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ABSTRACT

This study aims to analyze the relationship of transformational leadership,
motivation and self-efficacy to the Head of homeschooling performance. This
research method is quantitative with data processing tools using SPSS software.
Data were obtained through the distribution of online questionnaires to 212
homeschooling teachers in Tangerang who were selected using the simple random
sampling method. Based on data analysis, it can be concluded that transformational
leadership has a positive effect on the head of homeschooling performance,
motivation has a positive effect on the head of homeschooling performance, self-
efficacy has a positive effect on the head of homeschooling performance and
transformational leadership, motivation and self-efficacy simultaneously have a
positive and significant effect on head of homeschooling performance

Keywords: Transformational Leadership, Motivation, Self Efficacy, Head of
Homeschooling Performance
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INTRODUCTION

According to Albloush et al.
(2020) Human resource management
has an important role in developing
the company's survival, effectiveness
and competitiveness of the company.
Companies must be able to increase
value for their customers, by using
intangible assets which include
human capital, customer capital,
social capital and intellectual capital.
One important aspect of human
capital is self-efficacy. Self-efficacy
Is an individual attribute that affects
performance. Self-efficacy is a
person's belief in his ability to carry
out tasks or complete work. The
success of performance depends on
three  elements, namely the
characteristics related to a person,
namely demographic characteristics,
biography, gender, age, ethnic
background, abilities and skills,
personality characteristics, values,
attitudes and perceptions, efforts or
willingness to work (motivation). )
and various things that constitute
organizational support. According to
Albloush et al. (2020) states that
currently organizations need leaders
who can have a strong influence, have
a broad commitment to improving
employee abilities by recognizing
employee interests in things that can
contribute to achieving organizational
goals. This leadership style is
transformational leadership.
Transformational leadership style not
only benefits the individual but also
the overall organizational
performance. Transformational
leadership can be effective depending
on whether work is evaluated at a
team or individual level.
Transformational leadership that
focuses on the individual is a behavior

that empowers individual followers to
develop, improve their abilities and
increase self-efficacy.

Several studies also show that
transformational leadership has a
positive effect on performance, as
shown by t Albloush et al. (2020).
Alhashedi et al. (2021); Asgari et al.
(2020); Choi et al. (2020); Da'as et al.
(2020); Djaelani et al. (2021)
Transformational leaders are able to
motivate and satisfy their followers
by helping them in a friendly manner.
Transformational leaders act as
change agents. Several studies have
shown that transformational
leadership has a positive effect on
motivation, as indicated by, among
others, Djaelani et al. (2021). On the
other hand, several research results
show that self-efficacy has a
significant effect on performance,
among others, by Albloush et al.
(2020) while different results were
shown by Choi et al. (2020); Da'as et
al. (2020); Djaelani et al. (2021).
which states that self-efficacy
efficacy has no effect on
performance. The study of motivation
on performance was also investigated
by several researchers whose results
showed that motivation had a positive
and significant effect on performance,
among others, by Da'as et al. (2020);
Djaelani et al. (2021). However, there
are different results shown by the
study of Affandi et al (2017) which
states that motivation has a negative
effect on performance. Human
resource management is one of the
most important fields in the
organization.  Human  resource
management is closely related to the
management of other resources
within the organization. No matter
how sophisticated the technology and
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regardless of the availability of
capital, organizations will still need
human resources to mobilize and
make other resources work. So it is
not impossible if the attention to
human resources is getting bigger,
because human resources are the
controllers of other resources and are
an important factor in the success of
the organization. The performance of
human resources (employees) is an
important part in achieving an
organization's success.

Performance is a result
achieved by a person according to the
size applicable to the work in
question. Employees with high levels
of performance are called productive,
and employees with low levels of
performance are called unproductive.
According to Purwanto et al. (2021);
Purwanto et al. (2021) The
performance of an organization's
employees can be influenced by
several factors, including: the ability
to do work, the level of effort devoted,
and organizational support. One of
the important aspects to be considered
by organizations related to the role of
human resources is the issue of
compensation. This is because the
feasibility of providing compensation
will be related to the employee's
ability to fulfill all his daily needs. In
addition, the issue of compensation
fairness  also indicates  the
organization's policy in treating its
employees fairly. According to
Waruwu, et al. (2020) The
compensation system is designed to
improve employee performance and
retain competent employees.
Compensation also affects
employees’ work attitudes, because
one of the goals of people working is
to get rewards or income.

Compensation is needed to encourage
employees to work harder in the hope
of increasing the rewards they
receive. According to Purwanto et al.
(2021); Purwanto et al. (2021)
Employee performance can also be
driven by work discipline. Apart from
human nature, which inevitably has
errors or forgetfulness, discipline
must continue to be trained. The rules
and regulations that have been set by
the organization should be carried out
properly by each individual, in order
to achieve organizational goals.
Starting from high work discipline, it
IS hoped that work can be completed
on time, increase employee
responsibility, and form a good work
attitude. Employee discipline is a
form of training that seeks to improve
and shape the knowledge, attitudes
and behavior of employees so that
these employees voluntarily try to
work cooperatively with  other
employees and improve their work
performance.

According to Purwanto et al.
(2021); Purwanto et al. (2021)
Organizational culture also
encourages employee performance to
be further improved. Culture is
important for organizations because
all activities in the organization must
be regulated by certain norms which
are then used as a reference in work,
as well as a character that
distinguishes an organization from

other organizations. High
performance is one manifestation of a
good organizational culture.

Organizational cultural values for
Indonesian  conditions can  be
measured by the presence of
togetherness and openness. In it there
is an aspect of humanizing humans,
which can shape the attitudes,
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expectations, and commitment of
employees to work wholeheartedly so
that their contribution to the
organization will also be positive. It is
an alternative educational institution
that can be one of the educational
solutions for Indonesian children. A
flexible teaching and learning process
allows students to develop their
respective talents and interests, this is
certainly demanding employees to
continue to improve their skills in
order to provide educational services
the best for students. To support this,
of course, it takes hard work from all
elements of the organization, and
human resources play an important
role in it. The success rate of
Homeschooling in providing
educational facilities is highly
dependent on the performance of all
members of the organization.
Shrestha et al. (2020); Sheeraz et
al.(2020); Supriyanto et al. (2020)
The provision of appropriate and
appropriate compensation, as well as
a high work discipline attitude is
expected to trigger morale and
minimize low employee work
behavior, such as frequent absences,
late arrivals, lazy work, many
complaints, all of which will have an
impact on the success rate
organization in achieving goals. The
dominant factor is determined by the
ability to transform organizational
culture and the work system that has
been designed. Because there are still
employees who come late and lack
enthusiasm for work even though all
the rules have been mutually agreed
upon. It is feared that this will have an
impact on hampering the organization
in achieving its goals.

According to Donglong et al.
(2020); Fayzhall et al. (2020) states

that performance is a function of
motivation and ability. This implies
that performance will increase if
employees have good abilities as well
as high motivation. High performance
improvement will be increasingly
realized (reinforced) when the leader
is able to treat his subordinates
according to their needs, increasing
his confidence as well as the
motivation of his subordinates to
work harder because with increased
performance it will get an award. This
I in accordance with the expectancy
theory. that effort (effort, motivation)
is influenced by the size of the
expectation. Performance is a means
to earn rewards. Thus leadership
transformational is a variable that
strengthens (moderates) the influence
of self-confidence towards
performance and motivation towards
performance. So it's interesting to
examine how the role of
transformational leadership  in
strengthening the effect of self-
efficacy and  motivation on
performance.

LITERATURE REVIEW
Performance
Performance is the result of
work achieved by a person based on
the requirements
profession. According to Ugroho et
al. (2020); Pio et al. (2020) There are
five factors in measuring employee
performance, namely:
1. Number of Jobs
The number of jobs
produced by individuals or groups
as requirements that become the
standard of work.
2. Quality of work
Every employee in the
company must meet certain
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requirements to produce work
according to the quality required
by a particular job.
3. Punctuality
Each job has different
characteristics, for certain types of
work must be completed in a
timely manner, because it has
dependence on other jobs.
4. Presence
A certain type of work
requires the presence of employees
in doing it according to the
specified time.
5. Cooperation Ability
Not all jobs can be
completed by one person alone.

Self Eficcay
According to Donglong et al.
(2020); Fayzhall et al. (2020);
Kadiyono et al. (2020); According to
Motalebi, P., & Marsap, A. (2020)
Self-efficacy or self-efficacy is a
belief about one’s ability to carry out
tasks or complete work on existing
opportunities (Sigit, 2010). 2003).
For employees, self-efficacy
means related to the process of
carrying out their work such as the
ability to understand work, the ability
to complete various kinds of work
problems, and the ability to carry out
responsibilities in activities
profession. Factors that affect self-
efficacy are:
1. Proficiency in implementing
Gain experience relevant to
the task or job. If individual able to
carry out the task and succeeded in
the past, then the individual will
become more confident that
individuals will also be able to do
it in the future will come.

2. Modeling
Become more confident
because individuals see others in
carrying out their duties. Modeling
will be more effective when the
individual sees himself as the same
as the person you are observing.
3. Persuasion
Become more confident
because one ensures that the
individual has the skills necessary
to achieve success.
4. Stimulants
Stimulation leads to an
excited state, so that it raises the
spirit of the individual to do
something better.

Motivation
According to Nugroho et al.
(2020); Pio et al. (2020) ) revealed
that motivation is a process that
describes a person's  strength,
direction, and persistence in an effort
to achieve goals. According to
Donglong et al. (2020); Fayzhall et al.
(2020); Kadiyono et al.. (2020) divide
these human needs into five levels,
namely:
a. Physiological Needs
Physiological needs are the
most basic needs in human life.
Humans in their lives prioritize
physiological needs, because these
needs are the most basic needs for
human life. These physiological
needs are often referred to as the
first level, including the need for
food, drink, shelter, sex and rest
b. Safety Needs
The need for safety is a
human need to be free from the
threat of danger. This is the need
for safety and protection against
physical harm. In a company, for
example, there is a sense of
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security for workers to do their
work, for example insurance,
health benefits and pension
benefits.
c. Social Needs
Social needs are human
needs to participate in community
groups. Social needs include
affection, belongingness,
acceptance in certain groups and
friendship.
d. Self-Esteem Needs
The need for self-esteem is
the need for external respect. The
need for self-esteem concerns self-
respect factors such as self-esteem,
autonomy and achievement and
external respect factors such as
status, recognition and attention.
At this level, humans have
maintained their image, because
they feel that their self-esteem has
increased from before.
e. Self-Actualization Needs.
Self-actualization needs are
needs that encourage a person
according to his ambitions which
include growth, achievement of
potential, and fulfillment of self-
needs.

Transformational Leadership
Transformational  leadership,
defined as leaders who motivate and
inspire their employees to develop
individually and to achieve more than
what is required of them, there are
four components in transformational
leadership According to Donglong et
al. (2020); Fayzhall et al. (2020);
Kadiyono et al. (2020); According to
Motalebi, P., & Marsap, A. (2020);
Nadeak et al. (2021); Nugroho et al.
(2020); Pio et al. (2020) namely:

1. Idealized Influence
Leaders try, through vision,
to influence subordinates by
emphasizing the importance of
values and beliefs, it is necessary
to have the determination to
achieve goals, it is necessary to pay
attention to the moral and ethical
consequences of decisions made
taken.
2. Inspirational Motivation
Leaders are able to inspire
their subordinates, among others,
by setting high standards,
providing confidence that goals
can be achieved.
3. Intellectual Stimulation
Subordinates feel that the
leader encourages them to rethink
the way they work, to look for new
ways of carrying out tasks, feel that
they get a new way of perceiving
their tasks.
4. Individualized Considerations
Subordinates feel cared for
and treated specifically by their
leaders. The leader treats each
subordinate as a person with the
skills, needs, each wish.

Hypothesis Development
Effect of self-efficacy on
performance

Self-efficacy or self-efficacy is
a belief about one's ability to carry out
tasks or complete work on the
available opportunities. According to
Donglong et al. (2020); Fayzhall et al.
(2020); Kadiyono et al. (2020) self-
efficacy is a self-assessment of one's
ability to organize and carry out the
actions needed to achieve the
specified performance. Individuals
who have high self-efficacy will
produce good and maximum
performance, while individuals who
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do not have self-efficacy will produce
less than optimal performance. Some
research results show that self-
efficacy has a positive effect on
performance by Motalebi, P., &
Marsap, A. (2020); Nadeak et al.
(2021);Nugroho et al.. (2020); Pio et
al. (2020) . Based on the theory and
the results of previous research, it is
formulated

H1: Self-efficacy has a positive
effect on performance The effect of
motivation on performance.

A person's motivation to do
work is because of a life need that
must be met. Strength shows how
hard a person tries to fulfill his needs.
Strength will not provide optimal
performance if it is not directed at
achieving it organizational
performance. Perseverance shows
how long a person maintains his
efforts. One of the theories of needs is
Maslow's theory, known as Theory of
Needs

Hierarchy of Needs. Based on
this need a person will direct all his
strength to be able to achieve his work
goals so that he can improve
organizational performance which in
turn has an impact on the fulfillment
of one's needs. The results of research
on the influence of motivation on
performance are shown by motivation
having a positive and significant
effect on performance, among others,
by Setiawan (2015), Rijanti et al
(2015) and Nizam & Bao (2015).
Based on theory and research results
before then formulated

H2: Motivation has a positive

effect on performance
Transformational  Leadership  on
performance.

Leaders try, through vision, to
influence subordinates by

emphasizing the importance of values
and beliefs, it is necessary to have the
determination to achieve goals, it is
necessary to pay attention to the
moral and ethical consequences of the
decisions taken. Leaders are able to
inspire their subordinates, among
others by setting high standards,
provide confidence that goals can be
achieved. Subordinates feel that the
leader encourages them to rethink
their way of working, to look for new
ways of carrying out tasks, feel that
they have found new ways of
perceiving their tasks. Several
research results  show  that
transformational leadership has a
significant effect on self-efficacy by
Asgari et al. (2020); Choi et al.
(2020); Da'as et al. (2020); Djaelani et
al. (2021). On the other hand,
transformational  leadership  also
affects performance.

H3: Leadership has a positive
effect on performance

METHOD

This  research method is
quantitative with data processing
tools using SPSS software. Data were
obtained through the distribution of
online  questionnaires to 212
homeschooling teachers in Tangerang
who were selected using the simple
random sampling method.
The hypotheses of this research are:
H1: Transformational leadership has
a positive effect on the head of
homeschooling performance
H2: Motivation has a positive effect
on the head of homeschooling
performance
H3: Self efficacy has a positive effect
on the head of homeschooling
performance
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H4: Transformational leadership,
motivation and self-efficacy have a

Transformational
leadership
Motivation head of
> .
/ homeschooling
erformance
Self efficacy P

simultaneous positive effect on the
head of homeschooling performance

Fig 1. Research Model

RESULT AND DISCUSSION
Validity test

Based on the results of the
sample adequacy test, it is known that
the KMO value of all studied
variables has met the sample
adequacy requirements because the
KMO value is> 0.5 and based on the
results of factor analysis, it is known
that all items of the studied variables
are valid because the factor loading
value is> 0.4.

Reliability Test.

The results of the reliability test
on all the variables studied showed
that each of the variables studied had
a Cronbach alpha value greater than

0.7 so that all variables were
reliable. The model testing was carried
out using the coefficient of
determination (Adjusted R Square)
covering the ability of the
independent variable to explain the
dependent variable and the F test was
carried out to test the suitability of the
model used for analysis.

F Uji test

The results of the
transformational leadership,
motivation and self-efficacy

regression test on the head of
homeschooling performance are as
follows:

Table 1. F Test Results (Anova)

Model Sum of Squares | df | Mean Square F Sig.
1 Regression 12,912 2 6,434 55,612 | ,000°
Residual 11,412 99 112
Total 24,424 101

Based on Table 1, it is known
that the value of sig. on the F (Anova)
test of 0.000 indicating a significance
level less than 0.05, it can be
concluded that the regression model
used meets the requirements of
Goodness of Fit. transformational
leadership, motivation and self-
efficacy variables have a

simultaneous effect on the head of
homeschooling performance.
Determination Test

The results of the regression test
for the effect of transformational
leadership, motivation and self-
efficacy on the head of
homeschooling performance are as
follows:
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Table 2 Determination Test Results (Adjusted R Square)

Model | R R Square

Adjusted R Square

Std. Error of the Estimate

1 ,745% | ,540 ,522

,34123

Based on table 2, the Adjusted
R Square value of  the
transformational leadership,
motivation and self-efficacy
determination test for the head of
homeschooling performance is 0.54
which means 54. % changes in the
head of homeschooling performance
variable can be explained by the
transformational leadership,
motivation and self-efficacy variables

in the model, while the remaining
48% is explained by other variables or
factors outside the model.

Hypothesis Test (t Test)

The results of the regression
analysis of the effect of
transformational leadership,
motivation and self-efficacy on the
head of homeschooling performance
are as follows:

Table 3: Hypothesis Test Results

Unstandardize Standardize
d Coefficients d . .
Model Coefficients t Sig. Ket.
g | S¢ Beta
Error
1. transformationa
| leadership ->
et of ’%6 087 540 6’{” o,go S“pgorte
homeschooling
performance
2. motivation -> 0.00
head of 24 075 0,270 3,23 ’O Supporte
homeschooling 2 ' 8 d
performance
3. self efficacy ->
head of ,38 2,51 | 0,00 | Supporte
homeschooling 6 153 0,286 5 0 d
performance
After doing a regression less than 0.05, so it can be concluded

analysis based on table 3, the results
of the hypothesis test are as follows:
H1: Transformational leadership
has a positive effect on the head of
homeschooling performance

The regression results show that
the beta value of transformational
leadership on the head of
homeschooling performance is 0.540
and the significance level of 0.000 is

that the transformational leadership
hypothesis has a positive effect on the
head of homeschooling performance
in elementary school teachers, which
means that transformational
leadership has a positive and
significant effect. to the head of
homeschooling performance. These
results are in line with research by
According to Albloush et al. (2020).
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Alhashedi et al. (2021); Asgari et al.
(2020) that Transformational
leadership has a positive effect on the
head of homeschooling performance
and Da'as et al. (2020); Djaelani et al.
(2021). that Transformational
leadership has a positive effect on the
head of homeschooling performance.
An increase in the influential
Transformational leadership variable
will encourage a significant increase
in the head of homeschooling
performance  variable and a
significant  decrease in  the
Transformational leadership variable
will encourage a significant decrease
in the head of homeschooling
performance variable. One of the
characteristics of leadership should be
to increase  the role of
transformational leadership with the
ability of subordinates to have the
ability to carry out their duties. The
results of this study indicate that
transformational leadership
strengthens the effect of self-efficacy
on performance. The moderating role
of transformational leadership on
transformational  relationships s
inspiration ~ motivation,  namely
leaders are able to inspire their
subordinates, among others by setting
high standards, providing confidence
that goals can be achieved. Based on
Path and Goal theory by Robert
House in Robbins and Judge (2015),
the task of the leader is to set goals
and how to achieve the goals.
Transformational leadership is a
leader who has a vision and is able to
convey the vision clearly so as to
motivate followers to act according to
their wishes and goals organization.
Leaders can be used as role models
through the behavior and examples
given to their followers.

Characteristics of respondents with
educational backgrounds that are
dominated by Bachelors and have
sufficient experience (judging by
years of service) are able to use
experience to be used as a basis for
developing self-efficacy in the hope
of achieving the expected rewards
when their performance is good. This
is in accordance with respondents'
responses that they want to be
rewarded for their work performance.
The results of this study indicate that
transformational leadership
strengthens the effect of motivation
on performance.

H2: Motivation has a positive effect
on the head of homeschooling
performance

The regression results show that
the beta value of Motivation on the
head of homeschooling performance
is 0.270 and the significance level of
0.000 is smaller than 0.05, so it can be
concluded that the hypothesis that the
quality of work life has a positive
effect on the head of homeschooling
performance in elementary school
teachers is accepted, meaning that
motivation has a positive and
significant effect. to the head of
homeschooling performance. These
results are in line with research by
Asgari et al. (2020); Choi et al.
(2020); Da'as et al. (2020); Djaelani et
al. (2021). that motivation has a
positive effect on the head of
homeschooling  performance and
according to Albloush et al. (2020)
that Motivation has a positive effect
on the head of homeschooling
performance. An increase in the
influential Motivation variable will
encourage a significant increase in the
head of homeschooling performance
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variable and a significant decrease in
the  Motivation  variable  will
encourage a significant decrease in
the head of  homeschooling
performance variable. The results of
the motivational hypothesis test on
performance show a  positive
influence. The meaning is that when
employee motivation is getting better,
the performance will increase. Based
on content theory, what drives
someone to do something is a need
(Handoko, 1995). According to
Maslow, there are five levels of needs
that cause people to behave. The
results of this study indicate that they
want an award for the work that has
been done. In this study, motivation
has a positive and significant
influence on employee performance.
The results of this study support the
previous findings by Albloush et al.
(2020). Alhashedi et al. (2021);
Asgari et al. (2020); Choi et al.
(2020); Da'as et al. (2020); Djaelani et
al. (2021).

H3: Self efficacy has a positive
effect on the head of homeschooling
performance

The regression results show that
the beta value of the influence of Self
efficacy on Organizational
Citizenship Behavior is 0.286 and the
significance level is 0.000 less than
0.05, so it can be concluded that the
self-efficacy hypothesis has a positive
effect on Organizational Citizenship
Behavior in elementary school
teachers, meaning that Self-efficacy
has a positive and significant effect.
against OCB. These results are in line
with research by Purwanto et al.
(2021); Shrestha et al. (2020);
Sheeraz et al. (2020) that self-efficacy
has a positive effect on the head of

homeschooling performance and
Supriyanto et al. (2020); Tian et al.
(2020); Waruwu, et al. (2020) that
self-efficacy has a positive effect on
the head of homeschooling
performance. Increasing the
influential self efficacy variable will
encourage a significant increase in the
head of homeschooling performance
variable and a significant decrease in
the influential self efficacy variable
will encourage a significant decrease
in the head of homeschooling
performance  variable. Several
research results show that strong self-
efficacy is correlated with success,
control, overcoming difficulties,
healing and loss of doubt (Sigit,
2003). Employees who have self-
confidence that they are capable of
doing the job will develop all the
expertise and skills they have, learn
from the experiences of others to
achieve their life goals by realizing
performance according to the
demands of the job. This is a strategic
element in developing self-efficacy to
be realized in actual performance.
The results of this study support
previous findings by Suryoko and
Oktavia (2015), Sembiring and
Sebayang (2017) which state that self-
efficacy has a positive and significant
effect on performance.

H4: Transformational leadership,
motivation and self-efficacy have a
simultaneous positive effect on the
head of homeschooling
performance

The results of the F test of
transformational leadership,
motivation and self-efficacy
simultaneously on the head of
homeschooling performance show a
significance value of 0.001 less than
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0.05, it can be concluded that the
hypothesis  of  transformational
leadership, motivation and self-
efficacy simultaneously affects the
head of homeschooling performance
IS accepted, it means that
transformational leadership,
motivation and self-efficacy are
simultaneously on the head of
homeschooling performance. These
results are in line with research by xxx
that simultaneous transformational
leadership, motivation and self-
efficacy have a significant effect on
the head of  homeschooling
performance and XXX
transformational leadership,
motivation and self-efficacy
simultaneously have a significant
effect on the head of homeschooling
performance Increased
transformational leadership,
motivation and self-efficacy variables
Simultaneous efficacy will encourage
a significant increase in the head of
homeschooling performance variable
and a decrease in transformational
leadership, motivation and self-
efficacy will simultaneously
encourage a significant decrease in
the head of  homeschooling
performance variable.

CONCLUSION

Based on the data analysis, it can be
concluded that transformational
leadership has a positive effect on the
head of homeschooling performance,
motivation has a positive effect on the
head of homeschooling performance,
self-efficacy has a positive effect on
the head of homeschooling
performance and transformational
leadership, motivation and self-
efficacy have a simultaneous
influence on the head of

homeschooling  performance.
Transformational leadership is proven
to play a role in strengthening the
influence of both self-efficacy on
performance and motivation on
performance. Self-efficacy has been
proven to have a dominant effect on
improving employee performance. In
future research, it would be better if
the adjusted R square value was
increased to close to one. So that in
future research it is recommended to
include other wvariables such as
competence, compensation, work
environment etc.
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ABSTRACT

This study aims to determine the effect of perceived organizational support
(X1), organizational commitment (X2) and job satisfaction (X3) on employee
performance. The population in this study were all employees of PT Putra Perkasa
Abadi & Group with Group Leader to Division Head positions totaling 845 people.
Determination of the number of samples using Slovin's calculation with accidental
sampling technique of 271 people. The analytical tool used in this research is
multiple linear regression assisted by SPSS software for Windows V25. The results
showed that (1) Perceived organizational support (X1) had a positive and
significant effect on employee performance (Y), (2) Organizational commitment
(X2) had a positive and significant effect on employee performance (Y), and (3) Job
satisfaction (X3) has a positive and significant effect on employee performance (Y).
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INTRODUCTION

PT Putra Perkasa Abadi &
Group is a company engaged in the
mining industry sector, especially
coal. From the results of research
observations that have been carried
out on performance appraisals carried
out on employees, it is known that
there is a decrease in performance. In
the results of the 2013-2014
performance appraisal, the
performance of the employees of PT
Putra Perkasa Abadi & Group 80% is
at a performance level above the
predetermined target. Meanwhile, for
the following years until the last
assessment in 2019-2020 the average
was only around the achievement of
46%. Apart from this, it is also known
that the mining industry is also
experiencing  financial  problems
caused by economic conditions. The
benchmark price of Newcastle coal
has fallen from US$ 70 per tonne in
January to US$ 58 per tonne,
becoming a heavy burden for
businesses in the coal industry. With
the condition of the fall in the
reference price, it indicates that
managers will not have more time to
be in a position to reduce costs
(www.ekonomi.bisnis.com, 2020).

Employee performance is also
a crucial factor for employees to
contribute to organizational success
(Tjahjono et al., 2020). The reason is
that with the support of both internal
and external factors employees will
do their jobs harder (Hamid et al.,
2020). Based on this, the organization
or business unit needs to emphasize
the effectiveness and efficiency of
HR in order to achieve the original
goals of the organization. To support
this, high-quality human resources
are needed which are reflected in

organizational commitment and
support so as to create job satisfaction
for employees which will then lead to
increased performance.

One of the demands in HR
development is to carry out
continuous and effective HR
development and create strategies to
improve organizational performance
(Annisa & Setyawan, 2017). HR is
the main source of organizational
performance so that it can continue to
exist and become an organization that
can meet the demands of change
(Ariyanto et al., 2019). The way the
organization treats employees will
affect the employee's interpretation
of the organizational motives that
underlie the treatment, this indicates
that employees hope to receive
organizational support in various
situations (State & Febrianti, 2019).
This will also encourage an increase
in employee performance with
perceived organizational support. In
addition to perceived organizational
support, previous research has shown
that organizational commitment can
affect  employee performance
(Nathania, 2018). This is because
when employees are committed to
working in an organization, they will
be able to increase the level of
willingness to work better. Then in
addition to perceived organizational
support and organizational
commitment, it is known that job
satisfaction can also be a variable that
can improve employee performance
(Dewi et al., 2018).

LITERATUR REVIEW

Perceived Organizational Support
Perceived organizational

support (POS) is defined by various

figures differently but still contains
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the same meaning. Rhoades &
Eisenberger (2002: 698) describe the
definition of POS as a development
of global trust that is owned by
individuals that focuses on the extent
to which organizations value
contributions and pay attention to
their welfare. On the other hand, POS
Is also considered as assurance of the
assistance that will be provided by the
organization when needed to carry
out one's duties effectively and how
to deal with stressful situations.
Meanwhile Allen, Armstrong,
Feid & Riemenschneider (2008: 558)
define POS as a level of employee
confidence that is influenced by their
evaluation of experiences and
observations  about how the
organization treats its employees.
Robbins & Judge (2017: 108) defines
POS as a level where employees
believe that the organization
recognizes its contribution and cares
about the welfare of employees. So
based on the explanations of these
figures, it can be concluded that POS
IS a belief or confidence in
individuals or employees that the
organization or company where they
work has given attention or care for
work, welfare, is fair and appreciates
the contributions that have been
given.
Organizational Commitment
Commitment and organization
can refer to the individual's strong
depiction of the organization and the
feeling that he or she is part of the
organization. If the workload is
higher, the commitment to work
productivity will also increase the
responsibility for something related
to the company. Commitment can be
defined as the desire of employees to
stay in an organization. Business

results can be used in work due to the
acceptance of organizational goals by
employees. Mathis & Jackson in
Hamid et al. (2020) defines
"organizational commitment is the
degree to which employee believe in
and accept organizational goals and
desire  to remain  with the
organization™. Organizational
involvement is the extent to which
employees believe and accept
organizational goals and leave or
leave the organization.
Meyer and Allen in Nathania (2018)
explained that there are three
dimensions of organizational
commitment so that employees will
have the option to stay or leave the
organization based on the norms they
have. The three dimensions are
affective commitment, continuance
commitment and normative
commitment.
Job satisfaction

Luthans (2015) defines job
satisfaction as a positive feeling that
arises from an employee's assessment
of his work based on the employee's
perception of how good his job is, so
that what is obtained at work has
fulfilled what is  considered
important. Luthans (2015) also
explained that the indicators of job
satisfaction are (1) satisfaction with
salary payments, (2) satisfaction with
the work itself, (3) satisfaction with
coworkers, (4) satisfaction with
promotion, and (5) satisfaction with
supervision. work.
Employee performance

Performance is a word that
comes from the word performance
with the same meaning. In addition,
performance is also sometimes
interpreted as the results of work or
achievements produced after work.
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Basically, performance has a broader
meaning, not only covering the
results of work but also in the process
during which work takes place. The
definition of the word performance
itself is a description of how far the
achievement of the implementation
of an activity program or policy in
achieving the goals, objectives,
vision and mission of a particular
organization is reflected through the
organization's strategic planning.
Performance itself can be known and
measured if an individual or group of
employees already has criteria or
standards of success that have been
previously set by the organization
(Moeheriono, 2014: 95).

Performance can also be
defined as the result of work both in
quality and quantity that has been
achieved by an employee in carrying
out work in accordance with the
responsibilities given
(Mangkunegara, 2017: 9). Another
definition of performance is the level
of success of an employee as a whole
during a certain period in carrying out
tasks  compared to  various
possibilities such as work standards,
targets or targets or criteria that have
been previously determined or
mutually agreed upon (Rivai, 2015:
12). The performance of an employee
in an organization or work institution
can be influenced by various factors,
both internal and external factors
such as the work environment itself.
Hypothesis Floating

The Influence of Perceived
Organizational Support on Employee
Performance

The support provided by the
company to employees will be able to
give a good perception. Having a
high level of perceived organizational

support (POS) will be able to improve
employee performance. Ariyanto et
al. (2019) and Negara & Febrianti
(2019) with previous research
showing the results that perceived
organizational support has a positive
and significant effect on employee
performance.
H1: Perceived organizational support
has a positive effect on employee
performance.
The Effect of Organizational
Commitment on Employee
Performance

Employees will be able to make
decisions regarding the determination
or choice to leave the company based
on the norms they have. When a
company develops and has increased
employee performance, it is an
important behavioral dimension that
can be used to assess the tendency of
employees to remain as members of
the organization. Nathania (2018)
with previous research shows that
organizational commitment has a
positive and significant influence on
employee performance.
H2: Organizational commitment has a
positive  effect on  employee
performance.
The Effect of Job Satisfaction on
Employee Performance

Employees who can get jobs
that match their skills will be able to
have more opportunities to develop
their abilities. In addition, if
employees are given appropriate
remuneration and a better future
career path, it can also encourage
employees to work better. Research
by Dewi et al. (2018) shows that job
satisfaction has a positive and
significant effect on employee
performance.
H3: Job satisfaction has a positive
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effect on employee performance.
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Figure 1 (with relevant captions)

METHODS

The research used is a
correlational quantitative approach.
The quantitative approach itself is a
research method that uses statistical
analysis  to prove research
hypotheses. Meanwhile correlational
explains that researchers are trying to
analyze the relationship between the
variables in the study (Sugiyono,
2017). In this study, the variables
consist of Perceived Organizational
Support (X1), Organizational
Commitment (X2), Job Satisfaction
(X3) and Employee Performance ().

The subjects in this study were
all employees of PT Putra Perkasa
Abadi & Group with the position of
Group Leader to Division Head
totaling 845. So the object in this
study was PT. Putra Perkasa Abadi &
Jakarta Group. The research was
conducted during September to
November 2021 located in Jakarta,
South Borneo, East Borneo, Central
Borneo, South Sumatra.

The determination of the
number of samples is based on the

Slovin calculation formula as follows:
N

= ¥ Ne?

Where
n : Number of Samples
N : Total Population

e : Error Rate

so that:;
~ 845
= 14 845x(0,05)2
845
"=31125
845
"=31125

n = 271,485944

Based on the results of the
calculation of the Slovin formula, it
can be concluded that the number of
samples in this study was 271,485944
or 271 samples. Then in determining
the sampling using accidental
sampling technique. Data was
collected through a questionnaire
distributed via Google Form.

Then the data analysis
techniques include instrument quality
test, classical assumption test, and
linear regression analysis. The
instrument quality test includes
validity and reliability  tests.
Meanwhile the classical assumption
test  includes normality  test,
multicollinearity test and
heteroscedasticity test. Data analysis
used the following regression
equation:

Y=a+bX1+bX2+bX3

The measurement indicator of
perceived organizational support
variable refers to the exposure of Qi
et al. (2019), which amounted to 17,
the  organizational ~commitment
variable refers to Nathania (2018),
which is 6, the job satisfaction
variable refers to Changgriawan
(2017) which is 10 and the employee
performance variable refers to
Changgriawan (2017) which amounts
to 10 indicators.
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Table 1 Measurement Indicator
Variables Indicator
1 Bosses are willing to listen to ideas given by
subordinates
2 Bosses want to provide opportunities for subordinates
to prove their abilities at work
3 The boss is willing to discuss targets and how to
achieve them
4 The boss is willing to discuss when there is a problem
5 Bosses are willing to replace their subordinates when
unable to attend
6 Bosses are willing to answer work-related questions
7 The superior is willing to listen to the requests of the
subordinates
8 Superiors encourage subordinates not to hesitate to

Perceived discuss when there is a problem
Organizational |9 Bosses are easy to contact when there is an urgent
Support matter

10 | The company wants to care about the opinions
expressed by its members

11 | The company takes into account the welfare of its
employees

12 | The company appreciates employees who put in more
effort

13 | The company considers members' complaints

14 | The company appreciates the work of the employees
15 | The company cares about overall employee
satisfaction

16 | The company shows its concern for its employees

17 | The company is proud of my achievements during my
work

1 I still want to be in this company no matter what
happens

| feel like I'm a part of this company

| plan to stay loyal to this company for a long time

| find it difficult to get a job if I leave this company

| feel a loss if | leave the company because there is no
other income

| feel | have an obligation to keep working here

The amount of salary received is satisfactory

2 The bonus given by the company in addition to the
Job satisfaction basic salary is satisfactory

3 Working conditions in the company make it
comfortable to work

Organizational
Commitment

Ol iwiN
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4 The company creates challenging working conditions
to use the skills I have
5 Colleagues can help each other at work
6 My boss gave me the opportunity to participate in
making decisions
7 I get more responsibility when I get promoted
8 There is a promotion opportunity that the company
gives to its members
9 Superiors provide direction to subordinates on how to
improve performance
10 | The boss is willing to listen to the complaints of the
subordinates and wisely doesn't force his will
1 Trying to work perfectly
2 Striving to work skillfully
3 Strive to achieve the target that has been set
4 Striving to be able to complete additional work
(overtime)
5 Strive to be able to complete the work in accordance
with the specified deadline
6 Try not to come late
7 Employees have the ability according to their field
8 Employees use existing raw materials optimally
9 Employees have responsibilities
10 | Employees are committed to work
RESULT 0,8 0,8
Validity Test Results POS? 74 POS16 45
Table 2 Instrument Validity Test 0,8 0,8
Results Perceived Organizational POS8 03 POSLY 12
Support 0,8
Question  recu Question  reou POS9 44
naire nt naire nt
0,8 0,8 Tabel 3 Organizational
POS1 74 POS10 58 Commitment Instrument Validity
0,7 0,8 Test Results
POS2 97 POSI1 60 Question  reou Question  reou
POS3 0,8 POS12 0,8 naire nt naire nt
60 45 0,6 0,6
0.8 08 KO1 73 KO4 08
POS4 '~ POS13 ’
74 28 0,6 0,6
08 08 KO2 57 KOO 49
POS5 - POS14 ’
58 20 0,6 0,6
poss 2% posis 98 o3 85 32
67 28
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Tabel 4 Job Satisfaction
Instrument Validity Test Results

Question  recou Question  rcou

naire nt naire nt

KEP1 2’28 KEP6 (5);18
KEP2 268 KEP7 8’78
KEP3 gf KEP8 (5)68
KEP4 8’38 KEP9 (3)’68
KEPS 2’98 KEP10 8’78

Tabel 5 Employee Performance
Instrument Test Results
Question  reu Question  reou

naire nt naire ntg

KK1 (8)35 KK6 295
KK2 (7)65 KK7 897
KK3 o KK8 o
KK4 895 KK9 367
KK5 2’46 KK10 2’37

From the results of the validity testing
that has been used, where the validity
test itself is used to determine the
ability of an instrument to describe a
variable (Ghozali, 2018), it is found
that the entire instrument has a
calculated r value > 0.1381. Which
0.1381 is obtained from the number of
respondents as many as 271 and the
use of a probability level of 0.05 and
the r table value is 0.1381. So based
on this it can be concluded that the
entire questionnaire item can be said
to be valid.

Instrument Reliability Test Results
Table 6 Instrument Reliability
Test Results Perceived
Organizational Support

Reliability Statistics
Cronbach’s Alpha N of Items
0,974 17

Tabel 7 Organizational
Commitment Instrument
Reliability Test Results

Reliability Statistics
Cronbach’s Alpha N of Items
0,725 6

Tabel 8 Job Satisfaction
Instrument Reliability Test Results
Reliability Statistics
Cronbach’s Alpha N of Items
0,957 10

Tabel 9 Employee Performance
Instrument Reliability Test Results
Reliability Statistics
Cronbach’s Alpha N of Items
0,845 10

From the results of the
reliability testing that has been carried
out, where the reliability test itself is
used to determine the consistency of
research respondents’ answers if
repeated research is carried out at
different times with the same
conditions (Ghozali, 2018). All items
get Cronbach's Alpha value > 0.6 so it
can be said that the research
instrument is reliable.

Normality Test Results

Table 10 Normality Test Results
One-Sample Kolmogorov-
Smirnov Test

Unstandardiz

ed Residual
N 271
Normal Mean .0000000



Jurnal llmiah, Manajemen Sumber Daya Manusia
JENIUS

Parameters Std. 2.72273367
ab Dev
Most Absolu .052

Extreme te
Difference Positiv .033

S e
Negati -.052
ve

Test Statistic .052

Asymp. Sig. (2- .072°

tailed)

From the results of normality
testing that has been carried out by
researchers, it can be concluded that
the significance value obtained is
0.072. In accordance with the
determination  criteria, if the
significance value is > 0.05, it can be
said that the research data is normally
distributed (Ghozali, 2018).
Multicollinearity Test Results

Table 11 Multicollinearity Test
Results
Colinearity Statistics

Model Tolerance VIF

X1 0,280 3,576
X2 0,164 6,092
X3 0,314 3,184

From  the  results of
multicollinearity testing that has been
carried out by researchers, it can be
concluded that the research model has
been free from multicollinearity
symptoms. The reason is because the
Tolerance value > 0.10 and the VIF
value < 10.00 (Ghozali, 2018).
Heteroscedasticity Test Results

Scatterplot
Dependent Variable: Y

& o
e :' Ll
TN e °
.
0 ST o
. o’ o
~.-D-|... . x ‘\:‘.- -. I..‘~o.‘
. . o 0°° o
e 0, o o %N °
% ° . .

Regression Studentized Residual

Figure 1 Heteroscedasticity Test
Results
From  the  results of
heteroscedasticity testing that has
been carried out by researchers, it can
be concluded that the research model
has been free from heteroscedasticity
symptoms. The reason is because (1)
the data points do not form a certain
bell pattern or pattern and (2) the data
points do not only gather below or
above the number 0 (Ghozali, 2018).
Multiple Linear Regression
Analysis Results
Table 12 Results of Regression
Analysis

Model Beta Std. Error

X1 0,580 0,022

X2 0,186 0,103

X3 0,417 0,034

From the results of the multiple
linear regression analysis that has
been carried out, the following
equation is obtained:

Y = 0.580POS + 0.186KO +
0.417KE

From Table 12 it can be seen
that the POS variable (X1) has a beta
value of 0.580. This indicates that
there is a positive influence between
the POS variables on employee
performance.

From Table 12 it can be seen
that the variable Organizational
Commitment (X2) has a beta value of
0.186. This indicates that there is a
positive influence between the
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variables of Organizational
Commitment on employee
performance.

From Table 12 it can be seen
that the Job Satisfaction variable (X3)
has a beta value of 0.417. This
indicates that there is a positive
influence between the variable job
satisfaction (X3) on employee
performance.

In addition, the beta value of
0.580 on the POS variable is greater
than the beta wvalue of the
Organizational Commitment (0.186)
and Job  Satisfaction  (0.417)
variables. This means that the
variable that has the most dominant
influence is Perceived Organizational
Support/POS (X1).

t Test Results Statistics
Table 13 t-test results statistics

Model t Sig

X1 12,136 0,000

X2 2,979 0,003

X3 9,232 0,000

In this study, a sample of 271
respondents was used with the use of
a probability level of 0.05 so that the
t table value was 1.65251. From the
results of the statistical t test that has
been carried out, it can be explained
the explanation of hypothesis testing
as follows:

1. The t-count value of perceived
organizational support (X1) on
employee performance (Y) is
12.136 > 1.65251. So it can be
concluded that there is a positive
and significant effect of perceived
organizational support (X1) on
employee performance (YY), which
if it is associated with the research
hypothesis then H1 is accepted.

2. Thet-count value of organizational
commitment (X2) on employee
performance (Y) is 2979 >

1.65251. So it can be concluded
that there is a positive and
significant influence between the
organizational commitment
variable (X2) on employee
performance (Y), which if it is
associated with the research
hypothesis then H2 is accepted.

3. The t value of job satisfaction (X3)
on employee performance (Y) is
9.232 > 1.65251. So it can be
concluded that there is a positive
and significant influence between
the job satisfaction variable (X3)
on employee performance (Y),
which if it is associated with the
research hypothesis then H3 is
accepted.

F Statistic Test Results

Table 14 F-Statistical Test Results

F Sig
432,319 0,000
From the results of the F
statistic test that has been carried out
by the researcher, it is known that the
calculated F value obtained is

432.319 > F table (2.64). Due to the

calculated F value < F table, it can be

concluded that the variables
perceived organizational support

(X1), organizational commitment

(X2) and job satisfaction (X3)

simultaneously have a positive and

significant effect on employee

performance (Y).

Coefficient of Determination Test

Results (R2)

Table 15 Coefficient of

Determination Test Results (R2)

R R Adjusted R
Square  Square
0,911 0,829 0,827

From the results of testing the
coefficient of determination that has
been done, it can be concluded that
the R2 value is 0.829. This means that
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the ability of perceived organizational
support (X1), organizational
commitment (X2) and job satisfaction
(X3) variables in explaining their
effect on employee performance (Y)
is 0.829 or 82.9%. While the
remaining 17.1% is influenced by
other variables outside the research
that has been done.

DISCUSSION

Effect of Perceived Organizational
Support  (X1) on  Employee
Performance (Y)

The research that has been done
shows that the beta value of the
perceived organizational support
variable on employee performance is
0.580 which indicates a positive
influence. Meanwhile, from the
results of the statistical t-test as a
hypothesis test, the t-count value is
12.136 > 1.65251 with a significance
value of 0.000 <0.05. So it can be
concluded that the perceived
organizational support variable has a
positive and significant effect on
employee performance.

The results showed that the
POS variable had the most dominant
influence when compared to other
variables. This is interesting so
management must pay attention to its
management practices. The
underlying reason is that this study
proves that the performance of
employees at PT Putra Perkasa Abadi
& Group is most dominantly
influenced by the presence of

POS/perceived organizational
support/perceived organizational
support.

In practice, PT. Putra Perkasa
Abadi & Group has a tendency to be
able to listen to the aspirations of all
levels of the organization. Not only

limited to superiors, but subordinates
are also given the opportunity to
participate, especially if there are
problems in a team/division. This is
also encouraged by the motivation
from superiors (leader group/division
head) so that subordinates are more
confident in participating more.

The implication of this
condition is that employees will have
the desire to work more and make a
better contribution to the company.
Employees will also feel that their
skills are being tested so that they can
show off what they can do. This is the
reason the POS variable has a more
dominant influence when compared
to other variables (Organizational
Commitment & Job Satisfaction).

The results of this study are in
accordance  with  the research
conducted by Ariyanto et al. (2019)
and Negara & Febrianti (2019) which
showed a positive and significant
effect of perceived organizational
support on employee performance.
While the results of this study are not
in accordance with the research
conducted by Tjahjono et al. (2020)
which  proves that perceived
organizational support has no effect
on employee performance.

The Effect of Organizational
Commitment (X2) on Employee
Performance (Y)

The research that has been done
shows that the beta value of the
organizational commitment variable
on employee performance is 0.186
which indicates a positive influence.
Meanwhile, from the results of the
statistical t test as a hypothesis test,
the t-count value was 2.979 > 1.65251
with a significance value of 0.003
<0.05. So it can be concluded that the
variable of organizational
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commitment has a positive and
significant effect on employee
performance.

Research respondents
consisting of employees of PT. Putra
Perkasa Abadi & Group section of the
Group Leader and Division Head feel
they have more commitment to
remain in the company. Based on the
results of the tests that have been
carried out and the observations of
researchers, it is known that the
reasons that encourage this are largely
influenced by companies that want to
support employee welfare. It is
proven by the existence of the POS
variable which has a more dominant
influence than Organizational
Commitment. So it is possible if the
attitude of employees who are
committed to PT Putra Perkasa Abadi
& Group is due to the support from
the company itself. In this study, this
form of support is described as POS
(Perceived Organizational Support).

Companies that have good POS
rates will get feedback from
employees. This is indicated by the
statement of research respondents in
the questionnaire that they always try
to provide the best for the company.
This condition directly indicates that
Organizational Commitment can
encourage  increased  employee
performance.

The results of this study are in
accordance with research conducted
by Nathania (2018) which also
indicates that organizational
commitment has a positive and
significant effect on employee
performance. While the results of this
study are not in accordance with the
research conducted by Hamid et al.
(2020) which proves that
organizational commitment has no

effect on employee performance.

CONCLUSIONS

This study aims to determine
the effect of perceived organizational
support, organizational commitment
and job satisfaction on employee
performance. Researchers describe
the conclusions of the research that
has been done as follows:

1. Perceived organizational support
(X1) has a positive and significant
effect on employee performance
(Y).

2. Organizational commitment (X2)
has a positive and significant
effect on employee performance
(Y).

3. Job satisfaction (X3) has a
positive and significant effect on
employee performance (Y).
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ABSTRACT

This study aims to determine the mediating role of motivation and
organizational commitment on organizational learning on employee performance
with a study on employees of PT Astra International Tbk Yogyakarta Branch. The
sample of this study were all employees of PT Astra International Tbk Yogyakarta
Branch, with the sampling technique was saturated sampling. The analysis
technique used statistical analysis consisted of descriptive analysis, Structural
Equation Modeling (SEM), Conformity Test and Statistical Test, Hypothesis
Testing. The results of this study organizational learning has a positive effect on
work motivation, organizational learning has a positive effect on organizational
commitment, work motivation has a positive effect on organizational commitment,
organizational learning has a positive effect on employee performance, work
motivation has a positive effect on employee performance, and organizational
commitment has a positive effect on performance. employee.
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INTRODUCTION

Every company wants to be
successful. This applies to every large
and small company, private or state-
owned company, and companies
engaged in services and goods. A
company can be said to be successful
if the company has been able to
achieve the goals set by the company
itself. The success of a company in
achieving its goals is also determined
by the HR in the company.

Employee  performance is
defined as work performance in terms
of the quantity and quality expected
of each employee (Khan et al., 2012;
Octafian & Nugraheni, 2021). With
increasing competition, companies
have recognized the importance of
employee performance. If employee
performance increases it will affect
the company's performance and
company profitability. In this context,
efforts to improve organizational

performance can be through
increasing individual  employee
performance.

Based on a review of previous
research results, employee

performance can be influenced by
organizational learning. Rofiati et al.,
(2015) and  Anggriawan &
Rusilowati, (2014) prove that
organizational learning can improve
employee performance. This is
different from research conducted by
Hendri, (2018) which states that
organizational learning does not
affect employee performance, while
Mikkelsen & Olsen, (2018) state that
learning negatively affects employee
performance.

Providing the right motivation
according to employee needs will
provide  opportunities for the
organization to  support  the

achievement of organizational goals.
Similarly, research conducted by
Salihin et al., (2018) that a person's
motivation will be more effective if
the urge to do work grows from
within the individual so that the
individual will be committed to
providing good performance results.

Broadly speaking, there is a
decrease in the percentage of
employee performance of PT. Astra
International Tbk. from 2018-2020
tends to decrease. This shows that for
three consecutive years there have
been problems in PT. Astra
International  Thk. related to
employee performance. Employee
performance appraisal indicators are
seen through the quantity of work
(done by comparing the targets and
results achieved by the employees)
and the quality of work (the deadline
for collecting reports, processes and
employee work attitudes). Decrease
in the achievement of employee
performance at PT. Astra
International Tbk. influenced by
several factors including:
organizational learning, work
motivation  and  organizational
commitment

The purpose of this research is
to test and analyze the effect of
organizational learning on work
motivation, test and analyze the effect
of organizational learning on
organizational commitment, test and
analyze the effect of work motivation
on organizational commitment, test
and analyze the effect of
organizational learning on employee
performance, test and analyze the
effect of organizational learning on
employee performance. work
motivation on employee
performance, examine and analyze
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the effect  of
commitment on
performance.

organizational
employee

LITERATURE REVIEW
Organizational Learning

A learning organization can be
interpreted as an organization that
continues to strive to develop
capabilities and capabilities in a
changing environment (Robbins &
Judge, 2017). Learning Organization
according to Wahyudi, (2009) is "an
organization that is able to develop
the ability to continuously adapt and
change".

According to Senge in Roen,
(2012) learning organizations are
organizations where people
continually expand their capacities to
create the outcomes they truly desire,
where new and expanding patterns of
thinking are  nurtured, where
collective aspirations are set free, and
where people are constantly learning.
look together thoroughly.

Measurement of organizational
learning includes the following
indicators: (Hendri, 2018)

a. pola berbagi informasi
b. investigasi iklim

c. praktik pembelajaran

d. pola pikir pencapaian

Work Motivation

According to Robbins, (2015)
motivation is defined as a process that
describes a  person's  strength
(intensity), direction (direction), and
persistence in an effort to achieve
goals. Strength (intensity) describes
how hard a person tries, the strength
must be channeled in a direction that
provides benefits for the organization,
and the dimension of persistence

(persistence) which measures how
long a person can maintain his efforts.
According to Winardi (2016);
Octafian & Nugraheni (2020) that
motivation is a potential force that
exists within a human being, which
can be developed by itself or
developed by a number of external
forces which essentially revolve
around monetary rewards and non-
monetary rewards, which can affect
the results of their performance in a
positive or negative way. negative.
Dimensions and indicators of
work motivation refer to the theory
proposed by Robbin & Judge (2015),
namely:
1. Salary received
2. Work safety
3. Socialize well within the agency
4. Bosses give awards to outstanding
employees
5. The boss provides training to

Organizational Commitment
Organizational commitment is
the degree to which an employee
identifies an organization, its goals
and expectations to remain a member
(Robbins & Judge, 2015).
Organizational commitment is
defined as a sense of identification
(belief in organizational values),
involvement (willingness to try the
best for the sake of the organization)
and loyalty (desire to remain a
relevant member of the organization)
expressed by an employee towards
the organization (Beena et al., 2017).
According to Robbins & Judge,
(2015) the theoretical model states
that committed workers will be less
and less involved in resigning, even if
they are not satisfied, because they
have a sense of loyalty, attachment to
the organization and are willing to
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sacrifice for the organization. On the

other hand, non-committed workers,

who feel less loyal to the

organization, will tend to show lower

levels of workplace attendance
Indicators of organizational

commitment: (Hendri, 2018)

1. the level of trust of employees to
accept organizational goals;

2. the level of trust of employees to
accept the values adopted by the
organization;

3. the willingness of employees to
work hard / earnestly; and

4. willingness of workers to keep
working / stay in  the
organizationEmployee
Performance

Moeheriono, (2014) argues
that: "Employee performance as a
result that can be achieved by a person
or group of people in an organization
both qualitatively and quantitatively,
in accordance with the authority,
duties and responsibilities of each in

¥

an effort to achieve the goals of the
organization concerned legally , does
not violate the law and in accordance
with morals or ethics.

Then according to Wibowo,
(2016) argues that: "Performance
comes from the word performance,
there are also those who provide an
understanding of performance as a
result of work or work performance,
but actually performance has a
broader meaning, not only the result
of work but including how the work
process takes place".

According to Mangkunegara,
(2017)  Performance indicators,
namely:

1. Quality of Work
2. Working Quantity
3. Responsibility

4. Cooperation

Research Model
In this study it can be described
in the research model as follows :

[ x6 |[ x7 ][ x8 ]

[x13 ] [ x12 ] | x11 | [ x10 |
T T T \

&

Figure 1. Research Model Paradigm

Research Hypothesis
The formulation of the
proposed hypothesis is as follows:
H1: Organizational learning has a
positive effect on work
motivation
H2: Organizational learning has a

positive effect on
organizational commitment
H3: Work motivation has a positive
effect on organizational
commitment
H4: Organizational learning has a
positive effect on performance
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H5: Work motivation has a positive
effect on performance

H6: Organizational commitment has a
positive effect on performance.

RESEARCH METHODS

The population is the entire
research subject (Arikunto, 2010).
The population in this study were
employees of PT Astra, amounting to
134 people.

The sampling technique used is
saturated sampling, all employees
who make up the population are
sampled. Method The data analysis
technique used is the Structural
Equation Model (SEM), so the
number of representative and ideal
samples is between 100-200.

This is determined by the
number of estimated parameters, so
that in the study the number of
samples used was 134 people

The type of data used in this
research is primary data. Primary data
Is data that comes from direct
respondents. This data is in the form
of a recapitulation of data obtained by
distributing guestionnaires to
respondents who are the samples in
this study

To achieve the research
objectives and submit hypotheses, the
data obtained are then processed
according to the needs of the analysis.
For the purposes of discussion, the
data is processed and presented based
on the principles of descriptive
statistics.  Meanwhile, for the
purposes of analysis and hypothesis
testing, an inferential statistical
approach is used.

The data analysis technique
used in this research is the Structural
Equation Model (SEM). Structural
Equation Modeling (SEM) is a

multivariate analysis technique that
combines aspects of confirmatory
factor analysis (measuring the
dimensions of a factor/construct) and
aspects of simultaneous equation
modeling (to test causality) in order to
measure a series of construct
relationships simultaneously.

In this test, the Conformity Test
and Statistical Test and Hypothesis
Test are used
1. Conformity Test and Statistical

Test

The assumptions used in the
structural equation model are as
follows:

a. Evaluation of the fulfillment of
the assumption of normality in
the data is carried out by
observing the skewness value
of the data used. The statistical
value to test the normality of the
data is called the z-score. If the
z-score is greater than the
critical value, it can be assumed
that the data distribution is not
normal. The critical value can
be determined based on the
desired level of significance.
For example, if the calculated
value is greater than + 2.58 it
means that we can reject the
assumptions about normality
and distribution at the 0.01(1%)
level of significance.

b. Evaluation of outliers means
that observations or data that
have unique characteristics that
look very much different from
other observations and appear
in the form of extreme values
for either a single variable or a
combination variable.

2. Statistic test
a. Hypothesis Test
The cut of point used in



Jurnal llmiah, Manajemen Sumber Daya Manusia
JENIUS

this study is the value of the
Critical Ratio (CR), and the
calculated probability value (p-
value). The criteria for rejecting
the hypothesis are:

b. Hypothesis Rejected/Not
Accepted, if: Critical Ratio
Value < from 2.0 and Pvalue>
from 0.05

c. Hypothesis Not
Rejected/Accepted, if: Critical
Ratio Value > 2.0 and P-value <
0.05 (5%).

RESEARCH RESULT
Model Fit Test Results
Inferential analysis in this study
was carried out using a structural
equation modeling (SEM) model
using the AMOS Ver 26 program.
a. The probability value
shows a value above the
significance limit of 0.701 or
above 0.05. The null hypothesis
which states that there is no
difference between the sample
covariance matrix and the
estimated population covariance
matrix is acceptable. Other model
suitability indices such as GFI
(0.938), AGFI (0.910), TLI
(0.997), CFI (1,000), CMIN/DF
Table 1. Feasibility Results of
Endogenous Construct Model
N Crite Res Fit Mode
0 ria ults Mode I

of | Estim
Thi ation
S
Mo
del

1 Chi 55,6 Dihar
Squar 84 apkan
e Kecil

2 Proba 0,70 >0,05 Baik
bility 1

(0.898), and RMSEA (0.000)
provide sufficient confirmation for
the acceptance of the
unidimensionality hypothesis that
the three these variables can reflect
the latent variables analyzed.

. Lambda values for the thirteen

indicators that explain  the
variables of work motivation,
organizational commitment and
employee performance (X5 =
0.914; X6 =0.900; X7 =0.899; X8
=0.822; X9 =0.857; X10 = 0.921;
X11=0.942; X12 =0.954; X13 =
0.918; X14 = 0.927; X15 = 0.975;
X16 = 0.964; X17 = 0.884, it can
be concluded that each indicator
together presents
unidimensionality for the late
variablen

. Each indicator forming the latent

variable shows a CR value above
1.96 with P less than 0.05. Based
on the results of the analysis, it can
be said that the indicators forming
the latent variables are
significantly indicators of the
formed latent factors. Thus, the
endogenous construct used in the
study can be accepted

The test results are as
follows:

AGFlI 091 =09 Baik

0

GFlI 093 >09 Baik
8

TLI 0,99 >0,95 Baik
7

RMS 0,00 <0,08 Baik
EA 0

CMIN 0,89 <2,00 Baik
/DF 8

CFl 1,00 >0,95 Baik
0

Source: Processed primary data,
2022
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Table 2. Results of Endogenous Construct Regression Weights
Estimate S.E. C.R. P Label

X5 <--—- Mk 1.000

X6 < Mk 978 .060 16.389 *** par_1l
X7 < Mk 999 061 16.495 *** par 2
X8 <-—— Mk 884 068 12.948 *** par 3
X9 < Mk 899 063 14.333 *** par 4
X11 <--- KO 1.000

X12 <--- KO 993 .044 22731 *** par5
X13 <--- KO 937 .048 19.646 *** par 6

X14 <--- KIN 1.000
X15 <--- KIN 1.047 .044 23.832 *** par_7
X16 <--- KIN 1.057 .047 22504 *** par_8

X17 <--- KIN 907 .054 16.689 *** par 9
X10 <--- KO 981 .049 19.938 *** par_10
Source: Processed primary data, 2022
Table 3. Results of Endogenous 2022
Construct Regression Weights Table 2. Results of Endogenous
Estimate Construct Regression Weights

X5 <--- Mk 914 Based on the results of the
X6 <-— Mk 900 measurement of data reliability, the

data reliability value in this study has
i; : m:z Sgg a value of 0.7. Thus the research can

' be accepted. Likewise for the

X9 < Mk 857 measurement of variance extract data
X1l <--- KO 942 obtained a value of > 0.5. Thus the
X12 <--- KO 954 research can be accepted. Thus it can
X13 <--- KO 918 be said that the research data used has
X14 <--- KIN 927 a good level of consistency
X15 <--- KIN 975 (reliability) (Ferdinand, 2014).
X16 <--- KIN 964 1. Full Model Analysis Results
X17 <— KIN 884 The results of data
%10 < KO 921 processing for the full Structural

- Equation Model (SEM) analysis
Source: Processed primary data, are shown in Table 4.17-

Table 4. Feasibility Test Results Full Model Model

No | Criteria Results of This | Fit Model Model Estimation
Model
1 | Chi Square 82,859 Diharapkan | Lebih kecil dari nilai DF
Kecil sebesar 113
2 | Probability 0,985 >0,05 Baik
3 | AGFI 0,905 >0,9 Baik
4 | GFI 0,930 >0,9 Baik




Jurnal lImiah, Manajemen Sumber Daya Manusia

JENIUS

greater than 196 and a
significant value of 0.009 less

5 | TLI 1,017 >0,95 Baik

6 | RMSEA 0,000 <0,08 Baik

7 | CMIN/DF 0,733 <2,00 Baik

8 | CFI 1,000 >0,95 Baik
Source: Processed primary data, 2022

The significance level for the than 0.05. Thus, this means that
difference hypothesis test (chi- organizational learning has a
square) is 82.859 with a significant effect on work
probability of 0.985. The null motivation, thus hypothesis 1 in
hypothesis which states “there is this study which states that
no difference between the sample "organizational learning has a
covariance matrix and the positive effect on work
estimated population covariance motivation" is accepted.
matrix” cannot be rejected. This b. Value of c.r.  between
means that the null hypothesis is organizational learning and
accepted. organizational commitment is

The test of the model 2.179 greater than 1.96 and a
hypothesis shows that the model is significant value of 0.029 less
fit, with the available data as seen than 0.05. Thus this means that
from the significance level of the organizational learning has a
chi-square of 85,505. Other significant effect on
indices such as CMIN/DF (0.733); organizational  commitment,
GFI (0.930); AGFI (0.905); TLI thus hypothesis 2 in this study
(2.017); CFI (1,000) and RMSEA which states that
(0.000) are within the range of "organizational learning has a
expected values, so this model positive effect on
dapat diterima (Ferdinand, 2014) organizational commitment” is

2. Hypothesis Testing declared accepted.

Hypothesis testing in this c. Value of c.r. between work
study was wused to answer motivation and organizational
questions and analyze the commitment is 2.440 greater
structural model relationships. To than 1.96 and a significant
see the analysis of hypothetical value of 0.015 less than 0.05.
data, it can be seen from the Thus, this means that work
standardized regression weight motivation has a significant
value which indicates the effect  on organizational
influence of the coefficients commitment, thus hypothesis 3
between variables in the following in this study which states that
table: "work motivation has a positive

Hypothesis testing gives the effect  on organizational
following results: commitment" is accepted.

a. Value of cr.  between d. Value of cr.  between
organizational learning and organizational learning and
work motivation is 2.616 performance karyawan adalah

sebesar 2,666 lebih besar dari
1,96 dan nilai signifikan 0,008
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kurang dari 0,05. Thus this

means that organizational
commitment has a significant
effect on employee

performance, thus hypothesis 6
in this study which states that
"organizational commitment
has a positive effect on
employee performance” is
accepted

e. Value of c.r. between work
motivation and employee
performance is 2.751 greater
than 1.96 and a significant
value of 0.006 less than 0.05.
Thus this means that work
motivation has a significant
influence on employee
performance, thus hypothesis 5
in this study which states that
"work motivation has a positive

effect on employee

performance” is  declared

accepted.

Value of cr.  between
organizational ~ commitment  to

employee performance is 3.519
greater than 1.96 and a significant
value of 0.000 less than 0.05 this
means that organizational
commitment has a significant effect
on employee performance, thus
hypothesis 6 in this study which states
that "organizational commitment has
a positive effect on employee
performance” is accepted.
1) The Effect of Organizational
Learning on Work Motivation
Hypothesis testing
conducted shows that
organizational learning has a
positive effect on work motivation.
Based on the standardized
regression weight, it can be seen
that the active indicator of learning
in the organization is the indicator

2)

of organizational learning that
most indicates the largest role in
measuring organizational learning,
with an estimated value of 0.816,
while the indicator that has the
lowest indicator value is that any
information is always shared. in
the organization of 0.719

Research by Haryono &
Tedjo, (2011); Rumijati, (2020)
proves that organizational learning
has a positive effect on work
motivation. ~ Opportunity  for
achievement is a process where an
organization provides
opportunities for its employees to
develop their achievements in
carrying out their work.
The Effect of Organizational
Learning on Organizational
Commitment

Hypothesis testing is done
showing that there is a positive
influence between organizational
learning and  organizational
commitment. Based on the
standardized regression weight, it
can be seen that the active
indicator of learning in the
organization is the indicator of
organizational learning that most
indicates the largest role in
measuring organizational learning,
with an estimated value of 0.816,
while the indicator that has the
lowest indicator value is that any
information is always shared. in
the organization of 0.719

Marquardt, (1996) explains
that organizational learning refers
to an activity that aims to increase
the intellectual and productive
capacity of staff members, and can

be achieved through
organizational commitment and
opportunities  for  continuous



Jurnal llmiah, Manajemen Sumber Daya Manusia
JENIUS

3)

4)

improvement. This statement is
evidence  that  shows  the
relationship between
organizational learning  and
organizational commitment.
The Effect of Work Motivation
on Organizational Commitment

Hypothesis testing
conducted shows that work
motivation has a positive effect on
organizational commitment. Based
on the standardized regression
weight, it can be seen that the
indicator that my supervisor
provides  training to  his
subordinates to improve work
abilities and skills is the work
motivation indicator that most
indicates the largest role in
measuring work motivation, with
an estimated value of 0.913, while
the indicator that has the lowest
indicator value is My supervisor
gives an award for subordinates
who excel at 0.822.

Mangkunegara, (2017)
defines motivation as a condition
that has an effect on generating,
directing, and maintaining
behavior related to the work
environment.
The Effect of Organizational
Learning on Employee
Performance

Hypothesis testing
conducted shows that there is a
positive influence between
organizational  learning  and
employee performance. Based on
the  standardized  regression
weight, it can be seen that the
active indicator of learning in the
organization is the indicator of
organizational learning that most
indicates the largest role in
measuring organizational learning,

5)

with an estimated value of 0.816,
while the indicator that has the
lowest indicator value is that any
information is always shared. in
the organization of 0.719
Rumijati's research, (2020)
states that the high or low
performance of employees is
determined from the application of
organizational learning in the
company. The  focus  of
organizational learning is how
organizations process learning
together and continuously in an
organization and later learning and
knowledge development  will
occur so that they can achieve
good performance. The better the
learning organization, the better
the performance (Salihin et al.,

2018).
The  Influence of Work
Motivation on Employee
Performance

Hypothesis testing

conducted shows that there is a
positive influence between work
motivation and employee
performance. Based on the
standardized regression weight, it
can be seen that the indicator that
my supervisor provides training to
his subordinates to improve work
abilities and skills is the work
motivation indicator that most
indicates the largest role in
measuring work motivation, with
an estimated value of 0.913, while
the indicator that has the lowest
indicator value is My supervisor
gives an award for subordinates
who excel at 0.822.

This is in line with research
conducted by (Putri et al., 2015).
Research conducted by Purnama et
al., (2016) that work motivation
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has an influence on employee
performance.

6) The Effect of Organizational
Commitment on Employee
Performance

Hypothesis testing
conducted shows that there is a
positive influence between
organizational commitment and
employee performance. Based on
the  standardized  regression
weight, it can be seen that the
indicator strongly believes in
being able to accept the values that
have Dbeen adopted by the
organization is an indicator of
organizational commitment that
most indicates the largest role in
measuring organizational
commitment, with an estimated
value of 0.954, while the indicator
that has the lowest indicator value
is very willing to keep working /
permanent in the organization of
0.918

Previous research that supports

this hypothesis is Rose et al., (2009)

which states that organizational

commitment  affects  employee
performance. Research by Hanafi &

Sanosra, (2018) and Hendri, (2018)

shows that if  organizational

commitment improves, employee
performance will also improve.

CLOSING

Conclusion

1. Organizational learning has a
positive effect on work motivation

2. Organizational learning has a
positive effect on organizational
commitment

3. Work motivation has a positive
effect on organizational
commitment

4. Organizational learning has a

positive effect on employee
performance
5. Work motivation has a positive
effect on employee performance
6. Organizational commitment has
a positive effect on employee
performance

Suggestions

a. management to further enhance
organizational learning

b. management to further increase
work motivation

c. management to further enhance
organizational commitment

d. management to further improve
employee performance

e. Further research can be done by
looking at the limitations of this
research which can be used as a
source of ideas for the
development of this research in
the future. The suggested
expansion of this research is to
add independent variables that
affect job satisfaction to improve
employee  performance. In
addition, the research indicators
used in the study can be added
with other indicators outside of
this research that are relevant to
the research to be carried out.
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ABSTRACT

Working from home (WFH) is an efficient solution during the Covid-19
pandemic to maintain productivity and avoid transmission of the corona virus.
However, the pattern of work done from home is different from work done in the
office. Of course, the performance produced by employees will be different. Thus,
in order to maintain a balance between work and employee commitment, various
aspects of WFH are studied. In this study, there were four aspects that were studied
during the WFH to see employee performance, namely aspects of space, time,
social, and economy. In addition, this study also aims to analyze the advantages
and disadvantages of WFH during the Covid-19 pandemic from an employee
perspective so that it can be used as evaluation material for the implementation of
WFH in the Secretariat of the Language Development and Development Agency.
This study used an exploratory method and the data were analyzed descriptively.
The survey found six advantages of WFH, namely (1) time flexibility; (2) time
efficiency; (3) financial efficiency; (4) energy efficiency; (5) quality time with
family; and (6) increased productivity and ten WFH deficiencies, namely (1) lack
of facilities; (2) increase in household operational costs; (3) miscommunication;
(4) difficulties in supervising the work of employees; (5) difficulty completing work
without face to face; (6) difficulty determining priorities; (7) unclear work
deadlines; (8) loss of work motivation; (9) the number of distractions at work; and
(10) data insecurity.
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INTRODUCTION

The Covid-19 (coronavirus
disease 2019) pandemic has hit
almost all countries in the world. In a
relatively short time, many victims
fell due to the disease caused by the
corona virus. To prevent the rapid
transmission of the virus, through the
Decree of the Minister of Health of
the Republic of Indonesia Number
Hk.01.07/Menkes/382/2020
concerning Health Protocols for the
Community in Public Places and
Facilities in the Context of Prevention
and Control of Corona Virus Disease
2019 (Covid-19) (2020) ), the
Indonesian government establishes
various health protocols that must be
obeyed by all people in Indonesia,
such as using masks, washing hands,
maintaining distance, to limiting
activities.

In accordance with the
recommendations of the World
Health Organization (WHO), the
Indonesian government has
implemented various restrictions and
urges people to work, study, and even
worship from home. These various
activities can be carried out online
through the wuse of technology
(Masrel, 2020).

The Covid-19 pandemic has
brought many changes in various
sectors of life. The pandemic has not
only had an impact on the economic,
social, educational, tourism, and so
on, but has also changed the culture in
the work environment. By imposing
large-scale social restrictions, face-to-
face work patterns have changed to
work from home patterns or also
known as WFH. The trend of WFH is
considered an efficient solution
during the corona virus outbreak to
keep productivity running (Dharma,

etal., 2021).

However, the change in work
patterns that require employees to
work  online raises  various
assumptions about employee
performance. The existence of limited
control from superiors and the
accumulated workload that cannot be
resolved face-to-face are the triggers
for the emergence of concerns about
the low performance of employees
(Sedayu, et al., 2021). Various
obstacles are very likely to occur
during WFH. According to Dharma,
et al. (2021), some of the obstacles
that are often found include
incomplete  WFH facilities when
working in the office, working hours
that are too flexible so that work is
often not completed on time, mental
health problems, distrust of superiors
towards employees, and others
(Mungkasa, 2020; Dharma, et al.,
2021; Sedayu, et al., 2021; Andriyana
and Supriansyah, 2021).

The corona virus that is
spreading globally is predicted to
create a long-term social impact, both
inside and outside the work
environment. Rapid and sudden
modifications in social interactions
will force many standard practices in
the work environment to be reviewed
and readjusted. Significant
transformations in the workplace
relationship with work habits require
adjustment and flexibility in various
aspects (Dharma, et al., 2021).

Indeed, WFH has many positive
impacts, such as flexibility in working
hours, minimizing transportation
costs, minimizing stress levels due to
congestion, and so on. According to
Dharma, et al. (2021), despite
favorable conditions, most employees
admit that they do not like WFH
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because it can reduce motivation at
work and increase electricity and
internet  bills. In addition, the
possibility of leaking confidential
data is very large through the internet.
Various household matters such as
children's distractions at work can
also reduce productivity. Crosbie and
Moore (2004) explain that employees
who work from home must consider
various aspects, such as character,
abilities, and targets.

Doing work from home of
course has a different pattern from the
habit when doing work in the office.
Thus, the resulting performance is of
course different between the two if
they continue to use the same work
pattern. Different aspects of WFH can
result in different performance. In
order to create a balance between
work and employee commitment, it is
important to analyze the impact of
WFH on improving employee
performance which is influenced by
these various aspects. Therefore, this
study intends to find out the various
aspects contained in WFH and the
impact that WFH has on employee
performance. In addition, this study
also aims to analyze the advantages
and disadvantages of WFH during the
Covid-19 pandemic  from an
employee perspective so that it can be
used as evaluation material for the
implementation of WFH in the
Secretariat of the  Language
Development and  Development
Agency.

LITERATURE REVIEW

Work Form Home (WFH)
Working from home or often

referred to as WFH is actually not a

new thing in the world of work.

According to Mungkasa (2020), as an

effort to overcome traffic congestion
on the way home-office-house, the
WFH scheme has even been known
since the 1970s. In addition, Garg and
Rijst (2015) argue that WFH can also
eliminate the boredom of employees
working in a limited space in the
office. Employees can also have
flexible working hours. For this
reason, some companies allow
selected employees to work from
home. It can also be used as material
for experiments and company
evaluations regarding the various
potentials produced.

The concept of working from
home is often known as teleworking.
The concept of teleworking is used in
contexts that indicate work is done
remotely. Teleworking is often
referred to as homeworking because
the work is done from home. This
teleworking, according to Golden
(2007), is a form of virtual work also
known as telecommuting that requires
information technology to work and
communicate. The introduction of
notebooks and mobile phones has
become the main thing so that it can
make work can be done anywhere
(Felstead, et al., 2005). The WFH
concept is independent of the
confines of space and time so that it
can be done anywhere and anytime
(Tietze, 2002).

There is no globally recognized
definition of telework. However,
based on  various  emerging
definitions, working remotely is seen
as a work organization that requires
information and  communication
technology to enable workers to get
access to work wherever they are,
even in remote areas. Electronic
devices are the main tools in WFH.
However, the feasibility of WFH will
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give different results to the potential
of each employee. Socio-demagogic
variables, such as age, gender, and
education have been considered as
influential variables between WFH
and performance (Choukir et al.,
2022). Meanwhile, Shirom, et al.
(2008) stated that demographic
variables, such as gender, age, and
years of service act as moderators of
employee performance during WFH.

According to Gadecki, et al.
(2018), working from home causes
the private and public world, family,
and work to merge into a limited
space of movement. The fusion of the
public and private worlds that are in
one limited space widens the
opportunities for tension to arise. In
this case, teleworking is present as a
medium that negotiates various
boundaries between the personal
world (inside the house) and the
outside world (Mea and Hyronimus,
2020).

Gadecki, et al. (2018) states
three categories in defining public
and private and creating boundaries
between work and home. The three
categories are space, time, and social
roles. In the space category, there is a
transformation of private space into a
pseudo public space. In the time
category there is an overlap between
the time for completing homework
and professional tasks. Meanwhile, in
the social role category, there is a
construction process in the self-
narration of individuals who act as
workers from home (teleworker) as
well as members of the house.
Meanwhile, Setiawan and Fitrianto
(2021) argue that the advantages and
disadvantages of implementing WFH
can be perceived through three
dimensions, namely  economic,

technological, and social.

Therefore, in this study, the
authors determined that in analyzing
the advantages and disadvantages of
implementing  WFH, it is seen
through four aspects, namely space,
time, social, and economic.

Employee Performance

Employee  performance is
something that employees do as a
form of contribution to the agency.
Aristana and Dewi (2022) state that
performance measurement is an
important thing to do for the
sustainability of an agency. Employee
performance can be measured
through an evaluation system that has
been set by each agency (Ainun, et al.,
2021).

To achieve the goals that have
been targeted by an agency, its
employees must have  good
performance (Nugraheni, et al,
2022). According to Kasmir (2016),
in measuring employee performance
there are six indicators that must be
considered, namely quantity, quality,
processing time, cooperation between
employees, cost suppression, and
supervision. Meanwhile, according to
Soelistyoningrum (2020), in
measuring employee performance
there are five indicators, namely
quality, quantity, timeliness,
effectiveness, and independence. The
quality of work can be measured
through the perfection of the
employee's work. The quantity of
work can be measured by the amount
of work produced. Punctuality can be
measured through the completion of
work in accordance with the given
target time. Effectiveness relates to
the use of resources owned by the
agency, such as money, labor, raw
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materials, and so on. Then,
independence can be measured by the
way employees complete work
targets without depending on others.
Basically, performance
includes mental attitudes and
behavior in looking at work. An
employee will feel satisfied if his
performance is better than before
(Ainun, et al., 2021). An employee is
considered to be performing well if he
is able to complete work targets in
accordance with his responsibilities
and authorities in achieving the goals
set in an agency (Immanuel, 2022).

METHOD

The primary data for this
research are answers collected
through a survey of 33 respondents
who experienced a period of working
from home (WFH) during the Covid-
19 pandemic (since March 2020).
Meanwhile, secondary data is
collected through publication data in
various journals, books, and so on.
Data collection was carried out in
March 2022.

The respondents were
employees from various fields at the
Secretariat of the  Language
Development and  Development
Agency, Ministry of Education,
Culture, Research, and Technology.
This study uses an exploratory
method to obtain various information
about the advantages and
disadvantages of the concept of
working from home or work from
home during the pandemic. Then, the
data were analyzed descriptively.

The survey was conducted by
distributing semi-structured
questionnaires regarding the identity
of the respondents as well as their
perceptions of WFH and

performance. To find out respondents’
perceptions, the authors grouped four
aspects that affect WFH, namely
spatial, time, social, and economic
aspects. Meanwhile, to see employee
performance, the authors apply six
indicators, namely quality, quantity,
timeliness, effectiveness,
independence, and ability to work
together..

RESULT

In this study there were 33
respondents consisting of 58% men
and 42% women. The existing
respondents were grouped into 5 age
groups, namely (a) more than 50 years
(6%); (b) 41—50 years (45%); (c)
31—40 years (42%); (d) 20—30
years (6%); and (e) less than 20 years
(0%). 91% of the respondents were
married (who had 1 child 15%, 2
children 58%, and more than 2
children 18%), while the other 9%
were unmarried. When viewed from
the last education of the respondents,
9% of high school graduates are
equivalent; 15% have completed
diploma education (D-1, D-2, D-3, or
D-4); and 76% have completed S-1,
S-2, or S-3. 85% of the employees
surveyed are civil servants (civil
servants), while 15% are PPNPN
(non-civil ~ servant  government
employees). Respondents' tenure is
grouped into 4 categories, namely (a)
1—5 years (9%); (b) 5.1—10 years
(18%); (c) 10.1—15 years (30%); and
(d) more than 15 years (42%). All
respondents (as many as 100%) earn
around IDR 5,000,000 —Rp
9,000,000.
Various Aspects of WFH

In this study, to see the various
aspects that affect WFH, the authors
grouped them into four, namely
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spatial, time, social, and economic
aspects.

In the aspect of space, there are
5 questions posed to the respondents.
The five questions relate to the
comfort of the room, cleanliness and
tidiness of the room, the feasibility of
the room to work, tranquility, and
internet facilities in the room. Of the
33 respondents, 85% stated that the
work space at home was quite
comfortable and had adequate air
circulation, 82% stated that the work
space at home was clean and tidy,
82% stated that the work space at
home was quite decent, and 88% have
adequate internet facilities. However,
36% of all respondents stated that
they find it difficult to find peace
when working from home. Of the
36% of respondents who felt they did
not get peace at work, 8 of them had
2 children. However, the presence of
many children is not the main cause
of the noise, because only 3 out of 6
respondents who have more than 2
children feel that their workplace is
less quiet. In fact, there is 1
respondent who only has 1 child feels
that the space to work at home is less
calm.

For the time aspect in WFH,
there are five questions posed to
respondents, namely speed in
completing work, flexibility in
determining work schedules, time
they have in completing work,
controlling time between work and
personal affairs, and quality time with
family. As many as 52% of
respondents claimed to be able to
complete work faster than when
working in the office, 94% of
respondents claimed to be free to
determine schedules to work while at
home, 82% of respondents claimed to

be able to manage work time and
personal affairs well, 79% of
respondents claimed to have more
time most of the time in completing
office work, and 94% of respondents
admitted to having high quality time
with their family without leaving
work during WFH. From this aspect
of time, it can be concluded that most
employees feel great benefits while
working from home, because they can
complete work as well as complete
personal matters. Employees can also
do work while enjoying time with
family. Before WFH was
implemented, working and gathering
with family was almost impossible.
However, even though  most
respondents claimed to have flexible
work schedules, longer working
hours, can determine their own time
to work, as well as quality time with
family, there are still 48% of
respondents who stated that they are
not faster in completing work even
though they have longer time.
Meanwhile, when viewed from
the social aspect, all employees
(100% of respondents) claimed to
have performed their role in the
household (family) optimally, both as
husband, wife, children, and parents,
even 91% of respondents admitted
that the demands of work were not
interfere with domestic life during
WFH. Most of the employees'
families  (97%)  support  the
implementation of the WFH. As
many as 82% of respondents said that
family activities at home did not
interfere  with completing work
during WFH. In addition to the
relationship between employees and
family members at home, through this
social aspect, the relationship
between employees and superiors, as
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well as co-workers in the office or
outside the office, is also investigated.
Indeed, 88% of respondents claimed
to have good communication with
their ~ superiors  during  WFH.
However, only 76% of respondents
stated that they received good
direction during WFH. This means
that 24% of respondents received bad
directions. In addition, only 79% of
respondents had good communication
with their fellow work teams during
WEFH. That is, there are still around
21% of respondents who have poor
communication with fellow co-
workers. However, they can still
obtain data and information from
outside  the office  smoothly.
However, 33% of respondents stated
that work demands often interfere
with their time off (rest).

In addition to the spatial, time,
and social aspects, to analyze the
advantages and disadvantages of
WFH, the economic aspects that may
occur are also investigated. During
WFH, employees still get food
allowance and performance
allowance even though they don't go
to the office. For this reason, 94% of
respondents stated that they could
save on expenses, especially for
transportation costs that had to be
spent on home-office-house trips.
However, 70% of respondents stated
that electricity and internet costs were
higher than usual.

Employee Performance at the
Secretariat of the Language
Development and Development
Agency

In this study, to see employee
performance during WFH, the
authors applied six indicators, namely
quality, quantity, timeliness,

effectiveness, independence, and
ability to work together.

Of the 33 respondents surveyed,
73% said they could minimize
mistakes and innovate at work, but
only 52% said they were able to
complete their work better than other
coworkers. Meanwhile, as many as
88% of respondents stated that they
were able to achieve the given job
target and even 70% of respondents
were able to complete the work before
the allotted time. Most employees
(85% of respondents) are able to work
independently and even 88% can
work well without the need for
supervision from superiors. However,
64% of employees feel they are able
to act quickly in making their own
decisions.  Despite  working in
different spaces, 94% of respondents
said they could work well in teams.
However, behind it all, there is
something that is quite disturbing
during the WFH, namely the number
of respondents who often forget or are
late in filling out the attendance list,
which is quite large, namely 55%. Of
course this affects the food allowance
and performance allowance they will
receive.

Strengths and Weaknesses of WFH
in Employee Perception

Broadly speaking, through a
survey conducted in this study, it was
found that the majority of respondents
were interested in working from
home as a result of the Covid-19
pandemic. Although the mobility and
social interaction of the employees
are very limited, this study revealed
that 73% of the employees'
performance is considered good.

In the survey conducted,
respondents were asked to describe
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the advantages and disadvantages of
working from home that they have
experienced since March 2020. Some
of the advantages and disadvantages
are as follows:.

The advantages of working from
home

Based on a survey conducted,
working from home (WFH) has
several advantages over working in
an office.
Time Flexibility

In WFH, employees have
flexible working hours. They can
arrange their work schedule freely.
They also have a longer time to
complete the work.
Time Efficiency

Because they don't have to
move from home to office, employees
can save a lot of time.
Financial Efficiency

Besides being able to save a lot
of time, employees can also save on
transportation costs that usually have
to be incurred when working in an
office.
Energy Efficiency

In addition to time and financial
efficiency, employees can also save
energy because they do not have to
feel tired due to traffic jams.
Quality Time With Family

Socially, some employees have
more time with their families. They
can see and play with children while
working. If they work in an office,
they can often only spend time with
their families during holidays. Thus,
the relationship between employees
and family members (either children,
husband/wife, or parents) becomes
closer. A lot of time at home can also
be used by employees to worship in a
solemn, calm, and unhurried manner.

Increased Productivity

In addition, with adequate space
supported by appropriate
technological facilities, work done
from home can provide optimal
results. In doing work at home,
employees also claim to be able to
focus more so that they can work
optimally.

Disadvantages of working from
home

Besides having advantages,
based on a survey conducted, WFH
also has several disadvantages
compared to working in an office.
Lack of Facilities

Although 82% of respondents
claimed to have adequate space to
work from home, not a few
complained about the lack of facilities
to work. These incomplete facilities
are often the cause of delays in data
distribution, so that making an urgent
decision is considered impractical and
fast. In addition, not a few employees
are technologically savvy so that it
can hinder the completion of work.

Increased Household Operational
Costs

To be able to work remotely
requires a stable internet network. But
unfortunately, the private internet
network owned by employees is often
unstable. For the use of a private
internet network also requires a
higher fee than usual. Likewise with
electricity. Not infrequently the cost
for electricity swells.

Miscommunication

The long distance and the lack
of communication between superiors
and subordinates or between fellow
employees often lead to
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misunderstandings. As a result, the
coordination of a job is not optimal
and the work cannot be completed
quickly. In addition, with frequent
policy changes from the government
due to the Covid-19 pandemic,
directions from superiors also often
change for a job. Of course it can also
make work to be disrupted.

Difficulty Supervising Employee
Work

The absence of a mechanism to
control the work of employees to
work optimally  without direct
supervision makes it difficult for
superiors to know the progress of
work and the abilities of their
employees.

Difficulty of Completing Jobs
Without Face-to-face

In reality, not all work can be
done from home. For the completion
of several administrative matters that
require direct face-to-face meetings,
such as the affixing of a supervisor's
wet signature, it will become an
obstacle during WFH.

Difficulty Determining Priority Scale

One advantage of WFH is time
flexibility. However, if not managed
properly, this time flexibility
becomes a drawback for WFH.
Working time that is too flexible
results in less focus on completing
work because employees find it
difficult to make priorities. In order to
focus on completing the work, it takes
a high commitment from the
employee.

Unclear Job Deadline
Time that is too flexible is often
the cause of the overlap of several

jobs at once. It is not uncommon for
several virtual meetings to occur at
the same time. Of course this makes
the completion of a job less focused
and effective. Time limits for work
are often unclear. Employee vacation
time is often used to complete work.

Loss of Work Motivation

Working only from home
continuously can also lead to
boredom. Several employees aged 20
to 30 years, especially those who are
not married, admit that WFH causes
them to be less social. This can lead to
a lack of motivation to complete the
work.

The Number of Distractions at Work

Being able to play with children
and gather with other family members
Is an advantage of WFH, which many
employees like. However, it is not
uncommon for the presence of
children and other family members to
become a nuisance in completing
work. This is not only complained of
by employees who have more than
two children, but also employees who
have one or two children. When
parents are finishing work, children
often ask to be accompanied to play.
Apart from children, housework is
also often an obstacle in completing
office work.

Data Insecurity

In WFH, data security is
something that must be considered,
especially documents that are
confidential. In the distribution of
data, it is necessary to pay attention to
the network used so that it does not
leak and can only be accessed by the
sender and recipient of the data.
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The current trend of WFH is
defined as an adopted approach to
getting work done flexibly. Even
though there are various disturbances
at home, employees must be able and
responsible for completing the work
targets that have been set. The WFH
program is considered the right
solution for the community during the
Covid-19 pandemic.

CLOSING
Conclusion

Working from home or WFH is
carried out as a form of
transformation of the conventional
way of working that is usually done in
the office into work that must be
completed from home due to certain
events, such as the Covid-19
pandemic. The main goal of WFH is
to maintain institutional productivity
during the pandemic.

In this study, there are four
aspects that are traced to affect the
performance of employees in WFH,
namely aspects of space, time, social,
and economy. Meanwhile, there are
six indicators used to measure
employee  performance, namely
quality, quantity, timeliness,
effectiveness, independence, and
ability to work together.

From research  conducted
through exploratory studies, it was
found that WFH has several
advantages and disadvantages. Some
of these advantages are (1) time
flexibility, (2) time efficiency, (3)
financial efficiency, (4) energy
efficiency, (5) quality time with
family, and (6) increased
productivity. Meanwhile, some of the
shortcomings of WFH are (1) lack of
facilities, (2) increased household
operational costs, 3)

miscommunication, (4) difficulty
supervising employee work, (5)
difficulty completing work without
face to face, (6) difficulty determining
priority scale, (7) unclear work
deadlines, (8) loss of work
motivation, (9) the number of
distractions at work, and (10) data
insecurity.

Employee performance during
WEFH is highly dependent on proper
facilites and a quiet work
environment at home. In addition, the
mechanism for controlling the work
of employees is also very necessary to
get optimal work results.

Suggestion

Further evaluation needs to be
carried out by the institution
(Language Development and
Development Agency) that has
implemented WFH in response to the
global Covid-19 pandemic. To
maintain employee performance, it is
necessary to have a policy in
following up on WFH deficiencies
that are found. Seeing the
performance of employees during
WFH during the pandemic, it is
possible that WFH can still be applied
post-pandemic later.

REFERENCES

Ainun, Riza, Y., & Suryanto, D.
(2021). Analisis Faktor yang
Berhubungan terhadap Kinerja
Pegawai pada Masa Pandemi
Covid-19 di Dinas Kesehatan
Kabupaten  Tapin  Provinsi
Kalimantan  Selatan Tahun
2021. EPrints UNISKA, 1—10.
http://eprints.uniska-
bjm.ac.id/7837/

Andriyana, A. S., & Supriansyah.
(2021). Konsep Work Life



Jurnal llmiah, Manajemen Sumber Daya Manusia
JENIUS

Balance Terhadap
Produktivitas Pegawai yang
Menerapkan Work From Home
Pada Masa Pendemi Covid-19
(Studi  Literatur). JENIUS
(Jurnal  llmiah  Manajemen
Sumber Daya Manusia), 5(1),
1—11.
https://doi.org/http://dx.doi.org
/10.32493/JJSDM.v5i1.13138

Aristana, I. N., & Dewi, N. K. T. R.

(2022). Kinerja di Era 4.0:
Apakah Teknologi Informasi
dan Knowledge Sharing itu
Penting? JENIUS  (Jurnal
l[Imiah  Manajemen  Sumber
Daya Manusia), 5(2), 250—
263.

https://doi.org/http://dx.doi.org
/10.32493/JJSDM.v5i2.16504

Choukir, J., Algahtani, M. S., Khalil,

E., & Mohamed, E. (2022).
Effects of Working from Home
on Job Performance: Empirical
Evidence in the Saudi Context
during the COVID-19
Pandemic. Sustainability,
14(6), 1—18.
https://doi.org/https://doi.org/1
0.3390/su14063216

Dharma, P., Windijarto, Ma’ruf, A.,

& Sucipto, T. H. (2021).
Exploration Study Of The
Impact Of Working From
Home (Wfh) On Employee
Performance  During  The

Covid-19 Pandemic.
AIRLANGGA

DEVELOPMENT JOURNAL,
5(2), 101—110.

https://doi.org/https://doi.org/1
0.20473/adj.v5i2.32050

Gadecki, J., Jewdokimow, M., &

Zadkowska, M. (2018). New
Technologies And Family Life
In The Context Of Work At

Home. The Strategies Of
Work-Life Balance. Studia
Humanistyczne AGH, 17(4),
77—89.

https://doi.org/http://dx.doi.org
/10.7494/human.2018.17.4.77

Garg, A. K., & Rijst, J. van der.

(2015). The Benefits and
Pitfalls of Employees Working
from Home: Study of A Private
Company in South Africa.
Corporate Board: Role, Duties
and Composition, 11(2), 36—
49,
https://doi.org/10.22495/cbv11i
2art3

Immanuel, J. (2022). Analisis Faktor-

Faktor Work From Home untuk
Menilai Kinerja Karyawan
Astra Credit Companies Bekasi
Pandemi  Covid-19. Jurnal
Syntax Transformation, 3(1),
90—96.
https://doi.org/https://doi.org/1
0.46799/jst.v3i1.496

Kasmir. (2016). Manajemen Sumber

Daya Manusia (Teori dan
Praktik). PT  Rajagrafindo
Persada.

Masrel, O. V. (2020). Bekerja dari

Rumah (Work From Home)
Dari  Sudut Pandang Unit
Kepatuhan Internal.
Www.Djkn.Kemenkeu.Go.ld.
https://www.djkn.kemenkeu.go
.id/artikel/baca/13014/Bekerja-
dari-Rumah-Work-From-
Home-Dari-Sudut-Pandang-
Unit-Kepatuhan-Internal.html

Mea, M. H. D., & Hyronimus. (2020).

Pengaruh Work From Home
Terhadap Work-Life Balance
Pekerja Perempuan Di Kota
Ende. JMBI UNSRAT (Jurnal
IImiah Manajemen Bisnis Dan
Inovasi  Universitas ~ Sam



Jurnal llmiah, Manajemen Sumber Daya Manusia
JENIUS

Ratulangi), 7(2), 248—258.
https://doi.org/https://doi.org/1
0.35794/jmbi.v7i2.30266
Mungkasa, O. (2020). Bekerja dari
Rumah (Working From
Home/WFH): Menuju Tatanan
Baru Era Pandemi COVID 19.
Jurnal Perencanaan
Pembangunan: The Indonesian
Journal of  Development
Planning, 4 (Edisi K(2), 126—
150.
https://doi.org/https://doi.org/1
0.36574/jpp.v4i2.119
Nugraheni, J., Pawenang, S. &
Mursito, B. (2022). Analisis
Kinerja Karyawan di PT Intan
Pariwara  Klaten.  JENIUS
(Jurnal  llmiah  Manajemen
Sumber Daya Manusia), 5(2),
337—346.
https://doi.org/http://dx.doi.org
/10.32493/JJSDM.Vv5i2.16512

KEPUTUSAN MENTERI
KESEHATAN REPUBLIK
INDONESIA NOMOR

HK.01.07/MENKES/382/2020
TENTANG PROTOKOL
KESEHATAN BAGI
MASYARAKAT DI TEMPAT
DAN FASILITAS UMUM
DALAM RANGKA
PENCEGAHAN DAN
PENGENDALIAN CORONA
VIRUS DISEASE 2019
(COVID-19), Pub. L. No.
NOMOR

HK.01.07/MENKES/382/2020
(2020).

https://promkes.kemkes.go.id/d
ownload/erhj/files4983KMK
No. HK.01.07-MENKES-382-

2020 ttg Protokol Kesehatan
Bagi Masyarakat di Tempat dan
Fasilitas Umum Dalam Rangka
Pencegahan COVID-19.pdf

Sedayu, A. S., Redina, W. E.,

Mustagim, M., Ramadhon, S.,
& Yono, N. H. (2021). Evaluasi
Empat Dimensi Indeks
Profesionalitas ASN
Kementerian ESDM di Masa
Pandemi. Jurnal Administrasi
Pendidikan, 28(3), 163—176.
https://doi.org/https://doi.org/1
0.17509/jap.v28i3.39992

Setiawan, N. S., & Fitrianto, A. R.

(2021). Pengaruh Work From
Home (WFH) terhadap Kinerja
Karyawan pada Masa Pandemi
COVID-19. Edukatif: Jurnal
lImu Pendidikan, 3(5), 3229—
3242.
https://doi.org/https://doi.org/1
0.31004/edukatif.v3i5.1224

Shirom, A., Gilboa, S. S., Fried, Y., &

Cooper, C. L. (2008). Gender,
Age and Tenure as Moderators
of Work-Related Stressors’
Relationships with Job
Performance: A Meta-Analysis.
Human Relations, 61(10),
1371—1398.

https://doi.org/10.1177/001872
6708095708

Soelistyoningrum, J. N. (2020).

Pengaruh  Efektivitas Work
from Home terhadap Loyalitas
dan Kinerja Karyawan Kantor
Imigrasi  Bitung. ESENSI:
Jurnal Manajemen  Bisnis,
23(3), 321—331. https://ibn.e-
journal.id/index.php/ESENSI/a
rticle/view/216/192.



Jurnal IImiah, Manajemen Sumber Daya Manusia 0-ISSN: 2581-2769

JENIUS e-ISSN: 2598-9502

Employee Performance Through Improved Teamwork and Training at Lv 8
Resort Hotel

I Nengah Aristana, ?| Wayan Arta Artana, 3l Wayan Dita Yasa

Mahasaraswati University, Denpasar Bali, Indonesia
23Triatma Mulya University, Bali, Indonesia
Email : M"aristana@unmas.ac.id

(Received: June 2022; Reviewed: June 2022; Accepted: July 2022;
Available online: September 2022; Published: September 2022)

ABSTRACT

The hotel industry before the COVID-19 pandemic experienced rapid
development and growth. This study aims to analyze the effect of teamwork and
training on employee performance at Lv8 Resort Hotel and the role of training as
a mediator on the effect of teamwork on employee performance. This research was
conducted at Lv8 Resort Hotel and data collection using a questionnaire. The
research population is all employees who work at Lv8 Resort Hotel. The method of
determining the sample using saturated sampling. All data collected using SEM-
PLS analysis technique with Smart PLS 3.0. The results of this study indicate that
teamwork and training have a positive and significant effect on employee
performance, training has a positive and significant effect on employee
performance and training acts as a partial mediator of the effect of teamwork on
employee performance.
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INTRODUCTION

The hospitality industry in Bali
before the COVID-19 pandemic
experienced rapid development and
growth (Bali Provincial Statistics
Agency, 2019). At that time, there
were 524 star hotels in Bali recorded
(Bali Provincial Statistics Center,
2020). To maintain the existence of its
business, various ways are carried out
including  increasing  employee
performance (Astuti et al., 2018).
Improving organizational
performance really requires the
involvement of every individual
(Schneider et al., 2018). Several
human resource practices can drive
individual behavior (Para-Gonzéalez et
al., 2018; Sajid, 2016). However, the
hospitality industry is always faced
with continuous improvement to
ensure its existence (Saeed et al.,
2019). The hospitality industry is
highly demanded to be able to
encourage every individual to be able
to  contribute to  improving
organizational performance.

Of the many hotels that exist,
Lv8 Resort Hotel is one hotel that
seeks to improve the performance of
its employees. How much effort is
made by individuals towards their
work and how much contribution is
made to the organization (Aristana &
Dewi, 2022; Ashforth et al., 2008;
Pawirosumarto et al., 2017; Stocker et
al., 2014). However, this hotel still
has a record in employee performance
such as a decrease in work quality due
to the high quantity of work. The lack
of employee creativity in carrying out
each task and responsibility is of
particular concern. In addition, guest
comments submitted by tourists are
still inadequate, especially in several
departments related to providing

information. This is the cause of the
decline in the level of employee
performance. To be able to improve
the performance of employees,
several ways can be done by the hotel
such as providing training and
building teamwork in carrying out
hotel operations.

Various problems that exist are
suspected by the lack of teamwork
that is built and implemented. So far,
the communication made by
employees is still less effective,
giving rise to different perceptions in
carrying out their duties. This
difference in perception has the effect
of completing the task not according
to the time allotted. Increased
collaboration should be followed by
the development of modes of
communication to achieve common
goals (McAlpine et al., 2021). As it is
known that cooperation is the key that
can unite all elements in the
organization. When the team
considers  collaborating, it can
anticipate job uncertainty (Meslec et
al., 2020). The competencies
possessed by the team were identified
as contributing to team building
(Stowers et al., 2021; Soboleva &
Karavaev, 2020). Thus teamwork
becomes one of the important things
to improve employee performance
through synergy using the system that
is formed.

Development programs through
training are also considered important
to help increase competence and are
expected to have an impact on
teamwork (Marjaya & Pasaribu,
2019; Al Mamun et al., 2019). When
coworkers  are interested in
participating in a training program,
they better understand the conditions
that occur (Salamon et al., 2022).
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Davidson & Stigmar (2020) through
the training methods provided will
help employees to provide feedback,
demonstrate ethics and have the
ability to communicate. So that the
provision of this training will improve
coordination with various interested
parties. Given that so far the
coordination  carried out by
employees is still limited, this is due
to low communication  skills.
However, the implementation of the
training carried out should refer to the
needs of employees related to the
work being carried out.

Employee performance is an
important thing and needs to be
improved by Lv8 Resort Hotel. Given
this, the study aims to analyze the
effect of teamwork on employee
training and performance, the effect
of training on employee performance
and examine the role of training in
mediating the effect of teamwork on
employee performance at Lv8 Resort
Hotel.

LITERATURE REVIEW
Teamwork

Teamwork is the ability to adapt
within a team and refers to strategic
adjustments and being able to respond
to changing team circumstances
(Stowers et al., 2021). The teamwork
process also involves the ability to
communicate and coordinate
effectively (Fernando & Woulansari,
2020). Ahmad & Manzoor (2017);
Soboleva & Karavaev (2020)
describe teamwork as a joint effort in
which each individual in the team
contributes to the group's
effectiveness. Teamwork is also
defined as the interaction of group
members showing interdependent

actions in achieving common goals
(Meslec et al., 2020).
Training

Training is articulated as a
learning process, where this process
can increase understanding and
increase ability in carrying out their
duties (Ahmad & Manzoor, 2017,
Santos et al., 2021). In addition,
employees who learn new skills
through training can demonstrate
their abilities at work
(Tukunimulongo, 2016; Wang &
Main, 2021). Training programs can
be a way for the development of any
organization or entity that can affect
business performance (Al Mamun et
al., 2019). Diller et al. (2021) states
that training is the first step in
increasing competence that can have
an impact on organizational
performance.

Employee performance

Employee performance in every
organization always gets attention, so
employee performance should be able
to be increased (Karatepe, 2013).
Employee performance itself is
defined as the ability of an employee
to complete his duties (Ahmad &
Manzoor, 2017). Rantesalu et al.
(2017) describes employee
performance as the result of an
employee's work in a certain period
compared to various applicable things
such as standards, targets and
specified job criteria. In other words,
employee performance is assumed by
looking at the productivity of the
work done and the extent to which
they are able to work effectively and
efficiently (Tukunimulongo, 2016).
So that it can be said that employee
performance is an individual
achievement to the extent that they



Jurnal llmiah, Manajemen Sumber Daya Manusia
JENIUS

can meet expectations (Mohamed et
al., 2013). However, after the
employee's performance is evaluated
in  accordance  with  existing
provisions, it is necessary to know
how to do it develop/improve it (Al-
Saffar & Obeidat, 2020).

Kerja Sama

Research Concept Framework

Based on the research
objectives, the conceptual framework
of this research can be explained as
follows (Figure 1):

Kinerja

Tim

Karyawan

Figure 1 Research Concept Framework

Hipotesis

Based on the research concept
framework, the following hypotheses
can be formulated:

H1 Teamwork has a significant
positive  effect on  employee
performance.

H2 Teamwork has a significant
positive effect on training.

H3 Training has a significant
positive  effect on  employee
performance.

H4 Training acts as a mediator
of the effect of teamwork on
employee performance.

RESEARCH METHODS

This research is a causality
study with a quantitative approach,
collecting data using a questionnaire
and then distributing it via google
form. The research population is all
employees at Lv8 Resort Hotel
totaling 116 employees, and

determining the research sample
using the saturated sampling method
where all members of the population
are sampled (Sugiyono, 2017). Data
collection was carried out in two
stages, the first stage was the
questionnaire  distributed to 30
respondents to test the validity of
using and the reliability of the
instrument. From the tests carried out,
it shows that all instruments have a
product moment correlation
coefficient (r) greater than 0.3 (r>
0.3). The reliability test uses the
Cronbach Alpha criteria and based on
the tests carried out, it shows that all
variables have a value greater than 0.6
(CA>0.6) (Hair etal., 2016). After all
instruments are declared valid and
reliable, data collection is continued
according to the specified target
sample and then the direct effect
hypothesis testing is carried out using
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the Smart PLS 3.0 program, while Evaluation of measurement
mediation testing uses the Sobel Test.. model

Evaluation of the
measurement model was carried
out to determine the validity and

RESEARCH RESULT
1. Characteristics of Respondents

Based on data collection, it
can be seen the characteristics of
the respondents involved in this
study. Characteristics of
respondents based on gender are
dominated by male respondents as
much as 60.3% and female
respondents as much as 39.7%,
with the majority of the age level
being between 21-30 years as
much as 63.8%. Meanwhile, the
highest education level is Diploma
as much as 56%, then
undergraduate as much as 31%,
SMA/K as much as 12.1% and
postgraduate as much as 0.9%. For
the most working period, the range
of 6-10 years is 46.6%, the range
of 11-15 years is 34.5%, the range
of 1-5 years is 10.3% and the range
of 16-20 years is 8.6%. . Based on
the information obtained, it is
explained that respondents who
work at Lv8 Resort Hotels can
provide information related to
employee performance,
considering that respondents have
years of service, education, and
age that can represent employee
performance.

2. Model Measurement

The evaluation of the model
in partial least squares (PLS) aims
to analyze the influence between
the variables used in this study.
The evaluation of the PLS model is
carried out in two stages, the first
is the evaluation of the
measurement model and the
second is the evaluation of the
structural model, as follows:

reliability as well as the correlation
of the variables described in this
study. Evaluation of the structural
model is carried out through
convergent validity, discriminant
validity, and composite reliability.
a. Convergent validity
Convergent validity is a
criterion that must be met for
reflective indicators in order to
be declared valid. This
evaluation is done by checking
the value of the outer loading
(OL) is greater than 0.5 (OL>
0.5). The results of the analysis
show that all indicators have
met the criteria for convergent
validity (Table 1) and are
declared valid.
b. Discriminant validity
The measurement of
discriminant validity is used to
ensure the wvalidity of the
variables used (Hair et al.,
2016). Discriminant validity is
done by comparing the AVE
value with the construct (rule of
thumb: AVE>correlation
between constructs). Based on
the results of the analysis, it can
be seen that the discriminant
validity value is included in the
adequate category (Table 2).
c. Composite reliability
Furthermore, composite
reliability aims to determine the
value of the reliability of the
variable. Variables are declared
reliable if they have Composite
Reliability (CR) and Cronbach's
Alpha (CA) values greater than
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0.6. Based on the analysis variables have met the
carried out, it shows that all reliability criteria (Table 1).
Table 1. The value of outer loading, Cronbach's alpha and composite reliability

Variabel Indicator Outer Loading CA CR
Teamwork KST1 0,820 0,869 0,898
KST2 0,716
KST3 0,763
KST4 0,659
KST5 0,643
KST6 0,707
KST7 0,721
KST8 0,751
Training PLT1 0,673 0,767 0,843
PLT2 0,669
PLT3 0,739
PLT4 0,763
PLT5 0,751
Employee performance  KNJ1 0,734 0,860 0,891
KNJ2 0,771
KNJ3 0,709
KNJ4 0,708
KNJ5 0,719
KNJ6 0,637
KNJ7 0,733
KNJ8 0,670

Source: Data Processing, Year 2022

Tabel 2. AVE and Correlation Between Variables

Variabel AVE  Teamwor Employee Trainin
Kk performance g
Teamwork 0,525 0,724
Employee 0,518 0,952 0,711
performance
Training 0,506 0,923 0,935 0,720
Source: Data Processing, Year 2022
1) Evaluation of structural models a. Q-Square predictive relevance
Structural model evaluation Calculation of the Q-
aims to determine the variation of Square predictive relevance
exogenous variables to (Q2) is based on the R-square
endogenous variables by taking (R2) value of the endogenous
into account the R-Square (R2). variables. The R2 value of the
The approaches used are; a) Q- training variable (0.851) and the
Square predictive relevance (Q2); employee performance variable
b) hypothesis testing; and c) R2 (0.928), then Q2 is

mediation testing. calculated as follows:
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Q2=1-(1-R21) (1-R22)
Q2=1-(1-0.851) (1-0.928)
Q2 =0.989

From the calculation of
Q-Square predictive relevance
of 0.989 or 98.9 percent of the
overall relationship between
variables can be explained in
the model and it can be said that
the model predicts very well.
Meanwhile, 0.011 percent is

influenced by errors or
variables that are not used in the
model.

b. Hypothesis test

Hypothesis testing was
carried out using the Structural
Equation Model - Partial Least
Square  (SEM-PLS).  The
hypothesis testing is carried out
by taking into account the path
coefficient and p-value (Figure
1 and Table 3).

Based on the model
testing carried out, it can be
seen that teamwork has a
positive and significant effect
on employee performance with

PLT1 PLT2

PLT3

a path coefficient value of 0.599
and a p-value of 0.000 (H1 is
supported). The results of the
analysis also show that
teamwork has a positive and
significant effect on training
with a path coefficient value of
0.923 and a p-value of 0.000
(H2 is supported). Furthermore,
the H3 test shows that training
has a positive and significant
effect on employee
performance with a path
coefficient of 0.383 and a p-
value of 0.000 (H3 is
supported).

Mediation testing

The mediation test in this study
used the Sobel Test formulation
(Table 4). The calculation results
show that training plays a role as a
mediator of the effect of teamwork on
employee performance from the
results of the Sobel Test calculation of
5,835, which is greater than 1.96 with
a significance level of 5% (H4 is
supported).

PLT4

PLTS

10136 9718 12720 15845 44569

KST1
LS
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Figure 1. Analysis Model
Source: SEM-PLS analysis results
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Tabel 3. Direct Effect Path Coefficient

Relationship between Original ~ Sample  Standard T Statistics P

variables Sample Mean  Deviation O/STDEV)  Val
0) ™)  (stoev) ) Values

Teamwork ->Employee 599 605 0,065 9,265 0,000

Performance

Teamwork -> Training 0,923 0,922 0,022 41,479 0,000

Training-> Employee 0383 0376 0,065 5,925 0,000

Performance
Source: Data
Processing, Year 2022

Table 4. Mediation test results

Teamwork

-> Training ->
Employee
performance
Source: Data Processing, Year 2022

0,923. 0,383/,/(0,3832.0,0222) + (0.923.0,065) =5.835 1,96 Supported

DISCUSSTION

Based on hypothesis testing, it
shows that teamwork has a significant
positive  effect on  employee
performance. These results indicate
that the higher the teamwork, the
higher the performance of employees
at Lv8 Resort Hotel. These results are
in line with the findings of previous
studies (Fernando & Wulansari, 2020;
McAlpine et al., 2021; Meslec et al.,
2020; Soboleva & Karavaev, 2020;
Stowers et al., 2021). This confirms
that the basis of all hotel operational
activities can run well if the entire
team can work together as a team. So
that building and growing teamwork
on the work pattern applied at Lv8
Resort Hotel can help employees
complete work on time even though
the hotel has a high quantity of work
and most importantly can help
employees achieve the quality
standards applied.

The analysis also shows that
teamwork has a positive and
significant effect on training. This
finding explains that the higher the
teamwork formed, the better the

training. These results confirm that
the training program conducted by
Lv8 Resort Hotel is increasingly
beneficial because of the cooperation
that has been built within the team. In
addition, the teamwork carried out by
employees can also support the
training programs provided. This is
because those who are accustomed to
working in the same team will
provide support to teammates in
understanding useful material for
developing competence which can
later have an impact on performance.
This study supports previous research
(Santos et al., 2021; Al Mamun et al.,
2019; Salamon et al., 2022).
Subsequent hypothesis testing
shows that training has a positive and
significant effect on employee
performance. This explains that the
more precise the training provided,
the higher the employee performance
at Lv8 Resort Hotel. These results are
in line with previous findings (Ahmad
& Manzoor, 2017; Kleefstra et al.,
2020; Tukunimulongo, 2016).
Training is  something  that
organizations must provide to their
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employees. It aims to improve
individual competence in the hope
that later it can assist employees in
carrying out their duties and
responsibilities. The training
provided by the organization must of
course pay attention to the needs of
employees so that the training
provided can be effective. These
findings indicate that the training
provided at Lv8 is in accordance with
the task requirements of the
employees, but the training must still
receive attention and be improved.

Based on calculations using the
Sobel Test formulation, it shows that
training plays a role in mediating the
effect of teamwork on employee
performance. These results explain
that providing training can increase
the effect shown by teamwork on
employee performance.
Proportionally the provision of
training can increase individual
competence. If this ability is
converted as something capable of
supporting increased performance,
then this will have a positive impact
on individual performance.
Furthermore, the  competencies
possessed can also help employee
performance in the team. All
competency  improvements  are
strongly influenced by training
methods and worker needs, so
organizations need to conduct a study
on employee training needs. This
study supports previous research
(Salamon et al., 2022; Guerci et al.,
2016; Riana et al., 2020).

Conclusions and suggestions
Conclusion

Based on the results and
discussion, some conclusions can be
drawn as follows;

1. Teamwork has a significant
positive effect on employee
performance. This shows that the
better the teamwork, the better the
performance of employees at Lv8
Resort Hotel.

2. Teamwork has a significant
positive effect on employee
performance. This shows that the
better the teamwork, the more
beneficial the training at Lv8
Resort Hotel will be.

3. Training has a significant positive
effect on employee performance.
This shows that the more useful the
training, the higher the employee's
performance at Lv8 Resort Hotel.

4. Training is proven to play a role in
mediating the effect of teamwork
on employee performance. This
shows that training is an important
thing to do at Lv8 Resort Hotel.
Through proper training,
teamwork can increase in an effort
to improve individual (employee)
performance.

Suggestion

Efforts to improve employee
performance at Lv8 Resort Hotel, it is
necessary to increase teamwork.
Teamwork in question is not only in
operational activities, it can also be
carried out in all activities. This is
because a strong team can have a
positive impact on the work climate.
In addition to teamwork, training also
needs attention, although in this study
the results were positive. However, it
needs to be considered and considered
in providing training. It takes a study,
needs analysis, input from employees
related to the required training. This is
so that the training provided is
effective  and  contributes to
improving employee performance
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ABSTRACT

The purpose of this study was to determine and analyze the effect of
incentives, career development and work conflict on employee performance at PT.
Karya Plasindo so that the company can improve and improve the work
performance of its employees. The research methodology used is explanatory
research. The total population is 141 employees while the sample obtained by the
Slovin formula is 105 people. The data processing technique uses multiple linear
regression analysis. The results of this test show that either partially or
simultaneously incentives, career development and work conflict have a positive
and significant impact on employee performance at PT. Plasindo's work. The
magnitude of the influence of the selected variable is 40.4% where the rest is
influenced by other factors.
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INTRODUCTION

The  company's  business
continuity cannot be separated from
the role of employees in making it
happen. The role of employees for a
company in the form of their
involvement in a plan, system,
process and goals to be achieved by
the company. The extent to which a
company can survive and exist is
strongly influenced by the role of its
employees. Therefore, to achieve the
company's business success, it is
necessary to have a workforce or
employees who have good work
performance.

Achievement is the results of
work functions / activities of
employees in an organization which is
influenced by various factors to
achieve organizational goals within a
certain period of time. Employee
performance is important as a tool to
increase the company's success in
running a business. The more
employee performance increases, the
faster the company achieves success
In running a business and vice versa.
Employee performance can be
improved if employees are given
appropriate  incentives,  targeted
career development and minimize
work conflicts.

Incentives are often used by
companies as a strategy to motivate
employees to have good work
performance. In simple terms,
incentives function as an important
stimulus for improving employee
performance. Without good
incentives, it is difficult for
employees to provide optimal
performance for the company.

Career development is a process
of increasing employee's work ability
in order to achieve career
development goals and career
appointments that are expected by
each employee to achieve the desired
career. Career development is the
company's responsibility to prepare
employees with certain qualifications
and experience so that when needed,
the company has employees with
certain qualifications. Employees just
need to work as well as possible,
follow all the guidance given by the
company, and wait for the promotion
opportunities offered by the company.
Career development can be done by
providing job training to employees.
If career development can be carried
out properly, employees can work
better and optimally so that their
achievements can increase.

Conflict in every organization is
something that cannot be avoided.
This happens because on the one hand
the people involved in the
organization have different
characters, goals, visions, and styles.
The same applies to the companies
studied.

PT. Karya Plasindo daily
produces various types of plastic
bags. In its operations, this company
IS experiencing problems with
employee performance which can be
seen in the decrease in income and the
percentage difference in achieving
targets. The following is presented
data on the income report of PT.
Plasindo's work from July 2020 to
December 2020
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Tabel 1. Sales Report in 2019
Month  Sales Target (Rp.) Sales Realization (Rp.) Percentage (%)

July 3.250.000.000 3.192.348.324 98%
August 3.250.000.000 3.183.262.530 97%
September | 3.250.000.000 3.103.274.390 95%
October 3.250.000.000 3.093.484.510 95%
November = 3.250.000.000 2.983.091.000 92%
December | 3.250.000.000 2.883.384.590 89%

Source : PT. Karya Plasindo Medan (2021)

From table 1.1 we can see that
there was a decline in sales from July
2020 to December 2020 which
indicates that employee  work
performance is starting to decline.
The highest realization of income that
can be achieved is in July of Rp.
3,192,348,324, - while the lowest
income that can be achieved is in
December of Rp. 2,883,384,590, -.
This decrease was also due to distance
restrictions, which  forced the
company to divide the number of
employees so that the production of
plastic bags was not maximized.

Giving incentives to PT. Karya
Plasindo Medan experienced several
problems, namely the decrease in the
amount of craft money incentives
from the previous year due to
declining sales in 2020 so the
company had to take this path.
However, for employees, this
reduction in incentives, even
employees who work overtime are no
longer given overtime incentives
because the reduced number of
employees causes a decline in
employee performance.

In the career development
factor, employees rarely get
promotions even though they have
worked for a long time in the
company so that employees feel that
their service is not appreciated by the
company. This is because some

employees approach the leadership so
that they will have greater
opportunities to advance in their
careers or positions. Therefore,
employees feel that their careers in
this company do not have bright
prospects and it is difficult to get
promotions. This causes employees to
be bored at work, not enthusiastic,
and not working well so that their
performance  decreases. Some
employees look more prominent
because these employees often
actively ask or ask their leaders for
routine work, so this can trigger
recommendations from the leadership
for the HR department. The
emergence of conflicts among
employees can be caused by
competition between sales who take
other sales orders due to competition
for incentives, the accounts receivable
department does not inform the sales
customer receivables data that has
exceeded the limit so that sales get
angry by the leadership and sales
violate the accounts receivable
section resulting in a conflict , the
warehouse department did not issue
the number of goods ordered by the
sales department because the
warehouse department was not
careful enough to cause the stock to
decrease and eventually there was a
conflict between the sales department
and the stock department.
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With the various problems that
exist, it makes researchers interested
in conducting research with the

theme: "The Influence of
Incentives, Career Development
and Work Conflicts on Employee
Work  Performance at PT.
Plasindo's work"".

LITERATURE REVIEW

1. Influence of Incentives on

Employee Performance
According to Priansa (2014:
336) incentives are elements or
remuneration provided on an
irregular or variable basis
depending on employee
performance. Incentives are one of
the important motivators that can
stimulate employees to work more
optimally. Through incentives, it is
expected that employees will be
able to participate higher in
carrying out organizational tasks.
Wibowo (2016: 302), basically,
every employee who has given his
best performance expects rewards
in addition to salary and wages in
addition to incentives for the
achievements he has given. Thus,
if the organization can provide it, it
will increase motivation,
participation and build mutual
understanding and mutual trust
between workers and superiors.

Insentif

\

Pengembangan Karir

Konflik Kerja

. The

employee's work and contribution
to the organization.
Effect
Development
Performance
According to Hamali (2016:
155) career development aims to
train new employees to obtain the
level of ability needed in the job,
quickly and economically. The
goal of career development is to
develop the abilities of existing
staff, o) that employee
performance in current positions is
improved and employees are
prepared to accept greater
responsibilities in the future.
The Effect of Work Conflict on
Employee Performance
According to Umam
(2018: 324), conflict is a symptom
when an individual or group shows
a hostile attitude or behavior
towards another individual or
group, thus affecting the
performance of one or all of the
parties involved. According to
Triatna (2015: 135), initially
organizational conflict will result
in an increase in organizational
performance. But at a certain point
conflict becomes a detrimental
condition for the organization
because the conflict becomes
uncontrollable.

Career
Employee

of
on

Prestasi Kerja Karyawan

(Y)

T

Figure 1 Conceptual Framework
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RESEARCH METHODS

The research method you use is
explanatory research, namely by
exploring the problems that exist in
the company and then doing research
with a questionnaire instrument. The
population of this research are all
employees of PT. Karya Plasindo
totaling 141 employees.
Due to time and cost limitations, to
determine the number of samples to
be studied, the Slovin formula with
simple random sampling technique

of samples to be studied. The
following can be seen the calculation:

N a1

"t a2 1+ 0052
M oaos
"~ 1,3525 ’
=105

Thus, finally the sample in this study
was set at 105 people, of which 30
people will be tested for validity first
outside of the sample taken

will be used to determine the number

Variable Operational Definition
Tabel 2. Variable Operations

Variabel Information Indicator Scale
Incentives are elements or | 1. Quantity
remuneration provided that are | 2. Quality
not fixed or variable depending on | 3. Success
Insentif (X1) | the employee's performance 4. Skills of workers. Likert
Source: Priansa (2016:336)
Source: Wibowo
(2016:302)
1. Career planning
2. Individual career
development
Career Continuous and ongoing activities | 3. Career development
q that provide benefits for one's supported by HR | .
evelopment . Likert
(X2) career achlevement. Department
Source: Hartatik (2014:138) 4. The role of feedback
on performance
Source: Priansa
(2016:161)
Conflict is a conflict that occurs | 1. Compete.
between what a person expects of | 2. Collaborate.
himself, other people, the | 3. Dodge.
Work Conflict | organization and the reality of | 4. Accommodating. Likert
(X3) what he expects. 5. Compromise.
Source: Mangkunegara | Source:Wahjono
(2013:155) (2010:166)
Work performance is a work | 1. Quality of work
Employee achieved by a person in carrying | 2. Quantity of work
out the tasks assigned to him | 3. Toughness .
Performance b . . . Likert
ased on skKills, experience, and | 4. Attitude
(¥) sincerity and time Source: Sunyoto
Source: Hasibuan (2013:94) (2015:200)
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RESEARCH RESULT descriptive  statistics of  the
Respondents in this study respondents’ minimum, maximum
amounted to 105 employees of PT. and average answers, namely:

Plasindo's work. The following are
Tabel 3. Descriptive statistics

N Minimum Maximum Mean Std. Deviation

Incentive 105 13 35 23.79 5.045
Career Development 105 17 39 25.53 4.936
Work Conflict 105 16 40 24.02 4.992
Employee Performance 105 19 38 26.16 3.878
Valid N (listwise) 105

Source: Research Results, 2021 (Data processed)

The result of the lowest total the employee performance variable is
answer for the incentive variable is 38, namely the answer from the
13, namely the answer from the respondent number 9.35. The average
respondent number 31. The result for respondent's answer to the question of
the highest total answer for the employee performance is 26.16.
incentive variable is 35, namely the
answer from the respondent number Classic Assumption Test Results
68.71. The average respondent's Normality test
answer to the incentive question is The normality test aims to test
23.79. The results of the lowest total whether in the regression model, the
answers for career development confounding or residual variables
variables are 17, namely answers have a normal distribution. If the
from respondents number 99.105. normality test is violated, the
The results of the highest total statistical test becomes invalid for a
answers for career development small sample size.
variables are 39, namely answers Histogram

Dependent Variable: PrestasiKerja

from respondent number 1. The .
average respondent's answers to N
career development questions are
25.53. The results of the lowest total 1
answers to the work conflict variable
were 16, namely answers from
respondents numbered 56,60,77. The

highest total answer for the work

conflict variable is 40, namely the Figure 2. Histogram Normality Test
answer from respondent number 27. Source: Research Results, 2021

The average respondent's answer to (Data processed)

the work conflict question is 24.02. The histogram graph in Figure 2
The result of the lowest total answer shows the real data forming a curved
for the employee performance line that tends to be symmetrical (U)
variable is 19, namely the answer neither deviating to the left nor to the
from the respondent number 56. The right, so it can be said that the data is

result for the highest total answer for normally distributed.
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: PrestasiKerja

Expected Cum Prob

04 [
Observe! d Cum Prob

Figure 3. P-P Plot Normality Test
Source: Research Results, 2021
(Data processed))

The normality graph in Figure 3
above, it can be seen that the dots
spread around the diagonal line, the
distribution is mostly close to the
diagonal line

Tabel 4. Kolmogorov Smirnov. Normality Test

Unstandardized Residual

N 105
ab Mean .0000000

Normal Parameters Std. Deviation 2.94971322
Absolute .075

Most Extreme Differences Positive .075
Negative -.036

Kolmogorov-Smirnov Z 767
Asymp. Sig. (2-tailed) .598

a. Test distribution is Normal.
b. Calculated from data.

The results of the Kolmogorov
Smirnov normality test showed a
significant value of 0.598 > 0.05, thus
the results of the Kolmogorov
Smirnov test showed that the data
were normally distributed.

Multicollinearity Test
Table 5. Multicollinearity Test
Coefficients?

Model Collinearity
Statistics
Tolerance  VIF
Incenitve 595 1.680
Career 929 1.076
Development
Work Conflict 595 1.681

a. Dependent Variable: Employee
Performance

Source: Research Results, 2021
(Data processed)

The tolerance value for the
incentive variable is 0.595, which is
above 0.10, while the VIF value for
the incentive variable is 1.680, which
is below 10.

The tolerance value for the
career development variable is 0.929,
which is above 0.10, while the VIF
value for the career development
variable is 1.076, which is below 10.

The tolerance value for the
work conflict variable is 0.595, which
is above 0.10, while the VIF value for
the work conflict variable is 1.681,
which is below 10.

Thus, in the Multicollinearity
test there is no correlation between
the independent variables of
incentives, career development and
work conflict.
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Heteroskedastisitas Test Source: Research Results, 2021
el (Data processed)

e From the scatterplot graph, it
can be seen that the points spread with
an unclear pattern both above and
-7 o below zero (0) on the Y axis, do not
N I ’ gather in one place, so from the

’ EE scatterplot graph it can be concluded
o that there is no heteroscedasticity in
the regression model.

Detection of the presence or

Figure 4 Scatterplot absence of heteroscedasticity in this
Heteroscedasticity Test study can also be seen from the results

of the following Glejser test:
Tabel 6. Glejser Test
Coefficients?

Studentized Residual
8
&

Regression

Regression Standardized Predicted Value

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) .098 1.207 .081 .935
Incentive -.034 .047 -091 -721 473
1 Career .043 .038 113 1.124 .264
Development
Work Conflict .078 .047 .208 1.654 .101

a. Dependent Variable: AbsUt
Source: Research Results, 2021 (Data processed)
Glejser test results In Table 6

above, the significant value of the Results of Research Data Analysis
incentive variable is 0.473 > 0.05, the Research Model

significant value of the career Hypothesis testing used in this
development variable is 0.264 > 0.05 research is to use multiple linear
and the significant value of the work regression analysis. The regression
conflict variable is 0.101 > 0.05. model used is as follows

Glejser can be said that there is no
heteroscedasticity problem.
Tabel 7. Regression Equation
Coefficients?

Model Unstandardized Coefficients Standardized Coefficients
B Std. Error Beta
(Constant) 9.969 1.949
1 Incentive 161 .075 210
Career Development 228 .062 291
Work Conflict 272 .076 .350

a. Dependent Variable: Employee Performance
Source: Research Results, 2021 (Data processed)
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Employee performance = 9.969 + 0.161 Incentive + 0.228 Career
development + 0.272 Work conflict
The meaning of the multiple linear regression equation above is:

1. The constant of 9.969 states that if incentives, career development and work
conflict are constant or 0 then the employee's work performance is 9.969 units.

2. The incentive regression coefficient is 0.161 and is positive, this means that
every 1 unit increase in incentives will result in an increase in employee
performance of 0.161 units.

3. The career development regression coefficient is 0.228 and is positive, this
means that every 1 unit increase in career development will result in an increase
in employee performance of 0.228 units.

4. The work conflict regression coefficient is 0.272 and is positive, this means that
every increase in work conflict by 1 unit will result in an increase in employee
performance of 0.272 units.

Hypothesis Determination Coefficient (R2)

The coefficient of determination is intended to determine how much the
model's ability to explain the dependent variable. If the coefficient of determination
(R2) is greater or closer to 1, it can be said that the ability of the independent
variable (X) is large to the dependent variable ().

Tabel 8 Uji Koefisien Determinasi
Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 .649? 422 404 2.993
a. Predictors: (Constant), Work Conflict, Career Development, Incentive

The Coefficient of Determination Test results obtained the Adjusted R square
value of 0.404, this means 40.4% of the variation in the dependent variable of
employee performance can be explained by the independent variables of incentives,
career development and work conflict while the remaining 59.6% (100% - 40, 4%)
is explained by other variables that are not used in this study.

Simultaneous Hypothesis Testing (F Test)

The F test is used to show whether all the independent variables of incentives,
career development and work conflict which are included in the model have a joint
effect on the dependent variable of employee performance. The results of
simultaneous hypothesis testing are as follows:

Tabel 9. Uji F
ANOVA?
Model Sum of Squares df Mean Square F Sig.
Regression 659.364 3 219.788 24.532 .000°
1 Residual 904.884 101 8.959
Total 1564.248 104

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Work Conflict, Career Development, Incentive
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Simultaneous/together
significance test (F statistic test)
resulted in a calculated F value of
24,532. At degrees of freedom 1 (df1)
= 3, and degrees of freedom 2 (df2) =
101, then the value of the F table at
the 0.05 significance level of
confidence is 2.69.

From the results of the SPSS
calculation, it is obtained that the F
count = 24,532 > F table = 2.69 with
a significance level of 0.000 because
F arithmetic = 24,532 > F table = 2.69
and the significance probability is
0.000 < 0.05, then Ha is accepted,
meaning incentives, career
development and work conflict
simultaneously has a significant
positive effect on the work
performance of employees of PT.
Plasindo's work.

Partial Hypothesis Testing (t Test)
The t-test test is used to show
how far the influence of one

1. In the incentive variable, the value
of t count > t table or 2.136 >
1.98373 and significant 0.035
<0.05 then Ha s accepted,
meaning that partially incentives
have a positive and significant
effect on the work performance of
PT. Plasindo's work.

2. In  the career development
variable, the value of t arithmetic >
t table or 3.702 > 1.98373 and
significant 0.000 <0.05 then Ha is
accepted, meaning that partially
career development has a positive
and significant effect on employee
performance at PT. Plasindo's
work.

3. In the work conflict variable, the
value of t count > t table or 3.566
> 1.98373 and significant 0.001 <
0.05 then Ha is accepted meaning
that partially work conflict has a
positive and significant effect on
the work performance of PT.
Plasindo's work.

independent  variable on  the
dependent variable Discussion of Research Results
Tabel 10. Uji t Influence of Incentives on
Coefficients? Employee Performance
Model t Sig. The results of the analysis show
that incentives have a positive and
(Constant) 5114 000 significant effect on the work
Incentive 2136 035 performance of PT. Karya Plasindo
Career Development 3702 000 with a value of t arithmetic >t ta_1b_|e or
Work Conflict 3566 001 2.136 > 1.98373 and a significant
——— ' - value of 0.035 < 0.05.
a. Dependent Variable: Employee The results of this study are the
Performance same as the results of Setiawati's
Source: Research Results, 2021 (Data research (2019), namely incentives
processed

have a positive and significant effect
on the work performance of PT.
Dankos Farma.

In line with the opinion of

The wvalue of t table for
probability 0.05 at degrees of freedom
n-k =101 is 1.98373. Thus the results

of the t-test can be explained as
follows:

Mangkunegara (2013: 89) which
states that work incentives are the
provision of money outside of salaries
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made by organizational leaders as an
acknowledgment of work
performance and employee
contributions to the organization..

If employees receive incentives
that are not in accordance with the
work performance they produce, the
employee will feel disappointed, the
employee  will usually behave
negatively by inviting his co-workers
to disobey company regulations.

The Influence of Career Development
on Employee Performance

The results of the analysis show
that career development has a positive
and significant effect on the work
performance of PT. Karya Plasindo
with a value of t arithmetic > t table or
3.702 > 1.98373 and a significant
value of 0.000 <0.05.

The results of this study are the
same as the results of Safitri and
Darmawati's (2020) research, namely
career development has a positive and
significant effect on employee
performance at  PT. Remco
Palembang.

In line with Hamali's opinion
(2016:155) which states that career
development aims to develop the
abilities of existing staff, so that
employee performance in current
positions is improved and employees
are prepared to accept greater
responsibilities in the future.

Employees who have worked
for more than 3 years are usually loyal
employees, but these employees
usually expect a career path and
compensation adjustments so that the
personnel  department needs to
provide a reference to the leadership
of  which employees have
achievements that surpass other
employees, thus not only the work

performance that can be achieved.
increasing but also work loyalty
arises.

The Influence of Work Conflict on
Employee Performance

The results of the analysis show
that work conflict has a positive and
significant effect on the work
performance of PT. Karya Plasindo
with a value of t count > t table or
3.566 > 1.98373 and a significant
value of 0.001 < 0.05. The results of
this study are the same as the results
of Praja et al (2018) research, namely
work conflict has a positive and
significant effect on employee
performance at PT . Telesindo Shop
Batam.

In line with Triatna's opinion
(2015: 135), initially organizational
conflict will result in an increase in
organizational performance. But at a
certain point conflict becomes a
detrimental  condition for the
organization because the conflict
becomes uncontrollable. The
emergence of conflicts among
employees is caused by competition
between sales who take other sales
orders because of competition for
incentives, in this case conflicts often
occur between sales but sales are also
motivated to achieve their targets
because they do not want to lose to
other sales.

CONCLUSION

The conclusion from the results
of this study is that partially
incentives have a positive and
significant effect on the work
performance of employees of PT.
Karya Plasindo with a value of t
arithmetic (2.136)> t table (1.98373)
and a significant value of 0.035 <0.05.
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Career development has a positive
and significant effect on employee
performance at PT. Karya Plasindo
with a value of t arithmetic (3.702) >
t table (1.98373) and a significant
value of 0.000 <0.05, and work
conflict has a positive and significant
effect on the work performance of PT.
Karya Plasindo with a value of t count
(3.566) > t table (1.98373) and a
significant value of 0.001 <O0.05.
Meanwhile, simultaneously
incentives, career development and
work conflict have a significant effect
on employee performance at PT.
Karya Plasindo arithmetic F value =
24,532 > F table = 2.69 with a
significance level of 0.000 <0.05 and
the results of the coefficient of
determination test show 40.4% of the
variation in the dependent variable of
employee performance which can be
explained by the independent
variables incentives, career
development and work conflict while
the remaining 59.6% is explained by
other variables that are not used in this
study.
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ABSTRACT

This study aims to determine the mediating effect of social capital variables
on psychological capital and leader member exchange on organizational
citizenship behavior with a study on employees of PT Pos Indonesia (PERSERO).
The sample of this research is all employees of PT Pos Indonesia (Persero)
Semarang Post Office Ungaran Area who have a working period of more than one
year. The analysis technique uses statistical analysis with regression testing,
validity testing, reliability testing, determination and hypothesis testing. The results
of this study that psychological capital and LMX have a significant effect on OCB.
The results of this study that psychological capital, LMX and social capital have a
significant effect on OCB. Isocial capital mediates the effect of imodal psychology
on Organizational Citizenship Behavior. Isocial capital mediates the effect of
Leader-member exchange on Organizational Citizenship Behavior

Keywords: Psychological Capital, Leader Member Exchange, Social
Organizational Citizenship Behavior
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INTRODUCTION

Humans in organizations have
roles as actors, determinants, and
planners in achieving company goals
as well as determining the failure or
success of the company (Hasibuan,
2005). The success of an organization
to achieve its goals is not only
determined by the number or quantity
of employees of a company, but also
from the psychological capital of
employees and the change of leaders
or members which is also called the
leader-member exchange (LMX) in
the company or organization.

The relationship  between
psychological capital and OCB is
simply explained by Sufya (2015)
that there is a significant influence
between self-efficacy, hope, and
optimism on OCB. Employees who
have high self-efficacy have better
OCB. In addition, employees who
have full expectations will be more
motivated and show performance that
exceeds the company's minimum
standards. If employees have high
confidence, employees will be able to
enjoy and take lessons from things in
the world of work.

The relationship of Leader
Member Exchange (LMX) to OCB is
simply explained by Maheasy, et al.
(2020) in his research. The results of
the study concluded that there was a
significant effect of professional
respect, contribution, and affect on
organizational citizenship behavior.
Professional respect and affect occur
because of direct interaction with
superiors through an attitude of care
and concern by way of superiors
paying attention and observing their
subordinates directly. This can
increase the respect of the
subordinates so that they will work

with all their heart. Meanwhile,
contribution is measured in explicit
and implicit effort and investment
between superiors and subordinates.
This makes contribution as a
determining factor for employees to
achieve the high criteria of OCB.

Knowing the importance of
psychological capital and LMX on
employee OCB, it is necessary to
increase OCB through social capital
which functions as a social glue that
keeps the members of a company
together. Social capital that is carried
out will give birth to a sense of mutual
trust, mutual openness, mutual
concern for each other, as well as
mutual giving and receiving without
any strings attached.

The researcher chose PT Pos
Indonesia (Persero) precisely at the
Semarang Post Office in the Ungaran
Area as a place of research. Based on
field observations, researchers found
several phenomena that some
employees often steal break time by
eating or playing cellphones during
working hours. In addition, some
employees often feel annoyed when
asked to work overtime to replace
other employees who are unable to
attend. Sometimes, they complain
about the condition of the office
where they have to share a room with
other division members.

Suryana (2014) argues that if
employees in a company have low
OCB behavior, then this reflects a low
level of compliance with applicable
rules, is happy to drop other
employees in front of the leadership,
is not willing to help colleagues who
are unable to attend, as well as
increasing  inconvenience  factor
among employees.

From the research results along
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with the phenomena obtained, the
researcher intends to examine the
OCB behavior of employees with
social capital variables and LMX as
independent variables mediated by
employees' social capital variables.
So that researchers are interested in
conducting research with the title,
"The Effect of Psychological Capital
and Leader Member Exchange on
Employee Organizational Citizenship
Behavior through Social Capital
(Study on Employees at PT Pos
Indonesia (Persero) Semarang Post
Office Ungaran Area)"

The purpose of this study was to
determine the effect of psychological
capital on employee OCB, the
influence of leader-member exchange
on employee OCB, the effect of
psychological capital on social
capital, the influence of leader-
member exchange on social capital,
and the influence of social capital on
employee OCB.

LITERATURE REVIEW
1. Psychological Capital
Psychological capital is
defined as the psychological
aspect of a person who has a
relationship with a sense of
happiness and skills in
manipulating, controlling, and
having an impact on the
environment in accordance with
the wishes and abilities of
employees which are characterized
by self-efficacy, optimism, hope,
and resilience  (Bakker &
Demerouti, 2008). .
According to Pryce-Jones (2010),
psychological capital includes
mental resources that are built up
by individuals when things are
going well and covered when

. Organizational

things are not going well.

. Leader-member exchange

Setiadi  (2007), Leader-

Member Exchange (LMX) is the
quality of interpersonal exchange
relationships between leaders and
their members.
Northouse (2013), Leader-
Member Exchange (LMX) is a
different approach to leadership by
focusing on  the  special
relationship that leaders make with
each of their employees. Dienesch
and Linden (in Prasetyawati, 2008)
state that LMX has four basic
dimensions, namely:  Affect,
Loyalty, Contribution, and
Professional Respect.

. Social Capital

Social capital is something
that leads to the institutional
dimension, the relationships that
are made, and the norms that make
the quality and quantity of social
relations in society, World Bank
(1999).

Schaft and Brown (2002) define
social capital as norms and
networks that can facilitate social
interactions and transactions so
that all problems can be carried out
easily. According to Nahapiet and
Ghosal (1998), there are three
dimensions of social capital,
namely: Structural Dimensions,
Cognitive ~ Dimensions,  and
Relational Dimensions.
Citizenship
Behavior

OCB is defined as the
behavior of a person who is free,
indirectly receives formal rewards,
and which encourages the effective
functioning of an organization,
Organ, et al (2006). Titisari
(2014); Octafian & Nugraheni
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(2021) also mentions that this
behavior describes the added value
of workers which is a form of
social behavior, namely social
behavior,  constructive,  and
meaningful to help. According to
Organ et al. (2006), there are four
dimensions in OCB, namely
helping behavior, civic virtue,
conscientiousness, sportsmanship

Modal Psikologi (X1)

5. Research Model
This research model tries to
examine the effect of
psychological capital and leader-
member exchange (LMX) on
organizational citizenship
behavior (OCB) with social capital
as a mediation.
In this study, the research model is
made as follows:

leader-member exchange

[

\
P

modal social OCB (Y2)

(Y1) —>

—

(X2)

Figure 1. Research Model Paradigm

Research Hypothesis

The hypothesis is a logically
suspected relationship between two or
more variables expressed in the form
of a statement that can be tried or
tested (Sekaran, 2006).
The formulation of the proposed
hypothesis is as follows:
H1: Psychological capital has a
positive effect on social capital
H2: LMX has a positive effect on
social capital
H3 : Psychological capital has a
positive effect on employee OCB
H4 : LMX has a positive effect on
employee OCB
H5 : Social capital has a positive
effect on employee OCB

RESEARCH METHODS
1. Population
The population in this study
were all employees of PT Pos
Indonesia (Persero) Semarang Post
Office, Ungaran Area, totaling 221
people.
2. Sample
The sampling technique or
sampling technique in this study

was carried out using purposive
sampling where the researcher
chose a sample based on an
assessment of several
characteristics that were adapted to
the researcher's goals (Kuncoro,
2003).

The sample of this research
is all employees of PT Pos
Indonesia (Persero) Semarang Post
Office Ungaran Area who have a
working period of more than one
year totaling 170 people.

3. Research Design

The design used in this study
is a survey research which aims to
collect fairly limited data from a
number of cases that are quite large
in number (Sevilla, 1993).

4. Data Analysis Techniques

In analyzing the data used
instrument  test, regression,
coefficient of determination and
hypothesis testing.

a. Instrument Test
In this test, wvalidity and
reliability tests are used.
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1) Validity Test.

Validity test is used to
measure the validity or
invalidity of a questionnaire.
The criteria used in testing the
validity are:

a) Kaiser Meyer Oikin Measure
of Sampling Adequacy
(KMO MSA) value > 0.50,
then factor analysis can be
done

b) If the Factor Loading value is
> 0.55, then the indicators
used in the variables are
declared valid.

2) Reliability Test

Reliability test is a test
conducted to determine the
extent to which a measurement
tool can be trusted, aligned and
or reliable (Sekaran, 2000).

According to Hair et al.,
(1998), the Cronbach Alpha
value can be interpreted as
reliable if the value is > 0.60.

b. Uji Statistik
1) Linear Regression

This analysis is used to
find the regression equation or
the influence between
psychological capital (X1),
leader-member exchange (X2),
organizationalcitizenship
behavior (Y2), and
capital (Y1).

social

2) Coefficient of Determination

The coefficient of
determination (R2) basically
measures how far the model's
capability in explaining the

variation of the dependent
variable (Kuncoro, 2013).

3) Hypothesis Test

In this study, the t-test
(partial), the F-test
(simultaneous) and the
mediating effect test were used.

RESEARCH RESULT
1. Instrument Test Results

a. From

. From

the test results, all
guestionnaire items on
psychological capital variables
have a KMO value (0.920) >
0.50 and a factor loading value
> 0.40, thus the instrument is
valid.

From the test results, all
questionnaire items on the
leader-member exchange (Imx)
variable have a KMO value
(0.898) > 0.50 and a factor
loading value > 0.40, thus the
instrument is valid.

From the test results, all
questionnaire items on the
organizational citizenship

behavior (OCB) variable have a
KMO value (0.735) > 0.50 and
a factor loading value > 0.40,
thus the instrument is valid.

the test results, all
questionnaire items on the
social capital variable have a
KMO value (0.758) > 0.50 and
a factor loading value > 0.40,
thus the instrument is valid.
From the results of reliability
testing, the following results
were obtained:

Tabel 1. Reliability Test Results

. Cronbach's Alpha Critical .

Variabel Alpha gtan dard Informations
Psychological Capital (X1) 0,911 0,60 Reliabel
Leader-Member Exchange (X2) 0,920 0,60 Reliabel
Social Capital (Y1) 0,787 0,60 Reliabel
Organizational Citizenship Behavior (Y2) 0,811 0,60 Reliabel
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Based on the results of the
above examination, the overall
variables of Psychological Capital
(X1), Leader-Member Exchange
(X2), Social Capital (Y1) and
Organizational Citizenship Behavior
(Y2) obtained a Cronbach alpha value
greater than 0.60. Thus it is declared
reliable.

Quantitative Analysis
This analysis is intended to

determine the effect of the
independent ~ variable on  the
dependent variable. The test results
are as follows:
a. Multiple Linear
Analysis

This regression test is intended
to determine changes in the
dependent variable if the independent
variable changes. The test results are
as follows:

Regression

Tabel 2. Model 1 and 2 Test Results

Rearession Model Test Model t
9 Adi RIE Informations
Model J B Sig
Square | Hitung
Model I: 0,339 44.298 | 0,000
Y1=a+0,326X1 +
0,173X2 + ¢l

Psychological capital

0,326 | 0,000 | H1 is accepted,

has a positive effect positive and
on social capital significant
LMX has a positive 0,173 | 0,000 | H2 is accepted,
effect on  social positive and
capital significant

Model II: Y2 = a +| 0,342
0.240X1 +0.091X2 +
0.144Y1 +2

30.264

0,000

Psychological capital

0,240 | 0,000 | H3 is accepted,

has a positive effect positive and
on employee OCB significant
LMX has a positive 0,091 | 0,017 | H4 is accepted,
effect on employee positive and
ocB significant
Social capital has a 0,144 | 0,032 | H5 is accepted,
positive effect on positive and
employee OCB significant

Based on the results of
multiple linear regression analysis
for the first model, the following
regression equation is obtained:

Model I: Y1 =a +0.326X1 +
0.173X2 + 1.
From these equations it is
explained as follows:
1) The regression coefficient of

the  psychological capital
variable (X1) is 0.326 (positive
value), this means that the
psychological capital variable
has a positive influence on
employee social capital. This
implies a relationship between
social capital and better health
conditions of individuals and
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society,  higher  optimism,
increased  involvement in
positive hygiene behaviors,
increased resilience to adversity
and decreased mental disorders.

2) The regression coefficient for
the LMX variable (X2) is 0.173
(positive value), this means that
the LMX variable has a positive
influence on social capital. The
higher the value of the LMX
component owned, the more
influential it will be on
employee social capital.

For the second model, the

following equation is obtained:

Model II: Y2 =a + 0.240X1 +
0.091X2 + 0.144Y1 + 2

From the above equation, it can be
explained that:

3) The regression coefficient of
the  psychological capital
variable (X1) is 0.240 (positive
value), this means that the
psychological capital variable
has a positive influence on
OCB. The higher the value of
the  psychological capital
component, the higher the
OCB.

4) The regression coefficient for
the LMX variable (X2) is 0.091
(positive value), this means that
the LMX variable has a positive
influence on OCB. When there
is  high-quality interaction
between superiors and
subordinates, the superior's
view of subordinates will be
positive.

5) The regression coefficient of
the social capital variable (Y1)
is 0.144 (positive value), this
means that the social capital
variable has a positive influence
on OCB. This social capital can

encourage the emergence of an

OCB  attitude if  each

management can create a good

quality relationship between

each management  without

being limited by the position

structure.
Coefficient of  Determination
Analysis

The adjusted R? value of 0.339
means that the magnitude of the
influence of the psychological capital
variable (X1) and the LMX variable
(X2) on social capital (Y1) is 33.9%
while the remaining 66.1% is
influenced by other variables not
included in the study.

The adjusted R? value of 0.342
means that the magnitude of the
influence of the psychological capital
variable (X1), LMX variable (X2)
and social capital (Y1) on OCB (Y2)
IS 34.2% while the remaining 65.8%
is influenced by other variables not
included in study

Hypothesis testing

Partial hypothesis test (t test)
ypothesis testing with t test is  used
to find out which partial hypothesis is
accepted.

The test results are as follows:

a. The test is carried out using the
results of the t test. The
calculation results show that the
regression coefficient value of the
psychological capital variable has
a t-count value of 8.481 which is
positive  with a statistical
significance value of 0.000 <0.1.
This means that there is a positive
influence of psychological capital
variables on social capital at the
Semarang Post Office in Ungaran
Area. Ths means that the first
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hypothesis is accepted.

b. The test is carried out using the
results of the t test. The
calculation results show that the
regression coefficient value of the
LMX variable has a t-count value
of 4.124 which is positive with a
statistical significance value of
0.000 <0.1. This means that there
is a positive effect of the LMX
variable on social capital at the
POS Semarang Ungaran Area.
This means that the second
hypothesis is accepted.

c. The calculation results show that
the regression coefficient value of
the psychological capital variable
has a t-count value of 6.100 which
is positive with a statistical
significance value of 0.000 <0.1.
This means that there is a positive
influence of psychological capital
variables on OCB at the POS
Semarang Ungaran Area. This
means that the third hypothesis is
accepted.

d. The calculation results show that
the wvalue of the regression
coefficient variabel LMX
memiliki nilai t hitung 2,403 yang
bernilai  positif dengan nilai
signifikansi hitung 0,017 < 0,1.
This means that there is a positive
effect of the LMX variable on
OCB at the POS Semarang
Ungaran Area. This means that
the fourth hypothesis is accepted.

The  results of  further
calculations show that the regression
coefficient value of the social capital

variable has a t-count value of 2.169

which is positive with a statistical

significance value of 0.032 <0.1. This
means that there is a positive
influence of social capital variables
on OCB at the POS Semarang

Ungaran Area. This means that the
fifth hypothesis is accepted.
Simultaneous Hypothesis Testing
(F Test)

In the first model, the calculated
significance value is 0.000, which
means the calculated significance
value is < 0.1, then the independent
variables simultaneously or jointly
have a significant effect on the
dependent variable or the
psychological capital variable and
LMX jointly affects social capital.

In the second model, the
calculated significance value is 0.000
so it can be explained that the
arithmetic significance value <0.1
means that the independent variables
simultaneously or jointly have a
significant effect on the dependent
variable or product diversity
variables, LMX and social capital
together have an effect on OCB

Mediation Effect Test

The results of the Sobel test for
the relationship of psychological
capital variables to Organizational
Citizenship Behavior mediated by
social capital and the relationship of
leader-member exchange variable to
Organizational Citizenship Behavior
mediated by social capital, because
they both have a Z value greater than
1.96 and a significance level at below
0.05.

DISCUSSION OF RESEARCH

RESULTS

1. Effect of Psychological Capital
(X1) on Social Capital (Y1)

The first hypothesis is
accepted, psychological capital
has a positive effect on the social
capital of the POS Semarang
Ungaran Area.
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This implies a relationship
between social capital and better
health conditions of individuals
and society, higher optimism,
increased involvement in positive
hygiene  behaviors, increased
resilience to adversity and
decreased mental disorders. In
addition, people with higher
psychological capital are better
able to engage in intellectualraksi
kelompok dan partisipasi sosial..

. Effect of LMX (X2) on Social
Capital (Y1)

The second hypothesis is
accepted, there is a positive effect
of the LMX variable on social
capital at the POS Semarang
Ungaran Area.

Conceptually, LMX is
described as an exchange of ways
or processes that make it look like
a leadership model. A high LMX
relationship is characterized by
friendship, loyalty, professional
respect and contribution, whereas
a low LMX relationship is
characterized by a lack of
friendship, loyalty, professional
respect and presence.

. Effect of Psychological Capital
(X1) on OCB (Y2)

Based on the results of
research, psychological capital has
an effect on OCB at the POS
Semarang Ungaran Area.

The higher the psychological
capital the higher the OCB, the
lower the psychological capital the
lower the employee's OCB. Self-
efficacy and expectations are some
of the dimensions that most
influence OCB behavior described
through research.

. Effect of LMX (X2) on OCB (Y2)
This means that there is a

CONCLUSIONS

positive effect of the LMX
variable on OCB at the POS
Semarang Ungaran Area, so the
fourth hypothesis is accepted.

When there is high-quality
interaction between superiors and
subordinates, the superior's view
of subordinates will be positive.
This can increase self-confidence,
subordinates feel if their superiors
support and motivate them, and
subordinates will feel more respect
for their superiors and they will do
work exceeding company
expectations.

Effect of Social Capital (Y1)

This means that there is a
positive influence of social capital
variables on OCB at the POS
Semarang Ungaran Area so that
the hypothesis is accepted.

This social capital can
encourage the emergence of an
OCB attitude if each management
can create a good quality
relationship between each
management without being limited
by the position structure.

AND

SUGGESTIONS
Conclusion

a.

b.

C.

Psychological capital has a
positive effect on social capital.
Leader-member exchange has a
positive effect on social capital.
Psychological capital has a
positive effect on Organizational
Citizenship Behavior.

. Leader-member exchange has a

positive effect on Organizational
Citizenship Behavior.

. Social capital has a positive effect

on Organizational
Behavior.

Citizenship

f. Social capital mediates the effect of



Jurnal llmiah, Manajemen Sumber Daya Manusia
JENIUS

psychological capital on
Organizational Citizenship
Behavior.

g. Social capital mediates the
influence  of Leader-member
exchange on  Organizational
Citizenship Behavior.

Suggestion

a. In connection with the low value of
one of the indicators on the
psychological capital variable,
namely the giving of bonuses is
very motivating for someone, it is
recommended that the
management of the Semarang Post
Office in the Ungaran Area start
giving bonuses to their employees
in order to further improve their
abilities and as motivation for the
employees themselves or others.

b. In connection with the low value of
the two indicators on the leader-
member  exchange  variable,
namely in decision-making the
leader always involves its
members and each individual
obeys the existing regulations, it is
advisable to pay attention to what
the opinions of employees are so
that it can become one vision and
one goal, to In compliance with
regulations,  management is
expected to provide some kind of
reward so that other employees are
more motivated.

c. In connection with the low value of
one of the indicators on the social
capital variable with a statement
that 1 always use non-formal
language in  daily casual
discussions (chats) with my
colleagues, it is recommended that
the management of the Semarang
Post Office in the Ungaran Area
start paying attention to the style

of language used.by its employees
S0 as not to get carried away when
serving consumers or customers.
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ABSTRACT

The purpose of this study was to determine and analyze the effect of
Competence and Work Motivation on work Satisfaction and their influence on
Village Apparatus Performance in Sakra District, East Lombok Regency. The type
of research used was explanatory research, because in this study it highlighted the
relationship between research variables and tests hypotheses. The populations of
this study were 72 village officials in Sakra District, East Lombok Regency. While
the sample in this study was a saturated sample or take all members of the
population. This was because the research conducted in this study was a census
study where this method applied if the population members are relatively small or
easily accessible.

Data was collected by distributing questionnaires to Village Apparatus in
Sakra District, East Lombok Regency. The data analysis technique used in this
study was a two-stage regression technique.

The results of this study indicated that competence and work motivation have
a positive effect on work satisfaction. Likewise, work satisfaction had a positive
effect on the performance of Village Apparatus in Sakra District, East Lombok
Regency.
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INTRODUCTION

Entering the industrial era 4.0,
the organization demands to be able
to optimize its resources as an
organizational effort to achieve its
goals. Human resources play a very
important role in dealing with the
changes that occur and which move
the factors of production to become
more productive. Therefore, good
management of human resources is
needed which will increase the
effectiveness and efficiency of the
organization in carrying out its
functions, including one of the
government agencies in this case is
the village government.

According to Law Number 6 of
2014, a village is a village and
customary village or what is called by
another name, hereinafter referred to
as a village is a legal community unit
that has territorial boundaries that are
authorized to regulate and manage
government affairs, the interests of
the local community based on
community initiatives, rights of origin
, and/or traditional rights that are
recognized and respected in the
government system of the Unitary
State of the Republic of Indonesia.

Meanwhile, the Village
apparatus according to the Regulation
of the Minister of Home Affairs of the
Republic of Indonesia Number 67 of
2017 is an element of staff who assists
the Village head in policy formulation
and coordination  which is
accommodated in the Village
secretariat, and elements that support
the duties of the Village head in
implementing  policies that are
accommodated in the form of
technical implementers and regional
elements. .

Performance  according to

Simamora (2006), refers to the level
of achievement of tasks that make up
an employee's job, performance
reflects how well employees meet the
requirements of a job. Meanwhile,
according to Hasibuan (2016), says
that performance is a result of work
achieved by a person in carrying out
the tasks assigned to him based on
experience, skills, and sincerity and
time.

In this study, the performance
of the Village Apparatus can be
understood as the magnitude of the
contribution given by the Village
Apparatus to the progress and
development of the village that is part
of its working area. Thus, a more
intensive and optimal performance
from the Village Apparatus is needed
for the optimization of the tasks it
carries out. The performance of the
Village Apparatus is very important,
this shows how far the tasks that have
been carried out through the tasks and
authorities given can be carried out in
a real and maximum manner in
accordance with the mission that has
been set as the basis for carrying out
the tasks carried out.

In line with the times, it has
become a current demand and need
that the Village Apparatus must
develop, in mastering science and
technology, especially in their field of
duty, namely as public servants.
Therefore, in carrying out their work
to achieve the desired performance,
the job satisfaction factor of the
Village Apparatus is very decisive.

According to Robbins (2015),
job satisfaction is the general attitude
of an individual towards his work, to
compare the amount of rewards
received by a worker with the amount
of expectations he has regarding the
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rewards that must be received.

Village apparatus job
satisfaction is largely determined by
the competence factor. According to
Wibowo (2016), competence is the
capacity to perform tasks that depend
on the ability, information and mental
assistance of workers needed in
certain jobs.

In addition to competence,
another factor that is also important
and related to the job satisfaction of
the Village Apparatus is work
motivation. Motivation is a process
that starts from a physiological force
or need that results in a behavior or
drive aimed at a goal or incentive
(Robbins and Judge, 2018). This is
important considering that motivation
has a close relationship with a
person's attitudes and behavior.
Motivation itself can be interpreted as
a driving force / impetus to do a job,
which can come from within and also
from outside. (Dalyono, 2005).
Therefore, before achieving optimal
performance, it is necessary to pay
attention to how the job satisfaction of
the Village Apparatus regarding the
competence and satisfaction of the
motivation received and felt so that it
will also have an impact on the
performance  of the  Village
Apparatus.

In this study the authors are
interested in examining the influence
of competence and work motivation
on job satisfaction and their impact on
the performance of village officials in
Sakra District, Lombok Regency.

LITERATURE REVIEW
Competence

Competence can be interpreted
as an action or behavior that can be
measured through a combination of

knowledge, expertise and ability to do
something (Siagian:2008).
Competence  consists of  the
combination of knowledge, skills and
abilities needed to complete tasks and
functions in the workplace. Some
competencies are visible and some
are hidden (Mathis and Jackson,
2011). Knowledge is more visible,
recognizable to match people to jobs.
Although some skills can be seen,
some are less identified, but hidden
competencies in the form of skills that
may be more valuable can improve
performance. While the ability itself
shows a person's success in
completing work.

HR competencies needed to
face new challenges and types of
organization in the waorkplace.
Competence can be obtained by
understanding the characteristics that
we look for in the people who work in
the organization. The basic concept of
competency standards in terms of
estimology, competency standards
are open to two vocabularies, namely
standards and competencies. Standard
is defined as an agreed measure or
benchmark, while competence is
defined as the ability to carry out tasks
in the workplace which includes
applying skills that are supported by
knowledge (cognitive) and ability
(ability) in accordance with the
required conditions. Thus,
competency standards can be
assumed as a formulation of what
abilities and skills must be possessed
by the workforce (HR) in carrying out
work in accordance with the
requirements set/agreed upon.

Motivation
In the opinion, Robbins in
Suparyadi (2015) defines motivation
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as a willingness to spend a level of
effort for organizational goals, which
is conditioned by the ability to fulfill
an individual need. David Mc.
Clelland  (2015)  proposes a
motivation theory that is closer to the
concept of learning, where he
believes that there are three basic
human needs, namely: (1). Need for
Achievement, n Aff (the need for
achievement), namely the drive to
excel, to do work beyond the
specified standard for success, people
have a strong drive to succeed,
struggle to achieve to get rewards, or
the desire to do something better and
more efficient. (2). Need for
Amiau'on, n Aff (need for affiliation)
desire for friendly and intimate
interpersonal relationships to be liked
and accepted by others in friendship,
prefer cooperative situations to
competitive situations, and desire
relationships that involve a degree of
mutual understanding high return. (3)
Need of Power, n Pow the need to
make others behave as desired
without being forced, the need for the
desire to have influence and control
others. and prefer to be placed in a
competitive and  status-oriented
position, tend to care more and gain
influence over others than effective
performance.

Job satisfaction

Job satisfaction is basically an
individual thing. Each individual will
have a different level of satisfaction
according to the value system that
applies to him. The more aspects of
work that match the individual's
wishes, the higher the level of
satisfaction he feels.

The  definition of  job
satisfaction according to Robbins &

Judge (2018) states that job
satisfaction is a positive feeling about
work, resulting from an evaluation of
its characteristics. A person with a
high level of job satisfaction has
positive feelings about his job, while
someone with a low level of job
satisfaction has negative feelings
about his job.

Meanwhile, according to Locke
(in  Titisari, 2014) provides a
comprehensive definition of job
satisfaction which includes cognitive,
affective and evaluative reactions or
attitudes and states that job
satisfaction is a moderate emotional
state or positive emotion that comes
from an assessment of one's work or
work experience.

According to Luthans & Freds
(2006) job satisfaction is the result of
employees' perceptions of how well
their work provides things that are
considered important.

According to Hasibuan (2016),
job satisfaction is an emotional
attitude that is pleasant and loves his
job. Meanwhile, according to Sopiah
(2008) job satisfaction is a person's
emotional response to work situations
and conditions. So it can be concluded
that job satisfaction is a person's level
of feeling in looking at his work,
which means an employee looks like
or dislikes his job seen from his
attitude towards the work he does.

Performance

According to  Armstrong
interpreting performance as the result
of work that has a strong relationship
with the strategic goals of the
organization (in Wibowo, 2016).
Meanwhile, according to
Mangkunegara (2015), performance
is the result of work in quality and
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quantity achieved by an employee in
carrying out his duties in accordance
with the responsibilities given to him.

METHOD

This type of research was
explanatory research, because this
research  explains the position
between the variables studied and the
relationship between one variable and
another through hypothesis testing
that has been formulated (Sugiyono,
2019).

The populations in this study
were 72 Village Apparatus from 12
villages in Sakra Subdistrict, East
Lombok Regency which consisted of
six Village Apparatus, namely:
Village Head, Village Consultative
Body (BPD), Technical Implementer
(Head of Government Affairs, Head
of Development Affairs, Head of
People's Welfare Affairs and Head of
Financial Affairs) with the number of
Village Apparatus.

The sample in this study was
using a saturated sample, which was
taking all members of the population

population were relatively small or
easy to reach. Besides that, if the
population was less than 100 people,
the total sample was taken, but if the
population was greater than 100
people, 10-15% or 20-25% of the total
population could be taken (Arikunto,
2012).

Selection of Village Apparatus
in Sakra Subdistrict, East Lombok
Regency as a research location using
purposive sampling technique was a
sampling technique with certain
considerations (Sugiyono, 2019). The
consideration was that Sakra District,
East Lombok Regency was one of the
oldest customary sub-districts in the
East Lombok District.

RESULT

This validity test was done by
comparing r count with r table. In this
study, showing r count (Corrected
Item Total Correlation) > r table, the
questionnaire was declared valid. The
results of testing the validity of the
questionnaire can be seen in table 1
below:

because the members of the
Table 1: Questionnaire Validity Calculation Results
r hitung (Corrected ¢ tabel
Variabel Indikator Item Total B Kriteria
: (0=0,05)
Correlation)

X1.1 0.717 0,235

X1.2 0.694 0,235
X1.3 0.814 0,235 Valid Valid
X1.4 0.738 0,235 Valid Valid
Competence (X1) X1.5 0.752 0,235 Valid Valid
X1.6 0.767 0,235 Valid Valid
X1.7 0.776 0,235 Valid Valid

X1.8 0.771 0,235

X1.9 0.757 0,235

X1.10 0.736 0,235

r hitung (Corrected ¢ tabel

Variabel Indikator Item Total B Kriteria
: (0=0,05)
Correlation)
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X2.1 0,590 0,235
X2.2 0,547 0,235
X2.3 0,439 0,235
X2.4 0,.409 0,235 . .
X2.5 0,580 0,235 \\;Z::g \\;Z::g
X2.6 0,777 0,235 . .
o X2.7 0,601 0235 | validValid
Work motivation ' ’ Valid Valid
X2.8 0,730 0,235 . .
(X2) Valid Valid
X2.9 0,465 0,235 valid Valid
X2.10 0,503 0,235 valid Valid
X2.11 0,423 0,235 valid Valid
X2.12 0,660 0,235
X2.13 0,667 0,235
X2.14 0,595 0,235
X2.15 0,443 0,235
X2.16 0,401 0,235
Y1.1 0.613 0,235 Valid
Job satisfaction Y1.2 0.715 0,235 Valid
(Y1) Y1.3 0.667 0,235 Valid
Y14 0.640 0,235 Valid
Y15 0.633 0,235 Valid
Y2.1 0.611 0,235 Valid
Y2.2 0.697 0,235 Valid
Y2.3 0.669 0,235 Valid
Y2.4 0.654 0,235 Valid
Village Apparatus Y25 0.718 0,235 Valid
Performance (Y2)  Y2.6 0.519 0,235 Valid
Y2.7 0.621 0,235 Valid
Y2.8 0.725 0,235 Valid
Y2.9 0.574 0,235 Valid
Y2.10 0.690 0,235 Valid
Source: Processed primary data
While the reliability test on all the (X2) Reliebe
variables studied, the results of the Job |
Cronbach Alpha calculation are above satisfaction Reliebe
0.6,_this means that e_xll the variabl_es (Y1) |
‘ftlljj)?leZd are reliable. This can be seen in Village
able 2:
Table 2: Summary of Variable Apparatus
Reliability Calculation Results Performanc
r hitung r Kriteri ; (Y-Z) i
Variabel | (Cronbac standa . Source: Processed primary data
h Alpha)| r

Model Feasibility Test
The Influence of Competence and Work
Motivation on Job Satisfaction

Competenc 0,913 = 0,60 Reliebe
e (X1) 0,841 | 0,60 |
Work 0,659 | 0,60 Reliebe

motivation| 0,839 | 0,60 |

JENIUS. Vol. 6, No. 1, September 2022
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a. Coefficient of Determination
Table 3: The Result of Calculation of
the Coefficient of Determination Effect
of Variables X1 and X2 on Y1

Adjuste | Std.
Mode | R R 1 Error
Squar |RSquar |of the
e e Estima
te
1 581 |.338 | .319 [1.7124
2 3

Source: Processed primary data

Table 3 above shows that the
adjusted R2 figure is 0.319. This
means that the two independent
variables, namely Competence
(X1) and Work Motivation (X2)
can explain the variation of the
dependent variable Job satisfaction
(Y1) by 31.9% while the
remaining 68.1% is explained by
other variables / factors outside the
model, for example Individual
Characteristics, Education, Skills,
Experience and so on

Uji F

Table 4: F Test Results The
Effect of Variables X1 and X2 on Y1

Model df | F |Sig.
Regression |2
1 Residual 59 [17.616 |gpo@
Total |1
Source: Processed primary data
Table 4 above shows that
the calculated F value = 17,616 >
F table = 3.15 (df1 = k = 2 and df2
=n-k-1=72-2-1=69, =
0.05), with numbers significance
= 0.000 < = 0.05 (significant), so
this model is feasible to use.
The Effect of Job Satisfaction on
Village Apparatus Performance
a. Koefisien Determinasi
Table 5: The Result of Calculation of

the Coefficient of Determination The
Effect of Y1 on Y2 Variabel

Adjus Std.Erro
ModR R tedR rofthe

el Squa SquarEstimate
re e
1 491|241 230 3.94346
1a

Source: Processed primary data

From Table 5 above, it can be
seen that the adjusted R2 figure is
0.230. This means that the Village
Apparatus Performance variable
(Y2) can be explained by the Job
satisfaction variable (Y1) of 23%
while the remaining 77 % was
explained by other variables/factors
outside the model. for example
leadership, work environment and
so on.

b. Uji F
Table 6: F Test Results The Effect
of Variable Y1 on Y2

Model dff F |Sig.
Regression | 1
1 Residual | 7022.213/000°
Total 71
Source: Processed primary data

Meanwhile, table 6 above
shows that the calculated F value =
22.213> F table =4.00 (df =k =1
anddf2=n-k-1=72-1-1=
70 = 0.05), with the numbers
significance = 0.000 < = 0.05
(significant), so this regression
equation model was feasible to
use.

Regression Analysis

Meanwhile, the effect of
competence variable (X1) and work
motivation (X2) on job satisfaction
(Y1) can be seen in table 7 below:
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Table 7. Analysis Results Regression Coefficient of Effect of Variables X1 and

X2onY?2
Model Unstandardized Standardi zed T | Sig.
Coefficients Coefficien ts
B Std. Error Beta

1 (Constant) 1.053 3.785 278 782
Competence (X1) 196 072 233 2.710 002
Work motivation 499 .066 468 7.526 (000
(X2)

Source: Processed primary data

Table 7 above shows that the
regression coefficient 1 =0.233 and 2
= 0.468 then from these numbers the
regression equation model can be
arranged as follows:

Y1=1X1+2X2 + el or KK =
1KP+ 2 MK+ el

Y1 =0.233 KP + 0.468 MK +
el
Based on the above equation, the
following interpretation can be made:
a. Regression coefficient 1 (beta) =

0.233, because it was positive (+),

the increase in competence will
increase work satisfaction.

b. Regression coefficient 2 (beta) =
0.468, because it was positive (+),
the increase in work motivation
will increase job satisfaction.

While the effect of work
satisfaction on village apparatus
performance can be explained by
looking at the results of the regression

coefficient calculations in table 8

below:

Table 8. Regression Coefficient of Effect of Variable Y1 on Y2

Model Unstandardized Standardi zed T Sig.
Coefficients Coefficien ts
B Std. Error Beta
1 (Constant) 21.726 | 4.382 4.958 .000
Job satisfaction 1.063 226 1491 4.713 | .000
(Y1)

Source: Processed primary data

Based on Table 8 above, the
influence of the variable work
satisfaction (Y1) on Village
Apparatus Performance (Y2).shows
that the regression coefficient (beta)
or 3 = 0.491, the regression equation
model: Y2 = 3Y1 +e2 or KG = 3KK
+e2 KG =0.491 KK + e2

Based on the above equation, an
interpretation can be made of the
regression coefficient 3 (beta) =
0.491, because it is positive (+), the
increase in job satisfaction will
increase the performance of village
officials.

Hypothesis Testing

Hypothesis test of the influence
of competence variable on work
satisfaction (H1).
Hypothesis (H1):
HO : 1= 0 : Competence has no effect
on work satisfaction
Ha: 1> 0: Competence has a positive
effect on work satisfaction.

Table 7 shows that the value of
t arithmetic (for 1) = 2.710 > t table =
1671 (df=n-k-1=72-2-1=69,
= 0.05, one-sided test) with a
significance value = 0.002 < = 0.05,
so Ho was rejected and Ha was
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accepted (significant). Thus
hypothesis 1 (H1) that competence
has a positive effect on job
satisfaction was proven.
Hypothesis test of the effect of work
motivation on work satisfaction (H2).
Hypothesis (H2):
HO : 2 = 0 : Work motivation has no
effect on work satisfaction
Ha : 2 > 0 : Work motivation has a
positive effect on work satisfaction.
Table 7 also shows that the
value of t arithmetic (for 2) = 7.526 >
t table = 1.671 with a significance
number = 0.011 < = 0.05, so Ho was
rejected and Ha was accepted
(significant). Thus hypothesis 2 (H2)
that work motivation has a positive
effect on work satisfaction is proven.
Hypothesis Testing the Effect
of work Satisfaction on Village
Apparatus Performance in Sakra
District, East Lombok Regency.

Hypothesis (H3):

HO : 3 = 0 : work satisfaction has no
effect on the performance of the
Village Apparatus.

Ha : 3 > 0 : work satisfaction has a
positive effect on the performance of
the Village Apparatus.

Table 8 shows that the value of t
arithmetic (for 3) = 4.713 > t table =
1671 (df=n-k-1=72-1-1=70,
= 0.05, (one-sided test) with a
significance value = 0.000 < =0.05 so
Ho was rejected and Ha was accepted
(significant).Thus, hypothesis 3 (H3)
that work satisfaction has a positive
effect on the performance of Village
Apparatus in Sakra District, East
Lombok Regency is proven.

The results of the analysis show
that competence has a positive and
significant effect (sig. = 0.002) on
work satisfaction, so that hypothesis 1

(H1) was proven and can be
interpreted that increasing
competence will be able to increase
the work satisfaction of Village
Apparatus in Sakra District, East
Lomok. This was in accordance with
the results of Pandey's (2015)
research which found that
competence is one of the factors that
have a significant effect on job
satisfaction.

Work motivation has a positive
and significant effect (sig. = 0.000) on
work satisfaction, so hypothesis 2
(H2) was proven and can be
interpreted that the higher work
motivation will increase the work
satisfaction of Village Apparatus in
Sakra  District, East Lombok
Regency. This is also in accordance
with the results of research by Ni
Kadek Eni Juniari (2015) who found
a significant influence of motivational
factors on work satisfaction.

Likewise, the variable work
satisfaction has a positive and
significant effect (sig. = 0.000) on
performance. so that hypothesis 3
(H3) that work satisfaction has a
positive effect on the performance of
Village Apparatus in the Sakra
District of East Lombok Regency was
proven and can be interpreted that
increasing work satisfaction will be
able to improve the performance of
Village Apparatus in the Sakra
District of East Lombok Regency.
This was in accordance with the
results of Wijaya's research (2018)
which shows that job satisfaction has
a positive effect on employee
performance.
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CONCLUSION AND

SUGGESTION

Conclusion

1. Hypothesis 1  (H1) that
competence has a positive effect
on work satisfaction is proven. So
that, increasing competence will
be able to increase the work
satisfaction of Village Apparatus
in Sakra District, East Lombok
Regency.

2. Hypothesis 2 (H2) that work
motivation has a positive effect on
work satisfaction is proven. So
that, increasing competence will
be able to increase the work
satisfaction of Village Apparatus
in Sakra District, East Lombok
Regency.

3. Hypothesis 3 (H3) that work
satisfaction has a positive effect
on the performance of Village
Apparatus in Sakra District, East
Lombok was proven. So that
increasing job satisfaction will be
able to improve the performance
of Village Apparatus in Sakra
District, East Lombok Regency.

Suggestion

1. Limited variables that affect
performance in this study, so that
future research needs to improve
it by adding several relevant
variables so that it will enrich the
study of Village Apparatus
performance such as individual
characteristics, organizational
climate, work culture,
organizational commitment, work
environment and etc.

2. In order for the results of the
analysis to be more complete,
future research needs to use more
comprehensive analytical tools
such as Path Analysis so that it

will be possible to see the direct
and indirect effects of the
variables  that  affect the
performance of the Village
Apparatus in the East Lombok
Regency.

REFERENCES

Afandi, P. (2018). Human Resource
Management (Theory, Concepts
and Indicators). Riau: Zanafa
Publishing.

Arikunto, Suharsimi. (2012).
"Research Procedure". Jakarta: n
Rineka Cipta.

Dalyono, 2005. Educational
Psychology, Jakarta: Rineke
Cipt. Ministry of National
Education.

McClelland, D. 1961. The achieving
society. Princeton, NJ: Van
Nostrand Company Inc

McClelland, D. 2015. The achieving
society. Princeton, NJ: Van
Nostrand Company Inc

Desler, Gary, 1998, Human Resource
Management, Indonesian
Edition Volume | Fuad, Masud,
2004, Organizational Diagnostic
Survey: Concepts and
Applications Semarang:
Publishing Agency UNDIP.

Edison, Emron. Yohny Anwar and
Imas Komariyah. 2017. Human
Resource Management. Second
Edition. Bandung. Alphabet.

Hasibuan, H. Malay. 2016. Human
Resource Management. 18th
Printing.Bandung : PT Pemuda
Rosdakarya.

Luthans, F, 1998, Organizational

Behavior,  Eighth  Edition,
Singapore.McGraw Hill
International Editions.
Luthans,& Freds. (2006).
Organizational behavior.



Jurnal lImiah, Manajemen Sumber Daya Manusia m
JENIUS

Yogyakarta: Andi
Mangkunegara, A.P. (2015). HR

Performance Evaluation,
Publisher Refika  Aditama,
Bandung

Mathis L. Robert-John H. Jackson.
2011. Human Resources
Management 10th ed. Jakarta:
Salemba Empat.

Ni Kadek Eni Juniari , 2015 The
Effect of Motivation on Job
Satisfaction and Performance of
Civil Servants (Pns) at the Nusa
Dua Bali Tourism College E-
Journal of Economics and
Business Udayana University
4.11 (2015) : 823-840

Pandey Juneidy et al, 2015. The
Effect of Work Competency on
the Performance of Village
Government  Apparatus (A
Study in Pinelang District,
Minahasa Regency).JAP Vol.31
Vol.Ill 2015.

Article 1 paragraph (1) of Law
Number 6 of 2014 concerning
Villages.

Regulation of the Minister of Home
Affairs of the Republic of
Indonesia Number 67 of 2017

Robbins, Stephen P & Judge,
Timothy A
(2018).0Organizational Behavior
Edition 15. New Jersey: Pearson
Educatio.

Robbins, S. P., & Judge, T. A.
(2015).Organizational behavior.
Jakarta: Salemba Empat.

Siagian, S P. 2008. Human Resource
Management.Earth  Literature.
Jakarta.

Simamora, 2006.Personnel
Management  and Human
Resources. Earth  Literacy,
Jakarta.

Sitorus, 2019 The Effect of
Competence and Job Selection
on Employee Job Satisfaction At
Pt. Tirta Sumber Menara Lestari

sopiah.  (2008).  Organizational
Behavior. Yogyakarta: Andi.

Sugiyono, 2019.Statistics for
Research.Alfabeta. Bandung.

Suparyadi.(2015). Human Resource
Management, Creating
Competitive Advantage Based
on HR Competition. Jakarta:
Andi

Titisari, P. (2014). The Role of
Organizational Citizenship
Behavior (OCB) in Improving
Employee Performance. Jakarta:
Media Discourse Partners.

Wijaya Iwan Kurnia, 2018, The
Effect of Job Satisfaction on
Employee Performance in Bukit
Sanomas Cv, AGORA Journal
Vol. 6, No. 2 (2018).

Wibowo, 2016.Performance
Management, Fifth Edition, PT.
Rajagrafindo Persada Jakarta-
14240.



Jurnal llmiah, Manajemen Sumber Daya Manusia p-ISSN: 2581-2769

JENIUS e-ISSN: 2598-9502

The Effect of Leadership and Organizational Culture on Employee
Performance With Job Engagement as A Mediation Variable

Netty Laura, 2Geby Sasmitha

University Management Study Program August 17 1945, Indonesia
Email: Ynettylaura611@gmail.com, >gebysasmithall@gmail.com

(Received: June 2022; Reviewed: June 2022; Accepted: July 2022;
Available online: September 2022; Published: September 2022)

ABSTRACT

The following research aims to analyze the influence of leadership,
organizational culture, and job involvement on employee performance. This
research was conducted on employees and female employees in the area of North
Jakarta and its surroundings, where data collection used the distribution method.
The following research population is employees who work in the North Jakarta
area with 1-3 years of service. The number of respondents in the following research
reached 150 people. The following research data processing technique uses the
PLS (Partial Least Square) system. The results showed that organizational culture
and work involvement had a significant effect on employee performance, but
leadership had no significant effect on employee performance.
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INTRODUCTION

Every company has various
goals and one of them is to achieve the
goal or maximum output and results.
Because basically HR plays a very
important role in achieving maximum
goals for the company (Susan, 2019)
and it is undeniable that employee
performance is one of the important
points to achieve this. Employee
performance is the result of work
carried out by several people or even
more employees who are carried out
in accordance with their respective
positions and duties within a certain
time to achieve a predetermined
organizational goal. (Alfiz et al.,
2019) Employee performance greatly
affects the growth of the company,
many factors affect employee
performance, including from oneself
and others.

The company leader must have
thought that quality and quantity were
important and wanted good output
results achieved for his company. Of
course all that will not be achieved
without the presence of human
resources who help to develop the
company, it cannot be denied that
employee performance is one of the
important aspects and points in the
company chain. Employees or HR
(Human Resources) is a very
important subject as a strong
foundation in an organization or
company. Optimal employee
performance can be realized if leaders
in the company are able to manage
their resources into capable or reliable
resources (Eliyana & Ma'‘arif, 2019).

HR needs to be managed
properly professionally to create the
balance needed by employees, the
demands and capabilities of the
organization and the importance of

quality human resources for the
advancement of the company.
(Tangngisalu et al., 2020) This
balance is the main key for
development that will result in a
contribution to organizational
performance. (Putra & Wibowo,
2021). It was concluded by (Paais &
Pattiruhu, 2020) that the individual
behavior of company and group
members gives power over employee
performance.

The better the performance of
employees in the company, the easier
it will be for the company to achieve
its goals. And vice versa if the
employee's performance is low then
the company will be increasingly
difficult to achieve its goals.
(Jufrizen, 2018). Performance is
basically something that employees
give in determining how much they
contribute to the company in the form
of production results or services
provided. Basically, performance
greatly affects the quality of a
company, where performance
determines the level of success of the
running of a company produced by
human resources who own the
company according to the work
standards set. (Farisi et al., 2020)

One company in the Jakarta
area experienced a decline due to
shrinking employee performance.
Where that HR performance is largely
determined by the internal and
external environmental conditions of
the organization, including
organizational culture (Jufrizen &
Rahmadhani, 2020), but according to
(Puti, 2020) Employee performance
will reach its maximum depending on
the leadership style. If the ethics or
leadership style is good, it can
guarantee that employee performance
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will achieve maximum results.

Leadership style is how
superiors influence their subordinates
so that they want to do what the boss
wants in accordance with the goals of
the organization or company. The
stronger the leader regulates his
subordinates, the employee will be
motivated to improve the quality of
his work (Puti, 2020) Awareness that
the survival and growth of the
company is determined by the power
of money or capital and is determined
by how successful HR management is
in the organization. (Paais &
Pattiruhu, 2020).

Hendriks et al., (2020) Indeed,
the leader's character shapes his goals
and behavior which have an impact
on the output or results of the
organization including the results and
behavior of his subordinates.
Therefore, it is concluded that the
leader's character is considered an
important and indispensable
component for leadership
performance.

During this pandemic, many
companies experienced a decline both
in terms of production, sales, and in
terms of employee performance
which made the company not reach its
target. This is certainly a problem that
must be faced by the company, and of
course this makes management and
company managers have to think hard
for solutions to these problems.
Where the government makes
regulations that require every
company to be required to implement
5M and determine the progress of
WFH where the government in
research (Purwanto et al., 2020) urges
that business companies etc. to
implement WFH and divide the team
of workers into several parts,

employees are required to go to work
50 % of total employees.

The WFH period certainly
affects the running of the company
where  employee performance
decreases in addition to the lack of
direct communication  between
employees and the difficulty of
making reports that require physical
checks of goods documents and
others. This is certainly a problem and
challenge again for the company and
management. Company leaders must
think hard and make difficult
decisions, either reducing employees
due to a decrease in results or sales
during this pandemic and thinking
that during this pandemic the
company will continue to work and
work effectively during the WFH
period even though there are still
many things that need to be
considered and rethought.

According to (Mardianah &
Hidayat, 2020) The phenomenon that
occurs due to the company's policy on
WFH makes entrepreneurs and
government agencies doubt the
effectiveness of WFH in reducing the
performance of employees or
organizations comprehensively,
because not all sectors can implement
the policy.

The purpose of this study is to
seek knowledge and evidence that the
influence of organizational culture
and leadership style on employee
performance, and explain the
problems that exist in the company
due to the implementation of WFH
affecting the performance of
employees and the organization of the
company, the role of leaders in
making company policies greatly
affects for the development of the
company. The previous journals were
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used as a comparison for researchers.
Meanwhile, the contribution of the
following research for the company is
for companies to better understand the
important role of leadership style and
organizational culture on employee
performance so that there is no
decline in performance within the
company. And for researchers, the
following research is a science and
evaluation that is very useful both for
the present and in the future, and as a
comparison for future research.

LITERATURE REVIEW
Employee Performance

Talking about the performance
of employees is also inseparable from
factors that can affect individual
performance.  Work  motivation
factors and work environment are
factors that can have an impact on
employee performance. As a driving
factor for work motivation, it
encourages employees to carry out
activities that are very much needed,
especially  during the  current
pandemic (Zayd & Habiburahman,
2022)

And according to (Muizu et al.,
2019) that performance is an
achievement achieved by employees
based on the standards and measures
that have been set. But according to
(Mahmud & Sopiah, 2022) employee
performance is one of the markers
that organizations need to pay
attention to. When employees feel
unmotivated at work, this will have an
impact on inhibiting organizational
operational activities.

According to (Listiani et al.,
2019) Self Leadership has a positive
and significant effect on employee
performance and individual
characteristics have a positive and

significant effect on employee
performance.

However, several other experts
stated that according to (Sinambela &
Lestari, 2022) Increasing human
resources can be capital to face
market competition, one of which is
by improving employee performance.
Increased employee performance is
influenced by several factors,
including the work environment,
work ability, and leadership.

The increasing ability of
employees' skills or work has a
positive impact on increasing
employee performance (Munir et al.,
2022)

Leadership

According to (Mahmud &
Sopiah, 2022) leadership has an
Important position in an organization
in planning, coordinating, directing,
and supervising so that the prospects
for the organization's goals are in line
with  the expectations of the
organization. According to previous
research (Inceoglu et al., 2018) that
leadership behavior has a very
significant impact on employee
behavior, employee performance, and
employee welfare. Leadership has an
important position or role in an
organization in planning,
coordinating, directing, and
supervising so that the prospects of
the organization's goals are in line
with the expectations of the
company's organization.

A good leader is a leader who is
able to make wise decisions without
injuring his members, including a
positive impact on the continuity of
the organization he leads. According
to (Tirtayasa, 2019) Leaders are
obliged to give serious attention to
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fostering, mobilizing, mobilizing all
potential  employees in  their
environment so that the volume and
workload that is directed at the goal
can be realized. commitment so that
in the end it can improve high
performance.

Data-based  decision-making
refers to the approach business firms
and managers adopt in making
decisions based on the power of
acceptable and verifiable data
(Rejikumar et al., 2020)

In a fair organization the
relationship will be stronger if there is
transformational leadership
(Knezovi¢ & Drki¢, 2020)

Organizational Culture

(Bhardwaj & Kalia, 2021)
Organizational culture is also referred
to as the collective programming of
the mind, which distinguishes
members of one organization from
other organizations. According to
(Tirtayasa, 2019) the importance of
organizational culture, understanding
organizational culture as a mutual
agreement regarding the values that
bind all individuals in an organization
to  determine the  normative
boundaries of the behavior of
organizational members. The role of
organizational culture is to help create
a sense of belonging to the
organization,  create  emotional
attachment between the organization
and employees involved in the
organization itself, help create
organizational stability as a social
system and find patterns of behavioral
guidelines as a result of habitual
norms formed in everyday life. .
Culture guides individuals to behave
and instructs them on what to follow
and learn, and in organizations there

IS interaction between individuals
according to their respective roles and
functions in order to achieve common
goals. HR is very necessary to be
managed properly professionally to
create harmony between the interests
of employees and the interests of the
organization in advancing the
organization or company.

Job Engagement

Work involvement is a factor
that can affect the performance of
human resources in a company and
this is because in carrying out the
duties and responsibilities of each
individual employee who is obliged to
apply the values contained in the
company according to (Kharismasyah
& Tata, 2021) own work
involvement, namely the behavior of
employees who are related to work or
job descriptions which have been
defined as employee psychological
identification or employee
commitment to work (Sunyahni,
2021). To increase the productivity of
a company, work involvement is a
very important aspect for employee
work effectiveness and IS
indispensable for the development of
the company. Job engagement itself is
the most important thing in business,
namely it will get more attention from
the company because according to
research on work engagement that has
a positive impact on organization and
work (Yin, 2018)

METHOD

The following research uses a
guantitative method based on data
collection by filling out a gquestionnaire.
This research was conducted on workers
in several companies in Jakarta and its
surroundings, especially the North
Jakarta area. The population of the
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following research is all employees aged
between 18 years to the age of > 40 years
as many as 125 workers or respondents.
While the data analysis technique used is
using the PLS (Partial Least Square)
path, currently PLS is used to analyze
large data formats into simplified forms
(Ammad et al., 2021).

Based on the problem
formulation and research objectives,
the research model or concept is
described as follows:

JOB ENGAGEMENT (Z)
H

ORGANISASI (X2)

m :
H2
BUDAYA

HYPOTHESIS

Based on the conceptual
framework or model built in the
following research, the hypothesis is
formulated as follows:

H1). Leadership affects employee
performance

H2). Organizational culture affects
employee performance

H3). Leadership has an effect on job
engagement

H4). Organizational culture affects
job engagement

H5). Job engagement affects
employee performance

X1 ToY (Leadership On Employee
Performance)

(Fajrin, 2018) Employees need a
leadership style or a leader who can
grow work motivation, because by
creating high work motivation, the
performance of employees becomes
more effective and company goals
can be achieved more quickly.

X2 To Y (Organizational Culture
To Employee Performance)

(Wicaksono et al., 2021) In the
current era that is advancing and
developing, companies must be able
to maximize better employee
performance in order to achieve
maximum results. For corporate
organizations, training is a must or
mandatory for employees because it is
needed to provide added value in the
form of skills. which are updated in
carrying out their duties and high
work discipline so that they will
ensure order and smooth tasks for
optimal results, and for the employees
themselves will create a comfortable
and pleasant work atmosphere so that
it will increase morale.

X1 Against Z (Leadership On Job
Engagement)

Transformational Leadership is
one of the highest variables that affect
job engagement, consistent
transformational  leadership  can
motivate employees to be involved in
doing work outside the set standards,
Leaders with a transformational
mindset can increase employees' high
expectations and provide a vision and
mission and lead to solutions
rationally to challenge themselves
constantly. And the High
Performance Work System, which
aims to create pleasant working
conditions and a  productive
workplace, can be said to be the most
important part of job engagement
(Maharani, 2021).

X2 Against Z (Organizational
Culture On Job Engagement)

In an organization with a strong
culture, shared values are deeply
understood and embraced by some
members of the organization, a strong
and positive culture greatly influences
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the behavior and effectiveness of the
organization's work. Work
engagement is a positive attitude of
employees and the company
(commitment, involvement, and
attachment) to the cultural values and
the success of the organization or
company. Employees who have work
engagement also have high initiative
in doing tasks and are more motivated
to learn more than what they do on a
daily  basis. (Prahara, 2020)
Employees who have a high work
engagement value have 3 advantages,
namely employees are happier and
more enthusiastic so they can produce
job resources that will have an impact
on completing task performance with
good results. Both employees will be
healthier ~ both  physically and
mentally or psychologically so that
employees are more focused in
completing their work. The three
employees will channel  work
engagement to  other  fellow
employees so that interpersonal
relationships can be well established
and team performance will be well
established too.

Z To Y (Job Engagement On
Employee Performance)

Job engagement is a complex
concept which can be influenced by
several  factors, for example,
workplace culture organizational
communication, managerial style that
triggers trust and respect and the
leadership adopted by the company
itself. Employees who are bound will
work hard with positive thoughts so
they will quickly complete their tasks
at work, employees who are bound
will automatically improve their
performance trying to align with the
goals of achieving the company's
goals. (Manalu et al., 2021).

The following research
locations are in North Jakarta and its
surroundings and  the  target
participants of the research are
employees and female employees of
the Jakarta and surrounding areas.
The procedure for collecting data is
by distributing questionnaires to these
targets via Google Form. As we know
that Google Form is one of the
facilities that can be used for data
collection purposes for research. With
this we can use it to distribute
questions or statements that will be
filled out using individual devices via
online (Kurniawan, n.d.) According
to (Igbal et al., 2018) Google Form as
an evaluation tool is expected to be
able to provide convenience in
learning evaluation activities, from
evaluation planning to evaluation. to
efficiency, effectiveness as well as
learning and can have an impact and
benefit both from the aspect of
affective, efficiency, attractiveness
and appearance.

The characteristics of
respondents based on descriptive
analysis  carried out provide
information that the majority of
respondents are women with a result
of 54.8%

@ Perempuan
@ Laki-Laki

54,8%

with the average age of
respondents in the number 21-28
years with a percentage of 66.1%,
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@ 18- 20 Tahun
29-35 Tahun @ 21-28 Tahun
31 (26%) 29-35 Tahun

@ 36-40 Tahun
> @ > 41 Tahun
— ]

with permanent employee
employment status with 51.6% results

@ Kontrak
® Tetap

48,4%

and working period of 1-3 years with
a percentage of 50.8%

X1.1

X1.2 0.785

0.844 ™

T2 *-0.839 :

0.137 -0.027

@ 1-3 Tahun

@ 4-5 Tahun

25,8% 6-10 Tahun
a @ > 11 Tahun

50,8%

This shows that employees or
employees who work in the Jakarta
area on average are employees who
have just worked for a period of time
that are relatively young or early with
an average age of 20 - an

RESULT

From the processing of data
obtained from the distribution of
questionnaires, the researcher will test
the validity and reliability of the
overall results, along with the results
of the data processing.

Y.1 Y.2 T2 Y4 Y.5 Y.6

T~

ors 0601 068 D8 osip oo

///

0.653 0.418

X2.1
LN

iz 0733
-

oeso:‘:
0506 —
0793 —

x2.4 0731 2~

:-
0774
X25 -

'd
X286

Measurement (Outer) Model Or
the outer measurement model can be
determined by Cronbach's Alpha,
Composite Reliability and rho A
whose value is required > 0.7 and
Average Variance Extracted (AVE)
whose value is required > 0.5. In the
table below, it can be seen that this
study has Cronbach's Alpha,

Xa3

X2

Composite Reliability and rho A
values all > 0.7 and the Average
Variance Extracted (AVE) values are
all > 0.5, except for the Y variable for
AVE, the results of data processing
show that they are not reliable. This
proves that the average results of the
respondents in this study are valid and
reliable.
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Tabel 1.

Cronbach's | rho_A | Composite Average

Alpha Reliability Variance

Extracted
(AVE)
(X1) Kepemimpinan 0,825 0,834 0,884 0,656
(X2) Budaya Organisasi 0,809 0,824 0,862 0,513
(Y) Kinerja Karyawan 0,754 0,774 0,830 0,452
(Z) Job Engagement 0,788 0,791 0,856 0,543

Structural (Inner) Model

Structural (Inner) Model or
structural model (inside) can be
determined by looking at the value of
R Square which states that if the R
Square owned is <0.3 then the value
is weak, if the value is 0.3-0.4 then the
value is moderate. , if the value is 0.5
- 0.6 then the value is quite strong, if
the value is > 0.6 then the value is
very strong. In the research model that
has been discussed earlier, it can be
seen that the R Square value
contained in this study is 0.520. It
states that the R Square in this study
is quite strong. With an R Square
value of 0.520, it can be interpreted

leadership variable on employee
performance and job engagement
mediation contributes 0.520 or
52.0%, of which the rest of the value,
which is 0.48 or 48.0%, is influenced
by other variables. were not included
or were not investigated in this study.

HYPOTHESIS TESTING

In testing this hypothesis, it can
be seen from each path coefficient
which states that it is significant or not
significant  between  constructs.
Hypothesis significance test can be
done by looking at the T-Statistic and
P Value, if the T-Statistic value is >
1.96 and P Value <0.5 then it can be

that the organizational culture said to have significant validity.
Tabel 2.
Original | Sample | Standard T P
Sample | Mean | Deviation | Statistics | Values

Kepemimpinan
Terhadap Kinerja -0,027
Karyawan (X1-Y)

-0,004 0.086 0,312 0.755

Budaya Organisasi
Terhadap Kinerja 0,418
Karyawan (X2-Y)

0,411 0,095 4,382 0,000

Kepemimpinan
Terhadap Job 0,137
Engagement (X1-Z)

0,157 0,060 2,279 0,023

Budaya Organisasi
Terhadap Job 0,653
Engagement (X2-Z)

0,643 0,065 10,017 | 0,000

Job Engagement
Terhadap Kinerja 0,363
Karyawan (Z-Y)

0,357 0,109 3,325 0,001
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A.The Effect of Leadership on Value is 0.023. This value is

Employee Performance

Based on the results of the
hypothesis test above, it can be
seen that the T-Statistic value
related to leadership on employee
performance is 0.312 and the P
Value is 0.755. From this value, it
proves that the leadership variable
has the lowest value of the 5
hypotheses studied in influencing
product innovation. It can be
concluded that leadership
produces an insignificant value
and it can be said that leadership
has a negative effect on employee
performance and Hypothesis 1 is
rejected.

. The Influence of Organizational
Culture on Employee Performance
Based on the results of the
hypothesis test above, it can be
seen that the T-Statistic value
related to Organizational Culture
on Employee Performance is 4.382
and the P Value is 0.000. This
value is obtained from the
magnitude of the influence of
Organizational Culture in
influencing Employee
Performance so as to produce a
significant value and it can be said
that Organizational Culture has a
positive effect on influencing
Employee  Performance  and
Hypothesis 2 is accepted.

. Influence of Leadership on Job
Engagement

Based on the results of the
hypothesis test above, it can be
seen that the T-Statistic value
related to Leadership on Job
Engagement is 2.279 and the P

obtained from the magnitude of the
influence of Leadership in
influencing Job Engagement so
that it produces a significant value
and it can be said that Leadership
has a positive effect on influencing
Job Engagement and Hypothesis 3
IS accepted.

. The Influence of Organizational

Culture on Job Engagement

Based on the results of the
hypothesis test above, it can be
seen that the T-Statistic value
related to Organizational Culture
on Job Engagement is 10,017 and
the P Value is 0.000. This value is
obtained from the magnitude of the
influence  of  Organizational
Culture in influencing Job
Engagement so as to produce a
significant value and it can be said
that Organizational Culture has a
positive effect on influencing Job
Engagement and Hypothesis 4 is
accepted.

. The Influence of Job Engagement

on Employee Performance

Based on the results of the
hypothesis test above, it can be
seen that the T-Statistic value
related to Job Engagement on
Employee Performance is 3.325
and the P Value is 0.001. This
value is obtained from the
magnitude of the influence of Job
Engagement  in influencing
employee performance so that it
produces a significant value and it
can be said that Job Engagement
has a positive effect on employee
performance and Hypothesis 5 is
accepted.
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The results of the following
research show that organizational
culture and job engagement have a
significant positive effect on
employee performance, these
results indicate that high and low
employee performance is based on
the influence of organizational
culture, and also job engagement
or called work engagement. So the
higher ~ the  application  of
organizational culture and work
involvement, the higher the
positive influence on employee
performance, the findings of the
following research are supported
by findings from (Manalu et al.,
2021). The more involved
members of the organization of an
organization are, the greater the
chance of achieving the desired
output or results of the company.
Then the performance  of
employees in the organization
increased significantly  and
positively because of the great
influence of the organization and
work involvement in the company.
However, from the following
findings the researcher found that
the leadership variable had a
positive but not significant effect
on employee performance. These
results indicate that the greater the
influence of leadership has not
been able to improve employee
performance, this cannot be
separated from the policies or rules
that apply in the company where
every employee member is obliged
achieve the targets set in each
employee member and division
within the company. So it was
concluded that this finding was
different from the findings from
(Gemeda & Lee, 2020) which

stated in their research that
transformational leadership style
has a significant  positive
relationship with work
engagement and innovative work
behavior, or it is concluded that
transformational leadership style
affects work engagement and work
behavior in the organizational
environment among employees
positively

CONCLUSION AND
SUGGESTION
Conclusion

Based on the findings in the
following research discussion where
the initial purpose of the following
research is to describe and find out the
strength of the organizational culture
leadership variables and existing
work involvement on employee
performance, it is concluded that the
high level of employee performance
is influenced by organizational
culture in the organization. The
company and work involvement also
affect the results of employee
performance with positive and
significant results. But in the
following study, the results of
leadership are not significant on
employee  performance, it is
concluded that in the following study,
employee correspondents do not
agree that leadership as an influence
on employee performance is inversely
proportional to the findings of
previous researchers that leadership
style affects the results of employee
performance.

Suggestion

As a researcher, my advice is to
try to keep employee performance
stable and run effectively is to pay
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more attention to employees and
embrace employees and teach, give
direction or educate a lot in the
organizational culture, for example,
provide good training so that workers
are more proficient in their work and
always innovate so that The company
is also still growing. The company
leader participates in providing input
directions in growing his organization
and paying attention to the workers
where HR itself is the spearhead in the
growth and development of the
company.

REFERENCES
Afandi, P. (2018). Human Resource
Management (Theory,

Concepts and Indicators). Riau:
Zanafa Publishing.

Alfiz, A., Widadi, B., Negara, I. S.
M., & Savitri, F. M. (2019).

CAUSE  ANALYSIS OF
EMPLOYEE
PERFORMANCE
PROBLEMS WITH

INTERRELATIONSHIP
DIAGRAM (CASE STUDY IN
STIKES HARAPAN
BANGSA PURWOKERTO).
Solutions, 17(2).

Ammad, S., Alaloul, W. S., Saad, S.,
& Qureshi, A. H. (2021).
Personal protective equipment
(PPE) usage in construction
projects: a systematic review
and smart PLS approach. Ain
Shams Engineering Journal,
12(4), 3495-3507.

Bhardwaj, B., & Kalia, N. (2021).
Contextual and task
performance: role of employee
engagement and organizational
culture in the hospitality
industry. Vilakshan-XIMB
Journal of Management.

Eliyana, A., & Ma‘arif, S. (2019). Job
satisfaction and organizational
commitment effect in the

transformational leadership
towards employee
performance. European

Research on Management and
Business Economics, 25(3),
144-150.
https://doi.org/10.1016/j.iedeen
.2019.05.001

Fajrin, 1. Q. (2018). The Influence of
Leadership Style on Employee
Performance  With ~ Work
Motivation as an Intervening
Variable (Study on Employees
of Kebon Agung Malang Sugar
Factory). Brawijaya University.

Farisi, S., Irnawati, J., & Fahmi, M.
(2020). The  Effect of
Motivation and Work
Discipline  on Employee
Performance.  Journal of
Humanities: Journal of Social
Sciences, Economics and Law,
4(1), 15-33.

Gemeda, H. K., & Lee, J. (2020).
Leadership styles, work
engagement and outcomes
among information and
communications  technology
professionals: A cross-national
study. Heliyon, 6(4), e03699.
https://doi.org/10.1016/j.heliyo
n.2020.e03699

Hendriks, M., Burger, M., Rijsenbilt,
A, Pleeging, E., &
Commandeur, H. (2020).
Virtuous leadership: a source of
employee well-being and trust.
Management Research Review.

Inceoglu, I., Thomas, G., Chu, C.,
Plans, D., & Gerbasi, A. (2018).
Leadership  behavior  and
employee  well-being:  An

111



Jurnal lImiah, Manajemen Sumber Daya Manusia
JENIUS

integrated review and a future

research agenda. The
Leadership Quarterly, 29(1),
179-202.

Igbal, M., Rosramadhana, R., Amal,
B. K., & Rumapea, M. E.
(2018). Use of Google Forms as
a Media for Giving Introductory
Social Science Course
Assignments. Jupiis: Journal of
Social Sciences Education,
10(1), 120-127.

Jufrizen, J. (2018). The role of work
motivation in moderating the
effect of compensation and
work discipline on employee
performance.

Jufrizen, J., & Rahmadhani, K. N.
(2020). The influence of
organizational  culture on
employee performance with the
work environment as a
moderating variable.
Dewantara's Journal of
Management and Business
Research (JMD), 3(1), 66-79.

Kharismasyah, A. Y., & Tata, E.E. T.
N. (2021). Effect of Emotional
Intelligence, Organizational
Citizenship  Behavior, Job
Involvement on Nurse
Performance at Majenang
Hospital. Derivatives: Journal
of Management, 15(1), 142-
154,

Knezovi¢, E., & Drki¢, A. (2020).
Innovative work behavior in
SMEs: The role of
transformational  leadership.
Employee  Relations:  The
International Journal.

Kurniawan, B. (n.d.). THE
EFFECTIVENESS OF USING
GOOGLE FROM AS A DATA
COLLECTION MEDIA
DURING THE COVID-19

PANDEMIC.

Listiani, D. K. A., Widyani, A. A. D.,
& Mendra, 1. W. (2019). The
Influence  of  Knowledge
Sharing, Self Leadership and
Individual Characteristics on
Employee Performance at the
National Unity, Politics, and
Community Protection Agency
of  Karangasem  Regency.
National Seminar on Innovation
in Science, Technology and
Humanities Research-InoBali,
555-561.

Maharani, F. S. (2021). The effect of
transformational leadership,
high performance work system,
job demand on job engagement
in CV. Excellent Alpha.
THESIS-2021.

Mahmud, M., & Sopiah, S. (2022).
The Effect of Transformational
Leadership on  Employee
Performance. Syntax Literate;
Indonesian Scientific Journal,
7(3), 1490-1505.

Manalu, A. R., Thamrin, R., Hasan,
M., & Syahputra, D. (2021).
The Effect of  Work
Engagement on the
Performance of BPJS
Ketenagakerjaan ~ Employees.
Journal of Economics and
Management (JECMA), 1(02).
https://doi.org/10.46772/jecma.
v1i02.376

Mardianah, L., & Hidayat, S. (2020).
Empirical Study of the Impact
of Work from Home (WFH)
Policy and Top Management

Support on Employee
Performance. Journal of
Research in Business,

Economics, and Education,
2(5), 1039-1045.

112



Jurnal lImiah, Manajemen Sumber Daya Manusia
JENIUS

Muizu, W. O. Z., Kaltum, U., & Sule,
E. T. (2019). The influence of
leadership on employee

performance. PERWIRA-
Journal of Indonesian
Entrepreneurship  Education,
2(1), 70-78.

Munir, M., Issalillah, F., Darmawan,
D., Sinambela, E. A, &
Mardikaningsih, R. (2022).
DEVELOPMENT OF
EMPLOYEE SATISFACTION
REVIEWING FROM THE
COMPENSATION POLICY
AND CAREER
DEVELOPMENT SYSTEM.
Jesya (Journal of Islamic
Economics and Economics),

5(1), 717-724.

Paais, M., & Pattiruhu, J. R. (2020).

Effect of motivation,
leadership, and organizational
culture on satisfaction and
employee performance. The
Journal of Asian Finance,
Economics, and Business, 7(8),
577-588.

Prahara, S. A. (2020). Organizational

culture with work engagement
on employees. Journal of RAP
(Actual Research on
Psychology, Padang State
University), 10(2), 232-244.
https://doi.org/10.24036/rapun.
v1.

113



Jurnal Iimiah, Manajemen Sumber Daya Manusia p-ISSN: 2581-2769

JENIUS e-ISSN: 2598-9502

The Competence and Job Description at Cicendo Eye Hospital Bandung
Ayuningtyas Yuli Hapsari, 2Ahmad Romdhoni

Widyatama University, Bandung, Indonesia
Email : ayuningtyas.yuli@widyatama.ac.id

(Received: June 2022; Reviewed: July 2022; Accepted: July 2022;
Available online: September 2022; Published: September 2022)

ABSTRACT

Anurse and administrative employee must not only be able to provide medical
care and services but must be able to master the skills of communicating well with
patients to create a harmonious relationship between nurses or administrative
employees and patients. (HR) quality and ability to compete and it is necessary to
manage human resources properly so that the management will be right on target.
This study aims to determine how employee's and nurses' competencies, job
descriptions, and work motivation at Cicendo Eye Hospital Bandung, as well as the
influence of competence on employee and nurse work motivation at Cicendo Eye
Hospital Bandung, and the effect of job descriptions on work motivation at Cicendo
Eye Hospital Bandung of the employees and nurses at Cicendo Eye Hospital
Bandung. The descriptive and verification methodologies were utilized in the
research. All personnel and nurses at Cicendo Eye Hospital Bandung were included
in this study's sample. Multiple linear regression, coefficient of determination
analysis, and hypothesis testing are used to process data. Based on the findings of
the study, it can be concluded that competence has a positive and significant impact
on employee and nurse motivation at Cicendo Eye Hospital Bandung, and that job
description has a positive and significant impact on employee and nurse motivation
at Cicendo Eye Hospital Bandung.
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INTRODUCTION

The role of human resources in
a hospital is no less important than
the role of human resources in a
company or organization. The
hospital is a complex organization,
especially its human resources.
Hospitals are services that vary in
terms  of  human  resources,
infrastructure, and equipment used.
Human resources owned by hospitals
consist of health and non-health
workers. Health workers consist of
various health professionals
consisting of doctors, specialists,
nurses, nutritionists, pharmacists,
pharmacists and so on, while non-
health workers consist of the
administrative division that provides
services for people who will register
for treatment. Both human resources
are equally important for hospitals so
that hospitals can carry out their daily
activities and activities. Activities
carried out by hospitals are related to
the provision of health services
carried out by health workers who are
in direct contact with the community.

Cicendo Eye Hospital is a
government eye hospital located on
JL. Cicendo No. 4, Babakan Ciamis,
Sumurbandung, Bandung 40117,
West Java, Indonesia. Cicendo Eye
Hospital Bandung is a vertical
hospital owned by the Ministry of
Health. Standardized human
resources who master information
and communication technology are
important elements in the production
process, namely the delivery of
services to patients and creating a
competitive advantage. To create
quality human resources, hospitals
must have competent human
resources. In addition to determining
a person's behavior and performance,

competence also determines whether
a person can do work efficiently
based on a set of criteria owned by the
hospital. According to Wibowo
(2018: 271), competence is the ability
to carry out or perform a job or task
that is based on skills and knowledge
and is supported by the work attitude
required by the job. Competence is a
basic characteristic possessed by
someone who has a direct influence
that can predict the performance of
employees (Sedarmayanti in Karomi
and Nelly, 2021).

The competence of employees
and nurses at the Cicendo Eye
Hospital in Bandung can be said to be
following the regulations of the
Ministry of Health (Kemenkes),
namely the competencies possessed
by nurses must include knowledge,
attitudes and skills (soft and hard
skills). Nurse competence consists of
five competency areas, namely
ethical, legal and culturally sensitive
practice, professional nursing
practice, leadership and management,
education and research as well as
personal and professional quality
development. Cicendo Eye Hospital
Bandung is a government hospital,
therefore Cicendo Eye Hospital
Bandung always carries out a strict
recruitment process to look for
competent and competitive nurse
candidates. In addition to nurses,
employees of the administration
department at Cicendo Eye Hospital
Bandung must also have adequate
competencies, such as providing
friendly, fast service and having to
provide detailed information to
patients. The high standard of
competence that must be possessed
by employees and nurses of Cicendo
Eye Hospital Bandung is expected to
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increase the work motivation of
employees and nurses. This research
is supported by previous research
conducted by Amrullah and Agus
(2018), that competence has a
positive and significant effect on
employee work motivation. This
shows, that if employees have high
work competence, then employee
motivation will be high. Conversely,
if the employee's work competence is
low, then work motivation will be
below.

According to Rivai in Suryani
et al. (2018), job descriptions are
writings about what the job executor
did, how the job was done, and why
it was done. The job description is a
separate role for job exposure in a
systematic way about the authority
and responsibility of a position
(Maulidiani et al., 2019:479). The job
descriptions of nurses at Cicendo Eye
Hospital Bandung are following the
education, abilities and skills of each
nurse. Job description given to nurses
at Cicendo Eye Hospital Bandung,
which is to take care of and assist
patients in health checks and medical
treatment. Nurses must be able to
work  closely  with  general
practitioners, specialists, midwives
and other health workers. The nurses
at Cicendo Eye Hospital Bandung
can carry out the work given by their
superiors and can work closely with
doctors.  Job  description  for
administrative employees of Cicendo
Eye Hospital Bandung, namely
taking care of the registration section,
and issuing financing details if the
patient needs an initial cost
description. The job description
given to each administrative
employee of the Cicendo Eye
Hospital Bandung is following the

abilities of each employee in the
administration department. That is,
the job description at the Cicendo Eye
Hospital in Bandung can be said to be
good. Job descriptions have a
favorable effect on employee work
motivation, according to prior
research conducted by Astiari and |
Nyoman (2014).

According to Hafidzi et al.
(2019: 52), motivation is the
provision of a driving force that
creates enthusiasm for one's work so
that they can work together,
effectively, and with integrity with all
their efforts to achieve satisfaction.
Work motivation is something that
gives rise to work
motivation/enthusiasm for work with
the power that encourages someone
to take any action or not which is
essentially positive internally and
externally  (Sedarmayanti, 2017:
154). The work motivation of
employees and nurses at Cicendo Eye
Hospital Bandung is considered to
have decreased. This can be seen
from the data on employees and
nurses who received rewards from
2018 — 2021:

Table 1. Rewards in the Form Of
Employee and Nurse Awards at
Cicendo Eye Hospital Bandung from
2018 — 2021

Year’s Number of
Employees/Nurses
2018 75 Karyawan/Perawat
2019 64 Karyawan/Perawat
2020 58 Karyawan/Perawat
2021 36 Karyawan/Perawat

Source: Cicendo Eye Hospital
Bandung, 2022

Based on table 1. regarding
reward data in the form of employee
and nurse awards at Cicendo Eye
Hospital Bandung, shows that there is
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a decrease in the number of
employees and nurses who receive
awards from the hospital. In 2018, the
number of employees and nurses who
received awards was 75 employees
and nurses. In 2019, there was a
decrease in the number of employees
and nurses who received awards as
many as 64 people and nurses. In
2020, there was a further decline in
the number of employees and nurses
who received awards as many as 58
employees and nurses and in 2021,
there was a significant decline of 35
employees and nurses. This shows
that the work motivation of
employees and nurses at Cicendo Eye
Hospital Bandung is considered low.

Based on the phenomena and
problems that have been described,
namely the competencies possessed
by each employee and nurse are
following the regulations of the
Ministry of Health (Kemenkes) so
that the workload that employees and
nurses receive is following their
abilities and the distribution of job
descriptions received by employees
and nurses following the position of
each employee and nurse. But this
does not have an impact on the work
motivation of employees and nurses
at Cicendo Eye Hospital Bandung
because the work motivation of
employees and nurses can be said to
be low when viewed from the reward
data for employee and nurse awards
at Cicendo Eye Hospital Bandung
from 2018 - 2021.

LITERATUR REVIEW
Competence

According to Edison et al.
(2018:140), individual competence is
the ability to do a job correctly and
have advantages based on matters

relating to knowledge, skills, and
attitudes. Personal characteristics that
can be demonstrated such as
knowledge, skills, and personal
behavior such as leadership are
competencies (Dessler, 2017:408).
According to Edison et al.
(2018:143), three dimensions can be
used to fulfill the elements of
competence, namely knowledge,
skills and attitudes.
Job Description

According to Sedarmayanti
(2017:147), a job description is a
systematic and orderly record of the
duties and responsibilities of a
position, based on the facts of what,
how, why, when and where this work
is carried out, and the qualifications
of the person who will occupy the
position. The job description consists
of a description of the duties,
responsibilities, working conditions
and job relations in a certain position
that has been given by the company
(Hasibuan, 2019:32). Meanwhile,
according to Robbins and Judge in
Pitaloka et al. (2019), several
dimensions can be used to measure
the job description, namely authority,
responsibility, working conditions,
work facilities and work standards.
Work Motivation

According to McClelland as
translated by Suwanto (2020:161),
work motivation is a set of influences
that originate from both inside and
outside a person and encourage them
to begin working behavior following
the format, direction, intensity, and
period that comes from within.
Motivation can be in the form of
energy contained within a person that
moves employees who are directed
and focused on achieving company
goals (Uhing, 2019:363). According
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to Hafidzi et al. (2019:53), work
motivation has several dimensions
and indicators to measure employees'
motivation, which consists of the
need for security, social need, need
for appreciation and need for
encouragement to achieve goals

METHODS

A descriptive-verificative
research method was employed in this
study. According to Sugiyono
(2019:48), the descriptive method is a
study conducted to determine the
existence of independent variables,
either only on one or more variables
(stand-alone  variables)  without
making comparisons and looking for
relationships between these variables
and other variables, whereas the
verification method is a study
conducted on a specific population or
sample to test the hypothesis that has
been previously proposed.

The population, as defined by
Sekaran and Roger (2017: 53), is a
group of individuals, events, or
intriguing objects about which the
researcher wishes to form an opinion
(based on sample statistics). All
personnel and nurses at the Cicendo
Eye Hospital Bandung, a total of 120
employees and nurses, were included
in this study.

The sample, according to

Sekaran and Roger (2017:54), is
made up of several people drawn
from the general community. Non-
probability sampling with saturation
sampling technique was employed in
this investigation. Sugiyono (2019:
133) defines saturation sampling as a
sampling approach in which all
members of a population are sampled.
This is done when the population is
small, less than 30, or when the
research  wishes to  generate
generalizations  with  very tiny
mistakes. The participants in this
study were all personnel and nurses at
the Cicendo Eye Hospital in
Bandung, a total of 120 people.

RESEARCH RESULTS AND
DISCUSSION
Descriptive Analysis

The purpose of descriptive
analysis is to acquire a
description/description of the
responses of respondents in this
instance on  competency, job
description, and work motivation of
Cicendo Eye Hospital Bandung
employees and nurses. The following
are the results of respondents' replies
for each dimension of competency,
job description, and work motivation
on Cicendo Eye Hospital Bandung
staff and nurses, as well as a more
detailed analysis:

Table 2. Respondents' Response Regarding Competence, Job Description, and
Work Motivation

Variable Dimensions Average | Description
Knowledge 3,62 Good
Competence Skill 3,42 Good
Attitude 3,69 Good

Authority 3,33 Not Enough
Responsibility 3,60 Good
Job Description | Working Conditions 3,48 Good
Work Facilities 3,51 Good
Performance Standards 3,56 Good
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Safety Needs 3,29 Enough

— Social Needs 3,40 High
Work Motivation Need for Appreciation 2,93 Enough
Need for Drive to Achieve Goals | 2,88 Enough

Source: Questionnaire Data Processing Results, 2022

Based on table 2. regarding
respondents’ responses regarding
competence, job description and work
motivation, which shows that the
competence variable on average is in
a good category. The highest rating is
on the attitude dimension with a
statement that | always try to comply
with the regulations applied by the
hospital, while the lowest assessment
is on the skill dimension with a
statement that with my expertise, |
can work together with other co-
workers. The average job description
variable is in a good category. The
highest rating is found in the
dimension of responsibility with
statements by employees and nurses
obtaining clarity regarding the overall
responsibilities carried out while the
lowest assessment is on the
dimension  of authority  with
statements with employee authority
not overlapping with other positions

and the average work motivation
variable is in the sufficient category. .
The highest assessment is found in the
dimension of social needs with a
statement that establishing
relationships with co-workers is one
of the priorities in the hospital, while
the lowest assessment is found in the
dimension of need for encouragement
to achieve goals with a statement that
superiors always give appreciation for
the work that employees and nurses
complete.

Verification Analysis
Analysis of Multiple Linear
Regression

When the independent variable
IS increased or decreased, multiple
linear  regression  analysis s
performed to predict the dependent
variable. The following outcomes are
achieved as a result of the data
processing:

Table 3. Hasil Analisis Regresi Linear
Coefficients®

Model [Unstandardized Coefficients|Standardized Coefficientsft Sig.
|B Std. Error Beta
(Constant)].890 328 2.711{.008
1X1 375 .089 341 4.195|.000
X2 412 .080 419 5.146[.000

a. Dependent Variable: Y

Source: Data Processing Results From SPSS 20.0

From the table above, the following
equation is obtained:
Y =0,890 + 0,375X1 + 0,412X>
Each variable can be interpreted
as follows based on the findings of the
multiple linear regression equation:
a. The positive value of the constant

is 0.890, indicating that work
motivation is 0.890 if the
competence and job description
variables do not change or equal 0.
b. The competency variable has a
positive regression coefficient of
0.375, which suggests that if the
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value of X1 (competence)
increases, work motivation will
vary by 0.375.

c. The job description variable has a
positive regression coefficient of
0.412, which suggests that if the
value of X2 (job description)
changes, work motivation will
vary by 0.412.

Analysis of the Coefficient of
Determination

The coefficient of
determination is used to determine the
strength of the relationship between
variables. The  coefficient  of
determination analysis findings are
shown in the table below:

Table 4. Analysis of the Coefficient
of Determination
Correlations

Y [X1 [X2
Y ]1.000[.563 |.599
X1}.563 [1.000[.529
X2].599 [.529 (1.000]
Y | .000 |.000
Sig. (1-tailed) X1}.000 |. .000
X2].000 |.000 |.
Y |120 [120 (120
IN X1J120 |120 [120
X2J120 |120 (120

Source: Data  Processing
Results From SPSS 20.0
The coefficient of
determination (Kd) can be used to
Test of Partial Hypothesis (t Test)

Pearson
Correlation

calculate  how much influence
(contribution) competence (X1) has
on work motivation (Y) at Cicendo
Eye Hospital Bandung, using the
formula:

Kd = r?x100%

=(0,563)? x 100%

=31,70%

The coefficient of
determination (Kd) is 31.70%,
implying that competence (Xy)
influences work motivation (Y) at
Cicendo Eye Hospital Bandung by
31.70%, with the remaining 68.3%
influenced by  variables  not
investigated in this study, such as
leadership style, job specification,
communication, and so on.

Then, at Cicendo Eye
Hospital Bandung, the coefficient of
determination of job description (X2)
on work motivation () is as follows:
Kd = r?x100%

=(0,599)% x 100%
= 35,88%
The coefficient of

determination (Kd) is 35.88%,
implying that the job description (X2)
has a 35.88% impact on work
motivation (Y) at Cicendo Eye
Hospital  Bandung, with  the
remaining 64.12% influenced by
variables not investigated in this
study, such as leadership style, job
specification, communication, and so
on.

Table 5. Partial Hypothesis Testing Results (t-test)
Coefficients®

IModel [Unstandardized Coefficients|Standardized Coefficientst Sig.
|B Std. Error Beta
(Constant)].890 328 2.711{.008
1X1 375 .089 341 4.195|.000
X2 412 .080 419 5.146).000

a. Dependent Variable: Y
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Source: Data Processing Results From SPSS 20.0

a. Partial Hypothesis Testing X1
The teount Value acquired by
the competency variable (Xi) is
4.195, as can be seen in table 5.
The ttanie Value in the t distribution
table will be compared to this
value. The twpne value for the two-
party test is 1.658 with = 0.05, df =
n-k-1=120-2-1 =117, and df = n-
k-1 = 120-2-1 = 117. From the
values above, it can be seen that
the tcount Value obtained by the
competency variable (X1) is 4.195
> fwbe 1.658. Thus it can be
concluded that there is a positive
and significant influence between
competence  (X1) on  work
motivation (Y) at Cicendo Eye
Hospital Bandung.
b. Partial Hypothesis Testing Xz
The tcount value derived by
the work incentive variable (X>) is
5.146, as can be shown in table 5.
The ttable wvalue in the t
distribution table will be compared
to this value. The tpie Value for the
two-party test is 1.658 with = 0.05,
df = n-k-1 =120-2-1 = 117, and df
=n-k-1= 120-2-1 = 117. The tcount
value obtained by the competency
variable (X2) is 5.146 > tipie 1.658,
as can be seen from the values
above. As a result, it can be
inferred that job description (X2)
has a positive and significant
impact on work motivation (Y) at
Cicendo Eye Hospital Bandung.

CONCLUSIONS

The following findings can be
drawn based on the examination and
discussion of competencies and job
descriptions on work motivation at
Cicendo Eye Hospital Bandung:

1. The competence variable at
Cicendo Eye Hospital Bandung
can be said to be good. The job
description variable at Cicendo
Eye Hospital Bandung can be said
to be good and the work
motivation variable at Cicendo
Eye Hospital Bandung can be said
to be quiet.

2. The results of testing the
coefficient of determination show
that competence has a positive and
significant influence on work
motivation at Cicendo Eye
Hospital Bandung, with a 31.70%
influence, and the results of
hypothesis testing show that the
competence variable has a positive
and significant influence on work
motivation.

3. The job description has a 35.88%
effect on work motivation,
according to the findings of
evaluating the coefficient of
determination. The job description
variable had a positive and
significant influence on work
motivation at Cicendo Eye
Hospital in Bandung, according to
the results of hypothesis testing.

Suggestions

The authors make the following

recommendations based on the

research findings:

1. To take advantage of the
competencies possessed by the
employees and nurses of Cicendo
Eye Hospital Bandung, superiors
must provide a workload that is
following each employee and
nurse's expertise according to their
position, because with the
expertise that employees and
nurses have, they are unable to
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cooperate with other coworkers
because the work they receive is a
job that is not their expertise.

2. To take advantage of the job
description at the Cicendo Eye
Hospital Bandung, superiors must
delegate  authority to each
employee and nurse following
their respective positions, as
overlapping with other positions
frequently occurs, resulting in less-
than-optimal results from
employees' and nurses' work.

3. To improve employee and nurse
work motivation, managers must
express appreciation for the work
that workers and nurses perform,
particularly for those employees
and nurses who can complete the
task properly. This must be done to
boost staff and nurse motivation,
which is currently low at Cicendo
Eye Hospital Bandung.

4. Because the results of research
regarding the effect of competence
and job description as contained in
this study have limitations in time
and research variables, it is
recommended that future
researchers use other variables that
are considered to be able to
influence work motivation other
than  competence and job
description. The authors hope that
future researchers can perform
research or a deeper investigation
of other variables because this
research still has flaws and is far
from flawless.
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ABSTRACT

This study aims to determine whether job characteristics have a positive effect
on employee performance, placement has a positive effect on employee
performance, and leadership style has a positive effect on employee performance.
This research was conducted at the Ministry of Trade of the Republic of Indonesia
through a closed questionnaire with a total of 165 employees, using convenience
sampling method and Partial Least Square — Structural Equation Modeling (PLS-
SEM) analysis. The results showed that there was a positive and significant effect
of job characteristics and leadership style on employee performance. Placement
has a positive but not significant effect on employee performance. This research is
expected to be input for organizations in an effort to improve employee
performance through good management of job characteristics, placements, and
leadership styles so that they can realize the goals of the organization.

Keywords: Employee Performance, Job Characteristics, Placement, Leadership
Style
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INTRODUCTION

The trade sector is a crucial
sector in economic activity in
Indonesia. As an institution that plays
an important role in the Government
of the Republic of Indonesia, the
Ministry of Trade has 3,694
employees with a composition of
2,703 civil servants and 991 honorary
employees spread across several
major cities in Indonesia. The
Ministry of Trade is tasked with
assisting the President in running the
Government in the Trade sector.
While its function is to make policies
in the trade sector.

In order for all of these tasks
and functions to be achieved, the
Ministry of Trade must have
competent, motivated, and well-
performing employees. One thing that
needs to be considered regarding the
drivers of employee performance is
the characteristics of the job
(Evelyne, Kilika & Muathe, 2018)
because it contains responsibilities
related to the work itself (Aryani &
Widodo, 2020) and creates meaning
and motivation for employees
(Fatmah, 2017; Sen & Dulara, 2017).
Job characteristics that are well
understood by employees contribute
to the organization through the
quality of the work provided (Fatmah,
2017; Hajati, Artiningsih & Wahyuni,
2018; Mendoza, Nasution &
Matondang, 2018). In addition,
according to Suwarto & Subyantoro
(2019), the right placement of
employees can also improve
performance within the organization.
Employees are encouraged to work
more optimally because of the
suitability of their abilities and
expertise with the work unit (Fatmah,
2017). The performance given by

employees is influenced by leaders in
the organization. According to
Mendoza, Nasution & Matondang
(2018), the leadership style of each
leader is able to influence the
performance of his employees.
Changes to certain leadership styles,
can result in a decrease in employee
performance. Furthermore, according
to Agarwal (2020), leadership style
actually helps organizations
understand the needs of employees so
that through leadership styles are
expected to provide a comfortable
work environment and motivate
employees to work better.

To  measure the  work
achievement of employees, an
evaluation of employees is carried out
which is known as a work
performance appraisal. The
assessment  consists  of  two
assessment components, the first is an
assessment of employee work targets,
namely an assessment by comparing
the target/output of work with the
realization of the work. Then the
second component is the assessment
of employee work behavior by
looking at aspects of service
orientation, integrity, commitment,
discipline, cooperation, and
leadership. From the data collected by
the Bureau of Organization and
Personnel, it shows that there is a
decrease in the average value in the
first  component, namely the
assessment of employee work targets
in 2018 - 2020 as attached in the
following

Tabel 1. Nilai rata-rata sasaran kerja pegawai Kemendag

Tahun 2018 2019 2020

Nilai rata-rata sasaran

. ) 97,17 93,36 8321
kerja pegawai

Sumber: Biro Organisasi dan Kepegawaian kemendag, 2021
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Although the decrease in the
average value is not very significant,
it does reflect a decrease in employee
performance where the employee's
target is not achieved with its
realization. If employees can meet the
targets that have been determined, the
value of the employee's work goals
will be better. According to
Mangkunegara (2017) performance is
the output of a job based on the
quality and amount of work carried
out by employees who have finished
working in accordance with the
capacities and responsibilities given
to them. Employee performance can
be seen from productivity, quality of
work, discipline in completing work,
length of work process, and use of
facilities in  completing  work
(Wibowo, 2017).

Meanwhile, in Government
Regulation Number 30 of 2019
Performance Assessment of civil
servants has the aim of providing
guarantees related to objectivity and
guidance for civil servants themselves
based on the achievement system and
career system. This performance
measurement is carried out by
juxtaposing the realization of the
employee's work targets with the
employee's  work  targets in
accordance with the predetermined
performance planning. The principles
used in this assessment are based on
objectivity, accountability,
measurability, active participation,
and transparency.

Considering the duties and
functions of Government Agencies as
public servants, it is appropriate for
the Ministry of Trade to produce good
performance in the eyes of the
community. Because in modern times
like today, people are very smart in

assessing and criticizing the services
provided by government agencies.
Therefore, increasing employee
performance is directly proportional
to the level of public trust in the
Ministry of Trade.

LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT
1. Relation of Job Characteristics
with Employee Performance
Job characteristics are a
specialty in a job. So that every job
done by employees can be
different in character and identity.
Therefore, employees need to have
skills in carrying out the tasks for
which they are responsible.
Differences in characteristics in a
job require someone who fits and
fits the job description. If every
employee already understands the
type of work he will be facing,
whether it's how to do it, handle it,
and ways to complete the job, then
this can have an impact on his
work performance. The large
dimensions of job characteristics
will be responded positively by
employees, because it will increase
the motivation of the employees
themselves and  have the
opportunity to improve and
develop the careers of the
employees themselves (Kahya,
2007; Lydia, 2014; Moses, Astuti,
& Hakam, 2014; Narottama,
2015). ; Tulandi, 2015; Sudja &
Mujiati, 2017, Rahman,
Rahmawati, & Utomo, 2020;
Puspita, 2020). Characteristics of
work that are in accordance with
the skills and expertise of
employees can encourage an
increase in employee performance
which in turn will affect the
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increase in organizational
performance. Thus, the proposed
hypothesis is:

H1l: Job characteristics
have a positive effect on
employee performance.

. Relation of Placement with
Employee Performance
Placement is the provision of
employees in certain job positions.
This employee allocation can be
for employees who have just
entered and joined the organization
as well as old employees who are
assigned to a new workplace so
that it takes time to adapt and be
oriented. In the placement there are
requirements and qualifications for
employees to be able to carry out
the assigned tasks and be
responsible for carrying them out.
In the process, placement is the
most important way to determine
whether  the  employee s
competent for his job or not.
Because the appropriate and
appropriate placement has an
impact on improving the
performance of the employees
themselves (Fatra & Magdalena,
2020). According to Helena in
Sudja & Muijiati (2017) placement
is appointing an employee to sit in
the right position, so that the
employee fits in his new position
which results in an increase in the
number and quality of his work.
However, in placement, it is also
advisable to consider the condition
of the employee who will be
placed, both physically and
mentally. This is to minimize the
possibility of the employee's low
productivity  (Bagus, 2013;
Aisyah, 2014; Montolalu, Kawet,

& Nelwan, 2016; Runtuwene,
Tewal, & Mintardjo, 2016; Sudja
& Mujiati, 2017). So the proposed
hypothesis is:

H2: Placement has a
positive effect on employee
performance.

. The Relationship of Leadership

Style with Employee
Performance

Leadership and employee
performance are two interrelated
things (Alfanny, 2018; Setiawan &
Pratama, 2019; Junaidi & Susanti,
2019). Good leadership is able to
direct and motivate employees to
give their best (Alfanny, 2018). In
leading, leaders have certain styles
or characteristics that come from
the nature of themselves and the
results ~of  learning  from
experience. Leadership style is a
leader's way of giving influence to
his subordinates which in practice
can continue to change according
to the situation (Fabio, Hubeis &
Puspitawati, 2016; Suwarno &
Bramantyo, 2019). A good
leadership style is an important
thing for an organization to have
(Ohemeng, Amoaks-Asiedu &
Darko, 2018) considering its effect
on organizational sustainability
and performance (Makambe &
Moeng, 2019). Several studies
have proven that employee
performance is influenced by
leadership style (Siswanto &
Hamid, 2017; Jamaludin, 2017;
Siagian & Khair, 2018; Batubara,
2020). Based on this description,
the proposed hypothesis is:

H3: Leadership style has a
positive effect on employee
performance.
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METHOD

This study was conducted to
test the hypothesis of the effect of job
characteristics,  placement, and
leadership style on the performance
of employees of the Ministry of
Trade. The population of respondents
was 3,694 employees and then a
sample of 165 employees was taken
considering the large number of
existing populations. Data was
collected through a survey method by
distributing questionnaires to all
employees of the Ministry of Trade.
The questionnaire contained
statements from each construct which
were then filled out using a Likert
Scale of 1-5, where 1 = strongly
disagree, 2 = disagree, 3 = quite agree,
4 = agree, and 5 = strongly agree. The
sampling technique used was
convenience sampling, that is, the
sample was given to the member of
the population who was the easiest to
find and access and who was pleased
to be the research sample.
Furthermore, data analysis was
carried out using the statistical
method of partial least square-
structural equation modeling (PLS-
SEM) to determine the prediction of
the relationship between constructs
(Ghozali & Latan, 2015) using the
help of the SmartPLS 3.0 application
in data processing. The entire
questionnaire item on the variables of
job  characteristics,  placement,
leadership style, and employee
performance is an adaptation of the
research of Sudja and Mujiati (2017)
and the results of the scale
development.

Karakteristik
Pekerjaan (X1)
Penempatan
(%2)
H2

Gaya
Kepemimpinan
%3]

Figure 1. Research Model

Validity test is done by testing
convergent validity and discriminant
validity. Convergent validity is met if
the AVE value is less than 0.5 and the
loading factor is less than 0.7, while
discriminant validity is met if the
AVE square root value > correlation
between latent constructs. The
reliability test was carried out by
looking at the Composite Reliability
value > 0.7 (Ghozali & Latan, 2015).

RESEARCH RESULT

The population of respondents
in this study were 3,694 employees
with a composition of 2,703
employees with Civil Servant status
and 991 employees with Honorary
status spread across several big cities
in Indonesia who worked in nine
Echelon I work units. differences and
can be used as the same reference as
respondents in this study. Based on
the recommendations of Kock and
Hadaya (2018), the number of
samples was calculated using the
inverse square root method as a fair
value for the minimum sample size.
Where this method produces the
minimum required sample size of
160. Therefore, the number of
respondents in this research is 165
employees who work in the Ministry
of Trade and representative offices
abroad. However, this does not
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include employees who are seconded
in other ministries/institutions.
Table 1. Profile of Respondents

Pernyataan Jumlah Persentase
Jenis Kelamin
Pria 90 54.5%
Wanita 75 45.5%
Usia
20-25 Tahun 3 1.8%
26-30 Tahun 30 18 2%
31-35 Tahun 43 26.1%
36-40 Tahun 53 32.1%
=40 Tahun 36 21.8%
Pendidikan Terakhir
SMA 2 1.2%
D3 20 12.1%
51 65 39.4%
52 76 46.1%
53 2 1.2%
Lama Bekerja
<1 Tahun 6 3.6%
1-5 Tahun 22 13.3%
5-10 Tahun 56 33.9%
> 10 Tahun 81 45.1%
Sumber: Hasil Pengolahan Data
Outer Model

Measurement test (outer) was
conducted to test the validity and
reliability of the model or construct of
each indicator. According to Sarwono
& Narimawati (2015) Convergent
Validity is a set of parameters that
forms the basis of one latent variable.
Convergent Validity is displayed in
the form of average variance
extracted (Average Variance
Extracted). An adequate AVE value
must be at least 0.5, which means that
one latent variable can describe more
than half the variance of the average
indicator. Meanwhile, to prove that
the  construct has  accuracy,
consistency and the right measuring
tool. This reliability is measured
using two indicators, namely
Cronbach's Alpha and Composite
Reliability where both values are
above 0.6.

Table 2. Outer Loading value

Butir Outer
Konstruk ftem Locding
Karakteristik Pekerjaan ¥11 062
¥12 0.776
X132 0.759
X5 0.834
¥16 0.817
Penempatan 21 0.766
¥2.2 0.805
¥23 0.B558
¥24 0849
¥25 0.784
X2.6 0774
X27 0.77
¥2.8 0.838
X258 0.634
Gaya Kepemimpinan 3.1 0.857
¥3.2 0.906
X33 043
X34 0.937
X35 0.875
¥3.6 0.934
X3z 0929
¥3.8 0.867
¥ae 0.879
¥3.10 0.851
Kinerja Pegawai ¥1.1 0724
¥1.2 0711
¥1.3 0712
Y14 0.738
¥1.5 073
Y16 0.698
Y17 0.832
Y18 0711
Y14 0811
¥1.10 0.792

Sumber: Hasil Pengolzahan Data

The results of the Discriminant
Validity test use the "crossloadings"
criterion with an indication that the
correlation of a latent variable must
be greater than its correlation with
other variables. The following AVE
table corresponds to the statement
items that correlate well with the
research construct.
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Table 3. Value of Average Variance
Extracted (AVE)

Konstruk AVE  Akar AVE
Karakteristik Pekerjaan 0.383 0.76500
Peanempatan 0.622  0.78500
Gaya Kepemimpinan 0.805 0.89700
Kinerja Pegawai 0.358 0.74700

Sumber: Hasil Pengolahan Data

The discriminant validity test
has reached the Fornel-Larcker
criteria where the square root value of
AVE must be greater than the value of
the relationship between constructs,
as shown in the following table:

Table 4. Table of Discriminant Validity Test Results

Konstruk I(aralcl%rlstlk Penempatan Ge.lya . Klner]a.
Pekerjaan Kepemimpinan Pegawai
KarakFerlstlk 0.765
Pekerjaan
Penempatan 0.762 0.789
Gaya
Kepemim- 0.377 0.514 0.857
pinan
Kinerja 0.57 0.589 0.596 0.747
Pegawai

Sumber: Hasil Pengolahan Data

The reliability test was carried
out using the composite reliability
value where >0.7 (Ghozali & Latan,
2015). The value of the composite
reliability calculation is shown in the
following table:

Table 5. Table of Composite
Reliability Value

Konstruk Nilai Composite Realibility
Kinerja Pegawai 0.926
Karakteristik Pekerjaan 0.875
Penempatan 0.937
Gaya Kepemimpinan 0.976

Sumber: Hasil Pengolahan Data

Inner Model

In the inner model, an R-square
test (R2) was performed to see the
relationship and effect of exogenous
constructs on endogenous constructs.
Based on the results of the analysis,
the R2 value of 0.503 or 50.3% means
that employee performance is
influenced by job characteristics,
placement, and leadership style by
50.3% and the remaining 49.7% is the
influence of other constructs.

Table 6. Table of R-square (R2)
Values

Konstruk

Nilai R-square

Kinerja Pegawai 0.503

Sumber: Hasil Pengolahan Data

Hypothesis testing is processed
through path coefficient values, t-test
(t-test) and p-value because this study
uses samples as data or census. The
three values can be explained as
follows:

Table 7. Hypothesis Testing Results

Hipotesis Koefisien Ujit P~ prah
Jalur value
H1: Karakteristik
pekerjaan
berpengaruh 0.303 2.841 0.002 Positif
positif terhadap

kinerja pegawai
H2: Penempatan
berpengaruh
positif terhadap
kinerja pegawai
H3: Gaya
Kepemimpinan
berpengaruh 0405  6.527 0.000 Positif
positif terhadap

kinerja pegawai

0151 1242 0107 Positif

Sumber: Hasil Pengolahan Data
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Table 7 shows that the direction
of the path coefficients for the three
exogenous constructs is positive, in
accordance with the hypothesis. The
construct that has the greatest
influence on employee performance
is leadership style with a value of
0.405 and followed by job
characteristics with a value of 0.303.
While the construct that has the least
effect on employee performance is
placement with a value of 0.151.

X141 .z 3

Based on the t-test and p-value, only
job characteristics and leadership
style are significant constructs
because the t-test value is greater than
1.96 (2.841 and 6.527) and the p-
value is less than 0.05 (0.002 and
0.000). The placement construct has a
t-test value below 1.96 which is 1.242
and a p-value above 0.05 which is
0.107 so that the construct can be said
to be insignificant.

3= =10 B2 B3 B4

BE5

bl ei = =

Figure 3. Outer model analysis results
Source: Data Processing Results

The picture above is the output
of the outer model of the SemPLS
application which shows the R2 value
of employee performance of 0.503.
The outer loading value ranges from
0.620 to 0.937. While the coefficient
value for each path is 0.303 for job
characteristics, 0.151 for placement,
and 0.405 for leadership style.

DISCUSSION
The results of data processing
show that job characteristics have a

positive influence on employee
performance with a path coefficient
value of 0.303 and a positive
direction. These results are in
accordance with research conducted
by Kahya (2007); Lydia (2014);
Moses, Astuti, & Hakam (2014);
Narottama (2015); Tulandi (2015);
Sudja & Mujiati (2017); Rahman,
Rahmawati, & Utomo (2020); Puspita
(2020). The higher the dimensions of
the job characteristics, the higher the
employee's performance. Then the

JENIUS. Vol. 6, No. 1, September 2022
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next hypothesis, namely placement
has a positive influence on employee
performance, is accepted, with a path
coefficient of 0.151 and has a positive
direction. This is supported by
previous research conducted by
Bagus (2013); Aisyah (2014);
Montolalu, Kawet, & Nelwan,
(2016); Runtuwene, Tewal, &
Mintardjo (2016); Sudja & Mujiati
(2017). The more precise the
placement of employees by the
organization, the  better the
performance of employees. Next, the
results of the third hypothesis test also
show that leadership style has a
positive influence on employee
performance. These results are in
accordance with the research of
Siswanto & Hamid (2017); Jamaludin
(2017); Siagian & Khair (2018); Coal
(2020). The better the leadership style
that is implemented, the higher the
employee's performance will be.

The direction of the path
coefficients of the three hypotheses is
positive or moving in the same
direction as the construct, the highest
being leadership style followed by job
characteristics  and  placement.
Therefore, organizations need to pay
attention to the leadership style
construct as a priority in improving
employee performance. When an
organization is able to have a leader
who has a good leadership style, it has
implications for employee
performance. However, the
organization also needs to pay
attention to the characteristics of the
job considering that the construct has
a direct influence on employee
performance. Another aspect that
needs to be focused on improving
employee performance is employee
placement. Because based on

research  placement can affect
employee performance.

CONCLUSION

Conclusion

Based on the results of data analysis,

it can be concluded that:

1. Job characteristics have a positive
effect on the performance of
employees of the Ministry of
Trade.

2. 2. Placement has a positive effect
on the performance of employees
of the Ministry of Trade.

3. 3. Leadership style has a positive
effect on the performance of
employees of the Ministry of
Trade.

Limitations of the study and
suggestions for future research. This
study was only conducted at one
government agency and did not
measure other constructs that might
affect employee performance such as
work stress and work motivation. In
further research, the two constructs
can be added to the research model
considering that excessive workload
can cause stress and ultimately affect
employee performance. Likewise,
with work motivation, the more
employees have high motivation or
enthusiasm, the more reflected in the
performance they provide.
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ABSTRACT

This study was conducted to analyze the effect of self-efficacy, job promotion,
and work environment on employee loyalty through job satisfaction on outsourced
employees of PT. Siemens Indonesia. Companies must pay attention to employee
self-efficacy, promotion opportunities, and the employee's work environment that
can lead to employee job satisfaction. These things also have an important role in
increasing employee loyalty. Several studies related to this writing have also been
submitted by several authors, which resulted in a positive and significant influence
between these variables. The research sample used is as many as 40 respondents
outsourcing employees who work at PT. Siemens Indonesia. Analysis of the data in
this study using PLS analysis using PLS software Version 3.0. The results showed
that there was a positive but not significant effect between self-efficacy on job
satisfaction, there was a positive and significant effect between job promotions on
job satisfaction, there was a positive but not significant effect between work
environment on job satisfaction, and there was a positive and significant effect.
between job satisfaction and loyalty to outsourcing employees at PT. Siemens
Indonesia.

Keywords: Self-Efficacy, Promotion, Work Environment, Job Satisfaction,
Employee Loyalty
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INTRODUCTION

The function of human
resources for the implementation and
development of the company is
considered important because the
presence of human resources in the
company is increasingly needed. The
demands of business and the business
world are getting bigger in the era of
globalization, so that the human
resources department must also have
more responsibility in terms of
managing and developing employees
for the progress of the company.
According to Hutapea and Nuriana
(2008: 85-86), "the role of human
resources that was previously only as
a support has been changed to a
strategic one, where the management
of human resources needs to be
aligned with the company's strategy".

Several things or strategies are
carried out by companies in the
context of efficiency, namely by
doing their core work, while non-core
work is submitted by other parties.
According to Libertus (2008: 1) "one
way is to hand over certain jobs to
other parties through chartering
services or workers/labor service
providers with the aim of reducing the
company's burden or known as
outsourcing". According to Indrawati
and Sukarni (2017), "Manpower
recruitment through outsourcing is
considered profitable by outsourcing
service hire companies because the
company can reduce operational costs
and increase company efficiency.
Outsourcing is the delegation of
activities and daily management of a
business process to an outside party
(outsourcing service provider
company).

According to Husni (2012:
186), "Outsourcing is basically the

practice of using labor to produce or
carry out a job by a company through
a labor service provider company.
This shows the existence of a third
party who acts as a bridge between
workers and the company that
requires the services of workers to do
a certain job so that the company's
efficiency can be carried out properly,
for example, companies do not need
to spend a lot of time, effort, and big
costs to find prospective workers. .
According to Doni Judian
(2014: 163-165), “there are 5 types
that become obstacles for outsourcing
workers. These 5 problems include
the problem of low wages, the
problem of the gap between
outsourced workers and permanent
workers, lack of future security,
certificates being held hostage by
outsourcing  service  providers,
discrimination in the workplace”.
Outsourced workers in this case feel
in a disadvantaged position because
there are no clear regulations
regarding the standard of wages
received, promotions, and
compensation that may be obtained if
their status changes to become
employees or permanent employees.
The problems mentioned above cause
dissatisfaction for workers so that
workers tend to look for other jobs or
in other words are not loyal to the
company. Previous research
concerning outsourcing workers with
the title "Outsourcing Workforce
Satisfaction Analysis of Company
Services Using the Importance
Performance  Analysis  Method"
written by Fuji Rahayu Wilujeng and
Reynaldi Kusumo in 2018, shows that
the company's service performance
has not been maximized for
outsourcing employees which causes
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dissatisfaction ~ from  employees.
Outsourced workers. This is reflected
in the accuracy of salary payments
and the nominal salary received by
outsourcing workers every month.

According to Nadiri and
Tanova (2010) regarding the notion
of job satisfaction is the result of
employees' perceptions of the extent
to which their work can provide such
a positive emotional state. It is
important for managers who believe
that a company has employees who
have high job satisfaction are judged
to be accountable if given challenging
and rewarding work.

Another thing was conveyed by
Hasibuan (2003: 203) regarding job
satisfaction, "a person tends to work
with enthusiasm if satisfaction can be
obtained from his work and employee
job satisfaction is the key to driving
morale, discipline, and employee
performance in supporting the
realization of company goals". Job
satisfaction according to Handoko
(2000: 193) is "a pleasant or
unpleasant emotional state in which
employees view their work, so
employees must be placed in jobs that
are in accordance with their abilities
and background skills, so that they
can achieve individual or company
goals”.

According to Robbins (2009:
113) regarding job satisfaction can
increase loyalty, when employees are
satisfied with their work they will try
to keep coming to work and eliminate
external factors, while employees
who are dissatisfied with their work
will stay at home. A person with a
high level of satisfaction has a
positive attitude about the job, on the
other hand someone who is
dissatisfied with his job has a negative

attitude towards his job.

Success in an organization
absolutely requires loyalty from
employees. According to Tommy et
al. (2010) loyalty is defined as a
person's loyalty to something that is
not only in the form of physical
loyalty, but rather non-physical
loyalty such as thoughts and attention.
Loyalty of employees in a company is
absolutely necessary for the success
of the company itself. The higher the
loyalty of the employees in a
company, the easier it is for the
company to achieve the company's
goals that have been previously set by
the company owner.

The world of work today knows
the word beliefs, as quoted in
(www.karyaone.co.id downloaded on
January 29, 2020) which is “a belief
from an individual that is shown in
what is said or done. Beliefs can
explain how individuals can assess or
evaluate an event which is then
conveyed through their behavior. As
explained by Bandura (1997: 116)
that "self-efficacy has an effect on
human behavior through various
processes including cognitive
processes, motivational processes,
affection processes, and selection
processes”. Self-efficacy according to
Luthans (2006) is "a reference that
refers to an individual's belief about
his ability to mobilize the motivation,
cognitive resources and actions
needed to successfully carry out tasks
in a particular context". Self-efficacy
affects employees in completing their
responsibilities in order to achieve
goals, both personal and corporate.
Someone with a high level of efficacy
is able to survive in any situation
because they believe they can get
through it. On the other hand, an
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employee with low self-efficacy will
be worried that he will not be able to
complete his work and
responsibilities so that it can affect his
performance and company. Mishra et
al (2016) stated that "increased self-
efficacy is likely to encourage the
growth of job satisfaction".

There is an important role in
promotion where it is something that
every employee or employee looks
forward to. Promotions are generally
given as rewards based on past efforts
and achievements. According to
Sondang  (2010: 169) defines
"promotion when an employee is
transferred from one job to another
with greater responsibility, a higher
level of the hierarchy of positions, and
a higher income". Promotion is
considered to have an influence on
job satisfaction because when an
employee gets a promotion, it means
that there is an acknowledgment of
the employee's ability so that it has a
positive influence for employees to
work optimally.

Companies need to provide a
sense of satisfaction to their
employees when doing work, namely
by providing a good work
environment, where if the work
environment is considered good, the
employees will be satisfied, secure,
and comfortable so that employees
will be loyal to the company where
they work, on the contrary
environmental conditions. Bad work
will cause negative effects on
employees such as low morale and
high turnover rates. Where it can
harm the company. Sedarmayanti
(2011: 21) defines the work
environment as "all the tools and
materials encountered, the
surrounding environment in which a

person works, his work methods, and
work  arrangements  both  as
individuals and as groups. The work
environment  includes  working
relationships formed between fellow
employees, working relationships
between subordinates and superiors,
as well as the physical environment
where employees work.

Companies will continue to
strive to improve competitiveness by
improving their management
(especially human resources) and
operations to make them more
effective and efficient. Companies
use service providers as a form of way
to be able to compete and develop in
the future that offers the principles of
effectiveness and efficiency.
According to Faslah (2010: 147), "the
reality that happens a lot is that
employees still think that they are
company assets is just a slogan and all
of that is considered far from reality".
This happened because there was a
discrepancy between the statement
and company policy. This problem
occurred in outsourced employees
who worked at PT. Siemens
Indonesia. Cases that occur, for
example, are when the service
provider sometimes does not pay their
rights on time, such as overtime pay,
travel (transport) fees, and annual
bonuses, even though the first party
(in this case PT Siemens Indonesia)
has completed the payment to the
service provider. Difficulty getting
promotions to be appointed as
permanent employees at PT. Siemens
Indonesia and the influence of the
work environment are another
problem in this paper.

Based on the above background
the authors are interested in knowing
and proving the effect of self-efficacy
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on job satisfaction, to find out and
prove the effect of job promotion on
job satisfaction, to determine and
prove the effect of the work
environment on job satisfaction, to
determine and prove the effect of self-
efficacy, promotion, and the work
environment affects employee work
loyalty through job satisfaction.

LITERATURE REVIEW
1. Loyalty
According to  Sudimin

(2003: 5) which states that "loyalty
means the  willingness  of
employees with all abilities, skills,
thoughts, and time to participate in
achieving company goals and
keeping company secrets and not
taking actions that harm the
company as long as that person is
still a member of the company
employee".

2. Job satisfaction

According to Hasibuan (2014:
202) job satisfaction is "an
emotional attitude that is pleasant
and loves his job. This attitude is
reflected by work morale. Another
understanding of job satisfaction
according to Sutrisno (2009: 74),
"job satisfaction is an individual
attitude towards work related to
work  situations,  cooperation
between employees, rewards
received at work, and matters
relating to  physical  and
psychological factors™

3. Self Efficacy
Kreitner and Kinicki
(2005:79) state "self-efficacy is a
person's belief about his chances of
successfully achieving a certain
task”. Cherian & Jolly (2013)

argue that "self-efficacy is closely
related to self-control and
resilience in a person in the face of
failure, performance and effort in
solving a problem faced by a
person™. Self-efficacy is "self-
assessment, whether it can do good
or bad actions. This efficacy is
different from aspiration, because
ideals describe something ideal
that should be achieved, while self-
efficacy describes an assessment
of self-ability” (Alwisol, 2009:
287).

4. Promotion

According  to Martoyo
(2007:71) promotion is "a move
from one position to another that
has a higher status and
responsibility”. Meanwhile,
according to Hasibuan (2008:108)
promotion is "a move that enlarges
the authority and responsibility of
employees to higher positions
within a company so that their
rights, status and income
obligations are getting bigger".

5. Work Environment
According to  Nitisemito
(2002:27), "the work environment
is everything that is around the
employee and can affect the
employee injalankan tugas yang
dibebankannya”.

Hypothesis Developmen

tH1: It is suspected that self-
efficacy has a positive effect
on job satisfaction.

H2: It is suspected that promotion
has a positive effect on job
satisfaction.

H3: It is suspected that the work
environment has a positive
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effect on job satisfaction.

H4: It is suspected that self-
efficacy, promotion, and
work environment have a
direct influence on employee
loyalty

RESEARCH METHODOLOGY

This research took place at PT
Siemens Indonesia, having its address
at Arkadia Office Park Tower F Jl.
TB. Simatupang Kav 88, Jakarta.
With the aim of studying the effect of
self-efficacy, promotion, and work
environment on job satisfaction that
results in employee loyalty. The
research implementation time starts
from July 2019 to December 2019.

According to Nursalam (2003:
81) research design is a strategy in
achieving research objectives that
have previously been set and become
a guide for researchers in the entire
research process. The implementation
of this research will discuss the effect
of the three independent variables on
the two dependent variables. The
variables studied consist of 5
variables, 3 are independent variables
and 2 dependent variables, including:
(1) Self-Efficacy, (2) Position
Promotion, (3) Work Environment,
(4) Job Satisfaction and (5) Employee
Loyalty. Of the 5 variables, job
satisfaction and employee loyalty are
the dependent variables, while the
other 3 variables are: (1) Self-
Efficacy, (2) Position Promotion, and
(3 Work  Environment  are
independent variables.

The analytical method in this
study uses partial regression analysis
(Partial Least Square) to test the 4
hypotheses proposed in this study.
SmartPLS 2.0 software is used to test
the relationship between variables

based on each of these hypotheses.
According to Abdillah & Jogianto
(2009: 11), PLS is a multivariate
statistical technique that makes
comparisons  between  multiple
dependent variables and multiple
independent variables. PLS is a
variant-based SEM statistical method
designed to solve multiple regression
when specific data problems occur,
such as a small research sample size.
According to Yamin (2011: 23-26)
there are several steps in the analysis
using Partial Least Square (PLS):
1. The first step is to design a
structural model (inner model)
2. The second step, designing the
measurement model (outer model)
3. The third step is to construct a path
diagram.
4. Fourth step, model estimation.
The fifth step, Goodness of Fit or
model evaluation includes
evaluation of the measurement
model and evaluation of the
structural model.
6. Sixth step, hypothesis testing and
interpretationasi.

o

RESULTS AND DISCUSSION

Description of Respondent Data:

a. Gender consists of 20% female,
80% male.

b. age range 21-25 years with 5
respondents (12.5%), age range
26-30 years with 14 respondents
(35%), age range 31-35 years with
8 respondents (20 %), 36-40 years
old with 6 respondents (15%), 41-
45 years old with 2 respondents
(5%), 46-50 years old with 3
respondents ( 7.5%), and the age
range is 51-55 vyears with 2
respondents (5%).

c. The last education of the
respondents was S1 with a total of
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24 respondents or 60%. The next
highest number is with high school
education as many as 14 people or
about 35% of the total respondents,
while respondents with the last
education D3 there are as many as
2 people or about 5%.

d. Employees with 0-5 years working
period are as many as 20 people or
about 50%. The next highest
number is with 6-10 years of
service, which is 9 people or about
17.5%. The three employees with
a length of service of 21-25 years
are 5 people or around 12.5%, then
with a length of work of 11-15
years as many as 4 people or about
10%, and with a length of service
of 16-20 years as many as 2 people
or 5%. Finally, there are 2
employees who have worked
between 26-30 years or about 5%
of the total sample, while there are
no employees who have worked
for 31-35 years.

e. Measurement  Model  (Outer
Model)

f. The results of the validity test of
the SmartPLS 3.0 initial path
diagram show the Outer Mode

resultsl.

Tabel 1 Outer Loading Factor Value
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0.725
0.619
0.767
0.726

0.775
0.865
0.758
0.785
0.773
0.718
0.799
0.769
0.775

The table above shows that all
loading factor values are above 0.6
with the smallest value being 0.614,
namely the Eda indicator and the
largest value being the Kki indicator
which has a value of 0.896. This
shows that the indicators used in this
study can be declared valid or have
met convergent validity. The next
way to see discriminant validity is to
look at the value of the square root of
average variance extracted (AVE),
the goal is to find out whether an
indicator in the study is valid or not.

Recommended value is above 0.50
Tabel 2 Average Variance Extracted (AVE)

cl=2E B2 RE5EE

Average Variance Extracted
(AVE)
Efikasi Diri 0.529
Kepuasan Kerja 0.617
Lingkungan Kerja 0.520
Loyalitas 0.539
Promaosi Jabatan 0.609

The next step after obtaining the
validity of each variable question
instrument is a reliability test. This
reliability test can be seen from the
results of the Smart-PLS 3.0 software
output, the Composite Reliability and
Cronbach's  Alpha values are
obtained. The table below shows that
all variables can be said to have good
reliability on each variable, namely
self-efficacy, job promotion, work
environment, job satisfaction, and
employee loyalty and is strengthened
by the results of Cronbach's Alpha
showing that all variables have good
reliability. to each of the constructs.
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Tabel 3 Composite Reliability

Cronbach's Composite

Alpha Reliability
Efikasi Diri 0.820 0.870
Kepuasan Kerja 0.873 0.905
Lingkungan Kerja 0.846 0.883
Wm‘“‘ 0.857 0.891

. .

Promosi Jabatan 0.920 0.933

The table above shows the
results of the Cronbach Alpha output
showing that the Cronbach Alpha
value for all variables of
Compensation, Organizational
Commitment, Job Satisfaction and
Intention to Leave is above 0.6 which
indicates that all variables in the
estimated model meet the criteria.

Structural Model (Inner Model)
The next step is after all
statements per variable are declared
valid, all variables are also declared
reliable, then the next step is to test
the research structural model through
the R Square test. The output results
of the Smart-PLS 3.0 software related

to the R square test are as follows:
Tabel 4 R-Square dan Adjusted
R-Square Value
R

R Squar;
Square Adjusted
Kepuasan Kerja 0.724 0.701
!mi. 0.857 0.840
. .

The value of R-Square (R2) job
satisfaction is 0.724 which indicates
that the contribution of the variables
of self-efficacy, job promotion, and
work environment to employee
loyalty indirectly through job
satisfaction is 72.4% while the
remaining 27.6% is influenced by
factors others outside of this study.
The use of R-square still often causes
problems, where if there is an
additional independent variable then
in a model the value will also increase
even though the variable has a
relationship or not with the dependent
variable, so it is recommended to use

an adjusted R-square where when
there is an additional independent
variable its value can increase or
decrease depending on the correlation
or relationship with the dependent
variable. The adjusted R-square value
is definitely less than R2 and can even
be negative which indicates the model
is not good.

T-statistic Test
Tabel 5 Uji t-stastistik result

Original T Statistics | P
5"(';‘)7"* (I0ISTDEV]) | Values

Efikasi Diri > Kepuasan Kerja 0.108 0.59 0.552
Promosi Jabatan > Kepuasan Kerja 0.538 3.488 0.001
Li Kerja > Kerja 0.290 1598 0.111
Kepuasan Kerja > Loyalitas Karyawan 0441 2795 0.005

Based on the results of the data
processing output in the table, it was
obtained that H1 was rejected because
even though "the failure was due to
my inability to achieve it", it did not
increase  the  employee's  job
satisfaction. H2 is accepted because
"honesty in doing work™ can increase
the employee's job satisfaction. H3
was rejected because although
"access to the internet needs to be
improved so as not to disturb co-
workers who are doing work
activities” but it cannot increase the
employee's job satisfaction. H4 is
accepted because “the relationship
with co-workers is well established"
can increase the loyalty of the
employee.

Discussion

Based on the results of this
study indicate that there is a positive
but not significant effect between
self-efficacy on job satisfaction. This
means that the hypothesis (H1) is
rejected, which is indicated by the
lowest mean value of the indicators
on the self-efficacy variable, namely
"the failure that | experienced because
of my inability to achieve it" which

142
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caused the employee's job satisfaction
not to increase. This is indicated by
the tcount 0.596 < ttable 2.03 and the
P Value 0.552 > 0.05, where the
original sample value is positive at
0.106 or in other words H1 is rejected.

Based on these results indicate
a positive and significant influence
between job promotions on job
satisfaction. This means that the
hypothesis (H2) is accepted, which is
indicated by the highest mean value
of the indicator on the job promotion
variable, namely "honesty in doing
work™ which can increase the
employee's job satisfaction. This is
indicated by the tcount 3.488 > ttable
2.03 and the P Value of 0.001 <0.05,
where the original sample value is
positive at 0.538 or in other words H2
is accepted.

Based on these results indicate
that there is a positive but not
significant effect between the work
environment on job satisfaction. This
means that the hypothesis (H3) is
rejected, which is indicated by the
lowest indicator on the work
environment variable, namely "access
to the internet needs to be improved
so as not to disturb coworkers who are
doing work activities” which is one of
the factors that employee job
satisfaction cannot increase. This is
indicated by the tcount 1.598 < ttable
2.03 and the P Value 0.111 > 0.05,
where the original sample value is
positive at 0.290 or in other words H3
IS rejected.

Based on these results indicate
a positive and significant influence
between job satisfaction on employee
loyalty. This means that the
hypothesis (H4) is accepted, which is
indicated by the highest mean value
on the indicator on the job satisfaction

variable, namely "relationships with
coworkers are well established"
which can increase employee loyalty.
This is indicated by the tcount 2.795
> ttable 2.03 and the P Value of 0.005
<0.05, where the original sample
value is positive at 0.441 or in other
words H4 is accepted.

CONCLUSIONS AND

SUGGESTIONS

Conclusion

The results of this study
indicate a positive but not significant
effect between self-efficacy on job
satisfaction. This means that the
hypothesis (H1) is rejected which is
indicated by the lowest indicator on
the self-efficacy variable, namely “the
failure that was experienced because
of my inability to achieve it" which
caused no increase in job satisfaction
of outsourcing employees at PT.

Siemens Indonesia. These results

prove that outsourcing employees at

PT. Siemens Indonesia is not satisfied

if it fails to do the work they do.

a. The results of this study indicate
that there is a positive and
significant influence between job
promotions on job satisfaction.
This means that the hypothesis is
accepted because "honesty in
doing work" which is able to
increase  job  satisfaction of
outsourcing employees of PT.
Siemens Indonesia. These results
reflect that employees who are
honest in doing work will benefit
the company because the company
will judge that honest employees
will have good responsibilities and
experiences for the progress of the
company.

b. The results of this study indicate a
positive but not significant effect
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between the work environment on
job satisfaction. This means that
the hypothesis (H3) is rejected
which is indicated by the lowest
indicator on the work environment
variable, namely "access to the
internet needs to be improved so as
not to disturb coworkers who are
doing work activities" which is one
of the job satisfaction factors for
outsourcing employees at PT.
Siemens Indonesia cannot
improve. This shows that access to
the internet is a factor that can
increase employee job satisfaction,
where nowadays access to the
internet has become a necessity
even in everyday life.

c. These results indicate that there is
a positive and significant influence
between job satisfaction and
employee loyalty. This means that
the hypothesis (H4) is accepted
which is indicated by the highest
mean value on the indicator on the
job satisfaction variable, namely
"relationships with coworkers are
well established” which can
increase employee loyalty. This
shows that the relationship
between employees in the
company must be maintained so
that the company can get loyal
employees for the company so that
it is in line with the company's
strategy and the achievement of
company goals.

Sugesstion

a. The research is expected to be able
to conduct research on similar
companies other than PT. Siemens
Indonesia is different and the
distribution of respondents is more
diverse.

b. This research is expected to be
able to develop existing models
and hypotheses by adding other
variables to expand the study of
science.

c. Improving research so that the
results of future research can be
seen significantly on the variables
of self-efficacy and work
environment, namely by adding an
indirect influence on further
research.

d. This research can also be applied
to all types of workers, both white-
collar  workers, blue-collar
workers, and gray-collar workers.
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ABSTRACT

This study aims to determine (1) the effect of compensation on employee
performance, (2) the effect of motivation on employee performance at CV Giri Jasa
Perkasa. The population in this study were all employees at CV Giri Jasa Perkasa,
totaling 50 people in the operational section. The sampling technique used is a
saturated sample by taking the entire population without having to draw a research
sample so that a sample of 50 employees is obtained. The type of data used in the
form of a questionnaire as a data collection method which is processed by the
Partial Least Square (PLS) analysis method. Based on the results of this study, it
shows that (1) compensation has a significant effect on employee performance, (2)
motivation has a significant effect on employee performance at CV Giri Jasa
Perkasa.

Keywords: Compensation, Motivation, Performance
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INTRODUCTION

The Indonesian nation is a large
nation, the development that has
taken place so far is not only physical,
but also non-physical in the form of
improving the quality of human
resources. In  today's  global
competition, the world of work really
needs people who can think forward,
smart, innovative, and able to work
with high spirits in the face of the
times. Humans are the driving force
of existing resources in the context of
activities and routines of an
organization or company. Human
resources have an important role
either individually or in groups, and
human resources are one of the main
drivers for the smooth running of an
organization's activities, even the
progress of a company is determined
by the presence of its human
resources. Understanding Human
Resources according to Handoko
(2011:4) is the search, selection,
development, maintenance and use of
human resources to achieve goals
both individually and
organizationally.

The increasing development of
the business world which is in line
with the improvement of economic
conditions in Indonesia requires tight
competition in it. Competition in the
business world today is increasingly
competitive, therefore every company
must be able to manage and manage
all its resources effectively and
efficiently in order to achieve the
goals that are the pillars of the
company. Performance Management
or often known as performance
management is about how to manage
activities within an organization to
achieve organizational goals.
According to  Sutrisno  (2015)

performance is the result of work that
has been achieved by a person from
his work behavior in carrying out his
work activities. The motivation and
expectations of employees to get
appropriate  compensation  make
employees work optimally in order to
achieve high  performance for
employees. Murty and Hudiwinarsih
(2012) state that a motivated
employee will be energetic and
enthusiastic, and conversely an
employee with low motivation will
often  display discomfort and
displeasure with his work which
results in poor performance and
company goals will not be achieved.

High or low motivation and job
satisfaction of employees in a
company also depends on the role of
leaders in the company, good
leadership is the key in management
which has an important role in
strategy in the survival of a company.
Compensation is necessary to
maintain employees with a decent
standard of living, but compensation
also provides a tangible measurement
of the individual's value to the
company. Compensation is a strategic
function of human resources that has
a significant impact on other human
resource functions (Murty and
Hudiwinarsih, 2012). Until now CV
Giri Jaya Perkasa has been supported
by 50 workers and strong trust given
by consumers to the company, almost
10 years CV Giri Jaya Perkasa has
produced various types of goods and
services marketed both at home and
abroad, including shoes and uniforms
for parties who need. Based on
interviews with employees CV. Giri
Jaya Perkasa, the company's
compensation for employees is not
satisfactory. This is based on the
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results of the questionnaire that the
author gave and filled out by
employees. The results show that
almost every month the compensation
has fluctuated which resulted in the
giving of compensation tends to be
small.

researchers also get new problems
that are being experienced by the
company, especially on employee
motivation. So here, the researcher
compiles the results of the
recapitulation of employee
absenteeism for the last three years

In the company itself, which can be seen in the image below:
Table 1. CV Giri Jaya Perkasa Attendance 2017-2019
Years | Number of Work | Permit | Sick | Alpha | Total | Presentase
employees Days (%)
2017 42 312 |12 13 5 30 9.61
2018 46 312 |14 20 1 35 11.21
2019 50 312 |18 19 2 39 12,5

From the data above, we can
conclude that there are fluctuations in
the absence of certain time workers at
CV Giri Jaya Perkasa, it is suspected
that there is a lack of encouragement
and motivation experienced by
workers at CV Giri Jaya Perkasa due
to the work that accumulates and is
not proportional to the wages or
salaries received. . If this is not
handled immediately, it will have an
impact on the company's losses and
will threaten to reduce the workforce.
Once the importance of performance
in a company makes CV Giri Jasya
Perkasa have to pay more attention to
the performance of its employees so
as not to become a threat to the
company, so that in this study the
researchers were interested in taking
the performance variable.

From the description of the
background above, given the
importance of employee performance
for CV Giri Jaya Perkasa, it is hoped
that compensation and motivation of
employees or workers can support the
development of the company in the
future to obtain good employee
performance and can increase
business production of CV Giri Jaya

Perkasa. From the problems faced by
the Lestari Sugar Factory, researchers
want to raise a study entitled "The

Effect of Motivation and
Compensation on Employee
Performance at CV Giri Jaya

Perkasa"..

LITERATURE REVIEW

Compensation is a form of
remuneration for employees given to
the company. Can be financial or non-
financial in a fixed period. According
to Gary Dessler (2011: 78) employee
compensation is all forms of payment
or gifts given to employees and
arising from their work in the form of
financial benefits such as insurance
and vacation money paid by the
company. Non-financial rewards such
as things that are not easy to quantify,
namely rewards in the form of a more
challenging job, more flexible
working hours and a more prestigious
office.

According to William B.
Werther and Keith Davis (2011: 184)
compensation is what a worker
receives in return for the work he
provides. Either hourly wages or
periodic salaries designed and
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managed by the  personnel
department. Compensation is
everything that is received by
employees as compensation for the
company's services to employees in
the form of salaries, facilities and so
on which can be valued in money and
are  permanent. In  addition,
compensation is a strategic function
of human resources. Compensation
affects the overall strategy of the
organization because compensation
affects job satisfaction, productivity,
and so on.

The term motivation
(motivation) comes from the Latin,
namely movere, which means "to
move" (to move). Motivation in
management is generally only
intended for human resources and
especially for subordinates.
Motivation itself is the most decisive
factor for an employee at work. Even
though the maximum ability of
employees is accompanied by
adequate facilities, if there is no
motivation to encourage employees to
work according to their goals, the
work will not work according to their
goals. Several opinions regarding
motivation according to experts,
Winardi argued (2016: 6) that
motivation is a potential power that
exists within a human being, which
can be developed by himself or
developed by a number of outside
forces which essentially revolves
around monetary rewards and non-
monetary rewards. , which can affect
its performance results positively or
negatively.

Performance is the result of
work in quality and quantity achieved
by an employee in carrying out his
duties in accordance with the
responsibilities given to  him

(Mangkunegara 2014:5). According
to Sutrisno (2012:151) performance is
the result of work that has been
achieved by someone from his work
behavior in carrying out his work
activities. An organization is a group
of people who come together in a
structure to achieve a common goal.
There are two parties who are
responsible for achieving
organizational goals, objectives, and
targets, namely managers and
employees, both as individuals and as
groups

Historically, employees who
received compensation were up to job
satisfaction, so that they would
improve their performance better.
What needs to be considered from
human resource management is how
to communicate a good company
strategy so that employee welfare can
be improved through the existing
payroll system. Insufficient
compensation will lead to job
dissatisfaction which results in a
decrease in job attractiveness,
employee turnover and lower
performance, Bedelan & Zammuto
(in Hita and Pradhanawati, 2013).
Employees will lose their perception
of the company. This is usually
marked by prolonged complaints
about the lack of salary received,
which in time will lead to a strike. The
relationship between compensation
and performance is also explained in
the expectancy theory which says that
a person will put forth a high level of
effort for his performance, if with his
level of performance, if with a high
level of performance a reward
(compensation) is obtained according
to expectations (Robbins, 2001).
Compensation is one of the important
factors that can determine employee
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performance.
H1: Compensation has a positive
effect on employee performance
According to Winardi (2016: 6)
motivation is a potential force that
exists within a human being, which
can be developed by himself or
developed by a number of external
forces which essentially revolve
around monetary rewards and non-
monetary rewards, which can affect
the results of his performance
positively or negatively. negative.
Meanwhile, according to Malayu
(2015: 23) the notion of motivation is
to question how to encourage the
work enthusiasm of subordinates, so
that they are willing to work hard by
giving all the abilities and skills to
realize the company's goals. Lack of
fulfillment of work motivation will
reduce worker productivity so that
material and non-material needs need
to be given to achieve job satisfaction.
H1: Motivation has a positive effect
on employee performance

METHOD

The subjects of this study were
employees at CV Giri Jasa Perkasa in
the last three years. In this study, the
population of employees at CV Giri
Jasa Perkasa amounted to 50 people.
According to Rikonto, (2012) the
total population is less than 100 so all
are taken.

Based on the number of
respondents who were taken by the
researcher not reaching 100 people,
the researchers took all of the
respondents. From the results taken
by 50 people. By taking the entire
population as a sample, this is called
a saturated sample. The data
collection process carried out by
researchers was by distributing

questionnaires to employees of CV
Giri Jasa Perkasa using a Likert scale
variable measurement tool. The
results of the hypothesis taken by the
researcher can be seen in Figure 1
which has been included. The method
used by this researcher to calculate is
to use XPartial Least Square (PLS).
PLS defines the latent variable as a
linear aggregate of its indicators. The
method of estimating the weight of
the latent variable is done by building
an inner model and an outer model.
Residual variance on the dependent
variable will be minimized to produce
a predictive score (Jogiyanto and
Abdillah, 2015). PLS is a more
appropriate approach for prediction
purposes, especially in conditions
where indicators are formative. With
the latent variable in the form of a
linear combination of the indicators,
the prediction of the value of the
variable can be easily obtained, so
that the prediction of the latent
variable that it influences can also be
easily made.

PLS consists of external
relationships  (outer models or
measurement models) and internal
relationships ~ (inner models or
structural models). The relationship is
defined as two linear equations,
namely a measurement model that
states the relationship between latent
variables and a group of explanatory
variables and a structural model
(Jogiyanto and Abdillah 2015:159-
162).

The path analysis model for all
latent variables in PLS consists of
three sets of relationships, (1) inner
model that specifies the relationship
between latent variables (structural
model), (2) outer model that specifies
the relationship between latent
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variables and their indicators or
manifestation variables
(measurement model). , and (3) the
weight relation in which the case
value of the latent variable can be
estimated (Jogiyanto and Abdillah
2015:159-162).

RESULT
Data Outlier Test

Outliers are observations or
data that have unique characteristics
that look very different from other

observations and appear in the form
of extreme values. From the second
outlier test table, the wvalue of
expensive is obtained. The maximum
distance of respondent data is 21,635,
which is smaller than the expensive
distance maximum outlier which is
determined at 29.588, which means
that the data has no outliers, thus it
can be said that the data has good
quality and can be continued for
further processing with a total of 50
respondents. case.

Figure 2 PLS Output Output Path Diagram

Average Variance Extracted (AVE)

The next measurement model is
the Avarage Variance Extracted
(AVE) value, which is the value
indicating the magnitude of the
indicator variance contained by the
latent variable. Convergent AVE
value greater than 0.5 indicates a good
adequacy of validity for the latent
variable. The reflective indicator
variables can be seen from the
Avarage variance extracted (AVE)
value for each construct (variable). A
good model is required if the AVE
value of each construct is greater than
0.5.

The results of the AVE test for
the Compensation variable (X1) are
0.625983, the Motivation variable
(X2) is 0.743947, and Employee
Performance (Y) is 0.676859, the

three variables show a value of more

than 0.5, so overall the variables in

this study can be said to have good

validity. .

Table 2. Average variance extracted
(AVE)

AVE
Performance (Y) |0.676859
Compensation (X1)|0.625983

Motivation (X2) 0.743947
Source: Data processed

Reliability Test

Composite Reliability is an
index that shows the extent to which
a measuring instrument can be trusted
to be relied on. If an instrument is
used twice to measure the same
symptom and the measurement
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results obtained are relatively
consistent, then the tool is reliable.
The reliability of the construct as
measured by the value of composite
reliability, a reliable construct if the
value of composite reliability is above
0.70, the indicator is said to be
consistent in measuring the latent
variable.
Table 3. Composite Reliability

Composite
Reliability
Performance () 0.862707
Compensation
(X1) 0.869784
Motivation (X2) 0.896831

Source: Data processed

The results of the Composite
Reliability test show that the
Compensation variable (X1) is
0.869784, the Motivation variable
(X2) is 0.896831, and Employee
Performance (Y) is 0.896831, the
three variables show Composite
Hypothesis testing

Reliability values above 0.70 so it can
be said that all variables in this study
are reliable..

Inner Model (Pengujian Model
Struktural)
Table 4. R-Square

R Square
0.515363

Performance ()
Compensation (X1)

Motivation (X2)

Source: Data processed

R2 value = 0.515363. It can be
interpreted that the model is able to
explain the phenomenon of employee
performance which is influenced by
independent  variables, including
compensation and motivation with a
variance of 51.54% while the
remaining 48.46% is explained by
other variables outside this study
(besides compensation and
motivation).

Table 5. Path Coefficients (Mean, STDEV, T-Values)

Path Sample | Standard | Standard T Statistics
Coefficients| Mean | Deviation| Error (IO/STERR))
(O) (M) (STDEV) | (STERR)
Compensation
(X1) ->
0.421203 |0.432219| 0.095217 | 0.095217 4.423624
Performance
(Y)
Motivation
(X2) ->
0.350724 |0.346682 | 0.107595 | 0.107595 3.259656
Performance
(Y)

Source: Data processed
From the table above, it can be
concluded that the hypothesis states:
1. Compensation (X1) has a positive
effect on Employee Performance
(Y) is acceptable, with a path

coefficient of 0.421203, and a T-
statistic value of 4.423624 > 1.96
(from the table value Za = 0.05),
then Significant (positive).
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2. Motivation (X2) has a positive
effect on Employee Performance
(Y) is acceptable, with a path
coefficient of 0.350724, and a T-
statistic value of 3.259656 > 1.96
(from the table value Za = 0.05),
then Significant (positive).

The Effect of Work Compensation on
Employee Performance

Based on the results of research
that has been carried out, it is found
that Work Compensation has a
positive  effect on  Employee
Performance CV Giri Jaya Perkasa.
From the path coefficient table of
0.421203, and the T-statistic value is
4.423624 > 1.96 (from the table value
Zo = 0.05), it is significant ( positive)
which means that the better the work
compensation carried out by the
company for employees, the
employee performance will increase.
Compensation as a driver of one's
performance, many types of
compensation  provided by the
company can be in the form of
payments or gifts, the compensation
provided by the company will create
enthusiasm for employees to work
better too. According to Gary Dessler
(2011: 42) employee compensation is
all forms of payment or gifts given to
employees and arising from their
work in the form of financial benefits
such as insurance and vacation pay
paid by the company). This is
supported by research conducted by
Pudjo Wibowo (2018), showing that
the compensation variable has a
positive and significant effect on the
employee performance variable.
The Effect of Work Motivation on
Employee Performance

Based on the results of research
that has been carried out, it is found

that motivation has a positive effect
on employee performance at CV Giri
Jaya Perkasa. From the path
coefficient table of 0.350724, and the
T-statistic value of 3.259656 > 1.96
(from the table value Za = 0.05), it is
significant (positive), which means
that the better the work motivation
carried out by the company for
employees, the employee
performance will increase. . This if
maintained and implemented
properly will make employees
motivated and work as much as
possible. Motivation is one of the
various factors that affect employee
performance, with the motivation
given by the leadership and people
around the company will increase
morale and will make employees able
to work optimally. This is in
accordance with the theory put
forward. According to Malayu (2015:
23) the notion of motivation is to
question how to encourage the work
enthusiasm of subordinates, so that
they are willing to work hard by
giving all the abilities and skills to
realize the company's goals. This is
supported by research conducted by
Gainer Frisky Lakoy (2013) showing
that the work motivation variable has
a positive and significant effect on the
employee performance variable.

CONCLUSION AND
SUGGESTION
Conclusion

Compensation is able to
contribute to employee performance
at CV Giri Jaya Perkasa Employees.
This identifies that the greater the
compensation given to employees,
the happier employees will be and try
their best to work better.
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2. Motivation is able to
contribute to employee performance.
This identifies that with the
motivation given to the company's
leadership, it can create good morale
for employees of CV Giri Jaya
Perkasa. So that the work can be
carried out will be completed properly
and optimally.

Suggestion

1. Companies need to maintain the
provision of adequate facilities by
the company, if this is maintained
it will encourage increased
performance of employees.

2. Companies need to maintain the
provision of positive
encouragement given by leaders to
their employees because it makes
employees more enthusiastic at
work.

3. In terms of getting support from
the company in work; it needs to be
applied continuously in order to
increase the desire for high work
for employees.
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ABSTRACT

Research Competency Development on employees in the Terminal Rubies and
Diamonds with a system of training a spinner reborn is made to analyze and
describe explicitly, with regard to the development of competence to improve the
performance of the operational employees, including the ability to adapt to be able
to develop the ability and adjustment themselves with the era of business
transformation in the digital. The study was conducted by using the descriptive
qualitative method to determine the analysis of the results, where the collection of
primary data in this research is done by observation, interview, survey and expert
justification, while the secondary data is done through the duties and
responsibilities of work to be done with the population research using purposive
sampling method which is taken from the employee homogeneously in the accept,
perform and megimplementasikan the activities of the development of these
competencies. The application of training in the implementation of operations
related to loading and unloading the container is intended to provide structuring
the completion of the work proper with the interconnectedness of all areas of work
and also a system of spinner reborn existing in the process of loading and unloading
the container.

Keywords: Competence, Loading And Unloading, Performance, Training
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INTRODUCTION

The development of
Transformation in the digital era of
business 4.0 which provides many
changes related to the acceleration of
business turnover by providing many
conveniences in its implementation,
especially in matters relating to
technology-based competency
development, according to
McCleallent in research conducted by
Arbani (2021) who argues that
competence is an underlying
characteristic's of an individual which
is causally related to criterion
referenced effective and or superior
performance in a job or situation All
employees in the field of Port
Operations in general and Mirah and
Berlian Terminals in particular must
be able to quickly adapt to existing
business developments, to be able to
operate technology using a spinner
reborn system that g has been
integrated with all work activities
around container loading and
unloading services and is online-
based, in order to make it easier to
carry out work activities in serving
customers who carry out their
activities both at Mirah and Berlian
Terminals, for that there is a training-
based competency development
which is "training is a planned process
to modify attitude, knowledge, skill
behavior through learning experience
to achieve effective performance in
activity or range of activities.
activities), according to Smith in
research conducted by Arbani (2021)
to assist employees in doing their jobs
by developing the potential and skills
possessed by employees, especially in
matters relating to the use of
technology and the operation of the
spinner rebo system. rn properly and

effectively, so that it can help
employees to work optimally, by
implementing  Spinner ~ Reborn
training in the Mirah and Berlian
Teminal environment.

The phenomena that occur in
the application of the Spinner reborn
at the Mirah and Berlian Terminals
experienced a few obstacles in it, due
to changes in the system that were
implemented and implemented from
the Mtos system that already existed
and changed it using the Spinner
reborn system which has the ease and
complexity of completing a more
easy and detailed solution. to
complete work related to loading and
unloading containers at Mirah and
Berlian Terminals, besides that
customer service is also facilitated, by
giving customers to know the existing
system and making it easier for
customers to quickly find out what
activities are running at Mirah and
Berlian Terminals and customers can
print  independently job  order
activities, so as to reduce the intensity
of the queue caused by problems
related to customer service, such as
printing job orders, unregistered
containers and so on.

With this, it is necessary to have
good cooperation that must be carried
out in completing it in order to make
it easier to implement a technology-
based Spinner reborn system with
employee participation in training
programs that are made to find out the
proper application of the Spinner
reborn system, so that employees can
work optimally and easily do their
jobs, besides that the customer must
also be able to understand the system
created so that the customer can
quickly carry out their activities both
at the Mirah and Berlian Terminals,
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so that the service process provided
can be optimal and reduce the queue
intensity in carrying out their
activities. .

As for being able to use and
implement the Spinner reborn system
in the Mirah and Berlian Terminal
environment properly, it is necessary
to have employee awareness to take
part in training that is made so that the
use of the Spinner reborn system can
be optimally used, besides that
employees and customers must also
start eliminating the comfort factor.
that exists with the implementation of
the old Mtos system used, so that
training can run optimally to be able
to develop competencies including
skills and potential development of
employees at Mirah and Berlian
Terminals, so that employees can
perform their performance well,
precisely and quickly.

The existence of training
carried out to support the
development  of  competencies
contained in employees at Mirah and
Berlian Terminals To support the
performance of existing employees,
in order to optimally carry out their
work activities to understand the
Spinner  reborn  system  used,
employees must be able to understand
the operations related to the system
used must be understood by each
individual employee at the Mirah and
Berlian Terminal, so that theoretically
employees can know the functions
contained in the Spinner reborn
application and in practice employees
can carry out the functions contained
in the application contained in the
Spinner Reborn.

LITERATURE REVIEW
Competence

According to Spencer and
Spencer in Palan (2007), competence
shows the characteristics that underlie
behavior that describe the motives,
personal characteristics
(characteristics), self-concept, values,
knowledge or skills brought by
someone who performs superiorly
(superior  performer) in  the
workplace. work. There are 5
characteristics that make up
competence, namely: (1) Knowledge
factors include technical,
administrative, humanitarian
processes and systems. (2) Skills;
refers to a person's ability to perform
an activity. (3) Self-concept and
values; refers to a person's attitudes,
values and self-image, such as a
person's belief that he or she can
succeed in a situation. (4) Personal
characteristics; refers to physical
characteristics and consistent
responses to situations or
information, such as self-control and
the ability to remain calm under
pressure. (5) Motives; is an emotion,
desire, psychological need or other
impulse that triggers action, while
another understanding is obtained
from a different theory which states
that competence is the ability or
capacity of a person to do various
tasks in a job, where this ability is
determined by 2 factors. namely
intellectual ability and physical
ability, according to Robbin (2007).

Unloading

According to Matthew et al.
(2017) loading and unloading is the
activity of loading and unloading
goods from and/or to ships including
the activities of unloading goods from
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the hold to the ship to the dock on the
hull of the ship to the warehouse, the
stacking yard or vice versa, and can
be divided into 2 activities, both
loading and unloading directly and
indirectly, including:
1. In person
This method is often called
"truck lossing" meaning loading or
unloading from the ship directly to
the truck. This truck lossing
method is a special permit because
there are components or OPP/OPT
payments;
2. Indirectly
The indirect method is
loading and unloading activities
from the ship to the dock, moving
goods from the dock to the transit
warehouse, arranging and storing
goods in the transit warehouse and
then delivery activities to the
recipient of the goods or their
representative.
3. Performance
Performance is the result of a
process that refers and is measured
over a certain period of time based
on pre-determined provisions and
agreements, according to Edison
(2016), while according to
Mangkunegara (2016)
performance comes from the word
job  performance or actual
performance. achieved by a
person), in  other  words,
performance is the result of work
in quality and quantity achieved by
an employee in carrying out his
duties in accordance with the
responsibilities given to him. The
factors that can affect
performance, according to
Mangkunegara (2016) can be
divided into 2 factors, including:

a. Ability factor
Psychologically, an
employee's ability consists of a
potential ability (1Q) above
average (IQ 110-120) with
adequate education for his
position and skilled in doing
daily work, then he will more
easily achieve the expected
performance.
b. Motivational factors
Motivation is in the form
of an employee's attitude in
dealing with situations
(situation) motivation is a
condition that moves
employees who are directed to
achieve organizational goals.

Training

Education and training is one of
the important factors in the
development of human resources.

Education and training not only

increase knowledge, but also improve

work skills so as to increase work
productivity, according to Sonny in
sinambela  (2016).  Meanwhile,
training in a company or organization
can have a positive influence on
competency development that can
support the performance of the
employees or human resources in it,
the following are the objectives of the
training, according to Supriyadi

(2015), including:

a. Increasing the productivity of
employees who have knowledge
and skills in their field of work will
be able to work better;

b. 2. Improving the effectiveness and
efficiency of mastery and
increasing skills in accordance
with the field of work obtained by
employees from a training



Jurnal limiah, Manajemen Sumber Daya Manusia 161
JENIUS

program;

c. 3. Increasing the competitiveness
of employees who are well trained
will not only have the opportunity
to increase productivity, but will
also be able to work more
effectively and efficiently, so as to
increase the competitiveness of the
company.

With the training objectives, the
benefits of training will be formed, as
a determination of positive results
after employees receive the existing
training program, as for the benefits
of training, according to Supriyadi
(2015), among others: increasing
independence, increasing motivation,
fostering a sense of belonging,
reducing employee turnover, and
increase company profits.

This training program itself can
be carried out using several different
methods in its operation, so that the
benefits and objectives of this training
program can be received and carried
out directly by every employee or
human resource who receives it. The
training method, according to Edwin
B Flippo in Sedarmayanti (2014),
describes the training method, as
follows:

a. On the job Training

Is a formal procedure, simple
and easy and practical observation,
employees learn their work by
observing other jobs that are
working, and then observing their
behavior, in other words On the
job training is a training method
carried out with learning programs
that are carried out directly by
employees by plunging directly to
carry out their work, so that the
knowledge obtained is more
comprehensive as a result;

b. Off the job training

Training programs that are
carried out outside of working
hours for employees when doing
their job, or carried out separately
from the active working hours of
employees in carrying out their
main tasks, usually the lessons
given are in the form of job
instruction training, programmed
learning,  Vestibule  training
(training in a special room
includes: seminars, management
games, role playing and teaching
through computer programs).

RESEARCH METHODS

The population in this study
totaled 11 people in total and all of
them were taken from operational
personnel who worked at the Mirah
and Berlian Terminals in Surabaya,
including: Supervision, Foreman CY
and the wharf, Tally. The sample
taken is a homogeneous purposive
sampling which refers to 11
operational personnel who work
directly to provide container loading
and unloading services, consisting of:
3 supervisors (stevadoring, planning,
cy and consolidation), 2 planners, 2
foreman vessel, 2 foreman cy, and 2
tally who participated in the training
directly and managed to implement
the training program very well. The
type of research used is in the form of
descriptive qualitative analysis which
aims to describe explicitly about the
application carried out by the sample
in implementing the results of the
training in detail, precisely and well.
The data analysis carried out in this
study refers to 2 phases of data, both
primary obtained from the process of
observation, interviews, surveys and
expert justification, and secondary



Jurnal limiah, Manajemen Sumber Daya Manusia 162
JENIUS

obtained from the duties and
responsibilities of work that must be
carried out by operational personnel
who work in accordance with field of
work.

RESEARCH RESULT
Competency development
carried out and applied to all
operational employees at Mirah and
Berlian Terminals through a training
system to support knowledge and
develop the capabilities and potential
of all employees in working by
utilizing technology appropriately, so
as to provide speed, convenience and
accuracy in carrying out
responsibilities of existing work and
relating to the arrangement of work in
the operational scope, both work at
the dock and cy (Container yard) as a
stacking field that functions as a place
for storing goods or containers before
being loaded onto ships or taken
directly by the owner of the goods
directly, it is useful for minimize the
occurrence of errors related to the
rotation of the movement of container
activities starting from the beginning
of entering the Terminal to being
loaded onto the ship (Loading) or out
to be pulled by the owner of the goods
directly (Delivery), because of the
help of the system pinner reborn
which is made to facilitate the proper
monitoring process, so that all
recording of container movement can
be properly recorded, so that there is
a need for training to provide
knowledge and skills of employees in
operating technology through spinner
reborn system training as a program
created to support ease of existing
operational work. With the training
program that has been created and
given to all existing employees, it

provides many benefits, both in terms
of personal competence for each
employee who receives direct training
that is made to facilitate the work
carried out, so that all existing
activities can be properly recorded on
the spinner system. reborn, this is
expected to provide speed and
convenience in the work process that
must be carried out by every
operational employee, seeing that the
spinner reborn program is made
capable of providing accuracy and
speed in helping the service process
optimally.

The Spinner Reborn system
program which was created to
facilitate the work process related to
the services provided at Mirah and
Berlian Terminals provides many
positive benefits for operational
employees directly, this is indicated
by a change in the competence of
operational employees after attending
training related to the operation of this
spinner reborn system program,
although previously the operation of
technology was something that was
usually done by operational
employees at the Mirah and Berlian
Terminals by using the Mtos/Iport
program which was an old system
program to assist operational work,
but readjustments had to be made,
because there are many differences in
the uses contained in the programs
made both Mtos/Iport and spinner
reborn, while the differences include
the use of functions in it, where on the
Mtos/Iport system the application
program in the form of a web made
with a general scope of functions in
monitoring the process of container
movement activities, while the
spinner reborn system is in the form
of a web application that provides
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convenience in accessing it in detail,
starting from the beginning of the
stack (request for container storage),
until it is loaded and withdrawn
directly by the owner of the goods. In
addition, the use of active supporting
tools, to real-time services that
require fast service with the
outstanding function of activities,
when the service experiences
problems in it. As for the changes
found in operational employees after
carrying out the spinner reborn
system training program, namely
being able to properly and correctly
operate the existing spinner reborn
system, this is taken from a sample of
respondents who are wused as
examples of assessment after
participating in this spinner reborn
training system. As for the statements
taken from the sample of respondents
who participated in the training, all of
them agreed that the spinner reborn
system  program  was  more
complicated, young and detailed in its
use, saw all the records of container
movement  starting  from  the
application, stored in the CY
(container yard), until it was loaded
on the ship or picked up. directly by
the owner of the goods, all existing
activities are recorded or recorded
properly in the existing spinner
reborn system, seeing the making of
application system programs that are
made very detailed and recordings
given in real time implementation.
This can be seen from the statements
of 11 people used as sample
respondents, very satisfied using the
spinner reborn system, seeing the ease
of doing the work process, so that all
the obstacles that occur in the
implementation of operational work
activities can be quickly resolved, and

errors occur. can be minimized once.
The satisfaction obtained with the
development of existing
competencies and carried out on 11
training  participants,  including
several operational employees at
Mirah and Berlian Terminals, among
others: 1. SPV Stevadoring, SPV CY
and warehouse consolidation, SPV
planning (planning): agreed on the
system made provides a lot of
convenience in monitoring activities
of all activities that occur both at the
dock and cy (stacking field), 2.
Planner: provides convenience in the
process of allocation of containers
and supporting equipment for
activities, to the process of loading
ships, 3. Foreman vessel and cy:
simplify the arrangement directly on
the container both on the cy and on
the ship, 4. Tally: makes it easier to
organize and record in real time the
movement of containers in the Mirah
and Berlian Terminals.

CLOSING
Conclusion

Based on the descriptions
contained in the discussions in
previous chapters with the training
provided to operational staff to
develop the competencies of
operational employees related to it, it
was found that there were positive
changes that occurred in the
competence of employees directly,
starting from technology operation
and spinner reborn applications.
appropriately, the use of technology
that supports the work, so that all
workers return to work more carefully
and the use of technology that makes
workers even more responsible in
carrying out their work.
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ABSTRACT

Employee performance is important in an organization. Public services are
also the main target of implementing activities at the Bantul Samsat. As for the
competence and staffing conditions of employees, they are the most important part
of the service. The main objective of this study is to determine whether competence
and work placement have a significant effect on the performance of public services
through the work culture of SATRIYA in Samsat Bantul. This research uses
descriptive analysis method and inference. Meanwhile, the data collection method
used a saturated sample or non-probability sampling by distributing questionnaires
to all 50 employees in Samat Bantul. The results showed that competence and work
placement had a positive and significant impact on the performance of public
services through the work culture of SATRIYA in Samsat Bantul.
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INTRODUCTION

Samsat Bantul as one of the
Technical Implementing Units (UPT)
which serves as a place to pay motor
vehicle taxes is one of the DIY
Regional Government agencies that
must always improve itself in terms of
service. The readiness of all aspects of
service must always be improved for
the purpose of the organization,
namely excellent service. According
to Permenpan RBRI No. 17 (2017) In
2017, the term “public service” is an
activity or series of activities related
to meeting service needs based on
laws and regulations from all
Indonesian citizens and residents
regarding goods and services. And/or
management services provided by
public service providers. Meanwhile,
public service providers (hereinafter
referred to as organizers) are all
government agencies, legal entities,
independent bodies established by
law for public service activities, and
other public service activities in the
form of a corporation.

The ability of the employees at
Samsat Bantul can be said to be
competent because the work done has
not changed too much from time to
time. Only technological advances
that distinguish the system in the
implementation of work. According
to Haryanto, (2021) "there are 6
aspects of competence that can be
developed, namely: knowledge,
understanding, skills, values, attitudes
and interests". From the existing
aspects, as the author observes, in
terms of knowledge and
understanding, the Bantul Samsat
employees are very understanding
and understand the work that must be
completed every day. Likewise in the
aspect of ability, employees are

proficient in completing tasks,

especially in services to taxpayers.

This is due to monotonous work every

day so it has become an easy habit to

do. In terms of values, attitudes and
interests, not all employees actually
carry out their duties wholeheartedly
because many backgrounds,
especially education, are different
from one another and also do not
match the needs of employees in
accordance with existing regulations.

Employees' interest in working in the

Samsat office is good, as can be seen

from the employee's attendance on

time.

Employees working at Samsat
Bantul have a fairly high age
difference. There are employees who
have worked for more than 10 or even
20 years, but there are also those who
have just entered work in 2021. The
ability of each employee also depends
on how long they have worked and
also the experience they have gained.
The work carried out in Samsat is
generally not difficult, because it is
done every day, it may even be
monotonous, but the quality of
service must always be improved
considering changes, especially in the
field of information technology,
which continues to grow.

Research purposes :

1. Knowing and analyzing the
influence of competence on the
performance of public services.

2. Knowing and analyzing the effect
of work placement on the
performance of public services.

3. Knowing and analyzing the
influence of competence on the
work culture of "SATRIYA".

4. Knowing and analyzing the effect
of work placement on the work
culture of “SATRIYA”
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5. Knowing and analyzing the
influence of "SATRIYA" work
culture  on  public service
performance.

METHODS

1. Subject, object, population and
sample

The subjects of this research
are the Bantul Samsat employees
who are the perpetrators of motor
vehicle tax services in the Bantul
area, while the objects of this
research are employee
competence, work placement and
work culture of SATRIYA as a
mediation of public service
performance.

The population of this study
were all 50 employees of Samsat
Bantul. The sampling technique
used in this study is a saturated
sample or non-probability
sampling. All employees in
Samsat Bantul were sampled.
According to Wiyono, (2020) the
method used in this study is the
census method, that is, all the
population is used for research
data. Researchers use this method
because the population is only
small so it is possible to do both in
terms of time and cost
considerations.

2. Data collection methods,
instrument development and data
analysis methods

The sampling technique
used is a saturated or non-
probability sample from the
existing respondents. The type of
data used is primary data with an
ordinal scale. The scaling
technique used is the Likert Scale,
with a score of 1 to 5.

The test instrument used is
the validity and reliability test
using SmartPLS 3.2.8.

In this study, researchers
analyzed using descriptive
analysis methods and inference
analysis methods.

The  picture of the
framework of thought is as
follows:

\\
SATRIYA Work oublcsens
Cuiture —_— ADICSEIES
Performance
/

Figure 1 Frame of Mind

RESULT
Characteristics of Respondents
Respondents used in this study
were all employees of Samsat Bantul,
both ASN and Contract ASN, totaling
50 people. The results of the summary
of the characteristics of the
respondents are depicted in table 1
below:Table 1. Distribution of
Respondents’  Characteristics  in
Samsat Bantul
N Characteri Tot Percent

0. stics al age
1. Age
20-30 16  32%
31-40 13 26%
41-50 6 12%
More than 15  30%
50 yo
Total 50 100%
2.  Gender
Male 34  68%
Female 16 32%
Total 50 100%
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3.  Yearsof
service
Lessthan5 26  52%
years
Morethan5 24  48%
years

Total 50  100%

4. Education

level
S2 4 8%
S1 12 24%
D3 12 24%

SMA 22 44%

Total 50  100%

5. Employme
nt status

ASN 27  54%

Non ASN 23  46%

Total 50  100%

Source: Primary Data processed
(2022)

Table 2. Convergent Validity Test Results

The results of the study in table
1 show that the majority of employees
are 20-30 years old, which is 32%,
only 1 person differs from the number
of employees who are over 50 years
old. The number of employees who
have a service period of less than 5
years is more than those who have
more than 5 years, which is 52%.
Furthermore, the majority of
employees are male by 68%.
Characteristics of the respondents
based on the level of education is the
high school level, which is 44%. The
majority employment status is ASN,
which is 54%.

Validity dan Reliability

The validity and reliability test
used by researchers using SmartPLS
3.2.8. application. The results of the
tests are as follows:

X1 X2 Y1 Y2 KET.
X1.1 0,884 valid
X1.2 0,840 valid
X1.3 0,831 valid
X1.4 0,833 valid
X1.5 0,865 valid
X1.6 0,842 valid
X2.1 0,881 valid
X2.2 0,863 valid
X2.3 0,881 valid
X2.4 0,880 valid
X2.5 0,887 valid
X2.6 0,860 valid
X2.7 0,819 valid
Y1.1 0,891 valid
Y1.2 0,873 valid
Y1.3 0,777 valid
Y1.4 0,867 valid
Y1.5 0,938 valid
Y1.6 0,767 valid
Y2.1 0,885 valid
Y2.2 0,845 valid
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Y2.3 0,891 valid
Y2.4 0,895 valid
Y2.5 0,947 valid
Y2.6 0,861 valid

Source: Primary Data processed (2022)

.From the convergent validity
test in table 2 above, it can be seen
that the coefficient on the outer
loading shows a number above 0.7.
Therefore, it can be concluded that all
the variables tested are valid. Of the
25 indicators and 75 statements
distributed to respondents, the
numbers are valid.

Table 4. Result of Composite
Reliability Test

Description:

X1 : Competence

X2 : Work Placement

Y1 : SATRIYA Work Culture

Y2 : Public Service Performance
From table 4 above, it can be

seen that all the variables and

indicators that are made show

coefficients above the number 0.7,

which means they are all reliable /

reliable.

Variable  Loading Description
Factor Hypothesis Test
X1 0,931 Reliable After being tested for validity
X2 0,943 Reliable and reliability, the researcher then
Y1 0,932 Reliable tested the hypothesis with the
Y2 0,952 Reliable following results:
Table 5. Result of Hypothesis Test
Parameter t-
HYPOTHESIS Sign Coefficient Statisti PValue  Status
7 atistic
(Original Sampel)
Competence affects
H1 performance (+) 0,225 1,818 0,035 Proven
Work placement
H2 affects performance (+) 0,247 2,219 0,013 Proven
competence affects
H3 work culture (+) 0,583 3,978 0,000 Proven
Work placement
H4 affects work culture  (+) 0,377 2,485 0,007 Proven
Work culture affects
H5 performance (+) 0,539 3,646 0,000 Proven

Source: SmartPLS 3.2.8 output.

The first hypothesis tests
whether X1 (competence) has a
positive effect on Y2 (public service
performance). The test results show
that the competency parameter has a
coefficient value of 0.225, a p-value
of 0.035, and a t-statistic of 1.818.
This result is significant because the

pValue is less than 0.05 and the
tstatistic (1.818) is above the standard
deviation of 0.124. Therefore, the first
hypothesis is stated to be proven.
The second hypothesis tests
whether X2 (work placement) has a
positive effect on Y2 (public service
performance). The test results show
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that the coefficient value of the Work
Placement parameter is 0.247 and the
pValue is 0.013 and the t-statistic is
2.219. From these results it is stated
that the pValue value is significant
because it is below 0.05 and the
tstatistic (2.219) is above the standard
deviation of 0.111. Thus, the second
hypothesis is stated to be proven.
The third hypothesis tests
whether X1 (Competency) has a
positive effect on Y1 (SATRIYA
Work Culture). The test results show
that the coefficient value of the
Competence parameter is 0.583 and
the p-Value is 0.000 and the t-statistic
is 3.978. From these results it is stated
that the pValue value is significant
because it is above 0.05 and the t-
statistic (3.978) is above the standard
deviation of 0.147. Thus, the third
hypothesis is stated to be proven.
The fourth hypothesis tests
whether X2 (Work Placement) has a
positive effect on Y1 (SATRIYA Ape
Culture). The test results show that
the coefficient value of the Work

Placement parameter is 0.377 and the
pValue is 0.007 and the t-statistic is
2.485. From these results it is stated
that the p-value is significant because
it is below 0.05 and the t-statistic
(2.485) is above the standard
deviation of 0.152. Thus, the fourth
hypothesis is stated to be proven.

The fifth hypothesis tests
whether Y1 (SATRIYA Work
Culture) has a positive effect on Y2
(Public Service Performance). The
test results show that the coefficient
value of the SATRIYA Work Culture
parameter is 0.539 and the p-Value is
0.000 and the t-statistic is 3.646. From
these results it is stated that the p-
value is significant because it is below
0.05 and the t-statistic (3.636) is
above the standard deviation of 0.148.
Thus, the fifth hypothesis is stated to
be proven.

Mediation Analysis

After the hypothesis is tested,
the researchers conducted a mediation
analysis with the following results:

Table 6 Result of Mediation Analysis

Variable Dlre((I::';E)f fect E ;fr;iIt;eE:ItE) Tota(ITlgfects Mediation Effects
(1) (2) (3) (4) (DE + IE) (5)TE-DE

X1 0,225 (0,035) 0,314 (0,002) 0,539 (0,000) (0,539-0,225) = 0,314

X2 0,247 (0,013) 0,203 (0,025) 0,450 (0,001) (0,450-0,247) = 0,203

Source: smartPLS output.

Table 6 shows that competence
(X1) has a positive and significant
effect on public service performance
(Y2) through the work culture of
SATRIYA (Y1). This is indicated by
the direct effect (DE) from X1 to Y2,
with a value of 0.225 and a significant
P value of 0.035 (less than 0.05). In
addition, the results of the mediation
effect showed a significant effect
with a coefficient of 0.314. On the
other hand, work placement (X2)

through the work culture of
SATRIYA (Y1) has a positive and
significant effect on public service
performance (Y?2). This is indicated
by the direct effect factor of 0.274
and a significant p value (less than
0.05) which is 0.013. Furthermore,
the results of the mediation effect
showed a significant effect with a
coefficient of 0.203.
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DISCUSSION
a. The influence of competence on

SOP for Samsat services can be
implemented properly (50% agree

the performance of public services
at Samsat Bantul

The results of the hypothesis
test carried out show that
competence is proven to have an
effect on the implementation of
public services. This can be seen
from the results of the parameter
factor of 0.225 and the P value of
0.035 which indicates that capacity
has a positive and significant effect
on the performance of the Bantul
Samsat public service. Therefore,
changes in the competency value
(X1) are offset by changes in the
performance value of the Bantul
Samsat employee (Y2). In other
words, the added value of
employee capabilities affects the
added value of employee
performance at Samsat Bantul.

This can also be seen from
the education level of employees at
Samsat Bantul, the majority of
whom are D3 and S1 graduates as
many as 24 people (48%) affect the
performance of public services. In
addition, the positive influence of
competence on performance can
also be seen from the age of
employees who are in the range of
20-30 years. This shows that the
employees in Samsat Bantul are
still of a productive age so that
changes in both technology and
regulations can be easily applied in
the implementation of daily
activities.

Based on the descriptive
analysis that has been done, the
data obtained: employees know
how to use the equipment in
Samsat Bantul (52% agree and
44% strongly agree) so that the

and 46% strongly agree). Then
employees know their duties in the
office (58% agree and 38%
strongly agree) so that employees
can keep state secrets in their
duties (64% agree and 36%
strongly agree). In addition,
employees understand their duties
at work (56% agree and 42%
strongly agree) so that employees
carry out work in accordance with
their duties (66% agree and 43%
strongly agree). From this
descriptive analysis, it can be
concluded that competence and
performance support each other
with a high percentage. Thus, good
employee performance in Bantul
Samsat is influenced by good
employee competence.

According to  research
results from Hartati, (2020),
Anggraeni and Muhsin, (2020) and
Fachriyah and Wijayanti, (2021),
competence has a positive and
significant influence on employee
performance. And the results of
this study indicate that competence
has a positive and significant effect
on the performance of public
services in Samsat Bantul. This is
supported by parameter coefficient
data of 0.225 and p-value of 0.035
(below 0.05). Thus, the results of
this study support previous studies
with significant positive results.

. The Effect of Work Placement on

Public Service Performance at
Samsat Bantul

From the results of the
hypotheses that have been carried
out, it can be concluded that the
effect of work placement is proven
to have an effect on the
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performance of public services in
Samsat Bantul. These results are
obtained from the parameter
coefficient of 0.247 and P-value of
0.013. These results indicate that
the effect of work placement on
performance is positive and
significant.

Judging from the
characteristics of the respondents
obtained, the difference in the
number between ASN and
Contract ASN (54% and 46%) in
Samsat Bantul will affect the
performance in Samsat Bantul. In
addition, the working period of
employees who are less than 5
years of 52% of the total
employees also affects the
completion of work because it is
carried out by young employees
(between 20-30 years) of which
32% are still productive. Thus, it
can be concluded that the
placement of employees by the
Civil Service Agency with the
difference between ASN and
Contract ASN and also the
recruitment of productive age
employees greatly affects the
performance of public services in
Samat Bantul.

Based on the descriptive
analysis conducted, the
researchers got the results in the
form of: employees know how to
work well (62% agree, 36%
strongly agree) so that employees
can serve taxpayers according to
applicable procedures (68% agree
and 62% strongly agree). Then,
employees also know the function
of the Samsat (64% agree and 34%
strongly agree) so that employees
can carry out the work according to
the established procedures (68%

agree and 32% strongly agree). In
addition, employees know how to
print PKB notices (56% agree and
42% strongly agree, so that they
can serve taxpayers carefully (64%
agree and 36% strongly agree).
Thus, it can be concluded that the
placement of employees is carried
out by the Regional Civil Service
Agency. (BKD) providing
additional new employees under
the age of 30 years is very helpful
in the performance of Samsat
Bantul.

According to  research
results from Purwono, (2020),
Bernard, (2017) and Hardono et
al., (2019), work placement has a
positive and significant influence
on performance. And this research
shows that the effect of work
placement on performance is
positive and significant, so this
research supports previous
research. This is indicated by a
positive  parameter coefficient
(0.247) and a significant P-value
(0.013).

. The Influence of Competence on

SATRIYA's Work Culture at
Samsat Bantul

From the hypothesis test that
has been carried out, the researcher
finds that competence has an effect
on the work culture of SATRIYA
at Samsat Bantul. These results are
obtained from the parameter
coefficient of 0.583 and P-value of
0.000. These results indicate that
the influence of competence on the
work culture of SATRIYA is
positive and significant.

From the characteristics of
the respondents, it can be seen that
there are 48% of employees who
have an educational background of
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S1 and D3 so that the
implementation of the SATRIYA
work culture will be easier to
understand. The ability to analyze
the situation also affects the
increase in understanding of the
work culture that is in accordance
with the character of the people of
Yogyakarta. In addition, the level
of education also affects the ability
to adapt to the work culture used
by the DIY local government.
From the descriptive
analysis  carried out, the
researchers got the results: Samat
Bantul employees know how to
use the internet for work in the
office every day (50% agree and
44% strongly agree) so that
employees can adapt to new
conditions that occur in the office
(64% agree and 34% strongly
agree). In addition, employees are
able to explain the meaning of
PKB to taxpayers (62% agree and
32% strongly agree) so that
employees can accept changes to
the existing Samsat rules in Samsat
Bantul (62% agree and 36%
strongly agree). The employees at
Samsat Bantul carry out the tasks
assigned by the leadership (54%
agree and 42% strongly agree), so
that employees can keep the job
secret according to the needs of the
job (56% agree and 44% strongly
agree). Thus, it can be concluded
that employee competence has an
effect on the work culture of
SATRIYA in Samsat Bantul. The
more employees understand their
competence, the better the work
culture of SATRIYA will be.
According to  research
results from Potalangi et al.,
(2017) and Hanheide., (2021),

competence has a positive and
significant influence on work
culture. Thus, the results of this
study support previous research,
namely competence has a positive
and significant influence on the
work culture of SATRIYA in
Samsat Bantul.

. The Influence of Work Placement

on SATRIYA's Work Culture at
Samsat Bantul

From the hypothesis test that
has been carried out, the researcher
finds that work placement has
proven to have an effect on the
work culture of SATRIYA at
Samsat Bantul. These results are
obtained from the parameter
coefficient of 0.377 and P-value of
0.007. These results indicate that
the effect of work placement on
SATRIYA's work culture is
positive and significant.

Judging from the
characteristics of the respondents,
30% of the employees are more
than 50 years old, so it can be
concluded that the understanding
of the meaning of work culture is
very attached to them. Knowledge
of the work culture characterized
by  Yogyakarta has  been
implemented since starting to work
at a young age. Thus, with the
SATRIYA work culture that is
currently being promoted,
employees will more easily adapt
to the changes.

From the results of the
description analysis carried out,
the researchers got the

results: employees know
how to accept registration of
taxpayers who will pay PKB (54%
agree and 44% strongly agree), so
that employees can carry out
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services during working hours
(64% agree and 34% strongly
agree). agree) well. Then the
employees have worked at Samsat
Bantul for more than 1 year (50%
agree and 48% strongly agree) so
that employees can serve taxpayers
by speaking politely (56% agree
and 42% strongly agree. In
addition, the employees have
worked for more than 1 year both
as ASN and as an assistant (48%
agree and 50% strongly agree) so
that employees can easily accept
technological advances that often
occur (64% agree and 34%
strongly agree).

According to  research
results from de Boer et al., (2018),
Nirmah & Muslichah, (2021) state
that good employee placement will
affect a good work culture so as to
produce good organizational goals
as well. This is in accordance with
the research conducted and
resulted in a positive and
significant coefficient for the
effect of work placement on the
work culture of SATRIYA at
Samsat Bantul.

. The Influence of SATRIYA's
Work Culture on Public Service
Performance at Samsat Bantul

From the results of
hypothesis testing, the researchers
found that the work culture of
SATRIYA had an effect on the
performance of public services in
Samsat Bantul. This is supported
by a parameter coefficient of 0.539
and a P-value of 0.000. These
results indicate that the influence
of SATRIYA's work culture on the
performance of public services in
Samsat Bantul is positive and
significant.

From the characteristics of
the respondents, it can be seen that
there are 48% of employees who
have worked more than 5 years in
Samsat Bantul. It can be said that
many employees already know and
even implement the work culture
set by the Yogyakarta Special
Region Government, especially
for the character of SATRIYA
which is adapted to the culture of
Yogyakarta. Employees who have
worked for a long time certainly
have good competence and
experience in carrying out work at
the Bantul Samsat. Thus, the
performance of public services
will be even better with the
knowledge and understanding of
employees about the work culture
of SATRIYA at Samsat Bantul.

From the results of the
description analysis carried out,
the researchers got the results:
employees want to listen to
taxpayer complaints at the time of
service (60% agree and 38%
strongly  agree), thus the
employees carry out their work
seriously in service to taxpayers
(60% agree and 38% strongly
agree). Then the employees can
accept technological advances,
especially the problem (64% agree
and 34% strongly agree) so that the
employees can complete the task
well (64% agree and 36% strongly
agree). In addition, employees
prioritize the interests of their
duties (58% agree and 38%
strongly agree) so that they can
serve taxpayers regardless of status
/ class (52% agree and 48%
strongly agree). Thus, it can be
concluded that the existence of
SATRIYA's work culture in
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Samsat Bantul has a good
influence on the performance of its
services.

According to  research
results from Abbas et al., (2020),
Hidayat et al., (2020) and also
Putranti et al., (2018) show that
work culture has a significant
positive effect on performance.
Based on the results of the
previous research, the research
conducted resulted in a positive
and significant coefficient for the
influence of SATRIYA's work
culture on the performance of
public services in Samsat Bantul.

CONLUSSIONS AND

SUGGESTION

Conclusion

From the results of research and
testing that have been described
above, it can be concluded several
things as follows:

1. Competence has a positive and
significant influence on the
performance of public services in
Samsat Bantul. This means that an
increase in employee competence
will affect the performance of
public servants, and vice versa, if
competence decreases, the
performance of public services
will also decrease.

2. Work placement has a positive and
significant  impact on the
performance of public services in
Samsat Bantul. This can be
interpreted as: by improving the
placement of employees in
accordance with the needs of the
Bantul Samsat, the performance of
public services in the Bantul
Samsat will increase, and vice
versa if the placement of
employees is not in accordance

with the needs of the Bantul
Samsat, the performance of public
services in the Bantul Samsat will
decrease.

. Competence has a positive and

significant influence on the work
culture of SATRIYA at Samsat
Bantul. This means, the better the
employee's competence, the better
the understanding of the work
culture will be, and vice versa if
the competence decreases, the
ability to understand the work
culture will also decrease.

. Work placement has a positive and

significant impact on the work
culture of SATRIYA at Samsat
Bantul. With good employee
placement, the implementation of
SATRIYA's work culture will also
be carried out well, and vice versa
if the placement of employees is
not good then the implementation
of SATRIYA's work culture will
also be less good. The placement
of employees in accordance with
the conditions and needs of the
office will make the situation
conducive and it will be easier to
develop and implement the work
culture of SATRIYA.

. SATRIYA's work culture has a

positive and significant impact on
the performance of public services
in Samsat Bantul. With a good
work culture and in accordance
with the character of DIY, the
performance of public services
will increase, taxpayers will feel
comfortable with the services at
Samsat Bantul. Vice versa, if the
work culture developed is not
compatible with the regional
character, the performance of
public  services will also
experience a decline in quality
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because it is not in accordance with
the conditions of the people being
served.

Suggestion

Based on the data analysis

carried out, several suggestions can
be drawn that can be considered by
the Bantul Samsat to improve the

performance

of public services,

namely:
1. Competence

a.

There is a need for technical
guidance (bintek) regarding the
use of computers, networks and
printers for the smooth
implementation of services at
the Bantul Samsat.

There needs to be internal
coordination between  all
members of the Samsat, both
the Regional Government, the
Police and Jasa Raharja so that
employees are more familiar
with the work environment in
the Bantul Samsat.

There needs to be coordination
in each section/subsection in
order to understand the duties
and functions of each personal
position.

. Leaders should provide clarity

when  assigning  tasks /
dispositions to subordinates so
that at the time of
implementation it can be
carried out properly and
correctly.

Employee coaching should be
carried out regularly, quarterly
or semi-annually so that
employees  maintain  their
respective professionalism,
including collaborating, being
honest and responsible with
their respective jobs so that the

completion of work becomes
faster and more precise.

It is necessary to carry out
spiritual showers every
month/quarterly to maintain
friendship between employees
in order to create a conducive
working atmosphere.

It is necessary to maintain
buildings and work
infrastructure so that employees
feel comfortable and safe at
work.

. Work Placement
a.

There is a need for periodic
technical guidance (bintek)
related to the use of security
applications (computers and
their networks), determination
of PKB, analysis of PKB cases,
deciding on PKB cases,
calculating PKB fines.

. There is a need for periodic

technical guidance (bintek)
related to the use of security
applications (computers and
their networks), determination
of PKB, analysis of PKB cases,
deciding on PKB cases,
calculating PKB fines.

There is a need for technical
guidance (bintek) regarding
Samsat regulations, related and
latest policies regarding motor
vehicle taxation, motor vehicle
tax functions for the Regional
Government and the
community.

. There needs to be socialization

of skills in serving taxpayers in
the form of: how to speak well,
how to give good advice, how
to convey information related to
the Samsat.

. SATRIYA Work Culture
a.

There needs to be internal
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socialization  involving all
Bantul Samsat employees to
strengthen the character of
SATRIYA's work culture so
that employees can develop
themselves and also maintain
their own integrity, adapt to
new conditions, advances in
technology, changes to both
applicable rules and policies.

b. There is a need for socialization

of SATRIYA's work culture
related to official
responsibilities, service systems
starting from service hours to
service needs.

4. Public Service Performance
a. There is a need for socialization

about Samsatan services to
taxpayers with clear SOPs,
careful, precise and fast
calculation of PKB so as to
create excellent service.

. The convenience of taxpayers
who come to the main office as
well as Samdes and BPD
Corner must be considered by
cleaning the workplace and
good service.
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ABSTRACT

This study aims to find out how the job appraisal system at Bayukarta
Hospital is, the job appraisal procedure, the assessment points used in the
assessment and the obstacles. This research uses descriptive writing method. Based
on our research, it can be concluded that the work appraisal system at the
Bayukarta Hospital has been running smoothly and well, although it is still
considered to be less transparent, but in carrying out the company's employee
appraisal policy, it can handle it well.
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INTRODUCTION

The hospital is an organization
in general that requires good and
quality human resources. Without
human resources, hospital service
activities will not be carried out. The
importance of educated, qualified,
and professional human resources is
the main supporting factor for
improving  performance in the
development of an organization or
company. One of the important
elements in  human  resource
management activities is performance
appraisal.

Preliminary study and
internship experience of £3 months in
the Human Resources section of
Bayukarta Hospital, researchers see
that the work assessment at Bayukarta
Hospital has been implemented but
still needs to be improved because
there are still many employees who
are not satisfied with the results and
stages of the work assessment. Many
employees fill out the job appraisal
form only as a formality or routine
because the indicators on the job
appraisal form are considered not to
be assessed in detail and represent the
overall performance of employees
and their daily work processes.

Based on the above problems
Performance appraisal is a system
used to assess and find out whether an
employee has carried out their
respective jobs as a whole, meaning
that the implementation of work does
not mean only seen or assessed
physical results but includes various
things such as work ability, discipline,
work relations, leadership. and
special matters in accordance with the
field and level of work he holds.
Therefore, the formulation of the
problem in this study include (1)

What is the job assessment procedure
at Bayukarta Hospital? ; (2) what are
the points in the job assessment at
Bayukarta Hospital?; (3) and what are
the obstacles? The purpose of this
study was to determine the
performance appraisal system at
Bayukarta Hospital.

LITERATURE REVIEW

In  his opinion (Wayne
2017:257) concluded that
performance appraisal is a formal
system and evaluates the performance
of individual and team tasks.
(Mangkunegara 2017:69) suggests
that employee performance appraisal
is a process of evaluating employee
performance carried out by company
leaders systematically based on the
work assigned to him. Performance
appraisal is a guideline that is
expected to show the work
performance of employees on a
regular and regular basis (Kasmir
2018: 184).

The purpose of employee
performance appraisal is to provide
information related to employee
performance in the past and as a
prediction of employee performance
in the future (Astuti 2016) The
purpose of employee performance
appraisal is also as a basis for making
decisions to (1) Train, transfer or
discipline employees; (2) promoting
high-performing workers; (3) take
action against workers who lack or do
not perform well; and (4) providing or
delaying an increase in remuneration
fees. Meanwhile, the goals of
performance appraisal proposed by
ljewereme and Benson (2013) are
administrative goals and development
goals. The purpose of administration,
namely as a provider of information
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to determine decisions related to
salaries and promotions. While the
purpose of development is as
information used to determine
training needs and career planning.
By conducting an assessment of
employee performance, employees
are increasingly motivated to improve
the quality of their performance so as
to make a high contribution to the
company.

An effective work appraisal
system must get a high priority in an
organization (Mondy, 2008: 257)
therefore the indicators used in job
appraisals must meet the
requirements in order to get the right
information about the job and the
implementation of the work as its
main task. According to Wirawan
(2009) there are six requirements that
must be met in conducting a
performance appraisal in order to
obtain effective results, namely: (1)
Reliability; (2) Relevance; (3)
Sensitivity;  (4)  Practical;  (5)
Acceptability; and (6) does not violate
the law. The performance appraisal
system is called reliable or
trustworthy if an employee is assessed
by two raters as having the same or
not too different values. The second
requirement is relevance.
Performance appraisal system must
be relevant, meaning that it must have
something to do with organizational
goals. Performance appraisal must
have something to do with
organizational strategy and goals.
Then the third requirement is
sensitivity. The performance
appraisal system must be sensitive,
meaning that it can distinguish the
performance of employees who are
very good, good, bad and very bad. If
the performance appraisal is not

sensitive then the performance
appraisal of smart, stupid and diligent
will be the same. Then the fourth
requirement is  practical. The
performance appraisal system must
be practical, meaning that it is easy to
understand and can be implemented
by the assessors easily. If it is not
practical, there will be rejection from
the superiors or employees being
assessed. Performance appraisal must
be simple, uncomplicated and easily
understood by all employees, both
educated and uneducated (Wirawan,
2009). The fifth requirement is
acceptability, meaning that it can be
accepted by those related to
performance appraisal. The last
requirement is not to violate the law,
in compiling a performance appraisal,
employers must not discriminate
between an employee and another
employee.

There are three studies that are
used as references in this study. The
first research conducted by Sururi et
al (2016) with the aim of analyzing
the effectiveness of the performance
appraisal system in West Bandung
Regency. Based on the results and
findings, it can be concluded that the
overall performance assessment has
not been effective because based on
the dimensions of relevance,
sensitivity, acceptability and
practicality, the assessment used is
still not reliable enough to assess
school performance as a whole. The
second study was conducted by
Lestantyo and Indriyani (2014) which
aims to analyze the employee
performance appraisal system using
interviews and surveys using the
graphic rating method. The result of
this research is that employee
performance appraisal has been
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effective based on the results of
interviews. The third research
conducted by Dhewi et al (2006) was
conducted to  determine  the
effectiveness of the employee
performance appraisal system and
identify the most dominant element of
each element of the effectiveness of
performance appraisal in influencing
work motivation, job satisfaction and
employee performance. The results
obtained from the analysis of
respondents’ perceptions that the
implementation of employee
performance appraisal using the
dimensions of relevance, sensitivity,
reliability, acceptability and
practicality is still not effective
because it has a mean of 3.36. The
difference between the three studies
above and this research is the object
and place of the research.

METHODS

Bayukarta Hospital, Karawang.
Jalan Kertabumi no.44 This research
uses descriptive writing method.
Descriptive writing is writing that
describes or describes an actual
situation using clear and detailed
words. In descriptive writing, it gives
a detailed and factual description of
objects, events, atmosphere and
background.  Descriptive  writing
method  requires  very  careful
observation. The purpose of this
paper is for the reader to really be able
to imagine the entire material written.

RESULT

Bayukarta Hospital is one of the
health care facilities in Karawang that
provides complete health services. In
an effort to provide health services,
hospitals are supported by the
resources needed so that hospitals can

operate optimally in providing health
services, one of which is human
resources. HR in hospitals are all staff
who work in hospitals, both health
workers and non-health workers. One
of the important elements in human
resource management activities is
performance appraisal.

Performance appraisal is the
periodic  determination of the
effectiveness of an organization, part
of the organization, and employees
based on predetermined goals,
standards, and performance. The
main  purpose of performance
appraisal is to motivate employees in
achieving organizational goals and
complying  with  predetermined
standards of behavior in order to
produce desired actions and results.

At Bayukarta Hospital there are
two performance assessments: (1)
Initial Performance Assessment; (2)
Performance Appraisal (PA). Initial
performance appraisal is a system
used to assess whether an employee
has carried out their respective jobs in
accordance with applicable
procedures within a certain period of
time. This assessment was carried out
on new employees of health workers
at the Bayukarta Hospital.

Meanwhile, Performance
Appraisal (PA) is a systematic
evaluation to understand the
employee's performance and abilities
so that the company can plan further
career development for the employee.
This assessment is carried out every 3
months and is filled out using the PA
form which has been distributed by
the personnel administration to all
units. The PA form contains several
questions to employees to assess
whether the employee understands
and is able to do the work being done.
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There is an assessment column that
must be filled in by employees and
their respective superiors using
numbers with the adjective rating
scale method very good (91-100),
good (76-90), sufficient (51-75), poor
(26-50) very poor (1-25). Then the
total value obtained from the results
of the total assessment of employees
and superiors is then divided by
fourteen. The results of the total
performance appraisal will affect
employee incentives.

The points contained in this
assessment are: (1) quality of work;
(2) Initiative; (3) Skills/Skills; (4)
dependence/independence; (5)
compliance; (6) attendance; (7)
Relationships between people.

Kepatunan

Kehadiran

i |

The procedures for managing
the performance appraisal assessment
carried out by the personnel
department at the Bayukarta Hospital
are: (1) the personnel administration
prints the form according to the
Performance Appraisal (PA)

assessment period in 3 (three)
months; (2) classifying performance
appraisal forms into each unit and
department; (3) Make a cover
letter/notice of performance appraisal
implementation; (4) create a receipt
form with the unit; (5) perform
verification and validation; (6)
distribute  performance appraisal
forms to all managers; (7) receive
performance appraisal forms from all
managers after 14 days of circulation;
(8) Input the recapitulation of the
performance appraisal value of each
employee in the payroll system.

Constraints faced in the
performance appraisal assessment are
not only about the subjectivity of the
appraiser,  several  performance
appraisal constraints are also found
during the data collection process,
such as the non-transparent employee
performance appraisal, not all
employees know the calculation of
the appraisal (PA) that will be used as
an incentive. Then there is no two-
way interaction between superiors as
appraisers and employees as
appraisers because not all employees
know the results of the assessment
(PA) so that if there is a bad score
there will be no improvement in the
quality of work or behavioral attitudes
of the employees.

CONCLUSIONS AND
SUGGESTION

Performance appraisal is the
activity of managers or superiors to
evaluate employee performance
behavior and determine further
policies, performance appraisal is
included in  human resources,
comparative human resources are the
key to the company's success. By
doing a performance appraisal of
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employees, employees will always try
to do as much as possible in every
activity provided by the company or
leadership and managers are also easy
to carry out company activities in the
field of promotion of employees or
seeing employee performance that is
not optimal. So far, the performance
appraisal carried out by the Bayukarta
Hospital has been running smoothly
and well, the obstacles in
implementing the employee appraisal
policy and the company can handle it
well. The company carries out
performance  appraisal  activities
aimed at increasing productivity and
further company activities.
Performance appraisal is related to
self-motivation of employees to
improve performance.

The benefits of this
Performance Appraisal are not only
felt by the company itself as the party
that issued this policy, but the
employees who will be assessed or
have been assessed can also feel the
impact, both positive and negative.

Employees are a valuable
resource in an organization. If an
organization has qualified and
professional employees, the
organization will be able to succeed
and achieve its goals effectively and
efficiently. Therefore, the authors
suggest to the HR of the Bayukarta
Hospital in evaluating employee
performance to apply the following:
(1) There is openness and good
communication between superiors
and subordinates so that they can
provide motivation and solutions for
employees who have decreased
performance appraisals. (2) Pay more
attention to the employee
performance appraisal process as
much as possible so that performance

appraisal is not considered a routine
policy of the Bayukarta Hospital
HRM work program. (3) Leaders
must also know the abilities of their
employees and not judge employees
arbitrarily, such as having a brotherly
background and other (subjective)
elements.
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ABSTRACT

The Karanganyar Regency Tourism, Youth and Sports Office is one of the
Regional Apparatuses that carries out government affairs in the tourism, youth and
sports fields in Karanganyar Regency. Human resources are one of the most
important factors in an organization, so human resources must be managed
properly and correctly in order to increase effectiveness in the company or
organization. Many factors influence this, such as organizational culture, non-
physical work environment, and employee performance. This study aims to
determine the influence of organizational culture and non-physical work
environment on employee performance at Disparpora Karanganyar Regency. The
method used is a quantitative method and a descriptive type of research, and takes
a sample of 34 respondents from all employees of the Karanganyar Regency
Disparpora. This study uses multiple linear regression analysis with SPSS version
26 program and descriptive analysis. The results of this study are descriptive
analysis shows that the variables of organizational culture, non-physical work
environment, and employee performance are in the very good category. Meanwhile,
the multiple linear regression analysis test shows that there is a significant
influence of the organizational culture and non-physical work environment
variables either partially or simultaneously.

Keywords: Organizational Culture, Non-Physical Work Environment, Employee
Performance
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INTRODUCTION

In the field of tourism and
sports, it is very closely related to
business, because  Karanganyar
Regency is a district that is rich in
tourist destinations so that if it is
managed properly and correctly it
will generate income for the region,
which is commonly referred to as
Regional Original Income (PAD).
Besides being useful for local
governments, many tourist
destinations are also beneficial for the
surrounding community  because
most  people around  tourist
destinations have businesses in the
food and beverage sector such as
restaurant and store businesses that
sell souvenirs typical of Karanganyar
Regency. According to Indiyati
(2018), organizational culture is
essentially the organization's basic
values that will serve as the basis for
attitudes, behavior, and actions for all
members of the organization. Based
on the pre-questionnaire data, it can
be seen that the condition of
organizational  culture at the
Karanganyar Regency Disparpora
office shows that there is still a lack
of initiative in providing ideas for
innovation.

According to Bahri (2018), the
non-physical work environment is all
situations related to work relations,
including the relationship between
superiors and superiors, relationships
with colleagues or subordinates.
Based on the pre-questionnaire data,
it can be seen that the condition of the
non-physical work environment at the
Karanganyar Regency Disparpora
office shows that there is still a lack
of communication between
employees, causing
misunderstandings.

Employee performance is very
important in an organization, because
employee performance is a factor that
can determine the progress or failure
of an organization. Based on the pre-
questionnaire data, it can be seen that
the performance conditions at the
Karanganyar Regency Disparpora
office show that there are still
employees who are late in coming to
the office beyond the predetermined
office hours.

Based on this description, the
author can conclude the formulation
of the problem as follows:

a. Is there an influence of

Organizational Culture on
Disparpora Karanganyar
Regency?

b. Is there an influence of the Non-
Physical Work Environment on
Disparpora Karanganyar
Regency?

c. Is there an influence on employee
performance in the Karanganyar
Regency Disparpora?

d. Is there an influence of
Organizational Culture and Non-
Physical Work Environment on

Employee Performance at
Disparpora Karanganyar
Regency?.

LITERATURE REVIEW
1. Human Resource Management
According to Mangkunegara

(2017:2) Human resource
management is a planning,
organizing, coordinating,
implementing, and supervising the
procurement, development,
provision  of  remuneration,
integration, maintenance, and
separation of workers in order to
achieve organizational goals.
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. Organizational Culture

Meanwhile, according to
Sunyoto (2016: 226) defines
organizational culture as a system
of shared meaning held by
members of the organization that
distinguishes  the organization
from other organizations.
. Non-Physical Work
Environment

According to Sedarmayanti
(2017: 28) the non-physical work
environment is all situations
related to work relations, including
relationships ~ with  superiors,
relationships with colleagues or
subordinates.
. Employee Performance

Meanwhile, according to
Kasmir (2019: 182) performance is
the result of work and work
behavior that has been achieved in
completing the tasks and
responsibilities given in a certain
period.
. Research Model

The following is a research
model used by researchers:.

Organizational culturs

& \-\\“
Employee Performance (1)

Non-Physieal Work

Environment (X1)

Figure 1. Research Model

According to  Sugiyono
(2019:99) the hypothesis is a
temporary answer to the research
problem formulation, where the
research problem formulation has
been stated in the form of a
question sentence. It is said to be a
temporary answer because the
answers given are only based on

theory and not based on facts
obtained from data collection.

Based on the research model
that has been put forward, the
hypotheses in this study are as
follows:

"There is an influence of
organizational culture and non-
physical work environment on the
performance of employees of the
Karanganyar Regency  Tourism,
Youth and Sports Office, either
partially or simultaneously".

METHOD

The population in this study
were 34 employees of the
Karanganyar Regency Disparpora.
The sample in this study used a
saturated sample, namely 34
employees in Disparpora
Karanganyar Regency. Saturated
samples are often used when the
population is relatively small or
small, another term for saturated
samples is a census, where all the
population is used as a sample.

This research uses descriptive
research with a quantitative approach.
According to Sugiyono (2019:147)
descriptive research is a statistic used
to analyze data by describing the data
that has been collected without
intending to make generally accepted
conclusions or generalizations.

RESULT
1. Instrument Test Results
Test the validity of all

variables X1, X2, and Y showed
that the value of and a significance
value <0.05 then declared valid.
As for the reliability test, the data
obtained are as follows:
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Tabel 1. Reliability Test Results

Variabel Cronbach’s Alpha | Information
Organizational culture 0,905 Reliabel
Non-Physical Work Environment 0,823 Reliabel
Employee Performance 0,889 Reliabel
Based on the table, it can be 2. Descriptive Analysis Results
seen that the Cronbach's Alpha The results of descriptive
value is > 0.60 so it can be analysis in this study can be seen
concluded that the instrument is in the following table:
reliable.
Tabel 2. Descriptive Analysis Results
Variabel Nilai | Information
Organizational culture 88,71% | Very good
Non-Physical Work Environment | 92% Very good
Employee Performance 86,75% | Very good
Based on the table, it can be normally distributed.
concluded that the variables of P-P Plot normality test
Organizational ~ Culture, Non- can be seen in the image below:
Physical Work Eﬂvironment, and Normal P-P Plot of Regression Standardized Residual

Dependent Variable: Kinerja Pegawai (Y)
10

Employee  Performance  are
included in the very good category.
3. Classical Assumption Test
Results
a. Normality test
1) Graph Normality Test
The histogram
normality test can be seen in
the image below:

Histogram

Expected Cum Prob

00,
LE] 02 04 06 08 10

Observed Cum Prob

Figure 3. P-P Plot. Normality Test
Based on Figure 3, it can
be seen that the points spread
around the diagonal line and
follow the direction of the line,
S0 it can be concluded that the

Dependent Variable: Kineria Pegawai (Y)

: 1 _ : data is normally distributed.
Figure 2. Histogram Normality 2) Statistical Normality Test
Test In a study conducted with

Based on Figure 2, it can
be seen that the graph forms a
bell pattern and does not tilt to
the right or left and is
symmetrical, so it can be
concluded that the data is

the Kolmogorov-Smirnov test,
the data obtained for the value
of Monte Carlo Sig. (2-tailed)
was 0.323 > 0.05. So it can be
concluded that the data is
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normally distributed because
the significance value is > 0.05.

b. Heteroscedasticity Test
In this research, the
heteroscedasticity test uses a

scatterplot diagram to find out
whether  the data  has
heteroscedasticity or not, it can
be seen in the image below:

Scatterplot
Dependent Variable: Kinerja Pegawal (Y)

rdized Predicted Value

sion Standa

Regres:

Regression Studentized Residual

Figure 4. Scatterplot Diagram

Based on Figure 4 above,

concluded that there is no
heteroscedasticity

it can be seen that the dots c. Multicollinearity Test

spread out and do not form a
certain pattern, so it can be

The following is a table of
multicollinearity test results:

Table 3. Multicollinearity Test Results

Coefficients®?

Unstandardized Standardized Collinearity
Coefficients  Coefficients Statistics
Std.
Model B Error Beta T Sig. Tolerance VIF
1 (Constant) -2.325 5.345 -.435 .667
Organizational  .895 157 .682 5.696 .000 502 1.992
culture (X1)
Non-Physical 538 251 256 2.139 .040 502 1.992
Work
Environment
(X2)

a. Dependent Variable: Employee Performance (Y)

Based on the table above,
it can be seen that the X1

multicollinearity problem in
this study.

variable hasa VIF 0f 1.992 < 10 4. Multiple Regression Analysis
and a Tolerance of 0.502 > 0.1, Results
while the X2 variable has a VIF The following are the results
of 1.992 < 10 and a Tolerance of multiple linear regression
of 0.502 > 0.1. So it can be analysis:

concluded that there is no

JENIUS. Vol. 6, No. 1, September 2022
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Table 4. Results of Multiple Linear Regression Analysis

Coefficients?
Unstandardized Standardized Collinearity
Coefficients  Coefficients Statistics
Std.
Model B Error Beta T Sig. Tolerance VIF
1 (Constant) -2.325  5.345 -.435 .667
Budaya .895 157 .682 5.696 .000 502 1.992
Organisasi
(X1)
Lingkungan 538 251 256 2.139 .040 502 1.992
Kerja Non
Fisik (X2)
a. Dependent Variable: Kinerja Pegawai (Y)

Based on table 2, the multiple
linear regression model can be
formulated as follows:

Y=a+b X;+b, X,
Information:

The constant value (a) = -2,325,
meaning that if the independent
variable is O, then the value of the
dependent variable becomes -2,325.

The regression coefficient of
the organizational culture variable
(X1) is positive 0.682, meaning that if
there is an increase in the
organizational culture variable by one
level, the employee performance
variable will increase by 0.682.

The regression coefficient for
the non-physical work environment
variable (X2) is positive 0.256,
meaning that if there is an increase in
the non-physical work environment
variable by one level, the employee
performance variable will increase by
0.256.

5. Hypothesis testing
1) F test
The F test was conducted
to determine whether there was

a simultaneous (simultaneous)

effect of the independent

variable on the dependent
variable, the F test table can be
seen as follows:

Tabel 5. Test F Result

ANOVA?
Model Sum of Squares df  Mean Square F Sig.
1 Regression 639.422 2 319.711  54.005 .000P
Residual 183.519 31 5.920
Total 822.941 33

a. Dependent Variable: Employee Performance (Y)
b. Predictors: (Constant), Non-Physical Work Environment (X2),
Organizational culture (X1)

Based on table 3 above, it
can be seen that the calculated F
value is greater than F table,

namely 54.005 > 3.30 and the
significance value is 0.000 <
0.05. So it can be concluded that
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the  independent  variable, 2) ttest

namely organizational culture Conducted to determine
and non-physical work whether there is a partial effect
environment together and to test the level of
(simultaneously) has a significance of each
significant effect on the independent variable on the
dependent variable, namely dependent variable, the results
employee performance. of the t test can be seen in the

table below:T

Tabel 6. Test t Result

Coefficients?
Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t  Sig.
1 (Constant) -2.325 5.345 -435 .667
Organizational culture (X1) .895 157 682 5.696 .000
Non-Physical Work 538 251 256 2.139 .040

Environment (X2)
a. Dependent Variable: Employee Performance (Y)

In the table above, it can it can be concluded that
be seen that the organizational organizational culture and non-
culture variable has a t-count physical work environment
value greater than t-table, variables partially have a
namely 5.696 > 1.696 and a significant effect on
significance value of 0.000 organizational culture
<0.05. The non-physical work variables.
environment variable has a t-
count value greater than t-table, Coefficient of Determination
namely 2.139 > 1.696 and a The following is a coefficient of
significance value of 0.040 < determination that is processed using
0.05. Based on this description, the SPSS version 26 program:

Tabel 7. Coefficient of Determination Test Results
Model Summary®
Model R R Square  Adjusted R Square  Std. Error of the Estimate
1 .881% 777 763 2.43310
a. Predictors: (Constant), Non-Physical Work Environment (X2),
Organizational culture (X1)
b. Dependent Variable: Employee Performance (YY)

Based on the table above, it can follows:
be seen that the R value is 0.881 and KD = R? x 100%
the R Square value is 0.777, how to = (0,8812) x 100%
calculate R Square using the =0,777 x 100%

Coefficient of Determination is as =77,7%
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Based on these calculations, it
can be concluded that the influence of
organizational culture and non-
physical work environment variables
on employee performance variables is
77.7% while the remaining 22.3% is
influenced by other factors not
examined in this study.

DISCUSSION OF RESEARCH
RESULTS
The Influence of Organizational
Culture on Employee Performance

Based on the results of the t-test
in this study, it shows that the
organizational culture variable (X1)
has a positive and significant
influence  on  the  employee
performance variable (Y) with a t-
count value greater than t-table,
namely 5.696> 1.696 and a
significance value of 0.000 <O0.05.
This is in line with research
conducted by Ni Kadek Desy Yasinta
Putri and | Made Pande Dwiana Putra
(2017), with the results of research
that organizational culture variables
have a positive effect on employee
performance, the difference with this
study is the difference in the variables
of Good Corporate Governance and
Motivation.
Influence of Non-Physical Work
Environment on Employee
Performance

Based on the results of the t-test
in this study, it shows that the non-
physical work environment variable
(X2) has a positive and significant
influence on  the  employee
performance variable (Y) with a t-
count value greater than t-table,
namely 2139 > 1696 and a
significance value of 0.040 < 0O, 05.
This is in line with research
conducted by Khoirul Anam and Edy

Rahardja (2017), with research results
showing that there is a positive and
significant effect of non-physical
work environment variables on the
performance of study employees at
the Central Java Provincial Industry
and Trade Office.
The Influence of Organizational
Culture and Non-Physical Work
Environment on Employee
Performance

While the results of multiple
linear regression analysis show that
the organizational culture (X1) and
non-physical work environment (X2)
variables on employee performance
variables (Y) have a significant effect.
Based on the results of the F test in
this study, it shows that the
organizational culture variable (X1)
and the  non-physical  work
environment (X2) have a positive and
significant influence on the employee
performance variable (Y). The results
of the coefficient of determination
show the magnitude of the influence
of variables X1 and X2 on variable Y
of 77.7% while the remaining 22.3%
is influenced by other factors that are
not used in this study. This is in line
with  research  conducted by
Muhammad Nandi Wardhana and
Muhammad Yahya Arwiyah (2021)
with the results that organizational
culture variables have a positive and
significant effect on employee
performance, the difference with this
research is the object of research.

CONCLUSIONS AND
SUGGESTIONS
Conclusion

Based on the results of data
processing that has been described,
several conclusions can be drawn in
this study, namely:
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a. The organizational culture at the
Karanganyar Regency Disparpora
Office is in the very good category,
this shows that the organizational
culture has been implemented well
by employees.

b. The non-physical work
environment at the Karanganyar
Regency Disparpora Office is in
the very good category.

c. The performance of employees at
the Karanganyar Regency
Disparpora Office is in a very good
category, this  shows that
employees have carried out
performance according to the
established indicators.

d. Organizational culture and non-
physical ~ work  environment
partially and simultaneously have
a significant effect on employee
performance.

Suggestion

Based on the conclusions
above, there are several suggestions
as input for improvement and
development, including:

a. On the organizational culture
variable, it is suggested to build an
innovative spirit and a sense of
initiative for the sake of work so
that it has an impact on improving
employee performance.

b. In non-physical work environment
variables, it is suggested to build
more communication in order to
have an impact on improving
employee performance.

c. On the employee performance
variable, it is recommended to pay
more attention to timeliness so that
it has an impact on improving
employee performance.
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ABSTRACT

Currently working women have become commonplace. Women do not only do
activities at home, but also do activities outside the home to work and earn income. The
purpose of this study was to determine the effect of work-life balance and employee
engagement on the professionalism of female teachers. The research method used was
descriptive and verification with a population of 45 people, while the sampling method
used a saturated sample so that the number of research samples was the same as the total
population. This research was conducted at SMAN 5 Tasikmalaya. The result of the
research is that it is found that work-life balance has a positive effect on work
professionalism. The next finding is the effect of employee engagement on work
professionalism for female teachers. The last finding is that there is a joint positive
influence on work-life balance and employee engagement on the professionalism of
teachers’ work.

Keywords: Employee Engagement, Employee Engagement, Work Professionalism,
Women
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INTRODUCTION

Currently, West Java Province
has 37,512,832 people in the
workforce. When viewed from
employment statistics, the number of
female workers in West Java as many
as 8,684,767 women currently have
entered and work in all sectors. As for
the City of Tasikmalaya, it has a
workforce of 172,562 with 125,081
male workers and 47,531 female
workers. When viewed from the
number of Civil Servants in
Tasikmalaya City, the number of
female civil servants from year to
year is more than male employees. so
it can be said that women have an
important role in running the
government in Tasikmalaya City.
Likewise with the number of teachers
in Tasikmalaya City, the total number
of female teachers in Tasikmalaya
City is more than male employees.
The total number of teachers in
Tasikmalaya City is 6,784 with 4,205
female teachers while the remaining
2,579 are male teachers. When
viewed from the number, there are
more female teachers in Tasikmalaya
City than male teachers.

Table 1. Teacher data at SMAN 5

Tasikmalaya
Gender Total
Male 20
Female 45
Total 65

Source: SMAN 5 Tasikmalaya 2022

The large number of female
teachers compared to men also occurs
in a smaller scope, namely at SMAN
5 Tasikmalaya. Based on the data
obtained, the number of teachers at
SMAN 5 Tasikmalaya is 65 people,
the number of female teachers is 45
people, while the male teachers are 20
people. The teacher is an important

profession because a teacher is an
educator whose job is to educate,
teach, guide, direct, train, assess, and
evaluate students in the formal
education path (Danim, 2017).
According to the KBBI, profession is
a job based on expertise education,
such as certain skills and vocational
training. In addition, Keraf (1998)
explains that the profession is a job
that is carried out by relying on high
expertise and skills and by involving
a deep personal (moral) commitment.
In carrying out a profession, every
individual is required to have a
professional attitude. Professional is
someone who does a job because he is
an expert in the field and devotes all
his time, energy, and attention to the
job  (Keraf,1998). Likewise the
female teachers at SMAN 5
Tasikmalaya.

Currently working women have
become commonplace. Women do
not only do activities at home, but
also do activities outside the home to
work and earn income
(Nilakusumawati, 2009). Women's
decisions to work will certainly affect
their personal lives because women
who work have multiple roles and
must harmonize between work and
personal life (Mani, 2013).

Based on initial observations
made by the author to several working
women, it is stated that those who
work and already have families tend
to be more worried when they have to
leave their families and cannot
accompany their children when
needed because they have to work
compared to women who work but
are not married. The positive impact
obtained by working is that it can help
the family's economy and can self-
actualize and improve social status,
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but having a job can lead to role
conflicts between work and family.
Sometimes some female workers
ignore  personal interests and
prioritize work interests. (Ministry of
Women's Empowerment and Child
Protection and the Central Statistics
Agency, 2016).

A woman worker or career
woman has two main roles that must
be balanced, namely working and
taking care of housework, but
sometimes the role of women's work
is considered the cause of household
fractures or the failure of their
children because they don't spend

South-Eastern
Asia and Pacific

enough time at home (Ministry of
Women's Empowerment and Child
Protection, 2016).

People's beliefs and culture still
want women to play dual roles as
workers and housewives. Conflicts
experienced by working women will
have an impact on individual
satisfaction, marital satisfaction, low
job satisfaction, and the occurrence of
psychosomatic disorders, as well as
low life satisfaction (Ministry of
Women's Empowerment and Child
Protection and Central Statistics
Agency, 2016).

Unfai treatment |EREY

Lack of good-paying jobs || NG

Affordable care |[JIIIIEEE

Safe transportation |JE

Unequal pay I

Lack of flexible hours |JIE]
Do not approve of women working (A

Source : Gallup dan the International Labour Organization (2017)
Figure 1. Challenges of Working Women

From the results of research
obtained from Gallup and the ILO in
2016 in Southeast Asia and the
Pacific, mentions some of the biggest
challenges faced by working women.

Asia and the Pacific

Men
Eastern Asia

The data shows that the biggest
challenge faced by working women in
Southeast Asia and the Pacific is the
balance between work and family.

44 28

women | T}

South-Eastern Asia Men 14
and the Pacific Women

Southern Asia

48 36
55 prey-1
33 26 37

women | ]

m Work at paid job m Both B Stay home

Don’t know/Refused

Source: Gallup and the International Labor Organization (2017)
Figure 2 Gallup Survey 2017

In addition, other data shows
that 48% of men prefer women to
have two roles, namely to work and

also take care of the family and do
housework. A survey conducted by
Gallup in Indonesia states that 51% of
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men choose women who have dual
roles as women who work and also do
housework such as taking care of the
family. This of course will demand
the role of women to be able to
balance the roles between work and
family.

Based on the results of research
by Nilakusmawati (2009), Sihol
Situngkir et.al (in Thematic Gender
Statistics:  2021), (Majid: 2012),
Meenakshi et.al (2013), that long
working hours and high work stress
can not only hinder the ability
employees to align work and family
life but are also associated with health
risks, such as increased smoking and
alcohol consumption, and depression.
Work-life balance conflicts or the
balance between work and life
outside of work are often associated
with various physical and mental
health implications. In a broad sense,
work-life balance can be interpreted
as a match between multiple roles in
personal life (Hudson: 2009), in other
words work-life balance can be
interpreted as a balance of life where
the demands of work and personal life
can be balanced (Mani: 2013).

In a study found a fact which
shows that employees believe they do
not have time for personal interests
and feel drained and disturbed at work
which of course can be a problem. In
addition, work-life balance has an
impact on employee recruitment,
turnover, employee commitment and
job satisfaction, absenteeism,
productivity, and the rate of work
accidents. (Meenakshi et.al: 2013).
Employee engagement is how an
organization member engages and
expresses himself physically,
cognitively, and emotionally (Khan:
1990). When employees feel bound,

they will try more to realize the
company's goals. One of the highest
forms of employee engagement is the
willingness of employees to advocate
on behalf of the company, namely, the
willingness to promote the company
as a place to work, buy, and even
invest (Schiemann: 2011).

Likewise, Macey and Schnieder
(2008) state that a sense of employee
engagement includes a sense of
enthusiasm  or  passion  and
commitment that makes a person able
to invest and develop his business in
a sustainable manner so as to
encourage the company's success.
Just like Gallup (2004) which states
that engaged employees are people
who work with passion and feel a
deep connection with the company. In
research conducted by Gallup in 2013
(Gallup: 2017), shows that 51% of
employees in the US say they are
looking for a new job and employees
who feel disengaged are twice as
likely to be engaged (engaged) to seek
employment. new job. This of course
can be detrimental to the company
because the company can lose good
talents in the company.

Based on the description above,
the authors are interested in
researching  work-life  balance,
employee engagement, and
professionalism in female teachers
considering that women have a dual
role and the importance of the
teaching profession in educating
future generations.

Based on the above phenomenon, the

formulation of the problem in this

study are:

1. How does work-life balance affect
the professionalism of female
teachers at SMAN 5 Tasikmalaya
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2. How does employee engagement
affect the professionalism of
female teachers at SMAN 5
Tasikmalaya?

How do work-life balance and
employee engagement affect the
professionalism of female teachers at
SMAN 5 Tasikmalaya?.

METHOD

This research is included in the
guantitative category using
descriptive and verification methods,
in which each measure of the
variables studied is the subject/object
related to the research, this approach
uses tools such as questionnaires that
will explain the points of the research
statement by measuring the Likert
scale. In this study the authors took
samples at SMAN 5 Tasikmalaya.
The population that will be taken in
this study are female teachers at
SMAN 5 Tasikmalaya as many as 45
people with sampling using the
census method so that the number of
samples is the same as the total
population.

Sources of data used in this
study, namely using two types of data
whose purpose is to assist the author
in solving problems in this study. The
types of data used in this study are
grouped into, namely: 1) Primary
data, namely data obtained from
research results directly to the field,
namely from respondents' answers to
the distributed questionnaires. 2)
Secondary data is data obtained from
the school of SMAN 5 Tasikmalaya,

such as the number of workers and
attendance tables, brief history of the
institution, organizational structure,
and agency activities as well as
scientific articles and literature. The
analysis technique used is multiple
linear regression analysis.

RESULT

Based on the results of the
validity test shown in Table 2, the
results obtained whose value is
greater than the required standard
value of 0.3. Correction Item Total
Correlation values for all Employe
Engagement variables (X1), Work
life balance (X2), and work
professionalism (Y) are between
0.767— 0.901. These results indicate
that the value of r count > 0.3 (r table),
thus indicating that all statement
items on the Employee Engagement,
Work life balance and work
professionalism questionnaire are
valid or able to reveal something that
will be measured by the
questionnaire, so that it can be used
for further analysis. . Then, Table 3
produces an alpha coefficient
(Cronbach's Alpha) > 0.60 so it can be
concluded that the instrument used is
reliable. Based on the results of the
reliability test of the variable
Employee engagement, work life
balance and work professionalism in
table 3, it produces an alpha
coefficient (Cronbach's Alpha) > 0.60
so it can be concluded that the
instrument used is reliable.

Table 2. Test Instruments — Validity

Variable Indicator Corrected Ite_m—TotaI Standart Description
Correlation Score
X1.1 0.85 0.3 Valid
Employee X1.2 0.877 0.3 Valid
Engagement X1.3 0.842 0.3 Valid
X1.4 0.793 0.3 Valid
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Variable Indicator Corrected Ite_m—TotaI Standart Description
Correlation Score

X2.1 0.901 0.3 Valid
Work Life Balance X2.2 0.887 0.3 Valid
X2.3 0.877 0.3 Valid
Y1 0.814 0.3 Valid
Work Y2 0.798 0.3 Val!d
Professionalism Ys 0.845 0.3 Val!d
Y4 0.825 0.3 Valid
Y5 0.767 0.3 Valid

Source: Primary Data in Processing, 2022.
Table 3. Research Variable Reliability Test Results

Variable Cronbach’s Alpha | Standart Score | Description
Employee Engagement 0.932 0.6 Reliable
Work Life Balance 0.947 0.6 Reliable
Work Professionalism 0.927 0.6 Reliable

Source: Primary Data in Processing, 2022
Furthermore, after all the hypothesis with the help of SPSS for

instruments have met the valid and
reliable criteria, it can be continued
for the next analysis, namely
regression analysis to prove the

windows software. The results of the
regression analysis for the t test
(partial test) are shown in table 4
below.

Table 4. Results of t-test (Partial Test)

Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.080 745 4.134 _000
Emplove 284 069 261 4 084 J000
Engangment
Work life 1.003 092 697 10.920 000
balance

Source: Primary Data in Processing, 2022

Based on Table. 4 then the
multiple linear regression equation
model in this study is obtained as
follows:

Y =3.080 +0.284X1+ 1.003X2+¢e (1)

From the results of this study,
the most dominant variable is work

life balance (X2), because the
constant value is 1.003 and P value =
0.000, so it is the work life balance
variable (X2), which has the most
influence on the Work
Professionalism of female teachers at
SMAN 5 Tasikmalaya.

Table 5. Table ANOVA (Simultaneous Test)

_— - - - - — JLYD‘PA' - — - - - -
Model Sum of Squares df Mean Square F Sig.
1 Regression 1645073 2 822.537 228275 000k
Residual 340517 97 3.603
Total 1994.590 99

a. Dependent variableWork Profesionalism )
b. Predictors: (Constant), Employee Enggagment, Worklife Balance

Source: Primary Data in Processing, 2022
Based on Table 5, it can be and Worklife Balance have a
concluded that Employe Engagement simultaneous and significant effect on

JENIUS. Vol. 6, No. 1, September 2022

200



Jurnal lImiah, Manajemen Sumber Daya Manusia
JENIUS

Work Professionalism. It can be seen
from the calculated Ftest above which
Is 228.275 which is greater than 3.09
and the probability of 0.000 is less
than 0.05, and the value of Ftest >
Ftable is obtained. Thus, Ftest>
Ftable (228.27 > 3.09).

The Effect of Employee
Engagement on Work
Professionalism

The findings of this study
indicate that the effect of employee
engagement in increasing Work
Professionalism is proven by the
positive influence given to the value
(beta) with a significance level
indicating that the p-value is 0.000
<0.05. This illustrates that teacher
involvement is a school effort to make
teachers an important part in every
work carried out by schools, so that it
will create a high sense of belonging
to each teacher in contributing to the
school. The explanation above can be
said that the higher the level of
teacher  involvement  (employee
engagement) in work, the higher the
professionalism given to schools.
This is in line with previous research
(Handoyo & Setiawan, 2017);
(Lewiuci & Mustamu, 2016); (Ardi et
al., 2017) which says that with the
involvement of every employee in
taking part in every work process, it
will have a positive and significant
impact in contributing to improving
performance.

Effect of Work Life Balance on
Work Professionalism

Research findings regarding
work life balance from the results of
the analysis of the data obtained can
be seen in the value (beta) indicating
a positive direction with a

significance level of 0.000 <O0.05,
which means that work life balance
has a positive and significant effect on
Work Professionalism. This shows
that in the midst of this pandemic,
teachers are still able to balance work
and life, it can be said that with a
balance of work, they will be able to
encourage good contributions to
schools. The explanation above can
be said that the higher the work-life
balance, the higher the professional
work provided by the teacher in
carrying out his work activities. This
is in line with previous research
submitted by (Saina et al., 2016);
(Sarikit, 2017); and (Nurwahyuni,
2019) who revealed the results of his
research that with a balance of work
done by each employee by looking at
homework and school, it will produce
maximum results in achieving good
company performance.

Effect of Employee Engagement
and Work Life Balance on Work
Professionalism.

Research findings by
simultaneously testing the variables
of Employee Engagement and Work
Life Balance on Work
Professionalism, show a positive and
significant influence, it can be said
that with the involvement of teachers
(employee engagement) and work
balance (work life balance) can
provide a strong impetus for every
teacher in improving professional
performance. The explanation above
can be said that the higher the
teacher's involvement (employee
engagement) and work life balance
provided by the teacher in carrying
out work activities, the higher the
performance that will be generated for
each teacher. This is in line with
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previous research by (Sarikit, 2017);
and (Laksono & Wardoyo, 2019)
where the research findings say that
the presence of employee engagement
and work life balance will have a
positive and significant effect or have
a real influence on improving work
professionals.

CONCLUSION AND
SUGGESTION
Conclusion

Based on the findings of this
study, the researcher can conclude
that there is a positive and significant
effect of employee engagement on
Work Professionalism, and the partial
test of work life balance on Work
Professionalism has a positive and
significant effect, while simultaneous
testing shows that employee
engagement and work life balance has
a positive and significant effect on the
Work Professionalism of teachers at
SMAN 5 Tasikmalaya. Therefore, the
involvement of teachers (employee
engagement) and work-life balance
can provide a strong impetus for
every teacher in improving work
professionalism, especially for female
teachers at SMAN 5 Tasikmalaya.
Teachers can divide time between
their personal lives and work so that
personal or work matters do not affect
or interfere with each other. One of
the highest factors that causes a high
level of employee engagement is that
teachers feel that the work they do has
meaning and purpose for them,
besides the feeling that the work they
do can inspire life is also one of the
factors that make the level of
employee engagement high. On
professionalism, the teachers at
SMAN 5 Tasikmalaya have a high
level of professionalism. This can be

seen where in the teaching and
learning process, teachers have
competencies and learning strategies
where these strategies are used so that
what is given can be understood by
students. In addition to the strategy of
evaluating learning outcomes on a
regular basis, it is also often carried
out to monitor the results of student
development, and good
communication between students and
fellow educators is a factor of high
professionalism.

Suggestion

The suggestions given by the
researchers in this study are that they
can continue to maintain and improve
work-life balance and employee
engagement with teachers, because
employee engagement is an important
thing which will improve one's
professional attitude. As for this
study, only 45 female teachers at
SMAN 5 Tasikmalaya were used, so
it cannot be generalized to career
women who work in other fields and
companies. Therefore, in future
research, samples should be taken
from a larger population.
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ABSTRACT

The success of an agency depends on the performance of employees.
Employee performance is influenced by several factors, including leadership,
organizational commitment, and motivation. The problem that will be studied in
this research is whether there is an influence of leadership, organizational
commitment and motivation on employee performance at the Education Office of
Labuhanbatu Utara Regency either simultaneously or partially. The sampling
technique used the census method (saturated sample), which took all members of
the population into the research sample, amounting to 42 people. The analytical
model used in this research is validity and reliability test, classical assumption test,
multiple regression analysis, partial hypothesis testing. Simultaneous hypothesis
testing and coefficient of determination with the help of the IBM SPSS for windows
23.0 program. The results of the research using SPSS 23, the multiple regression
equation Y = 41.997 + 0.385Xy + 0.213X> + 0.349Xs. Test the significance of the
regression equation with the F testcount = 5, 115 with a significance value of 0.000
<0.05, which means that simultaneously there is a positive influence between
leadership, organizational commitment and motivation on employee performance
at the Education Office of Labuhanbatu Utara Regency either simultaneously or
partially. The results of the partial test of the leadership variable obtained tcount =
5.550 with a significance value of 0.000 < 0.05, for the organizational commitment
variable obtained t count = 3.870 with a significance value of 0.002 < 0.05 and the
motivation variable obtained tcount = 4.310 with a significance value of 0.000 <
0.05. The magnitude of the coefficient of influence simultaneously between
leadership, organizational commitment and motivation is 51.7%. Based on the
results of the study, it can be concluded that leadership, organizational commitment
and motivation have a positive influence on employee performance at the Education
Office of Labuhanbatu Utara Regency.

Keywords: Leadership, Organizational Commitment, Motivation, Employee
Performance
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INTRODUCTION

The Education Office is the
implementing element of government
affairs in the education sector led by
the Head of the Service who is under
and responsible to the Regent. The
Education Office has the task of
assisting the Regent in carrying out
government affairs and assistance
tasks in the field of education based
on the functions and provisions in
their respective regions. The results of
the work given cannot be separated
from the elements of employees who
are at the Labuhanbatu Utara Regency
Education Office. Within the scope of
the desired achievements in official
institutions, it is necessary to look at
various aspects within the service.

To create high performance in
the education office of Labuhanbatu
Utara Regency, it is necessary to
increase optimal work and be able to
utilize the potential of human
resources possessed by employees to
create organizational goals, so that it
will make a positive contribution to
organizational development.
Therefore, the organization
encourages employees to be able to
excel and be able to create a
conducive and conducive situation so
that employees will not experience
boredom, boredom, and lazy to work
which results in slack spirit. In
addition, organizations need to pay
attention to various factors that can
affect employee performance, in this
case it is necessary to have an
organizational role in improving
effective and efficient performance,
in order to encourage the creation of
professional attitudes and actions in
completing work in accordance with
their respective fields and
responsibilities  (Kuddy,  2017).

Factors that affect employee
performance include: motivation, job
satisfaction, stress level, physical
condition of the job, compensation
system, job design, commitment to
the organization and other economic,
technical and behavioral aspects
(Handoko 206:193).

If the employees of the
Labuhanbatu Utara Regency
Education Office are able to work
well in producing an item if they have
interest and enthusiasm in carrying
out the work. Employee interest and
enthusiasm will be formed if the
leader understands his obligations to
employees where the obligation here
IS to be able to foster, direct, and
understand how to treat employees
based on humanitarian principles and
appreciate  that employees are
implementers in company activities
(Meidizar, et al, 2016).

The purpose of the
Labuhanbatu Utara Regency
Education Office is not only achieved
as planned, but also a good work
enthusiasm must be realized from the
employees, to create this atmosphere,
the leader tries to influence the
behavior of subordinates to work
together to achieve organizational
goals  (Sutrisno, 2019: 216).
Leadership organizational
commitment is also important
because Organizational Commitment
is another term for organizational
commitment. According to Mahadin
Shaleh (2018: 50) organizational
commitment is an  important
behavioral dimension that can be used
to assess the tendency of employees
to persist as members of the
organization (Mahadin Shaleh, 2018:
50). In addition to organizational
commitment, motivation can also
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affect  employee  performance.
According to Sudarmo in (Sutrisno
2019:111) which states that: "The
motivation to work is very important
for the high and low productivity of
the company, without the motivation
of employees to work together for the
benefit of the company, the goals that
have been set will not be achieved, on
the contrary if there is high
motivation of employees, then this is
a guarantee for the success of the
company in achieving its goals.
Based on the results of research
conducted, there are problems in
leadership where the leadership lacks
attention to employees so that
employees feel less cared for, and
leaders are less trying to influence and
encourage their employees.
Therefore, leadership is very much
needed if the Labuhanbatu Utara
Education Office agency wants to
achieve its goals. Then the problem of
organizational commitment at the
Labuhanbatu Utara Regency
Education Office is that it does not
provide what is actually the
responsibility of employees.
Furthermore, the problem of
motivation for employees of the
Labuhanbatu Utara Education office
is the lack of motivation and direction
given by the leadership, there are still
employees who are less enthusiastic
in carrying out the work they are
doing because there is no more
encouragement from superiors so that
employees are less enthusiastic when
working and do not like the work that
has been done. given. From the
problems that exist in the
Labuhanbatu Utara Education office,
it is related to employee performance
because there are still employees who
procrastinate on work. The existence

of conditions where employees
cannot pay attention from existing
leaders which results in decreased
employee performance.

Based on the existing problems,
the researcher wants to investigate
further about the problems that occur
in the Labuhanbatu Utara Regency
Education Office. The research
problems are: 1) Is there any
influence of leadership on employee
performance at the education office of
Labuhanbatu Utara Regency. 2) Is
there an effect of organizational
commitment on employee
performance on employee
performance at the education office of
Labuhanbatu Utara Regency. 3) Is
there any influence of motivation on
employee performance at the
education office of Labuhanbatu
Utara Regency. 4) Is there any
influence of leadership,
organizational commitment, and
motivation on employee performance
at the education office of
Labuhanbatu Utara Regency. The
objectives of this study are: 1) To
determine the effect of leadership on
employee  performance at the
education office of Labuhanbatu
Utara Regency. 2) To determine the
effect of organizational commitment
on employee performance at the
education office of Labuhanbatu
Utara Regency. 3) To determine the
effect of motivation on employee
performance at the education office of
Labuhanbatu Utara Regency. 4) To
determine the effect of leadership,
organizational commitment and
motivation on employee performance
on employee performance at the
education office of Labuhanbatu
Utara Regency. While the benefits of
this research are 1) Theoretical
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Benefits, namely this research is
expected to provide an overview of
the development of concepts,
principles or theories of human
resource management related to the
influence of leadership,
organizational commitment and
motivation on performance at the
education office of Labuhanbatu
Utara Regency. 2) Practical Benefits,
which is expected through this
research to provide benefits for all
parties, in general for the
organizational environment, and in
particular for employees at the
education office of Labuhanbatu
Utara Regency in terms of the
influence  of  leadership  and
organizational commitment that can
motivate and  improve their
performance.

LITERATURE REVIEW AND
HYPOTHESES
Leadership

Leadership is the ability to
influence a group to achieve a certain
vision or set of goals. The source of
this influence can be formal, such as
that given by a managerial position in
an organization. According to
Mesiono (2016: 62) leadership is an
activity/process, the art of persuading,
influencing other people or groups to
work together in achieving common
goals which depends on the level of
interaction between leaders, followers
and the situation. Meanwhile,
according to Sutrisno (2019: 213),
leadership is a process of one's
activities to move other people by
leading, guiding, influencing others,
to do something in order to achieve
the expected results. Hasibuan
(2016:13) argues that leadership is the
style of a leader to influence his

subordinates, to want to work
together and work effectively in
accordance with his orders. From the
definitions above, it can be concluded
that leadership is an ability that exists
within a person to lead, influence, and
direct other people or members in an
organization to carry out activities in
achieving a certain goal.

According to Michael W.
Grojean et.al in Busro (2018:237)
argues that "Factors that affect
leadership effectiveness are ethical
values in leading organizations".
Leaders must apply ethical values
such as setting an example,
motivating, supervising and
encouraging their subordinates.

The researcher concludes that
the factors that influence the
leadership of a superior, namely the
knowledge and skills possessed by
the leader can be obtained from
education, training, initiative and
personal development as well as task
experience. so being a good leader we
can actually develop ourselves
through  self-development  and
positive associations.

To measure leadership, the
researcher uses the following

indicators: traits, habits,
temperament, character and
personality.

Organizational Commitment
Organizational commitmentisa
condition in which an employee sided
with a particular organization and its
goals and desires to maintain
membership in the organization.
Samsuddin (2018:61) The notion of
organizational commitment is a
promise (agreement/contract) to do
something. Promises to ourselves or
to others that are reflected in our
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actions. Commitment is a complete

acknowledgment, as a true attitude

that comes from the character that
comes out from within a person.

Utaminingsih (2014: 140) Definition

of Organizational Commitment as the

relative  strength of individual
identification related to their
involvement as members of the

organization, then this shows as a

construct that affects individual

behavior in the organization, which is
interesting to study as the concepts of
job satisfaction, job involvement,
career development, current
commitment, and intensity. entry and
exit of employees in an organization.

It can be concluded that

organizational commitment is the

attitude or authenticity of an
employee's character or the sincerity
of an employee towards an
organization, and aims to be
maintained in the organization.

Meanwhile, according to Steers
in Sopiah (20-12) there are three
factors that influence employee
commitment to the organization,
namely:

a. Personal characteristics of
workers, including their tenure in
the  organization, and the
variations, needs and wants of each
employee.

b. Job characteristics, such as the
identity of the task and the
opportunity to interact with
coworkers.

c. Work experience, such as past
reliability of the organization and
the way other workers express and
talk about their feelings about the
organization.

Based on the description above,
it can be concluded that the factors
that influence commitment are

personal characteristics, such as age,
years of service, achievement
motivation which have a positive
relationship with work commitment.
It is also found that there is an
influence of work and work
experience of employees.

The indicators used to measure
organizational commitment in this
study are: employee willingness,
employee loyalty and employee pride
in the organization.

Motivation

Motivation is a matter of how to
direct the power and potential of
subordinates, so that they want to
work together productively and
successfully achieve and realize the
goals that have been determined.
According to Usman in Mesiono
(2015:126) motivation comes from
the Latin " Movere " which means
encouragement or driving force.
Motivation is a process to activate
motives into actions/behaviors to
meet needs and achieve goals/states
and readiness in individuals who
encourage their behavior to do
something in achieving goals.
According to Umam (2018:159), he
argues that motivation is something
that gives rise to enthusiasm or work
motivation. That is why, work
motivation in work psychology is
usually called work motivation.
According to Afandi (2018:116)
motivation is the encouragement of
morale to employees in order to
produce optimal performance. From
the opinion above, it can be concluded
that motivation is a concept that
encourages individuals to direct their
behavior towards the achievement of
organizational goals where the



Jurnal lImiah, Manajemen Sumber Daya Manusia 209
JENIUS

motivation is the desires and needs of
the individual.

Performance

Kasmir (2017: 182) argues that
performance is the result of one's
work and work behavior in a period,
usually 1 year. Then performance can
be measured from the ability to
complete the tasks and
responsibilities given. According to
Pabundu (2014:121) performance is
the  results of the  work
function/activity of a person or group
in an organization which is influenced
by wvarious factors to achieve
organizational goals within a certain
period of time. Various types of work
carried out by employees, of course,
require clear criteria, because each
type of work has different standards
regarding the achievement of the
results. From the  description
according to the experts above, it can
be concluded that performance is the
result of work that can be achieved by
a person or group of people in an
organization in order to achieve
organizational goals within a certain
period of time.

Hypothesis

The hypotheses in this study are as

follows:

H1:There is an influence of
leadership on employee
performance at the
Labuhanbatu Utara Regency
Education Office.

H>: There is an effect of
organizational commitment on
employee performance at the
Education Office of
Labuhanbatu Utara Regency.

Hs : There is an influence of
motivation on  employee

performance at the Education
Office of Labuhanbatu Utara
Regency.

Ha4 : There is an influence of
leadership, organizational
commitment and motivation on
employee performance at the
Education Office of
Labuhanbatu Utara Regency.

RESEARCH METHODS

This study uses an associative
research approach, namely research to
determine the relationship between
the two (or more) variables. Where
the relationship between the variables
in the study will be analyzed using
statistical measures relevant to the
data to test the hypothesis.
Associative research according to
Sugiyono (2016:36) is a study that
aims to determine the relationship
between two or more variables.

According to Sugiyono
(2016:81) the sample is part of the
number and characteristics possessed
by the population. So the authors in
the sampling technique using
nonprobability  sampling  which
includes saturated samples, namely
the sampling technique when all
members of the population are used as
samples. So the number of samples
and the permanent population are all
employees at the Education Office of
Labuhanbatu Utara Regency except
for the leadership (Head of Service),
as many as 42 employees of the
Education Office.

The data collection technique in
this study used a questionnaire that
was distributed to employees at the
Education Office of Labuhanbatu
Utara Regency. The scale used in this
study is the Likert scale. In this study
the variables were measured by five
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categories of degrees of agreement,
namely "strongly agree" to "strongly
disagree”, normality test to test
whether in the regression model the
confounding or residual variables
have a normal  distribution.
multicollinearity test is used to test
whether the regression model found a
strong and high correlation between
the independent variables, the
heteroscedasticity test aims to test
whether in a regression there is an
inequality of wvariance from the
residuals of one observation to
another observation.

RESULTS AND DISCUSSION
Respondent Profile
The following table presents 42

respondents from the Labuhanbatu
Utara Education office who were
sampled in this study based on age,
gender, years of service, and
education level.

Table 2. Profile of Respondents

Age Group Amou Presentat

nt ion
< 25 years 1 2.38%
old
25 — 35 years 4 9.52%
36 — 45 years 18 42.86%
> 45 years 19 45.24%
old
Amount 42 100%
Gender Amou Percenta
nt ge
Man 27 64.29%
Woman 15 35.71%
Amount 42 100%
Years of Amou Presentat
service nt ion
0 -5 Years 2 4,76%
6 — 10 Years 13 30.95%
11 - 20 Years 8 19.05%

21— 30 Years 6 14.29%
> 30 Years 13 30.95%
Amount 42 100%
Education Amou Presentat
nt ion
Postgraduate 11 26.2%
(S2)
Bachelor 26 61.9%
degree)
Diploma Il 1 2.38%
(D3)
High 4 9.52%
School/Equiv
alent
Amount 42 100%

The table shows that based on
age, some 45.24% of respondents are
over 45 years old, and most of the
respondents in this study are male,
namely 64.29%. When viewed from
the working period, there are two
equal percentages, namely 6 to 10
years and above 30 years with 30.95%
respondents and based on education,
most of them are Bachelors, which is
61.9%.

Multicollinearity Test Results

Multicollinearity test aims to
test whether the regression model
found a correlation between the
independent variables (independent).
A good regression model should not
have a correlation between variables
(Ghozali, 2011: 91). To be able to
determine  whether  there IS
multicollinearity in the regression
model in this study, it is by looking at
the VIF (VariancelnflationFactor)
and tolerance values and analyzing
the correlation matrix of the
independent variables. The VIF value
can be seen in table 4 below

Table 4. Multicollinearity Test
Results
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Coefficients @

Collinearity
Statistics
Model Tolerance| VIF
1 (Constant)
Leadership .5201,923
Organlzgtlona 985]1.015
| Commitment
Motivation 516(1,939

a.Dependent Variable:Employee
Performance
Source: Data Processed
by IBM Statistics SPSS 23,
2021
From table 4. It can be seen that
the results show that all VIF values of
the independent variables have values
less than 10. The test results of the
regression model show that there are
no multicollinear symptoms in the
regression model. This means that all
the independent variables are suitable
to be used as predictors.

Heteroscedasticity Test Results

The heteroscedasticity test aims
to test whether in the regression
model there is an inequality of
variance from the residual of one
observation to another observation. If
the residual variance from one

observation to another observation
remains, it is called homoscedasticity
and if it is different it is called
heteroscedasticity. A good regression
model is homoscedasticity or there is
no  heteroscedasticity  (Ghozali,
2011:94).

Detection of the presence or
absence of heteroscedasticity can be
done by looking at the presence or
absence of a certain pattern on the
scatterplot graph between the
precision value of the dependent
variable (ZPRED) and the residual
value (SRESID). If there is a certain
pattern that is regular, it indicates that
heteroscedasticity has  occurred.
However, if there is no clear pattern
and the points spread above and
below the number 0 on the Y axis,
then there is no heteroscedasticity.

Multiple Linear Regression Test
Results

The results of this study there
are three independent variables
Leadership (X1), Commitment (X2)
Work Motivation (X3) and has one
dependent variable, namely
Employee Performance (Y). The
regression model used is:

Y=a+bi1X+b2X+bsX+c

Table 5. Multiple Linear Regression Test Results
Coefficients 2

Unstandardized Standardized

Coefficients Coefficients
Model B Std.Error Beta t [Sig.
1 (Constant) 41,997 6,341 6.623(.000
Leadership .385 154 .3215.550].000
gggnfmiztf;':n”ta' 213 129 239|3.870| 002
Motivation .349 .158 .36814.310].000

a.DependentVariable:Employee Performance
Source: Data Processed by IBM Statistics SPSS23, 2021
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Based on table 5 in the
Unstandardized Coefficients column
part B, it is obtained that the multiple
linear regression equation can be seen
as follows:

a = 41.997
b: = 0.385
b, = 0.213
bs = 0.349
e = 0.05

So that the multiple linear regression

equation obtained is as follows:
Employee Performance =

41.997 + 0.385 Leadership + 0.213

Commitment + 0.349 Work
Motivation
Hypothesis Test Results
t test results

The t-test is a test to determine
the significance of the effect of the
independent variables (Leadership,
organizational commitment and
motivation) partially or individually
explaining the dependent variable
(employee performance). Partial t-test
results can be seen in table 6, as
follows:

Table 6. t test results
Coefficientsa

Unstandardized Standardized

Coefficients Coefficients
Model B Std.Error Beta t | Sig.
1 (Constant) 41,997 6,341 6.623|.000
Leadership .385 154 .321(5.550/.000
Organizational 213 129 239|3.870| 002

Commitment

Motivation .349 .158 .368]4.310].000

a.DependentVariable:Employee Performance

Based on table 6 which shows that:

1. Leadership influence variable (X1)
has teount = 5.550 and tinie Value is
1.685 then the value of tarithmetic >
traple (5.550 > 1.685) with a
significant value of 0.000 < 0.05.
So that the results obtained reject
H o and accept H,, thus it can be
concluded that the Leadership
variable (Xi) partially has a
positive and significant effect on
the performance of the employees
of the Labuhanbatu Utara
Education Office.

2. Commitment influence variable
(XZ) haS tcount = 3.870 and ttable
value is 1.685 then the value of
tcount > ttable (3,870 > 1,685) Wlth a
significant value of 0.002 < 0.05.

So that the results obtained reject
Ho and accept Ha, thus it can be
concluded that the Leadership
variable (Xi) partially has a
positive and significant effect on
the performance of the employees
of the Labuhanbatu Utara
Education Office.

3. Leadership influence variable (X1)
has tcount = 4.310 and t tanie Value is
1.685 then the value of tarithmetic >
ttable (4.310 > 1.685) with a
significant value of 0.000 < 0.05.
So that the results obtained reject
Ho and accept Ha, thus it can be
concluded that the Leadership
variable (Xi) partially has a
positive and significant effect on
the performance of the employees
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of the Labuhanbatu Utara (leadership, organizational

Education Office. commitment and motivation) on the

independent  variable  (employee

F Test Results performance) can be seen in the
The results of the simultaneous following table:

test of the dependent variables
Table 7. Test Result F

ANOVA?
Model SumofSquares | df | MeanSquare F Sig.
1 Regression 8,577 3 22.859| 5.115| .000°
Residual 169,828 38 4.469
Total 178,405| 41

a.DependentVariable:Employee Performance
b. Predictors:(Constant),Motivation,Organizational Commitment,Leadership
Source: Data Processed by IBM Statistics SPSS23, 2021

Based on the results of the Ftest

in Table 7, it was found that the Coefficient of Determination Test
Fealculated Was 5.115 with a significance Results ( R?)

level of 0.000. Because Fcount > Ftable The coefficient of
(5,115 greater than 2.85) and a determination (R?> ) essentially
significance level of 0.000 <0.05, it measures how far the regression
can be stated that the independent model's ability to explain the
variables which include leadership variation of the dependent variable is.
(X1), organizational commitment (X>) The value of the coefficient of
and motivation (Xz) are significantly determination is between zero and
simultaneous or jointly have a one (Ghozali, 2011). The value of the
significant effect on the employee coefficient of determination can be
performance variable (YY) at the seen in table 8 below:

Education Office of Labuhanbatu
Utara Regency.
Table 8. Coefficient of Determination Test Results
Model Summary °

Model R RSquare | AdjustedRSquare Std.ErroroftheEstimate
1 7192 517 427 2.114
a. Predictors:(Constant),Motivation,Organizational Commitment,Leadership

b. Dependent Variable:Employee Performance
Source: Data Processed by IBM Statistics SPSS 23, 2021

Based on Table 8, it can be seen independent variables (leadership,
that the SPSS 23 model summary organizational commitment and
output display the magnitude of R motivation) of 51.7%. While the rest
Square (R?) is 0.517. This means that of (100%-51.7% = 48.3%) is
the performance of employees (Y) at explained by other reasons outside
the Education Office of Labuhanbatu this research model

Utara Regency can be explained by
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Research Discussion
The Effect of Leadership on
Employee Performance

From the partial hypothesis test
(t test) where the results obtained are:
leadership (X1) has a positive
influence on employee performance
(Y) at the Labuhanbatu Utara
Regency Education Office, the t test
results (partially) the leadership
variable (X1) has a value The tcount is
5550 W|th the t'table value Of 1685, SO |t
can be interpreted that the tcount > ttable
and the significance level is
0.000<0.05. It can be concluded that
leadership (X1) has a positive and
significant influence on employee
performance (Y) at the Education
Office of Labuhanbatu Utara
Regency. So the hypothesis Ho is
rejected because there is an influence
of  leadership on  employee
performance at the Labuhanbatu
Utara Regency Education Office.

The results of this study are
supported by research conducted by
Isvandiary and Idris (2018) which
shows that there is a positive and
significant influence of leadership on
employee performance. And previous
research conducted by Putro (2019)
showed that there was a positive and
significant influence on leadership on
employee performance.

Thus from the results of the
study it can be concluded that there is
an influence of leadership on
employee  performance at the
Education Office of Labuhanbatu
Utara Regency.

The Effect of Organizational
Commitment on Employee
Performance

From the partial hypothesis test
(t test) where the results obtained are:

the commitment variable
Organizational commitment (Xz) has
a positive and significant effect on
employee performance (Y) at the
Education Office of Labuhanbatu
Utara Regency, where organizational
commitment (Xz) has a t count value Of
3870 Wlth a ttable value Of 1685 Wh|Ch
means teount IS greater than trapie and the
level of significance is 0.002<0.05.
So it can be concluded that
organizational commitment (X3) has a
positive and significant effect on
employee performance (Y) at the
Education Office of Labuhanbatu
Utara Regency, so hypothesis Ho is
rejected, meaning that there is an
influence of organizational
commitment on employee
performance at the Education Office
of Labuhanbatu Utara Regency.

The results of this study are
supported by research conducted by
Cahyani, Sundari and Donoran (2020)
shows that there is a positive and
significant effect of commitment
organization on employee
performance. And previous research
conducted by Pane and Fatmawati
(2017) shows that there is a positive
and significant  influence  on
commitment.

Thus from the results of the
study it can be concluded that there is
an influence of commitment
organization on employee
performance at the Labuhanbatu
Utara District Education Office.

The Effect of Motivation on
Employee Performance

From the partial hypothesis test
(test) Where the results obtained are:
the motivation variable (X3) has a
positive and significant influence on
employee performance (Y) at the
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Labuhanbatu Utara Regency
Education Office, where motivation
(XS) has a Toount value of 3,410 with the
value of tepie is 1.685, which means
tcount IS greater than t e and the
significance level is 0.000 < 0.05. So
it can be concluded that motivation
(X2) has a positive and significant
effect on employee performance (Y)
at the Labuhanbatu Utara Regency
Education Office, so Hypothesis Ho is
rejected, meaning that there is an
influence of motivation on employee
performance at the Labuhanbatu
Utara Regency Education Office.

The results of this study are
supported by research conducted by
Meidazar and Rustono (2016) which
shows that there is an influence of
motivation on employee performance
and research conducted by Jufrizen
(2017) shows that there is a
significant influence of motivation on
employee performance.

Thus from the results of the
study it can be concluded that there is
an influence of motivation on
employee  performance at the
Education Office of Labuhanbatu
Utara Regency.

The Influence of Leadership,
Organizational Commitment and

Motivation on Employee
Performance
Test the hypothesis

simultaneously (together) leadership
(X1), organizational commitment (X>)
and motivation (X3) have a
simultaneous influence on employee
performance (Y) at the Education
Office of Labuhanbatu Utara
Regency, where leadership (Xi),
organizational commitment (X2) and
motivation (X3) has a calculated F
value of 5.115 with a significance

level of 0.000. Because Fcount > Ftable
(5,115 greater than 2.85) and a
significance level of 0.000 <0.05, it
can be stated that the independent
variables include leadership (Xi),
organizational commitment (Xz) and
motivation (Xz) simultaneously or
jointly  affect the  employee
performance variable (Y). The results
of this study are in accordance with
the framework (theory) which states
that there is an influence of
leadership, organizational
commitment and motivation on
employee  performance at the
Education Office of Labuhanbatu
Utara Regency.

From the results of the study it
is known that the magnitude of the
influence of leadership,
organizational commitment and
motivation on employee performance
at the Education Office of
Labuhanbatu Utara Regency is 0.517
or 51.7% (same as the coefficient of
determination) with a significance
probability value of 0.000 which
means less than 0.05. So that it can be
interpreted that employee job
satisfaction at the Education Office of
Labuhanbatu Utara Regency is
influenced by the variables of
leadership, organizational
commitment and motivation and the
remaining 48.3%, the performance of
employees at the Education Office of
Labuhanbatu Utara Regency is
influenced by other factors outside the
variables in this study.

Thus from the results of the
study it can be concluded that there is
an  influence  of leadership,
organizational commitment, and
motivation on employee performance
at the Education Office of
Labuhanbatu Utara Regency.
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Conclusion

Based on the results of the
research and discussion that have
been described, it can be concluded as
follows:

1. testing (t test) concluded that
leadership partially has a positive
and significant effect on employee
performance at the Labuhanbatu
Utara Regency Education Office,
where teount 1S 5.550 > tiapie IS 1.685
and significance is 0.000 <0.05

2. testing (t test) concluded that
organizational commitment
partially has a positive and
significant effect on employee
performance at the Education
Office of Labuhanbatu Utara
Regency, where teount is 3.870 >
tranle 1S 1.685 and significance is
0.002 <0.05

3. testing  (test) concluded that
motivation partially has a positive
and significant effect on employee
performance at the Labuhanbatu
Utara Regency Education Office,
Where tcount iS 4310 > ttable iS 1685
and significance is 0.000 <0.05

4. testing (f test) concluded that
leadership (X1) , organizational
commitment (X2) and motivation
(X3) simultaneously or jointly have
a significant effect on employee
performance at the Education
Office of Labuhanbatu Utara
Regency , where teount Of 5.115 > t
table OF 2.85 and a significance of
0.000 <0.05

Suggestion
Based on the conclusions
described above, the authors provide
some suggestions as follows:
1. Leadership
Leaders  should  attend
communication education and

training or attend leadership
training.
2. Organizational Commitment

Take an approach so that
employees want to work optimally
by providing encouragement both
morally and materially.

Involving all employees in
organizational activities so that
employees feel they have the
organization.

3. Motivation

Provide  education and
training so that employees are able
to work effectively and efficiently.

4. For the next researcher, it is
expected to add research variables
which, of  course, affect
performance and is expected to
increase the number of samples
more many with more diverse
characteristics  and  produce
research that even better.
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ABSTRACT

One of the defense equipment that determines the readiness of the Navy in
maintaining the integrity of the Republic of Indonesia is the Republic of Indonesia
Warship (KRI). The worthiness of the KRI is of course the main parameter that is
always integrated with the condition that it is always ready to fight to maintain
Indonesia’s sovereignty at sea . The readiness of the KRI is assessed from the aspect
of equipment feasibility as a benchmark to determine the level of readiness and
capability of the warship. This research aims to analyze the concept of increasing
the competence of the Navy surveyor personnel. The research method used is the
AHP and SWOT methods. The results of the study indicate that the appropriate
strategy to be applied by the Navy in order to achieve sustainable competitive
advantage is by : a ) increasing the competence of the Navy with formal and
informal course activities, b ) increasing cooperation with external institutions, c )
increasing standardization socialization. operational test equipment to increase the
ability to operate test equipment owned by the Indonesian Navy's airworthiness
personnel, d ) add equipment in accordance with the update on the development of
defense equipment, and e ) improve the coaching program for both tour of duty and
tour of area.
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PRELIMINARY
Background

The readiness of the Alutsista
(Main Equipment of the Indonesian
National Armed Forces Weapon
System) is the main key in the
security and defense of the Unitary
State of the Republic of Indonesia
(NKRI). The strength of defense
equipment that is on standby both
operationally and administratively
shows the level of responsibility of
the Indonesian Navy (TNl AL)
personnel in showing the capability of
military equipment which is ready to
fight at any time in any condition and
situation. One of the defense
equipment that determines the
readiness of the Navy in maintaining
the integrity of the Republic of
Indonesia is the Republic of Indonesia
Warship (KRI). The role of the KRI is
to maintain the security and defense
of Indonesia's maritime territory and
to protect all of Indonesia's bloodshed
from threats, disturbances and
challenges from external parties,
either directly or indirectly.

The worthiness of the KRI is of
course the main parameter that is
always integrated with the condition
that it is always ready to fight to
maintain Indonesian sovereignty at
sea. Of course combat readiness The
integrated KRI requires the role of a
professional surveyor . At present, the
competence of the TNI AL's technical
corps personnel is not in accordance
with the standard class , such as the
ability to know about airworthiness,
the  expertise of aeronautical
personnel, how to act in making
decisions in measuring values and the
competency standards of
airworthiness personnel can not be
standardized against the Surveyor

class . so that it is directly
proportional to the readiness of
defense equipment . The demand for
the readiness of the KRI and its
technical conditions must always be
ready to support the implementation
of these tasks. The readiness of the
KRI is assessed from the aspect of
equipment feasibility as a benchmark
to determine the level of readiness
and capability of the warship.

This research will raise combat
readiness as a form of cumulative
readiness of the platform and Sewaco
aspects  (sensor, weapon and
command) with the level of
competency of Surveyor personnel
according to standards . The
feasibility of the KRI is influenced by
the condition of the material
feasibility. The increasing number
and age of KRIs that require the
condition of the KRI's worthiness in
accordance with their basic functions
to carry out TNI AL operations, so
that a professional TNI AL Surveyor
is needed in determining the KRI's
worthiness, both from the results of
maintenance and repairs.

Formulation of the problem

Based on the background that
has been stated, the formulation of the
research problem is as follows:

a) How to determine the criteria that
affect the selection of Standard
Class ?

b) How to choose the priority class
that will be used as input for
improving the standards of the
Indonesian Navy Surveyor
personnel ?

c) How to formulate the competency
of TNI AL Surveyor personnel
based on the selected class ?
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d) What is the strategy for increasing
the competence of the Indonesian
Navy Surveyor personnel that has
been determined?

Research purposes

The objectives to be generated
by the authors in this study are as
follows:

a) Analyze determination of criteria
in the selection of Standard Class.

b) class priorities that will be used as
input to the Indonesian Navy

¢) Analyzing the results of the
formulation of the competence of
the Indonesian Navy Surveyor
personnel based on the selected
Standard Class.

d) Analyzing the strategy of
increasing the competence of the
Indonesian Navy personnel from
the results of the determination of
the use of the selected Standard
Class.

LITERATURE REVIEW
Human Resources (HR)

This study raises the need for
the use of human resources that can be
optimized in  increasing the
competence of surveyor personnel
within ~ the  Indonesian  Navy.
According to Priyono (2010) human
resource development can be in the
form of education, training and other
HR development programs.
Generally, HR development activities
are directed at achieving mastery of
skills, knowledge and abilities .

Performance assessment

According to Alewine stating
that performance appraisal is to make
employees see themselves as they are,
recognize the need for improving
work performance and to participate

in making performance improvement

plans.

a. As a means of motivating
achievement-oriented personnel.

b. As a basis for providing rewards
(salary increases), compensation,
incentives, service gifts, vacations
and promotions.

c. As a basis for discipline
(permanent employment status,
demotion, dismissal).

d. As a guideline for personnel
training and development
requirements.

Surveyor

Surveyor is someone who
conducts inspection or supervises and
observes another job. In the world of
work, the term Surveyor mostly refers
to the field world which will later
become the main object in terms of
carrying out their duties.

Quoted from the Indonesian
National Performance Competency
Standards ( SKKNI ), the duties of the
Surveyor include:

1. Analyze jobs.

2. Make decision

3. Carry out measurements.

4. Process / calculate data.

5. Performing the depiction /
presentation of data.

6. Doing peg / pegging.

Competence

According to Wibowo (2014) ,
competence is an ability to carry out
or perform a job or task that is based
on skills and knowledge and is
supported by the work attitude
required by the job. According to
George Klemp in Edison (2016)
competence is a characteristic that
underlies a person that results in
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effective work and/or superior
performance .

Competency Indicator

Indicators are used to determine
the level of achievement of
knowledge competence, skills and
influential parameters. According to

Wibowo (2014) there are five

competency indicators, including the

following:

a. A motive is something that people
consistently think or want that
causes an action.

b. Traits are physical characteristics
and consistent responses to
situations or information.

c. Self-concept is a person’s attitudes,
values, or self-image.

d. Knowledge is information that
people have in a specific field.

e. Skills are the ability to perform
certain physical or mental tasks.

According to  Moeheriono

(2012) in detail there are five

dimensions of competence that must

be possessed by all individuals,
namely as follows:

a. Task skills , namely the skills to
carry out tasks in accordance with
standards in the workplace.

b. Task management skills , namely
the skills to manage a different set
of tasks that arise in the job.

c. Contingency management skills ,
namely the skills to take quick and
appropriate action when a problem
arises at work.

d. Job role environment skills
namely the skills to work together
and maintain a comfortable work
environment.

e. Transfer skills , namely skills to
adapt to a new work environment

Analytical Hierarchy Process
(AHP) Method

method is a general theory of
measurement.  Four  kinds  of
measurement scales that are usually
used sequentially are nominal,
ordinal, interval and ratio scales. A
higher scale can be categorized into a
lower scale, but not vice versa. Ratio-
scale monthly income can be
categorized into ordinal-scale income
levels or categories (high, medium,
low) on nominal scale. On the other
hand, if at the time of measurement
the data obtained were categorical or
ordinal, data with a higher scale could
not be obtained. AHP overcomes
some of these problems ( Saaty et al ,
2001 ) . AHP is used to derive the
ratio scale from several discrete or
continuous pairwise comparisons.
Pairwise comparisons can be obtained
through actual measurements or
relative measurements of the degree
of liking, or interests or feelings. Thus
this method is very useful to help get
the ratio scale of things that were
originally difficult to measure such as
opinions, feelings, behaviors and
beliefs (saaty et al , 2001). The use of
AHP  begins with creating a
hierarchical structure or network of
the problems to be studied. In the
hierarchy there are main objectives,
criteria, sub-criteria and alternatives
that will be discussed.

The AHP  method was
developed by Prof. Thomas Lorie
Saaty from Wharston Business school
to find a ranking or priority order of
various alternatives in solving a
problem. In everyday life, a person is
always faced with making choices
from various alternatives.
Prioritization and consistency testing
are needed for the choices that have
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been made. In complex situations,
decision-making is not influenced by
one factor alone, but by multiple
factors and includes various levels
and interests.
Basically AHP is a general
theory of measurement that is used to
find the ratio scale of both discrete
and continuous pairwise
comparisons. These comparisons can
be taken from actual measures or
basic scales that reflect the strength of
feelings and relative preferences.
The stages of decision making
in the AHP method basically include:
a. Define the problem and determine
the desired solution

b. Create a hierarchical structure that
begins  with  general goals,
followed by criteria, sub-criteria
and alternative choices to be
ranked

c. Forming a pairwise comparison
matrix that describes the relative
contribution or influence of each
element on each goal or criterion at
the level above. Comparisons are
made based on the choice or "
judgment " of the decision maker
by assessing the level of
importance of an element
compared to other elements

d. Normalizing the data is by
dividing the value of each element
in the paired matrix by the total
value of each column

e. Calculate the eigenvector value
and test its consistency, if it is not
consistent, the data taker (
preference ) needs to be repeated.
The eigenvector value in question
is the maximum eigenvector value
obtained using matlab (data
programming language) or
manual.

f. Repeat steps 3,4, and 5 for the
entire hierarchy level.

g. Calculate the eigenvector of each
pairwise comparison matrix. The
eigenvector value is the weight of
each element.

h. This step synthesizes the choice
and prioritization of elements at
the lowest hierarchical level until
the goal is achieved

i. Test the hierarchical consistency .
If it does not meet the CR < 0.100
then the assessment must be
repeated.

Strength Weakness Opportunity and
Threat Analysis (SWOT)

SWOT analysis is identification
as a factor to formulate an
organization's strategy. This analysis
is based on logic that can maximize
strengths and opportunities , but
collectively can minimize weaknesses
and threats .

Organizational strategic
decisions need to consider internal
factors that include strengths and
weaknesses as well as external factors
that include opportunities and threats.
Therefore, there are important
considerations for SWOT analysis.

RESEARCH METHODS
1. Types of research
The qualitative research in
question is to understand the
phenomena of what is experienced
by research subjects holistically by
descriptive in the form of words
and language in a context,
especially natural ones by utilizing
various natural methods
(Sugiyono, 2013).
2. Research Object
The object of this research is
the Indonesian Navy Surveyor
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personnel In this study, the
determination of the source of
information or informants to the
interviewees was carried out by
purposive sampling , which was
selected based on certain
considerations and objectives.

. Source and Type of Data

The data used in the study
consists of primary and secondary
data  with  the  following
explanation.

a. Primary data is data obtained or
collected by a researcher
directly from his data source.
Primary data is also referred to
as original data or new data that
has an up to date nature. To
obtain the primary data,
researchers  collected them
directly. In the context of this
study, primary data were
obtained from people who had
information and knowledge
related to the problem and
focused research on the
competence of Navy
airworthiness personnel to the
competence  of  Surveyor
personnel of the class.

b. Secondary Data is data obtained
or collected by researchers from
various  existing  sources
(researchers as second hand).
Secondary data can be obtained
from various sources such as
the Central Statistics Agency
(BPS), books, reports, journals,
and others. Meanwhile,
secondary data that is macro in
nature is mostly obtained
through documents released by

the Navy's Material Eligibility
Service (Dislaikmatal).

4. Research Instruments

In qualitative research, the
research instrument or research
tool is the researcher himself. In
conducting research, researchers
are assisted with interview
guidelines, questionnaires,
cameras to record the required
images, and audiovisual recording
devices

. Data Collection and Processing

Techniques

The data in this study
consisted of primary data and
secondary data. Primary data is
data obtained directly by means of
measurement, observation and
interviews. Primary data collection
was chosen because researchers
need to obtain data directly. While
secondary data is data obtained
indirectly. This data is obtained
from literature  studies and
supporting documents at the
institutions that play a role.

. Data analysis technique

The data analysis used is
AHP to determine the selection of
Surveyor class competencies that
will be used as a reference for
Surveyor competencies in the
Indonesian Navy ( Lloyd's Register
(LR), Bureau Veritas (BV),
Det Norske Veritas-Germanisher
Lloyd (DNV-GL) or PT Biro
Classification Indonesia ( BKI ) )
as criteria. The data used is AHP to
determine  the selection of
Surveyor class competencies that
will be used as a reference for
Surveyor competencies in the
Indonesian Navy ( Lloyd's Register
(LR), Bureau Veritas (BV),
Det Norske Veritas-Germanisher



Jurnal lImiah, Manajemen Sumber Daya Manusia 224
JENIUS

Lloyd (DNV-GL) or PT Biro
Classification Indonesia ( BKI ) )
as criteria.

RESEARCH RESULT
1. Hierarchy Process Analysis

(AHP)

Based on the results of the
Analytical  Hierarchy  Process
(AHP) analysis above, it can be
seen that the priority of the main
criteria  in  determining the
Surveyor Class is the Experience
Criteria. Surveyor Class
experience in conducting
inspections of the technical
requirements that must be met by a
ship before sailing is the main
reason for determining the
Surveyor Class. While the criteria
for Motivation and Intellectual
Ability are the second and third
priorities in determining the
Surveyor Class.

In addition, it can be seen
that the Surveyor Class Lloyd
Register (LR) is the Surveyor
Class the main priority in
determining the Surveyor Class
based on the criteria of Experience,
Motivation  and Intellectual
Ability. This is because the
Surveyor Class Lloyd Register
(LR) has the largest coefficient
value in each criterion. Meanwhile
the Surveyor Class Bureau Veritas
(BV), Det Norske Veritas-
Germanisher Lloyd (DNV-GL)
and the Indonesian Classification
Bureau (BKI) are the second, third
and fourth priorities in determining
the Surveyor Class determination.
. SWOT analysis

Based on the results of the
SWOT analysis, it can be seen that
there are 19 Strenghts (Strengths) ,

21 Weakness factors (
Weaknesses), 22 Opportunities
(Opportunities) and 18 Threats
(Threats) factors in the
Competence of the Indonesian
Navy Surveyor Personnel. The
total weighting of the Strength and
Weakness Factors is 0.483 for the
Strength factor and 0.517 for the
Weakness factor. While the total
weighting of the Opportunity and
Threat factors is 0.562 for the
Opportunity factor and 0.438 for
the Threat factor.

After the results of the
weighting are multiplied by the
rating value, the value of the
Internal Factors Evaluation (IFE)
matrix and the External Factors
Evaluation (EFE) matrix will be
obtained. The IFE matrix value in
the form of Strength and Weakness
factors shows a score of 2,435 for
the Strength factor and a score of
1,608 for the Weakness factor, so
that the difference between the
Strength and Weakness Factors
scores to 0.827. While the EFE
Matrix Value in the form of
Opportunity and Threat Factors
shows a score of 2,056 for the
Opportunity Factor and 1,998 for
the Threat Factor, so the difference
between the Opportunity and
Threat Factors is 0.058. Based on
this, the coordinates (0.827; 0.058)
can be obtained .

In addition, from the results
of the calculation of the IFE value,
it is also known that the internal
factor that has the main strength
with the highest score of 0.129 is
the factor " Superiority of coaching
in the Navy based on linearity of
abilities in each material feasibility
test " . Then followed by internal
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factors with the lowest score of
0.077, namely the factor of "
Strong regeneration and periodic
training of fitness "As for the
Internal factor which has a major
weakness with the highest score of
0.125, namely the factor "
Development of the TNI AL
organization . which continues to
grow” . This is followed by the
internal factor which has the
lowest weakness with a score of
0.064, namely the " lack of training
" factor. The total value of IFE on
the strength factor has a total value
of 2.122 and the weakness factor
has a total value of 1.926. From
these two values, it can be seen that
the total score on the IFE matrix is
2.122 > 1.926, which means that
internal  conditions have the
strength to overcome existing
situations and weaknesses.

From the results of the
calculation of the EFE value, it is
also known that the external factor
that has the main opportunity with
the highest score of 0.128 is the "
Procurement of new testing
equipment " factor . Then followed
by external factors with the lowest
chance of having a score of 0.073,
namely the factor " The equipment
owned is always strived to be
updated " . As for the external
factor that has the main threat with
the highest score of 0.123, namely
the factor " Disagreement in how
to make decisions by the Navy
surveyors against the Surveyor
class " . Then followed by external
factors that have the lowest threat
with a score of 0.06 3, namely the
" Budget " factor . The total value
of EFE on the Opportunity factor
has a total value of 2.121 and the

Threat factor has a total value of
1.599. From these two values, it
can be seen that the total score on

the IFE matrix is 2.12 1 > 1.599 ,

which  means that external

conditions have the opportunity to
overcome existing threats.

By obtaining the results of
the IFE-EFE matrix, the
coordinates of the IFE matrix from
the difference in scores between
the Strengths and Weakness
factors are 0.196, while the
coordinates of the EFE matrix
from the difference in scores
between the Opportunities and
Threats factors are 0.522. Based on
this, the coordinates (0.196; 0.522)
can be obtained.

In determining the strategy
to increase the competence of the
Indonesian Navy Surveyor
personnel  that has  been
determined, there are several
appropriate strategies to be
applied by the Navy in order to
achieve sustainable competitive
advantage, namely :

a. Improving the competence of
the Indonesian Navy with both
formal and informal course
activities.

b. Increase  cooperation  with
external institutions.

c. Improving the socialization of
operational standards of test
equipment to increase the
ability to operate test equipment
owned by the Indonesian
Navy's airworthiness personnel.

d. Adding equipment in
accordance with the update on
the development of defense
equipment.

e. Improvement of coaching
programs, both tour of duty and
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tour of area

Table 1. SWOT Matrix

Internal factors

Strength (S)

Weakness (W)

1. Competencies possessed by | 1. Lack of training
Indonesian Navy personnel have | 2. The development of the
legality Navy Organization that
2. Competence of Indonesian Navy continues to grow
surveyors by profession 3. Alutsista and Non-Alutsista
3. Accurate and precise assessment in are increasing while
every material suitability test surveyor personnel in the
4. The superiority of coaching in the Indonesian Navy are not
Indonesian Navy is based on the increasing
linearity of capabilities in each | 4. Many testequipment that has
material feasibility test not been accommodated (not
5. The advantages of competence fully owned)

External Factors capabilities  possessed by the | 5. The need for improvement of
Indonesian Navy Surveyor are skills, the feasibility test equipment
training and courses 6. A partnership partner is

6. The testequipment is very complete in needed by conducting an
the Indonesian Navy, where the latest MoU with a feasibility
test equipment updates are in agency outside the
Machining performance testing Indonesian Navy (Marine

7. Strong regeneration and periodic surveyor)
training of valiant 7. Training is still limited due

8. Tour of Duty and Tour of Area to budget
precisely to strengthen the personnel's | 8. In the future, validation
worthiness technology and

9. The advantages of the competence organizational developments
capabilities  possessed by the continue to evolve
Indonesian Navy Surveyor are | 9. Lessbudget
experience, Intellectual and | 10. No standardization and
Personality equipment updates

10. The test equipment for testing | 11. No courses and training
Alutsista is complete for feasibility | 12. Lack of Tour of Duty
testing coaching (Assignments

11. The advantages of coaching in the elsewhere)

Indonesian Navy are structured | 13. There is no formal surveyor
(routinely) functionally clear competency budget

12. The advantages of the Indonesian | 14. There is no intensive training
Navy Surveyor are able to cover all in mastering the operation of
fields of defense equipment and non- test equipment
defense equipment 15. Test equipment calibration is

13. TNI AL surveyors only have internal less of a concern
materials in the Navy 16. Indonesian Navy surveyors

14. Indonesian Navy surveyors have lack the skills, intellectual
experience both in various fields and abilities, and specification
in various placements capabilities
(Professionalism in the Navy) 17. Lack of capacity building in

15. The equipment owned by the the field of training and
Indonesian Navy has the latest and refresher  of  feasibility
most updated test equipment knowledge

16. Guidance in the Indonesian Navy | 18. Lack of understanding in the
surveyor environment is influenced by operational field of test
rank, not only having specialist equipment
inspection capabilities in one field but | 19. Never update the equipment
also in various fields of competence owned by the Indonesian
within the Indonesian Navy. Navy for defense and non-

17. Airworthiness of the Indonesian Navy defense equipment
has been able to carry out the | 20. The competence of the
Certification of Feasibility of Alutsista Indonesian Navy Surveyor
and Non-Alutsista Materials lacks courses, training, and

18. Standard ship platform test equipment workshops

19. Sewaco test kits, Navcom, Ranpur, | 21. Lack of test equipment for
Weapons, Limited special tools rentalco, Navcom, Combat

Vehicles, Weapons and
Special Tools
Opportunity (O) SO Strategy WO Strategy
1. Cooperation  with  outside 1. Improving the competence of the Navy Create training programs
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10.

11.

12.

13.

14.

15.
. There is

17.

18.

19.

20.

21.

22.

institutions

Upgrade courses (informal) and
Training (formal)

Procurement of goods and
services

Implementation of calibration of
test equipment equipment in
Dislaikmatal and Satlaikmatbar
or Satlaiakmattim

Surveyor Class carries out based
on class standards while TNI AL
surveyors are multi-talented
Socialization of standards and
rules to be the same as class
standards

Cooperation with institutions
outside the Navy (Class)

New procurement in the field of
non-defense equipment
Calibration of test equipment in
all agility satkers (Dislaik and
Satlaik)

Overall organizational setup
(not Tour of Duty)

Functional positions that do not
move around

Improving competence through
formal and informal courses
There is attention to the
increasing need for defense
equipment

Procurement of new Testing
equipment

Improved equipment calibration
software  about
surveyor standardization

Good competence will be
directly proportional to the
quality being checked so that the
valor that is acted on by the TNI
AL surveyors will show
professionalism as expected.
The equipment you have is
always trying to be updated
Prepare calibrated and
accredited test equipment

The operation of the test
equipment owned must be
mastered by the surveyor crew
in operating it

Need courses, training and
workshops with related
institutions outside the Navy
Strengthening competence
encourages quality
improvement from the
professionalism of the
Indonesian Navy Surveyor's
ability

6.

with both formal and informal course

activities

Increase collaboration with external

institutions

Carry out calibration of test equipment
Improving the completeness of test
equipment and equipment, both defense

and non-defense equipment

Improving professional certification for

Indonesian Navy personnel

Disseminate standard rules so that they

are the same as class standards.

both formal and informal
Improving the socialization
of test equipment operational
standards

Adding equipment in
accordance with the update
on the development of
defense equipment.

Added test tools for Sewaco,
Navcom and custom tools.
Improving the competence
of Navy surveyors with
training programs/courses
Carry out clearer coaching
regarding assignments in
other places

Threat (T)
Disagreement in how to make
decisions by the Indonesian
Navy surveyor against the
Surveyor class
TNI AL test equipment is not
inferior to surveyor class
Tour of Duty and Tour of
Area within the Indonesian

Navy

ST strategy

Improve the development of the Navy

surveyors.

Increase socialization to increase the
ability to operate test equipment
owned by the Indonesian Navy's

airworthiness personnel

Aligning the qualifications of the
Indonesian Navy surveyors to suit

their profession.

. Adding

. Improvement  of

WT Strategy

. Aligning the capabilities of the

Indonesian Navy surveyor with
the surveyor class.

Indonesian ~ Navy
surveyor personnel

coaching
programs, both tour of duty and
tour of area

. Adding budget funds for

JENIUS. Vol. 6, No. 1, September 2022
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10. Budget
11. The qualifications of many

12. There is a professional

13. The low ability to operate test

14. Duty and Tour of Area

15. Level of confidence
16. Recognition of the validity of

17. HR capabilities that must be

18. The quality of formal

The budget  for  the | 4. Open a discussion room so that there

development of the
Indonesian Navy surveyor
personnel is very limited

The existence of Tour of Duty | 5. Improve
and Tour of Area

A storied and continuous
operation cannot be expected
The competence of the
Indonesian Navy surveyor has
not been developed properly
(not optimal)

Test equipment technology
operation is not optimal
Personnel development (Tour
of Duty and Tour of Area)

Indonesian Navy surveyors
are not linear in their
profession

principle thata TNIAL is only
a maximum of 2 years in the
area where he works, so he
must carry out the Tour of
Duty and Tour of Area

equipment owned by the
Indonesian Navy's
airworthiness personnel

problems

survey results
equivalent to Surveyor class
education, verification skills

training and surveyor
experience are not linear

are no misunderstandings in making goods

decisions between TNI surveyors and | 5. Improve  equipment  and
Class surveyors.

operation of test
equipment technology for optimal

coaching and procurement of

maintenance of defense
equipment

Conclusion

Based on the results of the

research that has been done, several
conclusions can be drawn, including:

1.

The main criteria that influence the
selection of Standard Class are the
Experience criteria. While the
motivation criteria are the second
priority and the Intellectual Ability
criteria are the third priority.

The main priority class that will be
used as input for improving the
standards of TNI Al Surveyor
personnel is the Class Lloyd
Register (LR). While Class BV is
the second priority, Class DNV-
GL is the third priority and Class

. Indonesian Navy

BKI is the fourth priority.

. The formulation of the competence

of the TNI AL Surveyor personnel
based on the selected class |,
namely the TNI AL Personal
Surveyor Competence, is in
quadrant I, namely the quadrant
between Strengths and
Opportunities (SO Quadrant).

Surveyor
personnel that has been determined
can use the strategy of increasing
the competence of the Navy with
both formal and informal course
activities, Increasing cooperation
with external institutions,
Increasing the socialization of
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operational standards for testing
equipment to increase the ability to
operate test equipment owned by
Indonesian Navy personnel ., The
addition ~ of  equipment in
accordance with the update on the
development of defense equipment
and improvement of the coaching
program for both the tour of duty
and the tour of the area .

Suggestion
Suggestions that can be given
from this research include:

1. The need for recommendations for
the selection of Standard Class
based on Experience Criteria as the
main consideration.

2. The need for arecommendation for
the main priority class that will be
used as input for improving the
standards of the TNI Al Surveyor
personnel, namely the Class Lloyd
Register (LR).

3. The need to formulate the
competence of the Indonesian
Navy Surveyor based on the
selected class by increasing the
items of strength ( strengths ) and
making opportunities
(opportunities ) into a force that
supports the competence of
personnel within the Navy.

4. necessary to implement a strategy
to increase the competence of the
Indonesian Navy Surveyor
personnel  that has  been
determined by using the strategy of
increasing the competence of the
Navy with formal and informal
course  activities,  Increasing
cooperation with external
institutions, Increasing

socialization ~ of  operational
standards of test equipment to
increase the ability to operate test
equipment owned by TNI
airworthiness personnel A, The
addition  of  equipment in
accordance with the update on the
development of defense equipment
and improvement of the coaching
program, both tour of duty and tour
of area .
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