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Abstract

This research aim to identify how Organizational Culture, Motivation and Workload gives
impact to Employee’s Performance at the Sukoharjo Regency National Land Agency Office.
Civil Servants (PNS) at the Sukoharjo Regency National Land Agency Office is used as
research’s population with total 70 employees. Researcher used saturated sample technique
on research with 70 sample. There are 3 methods being used in this research, such as the
classical assumption test, multiple linear regression test, hypothesis test, coefficient of
determination test with SPSS 21 program. This research categorized as quantitative
descriptive research that used primary data and secondary data obtained by observation,
documentation, questionnaires, interviews and literature study. Final results of this research
higlights positive and significant impact from Organizational Culture and Motivation
variable on Employee’s Performance, while there is a positive and insignificant effect on
Workload variable to Employee’s Performance. The coefficient of determination (R2) of all
variables has a contribution of 41.4% and the remaining 58.6% is explained by variables
outside this research model.
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1. INTRODUCTION

The increasing development of science and technology as well as the world economy in
the era of technological progress shows that global competition is getting tougher. Each
company and other agency is required to have consistent performance to remain able to
survive in competition in today's global market. The speed of an organization is determined
by many key aspects, one of the keys to a company's success comes from its employees.
Employee performance includes various standards set as a basis for assessment in a company.
According to (Rosmaini & Tanjung, 2019) one of the keys to successfully achieving the goals
of an organization lies in the presence of employees within it, whose role really determines
the success of government administration and its development.

Organizational culture greatly influences the performance of an employee in continuing
to carry out their duties. Organizational culture itself is defined as a unity of systems,
meanings, values and beliefs that serve as guidelines for behavior, are adhered to by all
elements, and differentiate one organization from another. The application of a certain culture
to an organization or agency can directly shape the character of workers, especially in
completing their responsibilities and helping the company achieve its goals. This indicates
that whether or not the performance of an organization's employees or human resources is
better is determined by how strongly the organizational culture is rooted, so that this culture
then becomes the main identity of the organization which continues to be maintained
periodically (Emil & Sari, 2020). Apart from organizational culture, motivation also plays an
important role in encouraging increased contribution from employees. Each individual in the
organization has their own needs, so their motivations are not the same as each other. If the
employee needs in question are already available in an agency, then the organization is
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responsible for meeting the needs of its human resources. Maintaining the motivation level of
organizational workers at an ideal level is very important in order to achieve the work
achievement targets set by their place of work (Christian & Kurniawan, 2021).

Apart from organizational culture and motivation, employee performance is also
influenced by workload, which is understood as a unit of activity that must be completed.
Excessive workload tends to cause negative impacts for employees, such as physical and
psychological fatigue and causes a number of emotional reactions, while too little workload
also results in symptoms of "lack of movement” and leads to boredom. Boredom or lack of
workload can increase the potential for reduced attention to work which can lead to a
decrease in employee performance (Yandri & Aziz, 2021). There are also conditions where
the workload requires organizational members to complete more work responsibilities than
before, while the work resilience of each individual is not entirely the same.

The Sukoharjo Office (BPN) is an Indonesian non-ministerial public body which is
responsible for carrying out state land duties in accordance with statutory regulations. In
carrying out its functions, the Sukoharjo Office (BPN) continues to encourage its members to
continue to improve their performance. In an effort to improve performance, employees are
needed who understand organizational culture, supportive motivation, and match the
workload with the portion of each employee's work.

Budaya Organisasi

Kinerja pegawai

Beban Kerja

X3

2. METHODOLOGY

This research was conducted at the Sukoharjo BPN Office using quantitative methods.
The research was conducted in October-December 2023. The research involved all BPN
Sukoharjo civil servants, totaling 70 employees. Saturated sampling technique was chosen in
this research.

In terms of data collection techniques, researchers used several techniques such as
observation, documentation, questionnaires, interviews and literature studies with employees
of the Sukoharjo Regency National Land Agency Office.

Operational definition

The research definition of a variable in this research is a statement that is clearly related
to the reality of the variable to be observed which is given by the researcher to the respondent
for the purpose of testing the research hypothesis.

Employee Performance

Performance is an assessment of employee work which is assessed in terms of quantity
and quality, accompanied by the implementation of tasks achieved by employees of the
Sukoharjo Regency BPN Office.

Organizational culture

Organizational culture is understood as a unit of systems, meanings, values and beliefs

that are adhered to by employees and become guidelines for behavior and character in the



Edunomika — Vol. 8, No. 1, 2024

company which are maintained and preserved at the National Land Agency of Sukoharjo
Regency.
Motivation

Motivation itself is the encouragement that employees have to carry out activities or
activities with the aim of achieving the goals of the Sukoharjo Regency BPN Office.
Workload

Workload is defined as the employee's capacity to complete the tasks that must be
completed by employees of the Sukoharjo Regency National Land Agency.

3. RESULTS AND DISCUSSION
Instrument Test
1. Validity test

Table 1
Employee Performance Test Results (Y)
 Indikator  Thitwg = TFuba  Keterangan
Kinerja Pegawai | 0,839 0,444 Valid
Kinerja Pegawai 2 0,749 0,444 Valid
Kinerja Pegawai 3 0,816 0,444 Valid
Kinerja Pegawai 4 0.806 0.444 Valid
Kinerja Pegawai 5 0,590 0,444 Valid
Table 2
Organizational Culture Test Results (X1)
~ Indikator  Tuemg  Faa  Keterangan
Budaya Organisasi 1 0,606 0,444 Valid
Budaya Organisasi 2 0,457 0,444 Valid
Budaya Organisasi 3 0,677 0,444 Valid
Budaya Organisasi 4 0,560 0,444 Valid
Budaya Organisasi 5 0,529 0,444 Valid
Table 3
) Motivation Test Results (Xg)

Indikator Thitung Ftabel Keterangan
Motivasi 1 0,610 0,444 Vahd
Motivasi 2 0,516 0,444 Valid
Motivasi 3 0,466 0,444 Valid
Motivasi 4 0,673 0,444 Valid
Motivasi 5 0,776 0,444 Vahd
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Table 4
Workload Test Results (X3)

Indikator I'hitung I'tabel Keterangan
Beban Kerja 1 0,504 0,444 Valid
Beban Kerja 2 0,467 0,444 Valid
Beban Kerja 3 0,478 0,444 Valid
Beban Kerja 4 0,514 0,444 Valid
Beban Kerja 5 0,504 0,444 Valid

The results of the validity calculation above show that the 5 statement items
submitted to respondents regarding Employee Performance (), Organizational Culture
(X1), Motivation (X2) and Workload (X3) have a value of rcount > rtable which is

declared valid.
Reliability Test

Ghozali (2020:26) states that the Reliability Test is a questionnaire measurement
method that contains indicators of a change or construct. A questionnaire is considered
reliable if a particular respondent's answer to a particular statement submitted is stable or
consistent from time to time Ghozali (2016: 47-48)

Reflecting on the results of the validity test, the level of reliability of all statements
will be measured, where below are the test results.

Table 5
Reliability Test Results
Variabel Cronbach’s Alpha N of Items  Keterangan
Kinerja Prgawai 0,895 5 Reliabel
Budaya Organisasi 0,782 5 Reliabel
Motivasi 0,807 5 Reliabel
Beban Kerja 0,717 5 Reliabel

The results of reliability calculations as shown in Table 5 show that all variables are
consideredreliable as proven by the Cronbatch's Alpha calculated value for each variable

> 0.060.

Classic assumption test

1.

Normality test

Tabel 6
Normality Test Results
Kolmogrov- Asymp. Sig. (2-  Batas Keterangan
Smirvov Z tailed)
0,857 0,455 0,05 Normal
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Based on table 6 above, it shows that the value of Asymp. Sig of the regression
model with a result of 0.455. Thus, these results mean that in terms of data distribution,
the regression equation for the model is classified as (Normal).

2. Multicollinearity Test

Tabel 7
Multicollinearity Test Results
Variabel Collinerarity Statictic Keterangan
Tolerance VIF
Budaya Organisasi 0,802 1,246 Bebas Multikolinearitas
Motivasi 0,847 1,180 Bebas Multikolinearitas

Beban Kerja 0,698 1,432 Bebas Multikolinearitas

Looking at table 7 above, there is no multicollinearity, because all independent
variables have a tolerance greater than.

3. Heteroscedasticity Test

Table 8
Heteroscedasticity Test Results
Variabel Sig (P Value) Keterangan
Budaya Organisasi 0,388 Tidak terjadi heteroskedastisitas
Motivasi 0,313 Tidak terjadi heteroskedastisitas
Beban Kerja 0,307 Tidak terjadi heteroskedastisitas

The results of the heteroscedasticity test in Table 8 show that all independent
variables have a value of Sig.

Multiple Linear Regression Analysis

T
Multiple Linear Regression andats)lgr?dard Error of Research Variables
Variabel B Std . Exrror
(Constant) 3,041 2,856
Budaya Organisasi 0,478 0,102
Motivasi 0,293 0,100
Beban Kerja 0,058 0,140

Hypothesis Test (t Test)

The results above are detailed in the explanation below.

1. Organizational culture has a positive and significant impact because the tcount value
with a result of 4.692 is greater than the ttable with a value of 1.996 and a significant
value of 0.000

2. Motivation has a positive and significant influence because the tcount value with a result
of 2.925 is greater than the ttable with a value of 1.996 and a significant value of 0.005.
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3. Workload has a positive and insignificant effect because the t-count value is 0.410 and
the significant value is 0.683

R Square Test (R?)

Table 11
R Square Test Results
R R Square Adjusted R Square
0,466 0,414 0,388

The results of the test above are as follows:

The calculation results show that the coefficient of determination (R2) is 0.414 (41.4%),
which means that the contribution of the Organizational Culture, Motivation and Workload
variables is 41.4%, while the remaining 58.6% is explained by other variables.

4. CONCLUSION

The results of the acquisition and analysis of data during this research gave rise to the
final conclusions as explained below.
According to test results, organizational culture and motivation have a positive and
significant impact on the performance of BPN Sukoharjo Office employees. Meanwhile, the
workload according to the test results has no impact on the performance of BPN Sukoharjo
Office employees. Calculations show that the coefficient of determination (R2) is 0.414
(41.4%), which means that the contribution of the Organizational Culture, Motivation and
Workload variables is 41.4%, while the remaining 58.6% is explained by other variables,
such as discipline, work environment , experience and so on.

Suggestion

Considering the conclusions drawn from the results of previous data analysis, then :

1. Inthis case, the company must continue to maintain the comfort of organizational culture
so that employees feel that they enjoy the cultural conditions that exist in the company
more in carrying out their work. It is hoped that the Sukoharjo Regency BPN Office can
maintain a good organizational culture. By making employees feel comfortable, orderly,
disciplined so that they are able to make a full contribution to the work they do.

2. To increase enthusiasm and motivation, leaders must provide encouragement to their
employees in carrying out their work such as giving direction and advice, apart from that
they need sensitivity in carrying out work which can support the implementation of work
to be even better so that it can motivate employees in carrying out work, in addition to
carrying out office duties. , the workforce also interacts with fellow members.

3. If there is further similar research, it is hoped that the scope of the research will be
expanded by using independent variables in this research, for example work
environment, discipline, career development, compensation, leadership style, and other
aspects, so that it can complete the problems and perfect this research.
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