Quest Journals

Journal of Research in Humanities and Social Science
Volume 10 ~ Issue 2 (2022)pp: 79-87
ISSN(Online):2321-9467

WWW.questjournals.org

Research Paper

The Effect of Organizational Culture and Training on
Organizational Performance through Motivation in Tribe
of Regional Assets Management Agency City
Administration of Dki Jakarta Province
Yuliastuti', Suharto®, Bongsu®

Universitas Krisnadwipayana
Campus Unkris Jatiwaringin PO BOX 7774/Jat CM Jakarta 13077, Indonesia

Abstract

This study aims to determine the effect of organizational culture on organizational performance partially, the
effect of training on organizational performance partially, the effect of employee motivation on organizational
performance partially, the influence of organizational culture on employee work motivation partially, the effect
of training on employee motivation partially, organizational culture on organizational performance through
employee motivation variables, the effect of training on organizational performance through employee
motivation variables. This research was conducted at the Regional Asset Management Agency of DKI Jakarta
Province involving 116 employees of the agency. Data analysis using path analysis.

Based on the results of the study, it shows that organizational culture has a significant effect on organizational
performance partially. Training has a significant effect on organizational performance partially. Motivation
partially affects organizational performance. Organizational culture also partially affects motivation. The
influence of organizational culture on organizational performance through motivation has a greater value than
direct influence. Training has an effect on organizational performance through variables having a greater
value than direct influence. This shows that the motivational variable cannot mediate between organizational
culture and training on organizational performance.
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I.  Introduction

Performance can be known only if the individual or group of individuals has predetermined success
criteria. These success criteria are in the form of certain goals or targets to be achieved (Mahsun, 2006) As for
"Organizational performance is "the totality of the work achieved by an organization. The achievement of
organizational goals means that the performance of an organization can be seen from the level of which the
organization can achieve goals based on predetermined goals” (Surjadi, 2009).

Another opinion about "Organizational performance is "something that has been achieved by the
organization within a certain period of time, both related to input, output, outcome, benefit, and impact
(Sobandi, 2006). Furthermore, the notion of organizational performance is "the level that shows how far the
implementation of tasks can be carried out in actual and the organization's mission is achieved" (Steers, 2003).
Basically, performance is divided into two aspects, namely employee performance and organizational
performance. “Employee performance is the result of individual work in an organization. Organizational
performance is the work achieved by an organization

This study will examine the performance of the Regional Asset Management Agency (BPAD) of DKI
Jakarta Province. This agency is an institution that was formed in 2017 in accordance with the Governor's
Instruction Number 78 of 2017 concerning the Acceleration of Increasing Accountability for the Management
of Regional Property of the DKI Jakarta Province. The Regional Asset Management Agency (BPAD) of DKI
Jakarta Province is the implementing element of the supporting functions of government affairs in the financial
sector in the asset management sub-sector. The Regional Asset Management Agency (BPAD) of DKI Jakarta
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Province is led by a Head of Agency who is under and responsible to the Governor through The Regional
Secretary, Regional Asset Management Agency (BPAD) of DKI Jakarta Province in carrying out its duties and
functions is coordinated by the Assistant for Economics and Finance. In carrying out his duties he is assisted by
the Head of the Asset Management Agency in 5 (five) administrative cities and the Thousand Islands Regency.
Starting in 2017, changes and improvements have been made, including the census system, asset reconciliation,
asset security, asset deletion, data bank, asset document scan, and human resources.

Factors indicated to influence the performance above include organizational culture, training and
motivation. According to Moeljono (2005), organizational culture is a system of values that is believed by all
members of the organization and which is studied, applied and developed continuously, functions as an
adhesive system, and can be used as a reference for behavior in the organization to achieve company goals that
have been set. set. Siagian (2002) describes 5 (five) functions of organizational culture that stand out and are
important to actualize, namely 1) determining behavioral boundaries.

Organizational culture plays a role in determining the behavior that should be displayed and the
behavior that must be avoided, 2) raise awareness about identity as a member of the organization.
Organizational culture demands that its members feel proud to identify themselves with the organization (all
members feel they belong to the organization), 3) the growth of commitment. As a logical consequence of a
sense of belonging to the organization, members make a commitment to sincerely work for the success of the
organization, 4) maintenance of organizational stability. . Supervision as a management function does not play a
dominant role, if members of the organization display positive behavior. In order to have a good performance,
in addition to the Organizational Culture, every employee has a strong motivation in doing his job. Motivation
comes from the Latin word "movere™ which means "push or driving force". Motivation is only given to humans,
especially to subordinates or followers. Motivation questions how to encourage the enthusiasm of subordinates,
so that they are willing to work hard by giving all their abilities and skills to realize organizational goals.

According to Hasibuan (2008) motivation is the provision of a driving force that creates enthusiasm
for one's work, so that they want to work together, work effectively and integrate with all their power and
efforts to achieve satisfaction., Motivation is usually defined the initiative and direction of behavior and the
study of motivation is in effect the study of course of behaviour. Motivation is generally defined as the initiative
and direction of behavior and motivational learning is actually a behavioral lesson.

In addition to motivation, a factor that affects performance for organizational progress is the existence
of training. Human Resource Development in an institution is generally only related to employee or employee
training. According to Notoatmodjo (2012) training is an activity to increase the ability of employees or
employees in an institution, so that training is a process that will result in a change in behavior for employees or
employees.

Il.  Literature Review
1. Organizational Culture

Gibson, quoted by Wibowo (2016), defines organizational culture as what employees feel and how this
perception creates patterns, beliefs, values, and expectations. Furthermore, Mangkunegara (2005)
organizational culture is a set or assumption or system of beliefs, values and norms developed in an
organization that is used as a behavioral guide for its members to overcome problems of external adaptation and
internal integration. Armstrong (2005) organizational culture is a pattern of values, norms, beliefs, attitudes and
assumptions that can no longer be articulated, but shape and determine the way people behave and get things
done.

Robbins (2000) suggests that organizational culture as the dominant values disseminated within the
organization is used as an employee work philosophy that becomes a guide for organizational policies in
managing employees and consumers. According to Robbins (2000) a strong organizational culture is a culture
in which the organization's core values are held intensively and widely shared by members of the organization.
Organizational culture indicators proposed by Robbins & Coulter (2010):

a. Innovation and risk taking, namely the degree to which employees are encouraged to be innovative and
take risks.

b. Attention to detail or detail, namely the degree to which employees are expected to be able to show
accuracy, analysis and attention to detail.

C. Results orientation, which is the degree to which the leader focuses on results or outputs and not on
how to achieve those results.

d. People orientation, namely the degree to which management decisions affect the people in the
organization.

e. Team orientation, which is the degree to which work is organized by teams rather than individuals.

f. Aggressiveness and stability, namely the degree to which employees are aggressive and competitive,

rather than cooperating.

*Corresponding Author: Yuliastuti 80 | Page



The Effect Of Organizational Culture And Training On Organizational Performance ..

2. Training

According to Widodo (2015) training is a series of individual activities in systematically increasing
skills and knowledge so that they are able to have professional performance in their fields. Training is a
learning process that allows employees to carry out their current work according to standards. According to
Widodo (2015) stated that the purpose of training carried out by organizations is to increase productivity,
improve quality, support HR planning, increase member morale, provide indirect compensation, improve
occupational health and safety, prevent expiration of personnel skills and knowledge, improve development.
skills and abilities of personnel. The training indicators according to Mangkunegara (2005) are:

a. Instructor. Trainers who will provide training must really have adequate qualifications according to
their fields.

b. Participant. Training participants must be able to be selected based on predetermined requirements and
must also have the enthusiasm to participate in the training.

C. Theory. The material must be adapted to the needs of the trainees. Employees must update problems
that occur in current conditions.

d. Method. Employee training methods must be in accordance with employee needs in order to achieve
the training objectives.

e. Training objectives. The training objectives must also be considered so that the training can be targeted
to improve the quality of employees.

f. Target. Training objectives must be determined with detailed and measurable criteria

3. Motivation

Motivation is an impulse or turmoil that arises from within humans to fulfill their various needs in
accordance with their respective desires (Murtie, 2012). Robbins (2008) suggests motivation as a process that
describes the intensity, direction, and persistence of an individual to achieve his goals.

According to Kadarisman (2012), "Work motivation is the driving force or impetus in a person to want
to behave and work diligently and well in accordance with the duties and obligations that have been given to
him". Motivation questions how to direct the power and potential of subordinates, so that they are willing to
work together productively and successfully achieve and realize the goals that have been determined.
According to Hasibuan (2012) motivation is a condition that moves employees to be able to achieve the goals of
their motives (Mangkunegara, 2007). According to Sunyoto (2013) there are seven motivational factors,
namely:

a. Promotion. Promotion is the advancement of an employee to a better task, both in terms of heavier
responsibilities, higher dignity or status, better skills, and especially additional payment of wages or salaries.
b. Work performance. The starting point for a person's career development is his work performance in

carrying out the tasks entrusted to him now. Without satisfactory work performance, it is difficult for an
employee to be proposed by his superior to be considered for promotion to a higher position or job in the future.
C. The work itself. The responsibility for developing a career lies with each employee. All parties such as
leaders, direct supervisors, acquaintances and specialists in the personnel department, only play a role in
providing assistance, it is up to the employee concerned, whether to take advantage of various opportunities for
self-development or not.

d. Award. Giving motivation through the need for appreciation, such as awards for achievements,
recognition of expertise and so on. It is very necessary to stimulate work enthusiasm for employees.
Appreciation here can be a demand for human factors on the need and desire to solve a challenge that must be
faced.

e. Responsibility. Accountability for the tasks assigned by the company to employees is a reciprocal of
the compensation they receive. The company provides what is expected by the employees, but on the other
hand the employees must also contribute to the completion of the work well and full of responsibilities in
accordance with their respective fields.

f. Confession. Recognition of the ability and expertise of employees in a job is an obligation by the
company. Because this recognition is one of the compensations that must be given by the company to
employees who do have a certain skill and can do the job well too. This will encourage employees who have
advantages in their fields to perform even better.

g. Success at Work. Success in work can motivate employees to be more enthusiastic in carrying out the
tasks assigned by the company. With this success, it can at least give employees a sense of pride in the feeling
that they have been able to take responsibility for what is their duty. Motivation Steps In motivating
subordinates, there are several instructions or steps that need to be considered by every leader.
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4.0rganizational Performance

Understanding organizational performance is a description of the level of achievement of the
implementation of a program of activities or policies in realizing the goals, objectives, vision and mission of the
organization as outlined through the strategic planning of an organization (Moehriono, 2010). The measurement
of organizational performance presented by Harbor (Sudarmanto, 2009) recommends six aspects, namely:

a. Productivity. Ability to produce goods and services

b. Quality. Producing goods and services that meet quality standards.

C. Time loop. The time required in each process of changing these goods and services, then arriving at the
customer/consumer.

d. Punctuality. The time required to produce these goods and services.

e. Use of resources: the resources needed to produce these goods and services.

f. Cost. Cost required. In the implementation of activities or programs to achieve success, there are

factors that can affect the success of the organization.

Research Methods
This study uses an explanatory analysis approach. This means that each variable presented in the hypothesis
will be observed through testing the causal relationship of the independent variable to the dependent variable.

Population and Sample

The population in this research is employees who work in the office of the Regional Asset Management Agency
of DKI Jakarta Province. While the sample used includes 116 employees at the Regional Asset Management
Agency of DKI Jakarta Province. This sampling uses the saturated sample method because it uses all employees
in the agency.

I1l.  Research Result
Analysis Model
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Figure 1. Overall Analysis
Based on the picture above, the validity analysis can be made in the following table

Tabel 1. Analisis Validitas Variabel

Variable Indicators r-value P-value Remarks

BO1 0,879 0,000 Valid

. BO2 0,919 0,000 Valid
Organizational Culture

BO3 0,893 0,000 Valid

BO4 0,897 0,000 Valid

BO5 0,893 0,000 Valid

BO6 0,875 0,000 Valid

PL1 0,870 0,000 Valid

. PL2 0,959 0,000 Valid

Training

PL3 0,965 0,000 Valid

PL4 0,955 0,000 Valid

PL5 0,828 0,000 Valid

PL6 0,824 0,000 Valid

MT1 0,759 0,000 Valid
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Variable Indicators r-value P-value Remarks

MT2 0,880 0,000 Valid

- MT3 0,863 0,000 Valid

Motivation

MT4 0,843 0,000 Valid

MT5 0,867 0,000 Valid

MT6 0,808 0,000 Valid

MT7 0,851 0,00 Valid

KO1 0,878 0,000 Valid

- KO2 0,814 0,000 Valid
Organizational Performance

KO3 0,879 0,000 Valid

KO4 0,845 0,000 Valid

KOS5 0,845 0,000 Valid

KO6 0,931 0,000 Valid

Based on Table 1, the organizational culture variable has a p value for each indicator less than 0.05.
This shows that all indicators analyzed have valid values. In the training variable, the validity value also has a p
value below 0.05. This shows that the indicators on these variables are also valid. The motivation variable
which consists of 7 indicators also has a p value below 0.05. This shows that the indicator is also valid. In the
organizational performance variable the value of this variable also has a p value below 0.05. This shows that the
indicator has good validity. In the analysis above, the Cronbach Alpha value also has a value above 0.60. This
shows that the variables of organizational culture, training, motivation and organizational performance are
reliable.

Hypothesis Testing

1. Partial influence of organizational culture on organizational performance of the Regional Asset
Management Agency of DKI Jakarta Province Administrative City

In table 2, the influence of organizational culture on organizational performance has a t value of 3.6345. The p
value is 0.000. This shows that the organizational culture variable has a significant effect on the performance of
the Regional Asset Management Agency of DKI Jakarta Province partially.

Table 2. Path Analysis p value

Effect T statistics P-value

Organizational Culture->Organizational 2,440 0,015
—>Performance

Organizational Culture > Motivation 17,310 0,000
Motivation ->Organizational Performance 3,958 0,000
Training—>Organizational Performance 3,269 0,001
Training > Motivation 4,225 0,000

2. Partial effect of training on organizational performance of the Regional Asset Management

Agency of DKI Jakarta Province Administrative City

In table 2, the effect of training on organizational performance partially has a t statistic of 3.269 and has a p
value of 0.00. The p-value is smaller than 0.05. This shows that training has a significant effect on
organizational performance partially.

3. Partial influence of motivation on organizational performance of the Regional Asset
Management Agency of DK Jakarta Province Administrative City

Motivation partially affects the organizational performance of the Regional Asset Management Agency of DKI
Jakarta Province. This can be seen from the t-count value of 3.958. The p value is 0.000. The p value is smaller
than 0.05. The positive t value indicates that the higher the motivation, the greater the organizational
performance.

4. Partial influence of organizational culture on the motivation of the Regional Asset Management
Agency of DKI Jakarta Province Administrative City

Organizational culture also partially affects the motivation of the Regional Asset Management Agency of DKI
Jakarta Province. This can be seen from the t-count value of 17.310 and the p-value of 0.00. The p-value is
smaller than 0.05. This shows that the effect is significant.
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5. The effect of training on the motivation of the Regional Asset Management Agency Tribes, DKI
Jakarta Province Administration, partially

The training also partially affects the motivation of the Regional Asset Management Agency of DKI Jakarta
Province. The t value in the table above is 4.225. The p-value is 0.00. The p-value is smaller than 0.05. This
shows that the effect is significant.

6. The influence of organizational culture on organizational performance of the Regional Asset
Management Agency of DKI Jakarta Province through the motivation variable

Organizational culture influences the organizational performance of the Regional Asset Management Agency of
DKI Jakarta Province through the motivation variable. This can be seen in the following table.

Table 3. Results of the Analysis of Moderating Variables

Effect T statistics P-value
Organizational Culture -> Motivation -> 0,703 0,482
Organizational Performance
Training -> Motivation -> Organizational 0,163 0,870
Performance

The value above is obtained from the analysis of the PLS (partial Least Square) application. The statistical t-
value of the influence of culture on organizational performance through motivation has a t-count of 0.703 and a
p-value of 0.482. The p-value is greater than 0.05. This shows that the effect of the moderating variable is not
significant. Motivation is not a moderating variable.

7. The influence of training on organizational performance of the Regional Asset Management
Agency of DKI Jakarta Province through the motivation variable

The table above also shows the results of the analysis that training has an effect on organizational performance
through motivational variables. The value of this analysis has a t-count of 0.163 and a p-value of 0.870. This p-
value is greater than 0.05. This shows that the effect is not significant. Motivation is not a moderating variable.

IV.  Discussion

The influence of organizational culture on organizational performance has a t value of 2.440. The p
value is 0.015. This shows that the organizational culture variable has a significant effect on the performance of
the Regional Asset Management Agency of DKI Jakarta Province partially. These results are in accordance
with previous research regarding the influence of organizational culture on organizational performance. These
studies include (S Dunggio, 2020; F Masluk, 2015; E Sari Elsa Vosvo, 2013; J Jamaluddin, 2017; N
Novziransyah, 2017; J Jufrizen).

The effect of training on organizational performance partially has a t statistic of 3.269 and has a p
value of 0.001. The p-value is smaller than 0.05. This shows that training has a significant effect on
organizational performance partially. This is in accordance with previous research (J Jamaluddin, 2017; N
Novziransyah, 2017; J Jufrizen).

Motivation partially affects the organizational performance of the Regional Asset Management
Agency of DKI Jakarta Province. This can be seen from the t-count value of 3.958. The p value is 0.00. The p
value is smaller than 0.05.

Organizational culture also partially affects the motivation of the Regional Asset Management Agency
of DKI Jakarta Province. This can be seen from the t-count value of 17.310 and the p-value of 0.00.

The training also partially affects the motivation of the Regional Asset Management Agency of DKI
Jakarta Province. The t value in the table above is 4.225. The p-value is 0.00. The p-value is smaller than 0.05.
This shows that the effect is significant.

The statistical t-value of the influence of culture on organizational performance through motivation has
a t-count of 0.703 and a p-value of 0.482. The p-value is greater than 0.05. This shows that the effect of the
moderating variable is not significant.

Training has an effect on organizational performance through motivational variables. The value of this
analysis has a t-count of 0.163 and a p-value of 0.870. This p-value is greater than 0.05. This shows that the
effect is not significant. This is in accordance with previous research (S Dunggio, 2020; Mohammad Muris,
2020; F Masluk, 2015; E Sari Elsa Vosvo).
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V.  Conclusions and Suggestions

Conclusions
Based on the results of the study, the following conclusions can be drawn:
a. The influence of organizational culture on organizational performance has a t value of 2.440. The p

value is 0.015. This shows that the organizational culture variable has a significant effect on the performance of
the Regional Asset Management Agency of DKI Jakarta Province partially. These results are in accordance
with previous research regarding the influence of organizational culture on organizational performance.

b. The effect of training on organizational performance partially has a t statistic of 3.269 and has a p
value of 0.001. The p-value is smaller than 0.05. This shows that training has a significant effect on
organizational performance partially. This is in accordance with previous research.

C. Motivation partially affects the organizational performance of the Regional Asset Management
Agency of DKI Jakarta Province. This can be seen from the t-count value of 3.958. The p value is 0.00. The p
value is smaller than 0.05. Organizational culture also partially affects the motivation of the Regional Asset
Management Agency of DKI Jakarta Province. This can be seen from the t-count value of 17.310 and the p-
value of 0.00.

d. The training also partially affects the motivation of the Regional Asset Management Agency of DKI
Jakarta Province. The t value in the table above is 4.225. The p-value is 0.00. The p-value is smaller than 0.05.
This shows that the effect is significant.

e. The statistical t-value of the influence of organizational culture on organizational performance through
motivation has a t-count of 0.703 and a p-value of 0.482. The p-value is greater than 0.05. This shows that the
effect of the moderating variable is not significant.

f. Training has an effect on organizational performance through motivational variables. The value of this
analysis has a t-count of 0.163 and a p-value of 0.870. This p-value is greater than 0.05. This shows that the
effect is not significant.

g. Based on the organizational performance of the DKI Jakarta Provincial Asset Management Agency
which continues to grow:

. Organizational culture including organizational improvement and work procedures from 2016 to 2021.
. Training by increasing the digitalization of the Regional Asset Information system even though

according to staffing data there is still a lack of employees in accordance with ABK (Workload Analysis) and
there is still a lack of training/training related to asset problems, including training on the Procurement of Goods
and Services, Asset Management, Goods Management Region, Regional Development Planning Management,
Project Management, Public Communication, Land, Human Resources Management, Risk Management.

. Motivation between leaders and employees and employees with employees. There is an increase in
physiological needs; security needs such as employment and health insurance; social needs where employees
interact and work in teams; the need for esteem; need for self-actualization.

. Based on the improvement in Organizational Performance that continues to grow in the Regional Asset
Management Agency of DKI Jakarta Province including the Regional Asset Management Agency of DKI
Jakarta Province, it is hoped that it will increase Superior Human Resources with the fundamental values of
"Trust Based" and 6 D'S Exponential Growth and continues to achieve the Unqualified Opinion award (WTP)
from BPK RI.

Suggestions

In improving organizational performance, it is necessary to develop organizational culture, training
and motivation. With this research, it is hoped that it can be used as input and reference for the DKI Jakarta
Provincial Asset Management Agency, especially the Regional Asset Management Agency for DKI Jakarta
Province to take policies or decisions that are deemed necessary in an effort to improve organizational
performance. Some suggestions that can be submitted are:
a. Organizational culture.
Organizational culture is developed by increasing the role of leadership and employees with a larger portion
using the Superior HR theory illustrated as a tree, namely the root as "trust", the tree trunk as integrity, respect,
discipline, honesty, productivity, confidence, caring, fairness, and credibility. While the leaves are in the form
of abilities, attitudes, and knowledge. Related to this, the implementation of the main tasks and functions of the
Asset Management Agency for the DKI Jakarta Province, including securing assets (fencing, installation of
asset nameplates and certification), deleting office inventory assets (KIB B), monitoring asset utilization and
receipt of assets in the form of social and public facilities and the use of assets, reconciling assets.
b. Training.
Training needs to be arranged periodically by considering factors including the instructor's ability to provide
training, the readiness of the training participants and training materials. Related to this, it is necessary to
coordinate with the Human Resources Management Agency (BPSDM) to further increase the periodical
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education and training related to the duties of the functions of the DKI Jakarta Provincial Asset Management
Agency and increase the use of digitization such as SIERA, e-document updating, e-procurement, e-census, e-
update for Asset Information System

c. Motivation

High motivation also needs to be owned by leaders and employees. This attitude can be demonstrated by
fulfilling the employee's need for income or salary received that is able to meet the needs of the employee,
improve the work atmosphere and increase concern for other employees by improving communication between
leaders and employees, as well as employees with employees. Motivation is needed from the leadership to
employees. There is an increase in physiological needs; security needs such as employment and health
insurance; social needs where employees interact and work in teams; the need for appreciation such as giving a
promotion to a higher position if there are employees who have more expertise and creativity than other
employees; need for self-actualization.

d. Organizational Performance

It is necessary to carry out continuous development to improve organizational culture, training and motivation
in the organizational performance of the DKI Jakarta Provincial Asset Management Agency including the
Regional Asset Management Agency of DKI Jakarta City so that it will achieve the fifth Unqualified (WTP)
and so on from the Agency's assessment. Supreme Audit Agency (BPK) RI. It is necessary to increase Superior
Human Resources with the fundamental values of “Trust Based” and 6 D'S Exponential Growth starting from
the Digitalize stage (D1) where information becomes digital, easily accessible, and disseminated to the
Democratized stage (D6) where digitization does not only belong to the government, but all can be access. So
that the vision of the Regional Asset Management Agency (BPAD) of DKI Jakarta Province will be achieved,
namely realizing the implementation of regional asset management that is accountable, transparent, responsive
and participatory in the context of the New Jakarta.
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