational culture is able to form leaders who not only focus on organizational control but are also able to build motivation, coordination, and cooperation within the company. In a construction company, a corporate culture that emphasizes work coordination, adherence to rules, and alignment of organizational goals will encourage leaders to implement a leadership style that is able to maintain organizational effectiveness and company stability. Based on these results, it is known that the stronger the company culture, the stronger the leadership pattern formed in the construction company.
The results of this study are in line with research  Khajeh (2018) and which states that the combination of several leadership styles can increase organizational effectiveness because leaders not only play a role in controlling the organization, but also in building motivation, loyalty and work coordination that are able to improve overall company performance. Organizational culture has an influence on the formation of leadership style because organizational values and norms will influence the behavior of leaders in managing the organization. A strong organizational culture is able to form effective leadership patterns so as to support the overall effectiveness of the organization. Irianti et al. (2024)
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The findings of this study show that leadership style has a positive and significant effect on the performance of construction companies. This is seen from the original sample value of 0.351 with a t-statistic value of 2.089 and p-values of 0.018 which is less than 0.05. So the hypothesis that states that leadership style affects the performance of construction companies is proven to be proven. These results show that the better the leadership style applied by the company's leaders, the more the performance of the construction company will improve. In construction companies, leaders have an important role in managing company resources, making decisions quickly, building coordination between parts of the organization, and ensuring that all company activities run according to organizational goals. Construction companies have complex organizational characteristics because they involve various divisions such as planning, administration, finance, supervision, procurement, and field operations. Construction companies need leaders who are able to maintain organizational communication, work coordination, and overall control of company activities so that the company is able to achieve performance targets effectively.
Leadership style makes a dominant contribution to the performance of construction companies based on the results of the loading factor value, namely GK14 of 0.835, GK8 of 0.834, GK9 of 0.827, GK4 of 0.827. The indicator shows the tendency of the most dominant type of leadership style applied to construction companies. The dominant leadership style based on these results is bureaucratic, transactional, transformational and democratic leadership. 
Bureaucratic Leadership Style
The highest dominance is found in the GK14 indicator which reflects the characteristics of the bureaucratic leadership style that construction companies place more emphasis on leadership that is able to maintain a balance between flexibility and organizational control. Construction companies need leaders who are able to maintain organizational stability, ensure compliance with the company's systems, and remain adaptive to changes in business and operational conditions. 
Democratic Leadership Style
The high value of loading factor is also shown by the GK8 indicator which reflects the characteristics of the democratic leadership style through the leader's ability to build collaboration and mutual trust in the organization so as to direct the improvement of a visionary organization. This shows that construction companies need cooperation between parts of the organization so that the company's activities run more effectively and coordinated. 
Transactional Leadership Style
Another high-value leadership style is indicated by the GK9 indicator which is an indicator of the characteristics of transactional leadership styles where the company pays attention to employee work achievements through rewards for good performance. This condition shows that construction companies emphasize more on work effectiveness, achieving company targets, and controlling organizational performance. 
Transformational Leadership Style
The variable indicator of leadership style that is also included has a high loading factor value, namely the GK4 indicator which reflects the characteristics of the transformational leadership style. Transformational leadership styles are also quite dominant in construction companies. Leaders are considered to be able to be role models and motivate employees to work with high enthusiasm and optimism. This shows that construction companies are not only able to build a positive work culture and increase employee loyalty.
Based on the results of the loading factor on the indicator, it is known that the most dominant leadership style in construction companies in this study is a combination of bureaucratic and transactional leadership styles supported by transformational and democratic styles. Construction companies tend to need leaders who are able to maintain organizational control and achieve company performance, but still be able to provide motivation, example, and build good cooperation in the organization. The results of this study are in line with research  Khajeh (2018)  and which states that the combination of several leadership styles can increase organizational effectiveness because leaders not only play a role in controlling the organization, but also in building motivation, loyalty, and work coordination that are able to improve overall company performance. Irianti et al. (2024)
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The relationship between company culture and company performance moderated by information technology proved to be statistically positive and insignificant. The test results show that information technology is not able to moderate the relationship between company culture and construction company performance. This is shown by the original sample value of 0.037 with a t-statistic value of 0.252 and an o-value of 0.401 which is greater than 0.05. So the hypothesis that information technology moderates the company's cultural relationship with the performance of construction companies is declared unproven. These results prove that the use of information technology in construction companies has not been able to strengthen or weaken the influence of company culture in improving the performance of construction organizations. This condition can occur because the company culture test has also been shown to have no significant effect on the performance of construction companies. The direct relationship between company culture and company performance has not shown a strong influence, so the existence of information technology has not been able to significantly improve or strengthen the relationship.
In this study, the dominant corporate culture reflects the dimensions of consistency and mission that emphasize the alignment of organizational goals, coordination between departments, organizational stability and adherence to company values. When construction companies have implemented culture well, their influence on company performance has not been seen significantly because construction companies are more oriented towards operational effectiveness, company technical capabilities, company experience, quality of human resources, and the company's ability to face competition in the construction industry. The respondents in this study come from medium to large-scale construction companies so that the application of information technology in the company is classified as good and has become part of the company's daily operational system. This condition causes information technology to no longer be a differentiating factor that is able to strengthen the company's culture in improving company performance. Information technology has become a basic need of organizations and is used in general to support administrative activities, communication, data management, and operational effectiveness of companies.
 The results of the variable loading factor of information technology show that the TI12 indicator, namely the reliability of the information system in providing services and data consistently, has the highest loading factor value of 0.906, followed by TI11 of 0.851 regarding the resilience of the operational system, and TI6 of 0.823 regarding the increase in employee productivity. The results of the loading factor in this indicator show that the most powerful aspect of information technology is felt by respondents in construction companies. The dominant indicator shows that respondents in construction companies are more aware of the benefits of information technology in the company's operational aspects such as system reliability, operational resilience, work productivity, ease of task completion, and company data management. This shows that information technology in construction companies is more focused on supporting operational and administrative efficiency of the company than on strengthening organizational culture. These cultural characteristics tend to be formed through organizational interactions, company policies and work behavior that take place continuously so that they are not fully influenced by the use of information technology. This research proves that information technology has provided benefits to the work effectiveness of construction companies but its existence has not been able to significantly strengthen the company's cultural relationship with company performance. 
The results of this study are in line with the research  (Wijaya, et al., 2025) , which states that information technology in modern organizations tends to have become part of the company's operational standards so that it is not always able to significantly strengthen the organizational cultural relationship to company performance. The research  Ghobakhloo et al. (2011)explains that information technology plays a greater role in improving organizational operational efficiency than directly shaping organizational culture. In companies that already have a high level of technology adoption, the influence of information technology on improving organizational performance tends to become more stable and is no longer the main reinforcing factor in the relationship of organizational culture to company performance.
[bookmark: _Toc231971075]Information Technology Moderates the Relationship Between Leadership Style and Construction Company Performance
The relationship between leadership style and the performance of construction companies moderated by information technology in the results of this study shows that information technology is not capable of moderation. This can be seen from the original sample value of -0.055 with a t-statistic value of 0.384 and p-values of 0.351 where this value is much greater than 0.05. Therefore, the hypothesis that information technology moderates the relationship between leadership style and the performance of construction companies is declared unproven. These results also show that the use of information technology in construction companies has not been able to strengthen the influence of leadership style on company performance. The value of the original sample with a negative value indicates that the existence of information technology tends to weaken the relationship even though the effect is not statistically significant.
In construction companies, the effectiveness of leadership is more influenced by the leader's ability to build organizational communication, maintain coordination between parts of the company, provide work directions, build employee motivation, and maintain organizational stability. The success of leadership in improving company performance does not depend entirely on the use of information technology. Based on the results of the dominant leadership style loading factor in this study, it leads more towards bureaucratic, transactional, transformational, and democratic leadership styles. The highest dominance of the leadership style variable is found in the indicator that says the leader maintains a balance between flexibility and organizational control, this shows that construction companies need more leaders who are able to maintain direct control of the organization than dependence on information technology systems. Another highest-dominance indicator indicates that construction companies place more emphasis on collaboration and mutual trust between members of the organization. This condition makes interpersonal relationships, direct communication and organizational coordination still the main factors in supporting the effectiveness of construction company leadership. In the information technology variable, the dominant indicators are indicators that reflect system reliability, system resilience, and increased work productivity. This shows that information technology in construction companies is more used to support administrative efficiency, company data management and work operations than to support leadership processes directly.
Information technology that has provided benefits to the operational effectiveness of construction companies cannot be ensured to be able to significantly strengthen the relationship between leadership style and company performance. This condition shows that the success of leadership in construction companies is still more influenced by the leader's interpersonal skills, organizational communication, company control, and the formation of a work culture than the use of information technology. The results of this study are in line with the study  HM and Pranata (2023) , which states that the moderation variable is not always able to strengthen the relationship between leadership style and organizational performance if the implementation of the organization is more influenced by internal factors and direct work relationships. Research  Beautiful, et al. (2024) shows that information technology does affect organizational performance, but the effectiveness of leadership is still more determined by the leader's ability to manage human resources and organizational communication.
Overall, the results of the moderation test show that the information technology variable has not been able to play a role as a moderation variable in the relationship between company culture and leadership style on company performance. In this study, information technology plays a role as an independent variable that directly affects the performance of construction companies rather than as a variable that strengthens or weakens the relationship between other variables. The effectiveness of information technology in construction companies still depends on organizational readiness, human resources, and the implementation of systems that are used consistently in company operations.
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The relationship between leadership style as a mediator between company culture and company performance in this study proved to be positive and significant. Leadership style is able to mediate the relationship between company culture and construction company performance. This is shown by the original sample value of 0.268 with a t-statistic value of 2.003 and p-values of 0.023 where this value has met the mediation requirements, which is below 0.05. The hypothesis that leadership style mediates the relationship between company culture and construction company performance is proven to be proven. The results of the study show that company culture is able to improve company performance through the leadership style applied in the organization. Company culture does not directly have a significant influence on the company's performance, but will have a stronger influence when applied through behavior and leadership style in the company. In the testing of company culture, it was proven that it did not have a significant effect on the performance of construction companies. This condition shows that the company culture in construction companies has not been able to directly improve the company's performance. This can happen because organizational culture tends to be abstract and requires an implementation process through organizational behavior so that the impact on improving company performance can be felt.
The company culture is connected through the variables of leadership style, its influence on the company's performance becomes significant. This shows that the leadership style acts as a liaison or mechanism for the implementation of corporate culture in the organization. Corporate culture is more effective in improving company performance if translated first through the behavior of leaders in managing the organization. In construction companies, leaders have an important role in implementing organizational cultural values such as work coordination, organizational discipline, alignment of company goals, communication between departments, and the formation of a conducive work environment. The success of the company culture in improving performance is greatly influenced by the leader's ability to implement and instill organizational culture to all members of the company.
The dominant corporate culture loading factor value in this study reflects the dimensions of consistency and mission, such as coordination between organizational parts, alignment of organizational goals, and compliance with company values. The dominant leadership style leads more to bureaucratic, transformational, transactional, and democratic leadership styles. This combination shows that the company's culture will be more effective in improving performance with the support of leaders who are able to maintain organizational stability, provide work motivation, build collaboration, and be role models in the organization. Leadership style is an important factor that bridges the implementation of company culture to improve the performance of construction companies. Leaders not only play the role of controlling the organization, but also as a party who translates the values of the company's culture into daily work practices so that the organizational culture can be felt in real terms in the company's activities.
The results of this study show that company culture does not have a significant direct effect on the performance of construction companies, but becomes significant when through leadership style as a mediation variable. These findings indicate that the company's cultural values have not been able to improve the company's performance directly without the role of leaders who translate the culture into organizational behavior. In construction companies, corporate culture such as alignment of goals, coordination between departments, and adherence to organizational values will be more effective in improving performance if it is realized through a leadership style that is able to provide direction, motivation, supervision, and example to employees. The results of this study are in line with the research  Ogbonna and Harris (2000)  that states that the relationship between organizational culture and performance occurs through leadership as a mechanism for implementing organizational culture. The research also found that organizational culture does not always have a significant effect on performance directly, but can be significant when it comes to mediating variables that bridge the implementation of cultural values in organizations. Hamzah and Sarwoko (2020) 
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Based on the results of the study, company culture has a positive but insignificant influence on the performance of construction companies, which shows that the existence of organizational culture has not been able to directly improve performance without consistent implementation in company activities. However, company culture has been proven to have a positive and significant influence on leadership style, so the stronger the culture applied, the more effective the leadership style that develops. Furthermore, leadership style has a positive and significant effect on the performance of construction companies, so that effective leadership is able to increase the achievement of company performance. The study also found that leadership style successfully mediates the relationship between company culture and company performance, confirming the important role of leaders in translating organizational cultural values into daily work behavior. Meanwhile, information technology is not able to moderate the relationship between company culture and leadership style to the performance of construction companies. These findings indicate that information technology functions more as a support for operational effectiveness, while the improvement of company performance is still largely determined by leadership, communication, and organizational management factors.
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